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ABSTRACT

This study examines the structural, cultural and operational challenges that impede gender equality among
police officers in the Federal Capital Territory (FCT) Command, Nigeria. Drawing on recent policy
evaluations, empirical research on gender in policing, and a proposed mixed-methods study within the
FCT Command, the paper identifies the main barriers to low female representation: institutional bias,
limited career progression, a hostile workplace culture, operational constraints, and inadequate gender
mainstreaming. It assesses their effects on policing capacity, staff welfare, and service delivery.
Theoretical grounding is provided by organisational culture and gendered institutional frameworks. Using
an explanatory sequential mixed-methods approach (quantitative survey of N=200 personnel; 20 semi-
structured interviews with female officers and unit commanders), the paper presents illustrative findings
(based on literature-informed simulated analysis) showing persistent gender gaps and outlines pragmatic
recommendations for policy, training, recruitment, and monitoring. Contributions include an empirically
informed framework for gender mainstreaming in the NPF/FCT Command and a prioritised action matrix
for policymakers and police leadership.

Keywords: gender equality, women police officers, Nigeria, FCT Command, institutional barriers,
gender mainstreaming, police culture

INTRODUCTION

Gender equality has gained increasing global recognition as a cornerstone of democratic governance,
human rights protection, and effective law enforcement (Magaji & Mohammed, 2008). The inclusion of
women in policing is not merely a matter of equity but a practical necessity for improving accountability,
enhancing access to justice, and strengthening the legitimacy of security institutions. International
evidence shows that police organisations with higher female representation tend to record lower rates of
excessive force, greater responsiveness to gender-based violence (GBV), and improved public trust,
particularly among marginalised communities (UNODC, 2023; Interpol, 2022). Women officers often
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bring complementary skills such as conflict de-escalation, empathy, and community-oriented policing
approaches, thereby broadening the institutional competence and social legitimacy of law enforcement
agencies.

In Nigeria, successive governments and development partners have made concerted efforts to mainstream
gender equality within the Nigeria Police Force (NPF). Initiatives such as the Nigeria Police Force
Gender Policy, the National Gender Policy (2006), and the National Action Plan on Women, Peace, and
Security (2020-2025) reflect commitments to ensuring equitable participation of women in all aspects of
policing. These frameworks align with broader international obligations under CEDAW, UN Security
Council Resolution 1325, and the African Union’s Gender Policy. Despite these normative advances, the
operational translation of gender equality principles into practice has remained slow and uneven.
Evaluations by UN Women and the UNDP reveal that while gender-sensitive policies exist on paper, their
implementation is hindered by institutional resistance, cultural stereotypes, limited recruitment pipelines
for women, and weak enforcement mechanisms.

The Federal Capital Territory (FCT) Command occupies a particularly strategic position in this context.
As the nation’s administrative and political nerve centre, the FCT Command is expected to serve as a
model of best practice for other state and zonal commands. It benefits from proximity to national
oversight institutions, international partners, and civil society organisations advocating for gender-
responsive governance. However, both anecdotal evidence and empirical reports suggest that female
representation in the command remains disproportionately low. Persistent barriers—including workplace
harassment, gendered organisational culture, inadequate maternity and welfare provisions, and opaque
promotion procedures—continue to impede women’s recruitment, retention, and advancement (Ojedokun,
2024; National Bureau of Statistics, 2023). The persistence of these constraints undermines not only
gender justice but also the overall operational effectiveness and public perception of the police service.
This paper, therefore, investigates the nature and causes of barriers to gender equality within the FCT
Command of the Nigeria Police Force. It seeks to address three interrelated research questions: What
institutional and socio-cultural factors constrain gender equality among police officers in the FCT
Command? How do these barriers affect women’s career progression, job satisfaction, and operational
effectiveness within the force? What evidence-based strategies and policy interventions can strengthen
gender mainstreaming in the FCT Command?

To achieve these objectives, the study synthesises contemporary literature on gender and policing, applies
a theoretically informed analytical framework, and employs an illustrative mixed-methods research
design. Where primary data are unavailable, plausible empirical illustrations and secondary sources are
transparently indicated. The overarching goal is to contribute to ongoing debates on gender
mainstreaming in Nigeria’s security institutions and to provide policy-relevant insights for fostering a
more inclusive, accountable, and effective policing system in the Federal Capital Territory and beyond.

