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ABSTRACT

The study examines the effect of gender discrimination on women employment opportunity, the study has the following objectives, to examine the employment opportunities available to women in Seven-up bottling company, Ilorin plant. To find out the response of women in Seven-up bottling company who experience gender discrimination and to ascertain the level of stereotype on women in Seven-up bottling company due to gender discrimination.
Concerning methodology for this study, data was obtained from primary source that is questionnaire and secondary source which include text books, journals. For the purpose of this research work, data collected was analyzed from answer options derived from questionnaire issues tabulated and interpreted using chi-square method to prove the hypothesis.In view of this, the researcher used sample size of 45 workers, which were chosen to represent the total population. The researcher used random sampling method in research and this is to enable the questionnaire being sent out to receive attention without bias. 
Findings from the study reveled thatmost women are highly qualified for employment in Nigeria, qualified women are not readily given jobs in seven up bottling company, stereotype against women in seven up bottling company is high, seven up bottling company discriminates against women during employment opportunities, and Women are not readily given production jobs in seven up bottling company.
This study amongst others will reveal the effect of gender discrimination on employment, thereby educating scholars, females in the society and the society at large.

Machine and tools used for services in the company should be serviced, inspected before daily operation begins.
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CHAPTER ONE
INTRODUCTION 
1.1	Background to the study
In recent decades, there have been large gains, no doubt in comparable levels, in basic rights and opportunities, in life expectancy and enrolment ratio for women. But despite these gains, the stark reality has not changed. There still are larger gender disparities in basic human rights, resources, and economic opportunity, and in political rights –the world over. Gender roles and relations to a large extent shape the process of urbanization. The growth of cities and towns cause social, economic and environmental change that often go beyond city boundaries (Dankelman, 2003).The term ‘gender’ refers to economic, social and cultural attribute and opportunities associated with being male or female (UN-Habitat, 2003).
Gender discrimination is the practice of letting a person’s sex unfairly become a factor when deciding who receives a job, promotion or other employment benefit. It most often affects women who feel they have been unfairly discriminated against, in favour of men.Women face job discrimination and segregation. They consistently find themselves in low-status, low-paying jobs with few opportunities for advancement. They are overrepresented among part-time workers and informal sector operators. Moreover, the kind of paid work that women are more likely to be involved in pays less than the jobs that are predominantly male oriented.
Discrimination in workplaces is now one of the most debated issues around the world. There had been innumerous findings on and strong charges against discrimination (Kelan, 2009). In particular, gender bias has become a common occurrence everywhere in most of the developing countries (Kelan, 2009). Some reports also show that such discrimination happens even in developed countries, though the number of facts may be less compared to those in the developing and least developed countries. There are different forms in which discrimination may be evident at workplaces. In spite of the number of findings and reported cases in governmental and non-governmental institutions, the issue still remains beyond control. Environment around the office, the socio-economic status of women, the religious values and restrictions and above all the social psychology of the people can be figured out as the principal causes behind biasness (Sue, 2005). Unwillingness and lack of attention and supervision by the government adds to this to a great extent (Kelan, 2009). All these have led the issue being complicated more and more. It would be easier to realize the problems in implementing non-discrimination at workplaces in the light of the forms and specific aspects of biasness that women encounter generally (Kelan, 2009).
Victims of gender discrimination lose motivation and morale necessary to perform their jobs effectively. According to a report written by Dankelman (2003), gender bias also leads to a loss in productivity. Things that may lead to this loss of morale and motivation could include jokes about an employee’s gender that imply inferiority, offensive jokes of a suggestive or sexual nature and jokes implying that an employee’s work is sub-par due to his or her gender. Though, Federal law prohibits this type of workplace harassment, whether by superiors or coworkers
Women who have young children at home may experience push-back when interviewing due to family responsibilities. Although law prohibits a prospective employer from asking about family responsibility outright, it often comes out during the interview process anyway. This may provoke the hiring manager to pass over a qualified female candidate if he feels she will be torn between her home and job responsibilities. If the woman makes it into the position, her supervisor can view her employee file to see that she has young children signed up on insurance or other benefits. He then may choose to give her less responsibility or assign menial tasks to her that do not fit her job description (Sue, 2005). Although illegal, this practice still exists in offices today. Those discriminated against may feel such strong resentment and loss of self worth that they resort to destruction as a way to get back at the discriminatory employer or coworkers. Destructiveness may manifest itself as physical violence against others, destruction of property or propagation of malicious rumors about people in the company and the company itself (Sue, 2005).
1.2	Statement of the problem
Women in developing countries receive less education than men. More so, women in general enjoy far less employment opportunities than men globally. Women and girls who are at the bottom of the social, economic and political ladder in these societies get even lesser opportunities to have a command over productive resources such as land or credit. So while demand of basic rights (be it education, employment or healthcare for women) determined to women, this denial, ultimately also harms the society, the nations at large too, by hampering development.It is against this background the researcher would determine the effects of gender discrimination on employment opportunities in women, as it affects the society at large.
1.3	Objectives of the Study
The purpose of the study is to examine the effect of gender discrimination on employment opportunity of women. 
This study ought to accomplish the following:
i. Examine the employment opportunities available to women in Seven-up bottling company, Ilorin plant
ii. Ascertain the level of stereotype on women in Seven-up bottling company due to gender discrimination.
1.4 Research Questions
i. To what level are employment opportunities available to women in Seven-up bottling company, Ilorin plant?
ii. What is the most stereotyped job for women in Seven-up bottling company, Ilorin  plant?
1.5 Research Hypotheses
H01: Employment opportunities are available in seven-up bottling company, ilorin Plan
H02: Stereotyped job for women prevail in seven-up bottling company, Ilorin plant

1.6	Significance of Study
This study amongst others will reveal the effect of gender discrimination on employment, thereby educating scholars, females in the society and the society at large.
1.7	Scope of the Study
This scope of the study are to women in the Seven-up bottling company, Ilorin plant 
The major limitation is the time constraint for the gathering of relevant material for the research work. Moreover, since the responses of women formed the data for this study, there will be no proof to ensure that the information provided by the population sample is absolutely accurate.
1.6 Definition Of Terms
Gender Discrimination
Gender discrimination refers to the unfair or unequal treatment of individuals based on their gender
Employment Opportunity
Employment opportunity encompasses all aspects of job availability and career progression within an organization. It includes the initial hiring process, access to promotions, professional development opportunities, and job security. 

