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Abstract

Having work life balance is the most challenging issues faced by employees and employers in
recent time. With the increase in work pressure due to advancement in technology, how well
the female employees can manage their professional life and personal life has become a
concern for both HR practitioners and researchers. The study examined the effects of work-
life balance programs on the performance of female academics in Federal Unietsity of
Agriculture Abeokuta, Ogun State. 127 copies of questionnaire were adminisieted to the
Female Academics of Federal University of Agriculture, Abeokuta, Ogun (Stat€. Findings
revealed that telecommuting has significant influence on research gutputyat/(p= 0.741,
R?=0.548, t-statistics=14.874>1.96, P-value =0.000 <0.05), significant influence on teaching
engagement at (B= 0.809, R?=0.654, t-statistics=19.057>1.96, P-valde 50.000 <0.05) and a
significant influence on community service engagement at A(B= \0.495, R?=0.245, t-
statistics=4.814>1.96, P-value =0.000 <0.05). It was discoverednthat teaching engagement
has the most predictive value, followed by research oltpuwt, and community service
engagement. Similarly, Flexi-time arrangement significanthyinfluences research output at (f=
0.801, R?=0.548, t-statistics=15.149>1.96, P-value<=02000 <0.05), significantly influence
teaching engagement at (B= 0.801, R?>=0.641, t-stafistic§=16.259>1.96, P-value =0.000 <0.05)
and a significant influence on community seryice engagement at (f= 0.593, R>=0.351, t-
statistics=5.820>1.96, P-value =0.000 <0.05).\lt Was discovered that teaching engagement
has the most predictive value, followed by research output, and community service
engagement. Also, Healthcare provision, haS”significant influence on research output at (B=
0.810, R?>=0.657, t-statistics=17.035%$,96 P-value =0.000 <0.05). Significant influence on
teaching engagement at (p= 0.606, R?0.367, t-statistics=6.015>1.96, P-value =0.000 <0.05).
Finally, research output has the,most predictive value, followed by community service
engagement, and teaching emgagement. Flexi-time arrangement among the female faculty
members should be encouraged.

Keywords: Empléyee, Female Academics, Performance, Work-Life Balance Programs
Word Count:2¢6
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Chapter One

Introduction
1.1 Background to the Study
Before now, women in Africa were typically involved in domestic duties such as
childrearing, housework, cooking, laundry, farming, mending, caring for their children,
and submitting to their husbands' authority. In recent time, Women across the globe are
now taking professional jobs and economic activities such as teaching, E@@ring,
Lecturing, Trading, Nursing, Administrator, Scientist, Technologist O jobs and
some degree of employment in both private and public sectors.. N
However, there has been an increase in awareness of the s[@\hat these professional
job place on families and employees' lives, particula'r@omenl. Due to the increased
workload that comes with career advancement,\family obligations may then be

abandoned for academic purposes?. é?%earch suggested that the combined

responsibilities of academic women'@ es, mothers, and lecturers were a cause of
stress. In a similar vein, while @msbands relax at bars and other establishments,
academic women return h: m% to take care of household duties and raise their children.
For instance, in (@ and postsecondary institutions, women make up a sizable
portion of the‘%gﬁfng staff in the educational sector’. Furthermore, the demands
placed o ale academics in this atmosphere, where there is a high level of
c@%on and pressure to provide quality services, are significant.

Globally, female lecturers are found in many disciplines and departments of various
faculties/colleges in various Universities. The Institution are supposed to contribute

positively to the overall growth of their nation in addition to producing high caliber

labor. Consequently, the women have been recognized as qualified and hired to play



equal roles alongside their male counterparts in achieving the university's specified
objectives®.

A study focusing on work, well-being and stress illustrates this link, finding that “45%
of men and 50% of women would turn down a promotion if the new position would
leave them with less time for their personal or family life.” Also, work-life programme
issues are factors that affect employee retention with the company. Gender in.equality,
childbearing, flexibility of time, parental role, access to study leave, a lack (@q}tors,
grants for research, staff schools, single motherhood, access to quali uﬁ@are, time
for recreation, and managing work and family are some of the.b)iﬁst.\mrk-life balance
program challenges that women face. These have created &Ggﬂiﬁcant barrier to high
level women performance in Nigerian Universities. * \QQ)

However, if some of the aforementioned proﬁ% an be overcome, good research
output, effective teaching engagements h@ye participatory in Community Service
development and high level of pI'O(%t'l ity for women would be achievable. Women
who balance work and family @H use coping strategies that will not affect either.
Every woman ought to have %he ability to seek out education, work, keep good health,
and participate i I@s of society. However, women and girls over the globe are
compelled to h%ere to traditional gender norms, which frequently result in unequal
access t damental services and serious violations of their human rights>.
Fﬁ@mere, compared to their male colleagues, female academics in Nigeria face
higher pressure at work. The 'publish-or-perish' syndrome, the workload of teaching and
research, the writing of papers for conferences, seminars, and workshops, the marking
of scripts, meeting deadlines, the supervision of students' projects, and other similar
academic works are all examples of the pressures that come with teaching in a

university. Related contributing factors include participating actively in departmental



and faculty-level emergency meetings, attending meetings for postgraduate theses and
dissertations, and being a member of several administrative committees®. Working
several jobs may cause women to become nagging mothers and wives who are hard and
almost insufferable to everyone around them’. Despite the huge and comprehensive
body of literature on women in academia, little attention has been paid to understanding
the coping strategies employed by female academic in work-life and performange (v%ljch
is the reason for this study in Federal University of Agriculture Abeokuta, Og@%}te.
Past studies have shown that women generally have many proble .'h%out their
lives, from conception to death, largely as a result of the So‘r&@nal notions that
surround them. Women's chances are also commonly restr@y gender conventions
that label them as mothers, careers, or house wives %% ‘Vébqug-life balance programs and
Performance of female employees has started @%ganizations and homes concern
due to its importance; it has effects on \V@SWtors of both the employees, which
eventually affect the Institutions. E%lvo e motivation and productivity is low when
work/life initiatives are absent, @any commitment to work/life initiatives is closely
aligned with employee gti.\/ation and productivity. Even though past studies have
examined the fa @&determine female academics engagement such as promotion
opportunities, ‘@‘vard system and management support. Not much studies currently
available ork life programme and performance of female academics especially in
ta of teaching, research output and community engagement. It is against this
background that this study is set to bridge the identified gap.

1.2 Statement of the Problem

The workplace pressure continues to increase in the society globally. Female
Employees dual role all over the world continue to experienced problems as they trying

to balance family, work, and other private matters that relates to their life!°. The



demand to meet target at work, family related pressure, and the pressure to balance the
two has affected most employee’s well-being. As a result, employers are using a lot of
money on healthcare costs. Organizations continue to register high employee turnover
as it becomes difficult to retain high-quality employees in a competitive environment!’,
A study conducted in the USA revealed that job-related stress costs the Industry
approximately 300 billion dollars annually in the form of turnover, abse.nteeism,
diminished productivity and medical, insurance and legal expenses. While t%':c}tcept
of work life balance has been embraced in developed countries, st 1.\8@ucted in
African countries indicate a need for an effective work life.bK ce.lf’ 13, The female
employees face various work- related problems. Stress K@ommon problem that
bedevils most of the female employees. Researchers attfi %gd this to multiple roles and
responsibilities most female employees have b a%rk and at home'*, When there is
no balance between work responsibiliti me responsibilities, there is usually a
conflict between the two, which w Qt handled properly causes stress and even
depression. It was found tha m@ roles among female employees have an effect on
the well-being both at werk_and home!>. This may result in a work family conflict
which causes ne 'over from family to work or vice versa which manifest itself
in form of s?f(s‘s, passive-aggressive behavior, and inability to concentrate at work.
Inability‘%znage heavy workload is also a problem which affects female employee
pance since it is a major cause of occupational stress'®. Previous studies have
classified stress factors which affects female employee performance into four categories.
First, the working conditions which include weekend duty, shift problems, long
working hours, inadequate pay, safety issues and discriminations. The second stress

factor is relationship at work and third is ambiguity in responsibility and authority.

Finally, organizational structure and climate such as major change in the workplace,



communication policy, and lack of participation in decision-making is among the stress
factors that affect female employee performance. This may explain the below-average
performance by the female employees in many institutions'”.

Scholars in this area of work life programme and performance have focused on private
sectors in Nigeria, especially in commercial banks and telecommunication sector.
However, less has been done on work life programme and performance of female
academics in the area of teaching, research output and community engage%ﬁh the

Educational institutions in Nigeria. It is against this background tha;@ is set to

bridge the identified gap. ‘\%.\
1.3 Aim and Objectives of the Study ,&%\

The aim of this research is to examine the effects 6&{1&6 balance programs and

performance of female academics in Federal U@% of Agriculture Abeokuta, Ogun

State. In order to achieve this goal, thé‘rj\@j‘ is set to examine following specific
objectives are to: '6

i.  examine the effect o Tﬁ@g%muting on performance (Teaching Engagement,
Research Output &G‘mmunity Service) of female Academics in Federal
Universit f@u ture Abeokuta.

1. investi gﬂ‘te influence of Healthcare Provision on performance (Teaching
@ment, Research output and Community Service) of female Academics in

Qgederal University of Agriculture Abeokuta .
iii.  determine the effect of Flexi time on performance (Teaching Engagement,
Research output and Community Service) of female Academics in Federal

University of Agriculture Abeokuta



1.4 Research Questions
This thesis is aimed at providing answers to the following research questions;
1. What significant role does Healthcare Provision have on performance (Teaching

Engagement, Research output and Community Service) of female Academics in
il. What is the effect of Telecommuting on performance (Teachigg%fgement,

Research Output and Community Service) of female Academics in Federal

Federal University of Agriculture Abeokuta?

University of Agriculture Abeokuta? ‘%\\%"

i1 What influence does Flexi time have on perfoEma&éi' eaching Engagement,
Research output and Community Ser\@{ emale Academics in Federal
University of Agriculture Abeokut.a? %

1.5 Hypotheses )\\d

The following null hypotheses m‘é;‘% in relation with the research objectives and

Q

questions to guide the study.

Hol:  Telecommuti ? not play a significant role on performance (Teaching
Engagem@search Output and Community Service) of Female Academics
in @ University of Agriculture Abeokuta.

H%@lexi time does not play a significant role on performance (Teaching
Engagement, Research output and Community Service) of female Academics in
Federal University of Agriculture Abeokuta.

Ho3: Health Care Provision does not play a significant role on performance (Teaching

Engagement, Research output and Community Service) of female Academics in

Federal University of Agriculture Abeokuta.



1.6 Significance of the Study

The following will find great value in this study: (Public and Private Universities,
organizations, academia and the society). Various private organizations in Nigeria, both
profit- and non-profit-oriented, will also receive strategic insights from the study on
how to manage work-life balance programs effectively and productively for increased
levels performance. Naturally, these will also facilitate an increase in total outgut%el.
Furthermore, this study aims to fill some gaps in the existing literature o@g} life
balance programs and performance in addition to contributing to the . 'b%owledge.
It will test the conceptual model that assesses the impact of a .w‘c&fgbalance program
on female academic performance at the Federal University @%iculture in Abeokuta,
Ogun State, Nigeria in more detail, advancing the ﬁ@ study. Additionally, it will
also serve as reference material and platform fox fusther studies in the area of research

work. Private and other Public Univ@@st specifically female employee will

benefit on how to improve on thei@ rmance while combining work life balance

programme with their acade@b‘

1.7 Scope of t S'gudy

This study inte Q‘%scertain the effects of work-life balance programs and
performance oR{e)male Academics in Federal University of Abeokuta, Ogun State. The
choice femal€ is because of their multi-task capacity and dual functions in the society.
I@provide a robust explanation to the work-life balance programs as it affect the
performance of all female Academic staff of Federal University of Abeokuta, Ogun
State.

1.8 Limitation of the Study

The major limitation of this research will be getting information from respondents who

are supposed to fill the questionnaire for accurate data analysis but are currently on



National strike. Time factor and financial implication of using social media to
conducting the study may limit the research work as well. The researcher intends to
engage group WhatsApp platforms such as Committee of Deans and Directors
(CODAD), National Association of University Women (NAUW) platforms and google
forms in the questionnaire administration, this will help to enhance the respondent rate
obtained for data analysis in this study. . (b./
1.9 Operational Definition of Terms Q’)&\
Efficiency: The ratio of the output to the input of any system. Econ 1. %ncy isa
general term for the value assigned to a situation by some meas d€§igned to capture
the amount of waste or "friction" or other undesirable &@ﬁndesirable economic
features present. It can also be looked as a short run ér@on of effectiveness that refers
to the ability of the organization to produce outputs With minimum use of inputs.
Employee Attitudes: Mental state of re @%r motive arousa

Employee Satisfaction: This refers’@v positive or negative aspects of employee’s
altitude towards their jobs or sor@tures of the job.

Extrinsic Motivation: gﬁg\lsm motivation is reward-driven behavior. In extrinsic

motivation, rew@%ther incentives like praise, fame, or money are used as

motivation forQ ecific activities. Unlike intrinsic motivation, external factors drive this
form of ;%ztion.

cademics: They are the female teaching staff who work at Federal University
Abeokuta; they may be permanent employees, contract workers, confirmed employees,
or unconfirmed employees

Intrinsic Motivation: Intrinsic motivation refers to behavior that is driven by internal
rewards. In other words, the motivation to engage in a behavior arises from within the

individual because it is naturally satisfying to you. Intrinsic motivations therefore refer



to motivation that is driven by an interest or enjoyment in the task itself and exist within
the individual rather than relying on any external pressure.

Motivation: It is the process of stimulating people to actions to accomplish the goals.
In the work goal context, the psychological factors stimulating the people's behavour
can be desire for money.

Organizational Goals: A concept, which refers to the focus of attention and c.lecision-
making among employees of a sub-unit. Q’)&\
Performance: There are the output of the activities of the staff in 1@ ation in

N

terms of teaching, research and community engagement. %.’
This type of motivation comes from outside of the ind@f\al. Common extrinsic
motivations are rewards like money and grades, cé@@n and threat of punishment.
Competition is in general extrinsic because it eﬂ@%s the performer to win and beat
others not to enjoy the intrinsic rewards of @ivity.

.

Organizing: This involves the complete thderstanding of the goals of organization, the

necessity of proper co-ordin io@ the environmental factors that influence the goals

and employees within thg&g%mzation.

Work-Life Bal @grams: They are the parameters that Federal University

Abeokuta put&&glace to make their staff enjoy the working environment.
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Chapter Two

Literature Review
2.1 Conceptual Review
2.1.1 Concept of Performance
Performance refers to completing, carrying out, or accomplishing anything that has
been requested or undertaken. Performance in this study will be defined as corr.lpl(egrllg
tasks with known accuracy, completeness, cost, and speed. Perforr%*} as
productivity, where quality, quantity, cost, and time were th . ﬁ?@ents of
productivity. This will be evaluated in terms of duty r.elat a,gtendance, tasks
accomplishment, and product quality' &%\
Motivation is defined as the readiness to engage in pé@qag types of behavior, but we
also probe whether public employees agree wiﬂ@%a of performance pay and think
its rewards hard effort. In the principal 'g@ alysis as well as in the opinions that
management conveyed to us in %@Wiews the staff’s readiness to exercise
discretion at work in favor o th&nization was very crucial. We examined whether
employees thought that P%g\ncouraged them to go beyond the call of duty and to take
greater initiative 4 @%&rork. According to the principal agent analysis, agreement
with the prifd€iple entails acknowledging its legitimacy annex anti incentive.
Agreemgﬁgtit rewards outstanding work catches a different nuance: that one values
a@rgedgement by one’s supervisor. This may be more appealing to people drawn to
the intrinsic rewards of their employment, which may be particularly significant in the
health and education services®.
Though proper financial incentives, management’s job is to increase employee

productivity in order to achieve superior performance and obtain a competitive edge in

the globalized marked. Every organization uses productivity, performance, quality
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motivation, and services while managing its workforce. Additionally, it is important to
motivate employees with sufficient incentive schemes and reward programs because
doing so will inevitably encourage them to take initiative and adopt the proper attitude
toward their work.

Employers of labor, however, use incentives method in highly dynamic organizations
to make sure that the brightest minds are maintained for the benefit of the organ.ization.
Therefore, increasing productivity requires providing employees with enoug@cial
incentives that are commensurate with their output. The mission st . ?& d goals
of organizations frequently reflect this emphasis. The ﬁnancia.l in tiage (material) and
non-financial incentive (non-material) components of rer@ion are available to
management. Based on the findings of this study, ﬁné@ incentives will be restricted.
An incentive is something that encourages S%) e to take an action. Long-and
shorter financial incentive programs are i 5@% in the financial elements of employee
remuneration. Employees who are'&aqfeg with personal issues have a significant
impact on the workplace to ay%(b::ording to research on the relationship between
work and family issues, gu;c\s at home could influence work performance and vice
versa’, Q)Q‘Q

Experts in en%@'yee support predict that 20% of every workforce may experience
personal issues that have an impact on their ability to do their jobs. It is possible that
s@gthese issues are financial in nature. According to research, 10 to 15% of the
workforce suffers from financial issues to the point that they have a detrimental impact
on workplace productivity*. Even these issues may largely be pecuniary in origin, they
also affect how well her areas perform, and vice versa. According to research,
employee stress relates to personal financial matters and costs American firms billions

of dollars in lost worker productivity each year. It has been estimated that the annual
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cost of overall stress and stress-related issues exceeds $150 billion. Although certain
bottom line cost estimates can be found in the literature, most business are not fully
aware of the costs associated with having employees that are stressed out as a result of
their own financial worries and troubles, they may be aware of how the cost of
handling garnishments affects their bottom line’. Due to their need to boost
productivity and save other expenditures, employers are now more intere.ste(db'l in
a%@n to
employees. Employers should pay close attentions to employee’s @%nancial

issues because they have a direct impact on the workplace. N

personal financial issues of their employees. Employers should pay close

Human resources can cause business grief if improper@naged. However, if
correctly managed, the same human resources might.’\oéﬂer a competitive advantage.

Companies are now looking to their empl@%% help them address business

difficulties®. . ©

According to studies, business pre% the human resource management function

concentrate on issues relatin% uctivity and cost control in the workplace. One of
a

these is employee ﬁnancj%n;\

connection betw@yee productivity and personal financial wellness. Employees

ters. According to some recent studies, there may be a

might be betté\? e to concentrate on their work if they weren’t under financial
hardship. ere is more recognition of the importance of personal money as a
s@ant life feature”. According to a six-year study based on joint research at
Tandem Computers, Corning, and Xerox, paying attention to employees’ personal
lives could boost workplace efficiency’. The ford foundation study “confirms, for the
first time, that ignoring people’s lives outside of work causes people to live fragmented
lives, and organizational get half people”, according to the Center for Organizational

Learning. The study’s findings showed that it is possible to pursue a dual agenda in the
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workplace, one that takes both the needs of the employee and the employer into
account and results in a setting that fosters productivity®.

People who are financially ill have been evaluated in a small number of research on
personal financial wellness. Only a few recent studies have been undertaken with
financially problematic people who got credit counseling, and many research on
individuals and families with financial problems have included bankruptcies; Credit
counseling companies may have done proprietary research with their c%& for
internal purposes, but this data has rarely been made public. In rec . X?%O)oth the
credit counseling and the collection industries have exper.ien :sapid expansion.
These patterns, together with the high rates of bankrupth%signs of people and
families having financial troubles’. ‘ \QQ)

The credit counseling sector offers a chance to\tesgatch those who are thought to be

more likely to experience financial w@ess associated to those worries, and

financial issues. It will be possible t%e ine if there has been any overflow from a
person's personal issues, suc a@ncial concerns, to their place of employment by
looking at currently emp eg\ individuals who have participated in credit counseling
for three assista @‘%ancial issues. Rarely have the human aspects that affect
productivity b@gdied. Additionally, financial stress among employees has been
linked to podt productivity traits like tardiness, blunders, accidents, loss of focus, and
r@roductionm.

According to research, the negative consequences of employee stress on companies
can take many different forms, including time taken away from work to address
employees' personal financial issues, higher health care expenses, and a greater

propensity for worker compensation claims. According to some recent studies, there

may be a connection between employee productivity and personal financial wellness.
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The majority of earlier research on financial well-being and productivity, however, was
done with workers who were not having financial issues.

To "disentangle the relationship of financial troubles to other human problems and the
consequent impact on worker productivity," further research is required'’.

Researchers and educators advise financial education in the workplace as a way to
increase levels of personal financial wellness among employees while r.educing
business operational costs because the link between personal financial chall@ and
worker productivity has been established. However, convincing evi . Q@hployee
financial issues, related stress, a lack of financial health, and. anﬁgtlonships to job
outcomes are required in order to effectively advocate for t@}uirement of financial
education and counseling programs in the workplace”$

Different metrics of production efficiency 4bé'%erred to as performance. A

manufacturing process's performance is Q@}as the output to input ratio, or output
per unit of input. The production p oi‘énce of businesses and countries is greatly
influenced by productivity. &isj@%ational productivity can enhance living standards
since it increases people' bi}\ity to buy products and services, enjoy leisure activities,
improve their ho 1@% education, and increase corporate profitability. Depending
on the goal ot\{? productivity measurement and/or the availability of data, there are
numerousyossible definitions of output'3.

ZQQ Concept of Academic Performance in the Universities

The result of education is academic performance, which measures how well a student,
lecturer, or institution has accomplished its educational objectives. Numerous research
have examined the impact of lecturers' or teachers' teaching efficiency on students'

learning outcomes as indicated by their academic achievement!'#!>16. Teaching,

research, and community service are the main fundamental responsibilities of
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universities worldwide. The bulk of academic staff members, it would seem, are more
enthusiastic and interested in teaching than in conducting research. When compared to
colleges with higher global rankings, this may have contributed to Nigerian
universities producing less research that is of poor quality and yield. The webometric
ranking of universities around the world serves as evidence for this. No institution in
Nigeria has, for the most part, ever been listed among the top twenty universitie.s in the
world 718, In order to develop their professional skills and have an impact %%\ﬁeld
and society as a whole, academic staff members at higher edu i. @@tutions,
particularly universities, are given the opportunity to concentrflte aRarticular area of
inquiry, develop a research program, and then share their kq@ige with students and
o)

others.

2.1.3 Research Output @
The relationship between a system's o ’tp@éjnd the inputs used to produce those
e;ﬁ

"

outputs is what is meant by the term . rch productivity." Research productivity is
the totality of research works @"rmed by Academics in universities and related
contents within a given txe'\ period!®?’, Universities contribute significantly to the
expansion and a@%n‘[ of enterprises, both private and public, through their
research, advaKQng both domestic and international development. Universities have
establishe earch departments or units that are in charge of organizing research
as. Universities are seen as being generators of fresh information throughout the
world. They are regarded as modern research-based knowledge producers and
entrepreneurial engines. In the context of Nigerian universities, academics are teachers
ranging from graduate assistant cadre to professorial cadre 2!.

Research gives teaching faculty members a solid academic foundation on which to

build their careers. This is due to the fact that research advances academic knowledge
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and strengthens the abilities required for efficient information transfer. It also
motivates academics to put in a lot of effort, closes research gaps, and opens up new
opportunities. In today's knowledge-based society, it is widely acknowledged that
research plays a crucial role in improving a country's prosperity and the welfare of its
residents?>?3, It may also refer to "efficiency" and, more crucially, "effectiveness,"
terms that describe the whole output or outcomes of performance. Therefore, r.esearch
productivity is a way for academics to add to the corpus of knowledge %% in
existence. This can take the form of journal articles, technical re . s, book
chapters, patent rights, student supervision, and student tfaiqj%.\Any subject of
specialization's research papers offer up-to-date kno@ for advancement,
development, and a better society. Regardless of gé@ it plays a big role in staff
promotions, even to the level of professor. @%ﬂtit}’ of articles published in

reputable refereed journals and conferetf;@fdings serves as a measure of research
accomplishment?*. The quantity and@lvl

1 of papers published in recognized journals,
books, book chapters, con%@e)‘@oceedings, and other academic staff members'
works are indicators of th%‘e.s\earch output in academia®>?%. Academics at Universities
are evaluated pri r%&t eir research productivity, which is typically quantified by
the number of‘%gre‘s published in reputable journals, especially in relation to merit
raises, pr ion, and tenure. Academics exhibit a wide range of research aptitudes,
onlties, attitudes, and, most significantly, research outputs. Academics mostly
use publications to disseminate their research output. Academics might gain respect in
local and worldwide academic circles by publishing their research.

As it relates to promotion, tenure, and other academic success factors, research

production frequently played a significant part in achieving success in academic circles

in higher education?’?8, The amount and velocity of knowledge acquisition can be
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increased by publishing ground breaking findings in prestigious journals and award-
winning books, which serve as a gauge of research output. Additionally, research
publications measured by the number of peer reviewed journal papers generated in a
given year are the result or output of academic research. Publications can be measured
by additional works besides the number of articles, like books, book chapters,

>

2.14 Teaching Engagement as an Indicator for Performance Qb)&

monographs, and conference papers®.

