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Abstracts

The primary aim of this study was to investigate the effect of work family conflict on women in

selected organizations in Gusau L.G.A, Zamfara state. The objectives of the study was to

examine the causes of work family conflict on women bankers, effects of family obligation on

the career advancement of women and the relationship between work family conflict and job

performance. The Border theory was used as the theoretical foundation of the study. Structured

questionnaire was used as the ¡mmary instrnmenn,f data colÍ?cifon. The study made use of a

sample of 126 female bankers from selected 8 banks. The findings of the study revealed that

financial stress and presence of children are the major causes of work family conflict. The study

also found out that family responsibilities, maternity leave are the effects of family obligation on

the career advancement of women in the banking sector, and also there is a negative relationship
between work family conflict and job performance. The study recommends that family and

social support be given to workers. On the part of the organizations, banks should ensure that

female staff are not overloaded with tasks.
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CHAPTERONE

INTRODUCTION

I.I Background of the Study

W,,rk-family conflict has becoming a pressing issue in almost all countries. Research

cx:irnining work-fomily conflict has increased in recent years. Work and family play an

irnpnrtant role in an indivi<lunl's lile. Jndividuah experience colltlict when trying to balance

the roles between work and fomily (Boyar. S.L .• J. C .. Mosley. D.C and Carson, 2008; Day

:mel Chamberlain. 2006; Grec:nh.\!\JS and Bcutell, l 985). The eonÍTict arising between work and

family is k1wwn as work-fomITy conflict.

The rcsc:ird1 un wurk-fomily conflict has been largely conducted in Western countries such as

E11n1pc, America, Austrnlia :ind Canada. In Europe. Kotowska, ct al. (2010) reported that over

?.5 ti,;¡ or Europcrn1s experienced work-family conflict and more than 90 % women

experienced the contlid in both directions. In Canada, Duxbury and Higgins (2005), reported

that more than 30 % of Canadians have experienced high levels of work-family conflict and

c,pprnx.imately 40 % of Canadians reported at avcrnge levels. In Australia, Wilkins, et al.

(2019) reported that 26 % tif .fathers and 25 % of mothers experience mid-range levels of

work-fomily conflict.

Work family conflict"is·--tran,:fo1ming into a sérious _issues both in emerging and

de,·cl,,pcd economics. Work family conflict is the common and persistent issue of

c·<lnternpurnry lile in many n,1tions. Work fomily conflict is defined as a phenomenon which

presents the extent to which an individual's perception participation in one role interfere

his/her ability to meet the responsibility of another role (Franc. 2000). Work family conflict is

a form of inter role contlict in which the role pressure from work and tinnily domain are

1



nrntuully inL"tm1pntiblc in some respect that is, participation in one role interfere his/her ability

to mwt the responsibility of another role und also participation in work role is made more

dillit:ult by virtue of pnrticipãtion with family ?ole -(Bethgc ?nd Bom!,>raber, 2015). Work

family conlli<:t is <:onsidcrccl bi-dircctillnal. wcrê family can interfere with work i.e family-to-

w,,rk <:ontlict and work can i;,t?;:t"crc with fomily i_c w?rk-fümily-cont1ict (Mathews, Sowdy

anJ Barncs. 20 I l ).

\V,,rk family conllict a!focts the ability of a worker to fully participate in work force

(Kt:cnc and Qu,1dagno. 2004). Partirnlarly this sort of inter-role conflict may lead to family

strain t lfong Kong By-Census, '.ê0U I). According to (Fronc and R, 2000). Family distress,

family ov<:rload and fornily commitment foster family-to-work contlict. For the women,

family and work arc both impo11ant. Women experience work-family conflict, as their

intc:gr,!tc pari of work. both their experiences arc not ncccssa,jly the same as they frequently

have úiffcr<:nt cornrnitmcnt in both work and family arenas (Bago7-Zi, 1978; Frone et-al;

1992)_ Prufounú d1angcs-intl1<: world of work in !eccnt tlcc,¡dcs, such as rising nwnber of

women in c?trccr activities have stimulated mut:h research on work-family conflict (Grywacz

ami Marko, 2000).

Th,; 1.!'1USCS of work-family conflict arc derived from work demands and family

dmiands ¡ Bcirnctt, l 999; Boyar, ct al.. 2008). In view of work demands, many studies have

reported that long working hours and high workload arc the main causes of work-family

cL1nllict (Lingard and Francis. 2004; Turner and Mariani, 2016; Khurshced, Mustafa, Arshad,

201 S). The fomíly demands pc11ain to the presence of children, dependents care

responsibilities and houscli!)ld_!csponsibilitics
are relatively salient for work-family conflict

(Grzywacz. 2000; 2007). Financial stress also 1:ads _10
work-family conflict due to rising of



household expenses (Ponnct,
?O_IJ_; Young and Schicma?. 2012): .:-

\Vork-family conflict demonstrates negative impacts on individuals. families and

cmpltlyCrs. Long working hours, tight deadlines and high workloads causing employees to

suffer high levels of workpluce stress (Campbell, 2006; Watts, 2009). This significantly leads

to low _job pcrformtrncc and productivity (Leung, Chan and Dongyu, 201 I; Avery, 2011). The

employees also faced job burnout due to extensive of work and fomily responsibilities

1Ling,11ll and Francis, 2004; Wu, 2018). The work and fomily demands may interfere with

personal life and lend to low life satisfaction (Arora, Hartman and Stoner, 1990; Kim and

Clwo, 2001 ). The existence-of work-family êonfüct has ·i1?Íluenced family relationship

bc1wccn parent anel child,_ fe:!:_ example. less interact_ion airtong family members after work

(Cinamon, Weisel and Tzuk, 200'.7-).

The need to augment family support systems has lc<l to women to gradually measure

up with their male countc1l)arts in pnid employment especially in the banking sectors
;

a place

híthc:rtu dominated by males. The progressive increase in the number in women in the

b,mking system has been articulated by (Aigbojc 2012). According to her, prior to 1977 when

lhe Nigerian banking sector was dominated primarily by the British owned banks such as

13,irdays Bank and Standard Bank among others, female bank employers work as cleaners, tea

girls or secretaries, with little or no change in the 1977-1988. However, post 1988 era saw the

dcrcgulation of the bankin,;i sêcior lca<li?g to signific;ncc increase in the number of bank in

the country tmd female cntra11ts into lhe sector. 10,lay, it is t; ti,ct that no other profession in

Nigeria hag k:vcrngcd the potcnfüíTs of women like Nigc;ian banking industries. Women now

constitute about 12% of the banking and tinancinl sector (Mordi, Adedoyin and Ajonbadi,

2111 I).

-



\Vorking in the banking sector can be economically and personally rewarding but it is

Hlso cume with risks. responsibilities. challenges and uncertainties that dovetail to influence

_iob pcrli.,rmance. This is work for women given that they arc care-givers in families with
primary responsibilities for the need of the children and increasingly elderly parents. This
situation account for the frequent tension that arises bctwc':n work and family due to

,1ssociHtcd time conflict between the two domains. high level of emotional commitment to

both Hml limit in the amount ,l!-timc and physical cnc:rgy available ...

1.2 Statement of the Problem

lntcrpl,iy of factors such as expansion of technology. demography nnd economic

C<>llllitiuns ui" fomilics continue to rl,1ce demand on women to seek paid employment.

.\cwrding to Kumar and Sundar (2012) factors sud1 as death of bread winner, sudden foll in

family incumc ur inadequate fomily income account for key push factors for women to seek

empluymc11i.

The growth of women in paid employment is strongly felt in the banking sector more than any
other sector in the third world countries especially jn Nigeria with- significant concern over the

rnn11ict uf roles in work anel family domains ('.\iigbodc, 2012). However. the research into
lcmalc rule con!lict has been n}OS? carried out intcHithcr societiés"(Robcrt and Robert 2011:

Sclvcragun, Coling,ir and Singh. 2013). Nevertheless, even foreign studies in work-family
co11/licts h:1w foiled to show how this affoc:tsjob performance in industry.

The empirirnl scc1wrio is even worst in Nigeria where studies on work related issue
h,in: rncrdy focused on workers welfare and motivation rather than role conflict. Scholars
like Olagbcgi ,incl Afolabi (2004), Opckc (2008) and Faclahunsi (2013) have all shown that

motivntion through pny and non-pay incentives have the capability to increase job
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performance. It is in the light of the foregoing that this study intends to fill this empirical gap
by examining the impact 01' work-family role contlíct en the Job 'perfonnance of women.
! .3 Research Questions

_

The l,,lluwing questions would b'tlitlc tlw study:
I. What arc the causes uf work family conflict among women bankers in Gusau?

