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Article

Introduction

Universities are an important source of formal employment 
for women in Kenya. Most universities in Kenya are located 
in towns and cities. The number of universities in Kenya 
has grown since the country’s independence in 1963, from 
one to 22 public universities, 29 private universities, and 13 
university substituent (affiliated) colleges by June 2013 
(Commission for University Education, 2013). Transportation 
in most Kenyan urban areas is a challenge; most employees 
rely on public transport to travel to and from work. The road 
infrastructure in most urban areas in Kenya is poor and prone 
to vehicle congestion, especially during rush hours. Thus, 
employees have to leave their houses for work at dawn, and 
usually arrive after 6:00 p.m. in the evening due to traffic 
delays (Muasya, 2014). This has exacerbated the work–fam-
ily challenges that women face, particularly those who have 
young children. These women have to leave for work before 
the children wake up; by the time they return from work, 
they find the children already asleep.

The relatively inexpensive extended family support for 
childcare in Kenya and other Sub-Saharan African countries 
has been declining; with urbanization, kinship networks that 

women have typically relied on for child care support are 
weakening rapidly (Miller, Gruskin, Subramanian, 
Rajaraman, & Heymann, 2006), eventually diminishing the 
traditional family support for child care (Cassirer & Addati, 
2007; International Labour Organization [ILO], 2004). 
Traditionally, in Sub-Saharan Africa, women relied on other 
women in the extended family and close neighbors for child-
care and housework support. As families pursue formal 
employment in the urban areas, they lose or cannot afford 
work–family support, and they adopt the nuclear model of 
family (Aryee, 2005; Noyoo, 2014). Most women in the for-
mal sector are part of dual working couples and have fixed 
job schedules that go from 8:00 a.m. to 5:00 p.; therefore, 
many families hire domestic workers (Muasya, 2014).

However, in the last few years, there has been worldwide 
tightening of legislation with regard to the employment of 
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domestic workers. This is after ILO (2011) passed Convention 
189 on “Decent Work for Domestic Workers.” Although cur-
rently Kenya is not a signatory of Convention 189, it now 
enforces the Employment Act (2007), which stipulates the 
minimum wage and other statutory dues for domestic work-
ers. This came as a result of landmark victory of Robai 
Musinzi v. Safdar Mohamed Khan in 2012 (Kenya Law 
Reporting [KLR], 2012). This has made the hiring of domes-
tic workers expensive in big towns.

In this article, I examine first the work–family balance 
options of women working in Kenyan universities regarding 
their use of domestic workers, and daycare centers in the 
context of tightening domestic workers’ legislation. Second, 
I examine the extent to which university employers assist 
their workers in balancing work and family demands. Clark 
(2000) defined work–family balance as “the extent to which 
individuals are equally engaged in and equally satisfied with 
work and family roles” (p. 513).

This study was motivated by my comparative experiences 
of working and studying in three universities in different coun-
tries. The first university was in Zimbabwe, where as a faculty 
member, I lived on the university premises and relied on the 
university shuttle for transportation to and from house to work. 
I had my two children in this country. I had a flexible work 
schedule and easy access to transport to go back home during 
the day. Zimbabwe had a breastfeeding policy that required 
institutions to allow mothers to leave for home early to breast-
feed their children, if necessary. I employed a day (domestic) 
worker to take care of my children when I was away.

While my children were still young, I moved back to Kenya, 
my home country, where I worked as a faculty member at a 
private university in Nairobi. In the new university, I had no 
access to university housing, and I had to commute a long dis-
tance from my rented house; thus, every day I had to endure the 
inconvenience of traffic jams, typical of Nairobi, Kenya’s larg-
est city. I had to leave for work at dawn to arrive at my work-
place early and returned home late in the evening; by the time I 
got home, my children were asleep. Here, I had less job flexi-
bility, and so I employed a live-in domestic worker to assist me.

My third university was in the United States, where I was 
a doctoral student. In the United States, childcare services 
are unaffordable to most graduate students with children, 
particularly those from third world countries. Thus, I could 
not afford daycare services or a nanny to look after my young 
children. I had to share childcare responsibilities with my 
husband. These experiences stirred a desire in me to investi-
gate how other Kenyan women working in universities jug-
gle between work and home responsibilities.

Overview of Kenya Work–Family Balance 
Practices

A recent study called on Kenya’s employers to institute poli-
cies that accommodate employees faced with work–family 
balance conflicts (Strathmore Business School, 2011). 

Organizations in Kenya have not instituted telecommuting 
options that allow employees to work from home, or policies 
that permit work flexibility. Kenyan employers still have a 
long way to reach international standards in enacting family-
friendly work policies and practices (Strathmore Business 
School, 2011).

Family-friendly work policies are “a formal or informal 
set of terms and conditions which are designed to enable an 
employee to combine family responsibilities with employ-
ment” (Simkin & Hillage, 1992, p. 13). These policies are 
subdivided into three categories: (a) leave arrangements 
which include maternity leave, paternity leave, and compas-
sionate leave; (b) flexible working arrangements such as 
part-time arrangements and/or a compressed workweek; and 
(c) workplace facilities such as subsidized childcare, crèches, 
counseling, and so on (Simkin & Hillage, 1992).

