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CHAPTERONE
INTRODUCTION
1.1  BACKGROUNDTOTHESTUDY

Today,work-
lifebalancehasbecomeanincreasinglypervasiveconcerntobothemployersandempl
oyeesofmostorganisations.Inrecenttime,therehasbeenanupsurgeintheconsiderati
onofthepressuresthatworkhasonfamilyaswellaslifeofemployees. Thishastriggere
dresearchborderingonwork-
life. Inanenvironmentwherethereishighlevelofcompetitivepressuresstemminglar
gelyfrometfortstodeliverqualityservice theweightofthisonemployeesareenormo
usUzoechiandBabatunde,(2012).

Work-
lifebalance(WLB)whichprimarilydealswithanemployee’sabilitytoproperlypriori
tizebetweenworkandhisorherlifestyle,sociallife, health,familyandsoon. Workisge
nerallyconsideredasapartoflife. Thoughseparatedbycertainphysical,psychologica
landtemporalboundaries,thetwoconceptsareoperationalizedwithinthesameconte
xtoftimeandspace. Thenatureofworkitselthaschangedfromthe9-to-5affairtoa24-
hour,7-
daysociety,wherecustomersexpectservicesattimesthatsuitthemCIPD,2007ascite
dinAdetayo,Olaoyeand Awolaja,(2011). Wherethereisproperbalancebetweenwor
kandlife.employeestendtoputintheirbesteffortsatwork, becausetheirfamilyishapp
y.

Mostresearchstudieshaveshownthatwhentherearehappyhomes,workplace
sautomaticallybecomeconflictfreeandenjoyableplacestobe.Increasingattritionrat
esandincreasingdemandforwork-
lifebalancehavetforcedorganisationstolookbeyondrunofthemillHumanResources

interventions. Asaresult, initiativessuchasflexibleworkinghours,alternativeworka
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rrangements,leavepoliciesandbenefitsinlieuoffamilycareresponsibilitiesandempl
oyeeassistanceprogrammeshavebecomeasignificantpartofmostofthecompanybe
nefitprogrammesandcompensationpackages.

Theoriginsofresearchonwork-
lifebalancecanbetracedbacktostudiesofwomenhavingmultipleroles. Barnettand B
aruch,(1985)investigatedthepsychologicaldistressconnectedtothebalanceofrewa
rdsandconcernsgeneratedbyindividualwomen’smultiplerolesaspaidworker,wife
andmother. Theyfoundthatpositiveroleandexperiencewasrelatedtolowlevelsofrol
eoverload,roleconflictandanxiety.

Theimportanceofwork-
familybalance,whetherimplicitorexplicit,totheorganisationsandemployeescanno
tbeignored. Thisisbecausewhenemployeesstruggletobalancetheirworkandfamilyl
ives,theirfamiliesandworkwillbenegativelyaftectedGryzwaczandCarlson,(2007)
.Themostcommonapproachistoviewwork-
lifebalancepracticesthroughabusinesscaselens:thatis, byofferingthesepractices,or
ganizationsattractnewmembersandreducelevelsofwork-
lifeconflictamongexistingones,andthisimprovedrecruitmentandreducedworklife
conflictenhanceorganizationaleffectiveness.

Areviewoftheliterature, however,questionsthispurportedlinkbetweenwork
lifebalancepracticesandorganizationaleffectiveness. Themechanismsbywhichthe
provisionofwork-
lifepracticesaffectsbothemployeebehaviourandemployeeproductivityremainuncl
ear,andunder-
researchedAllen,2001;Schutte&Eaton,(2004).Itisonthispremisethatthestudywill
beconductedinothertofindouthowNigerianworkersarebeingaffectedwhenitcomes

totheissueorconceptofwork-lifebalance.



Thisstudyexaminestheliteraturetoidentifythevariouswaysinwhichorganiz
ationalwork-
lifepracticesmayinfluenceemployeeproductivity. Usingawiderangeofstudiesfrom
avarietyofdisciplines,theempiricalsupportavailableforthelinkbetweenwork-
lifepracticesandemployeeproductivityatboththeindividualandorganizationlevel
willbedetailed Findingsfromliteraturewillprovidesuswithimportantnewinsightsr
egardingpotentialmoderatorsandmediatorsofthelinkbetweenwork-
lifepracticesandemployeeproductivity ,andsuggestsnewresearchquestionsthatma
yfurtherenhanceourunderstandingothow(orif)thislinkoperates.
1.2 STATEMENTOFPROBLEM
Sparks,Cooper,FriedandShirom,(1997)intheirstudyprovidesomeindicatio
nthatwhenpeoplespendtoomanyhoursatwork,andspendlesswiththeirfamilies,thei
rhealthandworkperformancebegintodeteriorate thereforeresultingtopooremploy
echealthduetojobstress. Therearevariousexplanationsforthisassociatedwithafflue
nce,thegrowthofsingleparentfamilies,theprivatizationoffamilylifeandthelackoflo
calresourcesandfacilities.
NoorandMaad(2008)arguethatapositiverelationshipexistsbetweenworkto
familyconflict,stress,andjobturnoverintentions.Researchfoundthatworkloadand
worktofamilyconflictalsocausejobdissatisfaction.Jobsatisfactioninwomenandeit
hersexofolderpeoplehasbeennegativelyaffectedbyworktofamilyconflictMartins,
(2002). Whilestepstoredresstheseconcernstranscendworkandemployment. itisnev
erthelessarguedthatthedemandsofworkcontributetoareducedparticipationinnon-
workactivitiesresultinginanimbalance. Moreover,thereisaview,widelypromotedb
ysomemanagementwritersbutnotstronglysupportedbysoundempiricalevidence.t
hatworkersarelesswillingtodisplayunlimitedcommitmenttotheorganization.
Lackofworkflexibility highworkpressureandlongerworkinghoursarestres

singoutmanyNigerianworkers,reducingtheirjobperformanceandproductivityasw
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ellascausingbrokenhomes.Inthecommunity thereisgrowingconcernthatthequalit

yothomeandcommunitylifeisdeteriorating. Thesehaveresultedtopooremployeein

putandperformanceathisorherjobplace,becauseanemployee,whofindsitdifficultto

properlybalancehisorherfamilylife,tendstoalsohavedifficultiesmanagingtasksath

isorherworkplace,thereforeresultinginpooremployeeperformanceandemployee

morale.
Thepressuresanddemandsofwork,reflectedbothinlongerhours,moreexhau

stionandthegrowthofeveningandweekendworkleavelessscopeforqualityfamilyti

me. Theconsequencesincludeincreasesinjuvenilecrime,moredrugabuse.,andaredu

ctionincareofthecommunityandincommunityparticipationandlesswillingnesstota

keresponsibilityforcareofelderlyrelativesandforthedisadvantagedresultingworkli

feconflict.
Onereasonofferedforthisisthechangingnatureofthepsychologicalcontracta

twork;turbulenceinorganizationshasmadeitlessfeasibletooffersecureprogressive

careersandthereforetojustifywhyworkersshouldbecommitted. Itisonthispremiset

hatthisstudywillinvestigatetherelationshipbetweenworklifebalanceanditsimpact

orpotentialetfectsonemployeeproductivity. Fromthediscussionsabove, itwillsufti

cetoask,canworklifebalanceimpactonemployeeproductivity?

