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Abstract: This research entitled “Gender Relation between supervisor and subordinate” (A Study of First Bank of
Nigeria Plc, Makurdi, and Branch). It deals with the important aspects which a Supervisor performs on the Bank
and also the Qualities of Gender Relations in the organization. The sample size of 110 was used. The questionnaire
and oral interview was used for data collection. Data was presented in tables and a descriptive approach is adopted
in analysis using chi square. The findings reviewed that, the bank should Develop and implement prevention
strategies such as a highly visible community education campaign. Ensure access to workplace reporting
mechanisms. Train managers to report any complaints or observations of harassment. Create conversation
ground rules and hold yourself and your team accountable for any harassment.
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Introduction

Gender is the range of characteristics pertaining to, and differentiating between, masculinity and femininity.
Depending on the context, these characteristics may include biological sex, sex-based social structures, or gender
identity. Gender is a general term that refers to girls, boys, women and men. Gender can also be defined to include
the roles of males and females in the society. A gender perspective in Supervisor-subordinate relationship would
look at the way in which the considerations of these different groups of people will be dealt with during the
transitional justices’ process. Female’s experience of Supervisor-subordinate relationship and transitions however
differ from that of males due to gendered patterns that define different roles and experiences during both conflict
and post- conflict. Whenever there is interaction between two individuals, there are chances of difference of opinion.

Gender on Supervisor-subordinate relationship then, refers to the ways women and men are affected in times of

Supervisor-subordinate relationship.

Every individual in every organization is involved in a supervisor-subordinate relationship. It is arguably
the most important interaction that takes place within an organization. Organization is made up of people who come
together to achieve common objective through coordinated activities which is the hallmark of management
(Nwachukwu, 1988). The description of Management by Mary Packer Follet (1868-1933) in Adebayo, et al (2005)
that management is the art of getting things done through other people was further expatiated by Rao and Narayana
(1989) to be an apt summation of what a manager does in an organization and that underneath this apparent
simplicity is manipulative character of management functions which is best understood when the statement is clearly
examined. The examination of the statement revealed that a manager does nothing on his/her own but through
people and that before the manager can get things done through these people, there must be use of authority, need
for result accomplishment, and people. However, Akinsanya (2008) explained further the inherent deductions from
the description of management by Mary Parker Follet which was an extension of that Rao and Narayana (1989) to

include use and coverage of authority, definition of supervisor and subordinate relationship, objective to achieve,



communication network of intentions, structural relationship and the use of people to get result. In a nutshell, the
need to manage resources through the use of people in order to accomplish the stated objective(s) is the hallmark of
management as a concept and that in the course of managing these resources through the use of people, a structural
relationship would emerge inform of hierarchical order where all the people will not be on the same pedestrian or
level i.e. master and servant relationship. It is the master and servant relationship that developed into what is known
as supervisor and subordinate relationship (Oginni & Faseyiku, 2012).
Statement of Problem
A subordinate receives assigned duties and authority from a supervisor and is accountable only to that supervisor.
Everyone has unconscious biases even the best-intentioned people which play out in their everyday lives and
interactions such as those in the workplace. Working women of color face a unique set of challenges
that intersect across race/ethnicity, gender, and culture. Because of this, many women of color who oftentimes
have to deal with daunting roadblocks such as other people’s beliefs, attitudes, and experiences. Women at all
levels of employment and all levels of workplace are affected with Sexual Harassment. Sexual
harassment remains a widespread problem, and at least one-quarter of women having reported some sort of
harassment on the job. This inappropriate behavior costs employers in many ways: increased absenteeism,
persistent job turnover, and low productivity and engagement. Individually, women become depressed,
experience anxiety, or quit all together in the hope of avoiding continued harassment. Women often feel
dismissed or ignored. When women (or any employee) feel like outsiders in the workplace because of
their unique qualities or differences (e.g., gender, race/ethnicity, nationality, age, religion, sexual orientation),
they feel excluded. Exclusion comes at a great cost to organizations in the form of lowered job satisfaction,
reduced work effort, diminished employee voice, and greater intention to leave. The objectives are;

