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Abstract 
Working mothers do not face an easy task in combining the rudimentary 
underlying tasks of managing the home on the one hand and also battling 
with the rigorous demands of gainful employment. Most women however, do 
not consider the mother-worker roles as incompatible. The interacting trends 
in work places and in families can lead to considerable conflicts and stress for 
workers and their families, as well as negative consequences for the 
workplace and society. This study examines the effects of domestic pressures 
on women in management positions, the conflicts between their roles as 
mothers and their careers. The work - personal life conflict remains a 
significant challenge for individuals and particularly for women who aspire 
to managerial positions. 

Introduction 
In pre-colonial Nigeria, the various societies were able to maintain and perpetrate themselves 

by socializing their members to assume different roles in their society. This involved a clearly 
marked out division of labour by age and sex. Whereas, men were the principal providers, the women 
complemented their homes from a purely domestic setting. 

The women in traditional Africa were a product of the social, political, and economic realities of 
their society. Oloye (1996) indicates that when women participate in the traditional labour force, their 
productive roles are an extension of their domestic roles. 

The woman's place and success within the home in traditional Nigeria defined her success as a 
woman; hence, traditional education was geared towards an adequate fulfillment of her role in the home. 
The traditional role of the women was therefore within the confines of the home and her responsibilities 
were defined by the expectation of others like her husband, children, and the society at large. Oloye 
(1996) adds that to the husband she is a wife, to the children she is a mother, and to the two combined 
she is a homemaker. The home -maker role was what linked her with society, as the expectation of the 
society was to see how well a woman succeeded in the art of homemaking. Olayanju (1995) observes 
however that with colonization, and the introduction of formal (Western) education, a silent revolution 
of immense proportions has changed the face of the Nigerian society more decisively than any other 
force. Oyekanmi (1990) notes that initially, educated women moved into teaching and other care 
oriented professions. However, from the 1930's, more women gradually entered into law, medicine, 
nursing and so on. The female population in Nigerian universities has risen significantly. This is a 
significant achievement, which has tended to give higher economic and social status to women. And 
according to Oyekanmi (1990) this has led to the present situation in which educated women are found 
in virtually all professions. 

In contemporary Nigeria, women work and earn their own money; they acquire property from 
the money they earn. This has brought them out of the traditional roles and life patterns. Hence, the 
lifestyles among married women today are of several patterns. It may be the traditional housekeeping 
role, house keeping with a job as complimentary, alternatively home and work roles in three phases 
(outside work until childbearing and work afterwards). 

The Problem 
This study sets out to answer questions on the implication of the influx of women into paid 

employment on their traditional roles as homemakers. It examines the effects of domestic pressures on 
women in management positions, the relationship existing between domestic pressures and the 
performances of women in management positions, the conflicts (if any) between their roles as mothers 
and their careers. 

 
The Objectives 

This study aims to 



(i)         Identify the effects of domestic roles on women in management positions. (ii)        
Investigate the effects of working hours and position in management on the quality of 

domestic care, iii)         Put forward genuine recommendations on how to correct the 
problems in female 

employment and domestic care. 

The Scope 
The study is limited to the banking industry in the Lagos metropolis. Women bankers are well paid, 

"power dressers"; they are smart and drive around in sleek cars.   Many are married: some are not, they earn 
good money, and sometimes they hardly have time to enjoy the money.   They are women who at home are 
always in a hurry, they rush out in the morning, often as early as 5.00am. 

