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ABSTRACT
Aim: The study looked at employees work life balance and how it affects employee performance in public hospitals in Kaduna metropolis. 
Methods: Employee work life balance was proxied by work family priorities, conflict and employee assistance programs. The dependent variable was employee performance. The population of the study comprised of the employees in the public hospital in Kaduna metropolis. 116 respondents participated using the census sampling and the data was collected with the aid of questionnaires. The collected data was analysed using descriptive statistics, Pearson correlation and multiple regression. 
Results: The study discovered that work family conflict priorities have a negative effect on employee performance while employee assistance programs had a positive effect on employee performance. 

Conclusion: The study concluded that employee work life balance affects employee performance in the public hospitals in Kaduna metropolis. The study recommends among others that the management of public hospitals should manage the work-family conflict faced by their employees by providing them with counselling sessions and also employing the services of specialist to train them on how they can manage the conflict that can arise in the family and work life of the employees.
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INTRODUCTION
Humans are faced with numerous decisions which applies to getting a job, maintaining the job and also balancing their work life with their personal lives. The expectation from the organization is that a person will be able to apportion time efficiently across work and personal activities. This is because, the performance of the firm is solely dependent on the various resources (capital, human and financial) at the disposal of the firm and how efficiently these resources are being utilized Walter and Walters (2010). Out of these resources, the employees form an integral portion that drive and define the performance of the organization if efficiently utilized. This therefore makes managers to look out for ways that they can make use of the human resources in such a way that they can improve the performance of the firm Wambui, Cherotick, Emily and Dave (2017).

In as much as employers understand the importance of employees in the organization, researchers from the fields of social sciences and psychology have moved to understand the role that finding a balance between work and personal life plays a role in attaining the performance of the organization. Looking at the way certain organization’s function, their cultures and approaches, it is seen that the consideration of the emotions of the employees is on the decline majorly because firms view that the major macro-economic variable which is unemployment and also other environmental factors will make employees give their best even if a balance is not found between their work and personal life. 

In the Nigerian hospitals, the employees are key in ensuring the overall objective of the hospital is achieved. The expectation is that the employees and most especially the ones in the medical department will stand as the brand ambassadors that protect the image of the firm by providing their patients with the required services, however, that is not always the case as certain medical personnel that are supposed to be overly welcoming to the patients, tend to display some amount of irritation and anger when attending to them. Studies undertaken by Hofacker and Konig (2013) have showed that the inability of employees to find a balance in their work-life tend to create certain behaviors of depression and anger which results to the inability of the employee to dispose-off their duty efficiently. It is against this background that this study seeks to understand the employees work-life balance and employee’s performance in public hospitals in Kaduna metropolis. The study also examines the impact of work-family priorities conflict on employees. 
The paper is sectioned into five. The first section is on the introduction, while the second and third sections are on literature review and methodology respectively. The fourth and fifth is on discussion on findings and finally on conclusion.
Though found to be very important in the survival of a firm, employee performance have not really had a unified definition. Scholars, researchers and practitioners have viewed it from different perspective (Deery & Jago, 2015). According to Obiageli, Uzochukwu and Ngozi (2015), employee performance can be defined as a set of outcomes that are derived as a result of certain input by the employees of a firm. In other words, the effort and dedication that the employees use in addressing their jobs amounts to the performance of the employee which in turn improves the wellbeing of the organization. In another perspective of output, employee performance is defined as the level of attainment of quantified objectives (Abdulkadir, 2018). This implies that, the performance of employees can be defined as the level of commitment they show in terms of achieving the defined objectives of the firm. This also shows that employees are the lifewire of the firm and for success to be attained, the employees need to be engaged and motivated. Employee performance was also defined as the effective way through which an employee attains the job provisions (Wambui, Cherotich, Emily, & Dave, 2017). This study therefore views employee performance as the outcome that is derived as a result of certain inputs by the employees in order to achieve the organizational goals.  

