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[bookmark: _Toc532897404]ABSTRACT
 The purpose of the study was to determine effects of work life balance on employee performance in the banking sector. The unit of study was AB Bank which is a private commercial bank in Zambia. The main objective of the study was to determine the effects of work-life balance on employee performance at AB Bank Zambia Limited. The specific objectives were to examine the nature of work-life balance at AB Bank Zambia Limited, identify the policies and practices for ensuring work-life balance at AB Bank and its effects on employees and finding out how work life balance affects employee performance at AB Bank Zambia Limited. The research used a descriptive technique. The method used to collect data was primary method. Primary data was gathered through questionnaires that had both open and closed ended questions. The target population of the study was 500 from which a sample size of 222 was determine using a Taro Yamani’s method. Qualitative data was analyzed using a content and thematic analysis while statistical package for social science (SPSS) was used for closed ended questions. The data was mainly presented in table format where percentages were presented. Using the Pearson’s Product Moment Correlation with one - tailed test of significance, the correlation analysis was made to investigate any relationship between work life balance practices and employee performance. The study revealed that work life priorities conflict affected the performance of employees. The study, therefore, concluded that work life balance is an important aspect of work and family which should be embraced to improve employee’s performance. The study therefore recommended that AB Bank human resource should come up with new policies and initiatives as well as review the old ones in order to balance what employees do in their jobs and how they cater for their family needs to reduce the imbalance and thus improve their performance. 
It is expected that the study will be utilized by the Human Resource Department of AB Bank Zambia Limited to understand the effects of work life balance on the performance of employees.
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[bookmark: _Toc532897405]CHAPTER ONE
[bookmark: _Toc532897406]INTRODUCTION AND BACKGROUND
[bookmark: _Toc532897407]1.1 Introduction 
In the last few years, employees have been struggling with a growing number of competing demands between their work and private lives. These demands are caused by globalisation, technological advances, workplace changes, and demographic changes. Although work-life balance has received much attention from scholars and practitioners, there are still some gaps in the existing literature since the consequences of work-life balance and the related work-life balance policies and practices have not been fully identified. In line with the above, this study looks at the effects of work life balance on employee performance in the banking sector, looking specifically at the case of AB Bank Zambia. This section includes the background to the study, the problem statement and the main objectives. It also presents the specific objectives/hypothesis, research questions, significance of the study, scope of the study, theoretical framework, operational definitions and ethical considerations. 
[bookmark: _Toc532897408]1.2 Background 
In the current state of the working world, the role of human resource in organisational development has begun to be taken more seriously. The state and value of human resource has increased drastically in the past few years, this has been because of the realisation that, despite all other business systems, without people, the organisation may not achieve its objectives. Currently, work-life balance has become a progressively persistent concern to both employers and employees of most organisations. In recent time, there has been an increase in the contemplation of the pressures that work has on family as well as life of employees. This has prompted research focusing on work-life. In an environment where there is high level of competitive pressures growing largely from efforts to deliver quality service, the weight of this on employees are enormous. Work is generally considered as a part of life. Though separated by certain physical, psychological and temporal boundaries, the two concepts are operationalized within the same context of time and space. 
As posited by (Tausig, 2011), the nature of work itself has changed drastically due        to such forces as technology and other dynamics in customer needs. A number of studies have shown that, employees who have a happy and full life, subsequently create a happy and productive workplace. The opposite is also true. As a result, increasing attrition rates and increasing demand for work-life balance have forced organisations to look beyond the conventional human resource management systems, to designing holistic system that take into account the ‘total’ needs of the employees both at work and away from work. This has resulted into initiatives such as flexible working hours, alternative work arrangements, leave policies and benefits in lieu of family care responsibilities and employee assistance Programmes. These Programmes have inevitably become a substantial part of most of the company benefit Programmes and compensation packages. The importance of work-family balance, whether implicit or explicit, to the organisations and employees cannot be overemphasized. This is because when employees struggle to balance their work and family lives, their families and work will be negatively affected (Mendis. M., (2014)). 
This study takes a look at issues of work life balance at AB Bank Zambia. AB Bank Zambia Limited is new commercial micro-finance bank in the Access Micro-finance Holding Network whose main customers and clients are the micro, small and medium-sized entrepreneurs (SME's) as well as the low income earners in Zambia. AB Bank Zambia aims to evolve into one of the leading providers of financial services to this target group in Zambia and to set industry standards in terms of the speed, ease and quality of MSME banking. The bank’s mission is “to improve access to a broad range of financial services for the majority of Zambians and their businesses through the build-up of a solid branch network and the implementation of technology based product solutions for the target group”. AB Bank was founded by Access Holding in collaboration with four of its longstanding partners: KfW Development Bank, the International Finance Corporation, the Dutch development finance institution FMO, and the Belgium-based Impulse Microfinance Fund. As at now, the bank only has branches in Lusaka, but it aims at growing to other part of the country. In terms of service, the bank offers a range of loan and deposit products focusing on the core clientele of micro, small and medium-sized enterprises as well as the general lower-/middle income groups of the country. Banking services include term deposit, saving and current accounts as well as a saving plan and payment services such as a salary project, mobile payment and money transfer systems.
The banking sector is known as one of the most stressful industry, particularly due to the nature of work and work hours. Also, the Zambian banking sector has undergone a wide range of reforms in recent years leading to increased demands from customers and regulators with regard to the availability and quality of worker service delivery. These reforms were brought about by the fluctuating state of the economy, unstable monetary policy, new competitive repositioning, innovation in communication and information processing resulting in a rapid change in Zambia’s business environment. These changes have also affected banking work and may have increased the challenges of balancing work and family roles among bank workers. This trend could have a negative influence on the individuals because, generally, the Zambian culture places some values on the family system. Consequently, the failure of a family system is termed as a failure on the individual’s part which tends to affect success of the individual (Maxwell, 2004). As explained by (Hofacker, 2013), managing multiple roles, such as engagement in work, in employee and spouse interaction and involvement in domestic roles could affect the effectiveness of employees. 
In other words, when employees invest resources in jobs that are beyond their call of duty, perceive their workload to be more than they can handle or appraise the demand of their work as exceeding their resources, they are likely to experience interference from their work with their family lives due to little time left to allocate to their family roles (Hall, 1998). The mechanisms by which the provision of work-life practices affects both employee behaviour and employee productivity remains unclear and under-researched (Maxwell, 2004). This study is therefore aimed at investigating the work-life practices in the banking industry, with a focus on AB Bank Zambia. It attempts to gain a better understanding of the experiences and expectations of employees in an attempt to identify the source of the work-life balance and its effect on Employee performance as well suggest ways in which organisations can assist employees to achieve better work-life balance and improve their performance and wellbeing.
[bookmark: _Toc532897409]1.2 Statement of the problem
The Zambian banking sector is known for its long hour culture, and high work load of employees. This Lack of work flexibility, high work pressure and longer working hours are stressing out many workers in the Zambian Banks, reducing their job performance and productivity as well as causing broken homes. Also, personal issues that employees of selected commercial banks face outside work may demoralize them and in turn their service delivery to customers. As a result of spending too many hours at work, with very little time for personal activities and family, most bankers end up not living a full and holistic life. This in turn may affect their performance, with a chain reaction affecting customers. 
All these may result in customers threatening to withdraw their patronage from the banks. Also, due to the nature of the work environment, commercial banks now go into strategic alliance with other banks, by merger and acquisition which entails expansion, increasing capital base and customer base. These have led to managers having higher expectation of employees‟ performance and therefore, a misplacement of priority of interest by the employees trying to meet up with the target of the banks, which may affect their personal life. 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. This is due to demographic and workplace changes, such as; transformation in family structures, growing reluctance for long number of hours, acceptance culture, greater number of women in the workforce and technological advancement. All these have resulted in the employees having difficulty in prioritizing between their work roles and their personal lives, which ultimately affects the bank. 
[bookmark: _Toc532897410]1.3 Aim or Purpose of the study
To determine effects of work life balance on employee performance in the banking sector 
[bookmark: _Toc532897411]1.4 Study Objectives
i. To examine the nature of work-life balance at AB Bank Zambia Limited
ii. To identify the policies and practices for ensuring work-life balance at AB Bank and its effects on employees
iii. To find out how work life balance affects employee performance at AB Bank Zambia Limited. 

