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ABSTRACT 
 

The purpose of the study was to establish the effects of work life balance practices on the 

performance of Faulu Microfinance bank Ltd. Specifically the study sought to identify 

the work life balance practices being employed at Faulu Microfinance bank, examine the 

extent to which key measures of organizational performance were applied at Faulu 

Microfinance bank, and find out the effects of work life balance practices on the 

performance of Faulu Microfinance bank. The study was guided by spill over theory, 

boundary theory, role theory, general system’s theory of organizational performance and 

the universalistic approach. The study adopted descriptive research design and the target 

population was 137 employees of Faulu Microfinance bank. Census technique was 

applied and a questionnaire was used to collect the primary data which was analyzed 

using Statistical Package for Social Sciences (SPSS) version 23.0. Findings indicated that 

annual leave, parental leave and study leave were highly employed as stated by more than 

70% of the respondents who agreed and strongly agreed that the practices were in use. 

However, flexitime, compressed work week and telecommuting work life balance 

practices were employed at a lesser level of 43.3%. Similarly, 84% of the employees 

agreed that work life balance practices improved the performance of microfinance 

institutions. This led to the conclusion that each of the work life balance practices used 

were predictors of job satisfaction which influenced employee’s quality of working life 

and more importantly helped them maintain work-life balance with equal attention to 

performance, commitment at work and job satisfaction. The study recommended that 

organizations consider adopting work life balance practices that drive employees to 

deliver organizational objectives and train employees on the available work life balance 

practices that can be used to improve organizational performance. 

xi 
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CHAPTER ONE 

 

INTRODUCTION AND BACKGROUND TO THE STUDY 

 
Introduction 

 

This chapter lays the foundation of this study by enabling the readers to familiarize 

themselves with the issues that the study sought to address. It contains the background of 

this study, statement of the problem understudy, and objectives of the study, research 

questions, and importance of the study, purpose of the study, limitations of the study and 

the scope of the study. 

Background to the Study 

 

Human resource management in organizations is no longer an afterthought but is steadily 

gaining recognition as a crucial part of every organization’s strategic plan. According to 

Bourne and Bourne (2016), many organizations are now striving to adopt HRM practices 

that will have a meaningful contribution to its performance. Human resource 

management practices can be defined as a set of organizational activities that aims at 

managing a pool of human capital and ensuring that this capital is employed towards the 

achievement of organizational goals and objectives (Armstrong, 2014). 

 

Constant change is essential and obligatory in today’s business environment. Therefore 

organizations are continuously and constantly faced with change management strategy 

issues in a bid to remain relevant in today’s competitive and fast changing business 

environments. The inability to recognize these changes results in an employee’s identity 

crisis which makes it nearly impossible for organizations to realize performance in terms 

of growth, innovation and opportunity (Tummers, Kruyen, Dominique, Vijverberg, 

Tessa, &Voesenek, 2015). In the authors’ view, these failures result from employee 
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identity crisis because there are two very critical domains of every employee’s life: the 

 

professional work domain and the personal or private life domain. 

 
 

Globalization, technological advancements the world over, the social cultural and 

demographic changes have modified the traditional ways of doing work by giving forth 

workplace changes such as greater number of women in the work force, dual-career 

couples, and transformations in family structures leading to a rise to the number of single 

parents. Additionally the growing reluctance to accept the longer hours as a result have 

caused the demise of the male bread winner mentality (International Labour Organization 

[ILO], 2011). 

 

Furthermore, there is the rise in the aging workforce and an increase in the number of 

employees adopting the return to school concept of evening classes, the embracement of 

dual income earning activities by a larger part of the society and many other emerging 

human resource (HR) issues such as spirituality and faith in the workplace. As a result 

both the organization and employees have been forced to adjust their operations or bear 

the consequences which may be detrimental to the performance of an organization, 

(Guest, 2011). 

 

Due to these very many loads on an individual, balancing work and home life has become 

increasingly difficult for both employees and organizations. The dynamics and ever 

changing business scenarios including downsizing, mergers or acquisitions have also 

made it difficult for some employees to manage their routines both at work and at home. 

This has consequently given rise to the adoption of work life balance practices in a bid to 
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ensure that neither of these critical facets of life suffers (United Nations Department of 

Economic and Social Affairs [UNDESA], 2014). 

 

The ILO (2011) defined work life balance as the distribution of an employee’s resources 

in a reconcilable manner to satisfy both home and office needs. The resources in their 

view include time spent, energy and any other means deemed valuable to employees. 

These practices in Kenya are governed by the employment Act 2007 from where 

guidelines on employee relationship management is derived. This is according to Muasya 

(2014) who explains that the act sets out basic terms and conditions of employment while 

defining the employee relationship; including employee rights and employer obligations. 

Armstrong (2014) explained that the adoption of these work life balance practices in 

organizations is based on the universalistic approach that states that certain HR practices 

lead to an increase in organizational performance regardless of the existing strategic goals 

and should therefore be adopted. 

 

According to Kotler and Keller (2012), the main art every organization is struggling to 

master today is how to increase sales for their products and services, attract new 

customers and improve operational efficiencies aside from constant innovations to ensure 

competitive and affordable product pricing. The modern human resource management 

(HRM) is concerned with strategic and coherent approach that sees employees as 

valuable assets in the organization (Armstrong, 2014). 

Microfinance Institutions 

 

In order to alleviate poverty, the World Bank recommended several strategies that would 

promote opportunity, enhance safety, and empower low income earners (D’Espallier, 

2013). This was due to the notion that low income earners were unable to access financial 
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facilities with ease particularly in the rural areas. Some of the challenges cited  by 

Munene (2014) include lack of collateral or loan security, very high and sometimes 

exorbitant interest rates and complex procedures in the mainstream banking system 

leading to delays in loan disbursement. However, these moves by the World Bank only 

acted as catalysts to the already exiting rural lending system. In the early 1700s, Jonathan 

Swift founded the very first and perhaps the oldest micro finance institutions (MFI).. It 

was the Irish Loan Fund System that provided loans to the local poor without asking for 

collateral from borrowers. 

 

Around 1840s, the ideas of Jonathan Swift the nationalist had grown extensively leading 

to the formation of about 300 other similar institutions in Ireland. The idea was imitated 

in Europe particularly in Germany but in a sophisticated manner. Although the groups 

formed in Europe were much larger and somewhat organized making them formal 

savings and credit institutions, they still served the rural poor communities (Rooney, 

2014). 

 

Kimando (2012) explained that these are the institutions that later in 1846 evolved into 

what is today known as Microfinance banks. They were developed mainly to meet the 

fundamental financial needs of the rural community. In regards to savings and loans,  

they were to device new methods of borrowing and lending without handing too much 

power to a money lender and to avoid eventual feeling of harassment by a borrower. It 

was a mutual lending process based on character that was designed to address these 

needs. Freidrich W. Reifeisen and Herman schultze- Delitsche are two community 

business leaders considered to be the founding fathers of microfinance movement of the 

1840s and beyond. 
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The group lending model was later adopted and began to appear in Latin America 

especially in the rural areas in the 1900s. These were backed by donors and governments. 

The sponsors provided farming credits to the marginalized communities intending to  

raise their agricultural productivity and income earning levels. The microfinance 

institutions customers are mainly micro lending customers (Central Bureau of Statistics 

[CBS], International Center for Economic Growth [ICEG], & Kenya Rural Enterprise 

Program [KRep], 2015). The method of lending involves individuals who know each 

other well forming groups of not less than five members, giving the group a name and 

registering it to relevant authorities. They then contribute saving known as loan security 

fund (LSF) which they deposit to their respective and targeted financier for them to 

access loans. The loans are secured through co-guarantor mechanism in the group. 

These groups are usually referred to as solidarity groups and they use solidarity lending 

method (Kimando, 2012). The author described the MFIs as organizations that are 

charged with the responsibility of advancing small credits to individuals and micro, small 

and medium enterprises (MSMEs) for business capital. He also explains that they often 

provide financial training to their customers. 

 

Microfinance institutions have rapidly spread all over the world due to the need to create 

flexibility in credit access which is missing in commercial banks (Sene, 2012). Low 

income earners who are the main MFI customers do not operate bank accounts, thus lack 

proof of payments thus lack proof of payments that they are have the capacity to service 

loans. Secondly, they lack tangible securities in the eyes of tier one banks (Stewart, Van 

Rooyen, Korth, Chereni, Da Silva, & De Wet, 2012). 
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In Kenya the MFIs came about around 1984 through the Kenya Rural Enterprise Program 

(Krep): this was also the first Microfinance in Kenya according to the CBS, Krep and 

ICEG (2015) report. This report expounds that in Kenya the MFIs are regulated by CBK 

under the MFI Act of 2006. These institutions are classified as deposit taking, credit only 

and informal organizations. 

 

According to the Government of Kenya (GOK, 2016), there are 52 MFIs of which 13 are 

licensed deposit taking microfinance institutions and their operations are somewhat 

similar to those of commercial banks. There are about 6.5 million MFI customers with a 

loan book of Kenya shillings 43.3 billion and deposits values at Kenya Shillings 39.7 

billion. Robert (2009) explained that MFIs are on the increase due to o their accessibility 

and lower charges as compared to commercial banks. 

 

Faulu Microfinance bank Limited 

 

Faulu Microfinance bank, a subsidiary of the UAP Old Mutual Group, is one of Kenya’s 

fastest growing microfinance banks with a network of over 67 outlets which includes 49 

banking branches; and 609 employees. The institution is regulated by the Central Bank of 

Kenya (CBK) and offers a variety of financial solutions catering to both Retail and Micro 

and Small Micro Enterprises segments (CBK, 2016). 

 

Faulu microfinance bank was established in 1991 when an NGO called Food for the 

Hungry International (FHI) started funding of slum dwellers in Mathare slums in Nairobi. 

It received funding from donors among them included; Department for International 

Development (DFID) and United States Agency for International Development (USAID). 

The NGO was incorporated into private company in 1999 so as to have more access to 
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funding. Faulu Kenya was licensed by central bank of Kenya (CBK) and it became the 

first micro-finance institution in Kenya in 2008 to be licensed by the Central Bank of 

Kenya (Aketon, 2015). 

 

Faulu microfinance bank was originally formed as a Christian relief organization, and has 

grown significantly, touching the lives of millions of Kenyans and is currently involved 

in aggressive market penetration initiatives in the banking sector through innovative 

deposit and credit solutions (Munene, 2014). It is currently one of the top Microfinance 

banks in Kenya and has successfully developed a platform aimed at banking the 

previously unbanked though a variety of savings, credit, micro insurance and mobile 

banking solutions. Pursuant to section 8(2) of the microfinance (Deposit-Taking 

Microfinance Institutions) regulations, 2008, the CBK in 2016 published Faulu 

microfinance bank as one of the thirteen licensed microfinance banks in Kenya. The bank 

has continued to position itself through customer empowerment by offering meaningful 

financial education and proactively addressing customer needs, community 

empowerment and the provision of one roof integrated services. 

 

Work Life Balance Practices 

 

Work life balance as a practice historically was discussed even in the days of Plato and 

Aristotle, the great philosophers who defined it as leisure, in his articles commonly 

referred to as Nicomachean ethics and politics. Tahir (2014) recorded Aristotle arguing 

that most people work for the sake of enriching a minority who demographically make up 

the educated lot and making them enjoy while the majority of the workers, who he 

appears to be referring to as low class or poor, had to sacrifice their own leisure. In 1536, 

Ad, Max Weber countered Aristotle’s arguments by pointing out that work is equivalent 
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to a calling, morality and godliness. An individual is therefore expected to feel content as 

he performs his professional duties and in this way, he is proving his faith (Duxbury & 

Smart, 2011). Over the 18
th

 century and specific to the 1764 industrial revolution 

according to Rantanen et al., (2011) which marked the onset of the modern day 

technology, work life balance was ironically at its worst because with the new inventions, 

working hours and working conditions deteriorated. 

 

In the 19
th

 century, manufacturing laws were designed through the Fair Labour Standard 

Act which was mainly to limit working hours for women and children. These were the 

campaigns that saw the emergence of the 44 hours work week or the reduction of 

working hours to 8 per day and a further push to have 5 work days in a week. The 

concept of paid annual leave also began in this period. However, these laws were biased 

because they only protected women and children leaving out men (ILO, 2004). 

Moreover, some careers were ranked critical and the employees were always on call such 

as nurses and doctors. 

 

Work life balance as a term was first used in 1986 in the United States in an industrial 

magazine referring to it again as leisure. According to Clarke (2015), the magazine  

author implied that work life balance is something that should only be of great worry 

when one has a lot of free time. Political influences and socio cultural changes that 

occurred up to 1989 during the reign of President Regan Ronald Wilson of the United 

States of America also brought impetus to the development of work life balance globally. 

President Regarn tended to link the success of the country’s economy to the individual 

work ethics and the desire to better one’s own life. He constantly called on employers and 
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business owners to better their own lives and those of the millions of others around them 

and the world over (Anderson, Coffey & Byerly, 2014). 

 

Work life balance is still relatively new in Africa because after being colonized in the 

1950s and 1940s, by the western countries, most employers in Africa retained the 

colonialist mindset where the employee was mainly treated as a cog in a wheel. It is 

believed that such a practice is meant for the wealthy and developed western countries. 

According to Noyoo (2014), this mindset was subverted in 2009 when the ILO listed 

Zimbabwe, Malawi, The Gambia, Liberia and Tanzania as the countries with the highest 

number of working females in sub-Saharan Africa. ILO (2011) added that this was due  

to certain changes that destabilized the normal work place set up which include the rise of 

women in paid labour, emerging trends such as part times and over time, increase in work 

opportunities due to industrialization, demographic changes such as child labour, women 

in formal work set ups and foreign expatriates and its acceptance in Africa and the 

economic crisis of the early 2000s, are some factors that led employers and organizations 

to begin redesigning the strategies and reorganize employee relations through humane 

practices in most offices. 

 

Omollo (2010) argued that these changes were often backed up with labour laws that 

forced the African countries to comply or face sanctions and boycotts from member 

countries because they were embedded in binding pacts. Karambu, (2011) also added that 

these conventions were targeted at reducing conflict between work and family 

obligations. Many countries in Africa have hence ensured that employers in various 

organizations in these countries designed policies for adherence failure to which legal and 

regulatory actions apply. Although these regulations seemed luxurious to many Africans 
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and would favour the developed countries, they were introduced because they were 

critical for the development of the unregulated economic activity sectors which makes the 

greater part of the African economy (Noyoo, 2014). 

 

In the year 2010 the new constitution in Kenya, reaffirmed the rights and freedoms of 

employees by further amplifying individual rights and freedoms as contained in Chapter 

4 of the Bill of Rights. These rights reflect the internationally accepted standards. In 2007 

by an Act of Parliament in Kenya, the laws relating to employment were consolidated  

and amended to form the employment Act 2007. These are the regulations and rules 

which define the rights and duties of both the employees and the employer and further 

clarify the acceptable practices at the work place such as leave and social practices meant 

to ensure freedom at the workplace. The 2007 labour laws had to be enacted to improve 

the working conditions due to the public outcry and changes in the international legal 

system that required Kenya to comply and operate within the ILO project (Muiruri, 

2011). The inclusion of similar policies in vision 2030 under millennium development 

goal number three: family policies related to health and wellbeing which has also 

increased the rate of organization response to work life balance issues in the work place 

(Muasya, 2014) 

 

In recent years work life balance has come out strongly as an emerging Human resource 

issue in business and management not only as an important aspect of doing business but 

also as a strategic source that increases capability in organizations to gain competitive 

advantage and improve its performance. Successful managers have realized that their 

company value is becoming more and more dependent on the ability of the employees to 
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effectively manage their work and other responsibilities away from work (Mahoney & 

Kor, 2015). 

 

Additionally, organizations shave designed work life balance policies and practices to 

mitigate work life conflict with the intention of managing organizational performance. 

Safaricom was cited by Sirma (2015) as having implemented several worklife balance 

strategy in the organization including baby daycare facilities, flexitime, prayer room, 

telecommuting and annual leave to manage employee performance. Kariuki (2011) also 

added that WLB practices in organizations include flexible work arrangements such as 

flexitime, compressed work weeks and telecommuting. He adds that these are there are 

also practices involving part-time employment, parental leave, paid and unpaid annual or 

sabbatical leave modalities and employee assistance programs. 

