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CHAPTER ONE
1.1	BACKGROUND TO THE STUDY 
An attempt to ascertain the impact of work life balance on employee’s performance in an organization must be locally stated with the definition of the technologies, training and development.
Work life balance can be defined as any attempt to improve current or future performance by increasing worker attitude, behavior or increasing his skill and knowledge, it will henceforth lead to improve quality and quality of work.
Also training is the systematic process of development of employee’s behavior and attitude in a direction, to increase enterprises goal achievement. A formal training programme is an effort by an employer to provide opportunities for employee’s to acquire job related skills and knowledge the reason most  frequently mentioned for training programs are:
_ Improve quality/quantity of output 
_ Increased employee’s job satisfaction 
_ low turn_ over and absenteeism
_ Prevent employee’s obsolescence
Obviously, work life balance is an important activity what an organization can dispense with support writing this view pigors and piyers admit that no organization can choose whether or not train employee’s, the only choice they can make is that of method. No one is perfect fit at the time of hiring. Deriving from this obvious fact, every new employee, regardless of previous experiences need training so as to be introduced to his new employers work environment and taught how to perform specific tasks.
As earlier mentioned, personnel work life balance are directed for the service in order to achieve organizational goals which will result to growth and development. The rate at which employee’s are trained and developed in organization does determine productivity and services. 
1.2	STATEMENT OF PROBLEM
The research work is to look to why some service organizations do not give serious concern over training particularly Seven Up Botling Company, Ilori. 
Some of the problem has been discussed as this;
i. The cost of training employee’s in the educational organization: the training of employee’s in which involve organizing of seminar conference and workshop which seem to be highly expensive in the educational organization, have made the training of employee’s to be in effective.
ii.  The attitude of employee’s after training : some of the employee embark on the training on their selfish desire when the organizations send their employees on training some of them embark on their own selfish desire after achieving them embark on their own selfish desire after achieving the aims of the balancing.
iii. Employee’s competency: if the employee’s are not competent the organization may feel that sending them to training will result to waste of resource and so the organization will rather reserve their money for other important aspect in the organization
1.3	RESEARCH QUESTIONS
The research will find solution to the following question.
·  Does work life balance contribute to employee’s performance?
· Does the organization need trained and developed employee’s?
· Does the trained employee’s have many advantage over the untrained once?
· Does the organization depend on it’s well trained employee’s?
· Does the organization often make provision for the training of it’s employee’s?




1.4 OBJECTIVES OF THE STUDY
The aims and objective of the study are as follows:
i. To determine how work life balance motivate or improves employees performance in the cause or discharging his or her duties.
ii. To refers solution and recommendation to the organization problem 
iii. To examine the impact of employee’s performance in any production organization.
iv. To identify the employee’s performance process in a service organization.
1.5 RESEARCH HYPOTHESIS
Ho: There is no significant relationship between performance and development/development on employee retention in an organization.
Hi: There is a significant relationship between performance and development/development on employee retention in an organization.
1.6 SIGNIFICANCE OF THE STUDY
The research would be of great importance to the company under which the study is been carried out as study in general.
It will assist the employee’s and management of the company to access the impact of the work life balance in the company. It also serves as reference materials to students who wish to undergo research in related topics.
1.7	SCOPE 0F THE STUDY
	The study focuses on the work life balance of employee’s performance in the company of Kwara state Polytechnic it will also determine the overall objectives of company, towards the already stated problem.
Also, limitation of this study is to find out the research work to Kwara state Polytechnic. The is due to time constraints and information constraint.
1) Time constraint: the time for the research is also limited and serves as a restricting force to the scope of outline.
Information constraints: management of  Seven Up Bottling Company, Ilorin 
2)  Were nursing the fear of realizing vital information for our consumption because of their being covered as official and confidential.
1.8: DEFINITION OF TERMS
TRAINING: this is the development of an individual of that knowledge in the process learning skills that you need to know it shows the fulfillment in a specific task.
EFFECTIVENESS: this could be describe or seen as the ability of employee’s  to produce a desire output or result that is intended to it achieving organization objective to the standard having it at the time accurate and relevantly.
IMPACT: this could be defined as the strong impression or effect which is begin created to the company or organizations.
EMPLOYEE’S: this means all individuals that work in an organization also receive wages or salaries i.e. being them casual temporary or permanent appointment.
PERFORMANCE: this can be seen as human action towards something or duties he/she were asked to do.
IMPROVEMENT: this is a change towards high avidity performance of the employee’s in carrying out their duties.











