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ABSTRACT
The purpose of the study was to examine the effect of work-life balance on
employee performance at the Ghana Education Service in Nsawam-Adoagyiri
Municipality. Based on the purpose of the study, the following specific
objectives were formulated: assess work-life balance practices for workers,
examine the level of performance of employees as a result of being able to
balance work and life roles andexamine the effect of work-life balance practices
on employees’ performance in the Ghana Education service at Nsawam-
Adoagyiri Municipality. The research used a quantitative methodology, and
adopted descriptive design for objectives one and two and explanatory research
design for.objective three, Astotalof 317 people weresrandomly selected from a
population~of 1789. The respondents were given structured questionnaires,
which were all suitable for analysis. Data obtained were analyzed using
descriptive statistical tool — mean, standard deviation-and linear regression. The
studyrevealed that to enhance work-life balance practieces factors to put in place
included flexible working arrangement as well as enable workers to work from
heme. However, the study found that management do not understand family
issues of staff well. Again, the study found that the balance achieved help them
to exhibit skillfulness in delivery.service, exercise adequate control over task
and a strong and positive significant relationship between the two variables. It
was concluded that work life balance practice is a good predictor of employee
performance in the Ghana Education service at Nsawam-Adoagyiri
Municipality. It was recommended that management should establish facilities
that would create a balance between work pressures with physical and mental

well-being.
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CHAPTER ONE
INTRODUCTION
Background to the Study

In scholastic literature, the term "work-life balance” has been debated
from various perspectives, including having enough time for work, spending
quality time with family, and balancing professional and family life (Starmer,
Frintner, Matos, Somberg, Freed, & Byrne, 2019; White, Hill, McGovern, Mills
& Smeaton, 2003). In simpler terms, work-life balance means maintaining an
effective balance between two equally essential but distinct realms, i.e. life and
job. The changing demographics of the workforce have made it difficult for
many people to strike a balaneesbetween work and family life. These issues have
compelled a‘reassessment of past approaches of balancing work and family life
(Michel, Bosch & Rexroth, 2014).

Gender division of labour, with the wife caring for the family and the
husband:taking on the role of earner, is no longer an option for taday's couples.
However, people started to receive formal education with the advent of
civilization and women are entering the job market. There has always been a
very hectic balance between work and life, a very difficult and vital thing to do
in the.dynamic and global'world of'today (Hegan,/Hogan, Hodgins, Kinman &
Bunting, 2014). Significant challenges-for workers and employers are the
question of balancing work and family. These problems can show themselves
as stress, absenteeism, attrition, a lack of devotion to work, blunders, and,
finally, poorer productivity, which can lead to a significant loss for the

organisation for which one works (Michel, Bosch & Rexroth, 2014).
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As they bear the dual burden of balancing work and home together,
women are considered to be the worst sufferer of this problem (Emslie & Hunt,
2009). In addition, as the distinction between the worlds of work and life
becomes indistinct, the problem of work-life balance has become more
complicated (Morris & Madsen, 2007; Blyton, Blunsdon, Reed &
Dastmalchian, 2005). With choices such as work-from-home, telecommuting,
etc., employees today can meet their job and life demands simultaneously. The
frequent balancing of work and non-work- activities, however, leads to two
worlds being combined rather than a healthy separation. In addition, the
expectation to be attentive at all times has a negative effect on employee's
personaland social health. (Armour;2003).

The'rising degree of work-Iife imbalance faced by workers is one of the
implications of the inability to manage work and family demand (Smith, 2010).
Work-life‘imbalance happens when a person has to play several roles that need
time, 'energy and dedication. Job interference withosthe family arises when
obligations of the family position impede success at work. A child's illness, for
example, may prohibit a parent from going to,work. Work'is the effort and
energy.exerted to accomplish-an-aim, apply knowledge and skills. By making
enough, money, most individualsswork to_earn a'living. But because of the
pleasure it brings, they often work, such-as achieving something worthwhile, a
sense of accomplishment, prestige, appreciation, the ability to use and improve
skills, the scope for exercising power and companionship (Smith, Smith &
Brower, 2011). Corporate bodies are placing steps in place to maintain an

optimal work-life balance, in order to ensure such satisfaction.
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Rising market competitiveness pushes companies and workers to
become more acclimatized, resilient and sensitive to changes such as longer
working hours, overload of work, tension at work are the features of most jobs.
These adjustments have an impact on family duties, child care, elder care, and
domestic activities that hamper individual effectiveness in meeting family-
related obligations (Bhowon, 2013). Sherwani (1984) noted that workers still
work under the different constraints of creation and hardship. The dual role was
one common issue faced by them; they had to play to balance work and family.
The workers with children found difficulty in playing dual roles and
responsibilities involved in family and work environment.

Owing to issues.ofwimbalance between weork and life roles, the
performance of wokers has dwindled (Durodolu & Mamudu, 2020). Employee
performance is crucial to a company's success_since it Is a key factor in
achieving its goals and objectives. As a result, companies are exploring new
ways to.motivate their workers. Every business strategy should be geared
toward enhancing employee productivity. This IS because, in/order to stay ahead
of. the competition, an organisation must enhanee and analyze its workforce's
performance; or else, the organisation will confront a.slew of challenges that
would obstruct organisational performance.(Obiageli, Uzochukwu, & Ngozi,
2015).

Caesar and Fei (2018), the recognized care and value associated with
employees stimulates employee performance from planned human resource
practices to actual practice through a casual chain of procedures. Organisations
fight to acquire and retain the best employees in the market, resulting in a highly

competitive job market. As a result, in order to gain a competitive edge,
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businesses must examine their human resources and ensure their contentment.
(Chokowe & Sithole, 2017). As Bhende, Mekoth, Ingalhalli & Reddy, 2020)
pointed out, this is because human resource management is inextricably tied to
efficiency and effectiveness., both of which result in greater productivity.
Work-life balance (WLB) is critical for achieving high levels of growth,
customer service, productivity, and quality in the workplace (Akter, Hossen &
Islam, 2019). Caleb, Ogwuche & Howell (2020) claim that WLB activities
boost employee effort and establish a positive relationship that inspires people
to work toward organisational objectives.

