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ABSTRACT  

 

The study examined the effect of work-life balance on organizational sustainability of female 

staff in deposit money banks in Anambra state. the following are the objectives of this study; 

Examine the effect of leave policy on organizational sustainability of female staff in deposit 

money banks in Anambra state; Ascertain the effect of flexible scheduling on organizational 

sustainability of female staff in deposit money banks in Anambra state; Evaluate the effect of 

employee assistance on organizational sustainability of female staff in deposit money banks 

in Anambra state; Evaluate the effect of work environment on organizational sustainability of 

female staff in deposit money banks in Anambra state. The study investigated the relationship 

between leave policy, flexible scheduling, employee assistance and work environment on 

female employee performance. Relevant theoretical and empirical literatures were reviewed. 

The study was anchored on Border Theory. The study collected data from primary and 

secondary sources. The population of the study comprised of 953 women in selected deposit 

money banks. 873 copies of the questionnaires were duly completed and returned, showing 

92% response rate. Formulated hypotheses were tested using ANOVA. From the analysis, it 

was discovered that leave policy has significant positive effect on organizational 

sustainability of female staff in deposit money banks in Anambra state. Flexible scheduling 

has significant positive effect on organizational sustainability of female staff in deposit money 

banks in Anambra state. In view of the findings, the study recommended that a vibrant and 

consistent leave policy should be encouraged as it has been found to reduce employee 

turnover. Flexible scheduling and its kind such as compressed work weeks are crucial to 

improved and efficient service delivery. To improve service delivery, organization managers 

should sit down with the employee to analyze and determine how and when to get the best 

service from the employee. 

Keywords: Leave policy, flexible scheduling, employee assistance, organizational 

sustainability 
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1.1 INTRODUCTION 

Work-life balance has always been a concern of those interested in the quality of working life 

and its relation to broader quality of life. Yet work-life balance has come to the fore in 

contemporary debates largely because in developing societies the excessive demands of work 

are perceived to present a distinctive issue that needs to be addressed. Many developing 

nations are poor and working women are the receiving end (Adejumo & Olowookere, 2012). 

The rate of change in the socio-economic landscape has largely redefined the nature of work 

and the workplace. The expectations of employees from their jobs have gone beyond meeting 

their daily survival needs, as the desire for balance between work and non-work obligations 

have taken the lead. Meaningful employment therefore helps to support one self and others; 

this will enable employees to derive a high sense of self-worth from doing a job very well, 

particularly in the banking industry. The importance of work is a very crucial activity in 

human lives since it defines the identity of individuals and what they stand for in any society 

(Budd, 2017). 

As noted by State Service Commission (2015), work-life balance initiatives in organizations 

is concerned with employees‟ interaction between paid and unpaid work activities, leisure 

and personal development. This will make organizations to create a productive work culture 

where traces of work-life conflict are minimized and effectively controlled. Similarly, work-

life balance is attained where there are shared benefits for employees and the organization 

(Mesimo-Ogunsanya, 2017). It is about helping employees to maintain healthy, rewarding 

lifestyles that will in turn lead to improvements in performance. Driving the work-life 

balance practice has become a joint responsibility between employer and employee. It is no 

longer a role that resides within the human resource department as all line managers are 

responsible for seeing to the balance of their staff. In his view, Valcour, & Tolbert, (2003) 

explains the work life support under two major types: formal and informal. The formal 

support policies to include; dependent care initiatives, time policies as expressed in flexible 

work arrangements and the work-leave programme. On the other hand, he mentioned 

managerial or supervisor support and co-worker support to be informal support policies 

(Nuesch, 2017). The informal work-family support according to Ferrero (2014) is an 

expression of organizational leaders‟ commitment to the employees‟ well-being in 

accordance with the social exchange theory. This will most likely affect the employees‟ 

behavioral outcomes i.e., increase in employees‟ job satisfaction and minimization in 

turnover intention when top officials in the workplace become interested in employees‟ well-

being (Kumar, 2017). This will provide stimulation for motivation, energy and willingness to 

learn new skills as well as cultivating habits that will promote the organization‟s efficiency 

through managerial support. Emhan (2012) views managerial support for employees to 

contribute positively to an organization‟s effectiveness. Since the employees perceive the top 

managers as the organization itself, as such any support coming from their end is considered 

the organization‟s support thereby increasing the level of loyalty employees have. 