Teaching engagement is one of the important performance facto .'?Sademics.
Measures of teaching engagement include duration of 1nstruc .\effectlveness of
delivery, thoroughness of course covering, quantity of c@ taught, and overall
student success. ¢ Q

Over the past several decades, a number of edﬂ%& researchers, and policy makers
have questioned the precise influence o&:@% involvement on student learning and
accomplishment?°,

Similar to this, other researc h@(bgvealed a favorable association between students'
academic progress and tﬁli}\lg engagement’!. The teaching position entails planning
and giving cours @%using the senior project, and grading scripts. Other duties
include the creX&igm of teaching materials for students, collaboration with students, and
the deve‘l%%nt and promotion of novel teaching techniques.

I-T@gmd that the majority of academics fall short when it comes to teaching
engagement, despite the importance of academics' teaching engagement to all
university stakeholders. They frequently do not attend class regularly or interact with
students for barely half the recommended number of hours per week. Lack of a work-

life balance program could also be to blame for this*?3,
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2.1.5 Community Service Engagement as an Indicator for Performance

Nigeria firmly shares this belief that knowledge generation and exchange through
university-community engagement research is a way of progress and national
development among developing countries 4. Despite being closely related to the first
and second tasks, community service is typically referred to as the third task. In recent
years, community service has increased in value, particularly in nations with ﬂ.ed ling
democracies®>*%37. Community engagement is typically done outside of the iéi}g\uon,
although research, teaching, and learning typically occur there most e. With
the goal of having a good impact on people's lives at Ehe munity level, it
necessitates physically applying newly acquired inforrnatio@l-world situations.

One of the core purposes of higher education is c'q@unity engagement, whereby
institutions use their resources and expenlseﬁ?dress issues important to their

communities. Despite being intimately 1ffe@gn into teaching and research activities,

community service has taken up résidefice next to them. Academic staff works to
improve community health, 1na@ literacy, social service, and health, as well as to
decrease crime¥3940, R, &nges demand that a university develop a stronger
relationship wit s@%undmgs a quicker response to, and greater flexibility in
satisfying the B)ggectations of the community. By serving organizations in the private
and public.sé€ttors, community service improves learning and R&D processes. In close
p@?y to study and research activity, community service has taken up residence*'*2.
However, there are little or no incentive mechanisms in the institutional policies to
support or encourage university community engagement. There is currently no
institutional prize for community participation in most institutions in Nigeria, despite
the fact that teaching and research production are generally heavily recognized in

promotion assessments of academics®. In addition, the majority of university

20



engagements are formal and have little to no connection to the nearby community.
University incentive programs do not recognize community engagement as a legitimate
kind of scholarship**. Additionally, it has been noted that most university professors
have fallen short of expectations due to low morale and unfavorable attitudes,
especially towards their core tasks. (Research output, teaching, and community
engagements®. Hence, the study tends to examine the effect of job-hopping ir.ltention
on academic engagement (teaching, research output, and community engagen@&}
2.2 Concept of Work Life Balance : \

The Genesis of Work/Life Balance is a state of equilibrium in 'ch\the demands of
both a person’s job and personal life are equal. The ten&%%rk/life balance” was
coined in 1986, but it took some time for it to b'e@e widely used*. Different
scholars have given different definitions of wor@%lance. Some definitions will be

provided in order to widen our perspe:ti@\york-life balance is contentment and

successful operation at both work 3nd at“home with the least amount of conflict*’.

Work life balance is a proce%f@'ﬁging work and personal responsibilities:

In countries where reveg&i& primarily created and dispersed through labor markets,
the relationship stitutional and cultural times and spaces for work and non
work is know§ work-life” balance*®. Work life balance is drive for satisfaction of
employe‘e%'he requirement for work-life balance is recognized by many firms as a
rﬂ%@retaining talented employees, reducing work-family friction, and improving
employee stress levels, job satisfaction, and life balance. Through work-life balance, an
effective organizational culture increases employees’ desire to stay with the company.
Work-life balance may have an impact on employees’ sentiments toward their

companies and their personal lives. When we consider the words job and family, we
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see that work frequently takes priority over all other aspects of our life and the desire
to advance professionally may cause us to put our own well-being on the back burner.
However, striking a healthy work life balance is essential to enhancing not only our
physical, emotional, mental health but also our career*”. Work/life balance has
emerged as a key problem in the workplace in a culture where obligations and
responsibilities collide. Work/life balance issues may present a win-win solu.tion for
forward thinking human resource professional looking for creative m@! to
strengthen their organization’s competitive advantage in the mar t. a%n 2001
study by the Radcliff policy Center, family time was rank?d\ t among work/life
priorities by 82% of men and 85% of women in 20 to 39 ags;é;kets 50,51,

In contrast, according to a 2001 survey by Rutgers Uﬂj\\feki y of Connecticut,90% of
working individuals expressed concern about sp@l'?enough time with their family.

Due to the fact males and females have ft@’ obligations at work and outside of it,
S

there are gender differences in the n@ r work-life balance>?°3. Proved that women
needed a better work life b lan@?m men did. A person gets happiness from their
family in life. Human reglr'c\:e professionals need to have a better understanding of
how work and ‘Q’onnections interact and how this has an impact on the
workplace due‘%tq;)(:@hanging nature of families and the increasing diversity of family
structurgs%he workforce in the new centry>*. Work life balance is the equilibrium
li@ance is the equilibrium reached when a person prioritizes their personal and
professional obligations equality. Increase responsibility at work, working longer hours,

increased responsibilities at home, having children, increased productivity, and

decreased absenteeism are some of the frequent causes of a bad work-life.
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2.2 Determinants of Work-Life Balance
The majority of people view their work obligations as essential of life happiness pines
and do not only do them for the money. Researchers connect this to the daily structure,
social identity, and expectations that comes with professional position 3.
The elements that affect work life balance include both those that a person may change
and those that require organizational initiative. Some people are content to put.in long
hours at work in order to further their careers, while others are content if thei@y is
given priority, ailing both is still a major concern for many. It is po b. \b bsence
of balance helps identify it more clearly. In any situation, intefferge.gm conflict result
when the desired types of balance is not reached. &%\

a. Individual Factors \QQ)
Over achievers, perfectionists, and compulsi@r ers are stereotyped as work a
holics who put in more time than is n @while neglecting other interest. Even
when it is not necessary, those W goverworked put in lengthy hours but are
dissatisfied with the results. th@'f)ortant factors in determining a work life balance
include the worker’s hea y“personality type and level of resilience, as well as their
professional stage; %er gender>®,

b. Organizational Factors
Work d‘e%d in terms of time spent at work and any intensity or pressure are
oi@gional measures that effect work life balance. The organization also shapes the
workplace culture. Long commutes, strict managers, uncooperative coworkers, and
rigid schedules are factors in the issue. Connectivity has made this issue worse. Even if
these disruptions happen outside of business hours or while a remote employee is
spending time with family, remote workers are frequently expected to be reachable by

their employers.
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c. Home as a Source of Imbalance

Work itself is poorly defined, as life outside the workplace also consists of other types
of work. This is true of all who operate at home- or family-based business but has
become a unique pandemic problem. A lot more people at home are expected to be
over or available than in the past. The needs of home and its culture are considered to
be factors of work-life balance when it comes to duties performed as unp.aid but
necessary labor”’. Q’)&\
Why it is wrong to look at work-life balance as an achievement. .'\?é@e, role-
related expectations are important, along with the presence 9f\ englent children or
older adults. Women may be implicitly expected to take ca&@iomestic matters after
working hours. Similarity, the care of children and 'e@ amily members may be an
unspoken or accepted obligation of one workiné% member.

d. Need for Work Life Balance ° ©
e

The outcomes of imperfect work-life e faced in the day-to-day life are:

i.  Stress: Employee mt&c()@abﬁously perform and learn to adapt to the changing
market conditions. The gg%ng pressure from the superior to reach the goals just
compounds this. @es are forced to give up their personal space as a result. The
entire process ?%ausing employee stress, which is the core of many other issues.

ii.  Physical Issue: In the past, there has been a significant increase in the number
Qe
employees experiencing physical problems like hypertension, diabetes, and heart
attacks. Due to their lengthy and demanding workdays, female employees are the most
negatively affected and are more likely to experience serious gynecological issues

including cancer and abortions.

iii.  Relationship Issues: when employees spend more time at work, they no longer
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offer their spouses, parents, or kids the time they need.

iv.  Hangover: increasing employees contact by working longer hours at the office
even if they are at home, the employees frequently continue to think about their jobs.
Professional rage has a knock-on impact home

v.  Unethical Behavior: in order to cope with stress, employees often engage in
unethical behavior, such as drinking, smoking, using drugs, having ir.npg%)‘er
relationships, etc. Additionally, there is a potential that the worker will \@\\Tfair
methods to complete the work by any means necessary. : '\QO

vi.  Disturbed Families: employees’ families are the hardes.t 1)1\ ect. Fighting to
reach the goal may occasionally lead to disregarding the @\y Families that have
split up has increased significantly. ¢ \QQ)

vii.  Lower Performance: there is constant céﬁ@%ong staff. Home problems are
an issue when they are at work, and vi 'e{gr‘ . Unaware of it, the workers become
frustrated and are unable to give thei Qon their full attention.

viii.  Organization in Jeop rdy@% begins with stress, and ultimately, staff
performance and ability re'\ at risk. The circumstance could result in either the
individual losing~i @‘Q in the company or the organization failing to meet its
objectives. Thé%ganization as a whole is at danger in any scenario.

2.2.2 Concept of Work-Life Balance Programs

V@?e balance programs are fast gaining popularity in developed countries, It can
be characterized as any advantages, guidelines, or initiatives that assist staff in
balancing the responsibilities of the office with their personal lives®®®. In other words,
work-life balance initiatives employ a two-pronged strategy to help people achieve
both meaningful success and satisfaction in their daily lives. The term "work-life

balance programs" therefore can be defined from the perspective of an individual's
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experience or aspiration, with a focus on time-pressed white-collar workers. It can also
be defined as an adjective to describe private practices such as healthcare provision,
telecommuting, flexible work arrangements, or public policies such as parental leave
that are intended to achieve work-life balance programs in the workplace®. Programs
that promote work-life balance, whether from an individual or adjectival standpoint,
tend to minimize the variety of perspectives on the elements of work, life, and program.
Additionally, most definitions of work-life balance programs try to mlégx its
importance by framing it only in terms of human responsibility an .'}gﬂmitting
the institutional, cultural, and practical limitations on people'g a 0356\1. For example,
work-life balance programs from the perspective of an @dual’s experience or
aspiration defined work-life balance programs as the'!@tlves that promote work-life
balance define it as "the happiness and effect@%‘[ioning at both work and home
with little role conflict." However, it s@gcknowledged that this explanation is
overly straightforward and falls shox%f' turing the essence of the work life program.
In fact, it seems that clerk is im@é that a worker’s life only consists of their home
workplace. Using the sa r%‘dology, which involves developing work-life balance
programs from t w@)int of a person’s experience or goal®?. Work life balancing
programs mea?&@ an individual’s degree of satisfaction based on the amount of time
invested, level of commitment, and level of satisfaction obtained from juggling work
a@mlly responsibilities. Once more, this description falls short of giving a
comprehensive understanding of what the term “work-life balance program” means.
Adopting an adjectival strategy, work life balance initiatives are defined as
“organizational dependent care, flexible work options and family or personal leaves®.
These practice include flexible work hours (for example, flex time, which allows

workers to vary their start and finish time provided a certain number of hours is
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worked; compressed work week, in which employees work a full week’s worth of
hours days and take the fifth day off), working from home (teleworking), sharing
childcare, and other arrangements.

This concept, however, raises serious ethical issues because it could be seen to imply
that the existence of such regulations within a company inherently ensures that its
employees will adhere to work-life balance programs. This is not necessarily t?e (cgie,
though, as it ignores the unique experiences of these people. Additionally, i%&g\een
claimed that framing work-life balance programs from an adjectiv .?s%ive can
obscure the advantages companies stand to gain from sqch av.gices because it
suggests that such rules are primarily in place for employef;@xﬁtm. This is however

not accurate as researches have shown that where erﬂ@es leads a programmed life,
the employers also gain immensely. Progra\‘ﬂ@omote work-life balance will

always be divisive because the idea i‘}ﬁ@gem is flawed. In general, the word

"program" when taken literally s%s that work-life balance programs are an
individual's equal degree o% ipation in both work and non-work activities. This
argues that in order to a@ '? work-life balance program, people must have orderly,
divided lives that e@%ly divided between work and non-work activities. However,
she contendsé%\a‘t e European/Western concept of orderly, divided lives cannot
account‘%he messy reality of family and community life and the blurring of
b@nes as she discovered from her research on Indian call centers®®. Further
justifying the argument that work-life balance programs does not necessarily imply a
tidy, segmented life as opined by most western scholars, a study into the perception of
Asians and what the concept of work-life program means to them. The way that Asians

and Westerners view work-life balance programs is very different. From a personal

standpoint, Chandra discovered that programs for work-life balance in most Asian
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nations tend to be linked to gender difficulties. For instance, the socialization process
further promotes the conventional gender-based division of work that is still the norm
in the majority of Asian nations. Furthermore, regardless of whether they work full-
time, women are typically the only ones who handle domestic responsibilities®.
Additionally, many workers (especially women) take satisfaction in bragging about
how well they can balance work and home. Therefore, work-life programs are seen
more as a person’s ability to plan and professional lives than as a problem wi@cies.
Contrarily, the socialization process in Western nations actively de- : ﬁs% gender
stereotyping to the point where the distinction between genc}er re;;typed male and
female labor has become muddled. Men frequently give&ge\their employment to
support their marriages, thus this is common. Conse‘q@ y, gender is not a factor in
how work-life balance programs are perceived inthg west. This so because putting in a

lot of overtime is sometimes viewed ai;@ion to one’s employment. As a result,

asking for less hours worked is som¢iti viewed as a show of weakness. As a result,

m
many employees in Asian n%@empt to continue the program by contracting out
their household duties c&reb{ing on help from their parents and in-laws. Working
lengthy hours is a@uncommon in the west, as most Western nations appear to
favor shorterQrk ays, which is offset by moderate wage makeup for shorter working
hours. The.ifiplications of this is that workers in the West have more time to devote to
tl@milies and other interest outside of the workplace, but those in Asian nations
must finds difficult ways to schedule their personal and professional life. Finally, from
the perspective of an organization, although work life balance regulations and
initiatives exist In Asian countries on paper, the reality is different. For instance, there
is a significant discrepancy between the rules as written and as they are put into

practices, even though the majority of organizations post their work life programs
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policies on their corporate websites. Also, when compared to Western nations, the
majority of Asian nations offer very little in the way of maternity benefits. Even when
they are available, most workers choose not to take advantage of paternity benefits
because they believe that this is more of a woman’s responsibility. The aforementioned
information leads to the conclusion that achieving work-life balance programs is a
decision. The achievement of work life balance programs is untimely an emglo%e.’s
personal duty, he continued even though organizational regulations can offer %}Ality
and improve the employee’s choices. An individual’s efforts to attai . 1 evels of
conflict between work and non-work demands are simply re.ferr to,as a “work life
balance program.” It must be noted, however, that this appr@\as been criticized by
other scholars who contend that adopting such é@a approach implies a false
dichotomy because work, whether formal or iﬁ%&paid or unpaid, should not be
viewed as a separate element that must be mmed with life because work is part
of life regardless of its form. Work i{rograms (WFP) are frequently related to an
employee’s overall upkeep. As a@t, there is not straight forward definition of WFP
that everyone can agree %I\he idea differs depending on one’s age, values, interest
environment an e@ity. There are three blatantly similar qualities among the
numerous mod&iggspite the fact that the definitions of a work family program differs.
Employ@n first establish a schedule between their paid employment and other
fd@% their lives. Second, business might offer WFP programs to help staff
members complete the program. Thirdly, the WFP activities offered by the
organization are affordable and have little impact on their operational requirements.
The analysis of the work family program has been sparked by the harmonization of

these characteristic. It is not novel for work to endanger employees’ lives; the long

workday Culture is not only prevalent but also detrimental to workers’ quality of life.
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The early discussion of the work-family program and how these injuries effect
employee lives. The study focused on the moodiness that occurs at home as a result of
excessively long workdays, the guilt that parents particularly experience for not
providing enough care for their young children, as well as children’s school activities.
Therefore, irritable co-worker not make good mother, wives, lovers, father or neighbor.
We are some potential fixes for these alleged issues? Solutions to cut down on long
work hours were sought in job redesign and improved management tha%% to
humanize the work place from the early human relations literature of e. hrough
the behavioral psychology intervention of the 1950s to the sc:c{o\ ch@cal systems of
the 1970s. These case is made in favor of reducing work@% in order to provide
workers the chance to schedule their personal arl *&%f)essional lives®’. The UK
Workplace Employment Relations Survey de@%es that work family program
rules are becoming more prevalent in @0 this. A closer look at these policies
reveals that the work family progra@e iscussion has a distinctive view of life that
places a strong emphasis on % ligations. Employees’ were centered around their
childcare is almost alwax%n.e\ntioned discussions of life, with the occasional mention
of caring for el l®endents. In actuality, these rules focus on improving the
working circum{t‘ances for female employees. Despite the fact both male and female
employe‘e%ﬁy encounter work that negatively affects their lives, work family
p@n policies and care is possibly explained as the result of two connected interests,
namely those of the government and employers. Although neither the government nor
employers are primarily concerned with employees self-fulfillment the work family
program denotes a holistically and satisfactory designed existence®®°. The government
is more concerned with the future labor force’s ability to procreate a time when birth

rates are down than it is with the quality of life for its workers. A baby crisis is
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predicted due to the forecast of childlessness on a scale not seen since the First World
War and the potential catastrophic implications as young female employees are forced
to put off their ambitions to start families due to work demand. Additionally, just five
European nations experienced a natural population’s rise 2004. For the others,
migration led to pollution growth. Birth only accounted for 0.2 million of the 1.2
million populations growth in the EU in 2003. The government is worried thett as the
populations of working age declines and the ratio of elderly rises, the gov%&nts’
revenue base would decrease while spending will rise. In light of thi . g\g@enge is
for the government to provide a remedy, and intervention s:[r%t&%tklat would allow
workers, especially women to earn money and spend it. On \her side, the problem
for employees is that workers, especially female works@%ave children, and with an
aging labor force, a mechanism needs to be se@?ecruit the reserve army of moms
into the workforce. The debate around b@yily policies undoubtedly began when
firms with alleged retention and r ir&ent issues became aware of the growing
number of moms who ha to@éle work and childcare obligations. Thus, the
implementation of famil frip\ndly policy recommendation made by the government
and practiced b @ies is to give employees more flexibility in their work
schedules, such‘Qs‘ part-time or flexible hours®.

Flexible ing arrangement are provided to assist work family initiatives and help
f\'@ppear employee friendly while still satisfying business demands. The fact is that
companies are interested in flexible working arrangements for their own reasons.
Employers must depart from the traditional “9 to 5” workday in order to serve a 24/7
economy. Additionally, other helpful work-family program supports like créches cost

more for business and are less common. For women, especially in Nigerian University,

attempting to balance career and home obligations while also feeling pleased is a huge
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difficulty. The basic conditions of Employment Act of 1974 (Labour Act, 1974), which
establish maternity leave and breastfeeding breaks, is the only piece of Nigerian
government legislation that promotes limited family friendly policies, in contrast to the
other nations mentioned above that are well known for their renowned work family
program policies and practices, even if it is thought to be lopsided. Therefore, the
majority of organization in Nigeria work family program policies are a reﬂectio.n of the
labor laws’!. '&\
e

The organizations feel it is not their duty to assist workers in balanci 'b?l@emands
with family responsibilities. As a result, prior research. ha, degnonstrated that
companies who do not address the issues of work family pr@s for their employees
face the danger of experiencing high turnover rates 'q@osing talented and qualified
workers. Work/life balance programme is be@% work environment to have a

corporate culture that encourages emplo é@yok at business in an entirely different
e;s

way and supports and accepts emp as individuals with priorities beyond the
workplace. Programs that p%%)%rk-life balance boost productivity and employee
motivation. Work-life baj@:g\ has impact on employees’ views toward their firms and
their personal liV@Q‘Q

223 ‘Q‘lecommuting as a Work Life Balance Programmes
Accordi@ts definitions, it is a “Work arrangement in which employees executive
tl@)grmal work at a location other than the typical workplace, backed by technology
connection. According to statistics Canada survey of a number of telecommuters and
survivors, telecommuters were content, respected their work schedules, and were able
to set them up so that they did not conflict with personal obligations’>. Women of

various IT companies in India, conductive work environment, flexible working hours

and working from home are the top three professional enhancement factors regarding
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work life balance. A poll of 400 banking employees revealed that while work life
balance programs can promote a smooth work flow inside the company, the degree of
satisfaction might be raised if financial incentives were added to these programs. In
addition to the organization’s efforts to promote work life balance, other elements
influencing relationships at work may also have impact on job satisfaction: Poor
relationships with the supervisor, subordinates, or co-workers as well as challe.nges in
delegating tasks, may increase anxiety and neuroticism, which lowers job s%‘&}tion
and has detrimental consequences on mental health’>. On the other : \?@s noted
that since co-workers have a significant impact on employee a.tti)t\ s%nd their support
is linked to job satisfaction, businesses need to pay rq@ttention in order to
strengthen these bonds and get better organizational I’e;@ﬁz.()nly 12% of employees at
the major commercial banks in Kenya who @i ated in a survey on employee
satisfaction believed that the rewards s @yy were using had an impact on their
performance and the organization’s %’Q while 39% believed that their supervisor’s
feedback and support had a si gn@t impact on their motivation levels’*7>. Therefore,
it is believed that organip%ticy\lal support is essential to raising employee engagement
and satisfaction 1 ‘Q

Telecommutin gﬁ‘le employees are better able to balance competing demands if
they are@ to schedule their time. Boundary theory and role transition have shown
t@%ers have various preferences for integrating vs segmenting work and home
roles, therefore some work life strategies may not help in minimizing conflict if they
do not match employees’ preferences for managing both roles. For instance, while
work-from home arrangements may be advantageous to some employees, they might
also conflict with an employee’s position if that employee has a large family.

According to a study done in a “virtual office,” workers who have more control over
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the place and time they work are satisfied with their job. Teleworkers not only exhibit
higher job satisfaction, but also lower turnover and work-life conflict. Additionally,
this policy enables to select the best work location for them. This make it possible for
employees to complete some or all of their job away from the primary work site,
supported by resources’®.

Instead of going to the office, more and more people are doing at least portion.of their
normal work from home. Employees may benefit from this agreement,é&ﬁ is
frequently referred to as “telework” or “telecommuting,” because i . hem to
plan their workday around their personal and family obligfltio ]Qwer their work
related expenses, cut down on travel time, and work in a les®anding and disruptive
environment, Actually, making accommodations for'w@ers who are unable to leave
their homes due to specific disability may be bﬁ@'&aﬂ”g. Employees who telework
have the added freedom to take adva Ag@their own peak productivity periods,
which can positively affect a compa%i ttom line. Despite these advantages and the
public attention that teleco @' has received, very few collective bargaining
agreement have telework lagses. Because not all professions are receptive to such an
agreement, there e@%an telework agreement. Employers may also be concerned
about the upf?ﬁq;[ expenses of implementation, potential legal responsibilities, and
challenges.in ' managing and evaluating the performance of teleworkers. Work-at-home
0% could be opposed by trade union if they believe that doing so will increase
isolation, impair job security and promotion prospects, and weaken protections for
their health and safety’®.