In Kenya, the 2007 Employment Act enforces statutory 
leaves such as 3 months paid maternity leave [Section 29(1)], 
2 weeks paid paternity leave [Section 29(8)], 21 days paid 
annual leave [Section 28(1)], and at least one day off each 
week [Section 27(2)]. The provision of flexible working 
arrangements and workplace facilities such as crèches are 
left at the discretion of the employer; there is no special pro-
vision for child care in the Kenya labor laws (AfricaPay.org/
Kenya, n.d.; Employment Act, 2007).

My assumptions about the causes of this limited support 
for family-friendly policies are as follows: (a) urbanization 
(and resulting decline of traditional extended family support) 
is a recent experience in Kenya; (b) work–family research is 
still at a nascent stage in Sub-Saharan Africa. Most work–
family studies today are based on Western contexts and this 
gives the false impression that work–family balance issue is 
not a problem in Sub-Saharan Africa but rather a Western 
issue. Therefore, organizations and government departments 
lack sufficient evidence to create and implement work-fam-
ily policies (Aryee, 2005); (c) most studies in Kenya have 
assigned work–family balance issues a peripheral position as 
one of the factors that cause career ceiling in universities for 
women (Onsongo, 2006) and hinder women in political 
ascendancy (Kiamba, 2008) and managerial ascendancy 
(Lyness & Thompson, 2000; Mangatu, 2010). Research that 
focuses on work-family balance issues of female university 
employees contributes to knowledge on how institutions are 
shaping the work–family outcomes for women and families.

Work–Family Conflict (WFC)

Due to limited research from Kenya, I will draw most of my 
literature review from research in Western countries. Previous 
research (and experience) shows us that as employees seek to 
meet both family and work obligations, they often experience 
WFC. WFC is “a form of interrole conflict in which the role 
pressures from work and family domains are mutually incom-
patible in some respect” Greenhaus & Beutell, 1985, p. 77). 
Work can interfere with family responsibilities—WFC—or 
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family may interfere with work responsibilities—FWC (fam-
ily to work conflict). Previous research findings show that 
WFC is more prevalent than FWC in Western countries 
(Greenhaus & Beutell, 1985). The opposite of WFC is work–
family balance, where the conflict between the two spheres of 
home and work is minimized and is described by Clark (2000) 
as “satisfaction and good functioning at work and at home, 
with minimum role conflict” (p. 751).

It is a challenge for many employees, especially female 
employees, to achieve a balance between work and family 
roles. Most of the studies in work–family balance and WFC are 
based on role theory (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 
1964). The role theory assumes that the work and home spheres 
are separate domains, and each has multiple roles. The roles are 
influenced by the norms and expectations of the society or 
organizations, and each individual knows the societal expecta-
tions of what he or she should do (Biddle, 1986).

Thus, if an individual does not conform to these expecta-
tions or norms, it can lead to role conflict. WFC is also 
informed by the scarcity hypothesis which assumes that indi-
viduals have finite resources in terms of energy and time and 
trying to fulfill them leads to conflict (Goode, 1960). WFC 
can be time based, strain based, or behavior based (Greenhaus 
& Beutell, 1985). Time-based conflict occurs when partici-
pation in one domain makes it hard for an individual to par-
ticipate in another domain; for example, this conflict may 
arise due to number of hours worked and inflexible work 
schedule (Aryee, 2005).

Strain-based conflict occurs when the strain in one domain 
makes it hard to fulfill the demands of the other domain. It 
can be caused by stressors such as role overload, role ambi-
guity, and lack of support at work and at home. Finally, 
behavior-based conflict occurs when the behaviors of one 
domain are not appropriate in the other domain. For exam-
ple, most work contexts do not permit emotionality that is 
experienced (and accepted) in family home contexts.

WFC has been associated with negative organization out-
comes (Greenhaus & Beutell, 1985). For instance, there is a 
negative relationship between WFC and job satisfaction. 
WFC was negatively associated with work-related outcomes 
and depression, which led to substance abuse such as alcohol-
ism, decreased marital satisfaction, decreased job and family 
satisfaction, and an intention to quit work (Eby, Casper, 
Lockwood, Bordeaux, & Brinley, 2005). Studies have shown 
that academic female employees experience more stress from 
work-family-related issues than their male counterparts 
(O’Laughlin & Bischoff, 2005); for example, female employ-
ees at Michigan State University reported that they could bal-
ance work and family only at the expense of their sleep 
(Damiano-Teixeira, 2006). What about Kenyan women?

Effects of Legislation

Most families employ domestic workers as a work–family 
balance strategy in urban Kenya. The use of domestic 

workers (house helps) depends on their reliability, that is, 
availability when needed, and affordability (De Regt, 2009). 
In 2011, the ILO passed Convention 189 (Decent Work for 
Domestic Workers). This convention required countries to 
set minimum wage and ensure access to health, paid leave, 
and other social benefits to domestic workers. To be in line 
with these requirements in 2011, the Kenya government 
issued legal notice No. 64, which stipulated the minimum 
wages for domestic workers (Kenya Subsidiary Legislation, 
2011). Although these provisions were already in the Kenya 
employment Act 2007, they were hard to enforce due to the 
informal nature of the work contract between domestic work-
ers and their employers. But with the landmark case of Robai 
Musinzi v. Safdar Mohamed Khan (KLR, 2012), the indus-
trial court in Nairobi ruled that verbal contracts were binding. 
In this case, the domestic worker Robai Musinzi was com-
pensated for unlawful dismissal and termination of employ-
ment. These developments led to tightening of the legislation 
in regard to domestic workers and increasing the cost of 
employing domestic workers, as it enforced minimum wages 
as well as other statutory dues such as social security dues 
(KLR, 2012).

