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Abstract

From antiquity, the history of man has been charasd by discrimination, which includes gender atithic
discrimination. In Nigeria, several attempts hawerb made to eliminate these discriminations, holitsi
prevalence is still widely seen. This study invgstéd demographic characteristics, discriminatiowak and
performance among civil servants in Nigeria.

The study used the correlational survey researstydend a simple random sampling technique. OgteStas
selected at randomly from the 36 states in Nigarid a Local Government Area was selected randofig.
local government selected was Akinyele Local Gorent Area. Also, a sample size of 100 respondeats w
selected for the study and the questionnaire wasd ts obtain information from them. The Binary Lsigi
regression and regression analysis was used tgsanddta obtained from the field.

Result showed that civil servants who have secgndend tertiary education were significant (p<0.05),
individuals who work in the educational departmehthe civil service are often discrimination (p&b), the
level of experience was significant for not disdnation (p<0.05), and individuals who are Hausa &wned
among the Yoruba also receive discrimination atkw@<0.05) as compared to those from other partthef
nation. Other variables were not significant (p®&).dndividuals who are married are not performimgll at
work (p<0.05). In addition, there was a negati\gngicant relationship between respondents diseration at
work and their performance at work (p= 0.05).

In conclusion, gender discrimination in Nigeria da®t exist again nevertheless, ethnic discrimomais still
prevalent in the nation. The governments at akklewhould endeavour to provide and put in placessary
policy to intervene in this national menace of disination. It is then sustainable national devetemt can be
achieved as every individual irrespective of whaye are from and where you live will receive equmehtment.

Keywords. Gender Discrimination; Ethnic Discrimination; VkdPerformance; Civil Servants in Nigeria

Background to the Study

From antiquity, the history of man has been charatd by discrimination, which includes gender atithic
discrimination (Charles and lkenna, 2009). Discniation is the prejudicial or distinguishing treatrhef an
individual or group of individuals based on memb@gor perceived membership status, however, iertain
group or category.

The discrimination against minority and indigenatisnic groups exists in Nigeria (Movement for the\8/al

of the Ogoni People, 2005). There are attemptsssaralate other ethnic groups into the mainstreaajonty
ethnic group in each of the regions. There are elsdence of gender and ethnic discrimination atkwaace.
The European Commission through the GendeRaceqr$612), clearly stated that, women are morenofte
subject to harassment within the work place andhigir neighbourhood, whereas men most commonly
experience discrimination in places of recreation deisure. Majority of those who experience migtip
discriminations seem more aware of ethnic than gedicrimination.

Gender and ethnic discrimination refer to beliefsl attitudes in relation to the gender and ethrficao
person/people or group of people, such beliefsaiiides are of a social nature and do not, ndymedrry any
legal consequences. Gender/ethnic discriminationacise in different contexts. For instance an eygs may
be discriminated against by being asked discriroityagiuestions during a job interview, or by an emgpt not
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hiring or promoting, unequally paying, or wrongfullerminating, an employee based on her (or hisidge
and/or ethnic. In an educational setting there &dnd claims that a student was excluded from amcaitunal
institution, program, opportunity, loan, studemgp, or scholarship because of her (or his) geadéfor ethnic.
In some setting there could be claims that a pensas refused negotiations on seeking a house, job,
contracting/leasing a house or getting a loan basetis or her gender/ethnic. Another setting whbere is
usually gender and ethnic discrimination is wher @nrefused to extend his or her credit, refuggat@val of
credit/loan process, and if there is a burden efjual loan terms based on one’s gender/ethnic.

Unfair discrimination usually follows the genderdaethnic stereotyping held by a society (Raymora)3).
The United Nations had concluded that women oftgegence a "glass ceiling” and that there areauieties
in which women enjoy the same opportunities as if@mthia, 1995). The term "glass ceiling" is used t
describe a perceived barrier to advancement in@mmnt (perhaps also in workplace) based on digcaition,
especially gender and ethnic discrimination (Kehraatd Joe, 2004).