Today, work-life balance has become a more and more prevalent concern to both employers 

and employees of most organizations. Most recently, there has been an increase in the 

thought about the significance that work has on family as well as life of employees. Thus the 

situation has stimulated much study on work-life of individuals in the workplace, especially 

in today‟s global business environment, where there is a blur between work roles and 

personal roles. Work is no longer restricted to the office space due to advancements in 

technology, coupled with high level of competition originating largely from efforts to deliver 
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excellent service, thus the encumbrance of work on an employee‟s personal life is usually 

enormous (Uzoechi & Babatunde, 2019).  

Therefore, achieving work-life balance in this era of fast pace globalization and 

competitiveness as well as creating a balance between professional and personal life is a 

challenge for most individuals in the workplace (Sivatte, Gordon, Rojo, & Olmos, 2017). In 

the Nigerian context, the encumbrance of work roles on employee family roles is further 

heightened by demographic changes, an increase in the number of women in the workforce, 

dual career couples, a rise in the number of single parents, and employees‟ growing 

reluctance to accept long hours of work culture (Ogechi & Nwaeke, 2019). Nigerian 

employees are thus faced with the challenge of prioritizing between work and non-work 

roles, which results in work-family imbalance. Consequently, there is increased level of stress 

in employees, rising rate of drug abuse, decreased productivity, increased rate of turnover and 

absenteeism, decreased level of job satisfaction, etc. which influence employee performance 

(Mmakwe & Ojiabo, 2018). In lieu of the foregoing, this paper examines the relationship 

between work-life balance and female employee performance in the deposit money bank in 

Anambra state. 

Work-life balance is a very important phenomenon that is of great concern to various 

employees in both the private and public sector. 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 are 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  

According to Epie (2017), the Nigerian banking sector is known for its long hour culture, and 

high work load of employees. United Bank for Africa Plc, First Bank of Nigeria Plc and 

Zenith Bank Plc are not exempted from this culture. They are most likely to be faced with the 

issue of work-life balance, due to the nature of the work environment. Policies on work-life 

balance are made but the implementation has become an issue that needs to be looked into. 

Ensuring effective delivery of service to customers may be achieved by the ability of the 

management of these banks to maintain policies that promote work life balance. The reform 

in the banking sector made it mandatory for commercial banks to have a minimum of 25 

billion naira capital base to continue their operations. Consequently, commercial banks had to 

go into strategic alliance with other banks, by merger and acquisition. It is most likely that 

there will be a misplacement of priority of interest by the employees trying to meet up with 

the target of the banks, which may affect their personal lives. Hence, the study of work life 

balance and employee performance is imperative. The multi-faced demand between work and 

home responsibilities have assumed increased relevance for employees in commercial banks 

in recent years.  

1.2 Statement of the Problem 

The pressure of work, for those in the workplace has been escalating over the latest decades. 

Factors such as the advances in information technology, information load, the need for 

speedy response, the importance attached to the quality of customer service and its 

implication for constant availability and the pace of change, all demand our time, and can be 

sources of pressure. In Nigeria today, the decline of the traditional family, and increase in 

dual-career couples, and a rise in the number of single parents mean that employees are 

juggling more responsibilities outside work. Work-life balance has started giving 
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organizations and homes concern due to its importance; it has effects on various sectors and 

on the employees which eventually affect the organizations.  

Several/many researchers have carried study on creativity management and sustainable 

growth, through mixed finding, authors such as Azeem and Akhtar (2014) investigated the 

influence of work life balance and job satisfaction on organization commitment of health care 

employee. There is a positive relationship between work life balance, job satisfaction and 

organization commitment. Ojo, Salau and Falola (2014) investigated the concept of work-life 

balance policies and practices in three sectors of the Nigerian Economy namely the Banking, 

Educational and Power Sector. The findings reveal that there is diversity in terms of how 

respondents perceive the concept of Work-Life Balance.  Vishwa et al (2015) investigated 

Empirical analysis of work life balance policies and its impact on employee‟s job satisfaction 

and performance. The findings of this study emphasized that each of the work life balance 

policies on its own is a predictor of job satisfaction. Fapohunda (2014) investigated on the 

exploration of the effect of work life balance on productivity. The finding of the result was 

that there is a positive relationship between work life balance practice and employee 

turnover. It also found out that management support was not satisfactory. Kamau, Muleke, 

Makaya and Wagoki, (2013) investigated work life balance practices on employee job 

performance at Eco Bank Kenya. The finding of the empirical study shows that there was 

correlation between work life balance and employee performance.  