224 Flexi-Time as a Work Life Balance Programmes:

Known variously as schedule flexibility or flexibility, flextime Work arrangement is a

system of work arrangements in which employees decide when time of day they start
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and finish working”. However, there would be a set time during which all employees
must report for duty known as core hours. Employees can choose when to start and
finish their work with this strategy, as long as the tasks allocated to them are finished
within the allotted time. Flexible work arrangement allotted personnel to pick the time
and location of their workday as long as all of their obligations are met. Flextime are to
replace normal job activities. Typically, this depends on the organization’s polici(egﬂ to
8increase employees’ flexibility with regard to the times and locations where@ can
be completed®”. ,@%
Flextime, job sharing, condensed work weeks, flexible shif:t v%,.}part-time work,
telecommuting and controlled scheduling meetings are ar@\the common flexible
work arrangements. Among the several forms of 'ﬂ{&%e) work arrangements are:
Information and Knowledge Management, whi@%ates for flexible working hours,
suggests that Western culture has been e@ing new work related theories, ideas,
technologies, and practices that arg, replacing the outdated, obsolete management
techniques. They suggest i@% work schedules, such as doing away with the
conventional 8 hours of ﬁc.? work every day from rigorous 9:00 a.m. to 5:00 p.m.,
five day per we @‘Qgraduaﬁon until the retirement age 57. This is related to
implementin%kgﬁ‘lity in the existing, prevailing monotonous working techniques.
There are'two-effects of this®!:82,

F@tere are some prerequisite adjustments that must be made in order to have such
a set-up in the business, such as new forms of work organization and management
along with the adoption of a culture that makes flexible practices not just hospitable
but successful. Second, it is an effect that links a worker’s personal demands (such as
family obligations) with corporate objectives by introducing some uniqueness in work

practices and procedures. Flexibility in the workplace and productivity FWAs are
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schedules like flextime, part-time work, job sharing, and reduced work weeks. FWAs
are necessary as a result of technology innovations, market volatility, increasing
competition, and changing family demographics, including a growth in the number of
women working in formal jobs, single parent families, and guardians caring for the
elderly. Although many companies have not yet implemented FWAs, it should be
highlighted that business are incr3easingly allowing their personnel a high de.gree of
independence and FWAs to manage and control their own schedules and 10t®\1r for
work. FWAs are anticipated to draw candidates with excellent crede i. %pite the
fact that FWAs are available, it is not a given that employe.es 1 use them; rather,
their adoption and usage vary with different factors like a@nagerial control, and
career aspirations, which show that some flexible op@ result in positive outcomes
while others result in negative outcomes. FWAS\have’a favorable relationship with job

satisfaction, which influences worker p fq@f& Employee mobility is impacted by
FWAs because individuals must res eifg their daily obligations while balancing the
demands of their jobs, pers nal@%s, household responsibilities, and organizational
demands. Daily operatio§}.1\owever, may constantly be scheduled and rescheduled,
which could re loyees’ productive hours and, in turn, their output. The
strategies em@ze to minimize time conflicts for employees while designing an
organizatien’s work flexibility may have an impact on the workers’ productivity.
F‘@e working arrangements (FWAs) are not directly related to organizational
performance, according to empirical studies that revealed conflicting results about their
association with Employee performance83-3483,

Flexibility time includes sharing of the job, career pauses (maternity/paternity

absences), part-time and term-time employment, in addition to variation in time and

location of the job. In the other study on flexible work arrangements (FWA),
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researchers talked about three general types of FWA: part-time (flexibility in length of
work), tele-homeworking, and flexible time (flexibility in schedule). Even while each
arrangement might be used alone, they are usually paired to enhance one another. It
should be highlighted that job flexibility does not shorten working hours; rather, it
makes planning easier. Thus, the ability of an employee to decide how much time they
spend working and where they work (remotely from the office) may be summe.d %as
. \
flexibility. Q}&

Table2.1 Flexible Work Arrangement for Women in some CA@&
Y

Country Legislative Entitlement for Flexible Wor
Arrangement for Women in Employri]{ﬁg

A g
Nigeria Maternity Entitlements in Nigeri&@;?es and Practice. General
maternity entitlements inc dﬂ@&verage of three months leave,
reduced working time %1 resumption for the next three months,
paid maternity l@ﬁccess to a furnished private breastfeeding
room/space, ss to day-care/creche facility within the
organéxvu or neighbourhood, and formal supports and

‘O%X;Eements for breastfeeding in the immediate work

( Q)environment.

German Q Since January 2001, employees have been entitled to contractual
Q reductions in hours, provided that their employer’s workforce is
: greater than 15 people. Employees can reduce their hours for up

to three years after the birth of a child while retaining the legal
right to return to full-time work afterwards.
UK Until recently, only employees with care responsibilities were

entitled to flexible scheduling and reduced-hour options.
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New laws passed in April 2014 extended the right to request

flexible working hours to all employees.

Source: Researcher Computation (2022)

Finally, flex time permit employees, assuming a specifics amount of hours is worked,
to choose (or participate in choosing) the start and end times of their working day. This
can let the meet day time obligations or emergencies related to their fam.ili%sb.l or
personal lives (enabling them to deal with both foreseeable and unforeseen o@ces)
or cut down on their commute time by starting and ending work b .'\?@ter rush
hour®®. . 6“

225 Health Care Service as a Work Life Balan@grammes
Organizational wellness initiatives have become '@rlous issue for businesses,
signaling a shift away from the traditional occtipatigrial health and safety approach to

reducing illness and injury. Instead T\@jng bad health, health maintenance
lt;'r%

programs aim to preserve excellent % roughout the business. Wellness programs,
which help the firm greatly, by%cgbglncing employee performance and consequently

increasing total product@ i'glclude physical activity, psychological counseling, and

spiritual practiceiﬂ Q‘Q
)

Given that ma\%&’these include occupational health practices, occupational safety,
and orgfa%'n’onal consulting, the creation of novel and cohesive approaches to
w@s programs at work is essential. Consequently, most of these programs are
consulted for outside the organization, making these programs remain consolidated, as
they do not interfere with daily work activities. Some of the health care program in

Nigeria Universities are:
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2.2.6 National Health Insurance Scheme Program (NHIS)
It’s a policy in place for all employee, the university enrolled the staff, his or her spouse
and up to four children under the age of 18 years with the hospital of your choice under
NHIS (National Health Insurance Scheme) to provide them with basic health care
services and charge only 10% of the total cost of treatment®3,

e Sick Leave: Staffs are entitle to sick leave on full pay up to a maxirrlur?bo.f 6

months within a period of 12 months. Qh)&\
e Maternity Leave: After confirmation of your appointment @%aff, they
are entitled to sixteen (16) weeks maternity leave. . 60\

2.2.7 Nigeria Labor Legislations and Work-Fa Sj\’fogramme Initiatives
Existing research acknowledge the crucial role plaﬁa@ implementing work-family
program policies by the majority of govemmen@ organizations from industrialized
nations, not only by encouraging wom ’s@ement in the labor force but also for
boosting the supply of labor. This capmnot be stated, however for the developing nations
like Nigeria, where career Wo@'ﬁnd it difficult to schedule work and family
obligations. This is clear]‘,%ug to the way that organizational practices are regulated by
government and gource laws. Because of Nigeria’s institutional structures and
distinctive W%&‘ace culture, nursing moms who work long, demanding hours at their
jobs also ertake a “second shift at home. Unfortunately, the Nigeria work place
ron environment fosters and develops a significant implementation issue, which
poses difficulties for working mothers. Previously, the Nigerian Government created
social and family policies during the post-war era with the goal of protecting the male
breadwinners who had lost their income as a consequence of sickness, unemployment,
among other reasons. Family policy today must take into account a wider range of

social and family needs®’. This is due to the increased challenging of balancing job and
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family obligations, especially for women who have children and adults to take care of.
As was already said, women are now actively participating in the labor force and
taking on the roles of the family’s primary breadwinners. Many working mothers may
have role conflicts as a result of this predicaments when attempting to balance work
and family obligations. Evidence from the literature reveals that active involvement in
work and family roles eventually leads to work- family conflict, especially for \:vo%lg
mothers, making it all the more important to support employees in finding @nce
between the two!%®. As was already said, women are now actively . }gﬁg in the
labor force and taking on the roles of the family’s primz.lrx\ ea;}winners. Many
working mothers may have role conflicts as a result @S predicament when
attempting to balance work and family obligations ex’@e from the literature reveals
that active involvement in work and family %'%entually leads to work-family
conflict, especially for working mother '@% it all the more important to support
employees in finding a balance betw two?.

The federal republic of Nigeria Constitution and the Labour Act of 2004 make up the
two main pieces of legisl '(}t:lt control how women are treated in the workplace in
Nigeria. Togethe @er a foundational level of rights, which can be enhanced by
collective bargaining in an effective industrial relations framework. Although the
labour a‘c%Upposedly the most comprehensive piece of labor legislation in Nigeria,
i % not contain any provisions for equal employment opportunities for all Nigerians,
regardless of sex, and it lacks any explicit provisions that forbid discrimination or
establish a right against discrimination. Instead, what is tenable is enshrining such a
right in a broader and more general context under the constitution was amended in
2010. As result, the National Industrial Court now has greater authority, the concept of

unfair labor practices is recognized, and practices from around the world, such as
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international conventions, treaties, and protocols that deals with employment and labor
issues, are freely applied®'. Thus, issues that are unique to the workplace, such as
discrimination, equal pay, sexual harassment, and other issues, will be considered
unfair labor practices, over which the court has jurisdiction. For instance, extended
maternity leave for female employees may apply when a woman is on maternity leave
and misses work for longer period of time after the maternity leave expires dl.le &[objln
illness, that was caused by her pregnancy or childbirth and that renders h%%}’[t to
work; no employer may give her notice of termination whi : Q@ away.
Unfortunately, many organizational practices in Nigeria. d qf represent the
aspirations of the labour act work-family program, .@M may further the
marginalization, exploitation, and control of women 5t@k 2,

The federal ministry of labour and employme@%icular, the department of trade
union services and industrial relation '@ing industrial arbitration panel and

inspectorate, are institutional framesw for ensuring compliance with laws and

standards as well as pro@%mployee rights. This is done to make sure

0\

organizations have a fu%mental responsibility to uphold labor laws and provide
solutions to the TQ %a e issues that develop in the workplace.

The central de\'@opment of the Ministry, the inspectorate department, is tasked with
ensuringf%pliance with both domestic and international labor regulations regarding,
a@ other things, terms and conditions and employment. Despite this, this
monitoring mechanism has fallen shorts of its goals due to a lack of resources to carry
out its duties. For instance, research showed that there is a lack of employees to carry
out tasks on national level. As a result the structures capacity to supply even when
there is a needed has been weakened. The ministry’s meager budgetary allocations

heavily contributed to their lack of efficiency, for example, there are not enough utility
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vehicles accessible to speed up inspection trips to the enterprises®. This attitude on the
side of the Nigerian government may not come as a surprise given that the adoption of
neoliberal policies has made it clear that the government is more concerned with
protecting capital interests than it is with the welfare of the labor force, especially
working mothers. Due to the government’s and the monitoring organizations’
inadequacies, the private sector in Nigeria now has the authority to create and
determine the work-family program rules that are offered to its employees. %‘ss};wes
companies a wide range of options for creating and implementing w -. 'hu olicies
that suit them. While organizations and policy makers indust.ri@ qations have had
great success adopting and implementing work-family pr@ policies, in Nigeria,
only a small number organizations have expressed '1@253 in such policies, and the
majority are still uninterested. Undoubtedly, ]@918 still far behind other nations
including the US, the UK, South Africa é@yya in the development, adoption, and
application of work-family program vggld practices. There is therefore obviously a
need for additional develop er@%’is sections after that examines the work family
program and the Nigeria an.1\<ing sector’.

2.2.8 Ni Qducational Industry and Work-Family Programme

The Nigerian Bﬁ&klng sector has undergone a number of reforms over the years, which
has increased"demand for providing excellent services from both clients and authorities.
P@%e best-educated and talented women for a variety of position especially as
frontline personnel; and in marketing has helped business give high quality service and
acquire a competitive advantage. Due to the social development over the past three
decades, more women are participating in the labor field, advancing their careers, and
taking on financial responsibility for their households®>. The conventional family

structure, where men are the breadwinners and women take care of the home, is being
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increasingly replaced by this tendency. These modifications have forced Nigerian
women to juggle paid work with household chores, caring responsibilities, and family
obligations in order to support their families financially. As a result, work family
policies are now even more important for women, particularly those who work in the
educations sector and are returning mothers. The human resource family friendly
initiative paper demonstrative how different educational institutions in Niger.ia (}g/e
different family friendly policies. Government initiated policies are typicall)%’;g}ded
in the terms and condition of an employment contract, although mos . }8@0 adopt
new ones. These family friendly regulations include®® Work:fa i grogram policies
and practices are still not securely entrenched in the Ni@ context, despite the
lauded acceptance of Western concepts. It is ev'i@ at the Western nations,
particularly the US, UK and Australia wh majority of the work-family

programme studies were conducted, haye @corporate governance, a commitment

by the governments to the welfare o%veif)ltizens and the rule of law, as well as a high

level of wealth. In the Nigetian @%{g, the government has implemented a number of

employment rules, includ tI}\e rights to maternity leave, sick leave, and annual leave.
W

While other guidél)@&

the employmek&g:ontract’s terms and conditions®” The manager, supervisor, and co-

enefits are chosen by the company and made explicit in

worker s often determines the availability, applications, and implementation of
ts, including fairness in the procedures used to decide how resources and
awards are divided as well as how employees are treated inside the organization. What
role should trade unions play as the guardians of employee welfare if these latter
employees are responsible for implementing work-family programme policies? The
next section clarifies how trade unions contribute to the implementation of work-

family program rules in the Nigerian banking industry®®®°.
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2.2.9 Work-Life Balance Programs and Organizational Support

Many businesses have been forced to develop and implement successful work-life
balance programs for their employees as a result of the growing importance of work-
life balance. Programs that promote work-life balance (WLB) are being employed as a
tactical tool in the battle for the best employees. According to the society for Human
Management, work-life initiatives are policies and procedures set by a company with
the aim of enabling employees to get their jobs done while also giving them %}Ality
to handle personal/family concerns. Work life programs are financi N related
programs established by an employer that offer employ.ees %ﬁ\ons to balance
professional and personal responsibilities. Employee choo@work for companies
that support work life balance by providing family‘{@ y benefits in today’s cut-
throat, competitive market. A family friendly ¢ or employer is one whose rules
enable Employees to manage work and @msiderably more effortlessly, as well
as to fulfill both their employees pe%i)and professional commitments'®, Research
suggests that the programs %@me a variety of shapes, including flex time, job
sharing, voluntary reduc %ours, maternity leave, and financial and information
support for childq)l@%ior care facilities. However, in many firms, only a select
group of hig}@a ued employees has access to flexible work arrangements. Engaging
in such behaviour could result in sanctions for employees. Denoting a lack of employer
re@ss to put such measures into practices!'?!.

2.2.10 Social and Cultural Factors Prevailing in Nigeria

The key to this research study is having a solid understanding of Nigerian culture.
Nigeria is known for its strongly ingrained collectivism, where people are expected to
put the needs of the community before their own. People are required to make sacrifices

whenever there is conflict of interest for the benefit of the community as a whole.
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According to these norms, families and close friends have traditionally provided the
majority of social, emotional, and monetary assistance as well as social security,
especially during times of need and crisis like child-care and illness, among other things.
In times like this, people help one another financially, emotionally, and physically. In a
collectivist culture, there is unwavering support for caring among the populace, which
is based on the reciprocal exchange of advantages associated with care giving .am(%l'lgst
individuals. As a result, work-family program initiatives like child care an%?;q}mity
leave might not be requested because of families’ and relatives’ .33@ support
networks, which are crucial for taking care of kids and dOiIl us;ghold duties both
during normal and stressful time®®. Right from the birth o&%ﬂd, extended families
such as mother-in-law of sister-in-law from both spb@nake themselves available to
support in caring for the new-born baby and théursing mother goes through during the

early period of childbearing!®. : ©
.

The social structure upon which rian culture is based assigns tasks and
responsibilities to each gender. @' are traditionally regarded as the family’s bread-
winner, therefore they sg\ work and accumulate wealth in order to fulfill their
financial obligati @must put in more effort to make enough money to support the
family cycle bb’t&now and in the future. As a result, the fathers will continue to provide
for their inancially from childhood until early adulthood. The traditional Nigerian
o% and culture, on the other hand, presuppose that women should be in charge of
procreation, raising children, as well as taking care of their husbands and houses.
Traditionally, women are expected to prepare good meals for family and guests, even
though she is a high-status career woman'%

Currently, women in Nigeria must balance paid job and home obligations, which

frequently results in role overload, stress, and role conflict (conflict between multiple
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roles. For instance, a woman may find herself in a position where she must support her
family while simultaneously fulfilling her responsible as wife and mother. Since women,
especially those who are in the workforce, are under a lot of strain, work-family
program regulation may be necessary to help them fulfill these diverse roles. IN the
family and society, having children is most important since it ensues the survival of the
family line and the future labor force.

When a child reaches school age, the family, especially the mother, is resp%% for
their academic success. Mothers are frequently the ones who help thei ith their
homework!%, %.\

It is considered disgraceful in Nigerian society for a man t(&% a woman with home
duties. Men who help around the house are viewed a$ )@k and unmanly. This does not
simply apply to me similarly, women who abs@ raditional gender norm could feel
bad about not acting like good wiv @mothers. This suggests that policies
supporting childcare under work-Fa@ ograms may not apply to men.

However, recent research @ted a continuous shift away from a collectivist
culture and toward one tl%g\lues individuals more. An increase in young people living

independently fr @

in each house%\gi are signs of the emergence of a new individualism. This evolution

extended families and a decline in the number of dependents

mostly r‘e%& from the fact that many member of society have undergone significant
c in terms of their educational attainment, a phenomena that many Nigerian
women have contributed to. Women’s quest for intendances and desire to not have their
lives dictated by their family are other factor contributing to this gradual change.
Although this shift towards an individualized social model is very gradual and has not

yet produced a severe conflict between traditional Nigerian cultural norms and values!®.
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Despite their degree of education, Nigerian women still do not have an acceptable level
of equality with males, and their right are being violated. The prevailing perception that
women are only partially included in the cultural, political, economic, and social life of
the community, despite recent study showing that Nigerian women have gained
considerable legal right now compared to earlier. Nigeria, like other countries
throughout the world, is reacting to the UN initiative in an effort to abolish all types of
discrimination in society, including violence against women and discrimma@ased
on gender. Nigeria took a brave step in 2000 and passed into law th ohcy on
women, guided by the global instrument on the convent all forms of
Discrimination against Women (CEDAW) and the 1999 &@gﬁtutlon of the Federal

Republic of Nigeria, after years of an uncoordinated" d't&nal response to gender-based

discrimination'%, @
Nigeria is currently reviving its effort t 2@ gender equality, as it is now obvious

that initiatives that focus on wome a significant impact on the growth of the
nation. This entails a policy, th@'ws both men and women as collaborators in the
nation’s growth. One \cﬁa‘llenges the system that perpetuates gender-based
inequality in so promotes power dynamics between men and women for
macroeconoml and microeconomic development. Despite this recent change, Nigeria
society @lues a woman’s natural function as a nurturer, which necessitates time off
fr@% to meet this need!'"’.

2.2.11 The Role of Nigerian Women as a Nurturer

Nigerian women roles have gradually shifted from being just wives and mothers in the

traditional context to functioning as breadwinners and providers, necessitating their

entry into the workforce.
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It is interesting to note that women’s engagements in the workforce, even in physically
demanding professions like banking, does not diminish the importance they place on
marriage, procreation, and nurturing. Therefore, regardless of occupation, reproduction
and breastfeeding are essential for Every Nigeria woman. The recommended method
for providing a newborn with the most nourishment is breastfeeding: Polices to
promote a breastfeeding culture that encourages mothers to breastfeed their. infants
exclusively for the first six months of life, then for the next two years and b@ are
needed. Breast feeding provides infants with the optimal nutrition .'Yﬁ?’ﬂhat can
improve their immunity and possibly reduce future health care nQnglog. The term
“exclusive breastfeeding” (EBF) refers to giving a baby so‘@ east milk. Exclusive
breastfeeding is challenging for working nursing mot}@o achieve without support at
work. Only 35% of newborns worldwide are ¢xclugively breastfed between birth and
their fifth month, according to a recent imate. According to a 2013 survey by
the national demographic and healt‘%l'l y (NDHS) in Nigeria, just 17% of infants
under 6 months are exclusivel eastfeed, compared to nearly 70% of children
between birth and 23 mo tl}.)lt is more difficult for nursing women to breastfeed
their children e @‘Qdue to institutional and patriarchal forces. Implementing
human resouré% management strategies that can alleviate women’s subjection is
challeng‘i%hce the work-family programme policy in Nigeria is institutionally and
c@ structured. Recognize that institutionalized behavior, weak regulatory
systems, and a subpar corporate governance structure prevalent in Nigeria are major
contributors to the absence of work-family program rules being implemented and
followed in the workplace. Similarly, initiatives from work family programs are
rendered ineffectual by subpar legislative and corporate governance’s frameworks. The

majority of work places base daily work hours, flexible work schedules, child care
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regulations, and other relevant decisions on mutual agreement between and employer
and employee, which promotes discrimination, human rights violations, and subpar
work- family program practices'!?. This encourages the exploitation, subjection, and
control of breastfeeding moms. The world Breastfeeding week 2015 adopted the theme
“Breastfeeding and work™ in recognition of the difficulties faced by nursing mothers
when practicing exclusive breastfeeding in an effort to garner support from all. sectors
and enable women around the world to work and breastfeed successful. Fo@king
mothers who return to work, exclusive breastfeeding is challenging 't. Ip from
the workplace. In order to create a work environment that qu s\family policies,
such as flexible work arrangements, alternative work pr&@’res, Maternity leave
policies/benefits, family care initiatives, and nursih@%&ers assistance programs,
Nigeria policy makers and organizations are [@%revitalize the human resource

management practice and employme @yns system. The following section
n

provides information on the family-{fi regulations found in Nigeria labor law!'!!,

2.2.12 Impact and Impartance of Work-Life Balance Programs to
Organizatim&)rformance.
Today, the majority of, %e.gs provides a variety of work life and family advantages;
including job sh@ work flexibility, and onsite childcare, all of which are intended
to lessen t @m of juggling numerous responsibilities. This is sometimes referred to
as @za ional support for work life programs. The question this section aims to
answer, however, is whether offering these benefits to employees is just for their
benefit or whether the organizational also benefits from better employee benefits. The

purpose of this section is to examine the significance of work life balance initiatives

and their effects on organizational performance!'2.
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2.2.13 Drivers of Work-Family Programme Policies

The necessity of creating family friendly programs at work to help employees schedule
their work and family duties is now recognized by a sizable number of organizations.
The public sector and publicly owned companies are generally more likely to promote
family friendly policies, such as flexible work arrangements, among other. However,
research has shown that implementation and level of commitment in work. family
program policies vary according to the size of the organizations and V%%‘OSS
countries''. A study on statutory employments rights among 21 high- ."bg OECD
nations, the United States (US) has few options for ﬂexibls A/ ing arrangements.
Similar to the US, high-quality flexible work solutions are @ncommon in the UK.
As a result, women only have two options: work 'rgﬁ\'&qeﬁ hours with low pay, no
benefits, and little opportunities for growth, or'work full-time all the time'?2. Benefits
to the organization, such as increased %i morale and recruiting and selection
rates, are important factors in the d%e' ment of work-family program policies and

>

procedures'!“. <

2.2.14 External gc.e\:s for Work-Family Programme Policies and Practices
The term “exte res” refers to factors outside the organizations control that

have led to thQ plementation of work family program policies and practices ,such as
attendin‘g%nd serving the demands of the clients. Organizations go above and above
to % customers by staying open later even on weekends and public holidays in an
effort to remain competitive is unpredictable market places: However, this tactic is
considered as a win win situation because businesses benefit from the long hours and
can be seen as the employers of choice because of the variety of working hours offered
to employees. Many businesses, both in developed and developing nations, provide

their employees with a variety of work family program policies and practices at the
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workplace, including as part time, zero hours contracts, childcare facilities annual
leave, maternity and paternity leave and maternity leave. Organizations that operate in
nations with legislation governing work family program policies and practices, such as
the UK, Denmark and France, comply with both national and international regulations
of the European Union because legislation is another external factor (EU). Due to the
disparities between respective welfare systems, the work family program measures and
vision established at the EU level have a variety of characteristics. Foré&we,
whereas France and Denmark are leader in family friendly progra e les and
practices vary. France engages in protectionism and place.s a Strang emphasis on
raising employment number; as an example France mandatg&%f- hour workweek for

all full time employees, meaning that firms are ré to follow the legislation.
While in Denmark, practices focus more on g@%uality. The UK and Spain, on
the other hand are also falling behin ‘i@} area. Despite this, neither country's
welfare state institutions have deve%e' ork-family program policies and practices
to a suitable level. In the Sp@ ation, the welfare state has historically supported
the idea that males showd .l?e the primary bread winners and has conceptualized
woman as spous @ther, which has led to a focus on the responsibility of caring
for the family! ij

Family ‘%s are viewed as private matters in which little state participation is
in the UK, where the liberal heritage centered on the supremacy of the market
and private provision of care has contributed to this perception. Contrary to popular
belief, Nigeria does not have any regulations that support family friendly programs if
there are any, the company must voluntarily make such arrangements for each

employee. The internal forces of work family programme policies and practices the

term "internal factors” refers to organizational elements that made sure that work
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family program policies were followed. Branding of the employer is one of these
forces having a positive reputation is crucial for businesses since it will help them
attract and keep more highly Qualified staff !'”. The introduction of work family
programs also benefit the health and happiness of employees. It was discovered that
implementing WFB policies and practices directly and favorably impacts an
employee’s health and well-being. The availability and use of work family program
policies and practices in the workplace, as well as employee satisfaction %*k\heir
health, were shown to be significantly correlated by the authors. The : }?@ routine
when women return to work after giving birth affects both the.m t er;§ and the child’s
health and wellbeing. A deeper understanding of how ma&@employment impacts

families is required in order to create public policié@t cater to the demands of a

society where most moms work '8, @
ily ' Programme Policies and Practices

2.2.15 Social Forces for Work- a@,’
ni‘f

Social forces are characteristics tha'%' ganization must have in order to continue
being socially responsible. Th@nclude corporate obligations and demographic

concerns changes in the 1 or.\force’s demographic compositions are one of the societal

forces enforcing @% amily program. According to several surveys, both the

number of woKke‘n and mother returning to the workforce after giving birth and the
number?%lential moms working has been rising it is recognized that both men and
@Qave trouble juggling work and family obligations, women continue to bear the
most of the burden for household maintenance. For this reason, it is expected that
workplaces with a high proportion of female employees may exhibit more overt signs
of work family conflict, making them more receptive to assisting staff members who

119

are experiencing such conflicts'””. For instance, it has been discovered that an

organization’s share of female employees sets the standard for funding childcare

52



efforts. There is less pressure for such work family program regulations in Nigeria
because there are fewer women employed there than there are men. Additionally,
because we live in a patriarchal society, working mothers bear a disproportionately
heavy burden because it is usually accepted that women, regardless of their educational
background, belong in the kitchen and have other household tasks. Focusing on the
banking industry, which has a relatively high percentage employees, it rn.ight be
assumed that the presence of more women in this industry could affect how@\iig it
is to undertake work-family programs, especially with regard to t. yig/nursing
mothers'3!. But this is not the case, as the majority of women VK in,g in the banking
industry in Nigeria are in lower level positions like markﬁ;@nd frontline support,
which shows that their ability to influence work famih@zrfs is relatively limited. The

contributions of labor unions to the implement@ FB proposals is the third social

force to be considered!%. :' ©

2.2.16 Role of Trad U@ in Work - Family Programmes
Initiatives in&@k Place

Researcher’s interest i unction of unions and concerns surrounding work family
policies in indus@@zed nations has grown in recent years. It was discovered that the
availabilit Q)eciﬁc work family program policies and practices, like maternity and
pat %leave and childcare support was positively imparted by active trade unions.
Fﬁtance in France, trade unions have negotiating influence and sway over the
implementation of employee benefits. Additionally, where they believe work family
program policies and practices belong under the purview of the state, they have
participated in talks regarding them'?!.

