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Abstract 
The rights of women in Nigeria have become inequitable since the 
legislative houses are men dominated and women can only appeal for 
a percentage less than half to be heard. Fortunately, the less than half 
have been far more productive than the greater than half that the 
nation has been experiencing. While the less than half dwindles with 
present, past and incoming governments. The solution then should be 
what legislations are put in place to bring women in equal terms with 
men. Permit me to say that employment of women in any 
organization should not be throwback of wasted funds as some have 
accounted it to be so. The generality, that women are not able to meet 
the demands of the society or the work environment as has been 
asserted is not true in its entirety, this is because the failure of women 
to meet up demands is due to aspersions that they are weak and must 
be protected all the time even when the need for protection is not 
available. The struggle for women to be anything but treated as much 
important as men should come from conception of that baby girl to 
her training as any other male child to affording her a good payable 
job after attaining good training in her chosen field of profession. This 
research is aimed at legislative provisions made to foster women 
employment and what can be done to enhance the output of women in 
the workplace.  
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Introduction 
An analysis is made to the extent of how labour legislations relate to women 
workers, their participation in labour or trade organizations and how women 
are not given due opportunities to express their potentials even when they 
are willing to do so and there are no obstacles for them to meet up with the 
challenges of the work environment. 
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It should be noted here that, the efforts made by Nigerian women to 
advance and bring recognition to women is a just cause and very 
significant in exfoliating the rights of women as human rights. From 
historical accounts, based on reliable sources, it is confirmed that there 
have been significant strides in recognizing women in political 
participation and the participation of economic activities as of rights. This 
has in turn enhanced the status of women who in acquiring political 
power and social honour and also wealth creation.1  Nonetheless, in many 
areas of life, subordination of women has been clearly evident, for 
example, in the traditional societies of Nigeria, farming activities is 
prevalent with women constituting the bulk of farmers. In some of these 
farming societies, women have only rights to use the land and cannot own 
it; land being the most valuable property and only devolved along blood 
line in order to keep the property in the family. It is feared that since the 
women will get married outside the blood line and would give birth to 
children belonging to another bloodline, the woman should not be entitled 
to own family land and hence alienate it to the benefit of non-family 
members. 
The 2004 Labour Act Cap L1, Laws of the Federation of Nigeria herein 
after known as LFN 2004 has made various provisions for all categories of 
workers in the work environment in Nigeria but particularly this work 
dwells on the legislations on women workers. Gender inequality has been 
a source of conflict whether we like it or not. The workplace should be for 
all gender types and the Labour Act LFN 2004 did not show much 
credence to this, in so much to the epileptic provision for women 
employment which shows signs of what the mind cannot imagine. How 
be it, the provisions made to women employment is a rift to the gender 
issues which the world is facing in the present.  
The debate whether the provisions made in the Nigerian Labour Act for 
the employment of women is to further acknowledge and protect the 
rights of women is an issue to be considered as only three (3) known 
sections which seem not to grasp the protection of the women folk in the 
work environment, hence creating a discriminatory intention which we 

                                                           
1
 Bolanle Awe, Iyalode Efusetan Aniwura, (Owner of Gold) in Nigerian Women in Historical 

Perspective (Ibadan, Sankore/Bookcraft ,1992) 52-71. She emerged as the head of a family 

compound acquiring the title of Mogaji. It is to be noted that the traditional societies were made 

up of families/compounds so that the Mogaji was an important figure in the political governance 

of the societies. 
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shall consider in subsequent chapters of this work. Whilst there are other 
Nigerian legislations that also dwell on the welfare and employment of 
the female workers, the Nigerian Labour Act 2004 is the first and core 
reference when it comes to the issue at hand. Where this Act does not 
have a befitting and easily accessed legislation to respect the female 
worker, ancillary legislations may not add much to be desired. 
The Act which makes provisions from sections 54 – 58 as „Employment of 
Women‟ has only secured three sections (section 54 – 56) to represent the 
welfare of women workers, the other two sections (section 57 – 58) dwell 
only on issues of regulations and compensations to the woman where 
these regulations are not followed through. One will only wonder what 
would create these offences and hence, compensations when adequate 
provision is not made within the provisions made in the three earlier 
sections. 
It is indeed a known fact that a woman has the same contractual capacity 
and right as a man whether she be married or single, this is because S.42 
of the Constitution2 is unambiguous in prohibiting any form of 
discrimination on grounds of sex.3Women are discriminated all over the 
world especially in developing countries or as we may rightly put it,„third 
world‟ countries which Nigeria is not an exception. Women are 
humiliated, exploited and degraded4 and this is more pronounced because 
our legislative houses are male-dominated hence slow in responding to 
the needs of women.5 
With the additional roles women play at home and the family circle, it is 
considered that they should be paid closer attention to rather than demean 
their potentials as they are equally human beings and should be given the 
rights accrued to them. Hence, the statutory provisions relating to women 
ought not to be that of a staggering approach but it behooves the 
legislation to pay closer attention to the rights of women since more 
women are taking up paid employment. 
 