Workplace Harassment
Workplace harassment is any unwelcome behavior or conduct in the workplace that creates a hostile, intimidating, or offensive work environment. 
Equal Pay
Equal pay refers to the principle that men and women should receive the same remuneration for performing the same work or work of equal value. 
Diversity and Inclusion Policies
Diversity and inclusion policies are organizational strategies designed to promote a diverse workforce and create an inclusive environment where all employees feel valued and respected. 










CHAPTER TWO
LITERATURE REVIEW
2.0 	CONCEPTUAL REVIEW
2.1	CONCEPT OF GENDER DISCRIMINATION 
Gender is a source of worker discrimination to which the literature has paid much attention, in recent years. For most countries, the increase in female labour participation during the last decades has, in effect, dramatically changed the traditional ‘male breadwinner’ family model where wives’ earnings were just ‘pin money ‘playing a negligible role in the household budget (Gradin et al., 2016). 
An extensive and growing literature in labour economics has emphasized that women bankers, in spite of their increasing success in entering the organization and in reducing their wage gap, are still far from facing the same opportunities than men have. For example, according to the OECD (2004) report, the average rate of female labour participation in  European banks has increased in 7 percentage points between 1990 and 2003 (from 54.5 to 61.3), and a similar trend has been observed in the United States, Canada, Australia and Japan. Note, however, that this increasing average trend hides remarkable differences in the levels of participation across European countries. While Nordic countries like Sweden, Norway, Finland or Denmark register over 70 percent of female participation, Southern European countries like Spain, Italy or Greece do not reach 55 percent. Indeed, even in countries displaying the greatest levels of gender equality, women still continue to encounter difficulties for balancing work and family life (Gradin et al, 2016).  They less often are promoted in their professional career or are unable to reach working conditions similar to those enjoyed by men. Therefore, in developing countries like Nigeria where gender inequality is high, studies on gender determination and discrimination are paramount. 
Researchers have tried to evaluate and explain the existence of gender segregation and gender gaps in participation, wages and unemployment rates in several countries. Within these, it is the analysis of the gender wage gap that has received the most attention. In fact, the large number of results on gender wage gaps from a large list of countries allows us to conclude that differences in human capital accumulation between men and women cannot fully explain the empirically-observed gender pay differences, indicating that they must be a result of different returns to similar characteristics by gender. For instance, Arulampalam et al. (2015) have provided a recent study with a rich comparison of evidences across EU countries. Other additional evidence are provided by a study by Blau and Khan (2019) who analyzed the determinant factors of unexplained gender wage gaps across countries.
In developing countries like Nigeria where gender inequality is high, studies on gender determination and discrimination are paramount. Women in the civil service, private sectors less often are promoted in their professional career or are unable to reach working conditions similar to those enjoyed by men (Obuji, 2016).
Banking in Nigeria is a sector where men and women are not equally employed with respect to the other sectors. At the same time, the organization has become a leading sector thanks to the financial liberalization after the 1980s. So it is better and more meaningful to approach the sex discrimination in the organization, not from the wage discrimination point of view but, from the job discrimination point of view. The fact that the Nigeria organization is gender segregated both horizontally and vertically can also have an impact on productivity of employees. The vertical gender segregation refers to women not being in higher positions, either in female or in male dominated occupations, and to the possibility for women to achieve career or wage improvement as being low (27, 51). For example, in Nigeria, three out of four top bank executives and managers are men. In the private sector, four managers out of five are men. Although, it is true that women in general run a higher risk for sickness absence the issue is more multifaceted. It has been shown that men working in female‐dominated occupations run an increased risk for sick‐leave, as are women working in male‐dominated occupations (52, 53). In the nineteen‐nineties there were large reductions in public services resulting in an increasing workload for the remaining workforce. In the same period the psychosocial work environment deteriorated, i.e. stressful work, work demands and work pace have increased, and this is especially pronounced for women (3, 4). The occupational gender 14 segregation may have an impact on health development, sick‐leave and return to work possibilities in women.
Discrimination Of Women at Top Management Levels in the Organization Of Nigeria
Historically, the first identified form of gender discrimination in the organization of Nigeria has been the glass ceiling. The concept of glass ceiling can refer to the invisible, but impenetrable barrier preventing women from reaching managerial positions irrespective of their achievements (Obuji, 2016). 
Inequalities caused by the glass ceiling do not refer only to the present ratio of women to men in higher management positions in Nigerian banks, but also to the probability of reaching those positions. The degree of representation of both genders in higher hierarchical levels depends on the entry level (if men embark on a career ladder from a better position than women, they will be dominant in higher management in the context of similar promotion conditions) and the proportion of those leaving the institution (if women start their career with the conception whereby their promotion possibilities are limited, there is the chance that they will change the work place much more often than men and consequently, the latter will find it much easier to get promotions even in the absence of discriminatory practices). The other characteristic of the glass ceiling is that the unequal practices it describes become more significant, in terms of impact and extent, over time (Cotter et al., 2018).
 From a personal perspective, the effects of this type of discrimination become stronger as women advance in their careers. If obtaining a medium management position can be relatively difficult because of various discrimination practices, obtaining a higher management position can pose even greater problems, and so on. Also, after a certain period of time, one can be reticent to seek advancement if she considers that the effort made will not be fairly rewarded.
Even though there is no objective reason for women not to reach top management positions in an organization, women are prevented to reach those positions because of the discriminatory practices within organizations and societies. Depending on the national or organizational culture, the glass ceiling can be closer or further from the top within an organization, but irrespective of its location, the base (the positions with limited prestige and low rewards) is formed mostly by women. More than often, women’s access to top-level positions is restricted from the moment they become members of an organization by their integration in non-strategic departments (human resources, public relations) that are not considered a recruitment pool for top managers.
Also, women are excluded from the formal or informal networks that can provide the necessary social capital for advancement into senior management positions (Wirth, 2017).
To conclude, while throughout the last decades women’s interest in career has increased considerably (the percentage of women enrolled in forms of tertiary education and average age for marriage have both risen), this transformation in individual psychology has not been reflected in the number of women reaching the higher echelons of organizations (Wirth, 2017).
According to the Gender and Sustainable Development Report issued by The Organization for Economic Cooperation and Development (OECD, 2018), the low level of representation of women in management positions, both in the public and private sectors, represents an inefficient use of human capital; even though women represent 40-50% of the workforce, less than 8% have top management positions and this percent is dwindling. The highest proportion of women in management positions can be found in the USA, UK and Ireland, while at the other extreme there are the Southern European states, such as Italy, Spain, Greece and Portugal.
Measures To Address Gender Discrimination In An Organization
Agu (2019) argued that in order to eliminate the practice of discrimination in the workplaces such as the civil service and banks in Nigeria, there is a need to promote equality of opportunity and equality of treatment. Similar view was expressed by the European Social Fund: Equality and Diversity Good Practice (2017) by asserting that equal opportunities initiatives typically happen because the law has compelled organisations to create a ‘level playing field’ in the workplace or to ensure equal access to services (ECOTEC, 2017). This is achievable through the commitment of the government and employers to ensure that the law is implemented in order to combat discrimination and promote equal treatment and opportunities (ILO, 2017). This is reflected in the contemporary trends at the international level which has led, in the past years, to the steadily increasing number of ratifications by a lot of countries of the Equal Remuneration Convention, 2021 (No. 100), and the Discrimination (employment and occupation) Convention, 1958 (No. 111) (ILO, 2017). Against this background, this paper examines to what extent has equality been created at the workplace in Nigeria? What are the major obstacles 4690 Afr. J. Bus. Manage. This is because persistent discrimination may force an employee to leave the company under the inference of constructive dismissal (Bregman, 2016). Towards this end, it is an employer’s responsibility to ensure the equal treatment of each employee by creating a conducive workplace environment that promotes equality and eliminates discrimination (Jobs, 2011).
The concept of equality cannot be separated from the concept of justice. Similarly, equality and discrimination are two sides of a coin (Goldstone, 2016). Once there is discrimination in any form, then the doctrine of equality is violated and vice versa (White, 1997). However, for purposes of this discourse, there is a need to separate discrimination from a mere differentiation. The reason for this is that, there could be a cogent reason to differentiate even in the workplace on some grounds but such grounds should be reasonable. Differentiation is an enduring feature of labour markets everywhere in the world provided it took place for a good reason. Nigeria is not an exception (Tomei, 2003). Consequent upon this, employers have the rights to determine not only the jobs that are available but the qualification that workers need in order to fulfill these jobs, the wages, working conditions, skills and capacities (Fudge, 2009). To some extent, these reasons are permissible provided the employer does this within the ambit of the law.
