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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 rolationship 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 primary instrument of data collection. 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, matemity leave are the effects of family obligation on
the career advancement of women in the banking sector, and also there is a negative rclagonshm
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.




CHAPTER ONE

INTRODUCTION
1.1 Background of the Study

Work-tamily conflict has becoming a pressing issue in almost all countries. Research

examining worlc-family conllict has increased in recent years. Work and family play an
important role in an individual’s life. Individuals experience conflict when trying to balance
the roles between work and family (Boyar, 8.L., J. C.. Mostey, D.C and Carson, 2008; Day
and Chumberlain, 2006; Greenhaus and Beutell, 1985). The conflit arising between work and
tamily is known as wovle-family conflict, g
The rescarch on work-family confliet has been largely conducted in Western countries such as
Burope, America, Australia and Canada. In Europe, Kotowska, et al. (2010} rcported that over
25 Y% ol Europeans cxperienced work-family conflict and more than 90 % women
experienced the conflict 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
approximately 40 % of Canadians reported at average levels. In Australia, Wilkins, et al.
(2019) reported that 26 % of-fathers and 25 % of mi)[hcrs;c‘rr(i;cricncc mid-range levels of
work-family conflict.

Work family conflictis~tranuforming into a serious issues both in emerging and
developed  cconomies. Work family conflict is the common and persistent issue of
contemporary life in many nations. Work family 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 (Frone, 2000). Work family conflict is

i Torm of inter role conflict in which the role pressure from work and family domain are




nutually incompatible in some respect that is, participation in one role interfere his/her ability

to mect the tesponsibility of another role and also participation in work role is made more

difticult by virtue of T’mi—Ciiﬁlinn with family }D!B -(Bclhg‘.c and Bomgraber, 2015). Work
family vonflict is considercd bi-direetional, weid family can interfere with work i.e family-to-
work contlict and work ¢an iixtu;ﬁ:cm'c \vit!-l family i.>c W«-Jrk—ihn;ilg;—conﬂict (Mathews, Sowdy
and Barmnes, 2011).

Work family confliet affects the ability of a worker to fully participate in work force
(Keene and Quadagno, 2004). Particularly this sort of inter-role conflict may lead to family
strain (Hong Kong By-Census, 2001). According to (Fronc and R, 2000). Family distress,
family overload and family commitment foster family-to-work conflict. For the women,
family and work are both important. Women cxperience work-family conflict, as their

integraie part of work, both their experiences are not necessarily the same as they frequently

have different commitment in both work and family arenas (Bagozzi, 1978; Frone et-al;

1992). Profound changes in the world of work in recent decades, such as rising number of

women in carcer activities have stimulated much research on work-family conflict (Grywacz
and Marka, 2000).

The causes of work-family conflict are derived from work demands and family
demands (Barnett, 1999; Boyar, ct al., 2008). In view of work demands, many studies have
reported that long working hours and high workload are the main causes of work-family
conflict (Lingard and Francis, 2004; Turner and Mariani, 2016; Khursheed, Mustafa, Arshad,
2018), The family demands pertain to the presence of children, dependents care
responsibilitics and huugch_o]LLII'BSle‘lSi_bi]iﬁBS are relatively-salient for work-family conflict

(Graywacz, 2000; 2007). Financial stress also Teads to work-family conflict due to rising of
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Waorking in the banking sector can be cconomically and personally rewarding but it is

also come with risks, responsibilitics, challenges and uncertainties that dovetail to influence
job performanee. This is work for women given that they are 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 bct_wggn work and family due to
associated time conflict bc‘txvé—c-xx the two domains, h-igh level of emotional commitment to
both and limit in the amount o time ang ph_ysictti enerpy available. -

1.2 Statement of the Problem .

Interplay of factors such as expansion of technelogy, demography and economic

conditions of families continue to place demand on women to seck paid employment.
According to Kumar and Sundar (2012) factors such as death of bread winner, sudden fall in
lamily income or inadequate family income account for key push factors for women to seek
cmploymenti.
The growth of women in paid employment is strongly felt in the banking sector more than any
other sector in the third wor]rd countries especially in Nigeria with significant concem over the
contlict of roles in work and family domains (;:\ifgbodc, 2012). However, the research into
{emale role contlict has been r—uusi_!y carricd out into vther societiés (Robert and Robert 201 T
Selveragan, Colingar and Singh. 2013). Nevertheless, even foreign studics in work-ﬁuni]y
conflicts have failed to show how this affects job performance in industry.

‘The empirical scenario is even worst in Nigeria where studies on work related issue
have inerely focused on waorkers welfare and motivation rather than role conflict. Scholars

like Olagbegi and Afolabi (2004), Opeke (2008) and Fadahunsi (2013) have all shown that

motivation through pay and non-pay incentives have the capability to increase job




pertormance, It is in the light of the ﬂmgomg thﬂt this study intends to fil] this empirical gap

by exumining the i Impact of wark- ~family role conflict on t]1cjdb performance of women.

3 Research Questions .
The following questions would gwide the study:

I, What are the cayses of work ¢ nmi]y conflict among women bankers in Gusau?