The Ghana Education Service is in charge of putting authorized national
educational_policies and._pregrams. into action to.ensure that all Ghanaian
children, regardless of tribe, gender, handicap, religion, or political affiliation,
receive a quality formal education. The Service is.in‘charge of a wide range of
responsibilities and responsibilities. Among the responsibilities are basic
education, senior secondary education, technical.education, and special
education, as well as the registration, monitoring, and inspection of private pre-
tertiary educational institutions. Italso proposes educational policy and program
recommendations to the Minister of Education, encourages-efficiency and full
development of talents ameng its.members,.and registers teachers and workers.
(Section 3 of the Ghana Education Serviee Act, 1995).

The majority of employees in the Nsawam-Adoagyiri Municipality have
increasing rates of nonattendance and coming to work late (Michel, Bosch &
Rexroth, 2014). Most employees, according to the researcher, struggle to
balance their job and personal obligations. Some staff are known to work till the

wee hours of the morning. Nsawam-Adoagyiri Municipality personnel are made
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up of both young and senior people. For a healthy existence, both categories
have social responsibilities that must be balanced with job responsibilities.
Workload, worry, lengthy working hours, and insufficient personal time are all
symptoms of a lack of work-life balance (Houston & Waumsley, 2013).
Performance in their individual activities and responsibilities suffers as a result

of this.

Statement of the Problem

Staffs are confronted with a wide range of work-related challenges.
Stress is a common problem that affects the majority of workers. This is due to
the numerous activities and responsibilities that most employees have at both
work and home (Allen & Spector, 2012). When work and home duties are not
balanced, a conflictarises, which, if not addressed effectively, can lead to stress
and even despair (Yaribeygi, Panahi, Sahraei; Johnston, & Sahebkar, 2017),
manifesting as passive-aggressive behaviour, and a lack of coneentration at
work (Kassymova, Kosherbayeva, Sangilbayev«& Schachl, 2018). Aecording
to the Education Sector.-Performance Report (2019), employees' performance is
harmed by their._incapaCity to manage severe workloads‘at specific periods.
Working . conditions,  .uncertainty in" responsibility, “and authority were
recognized as stresswvariables that affect/employee performance in the report.
This could account for the employees' below-average performance in several
assembly of which Nsawam-Adoagyiri is no exception. According to the
performance report, most employees have difficulties balancing family, work,
and other personal affairs. Most employees' well-being and health have been

impacted by the pressure to fulfill work-related targets, pressure from family,
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and the need for balance between the two. As a result, the Service continues to
incur significant healthcare costs.

Whereas the concept of work-life balance has gained traction in
industrialized nations, human resource managers in Africa have yet to
completely embrace it, despite the fact that research undertaken in African
countries show a need for it. In a study conducted in Nigeria by Mordi and Ojo
(2011), it was discovered that the majority of employees have work-life
conflicts. Employees at telecommunication companies in Kenya were studied
to scrutinize the effects of work-life balance on performance by Keino and
Kithae (2016). Long work hours, a lack of vacations, overtime, and job stress,
among other issues were.foundsto_have a negative impact on employee
performance. Scholars inthis field have concentrated on the private sector, with
a particular.focus on commercial banks and significant telecommunications
companies in Ghana. Government institutions In Ghana have received less
attention;.however, government personnel continue to:experience work-related
stress, which has a severe impact on their performance. Asa result, this study
examined the relationship between work-life balance’ and employee
performance in “the Ghana “Education service .in Nsawam-Adoagyiri
Municipality, with an emphasis onpolicy on-eave, proper work arrangements,
and welfare policies;.in order to fill the.vacuum and add to the existing body of

knowledge.

Purpose of the Study
The overall goal of the study is to examine the work-life balance
practices and its association with employee performance in the Ghana

Education service in Nsawam-Adoagyiri Municipality.
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Objectives of the Study
1. To assess work-life balance practices for workers in the Ghana
Education service at Nsawam-Adoagyiri Municipality.
2. To examine the level of performance of employees as a result of being

able to balance work and life roles in the Ghana Education service at

on employees’

am-Adoagyiri

om the specific

-

ers in the Ghana

Nsawam-Adoagyiri

Significance of the Study
The study's result is crucial to a variety of organisations in Ghana in
addition to other countries where work life balance adoptions are not in place.

Human resource managers are among those who have benefited from the
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research initiative, which has educated them on the need of incorporating work
life balance into their strategic objectives. The research findings will also be
useful to organisational policymakers since they will offer pertinent evidence
regarding work life balance and its implications on the performance of

employees. The findings of the study will be especially relevant to government

| clarify their
be useful to
ed in exploring

will bridge the

blies in Ghana as

in the Nsawam-

restrictions tti ith.re om the Ghana Education
Service in the M {?“ Blﬁ pality was difficult. To counteract
this, the researcher initially requested an introduction letter from the Human
Resource Management Department. It was also impossible to tell how honest

the respondents were in their responses. The researcher, on the other hand,
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addressed this by ensuring that the research tools were reliable and viable in

order to ensure that they matched the required standards.

Organisation of the study
There are five chapters in this study. The concept of work-life balance

karound..problem Statement,

2limitation, and
ife balance and
retical reviews
and how work-
thodology was
in chapter four,

ons, and making
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CHAPTER TWO
LITERATURE REVIEW
Introduction
Literature on theoretical, conceptual, and empirical studies on work-

life balance were reviewed in this chapter. Also, review on employee

variables were

the pictorial

ty of theories.
ion Service in
theory and role
played by workers

them from

spillover theory, according to Guest (2002), explains when there is spillover
between the family microsystem and the work microsystem. It's possible that
the spillover will be beneficial or harmful. If work-family relationships are

rigorously regulated in location and time, there will be negative spillover in

10
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terms of energy, behaviour, and time. A positive spillover occurs if an
employee's family and work duties may be integrated and overlapped in place
and time, which is critical in achieving a healthy balanced life (Guest, 2002).

