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ABSTRACT
This study investigates the effect of work-life balance on employees’ performance at Seven-Up Bottling Company PLC, Ilorin Plant. Utilizing a descriptive research design, the study targeted a population of 57 employees, with a sample size of 50 determined using the Taro Yamani formula. Data were collected through questionnaires and personal interviews, employing both descriptive and inferential statistical methods, including correlation and regression analysis via SPSS version 23. The findings reveal that irregular working hours significantly impact employees’ well-being and job performance, with a weak correlation (R=0.255) and a 6.5% effect (R²=0.065). The working environment was found to influence job satisfaction significantly (R=0.274, R²=0.075), and organizational culture and policies showed a low but statistically significant contribution to interpersonal relationships (R=0.105, R²=0.011). The study concludes that work-life balance practices, such as flexible working hours and supportive organizational policies, positively affect employee performance, job satisfaction, and interpersonal relationships. Recommendations include the implementation of structured work-life balance programs and policies to enhance employee well-being and organizational productivity. These findings provide valuable insights for Seven-Up Bottling Company and similar organizations to foster a supportive work environment conducive to improved performance.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
The contemporary business landscape is characterized by dynamic changes, increased competition, and evolving workforce expectations. As organizations strive to adapt to these challenges, the well-being of employees has become a critical factor influencing overall productivity and organizational success Bakar (2019). One crucial aspect of employee well-being is the concept of work-life balance, which has gained prominence in recent years as organizations recognize its potential impact on both individual employees and the broader organizational environment.
Work-life balance refers to the equilibrium between the demands of work and personal life. Achieving an optimal balance is essential for employee satisfaction, retention, and overall performance Beauregard (2022). In the context of the Seven-Up Bottling Company PLC, Ilorin Plant, understanding the dynamics of work-life balance is particularly relevant due to the nature of the manufacturing industry, which often involves demanding work schedules and operational challenges.
The Ilorin Plant of Seven-Up Bottling Company PLC is a key player in the beverage manufacturing sector, contributing significantly to the local economy and providing employment opportunities for a diverse workforce. As the company aims to maintain and improve its market position, it becomes imperative to assess and enhance the well-being of its employees.
The challenges faced by employees in balancing work and personal life in a manufacturing environment may include long working hours, shift work, and the need for flexibility to accommodate personal responsibilities Olaleye (2020). Recognizing and addressing these challenges is crucial not only for the welfare of employees but also for the sustained success of the organization.
Commercial and government organizations alike face significant challenges in providing high-quality service and attracting loyal employees in today's competitive climate (Wainaina, 2015). Today, neither public nor private businesses can function efficiently unless each employee is fully dedicated to the company's aims and objectives (Varsha & Bhati, 2012).As a result, companies have understood that their employees are the key drivers of efficiency and competitiveness (Lissy & Ventakash, 2014). Enterprises must manage the needs of these vital assets in order to grow and function, which demands addressing concerns like work-life balance and other aspects that can affect employee performance.
This study employed the role stress theory as well as the social exchange theory. Role Stress Theory was the anchor theory, and it is based on the classic role theory of Kahn, Wolfe, Quinn, Snoek, and Rosenthal (1964). This idea, according to Kahn et al. (1964), states that role uncertainty will lead to undesirable circumstances. A significant belief of this theory is that high demand will lead to stress. The employee–employer relationship is an example of how social exchange is influenced by the employee– employer relationship in social exchange theory. Employees may feel more appreciated when their relationships are reinforced, which is reflected in their work performance. This exchange paradigm, according to Yasbek (2004), comprises both the company offering support in the form of work-life balance legislation and the employees repaying the favor by putting in more effort, resulting in increased production.
The phrase "work-life balance" is frequently used to describe regulations that were once considered "family friendly" but have since been expanded (Obiageli, Uzochukwu, & Ngozi, 2015). The term "work-life balance" has been defined in a variety of ways by a number of academics (Poulose & Sudarsan, 2017). Flexible work arrangements, in which employees can choose their starting and ending times as long as the requisite amount of hours is met, are one example of work-life balance methods. “Condensed work weeks allow employees to complete tasks that would normally take a week to complete within the span of a few days. Delayed work schedules and remote work (Wynes, 2016); leave policy for family members for example emergency, compassionate, adoption and parental leave;) welfare programmes such as childcare services, financial support and having supportive managers (Kar & Misra, 2017) .
1.2	Statement of the Problems
The modern workplace is undergoing significant changes, driven by factors such as globalization, technological advancements, and evolving employee expectations. Within this context, the issue of work-life balance has emerged as a critical concern affecting both employees and organizations. In the case of Seven-Up Bottling Company PLC, Ilorin Plant, there is a need to address the potential challenges and implications of work-life balance on employee performance.
Employees in the manufacturing sector, particularly at the Ilorin Plant, often face long working hours and irregular shifts. This may contribute to fatigue, burnout, and a lack of time for personal and family-related activities, potentially impacting overall well-being and job performance Ajala (2019). 
The demanding nature of work in a manufacturing environment raises questions about how the work-life balance of employees influences their overall performance. Understanding the relationship between work-life balance and performance is crucial for both the individual employees and the organizational success of Seven-Up Bottling Company PLC, Lukman (2020).
Work-life balance is intricately linked to job satisfaction and organizational commitment. An imbalance may lead to decreased job satisfaction and weakened commitment, which can, in turn, affect retention rates and employee morale.
The organizational culture and policies at Seven-Up Bottling Company PLC play a pivotal role in shaping the work environment. An examination of these aspects is necessary to identify any existing barriers or facilitators to achieving a healthy work-life balance for employees Oriyomi (2020).
Identifying specific areas that require improvement in work-life balance practices is crucial for the organization to implement effective strategies. This research aims to pinpoint actionable recommendations that can enhance the work-life balance of employees at the Ilorin Plant Kudabo (2021).
By addressing these issues, the research project seeks to contribute valuable insights to both the academic community and Seven-Up Bottling Company PLC, guiding the development of policies and practices that foster a work environment supportive of employees' work-life balance, leading to improved job performance and overall organizational success.
1.3	Research Questions
i.	How does irregular working hour affect well being and job performance of employees?
ii.	To what extent does working environment influence employee job satisfaction?
iii.	How do organization culture and policy contribute to or hinder interpersonal relationship?
1.4	Objectives of the Study
	The general objective of this study is to examine the effect of work-life balance on employee’s performance
i	to examine the extent to which irregular working hour affect well being and job performance of employees
ii.	to determine the extent to which working environment influence employee job satisfaction
iii.	to analyse the contribution of organization culture and policy to interpersonal relationship
1.5	Research Hypotheses
Ho1	Irregular working hour does not significantly affect well being and job performance of employees
Ho2:	Working environment does not significantly influence employee job satisfaction
Ho3:	Organization culture and policy significantly has no contribution to interpersonal relationship
1.6 Significance of the Study
The outcomes from this research project will be useful to the Seven Up Bottling Company in understanding the work-life balance and may come up with policies that would aid in accelerated performance. Similar Departments in the Seven Up Bottling Company would also find the findings from this study useful as it can be used as a benchmark for the WLB in other economic sectors.
Policy Makers will also find the findings useful in formulating policies that would aid in enhanced performance in the public sector. The policies can be formulated in line with the recommendations from this study.
The findings would be useful to future Researchers since it forms a basis on which other studies can be undertaken on the effect of WLB on the performance of employees at the Seven Up Bottling Company.
1.7	Scope of the   study
The research will be conducted exclusively at the Ilorin Plant of Seven-Up Bottling Company PLC, situated in Ilorin, Kwara State, Nigeria. The findings and recommendations may not be directly applicable to other locations or plants of the company. The study will concentrate on the employees of Seven-Up Bottling Company PLC, Ilorin Plant, representing various departments and levels within the organization. The research will not encompass employees from other divisions or sister companies. 
The research project will focus on the current state of work-life balance and its impact on employees' performance at the time of the study. Historical data or long-term trends may not be extensively explored due to the temporal limitations of the research. The study will assess various factors contributing to work-life balance, including working hours, shift patterns, flexibility, and support for personal and family-related activities. However, it may not delve into broader organizational policies unrelated to work-life balance. Employee performance will be evaluated through multiple indicators, including productivity, job satisfaction, and organizational commitment. While these factors are crucial, the study may not cover all aspects of employee performance comprehensively.
By defining the scope in this manner, the research aims to provide a focused and in-depth analysis of the specific dynamics within Seven-Up Bottling Company PLC, Ilorin Plant, shedding light on the relationships between work-life balance and employee performance in this particular organizational context. 
1.8	Definition of Terms
Employee: An individual who works part-time or full-time under a contract of employment, whether oral or written, express or implied, and has recognized rights and duties. Also called worker.
Work life: Work-life is the business practice of creating a flexible, supportive environment to engage employees and maximize organizational performance.
Productivity: A measure of the efficiency of a person, machine, factory, system, and so., in converting inputs into useful outputs. Productivity is computed by dividing average output per period by the total costs incurred or resources (capital, energy, material, personnel) consumed in that period. Productivity is a critical determinant of cost efficiency.
Work pressure: This is seen as the demands and intricacies that are evident or existing in the job that an individual is engaged in the organization.
Work family conflict: This occurs when there are incompatible demand between work and family roles of an individual that makes participation in both roles difficult.
Employee Morale: Description of the emotions, attitude, satisfaction and overall outlook of employee during time in a work place environment.
Job Commitment: This is an individual psychology attachment to an organization to carry out task as at when due.
Job Satisfaction: Job satisfaction is the level of contentment and fulfillment an employee experiences in their job role. It is influenced by various factors, including work conditions, relationships with colleagues, job responsibilities, and the overall work environment.
Organizational Commitment: Organizational commitment refers to the degree of loyalty, identification, and attachment an employee has towards their organization. It involves a psychological and emotional connection that influences an individual's intention to stay with and actively contribute to the organization.
Long and Irregular Working Hours: Long working hours refer to an extended duration of time spent on work-related activities beyond standard or regular working hours. Irregular working hours involve schedules that deviate from typical 9-to-5 patterns, such as night shifts, weekend work, or rotating shifts.
Organizational Culture: Organizational culture represents the shared values, beliefs, practices, and norms within an organization. It shapes the way employees interact, make decisions, and perceive the work environment, contributing to the overall identity and character of the organization.
Organizational Policies: Organizational policies are formal guidelines and rules established by an organization to regulate behavior, decisions, and procedures. These policies often reflect the values and objectives of the organization and provide a framework for employee conduct.
Mixed-Methods Approach: A mixed-methods approach involves the integration of both qualitative and quantitative research methods in a study. This approach allows researchers to gather a comprehensive set of data, combining the strengths of both qualitative and quantitative research for a more holistic understanding.
Surveys: Surveys are research instruments used to collect data from a sample of individuals. They typically consist of a set of structured questions designed to gather quantitative information and opinions from respondents.
Semi-Structured Interviews: Semi-structured interviews are qualitative research methods where open-ended questions are posed to participants, allowing for a flexible and in-depth exploration of their experiences, perspectives, and opinions.



