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ABSTRACT:- This  study  focused on   the relative  influence  of employees’ personal life  and employees’ 

working time  on  employees’  performance in Nigeria’s Tier 1 banks.  The study was a survey with 
questionnaire as the primary instrument. The study’s population was 392 permanent employees of studied banks 

in Akwa Ibom State of Nigeria. Applying Cochran’s sample size determination formular and Bowley’s model of 

proportionate distribution, a sample size of 269 was arrived for the study. The study achieved 74% response 

rate. Data were analyzed   using simple linear regressions. Findings of the study showed that employees’ 

personal life (Beta = 0.496, t= 2,531 P< 0.05) and  employees’ working time( Beta = 0.306, t= 2.807, P< 0.05)  

have  significant influence on employees’ performance  in Nigeria’s Tier 1 banks. Comparatively however, 

employees’ personal life was more influential in determining employees’ performance in Nigeria’s Tier 1 banks 

than employees’ working time. It was recommended that there was  a need for a new thinking in banking that 

allows for employees of banks to  pay more attention to  aspects of their personal life to enhance full 

concentration that would  translate to  improved employee  performance; it was also recommended that   

appropriate national legislations and policies  be formulated to   change banking practice to offer employees 

some  control over their working hours including  options for flexible  and compressed works arrangement   to 
make for  balancing  between employees’ work and non-work roles. 

 

KEYWORDS: Employees’ Personal Life, Employees’ Working Time, Work-life Balance, Employees’ 
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I. INTRODUCTION 
 Globally a number of employees in organizations be it private or public  face  difficulties in  attempts 

to achieve balance in respect of their  responsibilities to their employers and their own life. It therefore becomes 

a challenge striking a suitable balance for these employees.  It is common for employees to experience lowered 

work-life and family life qualities as a result of work pressures. This situation may have an  impact on  

employee turnover, absenteeism and the productivity of  organization (American Psychological Association, 

2009).The major issues bothering on employees’ work-life balance are those of   time spent working, personal 
life, workload pressure among others  (Fapohunda andTinuke, 2014).   

 Alexandra, Beauregard and Henry (2009) posit  that  long work hours can possibly  harm employees’  

personal health, endanger safety and increase job stress.  These work-life balance issues require appropriate  

arrangements capable of  accommodating  both mental and psychological behaviours of employees so as to  

enable them to  cope as well as  function effectively  while  working  and while at home (Fapohunda and 

Tinuke, 2014). 

 Verma(2017) argues that work-life balance effort should involve an adjustment of work time to ensure 

that employees gain  from improvement in  fit between their jobs and non-job issues, which  in the long run, 

enhances the achievement  of a lasting  profitability.  But achieving work-life balance would require that  

respect is accorded employees in terms  of their right to life within and outside the work environment so as  to 

bring about benefits to the employees, organizations  and society generally (Narenderanath, 2007).  
 Personal life implies the use of   chances that employees have competently. It suggests that employees 

should be able to manage their behavior other than being managed externally by superior officers.  It is related 

to the individual’s way of life and interests.  The balance of  work-loads in organizations   and personal life is a 

key issue as so many  employees  work round the clock as directed by their employers (Mohanty and Mohanty, 

2014). 

 Working time is also  an important issue to employees. Advances in technology now makes it common 

for people to work round the clock in what some call ‘24 hour society’. While there may be regulations 

governing length of time for employees to work, issues of work  scheduling are not treated. This would enable 

employees to modify their daily work hours or weekly work hours in a manner that meets their interests. Kumari 
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(2012) believes employees’ happiness from their jobs would significantly depend on how long they work in 

hours. 

There is always a conflict between work and non work demands for employees resulting in a work-life 

imbalance. That accounts for the more reason employees these days emphasize the importance of work-life 
balance than before. Work-life balance is even more a serious issue in banks because of the nature of banking 

jobs. In practice, there is a blurred boundary between work and life for bankers, making many of them to strive 

at having a balance.   

 The banking industry is characterized by long working hours.  Employees are constantly attending to 

customers’ issues. Imbalance in work-life for employees in banks have always resulted in low morale, high 

levels of stress, ill-health, conflicts and poor performance. A number of studies have appraised work-life 

balance issues in both developed and developing countries of the world; some of these studies have focused on 

private and public sectors of an economy. As an important sector of an economy, issues of work-life balance 

have received some considerable amount of research interest, in the banking industry.  However, no research has 

been conducted to reveal the comparative strengths of employees’ personal life and employees’ working time in 

determining employees’ performance in the industry. This then provided the research gap worth filling through 
the conduct of this study among Tier 1 banks in Nigeria.    