 
 
 

                                                           
2
 Constitution of the Federal Republic of Nigeria (CFRN) 1999 (as amended) 

3
 Interpretation Act, Cap 123 Laws of the Federation of Nigeria (LFN) 2004, s. 14 (a) states “ 

words importing the masculine gender include females;” 
4
Emeka Chianu, Law Relating to Maternity Leave (Ernslee Limited. 1997). 

5
 (n 2). 
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Maternity Leave 
Section 54 (1) (a) of the Act6 states as follows: 

(1) In any public or private industrial or commercial undertaking 
or in any branch thereof, or in any agricultural undertaking or 
in any branch thereof, a woman. 

(a) Shall have the right to leave her work if she produces a medical 
certificate given by a registered medical practitioner stating that 
her confinement will probably take place within six weeks; 

This provision does not suggest maternity as the subheading for this 
provision indicates. It also has a vague start up to suggest maternity leave. 
A woman or man can ask for a medical leave with a medical certificate by 
registered medical practitioner to proceed on a medical leave. To my mind 
this is what this subsection suggest rather than approaching it only on the 
side of the woman. 
However, the proceeding subsections that is, (1)(d) and (3) made use of 
the word „nursing a child‟ and „on account of her pregnancy‟ respectively. 
Section 16 of the Labour Act States as follows: 
Subject to the Workmen‟s Compensation Act7, a worker shall be entitled to 
be paid wages up to twelve working days in any one calendar year during 
absence from work caused by temporary illness certified by a registered 
medical practitioner. 
 
Provided that this section shall not apply unless: 
(a) The contract remains in existence during the period of absence and 
the worker is ready and willing to perform his part of the contract save for 
the incapacity produced by the illness; and 
(b) The worker, if so requested by the employer, consents to be 

examined by a qualified medical practitioner nominated by the 
employer. 

From the above section, it is proven that whilst sick leave requires 
certification by a registered medical practitioner, a pregnant woman or 
women before confinement should also present medical certificate 
showing the condition of her case. 
 

                                                           
6
Labour Act, Cap L1 LFN 2004 

7
Workmen‟s Compensation Act, Cap W6 LFN 2004. This Act has been repealed and in its place is 

the Employee‟s Compensation Act, 2010 to „„make comprehensive provisions for payment of 

compensation to employees who suffer from occupational diseases or sustain injuries arising from 

accident at workplace or in the course of employment.‟‟  
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Night Work 
Section 55 of the Labour Act8 provides for Night work for women and 
states as follows: 

(1) Subject to this section, no woman shall be employed on night 
work in a public or private industrial undertaking or in any 
branch thereof, or in any agricultural undertaking or any branch 
thereof. 

This section of the Act, though may seem protective especially when it 
relates to the subsequent subsections is discriminatory.  
The National Commission for Women Act9 states in its objectives states: 

S. 2(b) promote the full utilization of women in the 
development of human resources and to bring about their 
acceptance as full participants in every phase of national 
development, with equal rights and corresponding 
obligations; 
S. 2(h) work towards total elimination of all social and 
cultural practices tending to discriminate against and 
dehumanize womanhood. 

 
The provision in section 55 of the Act10with respect to night work is 
serious limitation on the capacity of women to enter into such 
employments according to Oji and Amucheazi.11 The Authors subscribed 
to the fact that provisions such as these have customary undertones in 
view of sentimental attachment to women as requiring protection. They 
are also of the view that there are very strong women who are left with no 
choice but to make a living from working at Night or by free choice, 
decide to dare the Night work if there is adequate security but are 
constrained so as not to offend the provisions against night work. 
The authors are also of the view that, though the provision is protective, it 
is also discriminatory since its does not allow her freedom to choose 
because of her sex. 
 