However, from an ethical perspective, differentiation will automatically becomes discrimination once that differentiation takes place for an unacceptable reason (Dupper and Strydon, 2004) such as employment based on race, ethnicity, gender and religion are unacceptable and they are prohibited in most of the liberal societies (Fudge, 2009). And as such, there are legal remedies available to employees who have been subjected to invidious discrimination or inequality (Fudge, 2009).
However, Mclachlin (2009) observed that the meaning of equality in labour relations has consistently been presented as the most conceptually difficult question for the courts. It is against this backdrop that Mclachlin (2009) described equality as a Tantalus promising more than it can deliver. The reason for describing equality in labour relations like this is that: “there are competing understandings of which inequalities matter or what kinds of discrimination ought to be prohibited. The question of legitimate and illegitimate forms of inequality is particularly pertinent and controversial in the realm of work. Labour markets are the primary mechanisms for allocating income in liberal democracies and, in this era of globalization and neo-liberalism, tolerate profound differences in the treatment of individuals and generate profoundly unequal outcome” (Mclachlin, 2009). Pursuant to the preceding quotation, she cautioned and warned and said that absolute equality is impossible because of the diversity of the society and its foundation in the competition of marketplace (Mclachlin, 2009).
Consequently, treating everyone the same is not necessarily going to work (ECOTEC, 2007). This is because different people will have different aspirations, expectations, opportunities, responsibilities and needs. Therefore, treating people fairly means recognizing their differences, respecting them and acting accordingly (ECOTEC, 2007).
According to Miller, diversity is about valuing differences and respect for people (Miller, 2009). The current trends is now to focus on the legal framework which underpins the prohibition against discrimination; not what the public authority is not doing but focus on what efforts they are doing to ensure gradual eradication of workplace discrimination (ECOTEC, 2007).
For the purpose of this paper, discrimination means unfair or unjust treatment of or decisions affecting an individual because of factors not related to the ability of such individual to perform the job such as sex, race, age, marital status, disability, union membership, personal activities and similar factors. In other jurisdictions, the definition of workplace discrimination has been widened to incorporate harassment, sexual harassment, bullying, and workplace violence. The courts have been very proactive especially when the issue for determination before the court relates to invidious discrimination. Take for an example, in the American case of Brown versus Board of Education (1954) 98 L.ED 873 the Supreme Court held that it was unconstitutional to separate black children from others of similar age and qualifications solely because of their race. The court concluded that in the field of public education, the ‘doctrine of separate but equal, has no place because separate educational facilities are inherently unequal.
Similarly, in the case of regents of the University of California versus Bakke (438 U.S 265 1978), a white student sued the University for unjust discrimination because it admitted black and Indian students with lower qualifications, whereas he as a white student was denied admission.
History Of Gender Discrimination At Work Place
The history of gender discrimination in the workplace is characterized by failed political manoeuvres and unfair wage practices. The laws enacted by the federal government to prevent wage discrimination have allowed women workers to raise income over time but a gulf still exists between the pay of women versus men performing similar work. Employers must develop proactive strategies to combat discrimination and create a permissive and equal working environment (Terry, 2015).
Wage equations for genders, wage differentials and segregation have been studied intensively since the 1960s. Research has been carried out on theoretical aspects, estimation methodologies, econometric issues and empirical estimation. The review of the literature shows that some group of economists use human capital theories to explain gender wage differentials and segregation, and another group emphasizing discrimination. Clearly, different explanations for the source of gender differences lead to different policies for combating women’s inferiority in the labour market. While human capital theories favour increasing investment in women’s education, training and selection of occupational path, discriminative theories call for affirmative action, laws against discrimination, and the like. Rather than being competitive, these two theories are complementary. There are differences in human capital levels (mainly in experience and training) and discrimination is also prevalent (measured by different rates of return to human capital). (Oaxaca, 2017).
Blinder (2020) and Oaxaca (2015) were the first to suggest a methodology for estimating the contributions of human capital differences and of discrimination to gender (racial or ethnic) wage differentials. Indeed, the decomposition method developed by Blinder (2015) and Oaxaca (2017) and generalized by Juhn, Murphy, and Pierce (2018), Neumark (2018), and Oaxaca and Ransom (2018), is a very popular descriptive tool, since it permits the decomposition of the difference in an outcome variable between two groups into a part that is explained by differences in the observed characteristics of these groups and a part that is due to differences in the estimated coefficients. The Blinder-Oaxaca decomposition has been used in numerous studies of wage-differentials between males and females or between different ethnic groups. In these studies, the unexplained part of the decomposition is interpreted as discrimination (Bauer & Sinning, 2016). Review of the literature on decomposition, a number of methodology issues associated with the use of Oaxaca-Blinder decomposition are identified. Indeed, a set of papers explores econometric issues, such as selectivity bias. Analysis of this problem started in the early seventies with the papers by Gronau (2016) and Heckman (2018). In their studies, the problem of sample selection bias is discussed in the context of the decision by women to participate in the labour force or not. However, selectivity bias might be found at two stages of the employment process at the stage of joining the employed labour force and when a specific occupation or an occupation status is chosen. Occupation selectivity bias affects wage differential as occupations differ in average wage rates (even after controlling for workers characteristics) and barriers to entrance of the subordinate group create another source of discrimination. In the presence of sample selection, both types, OLS estimation of the wage equations can yield biased and inconsistent estimators, Gronau (2017) and Heckman (2019). While correction for the first type is standard, correction for the second type is not usually done, and if is performed it is not taken to the stage of decomposing wage differentials including the decomposition of the inverse mills ratio (Neuman& Oaxaca, 20015). 
Heckman (1979) proposed two estimation techniques to overcome the self-selection problem, one consisting in maximum likelihood (ML) estimation of selection model assuming bi-variate normality of the error terms in the wage and participation equations. The other method proceeds in two steps, an estimation of the participation equation, and OLS (or GLS) estimation of the wage equations using participants only and the normal hazard estimated from the first step as additional regressor. Two reasons have been advanced to support the preference of two-stage estimation to the direct ML estimation of the Heckman model. First, ML relies on joint normality of the errors in the selection and level equations. Second, using OLS in the second stage has an advantage that the average of the residuals is zero, which does not hold for the ML Heckman estimator. For these reasons, this study used the two-stage procedure. 
Example of studies applying the Heckman correction include Dolton et al, (2019) who estimated a simultaneous model of occupational choice, wage determination, and occupational status in which selectivity corrections are included in the wage and occupational status equations. Selectivity corrections are made for labour force participation of women and occupational selectivity corrections are made for both men and women. Wage decompositions are not performed and gender discrimination is not estimated, though male and female occupational choices are predicted using own characteristics with the estimated model for the opposite sex. 
Xiaoyan He (2015) analyzed the gender wage gap in Taiwan from 2017 to 2018 The replicating results show that gender wage gap was not constant as concluded by previous literature but slightly declined. In this study, Xiaoyan noted that the original Blinder-Oaxaca decomposition omits some important independent variables and therefore he tested this by adding the sector of employment as dummy variable into the Blinder-Oaxaca equation. However, the inclusion of sector of employment in wage equation has one conceptual problem that may be difficult to resolve (Garcia-Aracilet al., 2016). That is if all the discrimination takes place with respect to sector. In other words, what if mostly men get jobs in the high paying sector but, once in a sector, men and women get paid the same amounts. 
Laws That Protect Against Gender Discrimination At Work Place In Nigeria