 

Hypotheses of the Study 

 

In this study, two hypotheses were formulated: 

 

H01.  Employees’ Personal life has no significant influence on employees’ performance in Tier 1 banks in 

 Nigeria 

H02.  Employees’ Working Time has no significant influence on employees’ performance in Tier 1 banks in 

 Nigeria 

 

II. LITERATURE REVIEW 
2.1 Conceptual Review  

 The issue of work-life balance is a well researched area with primary aim of attempting to foster work-

life -balance so as to enhance productivity and quality of life. According to Bird (2010), the concept of work-life 

balance does not imply achievement of equal balance as what is considered presently may not be the same in 

future. Alterman, Luckhaupt, Dalhamer, Ward and Calvert(2013)  see work-life balance as   prioritizing  career 

and personal responsibilities.  This calls for an arrangement regarding daily priorities. Practically, the boundary 

between work and life is not clear. Lewis (2008) reasons that the concept requires the adoption of a system 

which takes into cognizance the needs of employers and employees alike. It concerns itself with how to have 

comfort in simultaneously discharging work and non-work commitments. Present-day workload pressure, work 
demands and long work hours have led to tiredness, with diminished quality of time left for personal life. Where 

there is an imbalance in work-life, it becomes difficult for employees to cope and in some cases negative work 

attitudes may be observed. As detailed by Fapohunda and Tinuke( 2014), imbalance between work and life may 

result in issues of employee turnover, low productivity, less satisfied employees, absenteeism, increased  

healthcare cost and declining  organizational commitment and loyalty. 

 

2.1.1 Employees’ Personal Life and Employees’ Working Time  

 Managing one’s Personal Life in work places can be difficult as it implies employees control over their 

own behaviour instead of being externally controlled by the supervisor.  Managing one self would have been 

possible given that employees have time at their disposal.  It will entail managing one’s thought and emotions, 

and dealing effectively with family, community relationships and work. 
According to Obisi (2016), employees’ working time explains how long in terms of hours such employees 

commit themselves in the work place. Achieving time management effectiveness deals with the use of 

appropriate tools needed to carry out specific tasks (Davidson,2014). Organizations that use flexible work 

scheduling achieve   more productivity and efficiency even as some employers now share rewards from such 

practice with employees as encouragement (Golden, 2012).   

 Compared to Europe where the relevant legislation( enacted in 1998 as amended in 2007) is in place to 

regulate working time and so meet the needs of workers,  this is not the case In Nigeria. This legislation 

provides for sundry issues which include but not limited to breaks, rest periods and working time.  In Nigeria, 

what is commonly used to is   normal work week ( 8.00 am – 4.00pm daily concept).  Working  time according 

to  Golden (2012), can be structured as  shift arrangement, part time work, on-call work, weekend work,  

periodic breaks arrangement as well as  compressed work week 
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2.1.2 Employees’ Performance 

 An employee’s performance shows  how well the employees carried out assigned  responsibilities. As 

noted by  Mokaya and Gitary (2012) and Knoji( 2015), business owners aim at making profit and this  depends 

on performance of employees. What makes a company’s product or service outstanding  is the quality of 
services rendered by employees and  received by customers.  Employees assist in building the reputation of 

businesses through ,their job attitudes. For banks, their   popularity in service delivery is partly anchored on 

service delivery by its employees. A balance of work-life for the employee would encourage improved 

performance which as mentioned by Mokaya and Gitari (2012),  have three key  dimensions of job satisfaction, 

quality of service and customer satisfaction and productivity. 

 

2.2 Theoretical Review  

 This study is anchored on Work-Family Border Theory. The Work-family theory is the brainchild of  

Michaelson and Johnson who came up  with it in 1997. According to this theory, the  individual  on a daily basis 

crosses  border  relating to both  work and family.  The theory explains how work-life balance influences the 

integration and segmentation of domain creation and management of borders, participation in border crossing, 
and the link between border-crossers and non-border-crossers at work or at home(Clark, 2000).  It offers insight 

into how work and family domains  are  both negotiated and managed by the  individual. It also shows  how 

they cross their borders aimed at  attaining  balance that results in being satisfied and  being able to function 

well both at work and at home, with reduced  conflict in roles. The theory splits  boundaries along  times, places 

and people who are  linked to work and family roles.   