1.3 RESEARCHQUESTIONS

1. Whatistheeffectofjobstressonemployeehealth?

11 Howdoesroleoverloadatfectemployeejobsatisfaction?

.  Howdoeslongworkinghoursinfluenceemployeemorale?

iv.  Howdoesworkfamilyconflictaffectjobcommitment?

1.4 OBJECTIVESOFTHESTUDY
Theobjectiveofthisstudyistoevaluatework-

lifebalanceandemployeeproductivityandtoidentifywhichfactorsofworklifebalanc



ehavemoreinfluenceonemployeeproductivity. Specificallythefollowingspecifico

bjectiveswillbepursued.

1. Toexaminetheeffectofjobstressonemployeeshealth.

11 Toevaluatetheeffectofroleoverloadonemployeejobsatisfaction

1. Toevaluatetheinfluenceoflongworkinghoursonemployeemorale

iv.  ToevaluatetheeffectofworkfamilyconflictonJobcommitment.

1.5 HYPOTHESISOFTHESTUDY
Accordingly.followingarethehypothesistobetestedforthisstudy:

I HO,:Jobstresshasnoeffectonemployeehealth.

1. HO,:Roleoverloaddoesnotaffectemployeejobsatisfaction.

. HO;:Longworkinghoursdoesnotintfluenceemployeemorale.

iv.  HO4:Workfamilyconflictdoesnotaftectjobcommitment.

1.6 SIGNIFICANCEOFTHESTUDY
Thisstudyseekstobringoutthevariouswork-

lifebalancepracticesintheNigerianbankingsector. Thestudywillbeofgreatsignifica

ncetothebankingindustryinNigeria. Thisstudywillthereforehelpenlightenmanage

mentofvariousorganizationsofthevariouseffectsofwork-

lifebalancepracticesontheperformanceofemployeesinanorganization. Thestudyw

illalsobringoutspecifically thework-

lifebalancepracticeswhichthebankhasbeenabletomakeavailabletoitsemployees. It

willalsopointoutthosepracticesthatarenotinaccordance. Italsoseekstobringoutthel

evelofencouragementandmotivationthebankhasgiventoitsemployeestoworkeffec

tively,amongothers. Theimportanceofthisstudyisthereforetohighlightthevariouse

mployeework-

lifebalancepracticesandhowitatfectstheproductivityofanorganization. Thisstudy

willgoalongwaytoillustratehoworganizationsshouldtreatitsemployeesinordertoin

creaseproductivity.



1.7 SCOPEOFTHESTUDY
ThescopeoftheresearchwillbelimitedtooneofNigeria’sIndigenousBanks,Z
enithBankNigeriaPlc. Thepopulationofworkersaltogetherare80. Theresearchwillr
elyonthebankforvitalinformationincludingdataforthestudythroughthetotalenume
rationmethodinasthesamplingtechnique. ThiswillbedoneinLagosState. Thedeptho
ftheinformationrequiredoftheresearchistodeterminetheeffectofWorklifebalancea
ndEmployeeproductivityonStaff.
1.8 DEFINITIONOFTERMS
Employee
Anindividualwhoworkspart-timeorfull-
timeunderacontractofemployment,whetheroralorwritten,expressorimplied,andh
asrecognizedrightsandduties. Alsocalledworker.
Worklife
Work-
lifeisthebusinesspracticeofcreatingaflexible supportiveenvironmenttoengageem
ployeesandmaximizeorganizationalperformance.
Productivity
Ameasureoftheefficiencyofaperson,machine,factory,system,andso.,incon
vertinginputsintousefuloutputs. Productivityiscomputedbydividingaverageoutpu
tperperiodbythetotalcostsincurredorresources(capital ,energy , material personnel
)consumedinthatperiod. Productivityisacriticaldeterminantofcostefficiency.
Workpressure
Thisisseenasthedemandsandintricaciesthatareevidentorexistinginthejobth
atanindividualisengagedinintheorganization.
RoleOverload
Lackotbalanceorreasonablenessinthenumberofextentofexpectationfromaj

oborpositioninhold



Workfamilyconflict
Thisoccurswhenthereareincompatibledemandbetweenworkandfamilyrole

sofanindividualthatmakesparticipationinbothrolesdifficult.

EmployeeMorale
Descriptionoftheemotions,attitude,satisfactionandoveralloutlookofemplo

yeeduringtimeinaworkplaceenvironment.

JobCommitment
Thisisanindividualpsychologyattachmenttoanorganizationtocarryouttask

asatwhendue.



CHAPTERTWO
LITERATUREREVIEW

2.0 INTRODUCTION

Thischapterwouldexplore,analyzeandevaluatethepreviousworksrelatedtot
histopicunderConceptualreview, TheoreticalreviewandEmpiricalreview
2.1 CONCEPTUALREVIEW

Therehasbeenmuchdebateoveraformaldefinitionofwork-
lifebalance. AccordingtoGreenhaus,CollinsandShaw,(2003), mostofthemajorrevi
ewsofwork-lifebalancearticleseitherdonotmentionwork-
lifebalanceperse,orwhenitismentioneditisnotexplicitlydefined. Furthermore,instu
dieswherework-
lifebalanceorrelatedconstructsareexplored,researchersseemtohaveusedseveraldif
ferentapproachestooperationallydefineandmeasuretheconstruct. Greenhaus,Colli
ns&Shaw,(2003).Potgieter&Barnard,(2010).Inareviewoftheliterature, Kalliathan
dBrough,(2008)identitysixdifferentdefinitionsthatarecommonlyusedwithinthelit
erature: 1. Work-
lifebalancereflectsanindividual sorientationacrossdifferentliferoles,2. Theextentt
owhichanindividualisengagedin—andequallysatisfiedwith—
hisorherworkroleandfamilyrole,3. Achievingsatisfyingexperiencesinalllifedomai
nsandtodosorequirespersonalresourcessuchasenergy timeandcommitmenttobew
elldistributedacrossdomains.4. Theextenttowhichanindividual ’seffectivenessand
satisfactioninworkandfamilyrolesarecompatiblewiththeindividuals®liferoleprior
itiesatagivenpointintime,5. Lowlevelsofinter-roleconflictandhighlevelsofinter-
rolefacilitationcontributetohigherlevelsofperceivedwork-
familybalance,and6. Work-
lifebalanceisaboutpeoplehavingameasureofcontroloverwhen, whereandhowthey

work.



Thedefinitionofwork-
lifebalancethatKalliathandBrough,(2008)proposedisgivenas: work-
lifebalanceistheindividualperceptionthatworkandnon-
workactivitiesarecompatibleandpromotegrowthinaccordancewithanindividual ’s
currentlifepriorities. Fromthisdetinitionitisimportanttonotethatwork-
lifebalanceisaboutindividual ’sperceptionastheyfulfillmultipleandoftencompetin
groles.

GrzywaczandCarlson,(2007)defineworklifebalanceasaccomplishmentofr
ole-
relatedexpectationsthatarenegotiatedandsharedbetweenanindividualandhis/herr
olepartnersintheworkandfamilydomains. Voydanott,(2008)positthatwork-
lifebalanceistheglobalassessmentthatworkandfamilyresourcesaresufficienttome
etworkandfamilydemandssuchthatparticipationiseffectiveinbothdomains.

