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ABSTRACT

Payne and Associates (1985:61) stated that the sociolopy of social n'iobility
has virtually no female dimension. This p‘rescnt study is an attempt to contribute
towards the kndwlcdge in the area by focusing on the carcer mobility of women
working in some selected banks in Benin City. In addition, the study also hltempls
to determine the proportion of women promoted since they joined the banks;
compare the women with their male countelrpal:ts in' the same banks similarly
promoted; and establish the factors which impede and enhance women’s promotion.

One hundred (100) questionnaires were distributed (0 women selected
randomly using the slra‘liﬁcd-sysldnulic sampling technique. These were compleled
and returned, representing a 100% response rate for women. Three hundred (300)
questionnaires were also distributed to men selected randomly using the stratified-

systematic sampling technique. OF these, iwo hundred questionnaires were
completed and returned. This reprcscnt:\:. a 66.7% response rate for men. These
questionnaires were designed, constructed, and developed by the rescarcher, The
questionnaires are the major indtruments used [or data collection. Other
supplementary instruments used aie the participant obscrvation (participant-as-
observer), and official documents and records. Six rescarch problems, six research
objectives, and two rescarch hypotheses were formulated and lested. The data
collected were coded and tabulated [lor compuler-assisted analysis. Statistical

techhiques used for data analysis arc percentages, cross-tabulations and multiple

regression. The rescarcher also formulated three dimensions of data analysis,

xviii



namely:-

On the organizational structurc of the banks used for the study;
On the roles of women in the banks; and

On the determinants of carcer mobility of the women.

A combination of role accumulation theory and intra-generational mobility

theory provided a theorétical framework.

@

(i)

(iii)

(iv)

(vi)

The major ﬁﬁdings of this research are:-
That a majority of men and women (54.67%) work in the banks in Benin
City due to economic reasons, educational opportunities, and self-
development. Women are mostly found in the Cash Departinent because
women appear more atiractive, courteous, and honest than men;

t
that men and women in the bz3nks have equal chances to perform any roles,
and to occupy any positions available on the organizational structure of their
banks;
that the women perform multiple roles su_ch_ as domestic roles,
industrial/official roles, roles in trade union and associations. The women
encounter inter-role conflicts in the performance of their multiple roles, and
efforts are made to resolve them;
that a very significant relationship exists between the ﬁbility of the women
to cope with industrial duties in the banks and age of the first child, level of
education and present income;
that socio-cultural stereotypes about women have no cffeet on their roles in

~

the banks; and
that only 45 respondents were promoted between 1952 and 1992 in the ratio

Xix



)

of 1 woman : 2 men generally. Junior staff were promoted to officer/senior
staff positions in the ratio of 3 women : 4 men. In terms of proportions,

7.5% of the men and 11.11% ‘of the women were promoted from junior staff

position to officer positions. Officers were promoted to management

.

positions in the ratio of 1 woman : 3. men. In terms of proportion, 81.8% of
the men, and 46.15% of the women werce promoted from officer positions
to management positions. Career mobility of women in the banks in Benin
City is a function of marital status.

In view of the above findings, the following recommendations are made:-
that women both married and spinsters should aspive (o greater heights in
their banking careers through further education and self~development;

that in future, a macro rescarch should be conducted to enable us make a
more authentic statement about the determinants of career mobility of
women in the banks in Nigeria; and

that the N.igerian governments and parastatals, the management of the banks,
and the executives of the National Union of Banks, Insurance, and Financial
Institutions Employees (NUBIFIE) should examine the problems which these
women encounter and formulate polici;:s that would help to reduce their

problems and enhance their carcer success.

XX






Chapter One

INTRODUCTION

This rescarch is on carcer mobility of women in banks. It is an attempt to
make a contribution to the area of sociology of social mobility which according 1o
Payne, Payne, and Chapman (1985) had virtually no female dimension. In addition,
the research attempts to determine the proportion of women promoted since they
Jjoined the banks; compare the women with their male counterparts in the same
banks similarly promoted; and establish the factors which impede and enhance
women’s promotion.

Three hundred respondents were used for  the rescarch. Structured
questionnaires, participant-as-observer, and official documents and records were
techniques used for data collection. A combination of role accumulation theory and
intra-generational mobiiity theory provided the theorctical framework.

The research‘ deals with the determinants of career mobility of women in
selected banks in Benin City. This inlroduﬂclory chapter is divided into the following

six sections;-

* Statement of the problem;
* Objectives of the rescarch;
' !
* Relevance of the research;
* Scope of the research;
*

Operational definition of coneepts; and

* Structure of the thesis.



1.1.0 Statement of the Problem 3

Since pre-colonial period, Nigerian people have been and are still engaged
in diverse economic activities. At the traditional sector, according to Smith (1955:4-
16), the basic Zaria Hausa economic unit has been and is still the domestic group
organized in a compound, gida. Under that system of.organisation, economic
activities are grouped into various farming, trading, and crafts units. Each unit is
called'gandu, and is based in the gida. Gandu is a contractual economic group that
ts based on kinship or friendship relations. There are farming gandn, (rading gandu,
and crafts gandu. The head of each gandu is called mai-gida. He controls the
internal and external aftfairs of his gandu; provides, for inslancc.-.work-lools and
pays taxes for the grown-up children. Members perform specific jobs. Women in
purdah, for instance, are engaged in food processing such as akamu (i.e. pap), and
in crafts such as weaving.

In the Yoruba economic system, at the traditional seclor, according to Fadipe
(1970:95-158) thé majority of the Yoruba people since the seventeenth century,
were a.nd are still engaged in agriculture, trading, and crafts-making. Each
compound specializes in a craft under the leadership of a baale. Men specialize in
farming, blacksmithing, iron-smithing, and ;:alabnsh-iircssing, while women
specialize in crafts such as pottery, soap- making and cloth-dycing.

In the Igbo economic system, at the traditional level, Onwugjeogwu
(1981:61-67) found that fbclwcen the ninth and early twentieth centuries, the major

sources of wealth of the people in the Nri kingdom were and are still yams,

kolanuts, and dependants (wives, children, friends and relations).  Economic



activities arc organized in a compound under the leadership of omyeisi. Each
com;;ound has a trading group, a ritual group, and cralts group. A trading group, lor
instance, is composed of a man, his wife, and adult children, and some other
members of his extended family (between three and ten persons). Bach trading
group has men and women units. Men are mostly enpaged in trading, and in ritual
services to people within Nri Kingdom and hegemony. They sell salt, livestock, iron
and copper rods, elebhant tusks, hides and skins, and gun powder., Women sell
foodstuffs, [ruits, and vegetables in the markets in Nii and neighbourhoods.

The above descriptive analyses are illustrations 6f the economiic activities of
the people in Yorubaland; Hausaland, and Igboland at the traditional sector. Their
men and women perform different economic activities. There is division of labour
by sex/gender. This method of division of labour is rooted in a patriarchal tradition
and based on the ideology, that men are "supcrior ml1d' masculine” and should
perform tough, encrgy-sapping, and brain-cracking jobs. Whercas, women arc
"inferior and feminine" and should perform light, si'mple and routine jobs which
require little energy-and brainwork. That is why in the illustration above, women
in Yorubaland, for instance, specialize in crafts such as cloth-dycing, and men
specialize in iron-smithing. This method/pattern ol division of labour is not
uncommon in economic activities in other ethnic groups in Nigeria such as Tiv,
Edo, and Efik,

In addition to the cconomic ‘activities which the Nigerian women in tiw
traditional sector have been amd arc ::‘lill perlorming since the pre-colonial era, they
are also engaged in domestic dulics.'such as home-management, rendering social
welfare services o the members of the family and relations, taking carc of

3



husbands, child-bearing, child care and socialization. These specific roles for women
appear to be based on the socio-cultural stereotype that, "a woman’s place is in (he
home". That might be why even in the colonial period, only the sons of the rich
were sent to school 0 reccive primary, secondary and university education. Parents
scemed to believe that only their sons should go to school, that their daughters
should marry early to bear and rear children.

’ '

However, since the bc::g,inningE of post-colonial era (i.e. October 1960) in
Nigeria, especially in the modern scclor (i.c. cities and urban arcus) many women
have been combining domestic duties with paid-employment outside the home.
This becomes possible through mass lileracy campaigns, [ree education, and
exposure to influences of urbanization and industrialization. Parents become aware
of the, importance of formal education, and have slarted lo give equal educational
opportunities to their sons and daughters quite unlike ever before. Before 1980,
there were not as many women as there arc today in the Niperian labour market.
Very few then were employed to work in.service induslrics' such as banks, while
many were employed as teachers in primary schools and colleges, and as nurses in
hospitals. Teaching and nursing are regarded as "feminine" jobs. However, between
1980 and 1998, there were more job opportunitics open to men and women in the
Nigerian labour market. Women now seem to occupy what was generally regarded
as "masculine" jobs when they are found qualified and compelent in burcaucratic
organizations such as the civil service and industrial organizations.

By working optside the home, the roles which women should be performing
are increasing. Women now perform multiple roles as won:kcrs, housckeepers, and
members of associations, ‘These roles are non-complementary, and could generate

4



conflicts at various levels of interaction at home and workplace. Issues that could

r

lead to conflicts are:- !

"rushing the baby to the nursery before reporting for duty resulting in lateness to
work, constant scolding from the boss, and husband’s jealousy of wife’s pay packet,
among others” (Adelola i985:7). Personal observation and experience have shown
that since working women are performing multiple roles, men especially those in
management cadre i1.1 complex organisations tend to have a negative perception
about women’s orienfation and attitude (o work. This negative perception is
crystallized in socio-cultural stereotypes about women. Woodworth and Woodworth
(1979:19) identified the following stegeolypes about women:-

i.  "A woman’s place is in, the home;

ii. Women are not seriously attached to their jobs;

iii. Women only work for extra income;

iv. Women do not work as regularly as their male counterparts;

\£ Women do not work as long as their male counterparts;
‘i Employment of Women leads to negleet of their children:
vii. ~ Women do not like promotion: and

viii.  Men do not want to work for women supervisors".
It is likely that men in management positions might capitalise on (hese stereolypes
about women and consequently might discriminate against them in recruitment,
placement, and promotional exercise. This is one of the problems which this
research attempts (o explore.

The main objective of the Sex Discrimination Act 1975 is to ensure equality
of opportunity for men and women in Nigeria, The Act prohibits discrimination on

5



grounds of Sex in recruitment, placement, traini.ng, and promotion. But despite the
Act, the "male-managerial model" has continued to contribute to the erroncous
belief that women cannot be successful managers. Studies conducted by Schein
(1975:340-344) support the existence of such myth about women by male managers.
Y

This present study considers the mobility of the women in the banks in Benin City.
One of the crucial questions to answer is whether socio-cultural stereotypes about
women have any effect on their car_ee.r mobility.

Social scientists have discovered that workers" ch.unccs o’ moving up and
down the organizational Jadder is a function of several factors, such as, level of
education (Duncan 1967:152-161; Broom and Selznick 1977:182-185); and late
marriage (Strauss 1967:326-335). This rescarch also examines education, and marital
status, among others, and the effects they have on the carcer mobility of women in
the banks in Benin City. The important question to answer is whether education and
marital status have any effects on carcer mobility of women.

Furthermore, it is often heard among workers that the promotion of workers
depends largely on "who you know". The concept "who you know" means
"godfathers” or "social connections", or ima-mmadu. Ima-mmadu is an Igbo
concept. Contextually it means the people that the workers know inside the bank
and outside the bank who could influence management to promote and facilitate
their career-success. In view of ‘this, the research in addition, considers social
connections and the effects which they have on. the carcer mobility of women.

. ] !

In summary, this research has the lollowing crucial questions to answer:-

i. Why do women go Lo the banks in Benin City to work?

ii. What proportion of the women oceupy management positions?

6



V.
vi.

1.2.0.

Which factors determine the carecr mqbilily of the women in the banks in
Benin City?

What are the extent of the clfects?

Which of the factors has the most powerful independent effect? and .

'
Which of the factors has the least powerful independent effect?

A

Objectives of the Research

In view of the issues raised in section 1.1 (Statement of the Problems) above,

this study specifically attempts to achieve the following objectives:-

iv.

vi.

(nj To find out why women work in the banks ‘in Benin City;

(b) The departments they arc mostly found in, and why?

To determine the influence of organizational structure on the role
performance of women;

To determine the reason(s) for low-participation of women at the executive
level in trade union, and scnior staff association in the banks (This is
important as an aspect of the roles women in the banks perform).

To find out how the women in the banks cope with domestic and industrial
duties;

To investigate if socio-cultural stereotypes about women affect their roles in
the banks; and

(a) To ascertain the proportion of women in management positions in the
banks; and

(b) To determine the causes of career mobility of women in the banks in

Benin City.



1.3.0. Relevance of the Research

This research is iﬁlporlanl because it would increase the existing scientilic
knowledge about women in industries. Secondly, it would provide scholars with
useful information which they might need in monitoring the determinants of career
mobility. of women in the selected banks in Benin City in particular, and in Nigeria
in general. It would also provide women in the banks in Benin City with data about
work environment (which could be useful in their efforts; to get to the zenith of their
chosen carcers). Lastly, it would also call the attention of government, management,
trade union, and scniér staff’ association 1o the problems of the women in these
banks, and the need to address such problems.

1.4.0. Scope of the Research | E

The title of this thesis is, "Determinants of Carcer Mobility of Women in
Selected Banks in Bcnin City". A bank is where pcople save and borrow money.
The research is focusedﬁ on non-clearing banks which were in existence in Benin
City during the fieldwork, from June 1991 1o Marcl.1 1992. Non-clearing banks refer
to the banks which do not clear cheques. Non-clearing banks comprise commercial
banks, development 'banks, specialized banks, and merchant banks (sce scction 1.5
for operational definitions of these concepts).

The research is focused on wo:ncn in commercial banks, development banks,
specialized banks and merchant bag‘lks in Benin City in order to find out the
determinants of their career mobility. The research is interested in the upward
movement of women from junior staff positions to management stalf positions. The
banks used in the research are as follows:

1.4.1. Merchant Banks

.i. ICON (Merchant Bankers) Limited.



1.4.2.

1.4.3.

1.4.4.

Commercial Banks
ii. United Bank for Africa Plc;
iii. Union Bank of Nigeria Plc;
iv. African Conlinental Bank Ple;
V. AFRIBANK‘ (Nigeria) Plc;
vi.  Allied Bank of Nigeria Ple;
vii.  Progress Bank of Nigeria Plc;
viii  National Bank of Nigeria Limited;
ix. Cofoperative Bank Limited.
Development -Bank.s‘
X. Nigerian Agricultural and Co-operative Bank Limiled:
xi.  "Federal Mortgage Bank of Nigeria Limited;
xii.  The Nigerian Bank for Commerce and Industry Limited. -
Specialised Banks

t
xiii ~ Federal Savings Bank Limited and

4

xiv.  People’s Bank of Nigeria Limited.

The above fourteen banks were used by the researcher to conduct the research.

Benin City was chosen as the research area because of the following reasons:-

iv.

1.5.0.

It is the capital of Edo State;

It is a multi-ethnic city;

Many banks in Nigeria have their branches in Benin City; and
Benin City is convenient and, is the work base of the rescarcher.
Operational Definition of Coucepty

In order to avoid unnecessary ambiguities, some key coneepts which are used

in this study are defined. The words that are operationally defined are:- role,

9
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mobility, career mobility, rolc-discriminnlio_n, male-dominance,  educational
attainment, social connection, bank, commercial bank, merchant bank, development
bank, specialized bank, fon-commercial bank, clearing bank, and non-clearing bank.
1.5.1. Role

"Role" is defined as the industrial and domestic duties which women in t‘hc
banks in Benin City perform. Roles are bundles of obligations attached 1o a position
which has some status. In the banks (i.c. at the workplace) the dulics of the women
include sccretarial, clerical, accounting, administrative, and managerial. In the home,

\

the women perform duties as wives, mothers, house-keepers, sisters, auntics, and
cousins, {
1.5.2. Mobility

"Mobility" is defined as the movement of women from junior stafl to
management staff positions. Intra-generational mobility, upward mobility, and career
mobility are also used to explain the mobility of the women in the banks. Accord'ing
o I'Iz‘luser and Featherman (1973:302-309), “intra-generational mobility" is the
movement of workers from the first job to the current job in the establishment.
Incremental benefits are not taken into condideration here. On the other hand.
"upward mobility" is defincd as the upward movement in status i.c. upward
movement {rom junior stall to management staff position. "Career mobility" is the
promotion of workers in their l_iobs. Therefore, in this study, "mobility of women",
“upward mobility", and “career mobi!-i!y“ mean " virtually the same thing as
“promotion of women",
1.5.3 Role Discrimination

"Role discrimination" is defined as role-differentials which exist between a

man and a woman. This means that different jobs are reserved for men and women.

10



154, Male Dominan?e

"Male dominance® means that there is a greater number of men than women
in the banks in Benin City. More men than women also occupy more challenging
and managerial positions with greater power and authority.

1.5.5. Educational Attainment

"Educational attainment" s defined as the highest level of formal education
which women in the banks in Benin City have achieved.
1;5.( . Social Connection "

"Social connection” is defined as people inside and outside the banks that the
women in the banks know who are .c':apable of influencing their career mobility.
Social connection is also popularly known as "godfatherism".

1.5.7. Bank

"Bank" is defined as a place where people save and borrow money.
1.5.8. Commercial Bank

"Commercial bank" is defined as a financial intermediary which aceepts
small and large deposits from individual dnd corporate customers. These deposits
are repayable on demand or at short notice. It also gives overdralls and loans 1o
customers.

1.5.9. Merchant Bank

"Merchant bank" is defined as a financial intermediary which concentrates
on wholesale banking. It caters for the needs of corporatec and institutional
customers, and accepts a minimum deposit of N50,000.00 (fifty thousand naira)
from each customer.

1.5.10. Specialised Bank .

A "Specialised bank" is defined us a financial intermediary. 1t caters for the
. {



needs of the low income groups in the society. It provides basic credit requirements
to small borrowers who could not meet the stringent collateral requirements
normally demanded by commercial banks and merchant banks.

L1511, Development Bank

"Development  bank" is delined as a [inancial inlcrmcdiz.\.ry. It provides
medium and long term finance to industrial and agricultural sectors of the Nigerian
. economy.

1.5.12. Non-Commercial Bank

"Non-commercial bank" is defined as a bank which is not a commercial
bank, Non-commercial banks in this study include specialised banks, development
banks, and merchant banks.

1.5.13. Non-clearing Banks

"Non-clearing banks" are defined as banks which reccive cheques for
payment, but, do not clear or authorize the payment of the cheques. They include
commercial banks, merchant banks, specialised banks, and development banks.
1.6.0. Structure of this: Thesis ’

This thesis is arranged in seven chapters. Chapter one is the introduction.
Chapter two contains the review of the relevant literature on the rescarch topic.
Chapter three contains the theoretical framework of the rescarch and statements of
the research hypotheses. Chapter four discusses the rescarch mclhodololgy._ -ln.
Chapter five, the roles of women in the sclected banks in Benin City are analyzed.

Chapter six examines the determinants of carcer mobility of the women. Chapter

seven summarizes the research findings, and makes nccessary recommendations.
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. Chapter Two

REVIEW OF LITERATURE

This chapter contains a review of literature relevant (o the rescarch topic.
2.1.0. Review of the Related Literature on Role Studies

Neponen (1988) demonstrated the pivotal role that women’s earnings played
in the welfare and survival of poor houscholds over a five-year period in Madras,
India. She examined family labour supply in the context of a structurally imbalzllincccl
urban economy marked by stagnation in the sccondary sector, and overexpansion
in the tertiary sector. In the informal sector, women were mostly engaged in petty-
trading activities, home-based services, and picce-rate production work. Men were
engaged in a broader range of semi-skilled and casual wage-labour in addition to
petty-trading activities. In a large number of the houscholds, the female head had
the primary income earning role. Across the entire sample, the carnings of the
female head accounted for the mosl substantial and stcadiest share of the family
income. Women contributed more of their daily earnings to family needs, and
withheld less for pers'onal consumption usc than men, Compa-rcd with women, men
had greater leisure, and they retained more of their carnings for their own needs.
. Some husbands escaped household responsibilities through aleoholism, non-support,
bigamy, and desertion.

Similarly, Kuhn (1989) examined marital role allocation in Ft. McMurray,
Alberta, a Canadian resource commut'iily. The research predicted
(i) that population mobility limitci] employment opportunitics for women, and
(ii)  that stressful living condilions‘-in I't. McMurray were barriers to sharing the

provider and domestic roles.



Data were gathered from 1209 randonﬂy-selegled houéeh_olds in Jt. McMurray,
Edmonton, and the Gold Lake region; three Alberta communities differing in socio-
economic development. The interview questionnaires included measures of marital
role enactment deve!opeli by Nye (1976). Kuhn discovered in his study that wives
shared the provider role to a greater extent than husbands shared the domestic role.
Marital role sharing was less prevalent in the resource community compared with
the urban and rural social contexts. “That was due primarily to the lower average age
of the migrants in it. In McMurray, the majority of the migrants were in the child-
rearing age of the family cycle. Occypalional distribution indicated a situation of
relatively limited employment opporfunities for women. Wives "blocked" in their
employment aspirations were less sa_ﬁsﬁcd with [life in the community than other
residents. The study also developed a path analytical model of selected socialization,
attitudinal and economic prediction variables, combining reference group, economic
resource, and subjective utility approaches to explaining role allocation.

Brinton (1989) conducted a study on "Gender Stratification in
Contemporary Urban Japan". She used the stratified random sampling procedure
to select 2146 respondents from three urban locations namely: Sappon, Kodaira, and
Toyohanshi. She collected data with structured questionnaires. Questions in the
questionnaires included extensive information on natal family, educational, marital,
work histories, educational asbirations, and behaviours towards respondents’ own
children. A 13-page dueslionnairc was mailed to each of the respondents, with an
overall response -ratc of 50.1% for the three urban centres used for the slud—y.
Brinton discovered that Japancse women participated in the labour force at rates
similar to women in Western industrial nations, bul gender stratilication patterns

were sharper. Women in Japan were less apt to work as ecmployces, a tendency that
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increased with age. Likewise, female cmp_loyt?cs tended to shift from larger to
smaller firms across the life cycle, whereas male employees did not.  These
aggregate patterns implied that Japanese women were scldom placed in career-track
position in large firms carly in their carcers. Although Japanese men and women
entered large firms at equivalent rates upon leaving school, 22.0% of men and only
7.0% of women entered large firms as clerical workers, three-quarters of whom
were in low-level "assistant clerical” positions. It was, however, the intention of this
current research to also determine the positions occupied by women in (he banks in
Benin City.

Furthermore, Okojie (1981) conducted a study on "Economic Analysis of
Labour Supply of Women in Benin City". She used the houschold production
theory for the theorctical framework of the study. Three dimensions .Of labour
supply analyzed were: the determinants of labour force participation, hours worked
by working women, and the determinants of employment il] the informal sector by
a woman who warked. The study discovered that the overall participation rate of
women in labour force was 61.4%; that hours worked by women were determined
mainly by educationy and that the higher & woman’s education, the less likely she
was to be in the informal sector. This current research also determined the hours of
work for the workcr§ in the banks in Benin City, and how it affected the domestic
role of women at home.

Olade (1986) delved into a different angle of role. She clemin.cd ’lhc
"Correlates of Role Pereeption and Job Performance of Community Health
Practitioners in Sclected States of Nigeria", She used the stratified sampling
technique to select 251 communil‘y-lieullh practitioners in health centres Iocallcd in

Oyo, Lagos, Ondo, and the defunct Bendel State (now Edo and Delta States).



!

Structured questionnaires were usgd o colIlccl data. Pearson product-moment
correlation, cross-tabulation, and partial corrclation were used (o determine the
relationships between variables. Results of her study indicated that comimunity-
health practitioners were not optimally utilized, as they performed only about 40%
of the total identified activities in primary health care services, while they could in
fact.perform over 84% of these activitics if given the opportunity. Some of the
constraints in job performance were identilied and labelled "barricrs fo praciice".
They included lack of transportation, unavailability of cquipment andl drugs,
communication gaps, bad rural roads, and professional conflicts among the different
groups of health practitioners.

This current rescarch used (he stratified-systematic random  sampling
technique to select :‘ncn and wonien respondents in the banks in Benin City. The
conflicts which the women encountered in the pcrformuncc of their multiple roles
were also identified.

In his study about "Appraisces and Appraisers’ perception of the job
performance appraisal system in the” Haveton corporation”, Cooley (1988)
designed two versions of surveys which were used to collect data from two groups:
appraisees and appraisers. The study was COI’ldL.lClCd in "l“cmplc in the UI"li[Cd Slales
of America. Crucial questions which his research answered, were as Tollows:-

i Did both groups agree about the relationships belween performance

expectations and performance appraisal?

it Did responses from appraisces refiecct the poal of the employer’s
performance appraisal system?
iii. How did appraisces respond Lo appraisers’ recommendations about how (o

improve job performance?
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Four divisions of the corporation were used for the study in which 107
questionnaires were randomly distributed. Ninety-nine (99) completed questionnaires
were returned for a 93% response rate. Fifty-lour appraisees responded to 22 items
in the questionnaires, while 45 appraisers responded to 24 items. Both descriptive
and comparative data were used in the study. The statistical packages in the study
included Analysis of Variance (ANOVA), and t-test to check for dilferences and
similarities between group responses. For the research question number two above
only, there was a high significant score between appraiseces and appraisers.
Beckstrom (1989) conducted a study about "Men and Women Managers’
Perception about Successful Managers: Implications for Management Training
and Development”. She explored possible differences in management style by
comparing what men and yvomén managers in a large corporation in the United
States of America saw as the priorities lor being succcsé?ul managers. The study
focused on upper level men and women managers’ perceptions of the characteristics
and skills of succcssﬁrjl managers al lwo levels ‘ot' management: entry  level
managers, and senior level managers. The perception of men and women managers
suggested that the organizational environment they encountered was a major factor
in determining what they considered to be important for success in management.
Where men and women encountercd  similar organizational  inftuences,  their
perception about the factors important for success were similar. But, whcrc' the
organizational influences were different for men and women, (heir pcrccplibn
differed. Men and women were very similar in the characteristics and skills lh‘ey
considered most important for entry-level managers where women were present in
significant numbers. However, there was less agreement regarding what was most

important for senior level managers, where there were few women.
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Oyelaja  (1992) conducted a siudy. titled, "Nigerian - Women in
Management: A Comparative Analysis of Female Managers in Public and
Private Organizations". In that study, she examined how the women emerged as
leaders, identified their power base and (he major problems faced by women, One
hundred.and two (102) questionnaires were distributed to female managers randomly
selected using the stratified sampling method for both public and private seclors.
One hundred (100) questionnaireé were returned representing a 98% response rate.
Also, one hundred (100) questionnaires were distributed to the subordinates who
were randomly selected by the stratified sampling method. In this case, all the one
hundred questionnaires distributed to the subordinates were returned. Five research
questions, and five .resc‘arch hypotheses were formulated and tested in the study.
Structured questionnaires were used for data collection. The statistical techniques
used included percentages and chi-square. The study discovered that subordinates
in public organizatio.ns perceived their female bosses as having a referent dominant
power base, and those in private organizations as having expert dominant power
base; that hardwork, educational qual“iﬁca'[ion and dedication to duty were found to
be major determinants of the emergence of women as leaders; that socio-cultural
bias or discrimination, male chauvinisnu marital problems, coping with hardwork
(i.e. long working periods), and lack of confidence were common major obstacles
identified as facing women in the attainment of lcadersh_ip positions in the publicl
and private organizations.

Oyelaja’s study (1992) could serve as a road-map for this current rescarch
because she examined the determinants and constraints of women as leaders in the
private and public organizations in Nigeria, Oyelaja (1992) used fhc stratilied

sampling method to select a rescarch sample of 102, collected data with structured
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questionnaires, and used simple percentages and Chi-square for statistical analysis.
Whereas, in this current rcsearcll, stratified-systematic sampling method is used to
select a research sample ol 400. Structured questionnaires, participant-as-observer,
and official documents and record were techniques uscd, lor data collection. Also,
for data analysis, simple percentages, chi-square and step-wise multiple regression
are used. The research; methodologies used in the two studies appear morc-or-less
similar.

2.1.1. Summary
In section 2.1.0 above, various studics were cited and reviewed. They are as

follows:- Neponen (1988); Kuhn (1989); Brinton (1989); Okojic (1981); Olade

(1986); Cooley (1988); Beckstrom (1989); and Oyelaja (1992). The review of the

related literature on role studies is ithportant to the present research in the following

ways:- :

(i) The studies cited above are gender related issues with specific focus on the
roles of men and women in different institutions, organizations, and
localities. This current researcli is a gender issue too, with the ftitle,
"Determinants of Career Mobility of Women in Scleeted Banks in Benin

« City". Although, the title does not contain the word "role", it is assumed that
the word "rofe" is in it, though lutent, because we can not discuss any issue
on career mobility of women without first of all discussing the roles of the
women, Henee, (he necd for the review of the related literature on role
studies separately;

(if)  The studies cited above also helped the researcher to know the research
‘methodologices (c.g. sampling techniques, data collection techniques, methods

of data analysis ctc) which social scientists had uscd recently on role studies;
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and, to make chianges, where nceessary, (o increase scientific knowledge;
(iii)  They also helped the rescarcher to become aware of the findings of previous

studies, especially that of Oyelaja (1992). The study conducted by Oyelaja

(1992) served as a road-map for this current rescarch. She examined the

determinants and constraints of women as leaders in the private and public

organizations in Njgeria.
2.2. Review of the Related Literatire on Mobility Studies

Imoagene (1971) in his study:on "Social Mobility in an Emecrgent Society”
examined three occupational groups, 'ilamcly: politicians, civil servants, and business
men. These were some of the new occupational catcgories that emerged in Nigeria
since the advent of the colonial administration. These oc¢cupational groups had no
antecedents in the traditional socio-political system. He explored the extent to
which these new occupational categories tended to become "occupational classes"
in the sense that their members developed particular attitudes and behaviour based
on worklife experience, and independent of their intergencerational background. He
also investigated the relationship between status consistency, and the altitude and
behaviour of these socially mobile pgroups. His study showed that colonial
administrators created positions of upward mobility of people such as politicians,
civil servants, and business men. This current research, however, uses intra-
generational theory of social mobility (o explain career mobility of women in the
banks in Benin City.