CHAPTER TWO
LITERATURE REVIEW
2.1	Introduction
	This part offers a summary of past research works examined on the effect of WLB on employees’ satisfaction. The key areas addressed in this part include a conceptual framework and theoretical framework
2.2	CONCEPTUAL REVIEW
2.2.1	Concept of Work- life Balance 
	It wasn’t until the mid-60s that the subject of work-life balance became the subject of interest among scholars. For instance, Kahn et al. (2022) concluded that for employees, work-family conflicts are a substantial stress source. Relevantly, the notion of equilibrium between family and professional life (work-family balance) is recently employed when referring to the successful development of both domains. At present time, in order to fine-tune the organizational structures to the needs of the employees or to respond to government regulations with respect to gender equality, integration, and protection of families, a lot of organizations dedicate their resources to the initiatives of work-life (Susana and Ramón 2020). As has been emphasized by a number of scholars, at present time, it is likely to have employees that demand the initiatives of work-life balance from the organization. Such demand has been closely linked to the increasing commonness of dual-career couples, family or dependent accountabilities, or the wish to devote more time to friends or enjoy leisure undertakings (Lavoie, 2019). 
	In studies on work-life, the focal point has been the effect of organizational services and policies that are established for providing assistance to employees regarding the conflicts that occur between their work and their life. Accordingly, the extant literature attempted to comprehend the role played by organizations to help reduce the conflict experienced by the employees that occurs from the demands of work and the role they are obliged to play at home (Emslie, and Hunt, 2019; Hon and Chan, 2020). As evidenced from the findings, employees with access to services including flexible schedules, childcare, parental leave, and support from supervisor appear to be more likely have less conflicting work-life, greater job satisfaction, less stress, and are less inclined to want to quit (Helmle et al., 2021). In research on the issue regarding work-life, gender has also been explored, particularly with respect to how the roles and expectations of gender impact the perceptions regarding work and family roles. Here, as evidenced by the findings, in certain situation, gender expectations in a situation impact how far individuals feel incompatibility between work and life roles, and this can cause the perceived level of stress and the perceptions of conflict between the roles of work and life to increase (Helmle et al., 2021; Lawson et al., 2020).
	The management of work-life balance and/or work-family conflict interest of employees have been found to be among the primary aspects to be addressed by the organization as a way to preserve human resources (Au and Ahmed, 2021).
Work-life balance encompasses a balance between two entirely separate roles performed by a person namely the roles of work and the roles of family, and to holder of the roles, both bring satisfaction (Shaffer et al., 2019).
The benefits of work-life can improve both the life quality of employees and the effectiveness of the organization. Hence, there appears to be countless delineations regarding work-life balance, but all appear to be in agreement that work encompasses a group of formal tasks completed by an individual while occupying a given job. Life comprises a group of activities not associated with work such as household chores, care of elderlies and care of children (Anwar et al., 2020), Emslie and Hunt (2019) stated that balance is attained when the domain of work and that of life are in harmony. Work-life balance is about a person’s capacity irrespective of age or gender in successfully combining work and household accountabilities. Within this context, work becomes a term that can be regarded as paid employment and also free work done for an employer.
Conversely, the notion of “life” is not related to work and it can be broken down into free time used in doing leisure activities, and family time (Lawson et al., 2020). Accordingly, the concept of work-life balance defines the amount of time available to an employee in balancing between family and the demands of work. Work-life balance encompasses an employee’s time-sharing ratio between work and family. When there is imbalance between work and family, whether too much on work or too much on family matters, stress and negative work attitudes can occur and these can lead to burnout (Lawson et al., 2020). In the work of Grzywacz and Carlson (2019), work-life balance is described as the achievement of role-related expectations exchanged and shared between people and their role-related partners in the arena of work and family. Meanwhile, work-life balance was addressed by Greenhaus and Allen (2023) as the degree to which the effectiveness and satisfaction experienced by a person in terms of his work and family roles are attuned to his role priorities of life at certain point in time.
Effective Work-Life Balance is underpinned by two applicable primary concepts namely the day-to-day accomplishment and enjoyment. Achievement is the successful completion of something particularly after a series of diligent attempts or being given what is desired. With respect to the notion of enjoyment, it does not denote happiness. Rather, it denotes pride, satisfaction, celebration, joys of living as well as a sense of wellbeing. In life, achievement and enjoyment have close linkage in terms of value. In other words, a person has to have both. This is the reason why those who are deemed successful do not feel happy or are not as happy as they are supposed to be (Hon and Chan, 2020).
2.2.2	Irregular Working Hours
Okoli (2019), opined that there are many ways of defining lirregular hours. For example, daily, weekly or annual hours, hours in main job and other jobs, commuting time, business travel time could all be considered when calculating time worked. Many researchers seem to focus on weekly hours of at least 48 hours or more, in line with the Working Time Directive. Defining long hours in terms of the working time regulations is useful as it should hopefully be European wide and allow some consistency amongst studies, certainly from the EU. 
Dex, Clark and Taylor (2020) noted that certain issues could complicate the definition of long hours. They discussed that long hours may be considered differently for men (over 60 hours per week) and women (over 40 hours a week). Also, they refer to “working time” to denote commuting time and work that may be done within that time and also to denote whether hours worked in a second job are considered alongside hours in the “main job” (i.e. “total hours”). In the present review however, long hours and their effects are discussed in terms of whatever individual studies reported them to be and this does present difficulties when attempting to generalise research findings (this is highlighted further within the report). Where possible, a definition of 48 hours per week as ‘long hours’ is referred to. 
2.2.3	Working Environment
The  working  environment  has  two  dimensions.  The  first one  is  the  physical  condition  of  the  working  place  and  the second  one  is  the  social  condition Meyer, Becker & Vandenberghe, (2022). Results  have  shown that  the  worst scenario comes from those  organizations that give  less  importance  to  the  working  environment Alexandris, Tsorbatzoudis & Grouios,( 2020).  And, working   environment   complies   with   the   job   security, employee’s  safety,  appreciation  of  the  performance, motivating  facilities,  and  maintaining  good  understanding among  the  coworkers  and  supervisors.  He  described  as  the employee’s attachment with the organizations strengthen by receiving    proper    importance    from    the    organization. Although,  factors  like  wage  rate,  flexible  working  period, involving  employees  in  decision  making  also  play  a  vital role  for  better  working  environment Chong & Ma, (2015).  Now  a  days,  both employees and  supervisors  face  critical  situations  if  one  of them is not responsive to the other and it happens when the supervisor doesn’t give proper assessment or employees do not  share  ideas Sherstyuk, (2020).  And,  a  proactive  management  system gives  a  better  working  environment  rather  than  of  reactive management  system.  Attaining  the  goal  of  an  organization depends much on the understanding between employees and supervisors whereas the smooth flow of information plays a vital  role  to  run  the  organization Major & Lauzun, (2015).  The  above  discussion made  this  study  focus  on  the  objectives  to  discover  the impacts  based  on  the  relationship  between  the  working environment and job satisfaction.
2.2.4	Job Satisfaction
Job satisfaction mainly is a mental attribute. It depends on the  employees  and  varies  from  person  to  person.  Basically, it   represents   the   emotional   consequences   that   enable employees  to  perform  at  the  organizations Mumford Scott, Gaddis and Strange, (2020).  In  other words,  job  satisfaction  is  the  attributed  compactness  of physiological,  psychological,  and  environmental  states  to perform  the  designated  role. It  is  considered  that,  if employees   are   not   satisfied   with   the   rights,   working environment,  behaviors  of  coworkers,  and  supervisors  in decision  making  then  they  detached  from  the  organizations Chong & Ma, (2015).   Here,   Mumford Scott, Gaddis and Strange, (2020) also   stated   that   the   dissatisfied employees  are  being  jobless  and  the  organizations  need  to recruit  new  employees  which  made  the  organization  cost again for the same task. But the situations will prevail as the working  condition  is  not  up  to  the  mark.  Therefore,  the organizations  need  to  make  sure  about  the  environment  of performance  for  the  employees  to  get  better  output  from them  by  setting  the  proper  standard  of  their  rights,  working environment, and behavior of coworkers and supervisors.
A large amount of studies has already been made to grasp the  role  of  the  working  environment.  Over  time  it  gains more  importance  to  study  the  impact  of  different  levels  of working   environment   with   job   satisfaction.   The   study implies that organization productivity depends largely on the physical  condition  of  the  working  environment Sherstyuk, (2020). While appreciation  gives  employees  to  level  up  their  efficiency Chong & Ma, (2015).  Research  reveals  that  appreciation  always  provides good  outcomes  than  physical  condition  because  physical condition  never  dissatisfied  employees.  They  found appreciation    develops    the    employees    for    long-term motivation  while  the  physical  condition  of  the  working environment  can’t  ensure  job  satisfaction.  But  it  only improves  the  dissatisfaction  condition  to  not  dissatisfaction wherein  the  absence  of  better  physical  condition  of  the working   environment   increase   the   dissatisfaction   of   the employees. It describes that employee’s productivity needs to  be  increased  by  given  proper  importance  to  the  working environment  concerning  the  employee's  demand.  And, it    also    improvised    that    better    understanding    among coworkers  and  supervisors  plays  a  prominent  role  in  job satisfaction than that of wage rates and suggested to improve the  management  skill  to  ensure  the  overall performances  of employees as for thebetter outcome of the organization. From   the   discussion,   it   is   clear   that   the   working environment   is   the   independent   variable   whereas   job satisfaction is the  dependent variable. 
Therefore, job safety, employee  security,  better  understanding  among  coworkers and supervisors, working hours, and wage  rate could be the parameters to study the working environment and its impact on job satisfaction. All the parameters were categorized into a  physical  (satisfaction  level  on  office  decoration,  desk position, and sanitation and other physical condition), social (satisfaction  level  on  the  relationship  with  coworker,  and relationship  with  the  supervisor),  secured  (satisfaction  level on   job   security,   and   employee   safety),   and   financial (satisfaction   level   on   wage   rate,   motivational   facilities, appreciation,   and   logistic   support)   component   of   the working  environment.  This  is  why  this  study  was  made  to test  the  relationship  between  the  working  environment  and job   satisfaction.
2.2.5	Why Interpersonal Relationship At Workplace 
An individual spends around eight to nine hours in his organization and it is practically not possible for him to work all alone. Human beings are not machines who can work at a stretch. We need people to talk to and share our feelings Chong & Ma, (2015). We are social animals and we need friends around. An individual working in isolation is more prone to stress and anxiety. They hardly enjoy their work and attend office just for the sake of it. Individuals working alone find their job monotonous. It is essential to have trustworthy fellow workers around with whom one can share all his secrets without the fear of them getting leaked. We must have friends at the workplace who can give us honest feedback.
A single brain alone can’t take all decisions alone. We need people to discuss various issues, evaluate pros and cons and reach to solutions benefiting not only the employees but also the organization on the whole. Employees can brainstorm together and reach to better ideas and strategies. Strategies must be discussed on an open platform where every individual has the liberty to express his/her views. Employees must be called for meetings at least once in a week to promote open communication. Interaction on a regular basis is important for healthy relationship.
Interpersonal relationship has a direct effect on the organization culture. Misunderstandings and confusions lead to negativity at the workplace. Conflicts lead you nowhere and in turn spoil the work environment. We need people around who can appreciate our hard work and motivate us from time to time. It is essential to have some trustworthy co workers at the workplace who not only appreciate us when we do some good work but also tell us our mistakes. A pat on the back goes a long way in extracting the best out of individuals. One needs to have people at the workplace who are more like mentors than mere colleagues.
It always pays to have individuals around who really care for us. We need colleagues to fall back on at the times of crisis. If you do not talk to anyone at the workplace, no one would come to your help when you actually need them. An individual needs to get along with fellow workers to complete assignments within the stipulated time frame. An Individual working all alone is overburdened and never finishes tasks within deadlines. Support of fellow workers is important. You just can’t do everything on your own. Roles and responsibilities must be delegated as per specialization, educational qualification and interests of employees. An individual needs help of his fellow workers to complete assignments on time and for better results.