[bookmark: _Toc532897412]1.5 Research questions

1. What is the nature of work-life balance at AB Bank Zambia Limited? 
2. What are the policies and practices for ensuring work-life balance at AB Bank and its effects on employees? 
3. How does work life balance affect employee performance at AB Bank Zambia Limited?

[bookmark: _Toc532897413]1.6 Significance of the study
The study on the experiences and perspectives of the work-life balance will help the banking sector managers to gain relevant knowledge on work-life programs, enabling them to review their programs and policies based on this information, identify strategies to improve organisational policies, and potentially influence industry policy standards. The results of this study could contribute to bringing awareness surrounding the issue of employees’ job performance and satisfaction. Furthermore, the results from this study could benefit the public by extending the knowledge of how work-life balance policies and programs contribute to improving work and personal relationships, work motivation, and career decisions. 
These benefits may also positively contribute to business practice by offering organisations in different industries ways in which they approach the development, implementation, and utilization of work-life balance policies and programs to promote supportive managerial attitudes towards family-friendly policies and programs. Publishing the results of this study may inform organisational leaders and business professionals of the potential contributions that work life balance programs can have on employee performance, with the potential to position organisational leaders and business professionals to better provision work-life responsibilities. Most important, the findings from the study might provide further insights that could be instrumental in assessing job effectiveness among organisational workers and reducing employee absenteeism and turnover. 	   
[bookmark: _Toc532897414]1.7 Scope of the study

This research will be a case study that will be focused on AB Bank Zambia, Lusaka. AB Bank has 7 branches of which 6 are in Lusaka and 1 in Kitwe. However, the main target will be the Lusaka branches. This study is also limited only to the effects of work life balance on performance, despite their being many other factors that may affect performance in the bank. 
The study is limited to AB Bank branches in Lusaka. The choice of limiting the study to only these branches is for several reasons which include”
· The researcher stays and works in Lusaka so doing a Lusaka study would be more feasible than doing one in other towns.
· Kitwe branch was used to pilot the questionnaire before the actual research was undertaken
· The sample selected was taken from Lusaka branches as AB bank has a homogeneous workforce which could be studied anywhere.  
It would be inferred however that the results collected in Lusaka are representative of the whole bank and banking sector. AB bank is simply taken as a specimen to represent the whole banking sector. 




[bookmark: _Toc532897415]1.8 Conceptual framework 

The following models will serve as the theoretical basis for this study and they are: the spillover model by Guest, the compensation model by Lambert and the work-family border model by Clark. The spillover model by Guest (2002), postulates the conditions under which spillover between the work microsystem and the family microsystem occurs. It can either be positive or negative. If work-family interactions are rigidly structured in time and space, then spillover in terms of time, energy and behaviour is negative. When flexibility occurs which enables individuals to integrate and overlap work and family responsibilities in time and space leads to positive spillover which is instrumental in achieving healthy work-life balance. 

Figure 1: The Spillover Model.
[image: http://onlinesciencepublishing.com/assets/journal/JOU0017/ART00065/html-image/image001.PNG]
Adopted from (Ametorwo, 2016) in Managing Work Family Conflict among Female Entrepreneurs in Ghana for Development, International Journal of Economics, Business and Management Studies, 3(1): 21-35

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

[bookmark: _Toc532897416]1.9 Operational definitions
· Work-life balance: the individual perception that work and non-work activities are compatible and promote growth in accordance with an individual’s current life priorities.
· Work-family conflict: demands from one role affects one’s ability to meet the demands associated with another role in another domain
· Performance: quantity of output, quality of output, timeliness of output, presence/ attendance on the job, and efficiency of the work completed [and] effectiveness of work accomplished
· Job stress: harmful physical and emotional responses that occur when the requirements of the job do not match the capabilities, resources, or needs of the workers.
· Work: Activity involving mental or physical effort done in order to achieve a result.
· Family: Social unit of two or more persons related by blood, marriage, or adoption and having a shared commitment to the mutual relationship

· Family responsibilities: This encompasses more than working mothers or fathers caring for children or any worker caring for another family member for example single adults caring for aunts, uncles, elderly 
· Flexi-time: Flexible work schedule that allows employees to vary their work hours, within certain parameters, to better suit their needs. 
· Flexible work arrangement: its defined as a range of work structures that alters the time and place where work is done on a regular basis which includes flexibility in the scheduling of hours worked, such as alternative work schedules, arrangements regarding shift, break schedules, flexibility in the amount of hours worked, such as part time work, job shares, and flexibility in the place of work such as working at home or at satellite location. 
· Job sharing: A work schedule that allows two employees voluntarily share the work responsibilities of one full-time position, where each works less than full-time








[bookmark: _Toc532897417]CHAPTER TWO
[bookmark: _Toc532897418]LITERATURE REVIEW
[bookmark: _Toc532897419]2.0 Introduction

This chapter present a review of literature already written by others on the issue of work life balance and performance. It begins by defining the concept of work life balance, followed by highlighting some elements of work life balance. It the looks at the importance of work life balance, and its general effects, zooming it on its effects in the banking sector. 

[bookmark: _Toc532897420]Defining the Concept of Work Life Balance

Work life balance is a concept which comprises proper prioritizing between ‘work, career & ambition’ and ‘lifestyle, health, pleasure, leisure, family & spiritual development.’ Work-life balance does not mean that there must be equal balance across all aspects of an individual's life. The best work-life balance will be different for each person. There is no one size fits all in work-life balance (Hall, 1998). Work-life balance practices are deliberate organisational changes in programs or organisational culture that are designed to reduce work-life conflict and enable employees to be more effective at work and in other roles. The transition from viewing work-life balance practices solely as a means of accommodating individual employees with care giving responsibilities to recognizing their contribution to organisational performance and employee engagement is an important paradigm shift that is still very much ‘in process (Lazăr, 2010). 

Employees with work life balance feel their lives are content both inside and outside of work, and they experience minimal conflict between work and non-work roles and life in general and lower levels of stress in general (Tausig, 2011). Traditionally, work life balance issues have been considered personal issues and employees have just responded to their employees needs by providing additional benefits such as onsite child care service and paid maternity leave in the workplace. However, with environmental shifts and value changes of employees, employee’s desire for work life balance has increased and employees have begun to offer more active support of their employees work life balance. Therefore, organisation efforts for ensuring employees work life balance are needed and valued more than ever.

[bookmark: _Toc532897421]Elements of Work Life Balance

A Study conducted by (Ametorwo, 2016) using two separate samples of employed people with families revealed that there are two types of perceived work conflicts and these are independent of each other. These include work interference with family and family interference on work and the respondents in this study perceived less family interference with work than work interference with family. The study revealed that if any of the imbalances happen, it has the potential to affect work performance
Another study that was conducted by (Misheal, 2011) which drew a sample of 631 employed adults revealed that work to family conflict is more prevalent than family to work conflict, suggesting that family boundaries are more permeable to work demands than are work boundaries to family demands. The study further stressed the need for workers to have a balance between work and family life.

In a research conducted by Greenhaus and friends in 2003 on work life balance and employee performance. It was found that, Organisations can implement various work-life balance initiatives that may assist employees to better balance their work and family responsibilities, gain improvements in well-being and provide organisational benefits. There are a large variety of family friendly policies which include but are not limited to the following: Flexible working hours, job sharing, and part-time work, compressed work weeks, parental leave, telecommuting, on-site child care facility, (Greenhaus, 2003). In addition, employers may provide a range of benefits related to employees’ health and well-being, including extended health insurance for the employee and dependents, personal days, and access to programs or services to encourage fitness and physical and mental health. Still, other practices may support children’s education, employees’ participation in volunteer work, or facilitate phased retirement. These additional practices fall outside the scope of our current paper, but can be viewed as supporting employees’ health, well-being, and work-life balance. Flexi time allows employees, to determine, or be involved in determining, the start and end times of their working day, provided a certain number of hours is worked. This can allow them to meet family or personal commitments/emergencies, enable employees to respond to both predictable and unpredictable circumstances, during the day or to reduce their commuting time by starting and ending work before or after the rush hour (Kumar, 2013).