 
 

                                                           
8
 Cap L1 LFN (2004). 

9
 Chapter 246 LFN (2004). 

10
 Labour Act Cap L1 LFN 2004. 

11
 E. A. Oji and O. D. Amucheazi, Employment and Labour Law in Nigeria (Mbeyi and 

Associates (Nig.) Ltd. 2015). 
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Paternity Leave 
Child care should not be left to the mother alone but should be a shared 
responsibility between the mother and the father. In Lagos state a 10 day 
paternity leave was approved for fathers and maternity leave was 
extended to 6 month for the first two births. This was done to encourage 
parents working with the state civil service to adequately fulfill their 
parental role. In Enugu State, fathers in the Civil Service are given three 
weeks paternity leave with full pay to carter for their newly born. A 
glaring breakthrough that should arouse the minds of many is that of 
Access Bank where Paternity Leave is granted to married male employees 
for one week. This is the first by a financial institution and laudable. 
A Bill for an Act to make Provisions for Optional Paternity Leave for all 
Married Male Employees in Private and Public Service failed to scale 
through second reading in the National Assembly in May 2018.The father 
has a special role to play in the upbringing of the child and not a matter of 
only funding the family. The issue of paternity leave should be taken into 
serious consideration as this will also make the fathers have the need to be 
closer to their children and family and for better family bonding. 

 
Crèche 
A number of organizations have introduced crèche facilities in the 
workplace but not much have been done from the legislative point of 
view. 
Women and men alike experience conflict between work and their family 
life. This is why the ILO Workers with Family Responsibilities Convention 
(No. 156) 1981 was introduced,12 however women are in a more 
disadvantaged position as the burden of family responsibilities rest more 
on them. Conflict between work and family can be associated with 
frequent absenteeism, increased turnover of staff, decreased performance, 
and poor physical and mental health. Working overtime can also bring 
about conflict between work and family.13 Article 8 of the Workers with 
Family Responsibilities Convention (No. 156) of 1981 rules out family 
responsibilities as a valid reason for termination of employment. For 
example, in the United States, an arbitrator was called to judge whether 

                                                           
12

 It had an accompanying Recommendation (No 165) that apply to men and women with 

responsibilities to their children and other members of their immediate family who depend on 

them and clearly need their care and support. 
13

 A. Bronstein, International and Comparative Labour Law: Current Challenges (Palgrave 

Macmillan. 2009) 162. 
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the dismissal of a female worker who refused to work mandatory 
overtime was justified on the grounds that it was impossible for her to 
find someone to look after her child during work. The arbitrator refused to 
uphold the dismissal on grounds that „no person should be forced to 
choose between his/ her children and his/her livelihood.14 
It is a universal problem for parents especially mothers who want to work 
or who work to consider how their children especially toddlers are taken 
care of when they are at their places of employment or work without 
much distraction from the children. It is a fundamental problem because 
in places like Africa especially, child-bearing is the crown of every 
marriage and indeed a huge achievement and most especially the 
responsibility of caring for the child vest in most cases in the mother.15 
 
Underground Work 
A survey carried out by the Legal Research and Resource Development 
Centre in 1994 shows that male children have more value than female 
children and in most cases, the male children are preferably educated over 
the female children. This brings us to S. 56 of the Labour Act16 that admits 
to underground work as: 

(1) Subject to subsection (2) of this section, no woman shall be 
employed on underground work in any mine. 

(2) Subsection (1) of this section shall not apply to: 
(a) Women holding positions of management who do not perform 

manual labour; or 
(b) Women employed in health and welfare services; or 
(c) Women who in course of their studies spend a period of 

training in underground parts of a mine; or 
(d) Any other women who may occasionally have to enter the 

underground parts of a mine for the purposes of a non-manual 
occupation. 

This section clearly limits the woman as to the nature of employment she 
can engage in, and such limitations as protective as they may be as the Act 
stipulates militate against the freedom of women to search for jobs. 
However the proceeding subsections of section 2, like the night job section 
shows that women cannot be totally ruled out of the equation but because 

                                                           
14

 National Academy of Arbitrators 2005 Annual Meeting, Programme Materials. 
15

 C. K. Agomo, Nigerian Employment And Labour Relations Law And Practice (Concept 

Publications, 2011) . 
16

 (2004).  
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of restrictions placed by statute, the employment rate for women would 
be rather low and there cannot be equality in terms of employment as 
there are no such jobs that are the exclusive preserve for women as there 
are for men as has been impliedly stated by the statute. Women are not 
born free as there is a tag that she cannot make a free choice of her own 
volition because of her sex. 
 
