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This survey study discusses the perception of work-life balance among married female
academic librarians in university libraries in South-East Nigeria. Purposive sampling
technique was used to select 90 married female academic librarians from a popula-
tion of 150 female academic librarians working in the university libraries. The study
examines the perception of family and organizational factors of work-life balance
among the respondents. The results reveal that the married female academic librarians
have a positive perception of family and organizational factors of work-life balance;
however, perception of the organizational factor has a slightly higher mean score
than the family factor. The study highlights strategies that could enhance work-life
balance among the respondents and recommends the implementation of practices
and policies such as flexible work schedule, cancellation of overtime and shift duties,
and better remuneration to improve work-life balance among academic librarians.

Introduction

Generally speaking, married working females experience a considerable amount of strain as a
result of the multiple roles they play as wives who may have children and obligations to their
homes as well as employees who have obligations to their employers. For instance, in a typical
Nigerian home, the married working female is still expected to cook, clean, and take care of
the children, husband, and (in some cases) elderly dependents. Some weekends, she may be
required to accompany her husband to extended family events such as meetings, weddings,
and/or funerals, all irrespective of place, type, terms, and conditions of employment.' In the
event of a conflict between the work demands and the family demands, the married working
female is expected to prioritize her family over her paid employment because employment is
rarely regarded as a cogent reason to shirk family responsibilities.” At her workplace, she is
expected to perform her job the same way as her single female and male colleagues, also ir-
respective of her family commitments and/or obligations. Just as happens in the home, failure
to meet expectations in the workplace could result in some unpleasant outcomes to her.
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The expectation is no different for married female academic librarians, as they have to
juggle the demands of their paid employment with that of their homes. In Nigerian universi-
ties, the situation of married female academic librarians is further compounded by the fact
that, as academic staff, in addition to their regular everyday library job activities, academic
librarians, like the teaching faculty members, are required to engage in research and publish-
ing and also pursue postgraduate studies up to the PhD. Academics must be successful in
these requirements or stand the risk of frustration and/or career stagnation.?

However, while this expectation is general to all academic staff, it is a little harder for
married female librarians to meet because the single female librarians may not have the added
family obligations that the married female grapples with. In the same vein, although the
male colleagues (librarians and faculty members) may have some of their own issues to deal
with—given that work-life conflict is not gender-specific—it has been found that “men tend
to be more likely to be able to balance work and home life because the societal expectations
place the burden of domestic duties and parenting mostly on women.”*

Furthermore, although “academic librarians and teaching faculty both face work related
stressors that may lead to low levels of job satisfaction, lack of motivation, and decreased
retention,”” academic librarians” experiences are “unique because they often do not benefit
from the same independence and autonomy in their work schedules as many teaching faculty
members do.”® This is because, unlike the faculty members, “many librarians work a stan-
dard forty hour work week, and are kept busy with running the daily activities of libraries.””
As for the married female teaching faculty, the flexibility that is inherent in teaching-faculty
positions also allows them to balance both work and family better.?

To buttress the foregoing, academic librarians in Nigeria report to work as early as 8:00 in
the morning and close at 4:00 in the afternoon (Monday through Friday), while the teaching
faculties come to school mostly when they have classes or some other official activities to take
care of, after which they are free to leave. Additionally, academic librarians from the status
of Librarian II to Senior Librarian are often required to work shift, weekend, or overtime du-
ties, irrespective of their marital status. When a married woman is rostered for these duties,
it further reduces the time that she spends at home. This inflexibility of academic librarians’
schedule is compounded by the fact that there is minimal provision for family responsive
policies in place in the country.’ Given all this, it is not inconceivable that family-work-work-
family conflict may arise.