Telecommuting is becoming more and more common for people to do at least some of their regular work from home instead of going into the office. This type of arrangement is often called 'telework' or 'telecommuting' and can be advantageous for employees by allowing them: to organize their work day around their personal and family needs; to decrease work-related expenses; to reduce commuting time; and to work in a less stressful and disruptive environment (Grant, 2007). Additionally, a compressed work week is an arrangement whereby employees work longer shifts in exchange for a reduction in the number of working days in their work cycle. This can be beneficial for employees in terms of additional days off work and reduced commuting time, whereas employers can extend their daily operating hours, with less need to resort to overtime. Another initiative is the Part-time arrangements which allow people with health problems, disabilities or limited disposable time like students to participate in the labour force, develop their skills and obtain work experience. Job sharing is an arrangement which allows two (or sometimes more) employees to jointly fill one fulltime job, with responsibilities and working time shared or divided between them. Job sharing may be appropriate where opportunities for part-time jobs or other arrangements are limited.

[bookmark: _Toc532897422]Importance of Work Life Balance

According to (Lazăr, 2010), in his research on work life balance and employee participation, work life balance is vital in attaining equilibrium between professional work and other activities, so that it decreases friction between official and domestic life. The quality of work life policies is progressively becoming a part of the business strategy and the emphasis is on the potential of these policies to influence employee’s quality of working life and more importantly to help them maintain work-life balance with equal attention on performance (De Bruin, 2004).  Spending more time in office, dealing with clients and the pressure of job can restrain and affect the personal life, sometimes making it impossible to even complete the household activities. On the other hand, (Grant, 2007) argues that, personal life can also be demanding if one has a kid or aging parents, financial problems or even problems in the life of a dear relative. It can lead to absenteeism from work, creating stress and lack of concentration at work. Work life and personal life are the two sides of the job satisfaction (Tausig, 2011). 

In trying to find out more on the importance of work life balance, research by (Lazăr, 2010) has indicated that those workers who have some form of control over their working environment tend to suffer less stress-related ill-health, with clear implications for the concept of work-life balance. According to Jim Bird, CEO of Worklifebalance.com (an international work-life balance and consulting company), “work-life balance is meaningful achievement and enjoyment in everyday life”. Also (Lazăr, 2010) believes that to achieve better work-life balance, each individual needs to work smarter- to get more done in less time. The primary way companies can help facilitate work-life balance for their employees is through work-life practices, that are usually associated with flexible working and reductions in working time or family-friendly policies. Even if many companies have extensive work-life programs, most have not yet changed their organisational cultures to support employees and managers who want to use work-life options. Research by Kenexa Research Institute in 2007 shows that those employees who were more favorable toward their organization’s efforts to support work-life balance also indicated a much lower intent to leave the organisation, greater pride in their organisation, a willingness to recommend it as a place to work and higher overall job satisfaction (Lazăr, 2010).

Work life balance, from the employee perspective, is the maintenance of a balance between responsibilities at work and at home. Employers view the benefits or the working conditions that they provide to help employees balance the family and the work domains as work life benefits (Bowman, 2000). Initially the concept of work life conflict focused on the impact of family demands on work. It now extends to the impact work has on individual stress, relationships and family well-being (Bowman, 2000).

[bookmark: _Toc532897423]Work Life Balance and Organisational Performance

Performance means the end results of an activity of a person or an organisation. Further organisational performance can describe as the accumulated end result of all the organisation’s work process and activities. Like all ratios it can be improved by increasing the output, decreasing the input or both (Casper, 2008). Employee Performance Management is a process for establishing a shared workforce understanding about what is to be achieved at an organisation level. It is about aligning the organisational objectives with the employees’ agreed measures, skills, competency requirements, development plans and the delivery of results. The emphasis is on improvement, learning and development in order to achieve the overall business strategy and to create a high performance (Davies, 2008) .

The effects of introducing work-life balance practices on employee attitudes and perceptions include job satisfaction, organisational commitment, & job stress and turnover intention, which ultimately affects performance (Lazăr, 2010). All of these factors, in turn, affect job performance, direct and indirect absenteeism costs, costs associated with the loss and replacement of valued employees, customer satisfaction, and organisational productivity; although the formal evaluation of work-life practices is often difficult because of the problem of calculating the costs and benefits of different strategies, some companies have attempted to quantify the outcomes of specific policies (Beauregard, 2006). 

Productivity is critical for the long-term competitiveness and profitability of organisations. Studies have showed that the experience of work-life balance is positively related to employees’ performance and organisational performance as well (Casper, 2008). More specifically, work-life balance has been shown to have positive outcomes, such as low turnover intention, improvement of performance, and job satisfaction. Work-life balance has a positive effect on employee’s affective commitment to their organisations (Casper, 2008). That is, the experience of work-life balance generates feelings of loyalty to the organisation and increases affective commitment. Affective commitment is an emotional attachment to the organisations or the employers which can cause employees to want to remain with the organisations.

The experience of psychological well-being and harmony in life helps employees concentrate on their work, resulting in better performance. Studies have found that work–life conflict is associated with stress, depression, and a variety of stress-related poor health and mental health effects, and that such ill health increases work absenteeism, turnover, and low morale (Emeslie, 2004). In their narrative review, (Henry, 2009) observed evidence for a positive effect of organizational work-life balance practices on recruitment, retention, attendance (including turnover intention), and productivity. One explanation is that employees reciprocate with increased loyalty, effort and productivity in exchange for the organization’s practical assistance with managing work-life demands, and in appreciation for the organization’s indication of care and concern as demonstrated by work-life policies and practices (Henry, 2009).There is a wealth of information that outlines the advantages of offering flexible and special leave arrangements to employees in terms of improving staff recruitment, reducing turn-over, absenteeism and the costs associated with all this as well as increasing employee satisfaction and performance. 

[bookmark: _Toc532897424]Work Life Balance and Organisational Performance in the Banking Sector

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

Insufficient work life balance is a challenge that poses a big risk to banking workers’ wellbeing, their performance as well as the organisational performance ( (Wambui, 2017)). Numerous bank employees often have problems in endeavoring to balance employment responsibilities with their social life. Given the benefits of work-life balance practices and the potential to help improve employee job performance in terms of increased organisational commitment, job satisfaction, reduction on the turnover rate, ECO Bank has for instance, introduced programs to assist the employees in achieving a balanced work life which include; flexible working hours, employee assistance programs and leave programs. However there is no study which has been carried out to determine the success of the work-life balance programs at the bank. It is against this background that the study sought to determine the effects of organizational work-life balance programs on employee job performance at ECO Bank Kenya. (Kamau, 2013).

Bank is a customer oriented services industry. Efficacy of customer service is related with progressive operation. In the competitive banking industry, customer satisfaction is considered as the essence of success. Organizations operating in service industries should consider service quality a key strategic issue for the business success (Spathis, 2004). Those service providers who establish a high level of service quality retain a high level of customer satisfaction; they also obtained a sustainable competitive advantage. Research indicates that companies with an excellent customer service record reported a 72% increase in profit per employee, compared to similar organizations that have demonstrated poor customer service; it is also five times costlier to attract new customers than to retain existing customers (Spathis, 2004). The outcome of good work-life balance is very viable by creating a good customer service, culture of honesty and trust where staff can admit to home problems and get support (Maxwell, 2004). (Hall, 1998) argued that the employee needs to have clear boundaries between the two domains and some degree of separation, too much overlap between work and home can cause employee burnout and dissatisfaction. This may suggest that when people are happier with their work role and family life, they will be more likely to help others and be more enjoyable to work with.



[bookmark: _Toc532897425]CHAPTER THREE
[bookmark: _Toc532897426]METHODOLOGY
[bookmark: _Toc532897427]3.0 Introduction

This chapter describes the research methodology that was used for the study, which includes; the research design, Sample size and numerous procedures and techniques that were employed to collect and analyze the data. That is, the instruments used for the study and the method of analysis of the data.

