WORK LIFE BALANCE AND ITS EFFECTS ON ORGANISATIONAL PERFORMANCE

ABSTRACT

The main objective of this study is to assess the effect of work life balance on organizational performance  reference to Guaranty Trust Bank Nig PLC using Abuja as case study. Survey research design was employed for the study and with aid of convenient sampling sixty female (66) staff of   Guaranty  Trust Bank Banks in Abuja  Metropolis was selected as the participant of the study. The sources of data collection was both primary and secondary with the application of questionnaires as an instrument to gather the necessary data. The questionnaires were properly completed as well  returned  by only 60 respondent after being administered and this was a basis by which the primary data were collected. Textbooks, journals, articles, law reports, newspapers publications, were collected as secondary data, and also limitations to the study were indicated. The hypothesis was tested using chi-square test statistical tool (SPSS v.2.3) and the result were similar to those of the responses drawn from the questionnaires.  Findings of the study revealed that there is a positive link between work life balance and organizational performance, more so that work life balance has a positive impact on employees’ commitment is positive hence work life balance strategy is a significant predictor of employees’ job satisfaction. The study therefore recommends that:  appropriate policies and initiatives must be implemented by the bank’s human resource department to ensure that there are no obstacles in the practice  of work  life balance. More so, strict time  management  and  personal  effectiveness,  effective  work  load  management  should  be  prioritized  in  order  to  improve performance among female employees. 
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CHAPTER ONE
INTRODUCTION
1.1   BACKGROUND TO THE STUDY
Every individual is an integral part of the family in particular and the society in general. In today’s business world, employee performance is not just a key determinant of organizational goals but also being influenced by family issues. As a result, organizations look for different ways of supporting their employees, in order for them to strike a balance between work and life in a bid to enhance corporateperformaance (Obiageli, Uzochukwu and Ngozi, 2015).
In recent time, there has been an upsurge in the consideration of the pressures that work has on family as well as life of employees. This has triggered research bordering on wok-life balance (WLB). In an environment where there is high level of competitive pressures stemming largely from efforts to deliver quality service, the weight of this on employees are enormous (Karatape, 2010). This is because the issue of conflict or interface between people’s private lives and occupational stress is critical to understanding how organisation can leverage on their performance and productivity levels (Deery, 2008; Aluko, 2009).
Work life balance is a very important phenomenon that is of great concern to various employees in both private and public sectors. It goes beyond prioritizing the work role and one’s personal life. It also affects the social, psychological, economical and mental well being of the individual. All these is been reflected in the output of the individual, which affects his or her performance in the work place on the long run. Work life balance has implication on employee attitudes, behaviours, wellbeing as well as organizational effectiveness (Eby et al cited in Obiageli et al., 2015).
Many researchers have generally agreed on the important role of work-life balance as it is related with an individual’s psychological well-being and overall sense of harmony in life, which is an indicator of balance between the workplace role and the role in family (Obiageli, Uzochukwu and Ngozi, 2015).
A central characteristic of work-life balance is the amount of time a person spends at work. There are indications that long work hours may harm personal health, endanger safety and increase stress. Developing economies like Nigeria are faced with serious economic challenges and labour market pressures added to poor social infrastructures, poverty, high unemployment and corruption. These conditions further exacerbate the work and life of the average Nigerian worker whose aim is to make a living and who may have to arduously build up accommodating arrangements and cognitive psychological coping behaviours that stimulate desirable satisfaction and effectual functioning both at work and at home. Most workers in Nigeria are affected by lack of work flexibility, elevated work pressures and long working hours; a situation that decreases their job performance and productivity (Fapohunda, 2014).
According to Clark (2009) work-life balance is the contentment and good functioning at work and at home with negligible role conflicts. Work-life balance is about finding the right balance between one‘s work and one‘s life (outside work) and about feeling comfortable with both work and nonwork commitments.
Performance is described as the attained result of skilled workers in some specific situations (Prasetya and Kato, 2011). Robbins (2001) also indicated that when employee feels happy about work related tasks then his performance is increased and he/she performs tasks in better way.Studies like Bond (2009), Hochschild (2007) and Okeke (2011) affirm that when people spend too many hours at work, and spend less with their families, their health and work performances begin to deteriorate.
1.2   STATEMENT OF THE PROBLEM
Research on Work Life Balance (WLB) has greatly advanced in western countries (Ozbilgin, Beauregard, Tatli and Bell, 2011), however this cannot be said for developing economies like Nigeria where little is known about WLB practices, both in structural and cultural forms, and of course an obvious paucity of empirical studies in this area.Hence, the need for this study is timely and sacrosanct. 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. The challenges of integrating work and family life is a part of everyday reality for majority of workforce.
Employees work hard to strike a balance to fulfill the demands of the working life and meeting the commitments of family life. Those who fail to do so either quit the organization thereby increasing the rate of attrition or become less productive. Owing to the high level of unemployment that has plagued the Nigerian labour market,organizations and employers of labour mostly in the private sector have taken advantage of this menace by always demanding unattainable and unrealistic results from their employees without any concerns for employees social-family well being. This has led to broken homes, job dissatisfaction and sub-optimal commitment and employees’ productivity. It is against this backdrop that this study seeks to investigate the effect of Work Life Balance on organizational performance with a special reference to Guaranty Trust Bank Nig. PLC.
1.3   OBJECTIVES OF THE STUDY
The main objective of this study is to assess the effect of work life balance on organizational performance. Other specific objectives of the study are:

To explore the link between work life balance and organizational performance.

To determine the effect of work life balance on employees’ commitment.

To find out the link between work life balance strategy and employees’ job satisfaction.

To investigate the relationship between adverse working conditions and workplace violence.

To find out if work life balance practices have an effect on work-family conflict.
1.4   RESEARCH QUESTIONS
This study will be guided be the following research questions:
Is there any link between work life balance and organisational performance?

What is the impact of work life balance on employees’ commitment?
Is work life balance strategy a significant predictor of employees’ job satisfaction?
What is the link between work life balance strategy and employees’ job satisfaction?
To what extent does work life balance practices have an effect on work-family conflict?
1.5   RESEARCH HYPOTHESES
Ho1: There is no significant relationship between work life balance and organisational performance.
Ho2:  Work life balance is not positively related to employees’ commitment.
Ho3:  Work life balance strategy is not a significant predictor of employees’ job         satisfaction.
1.5  SIGNIFICANCE OF THE STUDY

 The outcome of this study will educate the general public and managers of corporate organizations and the banking sector  on the causes of low productivity of   female employee and how  improved organizational culture can be used to maintain proper work life balance. This research will also serve as a resource base to other scholars and researchers interested in carrying out further research in this field subsequently, if applied will go to an extent to provide new explanation to the topic.
1.6   SCOPE OF THE STUDY

This study will cover  in the gap in knowledge by critically investigating the effects of Work Life Balance on organizational performance  with a special reference to Guaranty Trust Bank Nig. PLC in selected branches in  Abuja.

1.7   LIMITATION OF THE STUDY

Besides time and resources constraint the researcher encountered some of the limitations that hampered the study revolves around gathering of primary materials and analyzing data. The banks unwillingness  to release all the necessary data for the research work, probably for the fear of competitors however the researcher assured them of anonymity as the information obtained is vital to this study hence considered confidential. More so,  the uncooperative attitude of the female bankers  which led to the non-return of some questionnaires was another setback to the researcher. However in spite of the limitations the researcher painstakingly ensured that these f actors were downplayed.

CHAPTER TWO

LITERATURE REVIEW
2.0 INTRODUCTION

Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

2.1
CONCEPTUAL FRAMEWORK

The Concept of Work Life Balance 

A number of scholars have defined Work Life Balance differently. One of the most common definitions of work life balance is by Tomlinson (2016) who says that it is the division of one's time and focus between working and family or leisure activities. However, this definition is a bit too simplistic and can be enhanced. It is at this point that Lowe (2005) proposes that work life balance is a term commonly used to describe the balance that a working individual needs between time allocated for work and other aspects of life. In essence, as posited by Hall & Richter (1998), the practice of work life balance are not a one size fits all affair. They depend on the organization and the form of organizational culture in that organization. The definitions may differ but the underlying goal is the transition from looking at work-life balance practices exclusively as a means of accommodating individual personnel with care giving tasks to identifying their input to organizational performance (Kalliath and Brough, 2008). In the same line,Tomlinson (2016) contends that work life balance is generally about employees’ feeling that their work does not interfere with their home affairs and so that they can operate as great employees, but also as great family members.