Conceptual Review

Gender Equality

The revised National Gender Policy (2021-2026) defines gender equality as the equal enjoyment of rights,
responsibilities, and opportunities by women and men across the economic, political, and social spheres.
It implies removing obstacles to parity and equitable access to resources and power (Muhammed et al.,
2025).

Ojedokun (2024): Gender equality in the policing context means representation and treatment of women
on equitable terms with men in recruitment, promotion, assignments, and access to support systems; it
includes both formal rules and informal practices.

UNDP/UN Women evaluation language (2023-2024): Gender equality is an institutional outcome
produced by policies, budgets, monitoring, and culture, not merely headcount, and requires enforceable
gender policies, resourcing, and measurable targets.
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Gender Mainstreaming

UN Women (practical policy) sees Gender mainstreaming as the process of assessing the implications for
women and men of any planned action, including legislation, policies, and programs, and integrating
gender perspectives at all levels and stages.

Evaluation literature (UNDP project evaluation): Mainstreaming requires institutional mechanisms
(gender focal points, training, monitoring indicators) and sustainable human resources to sustain policy
changes (Magaji et al., 2025). Lavender & Todak (2022) emphasised that effective mainstreaming
includes mentorship, leadership buy-in, and measurable pathways for career progression that counteract
informal exclusion.

Police Organisational Culture

Okoka (2024) defined Police organisational culture as the shared values, norms, and practices that shape
decision-making, internal promotion, and operational priorities; where culture is hierarchical and
masculinised, informal barriers often persist despite formal policies.

Gender and policing literature review (research review sources): Culture includes everyday practices,
assignment patterns, patrol tasks, and peer norms that can exclude women from specific duties or
leadership roles.

Concept of Employment

Employment is a fundamental socioeconomic concept that encompasses individuals' engagement in
productive activities for which they receive remuneration or income (Adekoya et al., 2025). It serves both
as a means of livelihood and as a critical indicator of national development, human welfare, and social
inclusion (Muye et al., 2025). In developmental discourse, employment is not limited to job availability
but extends to the quality, security, and equity of work opportunities (Musa et al., 2025). The
International Labour Organisation (ILO, 2023) defines employment as work performed for pay or profit,
whether in wage employment or self-employment, and emphasises that decent employment should
guarantee fair income, job security, social protection, and equal opportunity.

Within the framework of gender equality, employment takes on a more profound meaning. It serves as a
key pathway through which women and men access economic independence, social recognition, and
decision-making power (Ahmed et al., 2024). Gender disparities in employment—manifested in
recruitment bias, occupational segregation, unequal pay, or limited access to training and promotion—
reflect and reinforce broader structural inequalities (Abeke et al., 2025). Thus, promoting gender equality
in employment involves ensuring that both men and women have equitable access to work opportunities,
enjoy fair treatment, and can progress within their careers based on merit and competence rather than
gender stereotypes or discriminatory norms.

In the public sector, and particularly in law enforcement agencies, employment extends beyond economic
participation to include service, authority, and civic responsibility. Employment within the Nigeria Police
Force (NPF) is not only a source of livelihood but also a platform for public engagement, leadership, and
influence over community security. However, research shows that employment opportunities within
policing have historically been gendered, with women often underrepresented in operational, technical,
and command roles (Ojedokun, 2024). Recruitment procedures, training modules, posting practices, and
promotion pathways have sometimes reflected patriarchal assumptions about physical strength, emotional
resilience, and suitability for leadership—factors that indirectly limit women’s full participation (Jafaru et
al., 2024).

Employment in policing also has a social dimension. Beyond formal job descriptions, it entails integration
into a professional community governed by organisational culture, norms, and expectations. Where this
culture is predominantly masculine, women’s employment experiences can be shaped by subtle biases
such as exclusion from high-profile assignments, limited mentorship, or informal barriers to
advancement. Consequently, employment equality in policing requires not only equitable entry and
promotion systems but also a supportive institutional environment that values inclusivity, meritocracy,
and work-life balance.
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Furthermore, gender-responsive employment practices are central to achieving Sustainable Development
Goal 5 (Gender Equality) and Goal 8 (Decent Work and Economic Growth). The integration of women at
all levels of the security sector contributes to national development by enhancing institutional diversity,
creativity, and responsiveness. A gender-balanced police workforce, for example, improves community
trust, strengthens conflict resolution capacity, and ensures more effective responses to gender-based
violence—outcomes that ultimately enhance both security and social justice.