[bookmark: _Toc532897428]3.1 Research Design 
 
As defined by  Ethridge (2004) descriptive research can be defined as a study of matters as they are at present with the researcher having no control over variables. (Grove, 2003) defined a research design as “a blueprint for conducting a study with maximum control over factors that may interfere with the validity of the findings”
In this survey, a descriptive research methodology was used to identify the effects of work life balance on employee performance at AB Bank, Lusaka. This method was selected because it is a means to describe systematically, factually, and accurately the characteristics of an existing phenomenon.
The type of research is Triangulation qualitative research, to be more specific, a methodological Triangulation research. Triangulation is a method used by qualitative researchers to check and establish validity in their studies by analyzing a research question from multiple perspectives. Validity, in qualitative research, refers to whether the findings of a study are true and certain. Methodological triangulation involves the use of multiple qualitative and/or quantitative methods to study the program. The researcher used this method as it uses both qualitative methods and quantitave methods to determine the effects of worklife balance on employee performance at AB bank Zambia. The researcher chose it in order to check and establish validity of findings in this study. 
The study had both qualitative and quantitative elements, qualitative elements were used, to explain and describe some common themes that may arise from the respondents which could not be effectively analysed in a quantitative manner. The first two objectives were analysed qualitatively, while the last objective is quantitatively analysed. Quantitative research collection relies on the collection and analysis of numerical data to describe, explain, predict or control variables and phenomenon of interest (Ethridge, 2004).The rationale for a quantitative analysis of objective number three was to see if the employees thought there was a connection between work life balance and employee performance. 

[bookmark: _Toc532897429]3.2 Study area or Site

This research was carried out in Lusaka City, specifically with AB Bank Zambia. This was because, AB Bank just has Lusaka and Kitwe Branches, and the Kitwe branch was used as a pilot study .A pilot study was conducted in order to ensure that the research tools were well designed and the research topic was well studied in detail. In total, 20 questionnaires were distributed both for the employees to respond to, and also to critic the design of the questionnaire. It was found during the pilot study that the questionnaire was not properly designed initially and so it had to be redesigned to suit effectively the answers of the research questions.

[bookmark: _Toc532897430]3.3 Study population

As posited by (Robson, 2012) population of a study refers to a complete set of individuals or subjects, objects or events having common observable characteristics in which the researcher is interested. Also, population constitutes the target of a study and must be clearly defined and identified. The target population for the study was all the employees of AB Bank Zambia, Lusaka which comprised a total of 500 employees. The population was made up of 290 females and 210 males. 

[bookmark: _Toc532897431]3.4 Study sample


The sample for this study was 222 members of staff, which were selected from various departments of the bank so as to get different views from diverse sections and departments of the bank. This gave a wide array of views to give a wide perception to the topic. In order to get an accurate representation from the population, a Taro Yamani’s formula had to be used in calculating the sample; the sample was calculated as follows: 

n= population total/1+ total population (0.05) ^2 
n =500/1+500 x0.05^2  
= 500/2.25 
= 222.22 
=222 to the nearest whole number.


[bookmark: _Toc532897432]3.5 Sampling techniques

In as much as it would have been beneficial to take a study on the whole population, it would not be pragmatic in this case. This study therefore took a sample of 222 members of staff. (Robson, 2012) accentuates the need for a researcher to select a sample from which they wish to seek information, using appropriate sampling techniques.  The methods/techniques selected for the study were based on both probability and non-probability sampling. Probability sampling is a sampling technique, in which the subjects of the population get an equal opportunity to be selected as a representative sample. The researcher used the technique because the desired sample of employees needed to have an equal chance of representation.

Non probability sampling is a method of sampling where not only is the chance of one being picked in the sample is not specified but it is also possible for an individual to have a zero chance. Purposive sampling is a type of Non probability sampling. (Misheal, 2011) argues that purposive sampling involves identifying and selecting individuals or groups of individuals that are especially knowledgeable about or experienced with a phenomenon of interest. Purposive sampling was used because the researcher subjectively wanted to determine what type of sample was representative of the population based on their position, knowledge and experience. Purposive sampling was used to select the 22 managers to be interviewed, and the stratified sampling was used to select equal numbers of people from the various departments and branches to make up the 200 members of staff who answered the questionnaires. (Zikmund, 2013)  observe that stratified sampling, is a subsample drawn using simple random sampling within each stratum. The justification for taking a stratified sample in this study was to obtain a more efficient sample than would be possible with simple random sampling. Another reason for selecting a stratified sample was to ensure that the sample accurately reflected the population based on the criterion used for stratification.
[bookmark: _Toc532897433]3.6 SOURCES OF DATA 
There are two sources of data, Primary data and Secondary 
[bookmark: _Toc532897434]3.6.1 PRIMARY DATA

Primary data refers to data collected for the first time in the field. (Sekaran, 2013) defines it as data that has been collected first hand for subsequent analysis to find solutions to the problem researched. This study highly used first hand information which was collected through the use of questionnaires and interviews. Researcher used this data as it provided the researcher with the most up-to-date information.

[bookmark: _Toc532897435]3.6.2 SECONDARY DATA

According to Zikmund (2013), secondary data is data that is collected for purposes other than the original use. It is an analysis of data that have already been collected for some other purpose. These may be contemporary or historical and the data may be qualitative or quantitative and usually needs adjustments and validation before being put to use. This data can include survey data and documentary data. Sources used to gather secondary data were document analysis collected from published and unpublished company documents and subject-relevant literature, internal company journals (monthly reports and newsletters) requested from the company understudy and frequent visits to related websites became crucial in collecting up to date secondary data as well as publications by renowned authors on Work life balance.

[bookmark: _Toc532897436]3.7 Data collection Instruments
The instruments that were used included questionnaires and informal unstructured interviews. 
[bookmark: _Toc532897437]3.7.1 Questionnaires

(Ng"andu, 2013) defines a questionnaire as a research instrument that gathers data over a large sample. It is a list of questions that are used to solicit information from respondents. (Sekaran, 2003) adds that a questionnaire is preformulated written set of questions to which respondents record their answers, usually written rather closely defined alternatives. Questionnaires are an efficient data collection mechanism when the researcher knows exactly what is required and how to measure the variables of interest. Questionnaires can be measured personally, mailed to the respondents, or electronically distributed. The researcher made use of structured questions on a five (5) Likert scale to gather necessary data and easy analysis. A (5) point Likert Scale requires respondents to rank or indicate their level of agreement or disagreement with the statement.  Structured or closed questions were meant to save the respondents’ time and get definite answers and unstructured or open-ended questions were meant to ensure that respondents’ feelings are not disregarded and further explanations are made. Self-administered questionnaires were developed and were given to the members of staff to answer. The targeted individuals were the best source of the most reliable information on the research questions. The questionnaires had both open and closed ended questions that focused on the effects of work life balance on employee performance. The researcher distributed questionnaires in person, after obtaining permission from top management, in one week to all respondents. Respondents were implored to give candid and honest response to every item on the questionnaires. Face to face interaction further provided the platform for the researcher to clarify any possible ambiguity and also create the opportunity to interact with the managers. 
[bookmark: _Toc532897438]3.7.2 Interviews

Interviews were used with management staff to get more information on the implementation of work life balance at AB Bank Zambia. The interviews were semi-structured so that they could be adjusted in line with responses and the type of information the researcher wanted to get at the time of the interviews. Face-to-face interactions further provided the platform for the researcher to clarify any possible ambiguity and also create the opportunity to interact with the people.  
[bookmark: _Toc532897439]3.8 Pilot Study
In order to ensure the study was well designed and studied the research topic in detail, the research instruments were first pilot tested at the Kitwe Branch of AB Bank. In total, 20 questionnaires were distributed both for the employees to respond to, but also to critic the design of the questionnaire. It was found during the polite study that the questionnaire was not properly designed initially and so it had to be redesigned to suit effectively answers the research questions.  
[bookmark: _Toc532897440]3.9 RELIABILITY OF TECHNIQUES 

Reliability is concerned with the consistency, stability and repeatability of the informant’s accounts as well as the investigators’ ability to collect and record information accurately (Seltiz, 2014). It refers to the ability of a research method to yield consistently the same results over repeated testing periods. In other words, it requires that a researcher using the same or comparable methods obtained the same or comparable results every time he uses the methods on the same or comparable subjects. It further requires that the researcher has developed consistent responses or habits in using the method and scoring or rating its results and that factors related to subjects and testing procedures have been managed to reduce measurement error. In order to increase credibility, the researcher ensured that each participant was given an opportunity to refuse to participate in the project so as to ensure that data collected was collected from only those who were genuinely willing to take part and prepared to offer data freely. Triangulation was another way that was used to ensure that findings are trustworthy. The researcher also conducted a pilot test so as to reduce the measurement error of the research findings.

