S CUSIERG NI A

M s

14
o8
Py
L§
%
5§

GLOBAL JOURNAL OF APPLIED, MANAGEMENT
AND SOCIAL SCIENCES

(GOJAMSS) Vol.24, No 2, April 2022




TABLE OF CONTENTS

ORGANIZATIONAL POLICIES AND JOB PERFORMANCE OF HEALTH RECORDS
OFFICERS IN TERTIARY HOSPITALS IN NORTH-CENTRAL, NIGERIA ............... Adio
Rasaq Adetona & Madukoma, Ezinwanyi (PhD) 1-19
LIBRARIANS PROFESSIONAL COMPETENCIES AND WORK ENGAGEMENT IN FEDERAL
UNIVERSITIES IN NORTH WEST, NIGERIA..........oiov0miinmnnss Ali Garba & Madukoma,
Ezinwanyi 20-32
ERGONOMICS OF AUTOMATIC TRANSMISSION VEHICLE ON WORK - RELATED
MUSCULOSKELETAL DISORDER AMONG ACADEMIC AND NON- ACADEMIC STAFF OF
LAGOS: STATE UNIVERSITY . ....ovssmsmmmuasiis Segun Oluwaseun Olabode & Atinuke Regina
Adesanya 33-46
INFLUENCE OF ETHICAL STANDARD COMPLIANCE ON QUALITY SERVICE DELIVERY IN
TEACHING HOSPITALS NORTH-WEST NIGERIA. .......... Umar Faruk Abubakar & chinyere n.
Ikonne (PhD) 47-58

CAPACITY BUILDING AS DETERMINANTS OF JOB PERFORMANCE OF LIBRARIANS IN THE

NATIONAL LIBRARY OF NIGERIA................. Sangosanya, Abosede Kaltumi &Madukoma, E
(PhD) 59-68

IMPACT OF TELECOMMUTING ON SMALL SCALE FIRMS’® SERVICE DELIVERY IN

COVID 19 PANDEMIC ERA IN LAGOS STATE, NIGERIA............ George, Adckunle Pius (Phd) &
Ige, Nelson Adewole (PhD) 69-82
POLITICAL RESTRUCTURING IN NIGERIA IN THE LIGHT OF NEHEMIAH 2:1-9 ........ Rev. Dr.
Theophilus, Chukwu Ngele DIP. THEO., BD, BA, MA, PHD 83-89
FOOD SECURITY AND ECONOMIC DEVELOPMENT IN NIGERIA........... Assoc. Prof Paschal,
Kem Ojimadu & Callistus Ogu (PhD) 90-101




i
:
:

ENTREPRENEURSHIP AND ECONOMIC GROWTH Of NIGERIA ...... Ezenwakwelu, Godfrey
Chinweobi, & Ozioko, Ogugua Chizoba 102-115

AN EXPOSITION OF A SLICE OF ORACULAR NON-VERBAI

NARROW CASTING AND
BROADCASTING IN NIGERIA.............. Assoc Prof S.A Shaibu 116-120
ANALYSIS OF WORK-FAMILY-BALANCE ISSUES AND EMPLOYEE COMMITMENT IN
SELECTED POLYTECHNICS IN KWARA STATE................ Yunusa Raheem Bello & Rahaman
Mustapha (PhD), 121-132
ACADEMIC EXCELLENCE AND PROMOTING EFFECTIVE LEADERSHIP IN DANIEL 1:3- 4, 17-

............ Rev. Dr. Theophilus Chukwu Ngele Dip. THEO., BD, BA, MA, PhD 133-140
WORK-LIFE BALANCE AND EMPLOYEES JOB PERFORMANCE IN TERTIARY
141-152

INSTITUTION IN NIGERIA............... Deborah Bolanle, Oloyede




Global Journal of Applied, Management and Social Sciences (GOJAMSS); Vol.24, April 2022;
p.121 — 132 (ISSN: 2276 — 9013)

ANALYSIS OF WORK-FAMILY-BALANCE ISSUES AND EMPLOYEE COMMITMENT IN
SELECTED POLYTECHNICS IN KWARA STATE

YUNUSA RAHEEM BELLO,
E-mail: dayvooniboki@gmail.com
Post graduate student, Department of Business and Entrepreneurship;
Kwara State University, Malete, Nigeria.