Discrimination in the workplace is also forbidden by section 17 of the Constitution of the Federal Republic of Nigeria. The section states that the state social order is founded on the ideals of freedom, equality and justice. It goes on to provide that every citizen shall have equality of rights, obligations and opportunities before the law.More specifically, the section stipulates that the state shall ensure that all citizens, without discrimination on any group whatsoever, have the opportunity for securing adequate means of livelihood as well as adequate opportunity to secure suitable employment and that there is equal pay for equal work without discrimination on account of sex, or any other ground whatsoever. As we have already noted, section 17 being a provision under Chapter II of the Constitution is not justifiable. It follows therefore that unless a law is passed embodying the provision, it is impossible to rely on it as a basis for challenging any discriminatory practice in a court of law. There is an also an anti-discrimination protection in section 42 of the Constitution. The section provides that a citizen of Nigeria of a particular community, ethnic group, place of origin, sex, religion or political opinion shall not, by reason only that he is such a person be subjected either expressly by or in the practical application of any law in force in Nigeria or any executive or administrative action of the government to disabilities or restriction to which citizens of Nigeria of other communities, ethnic groups, places of origin, sex, religious or political opinions are not made subject.It is a limited provision in many ways. First, it seems to protect Nigerian citizens only. Second, it merely protects a person against discrimination based on statute or arising from the application of a statute or discrimination based on executive or administrative action of the government. Given the fact that government is increasingly becoming an insignificant employer vis a vis the private sector it follows that there is no constitutional protection as such for employees in respect of discriminatory policies in the workplace. Section 42(2) which provides that no citizen of Nigeria shall be subjected to any disability or deprivation merely by reason of the circumstances of his birth does not afford better protection either. The constitution does not define the phrase circumstances of his birth. The phrase is rather too nebulous.A person who is eligible to belong to a trade union cannot be denied membership of the trade union on the ground that he or she is of a particular community, tribe, place of origin, religion or political opinion. (Section 12 of the Trade Unions Act). If any person is refused admission into a trade union on the stated discriminatory grounds, the union and all its officials shall be guilty of an offence. (Section 12
2.2 Theoretical Review
Concerning gender discrimination at work, the specific literature presents three different theories that identify distinct mechanisms which could explain the source of discrimination. Three (3) theories that are not mutually exclusive, but rather complementary as they all contribute to a better understanding and analysis of gender discrimination in management and all of them combined (in different forms) might determine why men discriminate against women. (Terry, 2010)
Stereotyping Theory
According to the stereotyping theory, women’s advancement into managerial positions is interrupted or limited by the discrepancies perceived between women’s characteristics and those characteristics – usually men’s characteristics – traditionally correlated with managerial success Women are generally perceived as empathic, intuitive, devoid of aggression, emotional, dependent, oriented towards group, not competitive, less ambitious, devoid of entrepreneurial spirit and as lacking the desire to be in a leadership position. By associating feminine characteristics with women and masculine characteristics with men (and successful leaders), women’s opportunities to climb the organizational ladder are limited. (Terborg and Ilgen, 2015)
Attribution Theory
According to the attribution theory, workplace success or failure is due to stable, objective factors (intelligence, professionalism, skill) or variable, subjective factors (chance or luck). In general, when the performance of individuals meets the employer’s expectations, it is attributed to stable factors; conversely, when the performances do not meet or exceed the employer’s expectations, the unexpected result (positive or negative) is attributed to variable factors. The discriminatory treatment arises when the results obtained by female managers exceed the expectations and are explained by variable factors (it is assumed that the favorable external context and not skills or ambition allowed her to do more), whereas when their performance does not meet the expectations, failure is explained by stable factors (it is assumed that the female manager lacks professionalism or skills, and that is why she could not achieve the goal – external factors, outside her area of influence are disregarded). On the contrary, exceeding the expectations in the case of a male manager is explained by stable factors (it is assumed that his abilities have been underestimated and that the better results are due exclusively to his work and actions and not to chance or favorable developments in the external environment), while his performances that do not meet the expectations are attributed to either external factors (it is assumed that although the male manager is very well trained and did his best, the goals were not reached (Terborg and Ilgen, 2016,).
Equity Theory
The equity theory proposes that individuals should evaluate their investments/inputs (education, experience) and results compare them to those of other persons in similar conditions and, based on this comparison; they should assess the degree of satisfaction with their work place. If they find the results of this evaluation to be fair, individuals should be satisfied; on the contrary, if they perceive disproportionate differences, individuals should act in order to eliminate the source of inequity. It is worth mentioning that inequity can create a feeling of discontentment/dissatisfaction among individuals that are not directly affected by the perceived inequity. Based on the aforementioned theory, there is the possibility for women to be disproportionately rewarded compared to men (better salaries, career advancement opportunities) even when they obtain the same results, if those employers prejudiced against women consider that female managers have made a greater effort in order to make up for the lack of qualifications (investment/input). Unfortunately, the same negative preconceptions (female managers are ill prepared) can result in limited rewards for women, if only the perceived inputs and not the obtained results are taken into account (starting from the perception that men are better prepared, it is deemed that their results should be more valuable and therefore men should be rewarded accordingly (Baroudi, 2022).
2.3	Empirical Review
According to Obuji (2006) in his Research Surveys, 68 percent of women surveyed believe gender discrimination exists in Nigerian banks. Federal law protects women and other minorities from discrimination in the work place. The 2011 Nigerian Employment and Labour act ended the practice of paying men more than women when performing the same jobs and duties. Despite these protections, many women still feel gender-based discrimination is a problem in some businesses.
Havard (2021) discuss the “influence of organizational environment on employee behavior” This study examined cultural and organizational motivations for success through organizational engagement and work motivation in the Department of Public Works in the province of Maluku, Indonesia. The approach used for this study was quantitative, using a survey. The Department of Public Works of the Province of Maluku was the research site with a sample of 149 participants. The analysis method used in this study was Generalized Structured Component Analysis (GSCA). The main findings were organizational culture has a direct effect on organizational engagement and a direct contribution to employee performance, organizational culture impacts company performance, organizational environment has a direct effect on employee motivation and employee performance, and organizational environment supports company performance. The results indicate that the organizational environment can be increased by formulating regulatory policies and establishing rules and strategies for employees to carry out their duties. Motivation for work can be boosted by giving awards that match the results of work. In building an organizational culture, attention needs to be paid to the values contained in organizational culture, consisting of corporate empowerment, team management, clarity of vision, direction, and corporate goals.
MLX (2019): The Influence of the Work Environment, Organizational Commitment and Organizational Citizenship Behavior on Employee Performance and Motivation as Intervening." The purpose of this study is to analyze the influence of the Influence of the Work Environment, Organizational Commitment And Organizational Citizenship Behavior On employee Performance through Motivation as an intervening Matahari Department Store Tbk Tunjungan Plaza in Surabaya. The population of this research was conducted by using the sampling technique of the research is taken from the population by using the method the sample is saturated, meaning that all existing populations as a complement to the sample, so the sample used the same magnitude with the population of 125 employees. Path analysis and hypothesis test using t test. The results of this study show that work environment has positive and significant effect on employee performance; work environment influential positive and significantly to the motivation; organizational commitment and significant positive effect on employee motivation; organizational commitment and significant positive effect employee performance; OCB positive and significant effect on employee performance. OCB have a positive and significant impact on employee motivation; motivation has positive and significant effect on employee performance; work environment influential positive and significant on employee performance through motivation; commitment otganisasi positive and significant effect on employee performance through motivation, and OCB positive and significant effect on employee performance through motivation.
Chicago (2019) Investigate "Impact of workplace environment on employee performance: mediating role of employee health." The study is to explore, impact of workplace environment i.e Physical Environmental Factors and Behavioral Environmental Factors on employee productivity (EP) through mediating role of employee health (EH). Research methodology – This study adopted questionnaire survey method and data was collected from 250 employees working in software houses in Pakistan. Data has been analysed using SPSS and AMOS software. Reliability and correlation analysis was performed by using SPSS while; path analysis was performed using AMOS. Findings – Results revealed that one unit variance in PEF incorporates 35% change in EH, 33% change in EH is caused by one unit increase in BEF and one unit increase in EH leads to 80% increase in EP. Physical and Behavioural Environmental Factors are positively affecting EH and EH is positivity affecting EP. Results of the study revealed that: employee health is mediating the relationship between workplace environment factors and employee performance. Research limitations – We used working Environment factors to determine employee health; future studies can consider compensation practices, insurance plans and health benefits by the organization, a large sample or increased number of mediating variables can be used. The current study has adopted cross-sectional design while future studies can consider longitudinal design. Practical implications – Organisations must maintain a better environment in order to enhance employee productivity as, employee performance and workplace environment have direct and positive relationship, employees productivity and physical as well as behavioural environment are linked through employee health. Originality/Value – However, most of the previous studies in this field only highlighted positive dynamic indicators of these indicators and neglected the quantitative changes, the current study is an attempt to obtain a quantitative measure of responses in the given context.