Theissuesinworklifebalancecanbeexaminedunderdifferentperspectivesw

hichare:
A. PersonalCharacteristicsthatContributetolssueswithWork-
lifeBalance

WorkandfamilyarecloselyinterconnecteddomainsothumanlifeEdwards&
Rothbard,(2000).Often,meetingboththedemandsfromworkandfamilycanbeveryc
hallengingandcanleadtoissueswithwork-lifebalanceMd-
Sidin,Sambasivanandlsmail (2008). Althoughstresshasbeenstudiedatlength,thed
efinitionofstresshasvariedwidely. Definitionsofstressincludeaneventorstimulusit
self,thepsychologicalandphysiologicalprocessofstress,and/orthestressresponses
Kang,Rice, Turner-
HensonandDowns,(2010).Moststressresearchhasexaminedtherelationshipbetwe
enstressors(e.g.roleconflict,roleambiguity.lackofperceivedcontrol Jandoutcomes

(e.g.jobdissatisfaction,anxiety,psychosomaticsymptoms,absenteeism,andjobper
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formance)Jex&Gudanowski,(1992). Therearemanypersonalfactorsthatcontribute
tostressthatcanleadtoanimbalancebetweenworkandlife. Theyinclude: gender,mari
talstatus,parentalstatus,familyresponsibility ,age,personalitydifferencesandeduca
tionlevel.
Gender:Genderisatopicthathasbeenextensivelyreviewedwithintheworklifebalan
celiterature. Warren,(2004 )explainedthatwomenwithdomesticresponsibilitieshav
etakenonpart-
timejobsasabeneficialwaytomaintaintheirlabourmarketskills,asasecondarysourc
eofincomeandsustaininterestoutsideofthehome. However thereisalsoresultingcon
flictbetweentheirworkandfamilycommitmentsandresponsibilitiesDrew(2005). T
hereasonforthishasbeenexplainedaswomentypicallyassumethemajorityofchildbe
aringdutiesPorter&Ayman,(2010).
Thisresponsibilitycaninfluencebothrolestressandnegativeattitudesatwork
(e.g.rolecontlict,jobburnoutanddissatistaction)andarepositivelyassociatedwithdi
sruptionsathome(Bacharach,Bamberger&Conley,1991). Menandwomentendtopr
ioritizeworkandfamilyrolesdiftferently;mentypicallysacrificemoreathomeandwo
mentendtosacrificemoreatworkforhomecommitmentsHaworth&Lewis,(2005);J
ennings&McDougald,(2007).Ithasbeenfoundthatwomen’slevelofinvolvementat
workdidnotdifferfrommen’s,howevertheydidadmittoacertainlevelofconcernwith
homeissuesatwork(Hall&Richter,1988) Martins,Eddlestonand Veiga(2002 )foun
dthatwomen’scareersatisfactionwasnegativelyattfectedbywork-
familyconflictthroughouttheirliveswhereasmenshowedadverseeffectsonlylaterin
theircareer.
Maritalstatus-
Ithasbeensuggestedthatindividualswhoaremarriedgivemoreprioritytotheirperson
allivesMartins,Eddleston& Veiga,(2002).Ithasbeenexplainedthatemployeeswithf

amiliesoftenexperiencealackofseparationorditficultykeepingseparationbetween
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workandhomeboundariesHall&Richter,(1988),whichcannegativelyinfluencebot
hworkandfamilylife. Md-
Sidin,Sambasivan,&Ismail,1.(2008)reportedthatindividualswhoaremarriedexper
iencemorework-lifeconflictthanthosewhoareunmarried.
ParentalStatus-
Thepresenceorabsenceofchildreninthefamilycontinuestomakeasignificantdiffere
nceinthedegreeofbalancethatindividualsexperience Tausig&Fenwick,(2001).Par
entalstatushasbeenfoundtobeadeterminantofparentsplacingincreasedimportance
ontheroleoffamilyBlau,FerberandWinkler,(1998) Familyresponsibilitiessuchash
ouseholdtimedemands,familyresponsibilitylevel.householdincome,spousalsupp
ortandlifecoursestagehavebeenfoundtobesourcesofwork-
lifestressJennings&McDougald,(2007). Dualearnercoupleswithnochildrenreport
greaterwork-
lifebalance,whilebothsingleandmarriedparentsreportsignificantlylowerlevelsofp
erceivedbalancecomparedtosingle, non-parentsTausig&Fenwick,(2001).
AgeandLifecycle-
Ageandlifecyclehavebeenfoundtobedeterminantsoftheextentofwork-
lifestressthatindividuals™“experienceWang, Lawler&Shi,(2010).Ithasbeenobserv
edthattherehasbeenachangeinlifestylepreferencesbetweenrecentgenerations. Tho
sebornafter1969,or “GenerationX” aresaidtopreferalifestylethatincludesnon-
worktime, irrespectiveofotherresponsibilities,hencemayactivelyseekemployersw
hoofterwork-lifebalancearrangementsMaxwell,(2005).
TausigandFenwick,(2001)reportedthatolderadultsreportgreatersuccesswi
thwork-
lifebalance. Bardwick,(1986)suggeststhatinlaterlifewhenindividualshavereached
aplateauintheircareers,theywillnotbeastolerantofwork-

familyconflictbecauseputtingintheextraworkdoesnotseemworthwhile.
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EducationalLevel-
Ithasbeenfoundthathighereducationandmoreworkingexperiencecouldinstilmore
confidenceinthatindividualandincreasedself-efficacyChong&Ma,(2010). Work-
lifebalanceisgreateramongthosewithahighschooldegreeorless,whileitisloweram
ongthosewithanundergraduatedegreeoradvanceduniversitydegree Tausig&Fenw
ick,(2001). Thosecurrentlyattendingschoolalsotendtoreportlessbalance Tausig&F
enwick,(2001).
B. TaskVariables:

WorkRelated VariablesthatcanaddtoWork-lifeStress.

Manyemployeesareexperiencinglongworkinghours,intensifiedworkloads
,constantlychangingworkpracticesandjobinsecuritiesHaworth& Lewis,(2005). W
orkinglonghourshasbeenassociatedwithhighlevelsofanxietyandlowlevelsofjobsa
tistaction(whenemployeesdonottrusttheirco-
workerstodotheirjobswell)Jex& Gudanowski,(1992) Employeehealthisatfectedn
otonlybyajob’sphysicalenvironment,butalsobyitspsychologicalenvironmentGilb
reath,(2004).