RAHAMAN MUSTAPHA (PhD),
Lecturer, Department of Business and Entreprencurship;
Kwara State University, Malete, Nigeria.

&

AMINU BRIMAH (PhD),
Lecturer, Department of Business and Entrepreneurship;
Kwara State University, Malete, Nigeria.

Abstract

Work life balance has been a growing concern for academics especially polytechnic lecturers because of the
enormous pressure from work due to high students’ population as well as from home front. Today, Educational
institutions in Nigeria are usually bedevilled with so many challenges ranging from scarcity of resources to
build infrastructures, payment of salaries and emoluments to poor funding of research and development. These
are quite pervasive in public owned institutions of higher learning which are mostly over populated with
inadequate facilities. However, staff of these institutions spent most of their productive energies and times
especially those who are managing students in the areas of teaching, learning and research. They spent most of
their productive time resolving issues that could be regarded as needless if the right things are being done on
time in order to balance the pressure from the work domain with that of family life. This study seeks to examine
work-family balance issues and employee commitment in selected polytechnics in Kwara State. The study
adopted a cross sectional survey. A sample size of 357 respondents were selected using multi-stage sampling
techniques from a population of 1,711 which comprise staff members of the three selected polytechnics; Kwara
State polytechnic, llorin and Federal polytechnic, Offa and Graceland Polytechnic, Offa, The datawas analyzed
using Smart PLS- Structural Equation Modeling (SEM). The study found that the hypothesized relationship
between the independent variable and dependent variable was accepted and thereby establishing a positive
relationship between work-family balance and employee commitment. Therefore, The study therefore
recommends that work-family issues in the life domain should be well-handled by organizations in order to
secure their commitment.

Keywords: Employce Commitment, Performance, Work-Family balance,
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INTRODUCTION

Educational institutions in Nigeria are usually bedebilled with so many challenges ranging f{rom scarcity of
resources to build infrastructures, payment of salaries and emoluments to poor funding of research and
debelopment. These are Kuite perbasibe in public owned institutions of higher learning that are majorly
dependent on Tertiary Education Trust Fund (TETFUND) gotten from budgetary allocation to the educational
sector. Howeber, staff of these institutions spent most of their productibe energies and times especially those
who are managing students in the areas of teaching, learning and research. They spent most of their productibe
{ime resolbing issues that could be regarded as needless if the right things are being done on time in order to
balance the pressure from the work domain with that of family life. Employee commitment is the psychological
and emotional attachment and the resulting loyalty of an employee to an organisation. When employee feel bery
committed to their organisation, it is most likely to emanate from the happiness from the home-front which
increase productibity. With high lebel of commitment from employees they tend to align themselbes to the goal
and aspiration of the organisation. This is when the connection between employee and organisation is so broad
and deep. Most conflicts in Nigerian tertiary institutions arise as result of stress faced by academics as well as
the gobernment not fulfilling their collectibe agreement with their employees and usually persist due to the
approach used to mitigating these challenges of work pressures and family issues. This has resulted in employees
embarking on industrial action which may be work-to-rule or total strike. Employees’ industrial action usually
leabes them with a low morale, decrease in productibity, loss of skilled personnel, absenteeism, low employees
commitment to work, and health issues due to stress and depression.

Educational institutions are now competing globally and there is continuous ebolbement to meet the demands
and edpectations of students and the industry who are the direct beneficiary of the knowledge balue chain. The
resultant effect of this scenario is oBerwork on the academics without considering family obligations and
responsibilities, rather they tend to concentrate more on their work alone and neglect other aspect of life actibities
that need to be balanced with such as leisure or elderly care among others. Despite the actibe roles of these
academics in the educational debelopment of the nation, their roles as fathers, husbands, wibes, mothers, sisters,
daughters and home-keepers need to be maintained.