Review of Literature 
Trends in Female Participation in Paid Employment 

Tracing the growing trend of the entry of women into the labour force in different European countries 
like France, Britain, Sweden and USA, Lindsey (1997), discovered a general trend whereby women worked 
before marriage, stopped working after marriage to care for their children, and later returned to work after their 
children have attained school age. The movement of women into the paid labour force has profoundly 
influenced not only their drive towards greater equality but also impacted the other social institutions, 
particularly the family. It is exceedingly difficult for a woman who works 40hours a week outside the 
home to add another 40 or 50 inside. According to Oyekanmi (1990) up till the 1970s a husband's 
contribution to domestic work remained very small. Mba (1983) observes that by the 1980s, some works 
showed a slight increase in time spent on household tasks by husbands, but wives assumed the major 
responsibility, including child care or arranging for it. Olayanju (1995) reports that the same pattern was 
reproduced in the 1990s and as expected, wives are less satisfied when their husband's share of domestic 
labour is taken up by childcare and traditional male chores, perceiving the division of household labour as 
unjust Women may be referred to occupationally as attorneys, physicians, or administrators, but the role of 
homemaker is still a salient one and persists for employed wives. Olayanju (1995) suggests that task 
sharing in two-earner families is also mediated by several other variables, such as income contribution of each 
partner, the social class, ethnicity, the number and ages of children, and the couples gender role ideology. 
Different subgroups of dual-earner families distribute tasks differently and show a greater involvement 
on the part of the husband. Oyekanmi (3995) states that mothers of all social classes have more difficulty 
balancing work and family roles, but professional couples have more control over how these roles can be 
balanced. More and more women are moving into the labour force, especially married women, and the highly 
educated are becoming more committed to work and do not interrupt their careers after marriage as it used to be. 
Anderson, (1997) also notes that the rising levels of female employment bring about changes in the structure 
and functions of the family group. Women who traditionally raised their children under their direct 
supervision are now faced with the necessity of having to go out to work in order to help in the support of the 
family. This has therefore resulted in the care of young children not taking place exclusively within the family 
group and there is a transfer of functions from the family to the larger society. 

Rationale for Female Participation in Paid Employment  
Several reasons have been advanced by different scholars as possible explanations for female 

participation in paid employment. One of these reasons is that women seek paid employment in order to earn 
income to solve their problems and also to escape boredom at home. Davies (1985), observes that to many 
women, going out to work is in several ways better than being shut in the home during the day. Similarly, 
Darley (1989) posits that most and many essential services are provided by outside personnel and institutions 
and with the development of almost limitless household appliances, the work of running a household has 
become more mechanical. Thus, the domestic role of homemaker has become less challenging. The 
Nigerian woman has realized that she shoulders the greater part of 
the family up keep responsibilities than the man. This compels her to strive to have a trade or profession in 
order to earn income, which will enable her to fulfill her responsibilities to the family. To Ilori (1982), 
education, and the desire to maintain their children are the major factors influencing women participation in 
paid employment. The wages earned by the woman in the house represents avenues for securing better housing, 
better medical care, more luxurious holidays and above all, the possibility for extending the children's 
education. And all these cannot be secured if the women remained housewives. Kapur (1984) finds in his 
study in India that 18% of the married women were working mainly because of interest in their professions or 
jobs and 9 % were employed because of ambition in a career or to achieve a position and status of their own. 



Kapur asserts that this demonstrates that educated women work not only because they are compelled by the 
gross economic need or when forced by relatives or husbands to take up gainful employment, but also because 
they want to be economically independent, as well as to have an individual status of their own and to satisfy 
their intellectual needs for creative work, recognition and fame. Igbodalo (1990) agrees that the need for 
accomplishment and the drive for results are some of the psychological factors, which tend to stimulate the 
employment of married women. The desire for fulfillment is perceived as a potential factor that enhances the 
employment prospects of some women since it encompasses the definition for upward social mobility and 
creates a sense of competence. Similarly, the drive to live up to one's creative capacity enhances employment 
prospects by making women less satisfied with marital and maternal responsibilities. 