[thasbeenfoundthatstress,anaversiveorunpleasantemotionalandphysiologi
calstateJudge& Colquitt,(2004),hasadirectinfluenceuponjobsatisfaction. Bachara
ch,Bamberger&Conley,(1991).Individualswhoexperiencechronicworkstresshav
ebeenfoundtobepositivelyassociatedwithanincreasedriskofatheroscleroticdiseas
eKang Rice,Park, Turner-
Henson,&Downs,(2010).Jobsatisfactioncanbeexplainedasthematchbetweenexp
ectationsandperceivedrealityforbroadaspectsofthejobtakenasawhole. Taskvariab
lesarecomponentsofanindividual’sworklifethatcanincreasetheamountofstresstha
ttheyencounter. Someofthecontributingfactorsofworkstressinclude: factorsatwor

k,performancestandards,motivationandperceivedconstraints.
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WorkCharacteristics—
Theorganizationalenvironmentincludestheinteractionbetweenworkers,risk-
takingorientation,andatrustingandcaringatmosphereChong&Ma,(2010).Organiz
ationalstructuredetermineslevelsofresponsibility,decision-
makingauthorityandformalreportingrelationsChong&Ma,(2010). Workdomaind
eterminantssuchasjobautonomy,scheduleflexibility, hoursworked,theamountofs
ocialsupportprovidedbysupervisorsandco-workers,andtheexistenceoffamily-
friendlyworkpoliciesdirectlyinfluenceswork-
lifebalanceJennings&McDougald,(2007).Innstrantd, LangballeandFalkum(2010
Jreportthatindividualsworkinginoccupationsthatnecessitate( 1 )substantialinteract
ionwithothers,(2)additionalworkroles,or(3 )professionalresponsibilityforothersar
emoreapttoexperiencegreaternumbersofworklifebalanceissues.Moreover,indivi
dualsworkinginamanagerialorhigherstatusoccupationreporthigherlevelsofconfli
ctbetweenworkandtheirpersonallifelnnstrantd, Langballe,Falkum,(2010).Concer
nsaboutfairnesscanalsoaffecttheattitudesandbehavioursofemployeesandleadtoe
mployeestodoubttheirabilitytocopewithworkdemandsJudge& Colquitt,(2004). W
henemployeesfeelthattheyhaveexperiencedinjustice, theyreporthigherlevelsofdis
tress,includingresentment,illwillhostility, andoutrageJudgeandColquitt.
Motivation—
Workmotivationisa“setofenergeticforcesthatoriginatesbothwithinaswellasbeyon
danindividual’sbeing,toinitiatework-
relatedbehaviour,andtodetermineitsform,direction,intensityandduration”Meyer,
Becker&Vandenberghe,(2004).Individualscanbemotivatedbothintrinsicallyasw
ellasextrinsicallyMeyer,Becker& Vandenberghe, (2004 ) Intrinsicmotivationisun
dertakenpurelyforitsownsake(i.e.theactivityitselfisenjoyable)andreflects“theinh
erenttendencytoseekoutnoveltyandchallenges.toextendandexerciseone’scapaciti

es,toexplore,andtolearn”Meyer,Becker& Vandenberghe, (2004 ) Extrinsicmotivat
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ionrefersto“theperformanceofanactivityinordertoattainsomeseparableoutcome™
Meyer,Becker& Vandenberghe,(2004).Ithasbeenwidelysuggestedthatmotivation
isanimportantfactorinindividuals“decision-
makingprocess;theinteractionbetweenmotivationandperceptionofconstraintsdete
rmines,inalargedegree,participationinanactivity Alexandris, Tsorbatzoudis&Gro
u10s,(2002).

Constraints-HaworthandLewis(2005)contendthatmanywork-
lifeissuesaretheresultofstructuralandsocialconstraints. Godbey,CrawfordandShe
n,(2010)explainthattherearethreetypesofconstraints:structural  intrapersonalandi
nterpersonal.Structuralconstraintsareexternalconstraintsrelatedtotheavailability
ofresourcesrequiredtoparticipateinactivitiesAlexandris, Tsorbatzoudis&Grouios,
(2002).Intrapersonalconstraintsareprimarilyconcernedwithsubjectiveperception
sorassessmentsofappropriatenessandrelevanceofparticipationinagivenactivityby

theindividualinquestionGodbey,Crawford&Shen,(2010).
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C. EfficacyFacilitatorsandtheSupervisor:MethodsusedtoManageWork-

lifeStress

Work-
lifebalanceisnotjustaboutworkingfewerhours,ithasbecomemoremulti-
facetedtoinclude:howlongpeoplework(flexibilityinthenumberothoursworked),w
henpeoplework(flexibilityinthearrangementothours), wherepeoplework(flexibili
tyintheplaceofwork),developingpeoplethroughtrainingsothattheycanmanagethe
balancebetter,providingback-
upsupportandbreaksfromworkMaxwell,(2005). Withintheliteraturetherehavebee
nmanytacticsexploredthatindividualsusetomanageworklifestress,suchasflexibilit
y,socialsupportandaccesstoresources. Theroleofthesupervisorisanimportantonein
expandingthesetactics. Supervisorsareindailycontactwithemployeesandareinapo
sitiontomanage,coachandmentor,conveyingtheculture,spirit,andprideoftheirorga
nizationsMartel,(2002). Theroleofthesupervisorindevelopingflexibility helpinge
mployee’saccessresourcesandprovidingemployeeswithsocialsupportwillbeexplo
redinthenextsection.
Flexibility—
Theheighteneddemandsonorganizationshavesubsequentlycalledforacorrespondi
ngstaffofflexibleandcapableindividualsBeltran-Martin,Roca-Puig,Escrig-
Tena&Bou-
Llusar,(2008).Flexibilityistheabilitytorespondeffectivelytochanges(VandenBroe
ck,Vansteenkiste&HasDeWitte,(2010).Ithasbeensuggestedthatthedimensionsof
cost,quality,time,andflexibilityarenottobetradedoffagainstoneanotherbutneedtob
esimultaneouslyprioritizedKara,Kayis&OKane,(2002).Porterand Ayman(2010)
reportedthatwhenemployeeswereasked,theyreportedflexibilityasthemostdesirabl

eattributeofaworkenvironment. Therearemanydifferentformsofflexibility.
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Jobflexibilityrelatestotheabilityofthesystemtocopewithchangesin(orthem
ixof)jobstobeprocessedbythesystemKara, Kayis&O“Kane,(2002).PorterandAym
an(2010)furtherdividedjobflexibilityintoplaceflexibility,whereanindividualwork
s,andtimeflexibility,howlonganindividualworks,andtimingflexibility,whenanind
ividualworks. Functionalflexibilityreferstoemployeesabilitytoworkondifferentta
sks,underdiversecircumstancesandthecostandtimeneededtomobilizeemployeesi
ntonewdutiesorjobsarelowBeltran-Martin,Roca-Puig, Escrig-Tena,&Bou-
Llusar,(2008)Work-
groupflexibilityisthegroup'sabilitytoadjustitsactivitiestochangingconditionswith
outtheseadjustmentsresultingindisorganizationKara,Kayis&O“Kane,(2002).Hu
manresourceflexibilityreferstotheextenttowhichemployeespossessskillsandbeha
viouralrepertoiresthatcanprovideafirmwithoptionstopursuestrategicalternatives
Beltran-Martin,Roca-Puig, Escrig-Tena,.&Bou-Llusar,(2008).

