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ABSTRACT

This study examines gender representation in leadership within selected federal ministries and
agencies in the Federal Capital Territory, Nigeria, employing a mixed-methods approach to provide a
comprehensive analysis of women’s leadership experiences and institutional barriers. Quantitative data
were collected through 200 structured questionnaires, capturing demographic characteristics,
perceptions of gender representation, organizational policies, and barriers to advancement, while
gualitative insights were obtained from 10 in-depth interviews and three focus group discussions
involving 34 participants. Findings reveal that leadership structures remain overwhelmingly male-
dominated, with women largely confined to middle-level positions and limited influence in strategic
decision-making. Socio-cultural norms, gender biases, male-centered promotion networks, weak
enforcement of gender policies, and challenges related to work—family balance significantly impede
women’s advancement. Despite these barriers, respondents consistently report that women’s
leadership positively affects organizational performance, including improved collaboration,
accountability, decision-making quality, and team cohesion. The study underscores that formal
policies alone are insufficient; effective implementation, mentorship programs, gender-sensitive
recruitment, affirmative action, cultural re-orientation, and strong accountability mechanisms are
essential to foster meaningful inclusion. The research highlights the need for systemic interventions to
ensure sustainable gender equity in leadership, enhancing both organizational efficiency and
governance outcomes in the Nigerian public sector.

Keywords: Gender Representation, Leadership, Federal Ministries, Women Empowerment,
Institutional Barriers, Organizational Performance

1.0 INTRODUCTION
Women’s representation in leadership positions across public sector institutions remains notably
limited worldwide, despite increased global attention on gender equality and inclusive governance.
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Recent evidence indicates that even where women constitute a substantial portion of the public
workforce, their presence in senior leadership roles lags significantly behind that of men, exemplifying
persistent vertical and horizontal segregation in decision-making positions (Inter-American
Development Bank, 2025). This gap has critical socio-economic implications, as inclusive leadership
enhances institutional performance, fosters broader economic participation, and supports equitable
public policy outcomes. Understanding the full range of barriers that restrict women’s advancement
within public institutions is therefore essential not only for academic inquiry but also for policy
formulation.

Socio-cultural norms are deeply rooted obstacles that shape women’s leadership trajectories in both
public and political domains. Across many contexts, patriarchal values and gendered stereotypes frame
leadership as a predominantly masculine trait, thereby discouraging women’s ambition and acceptance
as leaders (Babenko & Dhesi, 2025; Awom & Komboy, 2025; Aminu et al., 2025). These norms often
manifest through family expectations, religious practices, and societal messaging that prioritise
domestic roles for women over public and professional ambitions, effectively narrowing women’s
access to opportunities for upward mobility. The socio-cultural conditioning of gender roles thus
intersects with broader social exclusion processes, shaping individual aspirations and structural
opportunities alike.

Socio-economic conditions further compound these cultural constraints by disadvantaging women’s
access to essential resources that would otherwise facilitate leadership development. Women from
lower-income backgrounds frequently face limited educational opportunities, restricted access to
training, and reduced economic autonomy, all of which weaken their leadership pipelines (Frontiers,
2025; Magaji, 2002; Dada et al., 2025; Muhammed et al., 2025). Educational disparities and unequal
distribution of social capital are critical socio-economic factors that constrain not only individual
career progression but also aggregate institutional diversity (Omar et al., 2025; Ahmad &Magaji,
2024; Bello et al., 2025). Without targeted interventions to mitigate such inequities, socio-economic
barriers risk reproducing cycles of gendered exclusion that undermine inclusive public governance.

In addition to socio-cultural and socio-economic dimensions, institutional practices within public
sector organisations often perpetuate gender inequality. Biased recruitment and promotion systems,
lack of mentorship, and entrenched male-dominated cultures inhibit women’s progression into
leadership roles, even when formal policies suggest equality of opportunity (Investigation on Women
Inclusivity, 2026). These organisational barriers reflect deeper systemic issues, including limited
implementation of gender-responsive human resource frameworks and prevailing cultural resistance to
women’s leadership within institutional hierarchies. As a result, potential female leaders are often
overlooked or sidelined, weakening the institutional capacity for diverse decision-making.