Another study that is of relevance is on "Self selection and spatial mobility
of Palestinian Male Workers il:l the West Bank and Gaza Strip" by Al-Dwetk
(1988). He evaluated the determinants of commuting migration and found that more

4

than 100,000 Palestinian workers commute to work in Isracl on a daily basis. e
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employed a self select;on model to:

(i)  Estimate the parameters ol two carnings cqualions [or commuters and non-
commuters so as to identify and compare the determinants of labour earnings
in the Occupied Territories and Isracl;

(i) Estimate the parameters of the decision to commute; and

~(iii)  Apply the knowledge acqu&red about the factors underlying Palestinian
labour mobility to the analy_s;is of policy on labour mobility flows.
The results of this study suggested, .t'hat:

(i) There was negative selcctivigy for commuting migrants;

(i)  The economic factors were highly significant in driving Palestinians towards
the Israeli Labour market; |

(iii)  The push factors in the Occupiced Territories were stronger than pull f'aétors
in Isracl in determining the decision to commute;

(iv) The determinants of commuting migration were comparable with (hose
affecting migration.

Al-Dweik’s study which focused on spatial mobility is important to this
research because economic facloré among others influenced many women to leave
their homes and e.ng'age in paid jobs outside their homes in Nigeria. This research
considers, among others, why women join the banks in Benin City as worké:rs.

Again Wong (1989) who was also interested in spalial mobility considerea
the issue Of"SOG.;iill Mobility in Industries: Towards an Understanding of Cross-
national ”and Temporal Stability and Variability". e provided statistical models
to clucidate cross-national and temporal stability and variability in social mobility
in six countries namely: the United Statcs, Eng[and, Wales, Japan, Hungary, Poland,

and Brazil, He discovered thal there were signilicant cross-national variations in
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both occupational status mobility, and class mobility; that cross-n_aiional variations
in relative mobility were found to be rules rather than exceptions, but they were
neither systematic nor universal; that temporal changes in relative mobility regime
were small but significant in most countrics. Oul ol the six countrics examined,
only the United States of America exhibited increasing opcnnéss in the entire
mobility regime. The most surpriding finding was that despite its (remendous
economic growth, Japan was the onlay country that showed temporal invariance, and
thus supported the Featherman, Jones, and Hauser (1975) thesis of constant relative
mobility.

Another angle of mobility studies was on the permeability of class
boundarics, In their study on "The Permeability of Class Boundaries to
Intergenerational Mobility among men in the United States, Canada, Norway
and Sweden", Western and Wright (1994) investigaled the relative permeability of
the property, expertise, and authority boundaries using "topological® (Flout 1983:37-
51) log-linear models. The rescarch samples were national random samples
representative of the adult employed labdur force. Sample sizes varied from 1145
for the Swedish data to 2577 for the Canadian data. They constructed 7x7 mobility
tables based on a cross-classification of respondents’ class origins and class
destinations. - They explored dilferential permeability .ol three class boundarics to
Intergenerational mobility among the men, and reached the following conclusions,
that:-

(i) In all the four countries, _thc authority boundary was the most pcrmeablé to
intergenerational mobility;
(1) In Canada, the patlerns of permeability of class hlmnd:u‘ics were consistent

with the expectations of nco-Marxist conceptualisations of class - the
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property boundary was the least permg:ablc, followed by the expertise

boundary, and then the authority boundary;

(iif)  In Sweden, the property and expertise boundaries did not differ significantly
in their degree of permeability;

(iv) The class boundaries between workers and capitalists was less permeable
than would be predicted from a strictly additive model of the permeability

of the three dimensions of the class structure (property -+ authority +

expertise) and; |

(v) In the United States and Canada, the patterns of class boundary permeability
to mobility were similar to the patterns of pcrmcz:bilily to [riendship and
cross-class marriages, while mobility patterns in Norway and Sweden
differed from friendship and marriage patterns.
It was discé)vered that Western and Wright (1994) were primarily concerned with
the specific problem of relative boundary permeability rather than with the overall
contours of a mobility regime. Their study is therefore, not very usclul for this
research which attempts to explore determinants of career mobility of women in the
banks in Benin City.

Szelényi (1988) was also intérested in mobility and class structure, He
focused his study on "Social Mobility and Class Structure in Hungary and the
United States”. He introduced a new model of class structurc which defined class
categories in terms of their locations in three historically-cvolved social formations,
namely:- the household economy, petty commodity production, and the bureaucratic
mode. Using this new model, Szelényi compared differences in the class structurcs
of Hungary and the United States, and traced developments in Hungarian social

cleavages over the past 40 ycars, ‘The analysis suggested (hat in Flungary, barriers
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to class mobility had inc__rcascd, degrees to class persistence had grown, and many
of the pre-socialist glas; cleavages which were anticipated to wither away had
remained in place. He furthcrmore discovered that women in Hungary were just as
likely as their American counterparts lo be found in low status and lower
responsibility jobs, aiui that they had similarly constrained opportunitics {or class
mobility relative to men. An aspect of Szelényi (1988) model that was related to
this study was the "bureaucratic mode\.“ mentioned above. This burcaucratic mode
is akin to the type of administrative s¢t-up propounded by Max Weber as the most
efficient type of administration, and it was and it is still adopled and practised,
worldwide, in formal organizations including the banks.

A new dimension to mobility studics was on l'cmulc_: social mobilily. Payne
and his colleagues (1985) wrote an article on,."'l‘rcnds in Female Social Mobility".
They used data drawn from the Scottish Mobility Study (SMS) conducted 1930 -
1970.  Structured questionnaires were used for data collection. Data analysis
showed that in Scotland, the distribution of employment opportunities for women
was diffcrent from that of men; that in the” manulacluring industry, almost all jobs
for women were routine office work. In the service sector, although Tow-level jobs
predominated, there were relatively more jobs of higher level.

Payne and his colleagues belicved that mobility analysis was a good example of a
paradigm which worked quite well in a world where women did not work.
Nonetheless, they reckoned that:-
() Since many women had joined the labour [orce, there was need to fill tlfc
gap in existing knowledge by conducting research on carcer mobility of
women as individuals in their own right rather than as members of the

family unit; and
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(i)

Examination of the causes of mobility both for men and women, nonetheless,

still remained a fruitful arca of research.

2.2.1 Summary

In section 2.2.0 above, various studies were cited and reviewed. They were

as followﬁ:- Imoagene (19l71); Al-Dweik (1988); Wong (1989); Western and Wright

(1994); Szelényi (1988); and Payne and his colleagues (1985). The review of the

related literature on mobility studies is important to the present rescarch in the

following ways:-

()

(i

(iii)

@iv)

In my own opinion, if women have no roles to play in the banks in Benin
City, they would not have been employed to work in the banks, and it would
be foolish any way, to talk aboutl determinants of career mobility of women
in the banks, "Role" and "Carcer mobility" are two dilf'l’crenl concepts, and
as such, literature review on them should be donc separately;

The review on mobility studies has helped the researcher (i.e. me) to know
the recent studies which other social scientists héd carried out in» the area,
and the research methodologies they used, to compare theirs with her own,
and make necessary adjustments for improvement, \ |

To become aware of the findings of previous studies especially that of Payne
and his colleagues (1985). Their studies identiﬁéd gap in existing knowledge
in the area of*causes of career mobility of men and women; and

The research findings of Payne and his colleagues (1985) has encouraged me
to make an attempt to fill the gap in the existing knowledge in mobi[il.y
studies, by conducting a rescarch titled, "Determinants ol Carcer Mobility of

Women in Sclected Banks in Benin City.
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Chapter Three

THEORETICAL FRAMEWORK OF THE RESEARCH

Banks are service indusirics. They are profit-oriented, and they are in the
main, organized in accordance with- Max Weber’s bureaucratic model. With this
type of model,” the management of the banks adopt the bureaucratic type of
administration for maximum efficiency in economic production. This Chapter
, discﬁsses in this order:- The bureaucratic model; selected theories on individual
needs and motivation; performance appraisal; Nigerian (rade unionism  as
instruments of power and collective bargaining for the enhlancement of the workers’
welfare; role theory; social mobility theory; and finally, the theories used in this
research to explain theirole and mobility of women in the banks in Benin City.
3.1.0. The Bureaticratic Model

According to Max Weber (1947), the ideal bureaucracy has the following
characteristics:-

(i) Specialisation and division of labour. Task required to accomplish the
goals of an organisation are broken into highly épecialis_ed jobs so that
everyone becomes an expert Yin his/her 6wn area.

(ii) Rules and procedures. Weber believed that it is important that each task
is performed according to a ‘consistent system of abstract rules; thus, the
beginning of ‘standard operating procedures’. Such rules and procedures are
to ?ead to standardised high quality products since everyone knows ‘precisely
what is expected.

(i)  Authority. All positions in an organization are arranged in hierarchical order

with domains of authority clearly cstablished.
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(iv)

(v)

(i)

(i)

(iii)

(iv)

Impersonality of office. Position holders are required to assume an
impersonal attitude in dealing with others. Authority is vested in the office,
not in the individual, the individual simbly acts impersonally as a trustee of
the office. | |

Employment and promotion. Weber argued-that office holders at all levels

must be selected on merit and qualifications.

The bureaucratic model has been criticised 6n several grounds:-

Red Tape. ‘That the bureaucratic model creates excessive red tape. When
an organisation, for instance, is faced with a new problem, it does not allow
the worker to use his own initiative to respond to the problem, no matter
how small, but insists that he! should follow the extant rules.

Rigidity. The bureaucratic_r_l;odcl reduces the flexibility of operations. The
nature of a highly structured brganisation makes adaptation and innovation
difficult; the organisation continues on its pre-ordained path, no matter what

new challenges confront the workers.

Dominance of authority. It crcates condilions in which there is the

dominance of the authority of few people. People with less authority tend
to blindly follow the dictates of those with more authority irrespective of
whether such dictates arc wise and prudent or ethical.

Progression of careers. The bureaucratic model is supposed to create

conditions whereby people rise in rank by merit. But in practice, people
tend to rise by other factors such as seniority.

The above analysis suggests that the bureaucratic model could influence

human behaviour at work in terms of their roles, statuses, and carcer mobility.
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Against this background, the bureaucratic model/}hcory is used to explain the formal
structure of the banks used in this study (sce Appendix No. 1). Role theory is used
to explain the duties, responsibilitics, and obligations of the women in the banks,
while social mobility theory is used o explain the upward movements of the women
from junior staff position to management positions. However, before we discuss the
role and social mobility theories, let Us recall the views of the founding fathers of
industrial sociology on some of the crutial factors which influence human behaviour
at work.
3.2.0 Individual Needs and Motivation

Miles, Porter, and Craft (1966) stated that the evolution of management
thought about employee motivation passed three distinct stages namely:- traditional,
human relations, and human resources. Below are descriptions of these stages and
their related models:-
Traditional Model (1800-1930). The industrial revolution started in Europe in the
late eighteenth century. It brought about capitalism, mass production of goods with
machines, rigid and bureaucratised wage labour, and institutionalised exploitation
of wage labour. In essence, the industrial revolution brought about a new philosophy
of management consistent with the prevailing managerial belief of the times. These
beliefs held that the average worker was basically lazy, and was motivated almost
entirely by xﬁoney-. Based on these assumptions, management felt that the best way |
to motivate workers was to pay them using a piece-rate system, They re-designed
the jobs so that the average worker would maximise his/her output. This job re-
design was at the heart of scicntiﬁc management thought, aimed al increased job
simplification and fractionisation but not at job cnrichmcnt.! Management beiieved

that the simpler the task, the greater the owlpul. Apart from being cxploitative in
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'
nature, the proponents of scientific management thought e.g. Fredrick Taylor saw

this perspective as being in the best .inlcrcsl of the workers since workers’ wages
increased with output. Management- felt that in exchange for increased income,
workers would tolerate the fractionated and routinised jobs of the factory.

Human Relations Model (1930 - 1960). As scientific mémagemcnt thought gained
momentum, several problems began to emerge. Firstly, it became increasingly
obvi(;us that factors other than money had motivating potential. Secondly, managers
became aware that many workers were self-starters, and did not need to be closely
supervised and controlled.  Thirdly, some managers tried to use the job
simplification techniques of scientific movement without tying output to pay
increases. This practice quickly resulted to workers® distrust of management as
wages fell behind productivity, workers’ lay-off because of increased efficiency, and
drives for workers unionisation. Thus, management learnt that the human factor
must be taken into account if long-term productivity was to be maintained. This
emphasis on the .human factor in employee performance beginning around 1930 is
known as the human relations movement. With this added perspective, the basic
assumptions about the nature of people at work changed. Attention shifted away
from the study of man-machine relations towards a better understanding . of the
nature of interp;arsonal and group relations on the job. The most obvious example
of this new perspective_ was the Hawthorne Studies. (Roethlisberger and Dicksen
1939) where it was conéluded that the failure to treat workers as human beings was
largely responsible.for the existence of problems such as low morale, pdor
performance/low productivity. To overcome these problems, managers were told
to make workers feel important and involved. Morale surveys emerged as a popular

index of employee discontent. Increased efforts were directed at opening new
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communication channels within organisations (e.g. departmental meetings, company
newspapers/newsletters, seminars, conferences) to ensure workers that they are pﬁrl
and parcel of the organisation. Supervisory training programmes also emerged to
train managers to understand the nature of group dynamics. The human relations
model places emphasis on how to make workers more satisfied and productive
through interpersonal strategies, and not on how to change the nature of the job.
Human Resources Model (1960 - Present). Contemporary models assume that
"factors such as the nature of the incentive system, social influences, the nature of
the job, supervisory style, employees’ needs and values, and one’s perception of the
work environment affect human behaviour at work. They also assume that workers
need different rewards, want to contribute towards achieving organisational goals,
and to exercise self-direction and|control in their jobs. These assumptions perceive
workers as potential human resources, and as such, should be utilised cl‘l‘eclivély and
efficiently. They must fit the jobs they perform. Management should integraic
personal goals with ogganisational goals to enable workers salisfy their own
objectives as well as th;it of the organisation.
Maslow Theory of Needs. Maslové (1968) argued that therc are two basic needs:
deficiency and growth needs. Deficiency needs are needs which must be satisfied
if the worker should. be healthy and secure. Whereas, growth nceds refer to those
needs relating to the development and achievement of employees® potential. 'Hc.
further suggested that workers are mqtivated by five general needs. These needs are
hereby arranged in a hierarchy. Starting from the bottom, they are as folllows:- |
Deficiency Needs

(i) Physiological needs. These arc basic needs e.g. food, clothing and

shelter.
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L‘Saf.ety needs. These are needs tjo provide a safe and secure physical
and emotional environment,
(iii)  Belongingness needs. These needs relate to one’s desire to be loved,
to have fxfiendships, and to be accepted by one’s peers.
Growth.‘ Needs |
(iv) Este;em needs. These focus on one’s desire for a worthy image, to
receive attention, recognition, and appreciation from others for one’s
contributions,
v) Self-actualisatio‘n needs. These are needs for self-fulfilment.

' '
Employees in this level are concerned with developing their

potentials to the fullgs; and becoming all that is possible to become
in the organisation.

By Maslow’s theory of needs, employees move up the hierarchy through a
process of deprivation and gratification. For instance, a person concerned about
physiological needs will ignore other higher order needs and devote his/her efl'(‘)rls
to sa;isfying the basic need for food, clothing, and shelter. Once this need is
gratified or satisfied, the nced submerges in importance, and the next need up the
hierarchy is activated, in this case the safety needs. This dynamic cycle of
alternating  deprivation, domination, gratification, and activation continues
throughout the different needs levels until the person reaches the self-actualisation‘
level. His theory has provoked great discussions amox;g social scientists. . Wehba
and Bridwell (1976) have reviewed the work olt'Muslow, and concluded that
although the theory is widely accepted, there is little research evidence to support

it. Also, Steers (1984), among others, shared similar views. He said that while it

is possible to differentiatc between jobs that facilitate growth necd satisfaction and
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those that inhibit it, it is much more difficult to establish the validity of the need
hierarchy theory. Despite these criticisms, Maslow’s nct;d theory is still popular
among managers. The theory suggests that managers have a responsibility to create
a work climate in which workers could satify their needs. If the majority of
workers have met their deficiency needs, managers could focus on creating a work
climate aimed at satisfying growth nceds, such as, opportunities for great job
varieties, autonomy, and responsibility. These would help workers to realise their
‘potentials fully. Failure to provide such a wor.k-cnvironmcnl would lead to
increased employee frustration, low job satisfaction, poor performance, and even
absenteeism, !
Need for Achicvement Theory. This theory was propounded by McClelland
(1953). The theory is defined as behaviour towards competition with a standard of
excellence. There are high need and low need for achievement., High need for
“achievement is characterised by a strong desire to assume personal responsibility for
finding solutions to problems, Whereas low need for achievement is characterised
by a’ preference for low risk on task "and for shared responsibility on task.
Managerial and entreprencural positions require men and women with great desire
to achieve for organisational success. As such, the concept has important
implication for job design. Job.enrichment should be encouraged and provided for
high need achievers. Low need achievers on the other ‘hand may feel frustrated or
even withdraw their services as a result of indreased personal responsibility for task
accompiishment.
3.3.0 Performance Appraisal

This is a-function of personnel management in which jobs. performed by

workers are critically assessed annually for many reasons. Locher and Teel (1977)
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identified compcnéation, performance improvement, feedbz;_ck, promotion,
documentation, training, transfers, manpower planning, discharge, research, and 'lz;y-
off as reasons for performance appr}aisal. Organisations use different techniques
such as graphic rating scales, rank&i‘ng methods, critical incident, behaviourally
anchorea rating scales, management-by-objectives, and assessment centers to
evaluate performance of workers. Of.all these techniques the most popular method
is the graphic rating scale. Locher and Teel (1977) discovcred that 57% of the
organisations they studied used rating scales. By this technique, the rater such as
manager/supervisor, is presented with a printed form containing the employee’s
name and several evaluation dimensions e.g. quantity of work, quality of work,
knowledge of job, personal qualities, co-operation, dependability, and initiative. The
rater is then asked to ratc the employee by assigning a number or rating on each of
the dimensions. This method helps:

(i) to compare employees in terms of who received the best and poorest rating
(i) to examine tﬁé relﬁtive strength and weaknesses of single employee _by
compariﬁg scores on various dimensions. "

However, this techniques has the weaknesses of its openness to central
tendency, strictness and leniency error; almost everyone could be rated in the middle
or at oﬁe end of the scale. To control this error, organisations assign required
percentage distribution to the various scale points (e.g. 10% of the employees-
outstanding; 10% unsatisfactory; 20% good; 40% satisfactory and 20% fair). This
procedure has the disadvantage of penalisng a group of outstanding performers or
rewarding a group of poor ones. The banks in Benin- City use graphic rating scales

for performance appraisal.
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After pex:formance appraisal, it is the r‘esponsibilily of the management to
consider how to tie rewards to the outcome of the appraisal. Employccs‘ receive
varieties of rewards in exchange: for their contributions of time and effort. These
are classified into extrinsic and intrinsic rewards. Extrinsic rewards are those
rewards external to the work, and are administered by someone else e.g. wages and
salaries, fringe-benefits, promotions, recognition, and praises. Whereas, intrinsic
rewards represent thoseé rewards that are related directly to performing the job e.g.
feelings of task acéomplishment, autonomy, and personal growth. Studies have
shown that reward systems have effect on performance (Porter and Lawler 1968).;
turnover and absenteeism (Steers and Rhodes 1978; Mobley 1981); organisational
commitment (Mowday et al 1982); job satisfaction (Lawler 19706); occupational. and
organisational choice (Steers 1984).

The -rcview so far shows th1at industrial organisations are social systems

i

where labour relations exist. Three key parties are involved in industrial and labour
relations namely:- workers, manage:ﬁcnt and government.  Worker - management
relationships are often exploitative. ~Thus, government intervenes with its
regulations, laws, decrees, and edicts in order to reduce the degree of exploitation
and to maintain industrial harmony. Trade unions and senior staff associations are
inter‘est groups representing and protecting the interests of the workers, senior and
management staff respectively. In Nigeria, trade unionism is seen and used as
instruments of power and collective bargaining lor the workers. Lect us examine
these two instruments to determinc how they are used for the interest of the
workers.

3.4.0 Nigerian Trade Unionism As Instrument of Power For The Workers

The theory of Perlman (1947) dealt with the emergence of trade unionism,
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and ,its objectives. Perlman sought to discov;r the ‘organic labour’ and what it
| should be in its collective psychology. His method of analysis was to examine the
working rules. He investigated the working rules of the International Typological
Union in the United States of America, and found that the rules concentrated on
worker-control of jobs e.g. hiring and firing of labour, hours of work, and discipline
at work. He attempted to deduce from the working rules the basic psychology of
workers. The rules reflected a consciousness of job security; a type of feeling that
Job opportunities are scarce and must be protected. The desire for job security,
increased wages and improved working conditions brought about the emergence of
trade unionism. According to Perlman, trade unionism emerged to protect the
interests of workers, and not to displace management/employers of labour.

The theory of Tannenbaum (1951) perceived the worker as alienated and
exploited both in the industry and socicty. He, thcréf‘ore, compared the social
position of the workers under the guild system and industrialism. He discovered
that industrialism broug:ht about tyranny of industrial capitalists; long hours of work
with meagre wages, in;ecurity, individudlism, survival of the fittest as substitutes
for power and authority in the guild system. Like Perlman, Tannenbaum rejected
the idea that workers would overthrow capitalism and introduce socialism. But, he
felt that workers jo.in trade unions to achieve economic, social, and psychological
protection. | |

In capitalist economy, the n‘ain objective of the capitalist is to maximise
profit, while that of the workers is to maximise wages/salaries and fringe benefits,
In worker - management re[ationship;, trade union could either withhold or enforce
its power and still function cf'fcclivc.ly and efficienlly. But the type ol power to

utilise depends on whether the management is disposed to compromise or hostile

35



to trade union demands. One of the 1..11ajor instruments of power/force which trade
unions employ, is the organising -dri-ve in which the ‘trade unions impose the
formation of the unions in the plant where management refused a trade union to
exist.' Boycott, sabotage, slow-down, arc minor tactics which workers use to reduce
sales, dﬁmage equipment, and reduce productivity. Trade unions also use industrial
actions/strikes to suspend production activities, cause deterioration of raw materials,
create loss of profits, and lhreatf:ﬂ the existence of the industry because fixed bills
and payments such as wages and salaries, interest on loans, must be paid even
during industrial strike. On the other hand, management/employers adopt special
tactics to frustrate stri"ke actions including Michiavillian tactics, and Mohawk Valley
formula.
Michiavillian tactics

Management can terminate the appointment of trade union leaders to instill
fear into other workers, and blacklist them to prevent them from getting jobs in
other industries. Management can also ‘lock-out’ the non-strikers in order to exert
maximum economic pressure on all the workers. | Management/employers co-operate
in economic activities and give each other financial and moral support.
The Mohawk Valley F_ormula

This is an ic‘!eal;method of breaking strikes, developed in 1930’s ih the
United States of America. Since then, it has been ilsed in some cases in modiﬁed‘
forms. But the necessary steps include:-
(i) Trade union leaders are labelled agitators.
(ii) Claims are made that law and order are violated.
(iii) Demands are made for speciaz police force to maintain peace.

(iv)  Management/employers organisc back-to-work movement.
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(v)  The publicity barrage is closed with the statement, that a small minority of
workers are still out.

Management utilise/employ the above formulae to neutralise the efforts of
the strikers, and make strike action ineffective. If the management fails to aphieve
this objective, it loses financially by paying higher wages to workers plus other
demands they might have made, as well as control ana power to discipline them.
3.5.0 Nigerian Trade I)nionism As Instrument of Collective Bargaining For The

Workers.

The classical theory of Sidney and Beatrice Webb (1920) propounded that
the greater the scale of the bargaining unit, th(; grea.ter the advantage; that workers
would secure better terms and conditions of employment il they join (rade unions
and bargain with the management collectively than’individually. The theory also
assumed that colleqltive‘ bargaining is imposed upon the management against their
wish when workers strike. However, Chamberlain (1952) proposed that all theories
about collective bargaining could be grouped into three categories of theories:
marketing, govcrrllmcntal and managerial. Marketing. theory focuses on the
contractual aspect of buying and selling of labour, In this theory, co]leb{ive
bargaining ‘is used to redress the imlaalance of power between the management and
the workers. Governmental theory sees collective bargaining as introducing
autonomy - contractual rules and laws of contract into worker-management relation§,
whereas, the managerial theory cmph‘asises the contribution of collective bargaining
towards industrial democracy. The above theories of Sidney and Beatrice WeBb,
and Chamberlain suggest that collective bargaining could be a usclul tool for
ameliorating the exploitation of workers, and for achieving industrial peace if the

parties concerned adhere to the terms of collective agreement. The contents of
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collective agreement vary from industry to industry.

The history of trade uni:onism‘shows that employers are suspicious of trade
unions, anld as such develop bitter opposition- to trade unionism. But in industries
where trade unions exist, trade unionists solicit the co-operation of management in
colleciion of dues, etc._ from members through the aitomatic "check-off" system; the
deduction of dues.fro;n the wages and salaries before payment. Where the "check-
off* system is not used, management, in some cases, permit the irade union to
collect dues from the workers within the industry on pay-day.

Workers hc.>pe to achieve belter wages, reasonable hours ;)F work, job tenure,
and improved working conditions through collective bargaining.. Below aré brief
_ descriptions of these issues:- \

Wages. An industrial worker :;:!epcnds on his wages/salaries for existence,
maintenance of his family and relations. Some workers need wages to survive,
strong trade unionists often strive fo secure wage increase and look with fright on
wage-cut. Two popular wage systems cxist in industrics: hqurly raic system and
incentive system. Hourly rate systemi is preferred to incentive system because
incentive system attracts great speed at work and unfavourable competition among
workers, Trade unions also seck to obtain fringe benefits such as leave bonus,
sickness benefits, travelling allowance, housing allowance, and pensions. These
benefits enhance wages and salaries.

Hours of Work. Collective bargaining agreements specify a 40-hour week
composed of 5 eight-hour days. Double pay is usually paid for working on
saturdays, sundays“ and public holidays. For unsociable hours, such as night-shift
work, the contract of employment may specify increascs of 5 - 10% in lht;, hourly

rate system,
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Job Tenure. Most trade union contracts specify that the principle of seniority (i.e.
last in, first out) applies to lay-offs, rctirement, demotion, transfers, and promotion;
and that seniority and ability be considered in promotions. Young workers are ;)ftén
opposed to the seniority issue because they are likely to be ‘bumped’ out of their
jobs in slack seasons.

Conditions of Work. What constitutes good working conditions vary from industry
to industry too. In hazardous industries, trade unions may insist on certain safety
provisions such as boots, gloves, etc. Safety committees. should be constituted too.
Clean toilets, proper lighting and ventilati‘on, lockers, dressing rooms, and what
constitute proper workload should be specified in the contract.

Grievance Procedure. This has different significance to the worker, trade union,
and management. For the worker, it represents industrial democracy, and provide
a channel of communication to higher authority. For both the trade union and
management, it is a means lof locating the sources of dissatisfaction for the workers.
The contract should define carefully what is to be considered a grievance. But
grievances may arise as a result of a conflict either stated or not stated in the
agreement, The rules that regulate jobs and relatio‘ns are either procedural or
substantive, The procedural clauses deal with the methods to use, and stages to
follow in the settlement of disputes. Substantive clauses refer to specific issues that
form the subject matter for negotiation e.g. wages and salaries, overtime ana
overtime rates, hours of work, s;ck-leave bene-ﬁts, out-of-station allowz;nce, acting
allowance, extra-duty allowance, redundancy allowarice, housing alldwanﬁe,
transport allowance, maternity allowance, training and scholarship, promotion and

death benefits.
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The ‘general principles’ clause of collectiye agreement acknowledges that the
industry recognises the right of the worker to join a trade union, that the union
recoghises the right of the industry to manage the establishment, and that the
industry recognises the right of the union to cxercise the functions within the
collective agreement. It should also be noted that in the industries where the
procedural clauses, substantive clauses, and general principles‘ clause are in
existence, observed, and respected, the chance of dispute occurring is minimal. But
in industries where workers are not organised in trade unions or where the trade
unions are weak, the situations could provide avenue for industrial unrest and
disharmony (Flanders 1965; Ubeku 1983; and Fashbyin 1992).

Negotiation tactics. At the collective bargaining table, each side of the party
attempts to size up the other so as to determine the strength and sincerity of its
demands. Good tactics should be flexible. That is why each side should try to have
.ate.,am compose'c.i of different personalities, for instance, aggressive fighters for hard
; )
fighting, soft spoken personalities to smoothen rough paths, and quick-witted
personalities to pick flaws in opponents’ arguments and improvise a defence.