United Kingdom 
The United Kingdom has a labour law known as the United Kingdom 
Labour Law. It regulates the relations between workers, employers and 
trade unions. People at work in the UK benefit from a minimum charter of 
employment rights which are found in various Acts, Regulations, 
common law and equity. 
Labour Law has existed since people worked. The Equality Act 2010 is 
based on the principle that people should treat one another according to 
the content of their character and not some other irrelevant status to foster 
social inclusion. In other words, the Act protects against discrimination on 
grounds of race, gender, belief, disability, age and sexual orientation. It 
protects the characteristic of gender (including pregnancy) and sexual 
orientation (marital status). 
The issue of equal pay is very strong in the UK and even the EU. The „pay 
gap‟ has always been on the front burner as men are paid higher than 
women. In Clay Cross (Quarry Services) Ltd v. Fletcher17 Lord Denning Mr, 
held that an employer could not justify paying a young man higher wage 
than an older lady (who in fact trained him) on the basis that this was 
what the employer had to pay given the state of the job market. However, 
in Rainey v. Greater Glasgow Health Board,18 the House of Lords held that 
women NHS prosthetists who were paid 40% less than men prosthetists, 
who had been contracted through private practices, had no claim because 
it was agreed that such higher prices were necessary to attract their 
services. 
The assumption on which the inequality of women‟s pay was based is that 
first: women‟s work was less skilled than men‟s and therefore required 
less pay and secondly; that a woman‟s wage did not have to support other 
dependents.19 

                                                           
17

 (1978) 1 WLR 1429 
18

 (1987) 1RLR 26 
19

  Rowena Arshad, „Gendered Division of Pay‟ <https://www.bl.uk. sisterhood and after Research 

Team Equality and Work Articles> accessed 20/12/2018 
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In the early 1980s, Great Britain legislated on protective policies to protect 
female workers by prohibiting women from working in mines and 
restricting night work for them, but as time went on in the mid-1900s 
these restrictive policies were banned as women opposed to these policies 
as discriminatory in nature.20 This resulted to legislature shifting from 
protective policies to promotion of workplace equality between men and 
women. The UK labour laws no longer have provisions on night work and 
underground work restrictions but have rather strengthened maternity 
benefits for women whether married or unmarried. UK discrimination 
law is derived mostly from the European Union Treaty and directives 
which prohibit discrimination on the grounds of gender, religious belief, 
sexual orientation, age, disability and race. These protections are 
enshrined in the UK Equality Act 2010 which provides rights beyond 
what is provided by the EU, in relation to marital, pregnancy and 
maternity policies.21 In the UK, an employee has all the available rights of 
a worker - this includes child care, retirement and job security.22 
The Paternity and Adoption Leave Regulation 2002 allows a father who 
has adopted a child 2 weeks leave at the statutory rate of pay. To redress 
the imbalance between men and women in their child bearing stage, the 
Additional Paternity Leave Regulations 2010 allows the woman transfer 
up to 26 weeks of her maternity leave entitlements to her partner. This is 
because a woman can take additional 13 weeks maternity leave without 
pay different from the statutory 14 weeks maternity leave with pay she is 
entitled to. In summary, the UK‟s practice of labour law is more to the ILO 
standards of best practices.  
 
United States of America 
In the United States, workers are protected from discrimination based on 
age, gender, race, ethnicity, skin colour, national origin, mental or physical 
disability, genetic formation and pregnancy or parenthood.23 Employers 
are also expected to provide private rooms for nursing mothers to nurse 
and express milk, as well as time to do so. 

                                                           
20

 Yan Van der Meulen Rodgers, Protecting Women and Prompting Equality in the Labour 

Market: Theory and Evidence (Policy Research Report on Gender and Development, Working 