 

The ILO (2011) also pointed out there are modern day (21
st
 century) realities that 

organizations must address by adopting to a great extent forms of paid leaves (paid 

annual leave, paid sick leave, paid maternity/paternity/family leave and paid parental 

leave). Consequently, both the employment act and the ILO conventions tend to enforce 

the employee statutory leaves including at least 21 days paid annual leave, 90 days fully 

paid maternity leave and 14 days fully paid paternity leave (ILO, 2011). Other work life 

balance practices that are not specified in the Employment Act include provision of 

crèche, telecommuting, compressed work weeks flextime and study leave which will be 

discussed in this research (Muasya, 2014). 

Organization Performance 

 

Any organization initiative should ultimately contribute to the organizational 

performance including work life balance. According to Hosmer (2014), an organization 
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performance is based on a good fit of contribution between the individuals who interact 

with the organization such as employees, customers and suppliers and the organization 

itself. He believes that the organization performance can only be achieved after the 

operations of staff and only when they are content and willing to contribute to the success 

or performance of organization. 

 

The aim of any organization, according to Kotler and Keller (2012), is to live on and out 

do its competitor presence by improving performance constantly in order to beat or stay 

ahead of the competition. Likewise, estimating an organization performance is in the 

interest of every manager in any organizations because they mainly exist to perform in 

order to survive and stay relevant in the competitive market. Armstrong (2014), however, 

adds that for these performances to become a reality, the organization needs to adapt HR 

policies that are coherent and congruent and will enable organization performance for the 

attainment of a competitive advantage. 

 

Globalization together with other macro environmental changes in the 1990s that affected 

the business environment including the intensive competition experienced then made 

organizations to begin thinking of how well they need to achieve their goals in order to 

survive (Malik et al., 2014). Organizational performance is about doing the work meant 

to achieve the organization objectives and then asking the question, what have we 

achieved? It is the end result. The concept developed with the need to monitor and 

evaluate how well an organization was pursing actions and tasks that determine its 

success (Jenatabadi, 2013). According to Drummond and Stone (2007), organizational 

performance is a report of the results produced over a specific task. In these definitions 

both scholars tend to emphasize on outcomes. 
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An organization must perform an array of activities in order for it to be able to achieve its 

objectives. The constant recurrence of these activities are the ones that enable the success 

of any organization. Rosenzweig (2017) emphasized that these activities must however 

be measured for an organization to be able to determine the rate of its performance and 

thereby aid the management in informed and accurate decision making to help the 

organization to ultimately accelerate its performance. Rosenzweig added that this 

quantifiable and measurable presentation of performance in an organization enables these 

figures to be interpreted meaningfully by the management. According to Rosenzweig’s 

definition, organization performance can be used to refer to the form and quality of tasks 

used by the organization to achieve its objectives. 

 

According to Molloy and Barney (2015), the concept of organizational performance is 

linked to the impression that an organization exists based on the success and 

sustainability of its productive resources such as human, physical and capital resources 

for achieving organizational goals. Molloy and Barney added that shareholders and 

investors only commit resources to an organization when they see value for the same in 

exchange for which they compare to an alternative use for the same resources. In this 

view, organizational performance can be equated to the creation and addition of value 

where the value created must be greater than or equal to the value of resources committed 

by an investor or stakeholder. 

 

Several scholars including Jenatabadi (2013) alluded to the fact that there is no clarity or 

a single universal theoretical definition to the term organizational performance. This is 

further complicated by more arguments that there is no consistency in the methodology 

of construct in the variables used to measure organizational performance. Ibrahim and 
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Lloyd (2011) after examining a number of prior studies also concluded that a number of 

these earlier scholars used both financial and non-financial measures (market criteria) to 

measure organization performance. The non-financial measures they cited include the 

increase in sales, market expansion and competitive positioning. 

 

Due to the fact that every organization exists as a unique entity with non-identical set of 

events that make them multidimensional, organizational performance can also be viewed 

as fundamentally situational (Cameron & Whetton 1983). Based on the existing literature 

and on previous studies, this research will use increased Sales Operational efficiency and 

increased customer uptake to measure organizational performance. 

 

Performance of Microfinance banks in Kenya 

 

The performance of MFBs in Kenya has remained unpredictable according to CBK 

(2017) report which cited stiff competition among other environmental challenges 

including the Political unrest of 2017 in Kenya. While commenting on the performance 

of Faulu microfinance bank in the annual financial reports, the board chair reported that 

the banking sector developments resulted in a tough year for the non-tier one players in 

the market (Faulu,2016). Faulu microfinance bank posted a 44% drop in profits before 

tax to close at Shs107 million down from Shs 190 million in 2015. The performance was 

mainly attributed to low net interest income and depressed loans disbursements. Due to 

the liquidity constraints in the banking sector triggered by the receivership of Chase Bank 

in April 2016, customers preferred placing funds with tier one banks negatively affecting 

funding/deposits mobilization for loans disbursements. A placement of Kshs 451 million 

was also locked in Chase bank at interest moratorium. The capping of interest rates on 

enactment of Banking Amendment Act of 2016 also triggered a push for lower interest 
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rates even though the law did not directly legislate the rates applied by microfinance 

banks. Munene (2014) also ranked Faulu microfinance bank third amongst the 13 CBK 

licensed MFBs attributing a 39.20% of the market share to it. 

 

According to CBK (2017), the quality of the Faulu microfinance bank loan book 

declined in the year as compared to 2015. Portfolio at risk (PAR) closed at 7.98% 

compared to 3.63% in 2015. The credit loss expense increased from Kshs 165 million in 

2015 to Kshs 188 million in the year 2016. The statement of financial position grew by 

Shs 2.2 billion or 9% to Kshs 27.5 billion up from Kshs 25.3 billion in 2015 driven by the 

growth in the outstanding loans balances and deposit liabilities. 

 

In the annual report of Faulu (2018), the managing director explained that in spite of the 

harsh external and internal factors, the bank has continued to perform. Adding that one of 

the main changes in the banking industry was interest Rates Capping Bill of 2016. The 

managing director stated that Faulu microfinance bank, which serves close to 400,000 

customers, was recognized as the fastest growing microfinance bank over the past three 

(3) years (2014 to 2016) during the 2017 Think Business Banking Awards. The awards 

did not only focus on financial stability and growth, but also on how banks have 

embraced corporate best practices, product and system innovation, education as well as 

engaging in sustainable social projects. 

 

Organization Performance and Work Life Balance Practices 

 

According to Ansari, Chimani, Baloch, and Bukhari (2015), several researchers have 

conducted numerous studies over time in an attempt to establish the relationship between 

work life balance (WLB) and employee performance and organizational productivity 
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through which a good number have concluded that such practices have appositive impact 

on organizational performance. This is because work life balance is no longer an 

afterthought as it affects all components of an organization, an individual and society for 

the quiet obvious reasons such as changes in the business environment. This implies that 

for an organization to realize its goals and objectives, it has to employ acceptable work 

life balance practices which will jointly benefit both the employee and the organization. 

WLB produces positive results for an organization and an individual in the form of 

employee retention, employee satisfaction and reduces turn over while consequently 

increasing the organization performance (Australian Information Industry Association, 

2013). 

 

In line with the argument of Malik et al., (2017) organizations are beginning to exhibit 

extra interest in WLB practices because it is now very clear that the way people are 

managed in an organization is directly connected to the performance of that organization. 

This philosophy has resulted in organizations attempting to increase the level of 

flexibility and freedom at the workplace hence enabling employees to work as they attend 

to family or personal needs. 

 

In order to harness high quality manpower from employees, an organization needs to 

invest in high quality manpower from employees an organization needs to invest in WLB 

practices. This will help to attract and retain the most valuable asset for an organization. 

The ability to attract and retain high quality labour is essential in helping an organization 

to thrive in a highly competitive environment. 
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The US Bureaus of Labour (2017) reported that WLB practices in an organization is a 

constant debate and the topic is well known to a vast populace the world over, however, 

research connecting the same to organizational performance is not always well linked or 

integrated. The body further explains that in a bid to manage the changing work 

environment which includes demographic and technological complexities that make 

contact with the workplace somewhat a constant, organizations have been forced to adapt 

WLB practices in order to sustain their performance. 

 

According to Armstrong (2014), the extent to which organizations can rally the success 

and benefits that come along with WLB practices depends on how an organization 

defines and formalizes WLB in its HR manuals and policies; and the organizations 

leadership and how the management responds to employee WLB needs. 

 

The US Bureaus of Labour (2017) an organization should adopt several WLB practices in 

order to help employees to excel both at work and home. This will ensure constant 

employee wellbeing and benefit the organization. The belief is that organizations should 

consider achieving a fit between HRM practices such as WLB and the organizational 

strategies in order to harness superior performance through strategic HRM. 

 

An analysis by Mukururi and Ngari (2014) revealed that employees of financial 

institutions in Kenya have inadequate work life balance as evidenced by the employees 

who are not satisfied with their jobs neither do they have the time and energy to fulfil 

their responsibilities outside of work . Consequently, they lack loyalty to the employers 

and often take frequent offs to suffice the missing work life balance to be with their loved 

ones. Other studies reveal that employee satisfaction through work life balance and 
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relationship management have become the prime work of a majority of Human Resource 

Managers in Most Microfinance institutions. They have been forced to evoke changes 

due to obvious reasons (Kariuki, 2011). 

 

Statement of the Problem 

 

Work life balance has gained prominence the world over featuring in cross border 

agendas and debates based on the realization that the pressures sustaining the bond 

between work and family have to be reconciled to an equilibrium since there are definite 

benefits (ILO, 2011). According to an analysis by Lee (2016), insufficient work life 

balance practices particularly in developing countries such as Brazil, Latin America, the 

Caribbean and sub Saharan Africa affect institutional productivity and propel family 

tensions. 

 

The situation is no different in Kenya. In spite of the known benefits, it was revealed 

further by the ILO (2010) that the banking industry in Kenya is one of the most affected 

by work life imbalances. In this revelation the banking sector was ranked third against 24 

other worst industries to work in. Although several studies have since been done on the 

area of work life balance practices in Kenya, Mungania (2017) still acknowledged that 

there is insufficient empirical studies that link work life balance to organizational 

performance in the banking sector in Kenya. A majority have focused on analyzing work 

life balance practices and employee performance or productivity. Additionally, no similar 

studies have been conducted in the microfinance sector. This has left a gap which this 

study sought to address by finding out the effects of work life balance practices on the 

performance of microfinance institutions. 
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Purpose of the Study 

 

The purpose of the study was to establish the effects of work life balance practices on the 

performance of Faulu microfinance bank limited. 

Objectives of the Study 

The objectives of this study were: 

1. To identify the work life balance practices being employed at Faulu Microfinance bank 

 

2. To examine the extent to which key measures of organizational performance were 

applied at Faulu Microfinance bank. 

3. To find out the effects of work life balance practices on the performance of Faulu 

Microfinance bank 

Research Questions 

 

1. What were the work life balance practices being employed at Faulu microfinance bank? 

 

2. To what extent were key measures of organizational performance are applied at Faulu 

microfinance bank? 

3. What was the relationship between work life balance practices and the performance of 

Faulu Microfinance bank? 

Scope of the Study 

 

The research looked into the effects of work life balance practices on the performance of 

Faulu microfinance bank. The study was only conducted in the head office of Faulu 

microfinance bank limited Located on Ngong Road – Ngong Lane which had 137 

employees at the time of this study who made up the target population. This was a census 

survey, therefore all the 137 employees participated. The study was carried out between 

August and October, 2018. 
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Assumptions of the Study 

The following were the assumptions of this study: 

1. The participants were honest during data collection thus provided accurate 

information that was useful in achieving accurate results of this study. The 

researcher administered easy to answer questionnaires with the help of a research 

assistant and personal profile of the respondents was not collected. Identity of the 

respondents was concealed and the employees were assured that the data collected 

was being used for academic purposes only. 

2. There were evident dimensions of work life balance practices in Faulu 

microfinance bank limited and that employees were aware of such practices and 

how they affected the organization’s performance. 

3. The belief that the sample size selected accurately represented the entire 

population of this study. 

4. The organization considered operational efficiency, sale of loans and customer 

uptake important for the realization of organizational goals and employees were 

utilized in driving the organization’s achievements. 

Limitations and Delimitations of the Study 

 

1. The main limitation of this study was on the contextual scope which would lead to 

generalization of findings. The fact that this study only covered Faulu 

microfinance bank greatly limited its area of application. According to CBK 

(2016), there were 52 MFIs, of which 13 were licensed MFBs. Secondly the study 

was carried out at the head office of Faulu microfinance bank limited leaving out 

other branches which are spread country wide. The research was detailed and 
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accurate as practically as possible to ensure that the results and findings were 

precise and generally applicable to future studies of a similar nature. 

2. Information in banking and financial institutions was handled with high 

confidentiality. Being a financial institution, Faulu keeps its processes and 

procedures with a lot of secrecy and thus getting access to much of its information 

was strenuous. Only limited information could be availed and much of it was 

observable and could not answer the objectives of the study. This required 

permission to access sensitive information that the bank could not be willing to 

divulge. The researcher availed a letter of introduction from Daystar University 

and a research permit from the National Commission for Science, Technology and 

Innovation (NACOSTI) to justify that the information sought was purely for 

academic purposes only thus the request for the required information. 

3. The researcher is an employee of Faulu microfinance bank limited. This was 

foreseen as a hindrance to the research process especially during data collection 

due to familiarity with the processes of the organization and the target population. 

This was mitigated by seeking the services of a research assistant who helped  

with data collection thus minimizing the researcher’s interaction with the 

respondents. 

4. There was  a possibility of loss of meaning through interpretation and translation  

of words since work life balance is still a relatively new concept in Kenya. The 

researcher used simple and direct language that required no further interpretation 

in order to communicate directly with the employees, the respondents and the 

readers during data collection and interpretation. 
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Justification of the Study 

 

The research attempted to establish the effects of work life balance practices on the 

performance of Faulu microfinance bank limited. The reason of the interest in the subject 

is that work life balance has been proven to play a role in organizational development and 

hence impacts its performance directly or indirectly (Lee, 2016). This coupled with the 

fact that there is insufficient literature linking work life balance to organizational 

performance particularly in Microfinance institutions makes the justification for this 

study. 

Significance of the Study 

 

The study is designed to benefit a number of people who includes entrepreneurs, 

managers, employers, researchers and business holders who may use the findings to 

educate themselves on the developments and application of work life balance practices. 

Their acceptance of this knowledge can help to reveal the rationale of applying work life 

balance practices in their organizations. 

 

The findings of this research work would also be relevant to the management of Faulu 

microfinance bank limited in spurring a change of attitude in the manner in which 

organizational performance is viewed and ignited for the attainment of organizational 

goals. This will prompt management view from the extrinsic and monetary perspective to 

the intrinsic and non-monetary perspective with a view of enlisting the best practice in 

order to explicit and maintain desirable high organization performance. 

 

Additionally, to the employees within the microfinance sector, the research should be 

able to contribute immensely to their understanding of the whole aspect of work life 
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balance and how they can utilize the same to improve the performance of their 

institutions. 

 

The findings of this study would be relevant to the HR practitioners in order to achieve 

employee and organization strategic management. It will be useful in managing employee 

turnover, motivation and discipline; and actually provide tested means to increasing 

organizational performance. 

 

Finally, this research work would also contribute to the body of knowledge and form a 

source of reference to other scholars pertaining matters of work life balance and 

employee or organization productivity especially in the financial sector in general which 

plays a serious role in the economic developments of many small scale business 

individuals and entrepreneurs. It could also be a point of reference for researchers 

undertaking research work in HR strategic initiatives with special bias towards the 

microfinance sector. 

Definition of Terms 

 

Work life balance: According to the ILO (2011) is the reconciliation of resources 

between an employee’s personal life and professional work. 