The above discussions on trade unions show that Nigerian trade unionism
play invaluable roles for the workers in their relationships with the managem_ent.l
Trade unions are competent to use force on management to negotiate the demands
of the workers whose interests they represent.  Without getting lhemselvcs—
unionised, workers would not have been able to negotiale and rencgotiate their
terms of contract especially when there are surplus labour in the labour market.
This means that they would perpetually allow themselves to be maximally exploited
by their employers, It is through the continuous struggle of trade union since

colonial era in Nigeria, that workers arc able to enjoy their present lifestyles.
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Wages and salaries, hours of work, job tenure, conditions of work, fringe benefits
H

are periodically reviewed to match the level ol cducation, awarcness, and
development of workers, and the Jevel of inflation iniNigeria. It is also through the
struggle of Nigerian trade unionism in line with the Declaration of the United
Nations and Sex Discrimination Act 1975 that men and women are allowed equal
job opportunities in recruitment, placement, training, promotions, and occupying
management positions. Before 1960 in Nigeria there was no female bank manager.
But today, few women compared with men are occupying management posit?ons
and playing managerial roles such as interpersonal roles, informational roles, and
decisional roles in the banks. ! |
3.6.0 Role Theory :

Role theory emerged from the works of George Herbert Mead (1934; 1964).
Mead thought that the distinctive task of social psychology was to explain how
society got into the individual, determined behaviour, and thus became part of the
" psychological makeup or selfhood. He advanced specific hypotheses concerning
stages in the development of the self, from the narrow capacity to take on the
attitudes of other individuals to the more gencralized capacity o relate to the
community. His basic assumptions of role theory are:-
(i) that social interaction preceded language, mind, and sclf-consciousness;
(i)  that language created mind and selves; and |
(iii)  that mind and seif are social.

Mead introduced the concept of "rofe" and "role taking" within the i-"ran;c-
work of the anthropological theory of human communications which he said, "Is

superior to animal communication because it operates through significant symbols”.

This meant that people reacted to their own gestures and utterances in a way that
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was anticipatory, and thus inwardly represented their fellow actors’ possible
responses. By this, how an actor behaves depends on the reactions of other actors.
From this sort of behaviour, cc;mmon collective action emerges and forms a pattern
of mutual behaviour. Mead belicved that his theory of communication had
disclosed the basic feature of "human sociality". He introduced the concept of the

role in a model of practical communication and collective self-determination, and

described expectation towards an actor’s behaviour during interaction. He used the
p [ g

term "taking the role of other" to mean the anticipation of alter’s behaviour in sifu.

Some scholars have tried to define role theory. Talcott Parsons (1951)
integrated Mead’s role theory into a comprehensive social theory. The critical

element in his theory was the question of the autonomy and uniformity of values

" in a system. This question arose in the Parsonian dominant era in American

"+ ' sociology as a result of his research into role conflict/inter-role conflict, a conflict

S

. . N .
. which occurs when an actor performs two contradictory roles simultaneously. The

Parsonian school of thought in the first instance assumed that inter-role conflicts
could be resolved if the actor performed”one of the roles at a time.

‘Merton (1957) provided a list of mechanisms with which to rcsc;lve inter-role
conflicts. He separated the modes of behaviour for different roles, and suggested
a number of mechanisms for resolving inter-role conflicts which consisted of
contradiction in th;a expectations of one role due' to alter’s different role. Fo.r
instance, actors of ascribed roles have different powcrs. The different powe'rs of
actors of ascribed roles and the Iin;iting of the powers, produce méchanisms for

resolving inter-role conflicts.

S

In the United States, considerable criticisms of role theory are directed at

Mead’s work.,  Turner (1955; 1962) criticized conventional role theory’s
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assumptions of interactions and personality ‘theory. He argued that a clear
distinction should be made between cognilive role taking, and identification with
identities and intentions of the other actors. According to him, anticipating alter’s
behaviour did not imply a readiness to behave "conformistically". He therefore,
defined role-making as "the active definition of social relations through mutual
consideration of the claims, and expectations actors have towards each other".

Whereas, Goffman (1961) elaborated the phenomenon of rele-distance in two

‘ways:-

(i) By role distance, he meant public signalization by the actor of a
differentiation between himself and his role with the aim of
articulating the difference between the image of himself and his
implied role identity; and

|

(i)  he meant, a "sovereign”" dislance demanded by the role itself from its

obligations.

These two definitions did not assume as Parsons did an "unconscious"
conformity with role expectations as a result of actors’ prior internalization of the
associated value orientation, but rlather the possibility of distance as a structural
component 6f the rale, or as the actor’s own creation. By this, Goffman does not
unequivocally belong cither to the structural-analytical or to the interactionist camp.

Shibutani (1961:47) held a different view. He remarked that:-

Some social psycholoéisls have spoken of behaviour
as being determined by roles, as if the latter existed
independently of human conduct and forced men into
some mould. Roles, however, exist only in the
behaviour of men, and the paiterns become discernible

only in their regularized interaction. Roles-are models
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of conduct which constitute the dpsired contribution of
those participating in group activity. But even in
stable societies, men are not autonomous, blindly
acting out conventional roles. The very fact that
deviation is possibic indicates that such models do not
‘cause’ behaviour. L

By the above definition, Shibutant (1961) has attempted to state the rclationship
between role and social structure, and how actors of roles really behave in a social
system. ;
Presumably, -in line with the views of Shibutani (1961), Joas (1973: 91 f1)
"sees role theory as a reconstruction of the basic ﬁ:a(ures of the interaction and
action competence Iof actors, and of the basic features of interactive systems of
action",
Two definitions emerged fer the above definition as stated by Joas,
namely:- 3
(i) Social roles are clusters of nc’armative behavioural expectations directed at the
behaviour of "position holders"; z;nd
(ii)) Mead’s symbolic interaction and all "critical™ role theory took a more
fundamental approach namely, the need in any interaction, for role taking in
the sense of situationally specific anticipation of alter’s behaviour. -

A combination of these two definitions brought about the definition of a role as:

"situationally specific normative cxpectations towards

position holders" (Joas, 1985: 43).
According to Joas (1985: 44), the concept of "expectation™ as contained in the above

definition could become reflexive in two ways, namely:-
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(i) The individual il‘:cquircs the ability to see a situation. not only in his/her own
immediate perspective and not only through role taking in alter’s perspective,
but to adopt a third perspective in which the context of both actors is
reconstructed. as an objective one. This is what Mead had in mind with his
idea of taking the position of the "generalized other"; and

(ii) The extent to which interaction is structured through pre-defined expectations
towards actors could be suciu, that they act as if they were under a quasi-
crucial constraint that is independent of their intentions.

Joas further pointed out that the crucial problem there, was how norms and values

which were autonomous in a social system reacted to problematisation, and also
reacted to attempts at change by actors subsumed under it.

According to Hamilton and Worth (1977: 58-64), the early study on social
behaviourism concentrated on the individual and the social group with little or no
interest in social structure, and large scale units. And as such, the type of
perspective adopted was symbolic interactionism; an aspect of role theory. They
remarked that it was not enough to describe role in terms of the normative
orientation of social action. And that efforts should be made to find out why
‘specific roles were associated with specific values and statuses. They proposc;i that
the way out was to discover the social.structure which patterns roles in speciﬁc‘
ways. They dcﬁ;lcd social structure as:

The existing organisations, groups, class, institutions which
constitute the system, and the mechanism which the system
employs to maintain relationships.  Social structure has a
persistent pattern of social relationships, and its emphasis rests

on social control; actors’ choices of behaviour as limited by
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externally imposed c;dnstraints (Hamilton and Worth 1977: 63-
64).

The characteristics of the social structure in relation to role performance
suggest that to stay happily in the system, the actor must uphold the social ethics
and- work interdependently and objectively with different sub-systems, to achieve
the system’s goal.

Sieber (1974) however, proposed an extension of role theory which he called
the role accumulation theory. According to this theory, the conflict and overload
arising from performing a multiplicity of roles can be overshadowed by the rewards
of role accumulation such as privileges, financial resources, enhancement of self-
concept, and providing buffers against failures; if one fails in one sphere/
relationship, one has others to fall back on. Hence, the net result will be a positive
experience for t;he person.

On the 6thcr Hand, Feldberg and Glenn (1979) propounded the expectation
. level theory aé an alternative to' role accumulation theory. The expectation level
' theory holds that married women expect little. and are Satiéﬁed with the little they
get from their jobs because their familics arc more important (o them. The erucial
questioh here is, "Do women in the banks in Benin City expect little from their jobs,
and so, do not want p;omotion?" The answer to this question will help us uphold
or reject the expectation level theory in relation to the women in the banks in Benin
City.

3.7.0. Social Mob'iliry Theory
In my own opinion, social mobility theory, as a theoretical framework 'slarls

‘where role theory stops. In this research, social mobility theory is subsequent to

b
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role theory. This is why both theories, and not one, arc used to explain issues on
determinants of careér mobility of women in selected banks in Benin City. Gidden
(1989) defined social mobility as the movement of workers or group of workers
between different socio-economic scales. The movement could be lateral, vertical,
or horizontal,

Vertical mobility' is defined as an upward or downward change in the
absolute or relative rank of an individzml or group. Promotions, demotions, change
in income, marrying a person of highr;r or lower status, and moving into a better or
worse neighbourhood are examples of vertical social mobility. With respect to
occubation and career, vertical mobility is movement from stratum to stratum e.g.
a movement from bank messenger to bank teller. On the. other hand, a change in
positi?n with no significant movement up or down the occupational ladder, except
sideways is horizontal mobility. Horizontal mobility is from situs to sifus e.g. a
movement from bus driver to file clerk. Both are low cadre jobs. Lateral mobility
occurs when a worker is transferred to anqther branch of lheT firm or establishment
to occupy a higher position (Morris and Murphy 1959: 231 -239; Giddens 1989).

Furthermore, Broom and Selznick (1977: 182 - 185) discussed three models
of social obility namely:- é:losed model, open model, and mixed type model.
They argued that societies might be classified according to the degree to which they |
used the models.- In a closed model society, status is ascribed on the. factors
beyond the control of the individual e.g. age, sex and ethnicity. In the open modél
society, status is achieved on the basis of skill, knowledge, cducation, diligence, and
tenacity. The model is achievement-oricnted. Industrial socicties should be typical

1
examples of this model since burcaucracy emphasizes cfficiency in economic

47



-production. But in practice, a co;nbinalion of ascription and achievement appear to
be the norm. In the mixed type model, the colour of an inedividual imposcs a caste-
like restriction on mobility, and limits the operations of achievement criteria.
Western countries, particularly the United States of America, are cited as examples
in the relationship between white and black.

Workers’ chances of moving up the occupational ladder are functions of

. several factors e.g. level of education (Duncan, 1967: 152-161); communily size of

the person (Lipset and Bendix, 1959: 238-243); mother-dominance (Warner and

Abegglan 1955: 64-107 ); and late marriage (Strauss, 1992: 326-335).

In their study on "Trends in t"he occupational mobility of U.S. men, 1962-

1970", Hauser and Featherman (19?;: 302-309) discovered that age-specific shifts

in the male occupation distribution ot: the U.S. from 1962 - 1970 were like those of

the -past several decades. There were shifts towards the ranks of salaried
professionals and managers, and skilled workers, and .away from the ranks of
propfietors, labourers, and farmers. The changes mi.ghl be described as a shift from
manual to non-manual combined with shifts from lower 1o higher status occupations

within both manual and non-manual groups. For men aged 35-44, 45-54, and 55-

64, they divided the sources of inter-cohort shifts into three groups;

(i)  Changes in the distribution of occupational origins between cohorts (In this
group, they identified upward mobility);

(i) Changes in mobility between occupational origins and first l‘ul,l-tiﬁw
occupation (In this group, they identified inter-generational mobility); and

(ili)  Changes ‘in mobility between first jobs and current occupations (In this

group, they identified intra-gencrational mobility).
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Hauser and Featherman (1973) further discovered that while the first 'two
groups, each accounted for net shifts of 0.075 + 1.60 percent of: the occupation
distribution, changed patterns of intra-generational mobilily accounted for net shiﬁs
of 8 - 9 percent. Thus, the laré’cst component of inter-cohort shifts in the
occupation distribution was change in mobility patterns from first job to current
occupation.

3.7.1 Theories Used To Explain The Career Mobility of Women in The Banks
in Benin City
The theoretical review presented in sections 3.1.0 - 3.7.0 above is relevant

to this research in the following ways:-

(i) It exposes the researcher to various lheories. which previous researchers used
to investigate and explain issues on role and social mobility;
(i) It enables the researcher to choose appropriate role and mobility theories to
explain the issues on role and career mobility of the women in the t;anks;
and .
(iii) To make contribution to the existing knowledge on role and career mobility

studies. |

This research rests on the bureaucratic model which is usd to éxplain the
stl;ucture of the banks (see Appendix No. 1 of this tlles;is’). Only two out of the.
theories discussed in this chapter are found useful, namely; the role accumulation
theory proposed by Sieber (1974); and inlra—gcneratioﬁal mobility theory by I‘Iausér
and Featherman (1973).

The role accummulation theory is used to explain the roles (i.e. domestic
roles, ofﬁcial/induslr‘ial roles, and roles in trade union and association) which the

49



R
Y .
. @

ﬁ ’;Iw'omexh;‘ inathe“ft)’artk.s -p'erform. The theory hclds the view that the co:tﬂict and
overload existin.g‘from performing multiele roles could tae overcome by the rewards
of role accumulation - privileges, financial resources, and enhancement of self-
concept (see chapter five of this: the51s) Whereas the mtra—generauonal mobility

i theory 18 useful for determmmg the career moblllty of the women,; the change that

: hae oecurred between their first jobs and the current jobs, the proportion of women

that is promoted from the junior staff position to management position since they
joined the banks, and the detemtinants of their career euccess (see chapter six of this
thesis). |
3.8.0 Research Hypotheses
Based on the, literature review_and theoretical framework, this research has
the following hypotheses to test:-
() Women’s ability to cope with industrial duties in the banks it1 Benin City is
| influenced by tﬁe availability Lf domestic help, income, level of education,
number of children, and age .oilf the first child; and

| (ii) The career mobility of women in the banks in Benin City is dependent on

their level of education, marital status, and social connection.
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Ch apter Four

" RESEARCH METHODOLOGY

4,1.0 The Target Population

This study is designed to determine the careelr mobility of women in selected
~ banks in Benin City. The research is particularly targeted to the.women aged 16
.years and more workihg in banks in ‘Benin‘ City. Samples are drawn from the banks
" where our target population is wqr.kzling.
; 4.2.0 Procedure |
The research was essentially a field survey. The fourteen banks used for the
' research were listed by staff strength, gender, and stattis of the workers in them.
All the fourteen banks had 201 women, and 605 men giving a population of -806.
" The population of the women staff in the fourteen banks was stratified into
management and junior staff, and also arranged in order of seniority. Management
staff include senior staff/officers, whereas junior staff include supcrvis;)rs. A
combination of stratified and systematic 'random sampling procedures were used to
select the sample 50 that every cadre in each bank had an equal chance of being
included. - A similar procedure was used for the male staff in the banks as well,
Having stratified the men and women staff into management and junior cadres, the
process of systematic sampling was employed. Women in the management cadre
were serialized.. The numbers were 001 - 038. Thereafter, those in the jlll;ior cadre
were serialized too. The numbers were 001 - 163. The same procedure was
followed with respect to men in the management cadre. The numbers were 001 -

k
102, Men in the junior cadre were also scrialized. The numbers were 001 - 503,
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A random start of 008 was then taken, and on a systematic sampling basis of one
in every two women in management and junior cadres, respectively, the samples of

women from the women required for the study were drawn. The same proc¢dﬁre

was effected for the male staff. Except in cases where there was only one man or

" woman, the man or woman was selected. Altogether, a sample of 400 was selected;

100 women and 300 men. This was the sample size (n) intended. These are
believed to be representative samples of the populations of the men and women in
the banks in Benin City.
4.3.0 Statistical Derivation of Sample Size

. In'this study, the total populaﬁon (N) of women in the banks in Benin City
was 501. This is 25.0% of the entire staff strength of the workers comprising men

and women in the fourteen banks used in this study. Using the formula developed
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. the sample size of the women was determined. Thi$ translated to 96 women

(minimum sample size). [t suggests that for the study to be 95% accurate or, at
least, have a 95.0% confidence level, a minimum sample size of 96 women must

be studied.  Four more women were studied to make it a sample size of 100

- women (see Appendix No.2).

Furthermore, in this study, the total population (N) of men in the banks was
605. This is 75.0% of the entire staff strength of the workers. Using the same
formula developed by Hoel (1971),

\
n=7x @&
x

3
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" the sainiale _si;e 6f the'zinen was also determined.
This translated to 96 x 3 = 288.
We weighted 96 men by 3 to get 288 men because in the banks used for the studj/,
the population of men was three times the population of women (see Appendix No.
3).
An alternative formula was also used to éet the same sample size for the men. That
‘ - was the formula developed by Salgado (1993) thus:-

. n=Z2(P(1-P
. dz .

This translated to 288 respondents (see Appendix No. 3). This suggests that for the

study to be 95% accurate or have at least a 95% confidence level, a minimum

' ~ sample size ‘of'-;l.:aetwcen 100 and 400 muét be studied. This research is women-

a
P

i.",br‘iented. . ‘Mei_l are included to reduce bias, and for comparative purposes.

s
. [
A H

-"‘lf'_“"'(fominﬁristﬁ is at group level, thus:- ‘ :

-

Women in the banks are compared with men in the banks.

4.4.0 Research Instrm_nentarion

The following t;chniques/instruments were used for data collection.
4.4.1 Structured Questionnaires

These were constructed by the researcher, and were used to collect data,
Each questionnaire .has three sections. éection One deals with the personal details
of the respondents. It contains questions on issues such as gender, maritz‘ll stz'ltus,
religious denominations, and occupations of the respondents. Section Two contains

questions of which answers arc used to achieve the rescarch objectives such as:

(i) "Why do you work in the bank?"
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(i) "Does your present posili;n in your job authorize you to do certain things
on behalf of the bank?" | |
(ii) "How do you cope with domestic duties at home to enable you concentrate
fully in your offjcial duties in the bank?" |
Section Three contains questions about research™ hypotheses, and they are as
follows:-
() "State the factors which influence the ability of women in the bank to cope
with industrial duties."
(i) "What determines the promotion of women from junior staff to management
| staff in the bank?"
Each questionnaire contains sixty-th:ée (63) main items. The questions are open-
ended, and multiple choice questions.. These types of questions help the respondents
to "‘open—up“ and speak-out, Before administering the questionnaires to the
respondents, the questionnaires were pre-tested in other .banks to test the validity
and reliability of the instrument. Thereafter, the resgarcher distributed ‘the
questionnaires to 400 respondents; 100 women, and 300 men for completion.
4.4.2 Official Documents and Records
This technique was used by the rescarcher to colleet olficial ducumc.nts and
records relating to the organisational structures of the banks used in the study.
These included diagrgms of organisational structure; historical development of the
banks and staff lists. These official documents were used by the researcher:
(i) to give background information about the bankg uscd;
(ii) to determine the staff strength ol the banks; and

(iif) to determine the proportion of women in different occupational statuses vis-
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a-vis men in the banks.

Data collected with this technique we;re used where necessary to write Appendix

No. [ of this thesis. |

4.4.3 Participant - As - Obseryer
The male and female workers in the selected banks were observed by the

researcher at their various workplaces (i.e in their differem sections, departments,

even in the clock room where workers clocked in and out of duties). The

observation was crucial for these reasons:-

(1) It heiped the researcher to see how punctually workers reported to duty;

(i)  To observe the social connections (godfathers, ima mmadu) they kept in the
banks; and

(iif) To know whether the workers, particularly the women were hardworking or
not by the length, of hours they put into their work. Information collected
with this techniques were used to buttress points, and to give flesh to the
statistical analysis in Chapters Five and Six, and Appcndix No. | of this
thesis.

4.5.0. Methods of Data Analysis
The research dealt with three groups of data namely:-

(i) data collected from structured questionnaires;

(i) data collected from documentation and official records; and

(iii)  data collected from participant observation (participant-as-observer).
Descriptive analyéis requires data which are collected from official records

and documentation, 'and participant observation, For all data collected from

questionnaires, the rcsearcher used frequency distribution to show the background
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characteristics of the respondents.

For the research hypotheses, the researcher was concerned with the
dependent and independent variables. In a statement such as , "Marital status
influences career mobility of women", marital status is the independent variable,
while career mobility is the dependent variable. The above mentioned variables
were among other variables which were analysed in Chapter Six of this thesis.

Two analytical tools were used for the hypotheses testing. The first was the
tabulation of responses into frequencies and percentages, and a correlation matrix
showing the relationship between independent variables and the dependent variables.
The second type of analytical toE)l was the step-wise multiple regression analysis.
With that, the level of significance of the association between the dependent and the
independent variables was shown. That led to the slalislic.ul test of the hypotheses,
and then, to the empirical generalisations.

Following the formula used by Walpole (1972 282-283), multiple regression
is used to estimate or predict the value of a dependent vari.able Y, on the basis of

a set of measures taken on two or more independent variables X, X,, ..., X,, we

assumed theoretical’ equation of the form,

VY/X;, XKoo X = Bo + B X + BX, o+ B X,
where B, By..., B, were parameters to be estimated from the
data. Denoting these estimates by by, b,..., b, respectively,
we can also write the. regression equation in the form,

YX)5 Xgeuy X, = by + b, X, + bX,+ ... + b X,

Both formulae are similar.



F(See Append:x 4 for the assumptions of multiple regression)
d. 6 0 The Validity tmd Reliabdtty of ﬂte Research Instrument, and the
- Test of Sigmﬁcance :
The critical question here.i.s',‘- how valid and reliable were the research
' instruments used in this research? Official documents and records, and observable
methods are supplementary instruments which the researcher used. These were used
o obtam relevant supplementary information such as about punctuality and hard-
work of the workers which could ot be easily and effectively achieved through
structered questionnairee. Validity refers to the ability to get accurate information
required with the research instruments. Had the right questions been constructed
and asked? How simple, clear, and comprehensible were the questions? First, the
: non-clearing banks in Benin City were identified as well as their locations and
addresses. The staff"strength of the banks used in the study were collected; from
their Personnel Departments. The staff strengths were further re-grouped eccerdillg
to gehder, and status of the workers before sampling, Givel} that the same method
. of sampling was used for women and men for a test or cross-check, the element
could‘ 'etili .t;e‘:identiﬁed. The research instruments were approved by the
 researcher’s supiervisor, and the 'Iﬂepartmental Pest-graduate Committee. Also, the
. fesearch instruments were pre-tested in the field with structured questionnaires, and
found acceptable.
Reliability, on the other hand, refers to the rcecatabilily of the results. We
asked the question, "Could we have the same responses to the same questions if a
cross-check was conducted?" The structured questionnaire was designed in such a

way that checks were introduced. The consistencies in the responses were sufficient
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guides to assess the reliability of the outcome. Two pre-tests were conducted in the
banks in Benin City. In the first and second pre-tests, 60 respondents were selected.
At the end of the: second pre-test, the data collected from the structured
questionnaires were analysed. Multiple regression statistics was used to test.the
relationship between a dependent yariablé (career mobility) and independent
variables like marital status, level of ‘education, and social connection. The result
'showed a significant relationship (Sé’e Appendix No. 5 for details).
4.7.0. Problems Encountered in the Field
The following Problems were encountered by the researcher in the field:-
4,71 Research Resistance
" Written applications were sent out to the management of these banks asking
for permission to conduct the research. The management stafl in three banks
resisted, and turned down the application of the researcher to conduct the research.
The researcher was told that the resistance was based on the company’s policies.
So, only fourteen banks were used for the study instead of_ the seventeen that we
had initially planned to use. However, the reduction in the number of the banks did
not adversely affect the outcome of the study.
4.7.2 Interview Resistance
In the banks, workers were continuously engaged at work except during
lunch/break periéds, and, therefore, completing questionnaires concurrently Qith
their official duties was difficult. For instance, the cashiers in the Cash Departmcilt
could not be completing questionnaires, and at tl'lc same time attending to customers
and counting money. Serious mistakes could occur in-between which could

adversely affect their careers. To avoid such adverse consequences, about 392

i
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respondents took their questionnaires home to complete, and to return them to the
researcher after completion within a specific period of time (i.e. afler one week).
Eight respondents agreed to be interviewed at lunch/break periods. The nature of

work in the banks in Benin City made it impossiblc to administer the questionnaires

personally to all the respondents. Again, not all the questionnaires distributed to o

respondents were returhed, Altogether, of the 400 questionnaires distributed, 300
were returned. The- empirical analysis is, therefore, based on the data collected from
300 respondents comprising 200 men and 100 women.
4.7.3 Transfer of Staff

Staff transfer was a common experience in the banks during the field work.
It was rampant, and occurred acros:s cadres. Management and junior staff wére
involved in the transfer. Men El!‘;]d women were (ransierred. Women were
transferred to other branches in Benin City while men were mostly transferred to
other branches outside Benin City. The staff transfer problem largely made it
impossible for the researcher to retrieve about 100 quq;lionnaires which were
distributed to respondents to complete but were not returned 1o the researcher,
4.7.4 Refusal To Release Official Documents And Records

The managements of the banks involved in the study refused to release 10 the
researcher some official documents required, especially those relating to tl?e salary
structure, promotion, and recruitment of staff, for examination. The managements
refused because the documents were regarded as ‘top scerel’, and must be treated
as such to ensure -the sccurity and cconomic growth of their banks. So, the
researcher used data collected from structured questionnaires, on the relevant issues,

instead. The only documents which the management released to the researcher were
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diagrams of organizational structures of the bapks, written materials on the historical
development of the banks, and staff lists (see section 4.4.2 above for details).
4.7.5 Summary

The researcher cncountered"severa[ problems in the ficld. At the research
proposal stage, she visited all the banks in Benin Cily seeking permission from the
management of the banks to conduct research. She experienced few cases of
research resistance. This adverse éxperience caused a decrease in the number of
baﬁks used in this study (see section 4.7.1 above). The fieldwork covered a period
of nine months, June 1991 - March 1992." Throughout -the period, there were cases
of questionnaire resistance among respondents in all the banks used in the study.
No.t all the respondents completed and returned their questionnaires to the
researcher. This deficiency Ied to a decrease in the number of expected respondents
despite the cxtension of the time required for data collection (see section 4.7.2
above). Some ofticial documents were released for the researchc:" tlo examine while
some were not released. The documents which were not released presented another
problem., To overcome the problem, the researcher utilized data collected from
structured questionnaires on the issues (see sections 4.4:2 and 4.7.4 above). The

researcher had financial and time constraints.

060



Cimpter Five _
DATA ANALYSIS: THE ROLE OF WOMEN IN THE
t
BANKS IN BENIN CITY

5.0. Introduction

This chapter is divided into two sections. The first section presents the socio-
econonmic background information ol the respondents using these characteristics:-
age, level of education, occupational status, income, marital status, and number of
children. Whereas, the second section focusses on the roles which the wémen
per%orm using the following criteria:- role performance, inter-role conflicts, and

resolution of inter-role conflicts. These helped to determine the fotlowing, and
related research objectives:-
- Reason(s) why the women work in the banks in Benin City, the
department(s) they are mostly found, and why?
- Reason(s) for low participation of women in NUBIFIE and ASSBIFI
in the banks in Benin City; and
- How women in the banks in Benin City cope with domestic and
industrial duties,
5.1.0.80cio-Economic Background Chamcterisric.s.' of the Respondents
S5.1.1 Age of the Respondents
Three hundred (300) res:pondents are used for the research; 206 males and
100 females., The data in Table 5.1 show that out 01'300 fespondents, 182 (60.67%)
belonged to 30-44 age cohort. Only 4 respondents (1.33%) were 60 years old and
above. This result means that a majority of the workers studied in (he banks in
Benin City were youn;g,. The rescarcher further considered only [emale respondents

in the same Table, and found that a similar patiern exists. The Table also shows that
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out of the 100 female respondents, 55 aged between 30 and 44 years and only one
was 60 years old and above. A majority ol the [emale workers were young and very

few were old, too (see Table 5.1).

Table 5.1 Percentage Distribution of Respondents by Age and Sex

Background

Characteristics SEX
. Age of Male Female " | Total Percen-
Respondents tage
15-29 years 54 (18.00) 32 (10.67) 86 28.67
30-44 years 127 (42.33) 55 (18.34) 182 60.67
45-59 years 16 (5.33) 12 (4.00) 28 9.33
60 yrs & above 3 (1.00) 1 (033 | 4 1.33

Total 200 (66.66) 100 (33.33) 300 100.00

% Distribution of
women in

Different age

groups
15-29 years . 32 (32.00) 32 32.00
30-44 years 55 (55.00) 55 55.00
45-59 years 12 (12.00) 12 12,00
60 yrs & above 1 (1.00) 1 1.00

t
Total .| 100(100.00) | 100 100.00

Source: Fieldwork June 1991 - March 1992.
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S.1.2. Level of IE_'rIucation

Table 5.2 shows that out of 300 respondents, 227 (75.67%) received
secondary education; 46 (15.33%) received tertiary education; and 27 (9.0%)
received primary cducation. This means that a ;11;:_i()['ily ol the workers in the banks
attained secondary education. Further analysis revealed that among the 100 women
respondents, 71 (71%) _reccivcd secondary education; 14 (14%) received tertiary,
and 15 (15%) received ;:)rimary education. This means that a majority of the women
also received secondary education. The secondary school certificate or equivalent
qualification such as, General Certificate of Education Ordinary Level is the
minimum educational requirement for men and women to be employed for cleri.cal

positions.

