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ABSTRACT
Many factors are responsible for the performance of the employees in both public and private work organization. Previous studies have not adequately explained work life balance relative to employees’ performance on public work organization. It is on this basis, the study investigated work life balance and employees’ performance in Nigerian Ports Authority. Synthesis of spillover, compensation and integration theories were employed as the frame work.
Multistage sampling techniques which consisted, purposive, stratified and simple random method were employed to select the sample size is 170. The research instrument involved questioner to collect data.
While 6.7.5% of respondent were males, 32.5% were females. The larger proportion of the respondent 43.1% were 50 years and above, while the smallest proportion 2.5% were within the range of 21-30 years. While 80% of the respondent had spent 5 years and above in service, 12.5% of them spent 6-10 years and 7.5% spent 0-5 years. Highest proportion of the respondent (52.5%) had first degree and 37.5% had master degree and while 7.5% had OND whereas 2.5% had ordinary level school certification.
In respect of how workers spent their time wisely to improve the quality of their work. 41.9% of the respondent strongly agreed, 48.1% agreed which 10.0 disagreed. On whether giving room for large proportion gave workers opportunity to achieve high volume of output 53.1% of the respondent strongly agreed, 34.4% agreed, 10.0% disagreed and 2.5% strongly disagree. On maintaining good personal and family life that gave room for positive attitude to work, 61.6% of the respondent strongly agreed, 31.3% agreed, 5.0% disagreed and 2.5% strongly disagreed.
Hypothesis I: Reviewed a significant relationship between the management and quality of work by employees.
Hypothesis II: Equally showed a significant relationship between stress management and employees’ quality of work.
Hypothesis III: Showed significant association between self management and attitude to work by employees.
Hypothesis IV: Showed that no significant relationship existed between management of leisure time and target achievement. 
 Work life balance is significant to employees’ work attitude and performance.
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                    Employees’ Performance
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CHAPTER ONE
INTRODUCTION
1.1 Background to the study 
Every employer of labour in both government owned or private sector of the economy has the primary objective of profit making. This objective can be actualized when workers perform excellently in their different areas of responsibility. Effective performance by employees, therefore, is a fundamental determinant of high productivity of work organization and incidental maximum profit.  To perform well in the work place by the employees is to achieve high quality and quantity of output without any loss in the given time to execute the tasks. 
As a matter of fact, employees’ performance can be attributed to a lot of factors within and outside the workplace. While some are functions of innate characteristics of employees, others are influenced by the company policies and government policies guiding the work relations. However, of critical importance is the employees’ work life balance which means “satisfaction and good functioning at work and at home with a minimum of role conflict” (Clark,2002). 
As a matter of fact, when the employees are able to wisely manage the demands of the work and other activities outside the workplace, then they will be able to maximally contribute productively towards the profess and service of the organization. Be that as it may, it has often been revealed that the work challenges of some employees are cumbersome, apart from other role they play at home as mother, father, uncles etc and other social engagement in churches, clubs, and association. The overall consequence of this is physiological depression and stress that often hamper the efficiency of labour, no wonder some employees find it difficult to perform well in their workplace by not meeting the target set for them by the management.  
In advanced countries of the world like Britain, Germany, USA, France, Russia, china etc, policies are always put in place by employers of labour to enhance work life balance of workers. This stems from the fact that a healthy worker is a productive worker. This is not always the case in most African countries especially Nigeria, where numerous workers experience stress and depression of high magnitude in their work. Conceptually, productivity becomes low and profit of the organization declines on daily basis. This is one of the root causes of underdevelopment in the third world countries. It is on this basis; the study hopes to examine the connection between work life balance and employees’ performance in Nigerian Ports Authority. 
1.2 Statement of the problem  
Work-life balance and performance are still not adequately studied, even though scholars are increasingly paying attention to this subject. The negative behavior displayed by employees can be caused by the increased job stress (Emslieand Hunt, 2009). In fact, the lack of tasks performance, turnover and austerity in the workplace is now becoming a common occurrence, as Mullen and Kelloway (2010) reported, and these affect organisational efficiency and development. The company is expected to play a major role in achieving and retaining safe, well-trained and longterm workers (Nielsen, Nielsen, Randall, Yarker & Brenner, 2008). The organization must also delineate an atmosphere in which workers can develop and discern their well-being (Nielsen et al. 2008). Employees are required to exhibit hard work and frequently have to work extra hours to meet their financial commitments, which affect the balance of work and life. 
There have been a number of significant researches on the balance of working life and performance of employees. The trend to incorporate work and family life policy in organizations has gained enormous significance in recent years. Policies including decreasing working hours, shortened workweeks, flexible start-up times, family leave and employee support programs lead to the morale and productivity of workers by reducing absenteeism.
 Past studies on employees’ performance have focused on the use of motivation (Shadare et al., 2009), team building (Jones et al., 2007), good and effective supervision, good appraisal (Todd Grubb, 2007), good management condition to increase employee’s performance. As impressive as those are, little or nothing has been done on how effective work-life balance can enhance employee’s performance, hence, a gap is affected then this study hope to fill with empirical investigation. The study also provides a new insight into the historical work of working life equilibrium and provides particular suggestions for organizations willing to adapt the culture that can promote the implementation of work life balance practices which enhance all career stages for employees at work. 
1.3 Research Questions  
1. What is the link between time management and employees’ quality of work? 
2. What is the relationship between stress management and quantity of employees’ work?  
3. Is there an association between self-management and employees’ attitude to work? 
4. How do employees manage leisure time relative to target achievement?  
1.4 Objectives of Study 
The general objective of this study is to examine the link between work life balance and employee performance. From the general objective, the following specific objectives are put followed; 
1. To assess the association between time management and employees’ quality of work. 
2. To verify the link between stress management and quantity of employees’ work. 
3. To assess the connection between self-management and employees’ attitude to work. 
4. To verify how employees, manage leisure time relative to target achievement. 
 1.5 Statement of Hypotheses  
1. H0: There is no significant relationship between time management and quality of work by employees. 
H1: There is significant relationship between time management and quality of work by       employees. 
2. H0: There is no significant relationship between stress management and employees’ quantity of work. 
H1: There is significant relationship between stress management and employees’ quantity 
of work. 
3. H0: There is no significant relationship between self-management and attitude to work by employees. 
H1: There is significant relationship self-management and attitude to work by employees\ 
4. H0: There is no significant relationship between management of leisure time and target achievement. 
H1: There is significant relationship between management of leisure time and target achievement. 
1.6 Significance of the study 
A research of this nature has various advantages for organizations around the world. First, the study would be useful for management in the organization to efficiently formulate policies. The study goals specifically define important factors that can be considered to be the basis of employee performance deficiency and support findings on these factors. Secondly, the report would offer tremendous benefits to policy institutions and other key regulatory bodies. The research and subsequent results could provide the theoretical context required to effectively develop, model and execute policies. Lastly, this study can be very beneficial for other researchers interested in similar problems highlighted in this study. 
1.7 Scope of the study 
The scope of the research could be defined for the subject, the sample, the field of study and the timeframe. This research focuses therefore on the effect of work life balance on employee performance. The study will cover one organization which is the Nigerian Ports Authority. The scope of variables for the study includes work life balance, employee performance. 
1.8 Limitation of the study 
This research is limited as a result of some constraints experienced. The major part of this is as a result of the secrecy of organizations in Nigeria. Organizations in Nigeria do not let out information to people easily especially researchers. This is because other people can make reference to their research work and use the information against the organization.     
Other limitation composed on this study, is that of shortage of time and financial constraints. These problems of time and finance account for the limitation of the sample size to Nigerian Ports Authority. However, through concerted effort I should be able to finish the project without compromising the quality of output. 
1.9 Definitions of terms   
Work Life Balance: Work life is the lack of opposition between work and other positions in life. It is the state of equilibrium in which personal, professional and family life conditions are identical.  
Employee: Individual who is a part-time or full-time employee under an employment agreement, whether oral or written, explicit or implied, with accepted rights and duties. 
Working Hours: The amount of time someone spends at work during a day. 
Turnover: The amount received in sales for a stated period. 
Absenteeism: Absenteeism is, without good reason, a repetitive pattern of absence from duty or responsibility.  
Performance: This is deemed to be the fulfillment of an obligation, in a manner that releases the performer from all liabilities under the contract. 
Time Management: the act of preparation process and the time expended on specific tasks are closely controlled, in particular to maximize performance, competitiveness and efficiency. 
Stress Management: Stress management is a broad variety of strategies and psychotherapies intended to alleviate stress, especially persistent stress, for the purposes of improving day to day functioning.  
 Leisure Time: Period when one doesn't work or work; spare time. 
Employees’ Attitude: The concept of employee attitude generally involves features such as job commitment, working without constant supervision, taking a positive perspective of things, being ahead of the game and, lastly, the ability of employees to contribute. 
Self-Management: Is an organizational management type based on self-directed work processes on the part of the workforce of an organization 
 
 
 
 