Nigerian is a multi-ethnic nationalities consistiofmulti-ethnic groups (Babangida, 2000). Althougfrere is
no consensus over the actual number of ethnic graupNigeria. According to Babangida (2000), théuat
numbers of ethnic group in Nigeria ranges from 28tnic groups to about 400 ethnic groups. This vewe
poses a heterogeneous problem in the Nigeria ethrdibis also possesses major problem on gender
discrimination. These are now very being very obsiin the Nigerian societies and communities inclgdat
various work places.

Many people might at some time have experienceitlat®n in which they have found themselves exetlid
harassed or treated differently from other perswitbout justification in their work places or ather places
within their community or nation, only because feéit biological, physiological or personal charaistécs, their
origin or language, their abilities, manifestatiosfsbelief or preferences (Oudhof, 2007). The riskssuch
experiences are however not randomly distributedranihe population (Olli & Olsen, 2006). In evepcety
specific individual and groups can be distinguishéueb experience such discrimination very often. #otims
of discrimination, the experience appears to halege impact on their personal lives especiallwatk place
(Van den Berg & Evers, 2006).

Yahaya (1992) noted that since Nigeria attainedepetidence in 1960, successive governments have
consistently pursued an employment policy which saiat full employment and reduce all forms of
discrimination. It also provides maximum opportyrfitr workers to use their skills and endowmenta job for
which they are suited, irrespective of gendergrefi, ethnic group, political opinion or social giri (Fatileet
al., 2010). Robert (2004) observed that, after dexaitece Nigeria became an independent nation-dtetes
has not been doubt about the opportunities thag¢ haen made available to women and minority graupse
civil service, thereby reducing gender and ethngcrimination. However, prejudice continued to éxisat
limits women and other minority groups from enjayittuly equal opportunities in the Nigeria publiengce.
Furthermore, women in Nigeria have virtually nonfiad power in the national and civil service. Despafforts
put in place at different levels, be it constitnéd and otherwise, to take care of the marginatmaaind
discrimination against women and other minorityup®, discrimination is still maintained to a largetent
(Otite, 2005). To this end, this study investigageshder and ethnic discrimination at work place mgniNigeria
Civil Servant.

Research Questions
i. What are the demographic Characteristics that a@gponsible for discrimination and non-
discrimination at work among civil servants in Niig&

ii. What are the demographic Characteristics thatespansible for performance and no-performance at
work among civil servants in Nigeria?

iii. Does Discrimination at work affect work performafce

Theoretical Review

The study of discrimination and equal opportunityNigeria is still in its infancy. Attention to thenpact of
gender and ethnicity on public institutions hasued largely on perceptions of discrimination, tioéion of
representative bureaucracy and equal opportunitidisies for the minorities and the less privile@obert,
2004). As observed by Olojede (2007), global aibenhas focused on women’s rights, International an
National Women Civil Societies have drawn worlceatton to the continued subordination of discrintimmin

all spheres of life. For example, the internatiosgtsitization and the adoption of global instrutrserch as the
1979 convention of the elimination of all formsdi§crimination has served the useful purpose oieation
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national government to the plight of the less peiye gender and ethnics and the contribution wthely can
make to the development of their societies esggcieithin their work place. This has served as arse of
motivation to various governments to enact affiim@tpolicies to enhancing the status of other gersoel
ethnic in public administration.

Equal employment opportunity and treatment accgrtiinBerkley & Rouse (2004) means that no persoulsh
be denied the opportunity for employment and favauuthe work place because of discrimination based
ethnic, colour, religion, gender, national origim, physical disability. According to World Bank @B) report,
when others are not offered equal opportunity exdivil service, there is the danger that somdsskila nation
may be wasted and in most cases destroyed. Thehdeaecruitment and promotion are based on mettiter
than on some particularistic criteria can contrbsignificantly to the levels of morale (motivatiamong staff)
and also could affect their performance. In mangietes, particularly in Nigeria, ethnicity and gien play a
fundamental role in the development process anfibymeances at the work place. Gender and ethnitigolis
described as an important dimension in public effgiervading the environment in which public adstmation
function in Nigeria (Adepoju, 1994).

