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ABSTRACT 

Previous studies on work-life balance found that working women had problems related to 
imbalance work and unfavourable family lives that influenced the family and 
organization. This phenomenon occurred due to a work-life imbalance in the office and at 
home that impacted personal and organizational productivity. A few factors have been 
recognized to understand better why working women need to balance their work and 
family life. One of the significant ways is to initiate, practice, and institutionalize a good 
work-life strategy that balances personal life, home, and work. There are empirical studies 
in the literature that have revealed the influence of reward, job engagement, advanced 
technology, supervisor support, and family support towards work-life balance. However, 
this situation does not exist for the Imo State of Nigeria; hence this study is conducted. 
Thus, this study was conducted to fill the research gap to determine the relationship 
between reward, job engagement, advanced technology, supervisor support, family 
support, and work-life balance of working women in a public sector (in four selected 
ministries) in the Imo state of Nigeria. In this study, multiple regression analysis 
techniques were used. There were 500 questionnaires distributed to the working women in 
the four selected ministries. Out of this 500, 304 or 60.8 % of questionnaires were 
returned, which was above the average, and therefore the analysis was conducted. The 
result of the analysis shows that advanced technology is positively related to work-life 
balance but is not significant. Supervisor support is negatively related but significant to 
work-life balance. Reward and job engagement are positively related, which is significant 
to work-life balance and support it. Besides, family support has no moderating effect on 
reward, job engagement, advanced technology, or supervisor support on work-life 
balance. These indicate that they are not supported. Thus, the hypotheses result show that 
three hypotheses (H1, H3, H4) are supported while five hypotheses (H2, H5, H6, H7, H8) 
are not supported. The practical implications of the finding have been discussed. 
 
Keywords: Advance Technology, Family Support, Job Engagement, Supervisor Support, 
Work-Life Balance 
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ABSTRAK 

Kajian lepas mengenai keseimbangan antara pekerjaan-kehidupan mendapati bahawa 
wanita bekerja menghadapi masalah berkaitan dengan ketidakseimbangan pekerjaan dan 
kehidupan kekeluargaan yang tidak memihak, yang mempengaruhi keluarga mereka yang 
dan organisasi. Fenomena ini berlaku disebabkan ketidakseimbangan 
pekerjaan-kehidupan di pejabat dan rumah, yang mempengaruhi produktiviti peribadi dan 
organisasi. Beberapa faktor telah dikenalpasti untuk memahami dengan lebih mendalam 
mengapa wanita bekerja perlu mengimbangi pekerjaan mereka dan kehidupan keluarga. 
Salah satu cara penting adalah dengan memulakan, mengamalkan dan menginstitusikan 
strategi kehidupan kerja yang baik untuk mengimbangi kehidupan peribadi, rumah dan 
tempat kerja. Terdapat kajian empirik dalam literatur yang telah meneroka pengaruh 
ganjaran, penglibatan dalam pekerjaan, teknologi canggih, sokongan penyelia, dan 
sokongan keluarga terhadap keseimbangan pekerjaan-kehidupan. Walau bagaimanapun, 
keadaan ini tidak wujud dalam konteks Negeri Imo, Nigeria yang mendorong kajian ini 
dilaksanakan. Oleh itu, kajian ini dijalankan untuk mengisi jurang kajian untuk 
menentukan hubungan antara ganjaran, penglibatan kerja, teknologi canggih, sokongan 
penyelia, sokongan keluarga, dan keseimbangan pekerjaan-kehidupan wanita-wanita 
yang bekerja di sektor awam (di empat kementerian terpilih) dalam Negeri Imo, Nigeria. 
Dalam kajian ini, teknik analisis regresi berganda digunakan. Terdapat 500 borang soal 
selidik yang diedarkan kepada wanita yang bekerja di empat kementerian terpilih. 
Analisis telah dijalankan ke atas 304 atau purata 60.8% daripada keseluruhan jumlah 
borang soal selidik yang telah diedarkan. Hasil analisis menunjukkan bahawa teknologi 
canggih mempunyai hubungan positif dengan keseimbangan pekerjaan-kehidupan, tetapi 
tidak signifikan. Sokongan penyelia berkait secara negatif tetapi signifikan kepada 
keseimbangan pekerjaan-kehidupan. Ganjaran dan penglibatan dalam pekerjaan 
mempunyai hubungan positif yang penting kepada keseimbangan pekerjaan-kehidupan 
dan menyokongnya. Sementara sokongan keluarga tidak berpengaruh sebagai moderator 
terhadap ganjaran, penglibatan pekerjaan, teknologi canggih, atau sokongan penyelia 
terhadap keseimbangan pekerjaan-kehidupan. Ini menunjukkan bahawa ia tidak 
menyokong. Oleh itu, dapatan hipotesis menunjukkan bahawa tiga hipotesis (H1, H3, H4) 
diterima sementara lima hipotesis (H2, H5, H6, H7, H8) ditolak. Implikasi praktikal 
penemuan telah dibincangkan. 
 

Kata kunci: Teknologi canggih, Sokongan keluarga, Penglibatan dalam pekerjaan, 

Sokongan penyelia, Keseimbangan pekerjaan -kehidupan 

 

 



 

 

 

 

iv 

ACKNOWLEDGMENTS 

 

First and foremost, my profound gratitude goes to God Almighty who has been 
faithful and kind to me despite all odds, he brought me up to this point and special 
thanks also goes to my husband Mr. Livinus Obinna Ashiegbu  whose  financial 
and moral support made my dream a reality. 

I warmly express my sincere thanks and gratitude to my supervisors, Associate 
Professor Dr. Abd Rahim Bin Jaguli for his academic trust, invaluable advice and 
support which motivated and gave me higher strength to remain focused. I am 
immensely grateful 

My acknowledgment also goes to my children, Mary-Favour, Victoria, Destiny 
and Purity and my parent Mr. and Mrs. God power Metu Duru, and to my siblings 
Onyekachi, Ogechi and Ikechukwu Metu Duru for their prayer and support. 

Finally, I owe a lot to my friends Ugochukwu, Chimamaka, Ail, and others too 
numerous to mention whose prayers and enviable support made this work a perfect 
one. 

I Love you all! 

 

 

 

 

 

 

 

 

 



 

 

 

 

v 

TABLE OF CONTENTS 

 

PERMISSION TO USE.........................................................................................   i 

ABSTRACT............................................................................................................   ii 

ABSTRAK............................................................................................................... iii 

ACKNOWLEDGEMENTS.................................................................................. iv 

TABLE OF CONTENT........................................................................................ v 

LIST OF FIGURES.............................................................................................. viii 

LIST OF TABLES................................................................................................ ix 

LIST OF CASES AND STATUTES....................................................................  

LIST OF APPENDICES......................................................................................   x 

LIST OF ABBREVIATIONS................................................................................ 

 

xi 

 

CHAPTER ONE: BACKGROUND OF STUDY 

 

1.1     Introduction.............................................................................................   1 

1.2     Problem Statement.................................................................................. 11 

1.3     Research Question.................................................................................. 16 

1.4     Research Objective................................................................................. 17 

1.5     Scope of the Study.................................................................................... 17 

1.6     Significance of the Study.......................................................................... 18 

1.7     Chapter Summary....................................................................................  19 

 

CHAPTER TWO: LITERATURE REVIEW 

 

2.1     Introduction............................................................................................... 20 



 

 

 

 

vi 

2.2     Work Life Balance Model ...............................................................  20 

2.3     Model with Three factor ................................................................................ 22 

2.4     Work-Life Balance.................................................................................... 24 

2.5     Reward and Work-Life Balance................................................................ 26 

2.6     Job Engagement and Work-Life Balance.................................................. 29 

2.7     Advance Technology and Work-Life Balance.......................................... 32 

2.8     Supervisor Support and Work-Life Balance............................................. 33 

2.9     Family Support and Work-Life Balance ..................................................  34 

2.10    Consequence of Work-Life Imbalance.................................................... 42 

2.11    Conceptual Framework........................................................................... 43 

2.12    Chapter Summary................................................................................. 44 

 

CHAPTER THREE: METHODOLOGY 

 

3.1     Introduction............................................................................................... 46 

3.2     Research Design.......................................................................................... 46 

3.3     Source of Data........................................................................................... 47 

3.4     Population Sample....................................................................................... 47 

3.5     Sampling Technique ............................................................................... ..... 49 

3.6     Pilot Test....................................................................................................... 51 

3.7     Data Collection Method ............................................................................... 52 

3.9     Measurement and Instrumentation............................................................... 53 

3.10    Method of Analyzing Data..........................................................................  56 

3.11    Chapter Summary....................................................................................... 59 

 

CHAPTER FOUR: ANALYSIS AND FINDINGS 

 

4.1     Introduction.............................................................................................. 60 



 

 

 

 

vii 

4.2     Response Rate........................................................................................... 60 

4.3     Respondents’ Demographic Characteristics............................................ 61 

4.4     Descriptive Analysis................................................................................. 63 

4.5     Exploratory Factor Analysis (EFA).......................................................... 64 

4.6     Reliability and Validity Analysis.............................................................. 70 

4.7     Correlation and Regression Analysis ....................................................... 76 

4.8     Homoscedasticity...................................................................................... 80 

4.9     Tests of Normality..................................................................................... 81 

4.10    Tests of Multicollinearity.......................................................................... 83 

4.11    Hypotheses testing: Test for Relationship............................................... 85 

4.12    Moderating Analysis.................................................................................. 87 

4.13    Hypotheses Findings................................................................................ 94 

4.14    Summary.................................................................................................. 

 

95 

CHAPTER FIVE: DISCUSSION, RECOMMENDATIONAND 

CONCLUSION 

 

5.1     Introduction............................................................................................... 101 

5.2     Reward and Work-Life Balance................................................................ 102 

5.3     Advance Technology and Work-Life Balance......................................... 103 

5.4     Job Engagement and Work-Life Balance................................................. 104 

5.5     Supervisor Support and Work-Life Balance............................................ 106 

5.6     Moderating Effect of Family Support.......................................................  107 

5.7     Implications of the study........................................................................... 108 

5.8     Limitations and Future Research Direction...............................................  110 

5.9     Conclusion................................................................................................ 111 

REFERENCES....................................................................................................... 113 

APPENDICES........................................................................................................ 139 

 

 



 

 

 

 

viii 

LIST OF FIGURES 

 

Figure 2.1  
   

: Role Analysis Model....................................................................     21 

Figure2.2 
         

: Three Factor Model......................................................................     23 

Figure 2.3 
 

: Conceptual Framework................................................................ 44 

Figure 4.1 : Amos Pathway on Indicator and latent Variable......................... 72 
 

Figure 4.2 : Regression standardized residual (Histogram...............................  
79 

Figure 4.3 : Normal probability plot (P-P Plot).................................................  
80 

Figure 4.4 : Graph  of  the moderation effect of family support  on  the 
relationship between reward and work-life balance....................... 

 
89 

Figure 4.5 : Graph of  the  moderation  effect of  family support on  the 
relationship between job engagement and work life balance……. 

 
91 

Figure 4.6 : Graph of the moderation effect of family support on the 
relationship between advance technology and work life balance 

 
92 

Figure 4.7 : Graph  of  the moderation effect of  family support on  the 
relationship between supervisor’s support and work-life 
balance…………………………………………………………. 

 
 

94  
 

 

 



 

 

 

 

ix 

LIST OF TABLES 

Table 3.1 ;   
Table 3.2 : Questionnaire.................................................................................. 55 
Table 4.1 : Response rate of participating employee........................................ 61 

 
Table 4.2 : Respondent profile..........................................................................  

62 
Table 4.3 : Descriptive Statistics...................................................................... 64 
Table 4.4 : KMO and Bartlett’s........................................................................ 66 
Table 4.5 : Communalities................................................................................ 67 
Table 4.6 : Pattern Matrix.................................................................................. 68 
Table 4.7 : Cronbach’s Alpha for the Study Variables..................................... 70 

 
Table 4.8 : Summary of validity analysis.......................................................... 73 
Table 4.9 : Convergent validity of constructs…................................................ 75 
Table 4.10 : Discriminant validity…................................................................... 76 
Table 4.11 : Correlation test results..................................................................... 77 
Table 4.12 : Skewness and Kurtosis…................................................................  82 
Table 4.13 : Collinearity statistics....................................................................... 84 
Table 4.14 : Regression Analysis Model Summaryb…………………………... 86 
Table 4.15 : ANOVAa…………………………………………………………. 86 

 
Table 4.16 : Coefficientsa……………………………………………………… 87 

 
Table 4.17 : Summary of Hypotheses Findings ................................................. 94 

 

 



 

 

 

 

x 

LIST OF APPENDICES 

Appendix A : 

 

Response profile. ................................................................... 134 

Appendix B 

 

: Research Questionnaire....................................................... 55 

Appendix C 

 

: Total Variance Explained....................................................   139  

Appendix G : Copyright permission for Figure ………………………  

 



 

1 

 

 

CHAPTER ONE 

BACKGROUND OF STUDY 

 

1.1 Introduction 

In the past years between 1980s and 1990s, employees have witnessed increased 

working hours, unfriendly and inflexible operation from employers and at family front 

(Bulger, Matthews, & Hoffman, 2007; Crompton, 2006). These issues in most cases 

have negative impact on the individual, creating imbalanced in work and personal life 

of employees. The idea of work-life balance (WLB) was developed with a view to 

addressing the work-life imbalance and some other concerns of employees which will 

resolve the conflict and pressure emanating from both workplace and family (Fereday 

& Oster, 2010; Fleetwood, 2007). The two important roles in everybody’s life that 

shape individual responsiveness and output are work and family. The interdependence 

of family and family and their impact on WLB of working individuals have been a 

subject of research and concern to the world due to their inherent influence on living a 

healthy and stress-free life (Clark, 2000; Valk & Srinivasan, 2011).  

 

The work-life balance is a concept meant to bring stability across different human 

working responsibilities that would enhance satisfaction, increase productivity and 

reduce conflict between employees and employer (Clark, 2000; Marks & MacDermid, 

1996). Today, balancing work and family responsibilities for employees especially 

working women remains a challenge due to the increasing societal and social demands 

arising from dual career couples, single parents, aging parent etc. (Valk & Srinivasan,  
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2011), which is caused by social, cultural, economic and natural disaster which is a 

global threat (Hou & Wu, 2020). The role of working women has been influenced by 

culture, civilization, globalization, advances in technology, workplace changes and 

demographic changes, and most importantly the increasing daily family and social 

responsibilities (Mauno et al., 2015; Peeters, De Jonge, & Taris, 2013).  

 

Mothers from time immemorial are culturally and generally saddled with the 

responsibility of taking care of home and particularly children (Toossi, 2002; Weiss, 

2002). This major responsibility of mothers was altered and influence principally 

during war periods where women took the responsibility of managing government 

offices, doing factories jobs and sometimes involved in weapon production while men 

were at battlefield (Chang, Chin, & Ye, 2014). By these events, women engage in 

technical jobs and joined workforce to support men and fill the gaps created by the war 

circumstances.  

 

In the 21st century however, modernization, civilization and the raging clamor for 

women emancipation has directly increased the social, religious and political rights of 

women and indirectly increased their societal responsibilities. Undeniably, 

globalization and women emancipation have enthroned a number of powerful and 

influential women entrepreneurs, researchers and politician (Ead, 2019; Edwards & 

Rothbard, 2000). The fast-growing knowledge economy has enlightened many women 

and has given them the opportunity for robust careers (Delina & Raya, 2013). On the 

other hand, these modern factors have altered the work-life balance of women, as  

many are bread winners in their various homes while some career and professional 
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women are deprived their dream of parenthood due to professional and work-life 

pressure and demands (Hou & Wu, 2020; Southworth, 2014).  

The economic challenges of today’s world, especially in the third world countries like 

Nigeria, have worsen and increased the struggle for maintaining home which can no 

longer be left for men alone. This indeed, has added to the challenges of work-life 

balance for working mothers (Sullivan & Arthur, 2006). The job-related stress on both 

men and women which every employee is facing everyday has most times increased 

conflicts for employees at work which as well affects the family relationship if not 

properly managed (Karkoulian, Srour, & Sinan, 2016).  

 

In late 1980s and 1990s, according (Edralin, 2012; Rigby & O'Brien-Smith, 2010; 

Warhurst, Eikhof, & Haunschild, 2008) WLB was introduced in the United Kingdom 

and United States arising from the Women’s Liberation Movement. The concept was 

aimed at obtaining a balance between work and life and the improvement of personnel 

management, The movement advocated for flexible schedules and maternity leave for 

women with children (Brough et al., 2008). From then to date, many definitions are 

applied in order to capture the true meaning of WLB, though none has been adjudged 

the best without criticism. According to Littig (2008) definition, Work-life balance is an 

effective means of combining work and private obligations or aspiration without anyone 

suffering the consequence of the other. Also, the United Kingdom’s Department of 

Trade and Industry defined the work-life balance as a means of adjusting work style 

which would help employees combine their work with other responsibilities without 

negative consequences on either the employee or the employer (Maxwell, 2005).   

Nowadays, WLB has become an extremely important social issue that has drawn the 
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attention of academicians, public and private sectors, professional businessmen and 

researchers (Mattessich, Shea, & Whitaker-Worth, 2019; Melo, Ge, Craig, Brewer, & 

Thronicker, 2018). Indeed, work-life balance is a major aspect of personnel management 

which would enhance productivity and increase life expectancy of every individual and 

especially working mothers (Adame, Caplliure, & Miquel, 2016; Melo et al., 2018). 

Organization has great role and responsibility to help employees balance their workplace 

demands and family responsibilities including personal life. However, the practice of 

WLB can promote the quality of life of the employee through a reduction in work-life 

conflict which might lead to stress, unproductivity, absenteeism, job dissatisfaction, low 

commitment, poor quality output and employee burnout (Padma & Reddy, 2013). The 

WLB is central in a workplace as a result of the following factors: demography, family 

support, reward system, job engagement, advance technology and supervisors’ support 

(Jensen, Liu, & Schøtt, 2017; Pookaiyaudom, 2015; Valk & Srinivasan, 2011).  

 

Demographic factor is one of the major challenges that contribute to this phenomenon 

where women pursuing different lifetime careers also join the labor market to support 

their families financially (Clèries et al., 2016; Doherty, 2004; Nanri, Kochi, Eguchi, 

Kabe, & Mizoue, 2019; Schueller-Weidekamm & Kautzky-Willer, 2012) which may 

be common in Nigeria as a third world country. Nigerian as a third world country is 

experiencing some developmental challenges and undergoing serious transformation as 

a result of civilization, modernization and global competition. These developmental 

challenges which include bad economy, corruption, high rate of unemployment, lack of  

basic social amenities and infrastructure and poverty introduced survival of the fittest 

mentality on the citizens.  
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At the early centuries, only a minority of Nigerian women had the opportunity to 

acquire western education. Sadly, these few privileged women were seen and treated as 

unfaithful and unfit for marriage by men and even other class of female folks. Today, 

many Nigerian women have acquired western education compared to some decades 

ago especially those living in the cities (Lakshmi & Gopinath, 2013). However, this 

has been an eye opener which has drawn attention and elevated goals of personal 

growth of family lives on women's employment exhibition and job approach. The fast 

growing knowledge economy has given room for other Nigerian women to seek higher 

learning and professional advancement (Davidson & Burke, 2016; Kahkha, Kahrazeh, 

& Armesh, 2014). Education has not only equipped women but solidly built their 

profession with intellectual capacity being the essential talent in this information age, 

rather than physical muscle. Nigeria women are now joining many industries 

competing with male counterpart. But this has been a very difficult task for women as 

they must concurrently discharge their duties at home and in their workplace. The bond 

between procreative role and creative role are unfit because, both roles are demanding 

(Isiugo-Abanihe, 2010).  

