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CHAPTER ONE
1.0 INTRODUCTION
1.1BACKGROUND OF THE STUDY 
Research has shown that work and home (or family) are the two most important domains in the life of an employed individual (Kofodimos, 1993; Lewis and Copper, 1995; Greenhaus, Collins and Shaw, 2003). While some many argue that we realize ourselves through work being able to self-actualise attaining unto the very zenith of our chosen career, a truly all encompassing self actualisation however, will integrate both our work and life (family, personal life, community service). When an individual is thus employed in an organisation, he does not give up his life in exchange for work rather he attempts to maintain a balance between them. This balance is necessary for a healthy life. work-life balance means bringing work, whether done on the job or at home, and leisure time into balance to live life to its fullest. It doesn't mean that you spend half of your life working and half of it playing; instead, it means balancing the two to achieve harmony in physical, emotional, and spiritual health. Concern about integrated work-life balance emerged in the 1970’s, when more women entered the work-place.  At this point the matter was seen as women’s problem and social problem.  In the late  1980’s human resource practitioners presented this area of employment policy as a potential business issue (Frame and Hartog, 2003). Social forces have altered the needs of both employees and employers.
In the past, two-parent households typically supplied a male to the workforce and a female caregiver to the home. Today, the number of traditional two-parent households has decreased. Extended families are often too geographically dispersed to help with child and elder-care and the costs of preparing children for professional success and nursing infirm have increased sharply. As a result, employees’ family-related financial, temporal and social burdens have increased dramatically (Greenblatt, 2002).
Competing and multi-faced demands between work and home responsibilities have assumed increased relevance for employees in recent years, due in large part to demographic and workplace changes, such as: a greater numbers of women in the workforce (dual-career couples), transformation in family structures (a rise in the number of single parents), a growing reluctance to accept the longer hours culture, the rise of the 24 per 7 society, and technological advancements. In response to these changes and the conflict they generate among the multiple roles that individuals occupy, organizations are increasingly pressured to design various kinds of practices, intended to facilitate employees' efforts to fulfill both their employment related and their personal commitments. The way of how work-life balance can be achieved and enhanced is an important issue in the field of human resource management and has received significant attention from employers, workers, government, academic researchers, and the popular media. (McPherson and Reed 2007, 13).
Despite the popularity of work-life conflict as a topic of academic and practitioner debate, and the mounting prevalence of work-life balance practices (a.k.a. family-supportive or family-friendly policies) in organizations around the world (Kersley et al., 2005; ), research on the organizational effects of such practices is not well integrated. Today, work-life balance have become the subject of wide disciplines ranging from psychology to sociology, from management of human resources to organizational behavior. The reason for such interest is due to the fact that almost everyone has a problem of work-life balance. Competing and multi-faced demands between work and home responsibilities have assumed increased relevance for employees in recent years, due in large part to demographic and workplace changes, such as: a greater numbers of women in the workforce (dual-career couples), transformation in family structures (a rise in the number of single parents), a growing reluctance to accept the longer hours culture, the rise of the 24 per 7 society, and technological advancements. In response to these changes and the conflict they generate among the multiple roles that individuals occupy, organizations are increasingly pressured to design various kinds of practices, intended to facilitate employees' efforts to fulfill both their employment related and their personal commitments. The way of how work-life balance can be achieved and enhanced is an important issue in the field of human resource management and has received significant attention from employers, workers, government, academic researchers, and the popular media.
1.2	STATEMENT OF THE PROBLEM
Inadequate work life balance is a problem that poses a big risk to workers well being, their performance as well as the organizational performance. Many employees often have difficulties in attempting to balance employment responsibilities with their social life. Competing demands between work and home have assumed increased relevance for employees in recent years, due to demographic and workplace changes such as rising numbers of women in the labour force, an ageing population, longer working hours, and more sophisticated communications technology enabling near constant contact with the workplace. In response to these changes and the conflict they generate among the multiple roles that individuals occupy, organizations are increasingly pressured to implement work practices intended to facilitate employees' efforts to fulfill both their employment-related and their personal responsibilities. The way of how work-life balance can be achieved and enhanced is an important issue in the field of human resource management and has received significant attention from employers, workers, government, academic researchers, and the popular media. Kabarak University is not an exception and it is against this background that the researchers felt that a research on effects of work life balance on employees performance at 7up bootling company plc Ilorin would be of essence.
1.3 RESEARCH QUESTION 
1. What are the effects of work-life balance on employees performance in 7up bottling company plc Ilorin?
2. What are the effects of work-family priorities conflict establishment on employees performance in 7up bottling company plc Ilorin?
3. How does employee assistance programs affect employees performance in 7up bottling company plc Ilorin?
1.4 OBJECTIVE OF THE STUDY 
i. To explore the effects of work-life balance on employees performance in 7up bottling company plc Ilorin as a case.
ii. To establish the effects of work-family priorities conflict on employees performance in 7up bottling company plc Ilorin.
iii. To determine how employee assistance programs affect employees performance in 7up bottling company plc Ilorin.
1.5 RESEARCH HYPOTHESES
i. H1: work-family priorities conflict have significantly affect employee performance in 7up bottling company plc Ilorin.
H0: work-family priorities conflict does not have significantly affect employee performance in 7up bottling company plc Ilorin.
ii. Hi: work-life balance have effect employees on performance.
Ho: work-life balance have no effect employees on performance.
iii. Hi: employee assistance programs affect employee performance.
Ho: employee assistance programs does not affect employee performance.
1.6 SIGNIFICANCE OF THE STUDY
Results of this study will be utilized by 7up bottling company plc Administration and Human Resource Departments to establish the effects of work life balance on the performance of employees. The study will help employees to understand matters of work life balance and how it affects or affected them either positively and negatively. Scholars of Human Resource Management will gain insight into effects of work-life balance and how it affects the performance of their organizations.
1.7 SCOPE OF THE STUDY
The research focused on the effects of work life balance on the performance of employees of 7up bottling company plc Ilorin.. The sample of the study comprised of 70 respondents.
1.8 DEFINITION OF TERMS
Work life balance: is the term used to describe the balance that an individual needs between time allocated for work and other aspects of life. Areas of life other than work-life can be, but not limited to personal interests, family and social or leisure activities.
Employee: is a term for workers and managers working for a company, organization or community. 
Performance: are behavioral roles that are recognized in job descriptions and by remuneration systems.
Organization: it is an arrangement that from a cooperate entity for the purpose of getting things done.
Employer: he is the one who employs other because of his possession of men of a production.