Most often, the disadvantaged which include gerad®t ethnic disadvantaged may act as major actotisein
degradations in the efforts for transformation gss; whether in terms of their direct involvement the
economy or their more tempered role as catalystijtttor and regulator of economic activity. Aetlsame time
a growing concern with the representatives of gemaland ethnic disadvantaged groups in the pubtitos has
affected reform efforts that put stress and disoiggal the human resources management issues saapaxsty
building, participatory management styles, constanbvation, entrepreneurial initiative, teamwosltrategic
thinking and planning in the work places especiafithin the civil services (Robert, 2004).

While equal opportunity is essentially a passivacept, affirmative action is an active one. Affitima action
implements equal opportunity for minorities and vemmAffirmative action is defined as actions undken to
overcome barriers to equal employment opportunitied treatment and to remediate such effects of pas
discrimination (Berman et al., 2006). Nicholas (@D8ees affirmative action as a policy that argioesthe
hiring and promoting of members of disadvantagedigs on the grounds that jobs should be made operesd
many people as possible with equal treatment anasures. In addition, Rosenbloom and Goldman (1999),
define affirmative action as entailing the estdbtient of goals and time tables for the hiring, pstion, and/or
job training of members of certain minority growgrsd women. It could also be seen as the set ofgpblicies
and initiatives designed to help eliminate past prekent discrimination based on ethnicity, colaaligion,
gender, or national origin.

Previous Studies

According to Singer, (1999), social theories sushEgalitarianism claim that social equality shoplevail.
Propositions that divide individuals across lindsgender, ethnicity or religious affiliation riskrea being
translated into gaps in employment, earnings, &t@i(and Nekby, 2007). Gender and ethnic imbalance
permeates every facet of Nigerian society and sameeveral forms (Anaeme, 2012).

Gender awareness among Nigerian in different ethroap varies and this can be viewed from the aspiethe
major constraints women face in public/private #mdlitional positions: their overall work load atiee moral
pressures and negative attitudes of both men angiewotowards women in leadership (Stanley, 2012).
Onyeukwu (2004) outlined some of the gender diso@tory practices against women and female
children. Some of the common harmful traditionagtices against women in our communities includeafe
genital mutilation, child marriage, ritualistic vaiathood practices, nutritional taboos, cult prostitu, domestic
violence, discrimination at work places and seXueddom for husbands. Other discriminatory prasticelude
traditional land tenure systems and patterns ofritdmnce, lack of access to credit, family prefeeefor sons,
lack of participation in public decision-making,sdiimination in housing and employment, discrimimgat
legislation, and discriminatory religious practices well as rape, battery, trafficking in womenurder,
kidnapping, and induced prostitution.

Robert (2004) observes that women in the civil isenare characterized by limited and insecure eympént
opportunities and marked sub-standard wages, paok wonditions, unstable hours and disadvantageous
employment contracts. Women and some minoritieperdominantly employed in low wage jobs or extrigme
small scale venture which shunts them into segeelgatcupation and repetitious manual productiorspide the

fact that the majority of women who work in theitservice in Nigeria occupy junior position of pemwithin

the civil service, few women are however, handiegpby the lack of affordable childcare, escalatig of
spousal abandonment, an increasingly high costiafjland gender stereotyping. These conditions dermen

in the public services the requisite skills, tragniand capital to secure more lucrative and secemggloyment.
Women did sixty percent of the world’s work butea® one-tenth of its income (Isah, 2005). They dess
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than one percent of the land, have limited acaegsltication and financial resources and have tliegs, men in
decision affecting their future (Isah, 2005).

Olojede (2009) did a quantitative analysis of woniertop public administration in Nigeria. Her fimdjs
showed that men dominated key decision making $evrelFederal Civil Service between 1988 and 1991.
According to her, out of the total number of 4,24 managers in the federal civil service betwe@8a8land
1991, 3,763 or 88.6% were men while women numbé8&&dor 11.35%.

Olojede (2009) also argued that since men in Ndgddminate public decision making bodies, the aathal
ideology rests on the premises of separate spfarasen and women. While Amadi (1996) also found that
women are found in services, industries, which soesearchers think are an extension of domesti&,vaorch
as nursing, teaching, secretarial work, fashiorustiy and such related job, which rural women eadaig
mostly agricultural work and trading.