According to Guest (2002), the work-life balance is determined in both
the work and home environments. Workplace culture, household demands, and
workplace demands are all contextual elements. Individual factors, on the other
hand, include age, career stage, and gender, as well as work orientation, or how
much of one’s life interest, coping energy, personality, and personal control is
centered at home or at work. The nature of the work-life balance can be
subjective as well as objective. Outside uncommitted or free time, as well as job
hours, are;ebjective markersaSubjective indicators, onthe other hand, are states
of imbalance or balance. Guest further stated that a balance can be achieved
when both.home and work are given equal weight; or when one of the two
dominates by the person’s choice.

Spillover happens when one dimension of life collides with another.
Work-life balance affects overall well-being, personal satisfaction, effect on
coworkers, friends, and families, as well as productivity both at work and at
home. (Guest, 2002). This theory explains why there is a conflict between work
and personal obligations. It.is relevant to the study because it illuminates the

factors that cause work-life conflicts.

Role Theory

Role theories are advocated by Moreno, Parsons, Mead, and Linton
(Micelle, 2007). The role theory states that an employee's role at work and
elsewhere is defined in connection to other employees who rely on his or her
position. As a result, if a person meets these requirements, they will have

11
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excelled in their position (Katz & Kahn, 1966). The work-life balance was
related to the role theory by Khan (1964), Wolfe, Snoek, and Rosenthal (1961),
which asserts that competing expectations are linked to the many roles men and
women must execute in their daily lives. Kanter (1977), expanding on Khan's
(1964) work, was able to demonstrate the linked and interconnected nature of
family and work. There is broad consensus that work and family have a
detrimental relationship. or good impact on each other (Pleck, 1977). Work-life
balance is influenced by a variety of elements, including task, emission, stress,
time, attitude, and conduct. Furthermore, according to numerous researchers,
the interference between family and work, as well as the resulting conflict,
differs experimentally and philesephically (Wiley, 1987; Pleck; 1977). This role
theory 1s relevant to the study because it emphasizes the importance of
halancingwork and family responsibilities, whichsmight lead to problems if
they are not balanced.

When evaluating an employee's work-life balance, the spill-over and
role theories are useful in this study because they define different features and
attributes of what plays a vital role in work-life balance: the borders. However,
because people's ideal work-life balance differs, the theary cannot decide which
condition.is the best or most,valued:"When beth flexibility and permeability are
constrained, ‘the employer's domains-are divided into two sections. The
employer, not the employee, determines when and where the employee works,
and there is little or no overlap or spillover from one domain to the other
(Michel, Kotrba, Mitchelson, Clark & Baltes, 2011). Randall (1988) discovered
that industrialists have a segmented work-life balance, which is congruent with

this work-life balance. Separators, personnel who actively work toward domain

12
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segmentation, are included in this form of work-life balance, according to

Kossek and Lautsch (2012).

Concept of Work-L.ife Balance

Barber, Grawitch, and Maloney (2016) define work-life balance as a
sufficient degree of participation or appropriateness among a person's multiple
roles. Although definitions and interpretations differ, work-life balance is
typically connected with consistency or the preservation of a general life
balance (Shobha, 2015). Work-life balance research looks at a person's ability
to manage many roles in life at the same time (Katiyal, 2019). This illustrates
that work-life balance is subjective and tied to the experiences of persons
involved in terms of how safe they feel performing multiple tasks divided by
work and life. Whereas work-life balance has traditionally been considered to
imply devoting equal amounts of time to work and non-work roles, the term has
evolved to include additional elements, such as time balance, whieh represents
the amount of_ attention devoted to work ‘and non-work reles; balance of
involvement, which refers to the degree of commitment to work and non-work
roles; and balanee of eeammitment, whichsrefers to the degree of commitment to
work and:non-work roles (Grzywacz & Carlson, 2017).

Shobha (2015) underlined that /as time passes, the components of
engagement and pleasure in the work-life balance paradigm become more
inclusive. Anyone who works three weeks a month and devotes the rest of the
month with his or her family may not be time balanced (i.e., equal work and life
measures), but they may be equally dedicated to work and non-work roles, and
satisfied with their degree of participation in both work and family roles at the
same time. A person who works 58 hours per week may be deemed to have no

13
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work-life balance in terms of time. Even if a person works only some few hours
per week, they will still have a time imbalance and may be happier with more
paid labor. Anyone who works 35 hours a week on a different frequency could
not enjoy their job and spend the rest of their time doing activities they enjoy.
Although this person may be well-balanced in terms of time, he or she may be
unbalanced in terms of engagement and enjoyment. As a result of the preceding
examples, it is vital to examine work-life balance from multiple angles.

Work-life balance refers to how people manage their professional and
personal duties in a way that does not conflict (Felstead & Henseke, 2017;
Draca, Sadun, & Van Reenen, 2006). As a result, due to its broad scope,
researchrhas been conductedto.examine the concept.through avariety of lenses,
including information systems, gender-based paradigms of study (Poulose &
Sudarsan;2017), business management (Galinsky;#Aumann, & Bond, 2011),
psychology, sociology, and, in particular, management /(Joiner & Bakalis,
2016)#According to Duvander, Lappegrd, Andersen,sGararsdottir, Neyer, and
Viklund®(2019), technology innovation has offered an outlet for teleworking
and freelancejob interaction styles. This has obliterated previous notions about
waork-life balance that were deemed unsuitable.

What makes a work-life balance strategy for a worker, according to
Shabanpour, ‘Golshani, Tayarani, Auld;.and Mohammadian (2018), is a single
universally understood concept: Employer-provided incentives, remote work
possibilities, overtime opportunities, breaks and holidays, job sharing
opportunities, personal health options for workers, and other corporate
motivations to ensure an employee's social, psychological, and physical well-

being are all instances of work-life balance (Estes & Michael, 2005). The claim

14
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that there is a correlation between a worker's work-life balance and
organisational productivity and dynamism is frequently used to justify such
practices (Allen, 2001). Research indicates that a worker's work-life balance
produces an aspect of success within his or her individual organisation,
according to Galinsky, Matos and Sakai-O'Neill (2013), but there is no clear
generalization offered yet on how this can be accomplished.