1. To examine the effect of supervisor-subordinate relationship on first Bank plc. Makurdi

2. To investigate the extent of the effect of supervisor-subordinate relationship on first Bank plc. Makurdi

branch

3. Identify various challenges confronting supervisor-subordinate in first Bank

Literature Review

The concept of supervisor and subordinate relationship is deeply rooted in the leadership concept which manifested
through leadership styles. Flippo (1980) described leadership as a pattern of behaviour designed to integrate
organizational and personal interests in pursuit of some objectives. However, Hollins (1971) in Adebayo et al (2005)
expressed leadership as the ability to create ideas and instill into every member of the organization a sense of
confidence, loyalty, willingness, satisfaction and cooperation. From this definition, it can be deduced that a leader
must have visions, develop team work, counseling wisdom, discipline, goal getter and influence the followers who
may be referred to as subordinates in the world of work in order to achieve results. From Flippo’s description, the
behaviour designed and exhibited by a leader during the course of supervision of the subordinates is known as
leadership styles (Rao and Narayana, 1989). There are many different styles of leadership as there are leaders and so
also is the fact that some are more common than the others (Shokan, 1995). From common to uncommon i.e
autocratic, democratic and laissez-faire (free rein), Likert’s styles 1-4 system (exploitative autocratic, benevolent
autocratic, consultative democratic and participative democratic), X and Y, managerial grid, Michigan studies and
Ohio State University Studies (Shokan, 1995, Adebayo et al, 2005, Rao and Narayana, 1989, Drucker, 1994,
Robbins, 1988, Kotler et al 1999 and Mullins, 2007).



Nehmeh (2009) posits that all individuals vary in their propensity to become committed, due to personal
characteristics, pre—entry expectations or organizational choice variables. She therefore sees these factors as
challenges to commitment in the relationship between superior and subordinate. Booker (2011) identified culture as
another major 12challenge in employees’ commitment and superior-subordinate relationship which was illustrated
in this way. “You may think you’re doing a great job, but your supervisor may think otherwise and may encourage
you to seek training or other resources to enhance your skills. Perhaps management thinks you’re suited for a
different position — maybe they see something in you that you don’t see in yourself”. Situations like these could
cause a person to wonder if the company is as committed to him as he is to the company and to her change is
inevitable which may further affect the level of commitment of such employee.
To overcome these challenges, the following strategies for superior-subordinate relationship can be adopted to get
subordinate commitment towards the core beliefs of the organization namely informal interactions, formal
interactions, appear impressive and maintenance. The informal interactions, such as joking and non-work related
conversations emphasize creating friendship. The formal interactions, such as politeness and respect for the
superior's authority, do help to create a professional supervisor-subordinate relationship. Another is to appear
impressive to the supervisor, such as a hesitancy to deliver bad news or being enthusiastic. The final relationship
maintenance strategy includes open discussion about the relationship with the supervisor, including explicitly telling
them how they want to be treated in the workplace.
Methodology
According to Silver Throne (1980) “population is the totality of any group, person or objects which is defined by
some unique attributes”. This is to say that population is any group of being the researcher has focused attention on
and chosen as approved topic of study. Since it is usually not possible to study the entire larger population of First
Bank plc, the researcher has chosen the First Bank of Nigeria Makurdi zone as the studied population in order to
find a possible solution to which involve a total of 250 employees including top and junior staff.
A close study was made from the returned questionnaire and the data collected was presented on simple percentages
and tables. This chapter deliberate and analyze the series of information gathered from the respondents the
researcher deemed it fit to analyze the collected data and chi-square was used on testing the hypotheses.
The computational formula is given by
7= (o, ;ei )2

i
Where
X = Chi-square

0, = Observed frequency

e. = Expected frequency

1
Data Analysis and Presentation
Questionnaires were administered out of which one hundred and ten (110) were returned. However, this chapter
analyzed the series of information gathered from the respondents the researcher deemed it fit to analyze the collected

data and chi-square was used in testing the hypotheses.