CHAPTER TWO
2.0 .LITERATURE REVIEW
2.1 INTRODUCTION
This chapter summarizes the information from other researchers who have carried out their research in the same field of study. The specific areas covered here are: theoretical review, theoretical framework, conceptual review, conceptual framework, summary of literature review and research gaps of effects of work-life balance on the performance of employees.
2.2 CONCEPTUAL FRAMEWORK
2.2.1 Work Family Conflict and Family Life Balance
Work and family are most important parts in human life that are not easily separated. When trying to balance between the work and family, the employees often end with conflict and dilemma in giving priority to both career and family. The incompatible of demand between career and family seem to create a personal pressure to the employees. More often than not, conflict tends to create pressure to the employees as they try to balance the two roles that need to be performed simultaneously. The last decades have seen dramatic changes in family life, including increases in dual-earner households and single-parent families as well as greater numbers of employed adults who are also caring for elderly or infirm relatives (Neal & Hammer, 2007), that mean many employees are simultaneously juggling paid work and unpaid family work.
Work–family conflicts are a common source of stress and have been linked to employees’ health and family functioning, as well as labor market decisions and fertility decisions (Gornick & Meyers, 2003). Stress has the implications for the individual as well as the organization and it can no longer be considered merely as the individual manager’s problem (Menon and Akhilesh, 2007). It is now generally accepted that prolonged or intense stress can have a negative impact on an individual’s mental and physical health. When trying to balance work and family responsibilities, many workers experience conflict between these two roles (Day and Chamberlain, 2006). Work – family conflict has been defined as a mutual compatibility between the demands of the work role and demand of the family role. Juggling work and family responsibilities is a common experience for many employees. Although engaging in both work and family roles can have positive effects for individuals, but if workers are unable to balance the responsibilities associated with both roles, the potential for conflicts between roles increases (Frone, Russell and Cooper, 2010).
In the work setting, (Rees, 2005) found that women encounter more stress as compared to men. The main reason is women have to balance their responsibilities towards their work and family. While Carnicer et al., (2004) have found that gender is not a significant variable to explain work-family conflict. As the consequences of work – family conflict, De Janasz (2007), found that the conflict of work and family may lower job satisfaction and it may decrease the organizational commitment. In order to overcome the work – family conflict, Boyar et al (2008) suggested that organizations can work to reduce work family conflict by adopting family-friendly programs that help employees balance work and family demands. Specifically, their study implies that organizations should find ways to hold constant or reduce perceptions of work and family demand, along with other direct antecedents of work interfering with family and family interfering with work.
2.2.2 Employee Assistance Programs
Employee assistance program can be defined as work-based intervention program designed to identify and assist employees in resolving personal problems (e.g., marital, financial or emotional problems; family issues; substance/alcohol abuse) that may be adversely affecting the employee’s performance. Employee assistance program plans are usually 100% paid by the employer and can include a wide array of other services, such as nurse lines, basic legal assistance and referrals, adoption assistance or assistance finding elder care services. Employee assistance services can be made available to not only the employee but also to immediate family members or anyone living in their home. (SHRM, 2015). Employers are recognizing that a wholistic approach to wellness results in a happier, more productive employee. According to the Employee Assistance Professionals Association, an employee assistance program "utilizes specific core technologies to enhance employee and workplace effectiveness through prevention, identification, and resolution of personal and productivity issues.
An employee assistance program, typically consists of a group of professionals, such as lawyers, therapists, counselors and financial experts, who contract with an employer to provide advice and guidance to employees. EAPs help them address personal, non-work issues, and concerns that could possibly affect their work life. Employee assistance programs (EAPs) began in the 1940s by providing employee services that primarily focused on the affect of alcohol use and abuse on job performance. Over time, this emphasis was broadened to include other personal issues that negatively affect job performance. Tremendous growth in EAP services began in the early 1970s. During that period, EAPs helped employers address a growing list of employee concerns and proactively deal with workplace problems that could lead to violence, physical and mental health issues or declining morale among workers. Today, the vast majority of Fortune 500 companies offer EAPs that deliver a variety of health and productivity services to improve organizational performance, as well as assist individual employees and their dependents. (Attridge, 2005).