[bookmark: _Toc532897441]3.10 
[bookmark: _Toc532897442]Data analysis 

Qualitative data was analysed using both content and thematic analysis. Content analysis is a research technique used to make replicable and valid inferences by interpreting and coding textual material. By systematically evaluating texts, qualitative data can be converted into quantitative data (Olive m. Mugenda, 2008). Further, (Clarke, 2006) define thematic analysis as: “A method for identifying, analyzing and reporting patterns within data.”  The common themes were grouped together and analysed in line with how they answered the research questions.  The Quantitative data was entered using statistical packages for social sciences (spss version 16.0) and presented in simple descriptive statistics comprising some tables. The Statistical Package for the Social Sciences is a software package used in statistical analysis of data. These were selected since they made it possible to examine the relationships between the variables. It was more effective to use SPSS as it gives more accurate and precise inferences than Microsoft excel in the analysis of quantitative data. 






[bookmark: _Toc532897443]3.11 Ethical considerations

Informed consent is the major ethical issue in conducting research. It means that a person knowingly, voluntarily and intelligently, and in a clear and manifest way, gives their consent. Therefore, Permission and clearance by the supervisor and relevant offices of the University of Zambia such as the Ethics Committee were considered .It was made sure by the researcher that all participants gave consent to participate in the study and that they were well informed of their right to withdraw at any point or not take part at all. Permission was sought from management before any participant was asked to respond to the research questions. In addition, for the researcher to uphold a high degree of confidentiality during the research she assured the respondents and all the participants that the data collected would only be used for purposes of academic reference and advised them to use identity numbers like 01,02,03  instead of their original names. Also, data was properly referenced as well as cited in the bibliography. The researcher made sure that the insights presented in the study are objective and do not create any set of biased conclusion. The researcher further ensured that they got permission from all relevant authorities and all authorization documents, letters of permission to conduct a study from AB bank was appended before conducting any research and all respondents were assured that the study was purely and strictly for academic purposes only.







[bookmark: _Toc532897444]CHAPTER FOUR
[bookmark: _Toc532897445]PRESENTATION, INTEPRETATION AND DISCUSSION OF FINDINGS

[bookmark: _Toc532897446]4.0 Introduction 

Chapter four presents the findings from data gathered through the two instruments used in the study, these include; structured questionnaire and open-ended questionnaires, the open-ended questionnaires is similar to an interview. The findings are presented with the help of tables, figures and statistical analysis to complement the interpretation of data collection. The responses from management interviews are used to support those that are coming from questionnaires. The first data to be presented and analysed is qualitative data. This is then followed by an analysis of quantitative data, especially as it pertains to the effect of work life balance on employee performance. 

[bookmark: _Toc532897447]4.1 Response Rate

A total of 200 members of staff were targeted to answer questionnaires. All the questionnaires were responded to and returned. This success rate can be alluded to the fact that the researcher also works for AB Bank, making it easier to get corporation from the colleagues who were targeted to answer questionnaires. Also on interviews, it was a 100% success rate as all the 22 employees were interviewed. This success rate of the research gave enough representation to make it reliable and valid. 

[bookmark: _Toc532897448]4.2 Demographic Classification of Respondents 

Variables of gender, age and years of association with the bank were inquired in the questionnaire to know the demographic and social features of the respondents. Creating a profile of the respondents would help better understand and address issues with respect to the subject matter.

[bookmark: _Toc532897449] 4.2.1 Gender of Participants
There was high response rate on the part of the women 112 (56%), which could imply that AB Bank employees more women than male as highlighted in Table 1. 
[bookmark: _Toc520255916]Table 1: Gender of participants
	Sex
	Frequency
	Percentage

	Male
	88
	44

	Female 
	112
	56

	Total 
	200
	100



[bookmark: _Toc532897450]4.2.2 Age of Respondents
Table 2 shows the distribution of the respondents. The results revealed that the majority of the respondents 38.5 percent were in the 26-30 age group, followed by those who were aged 36 to 40 years who accounted for 23 percent of the total respondents. The age group with the least percentage of respondents was 51+ years who accounted for 3 percent of the total respondents.
[bookmark: _Toc520255917]Table 2: Age distribution of Respondents
	Age group (years)
	Frequency
	Percentage

	20 and below 
	9
	4.5%

	21-25 
	17
	                8.5%

	26-30
	77
	                38.5%

	31-35
	11
	                 5.5%

	36-40
	46
	                 23%

	41-45
	13
	                 6.5%

	46-50
	21
	                 10.5%

	51+
	6
	                 3%





[bookmark: _Toc532897451]4.2.3 Marital Status
Table 3 shows the distribution of respondents by marital status. As shown in table 3, the largest number of employees 127 (63.5 percent) were married, followed by 60(30 percent) single people. A smaller number of 7(3.5 percent) was either divorced or separated.
[bookmark: _Toc520255918]Table 3: Marital Status
	Marital Status
	Frequency
	Percentage

	Single
	60
	30%

	Married
	127
	63.5%

	Divorced/Separated
	7
	3.5%

	Widowed
	6
	3%

	Total 
	200
	100






The least was widowed people 6(3%). These results show that the majority of respondents were married, and it can be assumed that married people are in most need of work life balance. Therefore, this can be taken as the right target for a study on work life balance. The same can be said about single people, who, although not having spouses to attend to, are usually busy with building their careers. Therefore, it is evident that majority of respondents constituted the highly productive group of human resources in the bank.

[bookmark: _Toc532897452]4.2.4 Level of Education 
Table 4 presents the distribution of respondents by their highest level of education. The study reveals that the largest number of respondents were degree holders with a representation of 42%. This was followed by those who had diplomas making up 30% and then post graduate at 13%, certificate at 12% and the least being 3%. The bottom line of this was that all the respondents were literate enough to understand the research topic. 
[bookmark: _Toc520255919]Table 4: Highest level of Education
	Level of Education
	Percentage 

	Grade Twelve
	3%

	Certificate 
	12%

	Diploma 
	30%

	Degree
	42%

	Post Graduate
	13%


[bookmark: _Toc532897453]4.2.5 Tenure with Company
It was necessary that this study ascertains the level of experience, in terms of the number of years respondents had been with the bank. Findings on table 5 revealed that 67 of the respondents representing 33.5% had been in employment between 0-1yr, 88 of them representing 44% had been in their current employment between 2-3yrs, 45 representing 22.5% had been with the bank between 4-5 years. 
[bookmark: _Toc520255920]Table 5: Tenure with Company
	Years
	Frequency
	Percentage

	0-1
	67
	33.5%

	2-3
	88
	44%

	4-5
	45
	22.5%

	Total
	200
	100%




[bookmark: _Toc532897454]4.3 QUALITATIVE ANALYSIS

This part of the study shows the qualitative analysis, with thematic content from the questionnaires and interviews. The responses from the questionnaires were analysed and presented here, while the interview responses were used and written to support the questionnaires responses. This section was used to answer objectives one and two of this study, that is; to examine the nature of work-life balance at AB Bank Zambia Limited and to identify the policies and practices for ensuring work-life balance at AB Bank and its effects on employees. 
[bookmark: _Toc532897455]4.3.1 The Implementation/ Practice of Work Life Balance at AB Bank Zambia