SocialSupport-
Socialsupportisaninformalsocialnetworkthatprovidesindividualswithexpression
sofemotionalconcernorempathy,practicalassistance,informationalsupportorappr
aisal;Md-
Sidin,Sambasivan,&Ismail,(2008)Increasedsocialsupport(bothbyworkandnon-
worksources)isrelatedtoincreasedhealthandwell-

beingAdams,King&King, 1996;Md-Sidin,Sambasivan,&Ismail ,(2008). Well-
beingreferstocontentment,satisfaction,orhappinessderivedfromoptimalfunctioni
ngMcDowell,(2010).Individualswithdifferentsourcesofsupport(ex:co-
workers,communityandfinancialresources)createabufferingeffectthathelpindivi
dualsdealwithwork-

familyconflictMartins,Eddleston& Veiga,2002;Cinamon&Rich,(2010).Socialsu
pportisanessentialresourceoracopingmechanismthatisabletoreducethenegativeef

fectsofstressorsandwork-
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familyconflictAlongthesamelines,employerscanprovideasupportiveworkenviro
nmenttoreducethelevelofstressinthelivesoftheiremployees. Theycandothisbyfor
mallyrecognizingtheimportanceofanemployee’sfamilybysupportingotheractiviti
esnotdirectlyrelatedtocareersuccessBoles,Johnston&Hair,(2012).
AccesstoResources—
Employeesfacesmanysourcesofstressthroughouttheday. Oneofthemostpressingpr
oblemsfacingorganizationstodayisretainingknowledgeableemployeesPorter& A
yman,(2010).Researchhasestablishedassociationsbetweenworkplacepsychosoci
alconditionsandhealthcarecosts,andorganizationsarefeelingtheeffectontheirbudg
etsbecauseofincreasedcostsofemployeehealthinsuranceGilbreath,(2004).Givent
hatsomeofthosestressorscannotbereducedorremoved,employersareattemptingto1
ncreaseemployee’scopingresourcesHeaney,PriceandRafferty (2013).
Withenhancedcopingresources,employeesarebetterabletohandlethesestre
ssfulsituationsHeaney,Price,&Rafterty,(2013)Copingresourceshavebeendefined
aspersonalattributesandskillsthatareconsideredadaptiveoradvantageousacrossma
nysituationsandareassociatedwitheffectivecopingbehaviorsHeaney,PriceandRaf
ferty,(2013).Work-
lifebalanceprogramsareusedbyorganizationstohelpemployeesmanageworklifestr
ess,withthegoalbeingthatemployee’sworkandpersonallivescanbereconciledMcC
arthy,Darcy&Grady,(2010).
D. ActionsTakentoManageW ork-lifeStress
Severaltacticshavebeenreportedthatindividualscanusetoreducetheamount
ofwork-
lifestresstheyexperience. Someofthosetacticsinclude:segmentation,compensatio
n,accommodation,andonejob/onecareerstrategy ,postponingchildrenandhiringhel
paroundthehouseJennings&McDougald,(2007).Segmentationistheseparationof
workandfamilyJennings&McDougald,(2007,suchthatthetwodomainsdonotaffec
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toneanotherEdwards&Rothbard,(2000). Compensationiswhenanindividualisdiss
atisfiedwithonedomain,theycompensatebyoverinvestingintheotherdomainEdwa
rds&Rothbard;Jennings&McDougald). Accommodationoccurswhenindividuals
becomelessinvolvedinonedomaintosatisfythedemandsoftheotherdomainBloom,(
2000); Edwards&Rothbard,(2000).Onejob/one-
careerstrategyisinreferencetocouples;onepartnertakesonamoredemandingcareer
whiletheothertakesalessdemandingjobtofulfillfamilydemandsJennings&McDou
gald,(2007).Somecouplespostponehavingchildrensothattheycanfocusontheircar
eerandhavefewerdemandsathomewhiletheybuilduptheircareerHewlett,(2002).In
dividualsalsohirehelparoundthehousetoreducetheamountofworkaroundthehome
Jennings&McDougald,(2007)orlookforsupportfromfamilymembersorfriends.
CopingStyle
Anindividual’scopingstyle,thewayinwhichheorshemanagesstressfulevents,asthr
eateningappraisedexternaldemandscanhelpanindividualovercomeworklifebalan
ceissuesBekker, Willemse,&DeGoeij,(2010).

Therearethreetypesofcopingstyles:problem-
focused(involvementinactivitiesaimedatdealingwithsolvingproblems),emotion-
focusedcoping(focusingupontheemotionalconsequencesofastressfulsituationwit
houtsolvingit)andavoidance-
focusedcopingavoidingtheproblemBekker, Willemse,&DeGoeij,(2010).Copingr
esourcescancomefrommultiplelifedomains,personal/individuallevel worklevel,c
ouplelevel,andfamilylevel Appel&Kim-
Appel,(2007).Skillcopingdimensionsincludetheconstructsofproblemsolvingand
communicationAppel&Kim-Appel (2007).

AppelandKim-
Appelexplainthatthegreaterthenumberofcopingresourcesonehasdeveloped, thebe

tteroneisabletomanagelifestressandthusincreaseadaptationandlifesatisfaction. Str
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engthinonelifedomain(relationshiporskill)mayprovideresourcestocopewithstress
intheotherlifedomainAppel &Kim-
Appel,(2007). Whenanindividualislesswillingtoseeksocialsupport,thenthatcanlea
dtomorenegativeinteractionfromhometoworkBekker, Willemse,&DeGoeij,(201
0).
EQOutcomes

Thereferencepointforjudgingwell-
beingisaperson’sownaspirations,basedonablendofobjectiverealityandtheirsubjec
tivereactionstoitMcDowell,(2010). Well-
beingcanbeassessedineachdomainothealth: physical ,emotional,socialandspiritua
I[(McDowell). Theamountotfaperson’stotalwakinglife-timespentinnon-
workactivitiesisnowgreaterthantheamountspentinpaidworkHaworth&Lewis, (20
05). Theimportanceofleisureforpeople’slivesshouldnotbeunderestimatedorobscu
redbythefocusonpaidworkthroughoutthelifecourseHaworth& Lewis,(2005).Hall
&Richter,(2000)arguethattheemployeeneedstohaveclearboundariesbetweenthet
wodomainsandsomedegreeofseparation-
toomuchoverlapbetweenworkandhomecancauseemployeeburnoutanddissatisfac
tion. Therehavebeenmanybenefits,bothattheindividualandorganizationallevel,fo
undtobeassociatedwithattainingwork-lifebalance.
PersonalOutcomes

Attheindividuallevel somebenefitsthatemployeesmayexperienceinclude:l
essroleconflict,morequalitytimewithfamily,controlovertheirlives,beingmorecont
entwiththeirlivesMaxwell&McDougall, (2004 )andjobBaral&Bhargava,(2010),r
educedproblemdrinking,enhancedphysicalandmentalwell-
beingCinamon&Rich,(2010).Supportivework-
familycultureenhancesthepsychologicalresourcebaseforemployeesbyincreasing