Finally, policy-related obstacles play a decisive role in shaping women’s leadership outcomes in the
public sector. Weak enforcement of gender equity laws, insufficient gender mainstreaming
mechanisms, and lack of supportive policies—such as those that promote work-life balance or protect
against discrimination—undermine the effectiveness of formal equality frameworks (Heinrich Boll
Stiftung, 2025). When these policy gaps intersect with socio-cultural and institutional constraints, the
cumulative effect reinforces a cycle of under-representation that has both normative and socio-
economic consequences. Addressing these multi-layered barriers will require holistic policy reforms
that explicitly integrate socio-economic equity, cultural change strategies, and institutional capacity
building to advance women’s leadership participation.

2.0 LITERATURE REVIEW AND THEORETICAL FRAMEWORK

2.1 Conceptual Review

2.1.1 Socio-Cultural Barriers to Women’s Leadership Advancement

Socio-cultural barriers refer to entrenched norms, beliefs, and expectations within a society that assign
specific roles to men and women, often privileging male leadership and constraining women’s
participation in public decision-making arenas. These barriers include patriarchal attitudes, gender
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stereotypes that frame leadership as “masculine,” and societal expectations that prioritize women’s
domestic responsibilities over professional aspirations, thereby discouraging their pursuit of leadership
roles (UNDP Bhutan review, 2024; Ghana local governance study, 2025). Such cultural conditioning
not only limits women’s visibility in leadership pipelines but also reinforces internalized doubts about
their capabilities, which can further reduce women’s self-selection into leadership pathways (UNDP
Bhutan review, 2024; Ghana local governance study, 2025). These socio-cultural constraints thus
operate at both community and individual levels, shaping norms that influence women’s career
trajectories and access to leadership opportunities.

2.1.2 Socio-Economic Barriers to Women’s Leadership Advancement

Socio-economic barriers encompass the economic and structural conditions that limit women’s access
to resources critical for leadership development, such as education, income, training, and social
networks. Women from disadvantaged socio-economic backgrounds often face unequal access to
guality education and professional development, which undermines their capacity to compete for
leadership positions (Frontiers, 2025). Additionally, economic inequalities—such as wage gaps and
restricted access to financial resources—can constrain women’s mobility and reduce their ability to
invest time and capital in career progression (Frontiers, 2025; Social inequality overview, n.d.; Ismail
et al., 2025). These socio-economic constraints intersect with cultural pressures, such that women
bearing disproportionate caregiving responsibilities and economic insecurity are less likely to advance
into leadership roles, reinforcing broader cycles of exclusion that affect institutional representation and
overall socio-economic development.

2.1.3 Institutional Barriers to Women’s Leadership Advancement

Institutional barriers are structural impediments embedded within organisations that hinder women’s
progression into leadership positions, including discriminatory recruitment and promotion practices,
male-dominated organisational cultures, and limited access to mentorship and professional networks.
Many public sector institutions perpetuate gender imbalances through informal networks and
decision-making structures that favor male colleagues, thereby limiting women’s opportunities for
advancement (Investigation on Women Inclusivity, 2026). Moreover, organisations may lack
transparent criteria for promotion or fail to implement supportive measures such as leadership training
tailored to women’s needs, which further entrenches institutional bias (Investigation on Women
Inclusivity, 2026). These organisational cultures, often resistant to gender equity, create environments
where women are less likely to be nominated for senior roles, reinforcing systemic underrepresentation
in public leadership.

2.1.4 Policy Barriers to Women’s Leadership Advancement

Policy barriers refer to limitations or gaps in formal regulations, legal frameworks, and organisational
policies that fail to adequately promote gender equality and facilitate women’s leadership progression.
Even where gender equity laws exist, weak implementation, lack of enforcement mechanisms, and
absence of accountability can render such policies ineffective (UNDP Bhutan review, 2024). In many
public institutions, gender mainstreaming strategies may be superficial or tokenistic, lacking tangible
mechanisms such as quotas, work-life balance provisions, or anti-discrimination enforcement that
could remove structural impediments (Gender mainstreaming discussion, 2023). Consequently,
policy-related barriers often intersect with socio-cultural and institutional factors to sustain gendered
disparities in leadership access, underscoring the need for robust gender-responsive policy design,
implementation, and evaluation.