Amadi (1996) states that women tend to be engag#ukeilower paying jobs and is generally more mltwer
cadre. While about 55% of the workers in the Nigeerpublic service, GL-01-06 are women, only ab®at &f
the workers in the GL-01-06 are women. The maiseraadduced for this position of women is thatrthmber
of women who benefited from formal education iseyeily less than those of men (Fatile et al., 2010)

In Nigerian public service, the marginalizationnoifhority group according to Robert (2004) has twatcasting
ideologies which ironically produce the same outeoffhe first is related to the state-promoted idgnThe
state rhetoric and action imply that minority greup Nigeria do not need to engage in income géingra
activities and that those who do engaged in sutiities do so for other reasons other than econamtcessity.
The second ideology under girding the marginalkmabf minority groups micro-entrepreneurs accordmgim

is related to bias embedded in development pradkiaé perceive some minority groups as vulneralog a
isolated groups and their activities as a collectid inconsequential endeavours. Specific ideokgiech as
these, which underpin the marginalization of mityogroups within the public sector of Nigeria arften
nuance by cultural, ethnic and religious undert@ratile et al., 2010).

Research M ethods

The study used a correlational survey researctgdesid a simple random sampling technique was geglo
This includes the selection of Oyo State and a L@&@avernment Area was selected randomly. The local
government selected was Akinyele Local GovernmarBAAlso, a sample size of 100 respondents wasteell
for the study and the questionnaire was used taimlformation from them. The Binary Logistic regsion
and regression analysis was used to analyse detimed from the field.

Results

Demographic Characteristics and Discrimination at Work

The binary logistic result of demographic chardst@s and respondents’ discrimination at workriegented in
table 4.1. Table 4.1a present the classificatibtetavhile the variables in the equation is presgimigable 4.1b.
Table 4.1a: Classification Table of demographic characteristics and discrimination at work.

Classification Tabl€e®
Observed Predicted
Discrimination Percentage
1.00 2.00 Correct
Step 1 | Discrimination| 1.00 1B 8 692
2.00 5 33 86.9
Overall Percentage 797
a. The cut value is .500

The result from table 4.1a reveals that the pramiodf discrimination and non-discrimination at was 79.7%
sure by the factors that account for them. Tabld 4hows the variables that predicts discriminatiod non-

discrimination at work.
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Table4.1b: The Logistic Regression table for demographic Characteristics and Discrimination at Work

B S.E. Wald Df Sig. Exp(B)
gender(Ref Cat= Male) -1.258 1.090 1.332 1 .248 428
Education (Ref Cat= Others
No Education -3.21( 2.229 2.074 1 150 .040
Primary Education -3.580 2.188 2.678 1 .102 .028
Secondary Education -7.1685 3.115 5.290 1 .p21 001
Tertiary Education -6.544 2.952 4.915 1 .027 .001
Department (Ref Cat= None)
Accounting -1.636 1.818 .810 1 .368 195
Commerce 2.654 2.196 1.461 1 227 14.214
Education -6.500 2.604 6.232 1 .03 .go2
Security -1.980 1.569 1.592 L 207 138
Administration 27.50§ 12816.135 .000 1 998 8.821ME1
Others 1.899 2.470 591 1 A44p 6.678
Level of Experience 176 .082 4.562 1 .033 1.192
Age of Respondents (Ref Cat= Above 50
Years)
Below 20 Years 4.059 4.4777 .822 1 .365 57.913
21-30 Years 5.950 4.804 1.534 1 .216  383.F29
31-40 Years 5.746 4.600 1.560 1 212 312.980
41-50 Years 6.439 4.649 1.918 1 166 625.806
Marital Status (Ref Cat= None)
Married -.573 1.535 .139 1 .709 .564
Single -8.599 3.598 5.711 L .01f7 .000
Divorced -3.042 1.860 2.674 L 102 .048
Widowed 2.209 1.915 1.331 L .249 9.109
Ethnic Group (Ref Cat= Others)
Igho -4.026 2.175 3.42% L .064 .018
Yoruba -.927 1.755 279 1 .59¢ .396
Hausa -5.339 2.588 4.258 L .039 .005
Religion (Ref Cat= None)
Christianity 3.503 1.931 3.289 1 .070 33.199
Islam 2.134 1.583 1.817 L 178 8.451
Traditional 3.376 1.854% 3.310 1 .069 29.246
Constant .668 4.595 .021 1 .88y 1.951