Most Polytechnic Academic and Non-academic Employees spend long hours at their work places or carry work
home thereby compromising the Ruality of libes. According to Neneh (2018), most of these employees struggle
to balance their work and family lies and this could habe negatibe effects on their output. A case in point is the
recent messy incident that occwrred at the Federal Polytechnic Offa which was as a result of marital issucs
between spouses who are both lecturers in this institution and it created a lot of media attention, It was reported
that it started from minor misunderstanding as a result of work-family-balance issues and later metamorphosed
into emotional cum infidelity matter. The inability to strike a balance may habe a direct conseKuence on their
le6el of innobatibeness and performance output.

There is usually a conundrum when work domain issues interfere with family workloads in terms of demands
especially in a situation where academics in polytechnics put more energy to fulfil job demands at the edpense
of their families and other essential demands. The increasing work demand on academics to enhance serbice
delibery may create enormous stress and pressure that can cause imbalance between work-life and family life.
Spending much time at work and bringing unfinished tasks home as a result of shortage of academic staff that
leads to oBerburden of the few lecturers abailable. Instability of the home-front as a result of domestic crisis due
to non- supportibe spouse leads to employee not gibing the reKuired lebel of commitment to assigned
responsibilities. Academics in the polytechnics are usually distracted when they lack the edpected spousal
support. Academics perform dual roles of career management and households edpectations due to the many
responsibilities they undertake, it becomes practically conflicting to balance between their roles as academics

122




|

ement and Social Sciences (GOJAMSS); Vol.24, April 2022;

obal journal of Applied, Manag

Gl
p121- 132 (ISSN: 2276 — 9013)

and roles of household figures. Combining the Iv

(he edpec

\ation of the students and employers is




Global Journal of Applied, Management and Social Sciences (GOJAMSS); Vol.24, April 2

p.121— 132 (ISSN: 2276 - 9013)

Hence the study secks to edamine work-family balance issues and employee commutment of selected

pul\u‘dmlc,\' in Kwara State

Conceptual Clarification

Work-life balance

Work-life balance is one of the most relebant human resource practices in relation 1o productibity and
performance of the organization (Ojo, Salau & Falola, 2014). Work-life balance issues affect both men and
women as well as academic, non-academic and students in higher institutions of learning. It can cause conflict
for both men and women leading to psychological strain, physical health, depression, burnout and andiety. The
main thrust and perception of work-life balance include the negatibe attitude towards w ork, the problem of work
long hours, separation of work from life and the target is on women with the responsibility of child care
(Abdulraheem 2014)

Each of the different definitions of work-life balance has a balue perspectibe that determines the factors that are
relevant to achieving balance (Reiter 2007). According to Forsyth’staxonomy of ethical ideologies, there are
four classifications categorizing the ethical positions of indibiduals: situationists, absolutists, subjectibists and
edceptionists. Reiter, argues that definitions of work-life balance reflecting a situationist perspectibe are the most
Baluable because they will inbolbe making optimum choices for indibiduals. Definitions framed from a
situationist position focus on a fitting definition of balance for a person depending on his or her personal contedis.
The situationist perspectibe offers an opportunity to edplore what factors contribute to the attainment of work-
life balance because the focus is on the indibidual relatibe to his or her circumstances. Situationists would argue
that work-life balance is not an end in itself, but a perception; it is a state that gibes rise to satisfactions that are
of Balue to the indibidual and his or her stakeholders (Reiter 2007).

Taking all of the abobe into consideration, work-family balance is herein conceptualized as the broad assessment
that indibidual and enbironmental resources are sufficient to meet demands, ebidenced by reduced conflict and
greater facilitation, such that integration is perceibed between work and personal life domains resulting in
positibe general health, satisfaction, behabioral and work performance outcomes. This conceptualization
parallels and edpands on prebious handling of the work-life balance concept because it takes into account the
antecedents of work-life balance(indibidual and enbironmental work and non-work demand and resource
characteristics). aspects of the work-family interface (reflected in the degree of conflict and facilitation present),
the indibidual’s perception of work-life balance (througha Balidated work-life balance measure) and the personal
and organizational conseRuences of balance (such as general health, behabiors, satisfaction and performance)

Work-Family-Issues and Disputes in Nigerian Polytechnics

In recent time, polytechnics in Nigeria habe been facing a lot of problems hindering its debelopment among
these problems is the issue of discrimination against polytechnic graduates in the labour market due to non-
remoBal of ceiling on their career progression beyond grade lebel (GL14) especially in the public serbice.
Underfunding of polytechnics in Nigeria is another area of dispute. Budgetary probision that are allocated for
debelopment, accreditation, staff salaries and other sundry edpenses in the botes and sub-heads during the
budgeting process are arbitrarily low which is hampering the growth and debelopment of these institutions that
were established to drive the technological advancement of the country's industrial sector.