Table 5.2 Percentage Distribution of Respondents by Sex and Level of Education

Background

Characteristics ' SEX

Level of Education Male | Female Total | Percentage
Primary 12 (4.00) 15 (5.00) 27 9.00
Secondary 156 (52.00) 71 (23.67) 227 75.67
Tertiary 32 (10.67) 14 (4.60) 46 15.33
Total 200 (66.67) 100 (33.33) 300 100.00

% Distribution of
Women in Different
Level of Education

Primary 15 (15.00) 15 15.00
Secondary ‘ 71 (71.00) 71 71.00
Tertiary 14 (14.00) 14 14.00
Total 100(100.00) 100 100.00

Source: Fieldwork June 1991 - March 1992.
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5.1.3. Occupational Status

The data in Table 5.3 show that out of 300 respondents, 241 (80.33%) were
Junior stalf; 35 (11.67%) were senior stalt; and 24 (8.0%) were management staff,
A majority of the workers were junior stall, The Table lurther reveals that among
the female workers only, a similar trend occurred. Oul of 100 lemale respondents,
81 (81%) were junior stafT, and only 6 were nmnugcnu:n{ stalT. That meant that a
majority of the woman were junior stafl’ too. This result appears to have a positive
correlation with level of education which could be interpreted as the lower the level
ol education the lower the occupalional status of the respondents, and vice versa.

Table 5.3 Percentage Distribution of Respondents by Sex and Occupational

Stutus
Background
Characteristics SEX

]

Occupational status | Male Female Total | Percentage
Junior Staff 160 (53.333 81 (27.00) 241 80.33
Senior Staff 22 (7.34) 13 (4.33) 35 11.67
Management Staff 18 (6.00) 6 (2.00) 24 8.00
Total 200 (66.67) 100 (33.33) 300 100.00
% Distribution of
Women in Different
Oceupational status
Junior Staff 81 (81.00) 81 81.00
Scnior Stalf 13 (13.00) 13 13.00
Management Stafl 6 (6.00) 6 6.00
Total | 100 100.00) 100 100.00

Source: Fieldwork June 1991 - March 1992,
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5.14. Income

The data in 'I;able 5.4 show that out of 300 respondents 157 (52.33%) earned
an income of upto N10,999 per annum; 44(14.67%) earned N41,000 and above pér
annum, and only 21 respondents (7.0%) carned N21,000 - N30,999 per annum. A
majority of the respondents earned an income of upto N10,999 per annum. T'he
researcher also considered the incomc‘ earngd by felmalc respondents only. The same
Table shows that out of the 100 female respondents, 55 (55%) earned upto N10,999
per annum; 15 (15%) earned N41,000 and above; and only 3 (3%) carned N21,000 -
N30,999 per annum. That meant that a majority of the female workers, just like
their male counterparts, earned an income of upto N10,999 per annum.

Table 5.4 Percentage Distribution of Respondents by Sex and Income

Background Characteristics SEX

Income of the Respondents Male Female Total | (%)
Upto 10,999 per annutn 102(34.00) { 55(18.33) 157 52.33
M11,000-N20,999 per annum 35(11.67) 20(6.67) 55 18.34
N21,000-N30,999 per annum 18 (6.00) 3 {1.00) 21 7.00
»31,000-N40,999 per annum 16 (5.33) 7 (2.33) 23 7.66
N41,000 & Above 29 (9.67) 15 (5.00) 44 14.67
Total ' 200(66.67) | 100(33.33) | 300 100.00

% Distribution of Women in Different
Income groups

Upto 10,999 per annum 55 (55.00) | 55 55.00
N11,000-N20,999 ' per annum 20 (20.00) | 20 20.00
N21,000-N30,999 per annum 3 (3.00) 3 "3.00
N31,000-N40,999 per annum 7 (1.00) | 7 7.00
N41,000 & Above 15 (15.00) | 15 15.00
Total ; 100(100.00) | 100 100.00

Source: Fieldwork June 1991 - March 1992, :
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5.1.5 Marital Status

Table 5.5 depicts that out of 300 respondents, 173 (57.67%) were married;

124(41.34%) were single; and 3(0.99%) were divorced, separated, and widowgd..

That meant that a majority of the respondents were married. This Table further

shows that among women respondents, 53 out of 100 were married; and 44 were

single. A majority of the woman were also married just like their male counterparts.

Table 5.5 Percentage Distribution of Respondents by Sex and

Marital Status

Background

Characteristics SEX

Marital stntus of the Male Female Total Percen-
Respondents tage
Single 80 (26.67) 44 (14.67) 124 41.34
Married 120 (40.00) 53 (17.67) 173 57.67
Divorced - 1 (0.33) I 0.33
Separated - 1 (0.33) ] 0.33
Widowed - 1 (0.33) 1 0.33
Total 200 (66.67) " | 100 (33.335 "l 300 100.00
% Distribution of

Women in Different

Marital status

Single - 44 (44.00) 44 44.00
Married - 53 (33.00) 53 53.00
Divorced - 1 (1.00) | 1.00
Separated - 1 (1.00) l 1.00
Widowed - 1 (1.00) ! 1.00
Total 100(100.00) 100 100.00

Source: Fieldwork June 1991 - Marclﬂ 1992,

.
-
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5.1.6 Number of Children (Alive)

. The data in Table 5.6 show that out of 300 respondents, 153 (51.0%) had no
children; 82 (27.33%) had 4-6 children; and 11 (3.67%) had 7-9 children. This
means that a majority of the workers comprising men and women had no children.
Also in the same Table under female respondents only, it was discovered ilmal out
of 100 women, 45 had no children; and 3 had 7-9 children. A majority Aof the
woman had no children just like their male counterparls even though a majority of
them were married.

Table 5.6  Percentage Distribution of Respondents by Sex and Number of

Children (Alive)

Background

Characteristics SEX

Number of Children Male Female Total | Pereentage
(Alive)

No child 108 (36.00) 45 (15.00) 153 51.00
1-3 children 34 (11.33) 20 (6.67) 54 18.00
4-6 children 50 (16.67) 32 (10.66) 82 27.33
7-9 children 8 (2.67) 3 (1.00) 11 3.67
Total _ 200 (66.67) 100 (33.33) 300 100.00
% Distribution of

women with

Different Number of

Children (Alive)

No child - 45 (45.00) 45 45.00
1-3 children - 20 (20.00) 20 20.00

. 4-6 children - 32 (32.00) 32 32.00
7-9 children - ' 3 (3.00) 3 3.00
Total fO0(100.00) | 100 100.00

Source: Fieldwork Junc 1991 - March 1992.
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5.2.0 Role Performance of Women in the Ba_nks in Benin City

Women in the banks in Benin City perform multiple roles comprising official
roles, domestic roles, and roles in trade union and senior staff association. These
roles arc described as follows:-
5.2.1 Official Roles of Women in the Banks in Benin City

The men and women working in the banks in Benin City belonged to three
d'ifferent occupational statuses or positions, namely: management staff, officer/senior
staff, and junior staff. These workers performed roles related to the positions they
occupied. The management staff were graded into area managers, branch managers,
and departmental managers. These managers performed similar roles but at different
levels. The managerial roles they performed, included decision-making on issues
affecting the banks at their level of operations, control of human and material
resources, accountab-ility of expenditure and receipt of funds, and symbolic roles as
figurcheads in their respective offices. Senior staff/officers performed the roles
similar to those of the managers but at section levels. Officers ensured that their
subordinates in the sections performed their official jobs properly; attended 10
customers politely; made proper entl"ies of official transactions in their respective
ledgers; and maintained good work; relationship among co-workers. Junior staff
comprise supervisors, clerks, and angillaries. The supervisors controlled the clerks
and ancillary workers. The supervisors were chief clerks. They supervised the jobs
done by correspondence clerks, cashiers, typists, as well as drivers, cleaners, aﬁd
gate-men. The crucial questions herc are:- |

Why. did women leave their homes. to work in the banks in Benin City? In which
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department(s) of the banks were women mosllyhfound? and Why?

Table 5.7 contains data on "Distribution of Respondents by sex and reasons
for working in the Bz;nks in Benin City". The data in the Table show that out of 300
respondents, 164 (54.67%) joined the banks in Benin Cily to work because'(.)l’
greater job opportunities, on-the-job,l training, and self-development. Forty-nine
respondents (16.33%) claimed that they wanted to earn regular incomes to cnable
them train their children, and maintain comfortable lifestyles for their families, and
assist extended relations. Whereas, 87 respondents (29.0%) stated that they were in
need of challenging jobs with job security and welfare schemes, and to assist the
banking industry grow. A majority of the workers joined the banks because of
greater job opportunities. Further down in the same Table, under "Percentage
distribution of women by their reason for working in the banks", we found that out
of 100 women respondents, 55(55%) joined the banks to work because of greater
job opportunities, and only 17(17%) joined for job sccurity. A majority of the
women joined the bank to work because of greater job oppolrtunities just like their
male counterparts. However, it is interesting to note that while a greater number of -
men than women work in the banks for greater job opportunities, and job security,
more women than men decided to work in the banks to earn sufficient income for
their children’s education, and comfortable lifestyles for their families and extended
relations. This means that the male workers were more concerned about their job
security than their women countefparts,

The banks involved in this study have .dif'l'crcnl departments for different

banking transactions, such as Data Room, Accounts Department, Cash/Banking
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Department, Clearing Department, Commitment Department, Oversees Department,
and Personnel/Staff Matters Departnent,
Table 5.7 Percentage Distribution of Respondents by Sex and

Reasons for working in the Banks in Benin City

Background

Characteristics SEX

Reasons for Male Female Total | Percentage
working in the

banks

Greater job

opportunities, on-
the-job training and | 109 (36.34) 55 (18.33) 164 54.67
self development,

Regular income,

comfortable 21 (7.00) 28 (9.33) 49 16.33
lifestyle.

Job security and 70 (23.33) 17 (5.67) 87 29.00
welfare scheme ‘

Total 200 (66.67) 100-(33.33) | 300 100.00

% Distribution of
women by Reasons

for working in the
banks,

Greater job
opportunities, on-
the-job training, - 55 (55.00) 55 55.00
and self
development

Regular income, - 28 (28.00) 28 28.00
comfortable
lifestyle

Job security and - 17 (17.00) 17 17.00
welfare scheme

Total } 100(100.00) 100 100.00

Source: Fieldwork June 1991 - March 1992,
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The Data Room is where their computers (P.Cs) are installed. The daily activities
of the banks are fed into the computers. The computers, in turn, analyse the data
and produce print-outs for daily use in the banks. The print-outs contain, amoné
others, up-to-date statements ol accounts of the customers.

Clearing Departments handle all issues relating to issuance, receipt, and payment
of cheques and drafis to customers.

Cash Department handles issues relating to receipts and payment of funds to
customers on (:1(;',mand..E

Overseas Department handles international transaclions such as, importation and
exportation of goods, letters of credit, and loreign exchange matlers,
Commitment Depa.rtmcnt is in charge of term loans, and all sorts of investments
such as investment in propertics and agriculture.

Personnel Department is in charge ?f the welfare of workers, manpower planning,
selection and placement of workers, performance appraisal, remuncration, promotion
and socialization of wofkers.

In an attempt to probe further into this issue, the researcher wanted to find
out the department which had the greatest number of women in the banks in Benin
City. The data in Table 5.8 show that 171 respondents (57%) out of 300, stated that
it was the Cash/Banking Department. That issuc was also supported by official
records; 73 respondents (24.33%) mentioned the Personnel Department, while 38
respondents (12.67%) said that there was no particular department with the greatest
number of women. By that result we could say that women are mostly found in the
Cash/Banking Department, and that the department with the greatest number of
women in the banks is the Cash/Banking. The views of women only, on the issue,

71



were also determined. The data in Table 5.8 further show that out of 100 women
respondents' 58 (58.0%) claimed that the department with the greatest number of
women is the Cash/Banking Dcpartmént. The views of men and women responde_nfs
are consistent on the issue. These respondents reckoned that women in the b'anks
especially those in the Cash/Banking! Department are polite, courteous, attractive to
customers, honest and afraid to gdt involved in frauds quite unlike their male
counterparts. Since this research 1:15'5, established in Appendix No. 1 that male and
female workers in the banks have equal job opportunities, these peculiar/outstanding
traits in women have made it possible for the majority of them to be found in the
Cash/Banking Department, and not to be evenly spread out/distributed in other
depértments.
5.2.2 Domestic Roles of Women in the Banks in Benin City

There was no woman respondent who did not perform any domestic role

such as aunty’s role, mother’s role for those who were marricd or unmarried with
children, and wives’ role. Aunty’s role .involves taking care of relations such as
feeding, clothing, and accommodating them. Mother’s role includes rearing and
' caring for the children. Wives’ r‘olcs include taking.care of husbands and préparing
nice dishes for them and the families. All the women respondents enumerated
domestic duties which they performed at home as cooking, shopping for foodstuffs
and other household needs, washing clothes and plﬂtés, scrubbing furniture and
floors, cleaning the house and c:ompounds, repairing clothes, and other household

equipment, and childcare for those with children. '
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Table 5.8 Percentage Distribution of Respondents by Sex and

Assignment to Different Departments

Background

Characteristics SEX

Assignment to Different | Male Female Total | Percentage
Departments

Personnel Department. 60 (20.00) 13 (4.33) 73 24.33
Accounts Department. 9 (3.00) 0 (3.00) 18 6.00
Cash/Banking -
Department. 113 (37.67) 58(19.33) 171 57.00
No particular '

Department. 18 (6.00) 20 (6.67) 38 12.67
Total 200 (66.67) | 100(33.33) 300 100.00
% Distribution of

Women by Assignment

to Different

Departments.

Personnel Department. - 13 (13.00) 13 13.00
Accounts Department. - 9 (9.00) 9 9.00
Cash/Banking f

Department, - 58 (58.00) S8 58.00
No particular

Department. - 20 (20.00) 20 20.00
Total 100(100.00) 100 100.00

Source; Fieldwork June 1991 - Mar‘ch 1992.

Fl
These domestic duties took the women much time and efforts to plan and

execute properly. Those who ate breakfast and had babics, for instance, got up very
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early in the morning at about 4,00 am. to get a part of the domestic duties done
such as, preparing breakfast for the members of the family, getting lhc.habics ready
for the nursery, and getting themselves ready for work. At about 7.00 a.m. they left
their homes for their workplaces.

After office hours, they got home late at about 7.30 p.m. to continue with
domestic duties. Thoseiwho had no houschelps to assist with cooking had to prepare
supper/dinner themselves for the family, wash dirty clothes and napkins if they had
babies, and tidy the house before getting ready for bed, A majority of the women
went to bed at about mid-night daily. The data analysis show that 92 out of 100
women respondents indicated that they spent upto eight hours on domestic duties
daily.

5.2.3 Role of the Women in NUBIFIE and ASSBIFI in the Banks in

Benin City .

Two interest-groups existed in the banks. They were the National Union of
Banks, Insurance, and [Financial j[nslilulions Lmployces (NUBIFIE) and the
Association of Senior Slafl of Banks, Insurance, and Financial Institutions
(ASSBIFID).

The main function of the trade union (NUBIFIE) is to protect the intercst of
the members; the junior staff in the banks. All lhc.respondenls claimed that
NUBIFIE negotiated with the managentent of the banks.and the government to
improve the lots of the junior staff in various ways. For instance, through their
negotiations, the wages and salary structures of the junior workers were reviewed
upwards from time to time as the rate of inflation increased. The junior stafT also
enjoyed fringe benefits such as housing allowance, transport allowance, mulc‘rnily
allowance for pregnant women, health care scheme, Christmas bonus/ 13111 month
allowance, and utility allowance. The upward review of wages and salaries, and
dispensation of the fringe benefits enabled the junior workers (0 purchase their
nceds, enjoy comfortable lilestyles, and, perhaps, save monies for (he rainy day.

Membership of NUBIFIE was for all junior stalT irrespective ol gender.
Members could participate in NUBIFIL on two levels:-

(i)  as ordinary members, and
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(i)  as executive members.

The data in Table 5.9 show that out of 300 respondents, 18 (6.00%) were executive
members of NUBIFIE in the banks in Benin City; 223 (74.33%) were ordinary
members, and 59 (19.67%) were non-members. Those non-members were senior
staff. Table 5.9 further shows that oul of 100 women respondents, 6 (6.00%) were
executive members; 75 (75.00%) were ordinary members, and 19 (19.00%) were
non-members/senior staff. These results revealed that only 12 men and 6 women
were executive members of NUBIFIE. Furthermore, out of the six women who
occupied executive positions in NUBIFIE, four were treasurers, and two were
executive members without portfolios. Whereas, six out of the 12 men who were
executive members were chairmen, four were secretaries, onc was a public relations
officer, and the other one was an executive member without a portfolio. Chairmen
and sccrclaries occupied key positions in NUBIFIE in the banks in Benin City. The
chairmen organized meetings and presided over meetings. Sccretaries took down
minutes at meetings, wrole and presented reports (0 the trade union. Treasurers
collected and kept monies. Exccutive members without portfolio assisted to spread
and circulate information to members in different sections and departments.

The executive roles in NUBIFIE were demanding and required selfless
service by union members. The executive members were constantly travelling in and
out of stations as the need arose for union meelings at local, state, and national
levels. There were reasons why few women were exccutive members ol NUBIFIE
in the banks in Benin City. Both men and women respondents claimed that:-

(i) The population of women was low compared with men in the banks;
(i)  Women were not interested in trade union activitics at exeeutive level;
(iti) Women had no time for trade union activities; and
(iv)  Trade union jobs suited men more than women.

On the other hand, the Association of Senior Stafl’ of Banks, Insurance, and
Financial Institutions (ASSBIFI) had a major function to protcet the interest of the
senior and management stalT in the banks. ASSBIFT ensured:-

(i) that the workers’ wages and salary structures were occasionally reviewed as

the rate of inflation increcases;



(i)  that their work environment was congenial in order to boost the productivity
of the workers; and

(ii)  that necessary fringe benefits e.g. housing and car allowances were dispensed
to the members to improve their lifestyles. In short, ASSBIFI performed

similar functions as NUBIFIE, but (o different cadres of workers.

Tahle 5.9 Positions Workers held in NUBIFIE in the Banks in
Benin City

i

NUBIFIE SEX

Position of the Males Females Total | Percen-
Workers : tage
Executive members 12 (4.00) 6 (2.00) 18 6.00
Ordinary members 148 (49.33) 75 (25.00) 223 74.33
Non-members/ Senior 40 (13.34) 19 (6.33) 59 19.67
staff

Total 200 (66.67) 100(33.33) 300 - 100.00
% Distribution of |

positions women held y

in NUBIFIE

Exccutive members - 6 (6.00) 6 6.00
Ordinary members - 75 (75.00) 75 75.00
Non-members/ Senior - 19 (19.00) 19 19.00
staff

Total 100(100.00) | 100 100.00

Source: TFieldwork June 1991 - March 1992,
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Men and Women were members of ASSBIFI. They could participate as
ordinary mcmbm;s or as exccutive members. Exceutive members were elected into
executive positions by the members of the association. The data in Table 5.10 show
that out of 59 respondents who Wwere senior/management stalf, 18 were executive
members, and 41 were ordinary members. 'l"abl.e 5.10 further shows that oui of the
19 women who were members of ASSBIFI, 15 were ordinary members and four
were executive member§. These results revealed that only 14 men and four women
were excculive nwn)bcr;; of ASSBIFI. Furthermore, out of the 14 men who were
executive members, six were chairmen, four were sccretaries, three were public
rclations officers, and the other one was an executive member without a portfolio.
Out of the four women who occupied executive positions, two were chairpersons,
one was a treasurer, and the other one was an exccutive member without a po:‘tl’(;!io.
The position of chaiﬁnen in ASSBITD was virtually regarded as an exclusive "male-
domain". But, by being elected to thé position of chairperson, the barriers to male-
domination in ASSBIFI was brokeﬁ by .the women, 'I‘he.excculivc members of
ASSBIFI performed similar duties as the exccutive members of NUBIFIE, already
explained above. The reasons why few women occupied executive positions in
ASSBIFT were given by male and female respondents as follows:-

i) " Women in the banks in Benin City were not interested in holding executive
positions in ASSBIT;

(i)  The women had no time for executive matters; and

(iii)  The women were not clected into exceulive positions in ASSBIEL,

These were more-or-less similar to the reasons givén above for the low participation

of women in NUBIFIE in the banks in Benin City.,
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Table 5.10 Positions Workers held. in ASSBIFT in the Banks in Benin City

ASSBIFI SEX

Position of Workers Males Females Total Percen-
tage

Executive members 14 (23.70) 4 (6.80) 18 30.50

Ordinary members 26 (44.10) 15 (25.40) 41 69.50

Total 40 (67.80) 19 (32.20) 59 100.00

% Distribution of

positions women

held in ASSBIFI

Executive members - 4 (21,10) 4 21.10

Ordinary members - 15 (78.90) 15 78.90

Total 19(100.00) 19 100.00

Source: Fieldwork June 1991 - March 1992.

5.3.0 Inter-role Conflicts among Women in the Banks in Benin City
Women in the banks in Benin City played multiple r(;Igs. The multiple roles
were as follows:-
(i) Industrial/official roles such as managerial roles.
(i) Domestic roles sich as mother’s role; and
(iii)  Union roles sl:ch as chairpersons’ roles in NUBIFIE and ASSBIFI,
These multiple roles were discussed in Scctions 5.2.1 - 5.2.3 above. They were
different and were’ performed by the women concurrently under great time

constraints, and tight work-schedules.



In the mornings, the women without househelps had to prepare breakfast for
the members of the family. Those with little babies and children had to get them
ready for nursery and school before they prepared for work. This meant that the
women had to get up very ecarly to get these domestic duties done, and to report at
duty po.sts in the banks at 7.30 a.m. Their managers often complained bitterly when
they were late or absent from work, The women, in turn, remarked that the
K complaints- of their managers abgut them often had adverse effects on their annual
appraisal reports, either for annual increment of salal'i(is or for promotion, The
women were also members of the National Union of Banks, Insurance, and
Financial Institutions Employees (NUBIFIE) and the Association of Senior Staff of
Banks, Insurance and Financial Institutions (ASSBIFI). The executive members of
NUBIFIE and ASSBIFI organized and held mectings periodically at plant level in
the banks. The executive members also attended the meetings of SEC (State
Executive Council) and NEC (National Executive Council) of NUBIFFIE and
ASSBIFL. These meetings involved much travelling out of station, and usually'on
weekends. The women executive ‘members particularly, experience inter-role
conflicts in their efforts to meet the;demands of their roles at home, in the banks,
in NUBIFIE and ASSBIFI. It is impossible for these women to be in all these places
at the same time, and perforin the rel‘aled roles. So, there are problems of inter-role
conflicts among the executive members in general, and among women executive
members in particular,

It is obvious from the discussions so far that women in the banks in Benin
City encountered inter-role conflicts because of the multiple roles they performed.

The women encountered inter-role conflicts because they performed three major
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roles which were different and non-complementary to one another. Consequently,
their work-schedule for the multiple roles becomes too tight. They had insufficient
time to perform their niiultiple roles cffectively and efficiently. The easiest way out
of the problems ought to have been 1o choose one role and forego the other two.
But interestingly enough, the women do not want it that way. Rather, they
preferred to combine and perform all the roles because of the benefits of role
accumulation - privileges, financial resources and enhancement -of self—conéépt.
Below are brief descriptions of thesg: concepts:-

Privileges: The women in the banks; performed domestic roles because in Nigeria’s
traditional setting women and children perform domestic roles. It is the pride of
women to keep nice, orderly and decent homes. Few women participated in
NUBIFIE and ASSBIFI at the executive level as chairmen, secretarics, treasurers
and executives without portfolio. These women thought it wise to participate
actively in decision making cspecially on issues that affected women members. At
workplace, the women had opportunities to perform both "feminine’ and 'masculine’
jobs and to occupy related statuses ranging from junior staff through officers’ to
management positions. They also enjoyed fringe bencfits and al[;)wances such as
housing, transport, lunch vouchers, 13th month, annual leave, maternity leave,
displacement/out-of-station, inconvenience, medical scheme, laundry and utility.
Financial Resources: The wage and salary striictures of the workers, 1 was
informed, are altractive. Workers earn good salaries, fringe benefits, and hzﬁe
opportunitics fo:" financial investments on shares, land, housing and developments,

among others. So, their financial resources are varied.
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Enhancement of Self Concept: Workers including women aspired to be
branch/area mangers and they underwent series of training before reaching or
achieving management positions. They arc enviable positions because the managers
control all resources - human resources, financial resources, physical rcsouré:cs, and
material resources - in their respective branches, areas or zones of operation. All
these controls make them feel very powerful, important and arrogant in their
positions and related responsibilities.

It is important to note that if the women had stayed at home performing
domestic duties alone, and not working and rendering banking and financial
services, that the above privileges, financial resources, and enhancement of sell
concept which they are enjoying could have been mere dreams rather than realities.
But by working outside the hon.1e, the rewards of role accumulation overshadows
their problems of inter-role conflicts. These findings, supi)ort the role accun'mlalion
theory of Sieber (1974) that the conflict and overload arising from performing a
multiplicity of roles' cail be overshadowed by the rewards of role accumulation such
as privileges, financial resources and enhancement of self concept, and providing
buffers against failures.

5.4.0 Resolution of Inter-role Conflicts Among Women in the Banks in Benin

City

To escape from the inter-role conflicts which the women were experiencing,
they resorted to using domestic-helps to ease domestic chores and drudgerics. Out

i
of the 100 women respondents, 66 (66.0%) had no assistants for domestic dutics
which suggests that they did domestic duties c.g. cooking, washing and ironing

clothes alone; 18 women respondents (18.0%) said that their husbands, children, and
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extended relations assisted with domestic duties; 16 women respondents (16.0%)
used houseboys'and housegirls for domestic chores and drudgeries. The women
boughf foodstuffs and other household needs in bulk such as rice, beans, yamé,
garri, beverages, toiletries, fish, meat, vegeiables, and fruits. They preserved
-perishable items such as meat, fish and vegetables in deep freezers and refrigerators.
Bulk-buying is cheaper than buying in small quantities. Also, by getting husbands,
own children, relations,s houseboys/girls involved in domestic chores, the domestic
problems of the women were, thercfore, reduced. This gave them the chance to
spend their leisure perio.ds in a relaxing manner with relations and friends after the
day’s work.

Domestic servants which the women utilized had positive -effects on their
role performance at the workplace. The women felt more relaxed and concentrated
better in their official roles. They stopped worrying too much about performing
domestic chores after closing late ‘in the evenings. Since there were domestic
servants at home attending to the domestic chores, the executive women
occasionally telephoned home from workplace to ensure that the house was in order,
and to give necessary directives, This helped to reduce inter-role conflicts among
these’ women. The banks provided major technological tools such as communication
systems e.g. telephones, airconditioners, computers, type-writers, adding machines,
calculators and other office equipment. Generally, these equipment were provided
to make the services of the banks to (heir customers more effective and clficient,
and less time-consuming. The banks also granted three months’ maternily leave to
the pregnant women with pay. This enabled the women to prepare for the arrival of
the babies, and thereafter, give full-time attention to them before resuming work. It
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was further noted that the banks made provisions for the meetings of NUBIFIE and
ASSBIFI at the local, state, and national levels. These meelings were mostly
scheduled to take place after office duties to avoid inter-role conflicts afﬂong
_workers since workers were membc{s of NUBIFIE and ASSBIFI as well. However,
in the event of such x-neetings being .held during office hours, exccutive members of
NUBIFIE and ASSBIFI were permitted to attend. Their immediate bosses must
ensure that their official roles were rescheduled to other members of the staff who
were not attending such meetings. In this way, the inter-role conflicts among women
in NUBIFIE and ASSEIFI were resolved.
550 Summary

This chapter identified the multiple roles which the women in the banks in
Benin City played. Reasons why they performed the multiple roles were cstablished,
The women encountered inter-role conflicts in the performance of those multiple
roles. Attempts were made to resolve the inter-role conflicts. In the home, the
women employed domestic helps to reduce resultant tensions and stresses. At the
- workplace, the management of the banks provided technological tools to enhance
workers’ productivity. The management of the banks allowed the executive
members of ASSBIFI and NUBIFIE to attend their union meetings whenever they
were scheduled. These arrangements helped to resolve the inter-role conflicts which

women, in particular, encountered in the performance of their multiple roles.
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Chapter Six
DATA ANALYSIS: DETERMINANTS OF CAREER
MOBILITY OF WOMEN IN THE BANKS IN

BENIN CITY

6.0 Introduction
In this chaptelr, the career mobility of women in the banks is analyzed. The
objectives are:- |
@) to determine the number of women who were promoted from junior
positions to management positions since they joined the banks;
(if)  to determine the factors which influenced the promotion of the women: and
(iii) " to test the research llypogheses.
6.1.0 Number of Women Who Were Promoted Since f‘lmy Joined the Banks in
Benin City
Table 6.1 shows the positions which the resp‘ondent,s occupied in the banks
when they were employed in 1952, and their current positions in 1992. Qut of 300
respondents, 262 were employed as junior staff, 38 as officers/senior staff, and none
as managers. Between 1952 and 1992, 21 junior staff were promoted, and 220 were
not; also, 24 officers were promoted to management positions while 11 were not.
Total number of respondents promoted within the period was 45. Women started to
'work in the banks in 1961. Between "l 961 and 1992, out of 100 women responden-ts,
90 joined the banks as junior slaff? and 10 women joined the banks as officers.

