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ABSTRACT

The symbiotic relationship between the family amdptyees’ work life in Nigeria; and the need for
proper integration of work and family life is thercern of this paper. The study looks at how family
pattern affects organizational policies, workersltie social organization of work, age of enterihg
labour force, moonlighting/supplementary livelihgpodocialization at workplace, retirement, and
occupational mobility. The study x-rayed the effe€twork on family especially in areas of marriage
decisions, breadwinners, parenting, pregnancy, earabchildren, and the employment of domesticfstaf
or the keeping of extended relatives to assisbmekstic activities. The paper concludes that threetaies
between the family and work life of the Nigeriannker is significantly high; and as such, the relaship
should be carefully managed to avoid negative &ffen each other. We suggested among others that th
family should be structured and managed in suctay tvat it does not negatively affect the employees
work life. In the same vein, managers should makeips that will have positive effect on the fawil
since the family is the sole supplier of laboursiociety. It was further recommended that government
should make laws and regulations that will guidepooate entities in formulating policies that will
properly integrate the family and employees’ wofd. |

Keywords: Family, work life, employees, occupational mdiiliand labour market.

Introduction

The family is the basic unit of society. Accorditm Murdock (1949), the family is a social unit with
common economic collaboration, residence, and oeption. It includes the cohabitation of two adults
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(male and female) who share socially acceptableaerelationship, and have one or more children or
adopted ones. Tanak (2014) posit that family andkveoe significant elements of worker’s life. A sta
family life is an asset to the employee; becausdamily affect the employees’ performance at wtake.

For this reason, most organizations are very mugiterned about the marital status and family life o
their employees. Some entities especially in theking sector, viewwomen’s familyas potential
distractions to their female employees. Thus, ligoent officers in these organizations are verefidrof
sex ratio and age bracket of their intakes. Theilfaim a great way affects company’s policies, ade
entering the labour market, retirement, alternajieseeking, occupational mobility, and turno\aamnong
others.

The work life of employees’ impacts on their fardlieither negatively or positively. It could leadrble
conflict or overload at home. It influences domestiork arrangement among couples and other members
of the family. The work and the income accruingttaffects the nutritional and health status @ tamily.

The number and child spacing could also be inflednioy spouses’ nature of work. While the symbiotic
relationship between the Nigerian workers’ famihdaheir work life is so crystal, there are neaseati of
studies and literature on the extent to these lede® This study is not only posed to bridge thgeges, but

to make vital suggestions on how employees’ faraitgl work life can be properly integrated for high
productivity both at the family and organizatiotalels.

Conceptual explanation
(i) Work

Two principal concepts stand out in this study: Tdmily andwork. While attempt was made in
our introduction to definéamily, we were however silent about the conceptual nmeggof work.
Thus, in this section, emphasis will be on meaing attributes of work.

There are a number of definitions of the concepvaork; attempt is made here to highlight some
of them. Work could be viewed as activities thatoiwe the mental and physical efforts of a
worker, for the purpose of achieving set goals lgectives in the organization. Work is a task
carried out by a worker or routine of activitieatimakes up the worker’s job in an organization.
It includes the application of physical and memffibrts, machines, and tools as well as directing
such activities towards the accomplishment of bgaiives or goals in the organization.

According to Morin (2004), work is purposeful adties carried out by a worker. It includes the
expending of energy through a set of coordinatdidities directed towards producing something
meaningful in formal organization. Van de Ven arayck (1981) posit that work idoing
something that is usefahd contributes to the development of othersptganization, and society
at large. It is a set of morally justified actieii carried out by a worker in an organization. Work
involves the utilization of a workers innate tendgnmental and physical powers, skills, and
talents to produce something useful or to reaclgaals in the organization.

Work is a coordinated activity designated for indial worker, web in a social and contextual
relationship with other co-workers and directedaos accomplishing organization goals. It is for
this reason Baron and Pfeffer (1994) observe ttia, relationships among workers in the
organization form the social fabric and contextwark. Similarly, Wrzesniewski, Dutton and
Debebe (2003) argue that the cues a worker redaiwe co-workers in the course of carrying out
his or her work speak directly to the value helwr ascribed to others in the organization. Thus,
the concept of work is the blend thfe meaning of the job, the role, and the selhimjbh This
suggests that, work is a group of activities tmatdivided into specialized components and carried
out by a worker based on his or her own perceptiorg directed towards set goals in the
organization. Work is done in the organization i@y or remuneration. The rewards accruing
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from work enables the worker to meet some basidnéaethe family. Work can also be carried
out by self-employed persons in self-owned orgditina Most persons today work in private
organizations.

