
 
Research Journal of Management Practice | ISSN: 2782-7674 

Vol. 1, Issue 6 (June, 2021) | www.ijaar.org  

Journal DOI: 10.46654/RJMP  

Article DOI: 10.46654/RJMP.s7621 

 

1 
 

WORK-FAMILY CONFLICT AND TURNOVER INTENTION 

AMONGST STAFF IN FIDELITY BANK, ABUAD 

 
Kelvin N. Agbakwuru

1 

Email: kelvinagbakwuru10@gmail.com 

+2348164154366,  

 

PhD Student at Afe Babalola University, Department of Human Resource Management, 

College of Social and Management Sciences 

Opeyemi O. Onasanya
2 

Email: opeyemionasanya@gmail.com 

+2348032127500 
 

PhD Student at Afe Babalola University, Department of Human Resource Management, 

College of Social and Management Sciences 

 

Abstract 

With work life and family life always being at conflict with each other for employees, this 

study seeks to ascertain if work-family conflict is a causative factor for turnover intention 

amongst staff in Fidelity Bank, ABUAD. Also, this study seeks to establish the relationship 

between work-family conflict and turnover intention. To achieve these objectives, Census 

sampling method was used to obtain the sample for the study. Data was collected via the aid 

of close-ended questionnaires and analysed using simple regression and Pearson Product 

correlation on the SPSS version 20.0. Results indicated that work-family conflict has no 

significant impact on turnover intention amongst staff in Fidelity Bank, ABUAD branch and a 

positive insignificant relationship exists between both variables. The study concluded that 

work-family conflict is not a significant factor that influences turnover intention amongst staff 

in Fidelity Bank, ABUAD branch. 
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Introduction 

The banking sector is a very vital sector to the liquidity of a nation. This is due to the role it 

plays in facilitating business transactions. It is a popular belief that without this sector, other 

sectors might suffer a huge shipwreck. Hence, the banking sector can be likened to the 

“blood” of a nation’s economy. Felicia, Joseph and Victoria (2016) affirmed this by asserting 

that banks are one of the most vital financial institutions that play a very crucial role in the 

economy of a nation. Consequent upon this, workers in these banks are burdened with so 

much workload to the extent their personal lives are affected. The banking sector in Nigeria is 

known for its long working hours culture, high workloads and highly stress-inducive. This 

makes employees in this sector so work saturated that their personal/family lives suffer a 

great deal (Ugwu, Amazue, & Onyedire, 2017). This experience is what is referred to as 

work-family conflict.  

Work-family conflict is a type of conflict that manifests when the demands of work and 

family domains are incompatible (Greenhaus & Beutell, 1985). It is a kind of inter-role 

conflict where pressures from work and family are seen to be mutually incompatible (Kahn, 

Wolfe, Quinn, Snoek, & Rosenthal, 1964). Employees in the banking sector are known to 

experience this type of conflict due to the demanding nature of their job. Moreover, they are 

on a continuous route to strike a balance between these two role domains – work and family 

(Ajala, 2017).  

In recent researches, the work-family conflict is seen to be a bidirectional concept – work-to-

family and family-to-work. Work-to-family conflict has to do with the interference of work 

into family/personal life while the family-to-work is the interference of family into work life. 

Zhang, Duffy, and de Castillero (2017) asserted that people with high levels of work-family 

conflict experience more of depression and stress. This seems to be a perfect scenario of what 

employees in the banking sector face. As a result, many employees are prone to quit their 

jobs and this has become a big problem to the banking sector (Madueke & Emerole, 2017). 

This leads to the issue of turnover intention amongst employees in the banking sector 

especially for the female gender where their husbands compel them to quit their jobs so as to 

focus on taking care of the home (Ajala, 2017).   

Faragher (2008) defined turnover intention as the degree to which an employee intends to 

leave an organisation. In the words of Hom and Griffeth (1991), it is a strong indication of an 

employee’s intent to voluntarily and permanently leave an organisation. According to 

Kumara and Fasana (2018), it is an intention had by an employee to quit an organisation and 

it is the precursor to actual leaving. From these definitions, it can be seen that turnover 

intention is not really the actual leaving of an organisation but the thought process initiated 

before leaving an organisation. With the work-family conflict being experienced by 

employees in the banking sector, it is hypothesised that a high turnover intention exists. This 

study, therefore aims at either confirming or disproving this hypothesis by studying workers 

in Fidelity Bank, ABUAD branch.  

Research Questions 

Deducing from the research problem, this study seeks to provide answers to the following 

research questions: 
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(i) What is the impact of work-family conflict on turnover intention amongst staff in 

Fidelity Bank, ABUAD? 

(ii) What is the correlation between work-family conflict and turnover intention 

amongst staff in Fidelity Bank, ABUAD?  