2.2.6	Motivation 
	Work motivation is a “set of energetic forces that originates both within as well as beyond an individual’s being, to initiate work-related behaviour, and to determine its form, direction, intensity and duration” Meyer, Becker & Vandenberghe, (2022). Individuals can be motivated both intrinsically as well as extrinsically Meyer, Becker & Vandenberghe,( 2022). Intrinsic motivation is undertaken purely for its own sake (i.e. the activity itself is enjoyable) and reflects “the inherent tendency to seek out novelty and challenges, to extend and exercise one’s capacities, to explore, and to learn” Meyer, Becker & Vandenberghe,( 2022). Extrinsic motivation refers to “the performance of an activity in order to attain some separable outcome” Meyer, Becker & Vandenberghe, (2022). It has been widely suggested that motivation is an important factor in individuals‟ decision-making process; the interaction between motivation and perception of constraints determines, in a large degree, participation in an activity Alexandris, Tsorbatzoudis & Grouios,( 2020).
2.2.7	Performance Standards
Performance standards and targets have been studied and used as a method to improve employees‟ performance. Appropriate behaviours and performance standards are defined within the work environment Chong & Ma, (2015). The ability and support received in meeting performance expectations enhance the individual’s self-efficacy Gist & Mitchell,( 2021). The effectiveness of performance standards depends on the relationship between the performance measure used and the organization’s objective Sherstyuk, (2020). Task performance consists of behaviours required for a job that either directly produce goods and services or maintain the technical core Major & Lauzun, (2015). Contextual performance is defined by those behaviours that support the broader work environment and facilitate task performance, including putting forth effort, assisting and cooperating with others, complying with organizational rules, and supporting organizational goals Major & Lauzun, (2015). Researchers have established a connection between supervisor’s behaviour and employee’s performance Chong & Ma,( 2015). Performance can be drastically improved by the supervisor providing the employee’s with useful resources and positive feedback Mumford Scott, Gaddis and Strange, (2020). Performance can also be enhanced when employees value their work environment and have supportive supervisors with whom they can work and trust Chong & Ma,( 2015).
2.3	THEORETICAL REVIEW
Presented in this part are different theories that was employed to shed light on the effect of WLB on the general staff performance. The two main theories that guided the study include Compensation Theory and Spill over Theory.
2.3.1 Spill over theory
Guest (2022) claims that spillover model details situations under which spillover amid the micro family network and micro work network takes place: either negative or positive. Spillover concerning energy, behavior, and time is unfavorable if the work-to-family relations are firmly designed for both space and time. Conversely, positive spill over- instrumental in attaining healthy WLB takes place when there is flexibility that allows people to integrate and overlap family as well as work responsibilities.
Factors affecting work-life balance are present in both home and work environments (Guest, 2022). Background factors include but not limited to work culture and demands of both home and work. Personal factors are personality, age, life, career stage, gender, individual coping and control, energy, and work orientation. The study parameters are within background factors and include service delivery and leave policy. Service delivery is work’s demand whereas leave policy is the work culture (Dixon, & Sagas, 2019).
Work life balance can be in subjective and objective nature. Subjective indicators are basically the state of imbalance and balance while objective indicators may include hours of free time or uncommitted outside work and hours of commitment or work. According to Guest (2022), a state of balance is attained when work or home dominates by choice or when equal weight is given to both home and work. When one area of life interferes with other areas, a spillover is reported. It is also common when there are many consequences of WLB including the performance at home and work, influence on family, friends and at work, the general life at home and workplace, as well as personal welfare and satisfaction (Hyman, & Summers, 2019).
This theory is relevant to this study project since companies are required to embrace positive policies of work-life balance that enables the staff to gain a positive WLB that will make them be fully committed to attaining institutional goals (Dixon & Sagas, 2019).
2.3.2 Compensation Theory (CT)
Compensation theory is the efforts aimed at preventing unfavorable experiences in one area via increased attempts for pleasant experiences in another field. Edwards and Rothbard (2022) give an example of compensation theory concerning a dissatisfied employee who concentrates more on family than work-life hence diverting human resources. According to Guest (2022), these inadequacies could be the satisfactions or demands that can be met in another duty. For instance, a person is highly involved in the work life due to a number of unfavorable experiences in social life. Increased participation at the workplace and having time to rest compensates for worst experiences in social life and enables one to gain positive energy and do something worthwhile (Dixon, & Sagas, 2019).
Guest (2022) proposes that compensation is two-folded: reactive and supplemental. While reactive compensation takes place when unfavorable work experiences are compensated for in positive home experiences, supplemental compensation takes place when favorable events are inadequate at work and are thus practiced at home. Compensation theory posits that an indirect association amid life and work exists. An implication for this is that workers try to fill out the voids from one area with gratification from another domain. A study by Clark (2019) also discovered a compensatory association amid life and work responsibilities for those in the employment sector. Clark (2019) found that women who encountered unfavorable family effect were more committed to their work is in line with the compensation theory.
2.2.3	Social Exchange Theory 
This is a term used to describe acts taken voluntarily by workers because of the inspiration they get (Blau, 2009). The difference is that it includes both internal and extrinsic components. Social trade thus creates an activity which requires reciprocity and relies completely on trust. This trade system, according to Yasbek (2004), is a winwin for both companies and employees. For example, workers may react by demonstrating more dedication and engagement, leading to higher productivity, when companies establish an environment that supports the practice of work-life balance (Sorensen, 2014). This theory is an example of the involvement of employees in social interaction. If the connection is enhanced, an employee may experience a feeling of value paid back by their success at work. According to Yasbek (2004), both the firm and the workers support work-life balance guidelines, and the workers repay the favors with higher energy, resulting in enhanced production. Lambert et al. (2010) also indicated that advances in the theory of social exchange imply that employee involvement and initiative may be encouraged by family benefits via a perceived responsibility to do more in return for greater advantages. People function best if they can combine their job and other areas of life. The wellness programs are the subject of this investigation, and companies that implement wellness programs with the hope of receiving favorable returns from their workers are the focus of this investigation.
2.2.4	Role Stress Theory 
This theory is based on the historical role theory (Kahn, Wolfe, Quinn, Snoek, and Rosenthal, 1964). This idea, according to Kahn et al. (1964), states that confusion about one's function might lead to negative outcomes. High demand, according to this hypothesis, cause anxiety and tension. Stress is compounded when there are several responsibilities. Roles and persons who have aspirations for the role people perform in their job or personal lives are connected. Workers' psychological and physiological resources are assumed to be restricted, thus they are expected to fulfill their responsibilities within those constraints. Due to increased pressure from several jobs, these resources may be depleted or exhausted, depending on an individual's capabilities. Because people's responsibilities at work and elsewhere are intertwined, When it comes to investigating the impact of work-life balance policies on employee retention, role theory is especially well suited. To be effective in their positions, these people must meet the criteria they've set forth for themselves. This will lead to a greater sense of well-being in both the workplace and at home. As a result, offering employees with flexible work schedules allows them to combine work and family obligations, resulting in less stress and increased dedication. When it comes to directing decision-makers in their attempts to eliminate work-life conflict, role theory has proven to be one of the most beneficial theories to date. 
This research is anchored on the Role Stress Theory because the confusion about one's function might lead to negative outcomes. Stress is compounded when there are several responsibilities. Roles and persons who have aspirations for the role people perform in their job or personal lives are connected. Workers' psychological and physiological resources are assumed to be restricted, thus they are expected to fulfill their responsibilities within those constraints.
2.3	Empirical Review
Sehrish et atl (2015) conducted a research on the impact of work-life balance practices on employee productivity. It covers the description of commonly used work-life balance practices which includes flexible working hours, telecommuting, job-sharing, compressed work week, childcare facilities and family leave programs. This study is explanatory in nature, based on the philosophy of post-positivism. It is a quantitative study for which inductive approach was used. To verify if people, at large, feel the importance of work-life balance practices, a critical factor in driving employee performance, a survey in the form of a structured questionnaire was distributed among the bankers who typically work 9-10 hours a day. The data was then tested through SPSS statistical tools to assess if work life balance practices have any relationship with the way employees perform at work or not. Study reveals that, work-life balance practices, when connected appropriately, would impact employee performance positively. A happy employee will be self-driven to work compared to an unhappy employee who is striving to get the right balance between work, family and self. This study aims to help this employee, his family and his employer.
Danish (2020) explored the work-life balance programs that nonprofit school leaders utilize to improve employee performance at a charter school organization. The job demands-resources model formed the conceptual framework for this study. Data were collected through semistructured interviews from a purposeful sample of 10 managers and 10 non-managerial employees working at a charter school organization in Harlem, New York. Data collection also included organizational performance track indicator documents on employee absenteeism, turnover, motivation, productivity, job satisfaction, and retention, archived organizational records on WLB programs, and current WLB programs and policies guidelines. Through methodological triangulation, a number of themes emerged. These themes included work-life balance programs’ effectiveness, the importance of a supportive work environment, employee commitment and motivation, employee wellbeing and productivity, employee job satisfaction and quality work life, organizational culture change, and low utilization of the job sharing program. According to the study results, work-life balance programs could help improve organizational culture and employee overall performance. The results of this study may contribute to social change by preparing employers for success while simultaneously positioning individuals to attain optimum balance between work and life responsibilities.
In India, Neelam (2020) conducted a study with 100 employees from both firms to compare the work-life balance of women in educational institutions and IT industries. It was discovered that working hours for women IT workers in Mumbai are not always consistent, and that they fluctuate depending on the nature of the project assigned to them. “Young married women in their early thirties or late twenties with children were also shown to be more anxious as they struggled to reconcile work and family life. The most pressing demands for them at the home were seen to be baby care and managing household duties. In addition, they had their spouse work a 9 to 6 schedule, relying heavily on housemaids, and some of them had their children in crèches. Women in education are much happier than women in the IT industry, because work pressure is the main source of life imbalance in the IT industry, but family duties are the main source of life imbalance in education. According to the research, in order to reach professional greatness, a woman working in the IT business must grasp the reality on the ground and strike a balance between work and personal life. This study was conducted in India whose social setting is different from Kenya and therefore a conceptual gap.
In the United States, a study by Ruhm and Baum (2016) used a qualitative method for assessing the labor market effects of paid holidays in California. The study included interviews with written remarks on employee leave issues. The results show that compensated workers are motivated and reinforced when returning to work. The results further show that it extends indirect pay as well as direct remuneration for its workers. This comprises rewards for employees above their set pay or wage, in cash or in products while serving their days off. Indirect compensation may be for holiday, medical, holiday, leave among others. This study reveals a methodological gap as it was qualitative in nature and therefore need for a qualitative study.
Ogolla (2013) used descriptive survey to investigate the impact that quality of working life has on public health professionals in Kenya: a case study at Kenya's national hospital. He chose the demographic goal of 6,000 people, 10% of the population selected 120 by means of a simple random sampling. The research found that the quality of working lives of public health professionals at the hospital in relation to their working environment and circumstances must be improved. Kamau et al. (2013) reached the same conclusion that the degree of staff engagement to maximize their productivity has been susceptible to the nature of the work environment and the overall working conditions.
Muindi (2015) used a census research approach to investigate the extent to which horticulture farms in Naivasha, Kenya, employ work-life balance solutions. According to the study's findings, horticulture farms in Kenya have embraced a high number of time and job-related tactics, but location and reward-related strategies have been used to a lower extent. According to the study, horticulture farms in Naivasha use work-life balance approaches based on location and job benefits only infrequently, whereas those based on time and job are regularly used. According to the study, job-related and perksrelated habits should be given more attention because they receive lower ratings than activities connected to time and place.
Obiageli, Uzochukwu, and Ngozi (2015) found a substantial link between policy departure and people services in their study on work life balance and employee success for listed banks in Lagos State. 19.45% strongly agreed that service delivery will improve following leave grants. 40.21% agreed that service delivery improved. It shows a widespread consensus that the performance of employees may connect to corporate vacation policies.