It is evident from above that the empirical studies which focused on the link between work-

life balance and female employee performance have divergent views. The reviewed study 

show mixed results and this may be attributed to the estimation methodologies and span of 

data used as well as the location of the study. In Nigeria, the current study, therefore, 

complements the existing empirical studies by carrying out the study in deposit money bank 

in Anambra state. The present study will further compliments the existing one by using 

Analysis of variance, regression analysis as well as percentage table to analyze the effect of 

work-life balance and female employee performance in Anambra state 

1.3 Objectives of the Study 

The broad objective of this study is to examine the effect of work-life balance on 

organizational sustainability of female staff in deposit money banks in Anambra state: 

specifically, the study intended to  

i. Examine the effect of leave policy on organizational sustainability of female staff in deposit 

money banks in Anambra state 

ii. Ascertain the effect of flexible scheduling on organizational sustainability of female staff 

in deposit money banks in Anambra state 

iii. Evaluate the effect of employee assistance on organizational sustainability of female staff 

in deposit money banks in Anambra state 

iv. Evaluate the effect of work environment on organizational sustainability of female staff in 

deposit money banks in Anambra state 

1.4 Hypotheses 

The followings hypotheses were formulated to guide the research questions; 
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Ho1: Leave policy does not have significant positive effect on organizational sustainability 

of female staff in deposit money banks in Anambra state 

Ho2: Flexible scheduling does not have significant positive effect on organizational 

sustainability of female staff in deposit money banks in Anambra state 

Ho3: Employee assistance does not have significant positive effect on organizational 

sustainability of female staff in deposit money banks in Anambra state 

Ho4: Work environment does not have significant positive effect on organizational 

sustainability of female staff in deposit money banks in Anambra state 

 

REVIEW OF RELATED LITERATURE 

 

2.1 Theoretical Framework 

Border Theory 

Border theory considers the degree to which individuals are seen as integral members of their 

workplace communities as a critical indicator of the options and support they are likely to 

have in their efforts to maintain balance between the work and on-work spheres. In border 

theory, work and home represent two distinct spheres; in fact, Clark (2014) likened them to 

two countries, each with its own culture. She emphasized borders or lines of demarcation 

between domains, the point at which domain-relevant behavior begins or ends and included 

several kinds of borders, addressing a gap observed in earlier theories. Physical borders such 

as the walls of one „s workspace, temporal borders such as one „s work schedule, and the 

psychological borders that dictate when one „s thoughts, behaviors, and emotions are suitable 

in one domain and not the other, are alltaken into account in border theory (Hughes & 

Bozionelos, 2011). Clark (2014) described border theory as one that encompasses the human 

interaction, and this is most evident in her explanation of the concept of central participation. 

Central participation is a critical element in border negotiations. Within border theory, central 

participants of a particular domain are those persons who have internalized the values of that 

domain, demonstrated competence in their responsibilities within that setting, have a 

connection with other central participants, and have personally identified with the 

responsibilities of the given domain (Greenhaus & Powel, 2010). These attributes give central 

participants advantages that are not available to border-crossers, whose participation is 

viewed as peripheral. These advantages help them to attain a sense of balance more easily 

(Greenhaus, Collins &Shaw, 2013). Because of their competence, connections, and 

commitment, central participants have influence. (Greenhaus & Powel, 2012) advised that 

this influence provides the power to negotiate and make changes to the domain and its 

borders. This means that central participants typically have more autonomy and options, 

which makes it easier for them to achieve a sense of balance between the 

work and home spheres.  

 

2.2 Empirical Studies 

Ogar, & Amanze, (2019) investigate the effect of work-life-balance on employees‟ 

performance in an organization. The key objective of the study was to examine the 

implication of work-life-balance on workers commitment and performance.. The Survey 

research design with an interpretive research philosophy was adopted. The population of the 

study covered 145 respondents of the selected banks and the Taro Yamane formula was 
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adopted to determine the sample size of 106 respondents of the banks through the use of 

simple random sampling technique to draw responses from the target sample population. 

Data collected were analyzed using the Cronbach Alpha technique in testing the hypotheses. 