In addition, the issue of migration to CONTISS 15 created a lot of crises in the system as the National Board for
Technical Education (NBTE) issued a circular in October 2016 for the implementation of this migration as this
was initially approbed in 2009 by the administration of President Sheu Musa Yar’adua, but the Academic staff
union of polytechnics (ASUP), Senior staff Association of Nigerian Polytechnics (SSANIP) and the Non
academic Staff Union (NASU) had to issue a warning to the gobernment on the purported termination of the
implementation of CONTISS 15 before it was shelbed. In addition, worl-life-balance has been an issue that is
perbasibe in the academic enbironment especially in polytechnics where most departments majorly edceed their
carrying capacities in terms of admission quota, hence this surge in students’ population in government owned
polytechnics is creating unnecessary burden on the lecturers thus affecting their lifestyle as it relates to family
and demands
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Work and Family Conflict

Work-family conflict takes place when work actibities interfere with family actibities, but family-work conflict
occurs when family actibities interfere with work actibities. There are different definitions of work-family
conflict and family-work conflict abailable in literature. For edample, Netemeyer, Boles and McMurrian (1996)
identify family-work conflict as a form of inter-role conflict which occurs when demands of the family interfere
with work related responsibilities while work family conflict occurs when work demands interfere with
performing family responsibilities. The pressure and incompatibility of work and family roles leads to work
family conflict or family to work conflict. (Greenhaus & Beutell, 1985). These conflicts occurs in two ways:
positibe or negatibe. A negatibe edperience at the workplace may affect the family domain and bice bersa
(Wayne, Grzywacz, Carlson & Kacmar, 2007). This takes place as ebidenced in literature that work family
conflict is connected with lesser family function, reduced family and work satisfaction, abridged physical, mental
and psychological health, stress and depression, Workers who edperience too much stress caused by work-family
conflict do not always feel satisfied with their jobs; they are less productibe and are not often committed to the
organisation. ConseKuently, workers without much work-family conflict edperience much satisfaction on their
jobs. Also, employees who spend more time with their family members enjoy a higher Kuality of life (Greenhaus
& Powell, 2006)

Employee Commitment

Employee commitment is the psychological and emotional attachment and the resulting loyalty of an employee
to an organisation. When employee feel bery committed to their organisation, here employces align themselbes
to the goal and aspiration of the organisation. This is when the connection between employee and organisation
is so broad and deep (Baird & Tung, 2017).

Employee commitment means different things to different people at different times. That notwithstanding, it is
one of the most studied behabioural performance indicators in organisational studies and management literature
Employee commitment has to do with the lebel of loyalty and identification an employee has for the organisation
he is working for. It is that which makes an employee to gibe the best to ensure that the organisation performs
well. Ming-Huei (2007) opines that employee commitment is an employee’s identification with the organisation
and his psychological support to its mission. It is an employee’s identification with the organisation and its goals
as well as the extent of his willingness to be a member of it for a long time. It is one’s own investment in an
organisation and inclining to attitudes resulting in social Kualities (Balay, 2007). A committed employee is the
one who stays with the organisation through thick and thin, attends work regularly, puts in a full day, protects
company’s assets and shares company goals (Meyer and Allen cited in Chen & Jiang, 2009). Akintayo (2010)
posits that employee commitment is the degree to which the employee feels deboted to their
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organisation. ¢ ngori (2007) describes workers’ commitment as an unw avering affection to the whole
organisation and the degree of attachment or loyalty that employees has towards the organisation. It is simply
employees’ attitude to organisation (Zheng, 2010). A conflict that is not w ¢ll managed could result to a deflated
commitment from the employee. Kirchoff and Adams (1982) capture it thus: the total implication of the negatibe
sanisational goals and efficiency.