2. To what level does 4 tamily obligation influence career advancement of women?

‘o

What ure the Tetationships between work-tamily confliet and Job performance of women

bunkers?
L4 Research Objectives

The aim of the study is to examine the impacts of work-family rele conflict on women

in selected banks in Gusau loeal government of Zamfarg Slate, Nigeria. Essentially, the

objectives of the study arc to:-

I. To determine the causes of work family conflict among women bankers

2. To examine the effeet of mmxiy obligation on carcer advant.cnmnt of women

5. To examinc the relationship between work {amily eonflict and Jjob performance

L5 Significance of the Study

The result of this study is beneficial to the banks faced with the challenges of work-

lamily conflict and female carcer advancement. It has been observed that work-family

conflict influence female carcer advancement at the fop management cadre in most banks, the

results of this study serves as a wakeup call for female professional to balance between work

and family responsibilitics to achieve self-ful tlllment and career objectives,

The results of this stm]y provndcs mfoxmdtlon for cmploycw and women

seeking

advancement in the workforee by hlg,h]w]mnu mws amd policies that hinder women’s




progress, social ang cultura] Constraints that women must cope with, as well ag logistic daily

challenges women fage in ceonomic and sogietal development in Nigeria,

The study tindings may aleo have significance for socjal change. Alhassan and

Akudugu (2012) posited the ceenomic status of women as the key variable to the solution of

the poverty crisis in A frieq and other poor nations of the world. The need for the active

involvement of women in the ceonomic and developmental activities in Nigeria is imperative
as many Nigerians are )] living in abject boverty; Ali-Akpajiok and Pyke (2003) revealed
that 70% ot Nigerians lived | below the poverty line. Althougly arrincreasing number of women
have joined the workforee in ngum many ldWS that work against women hamper progress,

which means the clinth n thc _Workforee is not -ns conducive o promoting progress of
women as 1t is for men {Nyewusira & Nweke. 2014),

The results of this study also provide insight and understanding on the strategies
stlected exceutive women use in managing Tamily responsibilities without hindering their
cireer advancement. Stakcholders can use this information to Cheourage other women to
make informed decisions aboyt their careers and family responsibilities and to affect change
in the structure of the woerkplace, government policies, community structure, and cultural
climate. Policy changes that accommodate and recognize women's dual roles in the home and
as employees could help wemen maintain carcers in highcr;\"'a:g_c faming jobs and in more
prestigious positions, Most importantly, the resuits of this study can serve g a basis for the
social and cullural change of-expectations for women in tlm;\»viv-rkpfacu in Nigeria. Thisg
change may emerge by challenging current views that mothers canngt be productive
cmployees, while providing the information employers and other institutions need to fully

decommodate Nigerian women in the workforee,




1.0 Seope and Limitation of the Study

Fhe geographical seope ol the study is restricted to Gusau Local Government Area of

Zmfara State. The acadernic SCope of the study focused on the influence of work family
contlict on carcer of women in COITlmebcim Bank of Gisay metropolis, Zamfara State.

Nigeria, The study consisted gf all women bankers in Gusau Local Government Area of
Zamtara State,
1.7 Definition of Coneept

Work-family confliet: 15 , form of role buseqg conflict in which the responsibility pressures

from the family domain are mutualiy incompatible in that involvement in one role (home) is
made more complicated by involvement in another role {work).

(Greenhaus, Tﬂmmy, and Speeter, 2005).

Qrganization: Refery to u collection of proper, who are involved in pursuing Defined
objectives. It can be understood as o social system which comprises all formed human

relationships, S

Family obligation: I defined as the ability of a person 1o support a dependent child of any

viher member  of  the peison’s  immediate family (Anti-Discrimination Commission

Queensland, 2013),

dob Performance: Is a means to reach a goal er set of goals within ajob, role, or
arganizitions,

Carcer Advancement: Is he process by which professionals across industries use thejr skillg

“d determination to achieve new carcer toals and more challenging Jab opportunities,
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ias one set of intervening var . :
& Yariables, wory Inferference with family and family interference with

ork as a second set of intepyer: .
Lo i mtcwmmg variables, and career satisfaction, family satisfaction, and
life stress as the dependent variableg,

The resy indicate : : | 4
esults indicated  hy schedule inflexibility, work-role overload, and job

et msn_mjmf‘_if_"ﬂ Support fiom spouse were positively related to time

commitment to wi Parental de I Ses
ork. Parental demands; family ifivolvement and instrumental support from

Spousc were positively related 1o time commitment to family.

Several aspects of family structure are associated with work-family conflict including

dependent care tespansibilities, especially care for the elderly, children with disabilities or
wlults and life eyele stage, Duxbury and Higgins (2003) found that employees with dependent
care responsibiliticy teport higher levels of work-tofamily conflict. The presence of children
in the houschold has also been positively related to work-family conflict (Carnicer, Sanchez,
Perez, &Jimenez, 2004). Employees with youngest child aged less than three years
experienced more work-to-family conflict than those with Youngest child aged three and
above (Aminah, 2008). Lu et al. {2009) found that working Hiothers with younger children
would experience more work-to Family conflict than those wi th1 ol-:lcr children.
2.3 Causes of Work-Family Conflict

The primary causes surrounding work-family conflict were work demand and family
demand (Barnett, 1999; Boyar, et al., 2008). Long working hours, excessive workload and
schedule inflexibility arc the causes that arise from work demand. The causes arise from

tamily demand daclide presence of children, houschold responsibilities, dependent care

tesponsibilities and financial stress.