The notable finding of the study revealed that, employee assistance programme has a 

significant influence on performance of employees. The researchers recommended that there 

should be adequate and consistent implementation of employee assistance programmes 

within commercial banks. This will not only benefit the employees but it will also enable the 

employees to come more productive and efficient towards their duties. 

Tamunomiebi, and Oyibo (2020) examined work life balance and employee performance in 

Nigeria as an attempt at knowledge building. This is a secondary research which sought to 

review literature in assessing work life balance in Nigeria and suggest suitable solutions for 

overcoming the problem of work life imbalance and its associated negative spill over in order 

to enhance employee performance for optimum organizational output. We posit that 

employees who have balanced work and non-work roles are more likely to perform better, 

thus it is essential for employers to promote policies and structures that enhance work life 

balance of employees in their organisations. We conclude that there are systemic barriers that 

hinder the implementation of work life balance policies in Nigeria, such as leadership failure 

which has birthed political, economic and social challenges that are the primary sources of 

work life conflict, they include corruption, weak institutions that lack the capacity to monitor 

and enforce employment standards, high unemployment ratios, poverty, inflation and a 

plethora of others.  

Osibanjo, Waribo, Akintayo, Adeniji, and Fadeyi, (2019) examined the effect of quality of 

work life on employees‟ commitment across Nigerian tech start-ups. Qualify work life is an 

organizational phenomenon that benefits both employers and employees alike. As such, 

research continues to focus on how to draw out employee commitment, given quality of work 

life. Ranging from increased employee productivity to balance between work life and family 

life, literature has it that organizational goals become more achievable, if desired quality of 

work life is provided by the employer. Nevertheless, little or no attention has been given to 

start-ups in terms of empirically carrying out studies to determine how quality of work life 

influences employee commitment in them. In this paper, staffs of 10 selected tech-start-ups 

located in Lagos have been surveyed using a questionnaire form. Four hypotheses were 

developed with a sample data of 300 employees across the different tech-start-ups. By 

carrying out a structural equation modeling and moderating the relationship with gender and 

marital, it was observed that employee commitment is largely influenced by quality of work 

life. 

Mmakwe, and Ukoha, (2018) investigated the relationship between work-life balance and 

employee performance in the banking sector in Port Harcourt, Rivers state. The population of 

the study consisted of 769 employees in 5 commercial banks in Port Harcourt City, which 

were randomly selected and the sample size was 400, derived from using Taro Yamen 

formula. 301 copies of the instrument were retrieved and useful for analyses, given return rate 

of 75%. The spearman rank order correlation coefficient was utilized as the appropriate 

statistical technique to analyze the data. The findings revealed a strong correlation between 

the measures of work life balance and the measures of employee performance. Subsequently, 

the study recommends that organizations in the banking sector should promote policies and 

structures which foster a balance between the personal commitments and responsibilities of 

an employee and his organizational roles and duties in order to effectively enhance employee 

performance 



Scholarly Journal of Management Sciences Research | ISSN: 2955-0793 

Vol. 2, Issue 1 (January, 2023) | www.ijaar.org/sjmsr 

 

7 

Oludayo, Ahaka &  Fatogun (2018) ascertained the extent to which work-life balance 

initiative predicts employee behavioral outcomes in some selected commercial banks in 

Nigeria. To achieve this, the study adopted a survey research design for an accurate 

investigation. Three hundred and thirty nine (339) respondents were surveyed across the top 

five (5) commercial banks with branches in Lagos State, Nigeria using stratified and simple 

random sampling techniques. Structural Equation Model (AMOS 22) was used for the 

analysis to find the resultant effects and the degree of relationship between the exogamous 

and endogamous variables. Results show that work leave arrangement, flexible work 

arrangement, employee time out, employee social support and dependent care initiative are 

predictors of employee behavioral outcomes such as job satisfaction, employees‟ intention 

and employees‟ engagement. The study emphasized the need for top management to review 

the appropriateness and relevance of work-life balance programmes, policies and activities 

that support and encourage employees as regards their personal and family life issues that are 

aimed towards inspiring acceptable workplace behavior.  

Kipkemo, Omolo, Onditi, & Odinga, (2016) investigate the influence of employee assistance 

programs on employee performance. The research design adopted for this study was a Case 

study. The target population was 1269 employees of Mumias Sugar Company and a sample 

size of 297. This study employed stratified and simple random sampling methods. Data was 

collected using Likert questionnaires. Data was analyzed through percentages, mean and 

multi-regression techniques and presented through tables, pie-charts and bar graphs. The 

study found out that employee assistance programs have a significant effect on employee 

performance. 