CHAPTER TWO
LITERATURE REVIEW
2.1	INRODUCTION
Work life balance basically deals with the acquisition of understanding, know-how, techniques and practices. In fact, work life balance is one of the imperatives of human resource management as it can improve performance at individual, collegial and organizational levels. As the process of „increasing one’s capacity to take action, organizations are now increasingly becoming particular with organizational learning and therefore collective development. According to work life balance is beneficial not just for the organization itself but also to the individual employees. On the one hand, work life balance leads to improved profitability and produces more positive attitudes toward profit orientation, improves the job knowledge and skills at all levels of the organization, improves the morale of the workforce and helps the employees identify with organizational goals. On the other, work life balance benefits individual employees through helping them make better decisions and effective problem solving, assisting in encouraging and achieving self-development and self-confidence, helping an employee a person handle stress, tension, frustration, and conflict, increasing job satisfaction and recognition and moving the person toward personal goals while improving interaction skills	
2.2	CONCEPTUAL FRAMEWORK  
Various types of work life balance: Apply by [1981:350]           state clearly the types of training scheme that can be adopted for developing employee’s. He enumerated four (4) key popular element of training:
1. Skills training
2. Induction training
3. On the job training
4. Further education
2.2.1 INDUCTION TRAINING
The purpose of induction training is to introduce newly employed employees to her new job. Also to introduce them the thing concerning the organization, to which he is been employed, at the point everyone will look strange, the premises the people, training, rules, and regulation etc of the organization  it is not Advisable to have new employer gather information by chance because if it happens that way, it could lead to office accident
2.2.2	SKILLS TRAINING
The main purpose of this training is that they trainee will be able to do job with skill and understanding and reach a high level of productivity. It was observe that the idea of clerk or worker in the same level training each other has become an absolute method because it would not allow the other opponent employees (worker) to function as he suppose to because it will lead to teaching of indirect procedure and passing on a working habit.
2.2.3	ON THE JOB TRAINING 
Anybody that has just been taught new job no matter how rough is the beginner. He may have master the normal routine (qualification), but you will face some quares for some times, on the job training is seen as the most popular in some cases, the only form of training programmed used by some organization
2.2.4	FURTHER EDUCATION
 It is assumed that only approved training scheme would contain an element of further education. At least organization need to sponsor it’s employee’s or worker for further education, if possible two or three of it’s employee’s to obtain a higher class of qualification than before every year
 2.2.4	NEED FOR WORK LIFE BALANCE IN AN ORGANIZATION
	Before any organization can survive effectively, the employee (worker) in that organization will have to be well trained, and developed so as for them to work effectively achieve their goals and objective. 
As early said, the meaning of training and development, but to lara(1981) say development has a multi-decisional concept which encompasses more than financial and material aspect of people life and the process involving the organization re-orientation of the outline economic and social system. To david pormer(1981) training is a process whereby employee’s  are shown and taught the necessary rudiment(First step or stage) of a particular job to achieve physical fit for the job.
So therefore the need for work life balance in an organization are as fellow: 
1. Examine your situation. Think about what your most important values are and how you want to spend your time. ...
2. Manage other people's expectations. ...
3. Take care of your health. ...
4. Learn to say no. ...
5. Plan fun activities for your personal time.
2.3	THEORETICAL FRAMEWORK 
General human capital theories support the tendency towards investment in training  and development because such investment is considered very beneficial for the performance and productivity of employees, and performance of the organization as a whole. The research framework in this study is drawn graphically based on the grounds of literature review that the researcher has carried out. Here it is theorized that the independent variables, work life balance had a positive effect on the dependent variables performance and productivity of employees, and on performance of the organization as a whole.




