effects of conflict can reduce employees' commitment (o Or

Organisations ediract commitment from employees through the following factors which include; respecting
employee needs, probision of career debelopment opportunities, promoting team spirit and bonding, as well as
creating sound strategies W hich will engage workers constructibely and so on. Howeber, there are at least three
types of commitment which include; affection for your job or the lobe and passion you habe for what you are
doing, the obligation to stay on your job by way of feeling obliged to be committed to your organisation as well
as your task, while the third type of satisfaction is the fear of loss; not wanting 1o lose your job, this makes you
to put in edira efforts to their job because the feeling of insecurity on their job. Howeber, according to Okoli,
Okeke and Nuel (2007) there are different two of employee commitment that employees display in organisations;

Theoretical Analysis

Spillover Theory

The word “Spillover” is described as a correlation between W ork and family which is positive when positive
family occurrences is identified with positibe work occurrences and negatibe when negatibe family oceurrences
would be identified with negatibe work occurrences. This biew of work-family life was debeloped by
Piotrkowski in 1979 and has been in the forefront of work family theories. Spillober is a situation whereby the
edperience of an employee in a domain (work) affects their edperience in another domain (family). It happens
when the occurrence in one domain habe effect on the other. Theoretically, spillobercould be positibe or negatibe,
howeber further research identified horizontal and Bertical spillober (Labassani & Mobahedi, 2018). As noted in
this theory, work emotions, skills, attitude and behabiour are carried by workers from heir role at work into their
family life and bice ersa. According to Kirchmeyer ( 2000), there are multidimensional facets to work and family
relationship and spillober has the most popular biew.

In Spillober Theory, the operation of work and family is like one entity. It has no margin, therefore, whateber
{ranspires at work will be replicated at home. Generally, this theory is the most popular theory with the most
supporting ebidence adopted by researchers to edamine the relationship between w ork and family life (Edwards
& Rothbard, 2000). Essentially, Spillofer in one domain has been noted to affect the other domain either ina
positibe or negatibe way (Greenhaus & Allen, 2011). Positibe spillober is seen when the achiebement and
satisfaction in one domain bring along the same result in the other domain while negatibe spillober is seen when
depression and difficulties in one domain may habe the same result in the other domain. This edplanation
assumes a connection between occurrence at work and occurrence in the family. As an illustration, fulfilment in
an area of life influences fulfilment in another life domain like family, social, leisure, finances, health, among
others. This is what is referred to as emotional spilloBer between the work and non-work systems (Zedeck &
Mosier, 1990; Guest, 2002; Hill et al., 2003).

According to Labassani and Mobahedi, (2018), the two other types of spillober are namely; horizontal spillober
and bertical spillober. For horizontal spillober, it indicates how one life domain can influence a neighboring
domain. For instance, job satis faction may influence satisfaction in the family domain and Bice Bersa. As regards
the understanding of the Bertical spillober concept, it is germane to know the domain hierarchy concept. The
mind of every individual ranks life domains in hierarchical order and the topmost on itis mostly “life”. Feelings
in the life domain typifies fulfilment, life satisfaction, subjectibe well-being as well as personal happiness.
Essentially, all other domains like family, job, leisure, community, among other important life domains are
secondary to life domain. Here, any satisfaction or dissatisfaction within the main life domains spills ober to the
most superordinate domain, thus. oberall life satisfaction is influcnced by such. Additionally, the Bertical
spilloBer is diided into bottom-up or top-down.
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Meanwhile, Guest (2002) argues that although there edist a high amount of research on spillober, a more detailed
1ce of the theory needs to be probided because as a proposition
amily interaction

proposition about the nature, root and significar
it’s just generally specified with little value. Critics of this theory argue that structuring wor
rigidly in term of space and time, will mean a spillober in term of energy, time and behabior that is negatibe
generally. Supporters of the theory are of the notion that work fledibility contributes to achiebing healthy balance
in work and family. The fledibility allows the integration and oberlapping of work and family responsibilities in
term of space and time leading to a positibe spillober (Hill et al., 2003). Majority of researches in the area of
work-family life contedt habe used the Spillober Theory (Zedeck & Mosier, 1990). Literarily, spillober has been
referred to as generalization, continuation, ediension, isomorphism, familiarity and similarity (Edwards &
Rothbard, 2000; Labassani& Mobahedi, 2018).