The environment in the work place as well as the one at home happens to be a dilemma to workers. Which should be given the most priority and what time is one supposed to dedicate to all of them is very viable. Hence work-family priorities conflict has been discussed by scholars and researchers across the world and so many definitions have been given to describe the concept. Work-family priorities conflict have been defined as the form of inter-role conflict whereby the demands between work and family become mutually incompatible, in such a way that meeting the demand of one category makes it hard to meet the demand of the other category (Edwards & Rothbard, 2010). This implies that the major reason for the conflict is the understanding of the time needed to create the balance within work and family. Both are essential in the life of the employee and becomes quit difficult when deciding how to prioritize them. Michel, Clark and May (2014) defined work-family priorities conflict as 

The working definition of work-family conflict is “a type of inter role conflict in which the pressures of the role from one domain are incompatible with the pressures from another domain”.

Employee assistance programs is defined as an intervention program which is work-based and offered to employees to help them in resolving their personal issues or challenges that may affect their work performance (Kshirsagar, 2015). In other words, it is the support that is given to the employee which assists in finding a balance between work and life activities, which in turn brings about the performance of the employee. This definition shows that the employee is a vital aspect of the firm and the success of the firm depends on them. In another vein, employee assistance programs was defined as a short-term confidential counselling offered to employees that have personal/life difficulties which happens to affect their work significantly (Deery & Jago, 2015). This definition added another component to redefine employee assistance programs. The definition acknowledged the essence of confidentiality in terms of carrying out the employee assistance programs. This is because employees will require confidentiality if they will open up and discuss that which causes dilemma between their work-life. 

This study therefore defines Employee assistance program as that support that is rendered to employees in the work-place, which helps them seek a balance between the work-family priorities.    

Abdulkadir (2018) investigated the influence of work life balance on employee performance at the cabinet affairs office Kenya. The study employed descriptive research design and primary data was collected with the aid of questionnaires. A sample of 70 employees from the middle and lower cadre were randomly selected. Inferential and descriptive statistics was used to analyze the collected data. The study discovered that work-family priorities impact on employee performance. The study also discovered that demand at work place interfered with the family life of the employee. 

Wambui, Cherotich, Emily and Dave (2017) examined the effect of work life balance on the performance of employees in Kabarak University Nakuru. The study employed the use of descriptive technique and the data was collected with the aid of questionnaires. The population of the study was 244 from which 70 employees were selected to make up the sample for the study. frequencies and percentages were used for the analysis while Chi-square was used for the hypothesis testing. The study discovered that work family priorities affected the performance of employees. Hence the study concluded that work life balance is a paramount aspect of work and family which should be embraced to improve employee’s performance in the work place. 

Kshirsagar (2015) examined the impact of work-life balance on employees’ performance and gender differences with respect to SMEs in selected manufacturing sector units in Mumbai. The study employed a sample of 25 small and 25 medium organizations from the manufacturing sector. Random sampling was employed and the data was collected with the aid of questionnaires. Chi-square was used to analyse the collected data. The study discovered that there is a relationship between work-life balance and gender differences in small and medium enterprises. The study also discovered that work-life balance programs impact on the performance of employees. The study therefore concludes that there is a relationship between work-life balance and employees’ performance. 

Obiageli, Uzochukwu and Ngozi (2015) examined the impact of work-life balance and employee performance in selected commercial banks in Lagos state. Work-life balance was proxied by leave policy while employee performance was proxied by service delivery. A sample size of 262 was drawn from a population of 759 using Yamane’s formula. Questionnaires were used to collect the data. Correlation and regression analysis were used to test the hypotheses. The study discovered that leave policy has a positive impact on service delivery. 

Considering all the studies reviewed, it is discovered that studies rare studies have been conducted in the medical sector using medical practitioners. Hence it is important to understand if the findings of work-life balance in other sectors will be same with the health sector. 