Galinsky, Matos and Sakai-O'Neill (2013) indicated that staff's work-
life balance helps to reduce an organisation's workload per head, improve
workforce efficiency (Wise & Bond, 2003), and foster a motivating
organisational culture in which employees are not overworked and extra work
IS not perceived as a burdens(Wise & Bond, 2003)."In the same way, in
comparison-to optimal environments, when an individual is unable to manage
one or both spheres of his / her life, a work-life disparity occurs. Lesser job
fulfilment; less engagement and attention to work and organisation are among
the outeomes in this scenario (Holmes, Abbott & Pettit;2005), random schedule
and absenteeism (Coffey, Anderson, Zhao, Liu & Zhang; 2009), decreased
performance'and engagement in the workplace (Bruck, Allen/& Spector, 2012),
lower socialization patterns, as well'as medical dysfunctions and psychological
stress (Obiageli, Wzochukwu, & Ngozi, 2015). These findings demonstrate a
detrimental influence.on organisational-performance, as well as a disruption in
the workplace growth process. Work-life balance has been a popular subject in
academic and professional circles for the past three or four decades. According
to Leduc, Houlfort & Bourdeau (2016), the issue has not been fully incorporated
in most crucial business circles because of the ever-changing corporate

dynamics.

15
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Adkins and Premeaux (2019) looked at the concept of work-life balance
in perspective of a wide range of theory, practice, and meaning, and also the
various perspectives from which it can be seen. They clarified the concept's
fundamental meanings and emphasized conflict's intrinsic significance in
dealing with different points of view. There are three primary categories of
conflict, according to Adkins and Premeaux (2019): Personal perception and
emotional (internal) pressure between work and life, as well as behavioural
conflict: the way of prioritizing one form over the other. In addition to conflict
theories, they suggested coping strategies such-as “restructuring the stressful
situation, changing the definition of the stressful situation, managing the
symptoms.of stress, reactiveseoping. (trying to do_itsall), and gaining support
from friends, family, coworkers, and others" to achieve work-life balance.
Institutions. can also use time-based methods, infermation-based techniques,
maney-based strategies, and direct services, according to Adkins and Premeaux
(2019):sThey also talked about the formal and informal barriers to. work-life

policies inside firms; as well as ways for resolving them.

Work-Life Balance Policies

Balancing of “‘work and life is an expression «with - many different
meanings and ramifications for key parties.

The terms work-family and work-life balance have garnered
considerable attention from businesses, employees, politicians, academia, and
the media over the previous twenty years Work-life balance concerns have
grown in relevance as a result of a range of factors. According to Kim-Appel,
Appel, Newman and Parr (2007), as more women enter the workforce as a result
of demographic and general developments, working mothers become the norm

16
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rather than the exception. Job responsibilities have also become more intrusive
into family and personal lives as a result of technological advancements (e.g.,
cell phones, e-mail, fax). The shift to global competitiveness, according to
McCarthy, Darcy, and Grady (2010), has put more pressure on organisations
and individuals to be more flexible and responsive to change.

Organisations must now adopt work-life balance practices in order to
recruit and retain talent, not just from conventional sources, but also from
unexplored and diversified social classes, in light of current talent shortages and
the inevitability of an aging workforce. (Caesar & Fei, 2018). For potential
commercial viability, Godbey, Crawford and Shen (2010) proposed that
organisations ought to ensuresthat.a realistic and werkable work-life balance
strategy 1s not only reassuring but mandated, which will suppart and satisfy the
requirements the company and the employees.

Organisations that do not give opportunities for employee work-life
balancepaccording to Bloom, Kretschmer & Van Reenen (2006), are at danger
of attracting a growing number of angry and unproductive employees, resulting
In.higher attrition rates. It'is not sufficient to merely create.a work-life policy
structure; rather, It IS critical to foster a corporate culture that encourages the
adoption of existing policies (Bhende, Mekoth, Ingalhalli & Reddy, 2020). It's
critical todiscover .flexible and_innevative solutions for businesses and
employees that "boost productivity without jeopardizing workers' happiness,
household associations, or other elements of life.

Furthermore, implementing work-life balance regulations would have a
favourable impact on the hiring and retention of high-quality employees, as well

as the maintenance of a competitive advantage in a competitive market

17
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(Chokowe & Sithole, 2017). Work-life balance policies include part-time jobs,
job sharing, flexibility, term-time employment, shift work, annualized hours,
compressed hours, teleporting or e-working, homework, career vacations,
research leave, zero hours, contracts, and V Time (Collins & McClean, 2011).
The main goal of such work-time guidelines, according to Adame, Caplliure,
and Miquel (2016), is to achieve a fair and beneficial balance between
occupations-and domestic chores for both firms and employees. The efforts
implemented following an employer-employee consultation process have
shown to be the most helpful (Cabanac, & Hartley, 2013).

This illustrates that the degree of employee engagement in the
development of work-lifesbalance. strategies is_crucial to ensuring their
effectiveness. Some of the work-Iife balance common working time policies
include veluntary time, contract for zero hours, e-working, teleworking, and
term-time 'working. The voluntary time refers to hours worked involuntarily to
meet preduction demands; extra hours are 'saved up‘:and used'as time off or
compensation. This differs from flexi-time; which involves taking opening and
closing timesiin parts, which canentail a period of time that reduces or increases
weekly. working hours. The ‘zero hours contract’ is a supple contract in which
the'amount of time an employee_spends on.their engagement each year is not
specified. This s left.available to meet.demand.

E-working generally includes work that can be done from any location
using technological tools. Again, teleworking: the place is versatile in this
situation, and technology can be used to perform tasks-so you can perform work
tasks from home. Another word for it is E-working. Finally, term-time job refers

to where the individual is only given the chance to work while the department
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is in session, holidays are often off days. Regular payment determines
remuneration, and no payments are paid for holidays because revenues are

divided throughout the year.

Employee Performance

Employee performance refers to the quantity and quality of work
produced by an employee while performing his or her job in accordance with
the obligations assigned to him (Al Mehrzi & Singh, 2016). Performance is
defined as a person's total success in carrying out activities over a period of
time, as evaluated against a variety of factors such as work requirements,
targets, or mutually agreed-upon criteria. Furthermore, performance is defined
by what employees do or do not do, according to Yang et al. (2016).
Performance management refers to the complete process; of improving a
company's or organisation's performance, including the performance of each
individual and work group inside the company. Employeesperformance,
according to Shmailan (2016), is the activity that employees do In carrying out
the company's work.

