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Discrimination and Women Career Prospects in the Kaduna State Police Commayg
1SCrimina

Isiaka Monsurat

Department of Sociology
University of Ilorin
Nigeria

?v‘;s;ﬂ?ur fer a range of discrimination worldwide in_the: Police Force from rigm:tmemi
ranking sex discriminations 1o sexual harassment. While there are Stlzldi_ﬂs on this g;nera
discrimination, this study therefore, explore the nature of the discrimination in the NP
and examined there impact on the performance and career development of women 1n the
NP. Both quantitative and qualitative methods were used to generqte data for the study.
The quantitative data was obtained via administration of questionnaire. A total number of
one hundred and eighty (180) questionnaires were distributed from which one hundred
and forty two (142) were recovered and analyzed. The qualitative data on the other hand
was collected through the use of Focus Group Discussion (FGD) and the In-depth
Interview (IDI). Two groups of six were drawn from the target population, one
comprising only the women while the second group comprising only the men. The result
of the analyses shows the different nature of discriminations that exist in the NP and how
these discriminations very seriously affect both performance and career progress of
women in the NP. Consequently, the paper recommended that female officers should be
treated with equity in all the departments of the Police; they should not be discriminated
against, either base on sex. training and ethnicity among others and emphasis should be
on capacity and ability not sex for the role allocations in the police force.

Keywords: Discrimination, Women, Nigeria Police, Career Prospect

Introduction

Globally, women have thus been either historically denied access to or granted equitable access
i bsniistios "PP‘frt““iﬁE5~ power, status and privilege in the society. Presently, women
participation in national development in Nigeria is stil at the preliminary level where their rols

utions in both private and public sectors are hardly noticed, even in the paramilitary

institutions like the Nigeria Police Force. Women al

worldwide in the Police Force, so suffer a range of discrimination

end hindered not only thei perffmm recruitment, ranking to career development, which at the
y their performance but also career progression. Therefore, this paper

looked at th iscriminati :

How they impacucy o scriminations being faced by women in the Nigeria Police Force and

of (N oo e tﬁil‘la l:lﬂhcc Forc::. This paper is sectioned to capture the statement
study, the reviewed literatures, theoretical framework, methods

of data generated, dj :
» discussion Y
recommendations. of the findings and then, summary, conclusion and

¥

. ulardy to women who have
i cl . Pf women, particularly in the Nigeria
'f-'I'lllsffnmll-lllﬂmmjli"r challenges as well as their

refore, this research looked at the nature

effects i
on their career Prospects in the Police For
C
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of discrimination and their effects on the career prospect of women in the Nigeria Police Force

with a view to providing strategies on how to address the problems based on the research
findings.

Study Objectives

The general aim of this article was to look at the nature of discrimination and their effects on the
policewomen development in the NPF. Other specific objectives of the study included:

To explore the nature of discrimination against women in the NP
To determine the effect(s) of the discrimination on women career prospects in the NP

To explore ways on how to eliminate discrimination of all kinds in the Nigeria Police

Literature Review

Systemic Discrimination

Burton (1987) argued that there was reliable evidence that informal barriers prevent women from
entering different parts of the force and senior ranks. There is proportionately a higher
representation of women within the Community Policing Squad. Brute Force II suggests that
women are steered towards traditional feminine areas involving juveniles, family violence, and
administration. The phenomenon of streaming women into specific areas within an organization
is not limited to the Victoria Police. The researcher further put forward that the central question

is whether women are in these positions because they choose to or because there are allocative
procedures, which place them there.