 This  theory considers  members of a domain  as border keepers . This is on account of the fact that 

they play a role  in  managing boundaries.  In work domain for instance, the supervisor  is the border keeper; at  

home domain, the spouse is the border keeper. These actors  negotiate their respective domains. Accordingly, a 

supervisor may prevent employees from making and answering personal calls while at work in managing its 

domain (Allen, Cho and Meier, 2014 ). This  theory  applies to employees. It is used to explain  how  employees 

are able to  manage and negotiate the work and family issues with a view to balancing them. In this study, 

variables such as  personal life, is a part of  family domain; on the other hand, working time is a part of  work 
domain; both have their respective effect  on employees’ performance.  

 

2.3 Empirical Review  

 Zetlin (2013) investigated  effect of employees personal life on employees’ performance in the United 

States of America. The research surveyed a number of organizations including finance houses.  The total 

number involved in the survey was 24,000 employees.  A telephone based assessment was employed through 

descriptive analysis of data. Out of the number surveyed, 47% claimed their personal life problems influenced 

their work performance sometimes. Also, 16 opined  absenteeism was caused by their own  personal challenges. 

Again, about  50% indicated they lacked concentration.  The study recommended that an effective promotional 

campaign be carried out to help in addressing employees’ issues prior to dealing with performance issues. 

Mohanty and Mohanty (2014) were interested in how employees perceived  work-life balance in the context of 
Indian  entertainment industry. With random selection of 100 employees who were professionals in hotels, these 

employees were administered questionnaire on major variables of work-life balance. In analyzing data collected 

from the survey,  factor analysis and  regression analysis were used.  The outcome indicated pressures of 

multiple roles, health quality and ever changing and abnormal work schedules were key variables accounting for 

imbalance among employees in the hotels in India. It was recommended that measures be taken to achieve 

work-life balance for the employees.  

 Golden (2012) examined  the linkages between different dimensions of working time and outcomes 

such as productivity and performance.  This research  comprehensively  analysed   related previous studies on  

working time and outcomes in the case of  Switzerland.  In the area of working hours, it was revealed that with  

shorter work hours,  higher per hour output rates in a number of firms was likely. As it concerned work 

schedules, flexi-time arrangements and compressed work-weeks, a  positive relationship was found between   

employee job satisfaction and  work schedules and productivity.   
 Beckman (2016) investigated  effect of working time autonomy on workers and firms performance in 

the Scandinavia and the Netherlands. For this study, data were sourced from European Working Conditions 

Survey (EWCS), 2010. Findings showed that as employees are allowed   to have control over their  working 

hours, this increases  their commitment and  by extension improvement in   performance by the organization . It 

was also revealed that with increased employee participation in selecting when to report for work, increase in  

productivity was likely. 

 Kangure (2014) examined selected  Kenyan banks on how work hours impacted  employees 

performance. The field survey had 200 respondents who were employees of banks randomly selected to partake 

in the study. Collection of data was  through the questionnaire while test of formulated hypotheses was by  chi-
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square (X2) statistical method. Findings indicated that flexibility of  work system would influence  bank 

employees in delivering on their  responsibilities well, hence would ensure  balancing  work and personal life 

commitments such  as family and personal development. The study recommended flexible work scheduling for 

the banks studied. 
 Kamau,  Muleke, .Mukaya  and Wagoki (2013) investigated how  work hours, employee assistance 

programmes and leave programmes accounted for the  performance of  employees in Ecobank in Kenya.  A 

sample size of 55 employees who were randomly selected from some business branches located in   Nairobi 

took part in the survey. Both descriptive and inferential statistics were used in the investigation. Outcome of the 

research showed that  flexible working hours have  influence on employee attitudes in an attempt at balancing   

work and personal life commitments. Also, it was established that having employee assistance programmes 

influenced  employees performance. Additionally, the study revealed that those employees who resumed from 

leave achieved  very impressive performance immediately they were back to office compared to those who did 

not go on leave. 

 

III. METHODOLOGY AND DATA 
 The survey research design was employed in conducting the current study. In respect to this study, the 

population was 392 permanent employees of Tier 1 banks studied in Akwa Ibom State of Nigeria. These banks 

are First Bank Plc, Zenith Bank Plc, Access Bank Plc, Guarantee Trust Bank Plc and United Bank for Africa. 

Applying Cochran’s sample size  determination formular and Bowley(1926) model for proportionate 

distribution, we arrived at 269 sample size.  Following a review of relevant literature,  a questionnaire titled  “ 

Influence of Bankers’ personal Lives and Working Time  on Bankers Performance ” was developed. The 

instrument which was of the Likert scale format, had  two sections, the first on respondents’ personal details 

while the second dealt with research variables and achieved  overall Cronbach alpha test result of  0.81. 

