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A b s t r a c t

he study examined the impact of Work Life Balance on employees' 

Tability to meet set target in Guaranty Trust Bank, Abuja. When 

employees nd it difcult to strike a balance between their work 

responsibilities and home responsibilities, then their ability to meet set targets 

becomes threatened. This study adopted a descriptive research design as well 

as the survey method. A total of 300 respondents served as the sample of the 

study. A well-structured self-administered questionnaire was used as the 

main tool for data collection and was administered using Stratied random 

sampling technique. The Data was analyzed using Simple regression analysis 

to test the hypotheses in line with the objectives of the study. The result 

revealed for hypothesis one that there is a positive signicant relationship 

between work support systems and employee's ability to meet set target. The 

result from hypothesis two shows that there was a signicant positive 

relationship between annual leave and employees' ability to meet set target. 

While Hypothesis three revealed a signicant positive relationship between 

exible scheduling and employee's ability to meet set target.
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Background to the Study

The advancement in technology globally has forced many organizations to focus on Work 

Life Balance initiatives in other to help enhance its employee ability to meet set targets. It 

is obvious that employees are an important resource in any organization; so, it becomes 

very important for human resource managers to formulate favourable policies that would 

help the employees minimize issues of work-life balance, so that optimizing their 

contribution to the company's goals and objectives becomes hitch-free (Afshan, Sobia, 

Kamran and Nasir 2020). In America, the challenges of work-life balance are more 

prevalent since many people are engaged in different kinds of jobs at different time in 

other to make both ends meet. In America and some Asian countries, the challenges of 

work life balance are not different with what is experienced in most Europeans countries. 

The inability to manage home responsibilities with work responsibilities have affected 

many of the employees' ability to meet set targets, commitment to their work as well as' 

their morale at work, as a result of the aggregated stress, anxiety, fear, depression and low 

concentration at work (Siagian, 2018).  

Most employees of Guaranty Trust Bank run into two major problems associated with 

work-life balance, which are: difculty in meeting deadlines at work place and not always 

been available at the home front. Most times, this leads to aggregated stress, anxiety, fear, 

depression and low concentration at work (Mills, and Walton, 2021). Since the employees 

of any organization are the engine room of the organization, their performance at work 

could make or mar the organization (Bugental, 2017). Successful organizations are 

increasingly realizing that there are a number of factors that contribute to performance 

but human resource performance is clearly most critical (Mello, 2021). So, it is on this 

backdrop that the study examined the impact of Work Life Balance on employees' ability 

to meet set target in Guaranty Trust Bank, Abuja and to identify the key challenges to 

effective Work Life Balance in Guaranty Trust Bank, Abuja.

Statement of the Problem 

When employees nd it difcult to strike a balance between their work responsibilities 

and home responsibilities, then their output in terms of ability to meet set target becomes 

threatened. This is the case with most employees of Guaranty Trust Bank, Abuja, where 

most of the employees lament of excess workload, exorbitant target in terms of nancial 

remittance and strict deadliness. Also, the inability to manage home responsibilities with 

work responsibilities has affected employees' ability to meet set targets in Guaranty Trust 

Bank, Abuja (Afshan, Sobia, Kamran and Nasir 2020). Adding all these with home 

responsibilities if not well managed could affect the employees' ability to meet set targets, 

as a result of the aggregated stress, anxiety, fear, depression and low concentration at 

work. 

Even though the management of Guaranty Trust Bank, Abuja have made efforts like 

introducing workplace support systems, exible scheduling and mandatory annual leave 

to help their employees ameliorate the challenges that come with work responsibilities 

and home responsibilities, yet the issue of striking a balance between work 
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responsibilities and home responsibilities among employees in Guaranty Trust Bank, 

Abuja, have continue to linger. It is on this premise that the study was conducted to 

examine the impact of work-life balance on the performance of employees of Guaranty 

Trust Bank, Abuja. In Nigeria, studies on Work Life are few and most studies seem to 

focus on the female workforce, individuals with children or single-parent families, rather 

than on all employees. Consequently, there is little research efforts on Work Life Balance 

for all employees in Guaranty Trust Bank, Abuja, Nigeria. It is this gap that this study 

intends to ll.