Furthermore, the changes in the demographic and other factors constituting the 

workforce are the driving force on the increased interest on family and work 

relationship (Allen & Martin, 2017) Parasuraman & Greenhaus, 1997). Nigeria women 

are becoming more ambitious of their career, occupying executive positions, 

expending less time with their family and non-job-related affairs but concentrating on  

job affairs. Commuting is mounting and advanced technology has increased the gap 

between job and family, thus making more job time simply translate to less time for 

family roles (Bond 2009; Okeke, 2011; Reynolds, 2004). The working women do most 
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times struggle to ensure that there is a gap between work and family, establishing an 

equilibrium among family and work demands. To obtain this balance, some women 

decided to delay childbearing or have fewer children until such a time there is relative 

stability between academic pursuit, family finances and professional goals. 

 

Besides, advance technologies have led to a twenty-four hours per week services 

which resulted in increased work pressure and led to work–life imbalances (Bieser, 

Höjer, Kramers, & Hilty, 2020; Maruyama, Hopkinson, & James, 2009; Montgomery, 

Grocott, & Mythen, 2017). Reward, job engagement and supervisor support are other 

elements that impact WLB positively, showing a direct influence on it. According to 

some of the preceding studies conducted on these factors for instance, Scott, 

McMullen, Sperling, & Bowbin (2007) stated that reward reduces complaints 

regarding compensation/payment, increases turnover, reduces absenteeism and 

employee performance problems. An effective reward management can help 

organizations to achieve their business objectives by attracting and retaining competent 

people. Also, Slack, Corlett, & Morris, (2014) stated that positive feeling and good 

attitude at work are only encountered when workers discern an equilibrium between 

their work and family lives. Hammer, Kossek, Yragui, Bodner, & Hanson (2009) 

stated that supervisors’ support contributes to employee work-life balance. The support 

from employer can harmonize employees’ responsibilities related to work and families.  

According to Mas-Machuca, Berbegal-Mirabent, & Alegre (2016), supervisor support 

provides opportunities for employees to enjoy their personal lives without reducing the 

obligation of employees to complete their duties at work. 
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Employee behaviors, demeanors, success as well as organizational adequacy have been 

suggested by the WLB. Moreover, the WLB is defined as the balance that exist 

between the money paid, hours spent and the work done by an employee either at 

workplace or in family font (Clarke, Koch, & Hill, 2004). Meanwhile, according to 

Bird (2006), work-life balance policy is today among the most considered in 

boardrooms and government halls during policy formulations. It is predicted that in the 

near future, work-life balance may become a central factor controlling 

human/personnel professional’s engagement. In reference to the study by Kehl (2012) 

published in Industry Week Magazine, WLB in organizational policies is graded the 

most important followed by reward. Moreover, it has been reported that an employee 

who has a good WLB works 21% more harder than the employees who work without 

work-life balanced consideration (Rampton, 2016). The European job requirement 

Survey of 1991 to 2019 revealed that ~ 20% of the workforce could not balance their 

professional/work and home responsibilities (Stichting Arbeidsmarkt Ziekenhuizen, 

2014). According to Patton research (Noe, Wilk, Mullen, & Wanek, 2014) which was 

performed among workers’ in the in US, it is clearly stated that 75% have less time to 

attend to their children while 61% have no time for their husbands.  

 

On the other hand, past studies indicated that job satisfaction, occupational attitudes, and  

organizational commitment impact work-life balance (Chunta, 2020; Hofmann & 

Stokburger-Sauer, 2017; Kaya & Karatepe, 2020). Also, the imbalance between life and 

work is believed to have serious personal, family, and organizational implications. 

Administrative staff who are unable to balance between personal needs and official work 

seem to be less efficient in performing their work which directly affects their 

http://
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performance, social life, family dissatisfaction and sometimes leads to health problems 

(Delecta, 2011). Therefore, by doing and practicing work-life balance, it helps the 

worker to handle the stress-related job and family conflict (Noe et al., 2014).  

 

Work-life balance has become a dominant issue because balancing family and work 

roles is a very big problem employee are facing in this 21st century (Holland, Tham, 

Sheehan, & Cooper, 2019; Inegbedion, Inegbedion, Peter, & Harry, 2020; Southworth, 

2014). When working women cannot balance their paid and unpaid roles, they lack 

motivation in their work and become unsatisfied, low productivity and stress related 

illnesses, and unhappy in their home resulting to burnout (Gamage, 2013; Peeters, 

Montgomery, Bakker, & Schaufeli, 2005). Therefore, employers must initiate a good 

WLB practicing such as family friendly policy (Hartel, Fujimoto, Strybosch, & 

Fitzpatrick, 2 policy 006). This policy would help employees in maintaining proper 

balance of work along with family lives. It helps to increase effectiveness, 

productivity, commitment and improves satisfaction in both work and family roles. 

The progress of any organization is directly based on the performance of its workers.  

 

The WLB is also seen a bedrock that provides job satisfaction (Adame et al., 2016;  

Matilla-Santander et al., 2019). Naithani (2010) argued that employees who could 

maintain equal balance among their works and family lives can achieve high level of 

satisfaction in their job and contribute more to the progress of their organization. 

According to a different survey on work-life balance by Varatharaj (2012), more than 

60% of people that participated were not capable to find equal balance between their 

family and their work, and in most cases have to take strong decisions when either 

http://
http://
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their work or family lives is at stake. Subha (2013) said that all these considerations 

highlight a general need for reunion among work and family lives. Goswani & Nigam 

(2014) worked on the relationship between these factors and WLB. For instance, his 

study on the influence of reward on the WLB among working women. The findings 

concluded that reward impacts the WLB of the working women positively. Similarly, 

Shah (2017) worked to measure the influence of WLB on the employees’ engagement 

in millennial generation workers of PT. Senwell Indonesia. The findings showed a 

relationship existing between the WLB and employee engagement which contributes 

14.3%. It means that Companies that prioritized the employees’ welfare, balancing 

their work and private life influence the employee commitment. 

 

The study by Kotecha, Ukpere & Geldenhuys (2014) investigated the impact of 

Technology and Work-Life Conflict among Academics in a South African Higher 

Education Institution. The investigation was aimed at determining the implications of 

Technology Assisted Supplemental Work (TASW) approach on the work-life conflict 

(WLC) of academics of the institution. The data was collected via a survey conducted 

on 216 academics. The findings revealed that the use of ICTs to improve job flexibility  

distorts the borders between work and non-work domains, creating work-life conflict. 

Uthpala Tennakoon (2008), studied the effect of Communication Technology 

application on the WLB of employees. The result indicated that email handling takes 

15% to 25% of the daily work time of employees. Within this consumed time, personal 

email takes 5% to 10%. The study suggested that workers perception and balancing of 

their work and life affairs is dependent on the individual worker’s ability in managing 

work and family roles. It further revealed men and woman have a different view on 
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cellular phone, with women seeing it to offer security while men do not. Lastly, 

employees having the technical skills of modern technology usage use it more 

especially its advanced features more than the unskilled and older participant. 

 

The study by Mas-Machuca et al. (2016) on WLB in relation to its organizational 

status and job satisfaction” shows that supervisory support contributes positively and 

significantly to work-life balance of employees. The results provide large 

understanding to the managers, showing that balancing job and family roles need 

emotional and instrumental support. Padma & Reddy (2013) studied the contribution 

of family support in ensuring a balanced personal and work-life. It was found that 

family support plays a huge part in balancing work and personal life. Indeed, workers 

that have grown-p children balance their work-life compared with those having smaller 

kids. Similarly, employees who do not have aged parents or in-laws to take care of 

have more stable work-life balance than their equals that have such burdens. The study 

asserted that work-life imbalance may result to increased record of absenteeism, 

decreased job satisfaction and interest, and may lead to worker attrition. What it means  

is that organizations that enthrones a culture of mutual benefit enables workers in 

maintaining their family, work and personal life. A study by Jain (2013) on a 

comparative studied of the WLB of California (CA) doctors and teachers revealed that  

office condition, family support and time management are the most impacting actor 

that influence the work-life balance of employees. The researcher also found that 

work-life imbalances impact job satisfaction level of professionals. The result of the 

study revealed that difference exist toward family and job role and the WLB of 

California doctors and teachers. 
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1.2 Problem Statement 

The issue of work-life balance has become a global occurrence that affects all 

societies. This is because the combination of work with other activities has become an 

important issue among administrative staff in public sector (Chaudhuri, Arora, & Roy, 

2020; Kuranga, 2020). The most vulnerable happens to be women that are required to 

combine work with other domestic activities. The inability of employees to balance 

official responsibilities with social life is alarming in the contemporary working force 

(Rasheed et al., 2018; Reddy et al., 2010). This has implication on employee 

performance in terms of delivering adequate service towards achieving organizational 

goals. But the combination of both activities has always been a challenging moment 

that does not only affect administrative staff but also result to job satisfaction (Gupta & 

Srivastava, 2020; Adisa et al, 2019).  

 

In Nigeria, many women join labor market in order to support their families financially 

to meet their family needs sacrificing mother’s main family role of care as a result of 

experiencing a lot of challenges that are most often attributed to the leadership failure, 

corruption, unemployment and underemployment, poverty, inadequate social amenities 

and basic infrastructure, and poor health facilities (Mushfiqur et al., 2018; Fapohunda, 

2014; Ampratwum, 2008). This led to the change of the known cultural role of 

Nigerian women from family care role to the professional and work responsibilities 

(Salolomo & Agbaeze, 2019; Kahkha et al., 2014). Some of the challenges working 

women faced in their workplace and home such as working overtime, job engagement, 

less time for personal life and family, unsupportive -supervisor, and lack of reward as a  

result of these entire problem, with relationship with spouse, parents and children 
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being affected. This finally led to so many broken marriages today in Nigeria because 

working woman are facing greater work-family conflict. 

Married working women of this new era discharge their family duties in addition to 

carrying out their professional duty, subsisting with the challenging family and 

workplace duties. Working mother is known as a care giver, the care role they play in 

the family lay a hefty burden on them as they join family and work roles (Adisa et al., 

2019; Mushfiqur et al., 2018). In this regard, working women attempt merging, 

systematizing and balance all manner of challenges and activities in their dissimilar 

roles at same time putting them under huge stress. Because of this problem, family is 

seen as an organizational stakeholder being a social movement which marked the new 

starting point of WLB. From the concept of work-life imbalance and the difficulty in 

balancing work and family duties by working women, their impact in the family is in 

most cases favorable on marriage than harm (Valk & Srinivasan, 2011). 

Thus, the need for this research to be conducted in Nigeria cannot be overemphasized 

because of the inability of working women to manage and balance their job and family 

roles. The research purpose was to close this gap and examine the effect of these 

factors and investigate a good work-life balance policy that could help working women 

in public sectors to improve and balance their family and work obligations. Some 

previous studies on the factors that influence work-life balance are family support, 

reward, job engagement, advance technology and supervisor support (Sam & K, 2014). 

 

Meanwhile, several studies in the literature have indicated the factors contributed to 

the work-life balance in which most of these studies examined the policies initiated by 

organizations that lead to the acceptance of work-life balance. This includes supervisor 
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supports, rewards, advance technology, job engagement and family supports (Nizam & 

Kam, 2018; Soomro et al., 2018 Chaudhuri et al., 2020). However, the majority of the 

studies on factors affecting work-life balance were more on Western and developed 

nations. This is because Western countries experienced diversification in the workforce 

earlier compared to other developing countries. In the western world, workers are 

expected to combine their attempt in obtaining the right balance between their job and 

families lives while organization instituted telecommuting options that permit workers 

to work from home. Thus, the issue of ineffective of advanced technology affect 

several homes in Sub-Sahara Africa particularly in Nigerian where women suffer the 

element of working from home as a result of poor technological advancement (Adisa et 

al., 2019).  

 

Furthermore, organizations in advance countries implement policy to support their 

workers find a good balance between their work and family lives (Crompton, 2006; 

McCarthy, Darcy, & Grady, 2010). For instance, organizations in advanced countries 

implement different types of work-life balance policy like flexible arrangements, 

maternity leave, compressed hours, retirement schemes, part-time work, paternity 

leave and home commuting. However, in the developing country like Nigeria, 

organizations have not established telecommuting option that allow workers to work 

from home, or policies that allow flexible working system such as flexible time spend  

with family, job security, work sharing, paternity leave, unemployment, part time job 

and supervisor support. Nigerian workers are still far in approaching international 

standard in enacting family and friendly work policies and practices. Therefore, this 

study examined the technology advance factor towards work engagement among 



 

14 

 

 

women in the Nigerian public sector. 

 

Another factor that are very germane is employee’s rewards. Ramaswami & Singh 

(2003) determined the relationship and level of fairness on rewards with job 

satisfaction and turnover intentions. Siegrist (2001) argued that 40% of the workforce 

experience imbalance between their effort and benefit. However, having proper reward 

for job done in Nigeria has become a thing of past, as majority of job are contract base 

with no future benefits. As a result of these problems, there is need to study these 

factors in Nigeria, to determine the effect of this reward factors owing to the fact that 

findings of previous studies cannot be applied completely to Nigeria context. 

 

In addition, several studies has been identified job engagement as one of the critical 

factor affecting work-life balance of married women in the public sector. For instance, 

Rich, Lepine, & Crawford (2010) looked at how job engagement could impact WLB of 

working women while Amarakoon & Wickramasinghe (2010) studied the influence of 

WLB on job engagement. However, the organizations in Nigeria have not full 

established policy that allow workers to work from home, or policies that allow 

flexible working system such as flexible time spend with family in form of work 

sharing, paternity leave, part time job (Nwagbara, 2020; Oludayo et al., 2018). 

Nigerian workers are still far in approaching global standard in enacting family and  

friendly work policies and practices. Therefore, there is a need to study the impact of 

job engagement on work life balance in public sector in Nigeria to help determine the 

consciousness of work-life balance among workforce in Nigeria especially in public 

and the perception and policies of employers that may enhance WLB of employees. 
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Some of the past studies on the factor affecting the work-life balance of working women 

in public sector mentioned supervisors’ supports as a critical factor. It has been 

established from relevant research findings that, employees with access to support from 

supervisor seem to be more likely have less incompatible work-life, greater job 

satisfaction, less stress, and are less disposed to turnovers (Helmle et al., 2014). 

employees with access to support from supervisor appear to be more likely have less 

conflicting work-life, greater job satisfaction, less stress, and are less inclined to want to 

quit. However, some of the directors in the public sector environment bribed their way 

to be in the system, neglecting their duties due to inexperience and lack of capacity to 

face the reality (Tamunomiebi & Oyibo, 2020; Oludayo et al., 2018). Thus, this study 

also examine the influence of supervisor’s support on the effectiveness of work-life 

balance of married women in Nigerian public sector. 

 

Finally, four construct were selected (supervisor’s support, advance technology, job 

engagement and rewards) as independent variables aim at identifying real factors that 

affect work-life balance of married women in the public sector because literature shows 

no study examine the effects of these variables which enhance and complement one 

another as far as work-life balance of married women in the public sector is concern.  

Furthermore, this study argued that selecting these variables in one model may aid to 

develop another theory. Consequently, family support have been adopted as a 

moderating effect between four independent variables and work-life balance of married 

women in the public sector because theory suggested that the support from family 

married women play a vital role and provide cordial relationship between the constructs  
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and work-life balance of married women in the public sector in Nigeria. The moderating 

effect is in occurrence with Preachers and Heyse (2009), Baron, and Kenny (1986) 

argued that where independent and dependent variable indicated weak/inconsistent 

relationship moderator variable is introduced. Also, employ moderating variable can 

assist to explain more about the condition under which four independent variables 

predict work-life balance of married women in the public sector. 

 
 

1.3 Research Questions  

Arrived from the statement of the problems, the research questions of the study is 

stated as follows: 

1. Does rewards has any impact on work-life balance (WLB) of working women in 

public sector in Nigeria? 

2. Does job engagement has any impact on the WLB of working women in public 

sector in Nigeria?  

3. Does advance technology has any impact on WLB of working women in public 

sector in Nigeria? 

4. Does supervisor support has any impact on WLB of working women in public in 

Nigeria? 

5. Does family support moderate the relationship between reward, job engagement, 

advance technology, supervisor support and work-life balance of working women 

in public sector in Nigeria?  
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1.4 Research Objectives 

Based on the on the issues identified from the problem statement, the study examine 

the effect of work -life balance and family support on the factors affecting working 

women in public sector. Whereas, the specific objectives are stated as follows: 

1. To investigate the effect of reward on the work-life balance of working women in 

Imo State of Nigeria working system. 

2. To determine the effect job engagement on the work-life balance of working 

women in public sector in Nigeria. 

3. To examine the effect of technology advancement on WLB of working women in 

Nigeria. 

4. To investigate the effect of supervisor support on work-life balance of working 

women in public sector in Nigeria working system. 

5. To investigate the moderating effect of family support on the relationship between 

reward, job engagement, advance technology, supervisor support and work-life 

balance of working women in public sector in Nigeria. 

 

 

1.5 Scope of the Study  

This research is limited to the factors that affect WLB of working women employed in 

public sector in Imo State of Nigeria. This study excludes the male employee, the 

unemployed women and the self-employed women, so that the rate of imbalance in the 

population may vary. The study is with reference to working women in Imo state 

because Nigeria has same setting in government work means that, as it is in Imo State, 

so it is in other States. 

 



 

18 

 

 

1.6 Significance of the Study 

Work–life balance is a strategic problem for businesses and a significant one for 

individuals, particularly working women (Fleetwood, 2007; Varatharaj & Vasantha, 

2012). We feel that a person's life is imbalanced when the quantity of time spent 

working generates conflict or tension in other aspects of their lives. People's priority 

decisions might lead to conflict with their bosses, coworkers, and/or family members 

(Dubey, Saxena & Bajpai, 2010). The necessity to recruit and retain valuable workers in 

a highly competitive labour market drives an organization's awareness and action in 

regards to adopting WLB strategy. A good WLB is essential for success in the 

workplace (Ogbuabor & Onwujekwe, 2019). In Nigeria the work-life balance of eastern 

is different and quiet tough from western because of lack of development and exposure, 

for instance the first capital state of Nigeria begin in western Lagos state where a lots of 

development started in the country beside is the central point of foreign investor where 

they gradually adapted to the foreign work-life balance, Most places of the Easter region 

lack of development and exposure, Nigeria citizen need a good work-life balance most  

 

especially in some average development region like eastern part of the country, 

According (Kelliher, C., Richardson, J., & Boiarintseva, G. 2019)  that work-life 

balance involves looking at how working people manage time spent at and outside of 

work. Time outside of work may include managing relationships, family responsibilities, 

and other outside interests and hobbies, therefore this study will give the management of 

different organizations the insight on the effect of WLB practices on the performance of 

workers in their organization most especially in eastern Nigeria , helping employers to 

find solution to the work-life related problems by formulating the policies and flexible 
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work environment that will improve working women work condition. Results may 

encourage organizations to pay more attention in creating a well-balanced work-life 

policy, which will be supportive enough to retain women employees. A good number of 

female ratios can be achieved if some flexibility in terms of job is being provided. This 

study will be beneficial to all the working women in public sector as it helps them to 

understand to know how important it is to balance their work and life demands, and the 

implication that follows due to work-life imbalance.. This study will help to determine 

the effect of various factors like family support, reward, job engagement Advance 

Technology and supervisor support on working women WLB in the public sector of Imo 

State of Nigeria. Lastly, Academicians and researchers who are interested in conducting 

research in the same field would benefit from this study. The research will aid them in 

comprehending the elements that influence work-life balance.  