CHAPTER TWO
LITERATURE REVIEW
2.1 Conceptual Review
 Work-life-balance  
Balancing work and family life have become a big problem for almost all organisations. Concerns about professional life are becoming increasingly relevant both for employers and workers, and these problems are a universal global phenomenon. In today's work setting, people face the work life balance dilemma. Work-life balance does not necessarily mean equal balance; it is a matter of changing the working patterns so workers can reconcile work with their other obligations, such as care for children or the elderly of their families. Work life balance is a mixture of interaction between various areas of life, which can impact different levels of society. An individual can live happily; safe and prosperous when work-life balance is established. Indeed, work-life balance has become the primary concern for people who want good quality of life (Breiteneckerand Shah, 2018). 
Work-life balance has an effect on both organisations and individuals and, indeed, it has been found that it contributes significantly to improving workers ' productivity and in turn has a positive impact on their success (Guthrie, 2012). The company's effective work-life balance policy assists staff in socializing with the Community while ensuring that costs and turnover are regulated and efficient (Helmle et al., 2014). However, the relation between employee satisfaction and productivity in the workplace remains to be verified. However, this will lead to a happier employee becoming a productive employee (Joo and Lee, 2017, Abualoush et al., 2013). It is a big challenge for people management to keep staff safe and able to work efficiently for long hours. The workers are interested in a measure of good mental health (Nielsen et al. 2008). The physical and emotional health of the employees is very significant, and as study emphasizes, the well-being of the employees has an impact on the success of the company. For example, workers who are good and less stressful at work and at home may be more likely to be happy with their work; this can have a significant impact on their well-being and organization. (Koubova and Buchko,2013), while factors such as job engagement, work satisfaction and subjective well-being show judicious relationships between students and practitioners, their principal concern is employee engagement. 
This is because devoted workers are more inspired and involved in their work and companies (Shafferet al., 2016). These employees are also more active and eager than they were to contribute to their organisation's sustainability and development (Obeidat et al., 2018) 
Also, the efficiency of an employee in an entity depends on many factors, such as shortened working weeks, decreased working hours, family-related leave, flexible starting time and employee assistance programs, if all this can be taken into account, it will help to improve employee morale and, in turn, result in improved performance. Similarly, if all the above mentioned variables are not put in place, there will be an imbalance in work-life; it will affect the employee's performance. As work-life- balance influences both the employee and the company; work-life discrepancy also affects both the workers as well as the organization as a whole.   
Understanding that an organization's ultimate goal is to maximize profit, this can be achieved by employee productivity, thus, management must be concerned only with the employees ' best out / performance, but bear in mind those things that will help or inspire employees to deliver the best. If there is a tension between work and life, it will be difficult to achieve the best output. Even, if proper planning is laid down by carefully considering the employees ' personal affairs, it will help to improve the work-life relationship. However, the organization objectives will be achieved. The work-life balance includes a balance between the two completely separate functions of a worker, namely work roles and family functions, and the role holder, both of which are satisfactory (Shaffer et al., 2016). The balances of work-life and/or work-family conflicts of interest between employees have been found to be one of the key aspects of a work-life balance. 
On the other hand, the notion of "life" is not related to work and can be divided into free time and family time (Lawson et al., 2013). Accordingly, the work-life balance concept defines the amount of time an employee has at his disposal in balancing family and work demands. Work-life balance embraces the time-sharing ratio between work and family for an employee. Where there is an imbalance between work and family, whether too much on work or too much on family matters, stress and negative attitudes to work can occur and this can lead to burnout (lawson et al., 2013). Work-life balance is described in the work of (Grzywacz and Carlson, 2007) as the achievement of role-related expectations exchanged and shared in the work and family arena between people and their role-related associates. Meanwhile, work-life balance has been addressed by Greenhaus and Allen (2010) as the degree to which the efficiency and satisfaction experienced by a person in terms of his or her work and family roles are at a certain point in time attuned to his or her life priorities. 
Successful work-life balance is supported by two applicable key principles, namely the everyday success and pleasure. Achievement is the successful completion of something particularly after a series of diligent efforts or the expected outcome. With regard to the notion of satisfaction, it does not mean happiness. Rather, it refers to pride, satisfaction, celebration, enjoyment and well-being. In life, achievement and pleasure have a near value relationship. In other words, a person must have both. This is why those who are deemed successful do not feel happy or happy as they should be (Hon and Chan 2013). 
 

2.2 Practices regarding work-life balance: 
Work-life balance interventions at the place of work usually contain reasonable work opportunities such as flexible working hours, teleworking, component-time, division of jobs, nursery and elder care and other assistance related to non-working sphere of life and various services at the workplace. Wise and Bond (2003) mentions important factors for the implementation of policy for work-life balance: recruiting, making it possible to become an employer, while combating negative work practices; promoting working environment strengthening organizational culture with higher productivity and engagement among the workforce. 
Konrad and Mangel (2000) list of work-life balance programmes, include: on-site daycare, nearsite childcare, sick childcare, emergency daycare, on-site care, extended maternity leave, incremental return to jobs, fatherly leave, parental leave, family-family care, flex-time, sharing of jobs, part-time work, part-time work and part-time work. This criterion has been closely linked to the Osterman indicator (1995), but more rigorous since it contained only nine distinct required to work-life policies. 
 
i. Flex-time: Organizations of this day adopt different kinds of flex-time measures in the workplace, for instance flexible planning programme, component-time work, virtual workspace, etc. A number of structures take flexible job conditions. These involve flexible work schedules, worktime and the work environment (Papalexandris and Kramar, 1997). Hence, it is believed that employees are more likely to remain in the organization when flexibility work schedule has been approved. Olorunsola and Ibegbulam (2003) conducted a study among Jamaican librarians, finding that 78 percent of respondents agreed to promote or appeal to one's autonomy through flexible working hours. In particular, the idea of flexibility in terms of working time (flexible) and workplace (flexible place) is often seen as successful ways of achieving positive spill over and is important for maintaining work-family harmony (Hill et al., 2001; Galinsky and Johnson, 1998; Thornthwaite, 2004). 

ii. Family Leave: Parental leave also known as Family leave policies encourage employees to be away from work for various periods to take on family duties (Bond & Wise, 2003). 
iii. Task splitting: It is similar to task sharing except that duties and roles are usually divided equally; all employees are dealing with different activities of their own. It can also be a useful method in that it can make use of each employee's specific skills, with net gain for employers as a result. It also requires less coordination, although sometimes overlapping may be beneficial to employees.
iv. Compacted working week: compacted work week is an arrangement in which an employee works in one or two weeks of normal working hours, but compress those working hours into fewer working days thereby working longer hours (Enterprise One Insights, 2006). Organization can reduce stress; absenteeism and attrition of workers can improve the productivity and loyalty of employees. 
v. Task sharing: It is a highly versatile work function that has many positive aspects and is often considered a family-friendly practice. Job sharing participants can be more focused and motivated, displaying −energy and excitement, according to Stennett (1994). Brocklebank and Whitehouse (2003) reported that more than 90% of work sharers are women–a most likely result of the traditional role of women in childcare and home care. Work distribution in the public sector is much broader. Job-sharing combinations may typically involve one full-time job with all shared responsibilities and benefits; others may include split hours, split days, or week-on-week scenarios. 
 

2.3 Difficulties with the implementation of work life balance: 
Employees seem to be unaware of their organisation's work life balance practices. Although there may be flexibility opportunities as principles in some organisations, very few senior managers, will profit as they may tag it as not being committed to their careers (Thesing, 1998). It definitely has much effect on women than men, despite the higher probability that they will take advantage of these choices so that they can balance family and work responsibilities 
Even the companies where their administrators conduct work life balance are reluctant to offer such incentives to the workers. Today, the creation of balance between work-life in the work environment is generally left to employees, with significant differences in understanding, motivation, engagement and resources to deal with it (Hyman and Summers, 2004). 
Even though the workers are aware of the firms work life balance, they feel uncomfortable taking advantage of the benefits because they believe that using current work life balance activities would hinder their career prospects. Wajcman (1999) found senior female directors were unwilling to pursue work-life balance solutions because of fears that they would be deemed less acceptable for management roles. Progress in the corporate culture and leadership attitude of work life balance activities must be modified. Drew et al . (2003) illustrates a difficulty for company in changing its culture into a one that benefits everyone with respect to flexibility, which is available equally and fairly, in compliance with organizational constraints and handled professionally rather than adhoc. This can only be done by persuading senior executives, especially men, to actively embrace and adopt these methods. 
2.4 The practices of work-life balance in other countries: 
In United Kingdom: Work life balance is widely agreed where an employee is engaged for less than 30 hours each week (Hannabuss, 1998). In addition to creating more flexible workers in the European Employment Strategy, changes in the UK legal setting have formalized demands for flexible employment for some staff and can contribute to a further decrease in full-time regular jobs. In 2003, the UK government adopted legislation that would allow working parents the right to ask and the obligation on employers to consider flexible work applications (DTI, 2003). This right was expanded in April 2009 to those who care for a child under the age of 17 and caregivers of adults in need of care. With regard to flexible job choices, survey data show that the first and the second most common requests for part-time work were for all kinds of applications: 30 % of women asked for reduced hours and a further 19% requested reduced hours for a limited period of time. Many men do not ask for a reduction in hours but are more likely to need flexible hours while keeping full hours (Holt and Grainger, 2005). Data from the second flexible work study showed that 73% of women and 63% of men had their employer's fully agreed demands (Holt and Grainger 2005). Just 65% of workers surveyed in England in 2005 were aware of that right to apply (Holt and Grainger, 2005). 
In Sweden: - The policies introduced have promoted women's availability for jobs on the same terms as men but have also tried to increase the availability of men to the family, especially through increased paternal leave (Bekkengen, 2002). Gendered trends still exist in practice, especially in relation to the family. In 2005 a high percentage of women were working (80%) compared to 86% of men. A high proportion of women work part-time (65%) compared to men (11%). 
Parents with children aged eight or younger are legally allowed to reduce working hours by 25 percent, although employment is much more common for women than for men (SCB, 2006). As a result, the gender gap in family time was decreased not because men spent more time working at home, but because women spent less time. Time spent on paying jobs was reduced for men concurrently, but for women constant (SCB, 2006).  (Duncan et al., 2003). 
In USA: - There are many flexible work activities and hybrid work systems or what Hannabuss terms more aptly— atypical as well as— non-standard ways of jobs as well. Tregaskis et al. (1998) point out that flexible work is often referred to in the United States as' contingency work' and that this can have a negative impact in terms of employer-led perceptions. A survey of more than 1,000 
U.S. companies found that around two-thirds (68 percent) allow employees to change start and stop times on a regular basis, although only one-quarter (24 percent) allow this shift on a daily basis (Galinsky and Bond, 1998). 
2.5 Concept of employee performance  
Every organization has certain specific goals to achieve. Using the resources such as men, machines, materials and money can achieve these goals. All these resources are important but the most important out of these is the manpower. It plays an important role in the fulfillment of the target’s tasks. The business landscape is drastically changing. The environmental factors cannot be monitored. This are beyond the influence of the company management. One must respond to external conditions in order to do business on the market. Every environmental factor, including social cultural, legal, political, economic, technological and competition, is changing rapidly. The understanding of these variables must be for effective work otherwise the strategy would misfire. It is impossible to predict anything in the current situation. What's going to happen next is unclear. Again, highly trained, committed workers are required to achieve the best production markets are now also very competitive and competition is decreasing. Starting, surviving, stabilizing and excelling in business is hard for every organization. The company, which gains the advantage over other competitors through its talented and dedicated manpower, can take the market lead. Employee on - the-job contribution is the most important factor in business development and excellence. Close coordination of employee performance on various jobs is required for the unit's success. Employees operate in a company according to the nature of the organization. Tasks like production, storage, processing, transportation, marketing, buying, distribution, promotion of business, finances and accounting, human resources, research and public relations are mainly performed. All these tasks are connected to the achievement of the objectives. 
These are to be carried out professionally by workers so that they can produce their best performance at the job. The overall production, revenue, benefit, growth and market place of the business on the market would be greatly affected. Management has to understand the importance of employee performance and genuine efforts have to be made in that direction. The company's management taking timely steps in that direction will be able to develop the people and motivate them to do so. Finally, the company may take the lead the market and grab the opportunities available in the market. Also, the performance of the employee must be well mange. 
2.6 Performance management  
Performance management involves enabling people to execute their work to the best of their ability, to meet and possibly exceed goals and standards. A culture of collective and individual responsibility for the continuous improvement of business processes needs to be established for successful performance management, and individual competencies and contributions need to be encouraged and nurtured. When it comes to organizations, performance management is generally referred to as company performance and is monitored through business assessment. Performance management is a full working system that begins when a job is identified as required. If an employee leaves your company, it ends. Performance management is the method of developing a working atmosphere or environment in which people can do their best. Performance management is a whole system that starts when a job is described as required. It ends when an employee leaves your company. Many authors and consultants replace the conventional assessment method with the word "performance management." The following acts are part of a performance management system: 
i. Clear job descriptions develop. 
ii. Pick relevant persons with a suitable selection procedure. 
iii. Negotiate criteria and performance expectations, results and indicators based on performance. 
iv. Powerful instruction, education and training.
v. Have ongoing coaching and feedback.
vi. Hold quarterly discussions on performance development. 
vii. Establish successful mechanisms of compensation and appreciation that compensate people for their efforts.
viii. Offer personnel opportunities for advancement and career growth. 