2.1.5 Public Sector Institutions

Public sector institutions are government-owned and state-operated organisations responsible for
delivering public services, implementing policy, and governing societal functions; these range from
civil service agencies and ministries to local government bodies and regulatory authorities. Public
sectors play a central role in shaping socio-economic development, public administration, and
governance outcomes, providing essential services such as education, health, security, and
infrastructure (El-Yaqub et al., 2024). Given their mandate to promote public welfare, these
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institutions have a critical responsibility to reflect societal diversity and uphold principles of equity,
including gender equality in leadership representation. However, public sector institutions often mirror
wider societal inequalities, including gendered power structures that influence organisational cultures,
hiring practices, and leadership opportunities. As a result, transforming public sector leadership
dynamics is pivotal for promoting inclusive governance and enhancing institutional legitimacy and
effectiveness in service delivery.

2.2 Theoretical Framework

2.2.1 Social Role Theory

Social Role Theory, which explains how gendered expectations shape opportunities and behaviors in
professional and leadership contexts. Social Role Theory posits that societal norms assign distinct
roles to men and women, with leadership traditionally coded as masculine, thereby influencing both
organizational practices and individual career choices (Eagly & Wood, 2012). In the context of
women’s leadership in public sector institutions, this theory is particularly useful because it provides a
framework for understanding how socio-cultural norms, institutional biases, and policy gaps
collectively constrain women’s advancement. By highlighting the interplay between social
expectations and structural barriers, Social Role Theory helps explain persistent underrepresentation of
women in leadership positions and guides the formulation of interventions that address both cultural
and organizational dimensions of inequality (Eagly & Wood, 2012). This theoretical lens aligns with
the study’s focus on socio-cultural, socio-economic, institutional, and policy barriers affecting
women’s leadership.

2.3 Empirical Review

Tanyishi (2025) conducted research titled The Public Relations and Gender Equality in Nigeria:
Assessing Representation and Its Impact on Social Change, employing qualitative methods including
thematic analysis of media content and public relations campaigns. The study examined how
communication strategies shape gender representation and perceptions of leadership. Findings
indicated that traditional media often reinforced patriarchal portrayals of women, reducing their
visibility in leadership roles, whereas advocacy-driven campaigns showed gradual progress in
promoting gender-inclusive leadership narratives. The study recommended gender-sensitive public
communication policies and enhanced collaboration between government agencies and advocacy
groups to support women'’s leadership representation.

Oluwaleye, Ojogbede, and Feyisara (2024) investigated women’s representation in governance during
Nigeria’s Fourth Republic in their study titled Women’s Representation in Governance in the Nigerian
Fourth Republic: Issues and Challenges. Employing a mixed-methods design that combined survey
data with secondary sources spanning 2015-2023, the study examined women’s participation in
leadership across Nigerian governance structures. The findings highlighted that, despite constitutional
provisions and the National Gender Policy’s 35 percent affirmative action target, women remain
underrepresented in decision-making roles. Key impediments included socio-cultural constraints,
financial limitations, discriminatory practices within political parties, and weak enforcement of
institutional frameworks. The authors recommended the institutionalization of gender quotas, financial
support for female aspirants, and reforms in political party structures and electoral laws to improve
women’s leadership representation.

Sulaiman (2025), in the study Impact of Gender Gap on Women’s Participation in Politics, used a
qualitative approach with interviews and thematic analysis to explore structural and socio-cultural
factors affecting women’s participation in leadership and politics in Nigeria. Findings revealed that
patriarchal norms, economic disadvantages, limited access to political networks, and institutional
biases significantly constrained women’s leadership advancement. Additionally, persistent gender
stereotypes influenced perceptions of leadership competence. The study proposed gender-responsive
policy reforms, women’s economic empowerment initiatives, and public sensitization campaigns to
challenge cultural norms that inhibit women’s leadership participation.
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Owoicho and Awomuse (2023), in their study Gender Disparity in Leadership among Information
Professionals in Some Selected Polytechnics in Nigeria, applied a descriptive survey design using
structured questionnaires to collect data from information professionals. The study revealed notable
gender disparities in leadership, with men dominating senior positions despite comparable
qualifications among women. Contributing factors included organizational bias, gender stereotypes,
and limited access to leadership development programs. The authors recommended implementing
gender-inclusive leadership policies and targeted capacity-building initiatives to enhance women’s
leadership opportunities in public institutions.