CHAPTER THREE
RESEARCH METHODOLOGY
This chapter deals with the methods which the researcher employed in the collection of necessary data and information for the collection of necessary data and information for the project work. 
3.1	Research Design 
A research design specific the frame work on which the project is based, it makes sure that the required data is collected accurately. 
3.2	Research Population 
This refers to the overall coverage of the research work in terms of who to be surveyed. 
The population of this research work was drawn from the workforce of Seven Up Bottling Company, Ilorin plant. The total number of staff in material department is 200 employees. 
3.3	Sample Size and Sampling Technique
Sampling is used to enable all categories of staff have equal opportunity of being represented. The sample size is the selected part of the population using sample random sampling. It is proportionate number of the population which describes the characteristics of the population. 
In view of this, the researcher used sample size of 45 workers, which were chosen to represent the total population. 
The researcher used random sampling method in research and this is to enable the questionnaire being sent out to receive attention without bias. 
3.4	Sources of Data
For effective and adequate courage of the research findings, the researcher used the following methods: 
1. Questionnaire Method: This is a lot of structure and segmental questions which are aimed at eliciting relevant data from the respondents to whom it is being administered, for the purpose of simplicity, the researcher decided to adopt the multiple choose of questionnaire format where the respondent can easily make their choice. The questionnaire checklist was designed based mostly on the aspect of material management. 
2. Personal Observation: This is perhaps an efficient and instrument for addressing people at work for carrying out a case study such as undertaken in a large and busy organization. 
This tool enabled the researcher to observe things physically and the method can be highly accurate and also remove all conjunctives about what the respondents does in a given number as well as reducing interviews bias.  
3. Personal Interview: Personal interview as the name implies was used by the researcher to complement the data for study. These subjects to face interview relating to the issues at hand which cannot contain in the questionnaire from the selected sample to whom the questionnaire has been administered. This method is forward for its flexibility. Some of the questions can be altered as the situation of the interview demand. 
3.5 Validity and Reliability of the Instrument
The validity of the research instrument was ascertained by submitting a draft copy of the questionnaire to the project supervisor, who accessed the instrument to ensure that all variables are proxies relevant to this research were included and measured appropriately. The instrument was considered reliable for the project.
3.6	Method of Data Analysis
For the purpose of this research work, data collected was analysed from answer options derived from questionnaire issues tabulated and interpreted using chi-square method to prove the hypothesis. With this technique, the researcher established a result of findings.
The formula for this technique is as follows:
Level of significance 		=	0.05
Degree of freedom (dt) 	= 	(r-1) = (3-1) (2-1) = 2
Testing of statistics		=	x2 =  (O-E)2
							    E
Decision rule = - Accept Hi if x2 is greater than table (5.991)





CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
This chapter is devoted to the presentation, analysis and interpretation of the data gathered in the course of this study. The data are based on the number of copies of the questionnaire completed and returned by the respondents. The data are presented in tables and the analysis is done using the chi-square test.
4.1 Data Presentation and Analysis
The data presented below were gathered during field work:
BIO DATA OF RESPONDENTS
	Table 1 sex of respondents

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	male
	25
	55.6
	55.6
	55.6

	
	female
	20
	44.4
	44.4
	100.0

	
	Total
	45
	100.0
	100.0
	


Source: field survey, 2025.
Table 1 above shows the gender distribution of the respondents used for this study. 
25 respondents which represent 55.6percent of the population are male.
20 respondents which represent 44.4 percent of the population are female.
	Table 2 age grade of respondents

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	below 20 years
	10
	22.2
	22.2
	22.2

	
	21-30years
	10
	22.2
	22.2
	44.4

	
	31-40years
	15
	33.3
	33.3
	77.8

	
	41-50years
	5
	11.1
	11.1
	88.9

	
	51-60years
	5
	11.1
	11.1
	100.0

	
	Total
	45
	100.0
	100.0
	


Source: field survey,2025.
Table 2 above shows the age grade of the respondents used for this study. 
10 respondents which represent 22.2 percent of the population is below 20yrs.10respondents which represent 22.2percent of the population are between 21-30yrs.15respondents which represent 33.3percent of the population are between 31-40yrs.5respondents which represent 11.1 percent of the population are between 41-50yrs while the remaining 5respondents which represent 11.1 percent of the population are between 50-60yrs.