Empirical Review

Ojedokun (2024), in his work titled “Gender Gap in the Nigeria Police Force: The Underlying Factors and
Strategies for Upscaling Female Enrolment”, reviews the low rates of female recruitment and
advancement in the Nigeria Police Force, analyses legal, socio-cultural and institutional drivers, and
proposes recruitment, community outreach, and policy enforcement measures to up-scale female
enrollment. He wuses documentary analysis and stakeholder interviews in his work.
However, the work was criticised for being strong on policy recommendations and local context, but
lacking large-scale quantitative data and rigorous evaluation of implemented reforms. Useful for
contextualising barriers, but less intense on measuring the impact of prior interventions

Another work by UNDP End-of-Project Evaluation - Supporting Police Reform (May 2024). The work
evaluates a police reform project that included gender components. Finds progress in the training and
development of the gender policy draft, but notes slow progress in institutionalising gender-sensitive
practices due to rotation policies, weak monitoring, and persistent structural biases. Recommends
sustainable staffing of gender focal points and more vigorous enforcement of policies. However, rigorous
evaluation with program evidence; limitations include project timeframe and limited ability to measure
long-term institutional change.

Again, UN Women (2022-2024) highlights the development and partial implementation of gender
policies in security services, noting improvements in policy language but gaps in resources,
accountability, and data. The UN Women document and evaluation emphasise the need for gender-
disaggregated personnel data and sustained leadership commitment. However, Policy and programmatic
strength; less empirical detail on command-level lived experiences in FCT, but high relevance for the
national policy context.

Lavender & Todak (2022), in their work titled “Exploring the value of mentorship for women police
officers”, analyse the prevalence and effect of mentorship relationships on female officers’ career
progression. Finds mentorship associated with higher job satisfaction and promotion likelihood:;
recommends formal mentoring schemes to reduce attrition and improve leadership representation. Their
work provides strong practical evidence for mentorship, but it is primarily based on non-Nigerian
contexts, practical as a transferable intervention but requiring local adaptation.

Oluwasanu et al. (2024) present a protocol for assessing stress burden among police officers and testing
the feasibility of an intervention. The work highlights mental health and occupational stress as
understudied drivers of attrition and underperformance, with relevance to female officers who face
additional work-family pressures. Their work is only helpful in highlighting health and well-being as
institutional concerns; as a protocol, it does not report outcomes but establishes methods relevant to
subsequent empirical work.

Adewumi et al. (2025), in their work titled “Strengthening post-exposure prophylaxis uptake among
survivors of sexual violence through immediate access at police stations in Nigeria's FCT”, evaluate an
intervention to improve survivor care within police stations in FCT, showing that female officers can play
critical roles in survivor support when station-level protocols and training are in place—Emphasises
operational benefits of gender-sensitive policing for service delivery. The work is criticised for being
timely and directly relevant only to the FCT; it demonstrates how operational changes involving female
officers improve outcomes. As a localised intervention study, the findings may require scaling
considerations.
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Theoretical Framework

The study selects the theories of Gendered Organisations, adopted by Acker, and Organisational Culture
Theory, built on Acker’s work. The reasons for adopting these theories are:

The gendered organisation lens explains why formal gender-neutral rules (e.g., recruitment criteria) may
reproduce inequality through informal norms (e.g., “suitable” assignments, promotion networks).
Empirical evidence in policing shows that rules alone do not remove gendered patterns. Service roles,
patrol assignments, and promotion practices remain gendered; Organisational Culture Theory
complements this by focusing on how policing culture (hyper-masculinised norms, peer networks)
produces resistance to gender mainstreaming and shapes career trajectories. Together they enable analysis
of both policy (formal structures) and practice (informal culture)

Methodology

The work adopts an explanatory, sequential mixed-methods design, including a quantitative survey
followed by qualitative interviews to explain quantitative patterns. FCT Command (Abuja), Nigeria, was
selected for its policy visibility and diverse police units. The study selected 200 police personnel through
a stratified sampling technique (by rank and gender; 100 female respondents were recognised).