Agboola and Alade (2025) explored Gender Equity and Women Underrepresentation in Politics in
Oyo State, Nigeria, employing empirical analysis of secondary data. The study found that women’s
political and leadership participation remained low due to patriarchal cultural practices, inadequate
institutional support, and weak enforcement of gender equality policies. The authors concluded that
existing frameworks had not resulted in meaningful inclusion and recommended institutional reforms,
gender mainstreaming in recruitment, and public awareness campaigns to advance women’s leadership
representation.

Similarly, Salaudeen and Jika (2025) investigated Affirmative Action Policy and the Challenge of
Female Cabinet Membership in Nigeria using a mixed-methods approach. They reported that
constitutional ambiguities, political resistance, and weak enforcement mechanisms limited the
effectiveness of affirmative action, resulting in low female representation in cabinet and senior
leadership roles. The study suggested constitutional reforms to operationalize affirmative action and
the establishment of enforceable mechanisms for compliance with gender inclusion policies.

2.4 Research Gap

A review of empirical studies from 2020 to 2025 reveals a significant gap that this study seeks to
address. While existing research extensively examines women’s political participation, affirmative
action, and general gender disparities in governance (e.g., Oluwaleye et al., 2024; Salaudeen & Jika,
2025; Sulaiman, 2025), most investigations focus on national aggregates, individual states, or sector-
specific contexts, often emphasizing elective offices, cabinet appointments, or peripheral institutions
such as media and education. Few studies systematically analyze gender representation at the
institutional level within federal ministries and agencies, particularly in Abuja-FCT, Nigeria’s
administrative and policy hub. Moreover, prior studies tend to offer descriptive accounts of
underrepresentation without adequately examining the distribution of leadership roles across MDAs or
the implications for administrative decision-making and policy inclusiveness. Empirical research is
also limited on bureaucratic leadership positions beyond ministerial appointments—such as directors,
permanent secretaries, and agency heads—where core administrative power resides. Therefore, this
study addresses a critical gap by providing an in-depth, location-specific analysis of gender
representation in leadership within federal ministries and agencies in Abuja-FCT, extending
knowledge beyond electoral and political offices to Nigeria’s federal public administration and
contributing nuanced insights into representative bureaucracy and inclusive governance.

3.0 METHODOLOGY

This study adopts a mixed-methods approach to examine gender representation in leadership within
federal ministries and agencies in the Federal Capital Territory (FCT), Abuja, Nigeria. By integrating
guantitative and qualitative methods, the research captures both measurable trends such as gender
composition and access to leadership roles and deeper insights into socio-cultural, institutional, and
economic factors that shape women’s leadership trajectories (Creswell & Creswell, 2018; Northouse,
2022). The methodology encompasses the research design, population, sampling techniques, data
collection instruments, analytical procedures, and ethical considerations, providing a rigorous and
replicable framework for investigating barriers to women’s leadership in the public sector.
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3.1 Research Design

A mixed-methods research design was employed, combining structured questionnaires, semi-
structured interviews, and focus group discussions (FGDs) to obtain a comprehensive understanding of
women’s leadership experiences in federal ministries and agencies (Creswell & Creswell, 2018).
Quantitative data provide statistical evidence of gender disparities across leadership levels, while
gualitative insights explore perceptions, experiences, and organizational culture that influence
leadership access. This design allows triangulation, ensuring that numerical patterns are contextualized
through the lived experiences of both male and female employees, thereby capturing the complex
interplay of cultural, organizational, and socio-economic factors in shaping women’s leadership
opportunities.

3.2 Population of the Study

The study population includes employees in leadership and non-leadership roles within four key
federal ministries: Women Affairs, Education, Health, and Agriculture and Food Security. These
ministries were selected for their strategic roles in policy implementation, social development, and
gender mainstreaming. The population encompasses senior leaders (directors, permanent secretaries,
commissioners) and non-leadership staff (administrative officers, assistants, junior staff), ensuring
representation across hierarchical levels. Including both leadership and non-leadership employees
provides a holistic view of gender dynamics, organizational practices, and structural factors
influencing women’s progression into leadership positions (Eagly & Carli, 2007).