Ajala, (2018) examined the influence of employee assistance programmes on workers‟ 

performance in selected work organizations in Ondo and Edo States. Descriptive survey 

research design of the ex-post facto type was adopted for the study. Stratified random 

sampling technique was used to select three hundred and sixty (360) workers‟ from work 

organisations. A questionnaire tagged “Employee Assistance Programmes and Workers 

„Performance Questionnaire” (EAPWPQ) with reliability coefficient of 0.87was used for the 

study. Findings showed that there was no significant effect of counselling programme on 

workers‟ performance (r = -.124,r2=.0154; P >.05); that there was significant effect of stress 

management programme on workers‟ performance (r = .593,r2=.3516, p < .05); that there 

was significant effect of supervisory programme on workers‟ performance (r = 

.645r2,=.4277,p < .05); that there was a significant effect of conflict management programme 

on workers‟ performance (r = .679,r2=.461, p < .05). There was a joint contribution of the 

four independent variables to the prediction of the dependent variable (R = .743,R2of .551). 

There was relative contribution of each of the four independent variables to the dependent 

variable in the ascending order: counselling programme (β = -.132,t=-3.56), stress 

management programme (β = .092,t= 1.54), supervisory programme (β = .296,t= 5.21) and 

conflict management programme (β = .426,t=8.00). The findings concluded that Employee 

assistance programmes such as counselling programme, stress management programme, 

supervisory programme and conflict management programme have positive influence on the 

performance of workers. 

Okon Akpan, & Usoro, (2015) focused on how Emotional intelligence relates to employees‟ 

performance in the Nigerian banking industry. Emotional intelligence competencies studied 

were self-awareness, self-management, social awareness, and social skills. Data was collected 

from a convenient sample size of 376 employees in the Nigerian banking industry using an 

adapted questionnaire which was earlier developed. Descriptive and inferential statistics 
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provided the basis for the analysis. The result agrees with earlier studies reinforcing the 

opinion that emotional intelligence relates to employees‟ performance. 

Silas & Habila (2017) investigated the impact of emotional intelligence on employees‟ 

performance of Local Government System in Plateau State, Nigeria. A structured 

questionnaire was administered to 240 respondents and 176 were dully filled and returned 

representing 73% response rate. The data of the study were analysed using correlation matrix 

and ordinary least square regression analysis. Findings from this paper revealed that self-

awareness, self-management, social awareness and relationship management are positively 

related to employees‟ performance. The paper concludes that emotional intelligence is an 

important variable that creates awareness, help employees‟ to learn from others, share 

knowledge and creates trust and concerns for others. Based on the findings, the study 

recommends that workshops, seminars and other sensitization programmes should be 

organised for Local Government Staff. This will help to inculcate on employees ‟the need 

and relevance of emotional intelligence to life activities 

METHODOLOGY 

3.1: Research Design 

According to (Adams,2010), research design describes a number  of decisions which need to 

be taken regarding the collection of data before ever the data is collected; A schematic guide 

which  directs a researcher in solving research problem. 

The research design to be strategy used in this study is survey design, the researcher will use 

it to seek clarifications and convenience on the part of the respondent given schedules. 

3.2 Source of Data 

The most crucial operation in the executive of a research work is collection of data because 

such information and data are necessary for arriving at the solution of the problem being 

investigated. Under going research of this nature call for the use of both primary and 

secondary source of data to make the work more reliable. 

i. Primary Sources of data 

Primary data refers to the first hand data gathered by the researcher himself. Primary data 

sources include surveys, observations, experiments, questionnaire. 

ii. Secondary Sources of Data 

The secondary Source of data was obtained from the review of related literature. In other 

words the researcher consulted published and unpublished books, journal, workshops, 

newspapers, magazines, annual reports e.t.c. 

3.3: Population of the Study. 

This describes number of women working in deposit money bank in, Anambra, which 

constitute the universe of this study. The population of interest therefore consists of all 

women working in deposit money banks in Anambra state. Thus the population of this study 

is 953 women. This population figure was derived from human resources personnel of 

selected deposit money banks. Since the population is not up to 1000, the researcher sampled 

all. 
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3.4: Method of Data Collection. 