Family-work conflict (FWC) is a role conflict in which work roles interfere with family
roles, while work-family conflict (WFC) is a role conflict in which the family roles interfere
with the work roles.”” FWC and WFC are more likely to exert negative influences in the fam-
ily domain, resulting in lower life satisfaction and greater internal conflict within the family."
Work-life balance is defined as “a state where an individual manages real or potential conflicts
between different demands on his or her time, and energy in a way that satisfies his or her needs
for well-being and self-fulfilment.”'? Because individuals have a work life and a personal life,
work-life balance is the relationship attained between work that an individual is being paid for
and the lives individuals live outside their paid employment.” It should be noted that work-
life balance does not imply equal balance in a person’s several roles; but, where it is achieved,
it helps to ensure that “work roles and family commitments are arranged in the most realistic
and rewarding ways that can best meet the two fundamental needs.”'* Thus, work-life balance
suggests a satisfactory level of involvement or fit between the multiple roles in a person’s life
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since there cannot be an absolute balance.'” Work-life balance of employees is important because
of its broader relationship with quality of life,'® given that a “person whose various dimen-
sions are harmoniously attuned will be more effective in his/her working environment.”"” The
implication is that any university library that desires to succeed in its organizational objectives
must deliberately cultivate work-life balance among their employees.

This study is important for several reasons: first, given that librarianship is a female-dom-
inated profession, women are the primary providers of library services to users.” Therefore,
their positive perception of work-life balance is important for organizational success. Second,
the concept of work-life balance is underrepresented in library literature.” To this end, this
study represents an attempt to close this gap, and so the findings of this study are expected to
be useful for human resource management in libraries as well as contribute to the literature.

Research Questions
This study was guided by the following research questions:
¢ RQ1: What is the perception of work-life balance at the family level among married
female academic librarians in South-East Nigeria?
¢ RQ2: Whatis the perception of work-life balance at the organizational level among mar-
ried female academic librarians in South-East Nigeria?
* RQ3: What strategies can enhance work-life balance among married female academic
librarians in South-East Nigeria?

Literature Review

Work-life balance has been described as a broad topic that overlaps many human resources
issues, such as recruitment, retention, advancement, turnover, job satisfaction, and employee
motivation; to that extent, it cuts across all disciplines.*® The concept of work-life balance of
women is receiving a rising interest among researchers today because many women are pursu-
ing jobs and careers while having families.* The practice of women pursuing jobs and careers
while having families is a departure from the common occurrence across many countries that
men worked outside the home to earn money and, for husbands, with which to support the
family while women marry and stay home to tend the house, cook and clean and raise the
children. This changing trend is experienced even in more traditional societies because, as
more women go to school and obtain certificates, coupled with economic and other pressures
of modern society, many now work outside the home for their own fulfillment and to improve
the economic status of their families.

While working outside the home has given married women some economic and social
leverage and with it, a measure of independence, it has nonetheless come with some challenges.
For instance, although the married working woman may be saddled with responsibilities
such as care of the husband and infant children, among other responsibilities in the home,
she still has obligations to her workplace, as her employer also expects her to perform her
professional roles satisfactorily amid constraints such as work overload, inflexible working
hours, uncooperative supervisors, and other organizational issues.*

The implication of family and workplace demands is that it increases the likelihood that
women employees will experience conflict between their work and family roles thus contribute
to higher levels of work-family conflict (WFC).? In most cases, married women’s work demand
places more negative influence on the family responsibilities than the family demand places
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on the work.* Family-work-conflict (FWC) or WEC can negatively impact the quality of life
of the woman because they basically result from an individual trying to meet an overabun-
dance of conflicting demands from the different domains in which they are operating. The
reason women appear to experience more conflict than men, however, is because work-life
balance is “seen more as women [sic] issue due to the traditional mindset, where the woman
is considered primarily responsible for the smooth running of the day to day affairs of the
family irrespective of her job profile and official responsibilities.”2

Work-life balance of employees should concern organizations because it has been found
that, when employees achieve work-life balance, it leads to a feeling of fulfillment and satisfac-
tion inside and outside of work, making it possible for the employees to experience minimal
conflict between their work and nonwork roles.” Also, a positive correlation is found to exist
between work-life balance and increased organizational performance, because a satisfied em-
ployee is more able to cope on both the professional and personal levels, thereby enhancing
employee efficiency in the workplace.? This is hardly surprising, because personal success is
necessary for workplace success.