In france, labor organization have also been successful in lowering the number of

hours that employees can work, with a weekly maximum of 35 hours. While working
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hours are gradually decreasing in France and the UK, they have been continuously
rising in Australia and the US, as part of a mutual gains approach plan, unions were
able to drive the process from the outset in the UK. In some circumstances, the process
of bargaining decreased working hours in France also pushed the trade unions into the
discussions about work family policies, but frequently from a defensive stance. The
work and family test case, however was started in 2004 by the Australian Colmci of
Trade unions to support the implementation of parental leave'??. After theése\was
won, maternity leave and leave for employees with caring obli 1. %re both
introduced. Although some authors have stated that employer f,le fqgt Employer sled
efforts frequently put them in a defensive position and are@\rely weak, employer
sled initiatives are believed to frequency place tradé @n in the process of drafting
and implementing work family programme regtilationS. Others union lack strength and
influence in the workplace rather than a h%\&gommitment to work —family program
rules and practices'?>!?*. In general, nion does not seem to have much influence
over the sneaky processin@k intensification. Ironically, trade union have
changed their internal stsﬁtu;\e, practices, and policies at a time when their ability to
intervene is signi c@hmited. Traded union rely on institutions of opportunity,
particularly th&@ace and produced by national working time and social policies as
well as European policy and programs. Particularly, the new policy initiatives
sng diversity and Equal chances have created a space for trade union in
developed countries to innovate on policies and procedures. The size of and influences
of union in various circumstances, where union membership has tended to decline and
workforce appears less motivated to join such organizations, may help to explain this
difference. It is possible that trade union in Nigeria may actively participate in the

implementation of work-family program policies, especially in the large organization.
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This is a result of growing membership in these union as well as an inferences made
from reports in various circumstances, where union membership has tended to decline
and the workforce appear less motivated to join such organization, may help to explain
this difference. It is possible that the trade union in Nigeria may actively participate in
the implementation of work family program policies, especially in the large
organizations. This is are result of growing members hip in these union as well as an
inference made from reports of the existence of actives union Industries 11&'&& oil
industry'?®. In Nigeria, union may have the potential to exert press ?&Q@@ness or
the government to rise pay and extend the amount of annual lea h@{[ their members
receive. In Nigeria, there may or may not be the same pow@ersuade organization
to embrace work-family program policies and practfw@s in industrialization nation.
Nigeria trade unions, however, do not seem @?m‘[erested about ensuring that
work family program policies are imple he economy of Nigeria is struggling,
and the majority of the workforce Q focus more on the core issue of financial
reward than on the 1mplemeKtat)@ f other work related laws and practices, such as
work family programms!?% 27

2.2.17 C l@in Implementing Work-Family Programme Policies

Five main ol%%les that hinder the adoption of work family program policies and
practice@ been identified. These include:

@ The organizational culture, which places an emphasis on rewards for long
work hours and organizational commitment to the exclusion of other
commitment;

(i)  An isolated, hostile, and unsupportive work environment for employees

with life commitments outside of the organization;

(iii)  The attitude and resistance of line managers or supervisors;
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(iv)  The preference of senior management involved in recruiting to deal with
people perceived to be similar to them. Lack of information and
communication concerning work family program initiatives is term

v) Some inconsistence between the work family program’s policies and
organizational requirements are among the other impediments that have
been found. . (b.,

Fear of the trade unions abusing the policies and a lack of skills needed@hdle

the effort properly Even while work family program rules alone e. QQough to

guarantee that an organization benefits from lessened wo.rk ib{ conflict, it has
been suggested that organization benefits from lessened @family conflict, it has
been suggested that organizational culture is the &\@h ficult and important factor
among others. Changes in organizational cﬁ@'%e required so that workers can

take advantage of the initiatives of;@} work family programs. The primary

expenses associates with implo&n' g work family program rules are direct

maternityleave!2s.

2.2.18 O@@al Cultural

An Organizat)é,&’s shared norms, valued, attitude, or ideas that are universally

expenses like providi%@ﬂers with home office equipment and paid
'\

recognim‘% the standard practice are referred to as its “organizational culture”.
E@ve leadership, managers, supervisors, and backing from government authorities
who can help raise awareness through advocacy and public policies are all necessary
for a positive workplace culture. An unsupportive company culture is the main
obstacle and perhaps the hardest to get over. These presumption foster a work
environment that that puts work ahead of family obligation, promotes the “ideal

worker”, who put in long hours and does whatever it takes to satisfy client, and equates
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output with effort. Employees who aspire to be viewed as perfect employees are
unwilling to admit they have any personal or family needs, and they frequency do not
use any work-family programs that lessen their visibility:

Additionally, a work environment that values inclusivity and diversity will draw in top
talent, keep it, boost engagement, boost output, and lower absenteeism. Employees’
level of participation on a team or in their assigned function may be impac.ted for

example, if they are afraid to report their crisis pregnancy, sexual orientation, %den

handicap for fear of retaliation and prejudice!?’. '\QO
2.2.19 Lack of Employee’s Awareness of Work-Famil ogramme
Policies and Practices; ‘ ){

S

Employees’ ignorance of the existence of work—famil.y p @1 and practices is one of
the reason why organizational policies are not u d@ften as they may be. May be.
Many employees who were questioned by rﬁ%ers about their adoption of work-
family program policies and practic in\atlon they unaware that such policies
existed in their organization. If fe@employees are aware of such regulations, it is
likely that will take a advanw work take family program initiatives like, part time,
maternity leave, and «és.ﬂours. Typically, female employees want to take care of
their families a@ which makes them more mindful of work family program
policies. @cademics contend that when the percentage of female employees rises,
s%@individual understanding of organizational policy regarding work-family
balanice!3.

The lack of information provided by the organizations may be to blame for the
employer’s lack of knowledge of the work the knowledge family programs
‘regulations and procures. Organization frequently struggle with effective

communication and training on work family program policies, which lowers awareness.

Despite the fact that there is an effective government and organizational awareness of
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people using work-family program policies, the issue of limited awareness of work-
family program policies was not identified across many organization in most
developed countries. Although in diver’s stages of development and varying degrees of
official support for social and economic welfare, these issues are emerging in many
industrialized countries!3!-132,

2.2.20 Coping Strategies . (b./
Deployed Coping has to do with how people handle challenging life circu%%ces.
According to one definition, coping is making an attempt to establish.ci : \%we that
allows a person to keep working toward their goals. Copir.lg)'\ ny reaction to an
external, stressor that avoids or reduces emotional distress.{%\a reaction that occurs
after a stressful encounter. People react with stressﬂ:@uation in a variety of ways,
which have been proposed as being divided int@%egories

These four strategies, which relate to Tf‘\@gg mothers in the Nigerian banking

industry, include problem solving g?ch, positive assessment, aid seeking, and

avoidance/surrender. The pr. bl@(bslving process is used to gather date, formulate

plans, and come to judgments '\that offer solutions that deal with the conflict directly'33.
H

The second stra@)@'

handling stresb@ circumstances with optimism, particularly when they cannot be

itive assessment, is a mode of thinking that advocates

changed‘%nporarily changed. The third strategy is assistance seeking for solutions,
Vs@ntails for aid and social support from friends and family to manage the problem;
while this strategy may not completely resolve the conflict, it will likely lessen it and
make it more tolerable.

The fourth strategy, known as avoidance or submission, is used when a person reacts to
a circumstance by believing that accepting their fate and remaining passive will make

things better. For instance, the sheer nature of higher education makes it difficult to
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implement work family programs regulation that would aid women in juggling their
many responsibilities. The demands of parenthood and family-friendly programs make
academic position unpleasant. As a result, woman in the teaching profession,
especially in Nigeria, are forced to choose between their careers and families. Findings
from earlier research shows that woman most frequently leave the teaching profession
due to their inability to handle the stress of the jobs, to pursue other ec.onomic
endeavors, or to look for less stressful jobs that would allow them flexibility Q‘%}Keed
to fulfill their multiple roles with less impact on the family!*4. In th . ﬁ@the part
that follows goes into further details about the potential irn.pli%)gs on the family
donation of a lack of work-family program policies. &%\

2.2.21 Family Effects ‘ \QQ)

The work-family imbalance caused problem@% marriages of the majority of
female employee work-family conflict ﬁ@gative impact in marriage and family
life, and female employee particu'%ly others are more likely to have strained
relationship with their kinds pa@gb'é, or other family mothers, as a result, this may
cause conflict in the favgi%}l)partner divorce. A study by the women’s Executive
network, womanc)e@‘%e ikely than men to report work family conflict because,
despite the end@ous influx of women into the workforce, they continue to shoulder a
greater shar¢ of the responsibility for a child care and others and other household
de cooking, cleaning, and laundry. As a result, they experience higher levels
family conflict than men!>’. These have detrimental effects on their health, including
elevated levels of worry and sadness, a threefold increased risk of the heart disease, a
fivefold increased risk of mental health issues, and a fivefold increased risk of cancer.
More than a quarter (27%) of employee felt melancholy as a result of length work

hours, according to mental foundation survey that compare employees of both genders.

59



Additionally, more than a third (33%) reported felling apprehensive, and 58% reported
felling irritable. In contract to men, who reported being unhappy 29% of the time
42%o0f women said they were unhappy, and 2/3 of employees said their work had a
negative impact on their personal growth, their physical and mental health, their family
relationships, and their homes!3>136,

2.2.22 Concept Incentives Prior to the Scientific Management
Movement, Industrial Engineers {b”

One of the first industrial engineers, developed financial incentivess E’Q%ént has
typically been made by the hour or by the day. Taylor and his colleagues thought that
if the workers were given incentives to do so, they would prod@p& In light of this,
an employee’s salary should be increase in a certain @on to the rise in output
brought on by his own enhanced output. These n@ led to the widespread use of
industrial engineering approaches such as job simplification, time study, location work,
and other complex financial incentive ste\ It is crucial to highlight that convincing
workers and unions to accept @roduction standards and providing financial
incentives are both imporMnd more difficult to resolve than inventing and
establishing (on per) t ‘%a.ﬂdard rates and procedures are technical issues!?’.

Organizations pr@qmancial incentives to employees as a way to motivate them to
engage in @'mur or take actions that they otherwise might not. A monetary gain
sti l@ behavior that might not otherwise take place without the incentive. Financial
rew%s are intended to encourage workers to perform better, to put forth more effort
and produce better results, which are stated in terms such as profit, productivity, sales
turnover, cost reduction, quality customer service, and on-time delivery goals. This
monetary reward gives additional funding for performance in terms of productivity or

contribution'?%,
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When it comes to financial incentives, equality or paying people what they deserve
takes center stage. Employers of labor utilize financial incentives to keep their
brightest minds on staff and to reward them financially for a job well done and
exceptional job performance. The financial incentive may take many different forms,
including a base salary, profit sharing, retirement plans, employee stock, overtime pay
attendance incentives, competitions, performance bonuses, piecework,. safety
incentives, suggestion rewards etc. plans for incentive payment that are lin]q)@her
directly or indirectly to productivity standards are referred to as financi . ?Sé@ve.

Employees are rewarded for exceptional job performance witll no m.%mcial incentives
through opportunities. It typically takes the form of inc@ enabling authority,
awards, management participation, promotions, holidd\)kqgetter working conditions,
written acknowledgement, presents, formal dinfiers, gasual gatherings, plaques, etc

One strategy that organizations can 1@ boost employee engagement and
productivity is the use of adequate % incentives. Numerous research have been
done in the literature to look_ at @ fect of monetary and non-monetary incentives or
organization factors. Varigs.\organizational implement finance incentive program to
compensate and \@employees who perform above and beyond expectations.
Employees car)‘&e‘celve cash or non-finance incentive as a way to motivate them to put
forth more.effort in any given activity. Employee behavior is influenced by incentives,
a any given day, they may decide to work as hard as they can to complete a task,
work just hard enough to get by without being reprimanded, or accomplish as little as
possible. Financial incentives, meantime are intended to get the most performance of
workers and the workers and assist in keeping the most productive ones around. The
finest employee financial incentives must be taken into consideration by an

organization in order to get the intended results. Organization can consider a range of
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ways to reward the employees for their work performance. Incentives are a key driver
of employee performance and motivation, and they have enormous advantages and
significant potential for inspiring workers to give their all in any given endeavor!®.
These incentives can be classified as financial or non-financial incentives, as well as
monetary or non-monetary incentives. Employee motivation can come from both inner
and extrinsic sources. A person’s internal drive that propels them to operate
successfully and efficiently toward the achievement of organizational prod@'&}y is
known as intrinsic motivation. It stems from basic psychological re 1. like the
urge for autonomy and competence. It is self-autonomy anc.i {:\‘ etence. It is self-
instigated need that motivates an employee to put in mor&@'ﬂ at work. They are
linked to social and work related incentives like'@%)ance to use one’s skills,
interesting work, and acknowledgement of go etformance, as well as opportunities
for growth and a sense of challenge a d{\%@plishment, involvement in decision-
making, and being treated with conji eQAon and kindness. Extrinsic motivation, on
the other hand, occurs when act@(b;e taken to receive externally provided pecuniary
incentives. Extrinsic moti&ati.?n is linked to materials rewards like pay and benefits,
perks, cash bon Q%rlty, promotions, wall plaques, complimentary meals or
movie tickets Q{trinsic and Intrinsic incentives are two crucial instruments for
ensuring that“people are motivated, devoted, and satisfied in their jobs. Thus, non-
9 rewards can be said to address both intrinsic and extrinsic motivational
principles when used as a motivational tool. While financial rewards are only a
contributing aspect to extrinsic motivation.

Management must therefore comprehend why individuals and grouped act as they do
in order for employees to remain efficient, highly productive, and completive. This

will enable them to be count, joyful, and highly productive. Incentives are the external
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stimuli and motivating elements that encourage someone to perform more; they are
successful when the individual is satisfied with the organization. In the real world,
incentives relate to all the practical and morals measures that organization use to
encourages works in a way that boosts output and improves performances, which is
crucial for gratifying worker’s desires and ensuring their loyalty to the organization.
Incentives increase employee productivity by igniting their enthusiasm. It .will be
challenging to provide financial incentives to someone who expects a @g\rd as
compensation. Other motivating factors, such as career advanceme Tﬁ@motion,
job stability, and accomplishment recognition, might encour.a%e& person to perform
better inside the firm. Performance can be used to indic@\what a company has
accomplished inters of the process, outcomes, releva‘n&lff performance is defined
as the outcome or contribution of employeesﬁ@% them achieve goals. National
Development program of Unganda'#®.  .° ©

Performance is defined as the acco ment of particular tasks in comparison to
established or predetermine a@:y, completeness, cost, and speed requirements.
Employee performance %1 be seen in increased output, ease of use of new

technologies, a@:‘@ motivated employees. Pay, bonuses, fringe benefits,

transportationéﬁ@ ical, health and life Insurance, as well as advantages like vacation

with paid-eating facilities, are all examples of financial incentives.

@Qay: Pay is a strategy that offers higher-performing employees bonus pay,
often know as incentives pay. Pay enables employers to distinguish between
high- and low-performing employees and to recognize and reward the former.

Because no organization wants to lose its tops performances, this can help with

retention.
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b) Bonuses: Bonus pay is the extra cash that employers give their employees in
addition to their regular salaries. There have been discussions over why the
most firms prefer4 to employer’s incentives to inspire their workforce despite
the fact that bonuses come in a variety of formats. The fact that incentives are
simple way to express gratitude to the workforce is why the majority of
businesses prefer to employ them. Bonuses can also boost employee.morale
and encourages employees to achieve their objectives. When w%} are
content, an organization is better equipped than ever to suc e.\%ngal of
promoting the employees’ satisfaction in regard to th? co aqies is closely to
the goal of motivating through bonuses. &%\

2.2.23 Financial Reward \QQ)

Money is a primary element in addressing soOeia '%urity and physiological needs.
Hence, financial incentives are given to %es as rewards for handwork and instill
the motivation to achieve more. Thé& ntives are offered through the provision of
cash prizes to employees to b culated as percentages of sales closed be fixed
amounts. They have actu%’z%ﬁ‘rough organizations bonus-programs or profit sharing.
The financial re%@a so come in the form of spot bonuses. They are frequently
used to recogn&\e) qualities like cooperation, consistency, excellent customers’ service,
and job performance. Offering compensation and benefits to employees is another
ta@:sed to reward commitment and loyalty. However, under some conditions,
financial incentives can be used to motivate employees. However, frequent use has the
potential to degrade teamwork and cohesiveness. Financial incentives also have a
limited impact when individuals are self-actualized or when job discontent is obvious.

Therefore, including non-financial incentives is crucial.
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2.2.24 Non-Financial Incentive

Motivating people toward both personal and organization’s most important resource.
Non-cash-based incentives are used to create value for the employee in order to
motivate staff members. First and foremost, business can create workplaces that are
inclusive, varied, safe, and productive for employees, resulting in high job satisfaction
possibility at work promotes knowledge sharing, dispute resolution, goal setti.ng and

QY

employee participation all of which are essential for increasing éﬂ}yee
engagement'4!, : \
Employee motivation is also increased by publicity honourjn@gloyees for their
accomplishments and recognizing them for their contr,@%’ns to the business.
Inspiring employees to achieve and add value 'fd{k%ﬁe firm by praising and
acknowledge them supports the creation of ¢ e work environments. Rewards
and recognition are also crucial for h@gg employee motivation since they
encourage initiative, creativity, and 10n The promotion potential of employees
is boosted by giving them ng@eedback, offering opportunities for training and
development, assisting t '%n achieving their professional goals, and keeping them
informed about t b@s. Employee motivation is increased through job enrichment
that increase the€ variety, breadth, and responsibility as they help them pursue their own
professif)%bj ectives. Additionally, employee autonomy and employment are crucial
n@tors since they encourage the development of good skills and confidence in
subordinates.

2.2.25 Wages and Salaries:

Employee motivation can be increased in a variety of ways, with income playing a
significant role. The wage an employee receives from his employer can have a

significant impact on his performance within the company because people are
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frequently driven by money. A worker perceives his or her pay as more than just a sum
of money; rather, they represent the value their employer places on them as employees.
His total effectiveness may be directly impacted by how much he is appreciated. If a
worker is content with their pay, they are most likely to be motivated and work
effectively. Someone making a high wages feels driven to perform well because they
want because they want to please their employer in order to keep their employm.en(%i.

The idea that money is a driving element is supported by the fact th%%ries
frequently provide workers a sense of stability, make feel accomplis . 'h?@re them
a high status ranking that they value. Research was done on qy&weyors in South
Africa, and the results showed that compensation, can&@&!rogression, personal
happiness, and acknowledgement were some of the h;d‘\&zaéng elements. The amount

of money a person receives at the end of the@'h%as the potential to be the best

indicator of their stimulation. N ©
i.  Vacation with Pay: EC')
An employee’s health is ens%@%e company by providing paid off. Employees are
only eligible for seven, te%n, and twenty years if they have worked for a longer
period of time t ears. Employees who require extra time to complete other
tasks or care ﬁé&aged parents may benefit from these getaways. Pension: A delayed
income t mployees accumulate over the course of their employment and that
b@s their after a set period of time. Employees are eligible for the corporate
pension plan once they turn 21and have worked for the company for a full year. The
purpose of the pension plan is to encourage and keep employees. It is made available
to thank workers for sticking with the company till retirement. If an employee leaves

or is fired prior to retirement, they are not eligible for the pension payout.

ii.  Recognition:
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The act of expressing gratitude for a level of performance, and accomplishment, or a
contribution is known as recognition. It may be private or public, informal or official.
Always, it comes on top of salary. Additionally, because it is a powerful non-financial
motivation, employees require recognition. Some workers are just affected by the fact
that their supervisor recognizes their accomplishments and offers support when they
encounter difficulties. People enjoy sharing their successes with others and. seeing
them honored and appreciated. This need serves as a powerful incentive whelzﬁg\net.
Employers who just rely on employee’s financial incentive o. }gﬁwledge
contributions and accomplishments run the risk of having _employees change their
goals I n or cognition may be a cheap method to only get@which would have a
negative impact on the organization’s culture. Wheh@e right, recognition may be
cheap method to boost performance and give e@'%s a sense of ownership over the
iii.  Training EC')

The performance of the em loy@fﬂd the training are positively correlated. At the

company’s culture!.

training session, employe ag%opt new technologies and skills. A training program that
begins with a re i@%ts an alibis is then examined for inconsistencies between
trainees’ actan nd expected performance. Employee performance in an organization
is motiva y the acquisition of new skills and talents. If they are aware that the
oi@gion has a training program, most employees are motivated to give their all in
order to further the aims of the organization. The motivation of the workforce is
positively impacted by training the manger will lack the information, skills, and
competences necessary for improving performance and motivating employees as a

result of inadequate training. Due to the constant change in the business environment

that improve employee motivation, organizations offer training programs. As a result
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of the training they received, the personnel get promoted. Organization that invest
more in employee training are more advanced because human resource training
increases productivity more than other types of resources.
iv.  Job Promotion

The advancement of a worker’s level or position within the organizational hierarchy is
known as upgrading. Getting promoted at work could be what drives someone tQ do
their best work. An employee is guaranteed to be handled the additional res@lity
if they are promoted to a given rank. The likelihood of promotio § a sure of
internal occupation mobility. Promotional mobility help l.ow turnover since an
employee might continue to look for open positions. Pro@% of employees is a
motivation in that it makes a worker happy to executé k@%ﬁer job.

2.3 Theoretical Review QQ

Over the past three decades, there has b 1@%6 increase in the amount of work and
family research being done. In an'%f to provide a clear understanding of the
interaction between the wo a@(b:mily domains, a number of theories have been
developed to explain the{n}\(-family interface, including the Coping Theory, Work-

Family Conflict @rer Theory, Border Theory, and Boundary Theory. The

researcher contends that putting these theories into practice will help people grasp

challeng‘e%rounding the work-family program:

ZQQ Role Theory

Over the past three decades, role theory has served as the theoretical foundation for
numerous studies on human resource management and has given businesses a
framework for allocating job responsibilities. This approach covers the numerous
responsibilities that employees play and the work-family program as a

multidimensional idea'** . It is the study of actions, personal traits in relation to
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circumstances or contexts, and a variety of processes that result in, justify, or anticipate
such actions. In order to complete their tasks effectively and efficiently, employees
must take on specialized work roles. The position requirements that can be met by
using specific behaviors are consequently presented to employees. When workers don't
fulfill their expected roles, consequences could happen that have an adverse effect on
their careers. Employees do really have a variety of competing responsibilities,.me(lkgilg
it difficult to properly fulfill their intended responsibilities. Con@tly,
organizations attempt to address problems brought on by employ; s. 'ﬁ%acity to
balance the demands of their job with their complicated fami.ly igastlons. It is clear
from the work-family program literature that modern hu&@ésource management

practices struggle to successfully integrate emploYe@glftiesm . Despite this, the

traditional single-breadwinner husband and fat el is giving way to dual-income
households, which is the primary cause 'f@juanging nature of labor roles. Beyond
that of the husband/father/breadwi%gd wife/mother/home-maker divisions, the
new dual-income family ne@)@% performing several duties. Second, it has been
linked to the expansion (}%m?met and mobile information technology use, which has
raised expectatio duties. However, mobile technology is family-friendly in
that it allows wiorkers to work from home, away from the workplace, and that it has
eroded tfl%linctions that previously existed between the domains of work and family.
E@rees consequently struggle to distinguish between their job and personal lives.