 

 

1.7 Chapter Summary 

This chapter discuss and elaborate the role of women in the society, how women join 

work force the problem that contribute to that, the challenges the face due to double role 

the play in life. This chapter draft out the research questions then the objective of the 

study, scope of study and significance were all explained in this chapter. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.1 Introduction  

The Literature review in this study provides a general rundown and discussion on the 

models of WLB and the factors that affect the WLB of a working woman in public 

sector such as family support as the moderating factor relating to reward, job 

engagement, advance technology and supervisor support. Finally, this Chapter 

discusses the merit and consequences of work-life balance and theoretical framework. 

 

2.2Work-Life Balance Models  

Two work-life balance models have been developed based on the premise that solutions 

to the problem of factor that affect work-life balance of working women can be found by 

analysing one's roles in both the family and professional domains and/or by 

understanding the three key factors that aid in achieving a healthy work-life balance. 

Both theories emphasize the self as a means of resolving the conflict brought on by work 

life imbalance. 

 

Model of Role Analysis A working woman is continuously faced with the challenges of 

juggling her various responsibilities. In the context of her commitment to both the home 

and the workplace, every job takes tremendous significance. Working women frequently 

find it difficult to achieve the appropriate balance since all of their responsibilities 

demand their attention at the same time. As seen in Figure 2.1, the role analysis model is 

as follows: 
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Figure2.1:Role Analysis Model 

 

Role overload in family life and role interference in professional life produce an 

imbalance in a working woman's life. A working woman is tasked with juggling family 

responsibilities, child care, senior care, and other domestic chores. She is also expected 

to perform several social duties, such as hosting friends and family and attending social 

events. Her many responsibilities as a mother, daughter, daughter-in-law, sister, spouse, 

friend, and so on eat up her time as well as energy, which puts a burden on the body. 

Role interference occurs in the workplace, where the working woman is both a 

subordinate to her employer and a superior to her juniors. When the demands of one 

position collide with those of another, this is known as role interference. While doing 

her job duties as directed by her boss, the working woman must also consider the 

professional requirements of her subordinates. In this situation, she is likely to 

experience role conflict, resulting in tension. The pressures of family and/or work might  
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be overwhelming resulting in a conflict between work and personal life The professional 

woman will use overlapping roles to deal with problems in her personal life. So, in 

addition to being a daughter-in-law, she now serves as a nurse to her ill mother-in-law. 

In her professional life, she uses role interdependence to try to resolve dispute. She 

attempts to redress the balance by building superior-subordinate role interdependence 

through efficient inter-personal communication. 

Role overlap in family life will lead to role identification through a diagnostic approach 

for the working woman. Job dependency allows her to legitimise her role at work as a 

result of her illness. As a result of role clarity in the former and role integration in the 

latter, there is harmony between home life and professional life. As a result, the working 

woman will restructure family connections and redefine roles at work in order to attain 

equilibrium and, as a result, work-life balance. 

 

2.3 Model with three factors 

This model proposes that the key to a successful work-life balance is to maintain a 

dynamic equilibrium of three elements in both family and professional life, namely 

knowledge, behaviour, and competence. Figure 2.2 depicts the three-factor model as 

follows: 
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Figure 2.2: Three Factors Model 

 

Working women may effectively engage in their many roles as mother, spouse, sister, 

daughter, and so on by having a good understanding of themselves, others, and duties in 

family life. It also allows her to form meaningful relationships with others and clarifies 

the chores associated with managing the various roles. Working women may strike the 

proper balance for accomplishment and enjoyment in both domains by having a 

thorough understanding of their organization, the external world with which they must 

interact, and the functions that their job positions entail. Because the professional 

woman's behaviour is built on connections, she must value all of her personal ties and 

engage in the social environment through informal contact in her home life. Her job 

behaviour should be role-based, which means it should be professional and formal. 

Working women must also learn necessary abilities to deal with both their personal and 

professional lives. She should be skilled at maintaining harmony in the home by 

discussing sentiments and encouraging others to do the same. She also has to network 

efficiently in order to create her support system. She must concentrate on  
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decision-making and technical abilities in the workplace, as well as guarantee that she 

and her team communicate well. Working women may achieve a good work-life balance 

by judiciously combining the three variables of knowledge, behaviour, and competence. 

Working women must take responsibility for achieving a harmonic balance in both 

domains of their lives, according to the role analysis model and the three-factor model of 

work-life balance. 

 

2.4 Work-Life Balance 

Numerous research have shown that work-life balance began in 1970s as 

considerations for a quality childcare programs and assistance programs to workers 

that were meant to create specialists with focal points for stretch, discouragement, 

afflictions and those mood efficiency levels (Harrington, 2007). 

The key aspect of work-life balance involves the findings and the methods employed 

individuals to strike a balance between competing responsibilities both at home and 

office. It ensures avoidance of the tendency of overlap among human obligations 

which shows the managerial ability and responsiveness of people. Such a balancing 

technique if adequately handled would ensure satisfaction in ones engagements in all 

fronts (Konrad & Mangel, 2000). The idea of WLB is paramount especially in 

institutions and employees that manage technical and professional engagements, 

requiring utmost loyalty and commitment from the employees for higher 

achievements. In view of this, it is enterprising and fulfilling for workers (Susi & 

Jawaharrani, 2011). On their part, Greenhaus et al. (2003), categorized WLB into three 

to help in its measurement. The first aspect is centered on balancing time, which 

defines the amount  
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of time used or mapped out to finish a particular work and other activities. The second 

part involves participation balance, centered on the addition of psychology and 

commitment to work adding to other related activities. And finally, the third part 

involves the satisfaction balance, which is referred to as the stage of satisfaction. 

 

Work-life balance is defined in this concept, ‘work’ as an energy and time spend on 

exchange for money; life’ being the chance of obtaining multiple contexts’ while bala 

nce’ is a condition, where human being manage their real potential conflict between 

different roles on their time. Clutterbuck (2003) stated that the WLB of a person 

includes awareness of diverse demands of their energy and time, which they have to 

know the value of their wishes, in making an available choice when sharing their time 

and energy and has to make the choice consciously. This will allow the employee to 

make use of a working plan that contributes to WLB. Work-life balance thinks of new 

methods of working and living that is acceptable to life. In practice, it involves 

“adjusting work system so that everyone, regardless of age, race or gender can find a 

rhythm that enables them easily to combine work, family responsibilities and 

aspirations” (Pillinger, 2001). Drew, Humphreys, & Murphy (2003) pointed out “that 

personal fulfillment is important inside work and that satisfaction outside work may 

enhance employees' contribution to work” thus, making work-life balance a term of 

choice.  

 

Many studies have defined work-life balance. For instance, Littig (2008) defined 

work-life balance as an effective means of balancing a personal obligation and  
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aspirations, which requires a balance to occur between a salary job we do and the life we 

live outside our job. According to Lockwood (2003) and McMillan, Morris, & Atchley 

(2011), there are many definitions to the work-life balance depending on the context that 

is been used. Clarke et al. (2004) stated that WLB is the maintenance of overall harmony 

in life or an equal balance between family and work. Frone (2003) presented a four-fold 

taxonomy of WLB, where WLB is explained as “low levels of inter-role conflict and 

high levels of inter-role facilitation”. Grzywacz & Carlson (2007) believe that work life 

balance is an “accomplishment of role-related expectations that are negotiated and 

shared between an individual and his/her role-related partners in the work and family 

domains” to work family issues. Clark (2000) and Ungerson & Yeandle (2005) defined 

work-life balance to be derived from employees’ view of their many roles such as 

personal time, family care and work. Doshi (2014) definition of work-life balance is the 

most acceptable definition in this study. According Doshi (2014), Employment life 

balance is described as individuals feeling pleased with how they split their time and 

energy between paid work and all of the other things they need and want to accomplish, 

emphasising that it is essential for people of all ages and stages of life. For people of all 

ages and phases of life, maintaining a sense of balance is critical. 

 

  2.5 Reward and Work-Life Balance 

Reward explains the cordial relationship and motivational incentives introduced by the 

organization that would help to improve the relationship between the organization and 

her employees (Kerr & Slocum Jr, 2005). In other words, reward is defined as an  
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appreciation rendered to a worker by their organization or employer for dedication, 

diligence and good performance on duty. Rewards can be in the form appreciation of 

good did, compliment, recognition and/or monetary benefit According to (Ndungu 

2017). According to Al-Jarraid (2011), given the amount of time spent at work, 

individuals clearly require more than just income from their jobs. As a result, 

non-financial benefits, according to Haider, Aamir, Hamid, and Hashim (2015), assist 

businesses distinguish out as top employers while also increasing employee engagement. 

Brewster and Mayrhofer (2012) bolster this claim by emphasising the relevance of 

non-monetary incentives in improving work satisfaction and performance. 

 

 

 Reward is an indispensable element to employees’ which encourages and motivates 

workers  to focus on their work and deliver on every duty. According to Ndungu 

(2017), reward and recognition is an attempt by an organisation or company's 

management to show appreciation for its employees or members as a result of becoming a 

role model or doing particular acts. Employee motivation is anticipated to be boosted 

through rewards, since they will receive something in exchange for their accomplishments 

or services to the organisation or firm. In some theories, reward is divided into two 

categories: implicit and explicit reward. Explicit rewards come in the form of income and 

incentives, whilst implicit rewards come in the form of expressions of gratitude.  

According to Al-Jarraid (2011), given the amount of time spent at work, individuals 

clearly require more than just income from their jobs. As a result, non-financial benefits, 

according to Haider, Aamir, Hamid, and Hashim (2015), assist  
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businesses distinguish out as top employers while also increasing employee engagement. 

Brewster and Mayrhofer (2012) bolster this claim by emphasising the relevance of 

non-monetary incentives in improving work satisfaction and performance. Employees 

place a huge emphasis on non-financial benefits when deciding where to work and how 

much devotion to devote to their jobs, according to the CIPD reward study (2011). In a 

survey conducted by Fagbenle, Adeyemi, and Adesanya (2004), it was discovered that 

non-monetary incentive schemes are preferred above monetary incentive schemes as 

techniques for motivating workers in the Nigerian development business Hertzberg factor 

theory, non-monetary incentives are the primary motivators for most employees. As a 

result, monetary incentives fall short of producing emotional commitment among 

employees (DuBrin, 2018).  

 

The study  by Siegrist (2001) found that about 10 to 40% of employees experience 

imbalance between their effort committed on their job and reward received in return. 

The ERI model believed that it is not effort only that results to tensions but a supposed 

imbalance between job demand and the anticipated reward. In actual sense, fair reward 

motivates an employee while supposed imbalance in high work demand with low reward 

received are painful, and may have a long term impact on the employee’s health. Siegrist 

(2008) further looked into the imbalance model between effort and reward built on the 

idea of social and supportive exchange inherent in today’s world. This supports the fact 

that social reciprocity is at the center of the work contract, describing work to be done 

for a fair reward. Other researchers contended that availability of reward system in an 

organization is a defining important factors controlling the employees’ work behavior  
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(Anitha, 2014; Srivastava & Bansal, 2016; Taufek, Zulkifle, & Sharif, 2016). It further 

shows that every effort and contributed made by the employee should be appreciated 

through either material or non-material rewards. Professional and family work-life 

balance could be maintained through a good reward on the context that when an 

employee is rewarded, he or she feels happy, satisfied, motivated, encouraged spurring 

employees show higher attention to both their career and personal development towards 

attaining higher productivity on duty. Therefore Organizations must create rewards 

systems to inspire and retain personnel in order to obtain a competitive advantage over 

competitors in such situations (Mehmood, et al. 2013). Therefore, a relationship exist 

between reward system and WLB in the sense that when employees are being rewarded 

for their good deed, they discharge their duties in a better way both at home and office. 

Reward helps in balancing family and work lives. Hence, it could be hypothesized that: 

H1  reward positively affects work-life balance. 

 

2.6 Job Engagement and Work-Life Balance 

Job Engagement is one of the major factors affecting working women’s WLB. Job 

engagement is defined as a condition whereby a person or persons are intellectually 

and emotionally committed to their job. Job engagement is one of the cardinal issues 

that organizations get defined for every employee to ensure that employees know their 

immediate responsibilities and then put in their 100% effort. This once well defined, 

ensures that employees develop interest in the job within the organization and compete 

adequately having known what the job demands. The employee’s engagement level is 

a function of certain determining factors. Saks (2006) Suggested that job 

characteristics involves the incentives enthroned by the organization. Such 
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organization must provide organizational support and reward system that ensure 

distributive justice. Similarly, Joshi & Sodhi (2011) argued that the determining factor 

influencing employee’s job engagement is related to the job content including 

autonomy and challenging opportunities, the compensation and benefits to be enjoyed 

in return for their dedication and commitment to the organization. The hallmark of 

WLB is to help employees find a balance between their personal and career needs, and 

the relationship between employer and employee. Job engagement is classified into 

three primary behaviors like strive. (Lingard et al., 2012) Consequently, employee job 

engagement is defined as a positive attitude held by an employee towards the 

organization and its values (Mayo, 2016; Markwick, 2009). An engaged employee is 

aware of the business context and works with colleagues to improve performance 

within the job for the benefit of the organization (Jose & Mampilly, 2012; Abraham, 

2012).Past research shows that the outcomes of job engagement helps in increasing 

retention and productivity, customer satisfaction, profitability and job satisfaction 

outcomes that are very positive for an organization (Kumar & Pansari, 2015; Anitha, 

2014; Perrin, 2003). In short, job enjoyment say good things about working at an 

organization, stay at that organization and strive to give extra efforts. Schneider (2008) 

states that companies with the proper right engagement conditions have accomplish 

something that competitors will find very difficult to imitate. 

 

In recent years, companies are increasingly becoming aware of the need to embrace the 

concept of job enjoyment Work-Life balance which is found to be very important to 

attracting and retaining talent (Ruth et al., 2007; Ojo et al., 2014; Suifan et al. 2016).  
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Deficiency of attentiveness and insufficiency of engagement with jobs will lead to 

employee turnover in the long run (Saeed, 2014; Noor, 2011). By definition, turnover 

intention is an employee's thoughts of quitting and willingness to seek another job 

outside of the organization. When turnover intention becomes actual turnover, it is 

extremely expensive to an organization due to the costs associated induction and 

training, developing, maintaining and retaining employees in an organization. An 

employee with the intention to leave is usually disengaged with the job and has lower 

productivity (Ahuja, 2014; Heikkeri, 2010). Accordingly, Arshad & Puteh (2015) and 

Bhalerao (2013) state that achieving work-life balance and job engagement leads to 

higher job engagement, thus reduce the turnover intention among employees. 

 

Susi & Jawaharrani (2011) and Schaufeli, Salanova, González-Romá, & Bakker (2002) 

defined job engagement to be relative to the workers’ state of mind which measures the 

characteristic positive sense of fulfillment at work and personal life that is shown 

through vigor, dedication and absorption. Job engagements have good influences on job 

performance, due to workers engage in everyday work. It enables them to perform well 

in their job. But, the relationship between WLB and job engagement could be 

moderately tricky, and therefore the bond between the two variables are restricted. In 

this study, job engagement is argued to affect workers’ WLB since highly engaged 

workers are vigorously devoted to their work. Also, highly engage workers can manage 

good WLB due to their dedication and commitment in their professions, Workers who 

are engaged are more likely to own their job and take responsibility for their outcomes 

(Koln, 2012).Amarakoon & Wickramasinghe (2010) discovered that work-life balance  
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had a beneficial impact on employee engagement among Sri Lankan employees in a 

research. They believe that striking a healthy work-life balance is an antecedent for 

employee engagement, because work-life variables like as caring about workers, 

prioritising their interests, and flexibility are predictors of engagement. This means that 

job engagements could positively influence WLB. Hence, this study proposed that:   

H2 Job engagement positively affects work-life balance.  

 

2.7 Advance Technology and Work-Life Balance 

Technology is one of the factors that has drawn attention on work-life balance, having 

a great impact on family and professional lives. According to Lester (1999), 

technology creates flexible means to work, and argued that technology can improve 

work and at the same time prevent WLB which makes works accessible regardless of 

time and the employees’ location. For instance, a worker can check office email and 

attaining to office duties while at home. Stephens, McGowan, Stoner, & Robin (2007) 

in their argument stated that connectivity of technology makes lives inflexible and very 

hard to guarantee work-life balance. Also, Stawarz, Cox, Bird & Benedyk (2013) 

opined that the computer tablet similar to mobile phone effects work-life balance while 

Waller & Ragsdell (2012) stated that email system of messaging affects employee life 

outside workplace negatively. Spector et al. (2007) further argued that new 

technologies complexities on family and employment roles are creating more demands 

on many working people which often intrude into workers’ personal time. Despite 

these arguments, advances in technology have contributed and impacted work-life 

balance depending on usage factor. Sverko et al. (2002) stated that change in  
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technology has given room for important result of work-life balance in civilized 

societies. Technology has become an indispensable tool for industries to deal with 

increasing changes in industrial development. It is a vital tool helps in building work 

processes, which enhances productivity and assists in setting up standards that ensures 

proper monitoring and evaluation. In the olden days, employee do not have access to 

office duties and responsibilities once he or she is completely away from office. 

Today, this bottleneck has been removed through technology and gadgets such as 

desktop, smart phones, tablets, laptops, social networks and advanced software which 

made communication easier and accessible. This implies that technology facilitate 

work by making it easier, faster, and accessible in respect of timing and locations of 

the work and enables employee to work from anywhere and anytime. Therefore, it 

could be hypothesized that:  

H3 Advance technology positively affects work-life balance. 

 

2.8 Supervisor Support and Work-Life Balance 

Supervisors’ support can be defined as the level at which the supervisor values, care 

and contributes to the well-being of their employees or subordinates. Support from a 

supervisor plays critical roles in reconciling family and work lives, thereby reducing 

conflict of responsibility (Allen, 2001; Byron, 2005; Frye & Breaugh, 2004; Galinsky 

& Stein, 1990; Thomas & Ganster, 1995; Voydanoff, 2004). According to Thomas & 

Ganster (1995), supervisor’s support lead to low work-family conflict and enhanced 

well-being. In a nutshell, this means that supervisor that support employees 

understands the employees’ demand which help in integrating work and family role.  
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Abendroth & Dulk (2011) Said that support from supervisor is a major predictor of 

gratification with the WLB for employee in Europe. Also, Kossek, Pichler, Bodner, & 

Hammer (2011) opined that employee view about the organizational is shaped by the 

supervisor support which is associated with work-life balance conflict. Eisenberger, 

Stinglhamber, Vandenberghe, Sucharski, & Rhoades (2002) agreed with Kossek et al. 

(2011) that employees see and treat their supervisors as agents of the organizational 

and their actions are being considered as organizational actions. Kossek et al. (2011) 

stated that behavior of a supportive supervisors includes creative work-life 

management, emotional support, role modeling behaviors and instrumental support 

(Hammer et al., 2009). In the same vein, emotional support is shown if supervisors 

care and pay attention to their subordinates’ work and life demands. Instrumental 

support take place in a situation where supervisors take action concerning employee’s 

daily work-life engagements. It also means that the supervisor actively explained and 

supports employee’s work-life balance, engaging in the third level of supervisor’s 

support and role modeling behavior. Finally, the creative work-life management, 

shows if supervisors reshuffles a workday as to enhance employee success in and off 

the job. Batt and Valcour (2003) Argued that employee who sees their supervisor 

unsupportive may not utilize or apply work-life balance policies as a result of fear and 

feeling ill treatment by supervisors. Therefore, support from a supervisor plays an 

important role in employees’ work-life balance (Hammer, Neal, Newsom, Brockwood, 

& Colton, 2005). Hence the study proposed that:   

H4 Supervisor support has a positive effect on work-life balance. 