Employee performance refers tothe results of an employee's activities,
which are _based on their knowledge.and abilities (Mendis & Weerakkody,
2017). Employee performance is the aggregate of all employees' talents, efforts,
and capacities that resulted In the organisation's increased production and
attainment of its objectives in an organisational context (Pradhan & Jena, 2017).
Higher organisational performance is the result of goal-oriented activities,
whereas enhanced employee performance necessitates even greater effort
(Ellinger et al, 2013). Employee performance is one of the most important
variables in determining an organisational achievement. By providing
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opportunities for training and development, organisational learning plays a vital
role in improving employee performance (Diamantidis & Chatzoglou, 2019).
Employees who are happy with their jobs and the company are more likely to

support the achievement of the company's objectives (Rozi & Sunarsi, 2020).

Empirical studies of \Work-Life Balance Practices on Employee
Performance

A lot of research relating to work-life balance have been conducted.
Vishwa, Chandra, Bijay, Charanjeet, Avadhesh, and Diwinder (2015), for
example, looked into the empirical analysis of work-life balance policies and
their effect on employee performance. The study's goal was to look into the link
between work-life balance regulations and employee performance. The survey
used 240 respondents who filled out a questionnaire. The coding was done with
the Statistical Package for Social Sciences (SPSS), and the analysis was done
with quantitative data and correlations. The study's findings showed that each
of the work-life balance regulations was a determinant of job satisfaction on its
own.

Azeemand Akhtar (2014) looked.at the impact of work-life balance on
health-care employee performance. A-questionnaire was sent to 275 people
working in the healthcare industry. The quantitative data, including correlation
and reliabilities, were analyzed using the regression analysis. Employees in the
health-care industry have a modest level of perceived work-life balance on
employee performance, according to the findings of the empirical test. Work-
life balance and employee performance were found to have a beneficial

association.
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Fapohunda (2014), similarly, looked into the impact of work-life
balance on productivity. The study's goal was to see if there was a link between
work-life balance and organisational productivity, and if practicing work-life
balance could reduce employee turnover and absenteeism. For the poll, 200
banking industry respondents were used. Data was gathered using a
standardized questionnaire. The data was analyzed using the Chi square. The
findings of the study revealed that work-life balance practices and employee
turnover had a positive association. It was also discovered that management
support was insufficient.

At Eco Bank in Kenya, Kamau, Muleke, Makaya, and Wagoki evaluated
the impaet. of work-life_balaneesstrategies on empleyee job performance in
2013. The major goal was to see how work-life balance affected employee
performance in the workplace. Quota sampling was used to choose fifty-five
(55) Eco Bank staff. Questionnaires were utilized in the survey. The candidates'
work=life. _balance and organisational performancewere assessed using
Spearman's Correlation Analysis. According to the results of the empirical
Investigationy, there is a link between work-life balange and  employee
performance.

"Work-life balancesand employee performance: the mediating effect of
affective commitment,” was also investigated by Hye in 2013. The research has
293 respondents'who filled out the questions. The quantitative data, including
reliabilities and multiple regressions were the analytical tools used to analyzed
the data collected from the respondents. first the data was coded using the

Statistical Package for Social Sciences (SPSS). Employees' sense of work-life
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balance promotes affective commitment, according to the findings of the
empirical study.

Similarly, Dissanayaka and Ali (2013) looked into how work-life
balance affects employee performance. The study's focus was to look at the link
between work-life balance and employee performance. A total of 96 workers
were surveyed, and a questionnaire was handed to them. The data was analyzed
using Pearson moment correlation. Work-life balance and employee
performance were found to have a positive relationship, according to the
findings. Another key issue that may impede employee performance is when
management fails to adhere to work-life balance incentives such as leave
entitlement, flexi time, and.family.and welfare policies (Obiageli, Uzochukwu
& Ngozi, 2015). They urged that a deliberate effort be made to improve the
employee's.work-life balance in order to improve employee performance.

Work-life balance reflections on employee happiness were explored by
Sakthivel, Kamalanabhanb, and Selvarania (2011). Thestudy's goal was to look
at' the association  between employee happiness and work/life balance.
Employments, opportunity, acknowledgement, /job expectations, ‘payments,
welfare payments, leader — follower friendship, satisfaction.of employees, and
work/life balance.were thesconstructs used_in this:study. A total of 210 people
working in the IT iIndustry completed.the survey. The quantitative data was
analyzed using “the Statistical Package for Social Sciences (SPSS), which
included multiple correlation and regression. The empirical test revealed a
strong link between job task and employee satisfaction, as well as a mediator

variable called work-life balance.
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Conceptual Framework

A conceptual framework represents the researcher's compilation of
literature on how to explain a phenomenon (Eldridge, Lancaster, Campbell,
Thabane, Hopewell, Coleman & Bond, 2016). It outlines the procedures that

must be done during the study based on past knowledge of other researchers'

ers to how an
e ability of an
ance that he or

jests. Figure 1
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Work life balance practices Employee Performance

Flexible working arrangement _ [ control over task

Health and wellness programmes

Maintain professional working

relationships

Childcare benefits or services
Skillfulness in delivery service

Taking leave as required

| Effective and efficient

Organisational understanding
and support of family issues

Source: Authors construct (2021)
Figure 1: Conceptual Framework

Employee performance construct is measured using effective ness and
efficiency of “‘employees, maintaining professional working srelationships,
exhibiting skillfulness in delivery of service and exercising adequate,control
over task “According to.the researcher; balance between work and life roles
would result intimprovement of the performance indicators listed above, while
Imbalance. between the two roles would result in peor performance, in other

words, counterproductive of the employee.