Work-life balance is a crucial issue for every employee in government and private institutions today. This is because there will be a decrease in employee productivity and performance if an organization does not think about the work balance of employees properly and is not managed properly (Abioro, Oladejo, & Ashogbon, 2018). Work balance programs began in 1930 where company policies and regulations allow employees to work effectively and efficiently and provide flexible time to deal with the personal problems of these employees. The fact is, that at present the workforce places more emphasis on work-life balance rather than on income alone (Meenakshi, V, & Ravichandran, 2013) ; (R, S, & Murthy, 2015). In Indonesia, a survey conducted by Nielsen said that the balance between work and the home was the biggest concern for Indonesians despite financial problems (Post, 2012). Some employees in Indonesia currently believe that work-life balance reaches the desired level, one of which is flexible work time so that they can do work remotely and can do things related to their personal lives, especially for female employees (Mittal, 2017). Work-life balance includes a balance between work and personal life that both bring satisfaction to the individual (Bataineh, 2019). The dilemma for employees that occurs today is that when they compete for work demands, there is an abundance of negative effects on the work-life balance of employees ranging from increased stress, work fatigue, disruption of family and work relationships (Meenakshi et al., 2013). Balancing the demands of employee work and family life is very difficult. This can trigger stress or decrease employee productivity and welfare (Dow-Clarke, 2002);(Bataineh, 2019);(Meenakshi et al., 2013). In this case, the work-life balance must be considered to allocate available resources such as time, thought and work wisely among the personal lives of the employees themselves (Delecta, 2011). This also must be a concern of the organization how important the work-life balance for its employees. 
Work-life balance is how to create a supportive work environment, enabling job balance and personal responsibility because this will strengthen employee loyalty and productivity (Meenakshi et al., 2013). Work-life balance can be achieved and can be improved is a crucial factor for the company's human resource management division (Lazar, Osoian, & Ratiu, 2010), and has become a joint responsibility between the company and employees. That is no longer a role in the Human Resources division because all line managers are responsible for maintaining the balance of their staff. Many organizations in western countries recognize the importance of work-life balance, where employees now prefer work-life balance over higher wages. Work-life balance contains three components, such as a balanced time, a balance of work and family involvement, and fair satisfaction (Wong, Bandar, & Saili, 2017). It is time we no longer talk about a tight work bureaucracy, but relaxed and flexible work because managing balanced work life and personal life is important for employees (Aydin, 2016). Companies must realize the importance of work-life balance consistently concerning productivity, employee performance, and improving the quality of life of employees (DarkoAsumadu, Sika-Bright, & Osei-Tutu, 2018).

Work-life balance is said to be the balance of the time someone spends working compared to the time spent on one's personal life (Abioro et al., 2018); (Lazar et al., 2010). Work-life balance is also how to create a healthy and supportive work environment, which allows employees to have a balance between work and personal responsibility and thereby improve employee performance (Delecta, 2011); (Dhas, 2015). Work-life balance is supported by two concepts, namely achievement, and happiness. Someone must have both. This is the reason why those who are considered successful do not feel as happy or unhappy as they should be (Bataineh, 2019). A person's success is not only how much money he has, but also ensures you have a good family life. Poorly managed schedules, domestic life conflicts due to lack of time to gather and communicate can cause depression and poor performance in the company (Meenakshi et al., 2013). The dimensions of the work-life balance itself include the individual himself who is the most important factor in the work-life balance. Second, family factors where marital, child and parent relationships affect work-life balance. Third, social life, individuals also have responsibilities towards the surrounding community groups (Delecta, 2011).

Elements of Work Life Balance 

The best way to understand work life balance is by understanding the elements that make up work like balance. As proposed by Beauregard, (2006) work life balance involves among other things, track your time, determining your priorities, set specific personal and organizational objectives and scheduling them productively. It also involves establishing boundaries between work and home life, taking care of employee health and nurturing family/relationships.

 By extension, Kumar, (2013) suggests that this includes, flexi time, supporting children’s education, employees’ participation in volunteer work, or facilitate phased retirement. Flexi time allows employees, to determine, or be involved in determining, the start and end times of their working day, provided a certain number of hours is worked. This can allow them to meet family or personal commitments/emergencies, enable employees to respond to both predictable and unpredictable circumstances, during the day or to reduce their commuting time by starting and ending work before or after the rush hour (Kumar, 2013).

 Another key and upcoming areas of work life balance is what is called, Telecommuting. According to Kalliath and Brough (2008), this also called, 'telework' or 'telecommuting.’ This form or work life balance is said to be advantageous for workers by allowing them: to organize their work day around their personal and family needs; to decrease work-related expenses; to reduce commuting time; and to work in a less stressful and disruptive environment (Grant, 2007). In addition, a compressed work week is an arrangement whereby employees work longer shifts in exchange for a reduction in the number of working days in their work cycle. This can be beneficial for employees in terms of additional days off work and reduced commuting time, whereas employers can extend their daily operating hours, with less need to resort to overtime (Hill and Hawkins, 2012).

 There are some employees who may decide to pick up work on part time basis. In some companies, the idea of part time has been embraced as a form of work life balance, as mentioned by Duncan, (2004), Part-time arrangement which allow employees with health problems, disabilities or limited disposable time like students to participate in the labor force, develop their skills and obtain work experience. Also, Job sharing is an arrangement which allows two employees to jointly fill one fulltime job, with responsibilities and working time shared or divided between them. Job sharing may be appropriate where opportunities for part-time jobs or other arrangements are limited (Casper & Harris, 2008).