' To what level docs a family obligation influence career advancement of women?
IVl1at arc the relationships between work-family conflict and job pcrfonnance of women
bank?r:l.>

I .4 Research Ob,icctivcs

The aim of the study is to examine the impacts ofwork-fomily role conflict on women
in selected b:mks in Gusau local government of Zamfara State, Nigeria. Essentially, the
objectives 0fthc study arc to:-

--

1. To cktcnninc the causes of work fomily conflict among women bankers
0 To examine the effoct ot'family obligation on career advancement of women
J. To examine the rc/ntionship between work family conflict and job perfonnance

1.5 Significance of the Study

The result of this study is beneficial to the banks faced with the challenges of work-
family conflict and female career auvanccmcnt. It has been observed that work-family
conllict inlluencc foma/e career advnncemcnt at the top management cadre in most banks, the
,·csults of this study serves as a wakeup call for female professional to balance between work
and family ,·csponsibilitics to achieve

sclf-fi.ilfillm':_nt and caree? o,bjectives.
The results of this study provides information for employers and women seeking:,dvanccnicnt in the workforce by highlighting laws arnl

po_ljci_es that hinder women's



progress. social and cultural constraints that women must cope with, as well as logistic dailyc:h:ilkngcs women focc in cconon1ic and societal development in Nigeria.
The study f-indings t11ay also Ji¡1vc significance for social change. Alhassan and

:\kudugu (WI?) posited the cc:onornic status of women as the key variable to the solution of
the poverty crisis in Ati-iea and other poor nations of the world. The need for the active
involvement of women in the economic and developmental activities in Nigeria is imperative

cts many Nigerians arc still Jiving in abject poverty; Ali-Akpajiak and Pyke (2003) revealed
that 70% üf Nigcriuns lived_ b?l_(lw the poverty line. Although· an•inereasing number of women
hc:vc jc>incd the workforce in Nigeria, many laws that work. ag¡1inst women hamper progress,which mc,ms the climate in thc_workforcc is not-as eoncluci'vc'lo promoting progress of
women ,1., it is for men (Nycwusira & Nwckc. 2014).

The results of this study also provide insight and understanding on the strategies
,ck.:tcd executive wumcn use in managing family responsibilities without hindering their
,·cll'ccr c,dvancemcnt. Stc,kcholdcrs can use this infonnution to encourage other women to
nwkc informed decisions about their c<1rcers mid fomily responsibilities and to affect change
in 1!1c strudurc of the workplace, government policies, community structure, and cultural

climate. Policy changes thnt accommodate nnd recognize women's dual roles in the home and
as employees could help womM maintain careers in higher-wage earning jobs and in more
¡m:stigious positions. Most ir11portantly, the results qf this study can serve as a basis for the
sut:i:11 ;,nd cultural ch,mgc of-cxj}ectatiorrs for wo111cn 'in the workplace in Nigeria This
c:hangc may emerge by challenging current views that mothers cannot be productive
c'rnployecs, while providing the information employers and other institutions need to fully:iu:ommu{bte Nigcrían women in the \Vorkforcc.



J.(, Scope and Limitation of the
Study

TIH: gcographie,11 scope or the study 1·" i·cstr1·,,tcd to o .. L
1 , _ f

- ,, 0 l!Sdu oca Government ~ea oZam fora State. The academic scope of the study focused on the influence of work familyc:onilict on career of women in
C'ó111rnercial Bank of Gusau metropolis, Zamfara State.Nigc:ri,1. The Sludy consisicd-of all women bankers in Gusau Local Government Aiea ofZ:1m fora St:1tc.

l.7 Definition of Concept

\Vo!'k-family conflict: ls a form of role, based contlict in which the responsibility pressures1-,.um the 1,unily domain arc mutually incompatible in that involvc:mcnt in one role (home) is
111:ick mor,· C<llnplic,1tcd by involvement in anotl,cr rnle (work).
(Grc:cnlrnu,, Tammy, and Specter, 2005).

Organization: Refers to a collection of proper, who arc involved in pursuing Defined
ubjc:clil"t:s. It can be understood as li socinl system which comprises all formed human
rdutionships.

Family obli¡(ation: Is defined as the ability of u person to suppo11 a dependent child or any
t'ihcr member of the pci'son's immediate frun.ily (Anti-_Dis.crimination Commission

Q11ccnsl,111d, 20 I 3).

Job Performance: Is li means to reach a goal or set of goals within a job, role, or
,irg,1ni/.:1liuns.

C.trccr Adrnnccmcnt: Is he prnecss by which professionals across industries use their skills
.ind detcnnination to achieve new c,arcer goals and more clrnllengingjob opportunities.

7
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CHAPTERT\\'.O

LITERATURE REVIEW
2.1 Introduction

This chapter is concerned with the literature review anel theoretical frame work. The
chapter is discussed Linder tl1c Joi lowing sub-heading: Work family conflict. causes of work
fomily cunl!ict, efl.:ct of fon1ily obligation on career advancement, fiinns of work family
,·unllic·t, work fomily cc>nilict nnd job rcrformancc, empirical review and theoretical frame
work.

2.2 \Vork l<:1mily Conflict among Female Bankers
The lcnn Wül'k-fümily conflict is conccptuali;,cd by Grccnhaus and Bcutell (1985) as

":, type uf int.::r-rolc conflict itLwhich the role pressures fro1n· ?vork and family domains are
mutu:illy i11co111patiblc in some respect". In otl:cr words, work-fomily conflict arises when
lh?t·r.: an.: :--imult:.rncous pressun.;,s f!;2m both_work nnd-fnmUy rolei VVork-fomily conflict is bi-
di1wti011al where one can affect the other. In some research. work-family conflict was
d"tin:c:u1shc,d into work-to-fomily conilict and ü1mily-to-work conflict (Franc, Russell and
Cuupcr. i 'l92: Nctcmeycr, Bole, and McMurrian, I 996: Carlson and Kacmar, 2000). The
fonnl:r i.'l tl1e conflict urising \Vhl!n wurk demands interfere wíth fomily demands whereas the
L.lfti:r is the conflict arising when family dcmnnd? interfere wlth work demands.

While the conflict between work and family responsibilities has become a growing
n,·ca or study, the tension that female bankers experience between their domestic role and
work responsibilities has réceivcd little attention. However, two recent American studies
reported thut female bankers £.xpcricncc. significant conflict between their work and domestic
mie (Stuncr. 1990 and Parnsurnman, l 999). Stoner- ( 1990) cxan,fncd work-family conflict
,unr,11:; 9? women bankers ¡11 the Bank of America uncl the Luciana Bunk. The mean ages of

8



respc>ll(knts were 47 years. Most respondents (62 %) were married, and the most common11umbcr or children was une child. Their nvcrngc work hour per week was 48 hours. Stoner
(

I ')'JO) discovered thut marital status. number of children, and number of hours worked were
1w1 signdicantly correlated with

work-family .:onllict and did not enter in their regression
cqualio11 on work interlercncc with family. On the other hand, these researchers found that
what did enter their regression analysis or equation on work interference with family was
employment, happiness, age and nu1nbcr of years married.

On the other hand, lile salisfüction, work satisfaction, scll'?wo11h, happiness, and
li11,111cial health were ncg,iiivcTy related 10 work intcrlcrcncc witbfomily. Lifo satisfaction was
positively related to work sutisfoction, and both were strongly related to self-worth.
Funhcmwn:, financial hc,ilth of the bunkers was closely related to life satisfaction, job
,,,1isl,1ction and sc11:worth. Stoner ( I 990) concluded from their results 1hat fomale banker's
L".\JlCl"Íences of work inkrtúcncc with family were not related to their family size or structures
or the ,unllunt of time they spent at work. They also concluded that perceived bankers'
success a11d the ctc:companyin:; sense of scJt:worth, job sntisfoction anel lite satisfaction are
likely to rcúucc levels or work-family role conflict.

Similarly, studies conducted by Parasurmpan
_(

I 999) compared experiences of men
,111d wt1mc11 bankers 011 work-fomily role conflict. and tests a model of the direct and indirect
clfrcts uf \\'llrk and fomily variables <lll c,irccr satisl[tction, family.satisfaction and life stress.
P,1r1icipa11ts worked at least 42 hours a week and fell between 35 and 45 years. Of the ¡ ¡ l

rcspundcnts. 69 were rnen and 52 were women. A large number of variables were included in
this _,tudy. including work-role overload, job involvement, parental demands, and family
suppon as independent varinbks. time commitment to work and time commitment to family

9



as one s<.>t of intervening variables k
-

-
· Wor mtcrferen.ce with family and family interference withwork as a second set of

intervening ·

blvana es, and career satisfaction, family satisfaction, and
I ifc stress as the dependent variables.

The results indicated that schedule inflexibility, work-role overload, and job
in vol vcrncnt. and instrumental suppor·t ¡· to tu· ne

_

-

roITJ_ spouse werç. positively related
commitment lo work. Parental 4cmands, family involvcmcntánéi instrumental support from
spouse were positively related to time commitment to family.