18-




2.3.1 Work Demands - - N =

Boyar, 8.L.,J. C., : al,
A Mostey, .C ang Carson, (2007) defined work demand as “a global

St f the level 4 ;
pereeption of the level and intengity responsibility within the work domain™. The demands

from work create difficulties 1 . .
3 ite difficulties fyr working women in balancing the role between an employee

and a mother or a daughter, Increased work demands may lead to greater work-family

conflict. The work demands that contribute to work family conflict are long working hours,
excessive workload and schedule inflexibility.

3.2, Long Working Hours

Many researchers contend that long working hours increase work-family conflict
{Adkins and Premeaux, 2012; DiRenzo, Greenhaus, and Weer 2011). The recent study by
Kisi (2019) revealed that Mdlaysm has the scwnd lm_,hcst numbcr of people (22 %) working
more than 48 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 professionals in Ni gerian construction industry worked more than
the stipulated 8 hours per day.

The reasons of construction employees work long hours are excessive of workload and
tight project deadlines (Lingard, Francis and Turner, 2010). Turner and Mariani (2016)
carried out an interview with construction project managers in Australia found out that long

working hours contributed to work-family conflict. Berger (2018) also reported that working

mothers spend more time at-work experienced gréater work-family confliet. This s becanse

work commitments limit the time and energy to be devoted for family role,

11




2.3.3 Excessive Workload

The work-related stress ma: : 3
The w clated stress mainly arises from excessive workload. A research carried out

by Wanrooy, (2013) revealed that the major reason for employees to work overtime was due

to excessive workload. The employees are often being forced to work overtime in order to

meet the deadline. Yildirimang and Aycan (2008) found out that work overload have resulted

in work-family conflict among female nurses in Turkey. A longitudinal study carried out by

Lu and Kao (2013) also pointed out that excessive workioad was positively associated with

work-family conflict. X : :

Dugan, Matthews and Barmes-Farrell (2012) found out that the employees with high workload
are more likely to interrupt tamily domain in negative way. The extensive demands from
work causing women to have less time for the family. The conflict may arise when the
employces do not manage their work and family balance.
2.3.4 Schedule Inflexibility

Most of the companies in Malaysia are still practicing regular work schedule, The
employees have no authority in determining the time they arrive at and leave work, This
creates problems for working women in fulfilling their family responsibilities, Grant, Wallace

and Spurgeon (2013) reported-that inflexible of work schédillﬁs contributed to work-family

conflict. Aryee (1992) also revealed that schedule intlexibility was resulted in work-family
contlict among professional women in Singzpore. The recent study in Pakistan reported that

42 % of female employees agreed inflexibility of work schedule leads to work family conflict

(Khursheed, Mustafa, Arshad, and Gill, 2018).

12




The working mother a1y,

ays pre ;
Y Prefers to haye flexible work schedules with greater

fexibility. This is because
flexibility SC Womep waorry that family responsibilities may affect fheir

e f e heworkplage (Adogho, Ibrahim ang Tbralim, 2015). This can be seen in

en a working mother nen .
when a working mother needs 10 get her chilg ready in the morning to school which causes
or to be late for work. Hendg fle o2 . =
her to be 14 vork. Henee, the working womgn may experience strain on her role as an

employee and a mother with the rigid schedule

2.3.5 Family Demands

Boyar, ¢t al. (2007) defined family demand ag “4 global perception of the level and

intensity responsibility within the family domain™, Many studies examining family demands

as the predictors of work-fami] y contlict. This is because women experience greater work-
family conflict when the family demands are higher. The family demands may affect the
carcer decision making for women, The family demands that contribute to work-family

conflict are household responsibilities, dependent care responsibilities, presence of children

and financial stress.

2.3.0 Dependent Care Rc;pan.sibilitic.s :

The dependent care responsibilities are higher for married women due to having two
sides of families. The National Population and Family Development Board (2016) pointed out
that most of the married women are providing daily necessities to their parents and parents in
law. Duxbury and Higgins (2005) found out that women report higher levels of work-family
conflict with two sets of family responsibilitics. Kossek, Colquitt and Noe (2001) argued that
the care responsibilities for clder family members have a greater impact on work—family
conflict than caring for children. Glavin and Peters (2014) found out those Canadian,

cmployees with caregiving responsibilities faced high lovels: of wotk-family confliet than

13
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e Acting as a role mode|,

hermore, Anyakoha (o y " = e
Furt Yyakoha (-017"3).7 :}fcnhﬁeg male roles and responsibilities in the following;
acting as the head of fhe .. - 3 1
aeting as head of fhe family, providing family needs (e.g. food, shelter, clothing etc),

sting fami smber .
protecting ily memberg and showmg love to family members. Several scholars have

served that family responciiii
ubserved that family responsibilities (such g child-bearing) affect female participation or

involvement at the leve] of Management. Powell ang Graves (2003) noted that in western

countries, female mang gers prefer marrying without bearing children or remaining single to
assume leadership positions ang compete favorably 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 are expected from them

particularly in bigger organizations which make it difficult 1o 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 exccutive promotions or
appointments into corporate ladder and most females have remained stagnated at either lower
or middle level management for a long time. Scveral organizations have introduced training
and deve] opment programs targeted to enhance carcer advancement of female workers,

L5 Forms of Work Family Conflict
Three forms of work-family conflict have been identified by Grennhaus and Beutell (1985)

y iour-based conflict. Thege
Which are time-based conflict, strain-based conflict il bty e
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forms of conflict are relateq 10 work . e B I i
and family ge, -
Mands, - FEL,
2.5.1 Time-Based Conflict
Time-based work-fami]y conflict geey
T

S when the time devoted to work and family

are incompatible (Greenhaye .
s ! (Greenhaus ang Beute]), L98S). Time jg 5 searee re Th loyees
y “arce resources. The emp)

ho work long hours are more 11
Wl = dre more likely (g have less time for families. The predictors of time-

ased conflict arise f 3
hased ¢ ct arise from work demands are long working hours and schedule inflexibility.