3.3 Sample Size and Sampling Technique

A purposive sampling strategy was used to select 234 respondents who could provide in-depth insights
on gender representation and leadership experiences (Palinkas et al., 2015). The sample included 200
respondents for structured questionnaires, evenly split by gender, 24 participants across 3 FGDs with
non-leadership staff, and 10 leaders for semi-structured interviews. Respondents were distributed
across the four ministries to ensure sectoral coverage and gender balance. This strategy allows
examination of disparities between hierarchical levels, sector-specific leadership challenges, and the
influence of socio-cultural and institutional factors on women’s leadership access.

3.4 Sources and Method of Data Collection

Data were collected from both primary and secondary sources. Primary data included structured
questionnaires, semi-structured interviews, and FGDs. Questionnaires captured demographic
information, leadership positions, career progression, and perceptions of organizational support.
Interviews and FGDs explored qualitative dimensions such as workplace culture, informal networks,
socio-cultural biases, and economic barriers (Patton, 2015). Secondary sources included organizational
charts, annual reports, and gender policies, providing contextual and documentary evidence on formal
structures and mechanisms supporting gender equality. Triangulating these data sources ensures
comprehensive, reliable, and valid insights into women’s leadership in the public sector.

3.5 Research Instruments and Validation

Three instruments were employed: questionnaires (via Google Forms), interview guides, and FGD
protocols. Questionnaires included closed-ended and Likert-scale items to quantify perceptions of
leadership opportunities, cultural barriers, and institutional support. Semi-structured interviews and
FGDs allowed respondents to provide narratives on leadership experiences, organizational practices,
and coping strategies. Instruments were validated through pilot testing, expert review by gender and
public administration specialists, and methodological triangulation to ensure reliability and context
relevance (Creswell & Creswell, 2018; Patton, 2015). This approach ensures both quantitative and
gualitative measures are robust and actionable.

3.6 Method of Data Analysis

Quantitative data were coded and analyzed using SPSS, employing descriptive statistics (frequencies,
percentages, means) and inferential tests (Chi-square and t-tests) to examine gender differences in
leadership access and perceptions of institutional support. Qualitative data from interviews and FGDs
were analyzed thematically to identify recurring patterns, themes, and socio-cultural influences
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affecting women’s leadership trajectories (Braun & Clarke, 2006). Document analysis complemented
these findings by assessing institutional policies, gender programs, and structural support mechanisms.
Triangulation of these data sources enhances the reliability, depth, and explanatory power of the
study’s conclusions.

3.7 Model Specification

The conceptual model treats gender representation in leadership as the dependent variable, influenced
by: (1) socio-cultural norms and stereotypes, (2) organizational culture and institutional practices, and
(3) women’s economic empowerment and access to finance. Outcomes of interest include
organizational performance, governance quality, and policy effectiveness. Statistically, the model is
expressed as:

Y =1(X1,X2,X3) + €

Where (Y) = gender representation, (X1) = socio-cultural norms, (X2) = institutional practices, (X3) =
economic empowerment, and (\epsilon) = error term. This specification allows empirical assessment of
how cultural, institutional, and economic factors collectively shape women’s leadership representation.
3.8 Ethical Considerations

The study adhered to strict ethical standards, including informed consent, voluntary participation,
confidentiality, and the right to withdraw. Data were anonymized and securely stored. Measures were
taken to minimize psychological or social harm, particularly when discussing sensitive gender-related
experiences. Ethical clearance was obtained from relevant institutional review boards and ministry
authorities prior to data collection, ensuring the study’s integrity, credibility, and respect for
participants’ rights (Israel & Hay, 2006; Creswell & Creswell, 2018).

4.0 DATA PRESENTATION AND ANALYSIS OF RESULTS

This section presents and analyzes data obtained from a mixed-methods study examining gender
representation in leadership within selected federal ministries and agencies in the Federal Capital
Territory (FCT), Nigeria. The study combined quantitative data from 200 structured questionnaires
and qualitative insights from 10 in-depth interviews and 3 focus group discussions involving 34
participants, providing both statistical evidence and experiential perspectives. Quantitative findings
focus on demographic characteristics, leadership distribution, organizational policies, and barriers to
women’s advancement, while qualitative data provide contextual understanding of institutional
practices, socio-cultural influences, and strategies for promoting gender inclusivity. Triangulation of
these methods strengthens the reliability and depth of the findings, linking numerical patterns with
real-world narratives to highlight the structural and cultural factors shaping women’s leadership within
federal institutions. In total, 234 respondents contributed to the study, and the results are presented
using tables and thematic analysis to clarify leadership dynamics and opportunities for reform.