Advantages of Higher Employees’ Performance 
Higher performance can help organization, employees, country as a whole to achieve the following: 
· Efficiency in the workplace increases. 
· Workers are pleased with their work. 
· Employees earn higher salaries and bonuses based on production. 
· Improvement in quality and quantity of total output. 
· Profit improves, contributing to company growth.Good will of the organization goes high. 
· The company's revenue and market share in the industry are growing. 
2.7 Works-Life-Balance and Employee Performance 
(Buchko and Koubova, 2013). Inability to achieve the right balance in terms of effort and reward has a significant connection to the lack of control over workload as well as lack of energy to meet personal needs and obligations. Poor performance can result when there is an imbalance between effort and reward (Johariet al.,2018). There are generally three main concerns among scholars with regard to work-life imbalances, given that they are affected by technology. (Helmleet column, 2014). 
The work-life balance has been explained several times and the notion will have different interpretations for different people with generational differences who contribute considerably to these varied perspectives. As a number of jobs show, younger workers are likely to stress the balance of their work life because they do not want to see the demands of their work affect their lifestyles. However, both younger and older staff want flexibility in schedules and arrangements. Regarding the unpredictability and the possible misuse of these approaches, some managers are reluctant to follow flexible arrangements (Hon & Chan, 2013). 
 