The work-family program and the effects of work and family roles on one another are
conceptualized in this study using the idea of roles. The role conflict perspective,
which is descended from the "scarcity" approach and asserts that there is a likelihood
for someone with multiple roles to experience role conflict, considering the scarcity of

time and energy, is the theoretical framework that has been widely used in the study of
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how work and family life affect each other. In order to postulate about the challenges
an individual has when juggling many roles, the scarcity method was developed.
Because different responsibilities compete for an individual's limited time and energy,
the authors feel that taking on several roles necessarily leads to time pressure and strain.
Similar to this, the likelihood of role conflict for someone playing numerous parts is
more than just a theoretical possibility; it actually exists and is felt by the person. Role
theory encourages social integration and describes how roles support the %@p of
society and social order'¥. Due to the non-egalitarian culture i . , which
supports and encourages the conventional or gender divisior.l oﬁ%bqr in the family,
traditional gender roles give enough expectation for wm@\b suffer more work-
family conflict. With more women entering the paid{&)qo% sector, the status quo is
getting worse. This puts further pressure on@&g Nigerian women who must
balance the already established conv t@gender norms with the new work
obligations that come with their lin% rk. This immediately puts a lot of strain on
their time and energy resour%@ﬁtionally, having to follow the established suitable
role behavior puts more strain on them, which can lead to gender role conflict or
disparities for w. @‘%o work in paid employment. Role theory emphasizes the
limitations plab%i‘ on working women as they attempt to program their traditional role
with the‘i%'rployment requirements. Women who work for pay, particularly those
w@% in the banking industry, are more likely than non-workers to feel more
pressure. Because the spouse does not increase his own share of the domestic duties, a
woman's "work week" grows once she takes on paid employment. The phrase "second
shift" refers to the duties that women assume after they get home from work and start
working the "second shift." The issue seems to be more severe for women

professionals who work at numerous Nigerian banks. Although Nigerian customs and
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culture require that these women devote the majority of their time and effort to their
responsibilities as wives, mothers, and home-makers, the demands and pressures from
their jobs make it incredibly difficult for them to fulfill these cultural expectations.
Working women in Nigeria, particularly those in the banking industry, appear to have
this experience. If these women attempted to live up to these role expectations and
requirements, it would only increase their role stress and conflict. There are now more
women working than ever before, and in industrialized nations, a number @erts

1 agﬁrmation

available about returning mothers in the context of und eve

147

have increased our understanding of the topic'*’. However, there is li

oped nations,
particularly in Nigeria. This investigation is anticipated t&@stigate any potential
distinctiveness that may be developing. The work-fé@ program has not gotten the
proper amount of attention in the literature.“fgvolvement in numerous roles (role
accumulation) is associated with role strai @yh various authors have defined as the
challenges associated with playing s%: oles. This is the basis for the application of
role theory to this study'#®. In t@%gerian banking industry, mothers who return to
work after having childre&frq@uently combine paid labor with caring for their families,
placing them in t@% where work needs compete with those of their families and
vice versa, po gﬂ‘y leading to role conflict. For instance, heavy workloads and a
lack of appropriate and workable work-family program rules are the key factors
c@%ng to work-family conflict among female employees in Nigeria. Therefore,
this study makes the critical argument that the time demands of the banking industry
place a strain on women bankers because the more time they spend on average outside
of the home fulfilling their work roles, the less time they will likely spend at home
fulfilling their gender roles, which could lead to work-family conflict and make it

impossible for them to avoid programming their work-family roles!3>.
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2.3.2 Enrichment Theory

Both work and family conflict and work-family enrichment are two-way processes.
People might feel satisfied when work, home, and self-integration create a feeling of
purpose. Work-family enrichment happens when the standard of living in one area,
such as the work position, improves as a result of experiences gained in the other area.
People who communicate across borders, from home to work, and from work to home
can also handle conflict. Consequently, a program can be completed since a@“&}n is
capable of integrating and separating the two realms. The phr e. N?@-family

enrichment" and other words like "enhancing," "

positive spil.lov " a\nd "facilitation"
are used to describe it. The work-life literature does not prq@\l clear explanation of
the contrasts between these concepts. Although most @Q{wve a common definition
that describes how experiences in one domam’ﬂ@xt improve one's quality of life in

another, two methods known as instrum é{@’es and emotional paths can be used to

encourage good performance and a ¢ effect in another position using resources
generated in one function. Wh@%sources flexibility, and material resources are
transferred directly to ther position and improve performance in the specific
domain, this is o as instrumental work-family enrichment. For instance, a
worker who i 1s ept at managing their time at work will be more effective at managing
childcare housework. Resources produced in one job contribute positively to that
r@%e in the affective work-family enrichment. As a result, the other domain will
experience happy emotions. For instance, when employees receive praise for a job well
done at work, they will feel cheerful and in a good mood at home. Some critics stated
that while psychological engagement, such as attention at work, was positively related

to men's psychological involvement in family life, psychological engagement in family

life is correlated with work engagement for women. For instance, those who are
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satisfied with their jobs at work are more likely to parent well and build strong
relationships with their kids. This will help the children's emotional growth, especially
in a favorable direction. Additionally, if employees receive more social support at
work, it will favorably affect their home lives, and support from their spouse and
children will improve their ability to do their jobs'*. Contrarily, it was found that
parents who work tend to gain a high level of patience from their Parental
responsibilities, which further enhances their working relationships withév\ co-
workers and subordinates. It can therefore be concluded that . eed to
adequately balance the demands of their two roles in order t(: r)e)\‘we.\t e various role
conflicts they encounter between their work and persong&xs that are adversely

affecting their WFB. This problem might be solvé@qﬁaving organizational and

social assistance, which would also help@%en manage their conflicting

responsibilities effectively. N ©
233 Spill-Over Theory EC')

The spill-over theory, whic e@%s on the enhancement approach, contends that
taking on multiple roles j%le'\accumulation) has benefits and advantages that result in
enriched resourc @nanced personalities; an individual may unintentionally carry
over work-rela&gfe‘lings, attitudes, skills, and behaviors into their personal lives and
vice Ver§$ﬂlover is the process by which a person's experiences in one capacity at
w@%uence those in another. These encounters may be advantageous or
disadvantageous. Other authors have made the case that a person's experience with
and/or pleasure in one function might flow over into the other role either positively or
negatively, leading them to the conclusion that this interaction is a significant factor in

work-family problems. In a similar vein, recent research has identified "spillover" as a

crucial link between work and family. They go on to define spill-over as the degree to
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which involvement in one area (such as work) affects involvement in another domain
(e.g., family). Positive and negative spill-over, which are bidirectional (happens in both
the work and family domains) and occur in both the work and family domains, are two
very separate concepts that are reflected by the term spill-over. Stressors that cause
conflict or interference between job and family are mostly to blame. Positive spillover
between the work and family domains is linked to resource enhancement and the
development of work-family initiatives. It may also be viewed as a circumsta@%ere
the fulfilment attained in one area is transferred to and mirrored in ar@

24 Review of Empirical Studies

Numerous studies have looked at the importance of work- {@alance initiatives and
their impact on organizational success. The findings q@@se studies provide evidence
that work-life programs and initiatives promﬁ&ployees' affective commitment,
which in turn improves organizational nce. For instance, Kim did study in
2018 on the interaction between affe ommitment and workers' performance: The
research's findings reveale th@' employee's experience with work-life balance
programs promotes affeﬁve commitment, which in turn improves such individuals'

performance in t hus, this study supports the idea that work-life initiatives

can influence &%anlzatlonal performance'°,

Similar to work life program initiatives,
these b&%nployees' affective commitment. The studies also revealed that higher
le@)gemployees' affective commitment to their employers frequently lead to higher
or better organizational performance. Contrarily, a number of studies, for instance,
have also demonstrated that where a family-work conflict has detrimental effects on
emotional health, physical well-being, and life satisfaction, this can lower employee
productivity and performance, which can then result in decreased organizational

193

performance'” .The effects of a worker's family troubles on the workplace cause the
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worker to spend time at work and lose focus while performing their duties. This proves
that programs to promote work-life balance have a favorable impact on both employee
and organizational performance. The program for work-life balance in Nigeria is
explored and discussed in the next section. The section examines the unique
characteristics of Nigerian workers and what work-life programs mean to Nigerian
workers, with a focus on female workers. The section also examines the Peculiar
difficulties encountered by Nigerian workers and how these difficulties %&} the

143

effectiveness of organizations in Nigeria'*. A survey conducted wo -.' Q@ramme
reported that about 1,100 organisations around. There are at. le eight work-family
program rules that the US has put into place. The authors li&G:gxmber of factors from
the viewpoints of the organization and the empfc@s that support work-family
program implementation. Using a sample size o@'%spondents, a study on exclusive

breastfeeding among nursing mothers i@yrian banking industry found that only
pto 6

28.5% of respondents practiced it fc%' months and that 56% of respondents did
it at all. Only 7% of resp nd@xclusively breastfed because they preferred it,
compared to 25% who excluswely breastfed because they were aware of the
advantages. The % respondents who did not engage in EBF cited a hectic
work schedul QG reason209. This helps to explain why infant mortality and
malnutr@re so common in poor nations. Nigeria has the highest rate of under-five
ru‘@mrtality in Sub-Saharan Africa (242.7 per 1,000), primarily as a result of
inadequate baby feeding practices. This is a result of the ongoing socio-cultural and
economic developments taking place not only in Nigeria but also around the world.
The necessity for women to engage in income-producing activities was prompted by

the developing world's quickly changing processes and increasingly challenging

economic environment. One factor that affects how much time nursing mothers are
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allotted is their mother's professional standing. Given the many advantages of
breastfeeding, it is imperative that working moms are aware of its significance and
receive the necessary support, especially at the workplace!>!1>2, It can be more difficult
for nursing moms to implement and maintain exclusive breastfeeding in an
unfavorable work environment, such as the Nigerian education sector, which is
infamous for its long work hours and heavy workload. Numerous marriag?s have
broken up or divorced as a result of this culture's lengthy hours. This tr@:s a
negative impact on people since Nigeria is a family-oriented (traditi a. ?sz), thus
when a family system fails, it is viewed as a failure on the Eart tke person, which
tends to have an impact on their achievement. &%\

According to one of the reports from the Families aﬂ@r Institute's 2018 National
Study of Employers, out of 1100 companies@l US, companies with a female
employee population of over 50% are ikely to offer flexible scheduling options
than companies with a female emplayec¢=population of less than 24%.. Additionally,
studies show that companies wit@%ajority of female employees in Europe are twice

as likely to offer flexible o%klng hours and unpaid leave, and are nearly four times

more likely to pr 'c@%e sort of dependency care benefit. For instance, in the UK's
National He% ge?‘vice (NHS) and retail industries, where women make up the
majority e workforce, these organizations will face significant demand from
V\@% adopt work-family program policies and practices. This pressure cannot be
disregarded. A growing percentage of women in the workforce was associated with
the introduction of work-family program policies in a number of different industrial
sectors in developed nations. However, it has been determined that women employees

who work in low-level positions within organizations or on production lines, as is

frequently the case in poor nations like Nigeria, have little influence over the adoption
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of work-family program rules and practices. According to several other academics,
women needed some degree of flexibility in their working arrangements as part of a

novel employment structure'®”

. Using the Anaocha Local Government Area of
Anambra State as a case study, the study further explores the impact of monetary
incentive packages that act as a motivator on the workforce and therefore boost output.
It also sought to review the effectiveness and efficiency of the policies, insti.tutions,
and procedures used to administer such financial incentives in order to @ine
whether they are adequate given the circumstances in the natio a. ﬁg@provide
recommendations as needed. Since it has been determined tlzat g&aeshavior, with the

exception of involving responses, is goal-directed, manager@use the organization's

financial incentives policy in an effort to directly in&@ employees' motivation and
productivity in the workplace in order ‘\@her the objective of their

@@etween work and family as well as

7 plans to leave the company, absenteeism,

establishment'*®1%°, Examine the relati

workplace outcomes such as produ%/:
organizational commitment, or@%mitment, and burnout. The finding suggests that
conflict that arises when gg{son's responsibilities for their family conflict with their
work will have e@ltal effect on their performance and attitudes at work. The
authors also dwvered that friction between work and family, regardless of direction,
i assogh%‘ with higher turnover intention, care-related absence, and a lesser
c@tment to organizations and work. Both work-to-family conflict and family-to-
work conflict were shown to be strongly correlated with turnover intentions in their
model for predicting turnover intentions. Interference between life and work occurs
when obligations to one's family and other areas of one's life make it difficult to do
one's job well. This is influenced by a number of circumstances, including as the

presence of young children, primary parental duty for children, elderly care duties, and
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interpersonal conflict within the family, unsupportive family members, and a parent
taking time off work to care for a sick child. The struggle between work and family has
now reached crisis proportions within the organizations. It has become increasingly
difficult to develop a schedule that balances work and family because of the current
increase in the number of women in the labor force, increased employment demand,
and extended working hours. Being in charge of home affairs and spending more time
in the family sphere than males does make women more susceptible to intrusion from
work and family. Nevertheless, because they spend more time engaged in wotk-related

activities than women, men generally encounter work-family confligt'3’.

241 Conceptual Framework

Work life Balance Programs Performance of Female
Academic Staff

.. H
Health Care Provision : Research
Output
Telecommuting Teaching
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Engacement
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—

Figure 2.2. Source: Researcher Computation (2022)
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2.5 Summary of Gaps in Literature Reviewed

In this chapter, the work-family program literature was critically reviewed. The review
of numerous work-family studies and theories indicates different attempts that have
been taken as well as variations that exist between situations. Most crucially, the
literature showed that the majority of work-family programme studies were conducted
in industrialized nations, with very few literatures discovered to be devotec} to_the
African continent. Extending the research beyond the advanced economiesé}nes
even more vital when taking into account the national differe e. \%rms of
development, policies, culture, and social issues. This suggefts‘&@rther empirical
research has to be done in an African context, especiallyh@igeria, to learn more
about the work-family policies of employees there. T@eoretical framework gives a
basis for creating a model that adds to our undeta@g of the work-family boundary
theory and may serve as a scientific q@éﬁon for the analysis of work-family
programs'>!. In this study, the Wo%gl‘é Balance Programs and Female Employee
Performance at the Univers%@&beokuta in Ogun State are examined. Therefore,
in order to better grasp t g%)al of this study, it is vital to understand the contextual
environment, the @‘%1 context and current activities of the Nigerian educational

system are thu§{presented in the next chapter
Y p

QQ
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Chapter Three

Methodology
This Chapter describes the strategies, various social and scientific methods the
researcher employed to investigate the objectives stated, research question raised and
test hypotheses formulated in the introductory chapter of this study. The methods
employed follows a synthesized framework, which include: the research desigt.l for this
study, the study population, population of sample size, sampling techniqu%%&'pted,
methods employed to collect data, research instrument, validity, a : 1 y of the
research instrument. Also, the pilot study administration, and re ngl of the research
instrument, method of data analysis and mathematical mode Jég\éach hypothesis tested.
3.1 Research Design
This study adopted descriptive research desi@ udy a subset of population and
investigate work-live balance program @smance of female Academic of Federal
University of Agriculture Abeokuta,’&ifétata Nigeria. The advantage of this method
is that it has an economic a Val@ over the longitudinal survey design and it is less
cumbersome!. Studies %n'd’ descriptive research design appropriate in specific
circumstance, fo @ when examining the impact of work life balance programs
on performanck\oige‘male Academic at a point in time.
3.2 Population of the Study
T@)pulation of the study comprises of 127 Female Academic staff in federal
university of Agriculture, Abeokuta, Ogun State Nigeria. The institution chosen is a

well-organized institution that supports the goals of this research.
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3.2.1 Brief profile of Federal University of Agriculture Abeokuta

Federal University of Technology, Abeokuta (FUTAB) was established by Federal
Government in 1983. Then, in 1984, it was merged with the University of Lagos and
had its name changed to the College of Science and Technology, Abeokuta (COSTAB).
On January 1, 1988, Federal Government of Nigeria changed it name again to
University of Agriculture, Abeokuta (UNAAB) when additional three University of
Agriculture was established. On that same day, Professor Nurudeen OlopgnsNimbe
Adedipe was appointed the pioneer Vice-Chancellor of the University but agSumed duty
officially on 28 January 1988. It started its operation at a mini-campus.at Isale-Igbein in
the center of Abeokuta, the capital of Ogun State. The Unjwversity later moved into its
permanent site which is located some 20km away and,$hares a common boundary with
the Ogun-Oshun River Basin Development Authgrity on the Abeokuta-Ibadan Road. In
the year 2012, University of Agriculture, Abeokuta (UNAAB) was change to
Federal University of Agriculture, Abéokuta (FUNAAB) by the fourth substantive
Vice-Chancellor, Professor Oluywafemi Olaiya Balogun. The University has 10
Colleges, namely, College of Agriculture Management and Rural Development
(COLAMRUD), Eollégesof Animal Science and Livestock Production (COLANIM),
College of Biglogical Science (COLBIOS), College of Engineering (COLENG),
College “Entrepreneurial and Development Studies (COLENDS), College of
Efwironmental Resources Management (COLERM), College of Food Science and
Human Ecology (COLFHEC),College of Physical Sciences (COLPHYS), College of
Plant Science and Crop Production (COLPLANT) and College of Veterinary Medicine
(COLVET) with 138 programmes, Currently, the University have 18,517 undergraduate
students, 1,252 postgraduate students with 658 academic staff and a total of 2,420 staff

both academic and non-academic.
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33 Sample Size and Sampling Technique

One Hundred and Twenty Seven (127) female academic staff members of the Federal
University of Agriculture in Abeokuta, Ogun State, make up the study's population.
Hence this study adopted census approach by taking the whole populat.ion into
consideration. Q’)&\

34 Research Instrument : QO

This study adopted survey method that involves the use of stl;uctﬁ questionnaire that
serves as the primary data collection tool. There are tw&%'}ﬁponents to this. The
respondents' profiles were covered in part one. The @%ﬁ component served as the
principal tool for compiling the data in accorda@%the problem statement.

3.5 Validity of Research In h@’

The study adopted both content and Censtrtcts validity. The supervisors who are experts

went through the instmmentt\o)@' the content coverage and clarity of the questions

on the issues that was in\%ﬁg?ted
3.6 R@@o

In determinir%{l}e reliability of this research instrument, the Cronbach’s Alpha was

the Research Instrument
used to ‘%re the reliability of the instrument, taking into consideration the rule of

95 Alpha, which states that the result is reliable when the research instrument

yields a figure higher than 0.7. as shown in the Table 3.2:
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Table 3.1 Cronbach’s Alpha Analysis for the Pilot Instruments

Construct/Variables Number of Items Cronbach’s Alpha Cronbach’s Alpha
(Results) (Decision Rule)
Health Care Provision 5 0.77 > (.7 (Reliable)
Telecommuting 5 0.79 > (.7 (Reliable)
Flexi Time 5 0.84 >0.7 (Relial.alezb.
Research Output 5 0.86 >0.7 (Rel%&p
Teaching Engagement 5 0.89 > : le)
Community engagement 5 0.77 . (),\7 (Reliable)
Mean value of Cronbach 30 0.794 Q}&%\ > (.7 (Reliable)

Source: Statistical Package for Social Sciences (SP%

A0\
. \S4
Researcher Computation (2022) Q

3.7 Method of Data Collecti h©

Primary data was collected to addre%l jectives of this studies so that it can reduce

the chances of obtaining inc%@'t'a. An organized questionnaire was used to gather
the data. The data was glle'c’:ted using structured questionnaire in line with existing
studies, Female @s of Federal University of Agriculture in Abeokuta, Ogun
State Nigeria éﬁ@)was analysed using descriptive statistics and inferential statistics for
the stud‘y%matrix table was created with the questionnaire's responses. Afterwards,
a@s and compilation of the data gathered were analyzed.

3.8 Method Data Analysis

The data was obtained through the administration of questionnaire to Female
Academics of the Federal University of Agriculture in Abeokuta, Ogun State Nigeria,
and were analyzed using a descriptive statistics and inferential statistics. Descriptive

statistics were used to analysed the variables in the questionnaire and to answer the
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question. The inferential statistics was used to test the hypothesis formulated for this
study. Hypotheses 1-2 were achieved through multiple regression analysis because it
addressed the effect of many independent variables on the dependent variables.
However, hypothesis two was examined through hierarchical multiple regression so that
the moderating effect of environmental dynamism on the interaction between Work-life
programs can be established. The result of the hypothesis was signiﬁca.lnt at a

probability value of less than 0.05. The descriptive and inferential statistics wq%}rried

out through the use of Statistical Package for Service Solution (SPSS)@%@S.

Table 3.2 Likert Scale System %.’
. \
A
Rate Verbal Interpretation %" Range
S
4 Strongly Agree (SA) ° 3.6-4.0

>
3 Agree (A) 2.6-3.5

2 Disagree g@ 1.6-2.5

1 Strong gree (SD) -1.5

Source: Researcher @n&ﬁon (2022)

s

>

QQ
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Chapter Four
Results and Discussion of Findings
This chapter focused on the data collected through a questionnaire designed to gather
information on the relationship between work-life balance programs and the
performance of female academics at the Federal University of Agriculture, Abeokuta,
Ogun State. This chapter also analyzed and interpreted respondents' dem.ographic
characteristics and the descriptive statistics and discussion of the ﬁndings.é{g\ls in
addition to the test of formulated hypotheses that guided this stud .esﬁondents'
demographic profiles and descriptive statistics were pressn@nﬂ tables, and the
findings were interpreted accordingly underneath each tabl&%\m same time, the test

of hypotheses was also presented in tables and ﬁgdri\‘gwl appropriate captions and

interpretation, while the discussion of the findi asS supported by similar findings in
the literature. :‘ ©
4.1 Response Rate '6

One hundred copies of t c@onnaire (100) were distributed among Female
Academic Staff. Only ni y;s\even (97) copies of the questionnaire were recovered and
used for the an Q‘%is implies a response rate of 97%, which is sufficient for

drawing empi?%l inferences on the work-life balance program and performance of

female A ics of FUNAAB. The response rate is depicted in Table 4.1.
)
‘%‘ .1: Respondents’ Response Rate
Number Percentage
Returned copies of the questionnaire 97 97%
Copies of the questionnaire not returned 3 3%
Total 100 100%

Source: Researcher Computation (2022)
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Table 4.1 shows the percentage of the returned rate of the copies of the questionnaire
administered to the respondents from Female Academics in the Federal University of
Agriculture, Abeokuta, Ogun State that participated in the survey. Few missing data
were observed and were taken care of during the data cleaning stage before the actual

analysis. In total, only 97 copies of the questionnaire were found useable for the

analysis. Qh)&\

4.1 Data Analysis ,%\

4.1.1 Demographic Profiles of Respondents
The respondents’ demographic profile of Female Academ1®he Federal University

of Agriculture, Abeokuta is in Table 4.2. This cut at GA age brackets, marital status,

educational qualifications, and the cadre of resp@%
Table 4.2 show the demography chara @ of Female Academics at the Federal

University of Agriculture, Abeokuta rticipated in this study.

Table 4.2 Demography& @erlstlcs of Respondents

FMuency Per cent

Q"Q 2
*Less than 30 g) 2.1

31-40 yé% 26 26.8
4‘@9«1ts 33 34.0

\S}

50-60 years 27 27.8
above 60 years 9 9.3
Total 97 100.0

Source: Researcher Computation (2022)
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Age: The age distribution of respondents shows that out of the 97 respondents, 2(2.1%)
were less than 30 years, 26(26.8%) were within the age group of 31 - 40years, and
33(34.0%) the respondents were within the age group of 41-50 years. In addition,
27(27.8%) were within the age group of 51-60 years, while 9(9.3%) were above 60
years at the time of filing this report. Further to the data presented, it was discovered
that most of the respondents were within the age group of 41-50 years. This .su%ists
that most of the respondents were within the active population. Q’)&\

Marital Status: The marital status of the respondents shows .'f\ 2%) of
respondents were single while 90(92.8%) respondents were rr.larrj% k}owever, most of
the respondents are married. This implies that in a way m@ the respondents were

married women that have experience when it comes to, db%er and family life.