Research Question

This research question is considered for the study:

i. To what extent does workplace support system, annual leave as well as exible 

scheduling affect employees' ability to meet set targets in Guaranty Trust Bank, 

Abuja?

Objectives of the Study

The general objective of this study is to examine the impact of Work Life Balance on 

employees' ability to meet set targets in Guaranty Trust Bank, Abuja.

Therefore, the specic objective of the study is to:

i. Examine the impact of workplace support system, annual leave as well as exible 

scheduling affect employees' ability to meet set targets in Guaranty Trust Bank, 

Abuja.

Statement of Hypotheses

The following hypothetical statements guided the study and are stated in a null form.

H There is no statistically signicant relationship between workplace support 01�

system and employees' ability to meet set targets in Guaranty Trust Bank, Abuja. 

H There is no statistically signicant relationship between annual leave and 02�

employees' ability to meet set targets in Guaranty Trust Bank, Abuja. 

H There is no statistically signicant relationship between exible scheduling and 03�

employees' ability to meet set targets in Guaranty Trust Bank, Abuja. 

The target respondents were employees of Guaranty Trust Bank, Abuja. The study 

focused on workplace support systems, annual leave and exible scheduling as the 

proxies of the independent variable (i.e. work-life balance) and employees' ability to meet 

set targets as the dependent variable. 

Conceptual Framework 

Work Life Balance globally has received enormous research exposure, far less attention 

has been devoted to exploring the concept of Work Life Balance as it relates to employee 

performance in Nigeria (Ojo, 2014). The term is not merely related to work and life; it is a 

positive state of mind of employees. 
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Concept of Work Life Balance 

Clarke, Koch and Hill (2014) noted that Work Life Balance is generally associated with 

equilibrium between the amount of time and effort somebody devotes to work and 

personal activities, in order to maintain an overall sense of harmony in life. Lewis (2018) 

observes that the way to achieve this is to adopt a system that is conceptualized as a two-

way process which considers the needs of the workers as well as those of employers. In 

order to take on employers in this procedure it is imperative to show the benets that can 

be obtained from employment policies and practices that sustain Work Life Balance, and 

the scope that subsists for extenuating their negative effects on the management of the 

business. 

Clark (2019) denes Work Life Balance as contentment and good functioning at work and 

at home with negligible role conicts. Work-life balance is about nding the right balance 

between one's work and one's life (outside work) and about feeling comfortable with both 

work and non-work commitments. Many people nd it difcult to manage their time in a 

way that is healthy for work and for personal life not because they are poor at time 

management, but basically because a good part of the time is not theirs. However, work-

life balance is tricky to individually accomplish without organizational encouragement. 

Bird (2020) reafrms that, Work Life Balance does not mean an equal balance adding that 

one's best individual Work Life Balance would vary over time. 

Greenhaus (2019) indicates that while Work Life Balance has conservatively been 

presumed to involve giving equal amounts of time to paid work and non-work roles, 

more recently the notion has been accepted as more difcult and has been expanded to 

integrate extra components. Instead, it implies employee satisfaction with work roles or 

family roles at the same degree. Therefore, the study adopts this assertion as the 

conceptual framework of work-life balance. 

Concept of Employees Ability to Meet Set Targets

Hill (2019), asserted that for employees to meet up with organizational set targets, they 

must be motivated by the larger organizational ambitions. Employees who are not clear 

with their roles in the organization, are likely to be ineffective even if they are very 

hardworking, and cannot meet organizational set targets. To achieve organizational set 

targets, an employee must master how to improvise when things are not going as planned 

or when things go wrong in the course of working.

Hill (2019), states that no matter the position an employee occupy, it should be clear to him 

or her, how his or her task contribute to the helping the organization achieve it set goals or 

targets. When things go wrong, employees must understand that the organization's 

vision is the most important thing to protect, correct or x. When organizational set goals 

become for competition and for comparison purposes among employees, then the aim of 

the set goals become threatened. Also, setting different targets for employees with similar 

responsibilities encourage internal rivalries which could undermine the organizational 

mission or vision.
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Theoretical Framework

Agbaeze (2014) explains that theories provide the rational basis for explaining or 

interpreting the results of research and relationship between the problem and a given 

theory. This study is anchored on the spillover theory by Guest (2002).