Data collection is the process of gathering and measuring data, information or any variables 

of interest in a standardized and established manner that enables the collector to answer or 

test hypotheses and evaluate outcomes of the particular collection. In this study the method 

used for data collection is structured questionnaire 

 

3.5: Validity Test of Instrument 

Validity in research refers to the degree to which a research instrument measures what it 

intends to measure. The study adopted the content validity test. The research instrument was 

given to five (5) business consultants to ensure that the questionnaire was well written and rid 

of ambiguities after which it was given to the supervisors for validation so as to ensure that 

the questionnaire captured the key concepts it was supposed to measure. 

3.6: Reliability Test of Instrument 

Reliability of a measure concerns its ability to produce similar results when repeated 

measurements are made under identical condition (Borden, Manion, and Morrison, 2008). To 

ensure that the instrument is reliable, a test-re-test method was adopted in which 20 copies of 

the questionnaire were distributed to the selected Deposit money banks in Anambra State 

under study; two copies to each firm. The instrument was re-distributed for the second time 

(two weeks interval). The outcome was subjected to test using the spearman rank order 

correlation coefficient. The result gave a reliability coefficient of r = 0.83, showing that there 

is high degree items consistence. 

3.7: Method of Data Analysis. 

Statistics such as frequency count and percentages will be put to use in the analysis of 

research questions while hypotheses will be tested using correlation analysis and simple 

regression analysis. The hypotheses will be tested at 0.05 level of significance. Analysis will 

be carried out with the aid of Statistical Package for Social Sciences (SPSS).  

Decision rule: we will accept Ho, if p-value is greater than 5% level of significance; 

otherwise we will reject Ho, to accept Hi 

3.8 Model Specification 

The fundamental linear equation which forms the model is drawn from the theoretical and 

empirical literatures reviewed in the previous chapters, it is observed that there is a casual 

link between the work-life balance and the organizational sustainability of female staff in 

deposit money banks in Anambra state. In this section, we pursue the same objective further 

by specifying our model. The model is to verify the work-life balance and the organizational 

sustainability of female staff in deposit money banks in Anambra state. This approach is to 

modify the model by specifying a multiple regression equation made up of employee 

performance as a function of the work-life balance. As a result, the model is specified below,  

ORGS = f (LPO, FLS, EMA, WOE)  

Where  

ORGS = Organizational sustainability 

LPO = Leave Policy  
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FLS= Flexible Schedule  

EMA= Employee Assistance 

WOE= Work Environment 

MOT= Motivation 

f=Functional Notation 

The above equation can be put in an econometric form as;  

ORGS =b0+b1 LPO + b2 FLS+b3 EMA + b4 WOE+ +µ  

Where; 

b0 = Autonomous or intercept  

b1 = Coefficient of parameter LPO  

b2 =  Coefficient of parameter FLS  

b3 = Coefficient of parameter EMA 

b4 =  Coefficient of parameter WOE  

µ = Stochastic variable or error term  

 

DATA PRESENTATION AND ANALYSIS  

In this section, the data generated from the staff of the sampled firms were presented, 

analyzed and interpreted. Nine hundred and fifty-three (953) questionnaires were 

administered; however, eight hundred and seventy-three (873) questionnaires were retrieved 

who shows 93.2% rate of returned questionnaire. Therefore the analysis and interpretation of 

data were based on the returned questionnaires. The method used was the percentage tables. 

And ANOVA regression was used for the hypotheses testing. The first section covers the 

demographic features of the respondents. The second section analyzed the data relevant to 

research questions.   

4.1 Demographic Characteristics of the Respondents  

In this section, the demographic features of the respondents such as gender, marital status, 

age bracket, educational qualification and working experience are presented and analyzed. A 

total of three hundred and fifty respondents were sampled and the results are presented in the 

table below.     
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Table 4.1: Gender of the Respondents 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Male 387 49.1 46.2 42.0 

Female 486 51.9 53.8 100.0 

Total 873 98.9 100.0  

      

     

Source: Field Survey, 2022/SPSS 

The above table reveals that the 46.2% of the respondents which represents three hundred and 

eighty-seven (387) persons were male respondents, while four hundred and eighty-six (486) 

respondents which represent 53.8% were female respondents. By implication, female 

respondents were more than male respondents by 7.6% in our selected population sample for 

this study. The implication of this is to enable us to know the number of female and male that 

successfully returned their questionnaire.  