These new statutory regulations were met with mixed 
reactions in Kenya (Muiruri, 2011). Some people thought it 
would result in high unemployment among domestic work-
ers (Kariuki, 2011) as families might not be able to afford 
them in the first place (Karambu, 2011); others speculated 
that new work–family arrangements would emerge to fill the 
gap (Juma, 2011). This article seeks to investigate the effects 
of the changes of labor laws on the use of domestic workers 
among Kenyan university women with children.

Role of Workplace Support

Apart from government policies, organizational policies can 
affect work–family balance outcomes of families too (e.g., 
life satisfaction). For example, research shows that work-
family-friendly policies result in committed workers who are 
loyal to the organization (Chiu & Ng, 1999), as these types of 
policies reduce employee absenteeism, stress, WFC, and 
high turnover (Halpern, 2005). However, research also sug-
gests that although an organization offers family-friendly 
policies, employees may refrain from using them (e.g., 
parental leave) because they think it may negatively affect 
their career prospects (Lyness & Thompson, 2000).

Therefore, for an organization to be viewed as supportive 
(beside the family-friendly programs), it must also show its 
commitment in how much it cares about an employee’s fam-
ily. A supervisor should understand when an employee is fac-
ing a family crisis. They should create an atmosphere where 
employees can freely talk about their personal and family 
needs, especially if they are direct supervisors, as the welfare 
of the family is in their hands (Anderson, Coffey, & Byerly, 
2002). The results of a recent study investigating the rela-
tionship between work-family-friendly programs and 
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commitment to work and work withdrawal revealed the 
importance of transformational leadership in organizations. 
The study found employees were resentful toward a supervi-
sor who did not support the use of work-family-friendly ben-
efits, and showed more commitment if they had supervisors 
who were empathetic, inspiring, and challenging (Wang & 
Walumbwa, 2007).

Apart from supervisors’ support, many organizations in 
Western countries have implemented programs to improve 
the well-being of their workers; these include job sharing, 
job protected parental leave, daycare centers, dependent care 
assistance, telecommuting, part-time return to work options, 
canteens, sport facilities, laundry facilities, and unpaid fam-
ily leave (Lobel & Kossek, 1996).

Some studies have found a positive relationship between 
supervisor, organizational support, and employee satisfac-
tion with work–family balance and thus encourage imple-
mentation of family-friendly policies and practices (Ezra & 
Deckman, 1996). However, there are few studies in the bank-
ing sector; the exception is Wang and Walumbwa (2007), 
who compared family-friendly work policies and transfor-
mational leadership, among bank employees in Kenya, 
Thailand, and China. There are no case studies of the role of 
institutional support in the Kenyan universities, and there-
fore this study will be exploratory in nature.

The current study seeks to identify the effects of change in 
domestic worker legislation and lack of institutional policies 
(programs and supervisory) in work–family outcomes of 
women working in universities in Kenya. The study posed 
the following research questions:

Research Question 1: What factors influence women’s 
choice of domestic workers versus daycare centers as a 
work–family balance strategy?
Research Question 2: What are the effects of domestic 
workers legislation on the use of domestic workers as 
work–family strategy?
Research Question 3: How accommodating are Kenyan 
universities in work–family policies?

Method

Participants and Procedure

This article uses self-report data from a larger study carried 
out in one public and one private university in Kenya, where 
100 questionnaires were distributed to female employees 
with children in July 2011. The surveys were given to key 
contacts in the departments to distribute to their colleagues. 
Seventy surveys were returned completed, with a completion 
rate of 70%. Two sevenths of the participants were from a 
private university, and five sevenths from public university1 
completed the surveys. The study was approved by the 
Institutional Review Board at Arizona State University and 
approved by the Kenyan National Council of Science and 

Technology (NCST). Participants were women with children 
in primary school, and below.

Measures

The study used a survey which had both closed-ended ques-
tions (quantitative) and open-ended questions (qualitative). 
The survey scales were generated by the researcher, have not 
been used in prior studies, and may not be generalizable to 
other sectors. The sample included women of all pay scales 
from administrative and academic divisions of the university.

Participants’ demographics.  Demographic questions asked for 
participants’ age, number of children and their ages, depart-
ment where they work, years of work experience, marital 
status, and whether they employ a domestic worker, and if 
so, the domestic worker living arrangements (live-in vs. day 
worker).

Satisfaction with domestic worker.  This was measured by a 
researcher-developed five-item scale listed below, where 
participants rated each item on a Likert-type scale of 1 = 
strongly agree to 5 = strongly disagree. The internal consis-
tency of domestic worker satisfaction scale was α = .75.