 

2.9 Family Support and Work-Life Balance   
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Family support is part of non-work social support involving information, emotional 

concern and instrumental aid, which describes an interpersonal transaction. In the stress 

literature, it is commonly conceived as a coping mechanism (House, 1981). Marcinkus, 

Whelan‐Berry, & Gordon (2007) Considered family support as that personal support 

given to an employee at the home front. It may come from the employee’s spouse, 

parents, children, siblings, extended family and friends (Hein and Cassirer, 2010). 

Family support can be classified into instrumental and emotional support. The 

instrumental support is associated with tangible help from the employee’s partner, such 

as help rendered in carrying out household chores and childcare.  A full-time mother 

research by Ferguson et al. (2012) found that Family Support considerably improves 

the capacity of individuals to attain more balance as family members give actual support 

for their responsibilities in work and life. Haar and Roche (2010) demonstrated a 

reduction in family members' and wives' support was adverse in terms of leakage between 

home and work. Family Support assists staff to enhance their effort and focus to 

improve performance, contributes to reduce tensions, worries, anxieties and increases 

emotional strength (Schnachenbergand Tomlinson, 2014).  Family support also plays a 

critical part in the success of the woman's work, developing ties between husband, wife 

and other family members (Valentine, Greller and Tichtermeyer, 2006). Russo etal. 

(2015) so observed that those who do not have support from family members might face 

higher mental suffering, poor temper, and resource depletion when performing duties, 

which leads to less capacity to do adequate WLB. 

  

Some of the previous studies examine the moderating effect of family support only and 
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assumed an independent effect. But this present study, has generally examined the main 

effects of reward, job engagement, advance technology, supervisor ‘support and family 

support on the work-life balance and on the potential moderating effects of these 

constructs. Family support could moderate the relation that exist between reward, job 

engagement, advance technology, supervisor’s support and work-life balance. Herein, 

we postulate that although reward, job engagement, advance technology, supervisor’s 

support can impact WLB with the perception of family support likely to be influenced 

Past researchers stated that spousal support to the household day-to-day activities, 

relieving women eemployees’ of household task, helping to take care of their children, 

and accommodating employees’ work personal need. In this approach, an employee 

can focus his/her time less on home worries and preserve energy for office work. 

Family instrumental support is seen and treated as a vital resource that influences both 

life and job satisfactions. Milkie & Peltola (1999) in their study found that a successful 

WLB may be achieved if spouse can do the smaller portion of housework. Sam and 

Kate (2014) revealed that working women cannot excel in her career without family 

support. (Rote, S., Angel, J., & Hinton, L. (2019) argued that employees who intend to 

remain in their organizations and be more committed are employees who receives 

family support. The support they gain from their spouse, parents, children, and other 

family members impacts positively on their journey of life and help them to make a 

difference in their paid and unpaid responsibilities. Also, working women need to 

contribute a little from their own side in other to obtain a balance from their paid and 

unpaid work. They need to set a goal and priorities and find ways of achieving it.  

 

Women should take a policy that represents their struggle aimed at securing their 
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WLB. Berg, Wrzesniewski, & Dutton (2010) Stated that for women to take full charge 

of their responsibility in the workplace, they need to discuss and agree with their 

managers’ the workload limit. They may also need to make out time for their family, 

set a boundary between work and family and manage spouses’ and friends’ ideas and 

advice about their workaholic behavior and work-life balance. Therefore, for a 

working woman to obtain work-life balance need to sacrifice, constant adjustments, 

and compromises.  

 

Furthermore, Lee, Park, Jang and Lee (2019) stated that balance between work and family 

may be demanding for women to manage, especially in workplace where there is no 

good WLB policy. Therefore, the employer in such a case must create some flexible 

work policies that aid working women in balancing work and family live such as 

child-care services, maternity leave, flexible spending accounts, and working hour 

reduction According to (Pamungkas, & Chamroonsawasdi, 2017) family and professional 

live may obtain a suitable balance from organization with cooperative work culture. 

Employees encounter conflict whenever there is strain and demand of work roles that 

rolls into the home duties regularly than that of home rolling into work responsibilities. 

(Zeng, Hu, Zhao, & Stone-MacDonald, 2020) separately argued that working women 

experience a well-documented conflict as a result of their continuous workaholic role 

in their workplace. Elderly parents and children are major challenges working women 

need to take care of whereby refusal to do so will make them experience more 

interruption than ordinary household problems. Working women must carefully handle  

their personal life and work, skillfully blending their roles to maximize their life 

potentials.  
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Some of the past researchers that examined support as a moderating effect on work-life 

balance used social support or supervisory support as the moderator, focusing on the 

corresponding domain relationships, which explained how social support in the work 

domain is related to WIF, and how social support in the family domain is related to 

FIW. Fu & Shaffer (2001) Investigated the role of multiple and definite family and 

work on the family interference with work (FIW) and work interference with family 

(WIF) conflict. The study found that the determinants of FIW conflict lie on hours 

spent on the household duties and parental demands while overload conflict and 

overload an hours spent affect WIF conflict. O'Driscoll . (Leung, Y. K., Mukerjee, J., & 

Thurik, R. 2020). stated that negative bond amongst social support – the moderator 

influenced work and family conflict among 355 managers in New Zealand. Previous 

research works demonstrated that domain-specific impact of social support is strong. 

For instance, the support given by a woman’s husband minimizes the FIW, whereas 

that given by employee’s supervisor decreases the WIF (Bellavia, 2005). Based on the 

fact that organizations is prone to be influenced compared to family members, the 

implementation of changes that aid reduction of work-family conflict (e.g. corporate 

policies, work-life balance initiatives). Various studies on the work conflict found that 

supervisor support reduces WFC (Behson, 2002; Clark, 2001; Mauno et al., 2015). 

Moreover, Lindorff (2000) further argued that the idea of support cushions the effects 

of inherent office and family stress compared to self-reports of actual support. This  

means that the perceived support has a higher potential effect it has on stress.  

 

The provision of social support by the husband of a working women helps in reducing 
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the woman’s emotional pains arising from their job, thereby prevent them from 

home-based worries which have the tendency of consuming time and energy, and may 

result to the reduction of work and family conflicts. The implication is that working 

women that have supportive husbands would experience fewer work and family 

conflicts. But as buffering effects need a good fit between the demands of a stressful 

situation and social support (Cohen & Wills, 1985). Family Support interacts with the 

stress caused by various role conflicts, such that the damaging consequences of stress 

become less apparent if the family supports (Fench, Dumani, & Allen, 2018). 

Furthermore, the family provides as an environment in which many objectives may be 

addressed and stressed (Asumah, Agyapong, & Owusu, 2019). 

 

There are no studies in the literature to the knowledge of the author that have measured 

the moderating impact of family support on the factors affecting work-life balance of 

working women. Few studies that use family support as a moderator explore it on a 

different perceptive for example, Hee (2011) which studied the moderating effect of 

family support on the relationship between parenting stress and depression on immigrant 

women. Additionally, Overstreet & Moley (2000) had examined the role of the 

availability of family support in moderating the negative effects of exposure to 

community violence on internalizing symptoms while Chang (2017) examined  

loneliness and family support as predictors of suicide risk viz-a-vis depressive symptoms 

and suicide ideation in college students. In this study, family support act as external 

factor because it can influence employee’s performance thereby may impact on the 

organizational success either positively or negatively. The fact is that organizations may 

https://webcache.googleusercontent.com/search?q=cache:VTkZMfSpimwJ:https://www.psychologie.uzh.ch/dam/jcr:00000000-0be1-a873-ffff-fffffb01f1c7/Seiger_Wiese_2009.pdf+&cd=61&hl=en&ct=clnk&gl=my#11
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easily influenced compared to family members. Organization cannot control family 

support but can make decisions to help it remain successful by making policies and 

changes that lessen work-life imbalance (e.g. corporate policies, work-life balance 

initiatives). Furthermore, assistance for family plays a key part in the balance of worker. 

This thereby family supports the following hypothesis: 

H5 Family support moderates the connection between reward and WLB. 

 

According to Rastogi, and Chaudhary, (2018), who study Job crafting and work-family 

enrichment: The study demonstrate that employee get family support by sharing and 

also providing for the family, this study further indicated employee need family 

support to have a stable metal health at work, this study show reward come from good 

behavior, this indicated that family support is knowing to moderate connection 

between reward and work-life balance  

 

According to Soomro, Breitenecker, and Shah, (2018). Who conducted a study on 

Relation of work-life balance, work-family conflict, the study show that family issue 

got employee distracted from focusing on their job, the study further indicated 

employee with family support focus on their job and could get reward and also have 

work-life balance, the study show there is a direct relationship between family support,  

reward and work-life balance, this indicated that family support is knowing to 

moderate reward and work  

 

As explained by Oludayo, Falola, Obianuju, and Demilade (2018), the study show 

family Conflict has negative effect on employee, any individual with family conflict 
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always disengage mentally from their doings and got no good reward, family support 

was reported to be negatively associated with reward and work-life balance:   

H6: Family support is known to moderates the connection that exist between job engagement 

and WLB. 

 

Zeng, Hu, Zhao, and Stone-MacDonald (2020) examining the relationships of parental 

stress, family support and family quality of life on working women, the Study show 

that job engagement boosted job performance and provided a good financial need for 

family and life balance, the study concluded there is a relationship between family 

support, job engagement and work life balance, this indicate that family support is 

knowing to moderate the connection between job engagement and work-life balance.        

 

Timms et al. (2015) revealed that the Study highlighted that family support motivate 

job engagement and leads to job satisfaction, this study indicated family support 

directive relative to job engagement and work-life balance, this indicated that family 

support is knowing to moderate job engagement and work-life balance    

 

Niessen et al. (2018) concluded that based on this model, family-related job resources,  

such as work–family culture and family-supportive can play a pivotal role in enhancing 

job engagement to attain a positive work-balance life, this implies that family support 

is knowing to be moderate job engagement and work life balance there the following 

hypothesis are advance  

H7  Family support is known to moderates the relationship that exist between advance 

technology and work-life balance. 
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Berry and Hughes (2020) states that the study demonstrate that advance of technology has 

make a good impact in the life of so many individual with work-life balance, through 

family supporting employee and many other ways, this study further indicated there is 

a relationship between advance technology and family support and work-life balance, 

this implies family support is knowing to moderate the relationship between advance 

technology and work-life balance, the following hypothesis are advance   

 

Russo, Shteigman, and Carmeli (2016) study show that family can assist an employee 

on his/her work-life balance with technology advance, for instance an public sector 

worker with side online business can easily handover his phone business or computer 

to any of his/her family to handle his/her business while is at work, the study show 

family support however has relationship with advance technology and work-life 

balance, implies family support is knowing to moderate Advance technology, and 

work-life balance    

 

2.10 Consequence of Work-Life Imbalance 

The consequences of work-life imbalance are categorized in three. 

First is the individual level in which work-life imbalance creates problem of stress, 

depression, sleeplessness, anxiety, cardiovascular/heart related problem, tension etc., in 

the employee’s life (Schieman et al., 2003). Second is at family level where work-life 

imbalance affect the relationship with parent’s spouse and children. The strained 

relationship with spouse can finally lead to divorce (Ahmad, 1997). Last is at work 

level, in which work-life imbalance increases the rate of turnover, lower job 
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fulfillment, resulting to higher employees’ attrition and absenteeism in the 

organization. According to Karatepe (2013), low performance of employee leads low 

productivity and profitability. A good work-life balance policy reduces work stress, 

family conflict and motivates workers, thereby improves job and family satisfaction in 

the life of an employee. Conversely, increased productivity and retaining employee 

cooperative and supportive work policies and programs boost the women employees’ 

morale to the extent of taking and treating their workplace as home, resulting more 

commitment to duty and higher benefit to the organization. Organizations that have 

established cooperative and work culture are better positioned in bring adequate 

balance between professional and personal life. 

 

2.11 Conceptual Framework 

The research framework was carefully obtained by considering the research questions, 

and objectives in relation to the existing relevant literatures. Hence, the framework 

focuses on the factors that affect working women’s work-life balance in the public 

sector of Imo state of Nigeria. The independent variables are reward, job engagement, 

supervisor support, advance technology and family support as the moderator while 

work-life balance is the dependent variable. This framework is supported by two 

theories: family border theory and spill-over theory.                                               
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Figure 2.3: Research Framework.  

 

2.12 Chapter Summary 

In a nutshell this chapter has reviewed that work life balance has a major role to play in 

working women welling being, performance both in the office, home and society at 

large. Work and family are two Important aspect of life that any competing demands on 

each can cause conflict and negative effect on working women. Summarizing from the 

literature review it is observed that work life imbalance is cause when work or family 

interfered with each other it lead to family dissatisfaction or work dissatisfaction 

therefore, a good work life balance can be achieved when there is no role conflict and 

when women are satisfied with their work and family lives. The literature also reviews 

relevant consequences of poor work life balance such high level of work-family conflict, 

stress, depression and divorce these can lead to low productivity, poor work quality, 

absenteeism and turnover (Seligman,2011; Hill,2005). Therefore, organization has a role 
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to play by understanding the important of work life balance and the effect it has on 

working women performance and organization productivity (Grady et al.,2008; Burke, 

2000).  This chapter reviews the relevant theory use for the study such as family border 

theory and Spill over theory this review led to the development of conceptual framework 

of this study. 
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CHAPTER THREE 

METHODOLOGY 

 

3.1 Introduction  

This chapter discussed the method used in determining the relationship between the 

dependent and independent variables in relation to the moderator. It further outlined 

and discussed the present research design, population sample, sampling method, 

hypothesis development, data collection, measurement and instrumentation and data 

analysis.  

 

3.2 Research Design 

In this study, the quantitative method of analysis was adopted with the unit analysis 

done at individual level. In order to achieve the research objectives, the questionnaire 

approach was adopted as to extract information from the respondent who are women, 

working in public sector (ministry) both married and unmarried. The primary data 

obtained from the respondents was employed and analyzed in this research. The 

primary data is defined as the information firstly and originally obtained by a 

researcher from the variables set out for investigation in relation to the research 

objectives. To obtain the primary data, a survey was conducted through the distribution 

of questionnaires to the selected women in Imo State of Nigeria that are working in the 

selected ministries. For the statistical analysis of the collected primary data, use was 

made of the Statistical Packages of Social Sciences (SPSS) and the results interpreted.  
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3.3 Source of Data 

The source of data defines the place and approach in which data were collected, which 

in this study is a primary data. According to Sekaran & Bougie (2016), primary data is 

any data that is collected directly from the real site of the event. For the objective of 

this research, questionnaires were used as the research instrument and distributed to the 

women employee in public sector of Imo State, Nigeria. 

 

3.4 Population Sample  

Population of the study refers to the collection of a clearly defined elements (e.g., 

people, places, objects and cases) about which a researcher wishes to make some 

inferences (Cooper & Schindler, 2009). Based on the definition by Sekaran & Bougie 

(2011), population refers to the specific group of people that has or shares the same or 

similar set of characteristics that the researcher wants to investigate.  

 

The present research work focuses on married women who are working in Ministries, 

Department and agencies located in the Imo state of Nigeria. Married women were 

selected for this study for at least two main reasons. Firstly, married women are the 

bedrock of the family making couple with the professional roles in the working place 

in a country. Secondly, frequent cases of deviant behaviours in Nigerian public sector, 

such as merging office work with child bearing, sexual harassment at work and 

intimidation of married women working in MDA have been reported and making this 

setting highly relevant for our study. Based on the statistics obtained from Report of 

the Needs Assessment of National Bureau of Statistics as at October 1, 2020, there  
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were estimated of 2,752 married women working in the ministries department and 

agencies in the Imo state in Nigeria. 

 

3.4.1 Sample Size 

A sample is a subset of the population that is available for selection in some stage of 

the sampling process. It is part of the population of interest to be studied; it can further 

be referred to as a sub-collection that is picked from the population of interest. The 

reasons for using sample includes; the impossibility of collecting data and information 

from each population; studies using a sample rather than the entire population are 

likely to produce better and reliable results; fatigue is reduced and fewer error in data 

collection (Sekaran & Bougie 2010). Similarly, Krejice and Morgan (1970) 

recommended a method to determine the sample size is considered in this study, all in 

a bid to ensure the accuracy of a representative sample size.  

 

The formula is: n =      X2 (NP) (1 – P)  

d2(N-1) + X2P(1 – P)  

Where: s = required sample size; N = population size; p = proportion of population 

expected (assume to be 0.50 for maximum sample size); d2 = the degree of accuracy 

expressed as a proportion of 0.05 (representing 10%, 5%, or 3% respectively); X2 = the 

table value of Chi-square for degree of freedom at the desired confidence level of 

(3.841). Thus, this is in relation with Biemer and Lyberg (2003) in relation to the 

provision of adequate sample size for smaller or larger population.  

Therefore, N= 2,752; P = 0.5; d = 0.05; and X2 = 3.841  
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n =      [3.841(2,752) (0.5) (1 - 0.5)]  

[(0.05)2 (2,752 - 1) + [3.841(0.5) (1 - 0.5)]    = 337 

As mentioned earlier, there were 2,752 married women working in the ministries 

department and agencies located in Imo state south-east geopolitical zone of Nigeria as 

at 1st october 2020. By referring to the sample size table generated by Krejcie and 

Morgan (1970), for a given population of 2,752, a sample size of 337 would be 

required to represent the population of this study. 

 

3.5 Sampling Technique   

The systematic sampling technique was adopted in this study. Systematic sampling is a 

process that involves randomly selecting an initial starting point on a list, and 

thereafter every nth element in the sampling frame is selected (Hair et al., 2018). 

Zikmund et al., (2010) described systematic sampling as a procedure in which a 

starting point is selected by a random process and then every nth number on the list is 

selected. The sampling interval is regarded as the number of population elements 

between each unit selected from a given sample. The sampling interval for this study is 

considered to be (population/sample) 2752/337 = 3. At a starting point the researcher 

selected a number between 1 and 8, and then the sample would be the sampling 

elements numbered 8, 16, 24, 32, 40 and so on up to the last sample to be selected, that 

is sampled element number 337. Some of the benefit attached to this type of sampling 

technique are simple to use, the systematic sampling technique allows a researcher to 

add a systematic element in to a random selection of subjects; the researcher is 

guaranteed that the population will be evenly sampled; it reduces the potential for 
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human bias in the selection of cases to be included in the sample; and it allow the 

researcher to make statistical conclusion within the sample Hair et al., (2014); Sekaran 

and Bougie (2016); Zikmund et al., (2010). This study used systematic sampling 

technique which is considered suitable due to the fact that it has been used in similar 

prior studies (Zakeri, Jafari, Tavili, Songooni & Soltan, 2013; Kheng, June & 

Mahmood, 2013; Shehu & Mahmood, 2014a). 

 

The sampling technique was chosen from the representative group of elements that 

truly reflects the features of the studied population of the working women. The sample 

size of the present study was 304. The respondents would be chosen from the public 

sector with the specific study in Imo state. A simple random sampling method was 

used for the collection of the primary data and ensured that the designated ministries 

are adequately represented in the sample collection. To achieve this, 500 

questionnaires were distributed to the working women in the four selected ministries 

where 304 questionnaires were returned by the respondents. The data collected was 

analyzed and the mean score, frequencies and other statistical variables were calculated 

and analyzed. The sample distributions were investigated for the variables in relation 

to the work-life balance. The Likert’s five-point scale was used to measure the attitude 

and opinions of respondents to determine the factors affecting work-life balance. The 

Hypothesis was tested using the statistical T-Test. 

 

3.5.1 Units of Analysis 

Unit of analysis represents who or what is being studied in a given research. Social 

science research have the following kinds of unit of analysis as individual,  
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organization and group (Creswell 2012; Kumar, Abdul Talib & Ramayah, 2013). The 

unit of analysis for this study is the individual married women working in the MDA in 

Imo State, southeast part of Nigeria are the respondents. There are evidences that 

previous studies used organizational unit of analysis, these include Junaidu (2012); 

Fatoki (2012). 

