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1. INTRODUCTION:  

 

 

 

 

 

 

Education continues to be a veritable tool for economic growth and national 

development; and one of the most efficient means for promoting and achieving 

gender equity, social justice, poverty reduction and the overall advancement of 

women. Significantly, the education of women is tied to their ability to provide 

intergenerational transfer of knowledge, and the substance of long-term gender 

equality and social change.   

 

Subsequent to the adoption of the Universal Declaration on Human Rights by UN in 

1948, education became widely recognized as a basic human right; while the 

education of the girl child is now seen as having positive correlates with increase in 

gross national product and increase of life expectancy (World Bank, 2012).  Also, 

schooling remains the largest component of society’s investment in human capital 

(Schultz, 2002) as education bestows on women and men a disposition for a lifelong 

acquisition of knowledge, values, attitudes, competence and skills (Aliu, 2001). 

According to Warrigon - Maikama (2003), “Education opens an individual’s eyes to 

the vistas of knowledge, equips her with problem-solving and production skills as 

well as modifies her values and attitudes so that the individual can contribute to, and 

effectively live in the society.” 

More importantly, universities remain institutional hubs for creative thinking, 

learning, innovations, and knowledge production.  As communities of scholars 

(males and females), universities are meant to pursue knowledge production using 

scientific logic and tools in the most pragmatic forms. Significantly, the ivory towers 

“A respect for equity demands a special effort to do away with all inequality between 

the sexes in the field of education. Gender inequality lies at the root of the lasting 

situations of inferiority that affect women at every stage of their lives. And yet, the 

strategic importance of women’s education for development is today acknowledged 

by all experts. A very clear correlation has been established between the educational 

level of women and the overall improvement in the population’s health and nutrition 

and the drop in fertility rates.” 

Source: Learning: The Treasure Within. Report to UNESCO of the International 
Commission on Education for the Twenty-first Century. Paris, UNESCO, 1996. 
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are to provide conducive learning environment devoid of any form of discrimination 

and harassment. 

Out of a variety of social and individual variables, gender remains the most universally 

entrenched, compounding the effects of other factors on life chances of individuals 

and groups for educational achievement and socio-economic attainment. The gender 

gap in access to education is one of the areas that differentiate economically 

advanced countries from the developing economies. Indeed, despite lingering 

restrictive factors, women in industrialized countries have immensely benefitted from 

the expansion of educational opportunities. In contrast, in developing countries, 

especially in Africa, there are still historical, cultural, and economic factors that 

continue to hinder women’s chances in access to and benefits from formal education, 

especially at the tertiary level (UNESCO, 1993).  

Education is now generally found to be a major resource by which men and women 

could break through the yoke of tradition and social oppression, and a ladder to 

economic prosperity, and power. Since the 1990s, many Regional Consultations have 

addressed gender issues in higher education, including Havana in November 1996, 

Palermo in September, 1997 and Beirut in March 1998. At the heart of these 

international treaties and conventions are the principles of Universal Human Rights 

Article 26 paragraph 1 which stipulates that “everyone has the right to education 

and that higher education shall be equally accessible to all on the basis of individual 

capacity”.  Hence, gender disparities in access to all areas of tertiary education are 

to be eliminated by taking appropriate actions that would ensure that women have 

access to career development, training scholarships and fellowships, and by so doing 

developing a crop of females who could later occupy decision-making positions, 

especially in educational administration and policy.  

 

In exploring the prospects which university education has for Nigerian women, this 

paper examines the following themes – the historical view of women in the Nigerian 

University System; why gender inequalities persist in the Nigerian university system; 

Policy Reforms and Interventions for Gender Equity in the Nigerian University 

System; Current Gender Challenges and Emerging Issues in the Nigerian University 

System; Prospects for Positive Change and Some Strategic Recommendations; and 

Conclusions. 
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2. THE HISTORICAL VIEW OF WOMEN IN THE NIGERIAN UNIVERSITY 

SYSTEM 

2.1. Pre-Colonial and Colonial Education and Nigerian Women  

Pre-colonial Nigeria had a traditional form of education which was in form of oral 

teachings; transmission of skills (usually the predominant trade of a family) to 

children (mostly boys), and this could be in form of farming, fishing, trading, 

tie/dye, handicrafts, black/gold-smithing among others; and functional skills, 

especially to girls, which was in form of house-keeping, and raising up of children.  

Even at that time, skill training was gendered, as there were distinctive gender roles 

across the Nigerian cultural groups. In the pre-colonial Nigeria, although formal 

education was introduced to the Northern States through the spread of Islam, this 

was mainly Islamic education meant to propagate Islamic ideologies (Fafunwa, 

1974).  Though both men and women were taught to read the Quoran, the Islamic 

teachers were mostly men. 

 

Christian Missionaries were the first to introduce western education in Nigeria; and 

in particular with the arrival of the Wesleyan Christian Missionaries in 1842 in 

Badagry, in the present Lagos State.   Christian Mission schools sprang up mainly in 

Southern Nigeria between 1842 and 1914, focusing on 4 subjects - Reading, 

Writing, Arithmetic and Religion; while the intention was to prepare the people for 

their new roles as - teachers, pastors, evangelists and interpreters.  The Mission 

Schools which started off at Primary School level, soon grew to having secondary 

schools following local agitations and interests, especially in the Lagos area.  

Unfortunately, most of the early secondary schools were in fact boys secondary 

schools e.g. the CMS Grammar School was established in Lagos in 1859, followed 

by the establishment of the Methodist Boys High School also in Lagos in 1878 and 

Baptist Academy, Lagos in 1885.  Hope Waddell Training Institute in Calabar and St 

Andrew’s College, Oyo were established in 1895 and 1896 respectively as Teacher 

Training Institutes.  These schools produced the first set of elites who were 

restricted to particular locations, and mainly males. These were people to take over 

the reins of governance from the British Colonial Government at independence. The 

entrenchment of Western style education was more difficult in Northern Nigeria as 

Christian Missionaries and Western Education were rejected by the people.  By the 

time Western education was introduced to Northern Nigeria in 1914 and 

thereabout, there were already about 25,000 Quranic schools (Mkpa, 2013).  

 

The colonial government not only laid the foundation of the educational system in 

Nigeria, but it was heralded with distinct gender norms.  In Southern Nigeria, 

formal education was organized for girls through the various Churches’ Women’s 

Guilds. The Guilds were established primarily for girls and women to acquire basic 

skills in home economics; catering; sewing and the like.  Later, agitation for 

improvement in female education led to the establishment of Queens College in 

1927 as a ‘girls only’ secondary school.  Within a decade or so, Southern Nigeria 
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was able to produce the first crop of women who later became megaphones for 

other less privileged women - Lady Kofoworola Ademola became the first Nigerian 

woman to obtain a bachelor’s degree from Oxford University in England; Elizabeth 

Abimbola Awoliyi graduated from medical school in Britain and became the first 

female Medical doctor in the country; while Stella Thomas, the first female Lawyer, 

graduated from Britain. 

 

The first higher institution in Nigeria, Yaba Higher College, was established in 1934 

and later became the Yaba College of Technology in 1947. The students of that 

college were moved to Ibadan as the nucleus of the University of Ibadan when the 

Premier University was created in 1948. Out of the first set of 104 students 

admitted to the university, three (3) were female, including Professor F. A. 

Ogunseye, who became the first female University Professor and Dean of Education 

in Africa.  Significantly, university education in Nigeria is predominantly a colonial 

heritage.  