For example, the conflict arises when the employees unable to pick up their children due to

work overtime. Similarly, the time involved in family demands such as household

responsibilities and dependent care responsibilities would reduce the time for work. The

example can be seen in \\{highg working mother have to take-leave of absence to care fora
sick child. The time demands of Work and family ciommitmcnt:sr 1;ay 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 (Greenhaus and Beutell, 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 face 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 as presence of children-household rcsponsibi_lifies, dépd,ri(.jc?t care responsibilities and

financial stress, This ean be scen in a working mother suffering from sfress when she have to

take eare of her sick child and to meet her work deadlines at the same time. The strain-based

17




contlict may turn into bchaviour—b

4sed conflict due ¢ I
Al tdue o psychological spill over in attitudes and
behuyviour.

2.5.3 Behaviour-Baseq Conflice

Behaviour-baged 1 2

Work-family conflict refers the behavioural interference in
erforming both work . i

B & rk and family roles (Greenhaus ang Beutell, 1985). It does not involve the

conflicting demands of i and family, The research carried out by Burke, Weir and

: (198 2 Wl - e
DuWors (1980) found UUt_thu_t_ the bchavioural__pattcms of male employees at work are

incompatible with the behaviours i family environment. However, the behaviour-based

contlicts seldom include work-family conflict rescarch due to the difficulty in predicting the

attitude, value and behaviour ot an individual (Ling and Powell, 2001; Netemeyer)

2.6 Work Family Conflict and Job Performance

Employces” job performance has been seen as a product of many variables like job
dissatistaction, poor wages, job sccurity, job satisfaction, job commitment (Ajala, 2009;
2012). However, job performance as one of the direct consequences of work-family conflict
has been examined by researchers like Frone, Russell, and Cooper, (1997), Karatepe and
Sokmen, (2006) and Netemeyer, Maxham, and Pullig, (2005). They found that there is
significant negative rcluzi;m_s;ip_ bctwé:cﬁ job performance and work-family conflict/family-
work conflict. Frone (1997) established that there is significant relationship between work
family conflicts and job performance using a self-rated measure of job performance,
Netemever et al, (2005) also found direct and indirect effects between work-family conflict
and employee performance rated by supervisor. Karatepe and Sokmen (2006) found 5
ationship between hoth work-family conflict and family-work conflict

significant negative rel

With job perf; Kossck and Ozeki (1998) found that there is negative relationship
Job performance. Kos
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petween the level of work-family conflict ang
Ict an

job Performance, Simp; A
found that wurk-i‘amily conflict ; il e e

S signific ;
uatly and Negatively related to job satisfaction with

resultant cffect of fow job perform

ang
Pe (Parasmman 1989, Rice, Frone Mo Fainliloe
Allen, 2000). - . e

Work-family conlig
7 t was subjee ,
Was subjected to 1oy Job productivity, low job satisfaction, high
absenteeism and i o)
thse nd high turnover iy the workplace (Achour, Grine and Nor, 2014). The

cmployees may lack ra
pioy A k motivation on work due o high demands from work. Prior research

found out that increased work stress leads to low job performance and productivity (Leung,

Chan and Dongyu, 201 1; Avey, et al,, 2012). The employees that often work in a stressful

conditions and potential job insecurity would lead to low job performance and well-being

{Schreurs, et al.. 20 12).

Khursheed, et al. (2018) revealed that the major constraints of work performance for
marricd women were houscheld chores and family uonnni'ml_é:ntf‘ The results indicated that
incompatibility of family dicm-ax-lds may also lca.d torlow job performance. However, the
rescarch carried out by Karatepe and Tekinkus (2006) found out that work-family conflict has
no significant effect on job performance. Several studies have looked at the link between
work-family conflict and employee performance. For instance, in a qualitative study,
Warokka and Febrilia (2015) cxamined the relationship between work-family conflict and
employee performance in four Indonesian banks, using a sample size of 334 dual-roles
women. The findings indicated a significant negative link between work-family conflict and
employce performance. Apediari and Lasisi (2016) studied the effect of work-family conflict

; in the Federal Capital Territory in Abuja,
on employee performance among female bankers in - i

Nigeria, ¢ descriptive study that involved 920 employses from selected banks and
Nigeria. [t was a des -
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apiexed the guantitative ap e i -
. PRrouch Lather dagy, The study revealeq that work-family role
L1 Cy al WOTK-Ia

conitict leads to low job performanee

Dwijayanti and Riang (5
R g ana xami
1 (2018) examineq the cffect of work-family conflict on job
perfrmanes among 46 civi sery.

an e Pt
ts in Indonesia, This quantitative study used descriptive

aierential analysis with o
L YIS wath partial Jeast Squarc to test the hypotheses. The study found that
work-family conflict hag 4

significant negative effect on employee performance.

hemaore, Sultan : htar i
i nand Akhtar (2019) conducted a quantitative study on the relationship

0 work-family conflict ang job performance, The quantitative data collected from 100

cmployees were an

.llwcd usmg frequency, perce11ta;,c mean, standard deviation and

womalation analysis. [t was mported that work-family conflict liad: significant negative impact

¢ performance.

o

1.7 Empirical Review
Several researchers and practitioners have cexplored the relationship between Work

iy Conflict and Female Career Advancement in both private and public sector

zanons with different findings. This has generated both positive and negative

ts in the literature. Some of these studies conducted from different parts of the world,

Nigeria are reviewed below.