The family

The family according to Giddens (2006:208) a group of persons directly linked by kin
connections, the adult members of which assumeonegglity for caring for children To this
regards, the family is seen as the basic unit andecstone of pre-modern and modern societies.
Haralambos, Holborn, and Heald (2004) observe thatfamily is one of the vital agents of
socialization in society. The family is also an mamic unit that pulls available resources to
produce for it's upspring/members. The family afgsovides the bases and platform for meeting
the sexual needs of cohabiting adults.

The effect of work on the family can best be unterg if we critically discuss the attributes and
functions of the family. The family as earlier mened provide the social contexts within which
new member of society (the child) is socializede Tamily encourages children to develop basic
skills necessary for survival in society. The famiiculcate in the child societal norms, values,
lifestyle and other social and morally acceptaldbdviours necessary for individual and societal
survival.

Apart from producing for members, the family is @suming unit of society, and its ability to
make choice and consume goods and services depan@sources at its disposal. Meaning the
working adults (the man and/or the woman) as thee gaay be, have to provide money to
strengthen the purchasing power of the family, #sl is dependent on the remuneration they
receive from their organizations.

Reproduction is another vital function of the famiTischler, 2002). Society and their institutions
(organizations) must replace its aging and dead eesn The family also need resources to carry
out its function. The income of the principal aduif the family is needed in this regards. This is
because; the offspring must be provided for, aralegted from hazard and societal crisis. The
family must provide needed food and shelter foirtioéfspring. For the children to be useful
members of society, basic needs of food, clothsltesh and education must be met by parents.
Karl Mark posits that for any member of societyptophesize, he/she must be able to cloth, feed
well, and put a shelter over his/her head. To rttéetneed, the family needs income; and the sure
way of getting this is througiork, and such work must be properly remunerated. Wthene is
poor pay, the family will not be able to meet thesedamental needs.

Theoretical consideration

This study adopts theork-family border theorypf S. C. Clarke (200%. The work-family border theory
originated from the works of S. Campbell Clarkéleti- Work/family border theory: A new theory of
work/family balance and Borders between work and home, and work/family limbriboth published in
2000. The theory in the past one and half decadegaimed much publicity because it provides sigaiit
explanation on the correlates between work andlfalifiéstyle. According to Desrochers and Sargeant
(2005), work-family border theory is devoted fundatally to work and family domainsThe theory
suggests better ways of ensuring work-family baaricprovides grounds for proper integration ofrkvo
and family — with minimum role conflict.

The theoretical postulate of work-border theorypais satisfaction and good functioning of the worke
home and at work with limited personal and groumflict. The theory defines tangible boundaries
between time spent at work and at home. It spacifi@undaries between time, place, and individuals’
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association with work versus familjhe theory provides explicit explanations on hemployees’ manage
and negotiate or navigate between work and fanplyeges to strike a balance. To achieve this, work-
family border theory provides a clear-cut-dichotolmstween work and family. It crystally defines the
border between work and family in order to obtajuikbrium between them. The theory posits tivairk
and familyare of two different spheres or domains becausbedf contrastingpurposes and culture3his
suggests that, the language and way of life in edidchese domains (the family and work) contrakts t
other. It means that behavioural patterns and meaascomplishing tasks between the two sphereg var
significantly (Clarke, 2000). Minuchin (1974) have earlier argued that theiural system of the family
and its struggle tenaintain a sense of continuity and equilibriamong members creates a divide between
(the family and work).

Similarly, Brett and Stroh (1995) posit that whée torder between the family and work is not clearl
defined, pressure from workplace have potentiahstructing the equilibrium in the family. Work-fégn
border theory holds that domains (family and wodimains) conflict as they compete for attention and
finite resources (Higgins, Duxbury & Johnson, 2000)is is because the family and work domains dpera
from different cultural systems. According to Clark2000), the border between the family and home
domains provides the bases for classifying worlkets those who cross the borders and employees who
keep the borders.