Severn I aspcc:ts of fon1ily structure arc associated with work-family conflict including
de¡m1dcnt can; responsibilities, especially care for the elderly, <.>hildrcn with disabilities or
adults and life 9de stage. Duxbury and Higgins (2003) found that employees with dependent
care rcsponsibil itics report higher levels of work-to family conflict. The presence of children
in the household has also been positively related to work-family conflict (Camicer, Sanchez,
Perez, &J imencz, 2004 ). Employees with youngest child aged less than three years
experienced more work-to-family conflict than those with youngest child aged three and

,ibovc (Aminah. 2008). Lu cLal. (2009) found that working· mothers with younger children
would experience more worlZ-torumily conflict than tho-se with older children.

2.3 Causes of Wo,·k-Family Conflict

The primary causes surrounding work-family conflict were work demand and family

demand (Barnett, 1999; Boyar, ct al., 2008). Long working hours, excessive workload and

schedule inflexibility are the causes that arise from work demand. The causes arise from

family demand include presence of children, household responsibilities, dependent care

responsibilities and financial stress.



II

2.3.1 Work Demands

Boyar. S.L., J. C., Mostey D e
·

' · and Carson, (2007) defined work demand as "a global
perception of the lcv<:l and intensity responsibility within the work domain". The demands
from work create difficulties fo k" ·r Wor 1ng women l!1 balancing the role between an employeeand a mother or a daughter J11cr·"·tsed k I d

· º' wor
< cman s may lead to ¡,?·eater work-family

c:unllict. The work demands th t

,

t •·b · ·
·

·

• a con 11 utc to work tam1ly eonthct are long workmg hours,
cx<:cssivc workload and schedule inflexibility.
2.3.2, Long Working Hours

Many researchers contend that long working hours increase work-family conflict
(Adkins and Premeaux, 20 I 2; Di Renzo, Greenhaus, and Weer, 201 l ). The recent study by
Kisi (2019) revealed that

M(lG°):"lia has lhe seconcl highest munber of people (22 %) working
more than 4S hours per week. The employees in construction industry tend to work longer as

compared to other industries. According to Lingard and Francis (2004), the construction
employees commonly work six days each week on site in Australia. Tunji Olayeni, (2017)
also reported that female professionuls in Nigerian construction industry worked more than
the slipulatccl 8 hours per day.

The reasons of construction employees work long hours arc excessive of workload and

light project deadlines (Lingan.l, Francis and Turner, 2010). Turner and Mariani (2016)
carried out an interview with construction project managers in Australia fotmd out that Jong

working hours contributed to work-fomily conflict. Berger .('.WJ.8) also reported that working
. k ienced greater work-fanlily conflict. This is because

mothers spend more time at-wOF cxper

work commitments limit j!Je time and energy to be devoted for family role.

11



2.3.3 Excessive \Vorkload

The work-rclntcd stress main) .
·

•

Y ,mses from excessive workload. A research carried out
by Wm1rooy. (2013) revealed that ti .

·

.
,

.
ic m,uo1 reason for employees to work overtime was due

to excessive workload. The
cm¡,1 ,. ., .

.
-oyces rue otlen bemg forced to work overtime m order to

mee! lhe deadline. Yildirimand and Ayean (2008) found out that work overload have resulted
in work-family conflict among fonnle nurses 1·11 T ·k A 1

·

d' ¡ 1 d 'ed t b
? '

- ur ey. ong1tu rna s u y cam ou y
Lu and Kao (2013) also

1<oi1'1!_cd out that excessive worklOâd was positively associated with
work-family conflict.

Dugan. Matthews and Burnes-Farrell (2012) found out that the employees with high workload
arc more likely to intcn-upt family domain in negative way. The extensive demands from

work causing women to have less time for the family. The conflict may arise when the

employees do not munagc their work and family balance.

2.3.4 Schedule Inflexibility

Most of the companies in Malaysiu arc still practicing regular work schedule. The

employees have no authority in determining the time they arrive at and leave work. This

ercutcs problems for w,,rking women in fülfilling their family responsibilities. Grant, Wallace

and Spurgeon [2013) reported· that inflexible of w,,rk schedules contributed to work-family

conflict. 1\rycc ( 1992) also revealed that schedule inflexibility was resulted in work-family

conflict among professional women in Singapore. The recent study in Pakistan reported that

42 i.,0 offrmalc employees a¡,'Teed inflexibility of work schedule leads to work family conflict

(l(hurshccd, Mustafa, Arshad. and Gill, 2018).
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111c working mother
always prefers to have flexible work schedules with greaterflexibility. This is because women Worry that family responsibilities may affect their

performance in the workplace (Ado b lb .1
.

g o, ra um and Ibrahim, 2015). This can be seen in
when a working mother needs to get h,

¡

·

.

.
.

er e Hid ready m the mommg to school which causes
her to be I ntc tor work. H cncc the , k

·

- -

- '.__ \\ or ¡ng womnn may experiCflce strain on her role as an
employee and a mother with the rigid schedule.

2.3.5 Family Demands

Boyar, ct al. (2007) de lined family demand as "a global perception of the level and
intensity responsibility within the farnily domain''. Many studies examining family demands
as the predictors of work-family conflict This is because women experience greater work-
family <:untlict when the family demands arc higher. The family demands may affect the
can:cr decision making for women. The family demands that contribute to work-family
conflict are household responsibilities, dependent care responsibilities, presence of children
unJ financial stress.

2.3.6 Dependent Care Rcspansibilitics

The dependent ca,-c responsibilities are higher for manicd women due to having two

sicks of families. The National Population and Family Development Board (2016) pointed out

that most of the married women arc providing daily necessities to their parents and parents in

law. Duxbury and Higgins (2005) found out that women report higher levels of work-family

c:ontlict with two sets of family responsibilities. Kossck, Colquitt and Noe (2001) argued that

tile ,.,,1." 'b'I' ·

t· Ider ftmily members have a !,'feater impact on work-family
,. ? rcsponst t ttlcs or e ,

conflict than caring for children. Glavin and Peters (2014) found out those Canadian

·b·¡·
·

faced high levels of work-family conflict thanemployees with curcgi ving rcspons1 1 ttles

13
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those withoLit c?rcgiving
r?sp_<!nsihilities. Research indicated that the stress arising from work

and cider care responsibilities resulted to low job pcrformaiice (Shennan and Reed, 2008;Scott. Hwang and Rogers, 2006 ).

The research carried out by Mciner anel Lueckenotte (2005) also revealed that
67 o.¡, of caregivers faced problems in balancing of work anel care responsibilities wruch have
led to low job productivity.

2.3.7 Financial Stress

Financial stress is n common problem among married couples. A family could not
survive without financial stability. The income levels of married couples may contribute to
financial stress (Wilmniih, Seay and Britt, 2015). It was found that financial stress increases
the contlíct between work and family (Ponnet,- ct al., 20i'3). -Young and Schieman (2012)
revealed that higher levels of financial strain were resulting in greater amount of work-family
conflict. The research carried out by National Population and Fainily Development Board

(2016) reported that women experienced financial stress particularly on children's education
und housdiold expenses.

Financial stress can negatively influence marital outcomes (Dew. LeBaron and Allsop,
?O 18). It was found that Jinancial stress is one of the leading causes of divorce (Dew, Britt

nnd Huston, 20 l 2). ln addition, the financial stress may arise when having spouse with a

chronic or frequent illness. Fettro and Nomaguchi (2018) found out that the spouse with poor

physical health; poor mental health and behavioural disorders were positively associated with

Work-family conflict.

14
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2.4 Effect of Family Obligations on Career Advancement
Family obligation is defined as the ability of a person to suppoit a dependent child ornny other member of lhe person's immediate family (Anti-Discrimination Commission

Queensland, 2013). Immediate fa111ily of a person lllcans the person's spouse or formal
spouse; or u parent, grandparent, grandson, grandchild or sibling of the person or the person's
spouse or former spouse. Spouse of a person means the person's husband or wife.

It refers to a collection of attitudes and behaviors rebted to the provision of support,
assistance. and respect to famil,)! members (Fuligni &.Tseng, '2014). Females assume added
responsibilities on the roles and duties they perfonn in the family. Family obligations hinder
women's ability to advance in their career. As a result of female nature, they tend to face
cscal,1ting chnllcngcs in their careers progression at corporate ladder when compared to their
male counterparts. Due: tC> the above reason, female managers believe that they are unable to
utilize their full potentials well and arc forced lo make career trade-off as a result of work-
fomily conflict. This has constrained them to take up top jobs at senior executive level, while
their !llale counterparts dominate over them (Anyakoha, 2013).