 

The colonial administration introduced a system of education which merely 

emphasized clerical skills for boys and domestic science for girls in the school 

curricula. In other words, the educational curricula for girls enabled them to become 

good housewives rather than to become income earners. This was in line with the 

Victorian Ideology of the colonial masters which permanently signified the position of 

women in the ‘kitchen’, while men dominated the public sphere and its governance. 

Thus, patriarchy provides material advantages to males while simultaneously placing 

severe constraints on the roles and activities of females. There are clearly defined 

gender roles with various taboos invoked to ensure compliance. Patriarchy in 

traditional societies thus facilitated inequalities in prestige, power and access to 

resources (Ezumah, 2000). Women were traditionally allocated the role of home 

keepers and that of nurturing children. Mothers had the duty of transmitting the 

cherished values of their society to their children, thereby making women to 

reinforce patriarchal values which marginalized them through history. 

 

Till date, lack of education continues to be a strong barrier to female participation in 

the formal sector. The social pressures on women due to factors such as early 

marriage, religion and related extraneous but culturally-sanctioned factors are some 

of the major causes of the high illiteracy rate amongst women. Teenage pregnancy 

and early marriage put girls in a situation of double disadvantage.  

 

2.2. Women Education in the Post-Colonial Era 

As government prepared Nigeria for self-governance and independence, the 

government started to review more closely the education policies and how they 

could respond to the emerging needs of a new nation.  Through the 1959 Sir Eric 

Ashby Commission, it was recommended that education was needed for the 

achievement of the national economic expansion and social development (Aliu, 
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1997).  Thus, the Commission recommended the establishment of four Federal 

Universities, although 5 were eventually established immediately after 

independence in 1960.  These universities are: University of Nigeria, Nsukka 

(1960); Ahmadu Bello University, Zaria (1962); University of lfe (now Obafemi 

Awolowo University), Ile – Ife (1962); University of Lagos, Lagos (1962); and 

University of lbadan (first established as University College, lbadan in 1948. 

University of Benin was later established (1972). There are currently some 302 

tertiary institutions in Nigeria including 128 universities. Of the latter,   40 are run 

by the federal government and 38 by State governments, while 50 are private, with 

more than one million students enrolled (Nigerian Universities Commission (NUC) 

website accessed on March 22nd 2014). The quest for technical education; and 

training of more teachers to take charge of primary and secondary education led to 

the creation of polytechnics and Colleges of Education respectively. While the 

achievement of gender equality was not one of the objectives of establishing 

tertiary institutions in Nigeria, one of the gains was that it expanded educational 

opportunities for women, and ultimately started to bridge gender gaps in all 

spheres of lives in Nigeria.  With over 128 universities now in the country, 

enrolment of women has expanded across all disciplines, although with huge 

gender gaps in science and technology based disciplines. 

 

 

2.3. Some Gender Statistics on the Nigerian University System 

2.3.1. Admission; Enrolment; and Retention Data 

Although significant progress in women’s education has been made since 

independence, women’s access to formal education is a far cry from those of men 

across the various levels of the education system, and importantly at the tertiary 

level; and across geographical locations.  According to Aina (2013), the magnitude 

of gender imbalance increases progressively as the level of education goes higher.  

Also, enrolment figures (across the different tiers of the education system) from the 

Northern states are much more lower than the national averages, with Northwest 

and Northeast having the highest gender disparity figures in the country. In the 

Southern zones, female enrolments at the primary, and secondary levels are higher 

than male enrolments in the Southeast, while these are at par with male 

enrolments in the Southwest. National figures showed that the proportion of girls in 

total primary school enrolment rose marginally from 43.9% in 2001 to 44.5% in 

2006, that is, an increase of 0.6% (FMWASD, 2008).  Thus, with a current rate of 

increase of 0.6% in 6 years, it might take about 46 years to attain gender parity in 

primary school enrolment at the national level, if the country does not become pro-

active in redressing gender disparity in education.  

 

Undergraduate admission figures in the public universities (2004 – 2008) show an 

average of 40% for females (as against 60% for males) (see Table 1), actual 
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enrolment figures show that females record much less (e.g. 31% of the enrolment 

figures for the 2005/2006 academic session – see Figure 1), while these figures are 

worst off at the Master/PhD levels with female enrolment being 28.4% on the 

average (see Figure 1). Importantly, gender gaps are more pronounced in science 

and technology-based disciplines, for example, engineering, environmental 

sciences, and veterinary medicine (see Table 1).  

 

At the postgraduate level, gender disparity remains very glaring with the out-turn 

figures for doctoral students with 30% of the total population on the average being 

women (Figure 2). Despite the obvious gender gaps, awards of scholarships are still 

skewed in favour of males, with a ratio of 1 female in every 10 males given 

scholarship awards (Table 2).  

Table 1: Public University Admission Figures By Year and By Gender1  

YEAR Sex Applications 

by Sex 

Total 

Applications 

Admissions 

by Sex 

Total 

Admissions  

Female as % of 

Total 

Admissions 

2004 Male  

Female  

486,539  

355,339 

841,878 

 

69,715  

52,777 

 

122,492 

 

43.0 

2005 Male  

Female  

 

526,281  

390,090 

 

916,371 

 

45,256  

31,728 

 

76,984 

 

41.0 

2006 Male  

Female  

456,953  

346,519 

803,472 

 

52,413  

36,111 

 

88,524 

 

40.8 

2007 Male  

Female  

911,653  

390,876 

 

1,302,529 

 

64,706  

42,664 

 

107,370 

 

39.7 

2008 Male  

Female  

598,667  

455,393 

 

1,054,060 

 

NA 113,100 

 

- 

                                                           
1
 Joint Admissions Matriculation Board (JAMB)  
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Table 2: Distribution of Student Enrolment in Nigeria by Disciplines 

(Undergraduates) 

DISCIPLINES 2009/2010 2010/2011 

Male % Female % Male % Female % 

Administration 54124     55.7 43124        44.3 57433       57.9 41799       42.1 

Agriculture 26172     59.3 17995        40.7 30360       60.4 19938       39.6 

Arts 33067     48.9 34525        51.1 36245       49.8 36601       50.2 

Dentistry 872        58.9 609           41.1 849           59.0 590          41.0 

Education 49846     52.7 44758        47.3 62852       52.4 56998       47.6 

Engineering 65441     82.8 13601        17.2 71584       86.8 10916       13.2 

Environmental 

Sciences 

19779     74.4 6822          25.6 20055       73.3 7308        26.7 

Law 15492     50.5 15168        49.5 25124       54.8 23047       45.2 

Medicine 24923     55.0 20417        45.0 27964       54.8 23047       45.2 

Pharmacy 3766       52.7 3386          47.3 4389        54.2 3707        45.8 

Sciences 106003   62.3 64219        37.7 124496     61.4 78130       38.6 

Social Sciences 71182     64.1 39813        35.9 70212       66.5 35924        335 

Veterinary 

Medicine 

1874       70.2 795           29.8 1911         71.2 772          28.8 

 

Total 

  

472543   60.7 

 

305232      39.2 

 

533482     61.8 

 

329855     38.2 

Source: Quality Assurance Department, NUC, 2013 

 

 