None of the female respondents joined the bank as managers. On the other hand,
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men started to work in the banks in 1952, Out of the 200 male respondents, 172
men joined the banks as junior staff, and 28 men joined as officers. Just as the
female.respon'dénts, none of the male respondents joined the banks as managers. "

In 1992, changes were o.bservcd in the occupational statuses of these
r;aspondents since they started working in the banks, but of the 100 female
respondents, 81 were occupying junior positions, 13 were occupying officers
positions, and 6(six) wefe occupying managerial positions. This result means that
between 1961 and 1992, 6 (six) female respondents were promoted from officers’
positions to managerial positions, leaving 4 (four) officers not promoted. Nine (9)
female junior workers were promoted to officers’ positions, while 81 women
remained as junior staff. However, men presented a different picture. In 1992, out
of the 200 male respondents, 160 men were junior stalf; 22 were officers, and 18
Qere managers. Compared with the pc’)siliblfs which these men occupied when they
were newly employed into the banks, J—this result means that 18 men were promoted
from officers’ position to managerial ﬁositi_on while 10 ofﬁccjrs were not promoted;
also 12 male junior staff were promoted to officers’ position whereas 160 male
junior staff were not promoted. Altogether, between 1952 a.nd 1992, only 15 women
respm}dents and 30 men respondents were promoted in the banks in Benin City.
Further statistical interpretation of this result was that junior staff in the banks in
Benin City were promoted to officers’ position in the ratio of cvery four men to

three women

(i.e. _12 men _ 4 men : 3 women

9 women
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But in terms of proportion, the women were doing belter than the men. While
11.11% of the women moved into the officer position, only 7.5% of the men did.
Officers were promoted to managerial positions in the ratio of every three men to

one woman between 1952 and 1992

i
i.e. _18 men _ 3 men : 1 woman
6 women 1

Even in terms ofproportion, the men were d.oing better than women. While 81.8%
of the men moved into the management position, only 46.15% of the women did.
This is a contribution to knowledge in career mobility studies.

The data analysis further revealed that out of the IS women respondents wtio
were promoted between 1961 and 1992, 12 had one to three promotions. These
covered the upward mobility of women from junior staff position, through 6I’ﬁcers’
position to managerial position. The other three women had four to six promotions
since they joined the banks in Benin City..These women with four to six promotions
had in addition promotions for different grades of managerial positions. Regarding
male respondents, 25 out of the 30 who were plfomoted, had one to three
promotions. Again, these covered their upward movements from junior position
through officers’ pﬁsition to managerial posifion. Only 5 male respondents had four
to six promotions. These men h_ad in addition promotions for different grades of
managerial positions. In these banks, managerial pgsilions were graded il‘]to
departmental managers, branch managers, and arca manugérs. Promotion of workers
was not automatic. During promotional exercises, male and female workers who
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satisfied the necessary ‘conditions for promdtion were promoted, Those who did not
satisfy the necessary conditions for promotion were net promoted.

Table 6.1 Positions of workers on their Appointment and Current Positions

1952-1992
rOccuhationa[ Current Number Number Not Position on
Status Position 1992 Promoted 1952- | Promoted 1952- Appolntnient.
1992 1992 ' 1952
Junior Staff | 241 21 20 262
Senior Staff
(Officers) 35 24 mnm . 38
Management | 24 . 24 ‘ - -
Staff .
Fotal .} 300 69 231 300
‘Numerical
Distribution _ _
of Workers . ' :
by Sex
Males Females Males | Females | Males Females Position on
’ Appointment
Junior Staff 160 | .81 12 9 148 72 172 | 90
Senior Staff’
(Officers) 1 2 13 18 6 4 7 28 10
Managcment 18 6 18 6 - - - -
Staff
Total 200 100 48 21 152 179 200 | 100

Source: Fieldwork June 1991 - March 1992,
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6.2.0 Determinants of Career Mobility of Wemen in the Banks in

Benin City

The criteria which the management in the banks used for promotion of
workers were as follows:- level of education, marilal status, length of service, and
social conl;eCtion. These factors were described as follows:-
6.2.1 Level of Eduéatt'rm of the Respondents |

Table 5.2 shows that out of 300 respondents, 227 (75.67%)' re;eived
secondary e(luca_tion. By secondary educalion, il is mca‘l'n that the respondents attain
West African School Certificate, or General Certificate of Education, or equivalent
qualification, Forty-six respondents (15.33%) received tertiary cducation. These
respondents had professional qt;aliﬁcations in banking such as AIB (Associate
Institute of Bankers; and diploma in Banking), degrees iln'arls and/or social science
subjects such as History, Economics, Statistics, and Management Studies. Twenty-
seven (9.00%) receivc::d primary education. 'l‘hcs.c respondents  with  primary
education received basic/elementary education upto standard_ six or primary six. The
Table.further shows that out of the 100 women respondents, 71 (71.00%) received
secondary -education; 14 (14.00%) received tertiary, while 15 (15.00%) received
primary education. This data analysis means that a majority of the respondents, _bolh
men and women, received secondary education.

it is discovered in this research that the minimum educational qualification
requirements for clerical position inithe banks is General Certificate of Educatién
Ordinary Level and equivalent certifl’icntcs. The men and women who started lht:il:
banking career as graduates have an edge over others who joined the banks with
secondary’school certificates. The graduates joined the bEll‘lkS as officers/senior staff,
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and their career mobility 1o management po_silion is faster than that qf their
colleagues who joined the banks with secondary school certificates or equivalent
qualifications. Management encoflraged the wor!cers to develop their bankixlg career
through favourable appraisals e.g. promotion, annual iné%nmnts, conﬁrmat.ion of
appointment, on-the-job training, in-housc-training, and scholarship awards for
further studies in banking. The encouragement ﬁ'om: the management helped the
workers not only to-improve the services they rendered to customers and achieve
economic growth for the banks, but also to assist the workers acquire more
knowledge about banking, dcyelop themselves, gain job satisfaction, and occupy
managerial positions. Constant training and re-training of” workers is important‘for
a successful banking career. Four out of the six female managers, and 12 out of the
1.8 male managers achieved managerizll positions with secondary schoo!l certificates
plus on-the-job training and re-trainh}ig programmes they participated in, over the
years. They were managers in the;“ banks before: they recently registered for
programmes such as Masters in Business _Administration, and Advanced Dipioma
in Banking and Finance in the University of Benin. They ;lccdcd the degree and
diploma certificates simply to boost their ego. Their present positions as bank
mana‘gers were achieved through education and self-development. This finding
agrees with the open model theory put forward by Broom and Selznick (1977).
Education is, therefore, an influencing factor for carcer mobility of women and men
in the banks in Benin City.
6.2.2 Length of Service of the Respondents

Table 6.2 indicates that out 6[‘300 respondents, 145 (48.33%) worked in the

banks for upto 5 years; 36 (12.00%) had worked for 11-15 years; and 34(11.34%)
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had worked for 16 years and above, Table 7.‘2 further shows that out of the 100
women respondents, 43 (43.00%) had worked for 1 - 5 years in ‘lhc banks; wlllerpas,
only 15 (15.00%) had worked for 16 years and above. A further look at the ’fab'le
‘shows that as the length of service in years increases, the corresponding respondents
decreasés and vice versa. A majority of men (102) and a majority of women
- respondents (43) had worked in the-banks for upto five years. Thereafter, there was
a drast.ic drop in the trend. This was followed by a continuous and gradual drop in
the trend. Only 19 men, and 15 women respondents were able to work in the banks
for 16 years and more. This research ﬁndir'lgs, no doubt has a relationship with the
number of managers which the banks produced between 1952 and 1992. It must be
recalled that a majority of the respondents were employed as junior staff because
they had basic educational requirements to work as clerks (see Table 6.1 above). For
these clerks to achieve managerial positions in the banks, they must have gained at
least 16 years experience in banking jobs. Since few female respondents (15
women) had worked in the banks for 16 years and more, it is not surprising at all
that the banks promoted only six womef and 18 men as managers between 1952
and 1992. In the circumstances, the result is unbiased and valid. But a closer look
at the data shows that 15 women and 19 men put in more than 16 years of service,
yet only six women and 18 men were promoted as managers between 1952 and
1992. This means that there were more useful criteria thqn length of service ih
determining career mobility of ;vorkers in the. banks.
6.2.3 Marital Status of the Respondents

The data in Table 5.5 above shows that out of 300 respondents, 173
(57.67%) were married; 124 (41.34%) were singlc;‘ and 3 (0.99%) were divorced,

separated, and widowed. The Table further shows that among women respondents
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53 out of 100 were married,, and only 3 were divorced, separated and widowed.
This analysis means that a majority of the female respondents (53) and a majority
of the male respondents (120) were married. Marital status is important in
determining carcer mobility of respondents in the banks, especially the career
mobility of the. women, Discussions between the researcher and managers in the
banks revealed that female managers preferred to \york with male secretaries, and
male managers preferred to work with unmarried female secretaries instead of
" married ones with children. T'he managers found bachelors and spinsters less
committed to domestic ‘duties at home. Unmarried men and women were als.o easily
manipulated by their bosses in cases of cmergencies such as overtime work, and
out-of-station travel at :J_ninimum notice. They were also more regular and punctual
at work than married men and women. Their behaviour was not unconnected with
domestic problems at home. Marricd men and women stayed away from official
duties as their children and other dependants became sick. Their managers never
liked such domestic excuses for absence from duties because their official jobs were
being neglected. The women respondents complained lo the researcher that 'their
bosses used their domestic excuses tg penalize them during annual appraisal reports.
They received poor and unfavourable annual reports, and so were not promoted.
About 65 men who were married and 47 women who were married launched this
complaint.

With poor annual reports which male managers wrote about marricd women
particularly, as complained, it became difficult for them to occupy sensitive

managerial positions with invested authorities and powers irrespective of their

hardwork. This partially explains why out of the 100 women respondents employed
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in the banks between 1961 and 1992, only six women were promoted to
management positions, ;
Table 6.2 Percentage Distribution of Respondents by Sex and

Length of Service

Length of Service ' SEX

In Years Males .| Females Total Percent-
age ,

1 -5 Years 102 (34.00) 43 (14.33) 145 48.33

6 - 10 Years 59 (19.67) 26 (8.67) 85 28.33

11 - 15 Years 20 (6.67) 16 (5.33) 36 12.00

16 and above 19 (6.33) 15 (5.00) 34 11.34

Total ) 200 (66.67) 100 (33.33) 300 100.00

% Distribution of

women by Length of

Service

1-5 Years + . 43 (43.00) | 43 43.00

6 - 10 Years . 26 (26.00) | 26 26.00

11 - 15 Years - .| 16 (16.00), 16 16,00

16 Years and above - 15 (15.00) 15 15.00

Total _ 100(100.00) 100 100.00

Source: Fieldwork June 1991 - March 1992,
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6.2.4 Social Connections of the Respom!ems_

In the banks, men and women worked together in small groups or units,
interacted with members of the groups, and those outside the groups. They were
expected to be pblite, courteous and {riendly in their relationships with colleagues,
customers and others. This sort of cordial relationship was found very useful in the
banks. It hglped the workers to work together and lperf'orm their jobs well. When
they encountered any difficulties in'their daily iransactions, they never hesitated to
ask other colleagues for assistance. The social distance between superiors and
subordinates was narrow. Junior staff related well with officers and managers with
minimum inhibition: 5

With respect to the promotion of staff, the researcher wanted to determine
the internal and external social connections, if any, which the respondents used to
influence their mobiiity. Table 6.3 shows that out of 300 respondents, 176 (58.67%)
claimed that they did not know any body inside their banks who could influence
management to promote them in their jobs; 87 (29.0%) said that their bosses could
influence management to promole them, and 37 (12.33%) stated that their friends
and relations inside the banks could influence management to promote them in their
Jobs. This data analysis means that a majority of men (125) and a majority of
women (51) in the banks had nobody inside the banks who could influence

management to promote them, especially when they were not competent enough to

be promoted.
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Table 6.3 Percentage Distribution of Respondents by their Views on

Inside Influence on Carcer Mobility of Staff in the Banks

Types of Persons

who Influenced SEX

Inside the Banks Males Females Total Percent-

age

Boss/Managers 60 (20.00) 27 (9.00) 87 29.00
Friends /Relation 15 (5.00) 22 (7.33) 37 12.33
Nobody/None 125 (41.61) 51 (17.00) 176 58.67
Total 200 (66.67) 100 (33.33) 100 100.00
% Distribution of

women by their

vicws on this issue

Boss/Management_ - 27 (27.00) 27 27.00
Friends /Relations - 22 (22.00) 22 22.00
Nobody/None - 51 (51.00) 51 51.00
Total ' 100(100.00) 100 100.00

Source: Fieldwork June 1991 - March 1992,

Many bank workers by treating customers courtcously became friends to the
customers of the banké. Table 6.4 shows that out of 300 respondents, 183 (60.99%)
claimed that they did not know anybody outside the banks who could influence
management to promote them in their jobs; 91 (30.34%) admitted that they knew‘
influential customers, and business magnates who could influence their promotions
in their jobs; and 26 (8.67%) said that they had friends and relations outside the

banks who could influence management to promote them. This data analysis means
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that a majority of men (130) and a majority of women (53) had nobody outside the
banks to influence their promotions. .
Table 6.4 Percentage Distribution of Respondents by their Views on

Outside Influence on Career Mobility of Staff in the Banks

Types of Persons

who Influenced SEX

Outside the Banks Males '| Females Total | Percent-

age

Business Magnates 65 (21.67) 26 (8.67) 91 30.34

and Customers

Friends /Relations 5 (1.67) 21 (7.00) 26 8.67

Nobody/None 130 (43.33) 53 (17.60) 183 60.99
TOTAL 200 (66.67) 100 (33.33) 300 100.00

% Distribution of

women by their

views on this issue

Business Magnates .

and Customers - 26 (26.00) 26 26.00

Friends /Relations - 21 (21.00) 21 21.00

Nobody/None - 53 (53.00) 53 53.00

Total | 100(100.00) | 100 100.00

Source: Fieldwork June 1991 - March 1992,

B'oss/managers, business magnates, influéntial c'ustomers, friends and relations were
regarded as social conneclions of workers in the banks. These social connections are
popularly regarded as qufathers, or ima-mmadu in Igbo language, and in Nigerian

context. What the overall data analysis in this section is saying is that, a majority

of the men, and the women in the banks in Benin City had no internal and externai



social connections -who could influence lhcir. carcer movement or success. But
interviews between the rescarcher and the managers of the banks had different
results and exposure. Both male and female manégers confided in me that they used
social connections/god fathers/ima mmadu l.o achieve their managerial positions, but
they.never talked about it openly. This authentic statement from managers confirms
that social connection is a crucial factor for carcer mobility of staff in the banks,
6.3 Testing of Research Hypotheses

This research has two hypotheses to test, namely:-

Hypothesis (i): Women’s ability to cope with industrial duties is influenced
- by availability of domestic help, number of children, age of
the first child, income, and level of education.
Hypothesis (ii): Career mobility of women is dependent on level of education,
marital status, and social connection.

Since this research is women-oriented, it was decided that only data collected
from femalé respondents would be used for testing the research hypotheses.
Multivariate analysis is used. .
6.3.1 Multivariate Analysis of the Determinants of Women's Ability

fo cope witf; Industrial Duties in the Banks in Benin City

In this section, gtlle multiple regression procedure is used {o answer the
crucial question of .the simultaneous effect of the independent variables (domestic
help, number of children, age of the [irst child, income, and level of education loi’
the respondents) on the dependent variable (women’s ability o cope with industrial

duties/occupational status). For this analysis, the following variables are used:-
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Y = The dependent variable = Océupational status,

X, = Present Income

X, = Coping with domestic duties/domestic helps
X, = Education |
X, = Age of first child

Xy = Number of children.

Before testing the hypothesis with multiple regression, it is important to
establish the degree of relationship between the independent variables and the
dependent variable. ' Correlation matrix on Table 6.5 shows that the independent
variables and the dependent variable are correlated.

Table 6.5 Correlation Matrix on Women’s Ability to Cope with

A
Industrial Duties/Occupational Status

Determinant Factors Corrclﬁtion in Decimals
Age of the first Child - 0.428

Number of Children - - 0.420

Level of Education - 0.376

Present Income - 0.300
Houschelps - 0.168

Source: Fieldwork June 1991 - March 1992.

Multiple Regression Analysis
Multiple regression is used to cstimate or predict the value of a dependent
variable Y, on the basis of a set of measures taken on two or more independent

variables.
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The data presented in Table 6.6 show the summary rr;-:su[l of the multiple
regression analysis.‘ They indicate thal the beta of -0.388 for age of the [irst child
was the greatest, and most highly significant of the betas. It means that the age of
the first child has the most powerful, independent effect on the ability of women to
cope with industrial duties/occupational status. The sign of the beta co-efficient is
negative, and therefore in inverse dircction indicating that all things being equal, the
younger the child, the more problems the women had in coping with occupational
status and as such, would nol be able to concentrate fully in their official duties. But
the reverse is the case if the first child is old enough. All the six female managers
studied in this research had children. The age of the first child of the women was
11-20 years old. The children were old enough to perform domestic duties. They
assisted their mothers with domestic dutics. ‘This cnabled (heir mothers 1o devote
more time (o official duties and to concentrate {ully in performing them.

The next larger beta is -0.334 [or the level of education of the women. It
suggests that the level of education had an independent and slatistically significant
impact on occupational status. It indicates that the effect is negative, meaning that
the higher the level of education of the women, the I¢ss the problems they had in
coping with industrial dutics/occupational status.

The third largest beta was -0.231 for present income. The sign of ﬂm beta
co-efficient is negative. This means that the women with greater income had less
problems in coping with domestic dutics. 'l"hc'y could afford to employ domcsiic
helps, and so had more time lor relaxation and official dutics.

The betas for }hc remaining independent ‘variables did not show any

statistical significance. It should be noled that the total explained variance «(R2) of
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0.361, resulted from the combined effect of thgsc three independent variables. Age
of the first child, level of education, and present income explained 36.1 percent of -
the variance in occupational status, thus indicating the tendency for indepéndent
variables to affect occupational status jointly. The percentage of the variance
explained is low; and could be attributable to these two factors:-

(i) the sampie size of the women was small (100); and

(if)  there may be other indepéndent variables not included.

At this juncture, it is necessary o comment on the. poor performance of the
number of children, and domestic hélp in predicting the occupational status of the
women. Surprisingly,. .these two independent variables had not shown any
statistically indepen'dcn; significance in explaining occupational status. The co-
efficient beta for number of children (alive) was 0.268. This positive correlation
indicated that the greater the number of children the women have o assist with
domestic duties, thc'more time they have for official duties,, and vice versa. All Lhe
six female managers studied in this research had 4-6 children, and all were gro'wn-
ups. At home, the children assistedy with domestic duties and thus created extra
leisure time for their mothers. This made it possible for the women to devote their
spare time to official dutics and coricentrate fully in the work. Combining official
duties with domestic duties would have been very strenuous especially for the
female managers, in view of their brain-cracking responsibilities, if the children

were too young to assist with domestic duties.

v
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Table 6.6 Stepwise Multiple Regression Analysis Summary Table of
Determinants of Women's Ability to Cope with Industrial

Duties. Dependemt Variable = Qccupational Status

Variable Unstandardiz | Standard | Standardi- | F- Sig-
Name -ed Error of | zed Ratio nifi-
Stepwise Regression Beta Regression cance
Entry Co-cfficient Co- level
Beta cfficient
Beta

Age of first | - 0.431 0.091 - 0.388 21.971 .0001
" child !

Level of - 0.732 0.180 - 0.334 21.626 .0001
Education

Present - 0.143 0.051 - 0.231 18.072 .0050
Income

Number of | - 0.151 - 0.980 0.268 N.S.
children .

(Alive)

Coping

with 0.021 0.025 0.877 N.S.
domestic

duties/

Availability

of

Domestic

help

No. of Women = 100
F-calculated at 0.01 level with 3, 96 df = 18.07
R? = 0.361

Source: Fieldwork June 1991 - March 1992.
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6.3.2 Multiple Reg,;ressirm Analysis of Determinants of Women’s

Ability to Cope with Industrial Duties in the Banks:

Validation of the Hypothesis

The rescarch hypothesis is that the ability of women in the banks in Benin
City to cope with industrial duties is ‘inﬂuenced by the availability of domestic help,
income, level of cducation, number é)l’ children, and age ol the [irst child. The data
in Table 6.6 show that the number of children, and availability of domestic help
were not statistically significant in the relationship with occupational status. But, the
other three independent variables were significant. Baseq on this, F-test calculated
at 0.01 level of significance with 3, 96 degrees of freedom was 18.07. Using
statigtical tables, F-test tabulated at 0.05 significance level with 3, 96 degrees of
freedom is 2.68. F-test caleulated (18.07) is greater than F-test abulated (2.68). The
implication of the result is that a significant relationship existed between the
dependent variable (occupational status), and the independent variables (age of the
first child, level of educalion, and present income). We, therefore, accept the
research hypothesis that the abilily of women in the banks in Benin City to cope
with industrial duties is influenced by the age of the [irst child, level of education,
and present income.
6.3.3 Multivariate Analysis of the Determinants of Carcer Mobility of

Women in the Banks in Benin City

In this section multiple, regression procedure is used to determine l.he
simultancous effecl of the independent variablés (level ol‘.cduculinn, marilal status,
and social connectlion) on the dependent variable (career mobility ol women/number
of promotions). FFor this analysis, the [ollowing variables arc used:-
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Y = The dependent variable = Number of promotions had since

joining the bank

X, = Level ol education
X, = Marital status
X5 = People known outside the bank to influence career

sugcess/social connection,
Before testing the hypothesis with multiple regression, it is important to
determine the extent of the relationship between the dependent variable and the
independent variables. Correlation matrix on Table 6.7 show that the independent

variables and the dependent variables are correlated.

Table 6.7 Correlation Matrix on Career Mobility of Women/Number

of Promotions had since joining the Bank

Determinant Factors Correlation iin Decimals
Marital Status 0.298
Social Connection ' 0.218
Level of Educatio.n 0.052

Source: Fieldwork June 1991 - March 1992,

Multiple Regression Analysiy
%
Multiple regression is used (p estimate or predict the value ol a dependent

variable Y, on the basis of a set of measures taken on two or more independent
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variables. The data presented in Table 6.8 sho_w that the beta of 0.291 for marital
status was the greatest and statistically significant in predicting carcer mobility of
women in the banks in Benin City. The sign of beta co-efficient was positive, and
thus indicating that the higher the marital status, the higher (he career mobility. The
six women who were promoted to management positions 1961 - 1992, were all
married.

Table 6.8 Stepwise Multiple Regression Analysis Smm}mry Table of Determinants

of Career Mobility of Women.

Dependent Variable = Nuinber of Promotions had since joining the

Bank
Variable Name Unstandardized Standard Slnndar(li:z.cd F-Ratio | Sipgnifi-
Stepwise Entry Regression Co- Error of Regression cance
efficient Beta Beta Co-elficient level
Beta
Marital Status - 0.250 0.081 0.291 9.539 0.0026
Level of 0.040 0.042 0.998 ) 0.6791
Education (N.S.)
Sacial connection
/people known .
outside to 0.187 0.194 0.987 0.0538
influence career (N.S)
}
success. '

No. of Women = 100
F-calculated at 0.0026 level with 1, 98 df = 9.54
Rz = 0.089

Source: Fieldwork June 1991 - March 1992.
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The other betas’ for the rest of the indeplcndcnt variables ((level of education,
and social connectibns) were not stleislicallly significant. It could be that their cffects
had been picked up by other variables such as marital status. Flowever, the total
explained variance by the independent variables is 0.089 meaning that marital status,
the only independent variable picked by computer in stepwise regression, explained
8.9 percent of the variance in the carcer mobility of women.

'
6.3.4 Multiple Regression Analysi..:r of Determinants of Career

Mobility of Women in the Banks: Validation of the

Hypothesis (partial)

The research hypothesis is that the career mobillity of women in the banks
in Benin City is dependent on the level of education, marital status, and social
connection. Table 6.8 shows that the level of education, and social connections were
not statistically significant to influence carcer mobility of women. The only variable
thal was significant was marital stalus. Based on this, F-test calculated at 0,0026
significance level with 1, 98 degrees of freedom is 9.54. Slgtistical tables show that
F-test tabulated at 0.05 leyel of significance with 1, 98 degrecs of freedom is 3.92.
F-test calculated (9.54) is greater than -test tabulated (3.92). The implication of the
result is that a significant refationship existed between the depenident variable (carcer
mobility/number of promotions) and the independent variable (marital status).

Therefore, we could partially accept the research hypothesis that the career mobility

of women in the banks in Benin City is dependent on marital status.
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6.4.0 Theoretical Generalization and Research Contribution

to Knowledge
6.4.1 Theoretical Generalization

Social scientists such as Egan (1982), Boserup (1989), and Giddens (1989)
had stated that women were concentrated in the low cadre jobs in industrial
organizations.

Feldberg and Glenn (1979) propounded the expectation level theory. The
theory held the prediction that marricd women expecled little, and were satistied
with the little they got from their jobs because their families were more important
to them.

Sieber (1974) put forward the theory of role accumulation. The tileory
predicted that inter-role conllict could be over-shadowed by the rewards of role
accumulation SU-Ch as privileges, financial resources, and enhancement of self
concept. Role ac;:umulation provided buffers against failures.

Broom and Selznick (1977) discussed three models of social mobility
namely:- closed model, open model, and mixeci model. They argued that societies
might be classified according to the degree to which they used the models. Thus,
they classified socicties :_inlo open model socicty, closed modc] society, and mixed
model society. In a closed model socicly, status was ascribed by factors such as age,'
sex, and ethnicity. In the open model society, status was achieved on the basis of
skill, knowledge, education, diligepce, and tenacity. In the mixed model, the colour
of a person imposed caste-like restrictions on mobility, and limited the operation of

achievement crileria.
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6.4.2 Contribution to Knowledge

The data analysis has revealed that out of the 300 respondénts. 241 were
Junior stalt (160 men and 81 women); 35 were officers (22 men and 13 women);
and 24 were managers (18 men and 6 women). BDased on this result, this thesis
argues that women in the banks in Benin City are not concentrated or aggregated
in low cadre jobs i.c. junior stall’ jobs. A majority of male workers (160 men), and
a majorily of female workers (81 women) were qualified (o join the banks as junior
staff. From this junior entry point, they were cxpcctcd o get promoltions gradually,
and move upwards to managerial positions. There is no gender discrimination. Male
and female workers have equal job opportunitics. There is, therefore, no basis to
accept the statement that woménlwcrc concentrated in low cadre jobs in industries
as stated by Egan (1982), Giddens (1989), and Boscerup (1989).

Feldberg and Glenn (1979) propounded the expeclation level theory out of
their experiences in V:Vcstcrn countries where workers carned [air wages o malch
the level of inflation, and (he purchasing power of their currencics was strong. And
also where (he breadwinners (i.c. men/husbands) carned fair wages (o maintain
comfortable li[’csl){Ics for their families, and their wives (i.c. marricd women) expect
little (rom their jobs. In other words, their wives did not want promotions and
challenging jobs at the workplace. Back home in Nigeria, the experience is
“somchow dilferent. Workers arc it different cultural and work environments. The
income ol the husband/breadwinnér is no longer suflicient to purchase the basic
family needs such as food, clothing, and sheller duc to hyper-inflation. So, women
are forced o work outside their homes to be able o contribute [nancially towards
family maintenance. The data analysis reveals that women in the banks in Benin
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City performed multiple roles, and encountered inlcr-mll: conllicts. Despite (heir
ilﬂ(:l'—l‘()lt: conflicts, the women stll continued loiwnrl\' simply because of the
rewards of role accumblation i.c. the bencfits they derived [rom working in the
banks. It is truc that their f‘:unilics were more important to them. But, the women
were determined (o succeed in their banking carcers as well, This is why between
1961 and 1992 in the banks in Benin City, 15 out ol 100 women were promoted:
nine (9) as olficers, and six (6) as managers.

The data analysis [urther shows that while out of 300 respondents, 146 (101

t
men and 45 women) disagreed with the stercotyped statement that "women do not

like challenging jobs"; 94 (36 \VOI‘I](?}I and 38 men) strongly disagreed with it. 1t is
also discovered that while 107 out of 300 respondents (82 men and 25 women)
disagreed with another slereotyped statement that "women do not want pronotions”,
185 respondents (114 men and 71 women) strongly disagreed wilh it. The result of
this Emulysis means that & majority of men and women in the banks in Benin City
want o be promoted to challenging jobs and positions. ‘This result, therefore, Tails
o aceepl the views ol expectation Jevel theory of Feldberg and Glenn (1979).
[nstead, it accepts and re-inforees the views of role accumubation theory of Sicher
(1974).

This rescarch validated the hypothesis thal women’s ability o cope with
industrial duties in the banks in Benin City is influenced by (he age of the first

child, the level of education and the present income. Also that the career mobility

of women is highly correlated with their marital status.
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Chapter Seven
SUMMARY OF RESEARCH FINDINGS,

RECOMMENDATIONS AND CONCLUSION

7.0 Introduction
This study locuses on women in non-clearing banks in Benin Cil‘y. The

major objeclive is to determine how women in these banks are able o combinc., and

cape with their mulliplc roles; to cstablish the ﬁropnrlinn of women that are
promoted since joining (he banks; and (o determine the causes of carcer mobility of
the women.