Table 1 gender distribution of respondent



Option Frequency Percentage

Male 80 72.7
Female 30 27.3
Total 110 100

The table above indicates 80 respondents quavered male representing 72.7% of the population while 30 were female

representing 27.3% of the population.

Table 2 Age distribution of respondents

Option Frequency Percentage
20-30 36 32.7
30-40 years 28 25.5
41-50 years 25 22.7
51-60 years 21 19.1
Total 110 100

The table above show that 20-30 tenors of the age of respondent were 36 represented by 32.7%, 30-40 years were 28
represented by 25.5%, 41-50 years were 25 represented by 22.7% and 51-60 years were 21 represented by 19.1%

Table 3 Marital status of respondents

Option Frequency Percentage
Single 35 31.8
Married 63 57.3
Divorced 12 10.9
Total 110 100

The response show that 35 were single represented by 31.8% while married were 63 represented by 57.3% and

divorced were 12 represented by 10.9%

Table 4 Educational qualification of the respondents

Option Frequency Percentage
FSLC - -

SSCE 10 9.1
OND/NCE 30 27.3
HND/BSC 50 45.5
MSC/PHD 20 18.2

Total 110 100

The table shows SSCE holder were 10 represented by 9.1 % OND/NCE holder were 30 represented by 27.3 %
HND/BSC were 50 represented by 45.5% and MSC/PHD were 20 represented by 18.2%

Table S Years of service

Option Frequency Percentage
Under 10 years 30 27.3
10-20 40 36.4
21-30 20 18.2
31 and above 20 18.2
Total 110 100




The table above indicates that 30 respondent were employed from under 10 years presenting 27.3%, 40 were from
10-20 years representing 36.4% 20 were employed from 21-30 years representing 18.2% and 20 were employed

from 31 and above years represented 18.2%

Table 6 gender on supervisor-subordinate relationship affect first bank and other mega banks

Option Frequency Percentage
Yes 90 81.8
No 20 18.2
Total 110 100

The above table indicate 90 respondent represent by 81.8% say that gender on supervisor subordinate relationship
affect First Bank and other mega bank, while 20 respondent repented by 18.2% disagree that gender on supervisor

subordinate relationship does not affect First Bank and other mega bank

Table 7 the methods of crisis settlement used by the Public Relations department been effective

on gender on supervisor subordinate relationship in first bank plc

Option Frequency Percentage
Agree 73 66.4

No opinion 2 1.8
Disagree 35 31.8

Total 110 100

The table above indicate that 73 respondent represented by 66.4% agree that the methods of crisis settlement used by
the public relations department been effective on gender on supervisor subordinate relationship in first bank plc, 2
respondents represented by 1.8% no opinion and 35 respondent represented by 31.8 disagree that the methods of
crisis settlement used by the public relations department been effective on gender on supervisor subordinate

relationship in first bank plc.

Table 8 How would you rate the performance of the Public Relations department towards crisis

management?

Option Frequency Percentage
Excellent 56 50.9

Good 44 40

Fair 10 9.1

No opinion - -

Total 110 100

The response show that 56 were excellent represented by 50.9% while good were 44 represented by 40% and fair

were 10 represented by 9.1%.

Option Frequency Percentage

Yes 90 81.8

No 20 18.2

Total 110 100

Option O E (0] (0—E)2 (O_E/E)z
Yes 90 55 35 400 7.27

No 20 55 -35 8100 147.27




Total 154.54

7> =154.54

Level of significance = 0.05

Degree of freedom = 1
Table value ¥ = 3.841

Decision Rule

Since the calculated value is greater than the tabulated value 154.5 > 3.841, we reject the null hypothesis at 5%

level.