On the implementation and practice of work life balance at AB Bank Zambia, to all the alternatives, the most common responses of, 34%, 45% and 47% were ‘strongly disagree’, pointing to the fact that employees thought the organisation did not promote and had no written policy on work life balance. Also, it showed that management was not even actively involved in the implementation of work life balance. The common theme in this context shows that AB Bank did not have an explicit policy on work life balance. Even though there could have been some level of implementation of work life balance, the bank did not have guiding principles that could be referred to in case of a conflict with work life balance. 
A Branch Head of AB Bank for instance indicated that the programme of work-life balance at AB Bank needs refinement. An Operations Manager also shares the same view; he believes that work-life Programmes at AB Bank needs a refinement. There were others who believed that the status of work-life balance system in place at AB Bank was satisfactory, no respondent praised the work-life system in place at AB Bank. A senior manager of the bank, for instance replied that he finds work-life balance systems in place at AB Bank to be satisfactory when he was asked to comment about the status of work-life balance at AB Bank. Another manager remarked that “I believe that there is a lot of room for improvement as far as work-life balance initiatives and execution is concerned, employees should be actively involved in developing such initiatives”, this sums up the overall impression of staff members of AB Bank.
[bookmark: _Toc532897456]4.3.2 Effect of Work Life Balance on Employee

When asked, generally what the effects of work life balance would be, with five options given, the majority of the employees, 56%, 67%, 45 %, and 47% all strongly agreed that work life balance would allow them a chance to bear and raise children, find time for personal development, reduces stress and create time for family. In as much work life balance may not be a priority at AB Bank; respondents agreed that its availability would be of great personal benefit to them. It can be implied then that work life balance should be good for employee performance and consequently organisational performance. 

[bookmark: _Toc520255921]Table 6: Effect of Work Life Balance on Employees
	Responses 
	Strongly Agree  
	Agree
	Neutral
	Disagree
	Strongly Disagree

	Allows acceptable time for family life and work life
	47%
	31%
	6%
	9%
	7%

	Reduces stressful work routines
	45%
	26%
	7%
	13%
	9%

	Facilitates time for my self-development
	67%
	21%
	3%
	5%
	4%

	Allows me a chance to bear and raise children
	56%
	24%
	5%
	7%
	8%



[bookmark: _Toc532897457]4.3.3 Pay and Work Life Balance

Most respondents could not relate to better pay conditions as an existing mechanism for ensuring work-life balance. A total of 65% of respondents therefore disagreed to the point that better pay conditions exist as a mechanism for ensuring effective work-life balance. According to Lazăr, (2010), most people would rather have work-life-balance than more pay. In as much as money can be a motivator, it only motivates for a short while and soon people resort back to wanting a balance in life. That is the more reason even if better pay exist, employees may not take it as a way of ensuring work life balance. 
[bookmark: _Toc532897458]4.3.4 Job Interference with Personal Lives

A study on the above subject found that most bank staff usually found their job interfering with their personal priorities more than their personal priorities interfering with their job. On the level of stress experienced in the last six months, 78.3% indicated that they had experienced significant stress as a result of their job. This suggests an increasing stress on most staff of AB bank which the researcher attributed to recent job demands. About 73.1% of respondents reported good control on their job. Findings in connection with respondents’ ability to exercise control over managing their time revealed that most staff (representing 68.5%) are time conscious and are able to exercise control over their time. This was attributed to the nature of service rendered by banks which required one to be efficient with time.
In interviews, managers were asked if and how the bank manages stress, and most respondents did not report job sharing as an active practice at the bank. It was concluded that job sharing was not a policy, regardless of its recognition as one mechanism that contributes to work-life balance. One manager also reported non-flexibility in working arrangements which suggested that there was no mechanism to ensure flexibility in work conditions at the bank.  There was a unanimous response that only the annual leave provisions create some conditions for staff to balance work and life. There was no provision found limited to staff without children. 
[bookmark: _Toc532897459]4.3.5 Challenges of Work Life balance at AB Bank

A total 69% of respondents pointed to the tight nature of work schedules as one challenge to effective work-life balance. Again, most respondents confirmed that the only visible work-life balance option was available to new mothers through maternity leave and compassionate leave when the child is sick. Respondents also identified the fact that usually, requests to change working patterns are not received positively by the employer. This implies that if it is not a recommendation from the top, most staff are likely not to have their request for a job change approved. It was also found that the flexible working options available to staff were usually restrictive. Comments also revealed that flexible working options were usually available to non-core staff that had very little opportunity for progression and also some members in authority. Respondents also revealed that usually employees who seek to further their training or education have to contend with several challenges. A number of respondents to the interviews also agreed that the flexible working hours available are restrictive, thus flexibility was within a narrow range of choices, and this could be seen as half-hearted desire to grant flexible working options. 
It was also reported that the work-life balance Programmes at AB Bank is that most employees feel that working arrangements are so tight, they cannot be said to be flexible. Many interviewees reported that tight work schedules were one of their main challenges at AB Bank. This points in-part to the fact that the work schedules are very tasking; this phenomenon is common among most Zambian Banks. 
[bookmark: _Toc532897460]4.3.6 Work life balance on Employee job Satisfaction

From the findings in table7, 89.8% of the respondents disagreed that they are often too tired at work because of the things they have to do at home, 84.7% disagreed that their personal demands
are so great that it takes them away from their work and 86.4% disagreed that their superiors
dislike how often they are preoccupied with personal life while at work. 71.1% totally disagreed
that their personal life takes up time that they would like to spend at work, 72.9% disagreed that their home life interferes with their responsibilities at work such as getting to work on time,
accomplishing daily tasks and working overtime and 72.8% totally disagreed that their home life
keeps them from spending the amount of time they would like to spend on job related activities. This implied that a majority of the respondents disagreed that their home/personal life interferes with their responsibilities at work. From the results it can be deduced that a large number of employees disagreed that their family and home life has any effect on their work life. The few who agreed based their answers on occasional periods like maybe when there is a problem at home or maybe when one is studying or taking exams. These reasons are only temporary bringing to the conclusion that it is rare that their family and personal responsibilities has an effect on their job
responsibilities.
Work/life balance is a broad concept that encompasses prioritizing between work (including career and ambition) on one hand, and life (including areas such as health, leisure, family, pleasure and spiritual development) on the other. There are also two key concepts related to work/life balance - achievement and enjoyment (Bowman 2013).


[bookmark: _Toc520255922]Table 7: Work life balance on Employee job Satisfaction
	Work Life Balance
	Agree %
	Neutral %
	Disagree %
	Total %

	Too much work at home
	6.8
	3.4
	89.8
	100

	Many personal demands
	6.8 
	8.5 
	84.7 
	100

	Preoccupied with personal life at work
	8.6
	5
	86.4
	100

	Personal life takes up my time
	17
	11.9
	71.1
	100

	Home life interfere with work
	22.1
	5
	72.9
	100

	Busy home life
	20.4
	6.8
	72.8
	100



[bookmark: _Toc532897461]4.3.7 Respondent’s General Perception of Work-Life Balance

Most respondents believed that employees work best when they can balance their work and other aspects of their lives. A number of respondents suggested that offering a good work-life balance to employees is beneficial for employers. In their opinion, an employee who has a good work-life balance is likely to be more focused at both home and work. This in turn will positively affect his productivity. Respondents suggested that staffs with a good work-life balance are better able to respond to the needs of customers or service users. 