7.1 Summary of Research Findings
‘The research has discovered the following;-

(i) That men and women in the banks in Benin City have c'qunl chances to
perform any roles, and lo'occupy any positions on the organisational
structures of their lmﬁks. Gcﬁdcr—discrimimllion, in terms ol roles and status
does nol exist in the banks; ‘

(iiy  That majority ol the women respondents (18.34%) and majority ol the men
respondents (36.33%) work in the banks because of economic reasons,
educational opportunities, and scll-development;

(iii)' That women arc mostly found in the Cash Department.  This is because the
munugmncn{ ol the banks inlormed the rescarcher that women wre more
polite, courteous, and less likely (o engage in fraud thin men;

(iv)  That women play multiple roles namely:- domestic roles, induslriul/‘uI'['lciul

roles, roles in trade union (NUBIFIE), and roles in senior stafl association
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)

(vi)

(ASSBIFT.  The women play domestic roles as sisters, auntics. mothers,
wives, among others.  They play industrial/official  roles as  clerks.
sicnographcrs, seerelarics,  accountants, managers, among  others. In
NUBIFIE, they also serve as treasurers, and exceutives without portlolios.
In ASSBIFI, they are chairpersons, and exceutives without portfolios:

That the degree of women’s participation al the exceutive level in NUBIFIE

and ASSBIFI is low compared with men. In NUBIFIE, six women and 12

men are executive members, proportionately at the ratio of one woman to 2

men, (onc woman : 2 men). In ASSBIPL, four women and 14 men are
executive members, also proportionately at the ratio ol (wo women to 7 men
(2 women : 7 men);

That the women encounter inter-role conflicts in the performance of heir
multiple 1'ol‘cs. But they arc able (o resolve them through (hese
mechanisms:- They use domestic help and mechanical gadgets to assist with
domestic chores and drudgerics.  They also buy food items, and wiletries,
in bulk. Bulk-buying is cheaper and time-saving. "These help the women 1o
cope with official dutics and to attend to union meetings outside oflicial

'

hours. Managements of the :bunks, on the other hand, allow time-ofl-duty
to executive members to attend meetings scheduled 1o hold during official
hours. Maunagements of the banks also provide (ecchnological tools such as

telephones, adding machines and computers to case the tensions of olficial

duties. Pregnant women are also granted three months maternity leave with

pay to assist them prepare for the arrival of the babies, and 1o have some rest
before resuming work alter conflinement;
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(vii)

(viii)

(ix)

That 45 respondents were promoled between 1952 and 1992 in the banks in
Benin City; 30 men and 15 women in the ratio of one woman to lwo men
(1 woman : 2 men). Junior workers were promoted to officers positions in
the ratio of 3 women to 4 men (3 women : 4 !.ncn). In terms of proportion,
11.11% of the women, and 7.5% of the men were promoled to olticer
positions. Officers were promoled o managerial positions in (he ratio ol one
woman to three men (1 :wonmn : 3 men). In terms of proportion, 81.8% of
the men and 46.15% of the women were promoted [0 management ﬁosilions;
That a significant relationship exists between the dependent vartable (the
ability of women {o cope wilh industrial d'ulics/ocuumlimml status in the
banks in Benin Cily) and the independent variables (age of the [irst child,
level oflcducation, and present income). ‘This hypothesis is validaled; and
That there is a signi‘ﬁcanl relationship between holding managerial positions
and marilal status. ‘The rescarch reveals that women holding high positions

in the banks are also marricd.

7.2 Recommendations

In view of the research findings, the following suggestions are considered

relevant:-

(i)

(i)

That marriage should not be an impediment to the career mobility ol women
in the banks in Benin City;

That spinsters and married women should aspire for greater heights in.lhuir
banking carcers through further education and self-development. This would

help to increase the number of lfemale managers;
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(if)  This is a micro study. There is need to conduct a study of delerminants of
carcer mobility of women in the banks in Nigeria on a macro level. For ul
macro sludy,‘ banks will be seleeted from capital cities throughoul Nigeria.
Such a study has these advantages:-

(a) The sample size will be very large; and
(b) A more categorical statement can be made about delerminants
of career mobility of women in the banks in Nigeria.

7.3 Conclusion
This research has atlempted to establish the proportion of women vis-a-vis

men who are promolted in the banks in Benin City from junior stall posilions (o

management staff positions between 1952 and 1992, 1t is discovered that more men

than women are promoted as officers, and as muh:lgcrs. ‘The promotions of men
and women workers are determined by marital status. Marital status is found to be
highly correlated with the carcer mobility of women in the banks in Benin City.

Based on the research lindings, certain recommendations are made. 1t is expecled

that the women in these banks and their counlerparts in banks in other States in

Nigeria would utilize the rescarch [indings and recommendations 1o improvc: their

status in their carcer. - This rescarch also calls the attention of the Nigerian

governments and parastatals, the managements of the banks used in this study, (he
executives of the National Union of Bemks,- Insurance, and Financial Institutions

Employees (NUBIFIE) (o the i|=11pcclinwnls to carcer mobility of these women

hoping that they would assist through ['urmlulinn of favourable labour policies and

implementation,

111



%

BIBLIOGRAPHY

SECTION A: Published Books and Clmptcrsfro:n Books.

Alele-Williams, G.;
Ayanru, L.;

Alakija, W.;
Onwuejeogwu, M.A.;
Odebunmi, A,
Awaritafe, A.; and
Gbenedio, U.B.

Ananaba, W.

Angrist, S.S.; and
Almquist, E.M.

Berge, 1.

Blalock, .M. (Jr.)

Blau, P.M.; and
Duncan, O.D.

Blau, P.M.; and
Scott, W.R.

Blood, R.O.; and
Wolle, D.M.

(1991 )eds) The Child in Africa (OMEP

Publication Series) Benin: University of

Benin Publishers and Press, pp. 308-321.

(1969) The Trade Union Movement in
Nigeria.  Benin: Ethiope  Publishing
corparation pp. 10-15.

(1975) Career and Contingencies, New
York: Dunelley. :

(1979) Industrial Sociology. Englewood
Cliffs, New Jersey: Prentice-Hall p.121.

(1972) Social Statistics New  York:
McGraw Hill Book Company.
pp. 213-215.

(1979) The American Occupational
Structure. New York: Wiley
pp. 152-102,

(1962)  Formal Organisations.  San
I'rancisco: Chandler.

(1979) Husband and Wives. New York:
Prentice-Hall, pp 57-60.

112



Boserup, E.

Boyle, M.B.

Bronstein, P.; Slack, L.;
Plenning, J.L.; and White, A.

Broom, L.; and Selznick, P,

Burton, B.K.

Caécio, W.F.; and
Awad, E.M.

Chiplin, B., and Sloane, P.J.

Cooley, C.H.

(1989) Women’s Role in Economic
Development.  London:  Earthscan
Publication Limited.

(1979) "Equal Opportunity for women in

‘Smart Business" in IF.J. Bridees and J.E.
g

Chapman, Critical Incidents in
Organizational Behaviour and
Administration With Selected Readings.
Englewood Cliffs, New Jersey: Prentice-
Hall, pp. 255-264.

(1989) "Stepping onto the Academic
Career Ladder: How are Women
Doing?" in Women's Career
Development London: Sage Publications
Limited, pp. 110-176.

(1977) Sociology: A Textbook with
Adapted Readings New York: Harper
and Row pp. 17 - 785.

(1979) "Women Becoming Managers” in
R.S. Peterson;” L. Tracey, and A.
Cabally.  Readings in  Systematic
Management of Human Resources.
Reading, Mass: Addison-Wesley.

(1981) Human Resources Management:
An Information Systems Approach.
Reston, Virginia:, Reston Publication
Corporation pp. 126-538,

(1976) Sex Discrimination in  the
Labour Market London: The Macmillan
Press Limited, pp. 83-84.

+ (1982) Human Nature and The Social

Order New York: Scribner’s sons,
pp. 86-97.

113



Coxton, A.P.M.; and
Jonas, C.L.

Coyle, A.; and Skinner J.
Crosby, T,

Dahrendorf, R.

Dex, S.

Dex, S.
Ellman, M.

Fadipe, N.A.

[Fashoyin, T.

(1975)(eds)  Social Mobility

Harmondsworth, Middlesex: Penguin
pp. 21-23.

(1988) Women and Work: Positive
Action For Chance London: Macmillan
Education Limited, p. 31.

(1982)  Relative  Deprivation  and
Working Women. New York: Oxford
University Press.

(1959) Homo Sociologicus. Ein Versuch
Zur Geschiechte. Bedeutung und Kritik
der  Kategoric der  Sozialen  Rolle.
Koln/opladen:  Westdeutcher  Verlag,
Also in HJ. Helle and S.N. Eisenstadt

- (eds) (1985) Miero Sociological Theory:

Perspectives and Sociological Theory.
Vol. 2, Sage Publications Limited, p. 40.

(1985) The Sexual Division of Work:
Conceptual Revolutions in the Social
Sciences. Brighton: Wheatsheat.

(1988) Women's Attitudes  Towardy
Work lLondon: The Macmillan Press
Limited, p. 46.

“(1968) Thinking about Women

New York: Harcourt Brace, Lavonich,
pp. 95-159.

(1970) The Sociology of ' the
Yoruba: Ibadan Universily Press,

pp- 95-159.

(1992) Industrial Relations in Nigeria
lkeja: Longmans,

114



Gamarnikow, E.;
Morgan, D.H.J.;
Parvia, J.; and
Taylorson, D.E.
Glass, D.V.

Glueck, W.F.

Gutek, B.A.; Larwood, 1;
and Stromberg, A.

Helle, H.]J.; and
Eisenstadt, S.N.

Herbert, S.

Hoel, P.G.

Ifemesia, C.

Jephceott, P.;
Sear, P.; and Smith, J.

(1985) Gender, Class and Work
Aldershot, Hants: Gower Publishing
Company Limited, pp. 61-76.

(1974)  Social  Mobility in  Britain
London: Routledge and Kegan Paul.

(1979)  Personnel: A Diaghosﬁc
Approaclt Dallas: Business Publications,
Inc.

(1986) "Women and Work" in

C. Cooper and . Robertson (eds)
Review  of  Industrial/Organizational
Psychology Chichester: John Wiley,

(1985) (eds) Micro Sociological
Theory: Perspectives  on Sociological
Theory Vol.2, London: Sage
Publications, pp. 37-53.

(1976) Administrative Behaviour
New York: I'rec Press p. 17.

(1971) Elementary Statistics New York:
John Wiley and Sons pp. 139-141.

(1979) Traditional Humane Living
Among  the Igbo: An  Historical
Perspective Lnugu: Fourth Dimension
Publishing Co. Limited; pp. 1-17.

il‘)SI) "Married Women Working" in
Parker et al. The Sociology of Industry
London: George Allen and Unwin, p. 53



Joas, H.

Lane, D.

Laws, T.L.

Lipset, S.M.; and Bendix, R.

(1985) "Role Theories and Socialization
Research” in H.J. Helle and S.N.
Ersenstadt (eds)(1985) Micro
Sociological Theory: Perspectives on
Sociological Theory Volume 2, London:
Sage Publication Limited, pp. 37-53.

(1978) "Management: Trade Unions and
the Party in Industry" in Politics and
Society in USSR. 2nd Edition. Oxford:
Martin Robertson pp. 297-334.

(1979) The Second X: Sex Role and
Social Role. New York: Elsevier.

(1979) Social Mobility in Industrial

Society Balaley: Los Angeles, University
" of California Press, pp. 238-243.

Loether, H.J.; and
McTavish, D.G.

Maslow, A.H.

McClelland, D.C.;
Atkinson, J.W.; Clark, R.A.;
and Lowell, E.L.,

McGregor, D.

Mead, G.H.

Merton, R.K.

(1976) Descriptive ‘and Inferential
Statistics:  An  Introduction  Boston:
Allen and Becon Inc, p. 311.

(1968) Toward a Psychology of Being
New York: Nostrand.

(1953) The Achievement Motive New
York: Appleton-Century-Crofts.

(1960) The Human Side of Enterprise

- New York: McGraw-Hill.

(1964) Mind, Self, and Society Chicago:
University of Chicago Press,
pp. 154-155.

(1957)  Social Theory and Social
Structure Glencoe: Free Press 424-1585.

116



Merton, R.K.; Gray, P;
Hockey, B.; and Selwin, H.

Millward, N.

Nachmitas, C.; and
Nachmias, D. ‘

Nieva, V.F.; and Gutek, B.A.
Onwuejeogwu, M.A.
Parker, S.R.; Brown, R.K;

Child, J.;.and Smith, M. A,

Payne, G.; Payne I;
and Chapman, T.

Phillips, B.S.

Pugh, D.S.

(1952) Reader in Bureaucracy
New York: The Free Press.

(1968) "Family Status and Behaviour at
Work" British Sociological Review
No. 106, July, 47-49,

(1982) Research Methods in the Social
Sciences: Alternative Without Statistics
Second Edition, London: Edward Arnold
Publishers Limited, pp. 153-239.

(1981)  Women and  Work: A
Psychological Perspective. New York:
Pracper p.44.

(1981) An Igbo Civilization:  Nri
Kingdom and Hegemony London:
Ethnographica pp. 61-67.

(1981) The Sociology of Industry
London: George Allen and Unwin
pp. 85-149.

(1985) (eds) "Trends in Female Social
Mobility" in (eds) . Gamarnikow,
D.H.J. Morgan, J. Purvis, and D.E
Taylorson Gender, Class and Work
Aldershot, Hants: Gower Publishing
Company Limiled, pp. 61-76.

(1976) Social Research: Strategy and
Tactics. New York: Macmillan
pp-1-330.

(1971)ed).  Modern  Organizational

Theory  THarmondsworth, Middlesex:
Penguin.,

117



Rajan, A.

Roethlisberger, F.; and
Dickson, W.J.

Rubenstein, M.
Selltiz, C.; Wrightman, L.S.;
and Cook, S W.'

Shaeffer, R.G.; and
Lynton, E.F.

Shibutani, T.

Sloane, A.A.; and
Whitney, F.

Smith, H.C.; and
Wakeley, J.H.

Steers, R.M.

(1985) "New Technology and
Employment in Insurance, Banking, and
Building Sociely: Recent Experience and
Future Impact" Special Report, Institute
of Manpower Studies Series. Aldershot,
Gower Publishing Company Limited.

(1939) Management and The Worker
Cambridge, Mass.: Harvard University
Press.

(1984) Equal Pay for Work of Equal
Value: The New Regulations and Their
Implications London: The Macmillian
Press Limited, pp. | - 41.

(1976) Research Methods in Social
Relations New York: Holt, Rinehart,
and Winston pp. 2-374.

(1979) Corporate Experiences in
Improving Women’s Jobh Opportunities.
New York, Conference Board,

(1961) Society and Personality: An
Interactionist  Approach to Social
Psychology. Englewood Cliffs, New
lersey: Prentice-Hall.

(1985) Labour Relations Englewood
Cliffs, New lJcrsey: Prentice-Hall.

(1972)  Psychology  of  Industrial
Behaviour Tokyo: McGraw-Hill
Kogakusha Limited.

(1984) Introduction to Organisational

Belraviour Dallas, Texas: Scolt, Foresman
and Company, pp. 26-415.

118



Ubeku, A.K.

Ubeku, A.K,

Union Bank of Nigeria Plc
United Bank for Africa
Limited

United Bank for Africa

Limited

United Bank for Africa
Limited

Van Maanen, J.
Vroom, V.H.; and Yetton, P.

Weber, M.

Wistrand, S.

(1983) Industrial  Relations in
Developing  Countries: The Case of
Nigeria. London: Macmillian Press,
pp. 216-217.

(1975)  Personnel  Management  in
«Vigeria Benin: Ethiope, pp. 238-306.

‘(1994) Annual Reports and Accounts,
Lagos: Academy Press, pp. 3-4.

(1987) This is UBA l.agos: Corporate
Development Division, UBA, pp. 27-29.

(1988) Annual Report 1988 Lagos:
Corporate Development Division, UBA,
pp. 6-9.

(1989) UBA Annual Report 1989,
Lagos: Corporate Development Division,
UBA, pp. 8-9.

(1977) Organisational Careers: Some
New Perspectives New York: Wiley.

(1973) Leadership and Decision Making
Pittsburg: University of Pittsburg Press.

(1947) The Theory of Social and
Economic Organisation. A.M.
FHenderson and T, Parsons Trans:; and 1.
Parsons (eds); New York: Free Press
and Falcons Wing Press pp. 152-324.

(1981) (eds) Swedish Women on the

Moye Jeanne Rosen, trans. Stockholn:
Swedish Institute " Press.

119



Woodward, J.

Yesufu, T.M.

Zack-Willtams, A.B.

(1965) Industrial Organisation: Theory
and Practice Oxford: Oxford University
Press.

(1984) The Dynamics of Industrial
Relations: The Nigerian  Experience.
Ibadan: University Press Limited,

pp. 92-95.

(1985) "Female Urban Employment" in

Women in Nigeria Today. London: Zed
Books Limited, pp. 104-113.

120



SECTION B: Published Papers in Jou_rnnls and Magazines

African Cbntinental Bank

Brinton, M.C.

Central Bank of Nigeria

Cooke, R.A.; anci
Rousseau, [D.M.

Co-operative Bank Limited

Egan, A.

Featherman, David L.;
Jonés, Frank L.; and
Hauser Robert, M.

Federal Republic of Nigeria

(1989) "Management News" in Limited
Populibank News: The House Magazine
of the African Continental Bank
Linited, 4-5.

(1989) "Gender Stratification in
Contemporary Urban Japan" in American
Sociological Review, Vol. 54, August,
No. 4, 549-5064.

(1992) "The Nigerian Financial System"
in CBN Briefs Research Department
Series No. 92/01, July, [-7.

(1984) "Stress and Strain From Family
Roles and Work Roles lixpectations"
Journal of Applied Psycliology 69, 252-
260.

(1990} "The Journey So Far" in COOP
Bank News Vol 1, Edition 1, December,
1-4,

(1982) "Women in Banking: A Study of
Incquality" Industrial Relations Journal
Autumn. ‘

(1975) Assumptions of Social Mobility
Research in the US: "The Case of
Occupattonal  Status" Social Science
Research 4, 329-360.

(1990) People’s Bank of Nigeria Decree
1990: Supplement to Official Gazette
Lxtraordinary No. 45, Vol. 77, 30th July
1990, Part A, A5S28-A532.

121



Feldberg, R.; and Glenn, E.
Hauser, Robert M,

Hauser, Robert M.; and
Featherman, D.L.

Hauser, Robert M.; and
Grusky, David B.

ICON (Merchant Bankers)
Limited

ICON (Merchant Bankers)
Limited

International Labour

Organisation

Locher, A.H.; and Tecl, K.S.

Miles, R.E.; Porter, L.W.;
Craft, J.A.

Millward, N.

(1978) "Male and Females: Job Vs
Gender Models m the Sociology of
Work" Social Problems, 26, 524-535.

(1984) "Vertical Class Mobility in Great
Britain, France, and Sweden" Acta
Sociologica 27, 87-110.

(1973) "Trends in the Occupational
Mobility of US Men 1962 - 1970" in
American Sociological Review Vol. 38,
June, 302-310.

(1988) "Cross-National Variation in
Occupational  Distributions, Relative
Mobility Changes, and Intergenerational
Shifts in Occupational Distributions" in
American Sociological Review Vol, 53,
723-42.

(1991) "Chairman’s Statement" in JCON

Annual Reports and Accounts pp. 6-9.

(1991) Benin Area Office Bulletin

pp. 1-5.

(1975) Official Bulletin of the United
Nations Organisation, Scrics A, No. 1,
pp. 96-100.

(1977) "Performance Appraisal: A Survey
of Current Practices" Personnel Journal,
May.

(1966) "Leadership Attitudes Among and

Public Health Officials"  American
Journal of Public Health 56, 1900-2005.

(1968) "Family Status and Behaviour at
Work" British Sociological Review No.

16, July, 47-49.

122



Nigerian Agricultural and
Co-operative Bank Limited

Nigerian Agricultural and
Co-gperative Bank Limited

Nigerian Agricultural and
Co-operative Bank Limited
Nigerian Bank For

Commerce and Industry

Schein, V.E.

Sieber, S.D.

Tangri, S.

Terborg, J.R.; and
llgen, D.R.

The Federal Military
Government of Nigeria

(1988) Annual Progress Report and
Accounts Kaduna: Commercial Printing
Press, pp. 8-12.

(1989) "How much do you know about
your bank? in AGRICBANK NEWS,
July-December, 4.

(1990) NACB Digest: A Journal of the
Nigerian Agricultural and Co-operative
Bank Limited Vol. 2, No. 3, August,
pp.54.

(1991) Information Booklet
Incorporating NBCI’s Basic Finance
Terms and Conditions 1-81.

(1975) "Relationship Between Sex Role
Stereotypes and Requisite Management
Characteristics among Female
Managers" Journal of Applied
Psychology 60, 340-344,

(1974) "Toward a Theory of Role
Accumulation" American Sociological
Review 39, 567-578.

(1972) "Determinants of Occupational
Role Innovation among College
Women" Journal of Social Issues 28,
177-199.

(1975) A Theoretical Approach o Sex-
Discrimination in  Traditionally
Masculine Occupation" in
Organizational Behaviour and Human
Performance. 13, 352-375.

(1973) Trade Union Decree 1973,
No. 31, Section 1, A/545.

123



The Federal Military
Government of Nigeria

The Guardian

United Bank for Africa
Limited

United Nations Organisation

Wahba, M.A.; and :
Bridwell, L.G.
Wall Street J()Lu"mll

Western, M.; and
Wright, E.O.

Woodworth, M.; and
Woodworth, W.

(1979) Trade Union Decree 1979,
No. 86.

(1992) "New Banking Culture
Advocated to Boost Industries" in The
Guardian Wednesday, April 29, 21-23.

(1988) "UBA’s General Management
Announces the Bank’s Re-organisation
and Re-structuring" in News Release,
Lagos: Public Relations Department,
UBA, 1-2.

(1979/80) Official Records and
Supplement No. 46A/34/46. Resolutions
and Decisions Adopted by the General
Assembly of the United WNations
Organisation  during its  thirty-lourth
session, 18th September 1979 - 7th
January 1980,

(1976) "Maslow Re-considered: A
Review of Research on the Need
Hicrarchy Theory" in Organisational
Behaviour and Human Performance 15,
212-40.

(1978) "Blue-Collar Woman" in Wall
Streef Journal, November 13, 1.

(1994) "The Permeability of

Class Boundaries to Intergenerational
Mobility among Men in the United
States, Canada, Norway, and Sweden" in
American Sociological Review Yol. 59,
No.4, Augusl, 6006-629.

(1979) "The Female Take-Over: Threat

or Opportunity?" in  Personnel
Administrator, 24, 19-28.

124



SECTION C: Unpublished Dissertations, Theses, Projects and
Other Manuscripts

Abiodun, A.O.

Afribank Plc.

Al-Dweik, A.S.

Beckstrom, S.L.

Cooley, I.H.

Federal Ministry of
Employment, Labour and
Productivity

[gun, Y.M.

(1991) "History and Activities of the
Bank" in The Impact of Deregulated
Interest Rates on Mortgage Lending: A
Case Study of Federal Mortgage Bank
of Nigerian MBA Project, University of
Benin, Benin City, pp.1-t1. '

(1995) Hisfor_}; and  Activities  of
Afribank  Plc. Official  Document
collected from Management in June 1995,

(1988) Self-Selection — and  Spatial
Mobility of Palestinian Male Workers in
the West Bank and Gaza Strip Ph.D
Thesis, University of Pennsylvania, pp.1-
274.

(1989) Men and Women Managers’
Perception about Successful Managers:
Implications for Munagement, Training
and Development Ph.D Thesis, Harvard
University, pp.1-209.

(1988) A Study of Appraisces and
Appraisers’ System in the Haveton
Corporation  Ph.D  Thesis, Temple
University, pp.1-130.

(1988) Ofticial Records: The Participation
of Women in Top Executive Positions in
National Trade Unions in Bendel State,
Benin City, April 29.°

(1985) The Place of Nigerian Women in
Work Organisation and the Constraints
on the level of participation (A Case
Study of Benin City). Unpublished
M.B.A Rescarch Project, University of

125



Imoagene, S.0O.

Kamara, A.L

 Kuhn, K.C.

Naponen, H.T.

National Bank
- of Nigeria Limited

Ohiowele, L.A,

Okojie, C.E.E.

Benin, Benin City pp. 58-61.

(1971) Social Mobility in an Emergent
Society: A Case Study of Three
Occupational  groups in Western
Nigeria, Ph.D. Thesis, University of
Ibadan, pp. 1-435.

(1987) Women and Training
Programmey in Science Occupations in
Africa.  Paper presented at the
Commonwealth  African Regional
Conference, Accra in January.

N

(1989) Marital Roles in a Resource
Community Ph.D. Thesis, University of
Alberta, Canada pp. 1-200.

(1988) The Gender Division of Labour
in the Informal Sector of Developing
Countries: A ~ Panel  Survey of
Households in Madras, India. Ph.D.
Thesis, University of  California,
Berkeley pp. [-368.

(1995) History and Activities of
National Bank of Nigeria Limited.
Official  document  collected  from
Management in June, 1995.

(1989)  Industrial  Relations  and
Collective Bargaining: A Case Study of
Banking Institutions in Bendel State
Unpublished M.Sc Thesis, University of
Benin, Benin City pp. 1-158.

(1981) An  Economic Analysis of
Labour Supply of Women in Benin
City.  Unpublished  Ph.D.  Thesis,
University of Ibadan, pp. 1-338,

126



Olade, R.A.

Onebamoi, T.O.

Ovuworie, G.N.

Oyelaja, F.D.

Palmer, O.G.A.

People’s Bank of Nigeria
Limited

(1986) Correlates of Role Perception
and Job Performance of Community
Health Practitioners in Sclected States
in Nigeria Unpublished Ph.D. Thesis,
University of Ibadan, pp. 1-300.

(1987) Bank Facility and Credit
Management: A Case Study of United
Bank For Africa limited. Unpublished
M.B.A. Project, University of Benin,
Benin City, pp. 41-45.

(1985) Women in Nigerian
Organisation:  Constraints  to  their
upward Mobility. Unpublished MBA
Project. University of Benin, Benin City,.
pp. 69-76. -

(1992) Nigerian Women in
Muanagement: A Comparative Analysis
of Female Managers in Public and
Private Organizations Ph.D. Thesis,
University of Ibadan, pp. 1-233.

(1990) Performance Evaluation of

State-owned Banks: A Case Study of

Selected Commercial Banks.
Unpublished MBA Project, University of
Benin, Benin City.

(1995) Official Document on History

and Activities of the Bank, Collected
from Management in Junc [995.

127



Appendix No. I
BACKGROUND INFORMATION ON THE FOURTEEN
SELECTED BANKS

1.1.00 Brief History of the Fourteen Banks Used in the Rescearch
1.1.1 ICON (Merchmé:t Bankers) Limited, Benin Area office

[CON (Merchant Bankers) Limited was incorporated on 14th October 1974.
The bank came into existence as a result of the reconstruction and reorganization
of ICON Seccurities Limited. 1CON Sccurities Limited is a subsidiary of (he
Nigerian Industrial Development Bank. ICON (Merchant Bankers) Limited is
established to provide merchant banking scrvices to meet the demands of the
flowing money and capital markets then. Following the withdrawal of J.P. Mergan
Overscas Corporation (USA), and 3'lh:.: Barings Brothers and Company Limited

(London, United Kingdom) on June 30, 1986, the bank’s ownership structure is as

follows:-
Nigerian Industrial Development Bank = 45%
National Insurance Corporation ol Nigeria = 5%
Prospective New Foreign Partners = 35%
Employee Participation = 5%
Total = 100%

In 1974, the initial authorised share capital of the bank was N2 million. At the end
of 1983, ICON (Merchant Bankers) Limited created a capifal base ol N21.5 million.

By the end of 1986, the share holders’ fund Jurther increased (0 N38.9 million.
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ICON (Merchant Bankers) Limited has its Headquarters in Lagos, and Area Offices
in Kaduna, Calabar, Kano, and Benin (Chairman’s Statement in ICON Annual
Report and Accounts, 1989: 6-9).

The Benin Area OfTice is used for this study. The Benin Arca Office offers
a wide range of specialised services to meet the diverse needs of its customers. The
services of the bank are grouped into four, namely: Corporate Banking Services,
Foreign Exchange Application Services, Export Services, and Corporate Fi.nance
Services. ICON (Merchant Bankers) Limiled, Benin Area OfTice has a stafl strength
of nine (9) workers; 7 men and 2 women.
1.1.2 United Baunk for Aﬂ't’(:ﬂ Plc, Benin Ci!_p

United Bank For Africa Plc started business in Nigeria in 1949 as British and
French Bank Limited at No. 117 Broad Street, Lagos with 17 cimployees. [n 1960,
the bank went public, and sold some shares to Nigerians. On February 23, 1961,
a consortium of five international banks took over the assets and liabilities of the
British and French Bank Limited, and incorporated the United Bank For Africa
Limited. The five International Banks were:- The British and French Bank Limited;
Banca Nationale del Lavoro of Italy; Monte del Paschi di Sienna of Haly; Bankers
Trust of New York, GSA; and Amsterdam Rolterdam Bank of Flolland.  United
Bank For Africa Lhﬂil(:d was officially opened for business on October 3, 1961 at
127-129 Broad Street, Lagos. By 1961; the paid up capital of the bank was over
N4 million, and (otal deposits of N4.8 million. With a stalT strength ol 630 in 1961,
UBA had an increase of 5316. 7% over the 1949 [igure pl‘ 12, In 1988, the-bank
had a staff strength of 7655, and 162 branches in Nigeria:- 89 urban, and 73 rural.