CHAPTER THREE
METHODOLOGY
3.1 	INTRODUCTION
	The term research methodology is used within the context of this research study describe all activities involved in the collection of all  necessary data and  information revered for the work, such as research population, sample, size, research design and method of administration of questionnaire, administration of data analysis and the research problems
3.2 RESEARCH DESIGN 
This study utilized the survey research design method and quantitative approach is used. For this purpose, structured questionnaires were used as the survey instrument. The quantitative research is that which tries to find answer to a question through analysis of quantitative data, i.e., the data shown in figures and numbers. Generally speaking, quantitative research gives the researches the opportunities to interact and gather data directly from their research participants to understand a phenomenon from their perspectives. In this case the logic of using this approach is to maintain real life references and phenomena regarding the impact of employees work life balance on employee’s performance and productivity. In addition to that the chosen method is known for its economies in terms of time and resources. Finally, the employment of quantitative approach is compatible with the study problems and its questions; and it enables the current study to reach and collect empirical evidence from a wider group of population.
3.3	POPULATION OF THE STUDY
[bookmark: _GoBack]According to [66], a “population” relates to the entire set of data that is of interest to the researcher, and the “target population” refers to the group of people or objects from which the sample should be taken. Because it is not feasible to collect data for the entire statistical population, a sample, which is a representative of the population, was drawn from the employees of transportation companies. Based on that, the target population is 420 people, and it includes all full time employees of the Jordanian private sector transportation companies located in the southern region of Jordan. The population comprises managers, technical officers, supervisors, administrative employee’s, secretaries, archives, accountants, logistics employee’s and office assistants, drivers and support employee’s were targets of the study.
3.4	SAMPLING TECHNIQUES AND SAMPLE SIZE
Sample size is referred to the appropriate number of respondents chosen for the study, and it is extracted from the total target population of employees working for these companies. From the above target population a sample of 60% of the respondents was selected from within each company in proportion that each company bears to the study population. Therefore, the sample size of the study reached to 254 respondents. This translates to 60% of the study population and has sufficiently surpassed the minimum threshold sample size of 10% suggested 30% is considered acceptable and a sample size of 30 (sampling at least 10% of the target population) for a small population as proposed
3.5	METHODS OF DATA COLLECTION 
For this case study on Seven-Up Bottling Company Plc, Ilorin, the primary method of data collection was the administration of structured questionnaires to employees across various departments within the plant. The questionnaires were designed to capture quantitative data on aspects such as work-life balance, employee performance, training, development, and productivity. Distribution was conducted both in-person and electronically to maximize participation and ensure a diverse representation of staff roles, including management, technical, administrative, and support staff.
In addition to the questionnaires, secondary data were sourced from company records, published reports, and relevant literature on the operations and management practices of Seven-Up Bottling Company Plc. These secondary sources provided context and supported the analysis of primary data, ensuring a comprehensive understanding of the company's processes and performance.
Ethical considerations were strictly observed throughout the data collection process. Participation was voluntary, confidentiality was maintained, and informed consent was obtained from all respondents.
3.6	INSTRUMENTS OF DATA COLLECTION 
Primary Data: primary data is collected through the use of well-structured questionnaire that contain relevant questions regarding training, development, employee performance, work life balance and productivity in these companies. The questionnaire used to allow the response of the respondents in a standard direct way, unbiased approach and objective oriented. The use of questionnaire provides the information to be presented in a numeric way. Despite of questionnaire method benefits; questionnaire method has several limitations, for example lackadaisical attitude of respondents, non-attendance and lack of cooperation.  This instrument of research is referred for external judgment to ensure validity. The questionnaire comprises five sections:  
Section(1): comprising eight(8) items seeking demographic data such as gender, age, nationality, education, occupational status or category, experience and income.  Section (2): consist of ten (10) items which sought to collect information about the impact of training methods on employees performance and productivity.   
Section (3): consist of twelve (12) items which sought to collect information about the impact of development methods on employee’s performance and productivity.   Section (4): consist of three (03) items requesting information about employee’s performance.  
Section (5): consist of eleven (11) items requesting information about employee’s productivity. 
SECONDARY DATA: secondary sources include all relevant available data that have been prepared, collected, and analyzed by others which include research publications, periodicals, essays, standard records, evaluation reports and other relevant documentaries.
3.7	METHODS OF DATA ANALYSIS
	This involved the use of statistical tools use in analysis of data collected. In research work the use of table analysis and sample percentage method adapted for method analysis and interpreted data from their inference will be drawn in the study. The formulary use in the analysis is shown below
SAMPLE PERCENTAGE METHOD
Frequency = the number if response x 100 
			Total response 		      1
The man and based instrument adapted the collection of data are questionnaire, interview, textbook, internet and use of other relevant document report made available by the respondent
3.8	HISTORICAL BACKGROUND OF THE STUDY
Seven-Up Bottling Company Plc, Ilorin, is a branch of one of Nigeria’s largest independent manufacturers and distributors of soft drinks. The company began operations in Nigeria on October 1, 1960, with its first product, 7 Up, and has since expanded its product line to include Pepsi, Mirinda, Teem, Mountain Dew, and other beverages. The Ilorin plant, located on Old Asa Dam Road, is one of nine state-of-the-art manufacturing facilities strategically positioned across Nigeria to ensure nationwide distribution and market coverage.
The company’s origins trace back to the El-Khalil family, who initially operated a transport business before diversifying into the soft drink industry to compete with established players. By the 1970s, following government indigenisation policies, the family focused entirely on bottling, leading to significant expansion during Nigeria’s oil boom. The Ilorin plant was established as part of this expansion, serving as a key hub for production and distribution in the central and northern regions.
Today, Seven-Up Bottling Company Plc, Ilorin, is recognized for its role in providing employment, supporting local economies, and maintaining rigorous quality control standards in beverage manufacturing. The plant encompasses various departments, including production, quality control, water treatment, and logistics, all working together to deliver safe and high-quality products to consumers across Nigeria.

















CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION OF FINDINGS
4.1	INTRODUCTION
	The aim of this chapter is the presentation of data analysis adducing research carried out the data where properly analysis of ensure meaningful information.
	The data analysis where styreifly base on responses from the respondents who are admitted in the questionnaire,. They are arranged in tabular from and writhen percentage for better interpretation and conclusion.
4.2 	PRESENTATION OF DATA
	This chapter present the research find and also analysis the data collect through the use of questionnaire at the end of research would be tested.
	This data will be presented for test and easy comprehension already indicated in chapter three
4.3	 ANALYSIS OF DATA
	A total number of surety (70) questionnaires were distributed but only fifty where respond need and retuned. Back
QUESTIONNAIRE DISTRIBUTED 
Question one: what are the advantages of training and development.
TABLE 1
	OPTION
	RESPONDENT
	PERCENTAGE

	Enhance  efficiency 
	7
	14

	Increase productivity 
	25
	50

	Create job satisfactions
	15
	30

	Result in sense belong
	3
	6

	Total
	50
	100


      Source: field survey (2025)
 From above the table it could be seen that seen (7) respondent (14%) agreed that advantage of work life balance enhance efficiency 15 i.e (30%) are in the view that work life balance create job satisfactions, three respondent result in the sense of belonging of the worker 3 i.e (6%) while 25 i.e (50%) accepted that work life balance increase productivity this implies that the percentage of increase s productivity supersede other. The worker of the company should be trained.
QUESTION TWO:  analysis on why employees are not willing to
TABLE 2  
	OPTION
	RESPONDENT
	PERCENTAGE

	Lack of revere adu background  
	30
	60

	Family
	10
	20

	Believe in work experience  
	10
	20

	Total
	50
	100


Source: field survey (2025)
	It is obvious for above the table that 30 i.e (60%) respond in the option that worker refuse to attend training programme due to lack of required educational background 10 i.e (20%) respond are also of the view that worker do not want to attend training because of their family conduction, while 10 i.e (20%) as us that worker refuse to attend training programme due to the leave that work experience is better that training which means that they like that to go for training and acquire more knowledge.
QUESTION THREE: dose the company realized their employee’s performance
	OPTION
	RESPONDENT
	PERCENTAGE

	Agreed
	35
	70

	Do not agreed
	15
	30

	Total
	50
	100


Source: field survey (2025)
	From the above shows that is i.e (30%) respondent disagreed that the company does not released their employees for training while 35 i.e (70%) agreed that employees are released to go for training in the profession.
	This implies that the company should released their employees for training in order to improve in their performance
QUESTION FOUR: is the any budgetary allocation for work life balance in the company 
TABLE FOUR     
	OPTION
	RESPONDENT
	PERCENTAGE