On the other hand, inability to achieve work-life balance usually results in some major
consequences, including high levels of stress and anxiety, disharmony at home, job burnout,
and inability to realize full potential.* Other negative outcomes associated with work-life im-
balance include stress, physical problems, relational problems, hangover, unethical practices,
disturbed families, decreased performance, and organizational jeopardy.* The individual feels
irritable and resentful, and this can affect productivity in the family and workplace. In fact,
balancing job demands and household tasks, including household and childcare demands, have
been documented as a huge barrier that prevents women from reaching their full potentials.™
To mitigate this, many employees including women may resort to unethical practice such as
abandoning their duty post during working hours to run errands for personal gains, thus
heightening the issue of inefficiency, ineffectiveness, and low productivity in the workplace.*

Some empirical studies carried out on work-life balance in library and nonlibrary set-
tings have made some interesting findings. While the studies conducted in libraries did
not focus solely on married female academic librarians, they nonetheless give us an insight
into the perception of work-life balance in the library environment. A study to ascertain
the demographic determinants of quality of work-life of librarians working in various li-
braries in Nigeria revealed a relatively high quality of work life in the areas of opportunity
for continued growth and security, social integration in the work organization, and social
relevance of work. However, important areas such as fair remuneration, training and re-
training, provision for job performance, and equal rights issues were areas of dissatisfaction
for the librarians.®

Another study conducted in Ghana, West Africa, explored the influence of work-life bal-
ance on employee commitment of social workers. The results showed that unmarried employ-
ees balanced their work and family roles better than their married counterparts. Women also
experienced more work-life conflict than men. A weak positive relationship existed between
work-life balance and commitment among employees because they were not satisfied with
paternity leave, study leave, and part-time work.*

Elsewhere, in the United States, a study investigated the impact of faculty status and
gender on employee well-being in academic libraries; it measured job satisfaction, personal
fulfillment, work-life balance, and stress levels of male and female librarians. The results
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revealed that females at libraries offering faculty status indicated poor work-life balance and
high levels of stress compared to male colleagues and female librarians without faculty status;
however, the reported job satisfaction of both male and female librarians was similar.?

Another study also carried out in the United States focused on policy implications of
putting work-life into practice for academic librarians. The respondents perceived workplace
barriers to achieving an ideal work-life balance to include workload, institutional policies,
schedule inflexibility, uncooperative management, and concerns about career success and
recognition. However, despite the barriers, a majority of the respondents reported that they
would not consider leaving the profession as a whole to achieve greater work-life balance.
Also, most of the respondents felt that they were compensated adequately for their work. The
respondents also reported that they used a variety of workplace strategies to achieve work-life
balance. The most popular of the strategies was flexible scheduling, and the least popular was
sabbatical. When it came to work-life balance outside the workplace, they relied on a partner
or spouse for support and friends to maximize work-life balance.*

In India, an analysis of the perception of work-life balance among female employees in
the IT sector revealed that the married female respondents were affected by job activities at
the workplace and responsibilities at home, while the unmarried and divorced female em-
ployees were less affected by these types of activities.”” In China, a positive relationship was
found between work-life balance and level of job and income of women workers. The findings
revealed that employees who hold higher posts in organizations and earned higher salaries
experienced greater work pressure, which in turn affected their families negatively. On the
other hand, employees with lesser incomes struggled with work-life issues because they could
not hire paid assistance to help with work and family responsibilities. Furthermore, women
with lower income gave more priority to the family, while women with higher income focused
to a greater extent on their career growth.* This finding about the lower-income earners seems
to suggest that, beyond a heavy workload, a major obstacle to married women’s work-life
balance is income inadequacy or the absence of money needed to perform one’s role better.