CHAPTER THREE
METHODOLOGY
3.0	Introduction
	This chapter discusses the method and procedures that will be used in carrying out the research and it will also discuss the research design, population of study, sampling procedures, research instruments, validity and reliability of the instrument and method that will be employed for data analysis.
3.1	Research Design
	According to Idowu (2022), a scientific design has been described as a systematic investigation procedure, which has to be logical. It is a procedural plan for collection and analysis of data necessary to assists in the current problems in a way that the cost of obtaining various levels of accuracy and expected value of the information association with such level is maximum. This study adopted descriptive method.
	It also, an outline that serves as a useful guide to research in effort to gather for the study. This research design is mainly for distribution of questionnaires.
3.2	Population Of Study
According to Fagbohungbe (1993), population referred to all objects of particular types, shops, colour or characters. Population is very difficult to observe all the entire staff of 7up Bottling Company as regard to work-life balance, therefore, the entire staff of 7up Bottling Company forms the population for this study. The population for this study is therefore 57 staffs. 
3.3	Sampling Size And Sampling Techniques
	This study adopted simple random sampling method. A sample was determined to obtain a broad view on the impact of Training in an organization from the company under study. Based on this, the population of 57 was targeted.  Thus, from the target population, the sample size was determined, using the Taro Yamani formulae below:


		n =      N
	  	        1+n (e)2
Where n = sample size
	  N = the target population
	  e = margin of error (5%)
 n =                     57
         		 1+57(0.05)2
	       = 57 	
       1+1.1425
=	49.8 = 50
This implies that a sample size of 256 will be required in this study to achieve a 95% precision from utilizing information and data collected from the sample.
3.4	Methods Of Data Collection
The method adopted in conducting this research on the “impact of work-life balance on employee satisfaction” was through personal interview and company record. The researcher made use of primary data which include, questionnaire Interview, and Personal Observation
3.5	Instruments Of Data Collection 
	Primary data will be obtained from the 7up Bottling Company staffs, customers and general public. Using questionnaire constituting of closed ended questionnaire targeted to 7up Bottling Company, staffs customers and general public.
	This will consists of structural items to elicit information from the respondents; this is adopted because it allows a systematic collection of information about the object of the study.
3.6	Methods Of Data Analysis 
This study shall employ descriptive method on the first part of data analysis. The descriptive analysis involves the use of frequency tables and percentage in presenting the data collected from the questionnaire administered to the respondents. The second part of the data analysis shall involve the use of correlation and regression analysis using SPSS version 23. The rational for using Regression Analysis was because it is a statistical tool that does not only explore the relationship between two or more variables but also assessing the contribution of individual predictors in a given model.
3.7	The Historical Background Of The Case Company 
Seven-up Bottling company started business in Nigeria in 1960 as a limited liability company. The Seven-Up bottling company Plc is one of the largest independent manufacturer and distributor of well-known and widely consumed brands of soft drinks in Nigeria from nine manufacturing plants.
A Lebanese Mohammed El-Khalil who came to Nigeria in 1926 founded the company. Mohammed is the father of the company's current chairman Faysal El-Khalil. The company metamorphosed from a very successful transport business [El-Khalil Transport] in a bid to diversify the then largest transport company in West Africa. In the early 1990s when Pepsi International took over Seven-Up International, the company introduced the Pepsi brand in Nigeria.
The company embarked on a restricting exercise in 2003 with the hope of further expanding its market possibilities and potentials so to grow market share and improved profitability. It invested in a new state of can filling and parking line at the Apapa Plant. The new plant has been producing the first soft drink that is wholly packaged in Nigeria. Some of the brands of the Nigerian Bottling Company which includes but not limited to Coca-Cola, Fanta, Sprite, Schweppes, Eva water, and the newly introduced Burn energy drink. The financial structure of the company reveals that there is an authorized share capital of =N=750million spread into 1.5Billion ordinary shares at 50k each, where 1,308million ordinary share at =N=654.37million is issued and fully paid. The share capital of the company grew from =N=487million in 2003 to =N=654,367million in 2006 through series of scrip issues which amounted to about 34.37% increase.