More so, work-family border theory examined how keys construct, maintain, demarcate, negotiate, and
cross borders between work and family. The theatgdthat flexibility and permeability are the hasi
characteristics that allow individuals to cross derated borders between the family and work. This
suggests that when the two domains are highly Hlexand permeable with each other integration is
possible and inevitable. According to Desrocherd &argeant (2004), border theory posits that the
similarity between domains, also allows for progeitting or integration of the family and work (sea.

1). Ashforth, Kreiner and Fugate (2000) observé the integration between work and family as x-thye
by work-family theory diminishes or improves workevellbeing.
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Fig. 1: Work family border theory of Clarke
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Work-family theory of Clarke (2000) is significatd this study because it amplifies the
dichotomy between the family and work. It shows todtural difference between the
family and work, and how well both domains can itegrated to maintain a balance or
equilibrium. It emphasized the need for proper ngangent of the borders between the
family and work to ensure the wellbeing of workdtsuggests that, if work and family
are not properly integrated, the wellbeing of empks or the worker will be adversely
affected. The theory further reveals how balancekvi@mily life ensures satisfaction,
health, love, and productive life among workers.

Historical origins of the separation of work from family and the emergence of
working-class women in Nigeria

Historically, work as economic activity was carriedgt within the family; and agriculture
was the main stay of the family. The man was thadhand manager of the family
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production sector while the women and his childpeavide the needed labour. The
number of children a man has was then a greatrdetent of his labour force and his
production capacity in society. This economic ctiodiled to the emergence of large
family sizes across the over 250 ethnic groups tietes up the present Nigeria state.
Polygyny became a way of life and people coulderéésge number of children to cater
for their labour demands in their various agrictdtwactivities. This scenario continued
till the mid-19" and mid-28 centuries, whenmale breadwinner householsvas
established across ethnic nationalities that makthe present Nigeria. This change was
a product of industrial capitalism that swept asrBsrope, America, and extended to the
continent of Africa (Agba & Odu, 2013).

The industrial revolution (industrialization) acdorg to Saito (2014:5) informed not
only expansion of manufacturing and other non-agricuwdtusector,but occasioned the
separation of the family from work. The rising stards of living also informed the
emergence of the male and female breadwinner holos=Hn Nigeria, industrialization
during the colonial era was slow and agricultures w8l the main stay of most families
up to the 1950s when the civil service expandedcameer civil servants were recruited.
The discovering of crude oil by Shell Petroleum @amy in the present Delta State of
Nigeria (Agba & Ushie, 2005) occasioned yet anothgramics in the family structure,
as able men have to leave their villages (agricejtto work in the oil sector and other
subsidiary companies. The expansion in the mining ananufacturing industries
between 1970s and 1990s (Agba & Odu, 2013), laddes exodus of men and women
especially youths to cities and towns for bettdssj@and living conditions. Thus, the
Nigerian family metamorphosed into wage oriented.on

The family also began to respond to labour marlehahds by enrolling children for
school; both sexes were allowed to study courspsecely in polytechnic that enable
them to compete for job in any part of the countr$chool demands,

accommodation/shelter, rents, transportation ahdrdiills confronting families in urban

areas and cities, coupled with inflation made thelembreadwinner’'s income grossly
inadequate. Consequently, most women have to workmake earns meet. The
emergence of increasing working-class women in fageras also orchestrated by the
gender equality propagated by feminist organizatianross the world. The domestic
servant phenomenon in Nigeria expanded the fromtienvorking-class women in the

country.

As the family becomes more @mnsumer-economyhe need for the woman to work
became more imperative in Nigeria. The salary aigoation and the expanding size of
the labour market, made most employers to offes Isalary for jobs. This trend

continued making the Nigerian worker according gbA and Ushie (2013) the least paid
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in sub-Saharan Africa. An average worker in Nigeans less than 550 US Dollars per
annum despite the huge revenue accruing the goesrtninom crude oil. This scenario is

worst in the civil service at all levels (federsfates, and local government levels). This
economic reality compelled most women to pick-upsjto assist their male spouse. As
the demands for household activities and child-caegponsibilities increases, the

working-class women have to shuttle between hommel§faand her work to make earns

meet.