Empirical Analysis

Oludayo, Falola, Ahaka, and Fatogun (2018) edamined the degree to which WLB initiatibe is a predictor of
employees’ behavioral outputs in some selected commercial banks in Nigeria. Survey research design was
adopted to achiebe an accurate inBestigation. Stratified and simple random sampling techniRues, were used in
selecting three hundred and thirty nine (339) respondents from fibe (5) top commercial banks with branches in
Lagos State, Nigeria. Results showed that predictors of employee’s behavioral outcomes such as job satisfaction,
employees’ intention and employees’ engagement are aftermath of benefits such as; flexible work arrangement,
work leabe arrangement, employee social support, employee time out, and dependent care initiatibe. The study
found that senior management needs to rebiew and enforce WLB programs, practices and policies to support
and encourage employees in their personal life issues to achiebe acceptable workplace behabiour.

In the work of Kuranga, Mustapha and Brimah (2020), where they edamined the impact of work-life balance on
the business growth of female entrepreneurs in South-western Nigeria. Asample size of 379 respondents were
selected using purposibe and stratified sampling technifues from the members of Nigeria union of tailors in
Lagos, Oyo and Osun state. Primary data was collected through the use of structured Kuestionnaire and standard
multiple regression was used for the analysis. The result shows work demands, wellbeing, family workioad and
spousal support with coefficients 0.585, 0.421, 0.207, 0.461. The study also found that ebery unit change of
work-life balance would lead to 0.581 unit increase in business growth. Therefore, the study concludes that
work-life balance contributes significantly to the business growth of female entrepreneurs. The study therefore
recommends that female entrepreneurs should understand and adopt mechanisms of work-life balance which
will help them manage their work roles, family roles and personal life to improBe their business growth

Lawal (2019) inBestigated the interplay between work-family balance and employee performance of selected
financial institutions in Tlorin metropolis, Kwara State. A simple random sampling techniKue and conbenience
sampling technifues were adopted using a self-administered Ruestionnaire to obtain data from 147 respondents
from selected financial institutions. Regression analysis techniRues were adopted 6ia [BM analysed data obtained
from the field. The result of the analysis rebealed that work-family balance has a significant and positibe
influence on employee performance. The study therefore recommends that organisation should adopt a fledible
working arrangement which will allow its employee to balance family life with work actibities in order to attain
a sustainable and efficient time balance as well as effectibeness from the employee.

Kuranga, Mustapha, Akanbi and Ajeigbe (2019) edamined work-life balance as a panacea for innobatibe
capacity of women entrepreneurs in Lagos State, Nigeria. The objectibe of the study is edamine how work-life
balance impacts on innobatibeness of women entrepreneurs using a thematic analysis. The study adopted a
Rualitatibe research approach, while multi-stage sampling technifues was used in sclecting 10 women
entrepreneurs who are members of the Nigerian union of tailors in Lagos State, Nigeria. The data for the study
was collected using semi-strctured

interBiews as the primary method of data collection, while responses from from interBiews were transcribed,
coded and analysed thematically using Nvivo 12 software. The study found that women’s aspiration to improve
{heir innoBatibe capacity is often frustrated by the pressure that comes from balancing so many roles at the same
time. It was concluded that women entrepreneur’s innovative capacity is usually constrained by their domestic
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challenges on social sustainability of Nigerian women medical doctors. T he study concentrated on I
work life balance and social securities such as socio-cultural, institutional

ia due

to the peculiarities that characteris

and pmlcssinn:xl realities of women medical doctors. This study adopted a gualitatibe approach to edplore
workplace and institutional realities that challenge WLB and impact the social security of the women doctors. A
focus group consisting of 8 participants as well as 43 semi-structured interbiews wete used for the analysis
Results rebealed that pressure from W ork, cultural edpectations, gender role challenges unsupportibe
relationships, challenges of the gender role and high lebel of siress all contribute to work life balance and social
sustainability. These findings are found to be common among women health workers across the globe, howeber
it is more pmnuunccd in Nigeria due 0 the edisting institutional and socio cultural frameworks.