Burton (1987) argued that there are a number of organizational processes that indicate systemic
discrimination. These processes include initial job assignment, training development, study
leave, job design and the politics of skill. The perceived nature of policing, be that of a
dangerous occupation, may result in female officers being shielded by their male colleagues from
mainstream duty. Another view may be the result of residual bias felt by men towards women.
Wimshrust (1995) found that in the United States and Britain, a degree of tension and
antagomsm towards women has developed as a result of women invading the male dominated
world of policing. The threatening of men could result in biased decision being made against
women who apply for promotion or selection to specialist squads. Lonsway’s (2002) research in
the United States further indicates that males are unwilling to share power unless threatened by
legislation. Hunter (1992) states that structural discrimination arises from the fact that
organizational norms, rules and procedures used to determine the allocation of positions and
benefits have generally been designed, whether deliberately or unreflectively, around the
behavioural patterns and attributes of the historically dominant group in public life. For example,
in (1988) McKenna claimed that she was denied access to training courses and temporary
assignment that would enhance her skills.
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mination and Sexual Harassment

. : It also encomp
male or female. Ipasses
a person 1S

ased on whether

Sex. disorltatlon d on presumptions about S€X, for example, an 355&}ﬂ£*3111r1|1111 WOmep
conditions and treatment base bﬂ dgspite many deprivations because they ar:-: 1! Li x ula hmsn.-,,_.
e D? da's?:{:'iminatima include paying a woman lower o ali} dt 1I‘-lﬂl B
P Fl'the’l' fﬂﬂ? : th::*m with fewer career npp@f‘“““iﬂs and educnthna B opmu? T
fhie_ pamic jou P "-]g-' f opportunities overtime and/or Pr{’"_m“':.ms (GDWL}M 2004,
compared to men, relieving them of opp tion in the Nigeria police force is g

Martin 2004). In fact, the most recent form of dl%ﬂt‘l[‘l‘lmﬂ S e
house based discrimination. A policewoman who is not marrie .

given accommodation in the police barrack.

Sex Discri

xamining the issue and defining the concept of sexual

veen a problem for researchers e ng eXU;
e : of it in surveys, resulting in

harassment. In the past, researchers have used different definitions I
different behaviors being measured by different researchers (Avery and Cavanaugh ‘]995_:-_ In
1995. Prenzler conducted a survey and found that sexual harassment was a problem for female
officers. with 63.1% of female officers reporting that they had been exposed to sexual
harassment as compared to 14.2% of male officers.

Wiiiie there is evidence of consistent sexual harassment in the police, there is an apparent
reticence on behalf of women to report these instances. This could be partly because of fear for
further victimization from colleagues if it is reported: and also, fear that the claims would not be
supported or acted upon by supervisors (NSWP 1998, Sutton 1996) and, largely, because of the
code of silence discussed earlier. According to Goward (2004), less than one third of sexual
harassment experienced in the work place is formally reported in Australia. For example, the
1998 case of McKenna versus Victoria Police may very well be an indicative of the type of
sexyal harassme:]t faced by women in the policing environment. McKenna claimed she had been
subjected to sexist attitudes, discrimination and harassment when she was stationed at a large

county police station. She was subjected to constant sexist jokes about a w Gy
Y : _ oman's "rightful
place”, intrusively fondled, asked for oral sex and was dragged into a police cell i

From the countries reviewed above,
countries, as the victi_ms of such conduct hav

Serritella, 1994; Marchett and Ruskin, R  (homen
(NSWP) argued that discrimination
for discriminatory practices have |
officers (Taylor and Mckenzle 1994

.:jn til]'jelil;a_stlst _cuf gender and sexual harassment is significant
1talions on career opportuniti

. es for ma male

). Research in Queensla Lt

job (Fielding, 2000). For instance Sutton'
had suffered sexual 1 » Sutton's study of 1996 found that 59%
sois G nfﬁcer?aﬁﬁfm found the experience extremely stressful ﬂﬁ{:lfsr SThP Wﬁm;%g’l}’ﬂ
ePonEC dealing with sexual haras.smcnt “ti"] . thﬂ'r muh;
rom thel

colleagues was often a m n
: cater i i
e 158 X Er problem tha dealmg with violence on the street (Borries 1994;

However, three maj

ke n factors were ident:
discrimination and $ dontify

exual harassment experi
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is based on male values; secondly, the resistance of female officers by male officers; thirdly, a
gender imbalance with research indicating that Policemen frequently (:;ppcrse the appointment of
female officers on the basis that women are not physically strong or aggressive enough to
perform police work (Balkin 1998; Prenzler 1996: Fleming and Lafferty 2002). Therefore, these

factors lead to a culture that can be both hostile and resistant to policewomen (Simpon 2000;
Adams 2001).