0 20 40 60 80 100 

PhD 

Masters 

PGD 

Undergraduate 

Sub-Degree 

PhD Masters PGD Undergraduate Sub-Degree 

FEMALE 28.4 28.5 19.6 31.1 35.8 

MALE  71.6 71.5 80.4 68.9 64.2 

Figure 1: Students Enrolment in Nigerian Universities - 2005/2006 Session  

(Source: NBS, 2010) 

FEMALE MALE  
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Figure 2: Graduate Out-Turn by Doctoral Degree in Nigeria, 2001-2005 (in Hundreds)  

 

Source: NBS, 2010 

Table 3: Scholarship Awards by Gender in Nigeria, 2006-2007 

Organisations 2006 2007 

Male                

% 

Female         

% 

Male              

% 

Female       

% 

Commonwealth 7                     

77.8 

2                

22.2 

5               

100.0 

0                

0.0 

British 

Educational 

71                   

87.7 

10              

12.3 

---                -

-- 

---              -

-- 

PTDF 96                   

86.5 

15              

13.5 

76              

88.4 

10            

11.6                      

Source: NBS, 2010 

 

The general disadvantaged position of women in the Nigerian education sector has 

been blamed on socio-cultural factors rather than individual ability to cope with 

educational challenges. Male enrolments at all levels are consistently higher than 

those of girls, with higher gaps in specific cultural zones. For example, in 2008, 

literacy rate was lowest in the North West (22% female; 58% male) and North East 

(23% female and 51% male).  These figures contrast significantly to the southern 

zones, with a record of an average literacy rate of 80% for women and 90% for 

men. Thus, the socio-economic status of women and girls in the northern zones 

lags behind those in the south because of poor access to education: over two-thirds 

of girls in the North aged 15-19 years are unable to read compared to less than 

10% in the South; in the North only 3% complete secondary school and more than 

50% are married by age 16 (Gender in Nigeria Report, 2012).  Despite the long 

history of policy and programme interventions in the education sector in the 

northern states, the gender statistics looks worrisome.  For instance, girls’ net 

enrolment in Sokoto (one of the 6 target states under the UNICEF African Girls’ 

Education Initiative) is 15% compared to 59% for boys (Nigeria Gender Statistics 

Book, 2008:44).  To change this scenario, it is important to address the socio-

cultural factors which continue to inhibit women/girls’ access to education in these 

Northern states, and elsewhere in the country.  

0 
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2.3.2. Women in Leadership Positions in the Nigerian University System 

The masculinisation of the academia in Nigeria, as elsewhere in the continent is 

exemplified in the data presented in Table 4. Men occupy most of the top hierarchy 

positions.  For example, only 24.7% of Principal Officers in the universities listed in 

Table 4 are women, and for the other categories the trend is the same, if not worst 

off – Governing Council – 16.9%; Deans/Directors – 18.3%; and Professors – 

15.6%.  The data presented in Table 4 is in tandem with the finding by Shackleton 

(2007) that as hierarchical rank increases, so also the number of women in higher 

positions decreases.  Goodall (2009) explained this stating that more often than not, 

leadership role is first assigned to those with accrued academic capital who mostly 

end up being male academics. Importantly, because of the masculinised nature of 

university leadership, women are more often than not placed at the lower levels of 

university leadership, for example, as either heads of departments and/or as 

directors, and rarely as Deans, DVCs, and Vice Chancellors.  According to Morley 

(2013), women are mostly found in unpopular managerial positions, a process she 

described as “glass cliff” whereby male and female academics are differently 

selected for rewarding and unrewarding tasks. 
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Table 4: Management Staff by Gender in Selected Universities in Nigeria as at September 

2013 

University Principal Officers Governing 

Council 

Deans/Directors            Professors 

Total M F Tota

l 

M F Tota

l 

M F Total M F 

Fed. University 

of Technology, 

Akure 

6 5 1 14 12 2 20 18 2 106 99 7 

Ondo State 

University, 

Akungba 

7 7 0 20 17 3 21 18 3 23 20 3 

Bingham 

University 

4 4 0 14 14 0 6 5 1 10 10 0 

University of 

Calabar 

4 2 2 17 14 3 27 23 4 171 135 36 

University of 

Nsukka 

6 4 2 20 17 3 43 38 5 271 198 73 

University of 

Ibadan 

6 5 1 16 14 2 40 31 9 342 295 47 

Benue State 

Univ. 

7 6 1 16 13 3 21 18 3 60 51 9 

Crowford 

University, 

Igbesa, Ogun 

State 

4 4 0 12 12 0 2 2 0 7 7 0 

University of 

Benin 

6 3 3 18 12 6 30 22 6 223 174 49 

 

University of 

Uyo 

6 3 3 16 10 6 28 17 11 121 104 17 

 

Ambrose Ali 

University 

4 1 3 8 7 1 23 21 2 119 105 14 

IgnatusAjuru 

University of 

Education, Port-

Harcourt 

5 3 2 17 12 5 19 14 5 48 39 9 

University of 

Lagos 

6 4 2 17 14 3 25 16 9 187 145 42 

 

Federal 

University, Lafia 

4 3 1 0 0 0 8 5 3 13 6 7 

Ahmadu Bello 

University, Zaria 

6 6 0 14 11 3 34 34 0 307 282 25 

University of 

Jos, Jos 

6 6 0 17 15 2    140 121 19 

 

Obafemi 

Awolowo 

University, Ile 

Ife 

6 4 2 17 16 1 51 41 10 267 246 21 

 

TOTAL= 

 
93 70 23 253 210 43 398 323 73 2415 2037 378 

Percentage 

(Females) 
  24.7   16.9   18.3   15.6 
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Thus, men generally dominate top management positions, including those at the 

levels of principal officers and in the Governing Councils of the universities; while 

fewer women are professors, thus leaving most of the academic and administrative 

decisions to men, including students’ admissions, staff recruitments, promotions, 

and appointments.  Also, men, because of their vantage positions in the university 

management hierarchies (e.g. as members of faculty boards, senate, and council) 

take control of university administration, give policy directives, and codify financial 

management. Although women are now moving into positions traditionally 

controlled by men, gender gaps in university administrative positions remain 

prominent. Since the history of the Nigerian university system, and the fact that the 

country currently has over 128 universities, female Vice Chancellors are still very 

rare (with only 16 female Vice Chancellors recorded in Nigeria through history) (see 

Table 5).  Apart from the American University (Yola) which is a private university, 

and the Federal University at Abuja, no female Vice Chancellor has been recorded 

for public Universities in the core North. Also, few universities in Nigeria have 

records of female registrars that position has regularly been taken up by men in 

many Nigerian universities (Owuamanan, 2009).  

 

Due to the under-representation of women in the university administration and 

management positions, women tend to have less bargaining power and limited 

opportunity to influence decisions or other initiatives to promote gender equality and 

women’s rights. Also, lack of networks of support, and/or mentors has been 

identified as one of the major reasons for the continued marginalization of women in 

the university system. While male academic staff readily use unofficial networks to 

learn innovative ideas, and to curry favours from colleagues, women often miss out 

on information sharing and informal mutual help from colleagues since they are 

often in the minority in most departments. The absence of such supportive networks 

and mentoring for women academics tend to thwart group demands and group 

sentiments (Adegun, 2009).  Also, Odejide (2001) observed that women academics 

and female students are confronted with sexual prejudice from male counterparts 

and lack of a suitable framework within which they can articulate their concerns. 