Furthermore,  the survey had  74% response rate . Simple   regression analysis was used in data analysis at 0.05 

level of significance. The  simple regression model used was  in the form shown below:  

 

EPM  =  a1 + b1EPL +  e1 ------------------------------------------------   (i) 
EPM  =  a2 + b2 EWT + e2 ----------------------------------------------- (ii) 

In the model, EPM represents  employees’ performance, a1 -a2 are the constants, b1- b2 are regression coefficients 

of  independent variables. Also, EPL is  employees’ personal life, EWT, Employees’ working time while  e1- e2  

represent  error terms. 

 

Table 1: Demographic Characteristics of Respondents 

Variables  Categories  Frequency  Percentage% 

Sex  

 

Male 

Female 

126 

  73 

63.32 

36.68 

 

Age 

 

 

Below 30  

30-40 
41-50 

51and above 

  61 

  94 
  31 

  13 

30.65 

47.24 
15.58 

   6.53 

Education No B.Sc/HND 

Postgraduate Degree 

 127 

   72 

63.82 

36.18 

Source: Field Survey, 2019 

 

 Table 1 presents analysis of the demographic characteristics of respondents engaged in the study.  It 

indicates that 126(63.32%) of the respondents were male while 73(36.68%) were female. It also shows that 

61(30.65%) of the respondents were below 30 years of age; 94(47.24%) were between 30 and 40 years of age; 

31(15.58%) were between 41 and 50, years of age while 13(6.53%) were at least 51  years. In terms of 

educational characteristic, 127(63.82%) respondents indicated they  had B.Sc/HND  while 72(36.18%) 

respondents had postgraduate degrees.  

 

Test of Hypotheses 

Hypothesis I 
H01.  Employees’ Personal  life has no significant influence on employees’ performance in Tier 1 banks in 

 Nigeria 
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Table 1: Regression analysis on employees’ Personal Life and Employees’ Performance in Tier 1 Banks in 

Nigeria 

 

Model Summary 

 

Model       

 

R 

 

R Square 

1              .793a .629 

a.  Predictors: (Constant), Personal life 

ANOVA
a
 

Model  Sum of  

Squares 

 

df 

 

Mean square 

 

F 

 

Sig. 

1         Regression 

           Residual 

           Total  

           21.381 

           33.422 

           54.803 

 

               1 

             197 

             198 

            19.275 

                .624 

 

   29.137 

 

     .000b 

a. Dependent variable: Employees’ Performance 

b.  Predictors: (constant), Employees’ Personal  Life. 

 

Coefficients
a 

 

Model                                 

 

Undstandardised coefficient  

Standardized 

coefficients 

 

 

 

 

T 

 

 

 

 Sig.                 

B Std Error Beta 

1.     (constant) 

Employees’ Personal 

Life 

1.038                  

 .317 

          .312                               

          .109 

 

        .426 

    4.661 

    2.908 

        

.000 

        

.000 

a.  Dependent variable:  Employees’ Performance  

 Source: Computed from SPSS 

 

 Table 1, shows  R-value as  0.793. This  suggests  a  positive and strong influence of employees’ 

personal life on employees’  performance. The R square-value of 0.629 which is the coefficient of determination 
shows  that 62.9 % variation in employees’ performance was accounted for by variations in employees’ personal 

life. The ANOVA table indicated that the regression model predicted the dependent variable significantly. The 

F-value of 29.137 and its corresponding P-value of 0.000 showed a significant influence of the independent 

variable, employees’ personal life  on employees’ performance (As P < 0.05). The constant (Y intercept) in the 

coefficients table, which was the predicted value of employees’ performance when all other variables were zero 

is 1.038. The model then becomes = 1.038+(0.317xEPL)+e1. The coefficient for employees’  personal life (b1) 

was 0.317 implying that for every unit increase in employees’ personal life activity, a 0.317 unit increase in 

employees’ performance was likely, holding all other variables constant. Since R = 0.793 and P < 0.05, the null 

hypothesis which stated employees’ personal life has no significant influence on employees’ performance in 

Tier 1 banks in Nigeria is thus rejected. Indeed from the test of hypothesis,  there was a sufficient evidence to 

conclude that  employees’ personal life  significantly  influence employees’ performance in Tier 1 banks in 

Nigeria. 
 