	Agreed
	45
	70

	Do not agreed
	5
	30

	Total
	50
	100


Source: field survey (2025)
From the above 45 i.e (70%) agreed that there is budgetary allocation for work life balance while 5 i.e (30%) disagreed that there is no budgetary  allocation for work life balance in the company. Those that disagreed show that they does not consider work life balance as something useful to the progress of the company. But the majority carried the vote.
QUESTION FIVE: dose the company resaves enough employee’s for work life balance 
	OPTION
	RESPONDENT
	PERCENTAGE

	Agreed
	46
	92

	Do not agreed
	4
	8

	Total
	50
	100


Source: field survey (20121)
	From the, 46 i.e (92) of the worker agreed that the company has specialist that carry out this programme due to the fast that work life balance her ease productivity in the company and the specialist will train them according to the required objective of the company while 4 i.e (8%) disagreed with this 
Question seven: dose the productivity of the company depend on its well trained employee’s (worker) 
TABLE SEVEN 
	OPTION
	RESPONDENT
	PERCENTAGE

	Agreed
	48
	96

	Do not agreed
	2
	4

	Total
	50
	100


Source: field survey (2025)
	From the table above if shows that 48 i.e (96%) agreed that the increase productivity of the company depends on it well trained employee’s while 2 i.e (4%) disagreed. This impel that the productivity of the company depend on its well trained employee’s from the percentage show.

4.4	TESTING IF HYPOTHESIS
	Hypothesis testing has to do with the preliminary analysis planning; the purpose of hypothesis testing is to determine the accuracy of your hypothesis due tit e fact that you have elected accurate data, not censure.
	Training on worker performance in an organization n is a means of checking out ion its capability that is that the worker is capable of contribution positively to the success of the organization he or she find him or herself.
	Training is nay organization, must be 100% an at least every employee must presses 80% of it order to be able work perfectly to the progress of such organization secondary it is also systematic process by which employees lean skill, knowledge abilities or attitude to further organization and personal goals. These include training in service on the job exchange programmed, oversea training et. 
Hypothesis testing on the impact of training on employee’s performance in an organization is as follow
1. To determine promotion among in a organization
2. To spate the service employee’s from the weak ones
3. To separate the superiors and the imperious in an organization 
4. To know what is expected of the to do 
5. To know the employee’s that is qualifies to handle a specified spot 
4.5	DISCUSSION OF FINDINGS
	The little of this project is the impact of work life balance on employee’s performance that purpose of the study is to ascertain the importance types and strategies of work life balance which will produce insight that place a real economic value training effect is an organization
	The issue introduce training impact evaluation (TIE) the process is designing to help the organization indentify and strengthen the link between training and employee’s performance it describe the benefit of conducting a training impact evaluation the evaluation process.
	The issue offers practical suggestion for collecting analysis and interfering data on trainee performance in the organization it can conclude and suggest four ways that the organization can sue the information to make cares and to seek management solution to performance problem






