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Introduction

Issues on gender have always been of concern to various societies, especially the expected roles
of both sexes. Gender equity refers to the process of allocating resources, programmes and
decision making fairly and without discrimination to both males f@ntales. According to
Canadian Association for the Advancement of Women and Sports (2013), gender equity does
not necessarily mean making the same programmes and facilities available to both males and
females, but providing a full range of opportunitiesttimeet the needs, interests and
experiences of both genders. It provides a platform for necessary reforms in education towards
ensuring that both males and females receive equitable treattoeatshieve equitable
outcomes in school and beyond. Genderitgqeequires that all policies, programmes and
services puitn place within households, at work places and in tieeegpat larg@ are responsive

to the needs of bbtmales and females. The BeijiAffirmative Declaration of 2000 stipulates

35% femaleepresentation in all areas of power and decisnaking (UN 2000). The regaht

Beijing Platform for Action has two strategic objectives of ensuring women's equal access to
and full participation in power structures and decisiwaking, increasing women'sgaity to
participate in decisiomaking and leadership.

In addition to the Beijing document, a number of international instruments have affirmed the
principle of equal participation of women and men in power and deaisaking. These
include theCharterof the United Nations, the Universal DeclaratiorHoiman Rights and the
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UN Convention on the Elimination of Alorms of Discrimination against Women. However,
the trend inNigeria is far from this standard; governance is rumminated and the
universities, expected to be models for the larger society, lopsieledness in the sharing of
powers. The implication is that females are sidelined in deemiking on leadershipyb

students and staff as well as in the management of resources.

Gender equity in the workplace is achieved when people are able to access and enjoy the same
rewards, resources and opportunities regardless of their gender. At the higher education level,
there are obvious gaps in gender equity, with the table tilting in favour of the male gender. For
instance, the University of Queensland, Australia (2017) has identified some areas of inequality
such as career inequality and gender stereotypes which ate dusumber of cultural and
structural barriers evident in the society, which can be reflected in the workplace. To ensure
gender equity in the workplace, gender stereotypes must be dismantled and access to resources
must be made equal to both gendersu@tires must be developed to reduce inegealit

career opportunities, amgtowth, between genders.

At the university level, using the University of llorin as a case study, there appears to be
lopsidednessin the sharing of powers in university admtrégion and student union
government, with appointment tilted towards male. Thus, leadership positions needed for
decision making in important aspects of university administration such as planning, budgeting,
staff and student welfare matters appear tddmaiciled in the males. Considering the crucial
roles of universities in matters of policy formulation and preparation for leadership, they are
expected to be role models for the larger society in ensuring fair representation of both genders
in decision making process. In recent times, admission of students into programmes, which
hitherto tilted towards the male, has improved tremendously towards the female gender. This
tilt is however not matched in the administration of both the University and Studemt. Un

The necessary paradigm shift is expected to be initiated at the university level.

Sustainable development of effective leadership in Nigadiainersities cannot be achieved
without paying careful attention to gendmased differences. Nigeria, thdug signatory to
many of United Nations (UN) Conventions and Declarations orStaeus of Women, but
women still have unequal access to quaditlycation and governance compared to men. The

universities are equally lopsided in the sharing of power. This study focused on gender equity
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for sustainable development and leadershifdigerian Universities covering a period of five
years (2011 to 201@ithe University of llorin). The objectives of the study wermt@stigate:
maldfemale enrolments across faculties; male/female student leaders; male/female academic

staff intakes; male/ female professors; and administrative positions gender wise.

Research Questions

1. What is the undergraduate gender distribution of new entrants across faculties (2011 to
2016)?

2. What is the Gender Distribution of Student Uni@Bovernment Presidents (2011 to
2016)?

3. What is the distribution of faculty members by siggader (2011 t@016)?

4. What is the gender distribution of some Pipat Officers in University oflbrin (2011
to 2016)?

Methodology

The study design is descriptive survey using docuraratysisgive voice and meaning on
Gender Equity for Sustainabl®evelopment and leadership iNigerian Universities.
Analyzing documents incorporates coding content into themes similar to ho focus group or
interview transcripts are analyzed. In this stullgnual Reports (official ogoing records of
University of lorin activities) from 2011 to 2016 formed the sample.

Results
Research Question What is the undergraduate gender distribution of new entrants across
faculties (2011 to 2016)?
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Table 1: Gender Distribution of New Entrants Across Faculties: Undergra2@id to 2016)




Figure 1: Percentage Distribution of Male/Female Entrants (20112016)

In Table 1 and Figure 1 gender distribution of new entrants across faculties is presented. The

subtotal and percentage show marked difference in the beehaission of male and female

students ifavour of male entrants.

Research Question AVhat is the Gender Distribution of Studedhion Government

Presidents (2011 to 2016)

Table 2 Gender Distribution of Student Union Governmergsidents (2011 t2016)

Session | 20112012 2012/2013 | 2013/2014 | 2014/2015 | 2015/2016
Gender | male| female| male | female| male | female| male | female| male | female
SUG a X a X a X a X a X
President

Results in Table 3 indicate that since 2011 up to 2016, no female has evelduted as

student union president in University lédrin. Available records show that the highest office

a female has ever reached in the rung of student union government is-&xéslent.

Research Question 8Vhat is the distribution of facultpembers by status and gender (2011

to 2016)
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Table 3(i): Distribution of Faculty Members by Gender and StaRrsfessorial (2011 to
2016)




Figure 2: Summary of Professorial Gender Distribution (2011 2016)
Male/female academimtake/appointment/ promotion in théniversity has always been
lopsided in favour of males as shown in Table 3i and Figukén@er the professorial cadre,

the ratio of male professors against female professors is abysmally poor (10:1)
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Table Jii): Distribution of Faculty Members by Gender and Status: Senior Lecturers (2011 to
2016).




Figure 3: Percentage Gender Distribution: Senior Lecturer (20112016)
Result in Table 3iand Figure3 indicate the distribution of male/female senior lecttners

2011 up to 2016. Available records show that within this period there are 1066 (84%) male

senior lecturers as against 201 (16%) female senior lecturers.
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Table 3(iii): Distribution of Faculty Members by Gender and Status: Lecturer I/1l (2011/2016)




Figure 4: Pacentage Gender Distribution: Lecturer | & Il (2011 - 2016)

Results in Table 3ii and Figure 4 indicate the distribution of male/female lecturer 1&Il lecturers
from 2011 up to 2016Available records show that within this period there 2286 male
lecturers 1&Il as against 28 % female lecturers 1&II.
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Table J(iv): Distribution of Faculty Members by Gender and Status: Assistant Lecturer /
Graduate Assistant (2011/2016)
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