Paper Series, no. 6 1999) 
21

 R. J. Washington, Employment Discrimination in the US and UK- more similar than we think? 

<https//www.lexology.com> accessed 19/12/2018. 
22

 Section 230, Employment Right Act 1996.  
23

 Employment Discrimination Laws 
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Since the Civil Right Act of 1964 was established, employers and labour 
unions are expected to treat employees equally and without 
discrimination irrespective of their race, colour, religion, sex or national 
origin.24 
Since the US‟ declaration of independence in 1776 was it proclaimed “all 
men are created equal”, the constitution has been progressively amended 
to spread equal rights to all people. 
The United States operates an unpaid maternity leave policy. Although an 
industrialized nation, it still also operates 12 weeks maternity leave away 
from the ILO standard and one of the lowest levels of leaves in 
comparison to other countries. Except for three states (California, New 
Jersey and Rhode Island) that operate programmes that require full 
payment on maternity leave for both public and private sector employees, 
some few other states have passed law on partial payments on maternity 
leave. Employers may provide paid leave, although Federal law does not 
guarantee paid maternity leave (and state laws in some instances). In 
California, fathers enjoy partial paid leave (paternity leave) for six 
weeks.25 
In the United States, - with a very strong federal system of government - 
many states have their own anti-discrimination laws. Some states even go 
further than the federal minimum while others remain at the federal 
minimum. 
The United States in its laws, lacks provisions for night work for both men 
and women.26 This is as a result of the ban on the prohibition of night 
work of women from the historical point of view of the Americans that 
initially did not give women right to vote, work, or even practicing law 
amongst other rights that women were deprived of. For example, in 1769, 
American colonies adopted English common law that established that 
married women ceased to legally exist and have become the properties of 
their husbands since the woman has become one with her husband and 
only the husband has legal rights (that means men generally have legal 
rights and married women have no legal right). 

                                                           
24

 Section 703 (a) (1) CRA 1964, “Employers must not refuse to hire, discharge or otherwise 

discriminate against any individual with respect to his compensation, terms. Conditions or 

privileges of employment because of such individual‟s race, colour, religion, sex or national 

origin”. 
25

 Maternity Leave in the United States <https://en.m.wikipedia.org.  
26

 Ulla Wikander & others (Eds.) Protecting Women: Labour Legislation in Europe, the United 

State and Australia, 1880 – 1920 (university of Illinois press. 1995) 355 
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As stated earlier the United Nations through its treaties provided 
conventions on various prohibitions against women amongst which is 
also the prohibition on underground work but America as a state party 
with its amendments in its constitution has banned various prohibitions 
on women workers because its declaration in 1776 states that “all men 
(including women) are equal in their rights and so did not allow these 
prohibitions to appear in their constitution and labour legislations. With 
the Equal Employment Opportunity Act of 1972, America banned all 
forms of discrimination (work, sex orientation, etc). 
 
Ghana 
Ghana still observes like its Nigerian counterparts 12 weeks paid 
maternity leave plus the duration of annual leave. Ghana‟s Deputy 
Minister of Employment and Labour Relations establishes that it was in 
the process of introducing two additional weeks to its maternity leave to 
make it 14 weeks and that preparing of the bill and bringing it before the 
legislature was on the way. This was announced during the 
commemoration of the International Women‟s Day in 2018. 
The case is not the same in Nigeria as its Minister of Labour and 
Employment, Dr. Chris Ngige during the 107th ILO Conference in 
Geneva, Switzerland in June 2018 announced that Nigeria was going to 
implement 16 weeks (four months) maternity leave with immediate effect 
with no paper work on ground, and the ILO recommendations not 
domesticated. 
Her paid annual leave is however full payment (remuneration) including 
other benefits attached to her pay package. The period of 12 weeks may be 
extended by 2 additional weeks where the period of confinement is 
abnormal.27 
S. 24(1) of Ghana‟s Constitution 1992 and the Labour Act 200328 of Ghana 
recognizes the right to fair remuneration and equal pay for work of equal 
value, without any discrimination. 
According to the Constitution of Ghana, “All human beings are equal 
before the law and no person can be discriminated on any ground, 
including gender, race, colour, ethnic origin, religion, creed or social or 
economic status”.29 This position was also treated in the Labour Act and 