asenseofself-
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acceptanceandflexibilitywhichcanaidindividualsdeveloppositiveaffecttowardsw
orkBaral&Bhargava. Attainingwork-
lifebalancecanleadtoincreasedfeelingsofself-
efficacy,whichisaperson’sbeliefaboutwhethertheycansuccessfullyperformatask)
ex&Gudanowski,(2005). Work-
familyenrichmentistheextenttowhichexperienceinoneroleimprovesthequalityotli
fenamelyperformanceoratfect,intheotherroleBaral&Bhargava,(2010). Also,ifane
mployeecanbettermanagetheirtimeinonedomain,thespilloverofdemandstoanothe
rdomainisdecreased,thusincreasingtotalefficiencyPorter& Alman,(2010). Thisma
ysuggestthatwhenpeoplearehappierwiththeirworkroleandfamilylife,theywillbem
orelikelytohelpothersandtobemoreenjoyabletoworkwith.Itispossibleforpositives
pillovertooccurwhereanemployeecouldutilizeskillsusedintheworkplace,suchass
ettingagendas,collectingfeedback,directingandcounseling—
withafewmodifications,inthechome(DeLong,(2002).
2.2 THEORETICALREVIEW
Severaltheoriesexplaindifferentaspectsoftherelationshipbetweenthework
andfamilylife. Boundarytheoryandbordertheoryarethetwofundamentaltheoriesth
atresearchershaveusedtostudytheseroleconflicts. Othertheoriesarebuiltonthefoun
dationsofthesetwotheories. Fourdominanttheorieshavebeenutilizedtoexplainthisr
elationshipontheboundary-
borderspectrum;thesetheoriesare: Structuralfunctioning,workenrichmentmodela
ndWorkfamilybordertheory.
2.2.1StructuralFunctionalismTheory
Therootsofthistheorycanbetracedbacktotheearly20thcentury, whenindustr
ialrevolutionwasseparatingeconomicworkfromthefamilyhome. The 1 9thcentury’
stechnologicaladvancementsinmachineryandmanufacturinginitiatedtheseparatio

nofworkfromfamily. However,itwasnotuntiltheearly20thcenturythatthefirstview
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ofwork-familytheoriesstartedtoshape. Structural-
functionalismasoneofthedominantsociologytheoriesofearly20thcenturywasanat
uralcandidate. ThestructuralfunctionalismtheorywhichemergedfollowingWWII
waslargelyinfluencedfromtheindustrialrevolutionandthechangesinthesocialroleo
fmenandwomenduringthisperiod. Thistheoryimpliesthatthelifeisconcernedmainl
ywithtwoseparatespheres: productivelifewhichhappensintheworkplaceandaffecti
velifewhichisathome. Structuralfunctionalismtheorybelievesintheexistenceofrad
icalseparationbetweenwork(institution,workplace,ormarket)andfamilies. Accord
ingtothistheory thesetwo(workplaceandfamily)workbest" whenmenandwomens
pecializetheiractivitiesinseparatespheres,womenathomedoingexpressiveworkan
dmenintheworkplaceperforminginstrumentaltasks”Kingsbury&Scanzoni,(1993)
ascitedinMacDermid,(2005).
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2.2.2 SupplementalandReactiveCompensation

Supplementalandreactivecompensationtheoriesaretwodichotomiesofcom
pensationtheorywhichweredevelopedduringthelate1980sandtheearly 1990s. Whil
ecompensationtheorydescribesthebehaviorofemployeesinpursuinganalternativer
ewardintheothersphere,supplementalandreactivecompensationtheoriestrytodesc
ribethereasonbehindthework-familycompensationbehaviorofemployees.
2.2.3RoleEnhancementtheory
Accordingtothistheory,thecombinationofcertainroleshasapositive ratherthanane
gativeeffectonwell-
being. Thistheorystatesthatparticipationinoneroleismadebetteroreasierbyvirtueof
participationintheotherrole. Moreover thistheoryacknowledgesthenegativeeftect
ofthework-
familyrelationship,inwhich,onlybeyondacertainupperlimitmayoverloadanddistr
essoccur,however,thecentralfocusofthisperspectiveismainlyonthepositiveeffects
ofworkandfamilyrelationship,suchasresourceenhancement.
2.2.4Work-FamilyBorderTheory

Work-
familybordertheory"isdevotedonlytoworkandfamilydomains. Theoutcomeofinte
restinthistheoryiswork-
familybalance,whichrefersto'satisfactionandgoodfunctioningatworkandathome,
withaminimumofroleconflict'(Clark,2000).Italsodiffersfromboundarytheoryinth
atitsdefinitionofbordersencompassesnotonlythosepsychologicalcategoriesbutals
otangibleboundariesthatdividethetimes,placeandpeopleassociatedwithworkvers
usfamily."Desrochers&Sargent. AccordingtoClark,(2000)work-
familybordertheory"explainshowindividualsmanageandnegotiatetheworkandfa
milyspheresandthebordersbetweentheminordertoattainbalance. Centraltothistheo

ryistheideathat'work'and'family'constitutedifferentdomainsorsphereswhichinflu
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enceeachother Giventheircontrastingpurposesandcultures,workandhomecanbeli
kenedtotwodifferentcountrieswheretherearedifferencesinlanguageorworduse,dif
ferencesinwhatconstitutesacceptablebehavior,anddifferencesinhowtoaccomplis
htasks.Fortheworkingtheoryofthisstudy,wewillsituatethisworkontheworkfamily
bordertheory.

2.3 EMPIRICALREVIEW

AccordingtoRajeshandNishant,(2014)inthepresentscenario,worklifebala
nceforwomenemployeesishighlydesirableandifthereisnojobsatisfactionandconsi
stencyinlife,itcancreateadilemmaforworkingwomen. Worklifebalancerequiresatt
ainingequilibriumbetweenprofessionalworkandpersonalwork, sothatitreducesfri
ctionbetweenofticialanddomesticlife. Theultimateperformanceofanyorganizatio
ndependsontheperformanceofitsemployees,whichinturndependsonnumerousfact
ors.

Thesefactorscanberelatedtojobsatisfactionortamilyorboth. Acomparatives
tudyisconductedamongtheworkingwomenofsomeGovt.collegesandnationalinstit
utesofBhopalineducationsectorandbankingsector. Theobjectiveotthisresearchist
ostudytheworkingenvironmentandwomen’sperceptionabouttheworklifebalancea
ndjobsatisfaction,whoareworkinginbankingandeducationsector. Apartfromit,ano
thersignificantobjectiveistostudyeffectsofworklifebalanceonjobsatisfactionandi
nitiativestakenbytheorganizationsforeffectiveworklifebalanceanditsrelationwith
thejobsatisfaction.StandardDeviationisappliedinthispapertochecktheauthenticity
ofdatagivenbytherespondentsofboththesectors FindingsuggeststhatWL.Bcanbea
chievedbythefactorsresponsibleforjobsatisfactionsuchas:supportivecolleagues,s
upportiveworkingconditions,mentallychallengingwork,equitablerewardsandem
ployeeorientedpoliciesetc.