Chapter Summary

The related literature on work-life balance and employee performance
was discussed in this chapter. The concept of work life, work-life balance
programs, and employee performance were among the topics discussed. The

theory that underpins the study was also discussed in this chapter. Furthermore,
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empirical studies examined the association between work-life balance and

employee performance were analyzed, culminating in a conceptual framework

that illustrated the relationship graphically.
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CHAPTER THREE
RESEARCH METHODS
Introduction
The techniques and procedures for data gathering, processing, and

analysis are discussed in this chapter. The research design, sample and sampling

population, and

an overarching
y and analyzing
hich empirical
(in, 2003). To put

pproaches utilized

determine or discover the pre e of unexpected links or linkages between two
or more components of an event. It seeks a statistical relationship between

variables, to put it another way.
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Study Area

Nsawam-Adoagyiri is a combination of two areas in the eastern region.
The Nsawam-Adoagyiri Municipal Assembly's vision is to develop into a
developed Municipal Assembly that offers exceptional service to its
constituents. The Assembly's mission is to improve the standard of living for
the people who live under her authority by utilizing all available resources to
provide equal service for the Municipality's overall growth. The Assembly also
has the responsibility to ensuring good governance, security, law and order. The
Assembly is the highest political, administrative; planning, and rating authority
in the Municipality performing deliberative, Legislative and Executive
functionss.In order to perfermgall. these functionsysmembers of the whole

community must be able to balance their personal and life roles.

Population

Cooper-and Schindler (2016) define a population as "thewentire list of
items ‘or persens from which the study hopes.to extrapolate«its findings.” A
population.is‘a well-defined group of.people, services, elements, and events
under investigation.(Mugenda & Mugenda, 2013). To put It another way, it's
the full set of data from which a researcher wants to derive conclusions. The
study's population was 1789 Ghana Education Service personnel in the Nsawam

Adoagyiri Municipality.

Sample and Sampling Technique
A sample, according to Mugenda and Mugenda (2013), is a subset of the
population that the researcher is studying. A researcher must first have a

sampling frame in order to select a representative sample. According to
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Sumaedi, Bakti, Rakhmawati, Astrini, Widianti and Yarmen (2014), a sampling
frame is a set, or a database of examples from which a sample is picked. A basic
random sample strategy was used by the researcher. The study's sampling frame
was a list of employees who work in the Nsawam-Adoagyiri. Everyone on the
target population was allocated a sole number, and a table of random numbers
was used to pick the suitable sample. A sample size 317 of the population, using

Krejcie and Morgan sample size table (1970)

Data Collection Instruments

This refers to the tools used to conduct research (Kombo & Tromp,
2016). The data collection instrument for the study will be a semi-structured
questionnaire comprising both open-ended and closed-ended items. A
guestionnaire is a type of research instrument that collects data from a big group
of people. The guestionnaire will be done ta collect quantitative information
from respondents. When compared to other instruments, a/questionnaire has the
following advantages: the researcher may collect:data from large samples, there
Is less chance of bias because it is normally done on paper, and anonymity is
maintained. Because self-administered questionnaires are‘less-expensive than
personal interviews, Cooper and Schindler (2006) advocate guestionnaires for
explanatory research: projects. The survey was divided into three sections: the
first had general information on the respondent, the second contained

independent variables, and the third contained dependent variables.

Data Collection Procedure
The questionnaire was personally administered to the one hundred and

thirty-six (136) employees of the GES. Prior to data collection, the Department
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of Human Resource Management sent a letter of introduction to the Service
management. The study's goal was communicated to them when they arrived.
The questionnaire was given out on the same day as it was collected, but over a

three-week period.

Reliability and Validity

The internal consistency of the research instruments is measured by data
reliability. Burns and Grove (2013) The extent of uniformity with which an
Instrument measures_an attribute is defined as reliability. Cronbach's alpha
correlation, which runs from 0 to 1, will be used to measure the data reliability
(O'Connor, & Kleyner, 2012). The scales are more dependable if the alpha
coefficient values are larger, and vice versa. The Cronbach alpha should be at
least 0.70 or higher as a rule of thumb" (Hall, 2018). Table 1 provides the
reliability statistics of the items used to measure the independent and dependent
variable.

The validity of a research instrument refers to how well it reflects the
abstract concept under. investigation .Grove and. Burns (2013).. Validity is
divided into three categories, each of which contributes toithe overall accuracy
of the study's instruments. They include content, internal;.and external validity.
Content validity refers to the provision of an acceptable and representative
sample of all the items that may be used to evaluate the supplied construct, as
well as the provision of an acceptable and representative sample of all the items
that may be used to test the provided construct. Material validity is only
determined by expert opinion because there are no statistical ways for
establishing whether a measure appropriately covers a content (Burns & Grove,
2013). Content validity was determined in this study by formulating questions
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based on a review of the literature and a conceptual framework. According to
Burns and Grove, internal validity refers to the degree of certainty that a test's
outcomes are the consequence of the experimental treatment alone, rather than

intervening or confounding variables (2013). Other regulations were tightened,

which helped the situation.

stionnaire, the
to improve the
dity, the replies
and included.
onclusions are
dy’s-controlled

by selecting a

statistical strategy for asse ow one dependent variable and one or more

independent variables are related.
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Ethical Considerations

During the research, ethical considerations were taken into account. As
aresult, all field data was handled with the utmost privacy, and the respondents’
identities were kept hidden. Furthermore, no information was modified or

amended; as a result, the data gained from the respondents was presented

design, and
S tudy were all
data gathering

M his chapter also

col , and presentation.
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CHAPTER FUR
RESULTS AND DISCUSSION

Introduction

This chapter of the study presents the results of the data acquired from
the self-administered questionnaires. The data was interpreted in reference to
previous findings and theories, which was discussed. There are two sections to
this chapter. The first section contains the respondents’ background information,
including their age, number of children, and marital status. The second section
Is devoted to the respondents’ responses in accordance with the study's purpose.
It focuses on the specific study objectives based on the information gathered. A
total of 208 gquestionnaires.weresprovided and collected from Ghana Education

Service staffin the Nsawam-Adoagyiri Municipality.