The binary logistic regression analysis result shaiat, civil servants who have secondary and atgrti
education were significant (p<0.05) which impligditt when an individual in the civil service of Mita has
either a secondary or tertiary educational qualtfan, there is a higher tendency that such ind@idnay
experience discrimination at work. This might becdngse their bosses or superiors may not have #mé s
higher educational qualification as they have. Alsdividuals who work in the educational departinehthe
civil service are often discrimination (p<0.05). Wéetheless, the level of experience was signifidantnot
discrimination (p<0.05), i.e. the higher the indival’'s level of experience the lesser the tenddocyis/her
discrimination at work. In addition, individuals whare Hausa and lived among the Yoruba also receive
discrimination at work (p<0.05) as compared to ¢éhtiem other parts of the nation. Other variableseanot

significant (p>0.05).

Demographic Characteristics and Work Performance
The binary logistic result of demographic charadst@s and performance is presented in table 4abler4.2a
present the classification table while the varialitethe equation is presented in table 4.2b.
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Table 4.2a: Classification Table of demographic characteristics and perfor mance at work.
Classification Table?
Observed Predicted
Performance Percentage
1.00 2.00 Correct
Step 1 | Performance 1.00 25 5 83.3
2.00 4 26 86.7
Overall Percentage 85.0
a. The cut value is .500

The result from table 4.2a reveals that the pradicdf performance and non-performance of civilvaets at

work is 85.0% sure by the factors that accounttiem. Table 4.2b shows the logistic result.

Table 4.2b: The Logistic Regression table for demographic Characteristics and Performance at Work

B S.E. Wald | df Sig. Exp(B)

gender(Ref Cat= Male) -2.164 1.824  1.407 1 236 511
Education (Ref Cat= Others 6.826 4 145
No Education 4.279 2.278 3.529 1 .060 72.145
Primary Education -.147 2.322 .004 1 .950 .§64
Secondary Education .600 2.096 .082 1 Y75 1/822
Tertiary Education -3.788 2.646 2.049 1 {52 .023
Department (Ref Cat= None) 6.573 6 .362
Accounting 3.444 2.831 1.480 L 224 31.323
Commerce 5.095 3.968 1.649 L .199 163.284
Education 3.432 2.380 2.079 L .149 30.940
Security -.863 2.795 .095 1 75 422
Administration 4.676 4.57% 1.044 1 307 107.327
Others 10.876 6.061 3.220 N .073 52902.4002
Level of Experience .055 .075 .541 1 462 1.057
Age of Respondents (Ref Cat= Above 50 2.140 4 .710
Years)
Below 20 Years -17.414 21605.25 .000 1 .999 .00d

2
21-30 Years -17.171 21605.25 .000 1 .999 .00d

2
31-40 Years -16.544 21605.25 .000 1 .999 .00d

2
41-50 Years -19.919 21605.25 .000 1 .999 .00d

2
Marital Status (Ref Cat= None) 7.099 4 31
Married 4.843 2.438 3.946 L .047 126.882
Single .781 2.083 141 1 .708 2.184
Divorced 1.766 2.284 .598 1 439 5.849
Widowed -3.000 3.105 .934 1 334 .050
Ethnic Group (Ref Cat= Others) 1.571 3 .666
Igbo -.768 1.449 .281 1 .596 464
Yoruba -2.400 2.550 .88¢ 1 347 .091
Hausa -2.674 2.422 1.219 L 270 .069
Religion (Ref Cat= None) 3.296 3 .348
Christianity -.001 1.512 .00d 1 .999 .999
Islam 2.832 2.058 1.894 L .169 16.9Y7
Traditional -1.503 2.148 .49( 1 484 222
Constant 14.633| 21605.25 .000 1 999 2265381.9

2 64
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The logistic regression in table 4.2 reveals thdy endividuals who are married are not performingll at work
(p<0.05). Other variables in the equation weresmgrificant (p>0.05).
Discrimination and Perfor mance

Table 4.3 shows the relationship between discritronaat work of respondents and their work perfonoea

Table 4.3: Regression Analysis of Discrimination and Perfor mance at work

Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
1 (Constant) 21.796 1.490 14.628 .000
Discrimination -.069 .035 -.196 -1.961 .05
a. Dependent Variable: Performance

The result in table 4.3 reveals that there is atieg significant relationship between respondeigsrimination
at work and their performance at work (p= 0.05)isTimplies that, individuals who tend to be disdriated at
work may be performing lower than those who aredigtriminated.