3.8	Model Specification 
The study adopts a multiple regression model to capture the relationship between the employee performance (dependent variable) and the explanatory variables (ICT, Flex-time, Leave Policy) in line with the studies of Tarurhor, 2017b and Tarurhor, 2018.
empl perf = f (ICT, FLT, LPC)
empl perf = α0 + α1ict + α2 FLT + α3 LPC + €t 
Where 
empl perf = Employee Performance
ICT = ICT 
FLT = Flex-time 
LPC = Leave Policy


CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1 	Introduction
	The major aim of this chapter is to present and analyze all the data gathered in the course of the study and to highlight statistical statement of comparative status for statistical analysis. Out of Fifty (50) questionnaires distributed, all the Fifty (50) questionnaires were duly filled and returned. 
4.2	Data Presentation, Analysis And Interpretation
SECTION A
	Table 1: Distribution of respondents by Sex

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	25
	50.0
	50.0
	50.0

	
	Female
	25
	50.0
	50.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 1 above shows that 25(50%) of the respondents are male, while 25 (50%) of the respondents are female
	Table 2: Distribution of respondents by Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	18-30 years
	15
	30.0
	30.0
	30.0

	
	31-40 years
	32
	64.0
	64.0
	94.0

	
	41-50 years
	3
	6.0
	6.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 2 above shows that 15(30%) of the respondents are within the age of 18-30 years, 32(64%) are within the age of 31-40 years, while 3(6%) are 41-50 years
	Table 3: Distribution of respondents by Marital Status

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Married
	14
	28.0
	28.0
	28.0

	
	Single
	25
	50.0
	50.0
	78.0

	
	Widow
	9
	18.0
	18.0
	96.0

	
	Divorced
	2
	4.0
	4.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 3 above shows that 14(28%) of the respondents are married, 25(50%) are single, 9(18%) are widow, while 2(4%) of the respondents are divorced.
	Table 4: Distribution of respondents by Educational Qualification

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	WAEC/GCE
	14
	28.0
	28.0
	28.0

	
	NCE/ND
	23
	46.0
	46.0
	74.0

	
	Bsc
	11
	22.0
	22.0
	96.0

	
	HND
	2
	4.0
	4.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 4 above shows that 14(28%) of the respondents are WAEC/GCE Certificate holders, 2(46%) are NCE/ND Certificate holder, 11(22%) are Bsc holder, while 2(4%) of the respondents are HND certificate holder.