Worsening health status and stagnating productivity are major concerns of large employers nationwide. Some employers are experiencing alarming increases in absence rates due to the growing number of claims for short- and long-term disability and Family Medical Leave (FML). 2 Stress is a major concern for employers and managers, and mental health and substance-use conditions continue to be a leading cause of illness and lost productivity for most employers. According to Roman (2005), factors such as mental health conditions, sleep problems, mental health stigma and substance use and abuse affect business performance by reducing productivity and increasing both planned and unplanned absences. Many of these factors are either preventable or modifiable. While stress is known to affect productivity, few employers have found successful strategies to reduce the negative effects of chronic stressors. Many employees experience damaging levels of stress due to problems they experience in their home or work lives.
Today’s workforce faces many new causes of stress, including the economy, long commutes, the time and energy required to care for ailing parents or young families and the availability of new technologies that blur the line between work and home. Furthermore, common behavioral health conditions such as depression can negatively affect productivity. Depression itself can be life-threatening, but it may also increase an individual’s risk for developing common medical conditions such as heart disease. Two decades of research show that persons with depression are at a greater risk for developing heart disease than healthy persons. Left untreated, depression may have a negative impact on comorbid (co-occurring) disease outcomes and reduce an individual’s ability to comply with treatment. (Rees, 2005).
Financial Problems Financial problems affect people in various walks of life. Not only isthe family life effected but financial problems affect productivity in the job market also. A worker with financial problems experiences lack of concentration resulting in poor quality or quantity of work, fatigue due to stress, becomes more accident prone and exhibits higher grievance rates (Bailey, 1986). Lower output and the tendency to default requires companies to spend more in the way of transactions, benefit costs, and medical costs. Estimates of the effects of financial problems have been based on records of the numbers of people in the workforce who have sought employee counseling, and the percentage of these who had financial problems. Cambridge (2005) suggests that 10% is a conservative estimate of the proportion of employees in the workplace with financial difficulties affecting productivity. This estimate comes from a company providing well above national average pay and benefits. Another research report was that personal financial problems affected nearly one-third of America’s corporate workforce performance (Hendrix et al., 2007). The relative importance of financial problems contributing to lowered productivity can be documented by its rank with other problems of those who seek counseling. The disentanglement of financial problems from other problems is difficult. One such report of those who had problems with alcohol or drug affecting productivity, related problems were financial - 35%, legal - 55%, worker compensation claims - 12%, and accident or sickness claims - 14% (Cambridge, 2005).
2.2.3 Worklife Balance and Employee Performance
Interference between work and non-work responsibilities has a number of negative outcomes that have been well established in the literature. In terms of job attitudes, employees reporting high levels of both work-to-life and life-to-work conflict tend to exhibit lower levels of job satisfaction and organizational commitment. Behavioural outcomes of both directions of conflict include reduced work effort, reduced performance, and increased absenteeism and turnover (Greenhaus, Collins, Singh, & Parasuraman, 1997). Both work-to-life and life-to-work conflict have also been associated with increased stress and burnout cognitive difficulties such as staying awake, lack of concentration, and low alertness, and reduced levels of general health and energy. While the majority of work-life balance research focuses on employees' family responsibilities, there are also a number of studies that recognize commitments to friends and community groups, expanding the affected population to virtually all employees (Tausig & Fenwick, 2001). The implications for organizations are clear: work-life conflict can have negative repercussions for employee performance.