 

3.6 Pilot Test  

Before performing the real questionnaire to the intended respondents, the pilot test is a 

crucial step. This is because it is quite effective in getting information on parts of the 

questionnaire that the respondent may not understand. It's used as a kind of pre-test for a 

research instrument (Baker, 1994). The pilot test was performed to determine the 

consistency of each variable in this investigation. Thus, the study's pretest was 

completed, and my supervisor double-checked all questions that researchers had altered. 

Respondents are urged to offer feedback on the modified questionnaires so that nuclear 

questions are not included in the surveys. The researcher used a pilot test to see how 

consistent each variable was. As a result, a pilot test would allow the study to determine 

if the items in the questionnaire are trustworthy and valid. 

After due consultation and observation made by the experts at college of business, 

Universiti Utara Malaysia, the researcher developed an enriched and revised version of 

the instrument, which was administered in the pilot study. The sum of 50 copies of the 

questionnaire was given out and the entire 50 copies were duly completed and returned 

representing 100% response rate. The researcher personally distributed the 

questionnaires, and made explanation to the respondents on items that needed further  
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explanations. The process took about one complete month. 

 

After running the data using SPSS version 18 windows, it was found that all the 

measures possess a high reliability standard ranging from 0.705 to 0.924 (See Table 3). 

This is in accordance with the standard that an instrument with a coefficient of 0.60 is 

regarded to have an average reliability; whereas a coefficient of 0.70 and above shows 

that the instrument has a high level of reliability (Hair et al., 2016; Sekaran & Bougie, 

2010)as indicated in Table 3.1 below: 

 
Table 3.1 
Validity and Reliability Test 

Constructs Items Cronbach Alpha Validity Test 
Work-Life Balance 4 0.761 0.584 
Supervisor’s Support 5 0.713 0.812 
Advance Technology 5 0.924 0.625 
Rewards 5 0.825 0.711 
Job Engagement 14 0.786 0.534 
Family Support 7 0.705 0.656 

 

The above results of pilot study indicated a high and acceptable level for Cronbach’s 

alpha value. All the constructs under investigation are above 0.70 for the reliability and 

above 0.50 for the validity test. Hence given all the benchmark the constructs found to 

be reliable. 

 

3.7 Data Collection Method  

Primary data was collected through the use of a structural questionnaire which 

consisted of necessary items that enabled the respondents to provide reliable 
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information. The survey method was used to gather primary information, whereby the  

questionnaires were distributed to the working women in the public sector as explained 

earlier. The information provided by the potential respondents through the use of the 

questionnaire distributed to them was used to acquire the data. The survey was 

conducted through self-administration of the questionnaires. The chosen survey 

method was hand delivery survey, whereby the researcher favored this method due to 

its well-established benefits. Such benefits include the collection of the completed 

questionnaires from the respondents within a short time scale, the provision of 

opportunity for the researcher to give further explanation where and however needed 

by the respondents and the creation of an avenue for the research to persuade the 

intended respondents to take part in the survey (Bichi, 2004; Sekaran & Bougie, 2016) 

The researcher contacted ministry staff with a cover letter and a sample questionnaire to 

seek permission to participate in this study at the selected ministries, department and 

agency. The researcher delivered 337 questionnaires to working women in the four 

selected ministries, department and agency in Imo State, Nigeria. Two days are provided 

to respondents to complete the questionnaires. After two days, the study had gathered 

(337) questionnaires. 

 

3.8 Measurement and Instrumentation  

A structured questionnaire was the instrument adopted for this study which is intended 

to investigate the factors influencing the WLB of the working women in the four 

ministries of Imo State. Further modifications were made to the questionnaire to suite 

the context of working women. First part of the survey contained personal Particulars 

of the respondents. First, respondents were asked if they are married or unmarried,  
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secondly, the respondents were asked if they have children or not. Thirdly the 

respondent was asked which ministry they were working on and respondents were 

asked if they are single parent or not.  

Second part was aimed to capture the respondent’s perception on the factors affecting 

the work-life balance of working women in public sector which includes reward, job 

engagement, advance technology, supervisor’s support and family. 

 

The dimension of family support was measured with 7 items adapted from the King et 

al.(1995) and used the five-point Likert scale from 1 (Strongly disagree) to 5 (strongly 

agree). To measure the reward in the education industry for academic staff in the 

universities, 5-items Likert scale measure was utilized with items takes from (Spector, 

1994). The work-life balance constructs were measured utilizing the 4 items Likert 

scale adapted from Geurts et al. (2005). This measurement concentrates on the role of 

work and family on the work-life balance of working women. Supervisor support 

instrument used in this study is adapted from Yarnall (1998) which comprises of 5 

items. Researchers such as Chiaburu & Marinova (2005) and Ellinger, Ellinger, & 

Keller (2003) had utilized the instrument in their study. The Cronbach Alpha revealed 

in the study by Yarnall (1998) of .92. Also, its value in the study by Chiaburu & 

Marinova (2005) shows the reliability of .95, and that of Ellinger, Ellinger, & Keller 

(2003) revealed the reliability of .86. According to Chua (2012), the high Cronbach’s 

Alpha value makes the instrument reliable and suitable to use for the study. Job 

engagement development was measured utilizing the 14 items Likert scale measure of 

Schaufeli & Bakker (2003). This standard focused on the assessment of the degree of  
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employment of employees considering the motivation. The technology advancement 

scale was adapted from Lucas et al. (1999) with 5 items. As shown in appendix A  

 

Appendix A: Research Questionnaire 
Variables Items Number of 

items 
Family support My family will tell me what I want to do is right 7 
 My family will give objective feedback that helps 

me know how to deal with problems. 
 

 My family will concern about my happiness and 
healthy. 

 

 My family will help me when I am in trouble, what 
makes me feel better 

 

 My family will make me relax when I feel 
exhausted 

 

 My family will comfort me when I am frustrated.  
 My family will help me take care of my children 

when I am busy in the office 
 

Reward There is really too little chance for promotion on 
my job 

5 

 I am not satisfied with the benefits I receive  
 I do not feel that the work I do is appreciated  
 I feel unappreciated by the organization when I 

think about what they pay me 
 

 I don't feel my efforts are rewarded the way they 
should be 

 

Work Life Balance You have difficulty concentrating on your work 
because you are preoccupied with domestic matters 

4 

 You are irritable at home because your work is 
demanding 

 

 Your organization takes initiative to manage work 
life of its employees  

 

 You are not able to balance your work life  
Supervisor support My manager shows me how to improve my 

performance 
5 

 My manager let me know how well I am 
performing 

 

 My manager utilizes a variety of methods to assist 
me with my development. 

 

 My manager views developing staff as an 
important aspect of his/her job 

 

Job engagement At my work, I feel that I am bursting with energy 14 
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 I find the work that I do full of meaning and 
purpose 

 

 Time flies when I‟m not working  
 At my job, I feel strong and vigorous  
 I am enthusiastic about my job  
 When I am working, I forget everything else 

around me 
 

 My job inspires me  
 When I get up in the morning, I feel like going to 

work 
 

 I feel happy when I am working intensely  
 I am proud of the work that I do  
 I am immersed in my work  
 I can continue working for very long periods at a 

time 
 

 To me, my job is challenging  
 I get carried away when I am working  
Advance 
technology 

Using new technology in my work improves my 
performance and enhances my effectiveness 

5 

 Using new technology in my work improves my 
productivity 

 

 I rely much on technology for my work.  
 Due to the demands of my work, advance 

technology interfered with my work-life balance  
 

 My supervisor strongly supports me to use new technology  

 
 

3.9 Method of Analyzing Data  

In this study three statistical techniques were used in the analysis of the data. The 

preliminary data was analyzed with the Statistical Package for the Social Sciences 

(SPSS) version 25. The Amos pathways technique version 20 1988) and Hays 

PROCESS technique version 3.5 based on the SPSS procedure (Hayes, 2020). The 

Statistical Package for the Social Science (SPSS) Version 25 was used to analyze the 

data collected from the respondents. All the items and variables in the questionnaire 

were coded before it was distributed to the respondents. In the analysis of the data in 

chapter four, few statically method was used to analyze the data. The data was tested and  
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analyzed using the SPPS software whereby the data distribution frequency, descriptive 

statistics and the correlation analysis were determined by the use of reliability test. The 

collected data from the respondents through the questionnaire was filtered and tested by 

using the SPSS software for the result analysis. The sources of work-family conflict 

were conducted by the reliability of the analysis, which in the SPSS data sort system. 

The Cronbach Alpha was used to test how accurate the respondents provide answers to 

the questionnaire and to view the items that occurred in the questionnaire, showing their 

interrelationship and the reliability of the instrument (Hayes, 1998). Furthermore, the 

Cronbach alpha describes the item’s ability in the set of variables are positively 

correlated to one another. Also, the Cronbach alpha calculated and computed the average 

intercorrelations among the variables, measuring each of the concepts. The ability tests 

with the cutoff point of 0.70 stated as the suitable probability according to Kline (2000). 

Frequency distributions were collected from the respondent’s personal data. The 

frequencies were computed for the analysis of the respondent’s demographic factors of 

gender, age, marital status, race, education level and working experience. By this, the 

researcher was able do the demographic analysis towards their respondent’s answers 

which related to the work-life balance. The Regression analysis was used to test and 

analyze the Hypothesis with the result showing an acceptable Cronbach Alpha values of 

0.60 and above. The item with low Cronbach Alpha value less than 0.59 was excluded 

from the analysis process because it is not valid. Regression analysis was used to 

measure the several variables which focused on the relationship between the dependent 

variable and one or more than one independent variable as used in the study. 

Interestingly, the Regression analysis was a powerful too used to easily understand and  
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identify the value of the dependent variable changes whenever the independent variables 

is fluctuating while fixing the other independent variables. In other to gauge the 

moderating impact towards independent and dependent variables, the multiple 

regression analysis was performed. 

 

2.9.1 Justification for Using CB-SEM (Amos Software) 

The study applied CB-SEM to model the framework and the hypotheses are proposed in 

the previous Chapter for testing. For many purposes, CB-SEM is employed in this study 

through the Amos software. First, when the causal relationships of the constructs are 

known, SEM is considered as the appropriate form of interpretation to simplify the 

results for a broader population (Healy & Perry, 2000). Gimenez et al. (2005) suggest 

that in evaluating the causal relationship form model, CB-SEM is a very effective 

method since it incorporates measurement models and structural models into a 

simultaneous statistical test. The research used SEM to analyze the relationships 

represented in the model, since a conceptual causal model was developed based on a 

literature review supported by the theory. 

Second, because the structural model contains both first-order and higher-order latent 

variables, SEM is considered to be the most suitable data analysis technique for this 

research (Kline, 2015). Third, SEM offers an opportunity to analyze both the straight 

and mediating effects of a construct on another construct (Alavifar, Karimimalayer & 

Anuar 2012) and to use multi-group confirmatory factor analysis to mediate variable 

effects (Awang, 2015). The benefits of SEM enable this research to investigate the  
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effects of motivation, empowerment, organizational culture and LMX on organizational 

commitment, analysed the mediating effects of LMX. 

Finally, SEM enables the model to be modified by this study before the best-fit model is 

determined to account for the relationships between this study's variables (Gimenez et 

al., 2005). SEM follows a logical order for the model to be specified, estimated and 

modified, and the estimate continues to be replicated until an acceptable fit is achieved. 

Two levels discuss the acceptable fit of the proposed model: first for the individual level 

of the build and then, separately, for the complete measurement and structural model 

(Gimenez et al., 2005). 

3.10 Chapter Summary  

This chapter discussed and emphasized on the methodology used in this research. The 

methodology involved the research design, sample and population, questionnaire, 

measurement, data collection and analysis as well as pilot test. Also, this chapter gives 

a clear illustration regarding the manner and pattern in which the study was designed 

methodologically. In a nutshell, the chapter presented the research methodology 

adopted and the pattern of analysis embraced. 
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CHAPTER FOUR  

                  ANALYSIS AND FINDINGS 

 

4.1 Introduction  

In this section, the factors affecting the work-life balance of working women in Imo 

State of Nigeria moderated by family support was investigated. The data was collected 

from 500 respondents for the 4 selected government ministries of Imo State of Nigeria. 

The data was obtained through the use of questionnaire. The Statistical Package for 

Social Sciences (SPSS) software version 25 was used to analyze the collated data. The 

analysis began with the demographic characteristic, analyzing the goodness measures 

to determine the reliability and validity of the applied measures. Based on the collated 

data, the relationship between the work-life balance, reward, supervisor support, job 

engagement and advance technology and the moderating effect was analyzed. The 

response rate which gives a good description of the studied sample was described first 

followed by that of goodness measures which determines the reliability and validity of 

the measure while the multivariate analysis which tested the investigated hypotheses 

and the summary were discussed last.  

 

4.2 Response Rate  

The prepared and approved questionnaires were distributed to the 500 respondents 

working in the 4 different ministries for the government of Imo State of Nigeria. The 

response rates are presented in Table 4.1 and Appendix B. In keeping with the research 

ethics, the bio data of the respondents were made to be anonymous. 
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Table 4.1 
Response rate of participating employee 

Type of  

Agency 

Questionnaire 
Distributed  

Questionnaire 
Collected  

Incomplete  Response Rate 
(%)  

Local 

  
  
 
   500 

 
   
 
   304 

 
   
 
   196 

 
    
 
   60.8% 

 

 

In other to carry out the data analysis of the 500 questionnaires that were distributed as 

shown in Table 4.1, 304 usable responses were returned. Thus, in the final analysis 

only 304 questionnaires were utilized, yielding a response rate of 60.8 %. The primary 

data were preliminarily scanned for accuracy and precision through the SPSS version 

25 data analysis. This approach was used to identify the outliers and then provide 

treatment for the missing valve. Consequently, the amount of 60.8% response rate was 

considered enough results for the main analysis. Evidently, Sekaran (2003) affirmed 

that 53 respondents at the response rates of 30% can be considered an appropriate 

result for a cross-sectional research. So, this study’s response rate is considered a valid 

rate and therefore reliable. 

 

4.3 Respondents’ Demographic Characteristics  

In this subsection, the main information relating to the studied samples are presented 

and described. Table 4.2 shows the summary of the respondents’ biographical data. 

The frequency distributions of the respondents’ biographical data and the classification 

variables were obtained. The data were collected using seven headings/categories and  

the name of the selected ministries as shown in Table 4.2. The respondents were 
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female staff from the 4 selected ministries in Imo state of Nigeria. The age of the 

respondents is within the range of 31 – 40 years while the respondents’ salary range 

depends on their grade levels and incremental steps. For example, the staff on grade 

levels 4 and 5 with Ordinary level (O’level) certificate earns between 20,000 – 30,000 

Naira, representing 54.1% and those on grade levels 6 and 7 with first degree 

certificate earn between 30,000 – 40,000 Naira which represents 45.9%. Among the 

working women who participated in the survey, 83% are married women while 17% 

are single ladies. However, the respondents in the 4 selected ministries have bachelor’s 

degree (30%) while 70% of the respondents have High School Certificates. Similarly, 

most of the staff representing 70% have children while the others representing 30% 

have no children. Furthermore, the respondent in the 4 selected ministries have 10% in 

Ministry Agriculture, 10% in Ministry of Finance, 10% in Ministry of Land and 

Property and 70% in Ministry of Education. Ministry Education has the highest 

respondents because more women are been employed in ministry of education base on 

the popular belief that they were more nurturing , hard working and creative.        

 
Table 4.2 
Respondent profile 
Demography Description No. of 

response 
  %    

Gender Women only 304 60.8% 

Age 21-30year 
 
31-40year 
 
41-50year 

212.8 

60.8 

30.4 

70% 

20% 

10% 

Marital status Married woman  
 
Single woman 

252.32 

50.68 

83% 

17% 
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Level of 

education 

Woman with degree certificate. 
 
women with high school certificate 

91.2 

212.8 

30% 

70% 

Number of 

children 

Women with children  
 
Women-without children 

212.8 

91.2 

70% 

30% 

Ministry  

   

Ministry of education 
 
Ministry of Agriculture 
 
Ministry of land and property 
 
Ministry of finance  

212.8 

30.4 

30.4 

30.4 

70% 

10% 

10% 

10% 

Salary Range Levels 4 & 5, 20,000 – 30,000    
 
Levels 6 & 7, 30,000 – 40,000  

164.5 

139.5 

54.1% 

45.9% 

 

 

4.4 Descriptive Analyses    

The method of descriptive analysis was employed to examine the statistical variables. 

The statistical mean and standard deviation (SD) of both the dependent and 

independent variables were calculated and presented in Table 4.3. The responses to the 

variables are rated on a 5-point Likert scale with 1 = strongly disagree as lower limit 

and 5 = strongly agree as the upper limit. The descriptive statistics for both the 

dependent and independent variables for the 4 selected ministries is presented in Table 

4.3.  
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Table 4.3 
Descriptive Statistics 
Variable 

Code 
N Minimum Maximum Mean Standard 

Deviation 
FS 304 2.76 5.00 3.9648 0.55.994 

RWD 304 2.00 5.00 3.9704 0.50742 

WIB 304 3.00 5.00 3.9811 0.53106 

SS 304 1.00 5.00 3.8776 0.73823 

TA 304 2.40 5.00 3.9020 0.63641 

JE 304 2.71 5.00 3.9758 0.54959 

Valid N 304     

(Listwise)      

 

All the variables are on a five-point scale measurement for the respondent rate, in order 

to answer the questionnaires. Furthermore, the mean in that table refers to the 

satisfaction level of the respondents towards the items or variables in the survey. For 

instance, when the mean point is below 3.00, it means that the respondents are not 

satisfied with the recent condition, and when the mean is more than 3.00, it means that 

the respondents are satisfied with the recent condition. The results have shown that all 

the mean are more than 3.00, meaning that the respondent are satisfied with all the 

variables.  

 

4.5 Exploratory Factor Analysis (EFA)  

The measuring device was constructed with a view to ensure internal consistency and 

validity (Zikmund, 2003). In order to analyze and ensure the goodness of the sample  

data, the factor analysis was conducted. According to Barbara & Tabachnick, 2001, the 
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factor analysis is a primarily tool used to reduce large variables to a smaller factor. By 

this approach, the factor analysis employed in this study to develop a valid and reliable  

 

scale measure for the data collected from the 304 respondents. In the validity analysis, 

the data collected for the predictive variable were added since the responses were 

discrepancies free, requiring the data to be excluded. In this study, the 304 number of 

cases for the factor analysis was larger than the lowest sample number (100) 

recommended by Hair et al. (2010). To achieve this, six validity and reliability 

constructs were tested namely: family support, reward, work-life balance, supervisor 

support, job engagement and advance technology. Furthermore, the factor analysis was 

used to determine the items factors or components related to the study. The researcher 

identified the factors that was to be removed by referring to the two situations. Firstly, 

the criterion of eigenvalues is greater than one and secondly, the item loading value 

greater-than 40. The researcher applied a principal component analysis to extract the 

number of items factor and components consisted in the measurement scale by using a 

Promax rotation with Kaiser Normalization. Use was made of the principal component 

of the factor analysis applying the Promax rotation for the investigation of their 

psychometric properties while the Cronbach’s Alpha evaluated the internal uniformity 

of the survey and subscale. The factor loading of each component of value subscale 

extracted six construct family support (7 times), reward (5 times) work-life balance (5 

items), supervisor support (5 items), advance technology (4 items) and job engagement 

(14-items), respectively. The items loading values in subscale are, the eigenvalues for  

subscale, the percentage of variance for the subscale and cumulative percentage 

variance. 
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Construct was illustrated in the summary in table 4.4 and appendix C which reveals the 

analysis of the relationship between dependent variable and independent variable of 

the working woman in a public sector. The Principal Component's method using 

ProMax rotation with Kaiser Normalization managed six components. Six constructs 

of the WLB namely; FS (7 variables), RWD (5 variables), WlB (4 variables), TA (5 

variables) SS (5 Variable) and JE (14 variables). The PCA which utilizes the Promax 

rotation was measured on the 40 items. This was performed to determine the items that 

were to be grouped to form the dimension.    