Demographic variables such as number of children, age of eldest child, and educational
qualification were studied.” Another demographic variable said to influence work-life balance
is gender, and another study found that work-family conflict and family-work conflict was
higher among women whose eldest child is between 7 and 10 years old.*

To ameliorate the conflicts that arise from work-life imbalance, some strategies have been
advanced. Here are some of those strategies: (1) employers should introduce (where they do not
already exist) or strengthen already existing work-life balance practices to enable their married
female employees to experience less conflict in the family and workplace;* (2) introduction
of flexible work hours (since flexibility at the workplace has been found to have a positive
impact on employees’ well-being and work-life balance, resulting in higher job satisfaction,
higher home activity satisfaction, and lower conflict);** (3) short work week; (4) job sharing;
(5) family leave programs; and (6) onsite childcare and financial rewards.* Family support
and outsourcing of housework are also good strategies for work-life balance as found in the
cross-culture study conducted in India* and the United States.*

From the foregoing, it can be seen that four types of variables relate to work-life balance:
(1) family variables; (2) organizational (workplace) variables; (3) personal variables; and (4)
social variables. This study will, from the point of view of the respondents, concentrate on
the family variables and organizational (workplace) variables.
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Methodology

The study employed a descriptive survey design. Purposive total sampling technique
was used to draw a population consisting of 150 female academic librarians from among
employees who worked in the following four university libraries in South-East Nigeria:
University of Nigeria Nsukka; Odumegwu Ojukwu University; Ulli, Federal University
of Technology, Owerri; and Michael Okpara University, Umudike. From this population,
90 married female librarians were further purposively sampled. The instrument for data
collection was a questionnaire which the researchers adapted from the literature.** Some
of the questions were rephrased to reflect the local context and to also aid understand-
ing. The questionnaire was in four sections. Section A covered the demographics of the
respondents. Section B of the questionnaire focused on the family factor level of work-life
balance, while Section C covered items on the organizational factor level of work-life bal-
ance. Last, Section D was on the strategies that could be employed to improve on work-life
balance of female academic librarians. The questions were all positively worded to avoid
misunderstanding and mistakes by respondents, as well as miscoding during analysis.
To elicit responses, the items in Section B to D were ranked on a four-point scale. The re-
sponses were scored quantitatively using Strongly Agree, Agree, Disagree, and Strongly
Disagree, to which real limits of numbers—4, 3, 2, 1 —were assigned respectively. A face/
content validity test carried out on the instrument yielded .92 on the Cronbach Alpha
Coefficient test. The Cronbach Alpha Coefficient developed by Lee Cronbach in 1951 is
used to measure the reliability or internal consistency of a test or scale. Internal consis-
tency describes the extent to which all the items in a test measure the same concept or
construct.”” Because it was not mandatory to obtain ethical clearance, a covering note was
attached to the questionnaire to explain the purpose of the research, and to also solicit
the cooperation of the respondents. The covering note assured respondents of the confi-
dentiality of their responses.

Copies of the questionnaire were distributed to the female academic librarians at the
University of Nigeria, Nsukka, including the Enugu Campus of the university, and collected
by the researchers. For the populations at the three universities, the researchers relied on the
assistance of three colleagues, one from each of the universities. The three colleagues were
carefully put through the questionnaire to get them to understand the requirements. A total
of 90 questionnaires were distributed, while 73 (81%) were returned.

The Statistical Package for the Social Sciences (SPSS) was used for data analyses.

Descriptive statistics was used to analyze the demographic data and the research ques-
tions. The criterion mean for the descriptive statistics was set at 2.50. Therefore, a mean score
of 2.50 and above indicated agreement with the statement as it affected the family factor and/
or organizational factor variables of the study.