In African society in particular, traditions have placed great importance on child

bearing and fomily suppor! as_2:0Jc andresponsihilitícs of women. It is generally expected that

women should take care offaniily responsibilities: ln the light of the above, Anyakoha (2013)
identifies fomalc role and responsibilities to include the following:

• 8Garing children,

• Preparing food for the family,

• Caring for family members,

•
Making financial contributions,

15
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, Supporting her husband in 1,
1

.cae
11ng their ch ·1c1

•
1 ren the culture of the society,, Mentoring of children anel .

correctmg misbehaviors,• Acting as a role model,

Furthcnnorc, Anyakoha (20!'1) ·c1 ·r -
· ·

?-
cnti ics male roles and

responsibilities in the following;acting as the head of the fomilv pr ·c1· t·
.

-
· ovi lllg mndy needs (e.g. food, shelter, clothing etc),protecting family me111bcrs anel showing love to tinnily members. Several scholars haveobserved that family responsibilities (s ·l ,¡ ·1c1 b

·
•

·
· uc 1 as e 11

-

canng) aftcct female participation or
involvement at the level llf 1nnnagcmcnt. Powell and Graves (2003) noted that in western
countries. female managers prefer manying without bearing children or remaining single to
assume leadership positions and compete fovorably with their male counterparts, who are
married with children. According to the authors' thinking, female assume added
responsibilities on the roles and duties they perform in the family. This has often times put
them at disadvantage especially where high commitment

_to duty arc expected from them

rarticubrly in bigger organizations which make it difficult to -balance between work and

family matters.

Powell and Graves (2003) identified that as a result of family barrier many

organizations have continuously looked down on female executive promotions or
·

· .. t ¡,1cJdcr •md most females have remained stagnated at either lowerappo111tmcnts 111to corpo1 .i e , ,

•

t t' a ¡011., time Several organizations have introduced training
or middle level managcmcn or o ·

,ct t enhance career advancement of female workers.and development programs targetc o

2.5 Forms of Work Family Conflict
.

1 b en identified by Grennhaus and Beutel] (1985)Three !01ms of work-family conflict rnve e

.

d flict and behaviour-based conflict. These threeWhich arc time-based conflict, strain-base con. -
·

..

16



fonns ofrontlict arc related tu, ·k
-

·vur and family demand&
2.5,I Time-Based Conflict

Time-based
work-family contr tic occurs when ti

.

. .

•

1c time devoted to work and family:ire 1m:ompat1blc (Greenhaus
,1

.,
B· • nu Clltcll 198S) r .

· '
· •me 1s a scarce resources. The employeeswho work long hours arc more like! ,) to have less time for families. The predictors of time-

based conflict arise from work demands •ir
¡

.
' e Ong workmg hours and schedule inflexibility.For example. the conflict arises wl • , ,· ien the employees unable to pick up their children due to

wt1rk ovcrtitnc. Similarly, the time involved in family demands such as household
responsibilities and dependent care ,·e· ·b·¡·.spans, 1 1t1es would reduce the time for work. The
example can be seen in which a working mothPr hav t t k l f b "-

__ . .
?

.
e o a e eave o a scnce to care ,or a

sid: child. The time demands· or\í'ork and family ¿?rnmitmcnts may contribute to stress and
result in strain-based conflict.

2.5.2 Strain-Based Conflict

Strain-based work-family conflict occurs when the pressure from work and family are

mutually incompatible (Grccnhaus and Beutel!. 1985). Strain-based conflict is widely used in

measuring work-family conflict. Excessive demands of work causes employees to experience

strain-based conflict in the form of dissatisfaction, absenteeism. anxiety. tension and fatigue.

The employees may fuce job burnout resulting from strain-based conflict due to physically

and mentally exhaust for the work. The strain-based conflict also arises from family demands

such :is presence of childrcn,-houschold responsibilities. dependent care responsibilities and

I-
•

.

b

-

,

·--:·
working mother suffering from stress when she have tornancral stress. This can e seen 111 a

1 k d 1 h ·r work deadlines at the same time. The strain-based3 ·e care of her sick child an to mee '-'

17



,onllict muy turn into bd1aviour-b• ,

<1sed conflict due .
.

. to psycholog1cal spill over in attitudes andbchuv1our.

2.5.3 Behaviour-Based Conflict

Behaviour-based work f .

1

-

ª1111 Y confüct refers to the behavioural interference in
pcrfi.mning both work and fomil

1
,Y ro es (Greenhaus and Beutell, 1985). It docs not involve the

conllicting demands of work and f: .1am, Y, The research carried out by Burke, Weir and
DuWors ( 1980) found out i'fiat the bel a

.

,-1
-

.

·

_
_

1 v1ou1a _patterns of .male employees at work are
incompatible with the behaviours in family environment. However. the behaviour-based
conflicts sddom include Work-family conflict research due to the difficulty in predicting the
'1ttitudc, value and behaviour ofan individual (Ling and Powell, 2001; Netemcyer)
2.6 Work Family Conflict and .Job Performance

Employees· job pcrfo1111ancc has been seen as a product of many variables like job
dissatisfaction, poor wages, job security, job satisfaction, job commitment (Ajala, 2009;

2012). However, job pcrfonnancc as one of the direct consequences of work-family conflict
has been examined by researchers like Fron e, Russell, and Cooper, ( I 997), Karatepe and

Sokmcn. (2006) and Nctcmcyer, Maxham, and Pullig, (2005). 1l1ey found that there is

signiJ-ícant negative rclatio11shig_ between job performance and work-family conflict/family-

work wntlict. Franc
( 1997) established that there is significant relationship between work

family conflicts and job performance using a self-rated measure of job performance.

N 2()05) . I· found direct and indirect effects between work-family conflictctcmeyer ct al. ( .i so

.
. t .

I by supervisor. Karatepe and Sokmen (2006) found aand employee pcrtonnancc r,1 C(

-
.

•
.

_

1

.

b t , en both work-family conflict and family-work conflict?1gn1hcnnt negative rclat1011s 11p e '-C

0, k' ( 1998) found that there is negative relationshipWith job performance. Kossck and zc 1
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between the level of work-forní! Y conflict and job
·

d tliat Wllrk-t'a
·

¡

.
performance. Similarly, other researcherstovn ·

1111 Y conflict i
,· •

s

significantly and .
.

l. . negatively related to job satisfaction withl\!SUltant cl ect ot low job pcrfo- •- nnancc (Parasur.mll' 198 .
· <In 9, Rice, Frone, & Mc Farlin, I 992;;\lien, 2000).

Work-familv conflict w·is .

6.
· '· su Jectcd to low job productivity, low job satisfaction, high,1hscntceism and high turnover Ill the workplace (Achour, Grine and Nor, 2014). The

?mpl,,yccs may lack 11101iva1ion on k I
wor I uc to high demands from work. Prior research

found out that increased work stress I·· ,
.

. ..· • c,1ds to low Job pcrtonnance and product1v1ty (Leung,
Chan ami Dongyu, 20 I I

: A ve ·t .

¡ 70 . .

·

Y, e a,, - 12). The employees that often work ma stressful
c,,nJilíons and potential job insecurity would lend to low job performance and well-being
I Schreurs. et al., 20 12).

Khurshccd, ct al. (2018) revealed that the major constraints of work performance for

manic-d 11·omcn were househeld chores and fa1ñily commitments. The results indicated that

inwmpa!ibility of family demands may also lead lo low job perfonnance. However, the

rt:st:arch cuJTicd out by Karntcpc and Tckinkus (2006) found out that work-family conflict has

no signitic:mt ctlcct on job pcrfonnance. Severn! studies have looked at the link between

11 ork-family c,rntlict and cmployi:c performance. For instance, in a qualitative study,

Warokka and fcbrilia (2015) examined the relationship between work-family conflict and

¡. ·11 t·our Indonesian banks, using a sample size of 334 dual-rolesemployee per ormani.:c ,

• . •

ct· ·d ,·gmificant negative link between work-family conflict and1.\Umen. The t111d1ngs 1n 1cntc a si

.

ct·
•, d Lasisi (2016) studied the effect of work-family conflictemployee pcrfonnancc. Apo rnn an '

f I bankers in the Federal Capital Territory in Abujaon employee pcrfonnancc among ema e '
,

-. -
. h ínvol;cd 920 empl9ye_cs from selected banks and1':íg?-ria. It was a descriptive study t at

-
.