 

Based on the evaluation determined by Igbaria, Livari & Maragahh (1995), the 

cross-loading value on other factors must be < 0.35 on a specific factor, with a given 

item load to be 0.50 or higher. The KMO of 0.751 shows that the data are comfortably 

enough for the factor analysis and the chi-square value test result. Similarly, the 

Bartlett’s test indicates significance (p < .001) and provides evidence to suggest the 

data are normally distributed for the data in all the 40 items that made up the six 

constructs studied, on factor that affect work-life balance of working women namely, 

FS (7 items), RWD (5 itemss), WLB (4items), TA (5 items), SS (5 items) and JE (14 

items). Table 4.4 presents the KMO and Bartlett’s test values. 

 
Table 4.4 
KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.751 

 
Bartlett's Test of Sphericity 

Approximate Chi-Square 11078.324 

Difference 780 

Significance. .000 
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 Table 4.5  

  Communalities 

Latent  
Varibles 

Initial Extraction 

FS1 1.000 .686 
FS2 1.000 .621 
FS3 1.000 .517 
FS4 1.000 .843 
FS5 1.000 .806 
FS6 1.000 .849 
FS7 1.000 .777 
RWD1 1.000 .637 
RWD2 1.000 .740 
RWD3 1.000 .743 
RWD4 1.000 .748 
RWD5 1.000 .753 
WLD1 1.000 .745 
WLD2 1.000 .758 
WLD3 1.000 .702 
WLD4 1.000 .806 
SS1 1.000 .781 
SS2 1.000 .828 
SS3 1.000 .826 
SS4 1.000 .771 
SS5 1.000 .643 
TA1 1.000 .783 
TA2 1.000 .874 
TA3 1.000 .560 
TA4 1.000 .882 
TA5 1.000 .869 
JE1 1.000 .796 
JE2 1.000 .737 
JE3 1.000 .690 
JE4 1.000 .708 
JE5 1.000 .662 
JE6 1.000 .815 
JE7 1.000 .845 
JE8 1.000 .786 
JE9 1.000 .670 
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Table4.6 
Pattern matrix 

JE10 1.000 .846 
JE11 1.000 .760 
JE12 1.000 .786 
JE13 1.000 .751 
JE14 1.000 .688 
Extraction Principal Component Analysis 

 Component 

1 2 3 4 5 6 

SS1 -.910      

SS2 -.912      

SS3 -.1037      

SS4 -.685      

SS5 -.789      

FS1  .845     

FS2  .751     

FS3  .703     

FS4  .904     

FS6  .889     

FS7  .822     

JE2   .492    

JE3   .415    

JE4   .814    

JE5   .406    

JE6   .508    

JE8   .612    

JE9   .751    
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Tables 4.4 and 4.5 and Appendix C illustrate the summary of the factor analysis result 

of the six construct which reveals the analysis of the relationship between the 

dependent variable and independent variable of working woman in a public sector. The 

Principal Component's method using Promax rotation with Kaiser Normalization 

managed nine components. The 40 items were used to determine the six construct 

dimensions. The PCA which utilizes the Promax rotation was measured on the 40 

items. This was performed to determine the items that were to be grouped to form the 

dimension with 8 items deleted. Tabachnick & Fidell (2013) suggested deleting those 

items under 0.32 factors loading for a better interpretation of the factor structure. These 

items are not considered to load significantly. After item deleted the new The KMO  

value of 0.765 indicate significance and a Chi-Square value of 7984.421. 

JE10   .764    

JE11   .836    

JE12   .993    

JE13   .893    

JE14   .750    

WLB1    .880   

WLB2    .729   

TA1     .799  

TA2     .830  

TA4     .829  

TA5     .755  

RWD2      .583 

RWD4      .934 

RWD5      .863 

Extraction Method Principal Component Analysis 
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4.6 Reliability and Validity Analysis  

A reliability and validity analysis were conducted on the factors of the variables 

(family support, reward, work-life balance, advance technology, job engagement and 

supervisor support). In order to guarantee that the items obtained from the factor 

analysis are consistent and accurate, a reliability analysis was performed. To achieve 

this, the Cronbach’s Alpha of the items was computed. The results are presented in 

Table 4.7, showing that the internal consistency of the scale is in the ranged of .70 to 

.94. The result was supported by the study of Nunnally & Bernstein (1994), in which 

the reliability coefficient is to exceed the minimum acceptable value of 0.70 as shown 

in Table 4.7and Appendix D. 

 
 
Table 4.7 
Cronbach’s Alpha for the Study Variables after Factor Analysis 

 

 

 

 

 

 

 

 

 

DV = Dependent Variable. IV = Independent Variable MV = Moderating Variable 

 

Number of 
Items   Variables              Code            Alpha  

  7 
   

  3 
 

Family Support           MV 
 
Reward                  IV 

    .93 
     

    .77 
     

    .85 
  4 

 
  5 

   
   12 

 
   4   

Work Life balance         DV 
 

Supervisor support         IV 
 

Job engagement           IV 
 
Advance technology        IV 

    .80 
     

    .89 
.   

    .92     
    

    .80 
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A reliability test of the multi-item instrumentals that was utilized in this research was 

the first test performed. The reason to conduct the reliability test was to determine the 

inner uniformity of the developed instruments. The work-life balance is the dependent 

variable with the family support being the moderator while reward, job engagement, 

supervisor support and advance technology are the independent variable. The 

reliability test shows the degree at which the test is reliable and constant in a gauge of 

what have been intended to be measured (Cavana et al., 2001). The results are shown 

in Table 4.7 which indicate the Cronbach Alpha values. Herein, the measured items 

showed a strong and reliable Cronbach's Alpha valve of 0.77 for reward, 0.89 for 

supervisor support, 0.80 for Advance Technology, 0.92 for job engagement, and the  

moderator variable showed the Cronbach’s Alpha valve of 0.93 which is strongly 

reliable and dependent variable showed the Cronbach's Alpha valve of 0.80. Result 

from the Cronbach’s Alpha is above 0.70. According to Blunch (2008), the satisfactory 

internal consistency 0.70 shows that the all the measured items are reliable and 

acceptable. 

 

For the empirical test of the model, the Amos pathways technique was used. The 

measurement and structure models were also measured using the Amos Pathways 

software as shown in Figure 4.1. 
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Figure 4.1: Amos Pathway on indicator and latent variable. 
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Table 4.8  
Summary of validity analysis 

Indicat
ors 

Standardiz
ed loading 

(Standardize
d loading)2 

Sum of the 
(Standardiz
ed loading)2 

Number 
of     

indicator
s 

Average 
variance 
extracted 

(AVE) 

Square root 
of AVE 

SS1 0.746 0.556516 3.336046 5 0.6672092 0.816828746 

SS2 0.923 0.851929     

SS3 0.82 0.6724     

SS4 0.855 0.731025     

SS5 0.724 0.524176     

FS1 0.713 0.508369 3.621632 6 0.6036053 0.776920416 

FS2 0.605 0.366025     

FS3 0.544 0.295936     

FS4 0.881 0.776161     

FS6 0.95 0.9025     

FS7 0.879 0.772641     

JE2 0.807 0.651249 6.668149 12 0.5556790 0.745438853 

JE3 0.768 0.589824     

JE4 0.595 0.354025     

JE5 0.76 0.5776     

JE6 0.72 0.5184     

JE8 0.815 0.664225     

JE9 0.96 0.9216     

JE10 0.792 0.627264     

JE11 0.721 0.519841     
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Validity is a core criterion of the evaluation measurement which was done utilizing 

indicator items for convergent and discriminant validity. Firstly, the average variance 

extracted (AVE) were recommended by researchers to measure the convergent 

validity. According to Chin & Newsted (1999), the AVE is to be higher than 0.50, 

showing that over 50% of the variation in a construct is explained by the specified 

index. Furthermore, the average variance extracted (AVE) shown in Table 4.8 was 

seen to satisfy the requirements mentioned earlier. 

  
 
 

JE12 0.619 0.383161     

JE13 0.644 0.414736     

JE14 0.668 0.446224     

TA1 0.909 0.826281 2.110394 4 0.5275985 0.726359759 

TA2 0.946 0.894916     

TA4 0.494 0.244036     

TA5 0.381 0.145161     

RWD2 0.697 0.485809 1.751454 3 0.583818 0.764079839 

RWD4 0.797 0.635209     

RWD5 0.794 0.630436     

WlD1 0.707 0.499849 1.00253 2 0.501265 0.708000706 

WlD2 0.709 0.502681     
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Table 4.9 
Convergent validity of constructs     

  Construct  AVE 

FS 0.603605333 

RWD 0.583818 

WLB 0.501265 

JE 0.555679083 

SS 0.6672092 

TA 0.5275985 

 

 

Secondly, use was made of the discriminant validity as to distinguish between the 

measurement and the construct which was examined through thee correlation matrix 

construction and cross-loading. In Table 4.10, the square root of the AVE was written 

in bold on the diagonal and it is higher than the off-diagonal element in the columns 

and rows. Table 4.10 demonstrated that the loading output of each block has a higher 

loading compared to other blocks in the same row. This suggests that the discriminant 

validity was satisfied in this study.  

  
 
 
 
 
 
 
 
 
 
 



 

76 

 

 

Table4.10  
Discriminant validity  

Latent variable  
       FS        RWD      WLD        JE          TA        SS 

FS 0.7762 

 

RWD 0.003     0.767408   

 

WLD                     0.708001  

 

JE  -0.028      0.597         0.745439   

 

TA  0.052      0.064                 0.028       0.816829              

 

SS   0.085      -0.444                0.794       -0.023       0 .72636 

 

 

4.7 Correlation and Regression Analysis 

In this subsection, a correlation and regression analysis were performed as to 

demonstrate the relationship that exist between the studied variables. The correlation 

coefficient of the variables was determined by using the Pearson Correlation method, a 

method that gives a measure of the relationship strength that exist between the 

variables. Table 4.10 revealed the strongest relationship amongst the variables and the  

most relevant results are recorded by the paired variables correlation with double  
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asterisk (**). For instance, the examination of the correlation amongst the dependent 

variables, work-life balance and independent variables like reward was significant. In 

lieu of this occurrence, the variables have shown a significant relationship and 

demonstrated strong potential support on the regression analysis to the hypotheses 

testing. Furthermore, an intercorrelation analysis was performed to determine the 

multicollinearity of the variables, which occurs in a situation where independent 

variables are highly correlated. The impact of the variance of the regression coefficient 

causes increase on the Multicollinearity and affects the validity of regression equation 

of the variables. In the literature, Cooper & Schindler (2003) proposed the correlation 

coefficient value should be less than 0.80 level. Appendix E shows the correlation 

analysis between the variables. 

 
Table 4.11 
Correlation test results 
Correlations 

 FAS TAV RWD WIB JE SS 
FS Pearson 

Correlation 1      

Sig. (1-tailed)       
       

TA Pearson 
Correlation -.093 1     

Sig. (1-tailed) .053      
       

RW
D 

Pearson 
Correlation .004 .031 1    

Sig. (1-tailed) .449 .295     
       

WI
B 

Pearson 
Correlation -.007 .095* .707** 1   

Sig. (1-tailed) .449 .048 .000    
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JE Pearson 

Correlation -.032 .037 .512** .494** 1  

Sig. (1-tailed) .287 .259 .000 .000   
       

SS Pearson 
Correlation -.042 -.004 .311** .243** .722** 1 

Sig. (1-tailed) .140 .475 .000 .000 .000  
       

* Correlation is significant at 0.05 level (1-tailed). 

** Correlation is significant at 0.01 level (1-tailed) 

 

Also, the Pearson correlation was performed in order to observe the relationship 

between the variables. Table 4.9 shows the facilitating effect of family support on the 

work-life balance. The correlation analysis only gives information based on the cause 

and effect, which makes it relevant in taking decision on the regression analysis and to 

confirmed whether it is supported the hypothesis or not supported. Moreover, the 

work-life balance and the regression analysis were performed in order to discover the 

contribution of the predictor variables. Herein, the hypotheses were tested using the 

multiple regression to understand the connection between independent and dependent 

variables in relation to the moderating variables. The major effect of the tests was 

linked to the relationship that exist between family support, reward, work-life balance, 

advance technology, job engagement and supervisor support. For the Hypothesis 

testing, use was made of the power analysis to determine acceptance or rejection level  

 

of the hypothesis at p<.05 and p<.01(Hair et al., 2010).  

To establish a specific conclusion on the output of the multiple regression data set, an 
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assumption test on normality, linearity, multicollinearity and outliers should be 

performed (Coakes & Steed, 2007). The normality assumption test demands the 

dependent variable should be normally distributed at each value of the independent 

variables. Also, the normality could be tested from the normal probability plot (P-P 

plots). Moreover, the linearity demands that the relationship that exist amongst the 

independent and dependent variables to be linear. The scatter plots were employed to 

measure the linearity as done by Hair et al. (2010). 

   

 
Figure 4.2: Regression standardized residual (Histogram).  
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Figure 4.3: Normal probability plot (P-P Plot). 

 

4.8 Homoscedasticity  

Homoscedasticity is a concept that represents the observance of equal variance of 

dependent variables in relation to the dependent variables. The linearity and 

homoscedasticity are tested by using residual plots while the normality is tested by 

using the normal probability plots (Hair et al., 2010). This means that the independence 

of residuals represents several independent observed errors which are not related to 

another where the independence of the error terms was tested with the Durbin Watson 

approach. The universal and applicable measure is that the assumption of 

independence of the error terms is valid if Durbin-Watson value lies between 1.5 and 

2.5 and the assumptions of collinearity must be achieved (Norusis, 1997). The 
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assumptions are generally used to investigate independent, dependent variables, and 

how both variables relate. The Collinearity is found to exist where independent 

variables is associated with the correlation of dependent variables, and the correlation 

of additional independent variables and the independent variable that is found in the 

regression equation (Hair et al., 2010). To measure the collinearity and 

multicollinearity, the two statistical tools adopted are the variance inflation factor 

(VIF) and tolerance statistics. The conclusion is there a possibility of multicollinearity 

problem if any VIF value exceeds 10 and tolerance value less than 0.10 (Hair et al., 

2010). However, the acceptable outlier value must be above the normal range of the 

observation data. The data distance and standard deviation are used to test the outliers 

(Zikmund, 2003). In this study, the outliers were identified using the Case wise 

Diagnostic. It was expected that the data points should fall within three (3) standard 

deviations and less than the mean value. The estimation on the assumptions of 

normality, multicollinearity, linearity, independence of the error terms, and 

homoskedasticity showed no significant violation, and did not show nonlinear pattern 

to the residuals, hence making sure that the general equation is linear (Hair et al., 

2010).   

 

 

4.9 Tests of Normality 

Before researcher proceeded to the regression analysis, several multiple regression 

analysis assumptions like the normality test, the linearity of the relationship and 

homoscedasticity of the residuals were undertaken (Hair, et al., 1998). The 

requirement test of normality assessment is a main prerequisite for the inferential 



 

82 

 

 

statistical methodology (Hair et al., 2007; Coakes et al., 2010). The normality test was 

conducted to make sure that the data taken and gathered are closely connecting and 

normal distributing. Various tests could be employed to test this assumption. In this 

study, the researcher used Skewness and Kurtosis method to perform the normality 

test. Skewness and kurtosis explain the form of the distribution of the particular data 

set (Coakes et al., 2010). As long as the skewness and kurtosis values are in the range 

of – 1, it is considered as normal.  

Table 4.12  
Skewness and Kurtosis  

 

N Skewness Kurtosis 

Statistic Statistic 
Std. 
Error Statistic 

Std. 
Error 

FS 304 -.826 .140 .772 .279 

RWD 304 -.658 .140 3.530 .279 

WIB 304 .160 .140 -.390 .279 

SS 304 -1.223 .140 2.969 .279 

TA 304 -.301 .140 -.035 .279 

JE 304 -.116 .140 .043 .279 

Valid N 

(listwise) 

304 
    

 

 

The results obtained shows the data family support factors as the moderating effects 

which influenced the relationship between reward, supervisor support, advance 

technology, job engagement and work-life balance. The r values show how the 

independent and dependent variables are related with the positive (+) or negative (-) 

sign demonstrating the direction of the relationship. The significance of the value was. 
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measured by the p-value. The following sections revealed the results of the variables. 

The initial step in analyzing data for this study was to determine the normality of the 

data by assessing the shape of the distribution. In order to re-confirm data normality, 

the skewness and kurtosis was conducted and was presented in a statistical form. The 

acceptable range for skewness and kurtosis statistics is between -1.00 and +1.00 (Hair 

et al., 1998). 

 

4.10 Tests of Multicollinearity 

Before the multiple regression analysis was implemented, the obtained data was tested 

with multicollinearity test to ensure that the data have element of multicollinearity. The 

multicollinearity shows the degree at which the variable may be clarified by other 

variables within regression analysis (Hair et al., 1998). Coakes et al. (2010) noted that 

Multicollinearity occurs when a strong correlation is found between one or more 

predictors in a regression analysis. However, the multicollinearity becomes a menace 

only to the multiple regressions since the simple regression deals with a single 

predictor only. The sure approach to identify multicollinearity is by scanning the 

correlation matrix of all the predictor variables and then determines whether it 

correlates very highly within a correlation that is more than .80 or .90. Thus, to 

overcome this problem, the SPSS produces various collinearity diagnostics, one of 

which is the variance inflation factor (VIF). The VIF indicates if a predictor showed a  

strong linearity relationship with other predictor variables. According to Myers (1990), 

10 is deemed a large value to worry about. On the other hand, when the mean VIF > 1, 

which signifies that multicollinearity has a biasing tendency on the regression 

(Bowerman & O’Connell, 1990). The tolerance statistic is similar to the VIF, in the 



 

84 

 

 

sense that the tolerance statistics is the reciprocal of VIF (1/VIF). Based on this, the 

values less than 0.1 showed a significant problem, but according to Menard (1995), the 

value less than 0.2 should be of worry. This study did not omit conducting the VIF and 

a tolerance test due to multiple regressions of independent variable dimensions on a 

dependent variable. Tabachnick and Fidell (2013) stated that, to practice the 

“hierarchical regression” technique, independent variable is included to the regression 

equation as r pre-determined by the user based on theoretical knowledge, and in the 

“stepwise regression” procedure. The number of independent variables are added one 

after the other based on a predetermined statistical criteria. Thus, the choice of a 

regression procedure to be used is chosen based on the objectives of the analysis. The 

test of multiple regression was based on VIF. The cut-off criteria for VIF in this study 

were less than 10 as proposed by Hair et al. (2006). 

 
 
Table 4.13 
Collinearity statistics  

Coefficientsa 

Model 
Collinearity Statistics 

Tolerance  VIF 
1 FS .987 1.014 

RWD .715 1.399 

SS .452 2.211 

JE .366 2.734 

TA .987 1.013 

a. Dependent Variable: WIB 
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4.11 Hypotheses testing: Test for Relationship  

The test was to determine the effect of family support, reward, supervisor support, 

advances technology and job engagement on the work-life balance and moderator. To 

test the hypothesis, a multiple regression analysis was conducted as to examine the 

relationship between reward, supervisor support, job engagement, advance technology 

and moderating effect of family support and work-life balance of the working women 

of Imo Sate, Nigeria. Table 4.14 presents the results the regression equation with a 

complete analysis shown in Appendix F. The three predictors were significant with the 

values R = .753, R² =.567, R² adj =.560, F = (5, 298) = 78.188, p < 0.001. The 

significant F test indicates the relationship that exist between family support, reward, 

supervisor support, job engagement, advance technology and the work-life balance of 

the working women of Imo state, Nigeria. The result of the regression analysis shows  

the model was a true fit for the data with Table 4.14 showing the individual contributor 

of each predictor.  