Worst still, is the societal reluctance to accept female leadership with the assumption 

that women in leadership positions are much more difficult to deal with, compared 

with their male counterparts.  
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Table 5: Female Vice-Chancellors in Nigerian Universities (1994- 2014) 

S/N NAME UNIVERSITY DATE 

1 Prof. Grace Alele-Williams University of Benin, Benin City 1984-1991 

2 Prof. Jadesola Akande Lagos State University, Ojo 1989-1993 

3 Prof. (Mrs) Agnes Uduebo Ambrose Alli University,  1990s 

4 Prof. Laraba Gambo Abdullahi University of Abuja, Abuja 1999-2003 

5 Prof Ekanem Braide Cross Rivers University of Science & 

Technology, Calabar (CRUTEC)  

2004-2009 

6 Prof. Aize Obayan Covenant University, Ota 2004-2012 

7. Prof. Nancy Agbe University of Mkar, Mkar 2005-2011 

8. Prof. Caroline Osho Afe Babalola University, Ado Ekiti 2010 

9. Prof. Charity Angya Benue State University, Makurdi 2011 

10. Prof. Ekanem Braide Federal University, Lafia 2011 

11 Prof. Caroline Agbebaku Ambrose Alli University, Ekpoma 2011 

12 Prof. Comfort Ekpo University of Uyo, Uyo 2011 

13. Dr. Maggi Ensign American University, Yola. 2010 

14. Prof. R. D. Green-Osaghogulu Ignatus Ajuru University of Education, 

Roumuolumeni 

2012 

15 Dr Amina Abubakar Kebbi State University  

16 Prof Oluyemisi Obilade Tai Solarin University of Education, Ogun 

State 

2013 

Source: FGN:  Nigerian Centenary Report on Women, 2014. 
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Table 6: Distribution of Academic Staff by Disciplines in Nigeria 

DISCIPLINES 2009/2010 2010/2011 

Male % Female % Male % Female % 

Administration 2414          62.5 1446           37.5 2580           66.5 1298         33.5 

Agriculture 2094           69.8 908             30.2 1878            70.9 769          29.1 

Arts 2017           66.0 1041            34.0 2293            64.7 1251         35.3 

Dentistry 56              54.9 46               45.1                    75               56.8 57             43.2 

Education 1896           58.0 1371          42.0 2607            59.7 1763         40.3 

Engineering 2983           86.0 484            14.0 3652            89.5 427          10.5 

Environmental 

Sciences 

1154           80.0 290            20.0 1109            78.7 300         21.3 

Law 510            60.2 337            39.8 546              64.8 296         35.2 

Medicine 2273           60.8 1465            39.2 2441            62.7 1452         37.3 

Pharmacy 261            55.4 210             44.6 341              57.9 248          42.1 

Sciences 5907           70.0 2531            30.0 5967           69.3 2639        30.7 

Social 

Sciences 

2583           66.7 1292            33.3 2575            69.1   1153          30.9 

Veterinary 

Medicine 

123            71.5 49               28.5 282              80.8 67            19.2 

 

Total 

 

24271         67.9 

 

11470          32.1 

 

26346          69.2 

 

11722           30.7 

Source: Quality Assurance Department, NUC, 2013 

 

3.  WHY GENDER INEQUALITIES PERSIST IN THE NIGERIAN 

UNIVERSITY SYSTEM 

Even after independence, subsequent education policies in Nigeria could not severe 

from the colonial ideologies which remained primarily ‘male-centric, ‘gender-neutral’, 

and at worst ‘gender-blind’ (Aina, 2013).  Manya, 2000 (in Morley, 2003:10) 

observed that ‘the development and purpose of European universities was used as a 

model for those in Africa. African universities were established to nurture the African 

male elites who, even though they were, de facto, conceived as subordinate to 

European rulers, could relate well with the concerns of European colonial masters 

whose social structure of power was essentially patriarchal’. With a Euro-centric 

patriarchal tradition set at the inception of higher education in Africa, university 

education has generally favoured the male population.  Aina (2013) stated that 

these Euro-centric values, in conjunction with African cultural factors, culminated 

into gender insensitive policies in the continent, which then persistently led to 

gender imbalance in higher education. 

More importantly, the concepts of femininity and masculinity continue to shape 

higher education in Africa (Aina, 2013). Femininity and Masculinity focus on the 

extent to which a society stresses achievement or nurture. Masculinity is seen to be 

the trait which emphasizes ambition, acquisition of wealth, and differentiated gender 
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roles. Femininity is seen to be the trait which stresses caring and nurturing 

behaviours, sexuality equality, and environmental awareness among others.  

Femininity and masculinity are not innate but are based upon social and cultural 

conditions, often heightened under patriarchal arrangements.  Significantly, at the 

heart of patriarchy is the issue of control, whereby men claimed the right to 

women’s labour, resources and bodies within the domestic context. Patriarchy 

provides material advantages to males while simultaneously placing severe 

constraints on the roles and activities of females. Within the Nigerian, context, like 

many other patriarchal societies, there are clearly defined gender roles with various 

taboos invoked to ensure compliance. Patriarchy within the Nigerian societies thus 

facilitated inequalities in prestige, power and access to resources between men and 

women. 

The tertiary level of the Nigerian education sector, in particular, the universities, being 

a part of society is also influenced by the existing gender categories and stereotypes 

of the society. The patriarchal arrangements within the Nigerian society makes it easy 

to identify university education with the male.  In most cases, many of the choices 

students make are guided by gender stereotypes, including the choices of subjects, 

and choice of jobs after graduation. The students who do not stick to the typical male 

or female behaviour are likely to face unequal treatment and discrimination, both in 

the classrooms and/or at the ‘shop floor’ (Aina, 2013).  

Generally, the factors associated with gender inequalities can be categorized into 

socio-economic, socio-cultural, socio-political and institutional; or otherwise classified 

as supply and demand factors. The supply factors relate to government policies on 

education; school administration and other institutional factors; school infrastructures; 

pedagogical issues; and the general environment of learning.    Aina and Olayode 

(2008) found that Nigeria’s educational system is characterized with gross under-

funding; scarcity of educational equipment and supplies; overcrowded classrooms; 

inadequate library and laboratory facilities; poor student housing units; and violence 

arising from the activities of cultist students’ organisations.  Directly or indirectly, 

these contribute to the deepening of gender disparities in tertiary institutions, as more 

girls drop out of school because of fear of violence and/or sexual harassments.  