Discrimination and sexual harassment can also have financial consequences. According to
Jenkins (2000), there is no limit to the damages that can potentially be awarded in a
discrimination claim in many places, particularly Australian jurisdiction. Jenkins further argues
that the drain of funding a legal team to resolve litigation, combined with the cost of any
necessary compensation for unlawful discrimination or sexual harassment and the damage to the
public image of the organization, are obvious. For example, an Australian lawyer, Elizabeth
Weston, who was working for Merrill Lynch in London, received a $1.3 million out of court
settlement she sued that company for sexual harassment after a work colleague at a Christmas
function told her she had a great cleavage and breasts (Crabb 2004, and Fitzmaurice 2004).

The New South Wales Police (NSWP) responded to the problem of sex discrimination and
sexual harassment by implementing two key polices. Firstly, in 1998, the Gender Based and
Sexual Harassment Policy was implemented. The Policy makes it clear that sex discrimination
and sexual harassment are breaches of legislation and that when women sex discrimination or
sexual harassment occurs, prompt action should be taken to remedy the situation and ensure that
the workplace is safe for all employees (Ryan 1998). The policy pointed out that management
and supervisors have a responsibility to:

Create an environment in the work place where all employees understand that

harassment will not be tolerated and complaints will be treated seriously. As

managers and supervisors, your overall aim is to prevent harassment occurring and

to act when it does... (Ryan, 1998:1).

The Policy defines gender based harassment and sexual harassment and offers a number of
examples of such conduct. The policy also informs employees of the procedure they should
follow if they are subjected to sex discrimination or sexual harassment. Secondly, the NSWP
Internal Grievances Policy, implemented in 2002, stated and provided the NSWP with a
consistent approach to the most fair, open and effective resolution of internal grievances. In
addition, a Harassment and Discrimination Report Form was introduced which must be
completed by all complaints of sex discrimination and sexual harassment (Employee
Management Branch 2002). Though the polices are not without their weaknesses, the main
weakness of the polices is that, they fail to address the three earlier mentioned cant‘ributc-rs to
gender discrimination and sexual harassment (masculine police culture, resistance to
policewomen and gender imbalance)

Theoretical Framework

This study is guided by the Feminist Perspective which viewed the world from women point ﬂl‘!.d
aim at providing a better world for women. There are variations within the perspective both in
and out of sociology. Sociologically, the study was specifically guided by gender and structural
oppression theories of feminism. This is because they see the situation of women resulting from
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J -acietyv. However. thi:
.n in the society. |
a direct power relationship between men g Wapuen.

characterized by major themes which include:
'here in the society
Women are being controlled, subjugated and oppressed by men anyw her 3

i i et
The oppression is violent in nature mostly in a patriarchal society
The oppression is also a practice of domination by the men .
The arrangement of power in the patriarchal society focuses on some groups of people deriving

direct benefits from domination

Feminist theorists on gender and structural oppression see the sntuatmr_l of hﬁ}'c;mt:n usl Ithe
consequences of a direct power relationship between men and women in which r‘net?1 lave
fundamental interest in using, subjugating, controlling and oppressing women. 'I_’lmt 1s, ttjc
oppression is the product of the practice of domination. There are two major vanatmnrs within
this theory, psychoanalytical and radical feminism. Psychoanalytical feminism emphasizes thm.
gender oppression resulted from the emotional dynamics of personality engendered by the fear of
death and the social emotional environment in which the personality of a child is developed. The
basic assumption of the radical feminist is based on the belief that women are oppressed
violently everywhere in the society, mostly in the patriarchal society. To Marxist feminists.
discriminations occur against women in policing due to the fact that policing is seen as men's
world, and since policing is been ruled and controlled by men, then discrimination of all kinds

would occur to women and even the promotional process will be organized to favour men,
leaving women with less advantage or bluntly disadvantaged (Ritzer2003).