19



.,, .• w,,\i th,• qu:mtitmivl.'
ap¡m_,.1,,1

1

'
'

1 o guthcr d·tt· Ti' ' .i, le study revealed that work-family role
.:,,?"' ,·t :,wJ,,_ t,> low .Íl>b P'-'rtbrniancc,

Lh,iia:,::u1ti and Riana (?ll 181 cxnmincd the effect of work-family conflict on job
,.,>j-•'.>-r•n,Jili,,.\,? ?t!llllt1g 4() L"ivil servants in I I

n·, ? '
. • • •llt oncsi.1. fillS quantitative study used descnpl!ve

ciX ·:•!c·mH1al ,m:1ly$is with partial 1" ••C,lst square to test the hypotheses. The study found that
c,>nfü<.:t has a significant i1cg"t·1,,c- ? effect on employee performance.
Sultan and ,\kht·ir (10 I 9) ¡

·
' - cone ucted a quantitative study on the relationship

:->.:::-ce.·,::, v,,•rk-tcunilv contli •ta d
·

b ¡·
• e

11 JO per onnance. The quantitative data collected from 100

·_-_·..::·; c·-:nplc•yéc'S were m1alyzcd using frequency, percentage, mean, standard deviation and

,·:----e>.", ,uulysis. It was rcpo_?d that work-family conflict had,significant negative impact

::.- Empirical Re,·icw

,c:·,t:ral rcsc:archcrs and practitioners have explored the relationship between Work

C untlict and Female Career Advancement in both private and public sector

-,:,;_c_,'z..cti,ori:; with different findings. This has generated both positive and negative

.c,:c:ca','-> in the literature. Some of these studies conducted from different pai1s of the world,

::-:.·..::_:..-j:-:g >'iigcria arc reviewed below.

Lingc (2015) examined Social-Family Factors anel Career Advancement of Kenyan

-,r,
,_

-, . ?. ,, , .
• •

. Study adopted survey approach as instrnmcnt of elata collection. Data------ r.mp,uyces. _
_

_

,,c,ê cul!-xtcd from a populatien of 400 female 'workers. A to.tal of 366 responses were

- -
, d ,iscd for the analysis, while the remaining 34 were notr?'º"'"?tf from the part1c1pants an

utili,,?tl. Data were analyzed using Chi-square to test the significance of the relationship

20



l,ctwccn the ind<.!pcndcnt and dcp 1Cll( Cnt v,iriablc p· ¡·s. m( mgs showed that social-family factorswere not perceived as barrier to ca.,_I ccr ndvancem t f' ¡
en o <.cnyan women employees.Rosa, Hon, Xia and Lam•iri (?O 17

.
.' ? l investigated the Challenges and Success Factorsfor Women's Career

Devclopn , t
.

.ien m Construction Industry in Australia. The targetpopulution of study comprised of 1'•
1

• ema e workers in lower, middle and top management
positions. Descriptive survcy--0nd .

,
·

. .
•

. .
. .

.··
.scim-st1 ucturc mterv1ew was used as instrument for data

collection. Out of 54 questionn·ii ·»
.1

. .

·· ·-

•
• tes aunm1stcrcd to the female participants, only 43 were

retunwd und used, while the remaining 11 were not returned and used for the study. I O female
workers were interviewed face-to-face which lasted for 45 minutes. Multivariate Analysis of
V,lriancc (MANO\! A) was us<Jd to analyze survey data from fitty-four respondents. Study
udopts data categoiization approach for the analysis of the empirical findings to see the
Wllncction between theory and practice. Result showed that stress, family obligation, gender
bi¡1s und long working hours has signiticnnt influence on women career development.

Adhikary (2016) can-icd out a study on the Barriers that Influence Career Progression:
A Study of the Perceptions of Women Employees in India. The pull)ose of the study was to

cxarninc the bmTiers that i11fluence career progréssion of N_epal women workers. The

population of study comprised of employees of six different organizations (private and public

scctm). They include: banking and finance, academic, NGO's, developmental, semi-

government and service industry. Study adopted descriptive survey approach and
· • ·

.

11 t'or dat'l col tcction. Out of I 80 questionnaires administered to thequcst1onna1rc as mst1 umc1 ,

'.o"O \l'ct·c ,·eturnecl anel used, while the remaining were not returned andrespondents, only ,

, zed using frequency, percentage tables, mean scoreused li1r the study Data was anacy, ,

,

¡,_ ne hundred and eighty respondents to generate studyAnalysis of Variance (ANO\!A) IOm 0
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result. Findings showed that individu
1

.a
' organization

I d
.

a an societal structure has significantinfluence on career progress ofwo n
_

1 en Workers.
Abubakar, Mohd-Nazri a

I R
..'

· _nt ozaa
(20JG.) ex;unincd ·

Administrative Barrier andcareer Advancement of Fcnnlc A. d
.

' cu cmic Staff in Nigerian Universities. Study adoptedqualitative approach and interview . ,
·

. ,.is lllStl uincnt for data collection. The population of studycomprised of female academic staff of l'ff-- .
. . .

. .
ti cicnt Un1vcrs1tics 111 N1gcna. Purposive samplingtcdmiquc was used in the sclccti ¡·

· on ° seven respondents and analyzed data using thematic
method. Study found th·1t ad n·

·

t

··
·

b
·

'

'
'

1 1111s 1<1t1vc arner (such as, excessive work load and lack of
political will) has strong influence on career advunccmcnt oftemalc academic staff.

Olabisi (2014) examined Gender Differentials and Career Advancement among
Academic Staff of South-West, Nigeria. The total population comprised of 160 academic staff
,,f Lagos State Univcrsit;,, ... guantitativ.e and Qualitative research method was adopted as

instrument for data collectio1r. Questionnaire and interview wàs ?sed as instrument for data
collcdion. Quantitntivc data was analyzed using frequency tables, percentages and Chi-square
to generate result. Qualitative data collected through in-depth interview were audio taped,
sortcú :llx:ording to themes and analyzed using content method to generate result. Study found

that gender differentials have no statistical relationship with career advancement of academic

staff.

Ugoani (20] 3) studied Emotional Intelligence and Work-Family Conflict among
•

1 E ·t Nigeria Descriptive survey design and questionnaire wasDual Career Parents 111 Sout 1- as
,

1 '·

.
,

, ¡¡, t' The total population of the study comprised of 476used as mstrumcnt for data co cc 10n.

. •

1 ¡, the
- followings; banks, hospitals, governmentpeople. The sample population me me

.
_·-

. . -
.

· -·
1

. t'ttitions and breweries. Purposive Jud¿,mcntal randomin1111strics and agencies, educat1ona ms 1
'
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sampling was used in
adniinisterin ,

.
_

_g qucsttonna,re .._ to the part1c1pants. Data were analyzedusing Chi-square, tables, fret]uc
.

nc,cs and pcrce t '.n ages to generate result. Findings showed thatcmolionul intclligcn1:c has signific· .

.int mflucncc on Work t·arn·1 11·
-

1 y con ,ct.2.8 Theoretical Framework

The Border Theory ,was adopted for this study. It is an offshoot of the conflíct theorynnd was developed by a scholar Clari· in' 2000. The theory argues that people are daily border-
crossers as they move between ho .me and work. Tlus opens up a rich vein of analysis of the
nature ofhorders their penncabTt d h

•

1 1 Y, an t e ease with which they can be managed or moved
and so nn.

/\s argued, this n10clcl fits well with the notion of highly rewarded professionals who
return high kvcls of co111mit1ncnt on the basis of nom1s of reciprocity. Thus ín terms of any
analysis of work-fomily conflict especially within the context of a highly professionalized
c·,1rccr like the bankingjnb, the analysis ofhordcrs can help to illuminate how far individuals
arc in control of issues determining balance. It also allows for the annlysis of physical and

psyd1ok,gical controls. While a heavy emphasis in the recent literature suggests that

technology and competition have resulted in more intensive and extensive work, any analysis

needs to accommodate human agency. Border theory begins to pcnnit this. In other words, it

t.
.

ti e soei-li constrnction or cognitive disto_r1ion
of boundaries to create aopens up scope 01 1 • , -

_

.
_·-

dctcnsibk subjective sense
?ftl?c

situation.

l

·

a boundary between work and family. MentalBorder theory holds that t ,ere rs

-

1.
·

I boundary are the three fom1s. Many individuals, then,boundary, time boundary. phys,o og,ca

f -1 1

, i ·itions between the domains of work and home.arc border-crossers who nrnkc éª' Y rd1 ' ·

-

. ,rk and family issues such as work at home, flexible time,Border theory is widely used 111 Wé '
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;inJ s,, ,,n. Individuals try to find a suitable b

.
ounctary between work and family. Boundary 1sdMractcrized by pcrnicabiiity, tkxibilit .Y and

blending. Penneability refers to the boundary,ne 1uk penetrates to another. For cxu n I

d

'

•
1 P e, an operator working in call center is not allowet·1kc ·1 private phone Flexib Tt ¡·

to ' '

·
·

1 1 Y re ers to
boundary tactility between roles. For example,tdccommuting frmalc also plays a mother role. WI b·¡· d fl ·b·i·t both exit in

.

_

•

.
. 1cn pcnnea , 1ty an ex, 1 1 yt\\'O or ,mire roks. blending hapJ}Çns. Based on border theory, thoügh it is difficult to changesllme siJ<."s ,,f work and family, individuals can change the boundary between two domains tosome extent (Clark, 2000). It is indicated that individuals arc reactive in work and familydnmain. Thi, study therefore adopts the Border Theory as a basis for understanding the cross-

hllrder problems that arise among women's career and family roles. Clark (2000) proposed
\h,rk-family role conflict border theory! arguing that this was an essential development from
balance out of the conflict aiisiog from the dual domains.