 

The government’s generally low investment in gender education has also been taken 

as an important reason for the persistence in gender gaps in university education in 

Nigeria (Aina and Olayode, 2008).  In a ‘Gender Budgeting in the Education Sector’ 

study, Aina and Olayode (2008) examined budgetary allocations (2004 – 2007) to 

gender issues, as a percentage of total capital allocation to the education sector, 

both at the federal and state levels (see Figure 4 and Appendix 1).  Appendix 1 

presents the budget allocation figures for both the federal and the state levels, and 

the amount allocated to Gender Priorities respectively (with the Gender Priorities 

(GP) seen as a percentage of CB (Capital Budget) indicated. For the year 2004, both 
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at the Federal and the State levels, respective allocations to GP as a percentage of 

CB never exceeded 4%, while in 2005, it never exceeded 5%, except for Ebonyi 

state (22.98%)2.  In the year 2006, at the federal level, and 3 other states (Lagos, 

Calabar, and Ebonyi) dropped, while Kaduna state maintained the momentum 

(8.24%).  While there was a slight pick up at the federal (1.57%) and Cross River 

State (1.18%), both Ebonyi and Kaduna State lost the steam compared to 2005 

allocations. It is also important to note that only Ebonyi state recorded percentage 

over 10% (maximum for Ebonyi being 22.98%), while no other State (including the 

Federal), recorded up to 9% of its allocations on Gender Priorities.  The Ebonyi 

figures are somehow doubtful, because there is in fact not much to show for this 

claim in terms of evidences on ground.  Ebonyi State is still very rural, while the 

state lags behind other states in terms of infrastructural development, including 

quality of its schools and other infrastructural support for the education sector in the 

state.  Importantly, the data presented here is indicative of the low priorities 

accorded to gender concerns in capital allocation to the education sector at both the 

federal and state levels.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                           
2
 The percentage recorded for Ebonyi might in reality be much less as the budget figures 

supplied the project are queried. 
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Figure 3: Gender Priorities as Percentage of Total Capital Budget 

in the Education Sector (2004 – 2007) 

 
Source: Olayode and Aina, 2008 

 

In the same study, Aina and Olayode (2008) found that government allocations to 

gender-focused programs/projects at both the federal and the state levels for the 

period 2004 – 2007 show that at the Federal level, the major gender priorities 

projects in the education sector were anchored under the Millennium Development 

Goals (MDGs) Projects funded directly from debt relief gains. Apart from these 

special MDGs projects, the overall capital allocation to education paid negligible 

attention to gender issues. The situation at the state level is worse off, as there were 

no provisions for gender-related projects in the capital allocation to the education 

sector in 3 out of the 4 states surveyed (i.e. Cross-River, Kaduna and Lagos states) 

in their respective budgets between 2005 and 2007. However, in Ebonyi state, 

provisions were made for Nomadic education in the capital allocation for the 

education sector as well as women education.  

 

Other factors often noted as being responsible for gender disparity in university 

education are associated with institutional and environmental factors, including the 

gender unfriendly teaching and learning environment; gender based violence within 

the university system – in particular sexual harassments, and insensitivity to gender 

issues leading to high drop-out rates for females and/or low academic performance. 

 

  

FED CRS EBONYI KAD LAGOS 

2004 0 3.51 1.13 0.73 1.61 

2005 2.08 2.36 22.98 4.53 0.61 

2006 0.35 0.01 19.22 8.24 1.07 

2007 1.57 1.18 10.3 6.19 0 

2004 

2005 

2006 

2007 
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4.  POLICY REFORMS AND INTERVENTIONS FOR GENDER EQUITY IN 

THE NIGERIAN UNIVERSITY SYSTEM 

From 1986, there have been numerous educational policies to bridge the gender 

gaps in education by the Nigerian government, including the Blueprint on Women’s 

education (1986); establishment of the National Commission for Mass literacy and 

non-formal education (1991); Strategy for Acceleration of Girls’ Education in Nigeria 

(2003); the Universal Basic Education Act (2004) and the National Gender Policy 

(2006) (see Table 1).  The Child Rights Act of 2003 highlights the rights of a child 

to protection, development and survival, in particular the right to functional 

education.  Ironically, 13 of the 36 states in the country are yet to accede to this 

Act because of certain clauses in the Act adjudged to be contradictory to either 

certain people’s religious belief and/or cultural ethics – amongst which is the issue 

of the age at marriage which is being contested against the official 18years age 

taken as official age for the onset of adulthood.   

 

While there have been consistent closing of gender gaps in enrolment in schools, 

the enrolment of girls is still much lower than that of boys and Nigeria still has the 

largest numbers of children out of schools in the whole world with girls making up 

more than 50%. Completion of secondary schools is also a major challenge for 

girls. Though specific attempts have been made at the levels of policy and 

programmes to redress gender imbalance at the lower levels of the educational 

system (primary/secondary schools); very few of such attempts have been made at 

the tertiary level. 

 

As a signatory to most of the international treaties and conventions, including 

Convention for the Elimination of all forms of Discrimination Against Women 

(CEDAW) in 1985, Nigeria is currently faced with the challenges of reforming its 

institutional systems (including educational institutions), and ensuring that they are 

guided and administered with equity principles.  Major leap in government policies 

on gender is the creation of the Ministries of Women’s Affairs both at the Federal 

and the State levels, the creation of gender desks/units in almost all other 

ministries – Federal/State/Local Government, the formulation of the National Policy 

on Women (2000), reviewed and upgraded to the National Gender Policy (2006). 

Nigeria continues to show commitment to many of the global initiatives on the 

status of women in society, while institutions are responding to this demand by 

mainstreaming gender into their strategic thinking and planning. Also, the African 

Gender Policy (2009) sets the guidelines for promoting gender issues in all aspects 

of national life. In many respects, the African Union (AU) approach to the 

advancement of women’s rights and gender equality has been informed by the UN 

frameworks and specific needs of the continent, in particular:  
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 The 1948 United Nations Charter and the Universal Declaration on Human 

Rights sets the tune for gender equality and women empowerment around 

the world; 

 In 1974, UN declared an International Year of Women, which was globally 

celebrated by women and ended in Mexico City, Mexico (1975). 

 The First World Conference on Women (FWCW) held in Mexico City, Mexico 

(1975), followed by the Second World Conference on Women (SWCW) held in 

Copenhagen, Denmark (1980), then the Third World Conference on Women 

(TWCW) held in Nairobi, Kenya (1985) and lastly, the Fourth World 

Conference on Women held in Beijing, China in 1995 – all championed the 

course of gender equality and social justice principles around the world; 

 The UN General Assembly landmark Convention for the Elimination of all 

forms of Discrimination Against Women (CEDAW) adopted in 1979, to which 

all African States are signatories. 

 The creation of UNIFEM now called UN Women allowed institutional 

recognition to the need for a focused approach to women’s empowerment at 

global and local levels. 

 The United Nations (UN) World Conference on Human Rights in Vienna in 

1993. 

 The International Conference on Population and Development in Cairo – ICPD 

(1994). 

 Through Agenda 21, Women’s role was stressed in the Rio commitment which 

centrally placed women’s contribution in environment management.  

 UN Millennium Development Goals in particular MDG3 on Gender Equality and 

women empowerment 

 African Union Gender Policy (2009) which takes into account the AU Policy on 

Migration, the AU Nutrition Strategy, the African Position on the family, the 

African Social Policy Framework, the Maputo Plan of Action on Sexual and 

Reproductive Health, the African Youth Charter, the outcome of the African 

Development Forum on Gender , Empowerment and ending Violence Against 

Women, the Comprehensive Africa Agricultural Programme (CAADP) and 

other key AU Decisions, Declarations and  instruments having a bearing on 

the advancement of women and gender equality. 