 

Performance: Refers to how well an organization meets its set goals and objectives 

(Korir, William, & Adam, 2015; Taylor & Don, 2010). In this study, organizational 

performance will be used in reference to the achieved actual organizational output in 

relation to the inputs used measured against prior set objectives and measurable goals. 
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Organizational performance: This term in the study will refer to how well or the way in 

which organizations fulfil their strategic goals and meet the shareholder's demand as 

defined by Ongore and Kusa (2013). 

 

Flexi - time: This is an arrangement that allows an employee to choose the reporting time 

and leaving time so long as the minimum daily requirements in terms of hours are met as 

noted by Clarke (2015). 

 

Generation Z and generation Y: In this study, the term refer to those employees were 

born in the premillennial period between 1990 -2000, have been raised in the digital 

world and greatly understand technology. 

 

Work life balance practices: Can be defined as a set of human resource management 

activities that aims at managing a pool of human capital and ensuring that work life 

conflicts are contained for the achievement of organizational goals and objectives 

(Armstrong, 2014). This study retained this definition by Armstrong. 

Summary 

 

This chapter provided an overview and background on work life balance the operations  

of Microfinance institutions in Kenya. It also provided a detailed description of the 

research problem, objectives of the study and, research questions and justification of the 

study. The next chapter is on review of literature related to work life balance practices 

and organizational performance. 
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CHAPTER TWO 

LITERATURE REVIEW 

Introduction 

 

Literature review is the detailed, thoughtful and significant evaluation of prior research 

by earlier scholars and researchers into the matter of work life balance and its effects in 

an organizational performance. In the earlier writings of Ahuja (2010), a literature review 

is not a sequential index of all of the sources in a paper, but an assessment that integrates 

the preceding researchers together while simultaneously explaining how their 

contributions relate with the proposed research program. This section will therefore be 

thematic to discuss every variable as contained in the conceptual framework with detailed 

explanation denoting the two sides from past arguments clearly explained to avoid any 

biasness while also highlighting any areas of agreement and disagreement to help the 

researcher make objective conclusions into this study. It contains the general literature, 

theoretical literature and the empirical literature reviews. 

Theoretical Framework 

 

Prior to the 21
st
 century, such topical research had long been guided by adverse theories, 

which tended to be on the negative side of the work and family interaction. Most of these 

findings implied that each of the two domains had a negative effect on the other and the 

two areas of work and life are mutually non compatible in most aspects. These theories 

have however been put under the spotlight thus making contemporary investigations to 

shift and lean on the positive side of work and life by creating a balance between the two. 

Darwish and Singh (2013) pointed out that recent scholars have come up with several 

theories on the same. This research focused on spillover theory, role theory boundary 
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theory, universalistic theory and the general systems theory of organizational 

performance in the theoretical literature framework to help explain the effects of work 

life balance practices on organization performance. 

 

Spill-Over Theory 

 

The spill over theory attempts to explain the relationship between the two different 

domains of work and life. According to Clarke (2015), emotions and behaviours 

experienced and developed in work activities overlap and therefore can spill over to the 

home environment. Treuren (2017) stated that negative or positive effects of both work 

and life domains emanate from the results of a preceding occurrence or previous events in 

a conflicting role. In the writings of Cooper (2012), spill-over is a process whereby 

experiences in one role affect experiences in the other, rendering the required 

functionalities more or less alike and implying that family and work domains are 

constantly requiring interdependent roles. 

 

Spill over theory was developed by Staines Green in 1980. Kalliath and Kalliath (2015) 

explained that unwinding is an example of such an effect describing it as the inability of 

an employee to disengage from previous activities. The inability to unwind causes spill 

over through generalization of behavior, emotions and attitudes. This theory is significant 

in this study because as Cooper (2012) explained, organizational culture and family 

orientations produce spill overs that are either negative or positive and affect 

organizational performance through mishandled clients and unfinished work or wasted 

time. Cooper noted that workers transfer experiences from home to work in a way that 

enables them to develop a similarity in the performance patterns that either boosts the 
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organizational performance or downplays performance ratios depending on the nature of 

spill over. 

 

This theory is also valid for this study because it advocates for the adoption of work life 

balance practices in organizations that will positively influence employees to help them 

achieve organizational goals. Additionally this theory was adopted based on Muli, 

Muathe and Muchiri (2014) who argued that spill overs can help organizations to 

mitigate natural environmental and workplace changes that employees face for better 

performance. The dependent variable (organizational performance) relied on this theory 

based on the argument that these work life balance practices lead to positive spill overs 

leading to high performance. The above theory also simplified an appreciation of the last 

objective of the study to find out the effects of work life balance practices on the 

performance of Faulu microfinance bank and the first objective; to identify the work life 

balance practices being employed at Faulu microfinance bank. 

 

Role Theory 

 

According to role theory, one has to play an array of roles in order to fulfill the dynamics 

of life. These roles include parent, pastor, coach, counselor and student. Anderson, 

Coffey, and Byerly (2014) explained that these roles tend to dictate who one is and what 

they’ll eventually become. In their explanation, they implied that employees are also 

members of social positions and hold expectations for their own behaviors and those of 

other persons. This simply means that one is held accountable for their actions by a cross 

section of other dependents such as friends, family, colleagues and relatives. 
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The Association of the Bar of City of New York (2017) also added that in the 

organization an employee can simultaneously become a manager, an internal customer, 

an employee, a subordinate, a boss or an employer. The association notes that employees 

are evaluated based on their behavior and character displayed whenever they assume 

certain roles. Kahn and Katz developed this theory in 1966 to focus on the various roles 

in an organization and how these role differences determine the attainment of 

organizational goals (Monique et al., 2016). They conclude that according to this theory, 

there is a set of non-work roles that impact on employees working life. 

 

In conclusion, it is important for the organization to identify these roles and analyze how 

they impact an individual in the organization (Rooney, 2014). He further tends to suggest 

that some employees have emotional attachment to these non-work roles and are willing 

to change their organizations if they believe that the employer is not concerned with 

enabling them to pursue these roles. This theory is important for this study because as 

explained by Duxburry and Smart (2011), organizational functions and performance 

depends on these interwoven roles and cannot function without them. These are the roles 

that therefore determine how work is designed and accomplished. This theory was used 

to for objectives one, two and three because it suggests that in order to manage these 

discrete impacts of the specific roles employees play effectively, human resource 

managers should consider employing a work-life balance initiatives to manage employee 

performance. It also guided in the selection of independent variables and dependent 

variables. 
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Role Strain Theory 

 

According to the role strain theory, organizations are constituted by role relationships. 

This theory attempts to explain the difficulty experienced when fulfilling these 

obligations based on allocation of resources such as time, physical energy and emotions. 

It was developed by Robert K. Merton in 1938 where he alluded to the fact that the 

performance of an organization depends on the alternative behavior chosen by an 

employee who needs a range of resources to support their inter related functions at work. 

According to Monique (2016) role strain theory helps explain why role relationships are 

also viewed as a steady process of selecting what behavior to adopt among a series of 

roles or behaviours in order to reduce strain or tension based on the available resources. 

Monique actually concludes that the greater the role accumulation of an employee, the 

greater the demands and role incompatibility, and the greater the role conflict and strain. 

In the analysis of Baral and Bhargavarole (2011), resentment can result as a consequence 

of resources being taken or withdrawn from an employee and results into work life 

conflict. Muli, Muathe, and Muchiri (2014) also added that the responsibilities from 

different or separate domains of an individual compete for limited amounts of time, 

physical energy, and psychological resources. 

 

This theory is useful in this study because every employee strives to fulfill both work and 

non-work demands. This can lead to strain and work life conflict when the demands are 

not compatible or when they are too many and outweigh the availed resources. Similarly 

efforts made by an employee may soon be withdrawn if they don’t see how this is 

benefiting them leading to non-attainment of organizational goals and consequently 

nonperformance (Kalliath & Kalliath, 2015). The theory thus was useful for facilitating 
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an understanding of objectives one, two and three. This is because there is a connection 

between the resources in demand by an employee and the resource availability. These 

resources are managed through the available work life balance practices as seen in 

objective one and can be structural or psychological assets to both the employee and the 

organization. 

Boundary theory 

 

The classic sociological works of Nippert-Eng 1996 led to the development of the 

boundary theory which demarcates and defines the lines of work and family roles and 

further advises on how employees maintain, transfer and shift behavior across the lanes 

created (Walter and Walter 2011). These two also defined the boundary theory as the 

process of maneuvering and controlling lanes between work and family roles. Toyin 

(2016) analyzed the theory and advised that when using this theory to describe work 

related conflicts, one should focus on how employees determine when to change over 

between work and family roles in order to achieve organizational objectives. 

 

This theory is useful for this study based on the fact that boundaries defining work related 

roles and family or personal obligations and how each employee maneuvers around those 

roles can be a source of organizational performance (Tahir et.al., 2014). This role clarity 

can create order by predetermining behavioral expectations from employees and aligning 

them to their colleagues to determine desired behavior. Based on the argument that 

integrating work and family facilitates transitions between the two domains this theory 

informed objective one, two and three because it explains that work life balance practices 

enable the employees to integrate the two conflicting spheres of life. This integration 

helps employees to align expectations tied to the arrays of activities hence reducing work 
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life conflict thus further improves organizational performance. This is the link that this 

study intended to identify using objective three and the variables as depicted in the 

conceptual framework. In addition, this theory also enabled the choice of independent 

variables because it explains that employees can adjust to the varying demands of work 

and family while reducing the chance that disruptions from home will hinder the work 

life and interruptions from home will interfere with home life when the boundaries are 

permeable. 

 

General Systems Theory of Organizational Performance 

 

This theory is useful in this study because it creates an understanding on why 

organizations perform the way they perform rather than how they are intended to 

perform. The theory was developed by Ludwin Van Bertalaffy in 1940 in Austria. He 

fostered the theory in all disciplines so that the principles can be valid in all domains 

rather than classical science alone. A system is a group of interrelated components 

working together to transform inputs into outputs and achieve a common goal for an 

organization. According to Rummler, Ramias, and Rummler (2009), there are several key 

features of a system namely: the components, the boundary, transformation, 

interrelatedness and adaptation. 

 

Miller and Page (2017) argued that the systems theory tends to concentrate on the 

interactions and assumes that an element behaves differently when subjected to different 

environments. The theory emphasizes that each element is part of a larger network which 

when working together, produces greater results. This therefore implies that there is need 

to effectively manage the components in order for an organization to gain optimality. 

Ivancevich, Konopaske, and Matteson (2007) adviced that managers need to be highly 
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cognizant of these parts that make up an organization, the roles they play and their overall 

and individual contribution to the corporate mission. This awareness will help in 

visualizing how each of the components primarily an individual or a group is contributing 

to the performance of an organization by monitoring how they accomplish goals and 

objectives. 

 

Wang (2004) attempted to describe the components of a system. The boundary 

determines what constitutes the organization while also helping to identify what 

infiltrates the boundary in terms of people and products. Transformation in his view 

represents the extent of value addition to inputs used in the organization during 

production process. He concludes by asserting that it is critical to develop an 

understanding of how the components of a system are related and how they affect each 

other. 

 

The arguments of the theory apply in this study if we confer with Miller and Page (2017) 

who suggested that the timely and proactive management of a boundary enables an 

organization to stay competitive and ensure it is not old fashioned or obsolete. The 

management should in this view strive to understand the nature of change taking place 

around it and adjust by choosing a neutral ground that suits its objectives better. 

Interesting input from Yoon and Kuchinke (2005) implying that the theory points out that 

each system or components is well designed to achieve exactly what it achieves. This 

would then mean that whether the outcome is pleasing or not, the designer knowing or 

ignorantly designed the system to achieve the results it has registered. They conclude by 

noting that whenever good people are put in a bad system, the system is bound to win 

every time and the organization will always get bad results. 
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In summary, an organization needs therefore to analyses their systems and design 

appropriate ones that will enable the attainment of intended results. This theory applies to 

objective two and three and was used in this study to select the dependent variables 

(organizational performance) and explain how they rely on the independent variables in 

order to propel organizational performance. This theory also showed how the components 

of the dependent variables are connected to each other and how each one contributes to 

the overall organizational performance using the system fit analogy. 

 

Universalistic Approach 

 

Several studies have been conducted to ascertain the effects of HRM practices on 

organization performance. These have led to a number of suggestions that try to link the 

two aspects of progressive or strategic HRM practices and the performance of an 

organization or the outcomes that eventually lead to the realization of goals and 

objectives. Voegtlin and Greenwood (2016) affirmed that this position can only be 

achieved through good HR practices and policies. According to Torrington (2014), the 

universalistic approach promotes the achievement of increased organization performance 

by adopting a high commitment culture and model. Molloy and Barney (2015) also 

reaffirm that when applying the universalistic theory, HRM practices need to be fitted 

with or blended into the demands of the business strategy because in their view, the 

universalistic approach mediates on the link or connection between HRM practices and 

organizational performance. 

 

In the universalistic approach which was developed by Peffer in 1994, there exists a 

relationship between the application of certain HRM practices and increased 

organizational performance. The initial theory proponents suggested seven practices 
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which were later revised to thirteen and eventually sixteen. The proponents also argue 

that when these practices are adopted and implemented, their contribution to the 

organization performance is positive regardless of the existing strategic goals. 

 

In order to realize optimal utility of employees, or human resources, organizations are 

advised to treat and manage employees cordially because according to the universalistic 

theory, the ancient old and traditional methodologies have been proven ineffective and 

unable to bring forth value (Mahoney & Kor, 2015). This therefore implies that managers 

in organizations need to use certain practices that will lead to increased organizational 

performance and help achieve organizational goals. 

 

The justification for the selection of this theory in this study is based on the input by 

Kehoe and Wright (2013) that technology and financial or capital resources are no longer 

sufficient in helping an organization to realize its objectives. Instead, good HR practices 

can accelerate an organizational performance since the solutions are derived from long 

term possibilities. The theory was used to show the effects of work life balance practices 

on the performance of originations as intended by objective three. The main aim was to 

link the two variables by showing the relationship between the two areas. It was also 

applicable in objective one where the practices were identified and linked to the 

performance variables. 

General Literature Review 

 

The general literature review section is thematic in highlighting the basic and common 

issues around the effects of work life balance practices and organizational performance as 

contained in past literature. 
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Telecommuting 

 

Telecommuting is also known as e-commuting. This is an arrangement that enables an 

employee to work outside the traditional brick and mortar office setting. Instead, an 

employee chooses to work from a convenient and comfortable place which includes a 

hotel, cafeteria, home, garden or coffee shop. In the definitions of Green (2014), 

telecommuting is a process that enables an employee to work remotely. Telecommuting 

is both popular and controversial. Whereas telecommuting initially gained traction as a 

means to improve traffic patterns, reduce energy consumption, and recruit highly 

specialized workers, today the practice is offered to a wide range of workers, often as a 

means to manage work and non-work roles (Allen et al., 2015). 

According to Angeles (2013), the modern day telecommuting has been enabled by the 

advancements in technology that facilitates virtual connections of several employees 

from different locations and sites. He adds that rather than travel to work, these 

mechanisms enable an employee to link and keep in touch with coworkers, employers 

and customers or even suppliers. According to Malik (2017), the telecommuting offers 

imaginable opportunities for disabled employees and others affected by demographic 

changes that hinder their operations from the office such as lactating women and mothers 

of new born babies. 

 

Bosua et al. (2013) reported that telecommuting allows workers to enjoy freedom makes 

them happier and this in turn benefits the company because they become more efficient 

and this eventually leads to increased performance of both the individual and the 

organization. They also added that telecommuters are likely to be happier in their jobs 
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and are therefore more likely to stay with the company leading to organizational cost 

efficiencies in terms of recruitment. 

 

According to Green (2014) telecommuting has gained visibility due to the elaborate 

transport challenges in many countries and organizations in the United States of America 

and other developed countries. He however states that there is a gap because the extent of 

the application of telecommuting and its value add to organizations in other third world 

countries may not be known. 

 

Compressed Work Week 

 

This is an arrangement where an employee’s week is crushed hence making them work 

longer hours and fewer days. According to Frone (2014), compressed work weeks refers 

to the possibility of an employer allowing a worker to work beyond the normal eight 

working hours daily making them to complete their work week between three to four 

working days in a week. This in turn enables them to enjoy longer weekends of 

approximately three days a week. 