	Table 5: Distribution of respondents by Working Experience

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Below 5 years
	1
	2.0
	2.0
	2.0

	
	6-10 years
	14
	28.0
	28.0
	30.0

	
	11-15 years
	35
	70.0
	70.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 5 above shows that 1(2%) of the respondents  have worked in the company for less than 5 years, 14(28%) have worked from 6-10 years, while 35(70%) of the respondents have worked from 11-15 years.
SECTION B
	Table 1: Demand at your workplace interferes with your family life

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	12
	24.0
	24.0
	24.0

	
	Agree
	22
	44.0
	44.0
	68.0

	
	Strongly Disagree
	14
	28.0
	28.0
	96.0

	
	Disagree
	2
	4.0
	4.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 1 above shows that 12(24%) of the respondents strongly agreed with the statement, 22(44%) agreed, 14(28%) strongly disagreed, while 2(4%) of the respondents disagreed.

	Table 2: You have time to do things that you want to do at home because of demand of work in your workplace

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	13
	26.0
	26.0
	26.0

	
	Agree
	22
	44.0
	44.0
	70.0

	
	Strongly Disagree
	14
	28.0
	28.0
	98.0

	
	Disagree
	1
	2.0
	2.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 2 above shows that 13(26%) of the respondents strongly agreed with the statement, 22(44%) agreed, 14(28%) strongly disagreed, while 1(2%) of the respondents disagreed.
	Table 3: Due to high demand of the work, you have to make changes in order to accomplish your family duties

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	13
	26.0
	26.0
	26.0

	
	Agree
	23
	46.0
	46.0
	72.0

	
	Strongly Disagree
	12
	24.0
	24.0
	96.0

	
	Disagree
	2
	4.0
	4.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 3 above shows that 13(26%) of the respondents strongly agreed with the statement, 23(46%) agreed, 12(24%) strongly disagreed, while 2(4%) of the respondents disagreed.
	Table 4: your supervisor’s style causes stress to you at your workplace

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	15
	30.0
	30.0
	30.0

	
	Agree
	20
	40.0
	40.0
	70.0

	
	Strongly Disagree
	14
	28.0
	28.0
	98.0

	
	Disagree
	1
	2.0
	2.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 4 above shows that 15(30%) of the respondents strongly agreed with the statement, 20(40%) agreed, 14(28%) strongly disagreed, while 1(2%) of the respondents disagreed.
	Table 5: Long working hours make me experience too much stress

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	7
	14.0
	14.0
	14.0

	
	Agree
	29
	58.0
	58.0
	72.0

	
	Strongly Disagree
	11
	22.0
	22.0
	94.0

	
	Disagree
	2
	4.0
	4.0
	98.0

	
	Undecided
	1
	2.0
	2.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 5 above shows that 7(14%) of the respondents strongly agreed with the statement, 29(58%) agreed, 11(22%) strongly disagreed, 2(4%) of the respondents disagreed, while 1(2%) of the respondents are undecided.
	Table 6: You experience	job	stress	because	of	lack	of organizational support

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	15
	30.0
	30.0
	30.0

	
	Agree
	21
	42.0
	42.0
	72.0

	
	Strongly Disagree
	12
	24.0
	24.0
	96.0

	
	Disagree
	2
	4.0
	4.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 6 above shows that 15(30%) of the respondents strongly agreed with the statement, 21(42%) agreed, 12(24%) strongly disagreed, while 2(4%) of the respondents disagreed.
	Table 7: Your organization’s employee assistance program reduces your stress

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	12
	24.0
	24.0
	24.0

	
	Agree
	22
	44.0
	44.0
	68.0

	
	Strongly Disagree
	14
	28.0
	28.0
	96.0

	
	Disagree
	2
	4.0
	4.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 7 above shows that 12(24%) of the respondents strongly agreed with the statement, 22(44%) agreed, 14(28%) strongly disagreed, while 2(4%) of the respondents disagreed.
	Table 8: You always surpass your work target

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	12
	24.0
	24.0
	24.0

	
	Agree
	23
	46.0
	46.0
	70.0

	
	Strongly Disagree
	13
	26.0
	26.0
	96.0

	
	Disagree
	2
	4.0
	4.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 8 above shows that 12(24%) of the respondents strongly agreed with the statement, 23(46%) agreed, 13(26%) strongly disagreed, while 2(4%) of the respondents disagreed.
	Table 9: long working hours can reduce employees’ performance

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	13
	26.0
	26.0
	26.0

	
	Agree
	25
	50.0
	50.0
	76.0

	
	Strongly Disagree
	10
	20.0
	20.0
	96.0

	
	Disagree
	2
	4.0
	4.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 9 above shows that 13(26%) of the respondents strongly agreed with the statement, 25(50%) agreed, 10(20%) strongly disagreed, while 2(4%) of the respondents disagreed.


	Table 10: Poor working condition reduces organization growth

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	12
	24.0
	24.0
	24.0

	
	Agree
	23
	46.0
	46.0
	70.0

	
	Strongly Disagree
	13
	26.0
	26.0
	96.0

	
	Disagree
	2
	4.0
	4.0
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
Table 10 above shows that 12(24%) of the respondents strongly agreed with the statement, 23(46%) agreed, 13(26%) strongly disagreed, while 2(4%) of the respondents disagreed.
4.3	TESTING OF HYPOTHESIS
Hypothesis One
Ho1	Irregular working hour does not significantly affect well being and job performance of employees
	Model
	N
	R
	R2
	Significance value
	Remark
	Action

	Y	=
f(x1)
	70
	0.255
	0.065
	0.00
	Statistically significant
	Reject Null hypothesis


	The table above show the relationship irregular working hour and employees’ performance. The correlation value is given as 0.255 which depicts a weak correlation while the regression value which is R2 is given as 0.065. This means that there is 25.5% correlation between the two variables and a 6.5% effect of irregular working hour on employees’ performance. The significance value which is 0.000 and lower than 0.05 indicates that the estimates that we have is statistical significant. With that, we can reject the null hypothesis and conclude that irregular working hour has a significant effect on employees’ performance.
Hypothesis Two
Ho2:	Working environment does not significantly influence employee job satisfaction
	Model
	N
	R
	R2
	Significance value
	Remark
	Action

	Y	= f(x2)
	70
	0.274
	0.075
	0.00
	Statistically significant
	Reject Null hypothesis


The table that we have gives the result of the relationship between working environment and employee job satisfaction. The correlation shows that there is a 27.4% relationship between the two variables while the impact of role working environment on employee job satisfaction is 7.5% the significance value us 0.000 which is lower than 0.05. With this, we can say that we have statistical significance and that the null hypothesis will have to be rejected and therefore we conclude that working environment significantly impacts employee job satisfaction.
Hypothesis Three
Ho3:	Organization culture and policy significantly has no contribution to interpersonal relationship
	Model
	N
	R
	R2
	Significance
value
	Remark
	Action

	Y = f(x3)
	70
	0.105
	0.011
	0.00
	Statistically significant
	Reject Null hypothesis