Importance of Work Life Balance

 It has been noticed that the spillover of negative aspect of work into an employee’s personal life can lead to job exhaustion, disruption of relationships with family and friends, loss of enjoyment, and increased stress (Hill and Hawkins, 2012). Work-life balance is therefore important because it helps create and maintain supportive and healthy work environments, which will enable employees to have balance between work and personal responsibilities and consequently strengthen employee loyalty and productivity (Lowe, 2005). Also, it has been observed by Beauregard, (2006) that, individuals who are persistently tied to their jobs deal with the symptoms of stress and burnout. If a person does not have time to relax and recharge, their ability to do their job decreases and their performance level suffers. Therefore, from a management point of view, it is important to encourage a person to take time off from work instead of putting in long hours. Creating a schedule that allows a person to do activities they enjoy will help them to be better employees, friends, and family members. Once the time to work is over the person needs to learn to walk away from their work and not answer work calls. This type of balance is not easy to achieve because there will always be people who want to make demands on an individual’s time. People need to learn that it is okay to say no and only agree to take on additional tasks if they are important (Duncan, 2004). In an endeavor to explain about the significance of work life balance, Lazar (2010) suggests those employees who have some form of control over their working environment tend to suffer less stress-related ill-health, with clear implications for the concept of work-life balance. That is, without creating a work-life balance a person isn’t able to take time to enjoy the life they have worked so hard to create. They aren’t available for friends and family members, and often take their stress out on the ones they love. They can also suffer from illness and physical disorders that stem from prolonged stress such as heart disease, alcoholism, and even diabetes (Lowe, 2005).

ORGANIZATIONAL PERFORMANCE

Performance has been defined by Hellriegel et al (1999) as presented by Oluseyi and Ayo in their European journal of Economics, finance and Administrative science (2009) as the level of an individual’s work achievement after having exerted effort. They also present the views of Cummings and Schwab on the same issue who believe that performance is ultimately an individual phenomenon with environmental variables influencing performance primarily through their effect on the individual determinants of performance ability and motivation.  

Organizational performance comprises the actual output or results of an organization as measured against its intended outputs (or goals and objectives).

According to Richard et al. (2009) organizational performance encompasses three specific areas of firm outcomes: (a) financial performance (profits, return on assets, return on investment, etc.); (b) product market performance (sales, market share, etc.); and (c) shareholder return (total shareholder return, economic value added, etc.). The term Organizational effectiveness is broader. Specialists in many fields are concerned with organizational performance including strategic planners, operations, finance, legal, and organizational development.

High employee’s performances lead an organization and have greater opportunities for employees then those who have low performance (Vans cotter, 2000). Performance is related to that organization hires the person to do and do well”(Campbell 1993). Performance is not only related to the actions but also involves judgment and evaluation process (Ilgen & Schneider, 1991). The activities that can be examined and measurable are reflected as performance (Campbell, 1993). 

Employees are the force that drives a company forward. So it should come as no surprise that the daily performance of the workforce hugely influences the success or failure of a business. Organizations need highly performance of its employees so that organization can meet their goals and can able to achieve the competitive advantage (Frese, 2002).(Borman and Motowidlo, 1993) differentiate between work and performance. Work related to the person abilities through which employee performed activities which is contributed by the technical core. Performance not related to the technical core characteristics but it cares about the organization psychological environment and social environment in that organization achieve its objectives. It involves behaviors such as helping colleagues or being a reliable member of the organization (Frese, 2002).

To stay successful in today’s market, businesses must find ways to maintain and bring out the best performance from their employees. Not only does this help to hire, retain and develop the best talent, but by helping staff to grow within their roles and responsibilities, the company can build a pipeline of future leaders. All contributing to long-lasting success. Working to improve employee performance is an ongoing process that involves measurement, evaluation, and planning, but it's also a vital step to achieving company goals.

Employee performance is how a member of staff fulfils the duties of their role, completes required tasks and behaves in the workplace. Measurements of performance include the quality, quantity and efficiency of work. When leaders monitor the performance of employees, they can paint a picture of how the business is running. This not only helps to highlight what companies could be doing in the present to improve their business, but this information also feeds into future growth plans.