Data Analysis

Demographics

Data analysis was based on 73 (81%) returned questionnaires. Figure 1 presents the demo-
graphic information of respondents. The figure shows that the majority of respondents (45.2%,
n = 33) fall within the age range of 30—40. In terms of length of marriage, the majority (42.5%,
n =31) have been married for 11-20 years. Finally, the majority of respondents (42.5%, n=31)
have children aged 11-20.
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FIGURE 1
Demographics of Respondents

AGE (YEARS) LENGTH OF MARRIAGE (YEARS)

Below 30
51 and 4%
above
18%

Below 10
27%

AGE OF CHILD (YEARS)

Below 10
27%

Research Question 1: What is married female academic librarians” perception of work-life
balance at the family factor level?

Results in table 1 show the mean ratings and standard deviation of respondents on the
perception of work-life balance at the family level. The results of the analysis show that the
perception of work-life balance in the family environment among married female academic
librarians is positive, with an overall mean of 2.51. However, a close look at the individual
items on the family level shows that the statement with the highest mean score (M =3.10) is
“I have many dependents who look to me for assistance.” Also, the respondents disagreed
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TABLE 1

Mean and Standard Deviation of Responses on the Perception of Work-Life Balance
Practices on the Family Factor Level

S/N | Items Below 30 30-40 41-50 Above 50 | Overall

Years Years Years

X|sD| X|sD| X|sSD| X|SD| X | SD |Dec
1 My husband shares house | 2.10 | 1.02 | 2.26 [ 1.06 | 2.12 | 1.05 | 2.60 | 0.89 | 2.21 | 1.02| D
hold chores equally with
me

2 My husband helps with 295| 0.68 | 261 [0.71|294 | 0.74 | 280|044 279070 | A
taking the children to
school

3 My husband helps with 265| 074 | 271 | 064 | 2.65 | 0.78 | 3.00 | 0.00 | 2.70 | 0.68 | A
the children’s home work

4 My husband helps with 270 | 0.65 | 245 | 0.67 | 2.65 | 0.60 | 2.80 | 0.83 | 259 | 0.66 | A

shopping

5 My grown up children 2.75| 063 | 284 |0.52|276| 066 | 280|044 |279|057| A
assist with house chores

6 The family income is 1.85| 098 | 1.90 [ 1.01 | 2.35 | 0.70 | 2.00 | 0.00 | 2.00 | 091 | D

sufficient for our needs
7 | have labor saving devices | 2.05 | 094 | 1.97 | 094 | 2.29 | 0.58 | 240 | 0.89 (2.10 086 | D
at home
8 | enjoy the services of a 240 | 135 | 2.68 | 1.01 | 2.82 | 095 | 2.80 | 0.83 | 2.64 | 1.08| D
house help at home

9 | have many dependents | 3.10 | 0.44 | 2.71 | 0.73 | 2.53 | 0.80 | 240 | 054 | 275|070 | A
that look up to me for
assistance

10 | My in-laws are friendly 3.05| 0.51 | 2.68 |0.74 | 241 | 0.71 | 240|089 |2.70|0.72| A
towards me
11 | I have a personal car for 3.00| 0.72 | 284|073 | 265 | 0.93 | 240 (054|281 |0.77 | A
work and errands
12 |l engage laundry services | 1.90 | 1.16 | 2.16 | 0.93 | 2.35 | 0.78 [ 2.00 [ 0.00 | 2.12 | 094 | D
for washing family clothes
Cluster Mean 2.54| 0.50 | 2.48 (0.51| 2.54 | 0.53 | 2.53/0.30 (2.51(0.49| A

with the following statements: “The family income is sufficient for our needs” (M = 1.85),
“I engage laundry services for washing family clothes” (M = 1.90), “I have labor-saving
devices at home” (M =2.05), “My husband shares household chores equally with me” (M =
2.10), and “I enjoy the services of a house help at home” (M = 2.40). The individual cluster
mean shows that those within the age range of 3040 years scored the lowest (2.48), while
those younger than 30 years and 41-50 years scored the highest, with mean score of 2.54
respectively.