1.	 My domestic worker child care situation does not 
change often;

2.	 Domestic workers are reliable to cope with work–
family balance issues;

3.	 I express my expectations to the domestic worker 
well;

4.	 I am satisfied with how my domestic worker and I 
communicate, and

5.	 My domestic worker and I have a strong 
relationship.

Domestic worker duties.  This was measured using nine items 
and measured the extent to which the domestic worker 
enabled the participant to meet the work and family obliga-
tions. They were rated on a Likert-type scale of 1 = very poor 
and 5 = very good, and was answered by those participants 
with domestic workers. The internal consistency of this scale 
was α = .90.

Namely,

1.	 To get to work on time;
2.	 To complete office/school assignments on time;
3.	 Prepare meals for the day;
4.	 Prepare children for school;
5.	 Do housework;
6.	 Assist children with homework;
7.	 Safeguard the house during the day;
8.	 Enable the employer to do all her outdoor activities; 

and
9.	 Take care of the baby.
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Daycare services.  This scale measured the extent to which 
participants preferred the use of daycare center versus use of 
domestic workers for care of young children. It had five 
items, measured on a Likert-type scale of 1 = strongly dis-
agree to 5 = strongly agree. Some items were reverse coded. 
The internal consistency of the scale was α = .67.

Namely,

1.	 Taking a child to the daycare is the same as leaving 
him or her with the domestic worker;

2.	 Daycare provides an atmosphere like home;
3.	 Prefer leaving the child at home with domestic 

worker rather than in a daycare;
4.	 Daycare is more expensive than the use of domestic 

worker; and
5.	 Daycare is more reliable than domestic workers.

Legislation effects.  This was measured with three questions 
assessing the level of importance that participants assigned 
to the impact they experienced from the implementation of 
government requirements for domestic workers. These were 
as follows: (a) my ability to pay the domestic worker mini-
mum wage, (b) my ability to pay the domestic worker over-
time, and (c) loss of flexibility in my domestic worker work 
arrangements. Participants were asked to rate the importance 
of each effect on a Likert-type scale, ranging from 1 = very 
unimportant to 5 = very important. This scale had internal 
consistency of α = .70.

Accommodation.  This measure sought to find out the extent 
to which the institution accommodated (helped) the employ-
ees to meet their work–family balance issues. Participants 
were asked to indicate their responses on a Likert-type scale, 
ranging from 1 = very unaccommodating to 5 = very accom-
modating. The internal consistency of this scale was α = .82, 
and the items included the following: (a) the institution has 
daycare facilities, (b) provide teaching/work schedules that 
accommodate women with young children, (c) allow me to 
bring my child to work if necessary, (d) allow me to swap 
schedules with my colleagues, and (e) provide a flexible 
working schedule.

Data Analysis

Quantitative Data

Statistical analyses were conducted using SPSS-21 software. 
I used descriptive and regression analysis for the data gener-
ated from responses to the quantitative questions.

Qualitative Data

To capture the opinions of these Kenyan women more in 
depth, I included two open-ended questions in my survey. 
The first question asked participants to describe the 

challenges they experienced since the introduction of the 
domestic workers legislation. The second question asked 
participants about their opinions on ways their employer 
(university) can improve the female work–family balance 
issues. It should be noted that, as I had worked in Kenyan 
university before, I had to exercise self-reflexivity in design-
ing and implementing the study (Leavy, 2014). What we 
study tends to be influenced by our predispositions and val-
ues, and in designing and implementing my study, I had to 
bracket my experiences and tacit knowledge about work–life 
balance issues (Parse, Coyne, & Smith, 1985). One way to 
get the participant’s point of view is by use of open-ended 
questions in which the participants described their own expe-
riences, and these are captured using thick descriptions 
(Geertz, 1973).

I used inductive data analysis methods to analyze the 
responses to the open-ended questions (Charmaz, 2006). 
That is, I read the participant responses many times and con-
ducted open coding on the data (Glaser & Strauss, 1967). I 
searched for common themes among the responses in rela-
tion with the study objectives to create initial categories 
(Glaser, 1978). I then used constant comparison method to 
refine the initial categories (Charmaz, 2006; Tracy, 2013). 
The results of these analyses are presented in the following 
section. Constant comparison involves comparing incident 
by incident to identify dimensions and properties in the data 
(Glaser & Strauss, 1967). After developing my initial catego-
ries, I shared them with my academic advisor for review. I 
did conceptual mapping to identify the core categories 
(Charmaz, 2006; Strauss & Corbin, 1998).

Results and Discussion

Participants’ Characteristics

Table 1 shows the correlations between the study items, 
means, and standard deviations. The percentage of women 
aged 40 years and younger was 41.2%. A significant propor-
tion of women—71%—had a spouse. They had worked in 
the university for an average of 11.89 years (SD = 1.51), and 
55% lived in their own homes. The average number of chil-
dren per female was 3.09 (SD = 1.51). Most participants—53 
(83%)—employed a domestic worker, of which 75% were 
day workers. The remaining 12 (17%) did not have a domes-
tic worker, but a majority had employed a domestic worker 
in the past. Their children were slightly older, past daycare 
age.

The Use of Domestic Worker Versus Daycare 
Services

The first research question sought to identify the factors that 
influence women’s choice of domestic workers versus day-
care centers as a work–family balance strategy. To answer 
this question, I did two regressions on “daycare services” 
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and “satisfaction with domestic worker”. In addition, I ana-
lyzed the responses on the first open-ended question in which 
the participants described the challenges they had experi-
enced since the introduction of the domestic workers’ 
legislation.