:,.I Introduction

C8A.PTER. l'HR.EE

:\!E'fHODOLOcy

Th?$ t.'h?!r?.:r ;v--
l

, ?:-;c-n1.? lh¡¿
prúcedures used in obtaining data for the study. It alsor:1JvlJ'--? ?11...'\Yr11prt-hcnsi\

...

? J,?,,. •

,· ,l';\..._np.il1n ot how d
ta a was collected and analyzed. Methodology¡? tmr'\.1:-:?:rn ? .., ... Ju$? :: t.'n·,hJc? u,

k
~·

· ' r,, as ·

and also to begin to answer interesting and important,¡u,.,_t,,·,is I S¡¿r::.:? -.:t-.il. .::•.'ll.::).
\kibodology therefore provides a detailed step by stepl?1.."Si:Í:p!?1..,:"! ('lf 12\ L'í) n,- '-'

À.l. J'·'" •urc use in carrying out this study, location of the study, sampling

3.2 location of the Study

G.:,;;::: is e: .:::? 2:1.l Loen] Go,-crnmcm Arca located in northwestern Nigeria. It is the
"':'''"' :· 2·--:'.:.:--.: S:.::.: ::e '<::;cria. The LGA

!:as an area of 3,}64 km' and a population of
52?_..1.,;,: __

, ??:.:::y 70;-,:...:::2::0::.:!0:6. Gus?u is north ofn line drawn fro1n Kebbe to Kano, and

,cc,.•:•c.i":-:, :?';,"-:·.,,:..:, ::e::·.• . .:0:1 TJb:a '\bfarn and Funtua. Sharia practice was first declared in
'ne e:':., ;?, . ,?:,°' 'J:, :':e: ::e?;,:,,,·.-.c:r.0: .·\iunccl Saní (Yariman Bakura) and is still in force.

Gee;;__ ;0 :, ;;;:.:;:? v:: '.!H; 50;:oto River m the savmma region of Nigeria. The river

pro•. ÍL:? :l:.XQS :-::i ','.,-?:;::.e s?p;JJícs rJurir:g the: dry season. lndustrics in the city include textile

,,-.,. .,_,..:...,,.? 2.:-:d tobacco processing_ and cotton ginning. The city is active in::;- J•·••-••· r

, . . .

, • , ; ,l" º . , ds in the surrounding countryside. Gusau is connectedmininJ :h¡; d;::;,,:-;s::?e? J0J... ?.JC- ..,J,.J7l:.rn ?

•
• .,

, • , ,¡.., •. , ?:•ie-s in the region. The city is part of the Hausa-Fulaniby (ü:J.d:<r .:::r:(! í'.:. :-;;.:.:'.,,::.'_;.
,:; _)?_.L

......

substantial Muslim population and containslllÍtur.. :t! ri.:ir ';_
,-

• rr_);?.?? '•!...??:-:2.
It ha.-, a
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Gusau town grew after the
,1

.

'rnval of the
railway from Zaria, 105 miles (169 km)

rhcast. in 1927 and is now a 111,
·

11

_
,

)

sou

•\)Or co
ccting Point for cotton and peanuts (groundnuts

1,11 in the
surrounding area Alt!

1

,

¡

gr<"'
·

1oug 1 cotton
ginning, weaving, and dyemg are ong-cstablishcd local activities, it Was not until the late I 960s that a modem textile plant opened inthe town. A seed-oil mill and

soybean-meal
processing plant were also built Besides cotton,doth, and peanuts, Gusau exports tobacco (grown in the Sokoto River's floodplains aroundTalala Mafarn, 48 miles (77 km) no11hwcst), chickens, and goats to Zaria. The town's Hausa

I
¡

,

I
I - ·

-d
¡ d trade in millet,

and Fulani pcop cs a so ra1s?catt e, s 1cep, donkeys,- horses, an came s an
sorghum, rice, cowpcas, bcaüs, ffild floodplain-grown vegetables.

The socio-economic activities of Gusuu arc agriculture and gold mining they are the
nrnin uc<.:upations of the people in the Local Government and the central source of income.
Irrigation is required for cercais anel legumes hence its slogan "fa1·

. .

"d ,,
, mmg rs our pr1 e .

Farming ami gold mining became a greater source of income in Gusau as worldwide gold
prices rose drastically,

3.3 'kscarch Design

The research design used for the study is descriptive survey research design. This

method is suitable because data arc collected from the respondent's variables. Descriptive

survey is a method of investigation using questionnaire or interview to collect data from a

s.iinplc that has been sclcctc¡I ¡;-represent a population to which the findings of the study can

be gcncndizcd (Call, Gall and Borg, 2007). This research dcSÍ!,'11 is appropriate for this study

l

·

k 1· that represent their options.iccausc it will allow respondents to lie op ions

26
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JA Population of' the Study

The target population for this .

.'

study consists of all female bankers in Gusau Local,cmmcnt arca and this popular ·

ao,
·

ion is tinknown. As a result of this, the sample size wasdetcnnincd using the proportion method as discussed in 3:5
J.5 Sample Size Determination

Sumplc size <lctennination

In any study whérc there is nu
comprehensive list of the target population, thepopulation of the study is cstimatccl bused on proportion (Rose, SpinJcs and Cantoho,

20!?).
This sampk sizG of this study was determined using the propo1iion fomrnlar below:-
JF4pq

d'

Where 11
= required sample size

p
= propmiion of population characteristics

p
= 0.3

. .

.
·

f •or=± 5% = 0.05
d= degree of precision or maigm o en

-

II= 4 pq

d'

11
-0 4x 0.3 X 0.3

0,052
11

? 0.36

0.0025

II? 144

3.6
Sampling Techniques

.

ling techniques were used. Th?-e
.

. d stratified samp.

dom snmplmg anIn this study, simple ran

k FCMB, Diamond Bank, GT Ban e,
.

JBTC Eco Ban '

I

. arc Stanb1c '

.

.

arc 16 banks in Gusau. T ,ey

I
Polaris Bank, Jmz Bank, SterhLgA Access Ban e,2

k First Bank, UB 'enith bm1k, Fidelity Ban
,
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sank- Keystone Bank. Union Bank .

d
.an

Hcrntge Rank. Tot TCic':lt-.::!l.!,c :::,..,.,, ? ?random sampling technique \vitt, the aid of" raff!e draw whe;--, -:c'-.t ::-=,.::,e:{??•="1·ittcn in pieces of paper, folded and dn , .

.
.

.. .
. _ _

., -

l I'Pl'-d rn a
Í.'-ún:.tii7.cr a..,2 :S.?ilile;:-. 3:.c.:?:• .:m..:, :ne-namcs of banks that were

rando1111yselected thJt w:i_, ,,,,?sd?-,.: i:r • .,_, ?:, ck :i:ll-.fugbanks were picked
r,1ndo1i1ly:-UB.c\, Zenith. Ac,,·c?s.

Sank anú Stanbic IBTC.

sampling technique was used to divide the fcma:e stL''f :ri,' =.:r .a::c •=:r ==-. ?
rl!searcher then randomly selected 50 senior n1arried s--?f:- ?-id ?'4 _?.:rj_,:" s:L--'::.

3.7 Methods of Data Collection

The research adopted primary sources

questionnaire. A strnctured closed ended quesc:c,c;"c1,c

. ',: ,,--·;_,- -•,.,_---·::-i?,.,?:?.:r----..It:_1.::r:qucstiunnairc consisted hyo -?cctions;; sec1i0n A . .:-oy-?s:3::;::,.:. e,:- _ _1;;; "'":.. _1_-=-? -- --

'-"?· .__ e ? :e :::_e
from participunts an<l sectíon B covered diffcrcr::1 ?2t1::gc,7:e?

objeLtivcs of the stut.ly. The questionníJire \VQS desi_gned i:J =--.-::; ?s?-: ?:..:.;_;_:_?=:

3.8 Data Analysis

\.\'2_; ?-,·-?2,=2..:_ .:.,__:__-;;-;:-._;s.:.-=--:...:-_,?,.;;-??,._-:_.I h
. of qucc:tionn2.1rc?Data obtained throug 1 t e use · ·

.

at the end of e2ch 2.2.::c- _':_·? ??.,¡] explanationslabics and percentages \\ 1 1 ·

I
cstions of the study.to answer each res care 1 q u •
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ClfAPTER,FOUR,
DATA

PRESENTATIONAND ANALYSIS
4_0 Introduction

This chapter consiSts of the
Presentation, interpretation and analysis of data collected

in the prm:css of this research. lt comprises of three sections which are: socio-demographic
data (lf respondents, analysis of data, nnd discussion of findings. A total of 144 questionnaires
were c.listributcd to respondents, however, only 126 were retrieved. Therefore, the retrieved

•st·,¡,1muircs served as the b;1sis for analyzing the data.
que.