CHAPTER FIVE
SUMMARY AND CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY OF FINDINGS 
	This study is mainly concerned with the analysis of the impact of work life balance on employee’s  performance as further examine statement of the problem, objective of research employee’s, research question and scope of the study limitation of the study and definition  of term
	The method and source used in gathering the data that research work involved the sue questionnaire, it specifies the use of questionnaire for the collecting of primary data from the respondents, furthermore, the purpose of their research work is to assist organization to achieves their state of goals and object.
	Considering the various question asked on the impact of training on employee’s performance in an organization it was realized that it is very essential and important to undergoing training before accruing any job, so as to have a wide scope or experience in any organization we our selves 
5.1	CONCLUSION
	In conclusion, one can say that there is great impact in work life balance on employees performance in an organization but to be able to achieve this, there method is used in collecting information and fact were adopted. I used secondary source of data to carry out the option of employees in Seven Up Bottling company and I also make use of the library to build this data as well.
	There is a general feeling that training program improves employee performance motivation and job satisfaction. From the various scholar points of view, there is need to correct evaluation of training program before member of employee’s in an organization are sent on training program.
	In addition, the increase in productivity of the organization has been improved time without numbers: This is simply achieved through the role of the employees training has played in the organization.
	Lastly, from the analysis in chapter four above started point, the individual organization should not hesitate in encourage the work life balance of employee’s purposely be encourage increase in the volume of sales and profit margin to the organization. The management should make sure that it employee are well trained and developed and identifying the employee’s that need training and arrange for it at the right time.
5.2	RECOMMENDATIONS
1. 	In view of the above, it his therefore, imperative that work life balance be given priority in all establishments.
2. 	Every employee should be given equal opportunity of selected for work life balance may not be over emphasized the policy will state the rules involved in selecting and sponsoring employees for training. And also, when there is a separate will be less delay in sending trainees for programmed.
3.	A career guidance and counseling unit should be established with the work life balance for free counseling of employee’s.
4.	The accomplish should systematically evaluate its training activities because most of the employees pointed that the training given were not continue.
5.	Provision of incentive after training should be made a rule of routing since morning as been noted to a project incentive for employees.
6.	If there is automatic pay increase to officers who want on courses the other employee’s member who have not benefited who be motivated to go training.







REFERENCES
Adedo M.A (1954) Foundations in management (concept and theory) Ilorin olad publishers
Beckard R. (1969) The managing of organization free press
Bertain cross (1964) Organization development strategies and model, Addison Wesley
Cole G.A (1985) Personnel management theory and practice d.p publication Nigeria limited
Cumming E.L (1999) The theory and practice of  personnel management
Dracker P.F (1964) The practice of management new York happer and row publishers
David E.L (1999) The theory and practice of personnel of management in Nigeria
Ejeh W.A (2010) Handbook principle of human resources management (pad 213)1st edition
Handy C.B (19776) So you want to change your organization
Ilesanmi, A.O. (1977) Modern management Lagos Ferpsory limited
Legge K (1978) Power innovation and problem solving in personnel management me grew hill.
Max Taylor (1987) Coverdale on management Williams human limited London
Pettigrew A (1973) The polities of organization decision making tavistock
Randall and Schuler management in strdbell
Williams F conventary (1992) Management made simple published by William limited London
Weber M (1974) The theory of social and economic organization the free press.

















QUESTIONNAIRE
Please tick ( √ ) the provided or write briefly where necessary.
1. Sex:	(a) Male (    ) (b) Female (    )
2. Age (a) Below 20 Years (   )
(b) 20 – 29 years (   )
(c) 30 – 39 years (   )
3. Marital status (a) single ( )
(b) Married  )
(c) Divorce (    )
(d) Widow (   )
4. How long have you been working in your organization
(a) below 2 years (    )
(b) 2-5 years (    )
(c) 6-10 years (    )
(d) above 10 years (     )
5. Education qualification (a) WASSCE/GCE/NECO (   )
(b) OND/HND (    )
(c) BSC/M.Sc/pho (    )
(d) others
6. Department: (a) Production (    )
(b) Administrative
(c) Purchasing (    )
(d) Other (    )
7. Department (a) Production (    )
(b) Administrative (    )
(c) Purchasing (   )
(d) Laboratory (    )
(e) Warehouse
8. Employee’s category: (a) Junior (    )
(b) Senior
9. Does work life balance contribute to employee’s performance? (a) Yes   (   )   (b) No      (       )
10. Does the organization need trained and developed employee’s? (a) Yes     (   )   (b) No (       )
11. Does the trained employee’s have many advantages over the untrained once? (a) Yes     (   )   (b) No      (       )
12. Does the organization depend on its well trained employee’s? (a) Yes  (   )   (b) No      (       )
13. Does the organization often make provision for the training of its employee’s? (a) Yes     (   )   (b) No      (       )
14. What are the advantages of training and development? (a) Yes  (   )   (b) No (       )
15. Does the companyrealize their worker for training? (a) Yes     (   )   (b) No      (       )
16. Does the companyresave enough employee’s for training and development? (a) Yes     (   )   (b) No      (       )
17. Does the productivity of the company depend on its well trained employee’s (worker)? (a) Yes     (   )   (b) No      (       )