Table 4.1.2: Marital Status of the Respondents 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Single  380 40 43.5 40 

Married 486 58 55.6 58 

Others 7 2 1  

Total 873 100 100.0 100.0 

     

Source: Field Survey, 2022/SPSS 

In the table above, out of the three hundred and eighty (380) respondents, representing 43.5% 

are single while four hundred and eighty (480) respondents which represent 55.6 percent are 

married. While seven respondents (7) which represents 1% were among widowed, divorced 

and separated. It is therefore glaring that the majority of the respondents are single as at the 

time of this study. Thus marital status table help us to know the number of single, married, 

and divorce respondents that answered the distributed questionnaires. 

Table 4.1.3: Age Bracket of the Respondents 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

18 - 30 years 330 35 35 48.6 

31 - 40 years 220 24 24 74.0 

41 - 50 years 198 21.1 21.1 89.7 

51 years and above 189 20.1 20.1 100.0 

Total 873 98.9 100.0  

Source: Field Survey, 2022/SPSS 
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Table 4.3 above depicted the age bracket of the respondents. The distribution shows that 35% 

of the respondents are between the age brackets of 18 to 30 years while 220 respondents 

representing 24% are within the age bracket of 31 - 40 years. On the same note, 21.1% of the 

respondents are within the age bracket of 41 - 50 years while the remaining respondents 

representing 20.1% are within the age bracket of 51 years and above.  

4.2 Multiple Regression Analysis 

Table 4.4 Summary of the Regression Result  

The result of the multiple regressions formulated in chapter three is presented in the tables 

below 

 
Model Summary

b
 

Mode
l R 

R 
Square 

Adjusted 
R Square 

Std. Error 
of the 

Estimate 

Change Statistics 

Durbin-
Watson 

R 
Square 
Change 

F 
Change df1 df2 

Sig. F 
Change 

1 .803
a
 .645 .643 .70378 .645 394.223 4 868 .000 1.881 

a. Predictors: (Constant), WOE, EMA, LPO, FLS 
b. Dependent Variable: ORGS 

 

Table 3 shows that R
2
 which measures the strength of the effect of independent variable on 

the dependent variable have the value of 80%. This implies that 80% of the variation in work 

life balance is explained by variations in work environment, leave policy, flexible schedule 

and employee assistance. This was supported by adjusted R
2
 of 64%. 

In order to check for autocorrelation in the model, Durbin-Watson statistics was employed. 

Durbin-Watson statistics of 1.881 in table above shows that the variables in the model are not 

auto correlated and that the model is reliable for predications. 

 
ANOVA

a
 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 781.041 4 195.260 39.4223 .000
b
 

Residual 429.923 868 .495   
Total 1210.964 872    

a. Dependent Variable: ORGS 
b. Predictors: (Constant), WOE, EMA, LPO, FLS 

 

The f-statistics value of 39 in table above with f-statistics probability of 0.000 shows that the 

independent variables has significant effect on dependent variables such as work 

environment, leave policy, flexible schedule and employee assistance, can collectively 

explain the variations in work-life balance and organizational sustainability..  
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Coefficients
a
 

Model 

Unstandardized 
Coefficients 

Standardi
zed 

Coefficient
s 

t Sig. 

95.0% Confidence Interval for 
B 

B Std. Error Beta 
Lower 
Bound Upper Bound 

1 (Constant
) 

-.011 .054  -.197 .844 -.117 .095 

LPO .487 .030 .413 16.469 .000 .429 .545 

FLS .549 .034 .549 16.360 .000 .483 .615 

EMA .050 .023 -.055 2.142 .032 -.095 -.004 

WOE .001 .034 .001 3.027 .000 -.065 .067 

a. Dependent Variable: ORGS 

 

Table above shows the coefficient of the individual variables and their probability values. 

Leave policy has regression t-value of 16.469 with a probability value of .1.000. This implies 

that Leave policy has a positive and significant effect on organizational sustainability.  

Flexible schedule has a regression t-test of 16.360 with a probability value of 0.000 implying 

that Flexible schedule variables have a positive and significant effect on organizational 

sustainability. 

On a similar note, employee assistance variable has a t-test value of 2.142 and a probability 

value of 0032. This shows that employee assistance has a positive and significant effect on 

organizational sustainability. 