Spillover Theory by Guest (2018)

The spillover theory postulates the conditions under which spillover between the work 

micro system and the life micro system occurs. It can either be positive or negative. If work 

life interactions are rigidly structured in time and space, then spillover in terms of time, 

energy and behavior is negative (Guest, 2002). When exibility occurs, which enables 

individuals to integrate and overlap work and life responsibilities in time and space, it 

leads to positive spill over which is instrumental in achieving healthy work life balance 

(Fapohunda, 2014). 

Biological Model

Kreitner and Kinicki (1998) in addressing the question of employee performance, opine 

that organizational theorists not only drew upon the eld of general systems theory that 

emerged in the 1950s, but suggested a more dynamic model for modern organisations. 

The proposed model likens organizations to the human body; hence it has been labeled 

the biological model. The biological model identies the organization as an open system 

that transforms inputs into various outputs. The biological model shows that the outer 

boundary of the organization is permeable – people, information, capital, goods and 

services move back and forth across this boundary. Each of the ve organizational 

subsystems – goals and values, technical, psychological, structural and managerial 

subsystems is dependent on the other. 

Importance of the Theories to the Study

The Spillover theory provides the basic understanding for employees work life by 

making it clear that if employees work life is so rigid or structured, then spillover in terms 

of energy, time and behaivour would be negatively affected. This shows that employees 

work life would be balance in an unstructured in environment, where employees are 

allowed to bring in exibility to work. The biological theory equally provides a clear 

understanding to employee work life balance by indicating that if people, information, 

capital, goods and services are involved in any work setting, then proper attention needs 

to be upheld.

Empirical Review

Madipelli, Sarma and Chinnappaiah (2022) investigating the factors inuencing 

workplace support systems among female teachers at home and at work place observed 

that, organizations having ineffective work arrangements, poor working conditions, long 

working hours, lower income, pressurized work environment etc., may be responsible for 

monotony, frustration and stress towards work and home among employees, which 

leads to work life imbalance. Marital relationship, attitude and cooperation of husband 

and family members were the other factors may also relate to Work Life Balance amidst 
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working women. Findings revealed that positive signicant relationship between 

workplace support system and employee's performance.

Nayeem and Tripathy (2018) examined the relationship of satisfaction with leave policy 

and employee performance among teachers in technical Institutions. The study pointed 

out that leave policy was a major contributor towards employee performance and males 

experienced higher degree of performance compared to female teachers. The study 

identied that leave policy and employee performance had a negative relationship. 

Lingard, Francis and Turner (2018) conducted a study among project-based construction 

workers in a large civil engineering construction project in Melbourne, Australia. The 

study captured data with regard to the number of hours worked, satisfaction with work 

life balance and capacity to complete required tasks at work and at home. Results 

demonstrated a strong correlation between hours worked each week and 

participants'work and life experiences. The time series modelling revealed that workers 

taking a short, temporary break from work can contribute to improve work life balance. 

Julien, Somerville and Culp (2020) had examined the role of alternative workplace 

support system that helps to reduce work life conict in the public sector. The results 

revealed that a compressed work week is considered as an alternative work life 

arrangement that reduces work-life conict and helps to enhance work-life balance. High 

levels of management and superior support of exible work arrangements such as 

exible hours and compressed work week were positively related with the ability to 

balance personal, family and work demands. Findings revealed that positive signicant 

relationship between workplace support system and employee's performance.

Drake (2021) carried out a study on successful ways to motivate employees to perform at 

higher levels of customer service, quality, sales and other key metrics. The purpose of the 

study was to determine the effect of motivation on employee's performance. The study 

which had a scope of over twenty plus years used 600 employee focus groups and 

individual interviews of more than 2,000 people in Canada. The researcher adopted the 

survey research method. The nding of the study indicated that a positive and signicant 

relationship between exible scheduling inspired motivation (as indicated in the 

questionnaire) and employee performance.

Okoo (2023) examined the impact of exible scheduling on employee performance in SOS 

Children 's Village, Eldoret. This study adopted descriptive research design. The target 

population for this study was 111, comprising of management and all other employees of 

SOS Children's Village, Eldoret. From the ndings, the study established that team 

performance was to be achieved through recognition of achievement, promotions, good 

working environments, exible scheduling and fair rewards and remunerations. 