Work-life balance includes workplace perceptions, habits and well-being as well as organizational effectiveness) Au and Ahmed, 2014). Organizations are therefore obligated to integrate new management practices that provide social and oversight support. Superior interpretations of their work-life conflict also significantly affect employee career advancement (Au and Ahmed, 2014). The issue of work-life balance has been heavily examined in recent years, especially in terms of increasing the flexibility of paid work and improving working conditions. In the hospitality sector, physical and emotional pressures were recorded to cause a lack of work-life balance. Checking the impacts of these factors on the performance of jobs and employment involves analyzing the overload of work and the balance of work life. In this respect, workers with high workloads have reported a low working life balance, are less likely to be integrated into their employment and have poor job results. Stress is also an emotionally exhaustive dimension of the personal employee and stress among hotel workers has been reported to impact their quality of life. (Lawsonet al., 2013). The spillover of tension has also been interpreted for hotel employees to intensify stress on worklife balance (Hon & Chan, 2013) 
Employees will leave their work if they cannot incorporate employment and network positions. The withdrawal could be in the form of absence, below the optimum standard of results, or they may leave the company. This stresses the value of sustainable HRM activities, as such practices increase income and minimize the negative impact on workers, their families and their communities. (Lawson et al., 2013) 
Work-life balance has demonstrated its significance in the context of organizations and people since the last decades. Work life balance has indeed been found to be the main factor in employee efficiency enhancement, and this has a positive impact on organizations ' overall performance (Semlaliand Hassi,2016An organization needs to actually enforce an efficient work-life balance strategy that enables workers to retain social ties while controlling cost and turnover, and improving productivity (Helmle et al., 2014). 
2.8 Linking work-life balance to other problems  
Time management and employees’ quality of work: - Time management is defined as a 
collection of certain skills and strategies to achieve goals, goals and objectives such as setting goals, assessing, allocating, and managing the time available (Abd-el-Aziz, 2012). Better time management contributes to quality work , social quality and organized personalities, but it needs regular planning, evaluation and analysis before it becomes a habit (Hisrich & Peters, 2002). By planning and staying with it, time management can be learnt (Steven, 2009). Prioritisation is an important part of the planning. Prioritizing means listing the tasks you will perform and classifying them according to their goals, and then focusing most of the time on the essential and urgent tasks (Tavakoli et al, 2013). Like any other person it is also important for the managers to manage proper time. The work of the manager is closely related to time, since he has to meet numerous demands for work in a limited timeSuccessful leaders control time, more chances are that problems will be solved and tasks completed promptly that could contribute to organizational success (Charlton, 2000). Time management skills help employees to make better use of their limited time resources, enabling them to concentrate on top-priority issues that boost job performance outcomes (Claessens et al, 2007). Organizations also need to ensure that they satisfy customer demands and requirements, and are adaptable to specific requirements, respond to changes in the external environment and situation demands (Valleria, 2009). Performance is a mix of efficiency and efficiency. Organizations require workers who work efficiently and effectively. Organizations ' success depends on the quality of their time management. According to Philpot (2011), you need to be able to plan for the future and prioritize the present in order to make more efficient and effective use of your resources. Time increases productivity and so increases income from productivity. This makes time management one of the most critical aspects of a successful business. 
Stress management and quantity of employees’ work: - Stressful workplace situations generate work-related stress which leads to negative and harmful effects on both employers and employees, according to Owen (2006). Job stress would also have negative effects, such as absenteeism, loss of productivity and health care services. (Abualrub and Alzaru, 2008;Nakasis and Ouzouni, 2008). Stress is generally defined as the reaction of individuals to the demands (stressors) imposed upon them (Erkutlu & Chafra, 2006). Stress is the negative physical and emotional reactions that occur when the job requirements do not match the abilities, resources, or needs of the worker (Maxwell, 2004). Robbins (2001) describes stress as a complex situation in which a person is faced with an opportunity, restriction or demand that is linked to what he or she wants and for which the outcome is considered to be both uncertain and significant. 
Job stress is usually a physical and emotional reaction where the skills and abilities of the employee cannot be satisfied by the expectations and requirements of their jobs (Alves, 2005; Bianchi, 2004; Lindholm, 2006; Nakasis & Ouzouni, 2008). Work stress is a growing problem which contributes to significant costs for individual employees and working organizations worldwide (Hart & Cooper, 2001). Employee productivity can also be influenced by increasing absenteism; direct economic costs for workers (Australian Health and Compensation Council, 2008), as well as voluntary corporate turnover (Zhang and Lee , 2011). In organizations there are also many causes of work-related tension, such as new technology (Rahmani, 2009), unequal evaluation, job insecurity, rude colleague, lack of management assistance, heavy workload, over-cut etc. Many organizations, institutions and employees nowadays experience the effects of stress on performance at work. The effects of stress and its perception vary from person to person. What is perceived by one person as positive stress can be perceived by another as negative stress, since all perceive situations differently. Barden (2001 ) states that negative stress is becoming a major disease in the working world and can weaken staff and be very costly for employers. Managers must recognise individuals with negative stress and introduce programs to fight stress. These initiatives will reduce the effect on the performance of employees. Foster (2002), an experienced stress management speaker, studied mid-level managers and found stress to be significant factors in employee productivity. The study shows that employee productivity, absenteeism and decision making skills are the key areas affected by stress. When managers understand that a issue exists and fix the problem, they may reduce stressful behaviors and enhance worker morale. Harrold and Wayland, 2002, stated that increased stress has a neglect for both the individuals and the company on morale, productivity, organizational performance , absenteeism and profitability. Today the dilemma for corporations knows how to recognize stressful places in their organisations, and how to use effective methods of conflict to minimize tension and improve performance. According to the writers, businesses that make positive efforts to cope with stress help not only develop their staff 's confidence but also improve their employees ' productivity and the organization. Schorr (2001), a stress manager, said that stress creates workplace issues that have a detrimental impact on the health and productivity of workers. Stress can lead to problems including frustration with the work, alcoholism, absenteeism, physical problems and poor job results. Managers can improve productivity if they know how to avoid and cope with stress. Many businesses have developed stress management systems that have caused absenteeism to decrease, the costs of illness and injuries or job performance to increase. Schorr reported that a stress inventory, which is available from a stress management program, will help managers measure stress. The inventory may assess the causes of stress, both physical and other factors. After these outlets have been reviewed, the curriculum will include the skills required to cope with the challenges and participants can understand that solutions to stress are available. 
Self-management and employees’ attitude to work: - Attitudes change organizational 
behaviours. Employers should take opportunities to promote good employee attitudes. A business owner is looking at the behavior of an employee to determine its ultimate productivity and contributions to the business goals. In many situations, the attitude influences the actions of an individual. The attitude is a state of mind, mentally. It is the way a person thinks about situations, and in the end it defines the actions of a person. Workplace employees can take a positive or negative attitude towards certain work practices, services and products, colleagues or management or the whole organization. Workers' optimistic attitudes make working days more enjoyable. Tasks are done to a higher degree without grievances. A positive employee attitude is seen when an employee makes use of a negative customer service call to shift the narrative from poor to good experience. Bad attitudes, however, lead to apathy to the daily tasks. Minor problems easily agitate employees. Tasks at the substandard levels are completed (Leonard, 2018). More of the vital works are done when personal accountability attitudes are dominant in organizations. Individuals and teams overcome almost daunting tasks because they are firmly responsible for their personal and organizational behaviors – they assume that their own acts or inactions are the principal cause of success or failure (Hart and Senn, 2009). Positive or negative attitudes influence how employees view their work, and attitudes may impact those around them. For example, Hobson et al. (2001) suggest that it can be anticipated that −critical support provided by an employer would lead to increased reciprocal efforts on the part of an employee. That could be in the form of increased excitement, performance, dedication, commitment, loyalty, etc. Beyond the skills and experience of doing the job, attitude plays an equal role in the productivity of the company and the happiness of its workersLook for people with such habits and develop them in the staff.   It may sound like skills and experiences are the most important attributes of an employee, but the attitude is just as important. After all, what are the best technical skills without the attitude to see it all through? There are main attitudes that organisations should strive to ensure a harmonious working environment and a productive workforce among workers and attitudes are not only reflected in this dedication, compensation and acknowledgement. 
Leisure time and target activities: Leisure time planning is a modern idea in human resources management. Although some researchers find that leisure activity contributes to particular work outcome such as higher job satisfaction (Parks and Steelman, 2008), efficiency at work (Briazgounov, 1988), less working days off (Parks & Steelman, 2008), work enthusiasm (Thørgersen-Ntoumani et al . , 2005) and lower health costs (Briazgounov, 1988). Leisure time is a time when people are involved, far from their job responsibilities and any kind of formal organizational tasks, in special kinds of activities that do not necessarily have an economic value and, based on their fun, recreating essence can improve the inner calmness of people. Leisure does have at least three distinct meanings, though. The first use of the word "leisure" as a term of leftover time is generally taken to mean "time off" after routine work and domestic tasks have been completed along with other inevitable responsibilities such as personal hygiene or travel. The second use of the term is as a generic descriptor to indicate certain activities that, broadly speaking, function to re-create individual or group. Thirdly, leisure is perceived as a state of mind whereby individuals feel that in any given set of circumstances they are "at leisure." (2009, Foley et al). Leisure time management is about planning, coordinating and resourcing suitable facilities to provide voluntary leisure and entertainment services for the non-working time of workers, implementing the programs and assessing the program's proper outcome. When a person can't take time away from work because they are too exhausted or stressed, they are less productive and less motivated at work. Previous studies shows that practices for work-life balance are related positively both to organizational and individual results such as financial performance and company labor productivity. (Perry-Smith and Blum, 2000; Konard and Mangel, 2000). Thompson et al. 
(1999) − By not promoting a healthier work-family life for employees, companies lead to conflicts in the personal lives of employees and their impact on the ability of employees to focus and be productive and creative in the workplace. Workers who spend plenty of time and energy on their job often have trouble managing and/or juggling demand for the workplace and the family and have less leisure opportunities, such as physical exercise (Caudroit, 2011). Evidence has shown that workers want to work for businesses that understand the value of home, family and personal time, as challenges in managing work and family commitments frequently contribute to greater stress in the workforce (Gutek et al., 1988). 
2.9 CONCEPTUAL REVIEW
 Many studies have explored the topic of the balance of work life from various viewpoints. Greenhaus and Beutell (1985) and Greenhaus et al. (1989) explored the antecedents of familylabor conflict and provided the structural viewpoint of organizational approaches to family-work problems,  Hyman and Summers (2004) have classified seven major issues associated with current work-life balance practices: inequalities in adoption across various industries and organisations, lack of corporate policy formalization, limited employee voices over the introduction and execution of policies. 
According to Green, "Even though the meanings differ, it appears that job satisfaction is an emotional reaction to work. An emotional reaction related to work can be an indication of the employee's emotional health, It can be influenced by other employee behavioral influences and can be an indicator of the organizational overall operations; therefore the different levels of job satisfaction and the factors it represents is necessary to explain (Green; Spector, 1997). Employers have sought to concentrate on employee satisfaction because the connection between an organization's survival and the continuing intellectual drain that results from the departure of workers (Garber, 2004; Middlebrook, 1999; Murphy, 2003). But Borah said that the positive attitude of employees towards their jobs is critical for the increased competitiveness of an organisation, while balancing demands for work and family life are related to the physical and mental health of employees and to occupational variables such as job satisfaction, efficiency, absenteeism and the intention for turnover (Aquina, 2007).  
Researcher Murphy (2003) – The global challenge is to preserve the intellectual resources of a company because of the loss of key employees. However, the aim is lower when corporate socialisation is prevalent and there are ample resources within the company to meet career expectations (Bigliardi et al., 2005). Studies indicates that workforce turnover rises as management and staff vary (Dawley, Andrews & Bucklew, 2010). Employees cannot get to work with tactless and uncompromising bosses (Muhammad Sajjad et. al .2013). 
Researchers found that a public sector company in a highly competitive market can recruit and maintain a high-quality workforce against the odds (Curson J.Y. and Skidmore T. 2010). Work-life balance policies can increase productivity; reducing costs by increasing retention rates of staff; reducing negative outages; reducing longer hours of labour and exhaustion by further mitigating stress and leading to a safer and healthier place of work (Ratzon et al . 2011).  
Bloom et al. (2007) said that larger businesses, usually more globalized, are on average encouraged to follow better work-life balance practice and to make employers more inclusive in order to improve their business efficiency as policies that help employees balance work and interests are growing in popularity (Wise and Bond, 2003). In her research, Margarita Mayo, Juan Carlos Pastor & Ana Isabel Sanz (2008 ) stressed the use of flexible organizational policies to neutralize the impact of stressful work on family satisfaction. At the same time, organizational climate change is one of the proposals to improve employee work-life balance and use their esteemed ideals for cultural revitalization (Callan, 2008).  
The support of supervisors and culture of the family work is linked to job satisfaction and emotional engagement (Baral and Bhargava, 2010). The job as a question of social fascination and family as a factual duty contributes to work-family conflict (Kasper et al., 2005). There are clear correlations between occupational measurements, tension and job satisfaction. However, there is a lack of theory to explain these relationships conceptually. (The Warn and the Fairbrother, 2003).  
Mohan and Ashok (2011) clarified that stress frequently arises when an individual is given significant responsibility without proper authority and power delegation, interpersonal factors such as group coherence, functional dependency, pace of contact, relative authority, and the organizational differences between the sender and forcible persons. 
  
[bookmark: _Hlk57069632]2.10 Theories in Support of Adoption of work life balance  
A wide variety of theoretical frameworks (Morris and Madsen, 2007) are in place for the academic body of knowledge in work-life research, including the theories regarding spill-over, compensation and integration (Clark, 2000; Eder and Rothbard, 2000; Frone, 2003; Frone, Russell and Cooper, 1992; Greenha, 2000; 
Spill over: Spill over is a mechanism by which experiences in one role have an effect on experiences in the other, which make the roles more equal. The research study has explored the outbreak of mood, beliefs, skills and behavior between roles (Edwards and Rothbard, 2000), but much of this research focuses on mood outbreaks. The perception of spill over can be either positive or negative (Morris and Madsen, 2007). The literature also calls spill-over pervasive, isomorphic, persistent, prolonged, familiary, and similar (Edwards and Rothbard, 2000; Staines, 1980; Zedeck, 1992). Two meanings exist of the spill-over: (a) the positive relation between life and work satisfaction and the importance of life and work (Zedeck, 1992) and (b) a transfer of skills and behavior between realms (Repetti, 1987), such as when work exhaustion is encountered in a home or when demands on the part of the family conflict with demands for work. 
Compensation: The principle of reward applies to attempts to combat negative experiences in one field by increasing efforts for positive experiences in another. A disgruntled worker would, for example focus more on family than on work, thus reallocating human resources (Edwers and Rothbard, 2000). There is also the opposite relationship between jobs and life, according to compensation theory, because workers try to satisfy voids from one domain with their fulfillment from the other (Clark, 2000). Tenbrunsel et al. (1995) have also identified the compensatory relationship between employees' work and life roles. Whereas Rothbard (2001) warns that women with negative family effects are more involved with their jobs, in line with a compensation story. 
Enrichment: enrichment theory refers to the extent to which knowledge from the instrumental (skills, skills, values) or affective (mood, satisfaction) sources enhances the output of the other domain (Morris and Madsen 2007).  Enrichment was described by Greenhaus and Powell (2006) (pp. 72) as "the degree to which experience of one role enhances the quality of life of another role" and that employees perceive that their roles of work and life enrich one another. Zedeck and Mosier (1990) used the term to describe the principle , which states that good work results lead to good outcomes for life and vice versa. 
Integration: Integration theory refers to the overall view that a healthy structure of versatile and permeable frontiers will help promote and promote working life and community realms (Clark, 2000). Morris and Madsen (2007) admitted that the theory of integration better represents the incorporation, for example, of additional conceptual elements into the body of work and life experience. Integration calls for contemporary understanding that redefines conventional paradigms in the workplace making active collaborators among all stakeholders (employers, staff and communities) with equal voices in creating a holistic model of work-life balance (Morris and Madsen, 2007). 