Nonetheless, female participation in paid employment can also be viewed as political, socio-economic 
and cultural undertones deriving from the wide society. Politically, feminist movements encourage women to 
be financially independent of their political rights. For instance, Mba (1983) contends that whatever was the 
role of women vis-a-vis men in the political sphere is minimal, complimentary or equal. In the career phase, 
decades of strong colonial hegemony inflicted great havoc on women's positions. The feminists therefore see 
women's participation in paid employment as an effective menus of regaining lost economic power which is 
crucial to the acquisition and wielding of political power. On the social scene, female participation in paid 
employment stems from the colonial pattern of urbanization and commercializing or quasi-industrialization. 
Olusola (1998) suggests that urbanisation and increasing commercialization also brought changes to the 
roles of women. Women in the urban areas began to have access to modern technology. The release from 
domestic work due to modern household technology as well as the complex of urban values arising from 
education and increasing level of need among women has altogether influenced their increasing involvement in 
paid employment Onadeko (1998) opines that economically, the depression which has set into the Nigerian 
economy since the early 1980s, has forced many women to go into paid employment in order to augment 
family incomes as their husbands were no longer able to shoulder the family responsibilities alone. The 
Structural Adjustment Programme introduced in Nigeria in 1988, created such a serious inflation that most 
Nigerian families could no longer make ends meet. The result has been increased anxiety as many women have 
joined their husbands in wage earning economic activities. In the same vein, Okoronkwo (2003) observes 
that from the cultural point of view the penetration of western cultural values of individualism and liberalism 
has equally meant that traditional African family values of communism and women subservience have been 
relegated to the background. Thus, the nuclear family has meant that a man and his wife must bear absolute 
responsibilities for all their family needs even if this entails the wife participating in paid employment. 
As Ighodalo (1990) notes, the increasing acceptance of single parenthood has also meant that single mothers 
have to work in order to cater for their families. The foregoing indicates that women have now become a 
force to be reckoned with in the world of work. Many have risen to management positions either as a result of 
their length of service or level of education. However there is still conflict between these dual but equally 
important roles of housekeeping and regular paid employment. 

Implications of Women in Management Positions for Domestic Care 
With the separation of home and gainful employment, which characterizes present day industrial 

work, forms of employment 'incompatibility' between the roles of a mother and a worker may be said to exist. 
Such incompatibility breeds competition between the family and the extra family roles. Olusola (1998) 
indicates that by definition role conflict exists when one is faced with 
 



 
two sets of expectations, the performance of which is not only unrealistic but also impossible. The assumption 
at this stage is that working mothers do not face an easy task in combining the rudimentary underlying 
tasks of rendering the much needed love and affection to the children when they need it on the one hand and 
also battling with the rigorous demands of gainful employment from the early hours of the morning till late in 
the evening. This is more so since the employers come to have relatively little interest in whether their 
female employees fulfill their family obligations because, the primary stake is in how well workers perform 
their job. 

Most women however, do not consider the mother-worker roles as incompatible. Those women 
who perceive the roles as incompatible have stronger taste for motherhood than for employment. 

Davidson and Cooper (1980J, allege that workingwomen with children have a divided attention. To 
them, even if the women can leave their husbands and proceed on training, they cannot easily leave their 
children. The interacting trends in work places and in families can lead to considerable conflicts and stress 
for workers and their families, as well as negative consequences for the workplace and society. The 
International Labour Organization ILO (2004), submits that workers in many countries (both men and women) 
are feeling increasingly stressed by the competing demands of work and family for their time and energy. 
Igbodalo (1990) asserts that the pressures and stress are particularly high for women workers, who typically 
continue to assume responsibility for domestic tasks and care of dependants. Dealing with family 
emergencies such as sick children or parents can lead to absenteeism, for which pay may be lost and in some 
extreme cases the result may be dismissal. Olajumoke (1999), stresses further that the problems which 
work-family conflicts pose for workers inevitably impact on the work place. Onadeko (1998), opines that 
problems such as turnover and difficulties in recruiting appropriate personnel may be related to the 
incompatibility of working conditions with family responsibilities. Absenteeism and tiredness may be the result 
of work- family conflicts, which could be avoided. The stress on staff with family responsibilities may be 
affecting their concentration and productivity. The costs of these problems have often not been assessed in 
relation to the costs of adopting more family-friendly arrangements. 