 

Many of the existing policies are not directly geared at gender issues within the 

Nigerian tertiary institutions. Though gender is broadly taken as a development 

issue, gender indicators are yet to guide governance and university 

administration; teaching; and practical/theoretical methods of conducting 

gender-sensitive research as part of the pedagogy in institutions of higher 



19 
 

learning.  Language used in official documents and in the classrooms is still 

sexist, while the mode of pedagogy and knowledge transmission is less 

empowering for women.  According to AAU (2006), gender discrimination 

continues to erode the effectiveness of higher education in fostering 

development in Africa.  
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Table 5: Specific Gender Focused Policies and Programmes in Nigeria 

S/N GENDER FOCUSED EDUCATION POLICIES Year 

 

Federal Level 

1 Blueprint on Women’s Education 1986 

2 Nomadic Education Programme 1986 

3 National Commission for Mass Literacy and Non-Formal Education 1991 

4 Family Support Basic Education Programme 1994 

5 Universal Basic Education 1999 

6 National Policy on Women 2000 

7 Education for All-Fast Tract Initiative 2002 

8 Strategy for Acceleration of Girls’ Education in Nigeria 2003 

9 Child Rights Act (2003) – 13 of the 36 Nigerian States are yet to 

accede to the Act 

2003 

9 National Economic Empowerment and Development Strategy 

(NEEDS) 

2004 

10 Universal Basic Education Act 2005 

11 National Gender Policy 2006 

12 National Policy on Gender in Basic Education 2007 

13 National Child Policy and Its Strategic Plan of Action 2007/2008 

14 The Girl Child Education Initiative in Northern States – 

FGN/UNICEF 

2008 

15 The 10-Year education Plan (2006 – 2015) – targets gender 

budgeting and ensures expenditure framework for closing gender 

gaps in the education sector 

 

STATE LEVEL 

1 Laws prohibiting the withdrawals of girls from school in the 

following states: Gombe, Bauchi, Niger, Bornu and Kano 

 

2 Rivers State Schools Rights Law No.2 2005 

3 Special Scholarship Schemes for females to study medicine in 

Gombe State 

2005 
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5.  WHAT UNIVERSITY EDUCATION HAS ACHIEVED FOR THE NIGERIAN 

WOMEN 

Importantly, investment in women education now is one of the best ways of 

ensuring that future generations will be educated. The slogan goes thus: “educate a 

woman, educate a whole nation.” This is exemplified in the work of Morrison et al 

(2007) which provides a graphic demonstration of how women’s education can be 

used as a powerful tool to bring about positive change in the life of a family, and the 

community at large.  Women’s education helps to reduce poverty, as educated 

women are provided with better bargaining powers in the market place, implying 

more earnings for the family, as well as improved well- being for the children 

(including children’s access to education). This is further explained in the framework 

presented in Figure 4. Women’s education impacts positively both on the present 

and future generations, while providing an axis for overall economic growth and 

development. 

Women’s educational level, has produced significantly greater impacts on several 

health related outcomes, including mortality rates for children under five years of 

age, adult female and male mortality, adult female and male life expectancy at birth, 

and total fertility rates (WHO, 1999). Presumably, educated women understand 

basic health, nutrition, and their reproductive rights, including rights over their 

reproductive roles (e.g. decision on the number of children to have, and when to 

have them become a dialogue between her and her husband, with decisions often 

taken with consensus). Healthy and empowered women are an important social 

capital because they are the primary care givers in most communities, and 

investment in women results in greater benefits to their children and families. 

According to the Human Capital theory, there are positive correlations between 

female educational attainments and capacity to make informed decisions about 

various aspects of life including health, marriage, and reproduction. Being educated 

empowers people to advance their interests and resist exploitation, and much more 

so with higher education, such as a university degree. 

Today, educated Nigerian women are making strides in various professions, 

including non-traditional female professions such as engineering, aviation industry, 

extractive industry, architecture, computer science amongst others. More Nigerian 

women are also moving into the Board rooms, taking vital business decisions along-

side their male counterparts because of their educational credentials.  Expectedly, 

this number will continue to increase with the high wave of women now yearning for 

university education. 

Current changes in the economy, social structures and household composition are 

seen as resulting in ‘crises of masculinity’ in most of the Third World countries, 

including African countries.  The ‘breadwinner’ logic, and men as providers to the 

family, is now increasingly being challenged by low educational attainment of boys; 

high rate unemployment among youths; a higher share of female-headed households; 
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and increased entry of women into the labour force.  The current economic realities 

make investment in the ‘girl child’ education more of a right, than a privilege.  

According to Fapohunda (2011), the potential contribution of educated and trained 

women to labour force and the importance of their education in the improvement of 

family welfare and planning are factors still under-estimated in national development. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



23 
 

Figure 4:  

The Gender Empowerment-Growth-Poverty Reduction Cycle 

 

  

 

   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Adapted from Morrison et al (2007: 2) 
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6. CURRENT GENDER CHALLENGES AND EMERGING ISSUES IN THE 

NIGERIAN UNIVERSITY SYSTEM 

6.1. Leadership and governance 

Globally, although an increasing number of women have entered academics, yet 

they are few in higher ranks. Female Deans and Professors are a minority group and 

women Vice-Chancellors are rare. Results of a follow-up survey conducted in 2000 

by Association of Commonwealth Universities show that women remain 

disproportionately represented within instructors, lecturers and unranked positions 

(Singh, 2008). Also, women remain significantly underrepresented in research 

institutions which are in contrast to representation at primary and secondary 

schools. Sutherland (2008) also submitted that women face serious challenges in 

gaining access to critical resources and bargaining power because of their poor 

access to education. 

 

Gender disparity in the education sector is registered as a global phenomenon. In 

the West, Bush (2006) stressed that women are greatly underrepresented in senior 

positions in education as in many other occupations. He stated that men dominated 

numerically in senior positions in all phases of education with the exception of 

nursery and infant schools. In India, Singh (1993) cited by Dines (2008) observed 

that “women Deans are a minority group and women Vice-Chancellors are still a 

rarity”. Earlier, Dines (1990) reported that men outnumber women at about five to 

one at middle management level and at about twenty to one ratio at Senior 

Management level. He also noted that women are more in academic positions than 

in management positions. The study further revealed that the poor representation of 

female Professors and female Chief Lecturers at Professorial level result to poor 

representation at the management cadre. This might be because of the challenges 

that women usually face. Even at times when women are qualified and available, the 

institutions are unwilling to take the risk of appointing women to top management 

positions because of women’s multiple roles or dual career conflict between their 

professional obligations and home/family responsibilities.  

 

Mensah, Biney and Ashang (2009) affirmed that employment pattern in Africa still 

favours men more than women. Ajayi, Goma and Johnson (1996) found that the 

percentage of women in tertiary institutions in Sub-Sahara Africa is only 25% of the 

total enrolment and this is much lower than the secondary level and the latter is 

much lower than the primary level.  Duyilemi (2007) also noted that the percentage 

of females in the academic sector is still very low and that in tertiary institutions 

most females are in junior cadre of administration. 

 

The few number of women in academic positions, and in particular in top 

management level has serious implications for younger women who aspire to enter 

the higher educational stream.  This implies that women in academics compared 

with their male counterparts are not likely to have adequate number of mentors and 
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role models to either look-up to and/or for personal mentorship and guidance.  

Worst still, the cultural environment frowns at men mentoring women as this could 

be misinterpreted on sexual lines.  Another implication is the possibility for male 

administrators and those in the management cadre to use male perspective in 

making decisions on recruitments, promotion, and training of staff with attendant 

implications on the number of women who are given opportunity to enter the 

university system. 