However, placing a focus on employee performance doesn’t just benefit the business. It helps employees to reach their full potential, while also improving overall performance – which can have positive effects on morale and quality of work produced. Lastly, but most importantly, when employees are under-performing, customers may be dissatisfied. As a result, the entire business may be affected by poor performance and struggle to reach goals.
WORK LIFE BALANCE AND GENERAL ORGANIZATIONAL PERFORMANCE 

he term performance, in this context, implies the accumulated end result of all the organization’s work process and activities (Casper & Harris, 2008).  It was found in a study by Casper & Harris, (2008) that, competing demands between work and home have assumed increased relevance for employees in recent years. As a result of the demographic and workplace changes such as rising numbers of women in the labor 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 fulfil both their employment related and their personal responsibilities (Rapoport, Bailyn, Fletcher, & Pruitt, 2002). All of these factors, in turn, affect job performance, direct and indirect absenteeism costs, costs associated with the loss and replacement of valued employees, customer satisfaction,and organizational productivity; although the formal evaluation of work-life practices is often difficult because of the problem of calculating the costs and benefits of different strategies, some companies have attempted to quantify the outcomes of specific policies (Beauregard, 2006).

Productivity is critical for the long-term competitiveness and profitability of organizations.The Banking industry is a fast growing industry especially with the entry of private sector and foreign banks have brought various essential changes in the banking industry. The threat of work- life imbalance is highly noticeable in banking industry (Beauregard, 2006). As reported by Garg & Rastogi (2006), employees in the banks take painful effort to deliver the various needs of its customers. Work deadlines are getting compact and the individual's jobs are loaded and added with quality output. As a result of work pressure, it becomes hard to maintain balance between professional and family life. The output of the banking sector is dependent on the quality of human resources. The basic function of human resource development is to facilitate performance improvement, measured in terms of finance indicators of operational efficiency and quality of financial services provided. The twin challenges faced by the banks' managements are that of retaining the prevailing employees and providing a satisfying work environment for all employees (Ametorwo, 2016).

Bank is a customer oriented services industry. Efficacy of customer service is related with progressive operation. In the competitive banking industry, customer satisfaction is considered as the essence of success. Organizations operating in service industries should consider service quality a key strategic issue for the business success (Spathis, 2004). Those service providers who establish a high level of service quality retain a high level of customer satisfaction; they also obtained a sustainable competitive advantage. Research indicates that companies with an excellent customer service record reported a 72% increase in profit per employee, compared to similar organizations that have demonstrated poor customer service; it is also five times costlier to attract new customers than to retain existing customers (Duncan, 2004). The outcome of good work-life balance is very viable by creating a good customer service, culture of honesty and trust where staff can admit to home problems and get support (Maxwell and McDougall, 2004). 

Hall and Ritcher (1998) argued that the employee needs to have clear boundaries between the two domains and some degree of separation, too much overlap between work and home can cause employee burnout and dissatisfaction. This may suggest that when people are happier with their work role and family life, they will be more likely to help others and be more enjoyable to work with.

Insufficient work life balance is a challenge that poses a big risk to banking workers’ wellbeing, their performance as well as the organisational performance (Wambui, 2017). Numerous bank employees often have problems in endeavoring to balance employment responsibilities with their social life. Given the benefits of work-life balance practices and the potential to help improve employee job performance in terms of increased organisational commitment, job satisfaction, reduction on the turnover rate, ECO Bank has for instance, introduced programs to assist the employees in achieving a balanced work life which include; flexible working hours, employee assistance programs and leave programs.

2.2 THEORITICAL FRAMEWORK

A theoretical framework includes concepts and, accompanied by their definitions and reference to pertinent scholarly literature, existing theories used for a particular study. This demonstrates an understanding of theories and concepts that are relevant to the topic of a research paper and that relate to the broader areas of knowledge being considered (Labaree, 2009). The framework theory supporting the study is JCD theory and Spillover Effect by Aaron Makafui Ametorwo (2016). 

The Job Demand-Control (JCD) 

The Job-Demand-Control-Support model is a well-known theory that explains how job characteristics influence employees' psychological well-being. The JCD theory suggests that individuals experiencing high demands paired with low control are more likely to experience psychological strain, work-related stress, and, in the long term, poor physical and mental health. The model was later extended to include a social dimension: social support. The Job Demand-Control (JCD) model and its expanded version the Job Demand-Control-Support model have dominated the field of occupational stress research for more than two decades. The JCD model postulates that job strain results from the interaction between two dimensions of the work environment: psychological job demands and job control.

Psychological demands traditionally referred to workload, operated mainly in terms of time pressure and role conflict (Karasek, 1985). However, more recently, cognitive and emotional demands and interpersonal conflict dimensions define the contemporary construct of psychological demand. Job control (also often also referred to decision latitude in the literature) refers to the person’s ability to control their work activities, and is defined by two key components: (a) decision authority (worker’s ability to make decisions about their job); and (b) skill discretion (the breadth of skills used by the worker on the job). The JCD theory suggests that individuals experiencing high demands paired with low control are more likely to experience psychological strain, work-related stress, and, in the long term, poor physical and mental health.