 
 
 
 











 CHAPTER THREE 
[bookmark: _Hlk57069828]RESEARCH METHODOLOGY 
In this chapter, the researcher tries to describe the method to the adopted for this study under the following sub-headings: Research design, Population of study, Sample/sampling techniques, Instrument for data collection, Reliability and validity of instrument, Method of data collection. Method of data analysis
3.1 Research Design 
The study adopted a descriptive survey research design. According to Nwoegu (2006), descriptive survey design is concerned with collecting data from a sample of a population order to describe conditions or the relationship that exist, opinions that are held, processes that are going on, effects that are evident or trends that are developing.
3.2 The study organization
Port operations and development in Nigeria began in the middle of the 19th century. The effort towards the provision of facilities for ocean going vessels started with the opening of Lagos Lagoon in the early 1909. The Apapa Port in the South West was earmarked for development in 1913 and construction of the first four deep water berths of 548.64m at the port began in 1921
The Port of Port Harcourt was conceptualised on discovery of coal at Enugu and was subsequently opened for the business in 1913. The completion of the railway line in Enugu in 1916 resulted in the development of four 1920 feet long berths at Port Harcourt to expedite the exploitation and eventual exportation of coal on one hand and the support of importation of goods on the other hand. The Nigerian Port Authority was established as a continuous Public Corporation by the Ports Act of 1954 to address the institutional weakness that bordered on lack of coherent policy framework as ports development were done on adhoc basis driven by changes on the level and demand of sea-borne trade.
In 2003, the Federal Government of Nigeria initiated the drive towards improving efficiency at out Ports, and the landlord model was adopted for all the Nigerian Ports. This gave rise to the concession of 25 Terminals to private Terminal Operators with lease agreement ranging from 10-25 years. One of the concessions was a Build, Operate and Transfer (BOT) arrangement. Also in the process of reorganising the ports, the former eight (8) ports were reduced to six (6) major ports, with two (2) ports in Lagos and four (4)in the east namely; Lagos Port Complex, Tin Can-Island Port Complex, Calabar Port, Rivers Ports, Onne Ports Complex and Delta Ports Complex respectively.
In line with the reform programme, the transaction commenced with the advertisement for Expression of Interest on the 3rd of December, 2003, by the National Council on Privatization with the Bureau of Public Enterprise acting as the transaction agent. A total of 110 EOIs were harvested out of which only 94 were pre-qualified.
Pre-bid conferences, Data room and physical due diligence were also done and request for proposals sent out to bidders. Technical bids were submitted and evaluated; the financial offers were also opened to determine the successful bidders.
All the successful bidders negotiated their concession agreements with a Public Sector Team made up of Nigerian Ports Authority and the Bureau of Public Enterprise. Successfully negotiated agreements were signed. Transition programme initiated preparatory to handing over. Under this new arrangement the Authority ceded some of her functions and responsibilities to the Private Sector.

3.3 Population of the study  
This comprises of low, middle and top management staff. The population of this study of comprises over 267 staff from Nigerian Ports Authority.  

 3.4 Sample size 
Yaro Yammane’s formula was introduced to determine the sample size based on percentile proportional division of workers. 
n= 
N = Population size
 n= sample size 
1= constant
e= level significant of error assumed 0.05 N = 295
n= ? 
n = 
n = 
n = 
n= 170.1202
n= 170.1202 approximately the sample size is 170. 
3.5 Sampling Techniques 
A sample is a subset the population but element of which has common characteristics. Also, it refers to any portion of a population selected for the study and on whom information needed for the study obtained. More stage sampling techniques employed:
Stage I: Nigerian Ports Authority was purposively selected due to
A. large number of staff
B. The enormity of the tasks involved therein 
Stage II: There was stratified sampling of staff into various departments namely; Administration, Human resources, Finance, Audit, Sales, Marketing, Production, Importation, Exportation, Closing
Stage III: There was random selection of sample size from each department by using balloting method.

3.6 Research Instrument  
Questionnaire was the instrument used for data collection. It was constructed to collect data from the workers on the relationship between work life balance and employee performance. However, the items in the questionnaire were also drawn to suit the need of present study, the questionnaire consists of two sections. Section A and B, section “A” consists of items on demographic status of the respondents. Here information on age, gender, qualification and experience while section B contained items which were structured to elicit information on the “relationship between work life balance and employee performance’.  
Also, the questionnaire was structured in a four (4) point Likert Scale rating as follows: 
Strongly Agreed (S.A) ____________ 4points  
Agree (A) ______________________3 point 
Strongly Disagreed (S.D)__________ 2 point  
Disagreed ______________________1 point 
 
3.7 Reliability and validity of instrument  
In order to ensure the validity of the instruments, content validity was used, where the items in the questionnaire was checked considering the research purpose. An expert judgment was sought from the supervisors who assisted in the validation of the instruments. The validity helps in identifying items in the questionnaires that need restating and removing those that are not important in the study.  
 
3.8 Method of Data Collection 
The administering of the questionnaires was carried out by the researcher and a trained assistant who has preliminary knowledge about the instrument. The researcher made sure that the selected research assistants are familiar with the interpretation of the instrument with the language of the immediate environment of the respondents (work life balance). 
Researcher sent a letter to human resource department of the organization in subject base on the study, after permission is granted and date fixed, the researcher then administered the questionnaire and collected the completed questionnaire from the respondents. 
3.9 Methods of Data Analysis 
The bio-data of the respondents’ and the research questions was analyzed using the frequencies and percentages on demographic variables of the respondents. Meanwhile, percentage was computed for the calculated strongly agreed’ ‘Agreed’, ‘disagreed’ and ‘Strongly disagreed’ statements. 
Also, the hypotheses was computed using inferential statistical tools. Null hypotheses (Ho) was tested using spearman correlation at 0.05 level of significance. This is because, spearman correlation coefficient is a test suitable for testing relationships between variables with Likert scale data. The researcher employed IBM SPSS 25.0 version software for the data calculation and data storage.  
 













CHAPTER FOUR
Data Presentation, Analysis and Interpretation 
4.0 	Introduction  
This chapter is dedicated primarily to the analysis and presentation of data obtained from the field using various statistical techniques discussed earlier in the methodology. All data collected were presented, analyzed and discussed.  As a matter of fact, 170 copies of questionnaire were carefully administered on respondents, however, 160 copies were correctly filled and returned at the stipulated time. This is 94% per cent r
esponse rate which the researcher believed was enough to give unbiased data needed for this research. Thus, 160 copies of questionnaire received from respondents were presented and analyzed using Software Package for Social Science (SPSS) for easy understanding. 
Table 4.1 Preliminary Survey Details 
Response Rate to Questionnaire Administered 
	S/No 
	Questionnaires 
	Frequency 
	Percentage 

	1. 
	Number of questionnaires administered 
	170 
	100 

	2. 
	Questionnaires retrieved and used for the final analysis 
	160 
	94 

	3. 
	Number of questionnaires not retrieved and discarded due to errors. 
	10 
	6 


Source: Field Survey 2020 
Table 4.1 above provides the response rate to questionnaires administered. A total of 170 copies of questionnaire were administered to the staff of Nigerian Ports Authority according to our sample size determination. The total number of questionnaires retrieved after administration was 160 while 5 copies were not properly administered and 5 copies were not returned. This means 94% response rate was achieved.   
Table 4.2. 	Socio-Economic Bio- data of the Respondents. 
The following shows the presentation and analysis of profile of the sample respondents in terms of their Gender, Age, work experience and educational qualification 
	Variable 
	Frequency 
	Percentage (%) 

	GENDER 
	 
	 

	Male 
	108 
	67.5 

	Female 
	52 
	32.5 

	TOTAL 
	160 
	100.0 

	AGE RANGE 
	 
	 

	21-30 years 
	4 
	2.5 

	31-40 years 
	35 
	21.9 

	41-50 years 
	52 
	32.5 

	51 and above 
	69 
	43.1 

	TOTAL 
	160 
	100.0 

	EXPERIENCE  
	 
	 

	0-5 years 
	12 
	7.5 

	6-10 years 
	20 
	12.5 

	15 years and above 
	128 
	80.0 

	Total 
	160 
	100.0 

	EDUCATIONAL QUALIFICATION 
	 
	 

	SSCE 
	4 
	2.5 

	OND/NCE 
	12 
	7.5 

	B.Sc/HND 
	84 
	52.5 

	MBA/M.Sc/PhD 
	60 
	37.5 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.2 presented the demographic information of the respondents. As shown above, 108 of the respondents were male representing 67.5%; while 52 representing 32.5% are female. This simply implies that majority of the employees in the Nigerian Ports Authority are male. 
  