Martin and Kaufman (2021) queried whether satisfaction with leave policy matters when 

it comes to retaining employees using 480 extension agents with less than 6 years of 

employment representing 12 states in the southern United States of America. Using 
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Ordinary Least Square Regression, they found that signicant relationships between 

employee's perceived fairness of leave policy and intention to quit. Employee retention is 

one of the most difcult operational areas for human resources managers to determine 

exactly why employees leave the organization, and what they can do to retain them. The 

study found a positive signicant relationship between annual leave and employee's 

performance.

Gap in the Related Literature 

Critical examination of the literature shows that while Work Life Balance has been 

extensively researched in the developed countries, it is just beginning to gain attention in 

sub-Saharan Africa in general and in Nigeria in particular. Therefore, this concept is 

under-explored in the Nigerian context. There remains much to learn in Nigeria and how 

best to support their capacities to support employee's Work Life Balance, especially on 

how to schedule for leave during this time of increased economic pressure. It is this gap in 

knowledge that the research seeks to ll. Also, there are scanty records on studies 

showing the inuence of annual leave and exible working schedules on employees' 

performance in the banking sector in Abuja. 

Methodology

The researcher adopted survey research design, according to Fowler (2019), survey 

research is advantageous because it seeks to obtain information that describes factors 

under investigation and achieve unbiased representation of the population through 

appropriate sampling techniques. Surveys are also used in collecting data from large 

populations that are not easy to observe directly. This design is deemed appropriate for 

this type of research and also provides the researcher with more reliable conclusions on 

effects of work life balance on employees' ability to meet set targets in Guaranty Trust 

Bank, Abuja, Nigeria.

Population of the Study

 The study population consists of employees (both junior and senior staff) in Guaranty 

Trust Bank, Abuja., Nigeria. This comprises three hundred (300) employees of Guaranty 

Trust Banks, spread across several departments as shown below:

Table 1: Population Size of Guaranty Trust Bank, Abuja 

Source: Field Survey, 2023 

S/N  Bank  Total  

  
Management 

Staff

 

Junior 

staff

 

 

 

Total

 

      

1

 

Guaranty 

Trust Bank

 

30

 

270

  

300
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Table 1 shows that Guaranty Trust Bank, Abuja consists of 300 employees from the 

management and junior staff. 

Sample Size Determination: The sample would remain three hundred, since it is not 

large enough. Stratied random sampling technique was used to obtain a representation 

of a sample from the population. The study then employed simple random sampling 

technique specically (balloting without replacement) to select the respondents because 

this method offered the respondents within the stratum equal chance or opportunity of 

being selected. As shown below.

The study made use of primary data (questionnaire) which was administered to the 

employees of Guaranty Trust Bank. 

The primary data was obtained through well-structured questionnaire of close ended 

type which was administered to Guaranty Trust Bank Abuja. Structured questionnaire is 

a document that consists of a set of standardized questions with a xed scheme, which 

species the exact wording and order of the questions, for gathering information from 

respondents. The instrument that was used to collect data from the primary source is the 

questionnaire. The questionnaire is divided into two (2) sections, A, and B. Section A 

captures the socio-economic characteristics of the respondents (bio-data), while section B 

captured the specic objectives of the study (opinion of employees of Guaranty Trust 

Bank on work life balance and its effects on employee's ability to meet set target).  A ve-

point Likert scale that is 5 – Strongly agree, 4 – Agree, 3 - Neither agreed nor disagreed, 2 – 

Disagree, 1- Strongly disagree that will best describe the extent to which the respondents 

agree with each of the items in the questionnaire was used. 