Linge (2015) cxamined Social-Family Factors and Career Advancement of Kenyan

on Employees, Study adopted survey approach as instrument of data collection. Data

ollected from a populatien of 400 female workers. A tofal of 366 Tesponses were

reeeived from the participants and used for the analysis, while the remaining 34 were not

utilized. Data were analyzed using Chi-squarc to test the sigmficance of the relationship
s il r I - b
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between the independent and dependcnt vari
ati

were not pereeived as barrie

Rosa, Hon, Xia and Lap,

A (2017) | Investigated the Challenges and Success Factors
for Women’s Career De 1
e Dwalopnmnt In- Construction Industry in Australia. The target

ulation of study ¢ ised of
populd tudy comprige of female workers in lower, middle and top managemient

positions. Descriptive sum, el
I ptive sury C¥—and semi-struclurg interview v was mcd as instrument for data

collection. Out of 54 questionnaires administeged to the ﬁ,ma]c participants, only 43 were

returned und used, while (he remaining 11 weye not returned and used for the study. 10 female

workers were interviewed face-to-face which lasteg for 45 minutes. Multivariate Analysis of

Variance (MANOVA) was used to analyze survey data from fifty-four respondents. Study

adopts data categorization approach for the analysis of the empirical findings to see the
connection between theory and practice. Result showed that stress, family obligation, gender
bias and long working hours has significant influence on women career development.
Adhikary (2016) carried out a study on the Barriers that Influence Career Progression:
A Study of the Perceptions of Women Employees in India. The purpose of the study was to

examine the barriers that influence career pIOgTLSSlOI‘l of Nepa women workers. The

population of study c.onlprlsud of em )loyu.s of six different organizations (private and public
sector). They include; banking and finance, academic, NGO’s, developmental, semi-
government and  setvice industry. Siudy adopted descriptive survey approach and
questionnaire as instrument for data collection. Out of 180 questionnaires administered to the
respondents, only 130 were returned and used, while the remaining were not retumed and
used for the study Data was analyzed using frequency, percentage tables, mean score,

Analysis of Variance (ANOVA) from onc hundred and eighty respondents to generate study
Ahalysis of Variane
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result. Findings showed that individu ;
al, organizas
? 10na]

and societal strcture has significant
influence on career progregg of Women oy,
< rkers.

Abubakar, M011(1~N;1:-" R 3 i

“.2nd Rogity (2016) Examined - Administrative Barder and

Carcer Advancement of Female Academic Staff iy Nigerian Uni
: igerian Uni

versities. Study adopted
qualitative approach ang inte;

TVIEW 88 Tnstimans & X :
8 Instrument for data collection. The population of study
comprised of female aeadomic core :
P demic staff’ of different Universities in Nigeria. Purposive sampling

chnique was used in the splan: ;
technig f ed in the sclectioy of seven respondents and analyzed data using thematic

method. Study found that administrative barrier (such as, excessive work load and lack of

olitical will) ke y i T 5 s
politic ) has strong influence on career advancement of female academic staff.

Olabisi (2014) examined Gender Differentinls and Career Advancement among

Academic Staff of South-West, Nigeria. The total population comprised of 160 academic staff
of Lagos State Univcrsity. _guamiml@v_c and Qualitative research method was adopted as
instrument for data collection: Questionnaire and interview was used as instrument for data
collection. Quantitative data was analyzed using frequency tables, percentages and Chi-square
o generate result. Qualitative data collected through in-depth interview were audio taped,
sorted aecording to themes and analyzed using content method to generate result. Study found
that gender ditferentials have no statistical relationship with career advancement of academic
statf,

Ugoani (2013) studied Emotional Intelligence and Work-Family Conflict among
DualCarcer Parents in South-East, Nigeria. Descriptive survey design and questionnaire was
used as instrument for data collection. The total population of the study comprised of 476
beople. The sample population include the™ ‘followings;:‘ banks hospitals,  govemment

g il b e it et mental ran
mfl'lisn‘ics and agencics cducational institutions and brewer P £ dom
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campling was used in udministe it
] 'INg questionpa:
10Nna;

i o
¢ to the Patticipants. Data were analyzed

1es and peree )
. Pereentages to gencrate resylt, Findings showed that
; mal intelligence hae o .
emotionat itelligence hag Stenificant influgngg o work-fami|

Ik-tamily contlict,

2.8 Theoretical Framewm-k

The Border Theory v, ’
Y vas adopted for this study. It is an offshoot of the conflict theory

and was develope a sc .
and ped by a scholar Clark in 20pg, The theory argues that people are i Dordc

crossers as they move betuwan,
Y ¢ between home and work. This openg up a rich vein of analysis of the

ature of borders, their narm (s
nature of borders, their Permeability, and the eggq with which they can be managed or moved

und 80 on. T . S e i

As argued, this model fits well with the notion of highly rewarded professionals who

return high levels of commitment on the basis of norms of reciprocity. Thus in terms of any
analysis of work-family confliet especially within the context of a highly professionalized
career like the banking job, the analysis of borders can help to illuminate liow far individuals
are in control of issues determining balance. It also allows for the analysis of physical and
psychalogical controls. While a heavy emphasis in the recent litcrature suggests that
technology and competition have resulted in more intensive and extensive work, any analysis