¥

(United Bank For Africa 1987: 27-2?; UBA Chairman’s Statement in Annual Report
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1988:7).
United Bank For Alrica, Ple, has three oflices in Benin City, namely; United
Bank For Africa Plc, Benin Area office, located at Akpakpava; United Bank for
Alrica Ple, Benin Branch, located at Akpakpava; and United Bank for Africa Ple,
Ugbowo Branch, located at Ugbowo. These three offices are used for the research.
They have a total stalf strength of 166; 137 men and 29 women.  United Bank for
Africa Plc in Benin City, performs two main groups of funclions namely:
(i) non-special services, and
(ii)  special services.
Non-special services include commercial services, [inancial scrvices, international
banking services, and agricultural credits.  Special services include Abuja
Residential Housing Scheme, Tousing Savings and Loan’s Scheme, UBA Customers
Guest Night, UBA Staff Forum, UBA Card, Floating Rales ol Interest, and
Innovative Compuler Service Scheme,
1.1.3 Union Bank of Nigeria Plc, Benin City
Union Bank of Nigeria Plc was established in 1917. The former name was
Barclays Bank DCO (Dominion, Colonies & bvcrscus)_ The Head office-is at 40
Marina, Lagos. [t is the largest employer ol labour in the banking industry with o
staff of over 12,000 spread over 215 branches nation-wide. [t has also seven
Regional Offices, _lcn; Arca Offices, and a DBranch Oitice in London, United
Kingdom.The bank has been 100% owned by Nigerians, since 1991 when il became
a Public Liability Company. [n 1994, in spite ol the harsh cconomic and political
situation in Nigcriii, the bank made gross-carnings of N5, 794.5 million wilh a nel-
profit of N420.2 million. Union Bank of Nigeria Ple had an asset-base of N43.5
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Offices are used for the study also. They have a (otal stalT strength of 232; 164

men, and 68 women. I'l‘hc services ol the bank Lo its customers include savings
accounts, current account, inter-transfer of [unds, forcign exchange, and sales of
travellers’ cheques.
1.1.4 African Continental Bank Ple, Benin City

This bank started business as Tinubi Properties Limiled in 1945 whc;1 Dr.
Nnamdi Azikiwe boughtl over Tinubi Propertics Limited on behall ol the Easterners
in Nigeria (i.e. the present Anambra®State, Imo Stafe, Linugu State, Abia State, Cross
River and Rivers State). These Easterners continued to own the bank until in 1991
when it went public and the name was changed to African Continental Bank Ple.
The I-Ilcadquarlcrs of the bank is located at No. 106/108 Broad Strect, Lagos. FFor
the year 1987/88, the bank made gross-carnings of about N201 million giving N47
million increase (wc.r the 1986/87 gross-carnings of N154.2 million. The inercase
in gross-earnings was due to increased demand [or lacilitics by customers and a
higher interest rate on de-regulation.  As a result, the gross-carnings achieved were
frittered away by high interest and commissions paid (o the customers. The bank
had not been doing very well.  In order o make the bank prolit-oriented, 1t was
rceently laken over by the Central Bank ol Nigeria, and Nigerian Deposit and
Insurance Corporation on 9th December 1994, These two bodies are currently
managing (he affairs of African Conlinental Bank l’lc.‘ The Bank has 101 branches,
and 8 (cight) Arca Olfices in Nigerig, and a branch in London.  The new
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management is yet to come up wilh lh‘e new policies of the bank (Populi bank
News, January - March, 1989, pp.4-5; & data collecled Trom interview with
management, 1995).

African Continental Bank Plc l.ms three branches in Benin City, namely,
African Continental Bank Plc, Akpakpava; African Continental Bank Plec, King’s
Square, and Aflrican Continental Bank Ple, Evbarcke. These are used for the
research. The three branches have a total staff strength of 81:- 58 men, and 23
women. African Continental Bank Plc in Benin City performs all the functions of
commercial banks including deposit and withdrawal of funds, loans, interest charges,
and foreign exchange services.
1.1.S5 Afribank (Nigeria) Plc, Benin City

Alribank was a French Government’s venture. The [irst branch of the bank
was opened in Kano \5.vilh the name Banque Nationale Occidentale L’Afrique in
1959. Two other bfanchcs were opened in 1960: one in Apapa Lagos; and the other
one in Broad Street. Since then, the I-Icadquarle.rs ol the bank has been in Broad
Street, Lagos. ‘The'bank has 138 branches nation-wide including Regional Offices,
and Area Offices managed by a Depuly General Manager, and Assistant General
Manager respectively.  In the 197(23 the l‘)il;]k changed its name to International
Bank for West Africa Limited. In ,_,']992, the federal government of Nigeria took
over the shares, the bank went public, and the name changed o Alrvibank Nigeria
Ple. Afribank Nigeria Ple has over 5000 members ol staff nationwide.  The bank,
today, is 100% computerized.  (Official document collected from Management ol

the bank, June, 1995).



Afribank Nigeria Ple, has a branch in Benin City, and it is located at King’s
Square. This Branch Office is used for (he research. It has a total staff Slrcnglh 0.!'
40; 32 men and 8 women. The services of the bank o ils customers include
savings, and current accounts, lefters ol credil, issuance ol dralts, (ransfer of funds,
property leasing, and security of essential items such as gold, wills, certificates and
land documents,

1.1.6 Allied Bank of Nigeria Plc, Benin City

Allied Bank of Nigeria Ple commenced operations in Lagos on 10th
September 1962 as a branch of the then Bank of Ind.ia Limited, having its
Headquarlers in Bombay, India. Following the provisions of the Banking Dcc;rcc
of 1968, the bank was incorporated in Nigeria on 30th May 1969 with authorised,
issued, and {ully paid up capital. “Since 30th September 1976, the ownership

structure has been as follows:-

Ministry of Finance, Nigeria = 50.7%

Bank of India = 40.0%

Nigerian Citizen and Companics = 3.3%
E Total ="100.0%

On May 12th 1980, during the 11th Annual General Meeting, the authorised capital
of the bank was raised from N3 million to N10 miition, and total paid up capital to
N3 million. In 1991, the bank went public, and the name was changed to Allied
Bank ol Nigeria Ple. As af January 1994, the bank had 69 branches, and two cash

centres in Nigeria (Official document collected from the Management in June 1995).



Allied Bank of Nigeria Plc has a branch in Benin City located at Sakponba
Road. This Branch Office is used Tor the rescarch. [t has a stalT strength of 28: 23
men and 5 women. Allied Bank of Nigeria Plc Benin City renders several bm;king
services 1o its customers including the acceptance of current and savings deposits,
granling of loans and overdrafts, issuance of letters of credits, guaranteed travellers
cheques, bankers’ pay orders, and remitlances.

1.1.7 Progress Bank of Nigeria Plc

Progress Bank of Nigeria Plc was incorporated on 3rd December 1981, and
the Headquarters is located at 91 Ikenegbu Layout, Owerri, Imo State, The bank
commenced banking 0péralions on 20th October 1982 with an authorised capital of
N2 million. At ince;ﬁtion, the bank was l'ullylowned by the Imo State Government.
But in 1988, the ownership structure began to change when 20% ol the shares was
sold to the Nigerian citizens. It” was the first indigenous bank to declare dividends
to its sharcholders. In 1987,N0.5 million was paid (o Imo State Government, “the
then sole owner,” as a dividend, wl]ilc in 1990, N2.5 million was paid to the

;
sharcholders, .

It was on record that in 1992, the bank madc gross carnings of
N323,766,000, and N479,186,000 in 1993. This gave an increase of 48% on the
1992 figure. The bank’s aggressive marketing programme improved the deposit
base of the bank from N1,210,160,000 in 1992 to NI1,922,170,000 in 1993, The
increase of N712,010,000 in the deposil base represented a growth rate of 58.8%.

The bank offers a wide range of banking services to meel the needs ol s
customers. These include forcign exchange (ransactions, money market and treasury
aperations, loan syndication, export [inancing, wholesale banking, loans and
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advances, equipment leasing, corporate ﬁnancg activities, and receipt of deposits.

In 1993, the bank had over i‘)S,()OO customers, assels over N2 million, staff
strength of more than 1600, a network of 40 branches, and five agencies throughout
Nigeria (Progress Bank of Nigeria Ple, 1993 Annual Report and Accounts pp. 2-8).

Progress Bank of Nigeria Plec, has a branch in Benin City. 1t is located at
Upp::r Mission Road. The Branch Office is used for the rescarch, It has a stalt
strength of 25; 17 men and 8 women. The branch renders the (ollowing services (o
its customers:- foreign exchange transactions, whole sale banking, loan syndication,
loans and advalmce;, -corporate finance aclivities, and receipts and payment of funds.
1.1.8 National Bank of Nigeria Limited, Benin Cily

National Bank of Nigeria Limited was cstablished in 1933, The original
seven founders were: Akinola Maja, Akintunde Adesingbin, Theophilus Ad.cbayo
Doherty, Alfred_ Latunde Johnson, Hamzel Adisa Subﬁir, Isaac Ayoola Ogunlana,
and Colley Akinremi Holloway. The seven Nigerians contribuied chairs, tables, and
£500 (five hundred pounds) to incorporate the bank, and subscribed to the original
share capital of £20,000. The s;zcd they planu.ad became Nigeria's [irst successful
indigenous bank. The Head Office is located at 82/86’13:'()z1d Street, l,zlgds. The
bank had its first Branch Olfice outside Lagos in Kano in 1943, In 1988, the bank
had 100 branches natiop-wide, three overseas offices, and representative offices in
America and Europe. The bank’s paid-up share capital rose [rom N3.2 mitlion in
1970 to N10 million in 1985, while total assets rose from N54.8 million to N976.4
million i|71 the sume period.  But reeently, the bank has internal problems, and it is
out of clearing. 1t only renders skeletal services 1o recover loans from the debtors
ol the bank (Official document collected from Management in Junc 1995).

¥
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National Bank of Nigeria Limited has two offices in Benin City. ThclBranch
Office is located at Akpukpava.  The District Olfice s located at Sapele Road,
These two offices are used for the rescarch. They have a total stafT strength of 75;
56 men, and 19 Womén. National Bank of Nigeria Limited Benin City renders all
the services ‘'of commercial banks. [n addition, it introduces the Christmas, Heya,
and Easter funds to enable its christian and muslim customers (o save up for their
festivals. It provi(ies professional banking services and advice on corporate banking
including syndication and corporate lending to [inance agricultural, m:nml‘ucl'm'ing‘
and construction projects in Benin arcas.
1.1.9 Co-operative Bank Limited;: Benin City
Co-of)erativc Bank Limited was ecstablished on April 23, 1953 with an
outright grant of £1,000,000 (one million pounds) given by the then government of
Western Region of Nigeria. The bank was registered as a Co-operative Society
under the Western Regional Co-operative Socicties Ordinance No. 6 of 1953 as
Society No. 500, and was named Co-operative Bank of Western Nigeria Limited.
It commenced business in October 1953,
(i)  To operate as a registered Central Agency for securing finance for registered
Co-operative Sociclics within its area ol operations;
(ii) To develop, assist, and co-ordinate the [inancial aspect of registered co-
operative socictics within its arca of operations; and
(iii) To undertake such other work that would promotc the course of co-

operation.
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A new chaptér was opened in (he his.lory of the bank when it obtained
commercial banking license in 1962 under the Banking Ordinance of [958, It
changed its name to C‘o-operalive Bank Limited on 18th December 1970. Co-
operative Bank Lin_]iteél starled with onc branch in 1953, By 1970, it had 60
branches including that of Abuja, the Federal Capital Territory. The lotal earnings
of the bank was N160-million in 1989/90 (Co-Op Bank News, December 1990,
pp.1-4).

Co-operative Bank Limited has one branch in Benin City. 1t is loculc-d‘ at
Akpakpava Road. The Branch Office is used for the research. 1t has a total staff
strength of 36; 31 men and 5 wonien.  Co-operative Bank Limited Benin City
Branch renders financial services 'to Co-operative Societies. It also ll'enders
cominercial bank services e.g. accepting deposits, and withdrawals of funds to its
customers in Benin.

L1.10 Nigerian Agricultural and Co-operative Bank Ple. Benin City

Nigerian Agricultural and Co-operative Bank Ple was established in 1973 to
finance agricultural development projects and allied industries. The Headquarters
is located at Kaduna. The Federal Government of Nigeria owns 60% of its equity
shares, while the >Central Bank of Nigeria hold 40%. The supervisory Ministry is
Federal Ministry of Agriculture, Waler Resources, and Rural Development.
Nigerian Agricultural and Co-operative Bank Limited has live Zonal Offices, thirty-
nine Branch Offices, and 163 Representative Offices nationuwidc: llsl total
asscts/liabilities as at the cnd of 1989 was N1.6 billion with diﬂ)lu&sc:ﬂlc:lll of N1.3

billion (NACB Digest, Vol. 2, No.3, August 1990, p.54).



Nigerian Agricultural and Co-operative Bank Ple has a branch in Benin City.

it is situated at Eguadase Street. ‘This Dranch Office is used for the study. H has

a staff strength of 37; 33 men and 4 women. Nigerian Agricultural and Co-

operative Bank Plc, Benin Branch renders the following services to its customers:-

(1)

(i)

(iii)

(iv)

v)

It provides lodns to individual lfarmers, co-operalive organisations, limited
liability companics, state and lederal government agencics;
It provides financing by direct investment in the equity capital’ of major
agricultural and agro-allied industrial ventures, and in exceptional cases,
guaranteed viable agricultural and agro-allicd ventures to enable them raise
financing locally or overscas;

1S
The agricultural projects it finances, include arable crops, tree crops,
horticulture, poullry, piggc;'y, cattle, rabbitry, [lishery, forestry, and timber
production;
It grants loans against at lcast 40% collateral sceurity. It gives short term
(under two years), medium term (2-5 years), and long term (more than 5
years) loans;
It operates several schemes such as; On Lending Scheme, Direet Lending
Scheme, Small Holders (farmers) Loan Scheme, Special Holder lLoan
Scheme, and Workers® Scheme. Each of these schemes is designed to cater
for the requirements of particular customers.  For instance, NACB’s Small
Holder (Farmers) Loan Scheme is initiated in 1981 (o support Nigerian
small-scale farmers who are the pivot ol agricultural production. The most

important aspect of this scheme is that the requircment for collateral security



for the loan is waived. But the applicant must establish that he is a full-time

resident farmer fin his locality in Benin.
1.1.11 Federal Mbrtgage Bank of Nigeria Limited, Benin City

The Federal Mortgage Bank of Nigeria Limited was established in 1977 to
take over the assets and liabilities of the Nigerian Building Socicty. It attained its
legal status by Decree No. 7, of 1977, The main functions of the bank include the
provision of banking and advisor}f services, mortgage financing, and research
activitics pertaining to housing to {I;c customers. ‘The National Tousing Policy of
1990, and Decree No. 3, January 1992 further empowered the [Federal Mortgage
Bank of Nigeria Limited to license and regulate morfgage institutions in Nigeria as
the Apex Regulatory Body for the induslry: As at the end of September 1990,
Federal Mortgage Bank of Nigeria had assets worth N837.1 million, and cumulative
disbursements of N34.3 million. The bank had 43 branches nation-wide (Abiodun.
1991, pp.1-11).

Federal Mortgage Bank of Nigeria Limited has a Branch Office in Benin
City. It is situated at Forestry Road. The branch is used for the research. It has
a total staff strength of 34; 22 men and 12 women. The bank provides long-term
credit to mortgage institutions for on-lending to private individuals. [talso provides
credit facilities for housing estates, commercial properties, office development,
among others, to its customers in Benin.
1.1.12 The Nigerian Bank for Conmnerce and Industry Limited,

Benin City.

This bank was established in 1973 to provide credit for the development of

indigenous small and medium-scale enterprises. The bank also undertook share
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underwriting, project identification, and fcagibi]ily studies. The assets of the
Nigerian Bank for Commerce and Industry Limited were valued at N718.9 million
at the end of 1990 with cumulative disbursements of N8§7.7 million. ;i\s at
December 1991, The Nigerian Bauk for Commerce and Industry Limited had 19
branches throughout Nigeria. Oné of these branches is located at Sapele Road,
Benin City. The Benin City branch is also used for (his study. It has a stalf
strength of 8; 7 men and one woman. The services which the Benin City branch
offers to its customers include feasibility studics, and financing of small-scale
projects such as furniture and cabinet making, pouliry, fishery, soap-making,
cosmetics making, dress making and designing. The bank is closed down in Benin
City soon after the fieldwork.
1.1.13  People’s Bank of Nigeria Limited, Benin City

Pcol;lc’s Bank of Nigeria Limited attained legal status by Deeree No. 22, of
1990. The first branch of the bank was commissioned on 3id October 1989 at
Ajegunle, Lagos. ‘With the initial allocation of N30,000,000 from the Federal
Government of Nigeria, the People’s Bank of Nigeria commenced ()pcralti();ls on a
pilot basis. The Decree that set up the bank speciﬁcé its functions as provision of
basic credit requirements to small borrowers who can not meet the stringent
collateral requirements normally demanded by banks. [Initially, the bank granted
loans in the range of N50 - N5000. Recently, the upper limit of N5000 is raised 1o
N10,000. As at January 1994, the bank had 271 branches and 508 satellite centres,
and 67 mobile banks lhrmllghoul Nigeria (Official information collected from the

Management, June 1995).
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People’s Bank of Nigeria Limited has a branch in Benin City. It is located
at Ekenwan Road. During the ficldwork for the research, the bank had a total staff
strength of 28; 14 men and 14 women. The services of the bank to its customers
include People’s Emergency Dcpo:ﬁt Scheme; Area Boys Rehabilitation Scheme,
and Feedback Forum. People’s Emergency Deposit Scheme is a modernisation of
the traditional system of contribution, otherwise known as Esusu, Ajo, ctc. The
bank uses the scheme to imbibe a saving culture in the poor people in Benin City.
The Arca Boys’ Rehabilitation Scheme is used to give loans to the the area boys in
Benin to start business and improve their lifestyles. The bank also uses the
Feedback Forum to exchange information and share experience with its customers,
and enlighten the Benin public on the philosophy and activities ol the People’s Bank
ol Nigeria Limited, in gencral.

1.1.14 Federal Savings Bank Limited, Benin Cify

Federal Savings Bank Limited atlained legal status by Decree No. 33, 1973.
The Federal Savings Bank evolved from the Post Olfice Savings Bank in 1974.
The main objective was to encourage the saving’s habit among the low income
carners/group in the society. Due to the rapid expansion of the banking industry in.
Nigeria, the Federal Savings Bank Limited lost a substantial part of its businesses.
The bank was, therefore,. re-organised in 1991 as FSB International Limited in a bid
to improve its commercial viability. lis tolal assets/tiabilities amounted 1o N1.0
billion at the end of December 1991, (CBN DBricfs, Rescarch Department, Series

No. 92/01, July 1992:3).
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Before the re-organisation of the Federal Savings Bank Limited, the bank had
a Branch Office along Akpakpava, in Benin City. The Branch Office was also used
for the study. It had a total staff strength of five (5); 4 men and one woman. The
Branch Office was closed down soon after the fHicldwork.
1.2.0 Functions of the Fourteen Banks used for the study in Benin

The fourtcen banks are categorised into four groups: commercial banks,
development banks, specialised banks, and merchant banks. The functions of the
banks are handled separately, in their respective groups. The rcason being that these
different banks are _estaialished to perform different functions to‘dil'fcrent groups of
people in Nigeria generally, and in Benin City, in particular.
L2.1 The Functions of the Merchant Bank in Benin City

ICON (Mcrcéhanl Bankers) Limited King’s Square is the only merchant bank
in Benin City. It concentrates on wholesale banking, and as such, accepts only iarge
deposits with a minimum of N50,000 (fifty thousand Naira) from cach customer.
The services which the bank renders:to its customers are grouped into four, namely:

(i) Corporate Banking Services;

(ii)  Foreign Exchange Application Scrvices;
(ili)  Export Services; and
(iv) Corporate Finance Services.
Corporate Banking Services include checking Accounts, term loans, advances
and leasing, and loan syndications. Foreign Exchange Applications Services include
Documentary and clean credits;  Documentary  and  clean  collections;  and
Remittances. Export Services include Consultancy Services Lo lmporters and
Exparters, and Foreign Currency Domiciliary Accounts. Corporate Finance Services
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include Public Equity and Debt Issues, Private Placement of Debt and Equity,
Project Finance, Mergers und Acquisition, General Finance Advice, Investment
Management and Advi;:e, Trustee Services, Capilal Market Report, Treasury and
Financial Services, and Stock-broking Services.
1.2.2 The Functions of the Commercial Banks in Benin City.

Eight commercial banks are used in the study. They are: United Bank for
Africa Ple Benin City; Union Bank of Nigeria Plc, Benin City; African Continc;ntal
Bank Plc Benin City; Afribank (Nigeria) Ple, Benin City; Allied Bank of Nigeria
Ple, Benin Ci'ty; Progress Bank of Nigeria Plc, Benin City; National Bank of Nigeria
Plc, Benin City; and Co-operative Bank Limited, Benin City.

These eight commercial Banks perform three broad groups of functions
namely:
(i) Money Creation Function;
(ii) " Service Rendering Function, and
(iii)  Social Function.
Under the Money Creation Function, these commercial . banks, for instance, give
loans to their customers with interest charges. By so doing, the banks adct as
intermediaries between those who have surplus funds, and those who have none, and
so need funds. By giving loans to the custoxne;s, the commercial banks influence
the volume of goods and services which are produced and consumed in Benil; City.
Under the Service Rendering Function, these commcl:cial banks pay and receive
monies, provide facilities lor local and international remittances, collect cheques,
drafts, and cash for customers; and provide [acililics for sale-keeping ol valuables
such as gold, documents, and wills. Under the Social Function, these commercial
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banks in Benin City; through innovation create social activities such as Women
Forum, Customers’ Guest Night, and Staff Forum. Customers Guest Night is used
to create a forum for the customers and friends of the banks to interact with one
another in an informal setting with the aim of understanding the needs of the
customt;,rs better, and for improved services. -Staff Forum provide an opportunity
for the management of the banks to intcract with the stai'll at the Arca Management
level. Management use this forum to encourage their staff with innovative ideas to
articulate them. Manag"'cment used the women forum to encourage women in urban
and rural areas to cbmment on the scope and adequacy of the services of the banks,
and to contribute directly towards mass mobilisation and social objectives of the
Federal Military Government of Nigeria.
1.2.3 The Functions of the Development Banks in Benin City

Three development banks are used in this study and they are:-
* -Nigerian Agricultural and C;)-opcrative Bank Ple, Benin City;
* Federal Mortgage Bank of Nigeria Limited Benin City; and
* Nigerian Bank for Commerce and Industry Limited, Benin City.
These development banks have the function to providp medium and long-term
finance to indusirial and agricultural sectors of the Nigerian Economy. Thus,
Nigerian Agricultural and Co-operative Bank Plc, Benin City provides short-term
and long-term loans 1o individual farmers, co-operalive organisations, limited
liability companies, State and Federal Government agencies. The agricultural
projects it ﬁnuncés include arable crops, tree crops, horticulture, and timber
pr;oduclion. The main function of the Federal Mortgage Bank ol Nigeria Limiled,
Benin City is to provide banking and advisory scrvices, mortgage financing and
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research aclivities relating to housing, 1o its customers in Benin. The funciions of
the Nigerian Bank for ilommcrce and Industry Limited, Benin City ranged from the
provision of equity and loans to indigenous persons, institutions, and organisations
for medium and long-term investments in industry and commerce, to the
performance of all aspects of commercial and merchant banking business. The
Branch Office in Benin City also provides credits for the development of small and
medium-scale industries e.g. fishery, cabinet works, and dress-making and
designing, and printing press to its customers,
1.2.4 Functions of the Specialised Banks in Benin City

Two specialised banks are also :uscd. They are Federal Savings Bank
Limited Akpakpava, Benin City; and People’s Bank of Nigeria, Ekenwan Benin
City. Generally, specialised banks are established by the Federal Military
Government of Nigeria to cater for the poor, and the low-income earners in
Nigerian societies. Specifically, the function of the Federal Savings Bank Limited,
Akpakpava, is to encourage the poor, and lhe. low-income carners in Benin City to
open savings accounts and save their monics in the bank. Whereas, the function of
the People’s Bank of Nigeria Limited, Benin City, is to give loans without
collaterals to the poorest of the poor, the small-scale business entreprencurs, the area
boys, the street hawkers, and poor civil servants in dire nceds in Benin City. This
aroup of i)coplc have no collaterals 1o pledge for their loans. The loans help the
poor in Benin Cily to engage in profitable trades, increasc their incomes, and cnjoy

better lifestyles than ever before.



1.3.1 The Structure of the Banks at the Natiprml Level (External System)

The fourteen banks used for the study have their head offices/headquarters
in Lagos, Ibadan, and Umuahia in Nigeria. Heaquarters are the nerve centers where
the activities of all the branches of the banks are finally collated, critically assessed,
and decisions taken on strategies for steady improvement, growth and development.
Each bank has four categories of management staff namely:- board of directors,
managing director and chief executive, executive directors, and general inanagers.
Consequently, the organisational structures of the banks can be illustrated with a
diagram,

Figure 1.1 shows the stru:cture of the banks at the national level, categories
of management staff in different occupational- groups and their relationships, and
related statuses. These occupational g:;oups and related ;l'uluscs are arranged in a
hierachy, starting from the top downwards, we have the Board of Directors
entrusted with the responsility of acting in the interest of the banks. Decisions on
policies, objectives,. strategies, corporate plan, operations, .controls and evaluation
are taken by the Board. This is followed by the Managing Director and Chiel
Executive. He is responsible for all the activities of the bank; monitors the activilies
through bank managers, via area managers and exceuwtive directors.  He directly
controls loans and expenditure; finance, planning and cdrporate development. He

1

is accountable' to the Board of Diregtors. Next in the hierarchy arc the Executive
Directors who control the activities of the General Managers in their domain, and
give account to the Managing Director and Chiel l"-,.\'cculi'vc. Below the Executive
Directors are the General Managers who control the activities of the Area Managers,

collate them and account to the Executive Directors.
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Figure 1.1.

ORGANISATIONAL STRUCTURE OF THE BANKS AT THE NATIONAL LEVEL (EXTERNAL SYSTEM)
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The structure of the banks at the nation'al level clearly shows the hierarchy
of occupational groups and related statuses and domai'n; there is no over-stepping
of boundaries.  This external system has many sub-systems which work
interdependently towards achieving the goals of the banks. All decisions on
policies, objectives, strategies, ::og_)orate plan, operation controls and evaluation
taken by the Board of Directors are communicated to all the branches downwards
from the office of the Managing Director and Chief Executive via the Executive
Directors, General Mansagcrs and Arca Managers to the various Branch Managers
for execution. Thereafter, the feedback is transmitted upwards {rom the Branch
Managers to the Managing Director and Chief Exccutive in the order received for
necessary action. These descriptive analylses show that there arc linkages, and
perhaps similarities in the socto-economic and cultural activities of the external and
internal sysfems of the banks since directives and approvals come from the
Managing Directors and Chief Executives at Headquarters.

1.4.1 The Structure of the Banks ::sed JSor the Study (Internal System)

Each of the fourteen banks has five categories of workers namely:
managers, officers, supervisors, clerks, and ancillaries. All the banks have the same
categories of workers in terms of occupational groups and statuses. In which case,
the organisational structures of the fourtcen banks can be illustrated with a diagr.am.

“ Figure 1.2 illustrates the organisational structure of the banks used - for the |
research. It shows the positions of workers in different occupalional groups, their
relationships and related statuses.  These oceupational groups and related statuses
arc arranged in a hierarchy. Starting from the top downwards, we have the Area

Manager of the Bank who controls the activities in all the branches in his zone, or
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area of operations. Next to the Area Manager‘is the Branch Manager of the bank
who controls the activities in his Branch Office only. Next in the hicrarchy are
managers of different departmer;ts in the bank_ e.g. Manager Commercial. Below
the managers are the officers. These officers are in eharpe of difTerent sections
within departments c.g. OfTicer Commilment.  “The Branch Accountant is also an
officer in the bank. E-Nc.\:l to the officers are (he supervisors who have the
responsibilities to oversee the jobs which the clerks perform in the bank. Below the
supervisors arc the clerks who comprise the typists, stenographers, telephonists, and
telex operators of each of the banks. These clerks control the ancillaries who
occupy Lhe bottom of the organisational structure. The ancillary stalT of each o_I' the
banks include the cleaners, messengers, drivers, and galemen.

As already stated above, in the fourteen banks there are 300 respondents.
The figure comprises 200.men, and:IOO women (sce section 4.3.0 above). Out of
the 200 men, 160 are junior staff, 22 are officers, and 18 arc management staff.
Out of the 100 women, 8! are junior staff, 13 are officers, and six are nmnugenpcnl
staff.  Arca Managers, Branch Managers, and I)L:];:urlmcnlul Managers  arc
management staff, Officers are senior staff. The banks have three calcgoric;; of
woricers by status, namely:- management staff, .s.'cnior staff, and junior stalf, The
cadre with the greatest number of workers is the junior stafT,

Now looking at the diagram of the organisational structure of the lourteen
banks, we can see that it is high, stralificd, and hicrarchical. 1t reflects the direction
of power, responsibilitics, communications, and accountability. These are
downwards, upwards, and horizontal. There is only one person al the loploi‘ the
organisulional structure. lle¢ is the Arca Manager and the boss. [le has the greatest
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power, authority, and control in all the atTairs_ that affect the branches of ll}c bank
in his zone or area of operation. In contrast, at the boltom of the organisational
structure, there are many workers or persons, and in this case, the ancillaries. These
have little or no power, authority, and control in the affairs of the banks in which
they work.
1.4.2.0 Effects of the Organis‘(-zri(u.'al Structure of the Banks on the
Roles of Women in the Banks in Benin City

The organisational structure of the fourteen banks is examined. The data
analysis reveals that the greatest number of men are junior staff’ (160). A majority
of the women are junior staff, too (81). A greater number of men (22) than women
(13) are officers. The number of male managers (18)” is also greater than the
number of female managers (6). This result shows that a difference exists between
the number of men and women occupying different statuses in the banks. The
diffcrence becomes clearer as men and women move upwards along the hierarchy

L]

of roles on the organisational structurc. The crucial questions to ask are therefore,

.

why is il that more men than wonien occupy _iuniur,- senior and management
positions in the banks in Benin City? Has the organisational structure of the banks
any influence on the roles which wolmcn perform? ‘To answer these questions, let
us examine these two factors:

ki) Policy of the banks in Benin City; and

(ii) Natur.c of the work in the banks in Benin City.