Demographic Characteristics of Respondents

Prior to'the main analysis, data on respondents’ age, numberof children,
and marital status were collected. Table 2 discusses these issues. Tabled shows
that 128 (40.34 percent).of the 317 respondents are single, whereas 189 (59.66
percent) are married«Fable 1 also illustrates the age profile of the respondents
In years:.75 respondents (or 23.66 percent) were. under.the age of 25, 90
respondents (or 28.39 percent) were between the ages of 25 and 29, and 34
respondents (or 10.72 percent) were between the ages of 30 and 34, 35 (11.04
percent) were between the ages of 35 and 39, 38 (11.99 percent) were between
the ages of 40 and 44, 30 (9.46 percent) were between the ages of 45 and 49,
and 15 (4.73%) were over the age of 50. Table 4 shows that 118 (37.22 percent)
of respondents have one child, 106 (33.44 percent) have two children, 60 (18.93
percent) have three children, and 33 (10.41 percent) have four or more children.
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When it came to educational qualifications, the majority of respondents (42.90
percent) had a bachelor's degree, 30.91 percent had a master's degree, and 2.84
percent had a PhD degree.

Table 1: Demographic Characteristics of Respondents

Variables Sub-scale N %

Position
Head 11 3.50
Sherp 65 20.50
Siso 63 19.87
Total 317 100
Source: Field survey (2021)
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Assessing Work-Life Balance Practices for Workers in the Ghana
Education Service at Nsawam-Adoagyiri Municipality

The first objective sought to assess work-life balance practices for
workers in the Ghana Education Service at Nsawam-Adoagyiri Municipality.
Fourteen indicators were utilized to analyze work-life balance practices, with
frequencies, percentages, means, and standard deviations being employed. The
answers will be scored quantitatively, with higher scores indicating greater
agreement on each question. The mean values obtained from five-point Likert
scale questions were used to interpret the relevant mean values in Table 3. The
construct of a questionnaire can be validated using simple descriptive statistics
like mean and variance. Item mean and item standard deviation were used to
see if the items in each anticipated grouping included roughly the same
proportion of information about the construct being measured. The scale to an
item’'s midpoint was 2.9. (Aziz, Adnan, Afthanorhan, Foziah, Ishak & Rashid,
2019).'As a result, any mean score below 2.90 suggested that the item was low,
while any“score above.2.90 showed that the item was high. The measure of
variation was standardsdeviation.

Also, within a'Likert scale, items should have abeut similar means and
standard deviations."A likert scale is a subjective scoring system that allows
respondents to measure their level of agreement with the item's point of view.
The greatest standard deviation to the minimum standard deviation ratio should
be around 2:1 as a rule of thumb (Wan, Wang, Liu & Tong, 2014). When some
items are not appropriately bundled, the bundling of items within scales and

scales within measures goes wrong. As a result, Table 3 shows the respondents'
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perspectives on the work-life balance practices for workers in the Ghana
Education service at Nsawam-Adoagyiri Municipality.
From Table3, the respondents revealed that, there is a flexible working

arrangement at the institution (M = 3.43; SD = .98). This was followed by them

indicating that their organisation has health and wellness programmes in place
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Table 2: Work life Balance Practices for Workers in the Ghana Education

Service at Nsawam-Adoagyiri Municipality

ltems Mean Standard

Deviation

ARE i
Source: Field su NUBIl2

Mean values greater 2.90 are seen as favourable responses for items used
in soliciting employee’s views on work life balance practices at Ghana Education

Service (GES) Staff in Nsawam-Adoagyiri Municipality at alluded by (Aziz,
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Adnan, Afthanorhan, Foziah, Ishak & Rashid, 2019). The highest of the
favourable responses was the use of telecommunication which assist workers to
work from home while the lowest was childcare assistance or services. What this
mean is that GES does well managing employees at Nsawam-Adoagyiri
Municipality in trying to balance the work roles with life roles if not on equal
magnitude.

The findings suggest that the institution not only assures employees, but
also implements practical and workable work-life balance policies that benefit and
suit the needs of both the institution and its employees (McCarthy, Darcy, & Grady,
2010)=Also, based on the findings, work-life balance_rulesswill have a favorable
impact on recruiting and keeping high-quality personnel, as well as preserving a
competitive.edge in'a competitive market (Maxwell & McDougall, 2004). Again,
flexible working arrangements and health and wellness programs would aid in
strikinga.fair and productive balance between work and family obligations for both
the employer and the employee (Godbey, Crawford& Shen, 2010).

This, according to Bekkersetal. (2010), demonstrates‘the importance of
employee input in“the formulation of work-life balance policies in guaranteeing
their effectiveness:. Again, the impacton workers' work-life balance practices will
help to reduce workload per head in_an organisation while also increasing
workforce productivity (Wise & Bond, 2003). Nevertheless, management's lack of
understanding of family issues may result in lower job satisfaction (De Cieri et al.,
2005), random schedule and absenteeism (Anderson, Coffey & Byerly, 2002;

Allen, 200I), reduced workplace effectiveness and performance (Caesar & Fei,
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2018), biological disorder and psychological trauma, and lower socialisation trends

(Wayne et al., 2004).

Examining the Level of Performance of Employees as a Result of Work and

awam-Adoagyiri

performance of
hana Education
> used to measure
2 done means and

ally such that the
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Table 3: Level of Performance of Employees at the Ghana Education Service

in Nsawam-Adoagyiri Municipality

Indicators Mean Standard

Deviation

respondents mentioned that they feel effective when they have an appreciable level
of balance is achieve (M = 3.82; SD = 1.11). It was discovered from Table 4 that

respondents are able to maintain professional working relationships with co-
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workers (M = 3.68; SD = 0.96). As a measure of performance, it was shown that
respondents exhibit skillfulness in delivery of their service (M = 3.40; SD = 1.00).
Again, they exercise adequate control over their task (M = 3.62; SD = 0.97).
Furthermore, the respondents averted that they are able cope with any changes that
occurs (M = 3.62; SD = 0.88).

The implication is that employees are more knowledgeable, possess the
required skills and task habits (Lievens, Conway & De Corte, 2008). These enable
them to be efficient and effective as indicated by Borman and Motowidlo (2013).
On the citizenship performance, the mean result implies that workers are happily
and-openly.discuss their concerns.and issues with each.etherwithin the institution
(Jaworski, & Kohli, 2013). These may lead to growth 1n team spirit and a happier
waorkplace (Alie, Beam, & Carey, 2018; Boyt,.Lusch& Naylor, 2018; Cohen, &
Bailey, 2019). Such level of performance could help in“achieving the institutions
goals issthe activity that employees do in carrying out the.company's work ((Rozi
& Sunarsi, 2020; Shmailan, 2016). By possessing knowledge and abilities
employees would be able“toscope with changes that may: arises(Mendis &
Weerakkody, 2017).