Daycare services.  Use of daycare services was negatively 
correlated with the living arrangement of the domestic 
worker (r = −.31, p < .05) and the age the participant was 
comfortable to take her child to daycare center (r = .49, p < 
.01). That is, women with live-in domestic workers and with 
younger children were less likely to use daycare centers. 
Possible reasons were that participants were more comfort-
able taking older rather than younger children to the daycare 
centers. Furthermore, women with day workers were more 
ready to take their child to daycare than those with a live-in 
domestic worker.

A hierarchical regression was conducted after controlling 
for marital status of the participants. The age women were 
comfortable to take their young children to daycare, and 
domestic worker living arrangement, contributed significant 
variance to daycare services. The regression of total score for 
daycare services on marital status was not significant, R2 = 
.05, F(1, 35) = 1.69, p = .20; in the second model, two vari-
ables—the age the participant was comfortable to take her 
child to daycare center, and living arrangement of domestic 
worker—accounted for significant variance on the use of 
daycare services, ΔR2 = .28, F(2, 33) = 5.31, p = .01. The 
mean for reference group—the day workers was 3.80 and 
that of live-in domestic workers was 3.04—was significant 
(β = −.38, p = .03); the overall regression model was signifi-
cant, R2 = .28, F(3, 330) = 4.24, p = .01. Day worker and 
live-in domestic workers’ living arrangements offers differ-
ent experiences. Employers of day workers are more satis-
fied with daycare services than employers of live-in domestic 

workers. The older the child, the more women would be 
comfortable to take him or her to daycare services.

Satisfaction with domestic worker.  Satisfaction with domestic 
worker was positively correlated with domestic worker 
duties (r = .59, p < .01) and the length of time a domestic 
worker stayed with the respondent (r = .31, p < .05). This 
means that the more a female employer was satisfied by the 
domestic workers’ services, the more likely she was to retain 
the domestic worker. Participants in the study were more sat-
isfied with domestic workers who stayed a longer period 
than those who stayed for a short period. On average, a 
domestic worker stayed for 3 years (M = 3.06, SD = 2.46). 
This suggests that for many, being a domestic worker was a 
temporary job.

Besides daycare services, a hierarchical regression was 
conducted, after controlling for marital status, to determine 
whether the domestic worker length of stay and domestic 
worker duties had significant variance in satisfaction with 
the domestic worker. The regression of the total score for 
satisfaction with domestic worker on marital status did not 
have significant variance, R2 = .001, F(1, 45) = 0.04, p ≤ .84. 
Inclusion of domestic worker’s length (centered) and domes-
tic worker duties accounted for significant variance in 
domestic worker satisfaction ΔR2 = .30, F(2, 43) = 9.23, p < 
.001. The final regression model was significant, R2 = .30, 
F(3, 43) = 6.18, p = .001. The domestic worker length cen-
tered (β = .30, p = .03) and domestic worker duties (β = .43, 
p = .003) were positive predictors of domestic worker 
satisfaction.

The respondent satisfaction with domestic worker 
depended on the length of time the worker stayed with her. 
For instance, if the domestic worker did not stay long, the 
participants expressed lower satisfaction with the domestic 
worker. Besides the length of stay, participants were satisfied 

Table 1.  Descriptive and Intercorrelations Among the Study Variables.

M SD 1 2 3 4 5 6 7 8 9 10 11 12

  1 1.21 1.06 1  
  2 3.56 0.87 .17 1  
  3 2.19 0.96 −.47** −.21 1  
  4 3.51 0.96 −.04 −.07 .20 1  
  5 3.73 0.76 −.09 .16 .13 .26 1  
  6 3.66 0.74 −.23 .15 .16 .19 .59** 1  
  7 1.29 0.46 .40** .03 −.17 −.07 −.25 −.01 1  
  8 1.75 0.44 −.16 −.31* .29 .33* −.12 −.16 −.16 1  
  9 3.47 0.64 −.31 −.07 .37** .04 .06 .15 .22 .24 1  
10 3.06 2.46 −.23 −.14 .23 .04 .07 .31* −.25* .18 .12 1  
11 2.53 1.19 .06 .42** −.02 .31* .21 .15 −.31* .49** .31* .08 1  
12 3.64 1.57 −.33** .05 .00 −.04 .07 .21 −.06 −.08 .05 .31* −.09 1

Note. (1) No. of children in preschool and primary; (2) daycare services; (3) accommodation; (4) legislation; (5) domestic worker duties; (6) satisfaction 
with domestic worker; (7) boyfriend/husband; (8) domestic worker living arrangement; (9) domestic worker age; (10) length of stay of former domestic 
worker, (11) child daycare age; and (12) age of the participant.
*p < .05. **p < .01.
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with the domestic worker if she performed her assigned 
duties well. Anecdotal evidence shows that high turnover of 
domestic workers may affect the participants’ performance at 
her workplace as well.

The study found that some attributes of the domestic 
worker affected the use of domestic worker as a work–family 
balance strategy, including the length of period a domestic 
worker was willing to stay, where she resided, and her work 
performance. Older research participants tended to keep the 
same domestic worker longer, either perhaps because they 
have some experience with handling domestic workers or they 
have no young children (anecdotal evidence seems to indicate 
that domestic workers prefer women with older children). The 
execution of domestic worker’s duties was correlated with sat-
isfaction with the domestic workers (r = .59, p < .01).