 

According to the ILO (2011), there are yet to be theories explaining how varying an 

employee’s time as an arrangement affects their performance or that of the organization 

directly. Existing theories tend to borrow from social psychology. However, 

organizations need to understand that acquiring strategic employee flexible programs 

such as compressed work weeks, drawn from government regulations is advantageous to 

the organization. Pitt-Catsouphes et al. (2017) stated that employees in organizations that 

do not offer flexible work schedules such as compressed work weeks settle for less 

because they fear the otherwise repercussions such as lateness or absenteeism. 
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An employer is able to get the full attention of a commuter who travels long distances to 

get to their work stations through compressed work weeks. This is according to the ILO 

(2010) which stated that when hours are concentrated, it helps such employees to work 

productively. These arrangements, however, are most common in manufacturing 

industries the world over because such organizations do not attend to retail customers 

who need specific times for service delivery. 

 

Malik (2010) noted that compressed work weeks should not be used legally to exploit 

employees beyond the acceptable daily hours. Malik added that organizations however 

need to adopt compressed work weeks as a strategy to lower the initial startup costs while 

concurrently giving employees more time with their families hence double effective. 

Anderson, Coffey and Byerly (2014) concluded that compressed work weeks are most 

popular with the younger generation because they have more complex family, social and 

personal needs that require a lot of time away from work. 

 

Flexitime 

 

Flexitime gives the employee time to reconcile demands of both home and office work. It 

replaces the traditional 8 a.m to 5p.m office hours with something flexible that fits both 

the employee and the organizational program of activities (Allen et al., 2015). On the 

same note, Malik et al. (2014) described flextime as a form of reward that organizations 

are challenged in providing due to the fact that employees have diverse needs and are 

uniquely created making each employee to have distinct flextime needs. This is in spite  

of the overwhelming benefits it bring along both the organization and to the employee. 

Anderson, Coffey, and Byerly (2014) agreed to this by adding that it brings competitive 
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advantage especially to the generation Y and Z who would rather decline a job offer if the 

terms do not encourage flexible time management. 

 

According to Allen et al. (2015), organizations can revert unprofitable employee trends 

such as absenteeism, lateness, attrition and indiscipline by adopting such practices as 

flexitime. This ensures both organization and employee adjust their work plans and 

schedules to bring in a balance to benefit both. They add that sometimes employees spill 

over work if they are allowed flexitime meaning the employee works more hours through 

technology hence benefiting the organization. Torrington and Taylor (2009) also reported 

that flexitime has recently seen the attention of both academicians as well practitioners as 

a tool to enhance organizational and employee performance. They added that there is 

however a reasonable number of researchers venturing into this as a strategy can help in 

enhancing the productivity of organizations. Various factors have been considered which 

are directly or indirectly related to the ultimate productivity of the organization. The 

further purport that that organizations can become more productive and efficient if the 

flexitime practices are implemented at a strategic level and more importantly if due 

consideration is given to the preferences and needs of the employees. 

 

Annual Leave 

 

Robbert et al. (2015) when analyzing motivational strategies for the millennial workforce 

found that in order to enable employees counteract anxiety, workload and loss of control, 

emanating from stresses of long working hours and lack of quality personal time; 

organizations need to reassess the value being mined from workers and reward with 

affordable but valued items such as annual leave. Treuren (2017) also added to this by 

alluding to the fact that the younger workforce particularly generation Y and Z are 
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willing to sacrifice the job but not their personal time in the name of organizational 

commitment. Mukururi and Ngari (2014) were also of the view that times have since 

changed and employers need to be willing to reconsider what they traditionally referred 

to as work values and organizational commitments. 

 

Annual leave is enshrined in the Rights and Duties of employer and employee in the in 

employment Act part V No.11 of 2007. The Act states that every annual year, calendar 

year or every 12 consecutive months of service, an employee deserves and organizations 

are required to grant their employees a minimum of 21 working days of paid annual 

leave, for a full year of work. However, it is the preference of each organization to define 

the number of days, over and above the lawful requirement that they will extend to their 

workers as a way of appreciating their performance and as a way of motivation the 

employees (Mungania, 2017). 

 

Code of Regulations for Civil Servant (2006) revised the code of regulations for civil 

servant and clarified terms for the civil servants leave and states that civil servants need 

leave for restoration and regeneration of energy in order to improve efficiency. This 

should therefore be granted without any conditions or malice aforethought in addition to 

full pay and an annual leave allowance once every year. The code also states that those in 

areas termed as hardship areas shall have access to annual leave allowance twice a year 

as opposed to their colleague in non-hardship areas. 

 

An employees’ annual leave is vital to the organizational performance, and its overall 

success. According to Naithani (2010), every organization determines the rate of pay and 

length of annual leave for every employee based on the regulatory laws of the land. This 

Daystar University Repository

Library Archives Copy



Daystar University Repository 

40 

Archives Copy 

 

 

then determines the procedures and policies around the management of annual leaves. 

Strathmore Business School (2011) reiterated that there is a link between improved 

employee performance and organizational performance because employees feel 

motivated and appreciated hence and absenteeism, lateness and other work related 

conflicts are reduced. 

 

Study Leave 

 

Study leave is a flexible system that employers design to encourage employees to access 

flexible studies. The leave is paid leave granted to employees for part -time studies in 

approved courses. It is equally accessible to all eligible employees and is used to promote 

a highly trained and skilled workforce responsive to the requirements of the employer 

(Jeong et al., 2016). Study leave is a question of how relevant is the whether it is 

available. In cases where the organization has to pay for an employee, it depends on the 

availability of funds (Jeong et al., 2016). In any organization there should be policy 

guidelines for staff in relation to the granting of study time leave. Unfortunately, in 

resonation with the study leave policy in most organizations as evidenced by the 

organization study leave policies, the same is not mentioned in the Employment Act of 

2007, neither in the Regulations of Wages and Conditions of Employment Act of 2016. 

 

There is evidently very scanty literature on the area of employee study leave but an 

overwhelming number have organizations have it enshrined in their HR policy. The Code 

of Regulations for Civil Servant Revised (2006) states that public servants have access to 

study leave as this helps in the acquisition of new skills and to help employees keep 

abreast with the pace of the fast changing world to improve productivity. Organizations 

providing Study leave can relate to the fact that most employees tend to perform better 
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when offered these benefits because they want to demonstrate to their employers that 

their productivity has improved with the acquisition of knowledge after the study leave 

hence positively affects the organizational performance (European Commission, 2001). 

 

Parental Leave 

 

Parental leave is a form of reward available to most employees generally across the 

world. It includes paternity and maternity leaves and in some countries adoption leave. 

Parental leave is also known generally as family leave (Naithani, 2010). Africa in general 

does not rate very well in the ILO (2014) paternity and maternity report. It was revealed 

that the 14 weeks maternity leave was only available in about 50% of the whole continent 

offering a best of 14 weeks leave and only 35% of the African countries availed 13 weeks 

maternity leave for women. Interestingly, according to the same report, Africa leads in 

the provision of paternity leave of paternity leave. It states that the leading African 

country in offering paternity leave is Kenya. This can be linked to the adoption of t 

employment Act 2007 which introduced annual paternity leave with full pay. 

 

The origin of work life balance can be traced to industrial revolution period of around the 

year 1764 when biased but basic laws were designed to help protect women and enable 

them attend to their domestic chores which included child bearing and nursing babies 

(Rantanen et al., 2011). According to Mukururi and Ngari (2014), paternity leave in most 

organizations in Kenya is only applicable to a man who recognized wife delivers a baby. 

The ILO maternity protection convention of 2000 number 183 and convention number 

191make the reference points for organizations when designing policy and implementing 

guidelines around parental leave for ILO member countries (Ryder, 2014). What this 
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means is that paternity leave is not open to any man, but only those who are married and 

whose wives are recognized by the employers. 

 

The ILO (2014) reported that most countries have now put up legislation that promote 

paternity and maternity leave consumption at work although these provisions sometimes 

fail to meet the ILO standards. The report further stated that in 1919 measures were put in 

place by ILO to define standards that protect employed women and were further refined 

in 1952 through the maternity convention protection. This legislation advocates for 12 

weeks maternity leave with a not less than 75% rate of the insured pay and full health 

benefits. 

 

Mukururi and Ngari (2014) stated that the employment Act of Kenya 2007 section 29(8) 

provides 14 working days to fathers of new borne and 90 days to days to mothers. 

However these leaves are not transferrable to third parties or relatives. Employees 

returning from parental leave are relaxed and rejuvenated making them increase 

productivity hence improve the overall performance of the organization (Naithani, 2010). 

 

Organizational Performance 

 

According to Kotler and Armstrong (2013), an organizational performance is influenced 

by several factors which may or may be internal or external to an organization. There are 

different concepts of measuring organizational performance (Combs, Croock & Shock, 

2015). These authors attempted to distinguish organizational performance from 

operational performance and concluded that operational efficiencies are all non-financial 

outcomes in an organization adding that organizational performance is not limited to 

economic domains. Combs et al. (2015) also argued that growth can also be assessed 
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based on the aspects of the size of sales because the broader organizational performance 

must be aligned to growth rate. According to Kyrgidou and Spyropoulou (2013), 

organizational effectiveness refers to the outcome of organisational activities where the 

focus is majorly on internal processes. Richard et al. (2009) continued to reiterate that 

there are three very specific indicators of organizational performance namely growth in 

sales, growth in market share and the overall growth of the organization. 

 

Increased Sales 

 

The performance of institutions is determined by the quality and quantity in its products 

and services sold (Rooney, 2014). This is what determines operational efficiency and the 

degree of market competition because financial institutions play a vital role in the 

economy. Rooney added that operational efficiency becomes highly important. Ongore 

and Kusa (2013) also clarified that output is measured by the sales revenue an 

organization receives when those goods and services are sold while adding that input is 

measured by the costs of acquiring and transforming the organizational resources into the 

outputs. 

 

According to Drummond and Stone (2007), sales percentages are also used to get the 

market share of an organization which is a great component or indicator of organizational 

performance. Increasing sales amounts to customer productivity and is now used as an 

organizational strategic activity that is intended to build a lasting relationship with 

customers and stakeholders, no wonder the focus on repeat sales (Kotter, 2012). This 

paradigm shift has seen the adoption of solution based techniques coupled with 

communication. This focus tends to link sales to important relationships which is needed 

for organizational performance. Drummond and Stone (2007) added that increasing sales 
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is associated with strategic business activities such as the increase in customer numbers 

and production trends which also defines organizational performance. 

 

In conclusion, Rooney (2014) noted that sales is critical to the performance of any 

organization and cannot be ignored instead sales managers should take advantage of the 

influence the activities of the sales department can have on an organization which 

includes customer growth and retention, business expansion and additional competitive 

advantage through brand name. Kotter (2012) also added that increasing sales add 

numerous advantages to an organization including increased revenues and these are signs 

of better performance. 

 

According to Götz, Ann-Kristin, and Manfred (2013), the latest trends in development of 

sales includes its linkage to profit and loss analysis and organizational operations for 

quality control and reliability. This implies that the advantageous marketing intelligence 

can be achieved through monitoring of sales. This gives insights that organizations 

eventually use to analyze competitor intelligence which enables an organization to device 

better means of increasing sales. In addition, Kotler et al. (2006) stated that increasing 

sales is specifically beneficial to any organization because it is connected to improved 

performance. Rouzies et al., (2009) also affirmed this by implying that increased sales 

raise the competitiveness and organizational productivity. Those concerned with driving 

the organizational sales play a critical role in ensuring the attainment of organizational 

goals and objectives (Götz, Ann-Kristin, & Manfred, 2013). As such, they should be 

empowered because increasing sales is a critical role to the organization. 
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Increased Customer Uptake 

 

Vesterinen (2014) noted that the role of customers in organizations cannot be ignored 

because these institutions cannot grow without customers. This he explains is because 

customer numbers affect the level of cash flows and also increase shareholder value. He 

therefore states that those organizations able to constantly add new customers to their 

books enjoy long term performance. Buttel (2010) also stated that customer acquisition is 

able to move the return on investment of organizations. Buttel explained that such 

organizations are always pursuing new methods of remaining unique through delivering 

value in products and services. Heinonen et al. (2010) added that whenever an 

organization is intending to increase sales, cash inflows or shareholder value, then the 

management needs to figure out how it is going to recruit new customers. 

 

According to Kotter (2012), targeting and winning new customer is a central factor in 

every business environment. Kotter also stated that any additional customers into an 

organizational database by around 5% increase profits up to 25%. Kotter further 

explained that during tough economic times, businesses can weather the storms if they 

lure their new customers to do repeat sales. Martin (2010) supported this argument by 

noting that the art of winning new customers adds competitive advantage to an 

organization especially if they are able to retain upto 100% of them. Egan (2011) also 

alluded to this by stating that in order to protect existing market share, companies should 

master the art of winning new customers because new customers enable organizations to 

outwit competitors hence create long term performance. 

 

According to Mohr and Sarin (2009), peter Drucker is the one who set these foundations 

to ensure a customer focused marketing when he said that organizations mainly exist to 
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create customers and they can only remain in business if they have the capacity to 

convince customers to cross over from their competitors. Kottler and Keller (2012) also 

noted that organizations performance increases when new customers are targeted but they 

must find value in the products and services of the organization. These new customers are 

the gradually utilized to become repeat client, members, clients then ambassadors. 

 

In conclusion, new customer uptake is a critical indicator of organizational performance 

because, according to Buttel (2010), sometimes organizations have to shed off customers 

for natural attrition reason beyond their control such as death and relocations. For such 

reasons he concludes, continuous customer acquisition methods are vital because at least 

25% customers exit organizations annually. Peter Drucker also mentioned this fact with 

his explanation that the main goal in recruiting new customers is to design long term 

relationships with them because without new customers, organizations will deplete their 

customer base (Mohr and Sarin, 2009) 

 

Operational Efficiency 

 

Gibson (2012) explained that operational efficiency of financial institutions is 

instrumental in determining what drives the performance of these institutions. These 

include timely service delivery (turnaround time), customer service, streamlined 

processes and effective communication. Gibson referred these to as lean systems that are 

designed to improve productivity while reducing inefficiencies. Operational efficiency 

implies doing things right. This is according to King (2008) who argued that it is the 

ration of output produced from the organizational operations against inputs used in 

running the processes. This implies that operational efficiency is an input inclined 

measure. Bisher (2011) confirmed this definition by stating that organizations are 
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considered efficient if they can find optimal output from inputs during production. This 

calls for managers to analyze costs in terms of the value they provide. 

 

According to Bisher (2011), organizations need to remain productive while consistently 

ensuring quality. In his view, performance in the competitive world of banking is defined 

by quality, cost and turnaround time which are definite of operational efficiency. 

Steliaros et al. (2008) stated that operational efficiency is measured comparing 

observable and optimal values of profits, cost and revenue. Steliaros et al. asserted that it 

actually is assessing quantities used in the production process and then ascertaining their 

value. This implies that it is measured on cost or cost to income ratio. This statement 

justifies arguments that operational efficiency adds to the financial performance of any 

organization through its cost reduction factor which improves customer satisfaction and 

hence giving it a strategic and competitive advantage. 

 

Operational efficiency is an important variable in this study because Ongore and Kusa 

(2013) asserted that it determines how organizations deliver optimality through its 

services using the available inputs. This implies that operational efficiency enables 

organizations to realize increased profits because it ensures organizations produce 

quality, value and volumes for customers at reasonable prices hence increasing 

performance. 

 

Organizational Performance and Work Life Balance Practices 

 

In order to effectively utilize and manage employees work life balance, organizations 

must now realize and put into account whenever they are designing corporate strategies 

that employees attend to an array of events that they cannot and are not willing to forfeit, 
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(Mungania, 2017). However, organizations are constantly looking at new ways of 

increasing performance in order to survive and remain competitive in a dynamic and 

rapidly changing environment by using both internal and external resources optimally. In 

view of this, there is sufficient literature suggesting that the adoption of Work life 

balance practices is the cheaper alternative that may significantly help organizations to 

improve and sustain its performance. 