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

opens up scope for the social construction or cognitive disrf)qion of boundaries to create g

defensible subjeetive sense of the situation. soms

Border theory holds that therc is a boundary between work and family. Menta]

boun(lﬂt'y time boundary physiological boundary are the thtee forms. Many individuals, then,

’ —— omains of worl :
are border-crossers who make daily transitions hetwesn: diea k and home,

i : vk at hom i i
Border the y is widely used in work and family issues such as work ¢ ¢, flexible time,
1cory 1s wide
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and s0 on. Individuals try 1 find g g

able boyy !

b e dary between Work and family. Boundary is
= pemaabiliy flexibility and blong; .

l Nding, Pcrmeabihty refers to the boundary
2 10l¢ PENetrates to another ... _
one T. For txample, ap Operator working in call center is not allowed

take a private phone. Flexibilite - o

o : ; exibilty refers 1o boundary tactility betwecn roles, For example,
e ting female gg
tefecommuting female Uso plﬂ)’s a mother ryle, When permenbility and fl xibility both exit in
(wo or more roles, blcn(hng happens, Based on border theory, thotigh it is difficult to change
some sides of work ang family, individualg can change the By e e i

some extent (Clark, 2000). 1t i indicated that individuals gre reactive in work and family

domain. This study therefire adopts the Border Theory as a basis for understanding the cross-

border problems that arise among women's career and tamily roles, Clark (2000) proposed

Work—tamily role conflict border theoryl arguing that this was an essential development from

balance out of the conflict arising from the dual domains.
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3.1 Intreduction =N 5

This <hapter jals

the proceg
ure: ; b
: Tes used ip obtaining data for the study. Tt also
WOVIUES @ COMprehensive o .- -
P i ISIVE deseriptipy, of how data was collected and analyzed Methodology
analyzed.
is important because enables e r o
st ask and gisa g begin to angwer interesting and important
questions (Stanley ct-q] e
: AR AOT). Mwmd(‘k\‘%}’ therefore provides a detailed step by step

description of ey ery

-

oced

dure used in care : x
€ used in carrying out (i study, location of the study, sampling
procedure. method of data o

t data collection ang method of data analysis,

3.2 Location of the Study

nd Local Government Area located in northwestern Nigeria. It s the

geria. The LGA has an area 0f 3,364 km? and a population of

n 2016. Gusau is north of a linc drawn from Kebbe to Kano, and

the main railway between Kaura Namoda and Zaria, and it is on a

ween Talata Mafara and Funtua. Sharia practice was first declared in

or Ahmed Sani (Yariman Bakura) and is stil] in force.

Gusau 1s located on the Sokoto River in the savanna region of Nigeria. The river

"

the dry season. Industrics in the city include textile

provides aceess to w
t and tobacco processing, and cotton ginning. The city is active in
and diamonds in the surrounding countryside. Gusau is connected
in the region. The city is part of the Hausa-Fulanj

has a substantial Muslim population and contains

-5 and Mus]im organizations.
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UMerons mosgu
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3.4 Population of the Study

ale bankers in Gusau Local
Government area and phjg Populatioy, ; b
Sy

nk e 2

: f nown, Ag , result of this, the sample size was

determined using the Proportion Methad g5 gig d
Cussed in 3.5

3.5 Sample Size Determinatio]l

Sample sizc determinatiop, &f
n any study where ia. o e Sitne :
b ¥ Ic there js pe comprehensive ligy of the target population, the

population of the study i estimated bageq op Proportion (Rose, Spinks and Cantoho, 2015).

This sample size of this study we

18 determined using the proportion formular below:-
n=4py
A

Where n = required sample size

p = proportion of population characteristics

)

p=0

d=degree of precision or margin of error = + 5% = 0.05

n=4nq
ik i
n=4x03x03
0.05%
n=036
0.0025
=144

36 Sampling Techniques
I this study, simple random sampling and stratified sampling techniques were used. Theke
1$ study, simple ra 1

bic IBTC, Eco Bank, FCMB, Diamond Bank, GT Bap| Kk,
nbic >

Y16 banks in Gusau. They are Sta laris Bank, Jaiz Bank, Sterli
< Polaris Bank, Jaiz > Olerl]
Zenith by Fidelity Bank, First Bank, UBA, Access E 5

27 s




pank. Keystone Bank, Union Bank ang H
Crit,

aae
Bank. The Tesearcher thew wsine Smple
raﬁf\‘e

sandom sampling technique With
¢ aid of g

draioy where the S
ICOIE The mimes of e Seniks wene
written in picces of baper, foldeg and

dropped i, 2 Contn

Phaiks Hint T and shulken Sumowsiy ey e

names OF BAnKs that were Tandom]y
¥ selected 1y at

At was

| o the ;:{7 The :&ﬁrﬂfﬁg
panks were picked randomly~Jg
L Zenith, Actess, Fid

TSt Bomk. Serime Bk GT

Bank and Stanbic IBTC

In the second stage, after the g

The reg=rrdher prrpesely

requested for the list of stafy that were marjeg o be

soady. 1 aadhy srpiSed

sampling technique was uged 1o divide the female

semior and fomier S The

escarcher then randomly selected 50 senjor married st

3.7 Methods of Data Collection
The research adopted primary sources o

questionnaire. A structured closed ended quesd

questionnaire consisted {wo sections: section A con

from participants and section B covered different catce

objectives of the study. The questionnaire was de
3.8 Data Analysis

Data obtained through the use of questionnaires W

- : nd of
tables and percentages with explanations at the end o

: 2 udy.
1o answer each rescarch questions of the stud)
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Responses Frequency (F)  Percentage