                                                           
27

 <www.maternity leavewhat the laws of Ghana have to say> accessed 19/12/2018. 
28

 Labour Act 2003 (Act 651) Ghana, s. 68. 
29

 Constitution of Ghana 1992, s. 17. 
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the act stipulates that any person who discriminates against any person on 
these grounds is guilty of unfair labour practice. 
By S. 41(e) of the Constitution of Ghana 1992, women can work in the 
same industries as men and have equal choice as men with the profession 
they want to belong to. There are no restrictions in the laws as to what 
type of work women can do and not do. Accordingly article 4130 stipulates 
as follows: “The exercise and enjoyment of rights and freedoms is 
inseparable from the performance of duties and obligations, and 
accordingly, it shall be the duty of every citizen to work conscientiously in 
his lawfully chosen occupation”. 
The Labour Act of Ghana31 defines sexual harassment as „any unwelcome, 
offensive or importunate sexual advances or request made by an 
employer or superior officers or a co-worker, whether the worker is a man 
or woman. 
Although, there are specific or special laws guiding against sexual 
harassment in the workplace in Ghana particularly relating to the 
protection of women, the Labour Act has made adequate provisions that 
require the employer to take necessary actions to eliminate harassment in 
the workplace and any dismissal that arises from sexual harassment 
amounts to unfair dismissal in the eyes of the law.32 
The Criminal Code of Ghana also incriminates persons that have sexual 
bodily contact with another person without the consent of the other 
person even though there was no carnal knowledge, and such perpetrator 
could be imprisoned for at least 6 months.33 Night work is prohibited for 
pregnant women except with her consent.34 
 
South Africa 
The South African State ratified convention No. 89 of 195035 and has so far 
not denounced it, but has indicated through its national legislation that it 
is discriminatory not to employ women at night because of the ILO 

                                                           
30

 Ibid., s. 41(e) 
31

 (n 29), s. 175. 
32

 (n 29), ss. 63 and 15  
33

 Criminal Code of Ghana 1960 (Act 29), s. 103. 
34

 (n 29), 55.  
35

ILO Convention 
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prohibition of women to do night work,36 and contracts existing labour 
laws.37 
Maternity leave for employees is not less than 4 months (16 weeks) but it 
is classified as unpaid leave. However there are strict provisions to the 
nature of work that a pregnant or nursing employee is permitted to do, to 
ensure that such work is not hazardous to her and the child.38 
Family responsibility leave is also guaranteed an employee (male or 
female) who has been in employment for not less than 4 months and this 
entitlement is three days paid leave for every 12 month leave cycle to 
discharge family responsibilities within some limited scope.39 
There is in place the Employment Equity Act, No 55 of 1998 to ensure 
workplace equity and prohibits all forms of discrimination in the 
workplace, by guaranteeing equal opportunity and fair treatment to all 
employees. The Act further imposes obligations on employers to 
implement affirmative action measures to advance “designated groups”. 
These include Africans, Indians and coloured people, women and people 
with disabilities. 
South Africa has also amended its Labour Law through an Amendment 
bill to introduce a ten-day paid paternity leave for fathers so that they can 
bond with their newly born. The law applies to fathers, whether for 
biological, adopted or fostered children. In fact, fathers who are primary 
caregivers can secure 10 weeks of paid paternity leave. 
It has also made basic conditions40 for the employer and the employee 
before night work can be agreed upon. It did not state whether night work 
was for men or women. That means, there is no prohibition of night work, 
whatsoever for women in South Africa. 
The same is true for underground work in South Africa, as such ban is no 
longer operational. Since 2003, women have worked as underground 
miners and their inclusion has been laudable towards gender equality in 
employment. Although there is need for the quota system to be abolished 

                                                           
36

 A compendium of national law and practice in  South Africa 
37

 Mines, Health and Safety Act, 1996, Basic Conditions of Employment Act, 1997, and the 

Labour Relations Act 1995. 
38

 Urmila Bhoola, National Labour Law Profile: South Africa <www.workinfo.come> accessed 

15/10/2018  
39

 Ibid. 
40

 Basic Conditions of Employment Act, 1997, s. 17. 
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to fully include women in underground work, yet this is a step in the right 
direction.41 
Article 09 of the South African Constitution states that all person are equal 
before the law and so there should be no room for „discrimination on the 
grounds of race, gender, sex, pregnancy, marital status, ethnic or social 
origin, colour, sexual orientation, age, disability, religion, conscience, 
belief, culture, language and birth‟. 
The Employment Equity Act42 also prohibits discrimination on grounds of 
family responsibilities and HIV status. 
 
Conclusion 
In spite of the viewed concerns of the Nigerian state in its participation in 
international labour conventions, its legislations are still less than the 
standard practice that it should live up to. Whilst other states are breaking 
grounds and making laudable breakthroughs in the welfare of its citizens 
especially workers, Nigeria still maintains a Labour Act that cannot meet 
up with international best practices. 
 
 
 

                                                           
41

 Benya, Asanda,. Going Underground in South African Platinum Mines to Explore Women 

Miners‟ Experience, Gender and Development Journal, Nov. 2017 www.https://policy-

practice.oxfam.org. uk/…/goingunderground-in-south-african-platinum-mines-to-explore-

women-miners-exper-620372.  
42

 No 55 of 1998. 