There have been theories that have been used to describe work-life balance and some of the major theories include, conflict theory and role theory. 

This theory proposes that the categories of activities in life are incompatible due to their different requirements and standards. Hence increased role performance in one category will result to a decrease in the role performance played in the other role category (Abdulkadir, 2018).  Propounded by Marx. The theory further posits that people are bound by mutual interests and a degree of ownership of property often supported by the state. The theory assumes that when resources are unevenly distributed, then the elite that conduct this uneven distribution force their subordinates to accept the conditions. They set up systems of laws, societal structures and tradition which helps them to further their dominance and slowing the ways for others to join their position. The theory believes that competition is constant in the life of an individual. This competition sometimes overwhelms the individual and plays a role in their relationship and interaction. 

The theory believes that beyond resources that are material in nature, individuals compete for intangible resources which include leisure time, dominance, social status, partners and many other factors. The theory posits that competition is the default rather than cooperation. In other words, there will always be competition in the life of an individual. This competition can also take the form of work duties and family time.  

Propounded by Mead in the 1930s, role theory posits that so many life roles are a result of the expectations of others and also individual beliefs regarding the role in question. Though the concept of role theory can be traced back to the 1900s but it only became prominent in the 30’s. Roles according to the theory comprise of subordinate, co-worker, spouse (husband/wife), parent (mother/father). The theory further states that due to the numerous activities in life, an individual is interconnected with multiple roles that require the attention of the individual, which then results to conflict. The theory believes that individuals have certain roles and these roles come with instructions on the expected and required behavior from the individual. 

The theory describes that human beings behave in unique and quite predictable ways depending on their social identities and the situation at hand. This study therefore adopts the role theory to guide the study. This is because it explains how the individual can related and find a balance between work and family. This can reduce the amount of conflict. 

MATERIALS AND METHODS
The study employed a survey design and quantitative approach. The population of the study comprises of the medical practitioners of the public hospitals in Kaduna metropolis. The population is therefore 116. The study adopted a census method, and the entire population was studied. The study employed the use of questionnaires to gather the information from the sample. Reliability test was conducted to understand the internal consistency of the constructs used. The questionnaire employed for the study was adopted from Abdulkadir (2018) to ensure its validity. Descriptive statistics, correlation and regression were used to analyse the data. 

Data analysis

116 questionnaires were distributed to the sample of the study and the questionnaires were all retrieved following the hand-to-hand method employed. 116 questionnaires were retrieved making it 100%. The study employed the use of descriptive statistics, correlation and multiple regression to analyse the collected data. The analysis of the data showed that work life balance has a significant effect on performance as this was affirmed by the significance values from the results. The next section presents the result of the analysis. 
RESULTS
Table 1 presents the reliability of the instrument that employee performance had an alpha coefficient of 0.82, which signifies that there is internal consistency because the alpha coefficient of the construct is above 0.5. Work-family priorities and employee assistance programs were also seen to have coefficients of 0.91 and 0.80 respectively. All the present alpha coefficients are above 0.5 and according to the Cronbach alpha rule, any construct that has coefficient or values above 0.5 are reliable (Vishwa, et al., 2014). Hence the instrument of the study is therefore reliable. 

Table 2 showed that that majority of the respondent age fall within the range of 31 – 40 years with a frequency of 41 representing 35.3% of the response rate. The respondents between the ages of 20 – 30 were 33 representing 28.4% and 16 of the respondents were between 51 and above representing 13.8%. This signifies that all age categories were represented in the study. Table 3 presented the qualification of the respondents, 17.2% (20) had Bachelor of Science while 7.8% (9) had MSc. This signifies that there are very few people with Master of Science qualifications in the public hospital. High percentage [47.4% (55)] of the respondents have other forms of qualifications.
Table 4, which assessed the years of experience of the respondent in the public hospitals showed that 37.1% (43) of the respondents had ≤5 years working experience. The respondents with 6 – 10 years were 13 representing 11.2% of the response rate. Those with 21 years’ experience and above were 21 and they represented 18.1% of the response rate. 