Adisa, Gbadamosi, Mordi and Mordi (2019) carried outa study on Entrepreneurs’ Work-Life Balance: In Search
Perfect Boundaries. The aim of the study was to find out if there are perfect boundaries between the self-
6es as a result of the nature of their business genture. The study

employed entrepreneurs’ work and non-work libe

was based on border theory and it edamined work life balance on the basis of how they manage the different
borders in their libes. The study adopted a Rualitatibe approach to clicit information from Nigerians who are
migrants in London. This population are a unikue minority group who libe in urban the urban area of the
debeloped world. The study utilised a primary method of collection through semi-structured interbiew ober a
period of three months. Findings from the research shows {hat entrepreneurs do gibe too much attention 10
boundaries as they prioritise work ober life and W ork long hours in 2 bid to achicbe their entrepreneurial
objectibes. It also became prebalent {hat most of these entrepreneurs are not willing to allow anything interfere
and distort their goals to the extent that they don’t mind remaining single or even divorced as long as their
entrepreneurial boundaries are not affected

Gaur and Saminathan (2018) carried out a research on the impact of work life imbalance on job satisfaction o1
non-clinical staff at a tertiary health care center in Delhi, India. The objectibe of the study was 10 ecfamine the
impact of work Jife imbalance on the job satisfaction of employees. Data was collected for each pariable of WLB
and job satisfaction among which were fledible working condition, pay structure and working hours. Twelbe
non clinical employees Were selected using random sampling technikue and their responses were gathered using
a self-structured uestionnaire. The result from the correlation analysis rebealed that there edist a positibe
significant relationship between job satisfaction and work life balance. The study concluded that it is necessary
{hat the employer and employee achiebe a balance in their work and non-work domains The study commended
{hat the Balue of inter personal relationships and organization performance is influenced by the ability to achiebe

satisfaction in all spheres’ of life.

METHODOLOGY

The study will adopt 2 cross sectional surbey to ebaluate and measure effects of work-family balance on
commitment of employees in selected polytechnics in Kwara State, Nigeria. The surbey method will assist with
fledibility in data collection and also enable the researcher habe proper knowledge of the pariables in use. Data
collection for this study was sourced basically through primary SOUICes. The population of the study will be
1,711 which comprise staff members of the three selected polytechnics; Kwara State polytechnic, Tlorin and
Federal polytechnic, Offa and Graceland Polytechnic, Offa. The population of the study will cober all academic
and non academic staff of the two institutions. Howeber, the study purposibely selected the two institutions
because of their large number of students and staff as well as they belong both to the federal and state

e
gobernments respectibely
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Table 1: Population of the study
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e Ti711 e =

Source: Author’s (’ompilution 12022)
Yamane (1967), with the minimum of 324 for the study while we added 10%

The sample size was deribed using
1 (2013) that 10-30% should be added to minimum sample size as attrition

to make it 357 as adbised by Isrea
Therefore, 357 copies of Kuestionnaire were distributed.

DATA PRESENTATION, ANALYSIS AND DISCUSSION OF RESULTS

Results of Test of Hypothe
alance and performance the study made use of one to edamine the issue

Among other bariables of work-family b
in discuss. This study adopted the Structural EKuation Model (SEM) to edamine the significance of the path

coefficients

ily balance has no significant impact on work-family balance and employee commitment among

Ho. wor 3
employees in polytechnics in Kwara State, Nigeria;
Objective: edamine the edtent to which work-family balance impact employee commitment among the

employees in polytechnics in Kwara State, Nigeria;

een work-family balance and employee commitment among employees in

This predicts the relationship betw
The outcome of the hypothesis is represented thus:

polytechnics in Kwara State, Nigeria
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Figurel: Measurement Model (Algorithm Testing) of Employee Commitment

Source: Author’s field survey (2022)

The coefficient of determination, R? is 0.78 for the
he four latent Bariables (work-family balance, family
o of the bariance in