Discussion of Findings

The result of this study revealed that civil setsamho have secondary and tertiary education wigrefisant
which implied that, when an individual in the civdkervice of Nigeria has either a secondary or aerti
educational qualification, there is a higher terngetiat such individual may experience discrimioatat work.
This might be because their bosses or superiorsnoffiave that same higher educational qualificasie they
have. Also, individuals who work in the educatiod&partment of the civil service are often discnation.
Nevertheless, the level of experience was signifiéar not discrimination, i.e. the higher the widual's level
of experience the lesser the tendency for his/lserichination at work.

In addition, individuals who are Hausa also receligerimination at work as compared to those fraheoparts
of the nation. This bolstered Charles and Iken@92 who clearly noted that ethnic discriminatisrai major
feature among humans. This also shows that indisdwho are Hausas who lived in the South Westigéifia
may be in one way or the other discriminated atkwdrhis concurs with Raymond (2003) that unfair
discrimination usually follows the ethnic stergutyg held by a society. This affirms Oudhof (20873t many
people may experience discrimination because aof theguage of origin which may be different frohat of
where they are working or staying.

There was no gender discrimination ate work. Thistast the European Commission through the GermieRa
project (2012), who stated that, women are moreno$ubject to harassment within the work placeiartteir
neighbourhood. The result of this study revealed Wwomen are now enjoying the same treatment as dwl
The result of the study shows a difference fromwioek of Cynthia (1995), Robert (2004) and Oloj€d609)
that women often experience a "glass ceiling" drad there are no societies in which women enjoystrae
opportunities as men.

This support Yahaya (1992) that since Nigeriaireth independence in 1960, successive governmewes h
consistently pursued an employment policy which saiat full employment and reduce all forms of
discrimination as this study reveals that there magender discrimination among civil servants,antheless,
there was ethnic discriminations at work amongSbath West Civil Servants.

On the one hand, the result of this study suppdReldert (2004) and Anaeme (2012) that, after decaithes
Nigeria became an independent nation-state, th@senbt been doubt about the opportunities that haen
made available to women in the civil service, thgreeducing gender. On the other hand, the reéttti® study
showed a disparity from the work of Robert (20043 #Anaeme (2012) that opportunities have been rfade
other groups to reduce ethnic discrimination at lkwplace. This buttresse®tite (2005) that in Nigerian
discrimination is still maintained to a large extephe result also showed that individuals who raeeried are
not performing well at work.

The result of this study revealed that there is emative significant relationship between resporslent
discrimination at work and their performance at kvoihis implies that, individuals who tend to be
discriminated at work may be performing lower tllanse who are not discriminated. This augment tbiek of
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Van den Berg & Evers (2006) who stated that fotinis of discrimination, the experience appearséaeeha
large impact on their personal lives especiallyatk place. This also buttressed World Bank (1983} when
others are not offered equal opportunity in thel cigrvice, there is the danger that some skilla imation may
be wasted and in most cases destroyed.

Conclusion and Recommendations

In conclusion, gender discrimination in Nigeria da®t exist again nevertheless, ethnic discrimomais still
prevalent in the nation. Since discrimination atrkvimfluences civil servants work performance sitevidence
that such act would lead to national menace. Tdlis for attention as this might be the reason ttieye is still
evidence of ethnic disparities and conflicts in tiaion. The governments at all levels should evncleato
provide and put in place necessary policy to irgeevin this national menace. It is then sustainabt&nal
development can be achieved as every individuabjirective of where you are from and where you \Wwile
receive equal treatment.
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