Demography survey of workers according to economisectors in Nigeria

Nigeria is the largest and most populated natiofrica. With a population of 173.6
million people spread across 36 states and ther&eQapital Territory (FCT) Abuja (see
Figs. 2, 3, and Table 1), its workforce and farsilége equally large. It was estimated by
the then Minister of Finance, Dr Ngozi Okonjo-Iweah 2014, that no fewer than 1.8
million graduates enter the labour market every.yBae implication of this figure shows
that government alone cannot accommodate gradumtésgeria. Thus, a great number
of workers are employed in the private sector effligerian economy.

Fig. 2: Map of Nigeria showing 36 states and Feder&apital Territory, Abuja
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Fig. 3: Nigeria Population Projection
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Table 1
Population of Nigeria (2015 and historical)
e popuion e wgan edan rety sty iy b st
World Pop
2015 183,523,432 2.82% 4,763,130 -60,000 17.76.01 199 52% 95,564,322 2.51%
2014 178,516,904 2.82% 4,901,559 -60,000 17.86.01 193 51% 91,834,051 2.46%
2010 159,707,780 2.73% 4,024,378 -60,000 17.96.01 173 49% 78,258,409 2.31%
2005 139,585,891 2.58% 3,341,833 -34,000 18.06.05 151 46% 63,860,545 2.14%
2000 122,876,727 2.53% 2,890,380 -19,005 18.06.17 133 42% 52,039,523 2.01%
1995 108,424,827 2.55% 2,561,495 -19,154 17.76.37 117 39% 42,115,456 1.89%
1990 95,617,350 2.65% 2,343,156 -18,281 175 606 104 35% 33,735,713 1.80%
1985 83,901,572 2.63% 2,040,695 -134,328 17.56.76 91 32% 26,711,743 1.73%
1980 73,698,099 3.00% 2,026,500 170,930 18.0 .76 6 80 29% 21,064,391 1.66%
1975 63,565,601 2.52% 1,486,751 -7,705 18.3 616. 69 26% 16,230,205 1.56%
1970 56,131,845 2.24% 1,178,655 -8,669 18.7 356. 61 23% 12,745,297 1.52%
1965 50,238,570 2.13% 1,005,391 204 18.9 6.3554 20% 10,101,972 1.51%
1960 45,211,614 1.91% 817,856 541 19.0 6359 4 16% 7,306,649 1.49%
1955 41,122,332 1.67% 652,518 674 19.1 6355 4 12% 5,039,131 1.49%

Source: Adopted frotWorldometers (2012) (www.Worldometers.info)
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According to National Bureau of Statistics, 48,533, persons in Nigeri@ngaged in one
form of economic activities or the othdére distribution shows that the highest number
of persons are employed in the agricultural seftd;837,693); followed by wholesale
and retail trade sector, which employed 12,097 ,48&ons. The manufacturing sector
employed 5,337,000 persons while service activigegployed 3,471,702 employees.
Mining and quarrying employed 146,488 persons telyng the least in the country (see
Fig. 4).

Fig. 4: Distribution of workers in Nigeria into economic activities in Nigeria
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The sex distribution of workers across economid¢ascshows that 21.1 percent of the
males are employed in the agriculture sector agsig8.4 females (See Fig. 5). In the
wholesale and retail sector, 17.4 percent are fesrad against 7.5 percent males. Human
health and social work revealed that 0.74 perceatmales while 0.78 percent are
females (National Bureau of Statistics, 2010).
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Fig. 5: Sex distribution of workers across economisectors in Nigeria
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This survey reveals the number of persons/workdrs angaged in economic activities
and are accounted for by the National Bureau dfissitzs. It further revealed that over
48,533,319 persons out of 173.6 million personsaatizely working in one sector or the
other. It shows that over 49 million families of tkers could be directly influenced by
their jobs, while 124.6 million persons who could kelatives or dependents of the
working class-persons will be facing indirect irghce from work. Suggesting that more
than one-third of the Nigerian family is directlyfluenced by the jobs spouses engaged
on.