[bookmark: _Toc532897462]4.3.8 Respondents’ Opinion on What Would Ensure Effective Work-Life Balance of Staff

Most respondents, said they will want management to consider employees’ suggestions for improvement in conditions. Other respondents again suggested that any available work-life balance options should be effectively communicated to staff. This will enable employees explore the option to be able to utilize it. Most respondents also suggested that policy should consider the option of part-time working during retirement. Respondents believed that this will create some flexibility in the working environment since in their opinion there is too much stress on staff of banks. Again, most respondents reported that there should be policy to extend entitlement so that more employees have the opportunity to take up flexible working options.
[bookmark: _Toc532897463]4.4 QUANTITATIVE ANALYSIS

This section is an analysis of the last objective of this study, to find out how work life balance affects employee performance at AB Bank Zambia Limited. This part of the research presents an analysis of quantitative data from the questionnaires. The questionnaire data were analyzed and evaluated by the following methods using computer based statistical data analysis package, SPSS (version 16.0). The data analysis includes univariate and bivariate analysis. Using the Pearson’s Product Moment Correlation with one - tailed test of significance, the correlation analysis was made to investigate any relationship between work life balance practices and employee performance. 
[bookmark: _Toc532897464]4.4.1 Work Life Balance and Performance 

As shown in table 8, Pearson correlation between the two variables is 0.70825, which is positive. It shows that there is a positive association between work life balance practices and employee performance of both categories. This relationship is statistically significant as correlation significant at 0.01 level (1- tailed). Therefore, there is statistical evidence to claim that work life balance practices and employee performance are positively related. Here relationship was statistically significant at 99% confidence level (p< .01).

[bookmark: _Toc520255923]Table 8Correlation between Work Life Balance Practice and Employee Performance
	Pearson Correlation
	0.70825

	Sig. (1 Tailed)
	0.000



As shown in Table 9	, leave arrangement (r = .714, p< 0.01) was positively related to employee performance. According to the theory r value =0 .50, it indicates moderate uphill (positive) relationship and r = 0.70 represent a strong uphill (positive) linear relationship. Therefore there is a strong positive relationship between leave arrangement and employee performance and statistically significant at 99% confidence level (p<0 .01).
Further, parent and pregnancy policy (r =0 .676, p< 0.01) was positively related to employee performance. At this point there was no strong positive relationship but (0.676) value indicated an approximately strong positive relationship between parent and pregnancy policy and employee performance. Also relationship was statistically significant at 99% confidence level (p<0 .01).

[bookmark: _Toc520255924]Table 9: Correlation between Dimensions of Work Life Balance Practices and Employee Performance
	
	LA
	PPP
	FWS
	FSWP

	Leave Arrangement (LA)
	1
	
	
	

	Parenting and Pregnancy Policies (PPP)
	.750
	1
	
	

	Flexible Work Arrangements (FSW)
	.640
	.707
	
	

	Family supportive work provision (FSWP)
	.747
	.699
	693
	1

	Employee performance (EP)
	.714
	.676
	.687
	.756



The study reveals that there is a positive relationship between flexible work arrangement (r = 0.687, p<0 .01) and employee performance. Although there was no strong correlation, coefficient indicated approximately a strong positive relationship between flexible work arrangement and employee performance while relationship statistically significant at 99% confidence level.
According to the results of simple regression analysis, work life balance was found to have a positive impact on employee performance with the strength of b value of 0.382. Hence, work life balance practices were found to be a predictor of employee performance. 
[bookmark: _Toc532897465] Result of Regression Analysis

As presented in Table 10, R value is 0.7082 and it represents strong correlation between the predictors and outcome which in this study are work life balance practices and employee performance. The b value of the equation, the gradient of the regression, is 0.395, which is significant at 1% (significant = 0.000). As indicated by R squared, 56.8% of the variance of the employee performance is explained by work life balance practices with the standardized beta of 0.571. The F value is 178.673, which is significant at 1% (p= 0.000), which suggests that work life balance has significantly explained 56.8% of the variance of employee performance.

[bookmark: _Toc520255925]Table 10: Result of Regression Analysis
	R
	0.7082

	R2
	0.571

	Adjusted R
	0.568

	ΔF
	178.673

	Sig. ΔF
	0.000

	Β (beta)
	0.395

	SD
	0.95613



Here researcher used stepwise method in regression analysis because this study focuses four dimension as one independent variable. Parenting and pregnancy policy is excluded from the model due to non-significance (p> .01).
[bookmark: _Toc520255926]Table 11 Result of Regression Analysis for each Dimension of Work Life Balance Practices
	Variables 
	SD
	Β (beta)
	T
	Sig

	Independent variable
	
	
	
	

	Family supportive work provision
	.926
	.382
	4.48
	.00

	Flexible work arrangement
	1.072
	.250
	3.39
	.001

	Leave arrangement
	.881
	.268
	3.36
	.001

	Constant
	
	40.198



The result of the analysis further show that, R value is 0.808 and it represents strong correlation between the predictors and outcome which in this study are work life balance practices and employee performance. The next column gives value of R square, which measures how much of the variability in the dependent variable is accounted by the independent variable. In this study, it measured how much of the variability of employee performance happens due to family supportive work provision, flexible work arrangement and leave arrangement.  Also, it was revealed that family supportive work provision was 57.1% of the variation in employee performance. However, other two included the value increased to 65.2% of the variance in employee performance. So, when family supportive work provision for 57.1% and flexible work arrangement for 5.1% and additional 3% imply leave arrangement in employee performance.

[bookmark: _Toc532897466]4.5 Discussion of Quantitative Analysis

This study considered the relationships among leave arrangement, parenting and pregnancy policy, flexible work arrangement, and family supportive work provision and employee performance. This study used correlation analysis and it indicates strong positive relationships among family supportive work provision, leave arrangement and employee performance. Also there are approximately strong positive relationships among parenting and pregnancy policy, flexible work arrangement and employee performance of the organisations.
In as much as this research shows that the practice of work life balance at AB Bank is not effective, it has been proven by the findings in this study that the organisation can enhance their employee’s performance by increasing flexible work arrangement within the organisation. To see the impact leave arrangement would have on employee performance, the researcher used regression analysis. According to this study it indicates that there is a positive impact of leave arrangement on employee performance and when leave arrangement is increased by 0.881, employee performance is increased by 2.6. Therefore the organisations can increase different leave options by identifying their employees’ needs. Findings of this study reveal that parenting and pregnancy policy has no impact to the employee’s performance. Pregnant and parent employees mainly expect maternity leave for adoption and it is covered from the leave arrangements. As a result, reasonably pregnancy and parent policy do not impact on performance of the organisations. 
The impact of flexible work arrangements on employee performance and findings of this study reveal that flexible work arrangements positively impact on employee performance. There is no any flexible working schedule in the bank because of tight working hours. Here flexible work arrangement represents job sharing and compressed work week and those are felt significantly by the employees to balance their work life. The result of this study indicates flexible work arrangements would positively impact on employees’ performance in this context.
Finally the impact of family supportive work provisions on employee performance and findings of this study show that family supportive work provision positively impacts on employee performance. When comparing with the other dimensions of work life balance practices, there is a high impact of this dimension because employees sense new experience by participating in different programs. Therefore always the organizations regard employees’ changing needs and create supportive programs based on them. Consequently, these are affected to show high impact of family supportive work provisions on employee performance.
The present findings also highlight the need to develop more supportive family programs, different leave options which facilitate employees’ needs and flexible working arrangements within the organisations. This finding supports much of the literature, which examined the impact of work life balance practices of the organisation with employee performance. When the organisation has better work life balance practices, significantly affect enhancing employee performance (Peggy 2007). There is a positive relationship between work life balance practices and employee performance and findings reveal employee performance increases by 0.382 when work life balance practices are increased by 0.95613. Hence, results of this research support the pervious researchers’ findings. According to the above findings, performance of employees can be enhanced by increasing different work life balance practices options



[bookmark: _Toc532897467]CHAPTER FIVE
[bookmark: _Toc532897468]CONCLUSIONS AND RECOMMENDATIONS

[bookmark: _Toc532897469]5.0 Introduction

This chapter presents a summary of the findings to the research objectives. The chapter further presents a conclusion and makes a recommendation on some weaknesses and challenges identified with regards to work-life balance. 
[bookmark: _Toc532897470]5.1 The nature of work-life balance at AB Bank Zambia Limited

In this study, it was found that employees were not able to maintain good balance of work and life. Asked whether respondents often took work home, they answered in the negative, mainly because banking tasks can generally not be carried to the house. Most respondents indicated that work pressures often interfere with their personal life. From the above findings, researcher concluded that most bank staff often sacrifice their social life for their job. It was also found that most bank staff usually find their job interfering with their personal priorities more than their personal priorities interfering with their job. On the level of stress experienced in the last six months, it was found that employees experienced significant stress as a result of their job. This suggests an increasing stress on most staff of AB Bank which the researcher attributed to recent job demands. However, a number of respondents also reported good control on their job. Findings in connection with respondents’ ability to exercise control over managing their time revealed that most staff are time conscious and are able to exercise control over their time. This was attributed to the nature of service rendered by banks which required one to be efficient with time.