Nevertheless, the inability of women managers to be readily mobile because of domestic 
responsibilities has been the main stumbling block to the upward movement of married women managers in 
the country. Women are thus in directly punished (not compensated) for ensuring society's continuity. 

Lindsey (1997), advances the dual career theory which states that the dual demands on a woman's 
time at home and at work puts her at a disadvantage in competing with her male counteiparts for jobs. 
While this theory places emphasis on the individual, the alternative explanation by Collins (1995) concentrates 
on institutional factors. This theory explains that occupational sex segregation due to institutionalized barriers 
created by organization bars women's access to and mobility into higher prestige and more remunerated jobs. 

Barriers and Opportunities of Women Managers 
Women who choose both to work outside the home and have families find that this can be a very 

stressful personal strategy without help from their families, organizations, or both. Fagenson (1993) affirms 
that women pursuing the "have it all" strategy experience a great deal of stress at home and on the job, although 
these can be relieved. For example, two key sources of stress are house-care and child-care responsibilities. 
Barbara and Fagenson (2000) shows that women are expected to; and do perform the majority of such work. 
Personal solutions for these sources of stress include selecting a partner who will take major responsibility for 
house care and child-care responsibilities, or in the case of executives who are compensated at the high end of 
the salary scale, selecting others who can be paid to perform these tasks. Hernot (2000) reports that in a 
United States Census Bureau study released in 1999, social and economic changes in the USA have resulted in 
increases in the number of fathers providing primary care for one in seven children under the age of five in 1990 
as compared to one in five by 1993. 

Furthermore, organizations have been successful in reducing some amount of work - personal life 
conflict by providing on-site programmes for child-care and household tasks and supporting flexible work 
schedules and job sharing for women and men alike. Fagenson (1993) however observes that even in the 
United States, despite evidence to show that on-site childcare results in 
lower employee absenteeism, lower job turnover and greater job satisfaction and commitment, fewer than 
2% of companies provide such programmes. This also suggests that society and its social institutions are 
by no means universal in their support for families or a personal life for workers. The work - personal life 
conflict remains a significant challenge for individuals and particularly for women who aspire to or are in 
managerial positions. 

Data Collection 
This study took a survey of 120 women managers in the banking industry. The choice of the 



banking industry is informed by the fact that this industry is one of those where the hours of work are very 
long. The simple random sampling technique was used to select respondents. The instrument for data 
collection was the questionnaire which was administered to test the stated hypotheses. The questionnaires 
were personally administered and collected. The Chi-square was used to test the hypotheses and the 
responses are analyzed below. 

The results indicate that 56% of the total respondents agreed that women in management positions 
are often too tired to do domestic chores, 31.7%, disagreed and 12.2% were undecided. Also, 58.5% 
agreed that women managers with children at home are more likely to experience problems at work than 
those who have no children or whose children are grown up, 29.2% disagreed while 12.2% were undecided. 
Similarly, 58.5% of the respondents agreed that women who are seeking to develop careers feel tension 
between or conflicts between home and family 26.8% disagreed and 14.6% were undecided. 63.4% of 
the respondents agreed that striking a balance between work and family life though difficult is not 
impossible, 19.5% disagreed and 17% were undecided. 

Test of Hypotheses 
The following hypotheses were tested: 

Hypothesis 1 

Ho:       The demands of domestic responsibilities of management positions on women will not  
negatively affect the performance of women managers. HI:        The demands of management 

positions on women will affect the performance of domestic 
responsibilities of women managers. 

Table 1 Demand of Management Positions and the Performance of Domestic Responsibilities. 
 