AlsointheworkofUjvala(2012)thepurposeofthispaperistoprovideanin-

depthcountryperspectiveonwork-
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lifebalanceissuesinlndia. Aqualitativeapproachisusedthatincludescasestudiesofw
ork-
lifeinterventionsofferedbyasampleofIndianorganizations. Primaryandsecondary
dataweregatheredthroughinterviewswithHRmanagersandfromcompanywebsites
.Commonlyofferedwork-
lifeinterventionsbyIndiancompaniesaddressissuesofgenderequality, flexibility st
ressreduction,healthawarenessandchildcare. Sampleoforganizationsinthestudyis
purposiveinnatureandHRpoliciesofsmallercompaniesintheinformalsectorarenoti
ncluded.
FutureresearchneedstoconsiderhowIndia’sunequaleconomicdevelopment
acrosstheorganizedandunorganizedsectorsmayaftecteffectivenessofwork-
lifeinterventions. Basedonlndia’ssocio-culturalrealitiesadditionalwork-
lifeinterventionsaresuggestedintheareasofeldercare,employeetrainingandcomm
uting. Organizationalwork-
lifeinterventionsinIndiaarevariedanddisparateandhavefocusedmainlyontheform
alsector. Thereisnooverarchinggovernmentpolicyaddressingworkandfamilyissue
sacrossdifferentsectors.Implicitgenderingofgovernmentalpoliciesandwork-
lifeinitiativescovertlyreifiespatriarchalstructuresthatmakesuchinterventionsnece
ssaryinthefirstplace. Thepaperexclusivelybringsoutconnectionsbetweenlndia’sso
clo-economiccontextandwork-
familyissuesofemployees,whichnootherstudyhasachievedbefore.
Saif,MalikandAwan,(2011)ANOV Atestfindingsrevealedthatthereisnosig
nificantdifferencewithrespecttoemployeeworksatisfactionandworklifebalanceat
allmanagementlevels. Regressionanalysisindicatesthatemployeeworksatisfaction
hasastrongimpactonbalancingworkandnon-workspheresoflife.
Goveas,(2011)findingsofthisresearchindicatesthatemployeesvaluethoseo

rganizationswhichmakeseffortstosupportworklifebalanceandtheyenjoyahigherjo
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bsatisfaction. Theirmoraleishighanditboostsworkplaceethics.Itisseenthatwhenem
ployeesaresatisfiedtheyputintheirbestfortheorganizationandmakegooddecisions.
EstherDizaho,Othman,(2013)findingsfoundoutthatmostauthorsagreedtha
twork-
lifebalancecannotbeachievedwithouttopmanagementsupportandcommitment,w
hileanumberofauthorsbelievethatflexiblehoursofworkandworkscheduleareaneftf
ectivemeansofachievingabalancedworklifeandanumberofauthorsalsoagreethate
mployeespersonallifeandresponsibilitiesshouldbeacknowledgeandrespectedinor
dertoachieveworklifebalanceandlastlyleavesandvacationshavebeingidentifiedas

aneffectivemeansofbalancingworklife.
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CHAPTERTHREE
METHODOLOGY
3.1 INTRODUCTION
Thischapterfocusesonthemethodologyanddesignadoptedfortheresearch. A
breakdownofthischapterwasdiscussedunder.researchdesign,populationofthestud
y,samplingunit,samplingframe,samplingtechniquesandotheritemsofimportance.
3.2RESEARCHDESIGN
ZenithBankwaschosenbecauseofithighinvolvementinthesuccessoftheNig
erianbankingsector. Thesurveyresearchdesignwasadoptedforthisstudy,thisissobe
causethestudywillmakeusemeasuringinstrumentwhichisthequestionnairetoelicitr
esponsesfromthesamplesthatwillbeselectedforthisstudy.
3.3 POPULATIONOFTHESTUDY
Theaggregateoftheelementsinanareaorunitmakesupthepopulation.Inthisc
aseourpopulationincludesallstatfofZenithBankheadquartersLagos. Theyhaveabo
ut80regularstaffasatthelastcheckonline. ZenithBankwaschosenbecauseofithighin

volvementinthesuccessoftheNigerianbankingsector.
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3.4 SAMPLESIZEANDSAMPLINGTECHNIQUES
ThereasonwhyZenithBankwaschosenbecauseofithighinvolvementinthesu
ccessoftheNigerianbankingsector. ThesamplingunitinthisstudyisZenithBankhea
dquartersinlLagos.
SamplingframeconsistoftheregularstaffofZenithBankNigeriaheadquarter
sLagos. Totalenumerationmethodwasusedheretoensurethat8 0membersofstatfsof
thepopulationareusedassampleforthestudy.Basedontotalenumerationmethod, the
rewasnoneedtodeterminesamplesizeforthestudy.
3.5 METHODOFDATACOLLECTION
Themethodofdatacollectionthatwasusedbytheresearcheronthistopicistheq
uestionnaire.
3.6 INSTRUMENTOFDATACOLLECTION
Thequestionnairethatwasusedonthisresearchworkwillhavemultipleopinio
nsforthequestionswhererespondentswillbeprovidedwithopinionofanswerstochoo
seonlytherightanswertotheiropinion. TheoptionstothequestionwillcomeinLikert6
pointformat. Thequestionnairewillbedividedintotwoparts. Thefirstpartwillfeature
questionsregardingthedemographicdataoftherespondents,whilethesecondpartwil
Irelatetoresearchquestionsandsubjectmatterofstudy.
3.7 METHODOFDATAANALYSIS
Thevalidityfortheresearchinstrumentwasascertainedbyensuringthatthequ
estionsareconstructedaccordingtotheobjectivesofthestudy.Checksandcorrectionf

romthesupervisorhelpedtoensurethevalidityofthequestionnaireinthisstudy.

ConceptualModel

IndependentVariable DependentVariable

(o 7 <o >
FWC

WP




CHAPTERFOUR
DATAANALYSIS,INTERPRETATIONAND
DISCUSSIONOFFINDINGS

Thischapterdealswiththeanalysisofdataobtainedfromthefield. Thedataanal

ysiswillbedonebasedontwomethodswhicharethedescriptiveandtheinferential Th

edescriptivewasdealtwithunder, frequencies,percentageswhiletheinferentialanaly

siswasdealtwithundertestofhypothesis,correlationandregression.

4.1

*
*

*

Dataanalysis

Variablesetone
Toexaminetheeffectofjobstressonemployeeshealth.
Whatistheeffectofjobstressonemployeehealth?

Ho:Jobstresshasnosignificanteftectonemployeehealth.

Table4.0.1forJobstress

S/N ITEMS OPTIONS | FREQUENCI
1. | Theleveloffatiguelexperienceatworkisenormous SA 12
A 58
Total 70
2. | lamgiventheopportunitytodecidethekindofjoblwilltake. A 70
3. | Mysupervisorassistinrelievingmeofthestressinvolvedinmyjob. SA 12
A 26
FA 32
Total 70
4. | Otherteammemberscontributetomaketheworkeasy SA 30
A 12
FA 28
Total 70
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Source:SPSSAnalysis2023Researcher’sTable

Table4.0.2Employeehealth

S/N

ITEMS

OPTIONS

FREQ

1.

IexperienceaHighl evelofanxietyatwork.

SA
A
FA
Total

Mywellbeingisasaresultofmybalancebetweenworkandfamilydemands.

SA
A
FA
Total

Iseldombreakdownduetoworkandfamilydemands.

FA
Total

Ifeellazytocarryouthomechoresduetoastressfuldayatwork.

SA

Total

Source:SPSSAnalysis2023Researcher’sTable

DiscussiononFindings

JobStressonEmployeeHealth

Sparks,Cooper,FriedandShirom,(1997)observedinthefindingsofthisstudy

thatpeoplespendtoomanyhoursatwork, whichcouldleadtoadeterioratinghealthont

hesideoftheworkerstherebyaftectingthedeliveryofworkoftheemployee,whichhas

arelationshipwiththeperformanceoftheorganisation. Thisclaimwasstatedinthewor

ksof).Stressalsoleadstophysicaldisorder,becausetheinternalbodysystemchangest

otrytocopewithstressNewstrom,(2010).“Somephysicaldisordersareshort-
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range,suchasanupsetstomach.Othersarelonger-
range,suchasastomachulcer.Stressoveraprolongedtimealsoleadstodegenerativedi
seasesoftheheart,kidneys,bloodvessels,andotherpartsofthebody Itcanresultinang
ina(severechestpain)andtensionheadaches.”Whenstressbecomesexcessive,empl
oyeesdevelopvarioussymptomsofstressthatcanharmtheirjobperformanceandheal

th,andeventhreatentheirabilitytocopewiththeenvironment.