 

The data was analyzed using descriptive statistics and inferential statistics. Measures of 

work life balance used in this study are workplace support systems, annual leave and 

exible scheduling while employees' ability to meet set target was the dependent variable 

and are expressed in this study as shown below:

EAMST = α + WSS  + AL  + FS  + u........................eqn……… 11 1 2  3

Where:

EAMST = Employees' Ability to Meet Set Target

WSS = Workplace Support Systems

AL = Annual Leave 

FS = Flexible scheduling 

Validity and Reliability of Instrument 

The content validity of the research instrument was assessed using expert judgment of 

ve experts from both the banking sector and research supervisor. Measurement of 

reliability provides consistency in the measurement of variables. Cronbach Alpha is the 

most commonly used psychometric measure assessing survey instruments and skills 

(Zhang, Waszink, and Wijngaard, 2000). In this research, the test-retest method of 
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reliability was used. The same research instrument was administered to 30 employees of 

Eco bank in order to ascertain the extent to which there is an effect between the two sets of 

scores obtained. 

Data Presentation and Analysis

Analysis of Responses

Table 2: Analysis of the Research Questions 

Source: Data Output Using SPSS Statistical Package (Version 26)

Table 2 above reveals the extent workplace support systems, annual leave, and exible 

scheduling affect the employee's ability to meet set target in Guaranty Trust Bank. When 

the employees were asked to what extent does workplace support systems affect the 

employee's performance in Guaranty Trust Bank, 83.2% (248) responded strongly agree, 

5.0% (15) responded agree, 2.3% (7) responded undecided, 3.0% (9) responded disagree 

while 6.4% (19) responded strongly disagree. This shows that 83.2% (248) of the 

employees strongly agreed that workplace support systems affect the employees' ability 

to meet set target in Guaranty Trust Bank. Also, research question 2 which asked the 

extent annual leave affects the employees' ability to meet set target in Guaranty Trust 

Bank, 43.6% (130) responded strongly agree, 41.6% (124) responded agree, 3.0% (9) 

responded undecided, 4.7% (14) responded disagree while 7.0% (21) responded strongly 

disagree. Lastly, the research question 3 which asked the extent exible scheduling affects 

the employees' ability to meet set target in Guaranty Trust Bank, 12.1% (36) responded 

strongly agree, 40.6% (121) responded agree, 13.4% (40) responded undecided, 20.5% (61) 

responded disagree while 13.4% (40) responded strongly disagree.

Statements  Responses  Frequency  Percent  
Workplace support systems affect the 

performance of employees in Guaranty 

Trust Bank?

 

 

Strongly Agree 
 

Agree 

 Undecided 

 Disagree 

 
Strongly disagree 

 
Total

 

248
 

15

 7

 9

 
19

 
298

 

83.2
 

5.0

 2.3

 3.0

 
6.4

 
100.0

 
Annual leave affect the performance of 

employees in

 

Guaranty Trust Bank?

 

Strongly Agree 

 

Agree 

 

Undecided 

 

Disagree 

 

Strongly disagree 

 

Total

 

130

 

124

 

9

 

14

 

21

 

298

 

43.6

 

41.6

 

3.0

 

4.7

 

7.0

 

100.0

 

Flexible scheduling affect

 

the 

performance employee’s in Guaranty 

Trust Bank?

 

Strongly Agree 

 

Agree 

 

Undecided 

 

Disagree 

 

Strongly disagree 

 

Total

 

36

 

121

 

40

 

61

 

40

 

298

 

12.1

 

40.6

 

13.4

 

20.5

 

13.4

 

100.0

 

 

IJORMSSE | p.161



Test of Hypothesis One

H There is no statistically signicant relationship between workplace support 01�

system and employees' ability to meet set target in Guaranty Trust Bank. 

Table 3: Descriptive Statistics

Source: Data Output Using SPSS Statistical Package (Version 26)

Table 4: Correlation Coefcientsa

Source: Data Output Using SPSS Statistical Package (Version 26)

Hypothesis one which stated that there will be no signicant positive relationship 

between workplace support systems and employees' ability to meet set target in Guaranty 

Trust Bank, was rejected. From the result shown above in hypothesis one, the analysis 

indicated that there is a positive strong signicant relationship between workplace 

support systems and employees' ability to meet set target in Guaranty Trust Bank at 

(Mean = 3.3, 3.4; Std.D = 1.5, 2.1; B = .040, t=3.551 Sig = .537, .000 P<.05). This result shows 

that workplace support system increases the employee's performance at work. 