 

Advance technology influence on the work-life balance (B = .050, t = - 1.559, p = 

0.120) is not significant. The results showed that reward and work-life balance is 

significant at B = 603, t = 12.778, p = .0005, with job engagement and work-life 

balance being significantly related at B=380, t = 6.250, p = .0005. However, the 

supervisor’s support and work-life balance are reasonable in value at B = - 167, t = - 

4.086, p = .0005 while family support and work-life balance show no significance but 

negatively related (B = - 009, t = - .231, p = 0.818).  
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Table 4.14 

 

 

 

Estimated Model Coefficient  

The general form of equation to predict WlB, RWD, SS, JE, TA and FS. 

The predicted WLB = 0.562 – (0.603 X RWD) – (0.167 X SS) – (0.009 X FS) – (0.050 X 

TA) – (0.380 X JE) 

 

Model Summaryb 

Model    R R Square 
Adjusted R 

Square 
Std. Error of the 

Estimate 
1   .753a .567 .560 .35219 

a. Predictors: (Constant), JE, FS, TA, RWD, SS 

b. Dependent Variable: WIB 

Table 4.15 
ANOVAa 
Model Sum of Squares  df Mean Square   F Sig. 
1 Regression 48.491   5   9.698 78.188 .000b 

Residual 36.963  298 .  124   
Total 85.454  303    

a. Dependent Variable: WIB 
b. Predictors: (Constant), JE, FS, TA, RWD, SS 
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Table 4.16 
Estimated Model Coefficient 

a. Dependent Variable: WIB 

                             Coefficientsa 

   
Model 

 
Unstandardized        
Coefficients 

Standardized 
Coefficients 

t Sig. 

95.0% Confidence 
Interval for B 

B 
Std. 

Error Beta 
Lower 
Bound 

Upper 
Bound 

1 (Consta
nt) 

.562 .267  2.099 .037 .035 1.088 

RWD .603 .047 .576 12.778 .000 .510 .695 

SS -.167 .041 -.231 -4.086 .000 -.247 -.086 
FS -.009 .037 -.009 -.231 .818 -.082 .065 
TA .050 .032 .060 1.559 .120 -.013 .113 

        
JE .380 .061 .394 6.250 .000 .261 .500 

a. Dependent Variable: WIB 

b. Predictors: (Constant), JE, FS, TA, RWD, SS 

 

 

4.12 Moderator Analysis 

Baron & Kenny, (1986) defined the “moderator variable” (M) as a qualitative/ 

quantitative variable which controls the direction/strength of how independent and 

dependent variables co-exist. The presence of a moderating effect or interaction is felt if 

the predictor or independent variable (X) impact on the dependent (Y) variable is 

affected (Aguinis & Gottfredson, 2010; Baron & Kenny, 1986). A Hypothesis testing on 

the variables was performed adopting a regression-based moderator analysis applying a 

PROCESS technique version 3.5 based on the SPSS procedure (Hayes, 2020). The 

proposed conditional effect as listed in the hypothesis was tested by using the 

bootstrapping procedure (with a sample size of 5000) highlighted in Preacher and 
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Hayes (2008). To examine the impact of the direct and indirect effect on the 

hypothesis, use was made of 95% lower confidence interval levels (LLCI) and upper 

confidence interval levels (ULCI) threshold. According to Shrout & Bolger, (2002), 

LLCI and ULCI are deemed to have significant direct and indirect effects if they do 

include zero (0). Based on these measures, the proposed hypotheses were respectively 

tested to determine the level of moderation and conditional direct and indirect effects 

on the variables. The mean centered approach was adopted on all the continuous 

variables for the purpose of decreasing the multicollinearity between the main and 

interaction effects (Aiken & West, 1991). 

 

A moderation regression analysis interpreting the effect of reward and family support 

on the work-life balance conditional on the other IV being 0, (Field, 2018). This is 

presented as follows: a) the effect of reward on work life balance (B = 0.7430, Se = 

0.0425, p<0.001, bootstrap LLCI = 0.6593; ULCI = 0.8267) is positive and significant, 

with the conditional effect on family support = 0. b) the conditional effect of family 

support (B = 0.0604, Se = 0,0384, p = 0.1168, bootstrap LLCI = - 0.0152, ULCI = 

0.1369 is positive and not significant. The IVs were mean centered and coefficient 

interprets relationship between each IVs and DV at the grand mean of the other IVs, in  

other words the effect of reward is 0.7430 for individuals that score at grand mean on 

family support. The effect of family support is 0.0604 for individuals that score at 

grand mean on reward. 

 

The second part is the interaction term (reward and family support) which is negative 

and statically not significant (B = 0.0306, Se = 0.0873, p = 0.726). Interaction was 
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probed in other to interpret the nature of moderated relationship between reward and 

work-life balance at three level of moderators. At -1, SD (-560) on the centered family 

support variable represent low family support relationship between the reward and 

work-life balance. Also, the zero mean on the centered moderator variable represents 

the medium family support relationship. Finally, at +1, the SD (.560) on the centered 

family support variable representing high family support relationship. Figure 4.4 

indicates that there is no interaction towards family support, reward and work-life 

balance. 

 

 

Figure 4.4: A Graph representing the moderation effect of family support on the 

relationship between reward and work life balance. 

 

The moderation analysis interpreting the effect of job engagement and family support 

on the work-life balance conditional on the other IV being 0, (Field, 2018) as follows: 
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a) the effect of job engagement on work-life balance (B = 0.5096, Se = 0.0471, 

p<0.001, bootstrap LLCI = 0.4168; ULCI = 0.6023) is positive and significant while 

the conditional effect on family support = 0. b) the conditional effect of family support 

(B = 0.2127, Se = 0,3574, p = 0.55, bootstrap LLCI = - 0.4906, ULCI = 0.9160) is 

positive but not significant. The IVs were mean centered and coefficient interprets the 

relationship between each IVs and DV at the grand mean of the other IVs, in other 

words the effect of job engagement is 0.5096 for individual scores at the grand mean 

on family support. The effect of family support is 0.6023 for individual scores at the 

grand mean on job engagement. 

 

The second part is the interaction term (i.e. job engagement and family support) was 

negative and statically not relevant (B = 0.0339, Se = 0.0890, p = 0.704). The 

moderation was probed in other to interpret the nature of the moderated relationship 

between job engagement and work-life balance at three levels of moderator at -1, the 

SD (-560) on the centered family support variable represents low family support the 

interaction that exist amongst the work-life balance and job engagement . Also, the 

zero mean centered moderator variable represents an average family support. Finally, 

at +1, the SD (560) on the centered family support, variable representing high family  

 

supports relationship. Figure 4.5 shows that there is no interaction between family 

support and job engagement.    

 



 

91 

 

 

 

Figure 4.5: A Graph representing moderation effect of family support on the 

relationship between job engagement and work life balance 

 

A moderation regression analysis interpreting the effect of advance technology and 

family support on the work-life balance conditional on the other IV being 0, (Field 

,2018) as follows: a) the effect of advance technology on the work-life balance (B = 

0.2942, Se = 0.454, p<0.001 bootstrap LLCI = - 0.2048; ULCI = 0.3837) is positively 

significant. The conditional effect of family support (B = 0.0927, Se = 0.0510, p = 

0.0700) is not significant. The IVs were mean centered and the coefficient  

interprets the relationship between each IVs and DV at the grand mean of the other 

IVs, which in other words means that the effect of advance technology is 0.2942 for 

individual that scores at the grand mean on family support. The effect of family 

support is 0.0927 for individual that scores at the grand mean on advance technology. 

The second part is the interaction term (advance technology × family support) was 
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negative and statically not significantnt (B = - 0.1741, Se = 0.0918, p = 0.059). The 

interaction was probed in other to interpret the nature of the moderated relationship 

between the advance technology and work-life balance at three levels of moderator at 

-1, the SD (-560) on the centered family support variable represent low family support. 

Also, the zero mean centered moderator variable represents the medium family 

support.  Finally, at +1, the SD (.560) on the centered family support variable 

representing high family support.  

 

Figure 4.6: A Graph representing moderation effect of family support on the  

 

relationship between advance technology and work life balance. 

 

A moderation regression analysis interpreting the effect of supervisor support and 

family support on the work-life balance conditional on the other IV being 0 (Field, 

2018) is as follows: a) the effect of supervisor’s support on the WLB (B = 0.1749, Se = 
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0.0401, p<0.001, bootstrap LLCI = 0.0959; ULCI = 0.2539) is positive and significant 

with the conditional effect on family support = 0. (b) the conditional effect of family 

support (B = 0.0938, Se = 0,0538, p = 0.0820) is positive but not significant. The IVs 

were mean centered and the coefficient interprets the relationship between each IVs 

and DV at the grand mean of the other IVs. In other words, the effect of supervisor 

support is 0.1749 for individual that scores at the grand mean on family support. The 

effect of family support is 0.0938 for individual that scores at the grand mean on 

supervisor support. 

 

The second part is the interaction term (supervisor support and family support) was 

negative and statically not relevant (B = - 0.0378, Se = 0.0910, P =.0.678). The 

moderation was probed in other to interpret the kind of the moderated connection 

between supervisor support and WLB at three levels of moderator at -1, the SD (-560) 

on the centered family support variable represents a low family support connection 

among the supervisor support and WLB. Also, the zero mean centered moderator 

variable represents the medium family support relationship. Finally, at +1, the SD 

(.560) on the centered family support variable representing high family support 

relationship. There is no interaction between family support, supervisor’s support and  

WLB as shown in Figure 4.7.   
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Figure 4.7: A Graph representing moderation effect of family support on the 

relationship between supervisor’s support and work life balance  

 

In Tables 4.16 and 4.17, the summary of the results and the complete multiple 

regression analysis are presented and further shown in Appendix F. The 

unstandardized regression coefficient (B) for each variable was shown in the respective 

steps with the set of the main effect of independent variable.  

 

4.13 Hypotheses Findings  

The summarized finds of the hypothesis testing are shown in Table 4.17 with five 

hypotheses supported and three not supported.  

 
Table 4.17  
Summary of Hypotheses Testing  
Hypothesis Statement Decision 

H1 Reward is positively related to work life 
balance.  

Supported  
  

(B = .603, 
 p <0.001)  
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 H2 

Technological advancement is positively 
related to work life balance.  

Not 
Supported         

(B =.050, 
 p =0.120)  

H3 
Job engagement is positively related to work 
life balance. 

Supported     (B =.380,  
 P<0.001). 
 

 H4 Supervisor support is negatively related to 
work life balance.  

Supported  (B = -.167, 
 p=0.001). 

 H5 Family support has no moderating effect 
between reward and work life balance.  

Not 
Supported  

(B=-0.0306,  
 P=.726)  

 H6 Family support has no moderating effect 
between job engagement and work life 
balance.   

Not 
supported 

(B= 0.0339,  
 P=.704) 

 H7 Family support has no moderating effect 
between advance technology and work life 
balance. 

Not 
supported 

(B= 0.1741, 
 P=.0,059) 

 H8 Family support has no moderating effect 
between supervisor support and work life 
balance. 

Not 
supported 

(B=-0.378, 
 P =.678) 

 
 

 

4.14 Summary 

The findings are summarized in this Chapter by explaining and elaborating the output 

with SPSS version 25. The test results for the seven hypotheses tested were presented 

in which the output of the finding is illustrated in Table 4.17. In the same vein, the 

output of the factor analysis of IV (reward, supervisor support, advance technology and 

job engagement), DV (work-life balance) and moderator (family support) are in 
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accordance with the previous studies in the literature with a slight difference. The 

reliability analysis indicates that the investigated variables are reliable and created a 

room for further studies. Supervisor support and family support showed to relate 

negatively with the work-life balance. The hierarchical multiple regression analyses 

showed that the advance technology is positive but not supported while job 

engagement and reward are positive and showed significant relationship with the 

work-life balance. Further analysis showed that family support has no moderating 

effect on reward, job engagement, supervisor support and advance technology. The 

analysis includes the demographic analysis, reliability analysis, descriptive statistic, 

and the correlation analysis and the moderator, where each of the independent 

variables was the centered average which made the variables displaying zero mean. 

This observed variation lead to the minimization of collinearity amongst the product 

variables and element in components; which made it to be seen a good approach in 

detecting the moderator interaction effect (Tabachnick & Fidell, 2011). 

 

Hypothesis 1 proposed that the reward has a positive impact on the work-life balance. 

It was analyzed with multiple regressions as presented in Table 4.16. The result 

showed that a substantial relationship exist between reward and work-life balance. The 

result indicates that reward contribute to work-life balance (B = 603, t = 12.778, p < 

0.001). Consequently, Hypothesis 1 is considered supported. 

 

Hypothesis 2 stated that advance technology is positively related with work-life 

balance. The result in table 4.16 shows that there is no significant relationship between 

advance technology and work-life balance (B = .050, t = 1.559, p =0.120). This shows 
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that Hypothesis 2 was not supported.  

 

Hypothesis 3 proposed that job engagement has a positive relation with the work-life 

balance. As presented in Table 4.16, Hypothesis 3 is experienced by using the multiple 

regressions. It indicates that the relationship existing between job engagement and 

work-life balance is positive and significantly related (B = 380, t = 6.250, p <0.001). 

Thus, Hypothesis 3 is considered supported. 

 

Hypothesis 4 stated that the supervisor support and work-life balance relate negatively 

as depicted in Table 4.16, showing that supervisor support is negative and statistically 

significant (B = -167, t = - 4.086, p < 0.001). Thus, Hypothesis 4 is supported, such 

that supervisor support statistically adds to the WLB and reduces the level of work-life 

imbalance. 

 

Firstly, there is need finding product variables for the reward with the original value of 

the computed variable of the reward removed with the mean like Reward, C = reward. 

The next step is needed to take the product variable for the reward and the product 

variable of family support reward multiplied by family support = C_Reward x Family 

support and the interaction term can be gain at here. The result was negative and not 

Statistically significant. The effect of reward and work life balance (B = - 0.0306, SE = 

0.0873, t = 0.3506, p < 0.726). 

 

Hypothesis 5 mentioned that family support has no moderating effect between reward 

and work-life balance as presented in Table 4.16 showing that it is negative and 
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statistically insignificant. Relationship is already seen to exist between the family 

support towards reward and work-life balance (ß= 0.0306; t= 0.3506, p <= 0.726), 

therefore, indicates that in hypothesis 5, family support cannot be a moderator in 

measuring how reward and work-life balance relate. Therefore, the result shows not 

supported.   

 

Firstly, the product variables for job engagement with the original computed value of 

the variables should be found. In the next step, the product variable for the job 

engagement is taken and times it with the product variables arising from family 

support [job engagement x family support = job engagement x C_ family support] and 

the interaction term can be gained at here. The result shows negative but not 

significant, thus, family support does not moderate job engagement (B = - .0339; t = 

-0.3803; p < 0.704).  

 

Hypothesis 6 propose that there is a relationship existing between family support as a 

moderator with job engagement and the work-life balance as seen in Table 4.16, 

showing negative and statistically not significant. A relationship was seen between 

family support relating with job engagement and WLB (B = - .0339; t = - 0.3803; p<  

0.704) Thus, indicating that for hypothesis 6, family support cannot be used as a 

moderator in determining how job engagement and work-life balance relate to each 

other. Therefore, the result shows that H6 was not supported.  

 

Firstly, the product variable for advance technology with the original computed value 

of the variables. The next action was to take the outcome product variable for advance 
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technology and times it with the outcome product variable of family support [advance 

technology x family support= advance technology x C_ family support] and the 

interaction term can be gained. The result showed that family support has no 

moderating effect between advance technology and work-life balance.  

 

Hypothesis 7 as presented in Table 4.17, depicts negative and statistically not 

significant relation. A relationship between family support towards advance 

technology and work-life balance was identified (ß = 0.1741; t = - 1.8978, p< = 0.059). 

By this, Hypothesis 7 revealed that family support cannot be a moderator in 

determining the relationship between the advance technology and work-life balance. 

Therefore, H7 was not supported.  

.   

Firstly, the product variables for the supervisor support with the original computed 

value should be found. In the next approach, the outcome product variable for the 

supervisor support and times with the outcome product variable of family support 

[supervisor support x family support= supervisor support x C_ family support] and the 

interaction term can be gained at here. The result shows negative but not significant  

 

thus, family support does not moderate supervisor support [B = - .0378; t = - 0.4153, 

p<0.678].  

 

Hypothesis 8 mentions that the family support has no moderating effect in a 

relationship between supervisor support and work-life balance as presented in Table 

4.17, showing a negative and statistically insignificant relationship. A relationship is 
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observed between the family support towards supervisor support and work-life balance 

(ß = - .0378; t = - 0.4153, p< = 0.678). Thus, indicating that for hypothesis 8, family 

support cannot be used as a moderator in the relationship between supervisor support 

and work-life balance. Therefore, H8 was not supported.  

H1: There exists a significant connection between reward and work-life balance. 

H2: No significant relationship was found to exist between advance technology and 

work-life balance. 

 

H3: There is a significant relationship between job engagement and work-life balance 

 

H4: There is a significance relationship between supervisor support and work-life 

balance. 

H5: The relationship between reward and work-life balance is not moderated by family 

support. 

H6: The relationship between job engagement with work-life balance is not moderated 

by family support. 

 

H7: The relationship between advanced technology with work-life balance is not 

moderated by family support. 

H8: The relationship between supervisor support with work-life balance is not 

moderated by family support 
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CHAPTER FIVE 

  DISCUSSION AND CONCLUSION 

5.1 Introduction  

This research work evaluated the relationship that exist between reward, job 

engagement, advance technology, supervisor support and work-life balance and the 

moderating effect of family support on the work-life balance of working woman in a 

public sector in Nigeria. Herein, the research findings in relation to the research earlier 

mentioned questions and objectives were discussed. In addition, this Chapter also 

discussed the implications and recommendations from the theoretical and practical 

perspectives. Then, further discussions on the limitations of the present research and 

suggestions for future research were made, and as well acknowledged some of the 

shortcomings of this study. Finally, this Chapter ends with a concluding remark of the 

study. This research work explored the empirical evidence that supports and highlights 

the relationships that could be found to exist between reward, advance technology, job 

engagement, supervisor support and work-life balance of the working women in public 

sector in Imo state of Nigeria, which are moderated by family support. At the high 

level, this research was aimed at achieving two broad objectives. First, was to 

investigate the effect of Independent variables (reward, job engagement, supervisor 

support and advance technology) on work-life balance, and secondly, was aimed at 

determining the moderating impact of family support on work-life balance. 
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5.2 Reward and Work-Life Balance 

In this study, the results of the regression analysis which showed the effect of rewards 

on the work-life balance of the working women in a public sector are explored. The 

collected data were statistically processed, which revealed that rewards are among one 

of the major factors affecting work-life balance of working women. The findings 

showed that reward has positive impact on the work-life balance of working women. 

This finding corroborated with the study by Tessema, Ready & Embaye (2013) where 

the financial and non-financial rewards, which were measured by salary, support and 

rewards have significant influence on work satisfaction. In addition, the findings of 

Daniel (1999) and Nelson (2005) showed to be consistent with the projected 

relationships, providing support to the proposed model of this study. Therefore, the 

findings showed that where more rewards are integrally injected and available in a 

system, the more satisfied are the employees will be. This agreed with previous 

research which showed that reward impact positively on employee and organizational 

productivity.  