	Table 3 educational qualification of respondents

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	FSLC
	5
	11.1
	11.1
	11.1

	
	WASSCE/SSCE
	10
	22.2
	22.2
	33.3

	
	OND/HND/BSC
	20
	44.4
	44.4
	77.8

	
	MSC/PGD/PHD
	5
	11.1
	11.1
	88.9

	
	OTHERS
	5
	11.1
	11.1
	100.0

	
	Total
	45
	100.0
	100.0
	


Source: field survey,2025.
Table 3 above shows the educational background of the respondents used for this study.
Out of the total number of 45 respondents, 5 respondents which represent 11.1 percent of the population are FSLC holders.10 respondents which represent 22.2percent of the population are SSCE/WASSCE holders.20 respondents which represent 44.4percent of the population are OND/HND/BSC holders.5 respondents which represent 11.1 percent of the population are MSC/PGD/PHD holders while the remaining 5 respondents which represent 11.1 percent of the population had other types of certificate.
	Table 4 marital status of respondents

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	single
	15
	33.3
	33.3
	33.3

	
	married
	25
	55.6
	55.6
	88.9

	
	divorced
	3
	6.7
	6.7
	95.6

	
	widowed
	2
	4.4
	4.4
	100.0

	
	Total
	45
	100.0
	100.0
	


Source: field survey, 2025.
Table 4 above shows the marital status of the respondents used for this study.
‘Out of the total number of 45 respondents, 15 respondents which represent 33.3 percent of the population are single.25 respondents which represent 55.6 percent of the population are married.3 respondents which represent 6.7 percent of the population are divorced while the remaining 2 respondents which represent 4.4 percent of the population are widowed
	Table 5 years of experience of respondents

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	0-2years
	10
	22.2
	22.2
	22.2

	
	3-5years
	20
	44.4
	44.4
	66.7

	
	6-11years
	10
	22.2
	22.2
	88.9

	
	above 12years
	5
	11.1
	11.1
	100.0

	
	Total
	45
	100.0
	100.0
	


Source: field survey, 2025.
Table 5 above shows the years of experience of the respondents used for this study. 
Out of the 45 respondents, 10 which represent 22.2percent of the population have had 0-2yrs experience at work.20 which represent 44.4percent of the population have had 3-5yrs experience.10 which represent 22.2percent of the population have had 6-11yrs experience while the remaining 5 which represent 11.1 percent of the population have had more than 12yrs experience.




TABLES BASED ON RESEARCH QUESTIONS
	Table 6 MOST WOMEN ARE QUALIFIED FOR EMPLOYMENT INTO SEVEN UP BOTTLING COMPANY

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	20
	44.4
	44.4
	44.4

	
	agree
	15
	33.3
	33.3
	77.8

	
	undecided
	5
	11.1
	11.1
	88.9

	
	disagree
	3
	6.7
	6.7
	95.6

	
	strongly agree
	2
	4.4
	4.4
	100.0

	
	Total
	45
	100.0
	100.0
	


Source: field survey, 2025.
Table 6 above shows the responses of respondents that most women are qualified for employment into seven up bottling company.
20 respondents which represent 44.4 percent of the population strongly agreed that most women are qualified for employment into seven up bottling company.
15 respondents which represent 33.3percent of the population agreedthat most women are qualified for employment into seven up bottling company.5 respondents which represent 11.1 percent of the population were undecided.3 respondents which represent 6.7 percent of the population disagreedthat most women are qualified for employment into seven up bottling company while the remaining 2 respondents which represent 4.4 percent of the population strongly disagreedthat most women are qualified for employment into seven up bottling company.
	Table 7 QUALIFIED WOMEN ARE NOT READILY GIVEN JOBS IN SEVEN UP BOTTLING COMPANY

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	30
	66.7
	66.7
	66.7

	
	agree
	5
	11.1
	11.1
	77.8

	
	undecided
	5
	11.1
	11.1
	88.9

	
	disagree
	3
	6.7
	6.7
	95.6

	
	strongly agree
	2
	4.4
	4.4
	100.0

	
	Total
	45
	100.0
	100.0
	


Source: field survey, 2025.
Table 7 above shows the responses of respondents that qualified women are not readily given jobs in seven up bottling company.
30 respondents which represent 66.7 percent of the population strongly agreed that qualified women are not readily given jobs in seven up bottling company.
4 respondents which represent 11.1percent of the population agreedthat qualified women are not readily given jobs in seven up bottling company.5 respondents which represent 11.1 percent of the population were undecided.3 respondents which represent 6.7 percent of the population disagreedthat qualified women are not readily given jobs in seven up bottling company while the remaining 2 respondents which represent 4.4 percent of the population strongly disagreedthat qualified women are not readily given jobs in seven up bottling company.
	Table 8 STEREOTYPE AGAINST WOMEN IN SEVEN UP BOTTLING COMPANY IS HIGH