Test of Hypothesis Two

H There is no statistically signicant relationship between annual leave and 02�

employees' ability to meet set target in Guaranty Trust Bank. 

Table 5: Descriptive Statistics

Source: Data Output Using SPSS Statistical Package (Version 26)

Mean

Std. 

Deviation N

EAMST 3.3375 1.57605 298

Workplace 

support 

system

3.4094 2.15092 298

 

Model

 

Unstandardized 

Coefcients

 

Standardized 

Coefcients

 
T Sig.B

 

Std. Error

 

Beta

 

 

(Constant)

 

.811

 

.133

  

.083 .934

IWSSscore

 

.040

 

.069

 

.183 3.551 .537

IALscore .842 .086 .106 1.660 .100

IFSscore .861 .046 .380 9.952 .000

Mean

Std. 

Deviation N

EAMST 3.3375 1.57605 298

Annual 

Leave
1.2785 .44903 298
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Table 6: Correlation Coefcientsa

Source: Data Output Using SPSS Statistical Package (Version 26)

Hypothesis two which stated that there is no signicant positive relationship between 

annual leave and employees' ability to meet set target in Guaranty Trust Bank was 

rejected. Hypothesis two above shows a signicant positive relationship between annual 

leave and employees' ability to meet set target in Guaranty Trust Bank at (Mean = 3.3, 1.2; 

Std.D = 1.5, .44; B = -.351, t=1.660 Sig = .000 P<.05). This result reveals that annual leave 

increases employees' ability to meet set target in Guaranty Trust Bank. 

Test of Hypothesis Three 

H There is no statistically signicant relationship between exible scheduling and 03�

employees' ability to meet set target in Guaranty Trust Bank.  

Table 7: Descriptive Statistics

Source: Data Output Using SPSS Statistical Package (Version 26)

Table 8: Correlation Coefcientsa

Source: Data Output Using SPSS Statistical Package (Version 26)

Hypothesis three which stated that there is no signicant positive relationship between 

Flexible scheduling and employees' ability to meet set target in Guaranty Trust Bank is 

Mean

Std. 

Deviation N

EAMST 3.3375 1.57605 298

Flexible 

scheduling
1.8993 1.13259 298

 

Model

 

Unstandardized 

Coefcients

 

Standardized 

Coefcients

 T Sig.B

 

Std. Error

 

Beta

 

 

(Constant)

 

.811

 

.133

  

.083 .934

IWSSscore

 

.040

 

.069

 

.183

 

3.551 .537

IALscore -.351 .086 .106 1.660 .000

IFSscore .861 .046 .380 9.952 .000

 

Model

 

Unstandardized 

Coefcients

 

Standardized 

Coefcients

 T Sig.B

 

Std. Error

 

Beta

 

 

(Constant)

 

.811

 

.133

  

.083 .934

IWSSscore

 

.040

 

.069

 

.183

 

3.551 .537

IALscore .-351 .086 .106 1.660 .000

IFSscore -.179 .046 .380 9.952 .005
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equally rejected. From the result in hypothesis three, there was a signicant weak positive 

relationship between exible scheduling and employees' ability to meet set target in 

Guaranty Trust Bank at (Mean = 3.3, 1.8; Std.D = 1.57, 1.13; B = -.179, t=9.952 Sig = .005, .000 

P<.05). This result indicates that exible scheduling increases employees' ability to meet 

set target in Guaranty Trust Bank.

Discussion of Findings

The results of the analysis indicate that there is a signicant relationship between work 

life balance and employees' ability to meet set target in Guaranty Trust Bank.

Research Question One: To what extent does workplace support systems affect the 

employees' ability to meet set target in Guaranty Trust Bank?

From the analysis, the study found out that there is a signicant positive relationship 

between workplace support system and employees' ability to meet set target in Guaranty 

Trust Bank. This nding is in line with the study of Madipelli, Sarma and Chinnappaiah 

(2020) and Julien, Somerville and Culp (2019) which found a positive signicant 

relationship between workplace support system and employees' ability to meet set target. 

However, the nding of the study is not in alignment with the nding of Hill (2022) and 

Wali (2020), which found a negative signicant relationship between workplace support 

system and employees' ability to meet set target. The nding of this study is in support 

with the spillover theory which postulates the conditions under which spillover between 

the work micro system and the life micro system occurs. It can either be positive or 

negative. If work life interactions are rigidly structured in time and space, then spillover 

in terms of time, energy and behavior is negative.