 

6.2. Institutional issues - Gender insensitive learning and living 

environment 

AAU (2006) noted that in most African institutions of higher education, gender issues 

are regarded with fear and trepidation. In many cases, gender issues are not only 

regarded as Eurocentric, but strange to African essence and cultural values and 

ethics. Thus, gender issues within the university institutions are rarely addressed 

because men, who are usually at the top management positions often fail to 

recognize these as worthy of attention.  For example, until recently, there are no 

clear policies guiding the treatment of gender issues in most Nigerian universities.3 

More importantly, many of the following gender issues are yet to be addressed 

within the Nigerian University system: 

 Affirmative action on admissions to ensure that the current gender gap in 

enrolment figures is bridged; 

 Adequate accommodation and facilities for nursing mothers both for 

undergraduate and postgraduate females; 

 Reduction of gender gaps in staff recruitments, especially for the academic 

staff cadre; 

 Engendering of the living and learning environment e.g. it is a popular 

knowledge that most Nigerian universities are poor in the provision of toilet 

facilities (thereby threatening women’s basic hygiene needs).  The university 

curricula; learning materials; and mode of teaching may need to be 

engendered to make university education more appealing to women.  

Currently, pedagogical tools tend to be male-centric, and often instructional 

materials and teaching methodologies do not take into cognizance differences 

between men and women in their mode of learning, assimilation, and 

interactions with instructional materials.  

 In many cases, campuses are not well lit, thereby making it dangerous for 

female students to study outside their hostels at night. 

                                                           
3
 Recently, few Nigerian universities have adopted university-based ‘Gender Policy’ through 

the support of the Carnegie Corporation of New York (these universities include OAU Ife; 

and University of Jos).  It is however sad to note that some of these policy guidelines are 

mere paper tigers, as many of their contents are yet to be implemented. 
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 Female students (more than their male counterparts) are likely to be 

patronized or intimidated by sexual exchanges from lecturers and/or other 

students etc. 

 Inadequate of basic infrastructures (e.g. lecture halls and laboratories) is 

likely to impact on women more than their male counterparts e.g. pregnant 

women may find it more tedious to run from one lecture hall to the other to 

take a space during lecture hours. 

 Incessant strike actions by the university staff may have more implications on 

the female students compared to their male counterparts (e.g. some females 

may opt for marriage, and never come back to school thereby encouraging 

higher drop-out rate amongst women).  

 

A major flaw in higher education training in Africa, is the inability to focus on women’s 

experiences and women’s realities in analytical discourses of social life; and the under-

representation of women as objects of research, while research problems are still 

formulated from androcentric point of view (Wine, 1983; Aina, 2011). It is therefore 

important to question the epistemological basis of sexism and the system which 

reproduces gender inequalities in societies.  This will require retooling of 

methodological canons of scientific inquiry which presently remain predominantly 

male-centric.  .  

6.3. Gender Based Violence 

University environment being male-dominated often breeds male-tolerant cultures 

and environment which may tolerate and even condone gender violence and sexual 

harassment (AAU, 2006). Hence, it is well documented that the university 

environment encourages cases of gender based violence and sexual harassments as 

men use their authority (either as a university manager and/or as a teacher) to 

demand for transactional sex with their subordinates (usually female students and/or 

female junior staff irrespective of whether or not they are married).  Sexual 

harassment and gender violence may therefore render institutions of higher learning 

less attractive to women either as students and/or as workers (AAU, 2006).  Poverty 

may also lure poor female students to transactional sex, thereby heightening the 

incidences of ‘sugar daddy syndrome’4.  All of these further expose university girls 

from very poor homes to transactional sex, which could expose them to such health 

hazards as HIV/AIDS, thereby making university campuses haven of sexually 

transmitted infections (STIs). 

 

According to AAU (2006), the authoritarian governance by senior male 

administrators and managers may heighten gender violence, and hostility to women 

in African universities.  Reportedly, in Dare es Salaam for example, it took the 

                                                           
4
 A case whereby married rich men trade sex on the university campuses with young girls, of 

their own daughters’ age. 
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suicide of a female student to galvanize the institution into interrogating its gender 

climate (1990); while in the University of Zimbabwe, the violent beating up of a 

woman visitor forced the University to face up to the high level of violence and 

insecurity on the campus which made it unsafe for women students to go to the 

library in the evening. 

 

6.4. High cost of university education 

The events leading to the structural adjustment policies in the mid-1980s that 

stagnated the Nigerian economy led to reduction of state subsidies to higher 

education and greater efforts towards cost-recovery.  According to AAU (2006), such 

measures reduced access to higher learning for the poor and increased the 

inequalities by class, gender and ethnicity among other factors. The growth of 

private institutions in higher education also facilitates the exclusion of poorer 

students, in particular women. High cost of university education has also been linked 

with why a number of youths (especially girls) could not attend tertiary institutions 

(AAU, 2006). Worst still, the policies for granting aid and supporting students to 

succeed in their studies have little or no sophistication and do not differentiate 

between poor and non-poor students, nor based on gender indicators.  According to 

AAU (2006), developing pro-poor indicators that are gender sensitive is one of the 

steps necessary for developing a sustainable, equitable and just system of higher 

education. 

 

6.5. Gender Disaggregated Data 

 A common problem hindering effective planning and development in the tertiary 

institutions is the absence of gender disaggregated data, covering such areas as 

enrolment; retention; drop-outs; performance; sexual harassments; social and 

economic background of students; accommodation; staff recruitment; promotion; 

training of staff among others.   Without appropriate gender statistics, it becomes 

difficult to identify and ameliorate gender based problems in the universities. 

 

 

7.  PROSPECTS FOR POSITIVE CHANGE AND SOME STRATEGIC 

RECOMMENDATIONS 

7.1. Prospects for Change through a Gender Mainstreaming Model 

To bridge gender gaps and to engender the Nigerian university system, the gender 

mainstreaming model must be embraced as a tool for institutional and social 

transformation within the university system. Mainstreaming gender into 

organizations and institutions relies on a number of strategies which could be at 

both the systemic and the individual (personal) levels. While the institution could 

invest in its structural transformation to support gender equity standards, the 

individuals within it must be ready to change traditional value orientations which 

supported gender inequities.  Even, where there is a general resistance to gender 

equality standards, changes in policy frameworks would make gender equality 
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standards binding on all and sundry.  The university system itself must evolve a new 

institutional climate and culture, especially those which embrace flexibility rather 

than rigidity; cooperation and not competition; innovation as against mere system 

maintenance; and inclusiveness rather than exclusionary administrative principles. 

  

Four frameworks were proposed for the promotion of gender equity in organizations 

(see Kolb et al., 1998): i. Equipping the woman – a framework which assumed 

that the biological difference between men and women in organizations is 

responsible for women’s lack of requisite training and skills to compete in the 

workplace; ii. Creating equal opportunity – a framework which assumed 

structural barriers between men and women in the workplace due to their biological 

difference, including sex segregation of occupation, and the workplace, perpetuated 

through methods of hiring, evaluation, promotion processes etc. which tend to 

create glass ceiling against women.  Intervention in this regard is often based on 

improving the situation of the individual worker (females) through access to 

opportunities and training; iii. Value difference – this framework focused on 

socialized differences between men and women, exacerbated in masculine and 

feminine roles and functions.  Unlike frames 1 and 2, these gender differences are to 

be celebrated rather than deplored; and iv. Re-vision work culture – a framework 

which is focused on the underlying systemic factors in organizations that reinforce 

workplace inequity.  In this respect, gender difference is not seen so much in terms 

of biological differences, but rather, as a social construct which rules the life of the 

organization. The framework is premised on the fact that organizational systems – 

work practices, structures, norms, and values etc – tend to reflect masculine 

experiences, which tend to undermine non-work roles and other responsibilities in 

the private sphere of life that may compete with work roles and responsibilities.  For 

men and women to be relevant in modern organizations, there is the need to revise 

social frameworks, which, for long, treated women as ‘outsiders’ within 

organizations.  