To summarize, the factors that determine the satisfaction 
in the use of a domestic worker are: the length of time she 
was willing to stay and how well she executed her duties. 
These factors relate to the issue of worker reliability, a major 
concern in the use of domestic workers. De Regt (2009) 
found that Yemeni women preferred foreigners as they were 
more reliable than the locals or Somali women. This is 
because the foreigners stayed longer, as their families were 
far away. In addition, the locals had their own families to 
care for. In case of emergencies, this could cause inconve-
nience for the families who employed them.

The factors that influence the mothers’ decisions to use 
either daycare or domestic worker were the age of their child 
and the living arrangement of the domestic worker. 
Employers of day workers were more willing to use daycare 
services than employers of stay-in domestic workers. In 
addition, women were more willing to use daycare services 
if the child was older (M = 2.53, SD = 1.19).

Effects of Legislation on Use of Domestic 
Workers as Work–Family Balance Strategy

To answer Research Question 2, about the effects of changes 
in legislation on the use of domestic workers, and work–fam-
ily strategy, I did one regression on effects of legislation and 
also analyzed responses to the first open-ended question. 
This question asked participants to identify challenges they 
faced after the enforcement of minimum wage, and social 
security payments in regard to employment of domestic 
workers.

Legislation was positively correlated with the living 
arrangement of the domestic worker (r = .33, p < .05) and 
the age women are comfortable to take their children to 
daycare center (r = .31, p < .05). A hierarchical regression 
was carried out to find out if, after controlling for marital 
status, domestic worker living arrangement and daycare 
age (both centered) would account for significant variance 
in effects of legislation. The regression of the total score for 
legislation effect on marital status was not significant, R2 = 
.01, F(1, 35) = 0.17, p = .68. The inclusion of domestic 

worker living arrangement and daycare age did not have 
significant variance in legislation effects, ΔR2 = .06, F(2, 
33) = 2.58. The overall regression model was not signifi-
cant, R2 = .14, F(3, 33) = 1.78, p = .17. In the next para-
graph are the results of the analysis of responses to the first 
open-ended question.

Fifty-three women responded to the first qualitative 
question which asked about the challenges faced by women 
after the changes in domestic workers labor laws. I identi-
fied four categories of responses: affordability, domestic 
worker performance, change in work–family strategy, and 
none (see Table 2). In the first category of affordability, par-
ticipants raised the concern of whether they would be able to 
afford the new domestic worker salary requirements due to 
their own salary constraints. As one participant noted, “I am 
unable to employ because my salary can’t be able to main-
tain her.” Some of the participants in this category felt the 
salary demanded was too high when they factor in food and 
lodging. Instead, the salary should depend on the domestic 
worker’s job description and work performance. Thus, these 
women were trying to come to terms with the new wage 
requirements, although there were participants who hoped 
to be able to pay domestic worker the minimum wage 
because it was a humane thing to do.

The second most frequent response was that some women 
opted for a change in work–family balance strategy, such as 
coming up with different domestic working arrangements. 
For example, they hired domestic workers on an as-need 
basis—maybe just for weekends. As one participant com-
mented, “I pay my domestic worker as per visit and she has 
not complained about the wages.” Some participants had 
stopped hiring a domestic worker especially if they did not 
have young children, whereas other participants changed 
their child care practices.

One respondent was of the opinion that

in fact if you have no baby, there is no need of hiring one. Many 
people are avoiding, instead, they hire them on weekends and 
pay them. It is expensive, since they eat and sleep in your house. 
I would prefer to take my small babies to a daycare.

This result confirms the quantitative results that if the cost of 
hiring domestic worker increased, women became indiffer-
ent between use of domestic workers or daycare centers, and 
those with older children were willing to take their children 
to daycare centers.

Table 2.  Effects of National Regulations on Employing Domestic 
Workers.

Category % (n = 53)

Affordability-economic considerations 37
Change in work–family strategy 20
Domestic worker performance 18
None 25
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A third response to the question was related to the domes-
tic workers’ job performance. Some women stated that 
immediate noticeable effects of the legislation were cases of 
domestic workers’ poor job performance and display of neg-
ative attitude, rudeness, and arrogance. Of the five instances 
describing poor job performance, only one respondent 
reported that the domestic worker showed respect. Because 
the domestic workers now had choice, the participants 
seemed to feel that domestic workers became less serious 
about their work. As one participant posits, their “morale for 
work has gone down and always demanding a salary incre-
ment,” and some started misusing things. Another respon-
dent said that the domestic workers “want the new salary 
increment plus benefits, it is quite expensive. They keep on 
shifting for the right employer.”

Finally, almost a quarter of the women reported no chal-
lenges in the working relationship with their domestic work-
ers after the new legislation. For two women, the minimum 
wage had not been affected in their geographical areas. While 
for the other 13 women, the domestic workers did not mind 
the pay they got. Some domestic workers were ignorant of 
the minimum requirements, whereas for some women the 
minimum salary was not a big deal for them to pay.