Research Question Two: To what extent does annual leave affect employees' ability to 

meet set target in Guaranty Trust Bank?

From the analysis, the study found out that there is a signicant positive relationship 

between annual leave and employees' ability to meet set target in Guaranty Trust Bank. 

This nding is in line with the study of Martin and Kaufman (2021) and Shore and Martin 

(2021) which found a positive signicant relationship between annual leave and 

employees' ability to meet set target in. However, the nding of the study is not in 

alignment with the nding of Nayeem and Tripathy (2018) and Sakthivel and 

Jayakrishnan (2018) which found a negative signicant relationship between annual 

leave and employees' ability to meet set target.

The nding of this study is in support with the spillover theory which postulates the 

conditions under which spillover between the work micro system and the life micro 

system occurs. It can either be positive or negative. If work life interactions are rigidly 

structured in time and space, then spillover in terms of time, energy and behavior is 

negative.
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Research Question Three: To determine the extent exible scheduling affects employees' 

ability to meet set target in Guaranty Trust Bank? 

From the analysis, the study found out that there is a signicant positive relationship 

between exible scheduling and employees' ability to meet set target in Guaranty Trust 

Bank. This nding is in line with the study of Agbola (2018) and Oyedele (2021) which 

found a positive signicant relationship between exible scheduling and employees' 

ability to meet set target. However, the nding of the study is not in alignment with the 

nding of Becker, Billings, Evelleth and Gilbert (2021)) and Lockwood (2020) which found 

a negative signicant relationship between exible scheduling and employees' ability to 

meet set target. The nding of this study is in support with the spillover theory which 

postulates the conditions under which spillover between the work micro system and the 

life micro system occurs. It can either be positive or negative. When exibility occurs, 

which enables individuals to integrate and overlap work and life responsibilities in time 

and space, it leads to positive spill over which is instrumental in achieving healthy work 

life balance. 

Summary

This study examined Work Life Balance on employees' ability to meet set target in 

Guaranty Trust Bank. This study discussed the background of the study, statement of the 

problem, research questions, objectives of the study, signicance of the study, scope and 

limitations of the study. It further assessed the conceptual framework, the theoretical 

framework as well as the empirical review where previous studies relevant to this study 

were reviewed in line with the study variables. The study examined the research design, 

population of the study and sample size, the research instrument, methods of data 

collection and analysis. Data collected was analyzed using Simple regression and 

signicance was accepted at P<.05). 

Conclusions

On the basis of research ndings, the following conclusions were made: work life balance 

of employees in Guaranty Trust Bank is one of the imperative duties of organizations. The 

results regarding this relationship underscored the need for managerial attention to 

having an affectively committed employee work-force. Organizations can focus on 

supporting employees' work-life balance to secure their performance to the 

organizations. Employee's reported that organizational annual leave made them to 

experience a greater job, family and career satisfaction. Annual leave that are family 

support designed would greatly help these employees balance their work and personal 

lives. This is not an option but also a necessity for many employers today. 

Recommendations

Based on the results of ndings, the following are recommendations are made in line with 

the objectives of the study: 

1. The management of Guaranty Trust Bank, Abuja should encourage their 

employees to adopt co-worker support system as a means of achieving work-life 
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balance. So, for the individuals that want to access co-worker support system in 

their work-place, they should create positive relationships with others and also be 

aware of the concept of reciprocity.

2. 2The management and supervisors of Guaranty Trust Bank, Abuja should design 

policies that lay emphasis on work-family integration. Understanding some of the 

choices and challenges of employee's might lead to improve organizational 

policies for employees toaccommodate work-life balance issues. They should 

institute favourable leave policies, procedures, actions, and expectations that 

enable employees to easily pursue more balanced lives. 

3. The management of Guaranty Trust Bank, Abuja should encourage their 

employees to adopt discretionary policies such as exi-time, part-time work, 

telecommuting, job sharing and many others, but ensure that that the job is 

adequately done.