Response Less than 1 
hour 

1 - 2  
hours 

2 -4  
hours 

5 hours 
above 

Total x2cal x crit Df P Rem 

 13 
(12.03) 

56 
(19.88) 

6 
(19.2) 

46 
(8.53) 

120 59.64 7.82 3 0.05 S 

Since X2 calculated of 59. 64 is greater than X table value of 7.82 the null hypothesis is rejected 
and HI is accepted. This indicates that the demands of management positions affect the performance of 
domestic responsibilities of women managers. The long working hours, early resumption, returning late 
and so on, by women in management positions makes it quite difficult for them to fulfill their domestic 
responsibilities. However, many still find effective means of managing the crisis emanating from domestic 
chores. Some engage professional domestic staff to take care of the chores. Also many husbands are more 
willing to share in domestic responsibilities bearing in mind that they can no longer singularly pay the bills. 

Hypothesis 2 
Ho: The dual demands on a woman's time at home and at work will not put her at a 

disadvantage in competing with her male counterparts for jobs. 

HI: The dual demands on a woman's time at home and at work will put her at a 
disadvantage in competing with her male counterparts for jobs. 

 
Table 2    Differences Between Women Managers and Full Time Housewives in Ability to Give 
Adequate Domestic Care. 

 

Response Yes No Undecided Total x2cal x2 crit Df P Re 
m 

 71 
(8.82) 

29 
(8.82) 

20 
(18) 

120 35.64 5.99 2 0.05 S 

For the second hypothesis tested the value of X calculated value of 35.64 is greater than the critical 
value of 5.99 at 0.05 level of significance. Hence the null hypothesis is rejected in favour of the alternative 
hypothesis. This means that dual demands on a woman manager's time at home and at work puts her at a 
disadvantage in competing with her male counterparts for jobs. In the same vein, women managers are faced 



with conflicts arising from the opposing demands of home and work. The inability of women managers to be 
readily mobile because of domestic responsibilities has been the main stumbling block to the upward 
movement of married women managers in the country. Women are thus in directly punished (not 
compensated) for ensuring society's continuity. 

Hypothesis 3 
Ho: Domestic pressures will not significantly affect the performance on the job of women managers. HI:   
Domestic pressures will significantly affect the performance on the job of women managers. 

Table 3 Relationship Between Domestic Pressures and Performance on the Job of Women 
Managers. 

 

Response Yes No Undecided Total x cal x 
crit 

Df P Re 
m 

 51 
(3.02) 

33 
(1.22) 

36 
(0.4) 

120 4.64 5.99 2 0.05 S 

For the third hypothesis tested the value of X2 Calculated of 4.64 is less than the critical value of 5.99 
at 0.05 level of significance. Hence the null hypothesis is accepted. This therefore reveals that the 
performance of domestic chores by women does not in any way incapacitate them in management positions. 
Women in the banking industry undergo some strains in trying to balance the demands of their professions and 
being homemaker. These hurdles are not insurmountable. Other women bankers rely on housemaids to keep 
the home until they return but in the end, it is what they bring home at the end of the month that makes it 
worthwhile and the independence it gives them in financial matters. 

Conclusion 
This study has been to assess the effects of domestic pressures on women in management positions. 

The trend indicates that more women participate in paid employment presently than in the past. However, 
despite these pressures arising from the demands of domestic care, most women in management positions still 
find means of satisfying their home demands. They engage the services of relatives, house-helps, day-care 
centres, husband's assistance, and understanding among others. Women spend small fortunes on housemaids 
and labour saving devices. 

Women in management positions experience conflicts between the demands of their roles as mothers 
and their careers. Nevertheless, with effective strategies such as time management, effective support from 
relatives, active house-help services, good day-care centre assistance, support, and understanding of their 
husbands such conflicts are effectively managed. Banking jobs are quite demanding and time consuming. 
Women managers are therefore able to perform as well as their male counterparts on the job. This paper in 
concluding posits that the role of women both as mothers and as wives is very important and should be 
supplemented and not replaced with house-help or day-care or relatives. Work-life or career and domestic care 
should be effectively balanced. Work organizations 

^  
can assist by putting in place more family friendly programmes to ensure that a good balance is 
maintained. 
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