Research Objectives: 

The study seeks to achieve the following research objectives: 

(i) To determine the impact of work-family conflict on turnover intention amongst 

staff in Fidelity Bank, ABUAD. 

(ii) To ascertain the correlation between work-family conflict and turnover intention 

amongst staff in Fidelity Bank, ABUAD? 

Research Hypotheses: 

H1: There is no statistically significant impact of work-family conflict on turnover intention 

amongst staff in Fidelity Bank, ABUAD. 

H2: There is no statistically significant relationship between work-family conflict and 

turnover intention amongst staff in Fidelity Bank, ABUAD.   

2.0 Review of Relevant Literatures 

The relationship between workplace and family is very crucial to the understanding of the 

attitude and behaviour of employees (Ajala, 2017). This is because employees are economic, 

social and psychological beings (Rao, 2014). They belong to the workplace primarily for 

economic benefits and are members of a family due to social, biological and psychological 

reasons. Hence, there is an expectation to be at optimal performance levels in both domains 

(work and family). This expectation most times grows beyond the capacity of the individual 

to meet and puts him/her in a situation of opportunity cost where the commitment of one 

domain has to be sacrificed at the altar of the other domain.  

Studies have proven that organisations which are characterised by a great degree of work-

family conflict, employees had no option than to quit such organisations (Asgar, Gull, Bashir 

and Akbar, 2018). This implies that work-family conflict tend to increase the turnover 

intention of staff which ultimately result in actual turnover. The study of Andres, Moelker, 

and Soeters (2012) proves this to be true. According to them, employees who had a greater 

deal of the experience of work-family conflict had higher levels of turnover intention. 

Moreover, Syed, Ahmad, Ali, Arif and Gohar (2018) in their study on female doctors in 

Pakistan also revealed that a positive relationship exists between work-family conflict and 

employees’ intentions to leave an organisation. This implies that as the incompatibility in the 

demand of work and family increases, employees’ intention to quit organisations also 

increases.   

Furthermore, Ghayyur and Jamal (2012) who examined the interaction between work-family 

conflict and turnover intention in banking and pharmaceutical firms in Peshawar region of 

Pakistan, discovered that the conflict situation between work and family domains induces 

employees’ intention to quit their organisations. In their study, it was revealed that the second 

dimension of work-family conflict (family-to-work) had a higher impact on turnover 

intention than the first dimension of work-family conflict (work-to-family). This finding 
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shows that when family issues interfere more with work than work issues interfere with 

family, employees are more likely to leave an organisation.  

With stress being a strong derivative of the work-family conflict and a trigger of turnover 

intentions (Khan et al. 2014), it is only normal that the job performance of employees would 

be negatively affected. Although job performance has been seen as a product of different 

variables like employees’ dissatisfaction, poor wages (Ajala, 2007), Ukeka and Raimi (2016), 

Ngurah, Hendra and Made (2019) investigated the direct consequence of work-family 

conflict on employees’ job performance. From both studies, it was revealed that work-family 

conflict has no positive contribution to the job performance of employees in an organisation. 

This therefore means that an organisation characterised by a high level of work-family 

conflict is prone to having a reduction in the job performance levels of employees.  

It should be reiterated that employees are human beings who have limited amount of time and 

energy to expend on both work and family lives (Afsar & Rehman, 2017). This makes it very 

difficult for them to strike a balance between both areas because, as attention is being paid to 

one area, the other is automatically neglected. This conflicting situation puts employees in an 

unstable psychological state where they become unable to perform their job duties effectively 

and as at when due. Also, the motivation, job satisfaction and commitment levels tend to 

reduce which could ultimately lead to higher turnover intentions. When an employee actually 

quits an organisation due to the issue of work-family conflict, the saying, “you cannot serve 

two masters” becomes a reality.   

2.1 Theoretical Framework 

2.1.1 Border Theory 

The border theory is an offshoot of the conflict theory and was propounded by Clark (2000). 

The theory is of the proposition that people cross borders of work and family in their daily 

lives. It is predicated upon the notion that there is a boundary between work and family lives 

and this boundary are existent in three different forms – mental boundary, time boundary and 

physiological boundary (Ukeka and Raimi, 2016). Mental boundary is concerned with the 

abstract attention workers give to their work and their families. Time boundary deals with the 

time allocated to each of the domain and physiological boundary has to do with the physical 

or bodily presence of workers in each of the domain. Workers are on a constant battle to 

strike a balance between these two domains and this theory helps the worker to identify the 

boundaries of work and family.  

This theory was adopted as a lens through which the cross-border problems of employees’ 

work and family lives can be viewed and how the conflicting demands of both roles induces 

turnover intention of employees in Fidelity Bank, ABUAD branch.  