The gender mainstreaming model tailors change not in a linear fashion, rather 

change is seen as curvilinear and holistic. Here, emphasis is placed on the need for 

change and for adaptation by both men and women, and the creation of more 

opportunities for men and women in the workplace in a manner that is enriching, 

and challenging.  To fulfil the dual agenda of this organizational transformation, the 

university institutional frameworks must adapt to gender equity principles which in 

return re-positions the university to perform effectively and efficiently.  

 

The strategic approach is to institutionalize gender within the existing academic and 

administrative structures of the university, with clear roles and responsibilities given 

to all the ‘power points’ within the sub-systems of the university.  Alongside this, is 

the attempt at defining the legal framework which would ensure the sustainability of 

a gendered-system.  A major effort in this respect is the development of a Gender 
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Equity Policy for the university, and creating an enabling environment for the 

process to thrive.  

 

The mainstreaming objectives include but not limited to – 

 Promoting a gender-friendly, inclusive and secure teaching and learning 

environment; 

 Bridging gender gaps in students admissions; enrolments; and performance; 

 Bridging gender gaps in staff recruitment; promotion; and training; 

 Engendering academic curricula; 

 Promoting increased participation of women in decision-making at all levels; 

 Improved welfare for women with specific needs e.g. nursing mothers 

 Integrating gender perspectives in academic research and outreach 

programmes; 

 Making the learning environment safe and secured for both genders (zero 

tolerance to sexual harassment) 

 Promoting the use of gender sensitive language in all forms of 

communication. 

 Engendering university budget.  

 Using affirmative action where appropriate, especially in cases of admissions; 

and appointments to management positions in the university. 

 

7.2. Recommendations 

Bringing about a systemic change within the Nigerian university system to achieve 

gender equality and women empowerment would require the cooperation of all 

stakeholders – including the government; the university management; staff and 

students; and the society at large. 

 

a. Societal level 

It is important for the society to change its traditional views of gender role relations, 

and in particular, the negative perception of the position of women in the society.  

This would require community level interventions and advocacy.  The university 

system has a role to play in this process.  It is therefore recommended that the 

university should be more engaged with community intervention studies and 

advocacies. 

 

b. Staff and Students 

Individual staff and students (especially the females) should remain competitive by 

investing in their human capital. In particular, it is important to take cognizance of 

the following - 

• Need to put more emphasis on gender sensitive research. 

• Both female staff and students should show more interest in elective 

positions;  
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• Women must learn to support other women, especially those seeking elective 

positions; 

• Improved networks and mentorship amongst female staff and students 

 

c. University Management 

• Support the system-wide engendering process in the university; 

• Invest more in the human capital of female staff and students; and encourage 

more women to take on more leadership positions. 

• Support gender research and training  

• Engender university curricula as appropriate 

• Maintain zero tolerance to sexual harassments and related behaviors. 

• Support a system which uses gender statistics for policy and planning 

• Provide enabling environment for women in non-traditional women disciplines 

e.g. science and technology 

• Embrace a family-friendly work environment e.g. provision of crèches and 

flexible work hours for nursing mothers.  

 

d. Government  

• Implement the 35% Affirmative Action as contained in the National Gender 

Policy to reduce gender gaps in students’ admissions; and staff recruitments; 

• Provide financial support for gender mainstreaming in the university system 

• Provide financial support for gender education (new curricula in gender field) 

• More funds to sustain safe and secured university environment to combat 

gender based violence; 

• Promote gender equality and women empowerment as a core value. 

• Re-invest in women education at all levels using a variety of methods to 

improve women’s access to education e.g. distance learning and other ICT 

aided educational training. 

 

7.3. Conclusions 

Today, gender equity in development process and planning has become an essential 

ingredient for achieving sustainable development, and for bringing about good 

governance and democratic ideals in nation states.  A major challenge in this process 

is how best to mainstreaming gender into governance and institutions, and even 

corporate bodies. For the academy, mainstreaming gender might be challenging to 

the basic assumptions of the existing methodologies, and therefore alter them 

fundamentally.  A major challenge in the gender mainstreaming process is choosing 

between an integrationist strategy (i.e. addressing gender issues within existing 

development strategies and priorities), and/or an agenda setting strategy (i.e. 

transforming the existing development agenda with a gender perspective. 

 

Many of the strategies pursued is the gender mainstreaming process are 

integrationist in nature, without drastically changing the existing structural modes.  
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Today, the challenge for the gender question is the failure to focus on women’s 

issues in a way that could fundamentally change the structure and functions of 

existing institutional framework.  Presently, gender perspective presents a new 

vision of development especially that which sees both men and women as co-

partners in development.  Institutionalisation of gender concerns must be premised 

on the fact that men and women play different roles, and have different access to 

and control over resources in society, and thereby have different needs.  The gender 

institutionalisation process therefore, must incorporate this rationale into problem 

diagnosis, consultation, organisational development, and strategies for policy 

planning and intervention at different levels of development.  It is then that we can 

base planning and policy on the realities of women and men’s lives which are often 

left out of traditional development policy and planning strategies. Without embracing 

gender equity in all the spheres of human development, achieving sustainable 

development may be nothing but a fiat. Concerted efforts must be made to 

transform institutions such that the values of maintaining a gender responsive 

society should be nurtured in homes, schools, and in the workplace.  University, as a 

citadel of knowledge, has a primary role to play in engendering society, and in 

changing gender stereotypes that continue to hinder the full use of women’s 

potentials in nation building. 
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APPENDIX 1 

 

Total Capital Budget Allocations And Allocations To Gender Priorities At Both Federal And State Levels: 2004 – 

2007 

 

 

Educatio

n sector 

2004 Budget Figures 2005 Budget Figures 2006 Budget Figures 2007 Budget Figures 

 

Capital 

Budget 

Allocation 

(CB) 

Allocation 

to Gender 

Priorities 

(GP) 

GP as 

% of 

CB 

CB GP GP as 

% of 

CB  

CB GP GP as 

% of 

CB  

CB GP GP as 

% of 

CB  

Federal 21,615,000,0

00 

 

NA NC 21,513,579,360 450,661,391 2.08 37,394,291,30

4 

13,124,00

0 

0.35 47,253,779,52

1 

745,481,026 1.57 

Cross 

Rivers 

3,074,345,16

0 

 

108,000,00

0 

3.51 3,250,726,206.

96 

77,000,000 2.36 3,961,540,660 75,000,00

0 

0.01 6,755,460,450 80,000,000 1.18 

Ebonyi 26,446,083.7

0 

 

300,000 1.13 26,969,704.60 6,200,000 22.98 33,542,639.90 6,450,000 19.22 36,378,492.60 3,750,000 10.30 

Kaduna 2,157,089,71

0 

 

15,868,000 0.73 2,515,067,650 113,990,000 4.53 495,000,000 6,000,052 8.24 7,986,882,445 495,000,000 6.19 

Lagos 1,239,630,00

0 

 

20,000,000 1.61 3,250,892,000 20,000,000 0.61 6,366,820,000 8,313,000 1.07 6,062,820,000 NA NC 

 

Source – Aina and Olayode, 2008                                                                                                                                                    KEY: NA = NOT AVAILABLE; NC = 

NOT CALCULATED 

 

 