Table 4.2 Demography Characteristics Uﬁ@%ldents

Frequenc % Per cent
N

Marital Status '6\.)
Single Q)(b" 7.2
Married MO 92.8
4%'»
Total (\ ‘Q 97 100.0
)

Source: Reseé&%@r’Compntation (2022)

Teachi@perience: Concerning the respondents’ teaching experience in the
u9, out of 97 female academics sampled, 14(14.4%) had below six years of
teaching experience, 17(17.5%) had between 6 — 10 years teaching experience,
31(32.0%) had between 11-15 years of teaching experience. In addition, the finding also
revealed that 14(14.4%) of the female academics sampled had between 16-20 years of
teaching experience, 11(11.3%) had between 21-25years teaching experience while

10(10.3%) had above 25 years of teaching experience in the university. Most
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respondents, representing 32%, had between 10-15 years of teaching experience. This
implies that most of the respondents that participated in the study had sufficient
teaching experience and the information provided by them could be adjudged reliable.

Table 4.2 Demography Characteristics of Respondents

Frequency Per cent
Teaching Experience
Below 6 years 14 14.4 Qh&
6-10 years 17 17.5 ‘%.\QO
11-15 years 31 32 -

16-20 years 14 &Q§
21-25 years 11 ',6% 11.3

Above 25 years 10 @ 10.3
Total 97 C @ 100.0
A )

Source: Researcher Computation (2@)'

Length of Service in the C@ niversity: The researcher examined the length of
service of the female acz%m%cs within their current university. The findings revealed
that only 9(9.3"/@%%1‘( below 6 years in their current university, 28(28.9%) had

spent bethe%JO years in their current institution and 24(24.7%) had spent between

11-15 years,in their current university. Similarly, it was also discovered that 21(21.6%)
ogaondents had spent between 16-20 years in their current institution while
15(15.5%) of respondents had spent over 20 years in their current institution. This
finding implies that most of the respondents had spent a reasonable number of years at

the Federal University of Agriculture, Abeokuta.
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Table 4.2 Demography Characteristics of Respondents

Frequency Per cent

Length of service in the current organization

Below 6 years 9 9.3
6-10 years 28 28.9
11-15 years 24 24.7

A
16-20 years 21 21.6 Q‘S\
21-25 years 15 15.5 é S\QO

Total 97 .1%.,

Source: Researcher Computation (2022) Q»SOY
Present Academics’ Status/ Cadre: It was in the int %& of the researcher to find out

the different academic statuses of female acade@lhat participated in the survey. The

findings revealed that 21(21.6%) of thﬁj%{aﬂcademics that participated in the study
aders,

were Professors, 13(13.4%) were 15(15.5%) were Senior Lecturers and

16(16.5%) were Lecturer In%ﬁtion, it was also discovered that 23(23.7%) of

respondents were Lectur I..§(8.2%) were Assistant Lecturers while only 1(1.0%) was

Graduate Assista@@e%}me this study was conducted.

N
QQ%Q
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Table 4.2 Demography Characteristics of Respondents

Frequency Per cent

Present Academics’ status/ Cadre

Professor 21 21.6

Reader 13 13.4

Senior Lecturer 15 15.5 .
Lecturer I 16 '{b'

16.5 é
Lecturer II 23 23.7 ,%\QO
8

Assistant Lecturer 8 . 42%.’
N
Graduate Assistant 1 &% 0
'é)

Total 97 ) \4 100.0

‘ 7

Source: Researcher Computation (2022) N

College: The findings revealed that . géﬁ%f the respondents 16.5% were from
COLAMRUD followed by COLER@d COLFHEC which represent 12.4% each. In a
related development, 10.3‘%@6‘1’6 from COLPLANT and COLVET. Meanwhile,
9.3% were from COLBI 8,3% were from COLPHYS and 5.2% were from Library.

This implies th{fj@lig academics in almost all colleges in the university were

adequateli re%sﬁnted in the study.
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Table 4.2 Demography Characteristics of Respondents

Frequency Per cent
College
COLAMRUD 16 16.5
COLANIM 11 11.3
COLBIOS 9 9.3

COLENDS 1 1.0
&>

COLENG 3 3.1 ,%\QO

COLERM 12 . L\ "

COLFHEC 12 @4
COLPHYS 8 ’ \4 8.2

COLPLANT 10 QQ 10.3
COLVET 10 C.)\\% 103

LIBRARY 5%"%, 52
Total \% 100.0

Source: Researcher C@ﬁﬁon (2022)

4.2 D@v Statistics

Descripti ics were used with appropriate interpretation underneath each table.
This s@o contains the results of the descriptive analysis. It must be noted that five
L@scales were used for the descriptive statistics ranging from Strongly Agree (5),
Agreed (4), undecided (3), Disagreed (2) and Strongly Disagreed (1). The descriptive
statistics are presented in Tables 4.3 —4.8.

Frequency distributions and mean values were used to analyse the data. However,

before analyzing the frequency distributions in this study, the satisfaction level was

calculated using five Likert scale levels as follows:
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Maximum level — Minimum level
Number of levels

5-1
5 =0.80

For this reason, Table 4.2 shows the criteria for considering the mean satisfaction level.
This implies the score satisfaction level for strongly agree is between 4.21-5.00, Agree
is between 3.42-4.20 and undecided is between 2.61-3.40. Similarly, the mean
satisfaction level for disagreeing is between 1.81-2.60 while that of strongly disagree is

between 1.00 -1.80.

Table 4.3 Telecommuting %.\
AN
S/N Items SD D U A ,@BA Mean SD
Telecommuting (TC) QQ)
PN\
TC1 1enjoy the internet 23 @"6 0 065
facility at th 3.969 -
actiity atthe (23.7) (55 4)%14 4 (62)  (0.0)
university campus.
TC My university 10 g-) 23 7
2 th f
ericourages He use o (%@. 24.7) (340) (23.7) (1.2)
the intranet in 1.0920
o . 3.072
communicating with
other staff within
campus. ‘Q
TC Ienjoy gl{:n 34 25 17 1
3 resear d teaching 1.0399
20.6) (35.1) (25.8) (17.5) (1.0) 3.567 :
% rusng 200 G5 (258) (17.5) (10)
St 1 channels.
T y university 0 8 26 29 34
4 id ith
PTOVIEEs me Wi 0.0) (82) (26.8) (29.9) (35.1)
communication 2182 0.9754
gadgets (phone, '
laptop) to do my
work.
TC M}/ university 0 13 31 20 33 sayy 10707
5 reimburses me for :

data used outside the (0.0) (13.4) (32.0) (20.6) (34.0)
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University campus.

Average 0.9949
3.0274

Source: Researcher Computation (2022)

Table 4.3 shows the respondents' views on telecommuting. This was measured with five
(5) items, as indicated in Table 4.3. One of the items for measuring telecommuting was
to find out if the respondents enjoy internet facilities on campus. It was discovere‘%t‘hat
23(23.7%) of the respondents strongly agreed and 54(55.7%) agreed tha.t th @\oy the
internet facility on campus. On the other hand, 14(14.4%) of th %nts were
undecided while 6(6.2%) disagree with the statement with a mg@ﬁre 0f 3.969 and a
standard deviation of 0.7965. However, most of the resp%%\sagree that they enjoy
the internet facility on campus. ) \Q

It was also in the researcher's interest to know i@miversity encourages the use of an
intranet in communicating with other .févi in the campus. 24(35.0%) positively
affirmed the statement, 33(34.0%)®her agreed nor disagreed with the statement,
while 30(30.9%) disagreed aqd stiongly disagreed with the statement with a mean score
of 3.072 and a standard.deviation of 1.092. This reveals that respondents believe that
the university er@@the use of intranet in communicating with other staff within
the campus. \

The researcher also wanted to find out if the respondents enjoy doing their research and
tea@g work better using virtual channels; 54(55.7%) believe that female academics
enjoy doing their research and teaching work better using virtual channels, 25(25.8%)
neither agree nor disagree with the statement while 18(18.5%) had a conflicting view
about the statement with a mean score of 3.567 and standard deviation of 1.0399. This

implies that the respondents enjoy doing their research and teaching work better using

virtual channels.
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The study also wanted to find out if the university provides me with communication
gadgets (phone, laptop) for academic staff to do their work. It was discovered from the
descriptive statistics that 8(8.2%) agreed that the university provides communication
gadgets (phone, laptop) for them to do their work, 26(26.8%) of the respondents were
indifferent about the statement, while 63(65.0%) had a contrary opinion, with a mean
score of 2.182 and standard deviation of 0.975. This suggests that respondent§ believe
that the university does not provide them with communication gadgets (phon%%ops)
to do their work. : \

It was also in the interest of the researcher to know if the uniyer%@imburses female
academics for data used outside the University campus; {@&.4%) agreed that the
university reimburses female academics for data usé@tmde the University campus,
31(32.0%) of the respondents were indifferen@%the statement while 53(54.6%)

respondents strongly disagree and disaiz}@ﬁy the statement with the mean score of
07

2.347 and standard deviation of 1. his reveals that most of the respondents

strongly disagree that the ur@eimburses female academics for data used outside

sV

>

the University campus

QQ
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Table 4.4 Flexi Time

S/N Items SD D U A SA Mean SD

Flexi Time (FT)

FT1 Ienjoy working 14 40 22 18 3
from home. 3.453 1.0510
(14.4) (41.2) (22.7) (18.6) (3.1)

FT  Thavetime formy 17 36 29 12 3

) family while 3.536 1.@

working from (17.5) (37.1) (29.9) (12.4) (3.1) Q)
home. .

FT  Working outside 14 40 24 16 3 ‘$\
3 the University 3474 1.0317

gives me time to (14.4) (41.2) (24.7) (16.5) 63){&"
do other things.

S
FT  Shorter teaching 11 31 32 ?()QQ;SV

hours and intervals

4
between my (32.0) (33, @6) G.1)
lecture periods (11.3) 3.278 1.0179
help me to refresh

my mind to teach N @
better. ( )

FT  Ibalance my work 14 % 37 14 4

5 and home (b‘
responsibilities {%{5‘ (28.9) (38.1) (14.4) (4.1) 3-350 10311

better when doing
virtual teaching. "

Average ™ () 3.418  1.0305

Source: Res er Computation (2022)
Table 4.4 shows the respondents' opinions on the flexi-time arrangement. This was

m@ed with five (5) items, as indicated in Table 4.4. One of the items for measuring
flexi-time arrangement was to find out if the respondents enjoy working from home. It
was discovered that 14(14.4%) of the respondents strongly agreed and 40(41.2%)
agreed that they enjoy working from home. On the other hand, 22(22.7%) of the

respondents were undecided while 21(21.7%) had an opposing view of the statement
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with a mean score of 3.453 and a standard deviation of 1.051. However, most of the
respondents agree that they enjoy working from home.

Also, it was in the interest of the researcher to know if female academics have time for
their family while working from home. 43(54.6%) positively affirmed the statement,
15(15.5%) neither agreed nor disagreed with the statement, and 29(29.9%) were
indifferent to the statement with a mean score of 3.536 and a standard deviati(% of
1.021. This reveals that respondents believe that they have more time for th%‘%ﬁilies
while working from home. : '\QO

The researcher also wanted to find out if working outside the.U i ers}ty gives females
academic time to do other things; 54(55.7%) believed@ working outside the
University gives females academic time to do other thi @4(24.7%) neither agree nor
disagree with the statement while 19(19.6%) hé@licting view about the statement
with a mean score of 3.474 and standar de{@gn of 1.0317. This implies that working
outside the University gives females& ic time to do other things.

The study also wanted to fin ou@%mrter teaching hours and intervals between lecture
periods help female acadxig’s to refresh their mind to teach better. It was discovered

from the descripti e@‘%tlcs that 42(43.3%) strongly agreed and agreed that shorter
teaching hour&@)gﬁ‘ltervals between lecture periods help female academics to refresh
their ml‘r%?‘ teach better, 32(33.0%) of the respondents were indifferent about the
s@%, while 23(23.7%) had a contrary opinion, with a mean score of 3.278 and
standard deviation of 1.0179. This suggests that respondents believe that shorter
teaching hours and intervals between lecture periods help female academics to refresh
their minds to teach better.

In a related development, the researcher wanted to know if female academics balance

their work and home responsibilities better when doing virtual teaching.; 42(43.3%)
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strongly agreed and agreed that female academics balance their work and home
responsibilities better when doing virtual teaching, 37(38.1%) of the respondents were
indifferent about the statement while 18(18.5%) respondents strongly disagree and
disagree about the statement with the mean score of 3.350 and standard deviation of
1.0311. This reveals that most of the respondents agreed that female academics balance

their work and home responsibilities better when doing virtual teaching.

Table 4.5 Health Care Provision Q’)&\
<
S/N Items SD D U A SA ; %n SD
Health Care Y
[ ) ”
Provision (HCP) ‘\\,
xS
HCP1 My university has a 41 41 T, @" 1
functional clini d 4.175 .9243
fetional ¢ie ant 423y (42.3) \(7.2) (1.0)
maternity centre.
HCP I get immediate 31 .© 0 0
2 attention at the

University clinic

(320) ONG36)  (144) (00) (00) 4175 6616
P

whenever am sick.

HCP Drugs are readi@ﬁh 52 22 6 0

3 available@ 175 536 @21 62 oo 524 107

university clinic.

HCP4 @nediate 19 35 31 120

Q%ﬂyenioyed (19.6) (36.1) (32.0) (12.0)0 (0.0) 3.628 .9389

health care benefits

from this University.

HCP NHIS pay my bill on 1 9 45 31 11
5 referral to any 2.567 .8527

(1.0) (9.3) (46.4) (32.0) (11.3)
hospital.

Average 3.6738 0.8336
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Source: Researcher Computation (2022)

Table 4.5 shows the respondents' opinions on healthcare provision. This was measured
with five (5) items, as indicated in Table 4.5. One of the items for measuring healthcare
provision was to find out if the sampled university has a functional clinic and maternity
centre. It was discovered that 82(84.4%) of the respondents believe that the university
has a functional clinic and maternity centre. On the other hand, 7(7.2%2 of the
respondents were undecided while 8(8.2%) had an opposing view of the stat%*}with
a mean score of 4.175 and a standard deviation of 0.924. How; . Q’@t of the
respondents agree that the university has a functional clinic an.d rq%m@ty centre.
Besides, the study intends to find out if female academics g&@ﬁediate attention at the
University clinic whenever they are sick. 83(85.6%@@6 of the view that female
academics get immediate attention at the Univé@%nic whenever they are sick, and
14(14.4%) were indifferent to the state é@g a mean score of 4.175 and a standard
deviation of 0.6616. This reveals %t' ost of the respondents believe that female
academics get immediate att%@he University clinic whenever they are sick.

In addition, the researcgi.t\ltends to find out if drugs are readily available at the
university clinic; Q o) affirmed that drugs are readily available at the university
clinic, 22(22.7‘)’@&were undecided about the statement while 6(6.2%) had a conflicting
view abf)%e statement with a mean score of 3.824 and standard deviation of 0.7907.
T@%ies that drugs are readily available at the university clinic.

The study also wanted to find out if the immediate family of the female academics
enjoy health care benefits from the sampled University. It was discovered from the
descriptive statistics that 54(45.7%) strongly agreed and agreed immediate family of the
female academics enjoy health care benefits from the sampled University, 31(32.0%) of

the respondents were indifferent about the statement, while 12(12.0%) had a contrary
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opinion, with a mean score of 3.628 and standard deviation of 0.8527. This suggests
that respondents believe that the immediate family of the female academics enjoy health
care benefits from the sampled University.

Similarly, the researcher wanted to know if NHIS pays bills on referral to any hospital,
10(10.3%) strongly agreed and agreed that NHIS pays bills on referral to any hospital,
45(46.4%) of the respondents were indifferent about the statement while 42.(43.3%)
respondents strongly disagree and disagree about the statement with the me%%e of

2.567 and standard deviation of 0.8527. This reveals that most @ondents

disagree that NHIS pays bills on referrals to any hospital. %.\
S
&
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Table 4.6 Research Output

S/N Items SD D U A SA Mean SD
Research Output
(RO)

RO1 I have the required 48 37 10 2 0
number of publications

(49.5) (38.1) (103) (2.1) (0.0) 4350 7505

for my next-level . %
promotion. Q‘S\

RO2  Since I joined this 47 25 16 8 QO

University, I have been

(48.5) (25.8) (16.5) (8.2 gl.O)
able to publish up to ten N \ 4.123

(10) articles in learned &%\
: QQ)

1.0333

journals.

RO3 I publish a minimum of 4 24 @ 29 8
5 journals per year .
SRR PR (@) C}!@a (33.0) (299) (822866 10168

since I joined this

University.

RO4 1 feel satisfied with ﬁ;& 49 10 9 0

contribution to
4%'3 (29.9) (50.5) (10.3) (9.3) (0.0) 4.010 8838
knowledge a

University.
RO5 1 (@easy to publish 9 40 33 12 3

is University. 3.4124 9326
9.3) (41.2) (34.0) (12.4) (3.1)

St
: Average 3.7522 0.9234

Source: Researcher Computation (2022)

The descriptive statistics of research outputs of the female academics in the selected
university are depicted in Table 4.6. This was measured with five (5) items. One of the

items for measuring research outputs arrangement was to find out if the respondents
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have the required number of publications for their next level promotion; 48(49.5%) of
the respondents strongly agreed and 37(38.1%) agreed that they required the number of
publications for their next level promotion. On the other hand, 10(10.3%) of the
respondents were not sure if they have the required number of publications for their
next level promotion, while 9(9.2%) noted that they do not have the required number of
publications for their next level promotion with a mean score of 4.350 and .stem(gjlrd
deviation of 0.7504. However, most of the respondents strongly agree that th%'&gxe the
required number of publications for their next-level promotion. : QO

Furthermore, it was in the interest of the researcher to know .if fi ale\ academics since
they joined the selected university have been able to publi@to ten (10) articles in
learned journals. It was discovered that 72(74.2%) b@%y affirmed that since they
joined the selected university have been able to@%up to ten (10) articles in learned

journals, 16(16.5%) neither agreed nor '§® with the statement, while 9(9.2%) had
a conflicting view with the statemenﬁg‘g mean score of 4.123 and standard deviation
of 1.0333. This reveals th%@%ems posited that since they joined the selected
university have been ablg%p}\lblish up to ten (10) articles in learned journals.
Moreover, the r @ also wanted to find out if female academics publish a
minimum of @mals per year since they joined the University; 28(28.8%) were of the
opinion t hey publish a minimum of 5 journals per year since they joined the
9 , 32(33.0%) were undecided with the statement while 37(38.1%) had a
conflicting view about the statement with a mean score of 2.866 and standard deviation
of 1.0168.

Similarly, the study also wanted to find out if female academics feel satisfied with their

contribution to knowledge at the University. It was discovered from the descriptive

statistics that 29(29.9%) strongly agreed and 49(50.5%) agreed that they feel satisfied
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with their contribution to knowledge in the University, 10(10.3%) of the respondents
were indifferent about the statement, while 9(23.7%) disagreed with a mean score of
4.010 and standard deviation of 0.8838 This suggests that respondents believe that they
feel satisfied with their contribution to knowledge in the University.

In addition, the researcher wanted to know if female academics find it easy to publish in
the University; 9(9.3%) strongly agreed and 40(41.2%) agreed that they find 1t easy to
publish in the University, 33(34.0%) of the respondents were indifferent@ the
statement while 15(15.5%) respondents strongly disagree and disa Q‘@oout the
statement with the mean score of 3.4124 and standard deV1at10n 9;526 This reveals
that most of the respondents were of the opinion that they @ easy to publish in the

University.
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Table 4.7

Teaching Engagement

S/N Items SD D U A SA Mean SD
Teaching
Engagement (TE)
TE1 I work with intensity 51 43 3 0 0
hi 4494 561
onmy teaching (526) (443) (1) (00) (00) +¥4 5613
engagement. . %
TE2 Idevotealotoftime 63 33 1 0 0 Q}&
andenergy omy 10y 340) (1.0) (0.0) (0.0t 5038
teaching job.
. \%ﬁ
TE3 Inever missany of 44 37 10 6 %“Q
my lecture @54) (38.1) (10.3) E%&i (0.0) 4.226 8720
schedules. '&
TE4 Idevote a lot of 62 33 Q 0 0
ttention t y 4.618 .5292
atiention to-my 63.9) 4&@2.1) 0.0) (0.0)
teaching job. .6
TES I exert extra effort to 6%% 29 2 2 2
complete my 39) (299 @.1) @) Q1) 4515 8179
lectures. 4%'\
‘ ) : Average 4.498 0.6568
X,
Source: s@‘l‘ler Computation (2022)

Table 6 epicts the respondent’s opinion on the teaching engagement of female

aca

ics. This was measured with five (5) items on a 5-Likert scale. One of the items

for measuring teaching engagement was to find out if female academics in the selected

university work with intensity on their teaching engagement. It was discovered that

51(52.6%) of the respondents strongly agreed that they work with intensity on their

teaching engagement while 43(44.3%) also agreed with the statement. However,

3(3.1%) of the respondents were undecided with a mean score of 4.494 and a standard
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deviation of 0.5613. However, most of the respondents strongly agreed that they work
with intensity on their teaching engagement.

Similarly, the study intends to find out if female academics devote a lot of time and
energy to their teaching job. 63(64.9%) strongly agreed, and 33(34.0%) agreed that they
devote a lot of time and energy to their teaching job. Meanwhile, 1 (1.0%) was
indifferent to the statement with a mean score of 4.639 and a standard deviati(% of
0.5038. This reveals that most of the respondents believe that female acaden{é&vote
a lot of time and energy to their teaching job. : '\QO

Also, the researcher intends to find out if female academics Elav ever missed any of
their lecture schedules; 44(45.8%) strongly agreed and 37(3&@7 agreed that they have
never missed any of their lecture schedules, 10(1'0{% were undecided about the
statement while 6(6.2%) had a conflicting Vie@%he statement with a mean score

of 4.226 and standard deviation of (i,{@ghis implies that most of the female

academics of the selected university'%d er missed any of their lecture schedules.
The study also wanted to %jgg if respondents devote a lot of attention to their
re

teaching job. It was disclg'\ from the descriptive statistics that 62(63.9%) strongly

agreed and 33(3@@% that they devote a lot of attention to their teaching job,
ft

while 2(2.1%%%

score of > and standard deviation of 0.5292 This suggests that respondents strongly
aat they devote a lot of attention to their teaching job.

In the same vein, the researcher wanted to know if respondents exert extra effort to

e respondents were indifferent about the statement, with a mean

complete their lectures; 62(63.9%) strongly agreed and 29(29.9%) agreed that they
exert extra effort to complete their lectures, 2(2.1%) of the respondents were indifferent
about the statement while 4(4.2%) of the respondents had an opposing opinion about

the statement with the mean score of 4.515 and standard deviation of 0.8179. This
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reveals that most of the respondents strongly agreed that they exert extra effort to

complete their lectures.

Table 4.8 Community Service Engagement

S/N Items SD D U A SA Mean SD
Community Service Engagement

(CSE)

CSE1 I have been involved 39 35 15 7 1

in A least oone g0 361y (155) (712)  (1.0) 4-01&709
4

community advocacy

in the last year. ;' \Q‘O

CSE2 I have had at least one 24 27
public lecture outside

this University in the (4.7) (27.8) (21.6) (19@5{‘) 3453 1.2333

last year.

CSE3 Ihave held at least one 32 33 16 4 1

(33.0) (340@) (15.5) (1.0)
C_)\\% 3.824 1.0882

leadership position
since I joined this
University with the
opportunity to interact
with outside this
University

community. \)Q)%

CSE4  Since I joined tb& 50 13 5 1

University, |

been in o %ﬂ 289) 615 (134 52 (1.9 4.020 .8536

least munity

rOJect
CSES ‘%ong to a social 24 34 26 12 1
oup in this
24, A 26. 12.4) (1.

Q University with 247 (5D @68 (124 (1.0 3.701 1.0120

community
development agenda.

Average 3.814 1.0316

Source: Researcher Computation (2022)
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The descriptive statistics of community service engagement of the female academics in
the selected university are depicted in Table 4.8. This was measured with five (5) items.
One of the items for measuring community service engagement was to find out if the
respondents have been involved in at least one community advocacy in the last year;
39(40.2%) of the respondents strongly agreed and 35(36.1%) agreed that been involved
in at least one community advocacy in the last one year. On the other hand, 15.(15.5%)
of the respondents were not sure if they have been involved in at least one c@ﬁnity
advocacy in the last year, while 8(8.2%) had a contrary opinion wi . %score of
4.072 and standard deviation of 0.9709. However, most of.theﬁsgondents strongly
agree that they have been involved in at least one communitx%%cacy in the last year.
Furthermore, it was in the interest of the researcher 'tg{&ow if female academics have
had at least one public lecture outside this University in the last year. It was discovered
that 24(24.7%) strongly agreed, 27(27.89 ){ge d that they have had at least one public
lecture outside this University in the %@ar, 21(21.6%) neither agreed nor disagreed
with the statement, while 2% had a conflicting view with the statement with a
mean score of 3.453and st d.%lrd deviation of 1.2330.