According to the business case as espoused by many firms and government bodies, these costs to organizations can be avoided by implementing programs to help employees manage their work-life conflict ( Human Resources and Social Development Canada, 2006). This view proposes that work-life balance practices will assist employees in balancing their work and family demands, which can in turn lead to enhanced employee productivity and significant business improvements. By enabling employees to schedule their time in order to better balance competing demands from work and from home, and by helping employees to procure third-party assistance with caregiving responsibilities, such practices are intended to reduce or eliminate levels of work-life conflict, and thereby augment employee performance and organizational effectiveness.
Conceptual framework is a visual diagram that captures the main things to be studied that is the key factors, concepts, or variables and the presumed relationships among them. The Conceptual framework assisted the Researcher in developing an understanding of the situation under investigation. The research project utilized conceptual framework illustrated in fig. 2. 1.
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Employee performance was conceptualized as being dependent variable. The Effects like work-family priorities conflict and employee assistance programs were conceptualized as the independent variables. This means that employee performance and work life balance play a key role in the employees working life. Also work-family priorities conflict and employee assistance programs affect the employee performance.
2.3 THEORETICAL FRAMEWORK
The Demand–Control Model by Karasek (1979) points out that job demands and job control jointly predict the occurrence of individual mental strain. Based on comparative empirical findings, the causal relationship between job characteristics and strain outside the work-sphere is furthermore essential to the model. Karasek (1979) however implicitly acknowledged a wider range of demands and resources. Accordingly, the JobDemands–Resources Model (Bakker and Demerouti, 2007; Demerouti et al., 2001) claims that demands and resources determine job-related stress. Although the Job Demands–Resources Model exclusively refers to work-related demands and resources – given the bi-directional nature of work–family conflict – a conflict occurs if demands from the family and/or the work sphere compete with and exceed individual resources.
According to Greenhaus and Parasuraman (1999), a high level of involvement in unpaid work leads to a high level of conflict in paid work. Similarly, previous research revealed that children in the household – inducing higher family demands – are associated with a higher level of conflict (Crompton and Lyonette, 2008; Greenhaus and Parasuraman, 1999), particularly for women (Hennig et al., 2012). Martinengo et al. (2010) reveal that younger children – who demand more time – are predictors of family to-work conflict. As women still tend to be more responsible for childcare than men (Sayer, 2010), regardless of hours worked in paid employment, they work a second shift at home (Asher, 2011; Hochschild, 2003). Thus, household and family responsibilities are family demands which potentially increase the family-to-work conflict. The work-related demand that is most often discussed is the number of working hours, possibly causing work-to-family conflict.
Long working hours limit the time resources for one’s private life (Chung, 2011; Golden and Wiens- Tuers, 2006; Jacobs and Gerson, 2004; Tausig and Fenwick, 2001), while shorter working hours and parttime employment might contribute to a better work–life balance (Bonney, 2005; Crompton and Lyonette, 2008). In a European comparative study, Fahlén (2012) discovers that shorter working hours reduce conflict in both directions; that is, home-to-work and work-to-home. Related to high work demands, job position/level (Crompton and Lyonette, 2008; Steiber, 2009; Tausig and Fenwick, 2001) and educational level (Hofäcker and König, 2013; Jacobs and Gerson, 2004) were also found to increase work–life conflict. Downloaded from wes.sagepub.com at Kabarak University Library on July 1, 2015 4 Work, employment and society An essential aspect of Karasek’s (1979) Demand–Control Model is that control may buffer job demands.
Along the same line of reasoning, Bakker and Demerouti (2007), Bakker and Geurts (2004), Demerouti et al. (2001), Parasuraman et al. (1996) and Pocock (2005) interpret individual temporal, spatial and organisational control over the work sphere as a job resource. Relating individual control to work flexibility, Hill et al. (2008: 152) defined workplace flexibility as ‘the ability of workers to make choices influencing when, where, and for how long they engage in work-related tasks’. Thus, individual flexibility can be seen as a job resource since flexibility allows control over devoting resources to one or the other life spheres. This in turn decreases the likelihood of negative interference. Control in this context can have a buffering effect on job-related demands such as long working hours.