Pressure from fulfilling f'amily reSponsih
S1

ilities (%)
work family conflict = = Shuses A 7 611
DA 49 8.9
pressure from the office causes work family confl; t Total 126 100
- 1c A
91 72.2
DA 35 27.8
Nl . Total 126 100
Gender diserimination trom work place causes work A 9 754
5 =
conflict o 4 o
Total 126 100
Financial stress causes work family confliet A 105 833
SR i DA 21 16.7
Total 126 100
Presence of children interfere with work responsibilities A 98 72.8 !
DA 28 222 |
— " Toml 126 100

Source: Field Survey (2021)
The table above on the causes ot work family conflict shows that 77(01.1) agreed that

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

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

i1 e offi s work famil
While 35(27.8) disagreed this means that the pressure from the affice calises £
flict, 95(75.4%) agreed
“nflict, On whether gender d;scrlmlﬂdT‘O“ causes. work family con (75.4%) agr
that gender discrimination causes work family
g th

Whilg 31(24.6%) di d. Th;s implies
o) disagrec . :

i nflict, 105(83.3%)of the

e o her financial stress causes work family ¢!
T i i ancial stress is a major

Ty ()70/ diSﬂEFCCd lhlS lmp]lcs ‘ﬂ‘lglt financia

Pondents agreed, whil 21(1 b

greed, whilc

31
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| 06.5%) disagreed. pyg .
. Impljeg that Pregng,
advmment of women in the p, i o

n effect on the carcer

ilnking se
Clor, i
68 39%) agreed while 40(31.7» i mutemnity lonve affects job progression,
(08,2 PLCA dispnrend .. Y ?
46 Sagreed, Thig implies hat g ity |
2 e i ) &b Maternity Jeave has an effect
un the eareer advancement of: o, in the bk
: HLKINg- gey

X 5 4 ctor, On if famil ibiliti
makes banking job dlmculh‘)()('i]‘q,n/u) ily responsibilities

agree iln z
. o : Bree while 36(28.6) disagreed. This implies that
responsibilities anising from family domping e banking job difficuly
Hicult,

14 |acE|_tioushi between x Work F;

amily Conflict and Jop Pe

tformance

i

SR ﬁR_CMS‘EMucncy (F) _ Percentage (%)

work family conflict affect my relationship A

63 1.6
with collcagues 5
L 61 484
Total 126 100
Work family conflict affect the performance of A 77 61.1
task

- DA 49 38.0
= Total 126 100
Family responsibilities causes inability to meet A 90 71.4
g DA 36 28.6
s : Total 126 100
: A 66 524

Family demand causes pre-mature retirement
DA 60 47.6
ot AR L0

Sourge: Field Survey (2021) ; flict and job performance. On
- Jationship between work family con
¢ 4.5 shows the relations 1.6%) agreed while
Cr work fam . with colleagues, 65(51.
h l ﬂCt affect C!ﬁtionshl W lth ] g
! ily contli s Tl P d

& 2 k (61¢1“/0)
k fﬁl'ﬂ]]y 14 fo bl
1 ( By On = o "

23




;ced while 49G8.9%) disagreg, :
n if fﬁl‘ml 2 ST
Jeadlin€ promptly, 90(71.4%) 5., - 'lemns;

I! )
y 0 m 11 ¢q
t cet (Ic-.\("ll C i ']lly
)lbib]l]llc‘ﬂ Causes prey

ponsibilities causcs inab; isagreed, Thig implies that family

g out task at w i i
] ork.
dture lt.llrcmcnt, 66 b

(52.4v;) agreed wi

()0(47,6%) disagreed. hile a slight proportion

5 piscussion of Findings

This section is coneerned with the major hndmgq based

= 0ased on the research objectives
The first objective of the study is to examine the cause of wark family conflict among women
pankers 1n Gusau. The outcome Jrevealed that pressure from fulfilling family responsibilities

guuses 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 dependent care responsibilities teport 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

more ikely to prevent fumily participation. This finding is congruent with Berger (2018} who

Jence greater work family conflict
Wfimed that working women with higher work hours experience gred y

ho said that excessive workload is

i v
Mulso with the findings of Lu and Kai (2013) ¥

¢
WSttively associated with work family conflic

; ict. This is consistent with
i camily contlic
Similarly financial stress is another cause of work famiy : :
. Tinancial stress ol 0{ {m'muﬂl strain resulted in work
g

c,albd that inb

u
ut by the natloml pop!
Q

Yy ;
g g Schema (2012) who rev lation and family development

kmllly tonflict, The survey carried

34




%&(2016) supported the ﬁmlingm thut v
poi

alayy i
SN women CXperienceyg high level of stress
hald OXPengey

tﬁéeﬁﬂ"}' on children educatioy And hoyge
presence of children is thothey Chuse gf Work Family conflict. Most female Bk
axperienced work family confliey With the ortivy| OF children, This is consistent with Dominic
and Jones(2011) who found oy that bunkerg With younger children find it more difficult to
palance work family rcspnnSihi_litiw‘ and also Capjeey (2004) who said that the presence of
children in the houschold has been Positively re]

ated to work family conflict
: : - o is i istent
der discrimination from work place also causes work family conflict, This is cons
Gende