--

4.1 Socio-Demographic Data of Respondents

This section presented the socio-demographic characteristics of the respondents such as sex,

wurking experience, and rçlig_i_on.

4.1 Socio-Demographic Characteristic of the Respondents

Variables

Age distribution
18-24

25-35

35 ad above

Total

Working experience
l-5 years
6-1 O yenrs
11 years and above
Total

Religious beliefs
!slain

Christianity
ATR

l'utal
----------

Source: Fick] Survey (202 l l

Frequency ( F) Percentage (%)

42

56
28

126

33.3
44.4
22.2
100

63

49
14

126

50.0
38.9
11.1
100

60

66
o

126

42.6
52.4
o

100
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?f'
fubl¢ 4.1 above shows that 42 (' 0

03·31/o) Dell
·

Wtthin th
'thin the age bracket of 25-'S

e age bracket 18-24, 56 (44.4%) are\VI .) and 28 (22.2% .

.
.

) fell w11h111 the age of 36 and above Thisfindings suggest that majority of
11

.

·

le I cspondents n.r f
. .

' e o productive age and can be seen asworkmg population.

On working expcric;cc-tl . t· b

-
-

' le a I e above sl .

1

. .
.· iows t 1at inaJonty ot the respondents 63

(50.0%) hm·c a working experience of 1-S . .

years, while 49 (38.9%) have working experience
of c,-lü years while small portion of the r

.

cspondcnts 14 (I 1.1%) working experience of 11

wars and above. This indicai;;s that ,11,1J·orit t:tl
-

. ·

f
•

' Y o le respondents have workmg expenence o

1-5 years and this can probably be because of their age.

On religion. above data indicated that 60 (47.6%) of the respondents practice Islam

anti (>(J (52.4%) of the n:spondcnts arc Christians while 0% practice Africa traditional religion.

This suggests that there arc more Chtistians in the banking sector in Gusau than Muslims.

This can be attributed to the fact that the state practice Sharia law and this limit women from

working.

30
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cs of Work Fa mil C
·

:
..

y · 01!.0ict

?s -_
?

?
--

:----
Response F

Pressure
from fulfilling t·

s rcquency (F)
- amity

.. ,1·1rk family conflict responsibilities

..
causes A 77

Pressure
from the otlicc calts"cs work¡· .

am1ly conflict

DA

Total

A

DA

Gender discrimination from k
Total

wor place

étmtlict
causes work A

DA

Financial stress causes work ¡,1 n'l .

'1 1 Y conflict

Presence of children interfere with work resp 'h·l·
.

. DOSI I Illes

Total

A

DA

Total

A

DA

Total

49

126

91

35

126

95

31

126

105

21

126

98

28

126

Percentage

(%)
61.l

38.9

100

72.2

27.8

100

75.4

24.6

100

83.3

16.7

100

72.8

22.2

100

,

Source: Field Survey (102 l)

The table above on th<> causes of work family conflict shows that 77(61.1) agreed that

pressure from fulfilling family responsibilrtics causes work family conflict while 49(38.9)

disagreed. On whether pressure from the office causes work family conflict, 91(72.2) agreed

While 35(27 .8) disa¡,<reed this means that the pressure from the office causes work family

?ontlict. On whether gender discrimination causes
work family conflict, 95(75.4%) agreed

IVhiJ 3

·

:-·
1.,npJ,·cs

that gender discrimination causes work family

e 1(24.6%) clisa¡,,recd. This

confl¡
.

.,s work family conflict. l 05(83.3%)of the

ct. On whether financial stress cause

resp

. d this impliC$ .that
financial stress is a major

Ootlcnts agreed, while 21(16.7%) disagree.: .

·
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f"'?!'"'
?uuse

óf work family conflict.

re$ponsibilitics, 98(72.8%) agreed

presence
of children

conflict

On if the
JJres?ncc of children interfere with workto this While

28(22.2%) disagreed. This means that theinterferes With work
responsibilities and this leads to work family

4.3 Effect of family obligation on career advancement
. ---?cs

--c--k., care of my children affect rny career A
Ta 111g

··

---;;-_____
Responses Frequency (Fl Percentage (%)

advancement DA

Pregnancy affect my job performance

Maternity leave affect my job progression

Family responsibilities

diftkult

Total

A

DA

Total

A

Da

Total

makes banking job A

.-DA

Total

70

56

126

80

46

126

86

40

126

90

36

126

55.6

44.4

100

63.5

36.5

100

68.3

31.7

100

71.4

28.7

100

----

Source· F' I
• IC d Survey (2021)

Tnbic 4 ? .

. .

. _

·- ,ibovc 111d1<.:atcs the effects of family obligations on career ndvancem 1 0en. 11

Whether . ,

.

l

,,,km g "" of cJüldoon ,ffecf c,cccr ,d ,e«cemcef, 70( 55. 6%) •- while

6(44.4%) <l.

·b·¡·
.

I

· l"
- ·

-

fSOb<OC<l <his implies m,, wome«'s '""'"" ' ,,, m f" WO '"" of ,m,_ ·-

!! cnrcw,

.

advancement. On whether pregnancy
affects job pcrtormnnce,

80(63.5%) agreed to this
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J"!f!'
i .•· .

46(36.5%) disagn:cd. this
in1plics th·

t

-

w!rife·
-

· ª

Pregnancy has un effect on the career

-

ent of women in the
b,1nking se ·t O .

.

.

¡¡dvllll.:effl
· e or.

11 1I

inntcrnity leave uffccts job progression,""') ngrcc:d while 40( > l.7% d is agre eel 1'1
·

,
·

·

""
ct

g6(6fl,.>7V
· 11s

1n1phcs that mutcrnity lcuvc has an cuethe career advancement of Woinen in the
bm1king sector. On if family rcsponsibilíties

,,n

kcs banking job dil1icu1t.90(7l.4'½,) agree while 36(28.6) disagreed. This implies that

ina

'biliti.:s arising from family domains makes banking job difficult.
rc,pons1

,

,ship bchn,cn \York f:1111i)y Conflict nnd Job Performance
?,4 ??IOI -------•-------

Responses Frequency (Fl
Varin? ------ ----··---------

tr t atfo.;t my relationship A 65
Work tinnily con ,c

with colkagues
DA 6 I

Total
. ·

¡

, ·ont1ict affect the performance of AWork fam1) c

my task
DA 49

Total

.

·¡·
.

auses inability to meet AFumilv respons1b1 !lies e-

DA
deadline promptly

Totàl

36

126

. turc retirement·s pre-maFamily dcm:.mJ cause

DA

Total

?icld Survey <2º21)

A

126

77

126

90

66

60

Percenta¡?:c (%)

51.6

48.4

100

61.1

38.9

100

71.4

28.6

100

52.4

47.6

100

.

b performance. On
. conflict and JO

I
family

h'l
. between wor( '

. 5(51.6%) agreed w I e
1' htionshtp

.
. !leagues, 6

?ble 4.5 shows the re'
. iship with co

.1. k 77(61.1%)
. ffects rclat101

.
. crformancc oi ,1sWhether work family contltct a

. conflict affects P.

k family .
-

ther wor
61(4.S,4%)disagreed. On wh? -
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f;:,.,49(38.9%) di?g;,a_ o, if fam·¡-

ptly 90(71 o

I y
rcsponsibirt'

dea!dli!IC
prom , .41/o) agreed WI ·¡

l ics causes inability to meet
11 e 36(28 6º .

•

·¡·
· ,. ·

.
.

·

1/o) d1sagre d T
•

pons1b1
1t1cs causes mab1hty to nic .

e
• his implies that familyfllS

.

--

ct clcadhnc in .

.
· · · - carryu¡g out t

J

•pons1b11lt1cs
causes preniaturc .

,

.

·
• as e at work. On if familyr,-s 1<.:tircn1cnt 6G('

52.4%) agreed while ¡

(10(47.6º/,,)
disagreed. a s ight proportion

4.s Discussion of Findings

l'his section is concerned with the major findii , .

1igs iasccl on the research objectives

The first objective of the study is to examine the ,
.

.
.cause of work family conflict among women

bankers in Gusnu. The outco?nc revealed that pressure fi-o ¡¡ •Jfill' ,,
·¡ 'b·¡·

·

-· - .
_

111 u I mg ,am, y respons1 1 1t1es

iauscs work family conflict. The pressure from family responsibilities hinders women from

focusing on their jobs. This is in line with Duxbury and Higgins (2003) who said that

employees with dependen! cun:: responsibilities 1·cport higher levels of work family conflict.

And also Carson and Kacmar (2000) who said that employees who are more involved or

immersed in the family domain experienced more family interference with work conflict.