CHAPTER THREE
3.1 INTRODUCTION
The chapter gives summary information regarding the methodologies and procedures that were adopted and used in the study. It describes the research design, target population, sample design, data collection procedures and methods that were utilized for analyzing the data.
3.2 RESEARCH DESIGN
The research technique that was used was descriptive design and specifically case study. A descriptive research design was considered as the appropriate research design since it was a more appropriate strategy for answering research questions which the researcher have no control over the events. Descriptive technique was used because it enables to acquire a lot of information of the area under study, descriptions were used as an indirect test of a theory or model and some behaviors or situations could not be studied in any other way. Descriptive studies present data in a meaningful form thus help to understand the characteristics of a group in a given situation. The study was conducted at the 7up bottling company plc Ilorin.
3.3 POPULATION OF THE STUDY 
The group of people selected in the sample of the study includes the students, traders, and the general consumers of Nigeria Bottling Company’s product in Ilorin. The reason for studying this group of people was because of their awareness and exposure to Nigeria Bottling Company’s products.

3.4	SAMPLING SIZE AND SAMPLE TECHNIQUES
	Sampling is a process or method that can be used to select representation from the population. This representative must stands for all the element in the population in terms of characteristic, features and strength etc. with due consideration to the topic of this write up the researcher use random sampling method for the investigation.
	The method was particularly chosen to enable the investigation describe the characteristics of respondents with respect to their occupation, sex, marital status, level of income etc.
	Furthermore, the approach also aided by the respondents.
	However, it is costly or impossible to sample the whole population or even a substantial part of it to achieve satisfactory precision. For the study and for convenience one. fifty   (50)were administered but fifty  (50) questionnaires were returned, which all the analysis were based upon.
3.5 METHOD OF DATA COLLECTION
In this research, primary data was collected through administration of a questionnaire. The questionnaire was divided into various sections to adequately cover the objectives of the study. It further consisted of close ended and structured questions. The structured questions provided a set of answers from which the respondents chose the appropriate answers. Bryman and Bell (2003), explains that a self administered questionnaire is the only way to elicit self report on people’s opinion, attitudes, beliefs and values.
3.6          METHOD OF INSTRUMENTS ADMINISTRATION
	In administering the questionnaire, the researcher purposively selected only those that could read and write while the interview was conducted with those that have the knowledge in importance in communication.
3.7	METHOD OF DATA ANALYSIS
	The presentation and analysis techniques used in analyzing the data are tabulation and percentage method. These techniques were chosen by the researcher for ease of illustration of the tabulated data.
3.8	HISTORICAL BACKGROUND OF NIGERIA BOTTLING COMPANY
	Nigeria Bottling Company came into existence on 8th May 1886, Late A.G Leventis founded the company and was the first in this country to be offered franchise by an international “Soft drink firm”. The first plant which was sited in Lagos went into operation in March 1953. Coke was the first soft drink to have its own designed shaped bottles, which was different from the company, went public by the issue of 372,500 ordinary shares of 50kobo each. This was in compliance with the Nigerian Enterprise promotion Decree of 1972.
Some years after the Ibadan plant was opened (through later shut down due to non-availability of good water in Ibadan metropolis) that of Port Harcourt was established and many others followed of which Ilorin plant came into existence in April 1979 so as to be able to meet the demands of the customers in the region. Ilorin plant was mainly established to meet the needs of the people in Bida, Jebba, Ogbomosho, Okene, Osogbo, Kontagora, Ijagbo, Offa, Lokoja and Ilorin metropolis. The plant has 8 managers.
The ranges of soft drink bottled by Nigerian Bottling Company Ilorin plant include Fanta Orange, Coke, Sprite, Krest, Bitter lemon, Ginger Ale and Eva water. In terms of sales the company enjoys a wide acceptance of its products.
Quality is the key word which determines the success of the whole operation only the best ingredients are used for the making of their soft drinks and sophisticated washing and filling equipment have been installed at all part. Extremely high standard of hygiene are maintained are maintained to ensure that tip quality product reach their customers. Ranging Nigeria Bottling Company as a whole its performance is highly appreciated.









CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	INTRODUCTION 
	This chapter deals with the analysis of the data obtained from respondents through questionnaire. The data are presented in the table below and percentage used for distribution. 
	This section is divided into sections; section one has to do with presentation of data based on questionnaire and section two deals with testing of the relevant hypothesis.
	For the purpose of data collection hundred (60) questionnaires were administered to consumers of NBC product, fifty (50) were appropriately completed and returned.
	Therefore, the findings of the study were base on the fifty (50) respondents. 
4.2	PRESENTATION OF DATA IN ACCORDANCE WITH THIS RESEARCH QUESTION 
4.1	QUESTION 
Analysis of Respondent Bio-Data
Table 4.1: Age Distribution 
	Age Groups  
	Frequency 
	Percentage (%)

	21-30
	14
	28

	31-50
	26
	58

	41 and above 
	10
	20

	Total 
	50
	100


  Source: Field Survey, 2025
	The table shows the age distribution of respondents, majority are within 21 and 40 years which account for 78% of the total population. 
Table 4.2: Sex Distribution 
	Sex   
	Frequency 
	Percentage (%)

	Male 
	35
	70

	Female 
	15
	30

	Total 
	50
	100


  Source: Field Survey, 2025
	The table shows that 64% of the respondents are single while 30% of them are married. 
Table 4.3: Academic Status of the Respondents 
	Education Qualification   
	Frequency 
	Percentage (%)

	School certificate  
	4
	8

	OND/NCE/DIP/SC
	10
	20

	B.sc/HND/BA
	24
	48

	MSC/MBA/PHD 
	12
	24

	Total 
	50
	100


  Source: Field Survey, 2025
	The table shows the educational distribution of the respondent, 48% at the population are B.sc/HND/BA holder, also 24% are MSC/MBA/PHD; 20% are OND/NCE/DP/SC while 8% are school certificate holders. 
SECTION B
Question 1: Work and family priorities conflict
Table 4.4 work-life /work-family conflict is an important source of stress and family conflict
	Responses
	Frequency
	Percentage 

	Agree 
	40
	80%

	Undecided 
	5
	10%

	Disagree 
	5
	10%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.4 indicates that majority of the respondents (80%)  agree with the statement t work-life /work-family conflict is an important source of stress and family 10% were not sure while the remaining 10% disagree with the statement.
Table 4.5 Work family conflicts is linked labour market decisions
	Responses
	Frequency
	Percentage 

	Agree 
	43
	86%

	Undecided 
	3
	6%

	Disagree 
	4
	8%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.5 indicates that majority of the respondents (86%)  agree with the statement t Work family conflicts is linked labour market decisions 6% were not sure while the remaining 8% disagree with the statement.
Table 4.6 Work outcomes like labour dissatisfaction, high turnover intention and low productivity and lack of commitment are related to misplaced work family priorities
	Responses
	Frequency
	Percentage 

	Agree 
	45
	90%

	Undecided 
	3
	6%

	Disagree 
	2
	4%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.6 indicates that majority of the respondents (90%)  agree with the statement Work outcomes like labour dissatisfaction, high turnover intention and low productivity and lack of commitment are related to misplaced work family priorities 6% were not sure while the remaining 4% disagree with the statement.
Table 4.7 Balanced Work – Family Priorities lead to a motivated workforce and high employee morale
	Responses
	Frequency
	Percentage 