4.1 Socio-Demographic Characteristics of Respondents

Table 4.1: Gender Distribution of Respondents

Gender Frequency Percentage (%)

Male 100 50
Female 100 50
Total 200 100

Source: Field Survey, November 2025

The study ensured equal representation of male and female respondents, enhancing the credibility of
findings related to gender disparities. This parity allows meaningful comparisons of experiences,
career progression, and access to leadership opportunities between genders, particularly in historically
male-dominated ministries. Balanced gender representation supports robust analysis of structural,
cultural, and institutional barriers affecting women’s leadership within the FCT.
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Table 4.2: Age Distribution of Respondents
Age Range Frequency Percentage (%)

18-25 24 12
26-35 78 39
36-45 56 28
46-55 34 17
56+ 8 4
Total 200 100

Source: Field Survey, November 2025

Respondents were predominantly aged 26-45 (67%), representing mid-career professionals with significant
responsibilities in policy implementation and leadership pipelines. The inclusion of younger respondents
(18-25) provides insight into emerging leadership aspirations, while senior staff (46+) contribute historical
perspectives on institutional norms. This age distribution ensures that the study captures perspectives across
critical career stages relevant to leadership progression.

Table 4.3: Marital Status of Respondents

Marital Status Frequency Percentage (%)

Single 96 48
Married 88 44
Divorced/Widowed 16 8
Total 200 100

Source: Field Survey, November 2025

The marital status of respondents reflects diverse personal circumstances, with single and married
employees comprising nearly equal proportions. Understanding marital status is important as it intersects
with work-life balance, career mobility, and leadership availability, particularly for women who may
experience additional family obligations. This diversity allows nuanced exploration of how personal
responsibilities impact access to leadership roles.

Table 4.4: Educational Qualification of Respondents

Education Level Frequency Percentage (%0)
No Formal Education 0 0

Primary Education 4 2

Secondary Education 22 11

Tertiary Education 174 87

Total 200 100

Source: Field Survey, November 2025

The data show that 87% of respondents possess tertiary qualifications, highlighting a highly educated
workforce capable of engaging in policy analysis and leadership responsibilities. Minimal representation of
lower educational levels indicates that barriers to leadership are less about qualifications and more
influenced by institutional, cultural, and structural factors, emphasizing the need to investigate systemic
impediments to women’s advancement.

Table 4.5: Current Position within MDASs

Position Frequency Percentage (%)
Senior Leadership 40 20
Middle Management 80 40
Junior Officer 60 30
Policy Maker 15 7.5
Other 5 2.5
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Position Frequency Percentage (%0)
Total 200 100

Source: Field Survey, November 2025

Respondents span all hierarchical levels, with middle management representing the largest cohort (40%).
Inclusion of senior leaders (20%) ensures insights from decision-makers, while junior officers provide
perspectives on early-career experiences. This distribution strengthens understanding of how gender
dynamics vary across organizational strata and how institutional factors shape leadership progression.
Table 4.6: Years of Experience of Respondents

Years of Experience Frequency Percentage (%)

0-5 30 15
6-10 60 30
11-15 50 25
16+ 60 30
Total 200 100

Source: Field Survey, November 2025

The majority of respondents (55%) have over ten years of experience, reflecting seasoned professionals
familiar with institutional practices and leadership structures. Those with mid-range experience (6-10
years) are at transitional stages into leadership, while early-career staff provide insights on initial barriers.
The data ensure perspectives are grounded in both historical and current workplace realities.

4.2 Gender Representation in Leadership

Table 4.7: Gender Composition of Leadership

Composition Frequency Percentage (%)
Predominantly Male 90 45

Mostly Male 70 35

Equal Male & Female 25 125

Mostly Female 10 5
Predominantly Female 5 2.5

Total 200 100

Source: Field Survey, November 2025

Leadership within MDAs remains heavily male-dominated, with 80% of respondents reporting male-
majority positions. Equal representation is rare (12.5%), while female-dominated leadership is minimal.
Qualitative data confirm that women often occupy middle-level roles with limited influence on decision-
making. This emphasizes the gap between formal gender policies and their practical implementation in
public institutions.