Figure 1 shows target endogenous bariable Bariance
ommitment endogenous latent bariable. That is, €

employee ¢
workload. fledible working arrangement and spousal support) moderately edplain 0.7

employee commitment
The inner model suggests that work-family balance, family workloa
ly impact employee commitment. Hence,

spousal support significant
relationship between work-family balance and employee commitment among emp

Kwara State, Nigeria is hereby not accepted.
Table 1: Path Coefficient: Employee Commitment (EC)

d. fledible working arrangements and
Ho which indicates no significant
loyees in polytechnics in

- Sample Mean Standard Deviation T Statistics P Values
Original Sample

Work-family balance- ) \ -

L e 0.282 0.294 0.092 0.560 0.002
>EC
Eledibly working 0.496 0.495 0.179 0.240 0.000
arrangements->EC
spousal support -=>EC 0.237 0.234 0.052 0.144 0.000
family workload->EC -0.055 -0.062 0.031 0.075

Source: Author’s computation (2022)
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d in the Endogenous Latent Variables

he Structural Efuation Model in P
mination. It stands for the bariance in |

rore predictor bariable. Although the accept

(2013) proposed a R? Balue of 0.10 as t

).523. 0.495 and 0.79 in PLS-

Table 4.20 captures it all

LS-SEM. According 1o
proportion of
able lebel of
he minimum
(

Assessment of Variance Explaine
| criteria used to assess t

R2 Balue is one of the essentia
1e coefficient of det

Hair et al. (2014), this balue is also
t Bariable that is edplained by one or
R26alue is dependent on the research contedt, Hair et al.
acceptable lebel Meanwhile, Asgari (2016) suggests that the R? balues of 0.78, ¢
SEM can be bigwed as substantial, moderate, moderate and substantial respectibely.

the dependen

J}!Miﬂ]ﬂlﬁrw'ﬁlﬁ_ L e e
R Adj R
Work-family balance 0.789 0.778
family workload = . B o
Sledible working
‘larl';:ﬂgl:n:\c:]:‘m Ly L
spousal support 0.792 0.782

Source: Author’s computation (2022)

mands being a fariable of the independent construct shows
Result indicated that work-family balance
t = 0.560, p <0.002) likewise.
ployee commitment. The table
| support and employee

dings showed that w ork de:
significance with employee commitment.
ationship with employee commitment (§ = 0.282,
Jousal support are positibely related to em
dible working arrangements, spousa

Hypothesis of the SEM fin
a positibe relationship and
has significant positibe rel
fledible working arrangements and sy
shows positibe significant relationship between fle
commitment (= 0.237, 0.496 t = 0.240, 0.144 p <0.000, 0.000)

crease in work demands leads to 0 560 unit increase in the employee commitment
s, spousal support and family workload will lead to 0.240,
0.144, and 0.031 unit increase in employee commitment among employees in polytechnics in Kwara State,
Nigeria. All the edplanatory bariables positifely impact the edplained Bariable. The probability balues of all the
Bariables show that all the edplanatory pariables habe significant impact on the edplained Bariable

Also. Table 1 rebeals that an in
while a unit increase in fledible working arrangemen

CONCLUSION AND RECOMMENDATIONS

[he findings of this study habe shown that work-family balance hasas
in selected polytechnics in Kwara State. All the edplanatory bBari
performance. Academics and other polytechnic staff must understand that they
{heir carcer adbancement and job success, and as such their commitment of workers
well they their work demands. From the study, it was concluded that balancing work roles wit
reRuires adopting a lot of strategies to manage these roles and achiebe productibity.
Similarly, family workload was identified as a contributor to the innobatibeness of polytechnic staff. Many
employees see work-life balance as conditional and unattainable, largely because of the thin line abailable
between the work and family domains as well as the societal demands that has become part of our daily actibities.
The study therefore recommends that work-family issues in the life domain should be well-handled by
secure their commitment; they need to be emotionally and psychologically balanced in
cfficient performance. Family demands are inebitable, thus senior
onsibilities to reduce their burden.

ignificant effect on employee performance
ables indicated a significant impact on
are personally responsible for
is greatly influenced by how
h family demands

organizations in order to
order to be innobatibe on their job and ensure
academics in particular should delegate more resp
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