The Age of the respondents is presented in Table 4.2. From the table above, it can be seen that 4 of the respondents representing 2.5% were between ages 21-30 years, 35 respondents representing 
21.9% were between ages 31-40 years, 52 of the respondents representing 32.5% were between 41-50 years and lastly 69 respondents representing 43.1% were 51 years and above. Looking at the employees’ age composition, majority of the employees, approximately 75.6% are 41 years and above. 
With respect to working experience of the respondents; as shown in Table 4.2, 12 respondents representing 7.5% have 0-5years working experience; 20 respondents representing 12.5% have 610 years working experience while 128 respondents representing 80.0% have 15 years and above working experience. The result indicates that the respondents are relatively experienced in their field and should be able to provide adequate responses. 
The educational qualification of the respondents is also presented in Table 4.2. It can be seen that 
of the respondents representing 2.5% have SSCE, 12 respondents representing 7.5% have OND/NCE, 84 of the respondents representing 52.5% have B.Sc/HND and lastly 60 respondents representing 37.5% have MBA/M.Sc/PhD. This result implies that majority of the employees have B.Sc/HND.  
4.3. The association between time management and employees’ quality of work. 
This section presents the answer provided by the employees in response to research question one that seeks to evaluate whether there is an association between time management and the quality of work of the employees. 

Table 4.3.1. Workers in this organization spend their time wisely and this improve the quality of their work  
	Items  
	Frequency 
	Percentage (%) 

	Disagree 
	16 
	10.0 

	Agree 
	77 
	48.1 

	Strongly Agree  
	67 
	41.9 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.3.1 above revealed that 10.0% of the respondents disagreed that workers in the organization spend their time wisely and this has led to the improvement in the quality of work. 
48.1% agreed while majority which is 67% of the whole respondents strongly agreed that the workers spend their time wisely and this has led into high quality of work. This implies that workers in this organization have improved quality of work by spending their time wisely. 
 
 Table 4.3.2: Workers in my work organization do the right work at the right time, hence, high quality is achieved in their work regularly   
	Items  
	Frequency 
	Percent (%) 

	Disagree 
	12 
	7.5 

	Agree 
	101 
	63.1 

	Strongly Agree  
	47 
	29.4 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.3.2 above indicated that 7.5% of the respondents disagreed that workers in the organization achieved high quality in their work regularly by doing the right work at the right time. 63.1% agreed while 29.4% strongly agreed. Majority of the respondents actually agreed that doing the right work at the right time has helped them achieve high quality work regularly. 
 
 4.3.3: Employees in my work place always surpass work target because they often plan and schedule their work properly.  
	Items  
	Frequency 
	Percent (%) 

	Disagree 
	16 
	10.0 

	Agree 
	77 
	48.1 

	Strongly Agree  
	67 
	41.9 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.3.3 above showed that 10.0% of the respondents disagreed that employees in the workplace place often surpass work target because they often plan and schedule their work properly. 48.1% agreed while 42.9% strongly agreed. This implies that majority of the employees actually agreed that planning and scheduling their work properly often make them surpass work target. 
 
4.4:  The link between stress management and quantity of employees’ work 
Having asked these respondents questions about the time management association and the quality of work of the employees of their organization, this section searched for the connection between stress management and the quantity of work of the employees. Below are the responses from Nigerian Ports Authority's employees. 
 




4.4.1: Giving room for relaxation gives workers advantage to achieve high volume of output for the organization. 
	Items  
	Frequency 
	Percent (%) 

	Strongly Disagree 
	4 
	2.5 

	Disagree 
	16 
	10.0 

	Agree 
	55 
	34.4 

	Strongly Agree  
	85 
	53.1 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.4.1 above indicated that 2.5% of the respondents strongly disagreed that giving room for relaxation gives workers advantage to achieve high volume of output for the organization. 10.0% disagreed, 34.4% of the respondents agreed while 53.1% strongly agreed. Hence, from the responses, this indicated that majority is of the opinion that relaxation gives workers the advantage to achieve more or deliver high volume of work. 
 
 4.4.2: Taking time to prevent workload has assisted employees to produce beyond target set for them  
	Items  
	Frequency 
	Percent (%) 

	Strongly Disagree 
	8 
	5.0 

	Disagree 
	28 
	17.5 

	Agree 
	88 
	55.0 

	Strongly Agree  
	36 
	22.5 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.4.2 above revealed that 5.0% of the respondents strongly disagreed to the statement that 
“Taking time to prevent workload has assisted employees to produce beyond target set for them”, 17.5% disagreed, 55.0% of the respondents agreed while 22.5% strongly agreed. From the feedback, we find that majority were of the view that managing time appropriately to reduce workload has helped workers achieve above the target set for them. 
 
4.4.3: Workers usually work only on task at a time to avoid too much stress and retain the quality of work done per day. 
	Items  
	Frequency 
	Percent (%) 

	Strongly Disagree 
	8 
	5.0 

	Disagree 
	83 
	51.9 

	Agree 
	54 
	33.8 

	SSStrongly Agree  
	15 
	9.4 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.4.3 above showed that 5.0% of the respondents strongly disagreed that workers that usually focus on one task as a way of avoiding too much stress often retain the quality of work done per day. 51.9% disagreed, 33.8% of the respondents agreed while 9.4% strongly agreed. The analysis proves that most workers assume that working on one job at a time to alleviate stress does not in fact help in maintaining the quality of the work that they do. 
 4.5: The connection between self-management and employees’ attitude to work. 
This section is intended to illustrate the connection between self-management and the attitude of workers towards work through the feedback received from the workers. 

4.5.1: Maintaining good personal and family life gives room for positive attitude to work among workers in my origination.  
	Items  
	Frequency 
	Percent (%) 

	Strongly Disagree 
	4 
	2.5 

	Disagree 
	8 
	5.0 

	Agree 
	50 
	31.3 

	Strongly Agree  
	98 
	61.3 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.5.1 indicated that 2.5% of the respondents strongly disagreed that maintaining good personal and family life gives room for positive attitude to work among workers in my origination. 5.0% disagreed, 31.3% of the respondents agreed while 61.3% strongly agreed. The outcome however revealed that workers firmly understood and accepted that keeping a healthy personal and family life gives room for positive attitude to work among workers in my organization. 
 
4.5.2: Having sufficient work and personal/family life balance is a reason for coming to workplace at the right time among workers.  
	Items  
	Frequency 
	Percent 

	Disagree 
	24 
	15.0 

	Agree 
	91 
	56.9 

	Strongly Agree  
	45 
	28.1 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.5.2 above showed that 15.0% of the respondents disagreed that having sufficient work and personal/family life balance is a reason for coming to workplace at the right time among workers. 56.9% agreed, 28.1% of the respondents strongly agreed. This implies that balancing work and personal / family life helps the worker to be punctual at work, as accepted by the majority of respondents. 
 
4.5.3: When I take a vacation, I am able separate myself from work and enjoy myself 
	Items  
	Frequency 
	Percent 

	Strongly Disagree 
	8 
	5.0 

	Disagree 
	12 
	7.5 

	Agree 
	69 
	43.1 

	Strongly Agree  
	71 
	44.4 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.5.3 showed that 5.0% of the respondents strongly disagreed that they are able to separate themselves from work and enjoy themselves during vacation. 7.5% disagreed, 43.1% of the respondents agreed and 44.4% strongly agreed. This means that most of the respondents accepted that they'd excuse themselves from the job and enjoy their holidays. 
 
 4.6: Managing leisure time relative to Target achievement. 
This section presents the response of the employees in a bid to understand their perception on how managing leisure relative to their target achievement in their workplace. 



4.6.1: Workplace target achievement and Leisure time management 
	Items  
	Frequency 
	Percent 

	employees have enough time to partake in leisure activities that promotes target achievement 
	49 
	30.6 

	employees do not have enough time to partake in leisure activities, hence, no target achievement 
	36 
	22.5 

	workload is too much for employees that doesn’t give room for leisure activities and target achievement 
	21 
	13.1 

	leisure activities are already programmed in the work policy of the organization thus encouraging target achievement 
	54 
	33.8 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.6.1 above showed that 30.6% of respondents claimed that employees had ample time to engage in leisure activities that encourage target achievement, 22.5% of respondents assumed that employees do not have sufficient time to participate in leisure activities and thus no target achievement, 13.1% of the respondents claimed that the workload is too intense for workers who do not provide time for leisure activities and thus result in low task accomplishment, while 33.8% reported that leisure activities are now incorporated in the organization's work policy, thereby promoting target achievement. 
The outcome indicates that majority of the employee agreed that leisure activities are already included in their organization's work policy thus promoting goal achievement. This means that leisure activities are persistent in their workplace and this boost their target achievement rate. 
 
4.6.2:  Having right frame of mind to attend programs and events outside your workplace 
	Items  
	Frequency 
	Percent 

	Yes 
	120 
	75.0 

	No 
	40 
	25.0 

	Total 
	160 
	100.0 


Source: Field Survey 2020 
Table 4.6.2 above showed the reaction of workers to the question "Do you have the right mindset to attend programs and events outside of the workplace?”. It has been shown that 75.0% of respondents chose Yes and 25.0% chose No. This implies that most respondents engage in activities and events outside of their workplace. 
From the comments gathered from the respondents, It was found that majority of respondents that attended activities outside the workplace will do so by requesting manager approval, properly organizing their work flow and schedule, utilizing their leisure time, leveraging the management's already allocated time for external activities, or seeking help from other workers while those who did not attend programs had personal reasons such as work-related stress, obstruction in traffic and other factors that stopped them from participating. 