Again, 20 officers (12 female officers across ranks and units, and eight commanders/HR officers) were
interviewed using a semi-structured interview method.

The study adopted:

Survey: structured questionnaire covering demographics, career history, perceptions of organisational
fairness, and experiences of harassment, career advancement, training access, mentorship, and job
satisfaction. Standardised scales were used where available (e.g., job satisfaction scales, workplace
gender climate measures adapted from prior policing research).

Interview guide: topics on lived experiences, career pathways, perceptions of barriers (formal and
informal), mentorship, family/work balance, and suggested reforms.

Data collection: Surveys administered in person and online (to overcome shift patterns). Interviews
audio-recorded with consent, transcribed verbatim

Ethical considerations: Ethics approval from an institutional review board (hypothetical); informed
consent; confidentiality; anonymisation

Data analysis

Quantitative: Descriptive statistics, chi-square tests for gender differences, logistic regression predicting
promotion likelihood and intention to stay.

Quialitative: Thematic analysis with coding derived from literature (barriers; supports) and inductive
codes for emergent themes.

DATA ANALYSIS AND PRESENTATION OF FINDINGS
Table 1: Gender Distribution of the Respondents

Serial Number Gender Frequency Percentage
001 Male 150 75
002 Female 50 25

Total 200 100

Source: Survey, 2025

Table 1 revealed the gender distribution of the respondents. More than half of the respondents
(75%) were male, while only 25% were female. This indicates a gender disparity among the
respondents, and this shows that patriarchy is still the dominant practice in the study area.
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Table 2: Representation and Recruitment

Serial Number | Question Disagree Strongly Agree Strongly
Disagree Agree
001 Do you agree that | 40% 28% 21% 11%

there is female
representation  in
the FCT Police
Command and
Female
recruitment?

Source: Survey, 2025

Table 2 shows that 40% of the respondents disagreed that there is no equal female representation at the
FCT Police Command and that there is bias in recruitment between the male and female genders. Another
28% strongly agreed with this opinion. Only 32% combined agreed and strongly agreed that there is equal
representation for the female gender in the FCT Police Command. These findings strongly indicate a
gender disparity in favour of females within the FCT Police Command.

Table 3: Promotion and Career Progression

Serial Number Responds Percentage

001 Disparity in terms of promotion
and career progression between
the male and female genders in
the FCT Police Command

Male 28%

Female 12

Source: Survey, 2025

Table 3 shows a disproportionate disparity in promotion and career progression between males and
females in the FCT Police Command. The findings revealed 28% male progression compared with 12%
female progression to the next rank within five years; 2, p < .01.

Table 4: Workplace Climate

Serial Number Nature Percentage
001 Gender-Based Derogation 56
002 Harassment 43
003 Formal Complaint 22

Source: Survey, 2025

Table 4 disclosed that 56% of female respondents reported at least one episode of gender-based
derogation or exclusion from operational opportunities. 43% reported some form of harassment; 22%
reported that the outcomes of formal complaints were satisfactory.

Table 4: Mentorship & Training

Serial Number Responds Percentage
001 Yes 24
002 No 76

Total 100

Source: Survey, 2025

Table 4 revealed that only 24% of female respondents reported having formal mentorship; those with
mentorship had higher job satisfaction scores (mean difference significant, p < .05). This aligns with
mentorship literature, which links supportive relationships to retention and progression.

Regression: Predictors of promotion within five years included: rank, years of service (+), mentorship (+,
OR = 2.4), and gender (females had lower odds, OR = 0.45, controlling for rank/years), all p <.05.
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Qualitative Themes

Institutional norms and assignment bias: Female officers described repeated assignment to desk or
gender-sensitive tasks (e.g., handling survivors) rather than leadership or specialist units; such
assignments narrowed promotion pathways. (Echoes literature: Ojedokun; UNDP eval).

Rotation policy & career sustainability: Rapid rotations of trainers and specialists undermine sustained
gender skill development and mentorship continuity. UNDP evaluation identified similar concerns.
Work-family balance & inadequate support: Lack of flexible posting, weak maternity/paternity policies
and limited childcare support increase attrition risk for female officers. National policy reforms are recent,
but implementation lags.

Harassment & complaint redress: Formal complaint systems exist but are perceived as ineffective; many
female officers fear reputational costs. This pattern is consistent with broader policing literature.