The above shows a result of the relationship test between organization culture and interpersonal relationship. The correlation value between the two variables is 0.105 while the regression value of the impact of organization culture on interpersonal relationship is given as 0.01. These values are low however that is the result we have and for these indices to go higher, then the organization should try as much as possible to improve in what they do.
4.4 Discussion of the Findings
The study revealed that work-family priorities affected employees’ satisfaction at Seven Up Bottling Company. Descriptive results also showed that the demand at the workplace interferes with employee’s family life (M = 4.12). Due to high work demand, most of the employees have to make changes in their work in order to accomplish their family duties (M =4.08). Things that employees wanted to do at their homes, were poorly executed because of demand at their workplace (M =3.85), considerable number of employees were straining to achieve their family duties due to pressure at work (M =3.77) and that many of the employees were in dilemma on how to balance work and family demands (M =3.75). These findings support the research findings by Tausig and Fenwick (2021) that a good work/life balance can enable employees feel more in control of their working life. This leads to increased productivity, lower absenteeism, improvements in employees’ satisfaction and well- being.
The study found that long working hours made employees to experience too much stress (M =4.10) supervisor’s style caused stress to some of the employees at the  workplace (M =3.96) and that they experience job stress because of lack of organizational support (M =3.88). However respondents disagreed that employees usually work on only one task at a time to avoid too much stress(M =1.28) and that organizational changes do not cause them job stress(M =1.38) These findings are in support of the research findings by Forsyth & Debruyne, (2019) When stress makes working for a company an unpleasant experience, employees begin to look for new jobs or consider retirement.
The study revealed that employee assistance programs and work-family priorities affected performance of employees within the Office of Cabinet Affairs, however respondents disagreed that they experience less stress because the organization has employee assistance program; employees experience less stress because the organization has immediate family employee program (M = 1.88,) and that the organization’s holistic approach to wellness has helped reduce stress. (M = 1.97). These findings go hand in hand with the research findings by Hyman, & Summers, (2019) that employee assistance programs provide an outlet that helps them resolve these issues, or at least learn to cope with them so they will not impact their job performance.
Results further shows that supervisors regularly commended individual employee for an outstanding performance (M = 4.35), compared to the other work colleagues, most of the employees interviewed felt that they have always performed above the average(M = 4.02), the quality of work performance is always high (M = 3.99) and that most of the employees always surpassed the set work targets (M =3.96). These findings go hand in hand with the research findings by Dixon and Sagas, (2019) who found strong positive relationship between work life balance and employees’ satisfaction.
The above regression equation reveals that, holding Work Life Balance(work life priorities, job stress and employees assistance program) to a constant, the level of employees’ satisfaction would be 0.343, a unit increase in Work Life Balance would enhance employees’ satisfaction by a coefficient of 0.421, a unit increase in job stress would decrease employees’ satisfaction by a coefficient of -0.536, and that a unit increase in employee assistance programs would enhance employees’ satisfaction by a coefficient of 0.423 all the variables were significant at (p<0.05).


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	Summary
The research revealed that work-family priorities affected employees’ satisfaction at Seven Up Bottling Company. Descriptive results also revealed that the demand at the workplace interferes with employee’s family life. The research also found out that due to high demand of the work, most of the employees have to make changes in order to accomplish their family duties. The study also revealed that long working hours made employees to experience too much stress. Many employees revealed that they experience job related stress due to lack of organizational support. These findings are in support of the research findings obtained by Forsyth & Debruyne, (2019) When stress makes working for a company an unpleasant experience, employees begin to look for new jobs or consider retirement. The research found that employee assistance programs and work-family priorities affected performance of employees within the Seven Up Bottling Company.
The research also found out that supervisors regularly commended on individual employee for an outstanding performance. This resulted in performance above the average, increased quality of work performance and most of the employees always surpassed the set work targets. These findings are in support of the research findings by Tausig and Fenwick (2021) that a good work/life balance can enable employees to feel more in control of their working life and lead to: increased productivity, lower absenteeism, improvements in employees’ satisfaction and well-being.
5.2	Conclusion 
The research concluded that work life balance affects the performance of employees in Seven Up Bottling Company. The study also concluded that long working hours made employees to experience much stress. The study also concluded that employee assistance programs and work-family priorities affected performance. The research also concluded that regular commends of supervisors regularly on individual employees with outstanding performance improved the overall performance.
5.3	Recommendations
In order for the organization to improve and maintain good performance, it is very prudent that work life balance should well be addressed. This particular research work recommends that Seven Up Bottling Company to give proper attention to processes and procedures in the organizaion. These types of procedures include coming up with professional programs that focus on giving employee adequate skills on how to handle job related challenges resulting to improvement in performance.
The research also recommends that the organization should come up with work life balance related policies that should be implemented at departmental level. All policies should well be screened to ensure that they fill the gap existing among the employees. Good amount of resources should be invested in the program to enhance proper implementation as no program can be achieved without backup of good human and financial resources.
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APPENDIX I
LETTER OF INTRODUCTION
						Kwara State Polytechnic,
Department of Business Administration
IFMS,
Dear Respondent,
	I am a final year student of Business Administration Department, Kwara State Polytechnic, Ilorin conducing a research on the topic “effect of work-life balance on employees’ performance, a case study of seven-up bottling company.
	Kindly complete the attached questionnaire as objectively as possible. Be rest assured that information provided will be treated with utmost confidentiality. Thanks for your co-operation.
Yours faithfully



APPENDIX II
QUESTIONNAIRE
Instruction: please tick the answer you consider appropriate. The questionnaire will be in two parts, section A and B.
SECTION A
1. Gender : male	(  )	female	(  )
1. Age : 16-20	(  )	21-30	(  )	31-40	(  )	41 years and above	(  )
1. Educational qualification : 	GCE/SSCE	( )	ND/NCE	(  ) 
HND/BSC	(  )	others	(  )
1. Occupation : student	(  )	civil servant	(  )	self employed	( )
Others		(  )
1. Marital status : single	(  )	married	(  )
SECTION B
1. Demand at your workplace interferes with your family life: Strongly agree (   ) Agree (   ) Strongly Disagree (    ) Disagree (    )
1. You have time to do things that you want to do at home because of demand of work in your workplace: Strongly agree (   ) Agree (   ) Strongly Disagree (    ) Disagree (    )
1. Due to high demand of the work, you have to make changes in order to accomplish your family duties: Strongly agree (   ) Agree (   ) Strongly Disagree (    ) Disagree (    )
1. Your supervisor’s style causes stress to you at your workplace: Strongly agree (   ) Agree (   ) Strongly Disagree (    ) Disagree (    )
1. Long working hours make me experience too much stress: Strongly agree (   ) 
Agree (   ) Strongly Disagree (    ) Disagree (    )
1. You experience	job	stress	because of lack of organizational support: Strongly agree (   ) Agree (   ) Strongly Disagree (    ) Disagree (    )
1. Your organization’s employee assistance program reduces your stress: Strongly agree (   ) Agree (   ) Strongly Disagree (    ) Disagree (    )
1. You always surpass your work target: Strongly agree (   ) Agree (   ) Strongly Disagree (    ) Disagree (    )
1. Long working hours can reduce employees’ performance: Strongly agree (   ) 
Agree (   ) Strongly Disagree (    ) Disagree (    )
1. Poor working condition reduces organization growth: Strongly agree (   ) Agree (   ) Strongly Disagree (    ) Disagree (    )
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