The structural oppression theorists.
of power in a patriarchal society foc
domination. Also, there are

like gender oppression theorists,

Uses on some groups of people
two types of the structural oppression

argue that the arrangement
deriving direct benefits from
theory; these are the social

ensured through an inte

Patriarchal domination is
rdependent system of contro] that includes not o
the state.

nly the economy. but also
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Research Methods

The research design for this study was a survey design. It involved the administration of
questionnaire on the female officers only. To further compliment the survey method, a
qualitative method was adopted. The qualitative methods were Focus Group Discussion (FGD)
and the In-depth Interview (IDI). Focus group discussion was held with both male and female
officers in the headquarters. Two groups of five were drawn proportionately from the target
pnpulation, one comprising only the women while the second group also comprising only the
men (who are officers of the same ranks) for the FGD. One of the reasons for this grouping was
to provide self reinforcing mechanism for the respondents. In-depth Interview was conducted
with both men and women who have attained a rank of DSP and above. Tape, Video recorder
and hand written report were used in recording data with the help of two Research Assistants.
Ten percent was used as sample size because of the homogeneity in the nature of the study
population. Stratified sample was used in dividing the population into strata where simple
random sample was used in selecting respondents from each stratum. A total number of one
hundred and eighty (180) questionnaires were distributed from which one hundred and forty two
(142) were recovered and analysed. The survey instrument (questionnaire) was used along with
FGD guide and the Interview Schedule to generate information from the respondents. The
questionnaire was divided into sections using the number of research questions raised while both
FGD guide and IDI schedule consisted of five questions each which were further probed.

Findings and Discussions

This section dealt with both analysis and the discussion of findings. From the 180 questionnaires
that were distributed to the respondents, only 142 were returned and which the analysis was
based on the 142, a total of 78.8% of the questionnaires distributed.

Descriptive Explanation of the Personal Data

Table 1: Age Distribution of the Female Officers in the Kaduna State Police Headquarters

Age Frequency Percentage (%)
18 — 24 21 14.8
25-34 . 95 66.9
35-49 24 16.9
50 Years & Above 2 1.4
Total 142 100.0

Source: Field Work, 2010

From the above table, majority of the female officers were between the age category of 25-34
accounting for 95 Policewomen, representing 66.9% of the total respondents. 16.9% are between
the age of 35-49 while 14.8% and 1.4% are between the ages of 18-24 and 50 years and above
respectively. From this table it is obvious that most of the women are youth because 81.7% are

below the age if 35years.
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{arital Status — Percentage (%)
Table 2: Marital S5 Froquency O
—Marital Status e 28.2
[ Marital & PRER S o e fi
e . 641
e e Db e L] 3 S : _
Divorced _ll— 3 2.6
“Widowed ' | e
142 - LR
| Total

Source: Field Work, 2010

The above table reveals that majority of the police women were nmgr:l:zdi m”ﬁﬁ hj[ih.:.:!
] 1 s % ] F 1le gl 7
::enmse of 64.1% coming from age category 25-34 as shown in [dblti_,_ e jw. e 28.2
; o : _ own | :
aI;L'e single, 3 of them representing 2.1% are divorced and only 5.6% are widowed.