To summarize, despite the quantitative data yielding no 
significant results, the responses to the first open-ended 
question show that women had concerns of affordability—
especially those with lower incomes (my study included uni-
versity women of all income levels), see Table 2. Some 
women changed their working arrangement for the domestic 
worker to come on need basis or weekends. These women 
reported a sudden change in the way the domestic workers exe-
cuted their duties. They noticed the domestic workers’ sudden 
drop of morale, and domestic workers became choosier above 
who to work for. Some employers did not experience any 
change, perhaps because the domestic worker was uninformed 
of the legislation or the legislation was not implemented yet 
in their region or they could afford the stipulated salaries.

These results are confirmed by national news reports, 
describing how the change in legislation was met with mixed 
reactions in Kenya (Juma, 2011; Kariuki, 2011; Muiruri, 
2011). In the De Regt (2009) study, affordability was also a 
concern in the employment of the domestic workers.

Female Workers’ Opinion on University 
Accommodation

To answer Research Question 3, I did one regression on 
“accommodation” and analyzed the responses to the second 
open-ended question asking respondents to identify ways in 
which their employer could improve the work–family bal-
ance issues of female employees.

Accommodation by the participants’ employer (the uni-
versity) was negatively correlated with the number of chil-
dren in preschool or primary school (r = −.47, p < .01), 
negatively correlated with the age of the domestic worker 

(r = .35, p < .01), and positively correlated with living 
arrangement of the domestic worker (r = .29, p < .05). This 
could be because women with children in preschool and pri-
mary had the perception that the institution was less accom-
modating, and the living arrangement of domestic worker 
influenced the perceptions of accommodation. Possible 
explanations are: first, if a female employer had a young 
domestic worker she would still need to supervise the worker 
more closely than if she had a more mature worker. Second, 
a live-in domestic worker is more reliable than a day worker, 
who may not show up in the middle of the week if she has her 
own emergencies to attend to. Third, female employees with 
young children are more likely to miss work than those with 
older independent children.

A hierarchical regression was carried out to determine 
whether, after accounting for age of the participant and mari-
tal status, “living arrangement of domestic worker,” “number 
of children in preschool and primary,” and “preferred domes-
tic worker age” accounted for significant variance in accom-
modation. Day workers living arrangement was the reference 
group coded 0 and the live-in in housing arrangement coded 
as 1. The regression of the total score for accommodation on 
age of the participant, and marital status was not significant, 
R2 = .03, F(2, 50) = 0.81, p < .45. Inclusion of living arrange-
ment of the domestic worker, and number of children in pre-
school and primary school accounted for a significant 
variance in accommodation, ΔR2 = .29, F(3, 47) = 6.69, p < 
.001.

The overall regression model was significant, R2 = .32, 
F(5, 47) = 4.45, p = .002. The mean of the reference group 
(day workers, M = 1.82) and live-in in domestic worker (M = 
2.45) was significant (β = .26, p = .04). Apart from living 
arrangements of the domestic worker, the number of children 
in preschool and primary (β = −.35, p < .02) was a predictor 
of accommodation, whereas domestic worker’s age (β = .23, 
p = .09) and marital status (β = .04, p = .74) were not. In sum, 
the degree to which women perceived their employer (uni-
versity) as accommodating depended on three things: age of 
the domestic worker, living arrangement of the domestic 
worker and the age of the children.

Women with live-in domestic workers felt the university 
was more accommodating compared with those with day 
domestic workers. Possible reasons are: first, a live-in 
domestic worker makes the participants worry less about the 
rigid work schedule or policies at workplace. Second, a day 
domestic worker schedule may not fit well with participants’ 
schedules for picking up, and dropping off children from 
school. Third, in case the participant is delayed at work or in 
traffic jams, which are prevalent in big cities, she may incon-
venience the day worker, who is eager to leave for her home.

Women with children in preschool and primary school 
perceived the workplace as less accommodating. These par-
ticipants (university employees) may prefer schedules that 
allow them to leave early or come late to work because they 
have to prepare children in the morning for school, drop 
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children off at school, and later pick them up and attend to 
their children’s homework.

The second open-ended question asked for participants’ 
opinions on ways the university can improve work–family 
balance issues for its staff (see Table 3). Forty-five women 
responded to this question, and the results are presented in 
Table 3. The participants identified three ways the university 
could help them better deal with work–life balance: (a) better 
work organization (58%), (b) providing child care facilities 
(34%), and (c) a miscellaneous category (8%).

The primary suggestion for how universities can improve 
female work–family issues had to do with work organization. 
In this category, 45% of the responses had to do with flexible 
work schedules. That is, participants suggested that flexible 
work arrangements would accommodate women with young 
children—especially reporting and leaving time, and some 
women proposed a schedule that allows someone to work half 
days for a year. Another 15.8% of participants saw the need of 
better understanding between the employer and employee 
when a need arose. For example, if there was an emergency, 
the employer might give the employee some time off.

Some (21%) participants felt the need of more work leave 
days, such as increased maternity days and/or unpaid leave 
to take care of children; 10.5% saw the need of increased pay 
to be able to afford the minimum pay of domestic workers. 
Finally, 7.9% had the opinion that they need a lighter work-
load; that is, employees with young children should be given 
less work, or have work schedules that do not interfere with 
weekends off. In case they have to work on weekends, they 
should be compensated with leave days.