 
4.6.3:  My Workplace Activities 
	Items  
	Frequency 
	Percent 

	The work schedule is too much for me to bear, hence no room for relaxation and productivity 
	20 
	12.5 

	I have enough energy to attend to many things on getting home in the evening and can still meet target in the workplace 
	55 
	34.4 

	The policy of the organisation does not permit employee to have room for personal freedom and maximum 
productivity 
	40 
	25.0 

	It is easy to combine social activities outside the workplace with official job schedule for target achievement 
	45 
	28.1 

	Total
	160 
	100.0 


Source: Field Survey 2020 
Table 4.6.3 above showed that 12.5% of respondents claimed that the work schedule is too much for them to bear, hence no room for relaxation and productivity, 34.4% of respondents confirmed that they have enough energy to attend to many things on getting home in the evening and can still meet target in the workplace, 25.0% of the respondents claimed that the policy of the organization does not permit employee to have room for personal freedom and maximum productivity, while 28.1% affirmed that it is easy to combine social activities outside the workplace with official job schedule for target achievement. 
The idea is that much of the employee decided that there is sufficient energy to contribute to certain things at home while being productive at work and that there is flexibility in their jobs. However, as a consequence of the organizational policy some of the respondent often experience a restriction in their personal freedom and full productivity. 
4.7   HYPOTHESES TESTING 
Table 4.7.1:   Hypothesis One: 
Ho: There is no significant relationship between time management and quality of work by 
Employees. 	 	 	 	 	 	 
H1: There is significant relationship between time management and quality of work by employees. 
 	 	 	 	Correlations 
	 
	 
	 
	Time management 
	Quality of work 

	Spearman’s rho 
	Time management 
	Correlation coefficient 
	1.000 
	0.330** 

	
	
	Sig (2-tailed) 
	 
	.000 

	
	Quality of work 
	Correlation coefficient 
	0.330** 
	1.000 

	
	
	Sig (2-tailed) 
	.000 
	 

	
	
	N 
	160 
	160 


Source: Field Survey 2020 
The result above indicated that there is a weak positive correlation between time management and quality of work by the employees with correlation coefficient “r” being 0.330. Therefore, the relationship or association between time management and quality of work is relatively weak. Also, the significant value (sig 2- tailed) “0.00” is lower than the p-value (p-value = 0.05). This implies that the weak relationship observed between the two variables is significant. Hence, null hypothesis is rejected, while alternative hypothesis is accepted. That is, there is a significant relationship between time management and quality of work by employees. 
4.7.2: Hypothesis Two 
 Ho: There is no significant relationship between stress management and employees’ quantity of work. 
H1: There is significant relationship between stress management and employees’ quality of work Correlations 
	 
	 
	 
	Stress 
management 
	Quality of work 

	Spearman’s rho 
	Stress management 
	Correlation coefficient 
	1.000 
	0.162* 

	
	
	Sig (2-tailed) 
	 
	.041 

	
	Quality of work 
	Correlation coefficient 
	0.162* 
	1.000 

	
	
	Sig (2-tailed) 
	.041 
	 

	
	
	N 
	160 
	160 


Source: Field Survey 2020 
The result above indicated that there is a very weak positive correlation between stress management and quality of work by the employees with correlation coefficient “r” being 0.162. Therefore, the association between stress management and quality of work is very weak. Also, the significant value (sig 2- tailed) “0.041” is lower than the p-value (p-value = 0.05). This implies that the weak relationship observed between the two variables is significant. Hence, stress management has low association and may have low influence on quantity of work by employees. 
To this effect, null hypothesis is rejected, while alternative hypothesis is accepted, which means, there is a significant relationship between stress management and employees’ quality of work. 
 
4.7.3: Hypothesis three:  
Ho: There is no significant relationship between self-management and attitude to work by employees. 
H1: There is significant relationship between self-management and attitude to work by employees 
Correlations 
	 
	 
	 
	Self-management 
	Attitude to work 

	Spearman’s rho 
	Self-management 
	Correlation coefficient 
	1.000 
	0.307* 

	
	
	Sig (2-tailed) 
	 
	.000 

	
	Attitude to work 
	Correlation coefficient 
	0.307** 
	1.000 

	
	
	Sig (2-tailed) 
	.000 
	 

	
	
	N 
	160 
	160 


Source: Field Survey 2020 
The result above indicated that there is a weak positive correlation between self-management and attitude to work by the employees with correlation coefficient “r” being 0.307. Therefore, the relationship or association between self-management and attitude to work is relatively weak. Also, the significant value (sig 2- tailed) 0.00 is lower than the p-value (p-value = 0.05). This implies that the weak relationship observed between the two variables is significant. Hence, alternative hypothesis is accepted while null hypothesis is rejected, meaning that self-management has low association and may have low influence on attitude to work. 
4.7.4: Hypothesis four: 
Ho: There is no significant relationship between management of leisure time and target achievement 
H1: There is significant relationship between management of leisure time and target achievement. 
 
Correlations 
	 
	 
	 
	Management 
leisure time 
	of 
	target achievement 

	Spearman’s rho 
	management of leisure time 
	Correlation coefficient 
	1.000 
	
	-0.078 

	
	
	Sig (2-tailed) 
	 
	
	.327 

	
	target achievement 
	Correlation coefficient 
	-0.078 
	
	1.000 

	
	
	Sig (2-tailed) 
	.327 
	
	 

	
	
	N 
	160 
	
	160 


Source: Field Survey 2019 
The result above indicated that there is a weak negative correlation between management of leisure time and target achievement with correlation coefficient “r” being -0.078. Therefore, the relationship between management of leisure time and target achievement is negative which means that management of leisure time may not lead to target achievement. Also, the significant value 
(sig 2- tailed) “0.327” is higher than the p-value (p-value = 0.05). This implies that the negative weak correlation observed between the two variables is not significant. On this basis, null hypothesis is accepted, while alternative hypothesis is rejected. 
 
[bookmark: _Hlk57100027]4.8 DISCUSSION OF THE FINDINGS 
In this section, the findings from the survey analysis of the topic “WORK LIFE BALANCE 
AND EMPLOYEES’ PERFORMANCE IN PUBLIC WORK ORGANISATION” were discussed.                  
The general objective of this research was to examine the link between work life balance and employee performance. The general objective was further sub-divided into four specific objectives. The research made use of a survey design in order to get information from selected respondents through structured questionnaire. The resulting data collected were then analyzed using descriptive statistics which arrive at our findings. The findings from the study are presented as follows.  
The research assessed the association between time management and employees’ quality of work. The findings showed that there is a significant weak positive relationship between time management and employees’ quality of work. Since the relationship is positive and significant, it implies that, employees with excellent time management skills produce high quality work compared to those with poor time management skills. According to Hisrich & Peters, (2002) better time management results in high quality work, quality social life and an organized personality but it requires constant preparation, review and review until it becomes a habit. 
 Researcher also investigated the link between stress management and quantity of employees’ work. Findings showed that there is a significant positive but weak relationship between stress management and quantity of employees’ work. This implies that stress management has low association and may also have low influence on quantity of work by employees. According to Foster (2002), stress is a major determinant in worker productivity, hence, stress management is an important factor that can influence worker’s productivity or quantity of work. 
In the same vein, the research analyzed the connection between self-management and employees’ attitude to work. Basically, a weak positive correlation was observed with correlation coefficient “r” being 0.307. Also, the significant value was 0.00 which indicated that the relationship was significant. On that note, the null hypothesis was rejected. Self-management has correlation with attitude to work by employees. The research agrees with a lot scholars’ findings. Joseph (2012), reported that optimism would typically affect efficiency positively, while the reverse is also true. (Moore, 2007; Stopper et al., 2003; Breaugh and Frye, 2007; Grover and Crooker, 1995; Lambert, 2000) warns that strengthening a company's work-life balance activities results not only in higher productivity but also in greater loyalty and job satisfaction for employees. The benefit of self-management in employees’ attitude to work cannot overemphasized. These findings provide proof of support with several authors that self-management have significant positive relationship with employees’ attitude to work.   
In addition, the researcher verified the relationship between management of leisure time and target achievement of employees. There was an insignificant and negative relationship observed between leisure time management and target achievement. On this basis, null hypothesis was accepted, while alternative hypothesis was rejected. According to the findings of researchers, the leisure practice has contributed to specific work effects, such as improved job satisfaction (Parks and Steelman,2008), labor efficiency (Briazgounov, 1988), less days off from work (Parks and Steelman, 2008). However, research has shown that employees working for target organizations often face greater stress at work and have less leisure time. (Gutek et al., 2008). Hence, this research provides claims that management of leisure time is important however does not have impact on target achievement but sometimes directly influence employees’ excitement and satisfaction.  
In Hypothesis one
 The result indicated that there is a weak positive correlation between time management and quality of work by the employees with correlation coefficient “r” being 0.330. Therefore, the relationship or association between time management and quality of work is relatively weak. Also, the significant value (sig 2- tailed) “0.00” is lower than the p-value (p-value = 0.05). This implies that the weak relationship observed between the two variables is significant. Hence, null hypothesis is rejected, while alternative hypothesis is accepted. That is, there is a significant relationship between time management and quality of work by employees. 
In Hypothesis two
 Ho: There is no significant relationship between stress management and employees’ quantity of work. 
H1: There is significant relationship between stress management and employees’ quality of work
In Hypothesis three
 Ho: There is no significant relationship between self-management and attitude to work by employees. 
H1: There is significant relationship between self-management and attitude to work by employees 
In Hypothesis four
Ho: There is no significant relationship between management of leisure time and target achievement 
H1: There is significant relationship between management of leisure time and target achievement. 