Table4.0.3
Mode | N| R | R2 | Significancev Remark Action
| alue
Y=fix | 7 |0.25]0.06 0.00 Statisticallysignif | RejectNullhypot
1) 0] 5 5 icant hesis

Thetableaboveshowtherelationshipjobstressandemployeehealth.
VariablesetTwo
e Toevaluatetheeffectofworkfamilyconflictonjobcommitment.
e Howdoesworkfamilyconflictaffectjobcommitment.

o HO4:Workfamilyconflictdoesnotsignificantlyaffectjobcommitment.
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Table4.1.4Workfamilyconflict

S/N ITEMS

OPT!]

1. | Myworkoftenclasheswithmyfamilydemandsathome.

2. | lalwayssharemylimitedtimewithworkandfamilyresponsibilities.

3. | Myfamilyunderstandsthetightschedulelhaveintheoffice.

4. | Myorganizationunderstandsthenecessityofbeingingoodtermswithmyfamilymembers.

To

Source:SPSSAnalysis2023Researcher’sTable

Table4.0.5
Mode | N| R | R2 | Significancev Remark Action
| alue
Y=fix | 7 | 0.31]0.09 0.00 Statisticallysignif | RejectNullhypot
4) 0] 5 9 icant hesis

4.2  DISCUSSIONOFFINDINGS

[twasobservedthatinthisstudythepressuresanddemandsofwork reflectedb

othinlongerhours,moreexhaustionandthegrowthofeveningandweekendworkleav
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elessscopeforqualityfamilytime. Theconsequencesincludeincreasesinjuvenilecri
me,moredrugabuse,andareductionincareofthecommunityandincommunitypartici
pationandlesswillingnesstotakeresponsibilityforcareotfelderlyrelativesandforthe
disadvantagedresultingworklifeconflict.
SakthivelandJayakrishnan,(2010)revealedthatlobcommitmentisinfluence
dthroughwork-
lifebalanceinnursingprofession. Theresultsalsoshowedthatworktofamilyinterfere
nceisathigherlevelbutfamilytoworkinterferenceisatlowerlevelinnursingprofessio
nlobcommitmentisveryimportantforanorganizationaswellasforemployeesbecaus
eitistobeconsideredanimportantcomponentofdeterminingtheemployees’aswellas

organizationalperformanceRicketta,(2002 )andeftectivenessLashinger,(2001).
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CHAPTERFIVE
SUMMARY,CONCLUSIONANDRECOMMENDATIONS

Thischapterisfocusedonbringingtheworktoaclosebasedontheintroduction,
literaturereviewandfindingsthathasbeendoneinthepreviouschapters. Thisisabrief
presentationoftheprocessthatledtotheabridgedfindings
5.1 SUMMARY

ThisstudyfocusedonworklifebalanceandemployeeperformanceintheNiger
ianbankingindustry. Thestudystartedbylookingatvariouseventsorissuesthataffect
stheperformanceofemployeemostespeciallyinZenithBankNigeria. Thestudythere
foreproposedastatementotproblemtolookatandidentifythoseanomaliesthatmayco
meupasaresultofpoorbalancebetweenworkandlife.

Theobjectives,researchquestionsandhypothesiswereraisedinlinewiththepr
oblemsidentifiedintheindustry. Thescopeofthestudywaslimitedtozenithbankhead
quarterswhilethesignificancewasgiveninlinewiththebenefitstobeexpectedbythest
akeholdersinvolvedinthestudy.

Theliteraturereviewaddressedotherauthor’snotiononthesubjectmattersonc
onceptualtheoreticalandempiricalframeworksaswellasasummaryandgapinthelite
rature.

Themethodologyadoptedassurveydesignwithmultipleregressionanalysis
wasadoptedfortheanalysis. Thedatawasanalysedbasedondescriptiveandinferentia
Istatistics. Thefindingsofthestudyindicatedthatthereisasignificantrelationshipbet
weentheimpendentsubvariableandthedependentvariables.

Thestudythereforerejectedallthenullhypothesisbecausetheestimatesweres
tatisticallysignificant.

Finally,Chapterfivediscussesthesummaryofallchapters,findingsandsugge
stionsthatledtotherecommendations,

5.2 CONCLUSION
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Thestudythereforeconcludesthat:

Havingflexibleworkinghoursinanorganizationsignificantlyinfluencedem

ployeejobperformancebyenablingabalancebetweenpersonalcommitmentsandres

ponsibilitiesandorganizationalrolesanddutiesofanemployee Flexibilityinworkin

ghoursenhancedemployeemotivationandcommitmenttotheorganization. Employ

eeassistanceprogrammesintheorganizationcreatedagoodavenueforanorganizatio

nextendingahelpinghandtoindividualsintheorganization. Thiscontributedhighlyi

ncreatingahealthy, motivatedworkforce;enhancecooperationandindividualprodu

ctivityintheorganization FinallyitcanbeconcludedthatLeavefromworkcreatedach

angeofenvironmentandabreakfromthedailyworkingenvironment. Thishasalotofi

mpactonemployee’spsychosocialwellbeing, eliminatingfatigue andworkrelatedst

resswhichtranslatedtobetteremployeeperformanceattertheleave.

3.3

RECOMMENDATION
Thestudyonthebasisonthefindingsandconclusionsmaderecommendsthat:
ZENITHBankcouldsharethebestpracticesonemployeeworklifebalancewit
hothercommercialbanksinthecountrywhichhavebeenstrugglingwiththesa
me.
Inensuringthepsychosocialwellbeingofstaff,theministryoflabourcouldcon
siderrevisingtheexistinglabourlawstohavemandatorystaffwelfareprogram
srunbytheemployerratherthantheunion.
Organizationsinthebankingindustryduetothenatureofthejobandprecisionr
equiredinundertakingthejobsshouldexploitingleavesasawayofrejuvenatin
gtheiremployeesbycomingupwithmoreinnovativemethodsofimplementin

gthemratherthanthetraditionalannualleavesystems.
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QUESTIONNAIRE

QUESTIONNAIREONTHEEVALUATIONOFWORK-
LIFEBALANCEANDEMPLOYEEPRODUCTIVITY

KwaraStatePolytechnic,
PM.B.1375,
DepartmentofBusinessAdminis
tration,

Ilorin,KwaraState
Dearrespondents,
[amastudentoftheabovenameddepartmentandinstitution,carryingaresearc
hontheevaluationofwork-
litebalanceandemployeeproductivity. Thestudyispurelyanacademicexercise,andl

willneedyourassistanceincompletingtheresponsetotheattachedquestionnaire,alli

nformationgivenwillbedealtwithinstrictconfidence. Thanksforyourcooperation.

Y oursfaithfully,
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