Table 3: Relationship between Age and Marital Status

| Age Marital Status
Single | Married | Divorced | Widowed | Total _ Percenta g-c_{ %)

18-24 BT 4 - - 25 17.6 4
2534 13 69 1 I i s |
35-49 6 18 ) 3 32 355
50 Years & Above - 5 > 3 5 W) £
Total 40, 91 i 3 3 55 o

Source: Field Work, 2010 S e A

This table further indicates the relationship between

their marital status. It also shows the willingness of the Women to :
careering after enlistment as officers. The data from the tWo tables gy Combine marriage with
ve

belief that single women after enlistment into the force fin

most of them are labeled as prostitute is false. Fr. indicat;
: : - From all indicat;
Married after enlistment because the NPF rules and I‘EglIl&tionsm&F; e St [Btse women got
married women. During a focus group discussion with the femn
respondents who was a Deputy Superintendent of Police (D

the age Calﬂgﬂries of

Most of our officers are martied; they got married after serving for i urther jns;j ght
chicourage women to marry their colleagues because women mam_ﬂﬂcw . We
are preferred to those who married outside. In fact, | 10 collea s

: rson .
cncourage my fellow women to marr i e b O Senior officer
that are attached to that, for insta

their wives in the police barracks and provision is made for officers’ w;
are not meant for civilian husbands, e Which
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Table 4: Educational Qualification of the Respondents

Education Frequency Percentage (%)
e 8 § Bl
Secondary 1 91 64.1
OND/NCE & Related Qualifications ' 42 ' 29 6
BSc/HND or its iiquivalﬂnt i 0.7
Total 142 100.0

Source: Field Work, 2010

The detail in the above table reveals the low level of educational attainment of the police women.
The table indicates that most of the female officers in the command had ordinary school
certificate with the total percentage of 64.1% while 29.6% of the respondents had OND/NCE or
equivalent qualification, 5.6% had primary school certificate, just 0.7% was having Bsc/HND
equivalent qualifications and none of the respondents was having post graduate certificate. This

information clearly indicates that, most of the female officers are found in junior ranks because
of their low level of education as further indicated in table 5.

Table 5: Rank/Destination

Rank Frequency Percentage (%) l
No Response 1 0.7
Constable 50 252
Corporal = | SR 5.2
Sergeant , 32 20
Inspector 8 5.6
Superintendent & Above i 1 0.7
Total 142 100.0

Source: Field Work, 2010

The above table shows that most of the policewomen are junior officers with constable and
corporal representing total percentage of 69.7% and sergeant representing 23.2% of the total
respondents. While only 5.6% of the female officers are inspectors, only 0.7% of them is a
superintendent officer. This table further reveals the relationship between the low level of
educational qualifications of the female officers and the low ranks they were wearing. This was
further strengthened by an excerpt from a male respondent who was an A.S.P. that “Most women

8 P further their education after enlistment because of lack of interest and this is really
affecting their ranks.”
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In response to this quotation, the wo
....Jack of interest may con

men argued that:

tribute but the issue
ation or even encou

is, the management itself hardly

rage us since most of the senior

releases us to further our educ
officers can use their influence

to get or help us with

admission, but they don’t do
he junior officers is also

that. So lack of official release, most especially of t
affecting our educational development.

Discrimination in the Nigeria Police Force

Table 6: Nature of Discrimination in the NPF

Nature of Discrimination Frequency PEI"CEII'[HR.E (% ]_ e —ll
2 38 |
Recruitment 23 69 __.
Ethnicity 71 - e |
Promotion 18 12.7 iz
No Response T — s |
Police Law v -

Training 3 k. i
Education ; i
Police Culture i
: 0.7
s 142 1600
Source: Field Work, 2010 .

Thr*T gbove table shows that discrimination exists in
variation in what an individual police woman percej
which may resulted from their different experi

the above table were sex i b
above table,

the Nigeria Police Force, but there is a
T\;Ied and cnnmde}‘i:d being discriminated
-hus, the two major discriminations from
1?:2%. Also from the
_ : police culture as bein
fespectively. While 14.8% of the respondent%

: 12.7% i .
5% perceived the police considered promotional process being

respoidents d; : law bei iscriminati
"pondents did not say anything aboyt their na':xperif:nt:;uza-ﬂilzll:%hrtlI ;?meatmg. STILRLA of e