[bookmark: _Toc532897471]5.2 Policies and practices for ensuring work-life balance at AB Bank and its effects on employees

It was found that, although the bank has some systems for managing stress, they did not have explicit policies and practices for implementing work life balance. The implementation of work life balance was left to the managers who decided who it would be carried out. However, the bank had some usual human resources policies like leave, including maternity leave, which helped parents take care of new born babies. Other leave also helped them attend to some personal issues away from home, but it was discovered that this was not enough. Respondents pointed to the tight nature of work schedules as one challenge to effective work-life balance. Respondents also identified the fact that usually, requests to change working patterns are not received positively by the employer. This implies that if it is not a recommendation from the top, most members of staff are likely not to have their request for a job change approved. It was also found that the flexible working options available to staff were usually restrictive. 
[bookmark: _Toc532897472]5.3 Work Life Balance and Employee Performance 

When asked if work life balance had an effect on employee performance, it was found that, although the practices of work life balance at AB Bank was poor, most respondents were of the view that it has an effect on performance. The human resource system at AB Bank had no proper work life balance initiatives and so employees felt stressed with their work. However, the study revealed that a system of work life balance, in the banking industry, would be a good initiative in improving employee performance. This research concludes, from the findings above that work life balance has great association with employee performance. The data collected from banking sector employees both male and female was tested and analyzed using statistical package for social sciences (SPSS), which revealed that there is a positive relationship between work life balance and employee performance.
[bookmark: _Toc532897473]5.4 RECOMMENDATIONS

· Appropriate policies and initiatives need to be implemented by the bank’s human resource department to ensure the deliberate and active practice of work life balance.
· The policies and initiatives must be reviewed keeping in consideration the varying work-life balance requirements an individual may have relative to their individual life stage and circumstances.
· The organisation on the whole and senior management should promote positive work life balance.
[bookmark: _Toc532897474]5.5 Future Area of Research

Once, the work life balance practices and their constructs have been identified. The future focus must be on awareness and wide use of these practices. There is need of formal monitoring and evaluation of such practices and their effect on work life balance in real. Further, the same research can be done in other sectors except banking. Finally, the study in future can be done by using qualitative method to get further insights and verify with the findings of quantitative method. 
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TOPIC; EFFECTS OF WORK-LIFE BALANCE ON EMPLOYEE   PERFORMANCE AT AB BANK ZAMBIA LIMITED.

  
Dear respondent, 

 I am a postgraduate student of Business Administration at the University of Zambia and Zimbabwe Open University carrying out a research on the above mentioned topic.
 
This is purely for academic purposes and it is a requirement for a successful completion in my course of study.

As an employee of Ab Bank Zambia, you have been randomly selected to take part in this research. Kindly fill in this questionnaire as sincerely, truthfully and as honestly as possible as your responses will be of great value to the general body of knowledge. Be assured that your responses will be treated with utmost confidentiality. 

Thank you for your cooperation








Date ……………….                                      Questionnaire #.......................
Please tick in the brackets (√) provided next to the answer which best expresses your opinion and where no options are given, express you view in the spaces provided.

PLEASE BE ASSURED THAT THIS RESEARCH IS PURELY FOR ACADEMIC PURPOSES AND THE DATA COLLECTED HERE SHALL NOT BE USED IN ANY OTHER WAY APART FROM THE COMPILATION OF AN ACADEMIC REPORT. 
Tick on the appropriate box or answer and respond to the other questions appropriately
Date: ________________Gender:  Male 			Female
1. Age
a. Below 20 Years Old
b. Between 21 and 25
c. Between 26 and 30
d. Between 31 and 35
e. Between 36 and 40
f. Between 41 and 45
g. Between 46 and 50
h. Above 51 
2. Marital Status
a) Single
b) Married
c) Divorced
d) Separated 
3. Level of Education
a) Grade Twelve
b) Certificate 
c) Diploma 
d) Degree
e) Post Graduate
4. Current Role in Organisation
___________________________________________________________________________________________________________________________________________________________________________________________________________________________
5. How long have you been with the company? 
a. 0 – 1 years
b. 2 – 3 years
c. 3 – 4 years
d. 4 – 5 years
6. To what extent to do you agree with the following statements on the implementation/ practice of work life balance at AB Bank Zambia
	
	Strongly Agree 	
	Agree
	Neutral
	Disagree
	Strongly Disagree

	In your opinion, AB Bank actively promoted work-life balance dung recession times
	
	
	
	
	

	There is a written policy on work life balance at AB Bank
	
	
	
	
	

	Management is actively involved in implementing work life Balance at AB Bank
	
	
	
	
	



7. How does balancing your personal life with work-life benefit you as an employee? (Circle, where appropriate).
	
	Strongly Agree 	
	Agree
	Neutral
	Disagree
	Strongly Disagree

	Allows acceptable time for family life and work life
	
	
	
	
	

	Reduces stressful work routines
	
	
	
	
	

	Facilitates time for my self-development
	
	
	
	
	

	Allows me a chance to bear and raise children
	
	
	
	
	

	Other



8. Better pay conditions exist as a mechanism for ensuring effective work-life balance
Yes
No
9. Does your job interfere with your personal Life or the other way round?
Yes
No
If ‘Yes’ How:
 _________________________________________________________________________________________________________________________________________________________________________________________________________________________________

10. What are challenges of Work Life balance at AB Bank?

__________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
11. To what extent do you agree with the following elements of work life balance on Employee job Satisfaction

	Work Life Balance
	Agree 
	Neutral 
	Disagree 
	Total 

	Too much work at home
	
	
	
	

	Many personal demands
	
	
	
	

	Preoccupied with personal life at work
	
	
	
	

	Personal life takes up my time
	
	
	
	

	Home life interfere with work
	
	
	
	

	Busy home life
	
	
	
	



12. What is your general Perception of Work-Life Balance?

_____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________

13. What Would Ensure Effective Work-Life Balance of Staff

______________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________

14. To what extent do you agree that the following work life balance elements have an effect on employee performance


	
	Strongly Agree 	
	Agree
	Neutral
	Disagree
	Strongly Disagree

	Leave Arrangement (LA)
	
	
	
	
	

	Parenting and Pregnancy Policies (PPP)
	
	
	
	
	

	Flexible Work Arrangements (FSW)
	
	
	
	
	

	[bookmark: _GoBack]Family supportive work provision (FSWP)
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[image: ]TOPIC; EFFECTS OF WORK-LIFE BALANCE ON EMPLOYEE   PERFORMANCE AT AB BANK ZAMBIA LIMITED.

  
Dear respondent, 

 I am a postgraduate student of Business Administration at the University of Zambia and Zimbabwe Open University carrying out a research on the above mentioned topic.
 
This is purely for academic purposes and it is a requirement for a successful completion in my course of study.

As a manager of Ab Bank Zambia, you have been purposefully selected to take part in this research. Kindly respond to these questions in the guide as sincerely, truthfully and as honestly as possible as your responses will be of great value to the general body of knowledge. Be assured that your responses will be treated with utmost confidentiality. 

Thank you for your cooperation






Date ……………….                                      Interview #.......................
INTERVIEW GUIDE
1. Does AB Bank have a deliberate policy of Work-Life-Balance? And if it has, how effective is the policy?
2. What, in your opinion, is the effect of Work-Life-Balance of employees at AB Bank?
3. In what way do you think Work and Personal lives interact with each other for employees at AB Bank? 
4. What are the challenges of Work Life Balance at AB Bank?
5. What is the effect of work life balance on employee satisfaction? 
6. Is there a relationship between work life balance and performance at AB Bank?
7. In your view, what is your general perception on work life balance at AB Bank? 
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