Table 4.8: Women in Senior Leadership

Number of Women Frequency Percentage (%o)

None 30 15
1-2 80 40
3-5 60 30
More than 5 30 15
Total 200 100

Source: Field Survey, November 2025

Women’s representation in senior leadership is limited, with only 15% of MDAs having more than five
women in such roles. Qualitative insights reveal that many women hold positions symbolically, with
restricted decision-making authority. This underscores structural and cultural barriers that continue to
impede meaningful gender inclusion in top leadership.
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Table 4.9: Barriers to Women’s Leadership (Multiple Responses, n=200)

Barrier Frequency Percentage (%)
Socio-cultural norms & stereotypes 140 70
Gender bias in promotion/appointment 130 65
Work—family balance challenges 120 60
Lack of mentorship/sponsorship 110 55
Limited leadership training 100 50
Weak enforcement of gender policies 90 45

Source: Field Survey, November 2025

Socio-cultural norms, gender bias, and limited mentorship are the most frequently cited barriers. Work—
family balance and insufficient policy enforcement further restrict women’s advancement. Qualitative
findings reinforce that informal networks and male-dominated structures hinder women’s progression
despite formal policies.

Table 4.10: Influence of Informal Networks on Leadership Appointments

Response Frequency Percentage (%)
Strongly Agree 70 35

Agree 80 40

Neutral 30 15

Disagree 15 7.5

Strongly Disagree 5 2.5

Total 200 100

Source: Field Survey, November 2025

Seventy-five percent of respondents acknowledge the influence of informal networks in leadership
appointments, highlighting male-dominated patronage systems. Qualitative data indicate that women’s
inclusion is often tokenistic, limiting substantive engagement in decision-making. These networks
perpetuate gendered inequalities in leadership selection and promotion.

Table 4.11: Existence of Formal Policies Promoting Women’s Leadership

Response Frequency Percentage (%)

Yes 120 60
No 50 25
Not Sure 30 15
Total 200 100

Source: Field Survey, November 2025

Sixty percent of respondents report that formal gender policies exist, but implementation is inconsistent.
Qualitative findings show that policies are often symbolic, with limited follow-up to ensure women’s
meaningful participation, indicating that policy presence alone does not guarantee impact.

Table 4.12: Effectiveness of Gender-Related Policies

Response Frequency Percentage (%)
Strongly Agree 20 10

Agree 60 30

Neutral 50 25

Disagree 50 25

Strongly Disagree 20 10

Total 200 100

Source: Field Survey, November 2025
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Only 40% of respondents perceive gender policies as effectively implemented. Inconsistencies in
enforcement, mentorship availability, and application across ministries weaken policy impact, limiting
women’s leadership opportunities. Qualitative data echo this, showing training programs exist but rarely
translate into senior-level authority.

Table 4.13: Access to Leadership Training and Development

Response Frequency Percentage (%0)
Strongly Agree 15 7.5

Agree 65 325

Neutral 50 25

Disagree 50 25

Strongly Disagree 20 10

Total 200 100

Source: Field Survey, November 2025

Only 40% of respondents agree that women have adequate access to leadership development. Qualitative
insights indicate that training alone is insufficient due to persistent male-dominated networks and limited
pathways for applying skills in decision-making, reinforcing structural barriers to leadership.

Table 4.14: Perceived Impact of Gender-Diverse Leadership on Organizational Performance

Response Frequency Percentage (%)
Strongly Agree 50 25

Agree 100 50

Neutral 30 15

Disagree 15 7.5

Strongly Disagree 5 25

Total 200 100

Source: Field Survey, November 2025

Seventy-five percent of respondents report that women’s leadership positively influences organizational
performance, enhancing collaboration, accountability, and team morale. Qualitative findings reinforce that
female leaders contribute to inclusive, transparent, and cohesive governance.

Table 4.15: Areas of Influence of Women Leaders

Area Strongly Agree Agree Neutral Disagree Strongly Disagree
Decision-making quality 40 90 40 20 10
Policy implementation 35 85 50 20 10
Accountability & transparency 45 80 45 20 10
Team collaboration 50 85 35 20 10

Source: Field Survey, November 2025

Respondents report that women’s leadership enhances decision-making, policy execution, accountability,
and team collaboration. Qualitative data highlight women’s ability to foster inclusive, transparent, and
equitable organizational practices, positively shaping governance and institutional performance.