Work-family priorities conflict had a negative relationship with employee performance, and this is signified by a Pearson r of -0.68. This implies the absence of multicollinearity in the independent variables making the variables fit for a multiple regression analysis. 

61% of employee performance in public hospitals was explained by employee work-life balance, this was significant with a p-value of .001 and an R2 of .623. The standard error was below .5 which signifies that the standard error is low. 

Table 5 further showed that work-family priorities conflict had an inverse significant effect on employee performance, while on the other hand, employee assistance programs had a positive and significant effect on employee performance. This is justified by the coefficient values of -.489 and .689 
with p-values of .001 and .000 respectively     

Table 1: Reliability Test
	Variable(s)
                                                                    Alpha coefficient

	Employee performance
                                                    0.82

	Work-Family priorities conflict                                                  0.91

	Employee assistance programs
                                        0.80


Table 2: Age Group of Respondents 
	Age group
	Frequency
	Percentage (%)

	20 – 30
	          33
	   28.4

	31 – 40
	          41
	   35.3

	41 – 50
	          26
	   22.4

	51 and above
	          16
	   13.8

	Total
	          116
	   100


Table 3: Qualification of respondents

	Qualification
	Frequency
	Percentage

	BSc.
	20
	17.2

	MSc.
	9
	7.8

	Nursing
	32
	27.6

	Others
	55
	47.4

	Total
	116
	100


Table 4: Years of Experience 
	Experience
	                    Frequency
	Percentage

	Less than 5 years
	                           43
	                37.1

	6 – 10 years
	                           13
	                11.2

	11 – 15 years
	                           19
	                 16.4

	16 – 20 years
	                           20
	                 17.2

	21 and above
	                           21
	                 18.1

	Total
	                           116
	                  100


Table 5: Assessment of the statistical significance [Correlation, Regression and Coefficient model] between Employee Performance, Work-Family Priorities Conflict and Employee Assistance Programs
	Correlation Summary 

	                                          
	Employee Performance
	Work-Family Priorities Conflict
	Employee Assistance Programs

	Employee Performance
	                                      1
	
	

	Work-Family Priorities conflict
	-0.68
	1
	

	Employee assistance programs
	0.81
	0.65
	1

	Regression Summary

	R2
	Sig.
	Std. Error
	

	.613
	.001
	.3254
	

	Coefficient of the Model

	Variable
	Coef.
	Sig.
	

	Work-family priorities conflict
	-.489
	.001
	

	Employee assistance programs
	.687
	.000
	


DISCUSSION 
The study examined the effect of work life balance which was proxied by work-family priorities conflict and employee assistance programs on employee performance. After the analysis, the following discoveries were made.
Interpretation Based on Demographic Data

The demographic characteristics of respondents provide important contextual insights that enrich interpretation of the main findings. Table 2 showed that the largest age group was 31–40 years (35.3%), followed by 20–30 years (28.4%). This indicates a relatively young workforce. Early- and mid-career medical practitioners often face competing demands: they are building professional competence while simultaneously establishing families, raising young children, and perhaps caring for aging parents. For this demographic, the negative effect of work-family conflict may be especially pronounced because they lack the seniority to negotiate flexible arrangements and have not yet accumulated sufficient resources (e.g., domestic help, savings) to outsource some family responsibilities (Allen & Martin, 2017).

Table 3 revealed that only 7.8% of respondents held a Master of Science degree, while 47.4% held “other” qualifications (including nursing diplomas, community health officer certificates, and other paraprofessional credentials). This suggests that the public hospital workforce in Kaduna is predominantly composed of practically trained staff with limited formal postgraduate education. For these employees, career advancement opportunities may be constrained, and non-monetary forms of organizational support such as EAPs may serve as particularly powerful performance motivators. This interpretation aligns with the very strong positive coefficient for EAPs (0.687).