 

According to Hosmer (2014), making work life balance practices available to employees 

may result in competitive advantage for the organization especially during labour 

resourcing by creating and improving its public image. Jenatabadi (2013) also alluded to 

these sentiments by implying that when an organization declares interest in an 

employee’s personal affairs via work life balance practices, the employee accountability 

and responsibility to the organization is demonstrated in the social exchange process. 

 

Kahoe and Wright (2013) noted that work life balance practices enable the organization 

to cut down costs while improving income because employees may choose to work 

longer hours due technological advancements. This leads to increase productivity and 

increased organizational efficiency. The logic behind this is that certain work life balance 

practices such as telecommuting and flexible work plans ensures a constant availability of 

the employee especially for the employer while also cutting down time spent on 

commuting. 

 

Interestingly, there are a few scholars who are of the opinion that organizations that have 

successfully improved performance when utilizing work life balance practices might have 

had other intervening variables besides work life balance. The implication is that work 
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life balance practices alone do not improve organizational performance. Some of the 

moderators and variables listed in this school of thought include employee behavior and 

character, employee attitude and the organizational environment (Miller & Page, 2017). 

According to Beckman (2015), work life balance practices benefit both the organization 

and employees but are most useful when they add value to the employee’s independence 

hence consequently increasing their performance capacity both at work and away from 

work to create a win - win situation for the employer and employee. 

 

Organizational Culture 

 

Transitions in the general business environment as well as diversity in the workplace 

have trickled the interest in organizational culture (Rhine & Christesen, 2012). 

Organizational culture is a set of beliefs and values that organizations and individuals 

with similar characteristics adhere to. It is often said that culture defines who we are. 

There is an evident relationship between culture and organizational performance (Kotter, 

2012). This link is yet to be explored through commitment relationships and employee 

attitude. Hofstede (2011) posited that employee performance is triggered upon exposure 

to similar norms, values and beliefs. This is explained further by Racelis (2010) who 

asserted that employees in an organization are governed by the same business mindset. In 

other words, organizations can realize their goals and objectives by coordinating culture 

and reconciling it to the management strategies. This therefore means that organizations 

can realize their goals and objectives by coordinating culture and reconciling it to 

management strategies. 

 

According to the organizational the excellence theory of developed Thomas Peters and 

Robert Waterman, the performance of an organization is directly proportionate to the 
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culture it adopts (Zain, 2013). An example cited by Zain is the economic utilization of 

resources. Zain concluded that valuable culture is viewed through the resource based 

view lens, because it that is well aligned to improve the performance of organizations 

since aside from being valuable, is rare, not easily imitated and cannot be substituted is 

also aligned to add sales with reduced inputs and costs to an organization which amounts 

to financial value. 

Leadership 

 

Arslan and Staub (2013) stated that organizations exist to enhance performance thus 

leadership and strategy are critical to help them in realizing continuous increased results. 

Kissi et al. (2012) also added that leadership style and corporate product positioning are 

the ones that determine the success or failure of organizations. According to Kariuki 

(2015), organizational leadership is the art of persuading, directing and coordinating the 

activities of a common group of people with a similar goal to accomplish organizational 

objectives through the art of communication. He adds that the three components must 

however work together to achieve effective leadership in an organization: the people 

being led (employees) the management (leaders) and the task (organizational goals and 

objectives). A good leadership team exhibiting excellence in its leadership style can help 

an organization to realize both prosperity and growth for the individual employees and 

the entire organization. Effective leadership style can motivate employee (Kariuki, 2015). 

 

Through visionary leadership an organization is able to analyze and understand the link 

between influence in the whole organization and its performance (Thwala et al., 2015). 

This is a great initiative by leaders that helps in raising the performance of organizations. 
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Rowe (2011) concluded by saying that the survival and competitiveness of any 

organization depends upon the impact of its leadership on the employees. The best 

leadership style in any organization therefore enables the employees to derive benefits 

that are useful for the increase and sustenance of organizational performance. 

 

Empirical Literature Review 

 

This section contains a review of past studies by previous scholars. It is based on the 

observations and measured phenomenon. This empirical literature section will derive 

knowledge from actual experiments and experiences and not from theories or beliefs. 

Anson and Boateng (2017) sought to examine what factors affect the adoption of 

telecommuting in Ghana. Three variables from the technological, environmental and 

organizational indicators were used in the study in Ericson Firm. Anson and Boateng also 

wanted to know whether telecommuting has any advantages. The study concluded that 

the work life balance practice benefits all employees in the telecom sector regardless of 

age, gender or position held. Interviews of up to 45 minutes were used as the data 

collection instruments 

 

The Australian Information Industry association (2013) examined whether those living in 

the rural areas in Victoria, Australia had any opportunities to apply telecommuting and 

whether there were any advantages associated with it. The study concluded that the 

employers used this to attract recruits and motivate employees who became more 

productive in such organizations. 

 

According to Golden and Gajendran (2018), a United Kingdom (UK) based 

communication firm known as Maintel tried to find out the perception of employees with 
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regards to telecommuting. The population was made up of 1000 of the staff; the findings 

revealed that 55% employees preferred to telecommute in comparison to 48% who did 

not like telecommuting. The age bracket of the 48% was confirmed to be about 35 years 

and above. 

 

Abel-Wahab (2007) also tested what the employees felt about telecommuting in Egypt. 

The two variables tested in this study were employee attitude and telecommuting in the 

Egyptian Telecom firms. 50% of the employees preferred telecommuting because in their 

view it reduced time, costs and energy associated with travelling. Also, Allen et al. 

(2015) conducted a similar study in Florida, USA. They reviewed existing literature to 

ascertain whether telecommuting is understood and the effects it bears. They concluded 

that job satisfaction, employee commitment to the organization and improved 

performance alongside reduced employee stress levels were the good side while the 

negative effects include the isolation of employees form colleagues through created 

distance boundaries. 

 

Bonface, Mwandihi, and Kadaga (2015) sought to find out how flexitime as practice of 

work life balance affects the performance of employees in different banks. The study area 

was Nairobi CBD where 291 employees participated. An analysis of the questionnaires 

response led to the conclusion that there is a strong correlation between flexitime and 

employee performance. Also, according to Rooney (2014), the findings of survey 

conducted by Chartered Institute of Personnel & Development (CIPD) in London in 2012 

found out that 72 % of the companies from where the study was conducted believed that 

flexible working arrangements had a positive impact on staff engagement while 73% of 

the companies reported positive effects of flexitime on employee motivation. On the 
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other hand, Keitanyi (2014) in her study concluded that welfare programs helped 

organizations in achieving a healthy work environment. She classified flexitime among 

welfare programs employed at Kenya Pipeline Company where the study was conducted. 

The focus of the study was to establish the link existing between the performance of 

employees and their level of satisfaction with the programs. One of the variables that was 

greatly acknowledged by employees was flexitime in this study. 

 

Umur (2010) sought to find out what motivational techniques need to adopt when the 

interest is the enhancement of employee performance. The study was conducted with the 

employees of the European University of Lefke. In his conclusion, flexitime was one 

factor that was pointed out as motivating to employees hence resulting into positive 

performance and increased productivity. 

 

In order to find out the degree to which work life balance practices are employed in the 

horticultural forms in Naivasha, Muinde (2015) used a census design where all flower 

farm Human Resource Managers participated in the study. The 22 respondents led to the 

conclusion that the firms had moderately implemented time related work life balance 

practices but should urgently consider adopting flexitime because the absence of it was 

one the issues that had negatively affected the firms leading to labour unrest. She 

observed that organizations in Kenya such as UN, USAID and foreign embassies are 

beginning to adopt and execute flexibility and freedom at work by utilizing flexibility, 

free Fridays, gyms, telework and crèche. She concluded that WLB practices have a 

significant relationship with performance. 
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Deery et al. (2016) wanted to find out the connections in compressed work week in terms 

of satisfaction and absenteeism among employees in the front office service in India 

using the Meta analytical technique. 236 service care givers in front service associated 

with absenteeism were studied within 12 months. The study concluded that compressed 

work weeks led to reduced absenteeism due to lack of fatigue in both men and women 

respondents. 

 

Mwangi (2018) studied companies listed in the Nairobi stock exchange to determine the 

role of various types of flexible WLB practices on organizational performance. The 

sample was a made up of 224 managers from the companies in a study which concluded 

that compressed work weeks should be adopted significantly to enhance organizational 

performance. Further, a study conducted by the ILO (2004) in North America to ascertain 

the extent to which countries had adopted the compressed work week practice revealed 

that it is most used in Canada where at least 3 percent of the employees used the same. 

Again the study noted that larger financially stable firms mainly from the communication 

and mining sector preferred to use the WLB practice unlike the rest. 

 

Strathmore Business School (2014) conducted a survey to ascertain the level of family 

irresponsibleness in Nairobi and concluded that Leave policies impact the performance of 

organizations because they reduce the stress associated with employees. The study  

further recommended the amendment of existing labor laws to include mandatory 

employee welfare programs facilitated by employers and strongly advocating for 

organizations to implement the 2007 employment Act of Kenya. 
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Nganga (2010) carried out a study on international non-governmental organizations in the 

health sector in Kenya and recommended the adoption of quality WLB practices where 

he strongly advocated for annual leaves. The study sought to determine the quality of 

work life practices in international non-governmental organizations (NGOs) in the health 

sector in Kenya. She sighted annual leave as one of the practices that that constituted 

work life balance. She further called on managers to encourage employees to apply for 

the annual leaves to allow them rest and further increase their motivation to enable the 

organizations performance. 

 

A study by Casper et al. (2011) reported a reduced commitment to work and performance 

for employees who were parents, and didn’t get enough work life balance support from 

their organizations in form of parental leave. In other study carried out in Netherlands by 

Chantal et al. (2003), the findings indicated that some fathers in Netherlands had 

difficulty accessing parental or recreational leave form their organizations to be able to 

take care of their families. As a result, parenting pressures at home spilled over at work 

where the father found it difficult to focus at work particularly in cases of child sickness 

resulting in poor work performance. Similarly, Ioanlazar et al. (2010) argued that 

organizations that do have parent friendly policies enhance employee’s commitment and 

consistent performance. In addition, Brough et al. (2009) found that parents who had 

experienced a lack of support on return to their workplace from parental leave reported 

loss of morale to continue with the organization. Their work performance would drop as  

a result of perceived hostility form employee policies. It is vital to strike a good work life 

balance for the well-being of the children and the society at large. 
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In 2013, the ILO conducted a study in 167 countries when examining leave policies that 

were being administered. The conclusions of the study indicate that 47% of these 

countries had implemented paternity leave however the number of men consuming 

paternity leave was lower as compared to the number of women utilizing maternity 

leaves (Ryder, 2014). Similary, UNDESA (2014) carried out a study in the Zcech 

Republic on the utilization of parental leave and concluded that men are enabled and 

eligible to take as much parental leave as women although men only represent 1.8% of 

the total parental leave consumers in spite of having up to 22 weeks after child birth. 

Also, Ansari et al. (2015) in their study on the impact of work life balance on employee 

productivity noted that the provision of paid leave enhanced employee productivity and 

satisfaction across the world. According to the study, the provision of employee leave 

period enhances satisfaction and productivity as it stimulates employee’s nerves after 

relaxation to produce more as well as enhance a sense of employee association with the 

company. 

 

Jeong et al. (2016) conducted a study in South Korea in a bid to explore the relationship 

between paid education leave and self-directed learning while examining the legislative 

implications on the schemes. His results indicated that paid education leave benefits both 

the organization and employees since it reduces costs associated with training and 

improves skills. Similarly, the ILO (1974) considered the employee right to education 

recognizing that the need for unending education and training, associated with scientific 

and technical advancements and the shifting patterns of economic and social relations. 

This led to the adoption of the ILO convention number 140. European Commission, 

(2001) ties study leave to lifelong learning because they believe that learning is a 
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continuous process in life that helps to subsidiaries the objectives of personal 

accomplishment, dynamic citizenship, communal inclusion and employability or 

adaptability into the work place. 

 

One of the recommendations of Muinde (2015) in the study on the degree to which work 

life balance practices are employed in the horticultural forms in Naivasha was related to 

the provision of study leaves in organizations. Through a census design where all flower 

farm Human Resource Managers participated in the study, The 22 respondents led to the 

recommendation that the firms should greatly consider introducing study leave to 

employees to help improve their skills. This would benefit the organization as well as 

enabling employees to utilize other welfare benefits available to them. 

 

In order to ascertain whether High performance work systems increased market 

performance and productivity, Huselid (1995) conducted a study in Buffalo New York. 

He concluded that sales specifically increased when one of the elements of High 

performing work systems was increased. This was one of the earliest studies to 

recommend that organizations should consider investing in High performance work 

systems. 

 

Drummond and Stone (2007) sought to analyze the potential of high performing work 

systems in MSME in the United Kingdom. The two interviewed 30 employees from 50 

highly successful firms rated best companies to work for according to the United 

Kingdom Ranking. The results of the studies indicated that the constant successful sales 

in these organizations were due to high levels of job flexibility. 
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Götz, Ann-Kristin, and Manfred (2013) conducted a study in Munster North Rhine- 

Westphalia, Germany to ascertain whether sales departments have a strengthening effect 

on the performance of markets. 153 respondents made up of the management of cross 

sectional industries led to the conclusion that the sales units in every organization have a 

significant role in developing a market oriented behavior for organizations which 

consequently improves organizational performance. 

 

Kabue (2016) sought to analyses the process of initiating customer relationships and its 

effectiveness in commercial banks in Kenya From her results it was concluded that 

market effectiveness is enhanced with the process of relationship initiation. She also 

ascertains that several banks in Kenya are now hands on when it comes to the process of 

identifying customers, recruiting them and having a relationship with them. Also, 

Alawari (2012) explained that there is a positive relationship between attracting new 

customers and acquiring them. In her studies in the food Industries in Ghana, she states 

that the 6.3 variance was due to a positive relationship between customer acquisition and 

relationship management. 

 

Interesting revelations have also been made by studies in this area of customer 

acquisition. Egan (2011) examined the strategies used by organizations in marketing and 

recommended that organizations should focus on maintaining and retaining the customers 

in their data base. That way, the will spend less. He associated the process of finding new 

customers to high expenses concluding that good customers do not switch businesses. 

Also, Bisher (2011) analyzed the relationship between sizes of organization on the 

eventual performance of financial institutions in Kenya. The conclusions of this study 
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were that banks need to add other factors of performance including efficiency to give it a 

broader view when looking at the entire organizational performance. 

 

Ongore and Kusa (2013) studied factors that determine the performance of commercial 

banks in Kenya. After measuring capital adequacy and management efficiency in among 

other variables, they concluded that the performance of banking institutions in Kenya is 

determined by the board and management. Similarly, Githinji (2010) examined the 

relationship of ratings in Kenyan Banks where he concluded that camel rating model is 

widely used because it gives a holistic approach which enables a broader view of the 

organization that other financial measures may not indicate. 

 

Des and Robinson (1984) sought to identify the usefulness of subjective measures of 

organizational performance and compared it to measuring objectives. Their main 

objective in this study was the identification of the relationship between objective and 

subjective measures on Return on asset growth in sales and global performance measures. 

26 manufacturing companies participated in the survey where a correlation was drawn 

and conclusion that global measures of organizational performance such as sales growth, 

customer growth and overall organizational growth overlap with certain measures of 

return on assets. 

 

Murphy et al. (1996) analyzed 19 performance measures variables from 995 firms. The 

variables included sales levels, market share, and organizational efficiency. They 

concluded that the relationship between organizational performance and measurement 

variables depends on the measure used adding that there are multiple performance 

variables an organization can employ. They also found out that growth was the second 
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most vital and common performance measure used in organizational performance 

especially for new organizations who view it as a critical venture. They stated that growth 

includes increase in customers and sales and how best an organization utilizes its 

resources. 70% of the respondents also conferred that indeed these are indeed important 

measures of organizational performance. 

 

Ottoo (2000) compared seven firms in the computer industry basing his selection criteria 

on excellent and non-excellent firms to enable a comparison. He wanted to identify 

distinctive and common performance measures for strategic management. The researcher 

compared return on sales, return on capital, and book equity. He concluded that the 

measures were not different from other strategic measures used in other organizations. He 

recommended the adoption of multivariate measures of organizational performance since 

they are very important in realizing organizational objectives. 