	Agree 
	47
	94%

	Undecided 
	2
	4%

	Disagree 
	1
	2%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.7 indicates that majority of the respondents (94%)  agree with the statement Balanced Work – Family Priorities lead to a motivated workforce and high employee morale 4% were not sure while the remaining 2% disagree with the statement.
Table 4.8 Work life conflict is a major source of stress to me
	Responses
	Frequency
	Percentage 

	Agree 
	43
	86%

	Undecided 
	2
	4%

	Disagree 
	5
	10%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.8 indicates that majority of the respondents (86%)  agree with the statement Work life conflict is a major source of stress to me 4% were not sure while the remaining 10% disagree with the statement.
Table 4.9 Work-life/Work family impairs my overall well-being
	Responses
	Frequency
	Percentage 

	Agree 
	28
	54%

	Undecided 
	8
	16%

	Disagree 
	14
	28%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.9 indicates that majority of the respondents (54%)  agree with the statement Work-life/Work family impairs my overall well-being 16% were not sure while the remaining 28% disagree with the statement.
Table 4.10 Work life takes all the time during the day that I do not have time for my family
	Responses
	Frequency
	Percentage 

	Agree 
	21
	43%

	Undecided 
	10
	19%

	Disagree 
	19
	38%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.10 indicates that majority of the respondents (43%)  agree with the statement Work Work life takes all the time during the day that I do not have time for my family 19% were not sure while the remaining 38% disagree with the statement.
Question 2: Employee Assistance Programmes
Table 4.11 Health programs keeps me contributing at work
	Responses
	Frequency
	Percentage 

	Agree 
	35
	70%

	Undecided 
	5
	11%

	Disagree 
	10
	19%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.11 indicates that majority of the respondents (70%)  agree with the statement Health programs keeps me contributing at work 11% were not sure while the remaining 10% disagree with the statement.
Table 4.12 Support in family situation increases my loyalty to the company
	Responses
	Frequency
	Percentage 

	Agree 
	33
	75%

	Undecided 
	5
	11%

	Disagree 
	7
	14%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.12 indicates that majority of the respondents (75%)  agree with the statement Support in family situation increases my loyalty to the company 11% were not sure while the remaining 14% disagree with the statement.
Table 4.13 Availability of physical fitness programs has improved my performance at work
	Responses
	Frequency
	Percentage 

	Agree 
	33
	67%

	Undecided 
	9
	18%

	Disagree 
	8
	15%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.13 indicates that majority of the respondents (67%)  agree with the statement Availability of physical fitness programs has improved my performance at work 18% were not sure while the remaining 15% disagree with the statement.
Table 4.14: Counseling enables me to carry out assignments with expected degree of independency and efficiency
	Responses
	Frequency
	Percentage 

	Agree 
	34
	68%

	Undecided 
	6
	11%

	Disagree 
	10
	21%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.14 indicates that majority of the respondents (68%)  agree with the statement Availability Counseling enables me to carry out assignments with expected degree of independency and efficiency 11% were not sure while the remaining 21% disagree with the statement.
Table 4.15: Presence of financial arrangements with financial institutions makes me to be more committed to my work
	Responses
	Frequency
	Percentage 

	Agree 
	37
	75%

	Undecided 
	7
	13%

	Disagree 
	6
	12%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.15 indicates that majority of the respondents (75%)  agree with the statement Presence of financial arrangements with financial institutions makes me to be more committed to my work 13% were not sure while the remaining 12% disagree with the statement.
Table 4.16: Counseling services has enabled me to successfully manage life challenges
	Responses
	Frequency
	Percentage 

	Agree 
	32
	64%

	Undecided 
	8
	17%

	Disagree 
	9
	19%

	Total
	50
	100%


 Source: Field Survey, 2025
Table 4.16 indicates that majority of the respondents (64%)  agree with the statement Counseling services has enabled me to successfully manage life challenges 17% were not sure while the remaining 19% disagree with the statement.