The sex distribution of workers as revealed in Fgshows that wholesale and retalil
sector as well as human health and social worksreme likely to witness maternity
leaves than other sectors since majority of hekvimice are females. This is against the
agricultural sector which dominant work force aral@s. This suggests that, managers in
the wholesale and retail sector, as well as huneaittihand social works sector are more
likely to be careful on work plan in the organipati so that frequent maternity leaves by
female workers do not affect the operations of ¢cbmpany. This involves training of
alternative/supplementary or subordinate workethiwithe organization who can stand-
in for female employees who are on maternity le&Veere alternative employees cannot
be raised to stand-in for female workers on ledlve,employee involved may have to
shuttle between the home/family and her workplécehe alternative, the manager may
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have to make provision for day-care facilities witlthe organization to cater for the
terming female workers and their young babies/caiid

Correlates between the family and work

The relationship between the family and work cast lie explained via the following
sub-headings:

(i)

Marriage and work

There is a significant symbiotic relationship betwenarriage and work life. The
family structure since the advent of industrialiaatin Nigeria have drastically
changed; with more women working outside the howecording to Bailey
(2002:1), women working outside the hoimave positive rather negative effect
on marriage This is often possible when the woman takes gpcand shift job.
However, in situations where shift jobs are not dilga available, the
home/marriage usually suffered from the woman’snbs. At most, the woman
has to shuttle between the home and work; andhthisnegatively affect both the
marriage/home and work.

In order for women to meet up their home/marriage work obligations, most

women in Nigeria ends up working in wholesale agtdil sector of the economy
where shift duties are allowed. Women engagemenbétplace is also changing
the family structure as men are now doing domestick than they have done
before the advent of industrialization in Nigel@ottman (1994; 1999) posit that
men who do household work anappier and more involved in their marriages
than those who avoid domestic tasks. Again, Gottmlaserve that men who

carryout domestic duties and assist their wivdsomsework are less stressed, less
lonely and physically, morally and psychologicdflgalthy than men who avoid
household tasks. This is because; women genemlby husbands who assist in
household tasks.

Work on the other hand determine the age of ergdamily life or marrying. In
Nigeria, graduates who work in well paid organiaat marry earlier than those
in poor remunerated jobs. This is because famig/rarriage demands a lot of
money especially in our traditional settings whire culture requires much from
the groom. Marriage involves raising of kids an@dpgar parenting; these also
needs cash.

&
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Family and work environment

Most work environments across the world are adjgsto meet the demands of
the ever increasing women workers. Organisatiordicips that support the
establishment of day-cares for children whose metheork are promulgated
daily. However, there are some organizations wiiticdIt work environment that
make workers exhausted at work; these workers apee niikely to have
difficulties focussing and taking care of their hesffamilies. This could
negatively affect the relationship among couplesgeswomen are more likely to
be happier with men who help in domestic tasks.

Again, negative or positive feelings may follow arker to the workplace
because of the condition at the home (Lawler, Rsbar& Hankins, undated). A
difficult family where there is disagreements, dmt$, abuse, and violence, will
likely produce negative effect on the worker andldoaffect his/her output at
workplace. On the other hand, a family that is uradatrol will produce positive
work attitude on the worker. Meaning, workers frgnpod homes are more likely
to perform better than those from broken or diffidamilies.

Work, role conflict and role overload at home

Many families today are experiencing role confléetd role overload at home
because ofrole shifts emanating from mothers and fathers working. Magid
(1987), Lizotte and Litwak (1995) posit that, fanifilies to enjoy peace and good
marital life, creative strategies for balancing wand family or career and
domestic tasks must be developed. In most familes strategy is lacking
making role conflict among spouse inevitable.

Spouse who try to ensure that role conflict areidaw as well as please their
counterpart end up carrying most of the domesskgsan their shoulders. Role
overload can also be on the house-help or domssticants who will have to
perform majority of the household task, which wob&le been done by couples.
Role overload may occur when a young adult who iedrmewly and have to
combine work and family life which was not part lois/her life before. The
incoming of children into the family is often a lden to both spouses who have
to combine child-care and work. When imbalance mx;cone of the spouse bears
the burden and thus experience domestic talks aaebrl

Work overload can also be experienced at the ozgtional level. An employee
who have to cover or hold brief for a woman or @&fsbn maternity leave may
have to work extra hard to carryout his/her routasewell as that of his/her
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colleague on leave. This scenario is common in Hwlprivate and public sectors
of the Nigerian economy. Role conflict may occurewta worker tries to carryout
his/her routine as well as that of his/her colleagan leave. Under such
circumstance, the output of the individual coulddffected and may negatively
impact on the overall performance of the unit cgrethe organization.