 

There is overwhelming empirical evidence linking organizational performance to work 

life balance. Mungania (2017) studied 43 commercial banks in Kenya by sampling 380 

employees to find out the influence of work life balance practices on performance of the 

banking industry in Kenya. The study concluded that institutions that support employees 

via WLB had higher performance. Similarly, Muleke, et al. (2013) studied the work life 

balance practices and job performance in Eco bank with a sample size of 55 employees 

and concluded that there is an increase in performance when work life balance practices 

are introduced. The study further recommended that the current labour laws be altered to 

make employers facilitate mandatory employee welfare programs. 
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Mukururi and Ngari (2014) also studied work life balance policies and employee job 

satisfaction in commercial banks in Nairobi County within the CBD. 240 respondents led 

to the conclusion that employees have unique work life balance needs and organizations 

do not have sufficient policies on the same. It however recommended that work life 

balance policies need to be improved in banks in order to improve both staff and 

organization productivity. Also, Kim (2014) conducted a study on the work life balance 

and employees’ performance and the mediating role of affective commitment with the 

main aim of identifying the effects of work life balance on performance in Korea. A 

study sample of 293 employees was used and the outcome indicated that work life 

balance is important for increasing employees’ psychological well-being and its influence 

on the organizational performance improvement. 

 

Muli, Muathe and Muchiri (2014) analyzed the work Life initiatives and Performance of 

Employees of Commercial Banks in Kenya. They used a sample size of 360 employees 

from commercial banks country wide and discovered that all employees regardless of 

their positions should be involved in work life balance practices. They recommended the 

standardization of the practices in all areas and that the banks need to design new ways of 

implementing leave plans aside from the traditional annual leave. 

 

Charitou, Ziatas and Chalikias (2018) studied the perspective of work life balance in 

Greece in a bid to examine the importance of professional and personal life and its 

importance for the profitability of an organization during a period of economic crisis. The 

researchers used a sample size of 100 energy service employees in selected organizations. 

The main findings of this study was that the adverse effects of economic downtimes 

Daystar University Repository

Library Archives Copy



Daystar University Repository 

62 

Archives Copy 

 

 

make organizations to experience difficulties in achieving work life balance because of 

the constraints of time, and finances. 

 

Sirma (2015) determined the relationship between work life balance and employee 

performance of the UN women (Esaro). He stated that there was a positive relationship 

between annual leave and performance. He also stated that there was resistance of any 

positive relationship between compressed work week, flexitime and teleworking on 

performance. In his conclusion, he stated however that teleworking is important for the 

performance of both organizations and employees. 

 

In Malaysia, Zain (2013) scrutinized the features of organizational culture which are 

important in determining the performance of an organization. This study concluded that 

team work and effective communication were critical aspects of organizational culture 

and performance. 190 employees from Malaysian listed companies participated in the 

study which led to the recommendation that organizations need to understand corporate 

culture which is useful in improving its overall performance. 

 

Muya et al. (2012) surveyed the Kenyan state corporations to determine the relationship 

between corporation culture and organizational performance. They found out that an 

organization’s performance was strongly linked to its value system. Additionally, they 

concluded that an institution’s culture could be made very strong and cohesive by 

sticking to an explicit and clearly set-out principles and values. 

 

Shakil (2012) studied organizational culture in Pakistan in order to ascertain association 

between organizational culture and the practices adopted by the management. Using 

regression and correlation analysis, the study found out that organizational consistency 
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and adaptability had significantly positive influence on performance management 

practices. 

 

Smith and Gardener (2007) wanted to identify the factors affecting employee’s use of 

work life balance initiatives in organizations. They sampled 153 employees in New 

Zealand and also analyzed the organization policies. They identified 16 work life balance 

practices and concluded that female workers and the younger generation Y and Z used 

work life balance practice more. They highlighted the value of organizational culture that 

is tied to an enabling environment which will eventually support work life balance 

practices. They also noted that employee’s needs for work life balance practices are 

affected by the organizational climate and demographic composition. 

 

Several empirical studies have been carried out in the area of leadership. Kariuki (2015) 

studied 102 respondents to find out the project manager’s leadership styles, team 

commitment, characteristics of project s and performance of water projects in Kenya 

where a significant relationship was found between the variables. The study was 

conducted in the water and sanitation industry in Kenya. He therefore recommended that 

organizations adopt transformation leadership style because in his findings there was a 

12% variance in completion time. Thwala et al. (2015) when studying the influence of 

leadership styles on the performance of projects. He used a sample of 110 respondents in 

the construction industry in South Africa and concluded that performance was increased 

for organizations that utilized transformational leadership as compared to transactional 

leadership and democratic leadership. Kissi et al. (2012) studied 350 project managers to 

find out the influence of transformational leadership style on the performance of projects 

where he concluded that transformational leadership styles of selecting managers leads to 
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a positive project performance. Gachunga, Karanja and Kihoro (2014) in their study on 

 

333 employees in the banking industry in Kenya concluded that work life balance 

practices should be tailored to the needs of every employees due to their unique nature. 

This will enable the elimination of stress and burnout associated with work life conflicts. 

The study was meant to assess the leadership and work life balance practices on the 

employee commitment in the banking industry in Kenya. 

 

From the empirical literature reviewed, there is a lot of evidence in the empirical 

literature reviewed above linking work life balance to employee performance. However, 

there are few that link organizational performance to Work life balance. A majority of the 

studies have also focused on the employee productivity and not organizational 

performance. Again there is a gap on microfinance institutions as none of these studies 

had focused on such organizations which is the gap this study sought to fill. 

 

Conceptual Framework 

 

Conceptual framework is defined by Gill and Johnson (2010) as written or virtual process 

that explains the narrative or graphical form of the main issues or problems that a 

researcher intends to address. The major elements of a conceptual framework are the 

research variables which include dependent, independent and intervening variables and 

the relationship between them. Mugenda and Mugenda (2010) further noted that 

conceptual framework plays a vital role in a research because it helps a researcher to 

properly identify the research problem. This specific research investigated the effect of 

work life balance on the performance of Faulu microfinance bank limited. The research 

objectives and questions were informed by the by the study’s conceptual framework 

based on the intervening variables as shown in Figure 2.1. 
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Work life balance practices 

 Flexitime 

 Telecommuting 

 Compressed work week 

 Annual leave 

 Study leave 

 Parental leave 

 

Organizational Performance 

 Increased sales 

 Operational efficiency 

 Increased customer uptake 

 

Independent Variables Dependent Variables 

 

 

 

 
Intervening Variables 

Figure 2. 1: Conceptual Framework 

Source: Author (2018) 

 
Discussion 

 

The dependent variables are increased sales, operational efficiency and increased 

customer uptake. These are influenced by the independent variables of this study which 

include flexitime, compressed work weeks, and telecommuting. However, the extent to 

an organizations performance is influenced by work life balance is controlled by 

intervening variables which include organizational culture and employees’ attitude as 

shown in Figure 2.1. 

Summary 

 

In chapter two, a review of literature relating to the research topic addressing the effect of 

work life balance on organization performance has been done. It contains the theoretical 

literature, empirical literature and the general literature reviews. These are basically the 

findings and contributions of prior researchers and authors on similar content and their 

related findings. 

 Organizational culture 

 Leadership 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

Introduction 

 

This chapter discusses the research design, the target population, and the sampling 

design, test of reliability and validity, data collection procedures and data analysis. 

According to Copper and Schindler (2013), research methodology is the technique used 

by the researcher in the process of collecting, gathering and analyzing data for specific 

research. It describes the plan that was adopted in solving the research problem and is 

basically the systematic approach towards a particular phenomenon. The purpose of the 

research methodology, according to Kothari (2013), is to provide the steps used in 

solving the research problem and the logic in each step. This enables the readers to 

understand and evaluate the results of the scientific processes adopted. 

Research Design 

 

According to Gupta and Gupta (2011), the conceptual structure for conducting any 

research is known as a research design. Kothari (2013) defined a research design as the 

master plan, framework or blueprint which specifies the methods and procedures for 

collecting and analyzing the needed information that enabled the researcher to solve the 

research problem identified and obtains the intended results. By so doing, there is a high 

probability of increasing the chances of getting information that could be associated with 

the real situation. In other words, research designs are intended to facilitate efficiency by 

ensuring that highly accurate results are obtained through the collection of relevant data 

with minimal effort in a systematic manner (Copper & Schindler, 2013). 
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There are several types of research design but this study adopted the descriptive research 

design. A descriptive research design is concerned with describing the characteristics of a 

particular individual or group of individuals. Khan (2012) stated that descriptive research 

design tries to give answers to who, what, when, where and sometimes how questions. 

According to Kothari (2004), when the characteristics of a population are either unknown 

or partially known, as is the case with this study, then descriptive research design is 

appropriate. Therefore the choice of descriptive research design is justified. 

 

According to Neeru (2013), descriptive research design enables infusion of quantitative 

and qualitative data in research thereby giving it a broader view. He adds that this type of 

research can also be used to disclose the relationship between variables while allowing 

the researcher to collect information from individuals without changing the environment 

of respondents. Ritchie et al. (2013) noted that descriptive research design allows the 

researcher to develop pre structured questionnaires which are either open ended and 

closed ended in nature. Going by this flexibility, the descriptive design was therefore 

convenient for this study because both types of questionnaires were used for data 

collection. It thus enhanced ease data interpretation and reporting when analyzing the 

attitudes and behaviours of the respondents. 

 

According to Flick (2011), when a research is not experimental in nature, and the 

researcher is able to suggest that there is causal and effect relationship between the 

variables, but he is not sure of the same, the descriptive design should be adopted. This 

he adds enables the researcher to measure and not explore the results. 
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Population 

 

According to Kothari (2012), a population refers to any group of institutions, people or 

objects that have common characteristics. Kothari further stated that a population is the 

aggregate of all that conforms to a given specification. This means that a population is all 

the members of a real or hypothetical set of objects from where a researcher wishes to 

generalize the findings of the study. Khan (2012) refers to the population as an aggregate 

or totality of all the objects, subjects or members that conform to a set of specifications. 

The population for this study was all the 609 Faulu Microfinance bank Limited 

employees based in the 69 branches country wide according to the Faulu Annual Report 

(2017). 

Target Population 

 

A target population is a pool from where a researcher draws his study sample consistent 

with Mugenda and Mugenda (2010) who had similar traits that can be generalized to the 

entire population. In this study, the target population was the 137 employees of Faulu 

Microfinance bank limited based at headquarters regardless of gender or rank. This target 

population was considered ideal for this research based on its accessibility since the head 

office is along Ngong Road in Nairobi. The head office unit is made up of unique 

departments which are not found in every branch such as audit, risk and compliance and 

human resources department according to Faulu annual report of 2017. An additional 

advantage was the central concentration of all the target population in one place making 

the researcher to optimally use resources employed. 
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Table 3. 1: Target Population 

Level of Target Percentage 
Sample

 

Management Population Represented  

Top Leadership 13 100% 13 

Middle level 

Management 
32 100% 32 

Non-Management 92 100% 92 
Total 137 100% 137 

 

 

Sample Size 

 

Sampling occurs when a number of individuals are systematically selected from the 

universe for a study according to Mugenda and Mugenda (2010). Kothari (2014) argued 

that in order for the sample size to be validated as an authentic representation, it should 

fulfill efficiency, representativeness, reliability and flexibility so that it is justified to have 

met desired confidence levels of the population it is representing. 

 

The sample size for this study was 137 based on the argument by Khan (2012) that a 

good sample size should not be too large or too small and that a sample size of 100 is 

large enough so long as it allows for reliable data analysis by cross tabulation, provides 

desired level of accuracy and allows for testing. The sample size was selected after 

considering Kothari (2014) who states that it may be occasionally possible to get 

sufficient and accurate findings by basing the study on certain parts of the population. 

This sample size was also justified based on past studies of a similar nature, the sample 

size was deemed sufficient since Charitou, Ziatas, and Chalikias (2018) studied the 

perspective of work life balance in Greece in a bid to examine the importance of 

professional and personal life and its importance for the profitability of an organization 

and used a sample size of 100 energy service employees. Muleke, et al. (2013) also 

studied the work life balance practices and job performance in Eco bank in Kenya with a 
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sample size of 55 employees. Finally, Mugenda and Mugenda (2008) stated that 

characteristics of a 10% sample size of population is sufficient and gives meaningful 

results that can be generalized to the entire population. 

 

Sampling Techniques 

 

A census survey is a type of research that requires the researcher to collect data from all 

the units in the target population. This method was selected because apart from the 

sample size being smaller in scale, it is faster and more economical and also provides 

quality information because this methodology is smaller in scale than a census thus 

enables the researcher to control and monitor the research. 

 

Data Collection Instruments 

 

Data collection instruments are tools that the researcher uses to collect information which 

is needed in addressing the research questions (Kothari, 2014). The data collection 

method used in this study, was questionnaires. A questionnaire is a set of questions for 

obtaining statistically useful or personal information from individuals (Khan, 2012). The 

aim of developing a questionnaire is to ensure the questions addressed to the respondent 

are all aligned to the set objectives of the study. 

 

The researcher collected primary data by administering questionnaires to different 

respondents. The questionnaires were selected because they are a faster method of 

gathering information in a short time and are also relatively easy to use as per Ritchie et 

al. (2013). This method was also deemed appropriate for reaching the respondents who 

are hard to access such as the heads of department and managing director because they 

can be dropped and picked and do not require the physical presence of the interviewer 
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such as interviews (Kothari, 2004). Additionally, a questionnaire would allow a pilot 

study to ascertain the level of accuracy and guide the researcher to make necessary 

corrections unlike other instruments such as personal interviews (Ahuja, 2010). The 

questionnaires were selected for this process because they can be reproduced so that all 

respondents are subjected to replicated questions there by ensuring consistency (Kothari, 

2014). 

 

Mugenda and Mugenda (2010) indicated that two broad questionnaires can be used in a 

study. Structured or closed ended and unstructured questionnaires. Unstructured 

questionnaires use questions accompanied with a list of all possible alternatives answers 

for the respondent to select the best answer that described the situation in the question. 

On the other hand open ended questionnaire, questions allow respondents to answer the 

question in their own words and express what they think the answer to the question may 

be. This study adopted both the structured questionnaires and unstructured questionnaires 

which were administered to the respondents in Faulu microfinance bank. Both methods 

were used because they would allow the researcher to get a broad view from the 

respondents. 

 

The questionnaires measured information on a likert scale. This is because with such a 

scale it is easy to draw conclusions, reports, results and graphs from the responses. 

Furthermore, because likert scale questions use a scale, people are not forced to express 

an either-or opinion, rather allows them to be neutral should they so choose. Once all 

responses have been received, it is very easy to analyze them (Neeru, 2013). 
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Data Collection Procedure 

 

The choice of the data collection procedure depends on the variables to be measured. 

Khan (2012) also noted that data collection refers to the process of gathering and 

weighing feedback on targeted variables in a scientific method to enable an analysis that 

answers the research questions. In this study, permission was first sought from Faulu 

microfinance bank limited to conduct this study after presentation of approvals from 

Daystar University and NACOSTI. The management of Faulu microfinance bank was 

informed of the purpose of the study as purely academic. 

 

A research assistant was then used to collect and deliver questionnaires to respondents. 

This ensured that there is no familiarity in data collection and also helped speed up the 

process of data collection. Additionally, the research assistant was preferred to ensure 

that the respondents were not manipulated to being too complacent with the data being 

collected (Mugenda & Mugenda, 2003). The research assistant was a well-trained person 

who the operations of Faulu microfinance bank 

 

The research assistant collected primary data by administering the questionnaires to the 

respondents. The drop-off and Pick-up of self-administered questionnaire method was 

used by the research assistant because this method increases response rates relative to 

mail delivery (Kothari, 2004). It is in a way similar to personal delivery methodology 

(Neeru, 2013), it is a widely acceptable methodology. This helped in realizing an 

acceptable response rate. 