Om enlistment and entering
» ethnicity, recruitment and

(2002). For exam i . Were obtaj
% ;1.:, in Australia Burton (1987) ar;?:e'ﬁh :ty Burton (1987), Boni and Ciscell
Sparity between : '
from lack of : men and womey, ; :
, part n the A
disceininggios Ime work, sex segregation of “sﬁial} Police Force resulted
ore :
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According to Boni and Circelli (2002), different types of behaviour experienced by women
varied and were not limited to sex discrimination. Others include missing work opportunities and
intimidation/bullying which have detrimental impact on women both pmfessimmllyl and
personality wise. However, it is obvious that the nature of gender and career discrimination in
the police force is universal and requires a global attention. :

Table7: Level of Mean Agreement on the Extent to which Discrimination Exit in the NPF

| Extentof Agreement on Frequency and Mean Agreement
Discrimination in the NP Percentage
Strongly Agree 76
(53.6%)
Agree 57
_ (40.1%)
Disagree 8
(5.6%)
Strongly Disagree 1
(0.7%)
Total 142 3.6
(100%)

Source: Field Work, 2010

The above table shows the degree at which discrimination exists in the NPF. 53.6% of the
respondents strongly agreed that discrimination exist in the NPF and 40.1% agreed while only
5.6% disagreed, 0.7% strongly disagreed. From the table, 133 of the respondents representing
93.7% with 3.6 mean response level, admitted that discrimination strongly exist in the NPF.
Meaning that, the level of the discrimination in the NPF is very high. In a focus group discussion
with the junior female officers, one of the respondents reported that:

...What I see as discrimination in the NPF is the recruitment method. When it
comes to enlistments of officers, men are given more priority than women. You
see the number of men outweighing that of women.

A police man of ASP status provided further insight on why male officers are given more
priority in terms of recruitment as follows:

More men are needed in the police force than the women because of & figors

involved in the act of policing. Women are only good in the administrative aspect

of the force, which I believe men can also do better if not best. Therefore, ok

should have my ways, the numbers of women in the Nigeria Police Force will be

reduced to a minimal.

ob is too demanding for the physique of a woman

This officer was of the opinion that the police
. 5 ouse hold functions as a wife and mother. He

and even conflicting with her domestic or h
commented further:
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In this command now, once it is four or five n'clm:l-;,_ you see .th': t'L‘In'.IlF officers

changing their uniforms, leaving the office job for their domestic work. Some will

even tell you they have marriages to attend. Another reason is that you can neve;

see woman on patrol either local or highway patrol, so I see no reason why we

should have more women in the Police Force.

The above quotations further revealed the attitude of most of the male officers towards thej;
female colleagues. It also revealed that female officers were not I."I"J.{'IST];&' accepted by the male
colleagues as well. Accordingly, Boni and Ceireeli (2002) in Australia further reported that
women were not encouraged and supported by their male counterparts, at the su:n;_tunf;_tm}.
were less likely than men to think that their male colleagues’ reaction would be positive if l_hL‘}-
were to receive a promotion. This perception may deter some women from seeking promotion,
Indeed. women were more likely than men to perceive lack of colleague support as having
hindered their professional education and success (Boni, 2002; Adam, 2001).

Similarly. the cultural feminist believed that the attitude of the male officers which emanate from
the police culture best pushes women experience and it is most frightening, which limit the
career option and development for the police women. In a similar vain, the radical feminist
argued that the experience of police women or the attitude of the male officers toward the female
resulted from the fact that the police force is so defined by men as the men’s world,

Contrary to the last two quotations above, the DCP, also a male officer was of the opinion that:

Women have roles to play in the force generally, therefore they should be included

in the NPF.....There are issues that when they arise women will better serve, like
the Juvenile cases.

The officer further advanced reasons why the need for more women in the Police Force.