References

Afshan, A. M., Sobia, D., Kamran, S., & Nasir, M. (2018). Industrial/organizational 

psychology. Belmont, CA. Cengage Learning, Journal of International 

Management,6(6), 15-23. 

Agbaeze, C. P. (2018). Principles and practices of research, Journal of Change 

Management,5(9), 238-243.

Agboola, A. A. (2020). Optimizing the use of information and Communication technology 

ICT in Nigerian banks, Journal of internet Banking Commerce, April, 1(1). 

Allen, K. P. (2019). Managing work-life balance, The Professional Manager 34 (1). 

Barriball, K. L., Coopamah, V., Roberts, J., Watts, S. (2017). Evaluation of return to 

practice: The Views of nurse returnees from three NHS hospital trusts, Journal of 

Nursing Management 15, 433–441. 

Becker, T. E., Billings, D. M., Evalleth, A., & Gilbert, C. D. (2021). The multidimensional 

view of commitment and theory of reasoned action A comparative evaluation, 

Journal of Management,21(4), 17-638.

Bugental, C. S. (2017). Work-home conict among nurses and engineers: Mediating the 

impact of role stress on burnout and satisfaction at work.  Journal of Organizational 

Behavior 12(1): 39-53

Clark, S.C. (2019). Work cultures and work/family balance, Journal of Vocational Behaviour, 

58, 348-365. 

Clarke, M., Koch, L., & Hill, E. (2018). The work–family interface: Differentiating balance 

and t, Family and Consumer Sciences Research Journal, 33(2), 121- 140.

IJORMSSE | p.166



De Bruin, A. & Dupuis, A. (2018). Work-life balance? Insight from non-standard work, 

New Zealand Journal of Employment Relations.29 (1), 21-37. 

Dwyer, T., Jamieson,L., Moxham, L. (2017). Evaluation of the12-hour shift trial in a 

regional intensive care unit, Journal of Nursing Management15,711–720.

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (2018). Perceived 

organizational Support, Journal of Applied Psychology, 71, 500 –507. 

Fapohunda, T. M. (2018). An exploration of the effects of work life balance on 

productivity, Journal of Human Resource Management and Labour Studies, 2(2) 71-89. 

George, J. & Jones, G. (2018). Contemporary management, London: McGraw Hill 

Greenhaus, E. (2019). Organizational identication versus organizational commitment:  

Self-denition, social exchange, and job attitudes, Journal of Organizational 

Behaviour 571.

Glass, S. & Finley, S. (2016). In the face of conict: Work-life conict and desired work 

hour adjustments, Journal of Marriage and Family 67 (1313-1331). 

Robbins, S. P. (2018). Organizational theory: Structure, design, and application, San Diego: 

Prentice-Hall 

Robbins S. P, Judge, T. A, Vohra, N. (2018). Organizational behavior, New Delhi: Pearson 

Education.  

Rudy, K. S. (2019). Work life balance reections on employee satisfaction, Serbian Journal 

of Management. 6 (1), 85-96.

Schedlitzki, U., & Edwards, P.O. (2018). Culture, Personality and Subjective Well-being 

Integrating Process Models of Life Satisfaction, Journal of Personality and Social 

Psychology, 82, (4). 

Siagian, A. N. (2019). Work life balance: An empirical analysis of select organisations, 

European Journal of Social Science, 2/2012, 34-48. ISSN:1804- 6592. 

Spinks, S. (2014). Work-Life Balance: A matter of choice? Journal of Gender, Work and 

Organization, 16, (1), Pages 1–177. 

Tausing, A. & Fenwick, O. (2019). An empirical study into the relationship between 

work/life balance and performance of fathers and mothers in the workplace. 

Journal of Managerial Issues 19, 35–52. 131 

IJORMSSE | p.167



Vishira, S. (2018). Work life balances a source of job satisfaction – An exploratory study on 

the view of women employees in the service sector, International Journal of 

Multidisciplinary Research. 2(3), 450-458. 

IJORMSSE | p.168


	Page 1
	Page 2
	Page 3
	Page 4
	Page 5
	Page 6
	Page 7
	Page 8
	Page 9
	Page 10
	Page 11
	Page 12
	Page 13
	Page 14
	Page 15
	Page 16