Pretesting 

 

Kothari (2014) advised the researchers to pretest before using any research instrument in 

order to exposes the weaknesses of the data collection instruments and also to the 
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research techniques proposed so that corrections can be made where necessary before 

proceeding to collect final data. A total of 18 questionnaires were distributed by the 

researcher to the employees of SMEP microfinance bank along Kirichwa Road off 

Arguing Kodhek Road. The response was reviewed to determine whether the 

questionnaire needs to be redesigned. SMEP Arguings Kodhek Branch was chosen for 

pretesting due to its proximity, staff concentration in comparison to other branches this 

branch has a higher number of staff, and it also a headquarters similar to Faulu Ngong 

Road which is also a head quarter. Mugenda and Mugenda (2008) stated that a sample 

consistent with the entire population and who have similar traits that can be generalized 

to the entire population is suitable for piloting and pretesting. The 18 questionnaires were 

considered effective because according to Mugenda and Mugenda (2010), 10% of the 

sample size is generally adequate for a pretest. 

 

Validity and Reliability of Research Instruments 

 

Khan (2012) validity is the extent to which an application measures what it is expected 

and intended to measure. Validity thus ensures that the results from the analysis of the 

data are accurate and dependable according to Gupta and Gupta (2011). In science and 

statistics Flick, (2011) explain that validity is the extent to which a concept, conclusion or 

measurement is well-founded and corresponds accurately to the real world. This study 

considered two types of validity: face and content validity. According to Ritchie et al. 

(2013), face validity ensures logic and acceptance of the variables being measured by 

those who are concerned in a particular study. Ritchie et al. added that content validity is 

inclined to finding out if all the questions necessary have been asked in a study. 

Questionnaires obtained from pretesting exercise were used to determine the validity of 
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the questions in the questionnaires. The pretest respondents were not part of the 

respondents for actual data collection. The theoretical literature and empirical evidence 

backed with sufficient scholarly reviews on the variables used widely indicate that the 

content is valid. 

 

Reliability, according to Mugenda (2010), reflects the consistency that an instrument 

demonstrates when applied repeatedly under similar conditions. In this study, Cronbach's 

alpha coefficients (α) were used to determine the average internal consistent (reliability) 

of items used that were used to achieve the objectives of this study. Cronbach’s alpha 

coefficient (α) is majorly used with multiple likert questions that form a scale to 

determine whether the scale is reliable (Khan, 2012). The Alpha coefficients (α) ranges 

from zero (0) meaning ‘no internal consistency’ to one (1.0) meaning there is ‘complete 

internal consistency’. Alpha coefficients (α) value of 0.7 and above is acceptable since it 

indicates that the items that were used have internal consistence thus reliable measure for 

further analysis (Flick, (2011) 

 

Therefore, researcher conducted Cronbach alpha test using 18 questionnaires obtained 

from the pretesting exercise. The findings were as shown in Table 3.3. 

Table 3. 2: Cronbach’s Alpha Coefficients for Multiple Likert Scale Items 

 

Category of multiple likert scale items 
Cronbach's 

Alpha 
Cronbach's Alpha 

Based on 
No. of 
Items 

  Standardized Items  

Work life balance practises .718 .781 12 

Measures of organisation performance .871 .737 9 

applied in Faulu Microfinance bank 
Effects of work life balance practices on 

 

.827 
 

.743 
 

8 

the performance of Faulu microfinance 
bank 
Leadership and organizational culture 

 
 

.921 

 
 

.838 

 
 

2 
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From Table 3.3, Cronbach's alpha coefficients for all variables with multiple Likert scale 

items was more than 0.7, implying that the level of internal consistency for all items that 

were used in each objective was acceptable. Therefore the statements that were used in 

the questionnaire of this study to enable the researcher achieve the objectives of this 

study were reliable. This means that the questionnaire that was used in this study was 

reliable thus the findings were accurate, valid and relevant to this study according to the 

purpose and objectives of this study. 

 

Data Analysis Plan 

 

According to Mugenda and Mugenda (2010), data analysis is the procedure for analyzing 

data and the techniques for interpreting the results of such procedures. Mugenda and 

Mugenda further stated that data analysis involves ways of planning and gathering of data 

to make its analysis easier and all the machinery and results of (mathematical) statistics 

which apply to analyzing data. In this study, primary data collected from the field was 

analyzed using statistical package for social sciences (SPSS) version 23.0. Quantitative 

data that was obtained from closed-ended questions was first cleaned to eliminate 

incomplete and irrelevant responses. Then, the responses were coded, entered into SPSS, 

and then analyzed quantitatively using descriptive statistics (frequencies and 

percentages). Qualitative data from open-ended questions was analyzed using thematic 

approach. Responses in this section were categorized in a thematic manner. The sub- 

themes were coded, then entered into SPSS and analyzed like quantitative using 

descriptive statistics, that is, percentages and frequencies. The analyzed data was 

presented in form of charts, tables and graphs. 
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Ethical Considerations 

 

Ethics are rules used to define acceptable and unacceptable behavior in research in a way 

that promotes honesty, respect for respondents and acceptability of the research findings 

(Mugenda & Mugenda, 2003). For this study, consent to carry out the research was 

sought from the daystar university through the ethics review board. A further license was 

sought from National commission for Science and Technology to carry out this research. 

Consent was sought from the researchers who were assured that the purpose of the study 

is purely academic. Anonymity of the respondent’s data collection instruments was 

observed and no personal data was collected. Finally, information was treated with 

utmost confidence and the questionnaires were not shared after data collection with other 

employees or the management of Faulu microfinance bank. 

Summary 

 

In this chapter, the methodology used in the research design, measuring instrument, 

sampling process, data collection method and data planning process has been described. 

The chapter also mentions the research objectives, target population, the target 

population, sample to be selected, the sampling method, the instruments used, pre-testing 

and ethical considerations. The next chapter will present the findings and interpretations 

of the data collected from Faulu microfinance bank. 
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CHAPTER FOUR 

 

DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

 
Introduction 

 

This chapter presents the findings of this study as obtained from the field during data 

collection exercise. It starts by providing the response rate of the respondents of this 

study, then the demographic information of the respondents, the work life balance 

practices being employed at Faulu microfinance bank, the extent to which key measures 

of organizational performance are applied in Faulu microfinance bank, and the effects of 

work life balances practices on the performance Faulu microfinance bank. The study 

findings were analysed in form of frequencies and percentages, and presented in form of 

tables and figure. 

Response Rate 

 

The study targeted a sample size of 137 respondents drawn from Faulu microfinance 

bank head office Ngong Road in Nairobi. However, out of the total of 137 questionnaires 

that were distributed among the respondents, 118 questionnaires were received back from 

the respondents and returned within the schedule time of this research. However, only 

104 questionnaires were dully filled. This implies that the response rate of the study was 

104(75.9%) as shown in Table 4.1 

Table 4. 1: Response Rate  

Category of respondents 
(employees) 

Target 
Sample size 

Actual Number of 
Respondents 

Response Rate 

Top Leadership 13 8 61.5% 

Middle level Management 32 26 81.3% 

Non-Management 92 70 76.1% 
Total 137 104 75.9% 
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According to Mugenda and Mugenda (2010), a response rate of 50% of the sample size 

especially in a descriptive study, is adequate for analysis and making inferences, 60% is 

good, while 70% and above is excellent. Therefore this study’s response rate of 

104(75.9%) was excellent, thus the researcher could make inferences and conclusions 

based on the findings. 

Presentation, Analysis and Interpretation 

 

This section gives an analysis of primary data that was obtained from the field and its 

interpretation based on the purpose of the study and the research questions. The data was 

analyzed using descriptive statistics including frequencies and percentages. The findings 

provided include demographic information of the respondents, the work life balances 

practices being employed at Faulu microfinance bank, the key measures of organization 

performance applied at Faulu microfinance bank, and the effects of work life balance 

practices on the performance of Faulu microfinance bank. 

 

Demographic Information of the Respondents 

 

On demographic profile of the respondents, the researcher was interested in the 

respondents’ gender, age bracket, marital status, educational level, work experience, 

position held in the organization, and how long the respondents have worked for Faulu 

microfinance bank. The findings were as presented and interpreted here in after. 

 

Gender 

 

Gender was the first demographic information that the researcher sought to examine. 

This would enable the researcher to understand the employment mix at Faulu 

Microfinance bank and hence enable an understanding of their work life balance 
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preferences. Figure 4.1 shows the findings on the distribution of the respondents by 

gender. 

 
Figure 4. 1: Gender of Respondents 

 

The findings shown in figure 4.1 indicates that 55 of the respondents male making up 

53% of the total respondents whereas 47% the respondents were female totaling to 49. 

This finding implies that both genders were represented in this study hence the findings 

are not gender biased. Further, this finding implies that there is gender balance at Faulu 

microfinance bank thus the effects of work life balance practices on the performance of 

Faulu microfinance bank are felt by both genders. This also implies that Faulu 

microfinance bank limited is an equal opportunity employer considering both genders as 

required by law. 

Age Bracket 

 

The researcher sought to know the age bracket of employees of Faulu microfinance bank 

in order to determine the age group that advocates for effects of work life balance 

practices on the performance of Faulu Microfinance bank and whether the data collected 

applies certain age brackets and not others. This would also enable the drawing of 

Gender 

Female 
47% Male 

53% 
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conclusion regarding opinions on work life balance practices in the organization by age. 

The study findings were as shown in Figure 4.2. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4. 2: Age Bracket of the Respondents 

 

The findings in Figure 4.2 showed that most of the respondents were aged between 30 - 

39 years constituting 58 employees representing 55.8%, followed by 37.5% who were 20-

29 years, and totalling to 38 while 7.7% were between 40-49 years of age adding to 8. 

There was no employee aged 50 and above. Going by the assumption that the youth in 

Kenya are those between 18 – 35 years, the this finding implies that most of the 

employees at Faulu microfinance bank are the youth. Thus, most of the youths working at 

Faulu microfinance bank are the most affected by the worklife balance practices 

employed  by  the  organization. From the findings, we can also conclude that the 

employees of Faulu microfinance bank are diverse in terms of age. This ensured that the 

findings were not biased to a particular age group but can be applied to a diverse age 

bracket. The findings also indicate that no employee is underage below 18 years hence 

Faulu microfinace bank comlies with the Employment Act requiring employees to be 

aged 18 and over. 
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60.0  55.8  
 

50.0 

40.0 37.5 

30.0 
 

20.0 
 

10.0   7.7  

0.0 

20-29 years 30-39 years 40-49 years 

N
o
. 
o
f 

p
eo

p
le

 (
%

) 

Daystar University Repository

Library Archives Copy



Daystar University Repository 

81 

Archives Copy 

 

 

Marital status 

 

 

 

 

Single 

40% 

Married 

60% 

Marital Status 

 

The researcher also sought to know the marital status of the respondents in order to 

establish the category of employees who are most affected by work life practices and to 

examine what each gender felt concerning the application of worklife balance practises in 

Faulu microfinance bank. This would also enable the drawing of conclusion regarding 

opinions on work life balance practices in the organization by marital status. The study 

findings on marital status of employees of Faulu microfinance bank were as displayed in 

Figure 4.3. 

Figure 4. 3: Marital Status of the Respondents 

 
As shown in Figure 4.3, there are more married employees at Faulu microfinance bank at 

60% made up of 82 respondents compared to those who are single totalling to 55 

representing 40% of the respondents. Married employees have responsibilities in their 

families as compared with single employees hence the effect of work life balance 

practices in the organization affects married employees differently compared to how they 

affect single employees. It implies therefore that most of the respondents of this study 
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Level of job satisfaction 
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Very satsified Satisfied Dissastisfied Very 
disastisfied 

had adequate unique and diverse experiences on the effect of work life balance practices 

employed by their employer based on their marital status. 

Level of Job Satisfaction 

 
Effective work life balance practices employed by organizations enhance job satisfaction. 

Therefore the researcher sought to know how satisfied were the employees of Faulu 

microfinance bank as a way of establishing that the work life practices employed by the 

bank were effective. The findings were as shown Figure 4.4. 
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Figure 4. 4: Level of Job Satisfaction of the Respondents 

 
From the findings in bar graph, the study established that more than half of the 

respondents about 80 making up 77% were satisfied with their work while 9.6% 

representing 10 of the employees were very satisfied. However, 11.5% of the respondents 

or 12 employees were dissatisfied and further, 1.9% implying 2 of the respondents were 

very dissatisfied. This indicates that the employees were mostly motivated to perform 

various tasks assigned to them in order to help the organization realize its goals and 
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objectives. Satisfaction may also be inclined to the level of contentment with the work 

life balance practices employed in the organization. This also indicates that all employees 

with divergent opinions were included in the study and not a selected few with inclined 

opinions making the study objective. 

 

Highest Level of Education 

 

The researcher sought to know the education level of respondents in order to assess the 

educational capacity on which work life balance practices employed by Faulu 

microfinance bank affects its performance. Education level would also help the 

researcher to ascertain the level of respondent understanding of work life balance 

practices, organizational performance and related issues. Figure 4.5 shows the 

distribution of the respondents by level of education. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4. 5: Educational Level of the Employees 

 
From the findings in bar graph, the study established that more than half of the 

respondents at 55.7% had obtained education up to graduate level. Further, 24.0% of the 

respondents had obtained education up to undergraduate, 10.6% had obtained post- 
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graduate education, while a few 9.6% had education up to college level which include 

certificate and diploma. This finding imply that majority of the respondents were learned 

and exposed thus were capable of reading and understanding the questions in the 

questionnaire. It is also an indication that the respondents understand what work life 

balance practices and organizational performance are and how they affect both the 

employee and the organization. 

 

Period Worked in the Organization 

 

The researcher wanted to know the number of years the respondents had worked at Faulu 

Microfinance bank in order to measure their experience with regards to work life balance 

practices being employed by the organization. To achieve this, respondents were asked to 

indicate the number of years they had worked with Faulu microfinance and their 

responses were as presented in Figure 4.6. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 4. 6: Period worked in Faulu 

 
Figure 4.6 indicate most (33.75) of the respondents had worked with Faulu microfinance 

bank for a period of 3-5 years, followed by 24.0% who had worked for a period of 1-3 
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years, then 21.2% who had worked for less than a year and another 21.2% who had 

worked for more than 5 years. Using the assumption that one year is enough to gain 

experience, with regards to wok life balance practices being employed by an 

organization, these findings thus imply that majority (at least 75%) of the respondents 

had adequate experience the work life practices being employed by Faulu microfinance 

bank. Therefore the respondents of this study had adequate experience thus making 

findings relevant and reliable. This is because the respondents were rich in information 

on the effects of work life balance practices on the performance of Faulu microfinance 

bank. 

Position Held in the Organization 

 

Respondents were also asked to indicate the level of position they held at Faulu 

microfinance bank. The researcher wanted to know whether employees with different 

career levels in the organization interacted with different work life balance practices in 

the organization. Figure 4.7 shows the responses to this question. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 4. 7: Level of Position of the Respondents 
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The results in Figure 4.7 show that the 67.3% of the respondents were general officers 

(non-management level), a total of 25% were in the position of middle level management 

while 7.69% were in Top level leadership. Respondents drawn from different position 

levels imply that the findings of this study were not biased towards specific category of 

employees. Therefore the findings of this study represent most employees from different 

levels of work thus making the findings reliable in determining the effects of work life 

balance practices on performance of Faulu microfinance bank limited 

 

Work life Balance Practices Employed by Faulu Microfinance Bank 

 

The first objective of this study was to determine the practices of work life balance being 

employed by Faulu microfinance bank. Therefore the researcher listed commonly 

employed work life balance practices and asked employees of Faulu microfinance bank 

to indicate the extent to which they agreed or disagreed with the listed work life balance 

practices. The findings were as shown in Table 4.2. 