Moreover, the re @%lso wanted to find out if female academics have held at least
one leadershi%wgl’c‘)n since they joined the University with the opportunity to interact
outside t niversity community; 32(33.0%) strongly agreed and 33(34.0%) agreed
tl@?have held at least one leadership position since they joined the University with
the opportunity to interact with outside this University community, 16(16.5%) were
undecided with the statement while 16(16.5%) had conflicting views about the
statement with a mean score of 3.824 and standard deviation of 1.0882.

Similarly, the study also wanted to find out if female academics since they joined the

University have been involved in at least one community service project. It was
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discovered from the descriptive statistics that 28(28.9%) strongly agreed and 34(35.1%)
agreed that since they joined the University have been involved in at least one
community service project, 26(26.8%) of the respondents were indifferent about the
statement, while 13(13.4%) had opposing views with a mean score of 3.7014.010 and
standard deviation of 1.0120. This suggests that respondents agreed that since they
joined the University, they have been involved in at least one communit}: service
. >

project. ) Qh)&

In addition, the researcher wanted to know if female academics belo }sﬁal group
in the selected university with community development ag?n)dé‘%ft(MJ%) strongly
agreed and 34(35.1%) agreed that they belong to a so@roup in the selected
university with community development agenda, 26@ o) of the respondents were
indifferent about the statement while 13(13.4%@ ondents had contrary views with
the mean score of 3.701 and standard d i@gf 1.0120. This reveals that most of the
respondents agreed that they belon% social group in the selected university with

community development age({ajg)%

4.3 Test of Hgtl\leses

This section is g@% to the empirical assessment of the proposed research
hypotheses. %6() ypotheses were tested using the Smart PLS statistical tool to
determine significant influence of independent variables on dependent variables.
T@pothesis test determines whether statistical evidence exists to support or refute
the hypotheses proposed. The null form was used to express all the hypotheses tested in
this study.

Both structural and measurement models were applied to the data analysis. It is
important to note that the factor loading values for all of the constructs are higher than

0.70, which is the lowest number allowed under the measurement model. The internal
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model utilised in the solution of structural equations is the structural model. Calculated
results include significant values and path coefficients (R2). The importance is assessed
using the bootstrapping method. Partial Least Square utilises a typical bootstrapping of
5000 subsamples to increase the significance of the findings. The analysis of the
research's 5000 subsamples in bootstrapping produces more accurate results and route
coefficient values to highlight the association between work-life balance programmes
and the performance of female academics at the Federal University of %%ture
Abeokuta, Ogun State. The results revealed that the perspectives o@%ed firms
sampled were relatively comparable. %.\

Hypothesis One &%)\\‘

Hol: Telecommuting does not play a signific‘q.@[o e in female academics’
performance (Research, Teaching Eng:@ and Community Service
Engagement)

Hypothesis one tested the influence of te éc@yting on research, teaching engagement,
and community service engagement.'&at oefficients, t-statistics, R-square values, and
p-values were used to interp%@'éults. As shown in Figure 4.1, the path coefficient
determines the degree aggt%ength of the correlation between the observed variables.
Equally, the r-s r@ermines the amount of variance in the female academics’
performance, h&explained by telecommuting. As shown in Table 4.1, the p-value
denotes t gree of probability that must be less than 0.05 to be considered significant,

he t-statistics denotes the measured differences in standard error units.
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Figure 4.1: PLS Algorithm Model of Telecommuting and Female Academics’
Performance (Research, Teaching -D@ement, and Community Service
Engagement) model

Figure 4.1 shows the PLS algorit@odel of telecommuting and female academics’
performance with the loadiwes of each item of measurement of the constructs.
Figure 4.1 describes th Bootstrapping Model with p and P-coefficient of the value
of Telecommuti@e ale academics’ performance (research, teaching engagement,
and com r@‘\ewice engagement). The p-value, which determines the amount of
likelih@L s shown in Figure 4.1. At a p-value of 0.05, all the values of female

a&ics’ performance (research, teaching engagement, and community service

engagement) obtained in the research instrument are significant.
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Figure 4.2  PLS Bootstrapping Model h P and P values of Telecommuting
and Female Academics’ Performa k‘(\@e earch, Teaching Engagement, and
Community Service Engagement) m el.\

As presented in Figure 4.2, all measurements of telecommuting and female
academics’ performance (re%@;gc{‘, teaching engagement, and community service
engagement) as captur %Sh.é: research instrument are significant at a p-value of <0.05.
The implication @ns is that all the items of measurement contribute significantly.

Also, the @‘Jcs values presented in Figure 4.3 depicts the calculated differences

re @d in units of standard error.
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Figure 4.3  PLS Bootstrapping Model with p and T values of Telecommuting
and Female Academics’ Performa é‘(\&e earch, Teaching Engagement, and
Community Service Engagement) m el\
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Table 4.9 Construct validity and Reliability for Hypothesis One

= 2 &

o : % £

2 :E2 £ 2 8

S e i s T E = =

= — - ) >

- > A 50 <20 X <
Constructs >0.7 <3.0 <05 =>07 =>08 >0.5
Telecommuting (TC) 0.890 0.918 0.691

AL

TC1 0829 1.112 0.000

>
TC2 0.869 1475 0.000 ,%\QO
TC3 0.819 2521 0.000 ‘\%.,

TC4 0.832  1.962 0.000 Q’)&%\
TC5 0.808  1.631 0.000 \Q
AR
Research Output (RO) "N\ 0.831  0.880 0.595
AN
RO1 0.781 2@7}00
RO2 0.825 %'2 0.000
RO3 .762)%1.780 0.000
RO4 022 2.012 0.000

RO5 C)QQ 0.762  1.154 0.000

TE1 Q o 0.857 1.012 0.000
T@ 0.907  1.545 0.000
TE3

0.875 1.125 0.000

Teaching g.%gment (TE) 0.935 0.951 0.794

TE4 0.905 1.761 0.000
TES1 0.909 1.951 0.000
Community Service Engagement (CSE) 0.938 0.953 0.804
CSE1 0.921 1.741 0.000
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CSE2 0.945 2.000 0.000

CSE3 0.867  1.774 0.000
CSE4 0.939  2.201 0.000
CSES 0.804  1.111 0.000

Source: Researcher Computation (2022)

Table 4.9 shows the factor loadings of all the measurement items for telecor.nr?%ting
and female academics’ performance (research, teaching engagement, and @nity
service engagement). The instrument's validity and reliability wer: .me valuated
using composite reliability, average variance extracted g%gomputation and
Cronbach Alpha. Meanwhile, the recommended factor loqég\, composite reliability,
AVE, and Cronbach Alpha values were met. Converé@ discriminant validity were

also evaluated in the study when establishing n%:t validity. Convergent validity

indicates a relationship between telecor@%&gﬂnd female academic success.
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Table 4.10  Heterotrait-monotrait discriminant for Hypothesis One

CSE RO TE TC

CSE
RO 0.781

[0.652; 0.829] :Q;&
TE 0.562 0.751 Q\

,%'»

[0.447; 0.668]  [0.601; 0.804] }‘

TC 0.780 0.808 0.494\&'

[0.650; 0.824]  [0.742; 0.84@64; 0.649]

AR
h 4

Source: Researcher Computation (202
The correlations' heterotrait—n% it (HTMT) ratio was used to assess the
discriminant validity. The u%)conﬁdence intervals are below the one value, and all
the HTMT values weQ 0 '\d to be significantly different from 1. Furthermore, the
analysis resulté\ that all the values are less than the HTMT 0.85 critical value.
Besides%@erage heterotrait-heteromethod correlation is lower than the average
m@%—heteromethod correlation. As a result, discriminant validity is established.
The heterotrait-monotrait discriminant value is depicted in Table 4.10.

Also, to test for common method bias, the variance inflation factor (IVF) was used.
While a VIF value of one indicates that collinearity is completely absent, most

researchers recommend a VIF value of ten as the cutoff. Other researchers advocated

for a more conservative cutoff of 2.5 to 5 points. As shown in Table 4.9, all the VIF
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values for each item in each variable measurement are well below the conservative
threshold of 5. This implies that the model is free from common method bias.

Table 4.11 Model Fit

Estimated
SRMR 0.068
d ULS 0.658 \%’

N
dG 0.289 ,%\?%

Chi-Square 315910 . *
; %ﬁ

N

4‘2)

NFI 0.922

Source: Researcher Computation (2022) Q’Q:'\
Table 4.11 displays the model fit. All the mv@ﬁt indices were found to be satisfactory.
The standardized residual average tgﬁ\the observed matrix and the hypothesised
covariance matrices 1s represent G&e SRMR is a model fit estimation metric. When
the SRMR is less than 0. 8,\w\)s considered reliable. This study model's SRMR was
also 0.068, indica in@“ﬁt for this research. With a chi-square value of 315.910,
the NFI estim i—d\is study is 0.922, which is higher than the benchmark of 0.90.

Also, t@ne the PLS-SEM predictive relevance of the constructs of measurement
a ta points of indicators, the Q? values were used. The Q? values for CSE, RO,
and TE are0.185, 0.229, and 0.511 which is larger than zero. This suggests that the PLS
path model has predictive relevance for the constructs. In the same vein, the F square
was used to determine the effect size. The f-square values for CSE, RO, and TE are

0.324, 1.214 and1.891, as indicated in Table 4.12. This implies that the sample effect is

considered large.
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Table 4.12  Coefficient Value of Hypothesis One

Variables

Path Co-efficient
Std. Dev
T-Statistics
P Values

RZ
Decision

R
Hot TC - CSE 0495 0.103 4.814 0.000 0.245 0.340 0.185 Significant

A

Hoi TC - RO 0.741 0.050 14.874 0.000 0.548 1.214 0.229 Si%ﬁbant

« N
Hoi TC - TE 0.809 0.042 19.057 0.000 0.654 1.891 o.sg\?{@iﬁcam
)4

Source: Researcher Computation (2022) . -

Table 4.12 depicts the smart partial least squared statisticahk@;\l\{s of hypothesis one,
which focused on the relationship between telecm@%ﬂg and female academics’
performance (research output, teaching e%%nt, and community service
engagement). The findings show that te ec@?ting has a significant effect on female
academic performance. '6

Specifically, the findings r% at telecommuting has significant influence on

research output at (f= OZ%E =0.548, t-statistics=14.874>1.96, P-value =0.000 <0.05).

The Path coefﬁctr;@%
n

he research output of female academics. The R? value of 0.548

telecommutir@
indicate@ﬂ 54.8% variance in research output can be explained by telecommuting.

h@gﬂso discovered that telecommuting has significant influence on teaching

41 implies a substantial degree of relationship between

engagement at (B= 0.809, R?>=0.654, t-statistics=19.057>1.96, P-value =0.000 <0.05).
The Path coefficient of 0.809 implies a substantial degree of relationship between
telecommuting and teaching engagement. The R? value of 0.654 indicates that a 65.4%

variance in teaching engagement can be explained by telecommuting.
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The findings also revealed that telecommuting has significant influence on community
service engagement at (B= 0.495, R?=0.245, t-statistics=4.814>1.96, P-value =0.000
<0.05). The Path coefficient of 0.495 suggests a moderate relationship between
telecommuting and community service engagement. The R? value of 0.245 suggests that
a 24.5% variance in teaching engagement can be explained by community service
engagement.

Further to the statistical analysis presented in Table 4.12, it was dlsco® that
teaching engagement has the most predictive value, followed by r \?@put, and
community service engagement. o

Hypothesis Two &%\

Ho2: Flexi-time arrangement does not play a signi@t role in female academics’
performance (Research, Teaching Engagement@ mmunity Service Engagement)

Hypothesis two investigated the infl @ flexi-time arrangement on research,

teaching engagement, and communi i‘#ce engagement. Path coefficients, t-statistics,
R-square values, and p-valu w%(b%ed to interpret the results. As shown in Figure 4.4,
the path coefficient dete 1nes the degree and strength of the correlation between the

flexi-time arran @q female academic performance. Similarly, the r-square

determines the‘ﬁ@ount of variance in the female academics’ performance, as explained

by the ﬂ{c%l\e arrangement.
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Figure 4.4  PLS Algorithm Modt) exi Time Arrangement and Female

Academics’ Performance (Research, Teaching Engagement, and Community
Service Engagement) model

o

Figure 4.4 shows the PLS %ithm model of flexi-time arrangement and female
academics’ performan %I?the loading values of each item of measurement of the
constructs. Fi urQQQescribes the PLS Bootstrapping Model with B and P-coefficient
of the valu @ﬂexi—time arrangement and female academics’ performance (research,
te @ engagement, and community service engagement). The p-value, which
dﬁines the amount of likelihood, is shown in Figure 4.5. At a p-value of 0.05, all
the values of female academics’ performance (research, teaching engagement, and

community service engagement) obtained in the research instrument are significant.
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Figure 4.5 PLS Bootstrapping Model with B an%e%'alues of Flexi Time
Arrangement and Female Academics’ Perfor (Research, Teaching
Engagement, and Community Service Engageme odel

As presented in Figure 4.5, all the measurements ‘of flexi-time arrangement and female
academics’ performance (research, tﬁac& ngagement, and community service
engagement) as captured in the res %mstrument are significant at a p-value of <0.05.

The implication of this is that ali"the items of measurement contribute significantly.

Also, the t-statistics v presented in Figure 4.6 depicts the calculated differences

represented in u@a dard error.

>
Q
Q
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Table 4.13  Construct Validity and Reliability for Hypothesis Two

“(IJ 8 >

o Sz =

B= « O T oy <

E 3 28 £8 £ £

— > A P LU <O <
Constructs >0.7 <3.0 <05 =>07 =>08 >0.5
Flexi Time (FT) 0.812 0.869 0.571

A
FT1 0.703  1.252 0.000 %\’
FT2 0752 1.841 0.000 ,%\QO
FT3 0.778 2222 0.000 .\%.,
FT4 0.810 1215 0.000 {3\
FT5 0.729  1.785 0.000 \Q
AN
Research Output (RO) "N\ 0.831  0.881 0.597
AN

ROI 0.794 1@?&07)00
RO2 0.825 '68 0.000
RO3 .73@)%1.002 0.000
RO4 0741 2.810 0.000

RO5 C)QQ 0.765  1.100 0.000

TE1 Q o 0.858  1.774 0.000
T@ 0.908  1.545 0.000
TE3

0.876 1.224 0.000

Teaching g.%gment (TE) 0.935 0.951 0.794

TE4 0.903 1.994 0.000
TES1 0.908 1.900 0.000
Community Service Engagement (CSE) 0.938 0.953 0.804
CSE1 0.924 1.665 0.000
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CSE2 0.945 2.442  0.000

CSE3 0.857  1.721 0.000
CSE4 0.934  2.285 0.000
CSES 0.816  1.145 0.000

Source: Researcher Computation (2022)

Table 4.13 shows the factor loadings of all the measurement items for ﬂ.ex‘iglme
arrangement and female academics’ performance (research, teaching engag%*;}; and
community service engagement). The instrument's validity and reliabi i further
evaluated using composite reliability, average variance extr%cge‘{'xﬁby E) computation
and Cronbach Alpha. Meanwhile, the recommended @ loading, composite

n{l.&%‘gnvergent and discriminant

reliability, AVE, and Cronbach Alpha values were
validity were also evaluated in the study %&stablishing construct validity.

Convergent validity indicates a relation i@een flexi-time arrangement and female

academic success. h
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Table 4.14  Heterotrait-monotrait discriminant for Hypothesis Two

CSE FT RO TE

CSE

FT 0.771 Q:)&{b'

[0.649; 0.835] %QO

RO 0.781 0.755 ‘§"

[0.655;0.829]  [0.611;0.825]

TE 0.562 0.655 WT

[0.447; 0.668] [0.533@[0.610; 0.844]

N

Source: Researcher Computatio%&ﬁ)

The correlations' heterotrMnotrait (HTMT) ratio was used to assess the
discriminant Validity.Q@?)er confidence intervals are below the one value, and all
the HTMT Va%u\' re found to be significantly different from 1. Furthermore, the
analysi show that all the values are less than the HTMT 0.85 critical value.
B@he average heterotrait-heteromethod correlation is lower than the average
monotrait-heteromethod correlation. As a result, discriminant validity is established.
The heterotrait-monotrait discriminant value is depicted in Table 4.14.

Moreover, to test for common method bias, the variance inflation factor (IVF) was used.
While a VIF value of one indicates that collinearity is completely absent, most
researchers recommend a VIF value of ten as the cutoff. Other researchers advocated

for a more conservative cutoff of 2.5 to 5 points. As shown in Table 4.13, all the VIF
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values for each item in each variable measurement are well below the conservative
threshold of 5. This implies that the model is free from common method bias.

Table 4.15 Model Fit

Estimated
SRMR 0.077
d ULS 0.668 \%’

N\
d G 0.232 %Q%

Chi-Square 480.244 \%q
NFI (KQ)&%\
2

Source: Researcher Computation (2022) Q\;\

Table 4.15 displays the model fit. All the mv@ﬁt indices were found to be satisfactory.
The standardised residual average t\@;d\the observed matrix and the hypothesised
covariance matrices is represent%& SRMR is a model fit estimation metric. When
the SRMR is less than 0. 8,\w\)s considered reliable. This study model's SRMR was
also 0.077, indica in@“ﬁt for this research. With a chi-square value of 480.244,
the NFI estim i—d\is study is 0.931, which is higher than the benchmark of 0.90.
Also, t@ne the PLS-SEM predictive relevance of the constructs of measurement
a ta points of indicators, the Q? values were used. The Q? values for CSE, RO,
and TE are 0.271, 0.362, and0.498, which are larger than zero. This suggests that the
PLS path model has predictive relevance for the constructs. In the same vein, the F
square was used to determine the effect size. The f-square values for CSE, RO, and TE

are 0.542, 1.788 and 1.785, as indicated in Table 4.16. This implies that the sample

effect is considered large.
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Table 4.16  Coefficient Value of Hypothesis Three

Variables

T-Statistics
RZ

P Values
Decision

o
23 o

Hoo FT - CSE  0.593 0.102 5.820 0.000 0.351 0.542 0.271 Significant

Hot FT - RO 0.801 0.053 15.149 0.000 0.641 1.788 0.362 Sigt}iﬁ ant

Hoo FT - TE 0.801 0.049 16.259 0.000 0.641 1.785

Source: Researcher Computation (2022)
Table 4.16 depicts the smart partial least squared statistical Ee&ﬂ%@ﬁ hypothesis two,
which focused on the relationship between ﬂexi—time& gement and female

academics’ performance (research output, teaching en ent, and community service
9 9

&

engagement). The findings show that flexi-time arrangement has a significant effect on

female academics’ performance. N ©

Explicitly, the findings revealed that flexi-time arrangement has significant influence on
research output at (= 0.801 RZ@S, t-statistics=15.149>1.96, P-value =0.000 <0.05).
The Path coefficient of O']S implies a considerable degree of relationship between
flexi-time arran @‘%d the research output of female academics. The R? value of
0.641 indicat%bat a 64.1% variance in research output can be explained by the flexi-
time arrangement.

Ir@gme vein, it was also discovered that flexi-time arrangement has significant
influence on teaching engagement at (B= 0.801, R?>=0.641, t-statistics=16.259>1.96, P-
value =0.000 <0.05). The Path coefficient of 0.801 implies a substantial degree of
relationship between flexi-time arrangement and teaching engagement. The R? value of
0.641 indicates that a 64.1% variance in teaching engagement can be explained by flexi-

time arrangement.
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The findings also revealed that flexi-time arrangement has significant influence on
community service engagement at (= 0.593, R?>=0.351, t-statistics=5.820>1.96, P-
value =0.000 <0.05). The Path coefficient of 0.593 suggests a moderate relationship
between flexi-time arrangement and community service engagement. The R? value of
0.351 suggests that a 35.1% variance in community service engagement can be
explained by flexi-time arrangement.

Further to the statistical analysis presented in Table 4.16, it was disco@ that

teaching engagement has the most predictive value, followed by rg@\?@put, and
community service engagement. . ‘\ﬂ.’

Hypothesis Three &%\
Ho3: Healthcare provision does not play a signiﬁ@qr)ole in female academics’
performance (Research, Teaching Engagement,@nmunity Service Engagement)
Hypothesis two investigated the infl h@ healthcare provision on research, a
teaching engagement, and communif&e ce engagement. Path coefficients, t-statistics,
R-square values, and p-valu w%(b%ed to interpret the results. As shown in Figure 4.7,
the path coefficient dete ip\es the degree and strength of the correlation between

healthcare provisi IQ‘% female academic performance. Similarly, the r-square

determines the‘ﬁ@ount of variance in the female academics’ performance, as explained

Q
by the hea?y%are provider.
: Q
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Figure4.7 PLS Algorithm Model of re Provision and Female
Academics’ Performance (Research, Teachi ngagement, and Community
Service Engagement) model

Figure 4.7 shows the PLS algorith@ﬁiel of healthcare provision and female
academics’ performance with the d&‘%hg values of each item of measurement of the
constructs. Figure 4.8 descrwe PLS Bootstrapping Model with § and P-coefficient
of the value of health %r'(}vision arrangement and female academics’ performance
(research, teachi@ggagement, and community service engagement). The p-value,

which d@s the amount of likelihood, is shown in Figure 4.8.
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Figure 4.8 PLS Bootstrapping Model with @i P values of Healthcare
Provision and Female Academics’ Performanc earch, Teaching Engagement,
and Community Service Engagement) model.

As presented in Figure 4.8, all the mﬁlﬁéﬂ%ts of healthcare provision and female
academics’ performance (research, ching engagement, and community service
engagement) as captured in the résearch instrument are significant at a p-value of <0.05.
The implication of this %Inu all the items of measurement contribute significantly.
Also, the t-stati 1cs®%s presented in Figure 4.9 depicts the calculated differences

represente i@ts of standard error.
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Figure 4.9 PLS Bootstrapping Model with B
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Table 4.17

Construct Validity and Reliability for Hypothesis Three

= 2

o = 2 =

= 5] =) -

5 :E2 £ 2 8

S e i s T E = =

e — e = £ o o] >

= > a 50 20 <«
Constructs >0.7 <3.0 <05 =>07 =>08 >0.5
Healthcare Provision (HP) 0.838 0.885 0.608

A
HP1 0.766  1.852 0.000 %\‘
HP2 0.768  1.632 0.000 ,%\QO
HP3 0.892  2.125 0.000 .\%.,
HP4 0.717  1.547 0.000 @
HP5 0.746  1.856 0.000 \Q
AN
Research Output (RO) "N\ 0.831  0.881 0.597
PR

ROI 0.795 1§;x\07)00
RO2 0.830 '66 0.000
RO3 9@)%1.852 0.000
RO4 %0.735 2.458 0.000
RO5 C)QQ 0.758  1.747 0.000
Teaching n@gment (TE) 0.938 0.953 0.804
TE1 S o 0.923  1.552 0.000
T@ 0.944 2963 0.000
TE3 0.858 1214 0.000
TE4 0.934  2.654 0.000
TES1 0.818 1235 0.000
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Community Service Engagement (CSE) 0.935 0.951 0.794

CSE1 0.858 1.444 0.000

CSE2 0.907 1.254 0.000

CSE3 0.875 1.212 0.000

CSE4 0.904 1.698 0.000

CSES 0.909 1.587 0.000 .’\%
Source: Researcher Computation (2022) Q})\y

Table 4.17 reveals the factor loadings of all the measurement it q@althcare
provision and female academics’ performance (research, tgaK sengagement, and
community service engagement). The instrument's Validity,a@eliability were further
evaluated using composite reliability, average Variahf\&xtracted (AVE) computation
and Cronbach Alpha. Meanwhile, the rec@%ed factor loading, composite
reliability, AVE, and Cronbach Alpha 'l@ere met. Convergent and discriminant

validity were also evaluated in % study when establishing construct validity.

Convergent validity indicates a \teldtionship between healthcare provision and female

s

>

academic success.
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Table 4.18  Heterotrait-monotrait discriminant for Hypothesis Three

CSE HP RO TE

CSE

HP 0.657 Qh)&\

[0.541; 0.735] ‘%\QO

RO 0.781 0.759 : ’\%"

[0.655;0.829]  [0.622; 0.828]

TE 0.563 0.652 N@s‘f
[0.610; 0.844]

[0.449; 0.670]  [0.528 0$
2

Source: Researcher Computatio%&ﬁ)

The correlations' heterotrMnotrait (HTMT) ratio was used to assess the
discriminant Validity.Q@?)er confidence intervals are below the one value, and all
the HTMT Va%u\' re found to be significantly different from 1. Furthermore, the
analysi show that all the values are less than the HTMT 0.85 critical value.
B@he average heterotrait-heteromethod correlation is lower than the average
monotrait-heteromethod correlation. As a result, discriminant validity is established.
The heterotrait-monotrait discriminant value is depicted in Table 4.18.