The examination ol these two [actors can enable us (o reach conclusions.
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1.4.2.1 The Policy of the Selected Banks in Benin City

&

The fourteen banks arc profit-oriented. They have common policies in

relation to employment of staff. The common policics are:

()

To employ workers with neeessary cducational qualilications o occupy
vacant positions in the banks. The minimum educational E]llaliﬁCElliOIlS for
ancillary workers such as cleaners, messengers, and gate-men are primary
school certificates i.e. from primary one to primary six, in primary schools
in Nigeria.  For clerical jobs and above, the minimum cduéational
qualifications are West African School Certificate; General Certificate of
Education Ordinary Level, or their equivalents; and

To employ workers with drive and stamina to suit the nature of the work in
the banks; workers that will help the banks to achicve cfficiency,
effectiveness, high productivity, anci growth, . The banks have open
competitive examinations and interviews for recruitment of stafl.  In such
examinations apd interviews, candidates who perform betler are recruited,
irrespective of ;gendcr.

It is important to note that this policy is not peculiar {o the banks in Benin

City alone. It cuts across all the banks in Nigeria. The policy decision is taken at

the bank’s headquarters by the boards of directors. Therecalter, the policy decision

is communicated from the oflfice of the Managing Dircctor and Chicl Executive

downwards via the area office/ zonal office/ district office to branch oflices for

implementation.  After implementation the feedback is transmitled to the Managing

Director and Chicel Exccutive via the arca oflice/ district olfice/ zonal olTice. This

is important for evaluation purposes.



1.4.2.2 The Nature -of Jobs in the Selected Banks in Benin City

Banking jobé zu“e clean and decent. Men and women m.'c cmploy‘cd (o render
banking and l'mancia-l services to the customers of the banks. Hours of work in the
banks are both regular and irregular. Banks open to the public at 8.00 am, and
close to the public at 1.30 pm daily, Mondays to Fridays, except on Mondays when
they close at 3.00 pm. Although the banks finally close al stipulated times, the
workers have to stay behind to balance accounts before they go home. This means
that the earlier they balance accounts, the earlier they go home. These irregular
hours of closure pose problems especially to married women with young children
to attend to after official duties, at home,

Secondly, the jobs in the banks in Benin City are mainly administrative. The
banks have two modes of operations, namely
(i)  Administrative duties inside the banks; and
(i))  Operations and commitment duties outside the banks.
These duties are described as follows:-
Administrative Duties inside the Banks

Certain categories of workers stay inside the banks to attend to customers as
they enter the banks for business. These are cashicrs in their respective cages,
receptionists, ledger clerks, etc. Other clerks work behind the scene. They include
typists, stenographers, sccretaries, telephonists, and note counters. Clerical jobs are
light, not very tedious, but not very clmllcnging-. They are regarded as "leminine”
Jobs. This does not mean that only women are clerks in the banks. There, men and
women are clerks, Bot_h perform clerical jobs as junior stalf. ‘The hours of work
arc regular, lhough? m(;st often men and women work irregular hours because they
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must balance accounts before going home at the end of the day’s work.
Operations and Commitment Dutics

These involve indoor and outdoor work. Workers in Operations and
‘commitment duties scout for rich, prosperous, and prospective customers with huge
monies for deposits. They also‘_sell the products and services of the banks to old
‘and new customers, and purchase properties on behalf of the banks. They also
finance projects such as agricultural projects, and recover loans from debtors. These
jobs require extra time, late closure, irregular working hours and week-ends, vigour
and stamina, a high (fégree of accuracy, concentration and devotion, extensive
travelling and ﬁeldWork, appraisal, implementation, monitoring and supervision of
projects, and report writing, These jobs are tedious, risky, hazardous, hectic and.
tough, and conscquintly regarded as “mq.&cuh'rw" jobs. It is nol anly men that are
involved in operations and commitment dutics. Both men and women are involved
in the operations and commitment d_uties usually reserved for senior staft/officers,

L

and management staff. .

The researcher was informed by the management of these banks that it was
not becauée of gender discrimination that more men than women were officers and |
managers, and perforrmed related roles and dutics, Rather, it was simply because
more men than women achieved these positions either by higher levellof education .
or by years of experience in banking jobs.

| In view of these findings, it was obvlious that the organisational structures
of the banks had stratificd lh(; positions and roles of the workers ('i.c. men and
women workers) ali'ke. Therefore, there was no gender discrimination in roles and

statuses occupied by men and women in the banks in Benin City. Women were not
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\
segregated to perform specific roles, and to occupy specific pdsitic’ahs. tnstead, men

and women were employed to occupy similar positionﬁ aﬁd to perfoim ‘s'im'ilar rol‘é:i;::.l
The roles included junior roles, officers’ roles, and managerial roles. A majority of
the workers were junior stafl because the banks employed more junior wgrkers than
officers and management staff. That is the way most formal orgénisations including
the banks, are usually structured.

1.5.0 Summary ¢

V.

An examination of the internal and external systems of the fourteen banks
shows that the internal system is an extension of the external system; both systems
are linked together, execute similar policy decisions taken and approved by the

Board of Directors at the banks’ headquarters. The banks are profit-oriented, and

have line and staff type of organisational structure. The organisational structures

t:of the banks have similar effects on the men and women workers in terms of their

statuses and roles. The women are not segregated to occupy specific statuses, and

P

_ to perform specific roles in the banks. Instead, both men and women have equal

job opportunities. The practice of these banks, in this respect, support the aim of

the Sex Discrimination Act of 1975 enacted by International Labour Organisation

of the United Nations of which Nigeria is a member, The main objective of the Act

is to encourage equality of opportunity for men and women. The Act prohibits

discrimination on grounds of sex in-recruitment, training, and promotion.
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Appendix No. 2
STATISTICAL DERIVATION OF SAMPLE SIZE FOR

WOMEN IN THE SELECTED BANKS IN BENIN CITY

The total population (N) of women in the fourleen banks used in this study
is 201. We usc the formula developed by Hoel (1971) to estimate the research

sample size. According to this formula,

z202

e2

n=

here,

n = Sample size estimate

z = Desired confidence level (95%) or 1.96 Table Value)

® = Standard deviation (25 in this case) i

e = error margin or desired precision or significance level
(5 in this case).

This formula translate§ to

n = 1.96%* x 25%
52

= 3.84 x 625
25

= 96 women (minimum sample size)
. This suggests that for the study Jo be 95% accurate or have at least a 95%
confidence level, a minimum sample size of 96 women must be studied in the

selected banks in Benin City.



]

This formula enables one to determine how large a sample is needed in orde'r
to estimate p to any desired degree of accuracy before a single sample is t:aken,
provided the value of © is known. It is not‘necessary {o have a preliminary sample
available. If however, one docs_ not know ®& from other sources, nor has a good
estimate of it, then it is necessary to take a preliminary in order to obtain an
estimate of @ that can be used in the formula for életermining how large » must Be

1
N

(}{oel 1971: 141). ' ' ro
Before we can determine the sample size, we must have these information:-

(i) the confidence level to be used;

(iiy the degree of accuracy within which we wish to estimate the parameter; and

(iii)  some reasonable estimate of the values of any parameters that may appear

in the formula (Blalock 1972: 213-214).
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Appendix No. 3

STATISTICAL DERIVATION OF SAMPLE SIZE FOR

MEN IN THE SELECTED BANKS IN BENIN CITY

The total population (N) of men in the selected banks in Benin City is 605.

To estimate the sample size, we use the formula developed by Hoel (1971) as

follows: : -
202
= % 6
a2
.
1y \
here,

T

n= Sample size estimate
z = Desired confidence level (95%) or 1.96 Table Value)

©® = Standard deviation (25 in this case)
e = error margin or desired ﬁrecisi_on or significance level
(5 in :this case).

This formula translates to

v

n = 1.96% x 25?
52

=384 x 625 x 3
25
= 288 men :

Ay
hY

- Since the population of men in the selected banks in Benin City is three times the

population of women, we weighted the research sample of 96 x 3 to get 288 men.
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An alternative formula is used to get the same sample size. This is the

t Lo . .
formula developed by Salgado (1993), thus:-
n= 22(p(1-p))
4 d"2

here,

n = Sample size estimate ' .

z = Desired confidence level ('95% or 1.96 Table Value) |

p= Estimate of population propor‘tion with the study characteristics
(75% in this case).

d = Desired precision_; or significance level (5% or.0.05 in the case).

This formula translates to

n = 1.96% (0.75 (1 - 0.75) .
0.05? . = .

= 3.84 (0.1875)
0.0025

= 288

This‘ suggests that for the study to be 95% accurate or have at least a 95%
conﬁc!lence levél, a minimum sample size of between 100 and 400 must be studied
in the selected banks iﬁ Benin City.

Before we caﬁ determine the sample size with the formula developed b?f
Salgado (1993), we must know the following:-
(i} the estimate of populatioh proportion;

(ii)  the confidence level to be used; and '

(iff)  the degree of accuracy within which to estimate the parameter.
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Appendix No. 4

ASSUMPTIONS OF MULTIPLE REGRESSION .

Loether and McTavish (1976:311) state that multiple regression can only be

used under these conditions:-

@

(i)

(i)
(iv)
v)

(vi)

i.

(vii)

Independent variables are related in a linear fashion with the dependent

variable and among themselves;

LT

Effects of independent variables can be added togetherr. ;0 vield a prediction
of the depend,ent Vari_able‘;

Independent variables are not correlated,

All variables are intervz;l-level variables;

The depéndeilt variable is normally distributed within Q:ategories of
independent variables sipgly and in combination;

The variance in the dependent variable is equal across categories of the
independent’ variables; and

b
A sample must be random.

-
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Appendix No. 5

4

VALIDITY, RELIABILITY OF RESEARCH
INSTRUMENT, AND TEST OF SIGNIFICANCE

WITH MULTIPLE REGRESSION

| .
The result showed a significant relationship at 0.05 level of significance with

3, 56 degrees of freedom, thus:- =
F - test tal;ulated =276
F - test ca_lculated =5.94
Since multiple regression (f - test) calcula'ted was greater t\han 1111-11tiple
regression (f - test) tabulated, (i.e. 5.94 > 2.76), the implication of t_lie result was
that a significant ;'elatioﬁship .existed between the dependent variable .(career

mobility of women), and independent variables (marital status, social connection,

and level of education).
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Appendix No. 6

QUESTIONNAIRE SCHEDULE ON CAREER
MOBILITY OF WOMEN

I am a researcher .in the Department of Sociology and
Anthropology, University of Benin, -Benin = City and currently
conducting a research on career mobility of W(;men in the banks in
Benin City. You are selected as one of the respondents. T am, therefore,
requesting for youlg co-operation in answering the questions. Any

information given is strictly confidential.
SECTION ONE: Personal Details
All respom.:ients should answer the questions in this section.
Ql. Indicate your sex: (i) Male [ ] (ii) Female [ ]
Q2. (a)  State your date of BDIT 1vvveeeereeteeeeree et eeses s eee e e

(b) Underline your ethnic group:

() Edo L1 G Isan [ ]
(i) Tgbo [1 (v) Yorba [ ]
(v) Hausa [ 1 (i) To [ ]
. (vi) Etsako [ 1 (vii) Owan [ ]
(ix) Itsekiri [ ]  (x)Urhobo [ ]
(xi) Akoko-Edo [ 1 (xii) Isoko [ ]

(xiii) Others, please speCify...c..cciiviiiniinniniiie
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Q3. (a) Indicate your marital status:

(i) Single [ ] (i) Married V]
(iii) Separated [ 1 (iv) Divorced [ ]
(v) W:idowed 1]

(b) For how long have you been IRATTIEAT ©rvoeeeereeeeeeereeeseeer e -

.............................................................................................................

(c) Would you like to have more children?
(i) Yes | [ ] (i) No [ ]
(d) How many children . would you like to have?........ccoooveininennnnenn,

Q5. Indicate your religious sect:-

() Christianity 1 (i) Moslem. [ ]
(iii) Traditional [ 1+ (iv) None [ ]
(v) Others, please specffy .......................... eeeerrreeeeeeairreereae s nnrras

Q6. State your highest edﬁcational 'qualiﬁcation.r Delete appropriately.
(i) Primary/Standard Six o =
(i) Modern School/Class 1V - [
(iii} School certificate/GCE (O/L) S
Teachers Grade iI Certificate 0]

(iv) GCE (A/L), OND/NCE/Equivalent [ ]
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(v) HND/First degree/AIB/ACCA/ACIS [ ]

(vi) Higher degree: MA/M.Sc¢/Ph.D [ ]
(vil) Others, please specify ................. [T ettt aren

Q7. To which of these occupational gréup do you belong? Tick
appropriately.
(i)  Professional and Technical . : \ [ ]
(i)  Administrative and Managerial | , o [ ]
(iii) Clérical and Related work ' [ ]
(iv) Sales - | ]
(v) Dl‘i‘v’el:S | | [ ]
(vi) Se.rviges e.g. security guards [ ]
(vii) Industrial A.ssistants (e.g. messengers, cleaners) | 1]
(viii) Others, Please SPECIEY.....ooooommmmmmmmemrirismermeemermssesmseseeseespaeee

Q8(a) State the name df the bank where you work \

‘ (b) State the address of the bank.......ccccoreivvieeeeiei e

Qo.

D R N N A T R T R P TR R PN Y )

.............................................................................................................

.............................................................................................................
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Q10 How did you know about the job vacancy before you applied for

the job? Tick appropriately.

(i)  through relations inside the bank | [ ]

' (i) through relations outside the bank | [ ]
(iii)  through friends inside the bank [ ]
(iv) throﬁgh friends outside the bank | [ ]
(v)  through advertisement ‘on the television -\ 1
(vi) through advertisement on the radio ]
(vii) through advertisement in ény newspaper [ ]

Ql 1(a) Do you ng‘k full-time or part-time? Tick
appropriately.
s (1) Full~time‘ v [ ] (1) Part-time [ ]
(b) Which days of the week do you normally work?

Tick appropriately.

(i)  Monday “[ ] () Tuesday [ ]
(iiiy  Wednesday [ 1 (iv). Thursday ° [ ]
(v)  Friday .‘ _. [ 1 (VD) Saturday [ ]

'(c) What hours of work do you usually do in the:bank?

Tick appropriately.

(i)  Regular 'day hours: 8.00a.m. -'5.00p.in. [ ]
(i) Early shift 6.00a.m - 2.00p.m. [ ]
(iii) Late/atternoon shift: 2.00p.m - 10.00p.m ]
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(iv) Night shift: | 10.00p.m. - 6.00p.m.  * [ ]

(v)  Others, please specify................ eeet et ebee et n e e ateereeneaes

Q12(!a) Do you have any spare timc;, (i.e. when you are free from official
and domestic duties)?

O Yes D [] G) No L]

(b) What do you do during your Spare tme?........c.e.e.eveerererrerrersreresnnen.

Sig.

R I I IO O T R R R R T Y]

0 O

(V) e eerer e



(1)

™)

(i)

v)

(i)

...................................................................................................

...................................................................................................

....................................................................................................

PR e N R R L e e N Y L L

R TP P

---------------------------------------------------------------------------------------------------

...................................................................................................

---------------------------------------------------------------------------------------------------

P N R e L R P Y S

P R I R TR R R T T

----------------------------------------------------------------------------------------------------

...................................................................................................

---------------------------------------------------------------------------------------------------

....................................................................................................

..................................................................................................

..................................................................................................
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SECTION TWO: Research Objectives

All respondents should answer the qUestions .in‘this section as
fully as possible.
Research Objective No. 1

Q15 When did you start to work in this bank? (State the date)

T T T T R R R R R LR

e T T L L L L L LR LTy R R L RN R RSN

.........................................................................................................

.............................................................................................................

Q17(a) Since you started to work in the bank, have your reason(s)

¢ changed?.
(1) Yes [ ] (i) No [ ]
. (b)  Ifyes, what haschanged?......oiimereiieicneieieseeces
(c) Ifno, why has itnot changed? ...

............................................................................................................

Q18(a) Which departmen;t(s) have you worked since you joined the

bank. Tick appropriately:

(i)  Man-power Develépmént | : . [ ]

(i) Housing-and‘PrOperty - [ ]

(ii1) ~ Finance . [ 1
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(iv)  Accounts Department [ ]

(v)  Computer N
(vi) Personnel Department | [ ]
) (vi) Administrative }:Depaﬁment‘ o [ ]
(viii) Foreign Trade & Foreign Exchange [ ]
(x) Agriculture - | [
(x) Lending Policy and Control B
(xi) Cash = | : [ ]
(xii) Current Account \ [ ]
(xii1) Savings L ‘ [ 1
(xiv) Otl;xérs, please specify ....... O SR

(b) Which section(s) of the Departments (s) have you worked since
you joined the bank? ..ccccoociiinninnnianl, e e

(c) In which section have you worked longest? ........... SUUTOOUUPR

.............................................................................................................

..............................................................................................................

Q19 In which other department(s) do you think you can ‘work in the
bank?....... L

Research Objective No. 2

Q20 Tick the department(s) in Whi__ch you cannot work in the bank" and

state why?
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N
- TICK
Department(s) You Cannot Work In Why You Cannot Work in the
! g Department(s)
(i) Manpower Development
(i)  Property -
(iii)  Computer |
(iv)  Accounts
(v) Finance .

(vi)  Personnel

(vii)  Administration

(viii) Foreign Trade & Foreign Exchange
¢ (ix)  Agriculture & Housing _

......................................................

(x) Lending Policy & Control

(xi)  Any others, please specify

Q21(a) You would probably?iike to do your job very well to gét to thé
.t;)p position in the,. bank. But are you getting to the top? |
(i) Yes o [ 1 (i) -No [ ]
(b) If no, why are you not getting to the top?
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Q22 What has your present Department done 'to‘ encourage you do

your job very well?.................. R S rrerererteensenneesraesenn ennriessnnnans
Q23 Mention different ways you could learn a new job where you
WOTK ettt eetee e svte e ccnne s e s e smrea e s teeeerrereseeneiareans
. A ,
Q24(a) Have you ever been sponsored for further training in your job?
() Yes [ ] (@) No []

(b)  Give reason(s) for your answer:.............. - VTR

----------------------------------------------------------------------------------------------------------

Q25(a) Does your present position in the job authorize you to do certain

things on B‘ehalf of the bank?
() Yes [] () No [1-

(b)  If yes, list all the things you are authorized to do on behalf of the

.............................................................................................................

Q26(a) ‘Dc_)es yOL{r present position in the bank allow you to take any

serious decisions without consultation to higher authority?
(1)  Yes [ 1 @) No [ ]

(b) If yes, list out what you have power to do on behalf of the
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Research Objective No. 3
Q27(a) Give details of any association(s) to which you belong,
Associations Names

(i)  Trade Union R

\
(i1)  Senior Staff Association. mmmmm e e
(ili) Others, please Spec;ify -------- ‘
(b) Indicaté you1' level of pétrticipaj;ion in T1‘age= Unijon/Senior
| Staff Association (Deslete apprbpriately).
(1) Membership level [ 1 (i) Executive level [ ]'

(c) Why do yoﬁ stop at the membership level? (For those who
are ordinary members oﬁly) ................ .......
(d) Would you like to become an executive meimber? (For
those who arelordinary members only). |

(i) Yes [ I (i) No : [ ]
5 Q28(a)' Which p‘ost do you hold in the executive of trade union/senior
t T : '

staff association? (Delete appropriately. For executive members

010147 T T O TSP PR PROPRPPPOR
(b) Describe  your duties as an executive member (For
executive membersonly) .....cccoovicn e v

.............................................................................................................
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Q29(a)

Q31(a) | .

(b)

(b)

(b)

(1)

Are you harassed at workplace for being a member of the

- executive in trade union/senior staff association? (Delete

appropriately).
Yes L1 G No [,
If yes, what is the nature of harassment?

--------------------------------------------------------------------------------------------------

Are you harassed at home for being a member of the
executive. in tcade union/senior staff association? (Delete
appropriately). |

Yes [ 1 (i) No [ 1

If yes, what is the nature of harassment?

..................................................................................................

A I L N T N L N L R N N O N A R TRy R T RN T

Are you harassed outside the home for being a m_ember of
the executive in frade union/senior staff association? (Delete
appropriately). ; .

Yes [ 1 (i) No [ ]

If yes, what is the nature of harassment? |

R R R R L R R T R R R e N N S Y]



Q32(a) What has the trade union/senior staff association done to

(b)

(c)

improve the position of its members?

-------------------------------------------------------------------------------------------------------------

As an executive member, what contributions have you made to
improve the position of the entire membership? (For women trade

g

union/senior  staff association executive members only).

.............................................................................................................

What have’ you done to improve the position of women in

particular? (For women trade union/senior staff association

executive members only).

.............................................................................................................

.............................................................................................................

Q33(a) Is women participation at executive level in trdde unign in the

(b)

|
i

bank high or low? (Tick appropriately)..
: |

() Yes [ ] (@) No []

.............................................................................................................
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Q34(a) Is women participation at executive level in senior staff

association in the bank high or low? (Tick appropriately).

() High C 01 G Low ;[ ]
. . \
(b)  Givereason(s) foryour answer............... SN

Research Objective No. 4

Q35(a) List your daily domestic. duties at home, and time spent on them

| (For women only).
Domestic Duties ; Time Spent in hours
(1) v A e
(i) ... P (D) vt
() e [ (35 R
) I ) D \
(V) e (V)
(VD) e, (V) e
(Vi) e (Vi) e i
(vill) e, (VIL) e

h
1
.

(b) How do you cope with them to enable you concentrate fully in

your official duties? (For women only).....c..ccoveiiieeniieinccieninineennes

.............................................................................................................

(c) What help do you receive from husband in domestic work? (For

WOIMEI ONIY ). viuiiiirereietiiiesieteteetesesiesbese e e e seene e eabe s s eesassemseneaseens

.............................................................................................................
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Q36(a) How do you spend your monthly wages/éalary? (For women

only). State clearly:

(1)~ Amount spent onyour self.......cooovomii N

, (if) Amount spent on your husband.......c.ocoeeiiiiii N

(iii) Amount spent on your children........cocneiniininin, N

(iv) Amount spent on food.........ccoooviniiii s N

(v)  Amount spent on housemaids/boys............ ’ .................... N

(vi) Amount spent onrelations ..., s N

(vii) Amount spent on health care.....co.oivconciiiinioniii N

(viii) Amount spent on rent... e eeiseeeiiieenieenicnnnn, e N

(ix) Amount spent on anSPOLt.......cccovurvrriversrirerennn. ............... N

L (x)  Others, please SPECify. i iaiorrerieirernrivise e N
Q37 What does your official duty involve?........ccovininnininn

.............................................................................................................

.............................................................................................................

Q38(a) What major technological tools does the employer make

available to you at workplace to ease your job?

-----------------------------------------------------------------------------------------
.............................................................................................................

'
.............................................................................................................
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(b) Does any of these technological tools need improvement?

() Yes [1 @) No [ ]
(¢c) If it does, have you ever complained? |

(@) Yes [1 @) No []
(d) | If yes, to whom did you complain?
(e) What action was taken after -your complaint?
Research Objective No. 5
b39(a) Indicate your sex: * °

(i) Male . [ ] (i) Female [ ]

-

‘é (b) Below are some stereotyped statements on women. Read them

carefully and indicate your degree of agreement (For men and °

womern).
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Statements Degree of Agreement .
Strongly Agree Not sure | Disagree | Strongly
agice ; disagree
(i) A woman’s place is in the
home
(ii) Women are not seriously
attached to their jobs
(iii) Women only work for extra
income
(iv) Women do not work as
i | regularly as their male co-
workers el
(v) Women do not work as long as
their male co-workers
(vi) Women should stick ta
women’s jobs’
{vii) Women do not want
challenging jobs
(viii) | Women should not compete for
men’s jobs
(ix) Women do not want promotion
(x) Married women do not like
transfer to outside their station
(xi) Employment of women leads :
to neglect of their children :
(xii) |-Men do not like women to take
official decisions
(xiii) | Men do not like to work for .
women SUpervisors. L

. Q40 Does the bank have record of what each employee produces?
(i) Yes [ ] (i) No [ ]
Q41 How does the bank measure the work the staff have done §ear1y‘?

..............................................................
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| Q42 wa‘ could you rate- vs;hat women produce iﬁ the bank generally?
(Tic.k appropriately) | | |
(i) Below averaée -' . [1 () Average [ ]
(i) Good 01 Gy Very Good [ ]
(v)  Excellent [ ]

Q43(a) In which department do you have the greatest number of women

E

in the bank? .......ccoeveee e PRI . S

(b) Give reason(s) for the greatest number of women in the depart-

-------------------------------------------------------------------------------------------------------

(c) How could you rate the productivity of women in the depart-

ment with the greatest number of women? (Tick appropriately)

(i) Below average 0 ]. (i) Average [ 1
(i) Good _— -] (@v) Very Good [

(v) Excellent. : [ ]
Q44(a) In which department do you have the least number of women
' i the Bank?.. ... sioieereeereereeeee e

(b) Give reason(s) for the least number of women in the department

.......................................................................................................

.......................................................................................................
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(¢) How could you rate the productivity of women in the department

Q45

Q46

with the least number of women? (Tick appropriatély)

(1) Below avleraget : [ 1 (i) Average [ ]
(i) Good [ 1 (v) Very Good [ ]
(v)  Excellent [ ]

Why is it that this bank employs greater number of men than

L

women generally?
Suggest ways to improve the productivity of women generally in

the bank (Tick any one applicable. It may be more than one or

two).

(i)  Use threats of losing job . | [ ]
(i) Discuss their output with them'. [ ]
(i) Recommend further training - | [ ]
(iv) Promote.them - i
(v)  Give them bonuses .' [ ]
(vi) ~ Provide health care centre [. ]
(vii) Provide day care centre [

(viii) Give equal job opportunity to motivate them [ ]
(ix) Provide free/subsidised meals

(delete appropriately) . , [].
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Q47

Q48

Q49

Q50

(x) Provide meal voucher [ ]
(xi) Others, please SpeCify. ... ceee e
How does the management in the bank reward high produc'tivity

of a worker? (Tick those applicable)

(1) Salary ' [ 1 (i) Promotion [ ]
(iif)y Recognition [ 1-
(iv)  Others, please specify.......... rreeeaen rerreerigmgres N reteeernireanns

How does the management in the bank punish low productivity
of a worker? (Tick those applicable)

(i)  Termination [ 1 (i) Advice to resign [ ]
(iii)  Others, please Specify....cceiveerirrireeseeeriereeieeseeerenes _
Why is it that fevs‘/,women occupy management position in this
bank'? .....................................................................

Would you prefer a male boss to a female boss.

Q. Yes 016 N [

Research Objective No. 6

Q51(a) State the number of years you have worked with this bank.

............................................................................................................
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(c) State incdme received per annum at that time ........cooeeeeieeveneae

Q52(a) What is your presen’f position in the job?. .......................................

Q53

Q54

Q55

(b) Describe your present Jobu. e

.............................................................................................................

How attractive is the salary scale of the bank (Tick appropriately)

(i)  Very attractive | [ 1 (i) Attractive [ ]
(iii) Not sure ' [ ] (iv) Unattractive [ ]
(v)  Very unattractive [ ]

How many years should a worker normally stay on a salary scale

before promotion?.....ccccciviiiimme s e R

Have you been promoted since you started work in this bank?

(i) Yes : [ ] (i) No []

-~

Q56(a) How many promotions have you had since you joined this bank?

(b)

-------------------------------------------------------------------------------------------------------------

When were you promoted 1ast?......oceeni

Q57(a) Would you like to be promoted to a more responsible job? -

(i)  Yes | [ 1 (i) NcIJ [ -

(b) Give reason(s) for your ansWer........cociiainni s

............................................................................................................



.............................................................................................................

Q58 Which necessary conditions must workers satisfy before they are
promoted inthisbank?.......ccceiviniiiiec e

Q59 Mention any six factors which have helped women to hold key

position in their jobs. Arrange the factors numerically in order of

importance.

Q60 (For wmﬁep who_ are successful in their jobs only)

(2) Mention any six factors which have helped you to succeed in

your job.



(b) Which people inside the bank do you know and assoclate with,

who are capable of influencing. your success at work?

--------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------

(¢) Which people outside the bank do you know and associate with,

who are capable of influencing your success at work?

fuae

.............................................................................................................

..............................................................................................................

Q61 (For women who are unsuccessful in their jobs only) Mention any

six factors which have prevented you from being successful in

your job
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SECTION THREE: Reseaich Hypotheses
All respond‘ents should answer the questions in this section.
Research Hypothesis 1
Q62 Which factors could influence the ability of women t\c') cope with
official duties in this bank? (Arrange these factors numerically

according to importance. Give No.1 to the most important factor).

FRr

ti) Avalilability of domestic help ' [ ]
(ii) Attracti;\/e income [ ]
(iii) Marital status .[ ]
(iv) Number of children [ ]
(v)  Age of children [ ]
(vi) Technology used at work [ ]
(v:ii) Education ' | | | [ ]
(viii) Other factors, please Specify.....coooviivciiiiniiinnne,
\
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Research Hypothesis 2
\
Q63 What could help women to move from performing low cadre jobs

to performing high cadre jobs in this bank? (Arrange numerically

according to importance. Give No. 1 to the most important

factor).

(1)  Education [ ]
(i) Marital status ﬁ [ ]
(ii1) Social Connection (the' people you know) [ 1.
(iv) Self-development VL

(v) A -changed male attitude towards women’s
ability to perform 1]

(vi) Others, please spe<:1fy
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Appendix No.7

ABBREVIATIONS

‘ACB African Continental Bank.

ASSBIFI  Association of Senior Staff of Banks,
Financial Institutions.

ILO International Labour Organisation.

NBCI Nigerian Bank of Commerce and Industry.

NUBIFIE National Union of Banks, Insurance,
Institutions Employees.

UBA

United Bank For Africa.
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