...here in the north, when there are cases associated with marriages or women in
general, you cannot assign a male police to go and apprehend a married woman
because the law does not permit that. In fact, she will tell you that you are a man
and she is somebody’s wife, so you will have to wait for my husband before the
arrest. In fact, that is if you are allowed in.
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Discrimination Hindered the Career Prospects of Women in the NPF

Table 8: Level of Agreement on How Discrimination Hindered Career Prospects of Women in the NPF______
¥ Level of Response
Frequency & Mean S.D S.E
Percentage
(%)
Very Strongly 84
(59.2%)
Strongly 48
(33.8%)
Not strongly 9
(6.3%)
Not very Strongly 1
(0.7%)
Total : 142 < 1.67 .090
(100%) :

1

Source: Field Work, 2010

Data from the above table indicate that discrimination very strongly affects the career prospects
of women in the NPF. 59.2% of respondents were of the viewed that career prospect of women is
affected very strongly by gender discrimination, 33.8% were of the view that gender
discrimination strongly hindered the career prospects of women. While 6.3% argued that the
career prospect of women is not strongly affected by gender, 0.7% reported that gender
discrimination did not very strongly affect their career prospects. However, 93% of the
respondents as against 7%, either very strongly or strongly agreed that gender discrimination
hindered career prospects of women in the NPF with the mean response agreement of 3.5.The
above data further indicate that gender discrimination have a very serious effect on both
performance and career prospects of women in the NPE. For instance, Marchett and Ruskin
(2004) argued that: Sex discrimination affects the productivity and commitment of women 1o
organizational work.

This finding also confirmed the argument of Taylor and Mckenzte (1994) that gender and sexual
harassment led to limitations on career opportunities for many female officers. The victims of
such conduct have been found to suffer from stress, low morale, low productivity and little
commitment to the organizational work (Thoman and Serritella, 1994; Marchett and
Ruskin,2004). Thus, the prime stressor for female officers generally is not the masculinity in the
nature of the job rather the discrimination which they face. For example, Borries (1994) and
Heidensohn, (1996) reported that some female officers have reported that dealing with sexual

harassment from their male colleagues was often a greater problem than dealing with violence on
the street.

During a focus group discussion with the female officers (rank and file), a female respondent
reported that:

There is a discrimination based on sex in the NPF; even from assigning of duties,

male superior officers preferred dealing with male officers, rendering the women
useless.
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i e opines that:
fferent information was obtained from a male senior officer, he op o
B force does not see any difference

. scrimination i NPF; the :
There is no gender discrimination in the age, except for

T
no respect for sex c

men and women. The force has : kS s .
bctwtfﬂ:wn ital status is not a barrier after enlistment. For 1nstance, equal

10Mn: and training

opportuniti i -ers for professional courses an g

s are given to all officers : Mg

in*espoc:]iT:of }rourgs.ex but the female hardly make use qf it. In fi'IlCL some female
often expect to be treated differently as a result of inferiority complex.

Summary, Conclusion and Recommendations

Women suffer different types of discrimination in the NPF from Se]J_f.. I'E’:c:l};uIr?egt;e{;t}::umtf,
promotion to police rules and regulations, training, education and po ice cu | unj. ,hliuubw”
there is no narration on sex discrimination from the respondents the lablfa: indicates (see u e 4,_ 2)
that majority of the police women experience sex discrimination, recruitment and ethnicity with
the total percentages of 26.8%, 16.2% 14.8% respectively. Furthermore, 133 of the rc:;‘pmrdums;
representing 93.7% of the target population with mean agreement level of 3_.3 El(t‘lm]i[tiL-i that
discrimination strongly exist in the NP. Career prospects of women in the NP is being affected
by the existing discriminations, most especially the discrimination which is based on “Gender”
with 132 of the respondents representing 93.7% of the target population reported that gender
discrimination either very strongly or strongly affected the career prospects of women in the NP.
Furthermore, majority of the respondents have also agreed that discrimination have serious
effects on the performance of female officers as well as their career. However, it was concluded
that women are been discriminated on several ground such as sex, recruitment, promotion, police
law and culture. These discriminations very seriously affect the career prospects of the women in
the NP. Bascd on _the findings the study is recommending that the female officers should be
treated with equity in all the departments of the Police; they should not be discriminated against,

either base on sex, training and ethnicity among others and em hasis should be i
ability not sex. : e
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