Work arrangement, leisure and parenting

Work arrangement especially among couples with dizakers and earnings
complicates their commitments to household talkse ©sue of commitment is
affecting parenting and spouse leisure period whiifdren and other members of
the family. In cases where both spouses work, ®ffichedules such as overtime,
work at nights, holidays, and weekends; leaves lesuwvith little time for
themselves and family. Hodson and Sullivan (200Bserve that the problem of
parenting and leisure among spouse is worst when tlecide to bring work
home, making the home an extension of the workplace

Proximity of workplace and home is another majoaliginge to parenting in
Nigeria especially in mega cities where workingsslapouses have to wake up
very early to bit traffic and get to work on timk.was severally reported that
some children in Lagos city, Nigeria, called thparents (father) uncle, while
their mother aunty, because such spouse have bttleno time with their
children/family. A child who wakes up in the morgiand do not see either of the
parent, goes to bed without seeing them becaudaitier or mother arrives home
when the child is in bed; such a child is more lfiki® have parenting problem.
Children like that are left in the hands and mey@édomestic staff or relatives.
The situation is even worst in some sectors (Iieslianking sector) where work
extends to weekends, and most staff have to clate ih order to balance
accounts for the day.

The family, choice of work and year of entering kalgour market

The choice of work and the year of entering thelalmarket in Nigeria is not

made in a vacuum. It is conditioned by a numbewafiables including the

family/home, children, friends, availability of jeb hired help/domestic staff,
school, social group, self-image, religion/churgnoximity to the home, etc

(Mortimer, Lorence & Kumka, 1986). The financight&/status of the family may
also spore spouse to choose whether to work orana¢yen when both spouse
should work and retire.
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The families in Nigeria where one of the spouseasking, the take-home-pay
from workplace could influence the other spousasilet on whether to pick-up a
job or not. Thechoice of workby families in Nigeria is also conditioned fprk
and time schedulm the proposed job. Families with kids aged Q@oyears may
avoid jobs that give them little or no time for pev parenting of their children.
The choice of part-time or full-time employment ¢yyouses in Nigeria is defined
by the nature of the job itself, the reward and tvbethe family is a young one
without kids

Family and turnover or occupational mobility

The turnover rate among youths who are not mamedigeria is high. Turnover
here means moving from one occupation to anotheould involve moving from
one location to another or changing jobs at diffetecality. Although, Agba and
Ushie (2010) observe that turnover in Nigerian ltafity industry is conditioned
by remuneration or motivational incentives, it idsca true that some
persons/workers who are married will avoid changoixs and locations because
of their children schools; family business or jdlite other spouse.

On the other hand, some spouses in Nigeria whootdake care of their families
obligations/responsibilities because of poor remaii@n, considers turnover or
relocation as best option to better their livinghdition. Seeking forgreener
pasturefor the family have lead many spouse into turnomeNigeria. Thus, the
symbolic relationship between family life and labdurnover in Nigeria cannot
be relegated to the background. Organizational iexpeho ignore this fact are
likely to face challenges when making turnover @ek or recommendations to
government or any formal entity.

The family and fringe benefit policies of organinas

Some organizations in Nigeria are using family tedabenefits to help their
employees coordinate their families and work. Tiki®btainable mostly in the
petroleum sector, some federal government paréstatgencies and departments.
Leave benefits such as maternity and family leagledren and health insurance
schemes, are provided by some employers’ to easertiblem of coordinating
the family and work. These incentives or benefasld be a lift from advanced
industrialized nations. According to Ferber and &iEll (1991), most
organizations and even government establishmenglwanced countries make
family-related fringe benefits such as maternitg @aternity leaves to help ease
spouses’ transition into parenthood. They posit tfaional legislation in such
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countries further guaranteed and propelled the tifn of employment
leaves/benefits in organizations.

While most public and private organizations accejatternity leave for their
female workers; paternity leave is highly objected Nigeria. This is not
unconnected with lack of national legislations thatrantees employees’ rights,
protection for mothers and eliminates all formslsicrimination. Suggesting that,
the 8" National Assembly in Nigeria has a lot of billsgass into law to salvage
the Nigerian worker. The National assembly haval$o look at existing laws and
ensure compliance by stakeholders.