The model was later extended to include a social dimension: social support. The JCDS model postulates that social support can moderate the negative impact of job strain on worker’s physical and mental health. This model suggests that the most at-risk group of poor physical and mental health are those workers who are exposed to job strain (high demands and low control) paired with low workplace support (a phenomenon referred to as iso-strain.
SPILLOVER EFFECT THEORY 

The spillover effect model is used in this study to explain the work life balance on employee performance. According to this theory, work family-spillover involves the transfer of thoughts and behaviour between the work and family domains. As a result, experiences from one domain are likely to affect experiences in the other. Spillover is usually limited to the inter-domain and within the individual or intra-individual. This study aims to show how spillover is not limited to the individual experiencing the strain and stress, but is also extended to their workplace, clients and customers and significant others. It is noted that this is a process that results from psychological strain of individual experiences that have the capacity of affecting the levels of strain in another individual in the same social environment. This means that in spillover, individuals in the same work setting or home environment as the individual experiencing the strain and stress can also be affected by such emotions thereby generating similar reactions in them. Therefore, spillover can be simply described as intra-individual, inter-domain contagion of stress.
2.3 EMPIRICAL STUDIES

Studies have showed that the experience of work-life balance is positively related to employees’ performance and organizational performance as well (Casper & Harris 2008). More specifically, work-life balance has been shown to have positive outcomes, such as low turnover intention, improvement of performance, and job satisfaction. Work-life balance has a positive effect on employee’s affective commitment to their organization (Casper et al., 2011). That is, the experience of work-life balance generates feelings of loyalty to the organization and increases affective commitment. Affective commitment is an emotional attachment to the organization or the employers which can cause employees to want to remain with the organization. The experience of psychological well-being and harmony in life helps employees concentrate on their work, resulting in better performance. Studies have found that work–life conflict is associated with stress, depression, and a variety of stress-related poor health and mental health effects, and that such ill health increases work absenteeism, turnover, and low morale (Emslie et al., 2004). In their narrative review, (Beauregard and Henry, 2009) observed evidence for a positive effect of organizational work-life balance practices on recruitment, retention, attendance (including turnover intention), and productivity. One explanation is that employees reciprocate with increased loyalty, effort and productivity in exchange for the organization’s practical assistance with managing work-life demands, and in appreciation for the organization’s indication of care and concern as demonstrated by work-life policies and practices (Beauregard and Henry, 2009). There is a wealth of information that outlines the advantages of offering flexible and special leave arrangements to employees in terms of improving staff recruitment, reducing turn-over, absenteeism and the costs associated with all this as well as increasing employee satisfaction and performance.


Siwale,  & Hapompwe,  & Kukano, & Mwiikisa (2021) conducted a study on Exploring the Effects of Work Life Balance on Employee Performance in the Banking Sector: A Case study of AB Bank in Lusaka-Zambia.The study used a mixed method design employing both qualitative and quantitative methods. With a target population of 500 and the sample size of 222 members of staff using Israel Yamane’s sampling formula. Purposive sampling was used to select the 22 managers to be interviewed, and the stratified and random sampling techniques were used to select equal numbers of people from the various branches and departments to make up the 200 members of staff as a unit of analysis. Data were analyzed using computer based statistical data analysis package, SPSS (version 16.0) for quantitative data and content analysis for qualitative data. The data analysis included univariate and bivariate analyses. Using the Pearson’s Product Moment Correlation with one - tailed test of significance, the correlation analysis was made to investigate the phenomena. The study observed poor organizational work culture in AB Bank branches bordering on issues of work life balance which included various factors such as work environment, human resource policies, job insecurities, compensation packages, among others. 

Anyanwu (2020) conducted a study on the role of emotional intelligence and work-life balance on job stress using Dataplus Interactive in Abuja as case study. The study employed survey research design. with the use of purposive sampling method, thirty (30) respondent who are staffs of Dataplus Interactive were selected. Questionnaire was issued, and all were retrieved and validated for the study. Data was presented and analyzed using frequency and table, which provided answers to the research questions. findings from the study revealed that emotional intelligence shapes employee perception  and enable them avert feelings of dissatisfaction and imbalance towards the job  even in the face of stress and it also  It helps employees to maintain optimistic and positive traits in the face of adversity.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1
INTRODUCTION


In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2
RESEARCH DESIGN

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3
POPULATION OF THE STUDY


According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 


This study examine the effects of Work Life Balance on Performance of female employees in the banking industry  using Guaranty Trust Bank Nigeria Abuja, as case study. Female Bankers in  in  Guaranty Trust Bank, Abuja forms the population of the study.