Research Question 2: What is married female academic librarians” perception of work-life
balance in the organizational level?
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TABLE 2
Mean and Standard Deviation of Responses on the Perception of Work-Life Balance on the
Organizational Factors Level
S/N | Items Below 10 11-20 21-30 31and Overall
Years Years Years Above
X|sb| X|sb| X|sD| X|sD| X | sSD
1 | have an understanding top 4.00 [0.00 {261 |1.24 |2.88 |0.99 |2.62 |0.96 |2.75 |1.11
management
2 My immediate supervisor is 267 |1.15 [2.73 |0.62 |2.33 [0.56 [2.23 |0.59 |2.51 |0.64
considerate towards me
My co-workers are cooperative |3.00 | 1.00 |2.85 |0.61 |2.67 [0.76 |2.23 |0.59 |2.68 |0.70

4 My working hours are flexible 3.33 |0.57 {294 |0.55 |2.83 |[0.63 [2.08 [0.27 |2.77 |0.63

5 There is close proximity from my | 2.00 | 1.73 |2.06 | 1.08 |2.08 [0.88 |2.15 [0.55 |2.08 | 0.95
house to my work location

6 We share jobs in the office 3.67 |0.57 |3.39 |0.49 [3.29 |0.46 [3.23 | 043 |3.34 | 047

7 My work load is reasonable 3.67 |0.57 |3.33 047 |3.46 [0.50 |3.38 |0.50 |3.40 |0.49

8 | receive adequate remuneration | 1.67 | 1.15 [ 1.97 | 1.01 |2.33 [0.96 [2.08 | 1.03 [2.10 | 1.00

9 There is provision for annual/ 3.67 | 0.57 |3.70 |0.46 |3.42 |0.65 [3.00 |0.57 |3.48 | 0.60
causal leave

10 | There is provision for paid study | 2.00 | 0.00 |2.45 [0.50 |2.38 |0.49 |2.54 |0.51 |2.42 |0.49
leave

11 | lam allowed to phone in sick 333 |0.57 [3.42 |0.50 |2.71 |0.46 (292 [0.27 |3.10 |0.55
when | or a family member is
sick

12 | Over time duties interfere with | 3.00 | 0.00 |3.27 {0.45 [2.88 [0.33 |2.77 [0.43 [3.04 |0.45
my family needs.

13 | Shift duties interfere with my 3.00 | 0.00 {3.27 |0.45 |3.25 |0.44 (3.08 |0.27 |3.22 | 0.41

family needs

14 | Maternity leave period is 3.67 |0.57 [3.48 [0.50 [3.38 [0.49 |3.08 [0.27 |3.38 |0.49
adequate
Cluster Mean 3.04 | 0.36 | 2.96 | 0.20 | 2.84 | 0.20 | 2.67 | 0.14 | 2.87 | 0.22

Results in table 2 show the mean ratings and standard deviation of respondents on the
perception of work-life balance in the library work environment. The overall mean score
of 2.87 indicates that the perception of work-life balance in the library work environment
among married female academic librarians is positive. This is because the overall mean of
2.87 is above the criterion mean of 2.50. Looking at the individual statements in the table, the
statements “I receive adequate remuneration” (M = 1.67) and “There is provision for paid
study leave” (M = 2.00) scored the lowest respectively, suggesting dissatisfaction. However,
because the items are all positively worded, a high score on any of the individual statements
may not necessarily indicate satisfaction with that statement. This can be seen from the state-
ments “Overtime duties interfere with my family needs” and “Shift duties interfere with my
family needs” with mean score of 3.00 respectively. It is instructive to note that the table also
shows that the married female academic librarians younger than the age of 30 appear to have
a higher positive perception of work-life balance on the organizational factor level (M =3.04).
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The individual cluster mean shows that those younger than 30 years of age scored the highest
mean (3.04), while those within the age range of 30—40 years follow with mean score of 2.96.