Hypothesis II 

H02.  Employees’ Working  Time  has no significant influence on employees’ performance in Tier 1 banks in 

 Nigeria 

Table 2: Regression analysis on Employees’ Working Time and Employees’ Performance in Tier 1 Banks 

in Nigeria 

Model Summary 

 

Model  

 

R 

 

R. Square 

1         .612a              .375 

a. Predictors: (constant), Employees’ Working Time. 
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ANOVA 

Model Sum of 

squares 

 

Df 

 

Mean square 

 

F 

 

Sig. 

1            Regression 

              Residual 

              Total 

    17.274 

    26.693 

    43.967 

    1 

                

197 
        198 

            9.436 

             6.124 

13.561    .000
b
 

a. Dependent variable: Employees’ Performance 

b. Predictors: (constant), Employees’ Working  Time 

 

Coefficients
a
 

 

 

Model 

 

Understandardized coefficients 

Standardized 

coefficients 

 

 

T 

 

 

Sig. B Std Error Beta 

1         (constant)  

            working time                

       1.236 

         .163 

 .403 

 .077 

 

.303 

  3.317 

 2.117 

 .000 

 .000 

a.  Dependent variable Employees’  Performance 

Source: Computed from SPSS 

 

 Table  2  shows  a R- value of 0.612 which shows a  positive and strong impact of  employees’  

working time on  employees’ performance. The R square-value of 0.375 shows  that 37.5% variation in 

employees’ performance was explained by variations in employees’ working time. The F value of 13.561 and its 
corresponding P-value of 0.000 shows  a significant impact of  employees’ working time on employees’ 

performance. The regression model then becomes  EWT = 1.236+0.163 (EWT)+e2. The coefficient for working 

time (b2) was 0.163 imp1ying that for every unit increase in employees’ working time, a 0.163 unit  increase in 

workers performance was likely, holding other variables constant.  

Since R = 0.612  and P < 0.05, the null hypothesis which stated employees’ working time  has no significant 

influence on employees’ performance in Tier 1 banks in Nigeria is thus rejected. Indeed from the test of 

hypothesis, there was a sufficient evidence to conclude that employees’ working time has a significant impact 

on employees’ performance in Tier 1 banks in Nigeria. 

 

IV. DISCUSSION OF FINDINGS 
 In this study, test of hypotheses indicates positive and significant influence of employees’ personal life 

on employees’ performance and positive and significant impact of employees’ working time on employees’ 

performance in Nigeria’ Tier 1 banks. Mokaya and Gitari (2012) found high correlation between recreational 

aspect of personal life and workers performance. Similarly, Zethlin(20I3) established  a significant relationship 

between employees’ personal life and their work performance. Findings of this research strengthens Bakken 

(2009) who opines  that employees who feel that their personal and family priorities are accepted and 

acknowledged by their employers  are more engaged and more productive than those who do not. 

 While bank employees would desire shifts, banking does not encourage this. As reasoned by Beckman 

(2016), giving workers control over their work hours would increase their commitment even as it boosts firm 

performance. Though flexible work scheduling and compressed work-weeks are not available in banks, they 
have been established by Golden (2012) to positively influence productivity and employee job satisfaction.  

Arising from findings from their study, Fapohunda and Tinuke (2014) argued, that where the right balance is 

established and maintained in work settings, both employees and the employers stand to benefit. 

 

V. CONCLUSION AND RECOMMENDATIONS 
 In this study, there is sufficient evidence to infer that both employees’ personal life and employees’ 

working time have an effect on employees’ performance in Nigeria’s Tier 1 banks. More importantly, this study, 

a pioneering research effort, has established that comparatively, employees’ personal life was more influential in 

determining employees’ performance in Nigeria’s Tier 1 banks than employees’ working time. Stimulating an 
improvement in  employees’ performance in the context of Nigeria’s banks  would therefore require more 

policies and schemes directed at the personal life of employees even as employees and employers stand to gain. 

More researches in this area would be needed to better generazibility of this study’s findings beyond Akwa 

Ibom State of Nigeria.  

 Based on the findings of the study and the conclusion made, the following recommendations are  made: 

i. There is a need for a new thinking in banking that allows for employees of banks to  pay more attention 

to  aspects of their personal life to enhance full concentration that may translate to  improved employee  

performance; 
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ii. There is need to have in place appropriate national legislations and policies that can  change banking 

practice to offer employees some  control over their working hours. Options such as flexible  and compressed 

works arrangement can also be considered to make for  balancing  between work and non-work roles.. 
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