The second largest category had to do with establishment 
of daycare or baby care facilities at workplace—which 
33.8% of participants recommended. As one participant 
noted, “The employer should have an option of daycare 
facilities for students and employees who do not have house 
helps.”

The third major category was a miscellaneous one com-
prising various suggestions, including the need to educate 
female staff about family planning, the need for respecting 
the female employees, and incentive for good leadership. 
However, some participants were of the opinion that the 
responsibility for coping with work–family balance issues 
lay primarily with the women employees, suggesting that 
they should be more organized. One participant said, “There 
is nothing the employer can do about it. Female employees 
have to work as much as their counterparts. It is for the 
female employee to get organized and focused.”

To summarize, university women view their employer as 
less accommodating if they have younger children than older 
children. The women prefer to have a more flexible work 
arrangement, empathetic supervisors, more leave days, 
lighter load, more pay, daycare centers, and no interference 
with weekend time off. As noted earlier, Simkin and Hillage 
(1992) identified these same policies family-friendly work 
policies. However, some respondents said that women should 
be more efficacious and organize themselves.

I did conceptual mapping (see Figure 1) and combined 
categories of responses to Research Questions 1 and 2 (pre-
sented in Tables 2 and 3) to see how the different categories 
are related or influence each other, and to identify the core 
categories (Charmaz, 2006; Strauss & Corbin, 1998). My 
core category was work–family balance strategy. This strat-
egy was mainly influenced by flexibility and affordability. 
The ability to afford to pay the increased wages stipulatedby 
the changes in domestic workers legislation determined 
whether the woman will employ a domestic worker as a life–
work balance strategy or not.

Affordability further influenced the nature of the employ-
ment whether on need basis or monthly. A domestic worker 
opted to work for those women who could pay her more, and 
thus kept on shifting from employer to employer. The afford-
ability of the domestic worker increased the flexibility of 
these working university women. If daycare centers are 
cheaper than domestic workers, the female employer may 
prefer to use them rather than employ domestic workers.

However, the university can increase the flexibility of 
their female employees’ schedules through better work orga-
nization and provision of daycare facilities (for those with 
very young children). If the employer (university) daycare 
centers were subsidized, many women could afford them. 
This will bring a shift from the use of domestic workers to 
daycare centers.

The results of this study seem to show that the time is ripe 
for work institutions in Kenya and other Sub-Saharan African 
countries to rethink ways to make their workplaces more 
family-friendly. With a backdrop of increased legislation to 
control minimum wage of domestic workers, and declining 
support from extended family (Mokomane, 2014), it is time 
for institutions to rethink national work–family policies 
including community-based child care practices.

One of the reasons why companies enact work-family-
friendly policies is to increase the employees’ flexibility at 
work and address time-based conflict; if an employee is 
allowed to reduce their working hours, it will also reduce 
strain-based conflict (Greenhaus & Beutell, 1985). Epie’s 
and Ituma’s (2014) study stressed the need of family-friendly 
policies in Nigeria among professionals. Similar to Kenya, 
Annor (2014) observed that Ghana also lacks governmental 
and employer policies on work–family balance issues.

Thus, beside statutory leaves such as maternity and 
annual leaves, there are no leaves for parental care. While 
some universities provide crèches, and schools, the schools 

Table 3.  Ways to Improve Work–Family Balance Practices.

Category % (n = 45)

Work organization 58
Daycare facilities 34
Miscellaneous category   8
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are only for school-age children; therefore, both Ghanaian 
and Kenyan universities need to address this issue. Annor’s 
study found that inadequate pay was a stressor, as families 
had to invest more hours to supplement their income with 
other sources. Annor’s findings support the current study 
where women were of the opinion that a higher salary 
would enable them to afford the legislated domestic worker 
salary.

Finally, there is need for governments to have comprehen-
sive analysis of the effects of some policies. This study 
shows if the cost of hiring domestic workers becomes pro-
hibitive, it will lead to a shift from the use of domestic work-
ers to daycare centers, assuming the cost of daycare centers 
remains unchanged. However, if the government fails to 
enact family-friendly policies legislation, the work–family 
balance needs of the employees may never be addressed by 
organizations, in spite of the evidence that organizations can 
gain competitive advantage if they are rated by the employ-
ees as family-friendly. For example, audit companies in the 
Western countries have used family-friendly and female-
friendly policies to retain their talented women employees in 
the organization and reduce their turnover (Cohen & Single, 
2001; Wooten, 2001).

Conclusion

The use of domestic workers is largely influenced by reli-
ability and affordability. As the cost of domestic workers 
increases, women shift their work–family practices to using 
them on an as-needed or weekend basis, and taking their 
older children to daycare centers. The university employers 

in these two institutions still lack policies that promote job 
flexibility or daycare centers which women need to improve 
their work–family balance practices.

Policies both from the government and work institutions 
can shape the work–family strategies open to women in the 
formal sector. Organizations cannot assume that families 
have adequate resources in the form of domestic workers and 
extended family to help their workers resolve work–family 
balance issues. This study is meant to initiate a conversation 
about family-friendly organizations within the university. 
Women in Kenya are employed by different sectors, so we 
need more sector-specific studies to identify the profession-
specific stressors and how these sectors can enact family-
friendly policies.
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