3.4
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.

In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of  Female Bank Staff in Guaranty Trust Bank Abuja, the researcher conveniently selected sixty (67) participant as the sample size for this study. 

According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section inquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.

3.8
METHOD OF DATA ANALYSIS

The responses were analyzed using simple percentage in frequencies and tables which provided answers to the research questions. Hypothesis test was conducted using g Chi-Square  statistical package for social science  (SPSS).

3.9
VALIDITY OF THE STUDY

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10
RELIABILITY OF THE STUDY

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11
ETHICAL CONSIDERATION

The study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.0 INTRODUCTION

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of sixty (60) questionnaires were administered to respondents of which all were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 50 was validated for the analysis.

4.1
DATA PRESENTATION
Table 4.2: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	41
	68.3%

	Female
	19
	31.7%

	Age
	
	

	23-30
	21
	35%

	31-35
	11
	18.3%

	36-40
	16
	26.7%

	41+
	12
	20%

	Marital Status
	
	

	Single
	38
	63.3%

	Married
	21
	35%

	Separated
	01
	1.7%

	Education Level
	
	

	OND/HND
	17
	28.3%

	B.Sc./M.Sc
	43
	71.7%


Source: Field Survey, 2022

4.2
DESCRIPTIVE ANALYSIS

Question 1: Is there any link between work life balance and organisational performance?

Table 4:2: Respondent on if there is any  link between work life balance and organizational performance.
	Options
	Frequency
	Percentage

	Yes 
	38
	63.3

	No
	06
	10

	Undecided 
	16
	26.6

	Total
	60
	100


Field Survey, 2022

From the responses derived in the table above, 66.3% of the respondent said positive. 10% of the respondent said no. 26.6% of the respondent ticked undecided.
Question 2: What is the impact of work life balance on employees’ commitment?

Table 4:3: Respondent on he impact of work life balance on employees’ commitment
	Options
	Frequency
	Percentage

	Positive 
	30
	50

	Negative 
	08
	13.3

	Undecided
	22
	36.7

	Total
	60
	100


Field Survey, 2022

From the responses derived in the table above, 50% of the respondent said positive, 13.3% of the respondent said negative, 36.7% of the respondent ticked undecided.
Question 3: Is work life balance strategy a significant predictor of employees’ job satisfaction?

Table 4:4 Respondent on if work life balance strategy a significant predictor of employees’ job satisfaction.

	Options
	Frequency
	Percentage

	Yes 
	29
	48.3

	No
	09
	15

	Undecided 
	22
	36.7

	Total
	60
	100


Field Survey, 20212

From the responses derived in the table above, 48.3% of the respondent said to yes. 15% of the respondent said No, 36% of the respondent ticked undecided
Question 4: What is the link between work life balance strategy and employees’ job satisfaction?

Table 4:5: Respondent on the the link between work life balance strategy and employees’ job satisfaction?
	Options
	Frequency
	Percentage

	Positive 
	40
	66.6

	Negative 
	16
	26.6

	Undecided
	04
	6.6

	Total
	60
	100


Field Survey, 2022

From the responses derived in the table above, 66.6% of the respondent said positive. 26.6% of the respondent said negative. 6.6% of the respondent ticked Low Extent.
Question 5: To what extent does work life balance practices have an effect on work-family conflict?

Table 4:6 Respondent on the work life balance practices have an effect on work-family conflict?
	Options
	Frequency
	Percentage

	Very High Extent
	42
	70

	High Extent
	13
	21.7

	Low Extent
	05
	8.3

	Total
	60
	100


Field Survey, 2022

From the responses derived in the table above, 70% of the respondent said to Very High Extent . 21.7% of the respondent said high Extent, 8.3% of the respondent ticked  low extent.
4.3 TEST OF HYPOTHESIS

Ho1: There is no significant relationship between work life balance and organisational performance.
Ho2:  Work life balance is not positively related to employees’ commitment.
Ho3:  Work life balance strategy is not a significant predictor of employees’ job satisfaction.
Hypothesis One

Table 4.7: There is no significant relationship between work life balance and organisational performance.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	38
	20
	18
	324
	16.2

	No
	06
	20
	-14
	196
	9.8

	Undecided
	16
	20
	04
	16
	0.8

	Total
	60
	60
	
	
	26.8


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 26.8 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 26..8  is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis is accepted which states that there is a significant relationship between work life balance and organisational performance.
Hypothesis Two

Table 4.6: Work life balance is not positively related to employees’ commitment.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	30
	20
	10
	100
	5.0

	No
	08
	20
	-12
	144
	7.2

	Undecided
	22
	20
	02
	04
	0.2

	Total
	60
	60
	
	
	12.4


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 12.4 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 12.4  is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis is accepted which states that work life balance is positively related to employees’ commitment.
Hypothesis Three

Table 4.7: Work life balance strategy is not a significant predictor of employees’ job satisfaction.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	29
	20
	09
	81
	4.1

	No
	09
	20
	-11
	121
	6.1

	Undecided
	22
	20
	02
	04
	0.2

	Total
	60
	60
	
	
	10.4


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 10.4 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 10.4  is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis is accepted which states that work life balance strategy is not a significant predictor of employees’ job satisfaction..

CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 SUMMARY

The main objective of this study is to assess the effect of work life balance on organizational performance  reference to Guaranty Trust Bank Nig PLC using Abuja as case study. Other specific objectives  explore the link between work life balance and organizational performance, determine the effect of work life balance on employees’ commitment, find out the link between work life balance strategy and employees’ job satisfaction, investigate the relationship between adverse working conditions and workplace violence and find out if work life balance practices have an effect on work-family conflict.
Survey research design was employed for the study and with aid of convenient sampling sixty female (66) staff of   Guaranty  Trust Bank Banks in Abuja  Metropolis was selected as the participant of the study. The sources of data collection was both primary and secondary with the application of questionnaires as an instrument to gather the necessary data. The questionnaires were properly completed as well  returned  by only 60 respondent after being administered and this was a basis by which the primary data were collected. Textbooks, journals, articles, law reports, newspapers publications, were collected as secondary data, and also limitations to the study were indicated. The hypothesis was tested using chi-square test statistical tool (SPSS v.2.3) and the result were similar to those of the responses drawn from the questionnaires. 

5.2 CONCLUSION 

The importance of work-life balance has been gaining ground in recent years to capture a wider range of groups, including female employee  combining personal, family lives with  full-time employment  and some of them with part-time studies as well.  The banking sector is one of the most human resource intensive sector. Banking employees stay in the bank for longer hours doing routine work, which could be highly tasking on their mental health. Insufficient work life balance is a challenge that poses a big risk to female banking workers’ well-being, their performance as well as the organizational  performance. Other effect of  lack of work life balance includes Far-reaching family issues, broken home, lateness and absenteeism at work lose concentration at work.  

From the analysis of the study the following conclusions were drawn:

There is a positive link between work life balance and organisational performance.
 The impact of work life balance on employees’ commitment is positive.
Work life balance strategy is a significant predictor of employees’ job satisfaction.
There is a positive link between work life balance strategy and employees’ job satisfaction.
The extent at which  work life balance practices have an effect on work-family conflict is high.
5.3 RECOMMENDATION

The following recommendations are made from the conclusion of this study:

Appropriate policies and initiatives must be implemented by the bank’s human resource department to ensure that there are no obstacles in the practice  of work  life balance  i.e  written policy  on work  life  balance. 

Stress management  and  conducting  training programmes in relation to work life balance through which the organization can improve the work Life Balance of their staff. e.g. time  management  and  personal  effectiveness,  effective  work  load  management  should  be  prioritized  in  order  to  improve performance among employees.
Organizations should ensure they organize regular work life balance program for   employees to uplift their personal, professional as well as methodological effectiveness as this would enhance organizational commitment.

Management of organizations should enhance their leadership styles,engagement and policies in order to create a serene working environment and condition which would reduce female  employee’s job stress, help them maintain balance and enhance employee’ commitment to organization.

Employees should make personal effort to enhance their interpersonal skills, mental disposition and ensure effective commitment to organization where they work.
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APPENDIXE

QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) ON A QUESTION.

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]
Female [  ]

Age 

23-30 [  ]
31-35 [  ]
36-40 [  ]
41+ [  ]
Educational level

OND/HND
[  ]

B.Sc/MSC/ [   ]

PHD

[  ]

Marital Status

Single
[  ]

Married [  ]

Separated [  ]
SECTION B

Question 1: Is there any link between work life balance and organisational performance?

	Options
	Please tick

	Yes 
	

	No
	

	Undecided 
	


Question 2: What is the impact of work life balance on employees’ commitment?

	Options
	Please tick

	Positive 
	

	Negative 
	

	Undecided
	


Question 3: Is work life balance strategy a significant predictor of employees’ job satisfaction?
	Options
	Please tick

	Yes 
	

	No
	

	Undecided 
	


Question 4: What is the link between work life balance strategy and employees’ job satisfaction?

	Options
	Please tick

	Positive 
	

	Negative 
	

	Undecided
	


Question 5: To what extent does work life balance practices have an effect on work-family conflict?

	Options
	Please tick

	Very High Extent
	

	High Extent
	

	Low Extent
	