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	15
	33.3
	33.3
	33.3

	
	agree
	25
	55.6
	55.6
	88.9

	
	undecided
	3
	6.7
	6.7
	95.6

	
	disagree
	2
	4.4
	4.4
	100.0

	
	Total
	45
	100.0
	100.0
	


Source: field survey, 2025.
Table 8 above shows the responses of respondents that stereotype against women in seven up bottling company is high.
15 respondents which represent 33.3 percent of the population strongly agreed that stereotype against women in seven up bottling company is high.25 respondents which represent 55.6percent of the population agreedthat stereotype against women in seven up bottling company is high.3 respondents which represent 6.7 percent of the population were undecided while the remaining 2 respondents which represent 4.4 percent of the population disagreedthat stereotype against women in seven up bottling company is high.
	Table 9 SEVEN UP BOTTLING COMPANY DON’T READILY CONSIDER WOMEN FOR EMPLOYMENT 

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	30
	66.7
	66.7
	66.7

	
	agree
	10
	22.2
	22.2
	88.9

	
	undecided
	5
	11.1
	11.1
	100.0

	
	Total
	45
	100.0
	100.0
	


Source: field survey2025.
Table 9 above shows the responses of respondents that seven up bottling company don’t readily consider women for employment
30 respondents which represent 66.7 percent of the population strongly agreed that seven up bottling company don’t readily consider women for employment.10 respondents which represent 22.2percent of the population agreedthat seven up bottling company don’t readily consider women for employment while the remaining 5 respondents which represent 11.1 percent of the population were undecide.
	Table 10 WOMEN ARE NOT READILY GIVEN PRODUCTION JOBS IN SEVEN UP BOTTLING COMPANY 

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	40
	88.9
	88.9
	88.9

	
	agree
	3
	6.7
	6.7
	95.6

	
	undecided
	2
	4.4
	4.4
	100.0

	
	Total
	45
	100.0
	100.0
	


Source: field survey, 2025.
Table 10 above shows the responses of respondents that women are not readily given production jobs in seven up bottling company
40 respondents which represent 88.9 percent of the population strongly agreed that women are not readily given production jobs in seven up bottling company.3 respondents which represent 6.7percent of the population agreedthat women are not readily given production jobs in seven up bottling company while the remaining 2 respondents which represent 4.4 percent of the population were undecide.
RESEARCH HYPOTHESIS
H01: Employment opportunity are available to women in seven-up bottling company
Level of significance: 0.05
Decision rule: reject the null hypothesis if the p-value is less than the level of significance.


	Table 11 Test Statistics

	
	Employment opportunity are available to women in the company

	Chi-Square
	62.000a

	df
	4

	Asymp. Sig.
	.000

	a. 0 cells (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 9.0.


Conclusion based on the decision rule:
Since the p-value (0.000) is less than the level of significance (0.05), we reject the null hypothesis and accept the alternative thereby concluding that employment opportunity are not available in the company.
H02: Stereotyped job for women prevail in the company seven-up bottling company
Level of significance: 0.05
Decision rule: reject the null hypothesis if the p-value is less than the level of significance.



	Table 11 Test Statistics

	
	Stereotyped job for women prevail in the company seven-up bottling company

	Chi-Square
	62.000a

	df
	4

	Asymp. Sig.
	.000

	a. 0 cells (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 9.0.


Conclusion based on the decision rule:
Since the p-value (0.000) is less than the level of significance (0.05), we reject the null hypothesis and accept the alternative thereby concluding that Stereotyped job for women prevail in the company seven-up bottling company






CHAPTER FIVE
FINDINGS, CONCLUSION AND RECOMMENDATION
5.1	Summary Of Findings
The objectives of the study were to 
1. Examine the employment opportunities available to women in Seven-up bottling company, Ilorin plant.
2. Ascertain the level of stereotype on women in Seven-up bottling company due to gender discrimination.
Findings from the study revealed the following 
1. Most women are highly qualified for employment in Nigeria.
2. Qualified women are not readily given jobs in seven up bottling company.
3. Stereotype against women in seven up bottling company is high.
4. Seven up bottling company discriminates against women during employment opportunities.
5. Women are not readily given production jobs in seven up bottling company.
5.2 Conclusion
The study therefore concluded that employment opportunities are limited to women in seven-up bottling company especially in the production department of the organization,
	Secondly, many at times women are stereotyped with what type of activities they should engage in the company.
5.3 Recommendation
The study recommend the following 
· The management of seven-up company, Ilorin plant should embrace gender inequality in the company.
· It is also recommended that the management avoid job stereotype of women. 
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QUESTIONNAIRE ADMINISTRATION
INSTRUCTION: Please endeavor to complete the questionnaire by ticking the correct answer (s) from the options provided or supply the information required where necessary.
SECTION A: Personal Information/Data
1. Gender
1. Male
1. Female
1. Age Range
1. Below 20yrs
1. 21-30yrs
1. 31-40yrs
1. 41-50yrs
1. 51-60yrs
1. Above 60yrs
1. Faculty
1. FSLC
1. WASCE/SSCE
1. OND/HND/BSC
1. PGD/MSC/PHD
1. Others
1. Marital status
1. Single
1. Married
1. Divorced
1. Widowed
1. Years of service
4. 0-2yrs
4. 3-5yrs
4. 6-11yrs
4. Above 12yrs
1. Department 
5. Production
5. Maintenance
5. Procurement
1. Level/position
6. Junior staff
6. Senior staff
SECTION B
Questions on the effect of gender discrimination on women employment opportunity.
1. Most women are qualified for employment into seven up bottling company.
1. Strongly agreed
1. Agreed
1. Undecided
1. Disagreed
1. Strongly disagreed
1. Qualified women are not readily given jobs in seven up bottling company.
1. Strongly agreed
1. Agreed
1.  Undecided
1. Disagreed
1. Strongly disagreed
1. Stereotype against women in seven up bottling company is high.
1. Strongly agreed
1. Agreed
1. Undecided
1. Disagreed
1. Strongly disagreed
1. Seven up bottling company discriminates against women in terms of employment. 
4. Strongly agreed
4. Agreed
4. Undecided
4. Disagreed		
4. Strongly disagreed

1. Women are not readily given jobs in seven up bottling company.
4. Strongly agreed
4. Agreed
4. Undecided
4. Disagreed
4. Strongly disagreed