Furthermore, work environment has a regression t-test of 3.027 with a probability value of 

0.00. This implies that work environment has a positive and insignificant effect on 

organizational sustainability. 

4.5 Test of Hypotheses 

To test the hypotheses listed in Chapter One, the study adopted ANOVA aided by Computer 

Microsoft Statistical Package for Social Science (SPSS). 

Hypothesis One  

Ho1: Leave policy does not have significant positive effect on organizational sustainability 

of female staff in deposit money banks in Anambra state 

Table 4.29 Anova 
 

Model Sum of 

Squares 

Df Mean 

Square 

F Sig. 

1 

Regression 6.911 2 1.382 7.613 .000
b
 

Residual 80.589 871 3.358   

Total 87.500 873    

Source: SPSS, Version, 20 2022 

However, from the Anova table above, it was observed that the probability value of 

hypothesis one is less than 0.05% level of significance (0.000), as a result null hypothesis will 
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be rejected and alternative is accepted, meanwhile leave policy has significant positive effect 

on organizational sustainability of female staff in deposit money banks in Anambra state 

Hypothesis Two 

Ho2: Flexible scheduling does not have significant positive effect on organizational 

sustainability of female staff in deposit money banks in Anambra state 

Table 4.32 Anova 
 

Model Sum of 

Squares 

Df Mean Square F Sig. 

1 

Regression 22.507 2 4.501 6.952 .002
b
 

Residual 64.993 871 2.708   

Total 87.500 873    
 

Source: SPSS, Version, 20 2021 

However, from the Anova table above, it was observed that the probability value of 

hypothesis two is less than 0.05% level of significance (0.000), as a result null hypothesis 

will be rejected and alternative accepted, meanwhile Flexible scheduling has significant 

positive effect on organizational sustainability of female staff in deposit money banks in 

Anambra state. 

 Hypothesis Three 

Ho3: Employee assistance does not have significant positive effect on organizational 

sustainability of female staff in deposit money banks in Anambra state 

Table 4.35 Anova 

 

Model Sum of 

Squares 

Df Mean 

Square 

F Sig. 

1 

Regression 20.154 2 4.031 15.236 .000
b
 

Residual 67.346 871 2.806   

Total 87.500 873    

Source: SPSS, Version, 20 2022 

However, from the Anova table above, it was observed that the probability value of 

hypothesis two is less than 0.05% level of significance (0.000), as a result null hypothesis 

will be rejected and alternative accepted, meanwhile Employee assistance have significant 

positive effect on organizational sustainability of female staff in deposit money banks in 

Anambra state. 

Hypothesis Four 

Work environment does not have significant positive effect on organizational sustainability 

of female staff in deposit money banks in Anambra state. 
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Table 4.38 Anova 
 

Model Sum of 

Squares 

Df Mean Square F Sig. 

1 

Regression 3.020 2 .604 23.172 .000
b
 

Residual 84.480 871 3.520   

Total 87.500 873    

Source: SPSS, Version, 20 2022 

However, from the Anova table above, it was observed that the probability value of 

hypothesis four is less than 0.05% level of significance (0.000), as a result null hypothesis 

will be rejected and alternative accepted, meanwhile Work environment have significant 

positive effect on organizational sustainability of female staff in deposit money banks in 

Anambra state 

 

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS 

5.2 Conclusion 

Performance was enhanced where employees perceived a sense of belonging with the 

organization and viewed management as being approachable. Where organizations entrench 

work-life balance policies in the formulation of their business policies, organizational 

performance would be enhanced. On the basis of the research findings, the study concludes 

that work-life balance on organizational sustainability of female staff in deposit money banks 

in Anambra state was significantly positive. 

5.3 Recommendations 

Based on the findings of this study, the following recommendations were made:  

1. A vibrant and consistent leave policy should be encouraged as it has been found to reduce 

employee turnover. 

2. Flexible scheduling and its kind such as compressed work weeks are crucial to improved 

and efficient service delivery. To improve service delivery, organization managers should 

sit down with the employee to analyze and determine how and when to get the best 

service from the employee. 

3. Bank Managers should undertake sound welfare policies, which must be enacted and 

followed duly as this has been found by the study to improve the organizational 

commitment of the employee. 

4. Bank Managers should be aware of the link between their work environment and 

employee absenteeism and thus need to develop strategies that will inspire workers to 

have great commitment and passion for the job. 
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