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION  
5.0 	INTRODUCTION 
The chapter provides the summary of the findings from chapter four, and it also gives the conclusions and recommendations of the study based on the objective of the study. The general objective of this study was study to examine the link between work life balance and employee performance in Nigerian Ports Authority. 
5.1 	SUMMARY OF THE FINDINGS 
The research helped us to examine and understand the relationship between work life balance and employee performance in Nigerian Ports Authority. The objectives of the analysis were related to the association of time management and the quality of work of employees, it also verified the link between stress management and quantity of employees’ work, it assessed the connection between self-management and employees’ attitude to work and lastly, it aimed at verifying how employees manage leisure time relative to target activities in work place. 
[bookmark: _GoBack]In the demographic section of the analysis, it was observed that majority of employees that participated in the survey were male, most of the respondents were 52 years and above, majority of the respondents hold B.Sc./HND and many had above 15 years of work experience. 
According to the result of the poll among the respondents, there appears to be relationship between time management and employees’ quality of work. Based on their responses, Majority of them agreed that workers in their organization that spend their time wisely have improved quality of work, majority also agreed that high quality of work is achieved regularly when the workers do the right work at the right time. Lastly, they affirmed that employee always surpass work target because they often plan and schedule their work properly. Further analysis showed that there is a significant weak positive relationship between time management and employees’ quality of work. 
With respect to link between stress management and quantity of work, majority of the respondents is of the opinion that relaxation gives workers the advantage to achieve more or deliver high volume of work, many of the employees also agreed that managing stress and preventing workload has helped them achieved beyond the target set. On a contrary, most workers believed that working on one job at a time to alleviate stress does not have any effect on the quality of the work that they do. However, results showed that there is a significant weak positive relationship between stress management and employees’ quality of work.  
In finding the connection between self-management and employees’ attitude to work, majority of the employees shared that keeping a healthy personal and family life gives room for positive attitude to work. Good self-management will reflect in the attitude of workers likewise poor self-management will also have negative impact on their attitude. Majority of the workers also believed that balancing work and personal / family life helps them to be punctual at work. Further testing also proved that there is a significant weak positive correlation between self-management and employees attitude to work. 
 
Lastly, the relationship between management of leisure time by employees and their target achievement was observed to be negative and insignificant. This implies that management of leisure time may not influence target achievement as there are other factors that determine the rate of target achievement of employees. 
5.2 CONCLUSION 
The study therefore concludes based on the findings from the analysis that, there is a significant association between work life balance and employee performance. In line with vans cotter (2000) high employee performance lead an organization to have greater opportunities for employees than those who have low performance. Employees with balance work life will produce high quality of work, high quantity of work and will also have positive towards the work and organization. All these will improve the organizations’ performance and efficiency. 
Therefore, it is important for managers to look for better ways of balancing work-life of employees. This can be achieved by having them pay consideration to their work as well as life. When this is done, employees are empowered to deliver efficiently and effectively. Employees keep positive attitude to work if they are able to manage the demands of their daily life. This also help managers strengthens their interaction with employees. Management advocacy for employees' work-life balance fosters a positive relationship between the staff and management, which enhances successful cooperation within the company. 
5. 3 RECOMMENDATIONS  
Based on the findings and conclusions of the study, the following recommendations were made. 
1. The management of the Nigeria Ports Authority should develop work-life motivation strategies and programs that will enable workers to be more involved in their work. 
2. Nigerian Ports Authority s should create activities that maximize the leisure time of employees and enable them to attend programs and events outside of the workplace. 
3. The policies and programs of organizations should support their workers in performing both their official duties and their individual responsibilities.
4. Organizations should continue to carry out studies on their workers and design initiatives to strengthen the work-life balance on the basis of problems that could be unique to their staff.
5. In ensuring the psychosocial wellbeing of staff, Nigerian Ports Authority could consider revisiting the existing labour laws to have mandatory staff welfare programs run by the employer rather than the union.

5.4 CONTRIBUTIONS TO KNOWLEDGE 
1. The contribution to knowledge in this research work is the gap in knowledge created, past studies on employee’s performance have focused on issues like performance appraisal employees’ supervision, leadership, etc, but little or nothing has been done on work life balance on employees’ performance.
2. The report would offer tremendous benefits to policy institutions and other key regulatory bodies. The research and subsequent results could provide the theoretical context required to effectively develop, model and execute policies. 
3. This study can be very beneficial for other researchers interested in similar problems highlighted in this study.

5.5 SUGGESTIONS FOR FURTHER STUDIES
1. The study employed questionnaires as research instrument, further student can include in-depth interview, in order to get robust fact-finding data.
2. The study examined the influence of work life balance an employees’ performance in Nigerian Ports Authority which is a public organization. Further studies can focus on private organizations.
3. Further research can equally use comparative analysis of work life balance and employees’ performance on the work life balance in public sectors versus private sector in order to come up with unique findings.
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APPENDIX
WORK LIFE BALANCE AND EMPLOYEES’ PERFORMANCE
(A STUDY OF NIGERIAN PORTS AUTHORITY Plc.)
QUESTIONNAIRE
Dear Respondent,
I’m Olakunle Ayomide - a final year student of Mountain Top University. I am writing a project on the above named topic in partial fulfilment of the requirements for the Bachelor of Science Degree in Industrial Relations and Personnel Management. I will appreciate it if the questionnaire is completed to the best of your knowledge with utmost sincerity so as to achieve credible results. The information provided will only be used for academic purpose, and will be treated with utmost confidentiality. 
Thanks. 

SECTION A
Instructions: Please indicate by ticking (√) in the appropriate box	
Please answer the following questions.
1     Age    21-30    (  )              31-30    (  )        41-50    (  )        51 and above   (  )
2    Gender      Male     (  )              Female (  )
3    Educational Qualification    SSCE   (  )            OND/NCE (  )       B.Sc/HND  (  ) 
     MBA/MS.c/Ph,D  (  )
4    Experience   0-5 Years (  )   6-10 Years (  )   11-15 Years (  )   15 and Above   (  )                                                   

SECTION B: RELATIONSHIP BETWEEN TIME MANAGEMENT AND EMPLOYEES’ QUALITY OF WORK
 Instructions: For each of the following items, you are kindly requested to indicate your opinion with a tick or mark (√) in the appropriate column that corresponds with view using the following rating scale.
Key: 1. SA-Strongly Agree, 2 A- Agree, 3 D- Disagree .4 Strongly Disagree

	S/N
	                                 
	SA
	A
	D
	SD

	1.
	Workers in this organisation spend their time wisely and this improves the quality of  their work
	
	
	
	

	2.
	Workers in my work organisation do the right work at the right time , hence, high quality is achieved in their work regularly

	
	
	
	

	3
	Employees in my workplace always surpass work target because  they often plan and schedule their work properly

	
	
	
	

	4
	Reporting to the workplace at the right time allows workers to record maximum output.
	
	
	
	

	5
	Proper use of their time prevents loss of output in my workplace
	
	
	
	






SECTION C: LINK BETWEEN STRESS MANAGEMENT AND QUANTITY OF EMPLOYEES’ WORK
	
6
	Giving room for relaxation gives workers advantage to achieve high volume of output for the organization
	
	
	
	

	7
	Taking time to prevent workload has assisted employees to produce beyond target set for me
	
	
	
	

	8
	Workers usually work on only one task at a time to avoid too much stress and retain the quantity of work done per day 

	
	
	
	

	9
	 Supervisors’ styles cause stress to many employees in  my workplace and this affects  their performance

	
	
	
	

	10
	Long working hours causing  too much stress prevents employees in my workplace to put in their best for high productivity

	
	
	
	



SECTION D: CONNECTION BETWEEN SELF- MANAGEMENT AND EMPLOYEES’ ATTITUDE TO WORK.

	11
	 Maintaining good personal and family life gives room for positive attitude to work among workers in my organization
	
	
	
	

	12
	 Having sufficient work and personal/family life balance is a reason for coming to workplace at the right time among workers
	
	
	
	

	13
	 When I take a vacation, I am able to separate myself from work and enjoy myself.
	
	
	
	

	14
	I feel myself completely successful in balancing my work and personal/ family life. 
	
	
	
	




SECTION E: MANAGING LEISURE TIME RELATIVE TO TARGET ACHIEVEMENT.
15. In my workplace, 
    a. employees have enough time to partake in leisure activities that promotes target achievement.
    b. employees do not have enough time to partake in leisure activities, hence, no target achievement
  c. workload is too much for employees that doesn’t give room for leisure activities and target achievement
  d. leisure activities are already programmed in the work policy of the organization thus encouraging target achievement.
16. Do you have right frame of mind to attend programmes and events outside your workplace?  
a. Yes                        b. No

  a.. If Yes in question 16 above, how?  …………………………………………………………
  b    If   No in question 16 above, why? ………………………………………………………..
17.   In my workplace,
a. the  work schedule is too much for me to bear, hence no room for relaxation and productivity

     b.    I have enough energy to attend to many things on getting home in the evening and can still meet target in the workplace
  c.    the policy of the organisation does not permit employees to have room for personal freedom and maximum productivity
    d .    it is easy to combine social activities outside the workplace with official job schedule for target achievement
18. Based on my experience, I will recommend my place of work for any applicant that wants to enjoy stress free life while contributing maximally to organizational productivity.
a. Strongly agree      b   Agree    c.  Strongly disagree       d. Disagree 

19.  My work organization is
a. not the best place for anyone that wants to enjoy long life to work due to much work

b. not the best place for a woman or man with many children to work due to lack of time for the family

c. the best organization for someone who wants to develop his or her career in life

d. a place where someone can attend to official duties as well as having time to enjoy his or 

her life maximally.
20. Productivity will continue to rise in my work organization because every employee is 
committed to duty as a result of good policy of work life balance implemented by the management.
a. Strongly agree         b. Agree         c.  Strongly disagree         d.  Disagree


 
 