3.0 Methodology 

3.1 Research Design 

The research design adopted for this study is the descriptive survey research design. The 

justification for the use of this research design is that the study seeks to examine what already 

is as regards work-family conflict and turnover intention in Fidelity Bank, ABUAD branch 

without the interference of the researcher.  
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3.2 Study Population 

The population of this study consists of all employees from junior level to senior level 

working in Fidelity Bank, Afe Babalola University, Ado-Ekiti branch, Nigeria. The study 

made use of a finite population. Hence, the study population is 13 employees of Fidelity 

Bank, ABUAD branch.  

3.3 Sample and Sampling Technique 

Census sampling technique was used to conduct an investigative analysis of the focused 

subject. The rationale for this technique is that given the smallness in the population size of 

Fidelity bank, ABUAD branch, the researcher decided to make use of the entire population as 

the sample for the study.  

3.4 Research Instruments  

Data collection was done via the use of close-ended survey questionnaires. The 

questionnaires were divided into three sections – A, B, and C. Section A is concerned with 

socio-demographic characteristics of respondents. Section B is concerned with measuring 

work-family conflict while section C deals with data regarding turnover intentions. Work-

family conflict was measured using its two dimensions - work-to-family conflict and family-

to-work. These scales were adopted from Haslam, Filus, Morawska, Sanders and Fletcher 

(2014). The internal consistency of the scales was measured using H coefficient instead of the 

common Cronbach alpha coefficient. According to them, this was used because of the 

limitations inherent in Cronbach alpha when the assumptions of tau-equivalence and 

uncorrelated errors are violated. With the standard value of 0.70 being set, it was reported 

that the H coefficient of the two scales were 0.91 each. Therefore, it makes it a reliable scale 

to adopt into this study. On the other hand, turnover intention was measured using the 

turnover intention scale (TIS-6) scale adapted from Bothma and Roodt (2013). The reliability 

of the scale was measured using Cronbach alpha and is reported to be at 0.80. Hence, it is 

very appropriate for measuring turnover intention of respondents. Moreover, the study made 

use of a 3-point Likert response scale where 1 – Agree (A), 2 – Indifferent (I), 3 – Disagree 

(D).   

3.6 Instrument Administration, Data Collection and Analytical Techniques 

Before administration of the questionnaires, respondents’ consents were sought. Principles of 

anonymity and confidentiality were strictly adhered to in the data collection process. And in 

analysis of collected data, frequency and percentages were used for socio-demographic data 

while simple regression and Pearson Product Moment Correlation were used to achieve the 

first and second objectives of the study respectively using a significance level of 0.05.   
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4.0 Results 

Table 4.1: Socio-demographic Characteristics of Respondents 

Items Frequency Percentage 

Sex 

Male 7 53.8 

Female 6 46.2 

Total 13 100 

Age 

Under 21 Years 0 0.0 

 21-30 Years 10 76.9 

31-40 Years 3 23.1 

41 and above 0 0.0 

Total  13 100 

Marital Status 

Single 6 46.2 

Married 7 53.8 

Divorced 0 0.0 

Widow 0.0 0.0 

Total 13 100 

Education 

High school 2 15.4 

B.Sc./B.A. 10 76.9 

M.Sc./M.A./MBA 1 7.7 

Total 13 100 

Religion 

Christianity 9 69.2 

Islam 4 30.8 

Total 13 100 

Type of Staff 

Contract 8 61.5 

Permanent 5 38.5 

Total 13 100 

Level of Staff 

Junior 3 23.1 

Middle 8 61.5 

Senior 2 15.4 

Total 13 100 

Duration of Employment 

1-3 years 5 38.5 

4-6 years 5 38.5 

7 years and above 3 23.1 

Total 13 100 

 

Table 4.1 above gives a representation of the socio-demographic characteristics of 

respondents. In the table above, 53.8% of the respondents were male while 46.2% were 

female. This indicated that more male participated in the study and the workforce of Fidelity 

Bank, ABUAD branch constitutes more of the male gender. As regards the age, 76.9% were 

between the ages of 21 and 30 years while 23.1% were between the ages of 31-40 years. No 
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respondent belonged to the under 21 years and above 40 years categories. Concerning 

respondents’ marital status, 53.8% of respondents are married while 46.2% are single with 

none being divorced or widowed. With regards to education, 15.4 percent indicated they 

belong to the high school category, 76.9 percent has either B.Sc. or B.A. while just 7.7% has 

either an M.Sc., M.A. or MBA. This means most of the respondents are either B.Sc. or B.A. 

degree holders. In the aspect of religion, 69.2% of the respondents are Christians while 30.8% 

are Muslims. This result shows that the workforce of the bank constitute more of Christians 

than Muslims. With respect to type of staff, 61.5% of the respondents are contract staff while 

38.5% are permanent staff. This shows that most of the staff in the bank are employed on 

contract basis. Concerning the level of staff, 23.1% of the respondents belong to the junior 

category, 61.5% belong to the middle category while just 15.4% belong to the senior 

category. Finally, as regards the employment duration, 38.5% of the respondents have been 

working with the bank between 1 and 3 years, another 38.5% have been working with the 

bank within 4-6 years while a small fraction, 23.1% have been working with the bank 7 years 

and above.  