Pressure from the office is another cause of work family contlict. Pressure from the office is

· . .
· ·

· Tl is finding is congruent with Berger (2018) who
more hkcly to prevent family parlic1pat1on. 1

I ¡

. experience ;,,reatcr work family conflict
aflinned that working women with higher war< iows '

)
,1,¡10 said that excessive workload is

1,.,
,1

. .

t· L ·md Kai (2013 •

••
,1 so with the find111gs o u '

"",· ·¡· ·

¡
conflict

1•011tivcly associated with work '!11111 Y

.1
·ontlict. This is consistent with

.

·f ork fm111 y e

Sin1¡¡
¡

- .

h
•

· cause o w
ar Y, financial stress 1s anot i,;J

,
• ,·

1 strain resulted in work
.

' level of_ fmanc1a
-

You
• •a!cd that !ugh ·

·
-

·

Ilg nnd Schema (2012) who revc - ·

1

. and family development
.

,

¡ OJJLI
at1on

I\¡
,

- -·
_ v the 11at1ona P

'lll1Ja.,o fl' ,1·1·1·ed out b,' ? n Ict. The survey c.i
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r?_:_(·. e:,,.

!!
i rd (2016) supported the tindin,,

1
l!OI'. !,s I 1111 Mulnw

·
· illli

Wo111cn e
·

-

eejolly on children cduc.ition Ht 11
xpcncnccd high level of stresscSJ!. \l

iu11sl,hold
•·•11

•"'' cnscs

l,?_,,seiicc
of children is another,. l',ltiSL' oi' \\'(Irk r .

, . nniily conflict. Most female bankers
pcri1.,'llced

work tmmly conflkt with ti .cX
·

te IIITIVHI oi' childrnn. This is consistent with Dominic
d Jcmcs(201 l) who fbund out th:it hank•·· .an eis with younger children find it more difficult to

balance
work family rcsponsihilitil-s ·uul nis e .

_

' '

• 0 nn1ccr (2004) who said that the presence of
,·hildrcn in the household has been pnsitivcly rchtcd t. w k 1,

.1 ti·
"

l o or am1 y con 1ct

Gcndur discrimination from work place also causes work family conflict. This is consistent

with Elvitigala, Amaratunga-and High(2006) ívho µositcd th;1t gender stereotype and sex

discrimination hinders females in moving into corporate hierarchies, and also Akkas (2015)

who saiu that discrimination at work place causes work family conflict.



CIIAl•T1r
SUMMARY

.Ii Í'fYJ·,
, CONcr. ,IISl(JN AN

·
h fH·t I?• ,

,O (ntroduct1on lmM?}l/iJ.'t,I?
•'

This chapter summarizes, makes ,:,

ondu,11111 111!11 "I? \If;?} f/•t:l ,r? ''•I -
;

surnn1ary
.. ,,. ,,,1,;,iJ,,- .,.

,J

The research covered the
·

. - intrnt1u?t11ry 1111,I 1111:

.

?,!ti,? wi,;¡u) //?- I ,1_,;VL Th.es
was built around thrc<.: ohje<.:ti\'es·

11

.
,

.

• ' ,,. · tudy
·

· le oh¡1x:l1vi,,; wui-. f,, r;t.i,;-r:;;'.J; ?:1;¡,1; l);;.1,.1?? of work
fatnily con!lict, the effects of family obliwiroi 10111: ,,r1 ff¡ô t·;,?,.,., •¡f-_,, ?

-. . t·
•

-
.,. •t •_/J' ,, • ·u;t;./,:TJ¡';'.;f?t <; WQJD.?

and to <lctcnnme the r<.:lationship bctwcci -k r
., wo, ? arnily V1r1f1 ir./ ?:< 11,):; 7;-rfrnr:J.ance. The

turgd population 1-<.)Cuscd on all commercial banb in r,.1·:,,, :N?J Government of

Zamfara State.

In chupter two, literature review about work and family w?.f::::: 2.:.-:.é,,g -,.-omen bankers

revolving around the objc.ctÍ\LCS of the study was elaborarciy éó:ce. T'::e borderfueory was

USl.>tl ,1s u major theoretical perspective to facilitate our undes.:,::L,.g }fihe research topic

ln chapter three the methodology of the study w:is ":.::·:r-c-.: ::nd?r t.his section.

Description survey researsh design was ado¡j[cd and a s,m,rk ,i?? ,,, ; :,, respondents was

l

·

t' f,1wul, :\ ·•n· ,,,,red questionnaire
Used, using the proportion sample size t ctcnrnna wn ' · ....

, .
. . . :·

1,

,
. l\lcl'th'll mhl sirrq'l(• P-'-

.. r .. ?ntage technique
was used as the pnmury mstrumt.:nt o I t ,it,I '·'

Was used to analyse the data collected.

I

. 1,1t,ks ,11,.¡ 11,1, ,111a\y7c'<I to enable the

I I I

rc''L'llll'l Ill '
.

11 chapter four data collcctct was 1
·' ·

resca

'

·1

¡ ,•1111t1il't
,,1111,1rk11')\ ,,,,nH'l1.

_ rcherunderstand the impacts or work 1111111)

j
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!!!

conclusion
5.l

The study tb?·u?\'d ,,11 Ili,, ,
1

n111u,11 ,ii \,\;Ill I, H _,
. . . ,,,fl,u mie e< fl .

, milY obhguhun 111t111,•11q,,
111

, ,

,n ,ct and the level to which
f.l I I

I

111h1111,
11111·111

·

I

,

I

.

· "'' wr.:II "? jllh performance Based on the
t•nôings (li lle Sl\i\ ?' II \'i '.<ii\\•

II . I\
I 11111 1111),, 11,,,,

1'11•hl,ans do exist when women bankers
bccoinc border cwssc1s 111 th,, 1111"1 ..

. I n1 ,,
l11•1w1·1_•1 .

1 1.111c,:r and pcr?onal life cspecia11y in the
fainilv domuin whik this 1s

,1 hinil, .
• ' HI ''?l"'llt:<11·1·

111 the life 1,f other women in several

other career, the 1:nsc \11' llll' h1111kinl' ,,,.
,1

...
•

· ,t 111 111 indeed ,, serious one because the sector is

known for its lengthy ht>urs tit' wt,rk dt•,1111111¡ w k t'
.1

. . ·

· or <1rn1 y conflict ,s caused by excessive

workload, financial strc:ss. anti Sl·hctlulc inllcxibilíty

It is ckar that the: number ,,f lwurn worked, schedule inflcxíbílity and stress arising from

both family and w,,rk d,,main h,we significant effect on job performance of the female

bankers.

5.3 Recommendations

Based on this study, the following recommendations have been proffered.

I. Social/family support: Female bankers working tight hours should be given more social

support from their family member?. This will hdp check any stress related

fcclings/cxpcricncc brought about by working-family role co,lllid. 111is is because female

ba11k
·

I b rt ¡·
. liir;t·,. ¡·-1111iii· mt:mhcrs experience less role conflict than

crs wit 1 cttcr surro ro111
'

.

thusc with little or no attention.

1

M· ,

, ,, , l'I' 111 IH,it' c,isc the bankers workload

anagcment should e,npl"Y 1111111·
·•1"

'

_1·., 11,,11t ,,
..

1s ant>thcr effect female bankers

'· M

, litrt' n· n,1 , ,

orcovcr, the study rcvc:ded tlinl 1'1"11111
.

I 11

.

1
t\w institutions should put laid down

\V•
.•• '1111\lll'IJ(kl

\¡I

ere encountering. ft i·11\11;n;\1111•,
,,.t,

. .

.
.

, tcduwlngic,\\ ways oi bankmg that

Pul·.-
,

... 111111
11d11¡•I

111"1c

Jetes that favour tlic ,;1r1pl11 I'' ·1

lál
··?11

\/

?;_,



:t>uld hdp limit th.: nu1nhc,,-s ui' ,
,

I,;

tll?tUlllt'l',,? l'l1 '
·

111111g lo lhe bunk per dny. This could helprcdm.-c SIR'S>' and .:mrlo\ccs ll'i\l ¡- 11
• '

IC\ l'l'in??d Wilh less pressure. And also regular career.,uidan,x pmgmmm.:shnuld hL' nq,,1 •.
,¡

"'
'• 1111-L\ lo lhe

h1111ki11g staff.
Finan.:ial and non-tinan,-ial t\'\\'llrds sli 11 1

.

·

4.
·

' \lll \ 1C g1 ven to those who perform their duties
with hard "0rk ª"d de, L'tion. These rc:wurds work as driving force for employees 10

im:n::isc th??r 1nüti,
atit,n_an?_\.·nn11nitmGnt.

, Sp<.'\:ial :lttcnt:c•'.1 $hould be paid to rcduc:c working hours in bnnks while late sitting should

h.: pr,,hibitcd C$pcc:ially for fomalcs in the banks.

11. Or?J:1ii?:J.t! ... ,?-:.$ ?h1..'ulJ intrüdul·? fünlily holidays, rccrcatlonal programs and flex.ible

:::?t!n_g.....; ti.-'f r?,n?k \'-üt-k.cT? to :.woiü work fomily conflict.
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