Research Question 3: What are the strategies that can enhance married female librarians’
work-life balance?

TABLE 3
Mean and Standard Deviation on the Strategies to Enhance Work-Life Balance among
Female Academic Librarians

S/N |Items X SD Dec.
1 More support from spouse 3.05 0.74 A
2 More assistance from grown up children 2.74 0.74 A
3 Engagement of house help 2.67 0.74 A
4 Engagement of a driver 2.89 0.79 A
5 Use of laundry services for clothes washing 2.66 0.58 A
6 Less dependants 2.79 0.40 A
7 Acquisition of labor saving devices for home (laundry machine, 2.84 0.57 A

freezer, etc)
8 Weekly bulk cooking 2.85 0.66 A
9 Monthly bulk shopping 2.85 0.66 A
10 More management support 2.82 0.63 A
11 More co-operation from co-workers 2.86 0.56 A
12 Introduction of flexible office working hours 2.88 0.52 A
13 Living at close proximity to work location 3.01 0.54 A
14 Cancellation of overtime duties 2.99 0.54 A
15 Cancellation of shift duties 3.08 0.68 A
16 Extended maternity leave 2.96 0.63 A
17 Granting of paid annual and other leaves 292 0.66 A

Cluster Mean 2.87 0.27 A

Results in table 3 show the mean ratings and standard deviation of respondents on the
strategies that can enhance married female librarians” work-life balance. The analyses show
that both the individual items and overall mean ratings are above the criterion mean of 2.50.
This implies that the respondents see all the items on table 3 as effective strategies that can
enhance work-life balance. From the table one can also see that cancellation of shift duties,
with a mean rating of 3.08, is perceived as the best strategy, followed by more support from
husband (M = 3.04) and living at close proximity to the work location (M = 3.01).

Discussion

The findings reveal that, while the married female academic librarians have a positive per-
ception of work-life balance at the family level, this is only minimally. This could be inferred
from the fact that, although the total mean score is above the criterion mean score, it is not
sufficiently high enough to conclude that the women are very satisfied with work-life balance
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at the family level. This moderate mean score may not be unconnected with the fact that in
Nigeria, as in most traditional societies, the woman is saddled with most of the house chores.
This supports the assertion that work-life balance is seen more as a woman’s issue due to the
traditional mindset, where the woman is considered primarily responsible for the smooth
running of the day-to-day affairs of the family irrespective of her job profile and official re-
sponsibilities, which affects the work-life balance of married working females.* The results
also show that insufficient family income is another factor that negatively affects work-life
balance among the women. This can be inferred from the fact that underlying some of the
responses is income inadequacy. This is likely the reason why some of the women could
not procure labor-saving machines or human help to assist them in managing some of their
chores. This finding agrees with the finding of a previous study that librarians were not satis-
fied with their remuneration.*” Also, the study among Chinese working women revealed that
a major obstacle to work-life balance among the lower income-earning workers was income
inadequacy, although this was contradicted by the report of the upper women executives in
the same study, who reported time inadequacy rather than money as a major constraint to
their work-life balance.

Another interesting finding is that women below the age of 30 seem to have a more posi-
tive perception of work-life balance at the family level compared with those of other ages. This
is rather surprising, given that this is the most productive and engaging period of a woman’s
life in terms of child bearing/rearing. It is expected that women below the age of 30 most likely
will have young children below the age of 10. If this is the case, the finding that work-conflict
and family-work conflict is higher among women whose eldest child is between 7 and 10
years old is contradictory.” On the other hand, the reason for this contradiction could be the
very small number of respondents (3) in this category.