CHAPTER FIVE
5.0 SUMMARY AND CONCLUSION AND RECOMMENDATION 
5.1	SUMMARY OF FINDINGS
This section gives a summary of findings on the objectives of the study as obtained from the research findings and discussion.
The employees of Nigeria bottling company’s product in were faced with some challenges concerning their work and family priorities conflict. The following are summaries of responses on various issues: when asked whether work/family conflict was an important source of stress and family conflict 80%  agreed, , only 10% disagreed to this notion. On whether work family conflicts is linked to labour market decisions, 68% agreed only7% disagreed to this fact. When asked whether work outcomes like labour dissatisfaction, high turnover intention and low productivity and lack of commitment are related to misplaced work family priorities, 49% of the employees agreed and 37% agreed. On whether balanced work – family priorities as leading to a motivated workforce and high employees morale, 90% agreed and only 2% disagreed to this notion. Asked if work life conflict was major source of stress, 70% agreed to this issue while 17% disagreed to this issue. There was equal responses among the employees on issues of work life/work family conflict impaired their overall well being and productivity and lack of commitment being related to misplaced work family priorities 40% agreed and 40% disagreed.
On the relationship work family priorities conflict a chi-square test was conducted at 0.05 significance. The test statistic value was greater than the critical value and therefore the null hypothesis was rejected. It was therefore concluded that work life priorities conflict affected employees in Nigeria bottling company’s product in Ilorin.
5.2 CONCLUSION
The study sought answers to the following hypothesis: Work-family priorities conflict does not significantly affect employee performance in Nigeria bottling company’s product in Ilorin; Employee assistance programs in Nigeria bottling company’s product does not significantly affect the performance of employees. The objectives of the study were met and relationship between the independent and dependent variables determined. The following are the conclusions of study per objective:
The employees of Nigeria bottling company’s product concurred that work and family priorities conflicted and this affected their performance. The employees generally felt work life/family conflict was an important source of stress and family conflict, work family conflicts is linked to labour market decisions, work outcomes like labour dissatisfaction, high turnover intention and low productivity and lack of commitment are related to misplaced work family priorities, balanced work – family priorities leads to a motivated workforce and high employees morale, work life conflict was major source of stress, work life/work family conflict impaired their overall well being and productivity and lack of  commitment being related to misplaced work family priorities. Nigeria bottling company’s product has put in place some employee assistance programs which include the provision of health services, counseling services, financial assistance from financial institutions and physical fitness program. It was concluded that these employee assistance programs helped the employees to improve their performance and well being.
5.3 RECOMMENDATIONS
Nigeria bottling company’s product should endavour to create a balance between work and family. It is recommended  that it should adopt such measures as flexible working arrangements and also telecommuting where employees can work from home so that they can have time to cater for the family issues. Nigeria bottling company’s product should also come up with a policy of other paid leave arrangements apart from annual leave so that employees with urgent family needs can benefit from the leave. Other Institutions of Higher learning is Kenya should also consider to put these measures into place. Nigeria bottling company’s product should continue with the employee assistance programs such as counseling services, health services, physical fitness facilities and financial assistance services from financial institutions. The University should also consider other programs such as, Day care for employee’s young children, facilities for old parents care, workable employee welfare to support employees in times of need. Institutions both private and public should put a policy in place employee assistance programs to ensure that their employees continue being productive.
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QUESTIONNAIRE
	Questionnaire on impact of work life balance on employee’s performance
Please as appropriate:
1.	Age:
i. 21-30 years (    ) ii. 31-40 years (    ) iii. 40 and above (    )
2.	Sex:
	i. Male (    ) ii. Female (    )
3.	Educational distribution 
i.	school certificate (    ) ii. OND/NCE/DIP/SC (  ) iii. B.Sc/HND/BA (    )
 iv. MSc/MBA (    )
SECTION B
4. work-life /work-family conflict is an important source of stress and family conflict?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
5. Work family conflicts is linked labour market decisions?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
6. Work outcomes like labour dissatisfaction, high turnover intention and low productivity and lack of commitment are related to misplaced work family priorities?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
7. Balanced Work – Family Priorities lead to a motivated workforce and high employee morale?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
8. Work life conflict is a major source of stress to me?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
9. Work-life/Work family impairs my overall well-being?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
10. Work life takes all the time during the day that I do not have time for my family?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
11. Health programs keeps me contributing at work?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
12. Support in family situation increases my loyalty to the company?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
13. Availability of physical fitness programs has improved my performance at work?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
14. Counseling enables me to carry out assignments with expected degree of independency and efficiency?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
15. Presence of financial arrangements with financial institutions makes me to be more committed to my work?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
16. Counseling services has enabled me to successfully manage life challenges?
i. Agree (  ) ii. Undecided (  ) iii. Disagree (  )
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