Table 4.16: Strategies for Improving Women’s Leadership (Multiple Responses, n=200)

Strategy Frequency Percentage (%)
Gender-sensitive recruitment 140 70
Leadership training for women 130 65
Mentorship/sponsorship programs 120 60
Gender quotas/affirmative action 110 55
Work-life balance policies 100 50
Cultural re-orientation programs 90 45

Source: Field Survey, November 2025
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Respondents highlight structural reforms, training, mentorship, quotas, work-life balance policies, and
cultural sensitization as key strategies. Qualitative insights emphasize that these interventions must be
combined and enforced to enable meaningful participation of women in leadership roles.

Table 4.17: Need for Strong Accountability Mechanisms

Response Frequency Percentage (%)
Strongly Agree 60 30

Agree 90 45

Neutral 30 15

Disagree 10 5

Strongly Disagree 10 5

Total 200 100

Source: Field Survey, November 2025
Seventy-five percent of respondents emphasize the necessity for accountability to ensure gender
inclusivity policies achieve intended outcomes. Qualitative data underscore that monitoring,
evaluation, and enforceable measures are critical to prevent symbolic inclusion and ensure substantive
leadership opportunities for women.

4.3 DISCUSSION OF FINDINGS

The analysis demonstrates that leadership structures within federal ministries and agencies are
predominantly male-dominated, with women concentrated in middle-level positions and largely
excluded from strategic decision-making. Socio-cultural norms, entrenched gender biases, patronage-
based promotion networks, and inadequate enforcement of gender policies perpetuate this imbalance,
limiting women’s influence on policy and organizational outcomes. Challenges related to balancing
work and family responsibilities, limited mentorship, and exclusion from informal networks further
constrain women’s career advancement.

Although formal policies promoting gender inclusion exist in many MDAs, their implementation is
inconsistent and often symbolic. Gaps in monitoring, weak mentorship programs, and uneven
application across ministries hinder women’s meaningful participation. Nonetheless, the study shows
that women’s leadership positively impacts organizational performance, including improvements in
collaboration, accountability, decision-making quality, and team cohesion, confirming the value of
gender-diverse leadership beyond normative considerations.

Finally, access to leadership training and professional development remains uneven. Male-dominated
networks continue to influence promotion and appointments, limiting the translation of skills into
leadership authority. Respondents advocate for structural reforms such as mentorship, gender-sensitive
recruitment, affirmative action, cultural re-orientation, and work-life balance policies, alongside strong
accountability mechanisms, to enable substantive and sustainable inclusion of women in leadership
positions within Nigerian federal ministries and agencies.

5.0 CONCLUSION AND RECOMMENDATION

The study concludes that leadership within federal ministries and agencies in the Federal Capital
Territory, Nigeria, remains largely male-dominated, with women predominantly occupying middle-
level positions and rarely participating meaningfully in strategic decision-making. Socio-cultural
norms, entrenched gender biases, male-centered promotion networks, and weak enforcement of gender
policies collectively limit women’s access to senior leadership roles. Despite the presence of formal
policies promoting gender inclusivity, their implementation is inconsistent, rendering many initiatives
symbolic rather than transformative. Nonetheless, evidence from both quantitative and qualitative data
indicates that women’s leadership positively impacts organizational performance, enhancing
collaboration, accountability, transparency, and decision-making quality. This highlights that gender-
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diverse leadership is not only a matter of equity but also contributes to institutional effectiveness and
sustainable governance.

To improve women’s representation and substantive participation in leadership, federal ministries and
agencies should implement comprehensive strategies, including gender-sensitive recruitment,
affirmative action measures, mentorship and sponsorship programs, and targeted leadership training.
Institutions must also promote work—life balance policies, cultural re-orientation initiatives, and
enforce accountability mechanisms to ensure that gender policies translate into tangible outcomes.
Regular monitoring, data-driven evaluation, and merit-based promotion pipelines should be
institutionalized to dismantle male-dominated networks and structural barriers. Collectively, these
measures can foster sustainable gender inclusivity, empower women to contribute effectively to policy
and decision-making, and enhance overall organizational performance.
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