However, if it is known to the employees that their contributions and hard work are not 

recognized nor to be rewarded, their commitment and dedication to duty may be 

affected (Nelson, 2005). Generally, the reward system provided by employers 

summarily affects positively the family and personal life of every employee and 

working women in particular. The fact that many working women face high 

demanding family and office duties has increased the number of issues affecting their  

 

work-life balance. This goes to suggest that working women need adequate rewards 

system to help them cope with the demanding duties at home and workplace in 
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addition to personal life which will have overall positive impact on their work-life 

balance and performance in office. Therefore, if organization does maintains a balance 

between the input/effort of employees and reward system, then, its employees will be 

motivated, leading to higher and efficient performance. In this approach, the stress of 

incurred at duty will be settled by the adequate reward system, which help the 

employees to keep positive attitude regardless of the existing stress at work. The 

employee’s maximum performance is always obtained when it is assured that their 

endeavour will be sufficient rewarded. The reward system can be improved by having 

a more transparent promotion policy and bonus payment, and other mechanisms or a 

matrix that can be further developed to address this. 

 

5.3 Advance Technology and Work-Life Balance 

The second hypothesis measured the impact of advance technology on the work-life 

balance of working women in a public sector. The findings show that advance 

technology impacts positively on the work-life balance of working women. The 

findings of our study are found to be consistent with previous research in the literature, 

which confirm that advance technology influences work-life balance. It provides more 

flexible, autonomous, comfortable work practices, but contributes to work overload 

and intrusion into non-work time (Barley & Grodal, 2011). Advance technology has 

indeed increased the speed at which information is processed and shared, and the 

expectation for responses, action and decision-making. Advance technology provides  

 

employees with a twenty-four hour per week connectivity with offices duties 

regardless of time, place and location. However, the findings of this study on advance 
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technology was found to be in disparity with that of Mortbergat el al, (2005), who 

argued that advance technology has both positive and negative effect on the work-life 

balance. He opined that advance technology facilitates work and at the same time 

hinder work-life balance as workers reply to emails and web-based applications while 

at home or any other place where there is internet connection, causing increase in 

hours of work. In effect this extends working beyond the daily normal hours of the 

employee, adjusting the working hours within the 24-hour period. This, therefore, is 

found to influence negatively on the work-life balance because of the limitless of 

working time and place, which makes working women not to be free to spent time with 

their family without an unexpected office online work request. Advancement in 

Technology has compacted the level of physical contact, where staff can now send a 

request message via emails to a co-worker in the closest office. Also, employees spend 

more time communicating online with its staff than physical interactions. 

 

5.4 Job Engagement and Work-Life Balance 

On the impact of job engagement on the work-life balance (WLB), the result showed 

that job engagement has a significant positive effect on the WLB. The results agreed 

with the results of the study by Shuck et al. (2011), which shows that job engagement 

influences WLB. Also, Patricia, (2017) and Oludayo et al. (2015), opined that WLB 

aids employee’s engagement and productivity when they have the chance to manage 

their personal life. Furthermore, the result is in agreement with the assumption by the  

 

social exchange theory (Blau, 1964). The social exchange theory suggests that when 

the employees have the conviction and the feeling of being cared for by their 
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organization, it helps them in balancing their work and private demands. By this 

measure, the employees would have a feeling of being duty bound to render adequate 

service to the organization by showing good behaviours and committed work spirit and 

engagement (Aryee et al., 2005; Sheppard 2016; Saks, 2006). The achieved result was 

shown to be consistent with the previous research in this arena by Richman et al. 

(2008), which confirmed of its positive influence of the WLB and Shah (2017) who 

opined that there is a relation between WLB and employee engagement which 

contributes 14.3%. It means that there is nearby 86.7% factor affects the level of 

employee engagement. Similarly, Alvi et al. (2014) study on the bank employees in 

Pakistan further supported the fact that WLB is the good precursor of employee job 

engagement. Lastly, a good utilization of the WLB programme among employees has a 

positive effect on employee engagement. 

 

5.5 Supervisor’s Support and Work-Life Balance 

 This study aims to investigate the effect of supervisor support on WLB. The results 

show that supervisor support is vital in contributing and improving the WLB of 

employees. The achieved results are consistent with the study by of Hammer et al. 

(2009), where supervisor support was shown to assist employees in achieving and 

maintaining a balance between work and family roles. Through supervisory support, 

employees can align work responsibilities with family responsibilities. The result also  

 

supports the investigation by Machuca et al. (2015), which stated that supervisory 

support impacts positively on the employee’s WLB. In the same vein, Russo et al. 

(2015) and Mas-Machuca et al. (2016), examined the effect of social support and 
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opined that social support is a defining tool used to monitor and ensured that a balance 

exist between employees’ personal and work life. Indeed, this fact is also supported by 

the affective commitment theory proposed by Allen and Meyer. In this theory, 

employee’s commitment to the organization was found to depend on the employee’s 

emotional attachment (Çakmak-Otluoǧlu, 2012). However, the finding is in 

contradiction with that of Au & Ahmed, (2016), whose argument is that supervisor is 

the main source of stressor in assigning tasks and setting dateline. Based on these 

findings, the company needs to design a principal task that has functions such as to 

support subordinates in achieving goals. The support can be either technical or 

psychological so that employees are able to achieve the targets set by the organization 

and have a happy feeling when carrying out the task. Also, high job demands at the 

work can create work stress and cause discomfort in the workplace which has the 

potential to disrupt the personal and family lives of employees. Through the 

supervisory support, work stress is reduced so that the work and family life of 

employees will be balanced. 

  

5.6 The Moderating Effect of Family Support  

Herein, the family support was used as a moderator to predict the strength of 

independent and dependent variables and to determine if family support contributes to 

the strength of the relationship or not. The moderating analysis conducted on family  

 

support indicates that is not statistically significant which means that family support 

has no moderating effect between reward, advance technology, job engagement, 

supervisor’s support and work-life balance in the public sector in Imo State of Nigeria.  
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The findings have shown that family support has no moderating effect between reward, 

advance technology, job engagement, supervisor support and WLB of working women 

in the public sector of Imo State of Nigeria. This was as result of the advent of 

technology and westernization which changed the social lives and values of the people. 

Family structures have disintegrated. Marital norms and values that held families 

together have been eroded. In the early centuries, most of the families have a strong 

family bond. Nowadays, Nigeria has no strong family ties and lacks expression of care, 

appreciation, commitment to support and sustain each other via frequent 

communication, helping others, flexible time with family and expression of opinions 

and ideas. 

 

 The result was found to be consistent with the finding of Jamaludin, (2018), whose 

findings conclusion showed that social support cannot be used as a moderator in a 

study between work and family conflict and family satisfaction. Specifically, it was 

observed that there exists no interaction between family satisfaction among private 

sector employees and social support with WFC and FWC. However, the findings are in 

agreement with previous studies, showing that supervisor support does not moderate 

work-family conflict with job satisfaction and family (Yildirim & Aycan, 2008). By 

these results, social support does not affect the work-family conflict experienced by  

 

private sector employees. The finding of this study contradicts with the findings by 

Hee, (2011) who suggested that family support provided to immigrant women plays 

the role of a moderating variable in relationship between parenting stress and 

depression.   
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5.7 Implications of the Study  

The present study on the WLB of working women’s life will help future researchers 

have clear understanding about the work-life balance and the influencing factors. The 

literature reviews some knowledge about the WLB to the people. There are some 

works in the literature whose results are consistent with WLB and its obligations, 

contributing to the future research. Furthermore, there are a validation of the theory 

within the past theories which are in agreement with the present study. Besides, the 

independent variables (reward, advance technology job engagement, supervisor 

support and family support) which are investigated were found to affect WLB. The 

results showed that job engagement strengthens the organizational performance and the 

work-life balance of employees, which agrees with the past study that describes the job 

engagement to affects the work-work life balance. This according to the present study, 

if the job engagement is high, there will be less of work-life balance in which the 

hypothesis is supported. On reward, it was found to be significant and showed positive 

relation, strengthening the relationship with work-life balance. This shows that high 

reward in an organization leads to higher positive work-life balance. There are prior 

findings which showed that the similar and consistent relationship appears among the 

reward and work-life balance which showed significant and positive relation.  

 

As affirmed in the beginning of this Chapter, work-life balance is beneficial to both the 

employee and employers as it enhances the understanding of the need for a healthy 

balance between work and family responsibilities. Moreover, the key appraisal of the 

connecting factors that influence the working women’s work-life balance is that it has 

important practical implication on the organization and family. This decision is critical 
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since the management side is influenced by the challenges of WLB, diminution in job 

satisfaction, stress in the workplace and psychosomatic effect. From this study, job 

engagement, reward, advance technology and supervisor support are some of the 

interpreters to WLB of working women in a public sector. From the past research, the 

high level of job engagement in an organization is attributed to the low level of WLB. 

Also, the reward does not give the significant value towards the work-life balance of 

working women. Similarly, the employee’s performance is closely related to higher 

supervisor support towards their work. This explains the observed decrease in 

work-family balance. The working woman with low level of advance technology 

experiences increase work-life balance while the family support increase shows that 

there is less in work-life balance among working women. Conversely, the family 

support cannot play the role of a moderator among reward, job engagement, supervisor 

support and dependent variable rather functions as a moderator towards advance 

technology and work-life balance.    

 

However, studies have shown that the public sector shows less commitment and 

readiness to provide flexible work arrangements for her employees. Therefore, 

organization can provide work-life policy like a flexible working hour for the 

employee to handle work and family duties adequately. By this, the staff can handle 

their work and manage their family routine such as taking and picking of their children 

to and from the school. 

 

Furthermore, organization have to implement work-family day where the staff can 

bring their family members together to enjoy their family day and not only consider 
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about the work but got time to spend together with their family members and working 

people. For example, family day or family trip also can be launched in public sector to 

make the employee balance their work and family roles.  

 

5.8 Limitations and Future Research   

In the course of this research, some limitations working on the work-life balance of 

working women in a public sector in Nigeria were identified.  First, the present study 

was done by conducting a roundly study design where the data collection was done at 

one point of time. Consequently, it can recognize that by considering a longitudinal 

study design in the future research in which data collection would be done at different 

points in time, which helps the researchers in establishing a more reliable conclusion 

based on the population and the founded methodological limitation. Besides, the the 

targeted participants in this study are working women in the public sector of Imo state 

of Nigeria moderated by family support, focusing on the factors that inhibit work-life 

balance. By this, it was therefore not credible to generalize the results of the present 

study. Based on this fact, the future study is suggested to be handled with the 

collection of data from the various targeted populations of people such as working 

women in the private sector instead of restricting the population to the public sector.  

 

Also, the study was conducted with the small number in sample of respondents to be 

tested in getting the result from the working women in the public sector in Imo state of 

Nigeria. The sample is recognized as small since the employees are busy, making it 

hard to get the information from them. It was recommended that future research in this 

topic should be done using large sample of respondents which is needed to gain the 
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best result or finding. Next challenges for the present study is among the 304 women 

who answered the questionnaire is estimated at less than 30 years old is consider as 

young and there are 100 employees with experience in working environment in 

between 2 – 5 years which represent that they are newly involve themselves in the 

working area. Hence, for the future research, the researchers can conduct their study 

with the experienced people than young people and choose more respondents whom 

are more familiar with the working environment to get the best result and findings.  

 

5.9 Conclusion  

This study explored the work-life balance among working women in the public sector 

of Imo State of Nigeria, and determined the influence of the reward, job engagement, 

advance technology and supervisor support on work-life balance. It further 

investigated the moderating effect of family support on the reward, job engagement, 

advance technology, supervisor support and dependent variable. The achieved results 

presented a good understanding and the impact of reward, job engagement, advance 

technology, supervisor support and family support on work-life balance of the working 

women. By this, the work-life balance can be avoided if the employers practice the 

awareness in managing their time, work and family, and to manage the appearance of  

 

imbalance in their life. The employees therefore must level of work-decrease the large 

work-life imbalance, in order to avoid its attendant negative effect on their work and 

family lives. This can be done by creating more job satisfaction without which may 

lead to stress, poor health – both physical body and mental and it will affect the family 

relationship. There is some understanding that can be gained or adopted from the 
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findings based on the WLB among working woman in the public sector in Imo of 

Nigeria, which can contribute to the future researcher. Additionally, the employees can 

consider the “Wall Street Journal and Business Week” since the journal publishes 

articles weekly and are dedicated on the work-family balance (Brady, 2004; 

Shellenbarger, 2004). Finally, interested researcher or employees may focus on other 

books which are related to the work-life balance (Jacobs & Gerson, 2005; Moen & 

Roehling, 2005). 
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Appendices 

 

Factors that Affecting Work life balance of working women in a public in Imo State of 

Nigeria   

                               Section A  

General Information  

Please specify your answer by placing a (√) on the relevant answers provided. The 

following questions will be used to determine our sample general information. 

 1.     Gender  

          Female 

 

2. Age    

          21-30    

          31-40 

          41-50  

 

3.Marital status?       

           Married Woman        

           Married Woman  
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4.What is your level of education?  

           High school certificate 

            Degree certificate 

              

 

 

5.How many children you have? 

            Woman with children 

            Woman without children 

  

6.Which ministry are you working?                                             

            Ministry of Education 

            Ministry of Agriculture 

            Ministry of’Land and Property 

            Ministry of Finance 

 

7. How much is your salary ? 

             L4 -L5 20,000 - 30,000 

             L5 -L7 30,000 - 40,000 
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Factors that Affecting Work life balance of working women in public sector in Imo State 

of Nigeria.   

Section B: 

Dependent Variable  

This section is seeking your opinion regarding work life balance in public sector. Please 

circle your answer for each statement using 5 Likert scale [(1) = strongly disagree, (2) = 

disagree, (3) = neutral, (4) = agree and (5) = strongly agree] 

 
Work Life Balance 

 

.  

                             

Independent Variable  

    Statement Strongly 
disagree 

Disagree neutral Agree Strong
ly 

disagr
ee 

You have difficulty concentrating 
on your work because you are 
preoccupied with domestic 
matters. 

1 2 3 4 5 

You are irritable at home because 
your work is demanding 

1 2 3 4 5 

Your organization takes initiative 
to manage work life of its 
employees 

1 2 3 4 5 

You are not able to balance your 
work life 

1 2 3 4 5 
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This section is seeking your opinion regarding the factors of Reward, job engagement, 

advance technology, supervisor support and family support.  Please circle your 

answer for each statement using 5 Likert scale [(1) = strongly disagree, (2) = disagree,  

 

(3) = neutral, (4) = agree and (5) = strongly agree]  

Reward: 

 

Job Engagement 

    Statement Strongly 
disagree 

Disagree neutral Agree Strong
ly 

disagr
ee 

There is really too little chance for 
promotion on my job 

1 2 3 4 5 

I am not satisfied with the benefits I 
receive 

1 2 3 4 5 

I do not feel that the work I do is 
appreciated 

1 2 3 4 5 

I feel unappreciated by the organization 
when I think about what they pay me  

1 2 3 4 5 

I don't feel my efforts are rewarded the 
way they should be 

1 2 3 4 5 

    Statement Strongly 
disagree 

Disagree neutral Agree Strongly 
disagree 

At my work, I feel that I am bursting 
with energy 

1 2 3 4 5 

I find the work that I do full of 
meaning and purpose 
 

 
1 

2 3 4 5 

Time flies when I‟m not working 1 2 3 4 5 

At my job, I feel strong and vigorous 1 2 3 4 5 

I am enthusiastic about my job 1 2 3 4 5 

When I am working, I forget 
everything else around me 

1 2 3 4 5 

My job inspires me 1 2 3 4 5 

When I get up in the morning, I feel 
like going to work 

1 2 3 4 5 
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Advance technology 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
Supervisor’s support 

I feel happy when I am working 
intensely 

1 2 3 4 5 

I am proud of the work that I do 1 2 3 4 5 

I am immersed in my work 1 2 3 4 5 

I can continue working for very 
long periods at a time 

1 2 3 4 5 

To me, my job is challenging 1 2 3 4 5 

I get carried away when I am 
working 

1 2 3 4 5 

       Statement Strongly 
disagree 

Disagree neutral Agree Strongly 
disagree 

Using new technology 
in my work improves 
my performance and 
enhances my 
effectiveness 

1 2 3 4 5 

Using new technology 
in my work improves 
my productivity 

1 2 3 4 5 

I rely much on 
technology for my 
work. 

1 2 3 4 5 

Due to the demands 
of my work, advance 
technology interferes 
with my work-life 
balance 

1 2 3 4 5 

My supervisor 
strongly supports me 
to use new 
technology 

 
 

1 

2 3 4 5 

    Statement Strongly 
disagree 

Disagree neutral Agree Strongly 
disagree 

My manager shows me how to 
improve my performance 

1 2 3 4 5 

My manager let me know how well I 
am performing 

1 2 3 4 5 

My manager utilizes a variety of 
methods to assist me with my 
development 

1 2 3 4 5 
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Family support 

 
 
 
Appendix C: Total variance explained  

Total Variance Explained 

Component 

   Initial Eigenvalues 
Extraction Sums of Squared 

Loadings 

Rotation 
Sums of 
Squared 
Loadingsa 

Total 
% of 

Variance 
Cumulativ

e % Total 
% of 

Variance 
Cumulative 

% Total 
1 9.251 23.719 23.719 9.251 23.719 23.719 7.963 

2 7.080 18.155 41.874 7.080 18.155 41.874 6.238 

3 3.331 8.541 50.415 3.331 8.541 50.415 5.634 

 My manager views developing 
staff as an important aspect of 
his/her job 

1 2 3 4 5 

My manager has the skills to coach me 
effectively in my development 

1 2 3 4 5 

Statement Strongly 
disagree 

Disagree neutral Agree Strong
ly 

disagr
ee 

My family will tell me what I want 
to do is right 

1 2 3 4 5 

My family will give objective 
feedback that helps me know how to 
deal with problems. 

1 2 3 4 5 

My family will concern about my 
happiness and healthy 

1 2 3 4 5 

My family will help me when I am 
in trouble, what makes me feel 
better 

1 2 3 4 5 

My family will make me relax when 
I feel exhausted 

1 2 3 4 5 
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4 2.711 6.952 57.367 2.711 6.952 57.367 5.820 

5 1.585 4.063 61.430 1.585 4.063 61.430 5.398 

6 1.450 3.717 65.147 1.450 3.717 65.147 2.693 

7 1.256 3.221 68.368 1.256 3.221 68.368 3.251 

8 1.238 3.176 71.544 1.238 3.176 71.544 2.226 

9 1.023 2.624 74.167 1.023 2.624 74.167 1.700 

10 .904 2.317 76.484     

11 .775 1.988 78.472     

12 .727 1.864 80.336     

13 .703 1.801 82.138     

14 .644 1.652 83.790     

15 .587 1.506 85.296     

16 .559 1.434 86.730     

17 .517 1.326 88.056     

18 .447 1.147 89.203     

19 .387 .992 90.195     

20 .368 .944 91.139     

21 .341 .875 92.014     

22 .331 .850 92.863     

23 .309 .792 93.655     

24 .272 .697 94.352     

25 .263 .675 95.027     

26 .236 .605 95.633     
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27 .216 .555 96.187     

28 .207 .532 96.719     

29 .185 .474 97.193     

30 .165 .422 97.615     

31 .162 .415 98.030     

32 .153 .393 98.424     

33 .127 .325 98.749     

34 .111 .285 99.034     

35 .103 .265 99.299     

36 .096 .247 99.546     

37 .089 .228 99.773     

38 .054 .138 99.911     

39 .035 .089 100.000     

Extraction Method: Principal Component Analysis. 
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