4.1 Hypothesis One: 

Table 4.2: Regression Table 

Hypothesi

s 

Regression 

Weights 

Beta 

Coefficient 

R
2
 F p-value Hypothesis 

Accepted 

H1 WFC       TI .107 0.021 .237 0.636 Yes 

 

The hypothesis states that there is no statistically significant impact of work-family conflict 

on turnover intention in Fidelity bank, ABUAD branch. The dependent variable TI was 

regressed on predicting variable WFC to test the hypothesis H1. WFC did not significantly 

predict TI, F (1, 11) = 0.237, p>0.05 which indicates that WFC plays no significant role in 

stimulating TI (b = 0.107, p>0.05). Moreover, the R
2
 = 0.021 which depicts that the model 

explains only 2.1% of the variance in TI. These results therefore indicate the acceptance of 

the hypothesis since the p-value is seen to be greater than the significance level of 0.05. The 

table above shows the summary of the findings. 

4.2 Hypothesis Two: 

Table 4.3: Correlation between Work family Conflict and Turnover Intention 

 

 Work 

family 

Conflict 

Turnover 

Intention 

Work family 

Conflict 

Pearson 

Correlation 
1 .145 

Sig. (2-tailed)  .636 

N 13 13 

Turnover 

Intention 

Pearson 

Correlation 
.145 1 

Sig. (2-tailed) .636  

N 13 13 
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This hypothesis states that there is no statistically significant relationship between work-

family conflict and turnover intention in Fidelity Bank, ABUAD branch. In testing this 

hypothesis, Pearson product correlation was used and the result shows that WFC has a very 

low positive relationship with TI and statistically insignificant (r = 0.145, p>0.636). 

Therefore, H2 is accepted. This result shows that an increase in work-family conflict would 

lead to an insignificant increase in turnover intention in Fidelity Bank, ABUAD branch.  

5.0 Discussion of Findings 

This study was triggered by two major reasons. Firstly, the study sought to investigate the 

impact of work-family conflict on turnover intentions of staff in Fidelity Bank, ABUAD 

branch. Secondly, it sought to ascertain the relationship existing between work-family 

conflict and turnover intentions of staff in Fidelity Bank, ABUAD branch. Work-family 

conflict was adopted as the independent variable while turnover intention of staff in Fidelity 

Bank was taken as the dependent or outcome variable. In analysing collected data, different 

statistical tools were used – simple regression and Pearson Product correlation.  

From the findings of the study, the first hypothesis was seen to be accepted. This shows that 

work-family conflict has no significant impact on turnover intention. This finding implies 

that the turnover intention of staff in Fidelity Bank, ABUAD branch is not determined by 

work-family conflict. This finding contradicts that of Sarianti, Fitria, and Engriani (2018) 

who in their study discovered work-family conflict to significantly influence the turnover 

intentions of banks’ employees in Padang. Also, this finding is in dissonance with other 

studies (Alsam, Imran, Anwar, & Hameed, 2013; Asgar et al., 2018).  

As regards the second research hypothesis, the study discovered that there exists a positive 

insignificant relationship between work-family conflict and turnover intention of staff in 

Fidelity Bank, ABUAD branch. This shows that as work-family conflict increases, there is 

little to no corresponding increase of turnover intention amongst workers in the bank. This 

finding negates that of Syed et al. (2018) who revealed that a positive significant relationship 

exists between work-family conflict and turnover intention of workers.  

6.0 Conclusion, Limitation and Suggestion for Future Studies 

Deducing from this study’s findings, it can be concluded that work-family conflict is not a 

causative factor for employees to decide to leave their jobs. There are other factors that could 

be responsible for the turnover intention of employees in the bank. As a result, it is expedient 

for future studies to be conducted on what factors that trigger the turnover intention of 

employees in Fidelity Bank, ABUAD branch. Moreover, inherent in this study is a significant 

limitation and that is, the smallness of the sample. Due to the fact that the study focuses only 

on employees working in Fidelity Bank in ABUAD, and with the overall population being so 

small, the study had to adopt census sampling method as explained in the methodology 

section above. Consequent upon this, it is ideal for more studies to be carried out with a wider 

scope. For example, this particular study can be carried out by widening the scope to all 

branches of Fidelity Bank in Ado-Ekiti, Ekiti State.   
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