Table 4 showed that 37.1% of respondents had less than five years of experience, while 18.1% had 21 or more years of experience. This bimodal distribution suggests a workforce with both many novices and many long-serving veterans. Novices likely struggle more with work-family conflict because they are still mastering clinical skills and establishing professional routines. Veterans, while more experienced, may experience different forms of work-family conflict related to caring for aging parents or supporting adult children. The negative effect of work-family conflict (β = -0.489) may operate differently across these experience groups, a hypothesis that future research should test using moderated regression.
The study discovered that the model was significant which implies that when there is work life balance in public hospitals, then there is going to be about 61% increase in the performance of employees. This result is possible going by the suggestions of the conflict theory which shows that in the life of an individual, conflict will arise from different priorities and when the system puts a coordinated structure in place, then the individual is bound to work and act better. This finding also supports the conclusion of Abdulkadir (2018) which posits that work life balance significantly improves employee performance. 
The study discovered that Work-family priorities conflict had an inverse impact on employee performance. This was signified by a beta coefficient of -.489 and a significant p-value of .001. This result shows that the conflict between which activity should be prioritized between work and family reduces the performance of employees. The findings go in line with the findings of Micheal, Clark and May (2014)

Employee assistance programs on the other hand had a positive impact on employee performance. This was justified with a beta coefficient of .687 and a significant value of .000. Hence it can be drawn that increased employee assistance programs increases the performance of the employees. This can be as a result of the programs serving as motivation or recognition to the employees. This finding further supports finding of Kshirsagar (2015). Based on the findings, the study therefore rejects the null hypotheses stated. 
Additionally, the current study aligns with the broader meta-analytic evidence provided by Caesar (2019), who reviewed 47 studies on EAPs and concluded that effective EAPs reduce employee stress by 25–30% and improve productivity by 15–20%. The current study’s beta coefficient of 0.687 suggests an even stronger effect, possibly because public hospital employees in Kaduna have fewer alternative sources of support compared to employees in wealthier or private-sector contexts. Several mechanisms may explain this strong positive effect. First, EAPs reduce psychological distress, thereby freeing cognitive resources for task performance (Rothermund et al., 2017). Second, EAPs signal organizational commitment, which enhances employee engagement and motivation (Saks, 2006). Third, some EAP components, such as recognition programs, directly reinforce desired performance behaviors. Fourth, EAPs may reduce turnover intentions, leading to a more experienced and effective workforce over time (Kirk & Brown, 2003).

For public hospital administrators in Kaduna, this finding is encouraging because it suggests that even modest investments in EAPs such as establishing peer support groups, providing stress management workshops, or implementing flexible leave policies can yield substantial performance returns. Importantly, many EAPs are relatively low-cost compared to salary increases or capital investments, making them attractive options in resource-constrained public healthcare settings. 

CONCLUSION
The study was conducted on the effect of employee work life balance on employee performance of public hospitals in Kaduna metropolis. Looking at the findings the study discovered that work-family priorities conflict affected the performance of the employees negatively, based on this finding, the study concluded that work-family priorities conflict negatively affects employee performance. The study also discovered that the employee assistance programs provided positively affected the performance of employees, hence the study concluded that there is a positive effect between employee assistance programs and employee performance. 

RECOMMENDATION
Based on the conclusions, the study therefore recommends that:

The management of public hospitals should manage the work-family conflict faced by their employees by providing them with counselling sessions and also employing the services of consultants to train them on how they can manage the conflict that can arise about the family and work life of the employees. 

The study also recommends that the employee assistance programs can be improved by providing the employees with more motivating programs that are related to the family issues that tend to affect the work of the employees. These programs can be employee specific or group of employees, but the management will need to collect data so that the programs can be designed to fit the need of the group of employees.  
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