Work and arrival of children

Like other advanced industrialized countries, N@&s experiencing a decline in
birth rates among educated and well-exposed warHérs number of children
born by women, who work in well paid but taskinggamizations, dwindles
yearly. Births in such families range between 13tohildren; as against 5 to 7
children, which was the order of the day beforeustdalization. Although,
health, sex, and family planning education is hgpin many ways to curtail
unwanted pregnancy amongorking-class-women the level of spouses’
education and work-place policies significantlylieihce the arrival and number
of kids couples may want to have.

It is a common characteristic in some organizationdNigeria that workers
especially female employees do not marry until tloyck certain age. This
importantly determines the number of children cespkill have, considering the
age they enter into marriage and the years of -alplatinging. Although, not very
common in Nigeria, about 0.2 percent of couples deugide not to have children;
the figure is insignificant because African cultgenerally frown at childless
couples or families. Hodson and Sullivan (2002)eobs that in the U.S, over 10
percent of couples intentionally decide not to hatddren; reasons includes
spouses’ inability to combine childcare with wouk; rightful refusal to have
children.

Ways for proper integration of work with family lif e

Given the increasing rate of working-class couplesNigeria; and the symbiotic
correlates between work and family, there is nemdpfoper integration. The family
cannot do without work; likewise, organisations main survive with workers. We
therefore recommend the following as proper wayst&grating work with family life,
to avoid negative effects on each other:
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Most family/couples suffered combining work withildhparenting because of
lack of nearby childcare facilities. We suggestt thia-site child care should be
provided especially in big organizations to ease ¢hild-care burdens of young
couples. Alternatively, organizations that share #ame premises can jointly
provide child-care facilities at a nearby locatitm cater for their staff with
children between the ages 0 to 2 years.

Childcare is not just the responsibility of woméfen play significant role too.
While maternity leaves are granted to women in Négeheads of formal
organizations should make policies that will enablen to go on paternity leave
as is obtainable in most developed or advancedstndlized countries. These
calls for relevant legislative bodies in the coyrity make laws that eliminate all
forms of discriminations at workplace. This willadyle men and women in formal
organizations to enjoy the same privilege whenaoines to leave and other
family-related fringe benefits.

Employers of labour can reschedule talks or jobwa@kplace to provide more
flexible time for workers to alternate between warid their families. It includes
providing time for break, school-runs, and weekdmalidays for workers.
Flexible time should include time for arrival ariché to leave the workplace.

Top-up salaries should be provided by employersrtable employees hire the
services of domestic servants/staft.

Couples should also learn how to complement edoéroHome talks should be
arranged to avoid role conflict or overload, althbuthe culture in Nigeria
prescribes domestic talks for women, the male @gpbuld assist significantly
in household activities. This will go a long way making the family and
marriage a happy one.

Couples should realistically evaluate their jobisien. Consideration should be
given on whether to work full-time, part-time, ornck a permanent job.
Occupational mobility should be well consideredcbyples before embarking on
one.

Employees should also learn how to plan aheadhi®mext working day. This
includes using weekends to plan for meals, chaned,other household activities.
The clothes for the next day’s work and other itesimsuld be properly arranged.
It will help to avoid morning rush. This suggedtat; employees should not take
their office work home. Time should be creatediésure and proper parenting.
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(viii) Couples should learn how to set priorities or orariamily activities based on
most essential tasks. It involves careful consittema of tasks that is
guintessential to the health and safety of famigmbers at all times.

(ix)  Government should make laws that mandate employkidgbour to provide
conducive work environment for workers. The lawddeensure that workplaces
in Nigeria are safe and healthy for workers. Strés=se/minimal work
environment should be provided for workers. Thili enable workers put in their
best as well as reduce the transfer of stresstoitidividual homes.

Conclusion

There is a significant symbiotic relationship bedwevork and family life. There is also
potential conflict between family life and work esgally when both couples are
working. Vast number of literature across the wonldvealed that managing
responsibilities of work and family remain a higlofie task for working parents. In
Nigeria, the situation is not different, a greater of couples are finding it difficult to
blend work with family chores or talks; and thisafecting their productivity at work
place and performance at home. It is also resplnfb stress, physical and emotional
health challenges among many couples in the couMry acknowledge all these
challenges in this study, and thus recommendedaad@mand proper integration of work
with family life as a panacea for reducing workepduses) stress, increase their
performance at home and workplace as well as mekeeping the individual workers
and family physically and emotionally healthy.
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