Moreover, to test for common method bias, the variance inflation factor (IVF) was used.
While a VIF value of one indicates that collinearity is completely absent, most
researchers recommend a VIF value of ten as the cutoff. Other researchers advocated

for a more conservative cutoff of 2.5 to 5 points.. As shown in Table 4.17, all the VIF
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values for each item in each variable measurement are well below the conservative
threshold of 5. This implies that the model is free from common method bias.

Table 4.19 Model Fit

Estimated
SRMR 0.069
d ULS 0.645 \%’

N
dG 0.354 ,%\Q%

Chi-Square 500.600 . *
q %\ﬁ
N
4@

NFI 0.929

Source: Researcher Computation (2022) Q’Q:'\
Table 4.19 displays the model fit. All the mv@ﬁt indices were found to be satisfactory.
The standardised residual average t\@;d\the observed matrix and the hypothesised
covariance matrices is represen y* The SRMR is a model fit estimation metric.

When the SRMR s less than 0¥8, it is considered reliable. This study model's SRMR

'\
was also 0.069, fd@g good fit for this research. With a chi-square value of

500.600, the NJ{‘

0.90. ‘%Q

A Qetermine the PLS-SEM predictive relevance of the constructs of measurement

ate for this study is 0.929, which is higher than the benchmark of

and the data points of indicators, the Q? values were used. The Q? values for CSE, RO,
and TE are 0.447, 0.370, and 0.283, which is larger than zero. This suggests that the
PLS path model has predictive relevance for the constructs. In the same vein, the F

square was used to determine the effect size. The f-square values for CSE, RO, and TE
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are 1.357, 1.913 and 0.579, as indicated in Table 4.20. This implies that the sample
effect is considered large.

Table 4.20  Coefficient Value of Hypothesis Three

Variables

Co-

2

Path

AFF At At
Std. Dev.
T-Statistics
P Values
Decision

o
23 o

Hot FT - CSE  0.759 0.060 12.729 0.000 0.576 1.357 0.447 %&@E

AA
Ho FT - RO  0.810 0.048 17.035 0.000 0.657 1.913 O.Wg\fﬁﬁcant

Ho FT - TE 0606 0.101 6.015 0.000 0367 0.579.@\%&7 Significant
N

Source: Researcher Computation (2022) Q‘)&-‘D

Table 4.20 depicts the smart partial least squared st}%%l results of hypothesis three,
which focused on the relationship between he @e provision and female academics’
performance (research output, tea{fm)&é agement, and community service
engagement). The findings show that\healthcare provision has a significant effect on
female academics’ performa%%

Precisely, the findings aled that healthcare provision has significant influence on
research output a@QS 0, R?=0.657, t-statistics=17.035>1.96, P-value =0.000 <0.05).
The Path 0@&611’[ of 0.810 implies a considerable degree of relationship between
healthcare ‘provision and the research output of female academics. The R? value of
O@ndicates that a 65.7% variance in research output can be explained by healthcare
provision.

In the same vein, it was also discovered that healthcare provision has significant
influence on teaching engagement at (B= 0.606, R?>=0.367, t-statistics=6.015>1.96, P-

value =0.000 <0.05). The Path coefficient of 0.606 suggests a moderate relationship
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between healthcare provision and teaching engagement. The R? value of 0.367 suggests
that a 36.7% variance in teaching engagement can be explained by healthcare provision.
The findings also revealed that healthcare provision has significant influence on
community service engagement (f= 0.759, R>=0.576, t-statistics=12.729>1.96, P-value
=0.000 <0.05). The Path coefficient of 0.759 implies a considerable degree of
relationship between healthcare provision and community service engagement of
female academics. The R? value of 0.576 indicates that a 57.6% variance in c@ﬁnity
service engagement can be explained by healthcare provision '\QO

Further to the statistical analysis presented in Table 4.20, it was d&w@:red that research
output has the most predictive value, followed by commun @wce engagement, and
teaching engagement.

4.4 Discussion of Findings @

4.4.1 Telecommuting and Fe demics’ Performance (Research
Output, Teaching Eng% t, and Community Service
Engagement)

The first hypothesis stemme fr@%e first objective, which examined the influence of

Telecommuting and female g\cademics’ performance (research, teaching engagement,

and community Qngagement). The findings show that telecommuting has a

substantial re)%onship with female academics’ research outputs and teaching

engagerﬁ%ﬂowever, a moderate relationship was observed between telecommuting
a@%unity service engagement.

This implies that if the university encourages telecommuting by providing necessary

support for academic staff to have access to internet facilities within and outside the

university and the provision of internet-enabled devices, it could encourage female

academic staff to devote a lot of attention to teaching. This will encourage them to

attend their classes regularly either physical or online. In addition, it could also foster a
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commitment to quality research endeavours that will culminate in research productivity
in terms of publications in good and high-ranked indexed journals. In a related
development, working from home too could also facilitate impactive community service
engagement through advocacy, public lecture, reviews, editorial assignments,
collaborations with the industry and professional bodies and community initiative
activities. . (b.,
These findings validate similar findings from previous studies that note%% the
performance of faculty such as research productivity, teachin .ﬁy munity
engagement could be fostered if there is adequate and unin.ten]g%e‘% internet facility
both in the office and at home?. Uninterrupted internet fa@f&@g}s and internet-enabled
devices could make enhance the teaching quality'q@e faculty members. This is
because, they will have the opportunity to ge\%&aterial from different scientific
databases that will improve their conten 'Q@gching pedagogy’. Meanwhile, research
productivity too could also be enh g#f telecommuting is made available. This is
because faculty members ror@é comfort of their homes could network and
collaborate with other cg%a%ues from other institutions both within and outside the
country. In additi @SS to the internet could also help in designing a research
project and diéﬁ%%smg the same with colleagues without necessarily going to the four
walls of the Tistitution.

T@Qing also validate similar findings of studies that effective behavioural and
cognitive engagements are facilitated by the level of control and autonomy the faculty
members have in the discharge of their job responsibilitie*. The core job responsibilities
of academic staff are teaching, research, community impact, collaboration, and
partnership’. These responsibilities could be enhanced if faculty members' work and life

are taken into consideration, supported by a similar finding®. Work-life balance
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initiatives contribute significantly to the employee’s work behaviour. This implies that
the female academic staff teaching, research, and community impact could be improved

if the faculty work and life are adequately considered”

4.4.2 Flexi-time Arrangement and Female Academics’ Performance
(Research Output, Teaching Engagement, and Community Service)

The second hypothesis was crafted from the study’s objective two, which exp %he
effect of flexi-time arrangements on female academics’ performance (resea%feaching
engagement, and community service engagement). The findings show_that flexi-time
arrangements have a significant relationship with female acad@% research outputs
and teaching engagement. However, a moderate relatlor&l@)&as noticed between flexi-
time arrangements and community service enga \

This implies that if the female academic staj&are allowed to craft their jobs in a way
that will enable them to give attention ch}r family lives by leveraging technology to
work from home, it could foste(b‘bh teaching, research, and community service
engagement. In addition, 1fw15tltut10n allows academic staff to be flexible in the
discharge of their core,§ gbonsibilities, it could encourage female academic staff to
dedicate their a@on to teaching, research, and community service. This will
encourage 1%1 to regularly attend their classes, whether in person or online.
F%@re, it may promote commitment to high-quality research endeavours, which
will ¥esult in research output in the form of publications in high-quality, indexed
journals. Working from home may also allow for meaningful community service
engagement through public lectures, manuscript reviews from respectable journal
outlets, editorial responsibilities, industry partnerships, and other community service
activities. This finding is supported by a study that submitted that flexible work

arrangement provides the opportunity for employees to carry out their job roles
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flexibly®. The flexibility of job responsibilities promotes employee engagement and
high performance. This implies that female academic staff can be more productive in
their teaching engagement, research productivity and community service if their work
roles are flexible. This is also corroborated by’, that flexible working arrangement
enhances not only employee performance but also SME performance. Therefore, the
performance of female academic staff could be enhanced through flexible work
arrangements. This was also validated in the study of. posited that high~employee
performance is facilitated by alternative work arrangements!®. Therefore, flekible work
arrangements could facilitate improved teaching, research, and‘\cemmunity service

engagement of female academic staff in institutions of higherlearning.

4.4.3 Healthcare Provisions and Femalew, Academics’ Performance
(Research Output, Teaching Engagéntent, and Community Service
Engagement)

The last hypothesis investigated the ¢fféet of healthcare provisions on research,
teaching engagement, and communjty sefvice engagement of female academics at a
Nigerian Federal University. The,findings show that healthcare provisions have a
significant relationship with female academics’ research outputs, teaching engagement
and community service\¢rgagement.

This finding implies that if female academic staff have access to the functional medical
centre with adequate health personnel as well as prompt action by NHIS to pay medical
bills could also contribute to the teaching, research, and community service engagement
of academic staff. If the female academic staff are happy with the healthcare providers
available to them, it could promote career success. This is similar to the submission
previous researchers that there is a significant relationship between happiness at work
and career success!!. Similarly, the study also validates that if employees are happy

with the institutional support system, their level of productivity will be enhanced!?.
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Therefore, the female academic staff tends to be more productive in research, teaching
and community service if they are happy with the healthcare provision that is provided

by the institution.
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Chapter Five

Conclusion
This chapter focuses on the summary, conclusion, and suggestions that the selected
university may use to develop, implement, and improve its policies. The five textual
hypotheses that drove the study were the basis for the discussions. According to the
specific research questions and hypotheses that were examined in thi§ study,
conclusions and suggestions were offered. The limitations were emphasised %g,\wd as

the foundation for recommendations for future investigations. ,%\

5.1 Summary of Findings . )\%.\

The study explored the relationships between wo;@? balance programs
(Telecommuting, Flexitime, healthcare provision) * the performance of female
academics (Research output, teaching engagem@x&ommunity service engagement)

at the Federal University of Agricultutc‘;@.\ta. Nevertheless, the study sought to:

examine the effect of telecommuting™on the performance of female academics
(Research output, teaching e@;@'ﬁt and community service engagement); assess the
influence of flexi-time agg.e\ment on the performance of female academics (Research
output, teachin \@wn‘[ and community service engagement); evaluate the
influence of h&lthcare provision on the performance of female academics (Research
output, t‘e%ag engagement and community service engagement).

F@more, research questions were developed in accordance with the study's specific
objectives. Among the research questions are: What is the effect of telecommuting on
the performance of female academics (Research output, teaching engagement and
community service engagement)? To what extent does flexi-time arrangement affect the
performance of female academics (Research output, teaching engagement and

community service engagement)? How does healthcare provision influence the
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performance of female academics (Research output, teaching engagement and
community service engagement)?

The study used a descriptive survey design that focuses on the phenomenon of interest
and provides reliable answers to questions about work-life balance programs
(Telecommuting, Flexitime, healthcare provision) and the performance of female
academics (Research output, teaching engagement and community service engzigement).
The data sample for this study was provided by the female academic staff of %E\uderal
University of Agriculture, Abeokuta across all colleges and departme s.. '\QO

The thesis is divided into five chapters. The study's backgrE)un thﬁ; current state of
knowledge, gaps in the literature, and goals are covg&%\fn the first chapter's
introduction. The chapter provides a thorough expla‘q@p of the study's goals, scope,
and importance. A conceptual framework, %% classifications, an empirical

evaluation, and a theoretical framework @yluded in the literature review that was

the focus of the thesis' second chapt%igstudy methodology, comprising population,

sample, sampling strategies, dat@(bﬁection methods, data analysis techniques, model

formulation, and method j sti\ﬁcation, is covered in the third chapter of the thesis. The
W

fourth chapter CQC)@

analysis, and ‘@u ts. The findings, conclusion, recommendations, and ideas for

on discussions of the findings, data presentation, data

additionaleSearch were summarised in the fifth chapter.

TQ%ings show a strong connection between work-life balance programs
(Telecommuting, Flexitime, healthcare provision) and the performance of female
academics (Research output and teaching engagement) at the Federal University of
Agriculture, Abeokuta.

According to the findings, telecommuting has a strong influence on the performance of

female academics (Research output, teaching engagement and community service).
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According to this finding, telecommuting is a strategy adopted by organisations in the
digital world to improve performance. Therefore, access to internet facilities both at
home and in the office with a functional internet-enabled device will facilitate effective
telecommuting thereby enhancing the teaching, research and community service
engagements of female academic staff.

The study found that flexi-time arrangement significantly impacts female aca.ldemics’
performance (Research output, Teaching Engagement, and Community Ser%':q\As a
result, encouraging flexible work arrangements could help the .\g@culty to
discharge their core job responsibilities productively. Th.e ings indicate that
healthcare provision significantly impacts the performance &@hale academic staff. If

they are happy with the healthcare providers availabk‘@%gm, it could foster teaching

quality, research productivity and impactful cof@%service delivery.
5.2 Conclusion N ©
The findings from the formulated h cgeges tested in this study form the basis of the
study's conclusion. It mlidﬁ&d)@'nceptual model that explained the outcome and
relationship between rk.;hfe balance programs (Telecommuting, Flexitime,
healthcare provisi @the performance of female academics (Research output and
teaching enge&'ment). This study concluded that the performance of female faculty is
influence telecommuting. As a result, the ability to telecommute effectively will
ir@e the teaching, research, and community service activities of female academic
staff who have access to internet resources at home and work with a functional internet-
enabled gadget.

With a clear developed flexi-time arrangement for faculty members, the overall

performance and engagement of female faculty members in terms of teaching quality

delivery, research productivity and impactful community service responsiveness could
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be improved. Therefore, flexible work arrangement is a tool that helps female academic
staff to be productive and highly engaged. To that end, the study concludes that a
university with a clear flexible work arrangement may improve faculty level of research,
teaching and community service engagements.

Similarly, one of the factors that influence work-life balance is the availability and
accessibility of healthcare services. Employees tend to be happy when they can easily
access healthcare services. The study also concluded that the ability of Qﬁ}&rsity
management to provide affordable and accessible healthcare service ; faculty

happy. This could promote high engagement and performa.nce i terms of teaching,

research, and community impact. &%\
53 Recommendations ‘ \QQ)

The study recommended using work-life balan@%ms (Telecommuting, Flexitime,
healthcare provision) and the performa e\ male academics (Research output and
teaching engagement) as captured in& cific research questions.

i.  The capacity to effe tiv%%lecommute increases the teaching, research, and
community servig%c.t\ivities of female academic staff members. Efforts should
be made t@wlership of the university to provide stable internet facilities to
the fe& ty both at home and in the office to telecommute effectively and
@tively. In addition, the functional internet-enabled device needs to be

Q provided or facilitated for all faculty members to enhance their teaching,
research and community service engagement.

ii.  Flexible work arrangement is one of the prospects for improved job performance.

To this end, the study recommended that the leadership of the university should

continue to encourage flexi-time arrangement among the female faculty
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members and as well provides a platform that promotes working from home to
enhance their core job performance.

iii. It was also discovered that healthcare provision significantly influences faculty
happiness that culminates in high performance. To this end, this study
recommends that the leadership of the university should intensify efforts to
strengthen and upgrade healthcare provision to meet the expectatiozl of the
faculty members. Efforts must also be intensified by the leaders%& the
institution to help faculty enrol for NHIS and ensures tha : %is made
when due. This could facilitate faculty happiness knovyin atthey have access
to such facilities when needed. This could perh@ster teaching quality

delivery, research productivity and community opment initiatives.

5.4 Contribution to Knowledge @

This study has contributed to the body Q@ydge by filling a research gap in work-

life balance programs such as tel uting, flexi-time, healthcare provision and
performance of female ac en@(bf[aff literature in the field of human resources
management and organisational behaviour within the context of institutions of higher
learning. The e '\@;tudies on the relationship between work-life balance and
female facul@ngagemen‘[ have been limited until now, particularly in Nigerian
universities. The following are some of the specific contributions to the body of
ey
i.  The study provides unique dimensions of each of the work-life balance that can
be leveraged for improved female faculty teaching, research and community
service performance. These dimensions clearly show how work-life balance

initiatives can be leveraged to foster quality teaching delivery, research output

and community service engagement.
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1l

iii.

.

FT1

FT3
FT4

FT5

The study established empirical evidence of the relationship between work-life
balance and female faculty performance. The study found that there was a
significant interaction among telecommuting, flexi-time, healthcare provision
and performance of female academics (Research output, teaching engagement
and community service engagement), particularly in the university system.

Also, this study provides some theoretical and policy implications tha.t can be
leveraged by various stakeholders. These are highlighted%‘:i} the
recommendations section of the study. . \

This study established a model that describes the relatlon;%bsetween work-life
balance initiatives and female faculty performance&® model is depicted in

Figure 5.0.
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Figure 5.0  Work-life balance programs (Telecommuting, Flexitime, healthcare
provision) and performance of female academics (Research output, teaching
engagement and community service engagement) Model
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5.5 Suggestions for Further Studies
The study only explores only female faculty members in a federal university in Nigeria
out of many Federal, state and private universities. This suggests limited scope. Thus, it
is suggested that future research should broaden the scope to include other universities
in Nigeria for generalization.
Also, this study adopted a cross-sectional design; to this end, it could not establi.sh a real
cause-effect relationship between work-life balance initiatives and fem '@culty
performance. However, future studies may consider using a longitudi . llection
process. . LN
Also, the study focused on the quantitative method that &@ined the influence of
work-life balance initiatives and female faculty b mance; future studies may
consider using a mixed method where they c@%m interviews to get additional
information from high-ranked female f; 61@} a different management positions. In
addition, future studies may also i% ¢ intervening variables such as institutional
support, faculty well-being and ther constructs that might strengthen or reinforce
Y

the relationship between work-life balance and female faculty research, teaching and

'\
community SGWi@@'\ﬁHCG.

N
QQ%Q
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Appendix I
Research Questionnaire

Department of Management and Accounting,
Faculty of Management and Social Science,
Lead City University, Ibadan, Oyo State.
Dear Respondent, ;&
I am a MSc. student at the Department of Management and Account-ingga&:ulty of
Management and Social Science, Lead City University. I am researching on Work-Life
Balance Programs and Performance of Female Academics’i@e}al University of
Agriculture, Abeokuta, Ogun State. . QQS&
I would like to request your cooperation in com e@the attached questionnaire. The
question seeks your opinions regarding yg infention to leave or remain in the
University, in relation to your engag e)t\\d(Research Output, Teaching Engagement
and Community Engagement). Tlﬁb"%solely for academic purpose and all information
provided will be kept conﬁdw. The survey will take approximately 5 minutes. Your

contribution will be gr a)reciated. If you have any question regarding this project,

please feel free t@l me at me at francatemmy@yahoo.com

Thank you.§ 6\
O%@ . 0. (Mrs.)
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Appendix 11
Research Questionnaire
Department of Management and Accounting
Human Resource Management Programme
Lead City University, P.M.B. 30678, Ibadan, Oyo State

SECTION A
Personal Details

Please provide the following information about yourself by marking a “\” on one
of the blank spaces provided.
1. College
(a). COLAMRUD
(b). COLANIM
(). COLBIOS
(d). COLENDS
(e). COLENG
(). COLERM
(g). COLFHEC
(h). COLPHY
(1) COLPLANT
G)- COLVET
(k). Others (Specify)
2. Age
20 - 30 years \N' Y 31 -40years [ | 41-50years [ ]
51 — 60xyeats |:| 61 — 70 years I:l
3. Maritabstatus: Single |:| Married I:l Separated |:|
4. Xear§ of teaching experience:
(a) 0-5years [] (®6-10year{ ]  (c) 11-15 yea ]
(d) 16-20 years D (e) 21-25 years (I (f) 26 years and above (I
5. Length of Service at Present University
(a) 0-5 years D (b) 6-10 years (| (c) 11-15 yeal ]
(d) 16-15 years [ (e) 16-20 [ (f) 21 years and above [_]

8. Present Academic Cadre

(@) Prof. [_] ® AP [] (©SL []JL1 ]
L1 [] ®AaL [] @ GA []
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SECTION B

Questions on Work life Balance Programs
Please indicate with a tick, which number most appropriately captures your response to

the statements. 1= Strongly Agree (SA) 2 = Agree (A) 3 =Neutral (N) 4 = Disagree (D)
5 = Strongly Disagree (SD). We are interested in the number that best shows your

intention.

NO | Items on Work life Balance Program

ALY

Items on the Health Care Provision SA) | A) (% (D) | (SD)
RN
9 My University has a functional clinic and maternity N
center &\0’
A A4
10 | I get immediate attention at the University clinic ,&%\
whenever am sick. (b

.A\

11 | Drugs are readily available at my University clinic

AN

12 | My immediate family enjoyed health care benefit
from this University

13 | I observed regular exercise at\my“eiversity sport
center

S

N4

Items on Telecommu SA) | A (N | D | (SD

A
14 | I enjoy internet fagihity Th my University campus

A\

15 | My Univ%"’en?:ourages use of intranet in

cornj{@ing with other staff within the campus

16 |1 émoing my research and teaching work better

<®\g virtual channels

17 PMy University provides me communication
gadgets (phone, laptop) to do my work

18 | My University reimburses me whenever I use my
personal data official assignment

Items on Flexi Time SA | A | (N | D | (SD

19 | I enjoy working from home
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20 | I have time for my family while working from
home
21 | Working outside the University gives me time to
do other things
22 | Teaching from home help me to be more relax and
refresh
23 | I balance my work and home responsibilities better
h ' irtual teachi .
when doing virtual teaching ‘\(b‘
A
Section C: Performance . QN
A
D
Items on Research output (SA) (A\)y ) D) |[(SD)
. x\‘.& M)
24 | I have the required number of publications for my %'\ )
next level promotion e
« AN
25 | Since I joined this University, I have been a%o‘
publish up to ten (10) articles in learned j
26 | I publish minimum 5 journals per since |
joined this University ‘ \
27 | I feel satisfy with my contrib m knowledge in
this University \;b
28 | I find it easy to publ%m'p this University
N
Items on @Ag\Engagement SA) | A | N) | (D) | (SD)
X,
29 | 1Iw @H’intensity on my teaching engagement
30 @Véte a lot of time and energy to my teaching
<>Ob
31 | I never miss any of my lecture schedule
32 | I devote a lot of attention to my teaching job
33 | I exert extra effort to complete my lectures
Items on Community Service Engagement SA) | A (N | D | (SD
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34 | I have been involved in at least one community
advocacy in the last one year
35 | I have had at least one public lecture outside this
University in the last one year
36 | I have held at least one leadership position since |
joined this University with opportunity to interact
with outside this University community
37 | Since I joined this University, I have been involved .
in at least one community service project S
. 4Q)
38 | I belong to a social group in this University with

community development agenda

<

.\%w
&

Thank you for the time taken to fill the detai%@lestionnaire

S
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Bio-data

A Personal Data:

Name: Temilola Olubunmi Osibanjo
E-Mail: francatemmy@yahoo.com
Mobile Phone: 08033883496
Home Address: No 2 Samuel Oloko Street, Oluyole Ibadan .
Date of Birth: 12% April, 1981 Q’&
Place of Birth: Ijero- Ekiti ,%.\QO
Nationality: Nigeria . \%.’
Marital Status: Married &%\
Next of Kin: Miss Oluwapamimo Beulah O§i@%)
Address: No 2 Samuel Oloko Stre@ ole Ibadan
B Educational Background with q@
i.  Lead City University, Ibadan In View

ii.  Olabisi Onabanjo Un'v&ﬁ‘@'Ago-lwoye (BSc) 2012

iii.  National Examin@ﬂCouncil 2014
iv.  West Afri @‘%ﬂnaﬁon Council Certificate 2002
v.  Senior 8chool Certificate 1999

vi. ﬁ%chool Leaving Certificate 1993

Qh)rk Experience with Dates

i.  Federal University of Agriculture, Abeokuta 2008 till Date
Position: Asst. Registrar

ii.  International Institute of Tropical Agriculture, Ibadan 2003 - 2006
Position: Lab. Technician

D Members of Professional Body
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Performance of Female Academics in Fedral Universty of Agriculture,
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Productivity Development (IJMLPD) 2(2)
F Conferences and Workshops Attended with Dates
i.  Workshop on People Management for Supervisors . %&st 2022

it. ~ Workshop on Widening Skill Gap and the Future of Work April, 2022

iii.  Soft Skills as Important Tools for University Administ‘ra@n'& July 2021
Basic Essentials for Professional University Admini

iv. Workshop on Speech and Report Writing ~ * 6 July 2019

v Workshop on Decent Work and Produc@ July 2017

G Names and Address of Referet}\ﬂ

l. Dr. A. F. Igbadumhe

&

Department of Maftagement and Accounting

Lecture I,
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