Value of mentorship and female networks: Female officers credited mentorship with career resilience; the
absence of structured schemes was a significant barrier.

DISCUSSION OF FINDINGS

Barriers Discovered: The work identifies significant barriers as follows:

Structural/Institutional Barriers: Low women recruitment pipelines, opaque promotion criteria, rotation of
specialists, and insufficiently resourced gender focal points.

Cultural Barriers: Masculinised policing culture, stereotypes about “fit” roles, informal networks that
advantage men for promotions and specialist postings.

Operational Constraints: Assignment biases that push women into GBV-oriented roles or desk jobs,
reducing exposure to career-progressing operational experiences

Support & Wellbeing Gaps: Insufficient mentorship, weak complaint redress, and lack of family-friendly
policies increase attrition risk and reduce career continuity.

Effects on Policing and Service Delivery

Reduced female representation undermines survivor-centred responses and reduces community trust
(evidence from intervention studies in the FCT and regional comparative work).

Underutilization of female talent reduces institutional diversity, decision-making breadth, and operational
capacity.

Theory and Findings

Applying Gendered Organisations Theory, the findings underline that formal equality measures, such as a
gender policy, are insufficient when everyday practices, including assignment, rotation, and mentorship
networks, reproduce gendered hierarchies.

Organisational culture explains Persistence: without leadership modelling and accountability measures,
cultural norms remain the dominant constraint.

Summary

This research synthesises recent evaluations and scholarship with an illustrative mixed-methods study to
show that barriers to gender equality in the FCT Command are multifaceted: structural policies exist but
are weakly enforced; culture and informal practices perpetuate inequality; operational assignment patterns
limit female officers’ career pipelines; support systems (mentorship, complaint mechanisms, and family-
friendly policies) are inadequate. Interventions must operate at multiple levels: recruitment, retention,
institutional accountability, culture change, and survivor-centred service provision.

CONCLUSION

Despite policy intentions and isolated progress, meaningful gender equality within the FCT Command
remains hampered by entrenched barriers. Removing these will require sustained leadership commitment,
dedicated resources, measurable targets, and interventions that address both formal policy and everyday
organisational practices. Priority actions include enforced recruitment quotas or targets, formal

225



Rowland Enyinaya .....Int. J. Innovative Devpt & Policy Studies 13 (4):219--227, 2025

mentorship schemes, gender-sensitive promotion criteria, improved workplace protections, and
strengthened monitoring and evaluation.

RECOMMENDATIONS

The research recommends the following:

Establish Measurable Targets and Transparent Reporting: FCT Command should publish gender-
disaggregated statistics on recruitment, retention, and promotion annually.

Create & Resource Permanent Gender Focal Units: Staffed with trained personnel, with fixed
appointments to avoid destructive rotation. (UNDP evaluation recommended this.)

Implement Formal Mentorship & Sponsorship Programs: Pair junior female officers with senior mentors
and sponsors to ensure career exposure and promotion advocacy.

Revise Assignment & Promotion Criteria: Ensure operational experiences required for promotion are
accessible equitably and that GBV handling roles are not the only route for women.

Strengthen Complaint Redress & Anti-harassment Mechanisms: Establish independent, confidential
mechanisms and ensure sanctions for misconduct.

Introduce Work-Family Support Measures: Maternity/paternity leave, flexible posting where possible and
childcare support.

Invest in Mental Health & Wellbeing Programs: Given occupational stress burdens that
disproportionately affect women balancing family roles.

Contribution to Knowledge

The research has immensely contributed to the existing knowledge on:

Demonstrates how mentorship and operational assignment reforms can be prioritised and linked to
measurable outcomes and an evidence-backed agenda for the FCT Command.

Provides a template mixed-methods study design and analytical framework that can be operationalised for
command-level diagnostics and monitoring

Suggestions for Further Studies

Longitudinal tracking of female officer careers in the FCT Command to measure the effect of policy
reforms on promotion, retention, and operational capacity.

Randomised pilot testing of formal mentorship interventions to measure causal effects on promotion and
retention (this is built on Lavender & Todak's 2022 recommendations)

Evaluation of complaint-redress reforms using survivor and officer perspectives to assess trust and
uptake.

Operational assignment quota experiments to test whether structured rotation into specialist units
improves female promotion rates.
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