At the organizational factors level, the results indicate that the married female academic
librarians have a higher positive perception of work-life balance here than they do at the
family level, suggesting that family demands exert more negative influence on the women’s
work-life balance than does the organization. This is contrary to an earlier finding that, in
most instances, married women’s work demand places more negative influence on the family
responsibilities than the family demand places on the work.” However, the higher positive
perception of work-life balance at the organizational level could be attributed to the fact that,
while there is minimal provision for family-responsive policies in place in the country,* most
workers in public institutions/organizations in the country often take some time off during
the working hours to run family/personal errands. This could be with the consent of their
workmates or, in some cases, the immediate supervisor who in such circumstances gets other
individuals to “cover” for the staff in question. While this is done to assist the individual, there
is no doubt that the camaraderie that exists in the office that aids individuals to cut into office
hours results to decreased organizational performance and productivity.”® Abandonment of
duty post during office working hours for personal gains has negative consequences, and it
has been described in Nigeria as an unethical practice that supports inefficiency, ineffective-
ness, and low productivity, as it is characterized by decreased job performance leading to
organizational jeopardy.*

The study also reveals that the respondents do not receive paid study leave even though
they are expected to pursue postgraduate education. In essence, they have to sponsor their
education. This further depletes their family income. The implication is that the respondents
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combine schooling with work and family responsibilities, as there is no incentive to embark
on postgraduate studies on a full-time basis.

From the findings, overtime and shift duties interfere with the family needs of the respon-
dents. This is because such duties further reduce the time that the respondents spend at home.
The unique work experience of librarians arising from the incidence of inflexible work schedule
has been highlighted as among the major barriers to the work-life balance of librarians.

Finally, the results on the strategies that could enhance work-life balance among female
academic librarians reveal that all the outlined strategies are considered worthwhile. How-
ever, out of the strategies, getting more support from spouse, living at close proximity to work
location, cancellation of shift duties, and cancellation of overtime duties received the highest
mean scores, indicating that they are considered the most important strategies. Flexible work
hours, small work week, job sharing, family leave programs, and onsite childcare and financial
rewards are among the factors found to enhance work-life balance.” Also family support and
outsourcing of housework are equally worthwhile strategies.”

Conclusion

There is no doubt that academic librarians are important in the day-to-day operations of any
academic library. Given that the preponderance of academic librarians is female, many of
whom are married, the role they play in the success of any academic library cannot be over-
emphasized. However, their multiple roles as wives and employees who have obligations to
both their families and employer often put a strain on them. Not only do academic librarians
carry out the daily activities of libraries, but they are also required to perform their academic
duties such as research and publishing for career progression.

This study described the perception of work-life balance among married female academic
librarians in five university libraries in South East Nigeria. The results revealed that the re-
spondents had a positive perception of work-life balance on both the family and organizational
factor levels. However, the perception was higher on the organizational factor level than the
family factor level.

While the findings of the study suggest that the married academic librarians perceive
work-life balance positively at both the family and organizational levels, there is no doubt
that there is still some room for improvement. It is important that university administrators
understand and take into consideration the unique nature of academic librarians’ jobs. Like
the faculty members, some flexibility should be built into the schedules of academic librar-
ians to enable them to cope with the requirements of academic status and their daily library
activities. Also, the matter of overtime, shift, and weekend duties should be revisited, given
the possibilities that are inherent in application of ICT in library operations.

Given the obvious dissatisfaction with remuneration, and the added burden of unfunded
academic studies, university administrators are enjoined to pay holistic attention to this issue.
Where the issues that affect the work-life balance of employees are not addressed, academic
librarians, especially the married females, will resort to using coping strategies such as aban-
donment of duty post to run errands for their personal gains. This will be counterproductive.
To that extent, practices and policies such as flexible work schedule, cancellation of overtime
and shift duties, and better remuneration that can help employees to achieve better work-life
balance should be implemented to encourage them to give quality job performance capable
of satisfying their users.
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