Checking for Assumptions.and Normality

With the purpose of using regression examine the effect of work-life
balance practices ‘'on employees’ performance in the Ghana Education service at
Nsawam-Adoagyiri Municipality, it is imperious to check that assumptions of
normality of the dependent variable (Tabachick & Fidell, 2012). One assumption

is that the dependent variable should be a continuous scale. Another basic
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assumption of regression is that the dependent variable should be normally
distributed. Accordingly, test of normality was used to check for the normality of
the distribution.  The results of two well-known tests of normality, the
Kolmogorov-Smirnov Test and the Shapiro-Wilk Test, were provided in Table 4.

an 50), however

the sig. value of
an 0.05. The data

or equal to 0.05.

set, and an applicable parametric test can be applied if all other test assumptions are

met.
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Examine the Effect of Work-Life Balance Practices on Employees’
Performance in the Ghana Education Service at Nsawam-Adoagyiri
Municipality

The objective three looked at the effect of work-life balance practices on

awam-Adoagyiri

done wh Sfe norm linearity and the
ork life balance
as the dependent
nd standard error

product moment

captured by the model). The implication is that, an increase in work life balance

practices would result in a moderate increase in employee performance and as such,
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work life balance practices alone cannot influence the employee performance in the

Ghana Education service at Nsawam-Adoagyiri Municipality.

Table 5: Model Summary

Std. Error of the

Estimate

6.36164
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Table 6: ANOVA?

Sum of Mean
Model Squares df Square F Sig.
1 Regression 3741.312 1 3741.312 92.445 .000P

ance) = 23.209+ 0.99 ) e balance practices)

As aresul N Q B ' 5 e following claims based on the slope

and intercept values in the resulting regression equation: Employee performance
will be at 23.209 when there are no work-life balance practices, according to the

intercept, and when there are any work-life balance practices, according to the
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slope will be at (99 percent). Therefore, work life balance practices in Ghana
Education service at Nsawam-Adoagyiri Municipality has a strong significant

influence on employee performance.

Table 7: Coefficients

study could aid school
administrators 1ces  of turnover, absenteeism,
motivation, and organisational productivity (Dissanayaka & Ali, 2013).
Importantly, the findings of this study may provide actionable information that

human resource directors and benefits managers may utilize to create and
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implement work-life balance initiatives that will improve day-to-day operations
and employee performance. These findings go hand in hand with the research
findings of (Azeem & Akhtar, 2014; Fapohunda, 2014; Kamau, Muleke, Makaya

and Wagoki, 2013; Hye, 2013; Dissanayaka & Ali, 2013; Sakthivel,
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CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
Introduction

The study's summary, conclusions, and suggestions are presented in this

mendations for

e practices in the

performance In ana Education service at Nsawam-Adoagyiri
Municipality.
The current research used a quantitative methodology and included both

descriptive and explanatory research designs. A total of 317 people were randomly
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selected from a population of 1789. The respondents were given structured
questionnaires, which were all suitable for analysis. The information gathered was
evaluated with descriptive statistical tools such as mean, standard deviation, and an

analytical tool which is linear regression.

Summary of Key Findings

In terms of the first objective, which was to analyze work-life balance
practices among Ghana Education Service employees in the Nsawam-Adoagyiri
Municipality, the study revealed that to enhance work-life balance practices put in
place included flexible working arrangement as well as enable workers to work
from home. Likewise, taking leave to meet.family needs help to balance work and
life roles. However, the study found that management do not understand family
issues of staffawell and this may their loweryjob satisfaction, dedication and
commitment to'work.

Relating to'objective two which sought to examine the level of performance
of employees as a result.of being able to_balance work and life'roles in the Ghana
Education service at Nsawam-Adoagyiri-Municipality, thesstudy found that the
balance achieved helpthem to exhibit skillfulness in my delivery service, exercise
adequate control overtask, cope*well with changes in the way, initiate better ways
of doing their core tasks, maintain professional working relationships, meet
deadlines and use resources well.

From objective three which sought to examine the effect of work-life
balance practices on employees’ performance in the Ghana Education service at

Nsawam-Adoagyiri Municipality, a correlational analysis was used in the study,
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and it revealed a strong and positive significant association between the two
variables. Furthermore, utilizing the slope and intercept from the regression

analyses, it was discovered that work-life balance practices have a very strong

significant effect on employee performance.

alance practices,

gasuring work life
uting, providing
| needs. However,

ell as no adequate
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Recommendations
Based on the study's findings and conclusions, the following recommendations
were made:

1. Since it was found that the recreational facilities were not provided

stablish facilities

-
-

“would create 2 ith physical and

may breed high
commended that

by establishing

e study. As a result, future studies should

respondents that would be
use a qualitative method to investigate the impact of work-life balance practices on

employee performance.
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QUESTIONNAIRE FOR STAFF
Preamble:
I am a University of Cape Coast Master of Business Administration (HRM)

student in my last year. | am obliged to submit a dissertation as part of education in

ce Practices and
i, 8
erformance in Gh duca I awam-Adoagyiri
e been sampled.

stionnaire for me.

9 rs[ ] 40-

the questions with respect to work life balance practices in Ghana Education
Service Staff in Nsawam-Adoagyiri Municipalit. The responses would be measured

numerically such that 1 denotes least agreement and 5 denote strong agreement.
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Work life balance practices 11234 |5

Flexible working arrangement

Through telecommunication, | sometimes can work from

home

and 5 denote strong agreement.
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Statement 1(2(3|4 |5

When I return from leave, | usually feel more productive.

I'm inspired to provide more services

| feel effective when | am able to balance my work roles and
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APPENDIX 2

Reliability Statistics

Work Life Balance Practices

Flexible working arrangement 801
Through telecommunication, | sometimes .803
can work from home

I am able t0 ma

relationships wit

I exhibit skillfulness in my-delive VI .896
| exercise adequate control over my task .853
I cope well with changes in the way | have .882
to do their core tasks

| initiate better ways of doing their core 811
tasks
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