: d sex
ith Elvitigala, Amaratunga-and High(2006) &ho Posited that gender stereotype an
with BIVITIEaLa,

i i rate hierarchies also Akkas(QOlS)
imination hinders f(.‘ﬂl'dlCS in moving into corporate hiera Chlt,b, and a
discrimina

e < : ily conflict,
I aid that {“Sl..lllllil-ll‘]t]'() at work plﬂCC causes work amﬂy
who S
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1 chapter summarizes, make
This chapt €8, makey conelugion i
i I L'.}WS& Fladie

WL T T Y
g Summiary m

The research covered the introdug
i, Oy and the ke
4 d I BRCK vl af fhie stids T
| » » ik oF fhie study. The study
was built around three objectives; (he objeetives
CH Were T
. d WEHE 1o cranine the causes of work
fumily contlict, the effects of family obligationy ¢
00 the caresr advaoement of women,
and to determine the relationship between worle fiur:
work family conflict snd i &
conthet and job performance. The

farget population focused on all commercial banks in

Gusa Government of

Zamfira State.

In chapter two, literature review about work and family cor women bankers

revolving around the objectives of the study was elaborately do

e border theory was

esearch topic

In chapter three the mcthodology of the study was outhined imder this section.

o : ted and o sample size of 126 respondents was
Description survey researeh design was adopled and a sample s

: + it B la. A structured questionnaire
e, using the proportion sample size determination formuia. U q

: otion and simple percentage technique
Wi used as the primary instrument of data collection and stmple pere

M5 used to analyse the data collected. 4
C e and was analyzed to enable the
B hapter four d llected was |11‘L.‘HL!IIIL‘d iy tables ane
C]Up or four data collecte :
on et o working W omen.

Ity 5 B iy
ichey understand the impacts of wol K family

i




\.:_;_:u al[) ANOALJ JBy) me.u;a

dopn |
M :5&:7::_8_ atowt 1 |

ey Supjueq JO SAL (i) 5111 BULIUNOOU ogny,

1 pop

umop prey Jnd pinoys suonmsul ol

iyl o [raAal Apmis U} dnoatoy
a ¢

St Al
s193UBq S[BWA] WD JOUD ST juatuadl
i Aopdwa ppnoys EuEumﬁsz :

L

s
prOPIOA SIYUNY auj osR dpo

AOUAINE 0L 1O B[] YHM asoy,

$ 19339 s
UBY} JOIFUOO J[0L 53] spuouadxa sPquItl Sy oy o poddns 191199 UYHM SIayung

s[eto} asneoaq SI SWL WIU0d 0! Apugy-Fuppom g noqe WENOIq souatadxa/siula)

porejar ssams Aup payd ARy [ swyl Csloquiow Apwey oy woy yoddns

[B1008 210w USALS 29 Pinoys siney WEn fuprom siofungq A[EWd -poddns Ajuny/uenog ¢
-pa1ajjoid Unaq DALY SUCHEPUAILIOIAL Sumo[0} O ‘Apnis Siy} Uo pasey

SUOIIEPUILIW0INY €8

‘s1oqueq
s[ewsy ay Jo vdueuLopad qof uo oy jueslIuFis oAy uLwop yom pue Ly §og

woly JuIsue $5a08 pu % .
I SUTSL 1§ pue .E:n.myomc._ 2MPAYAS "PAIOM SInoY Jo Jaquunu ay gL e st

A
HIGDALUL AINPAYRS pur *ssans [riowwUL *PEoPHON
9AI5590%9 Aq POSNED 51U Afiuey Yiop

)Y " L
oA o sinoy Sypfuay sy o) uasoty

1 30J035 QY1 SNBIIY BUO SNOLIS & gy

L 1ajhoR .::,_
aA Ll :.._:. A 10 ased L

AW 3 200 falo
[B13A3s Ul 10/ JaUI0 JO ay U i an | J \ o 1 I

W xo i)
IR oy g
ayy ur AQie1oadsa oy Bussiad pug g, 81 S g utewop AR

(]

g

W ¢
SIONUBG UDWIOM LOYM 381X o siy I W siassonn sopiog Ao

(CTT

: bl g 3y .
3} U0 PoBBE. 2ULLIION Gof 5 110 LI Ry g Gpogs o o sTuipilh

QALY g

DIYM O} [2A3] oL . ,
YRM. OF 12431 ALY PUT 191111100 g, oy 1 DN woneRigo AWEE

14 |

-
L TRITS) Pasndny Apmis o4L

uopsnjpued i




Special attention should be paid t

could help limit the Mumberg o p Custamers :
; N E0Mmipgy

to the hank per day. This could help
reduce stress and empl

OVees Will fin
) Vill figlg velaxed wi, less pressur

¢. And also regular career
guidance progranme shoylg be
g

Organized (o the lmnking stafl,
Financial and non-financig fewards shoulq e Biven o those who perform their duties
with hard work and dey otion, Thege rewards work ag driving force for employees to
increase their motivation Aand commitmen.

0 reduce working hours in banks while late sitting should
be prohibited especially for females in the banks,

Organizat

i amily ol it xible
1ons should - introduce family holidays, recreational programs and fle

smale workers to avoid work family conflict,
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