Using table

Option Frequency Percentage

Yes 80 72.7

No 30 27.3

Total 110 100

110

—=355
2

Option O E (0} 2
' (0-£y  (20)

E

Yes 80 55 25 900 16.36

No 30 55 -25 6400 116.36

Total 132.72

72 =132.72

Level of significance = 0.05

Degree of freedom = 1
Table value y° = 3.841

Decision Rule

Since the calculated value is greater than the tabulated value 132.72 > 3.841, we reject the null hypothesis at 5%
level of significance

Conclusion

The gender on supervisor subordinate relationship cannot be over emphasized. From the result of the research
carried out, the researcher reported that working experience rather than gender of the managers has been found to
have significantly influenced conflict management effectiveness. Also, the banker argued that experience male and
female manager was found to be equally effective in managing conflict though their attitude may quite differ. First
Bank solve gender issue by giving all their customers, both male and female chance to exercise their fundamental
human right according to bank ethic. The bank should Develop and implement prevention strategies such as a
highly visible community education campaign. Ensure access to workplace reporting mechanisms. Train
managers to report any complaints or observations of harassment. Create conversation ground rules and hold

yourself and your team accountable for any harassment.



References

Adebayo, 1.O, Oginni, B.O and Ajayi, N.O (2005): Management: A practical approach, Kay Publishing Ltd, Somolu — Lagos.

Akinsanya, J.O. (2008): Executive behaviour battery. Ibadan: Stirling-Horden Publishers.

Booker Kathleen (2011): Corporate Culture, Challenges and Commitment, Baltimore Maryland, Logistics Random House

Drucker, P.F (1994): The practice of management 3rd ed. Pan books Ltd, London.

Egbon, N, (1995): Career oriented versus team oriented commitment and behaviour at work. Journal of Applied Psychology 83
(3), 717-730. Guest, E.A. (1991): Human resource management. London, McGraw-Hill

Faseyiku, [.O, Ogunyomi, P.O and Ojodu, H.O (2001): Management: A functional Approach, Somolu, Lagos, Datrade

Flippo Edwin (1990): Personnel Management, Japan, McGraw-Hill Book Company

Hollins Hester (1971): The relationship between the perception of distributed leadership in secondary schools and teachers’ and
teacher leaders’ job satisfaction and organizational commitment” School Effectiveness and School Improvement,
United Kingdom

Kets de Vries, M. F. R. (1999): What’s playing in the organizational theatre? Collusive relationships in management, Human
Relations, 52, 745-774

Kotler, J. (1999). The managerial couple: Superior-subordinate relationships as a unit of analysis, Human Resource Management,
28, 161-175.

Mary, R, Packer Follect (1968): Employee Organization Linkages. New York: Academic Press. Shokan, Black (2001).
Introduction to Public Relations.City West Africa Book Publisher Ltd.

Miles, E. W., Patrick, S. L., & King, W.C. (1996): Job level as a systematic variable in predicting the relationship between
supervisory communication and job satisfaction. Journal of Occupational and Organizational Psychology, 69, 277-293

Mullins, Laurie J (2002): Management and Organisational Behaviour, 6th ed. Pitman Publishing Imprint, London.

Nehmeh Ranya (2009): What is Organisational Commitment? Swiss Management Centre working paper, 5, 1-11

Nwachukwu, C.C (1988): Theory and Practice, Onitsha, Africana-FEP, Pub. Ltd

Nwosu, LE. (1996). Public Relations Management. Principles Issues and Application. Enugu: Comonican Publishers.

Oginni, B.O and Faseyiku, 1.0 (2012): Fundamentals of Human Capital Management: A process approach, Mankore Print Ltd,
Somolu — Lagos.

Ogusiji, B.O (1989): A study of employee retention strategies and Organisational survival in Private Universities in Southwestern
(MA Thesis, Nigeria

Rao, V.S.P and Narayana (1989): Management Concept and Thought, Konak Publishing PVT Ltd, New Delhi.

Robbins, Stephen (1996): Organisational Behaviour, Prentice Hall International Inc,

Shokan,0.0 (1995): Principles of Management, Shokan Essential series, Shona investment company Ltd, Agege

Silver Throne (1980): Differentiating organisational commitment from expectancy as a motivating force, Academy of

Management Review, 6(4), 589-599