Table 4. 2: Work Life Balance Practices Employed by Faulu Microfinance Bank 

Work life practices SA A N D SD Total 

Telecommuting N 11 34 32 15 12 104 

% 10.6 32.7 30.8 14.4 11.5 100.0 

Annual leave N 39 46 15 2 2 104 

% 37.5 44.2 14.4 1.9 1.9 100.0 

Parental leave(for new mothers N 60 31 8 2 3 104 

and fathers) % 57.7 29.8 7.7 1.9 2.9 100.0 

Flexitime(Freedom to choose N 6 12 25 22 39 104 

reporting and leaving time) % 5.8 11.5 24.0 21.2 37.5 100.0 

Study leave N 31 42 15 8 8 104 

% 29.8 40.4 14.4 7.7 7.7 100.0 

Compressed work week N 3 18 22 27 34 104 
(working for fewer days per % 2.9 17.3 21.2 26.0 32.7 100.0 

  week but more hours per day)  

SA= Strongly agree, A=Agree, N=Neutral, D=Disagree, SD=Strongly disagree. 
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A majority of the respondents (at least 70%) ‘agreed’ and ‘strongly agreed’ that the three 

major work life balance practices being employed at Faulu microfinance bank include 

annual leave at 81.7%, parental leave (for new mothers and fathers) at 87.5%, and study 

leave at 70.2%. However, 14.4% of the respondents were neutral and not sure on whether 

annual leave and study leave were available in the organization as compared to 7.7% of 

the respondents who had a similar opinion on parental leave. Similarly, 4.8% of the 

employees disagreed and strongly disagreed that the organization offered parental and 

annual leave as compared to 15.4% who felt that study leave wan not available. 

 

These findings concur with Muleke, et al.( 2013) who also found out that banks focused 

on annual leaves and other types of leaves that are provisioned for by the constitution, 

perhaps to avoid legal conflicts. Mungania (2017) also found out that commonly used 

work life balance practices in banking institutions include flexible working hours, family 

and personal leaves, alternative working arrangements such as telecommuting and 

compressed work weeks. 

 

However, on telecommuting as work life practice, only 43.3% of the respondents 

‘agreed’ and ‘strongly agreed’ that is employed at Faulu microfinance bank. About 

flexitime (freedom to choose reporting and leaving time) and compressed work week 

(working for fewer days per week but more hours per day), more than half of the 

respondents at 58.7% ‘disagreed’ and ‘strongly disagreed’ that they are employed at 

Faulu microfinance bank. 

 

The study also revealed that 30.8% of the respondents were neutral on telecommuting 

compared to 24% similar opinion on flexitime and 21.2% on compressed work week. 
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This concurs with Sirma (2015) who wanted to determine the relationship between work 

life balance and employee performance of the UN women (Esaro). Sirma stated that there 

was a positive relationship between annual leave and performance. Sirma also stated that 

there was resistance of any positive relationship between compressed work week, 

flexitime and teleworking on performance. 

 

These findings have clearly demonstrated that Faulu microfinance bank is employing a 

selection of work life balance practices to its employees thus they could have some 

effects on the performance of the bank. Golden and Gajendran (2018) also concluded that 

55% of the employees who did not prefer telecommuting were aged above 35 years. 

Mungania (2017) similarly concluded that flexitime, compressed work week, extra 

vacation, teleworking and annual leaves are the common work life or flexibility 

arrangements that are available in many organizations. 

 

Extent to which Faulu Microfinance bank Employs Work Life Balance Practices 

 

The second question of this study was to determine the extent to which Faulu 

microfinance bank Limited offers the work life balance practices. To achieve this 

objective, the researcher listed six (6) statements with regards to the extent in which 

Faulu offers work life balance practices. Respondents were then asked to indicate the 

extent to which they agreed or disagreed with the statements using a likert scale of 1-5 

whereby represented ‘strongly disagreed’ and 5 represented ‘strong agreed’. The findings 

were as shown in Table 4.3. 
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Table 4. 3: Extent to Which Faulu Microfinance bank Offers Work Life Balance 
 

Practices  

Extent to which work life practices SA A N D SD Total 

  are offered  

Telecommuting N 13 28 35 8 20 104 
 % 12.5 26.9 33.7 7.8 19.2 100.0 

Annual N 42 44 13 5 0 104 
 % 40.4 42.3 12.5 4.8 0.0 100.0 

Parental leave(for first time N 53 41 7 3 0 104 

mother and father) % 51.0 39.4 6.7 2.9 0.0 100.0 

Flexitime(freedom to choose N 9 20 18 21 36 104 

reporting time leaving time) % 8.7 19.2 17.3 20.2 34.6 100.0 

Study leave N 27 39 19 11 8 104 
 % 26.0 37.5 18.3 10.6 7.7 100.0 

Compressed workweek(working N 6 19 15 28 36 104 
for fewer days per week and lo % 5.8 18.3 14.4 26.9 34.6 100.0 

SA=Strongly agree, A=Agree, N=Neutral, D=Disagree, SD=Strongly disagree. 

 

The findings in Table 4.3 show that the WLB practices including study leave, parental 

leave, annual leave, flexitime, compressed week work and telecommuting were 

employed. However, annual leave, parental leave and study leave work life balance 

practices were highly employed as stated by more than 60% of the respondents who 

agreed and strongly agreed that the practices were in use at 82.7% response 90.4% and 

63.5% respectively. This was followed by telecommuting at 39.4%who agreed and 

strongly agreed that telecommuting was available, flexitime at 39.4, % and compressed 

work week only available to a small extent of 24.1. 

 

However, there were neutral responses where 12.5% were not sure of availability of 

annual leave, compared to 18.3% of a similar opinion on study leave. 6.7% were unsure 

of parental leave but a higher figure of 33.7% who were not sure of telecommuting. 

Flexitime and compressed work week also had 17.3% and 14.4% who were neutral. 
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There were respondents who felt that some practices were not available as indicated by 

55.2% and 61.5% who disagreed and strongly disagreed that flexitime and compressed 

workweek were offered respectively. A further 27% had a similar opinion on 

telecommuting compared to 18.3% on study leave. However, only 2.9% and 4.8% felt the 

same way for parental leave and annual leave respectively. 

 

These findings show that annual leave, parental leave and study leave were offered to a 

great extent, whereas flextime leave, compressed work week and telecommuting were 

offered to lower extent. The findings are similar to those of Sirma (2015) who noted that 

although organizations provide employees with WLB practices a majority don’t exploit 

these facilities and may not be aware of their availability thus utilization for flexible work 

arrangements need to be enhanced. 

 

Other Work Life Balance Practices Offered by Faulu Microfinance Bank 

 

The researcher further asked the respondents to mention any other work life balance 

practices employed at Faulu microfinance bank limited apart from the ones listed in 

Table 4.2 and Table 4.3. The researcher intended to find out whether there are any other 

practices that may be affecting the performance of the organizations which were not 

listed hence did not make part of the variables under study. The findings were as shown 

in Table 4.4. 

Daystar University Repository

Library Archives Copy



Daystar University Repository 

91 

Archives Copy 

 

 

 

Table 4. 4: Other Work Life Balance Practices  

Other work life practices offered by Faulu Frequency Percentage (%) 

Organized health check-ups, sick-offs, medical 26 25.0 

emergencies, special rooms for mothers, health   

seminars and workshops   

Time for devotions 22 21.2 

Health insurance 19 18.3 

Regional employee trainings 17 16.3 

Team building programs 13 12.5 

Compassionate and compulsory leave 12 11.5 

Environmental conservation programs like tree 11 10.6 

planting   

Support family activities such as weddings, family 9 8.7 

fun day, etc.   

Compensation of over time 8 7.7 

Training and Mentorship programs both at local 7 6.7 

and regional level   

Rewards for work efficiency 6 5.8 

Ndakaini Marathon 5 4.8 

Bench marking tours and visits 4 3.8 
No response 69 66.3 

 

Findings in Table 4.4 indicate that the following are other work life practices offered 

by Faulu microfinance bank: Organized health check-ups, sick-offs, medical 

emergencies, special rooms for mothers, health seminars and workshops (25.0%), 

time for devotions (21.2%), health insurance (18.3%), regional employee trainings 

(16.3%), team building programs (12.5%), compassionate and compulsory leave 

(11.5%), environmental conservation programs like tree planting (10.6%). 

 

Other work life balance practices offered by Faulu microfinance bank but to a small 

extent include support family activities such as weddings and having family fun day, 

compensation of over time, training and mentorship programs both at local and 

regional level, rewards for work efficiency, Ndakaini Marathon, and bench marking 

tours and visits. These findings imply that Faulu microfinance bank offers a variety of 

work life balance practices thus high chances that the work life balance practices 
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influence organizational performance. Mungania (2017) also confirmed that 

organizations have been driven to adopt a variety of work life balance practices in 

order to manage the obvious environmental changes affecting both the organization 

and employees. She added that work life balance practices in banking institutions are 

many, including flexible working hours, family and personal leaves, and alternative 

working arrangements such as telecommuting. 

The researcher further sought to find out the work life balance practices being 

employed by age. A cross-tabulation analysis between age of the employees and work 

life balance practices employed by Faulu microfinance was conducted. The results 

were as shown in Table 4.5. 
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Table 4. 5: Cross-tabulation Age and WLB Practises 

Age bracket Work life balance practices employed by Faulu 

(years) Strongly 
disagree 

Disagree Neutral Agree Strongly 
agree 

Total 

   Telecommuting    

20-29 3 2 16 15 3 39 

30-39 7 11 16 17 7 58 

40-49 2 2 0 2 1 7 
Total 12 15 32 34 11 104 

   Annual leave    

20-29 1 1 6 15 16 39 

30-39 1 1 8 29 19 58 

40-49 0 0 1 2 4 7 
Total 2 2 15 46 39 104 

   Parental leave    

20-29 3 1 7 5 23 39 

30-39 0 1 1 24 32 58 

40-49 0 0 0 2 5 7 
Total 3 2 8 31 60 104 

Flexitime practices 

20-29 11 8 13 5 2 39 

30-39 25 14 11 5 3 58 

40-49 3 0 1 2 1 7 
Total 39 22 25 12 6 104 

   Study leave    

20-29 2 4 9 13 11 39 

30-39 6 4 13 19 16 58 

40-49 0 0 1 2 4 7 
Total 8 8 23 34 31 104 

Compressed work week 

20-29 9 8 11 9 2 39 

30-39 22 18 9 8 1 58 

40-49 3 1 2 1 0 7 
Total 34 27 22 18 3 104 

SA= Strongly agree, A=Agree, N=Neutral, D=Disagree, SD=Strongly disagree. 

 

Findings in Table 4.5 show that out of 39 employees who were aged between 20-29 years 

of age, 18 ‘agreed’ and ‘strongly agreed’ that telecommunicating is offered at Faulu, 33 

‘agreed’ and ‘strongly agreed’ that there is annual leave at Faulu, 28 ‘agreed’ and 

‘strongly agreed’ that there is parental leave at Faulu, 24 ‘agreed’ and ‘strongly agreed’ 
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that there is study leave while a few (11) ‘agreed’ and ‘strongly agreed’ that there is 

 

compressed work week at Faulu. 

 
 

Out of a total of 58 employees who were 30-39 years of age, the majority (at least 35) 

‘agreed’ and ‘strongly agreed’ that there is annual leave, parental leave, and study leave 

while more than half of them ‘disagreed’ and ‘strongly disagreed’ that there is flextime 

practices and compressed work week. Out of the seven employees who were between 40- 

49 years of age, majority of the (at least 6) ‘agreed’ and ‘strongly agreed’ that there is 

annual leave, parental leave, and study leave while at least half (3) of them ‘disagreed’ 

and ‘strongly disagreed’ that there is telecommuting, flextime, and compressed work 

week. These findings show that employees of Faulu microfinance are offered the same 

work life balance practices despite their age bracket. Interestingly, 16 respondents aged 

20-29 and 30-39 were neutral on telecommuting while none aged 40 and over in the same 

area where 5 respondents aged 20-29 strongly disagreed that there is telecommuting as 

compared to 18 aged 30-39 and none disagreed or strongly disagreed aged 40 and over. 

There are a few who felt that annual leave was not available 6 aged 20-29 were neutral as 

compared to 8 aged 30-39 and only one aged 40 and over but 2 each aged 20-29 and 30- 

39 strongly disagreed and disagreed that annual leave was employed at the bank. 

 

From cross tabulation analysis in table 4.5, the findings were similar to those of Smith 

and Gardener (2007) who also agreed that demographic factors and differences such as 

gender and age affected the types of work life balance practices that employees need in 

an organization and the extent to which they are willing to use them. Golden and 

Gajendran (2018) also concluded that 55% of the employees who did not prefer 

telecommuting were aged above 35 years. 
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The researcher further sought to find out the work life balance practices being employed 

according to the respondents by gender. A cross-tabulation analysis between gender of 

the employees and work life balance practices employed by Faulu microfinance was 

conducted. The results were as shown in Table 4.6 where similar conclusions were made 

in agreement with Smith and Gardener (2007) who also agreed that demographic factors 

and differences such as gender and age affected the types of work life balance practices 

that employees need in an organization and the extent to which they are willing to use 

them. Smith and Gardener (2007) concluded that female workers and the younger 

generation Y and Z used work life balance practice more as indicated in Table 4.5 and 

Table 4.6. 
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Table 4. 6: Cross-tabulation between Gender and Work Life Balance Practices 
 

Gender   Work life balance practices  

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 
Total 

 

 

 Telecommuting  

Male 5 8 19 15 8 55 

Female 7 7 13 19 3 49 

Total 12 15 32 34 11 104 
   Annual leave    

Male 2 2 9 24 18 55 

Female 0 0 6 22 21 49 
Total 2 2 15 46 39 104 

   Parental leave    

Male 0 1 6 19 29 55 

Female 3 1 2 12 31 49 
Total 3 2 8 31 60 104 

Flexitime practices 

Male 15 13 19 4 4 55 

Female 24 9 6 8 2 49 
Total 39 22 25 12 6 104 

   Study leave    

Male 3 6 16 16 14 55 

Female 5 2 7 18 17 49 
Total 8 8 23 34 31 104 

Compressed work week 

Male 14 14 17 8 2 55 

Female 20 13 5 10 1 49 
Total 34 27 22 18 3 104 

SA= Strongly agree, A=Agree, N=Neutral, D=Disagree, SD=Strongly disagree. 

 

The female respondents agreed and strongly agreed by a total of 22 that telecommuting 

was provided as compared to 23 males while 42 male agreed and strongly agreed on 

annual leave as compared to 43 females. 48 of the male agreed and strongly agreed that 

parental leave was available as compared to 43 females who also agreed and strongly 

agreed. On flexitime, 8 male agreed and strongly agreed while 10 female had a similar 

opinion. 30 male agreed and strongly agreed on study leave while 10 agreed and strongly 

agreed on compressed work week but 35 female had a similar view on study leave and 11 

on compressed work week. 
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Thirteen (13) males as compared to 14 females disagreed and strongly disagreed, that 

telecommuting was offered while no female disagreed or strongly disagreed on annual 

leave as compared to 4 females. Only one male agreed and strongly disagreed that 

parental leave is available as compared to 4 females. Flexitime and compressed work 

week had a higher negative response. 28 male strongly disagreed and disagreed as 

compared to 33 females while 28 males and 33 females disagreed and strongly disagreed 

on flexitime. 

 

The findings indicate that more men were neutral on work life balance practices as 

compared to their female counterparts. According to the figures, 19 were neutral on 

telecommuting, 9 on annual leave, 6 neutral on parental leave, 16 were neutral on study 

leave while 19 and 17 were neutral on flexitime and compressed work week respectively. 

This is interesting given that only 2 females were neutral on parental leave and five on 

compressed work week. These findings concur with (ILO, 2004) who noted that 

sometimes work life balance practices and laws are biased because they only protected 

women and children leaving out men and at the same time referring to certain careers as 

critical making the employees to be always on call. 

 

Extent to which Key measures of Organizational Performance are Employed at Faulu 

Microfinance Bank Limited 

The second objective of this study was to examine the extent to which key measures of 

organizational performance were applied at Faulu microfinance bank. First, respondents 

were asked to indicate the extent to which they agreed or disagreed to various statements 

about extent to which the key measure of organization performance are applied in the 

organization. Study findings were as shown in Table 4.7. 
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Table 4. 7: Extent to which Key Measures of Performance were Applied 

Key measures of Organizational SA A N D SD Total 

  Performance  
 

Increased sale N 61 32 8 1 2 104 
 % 58.7 30.8 7.7 1.0 1.9 100.0 

Increased customer uptake N 45 35 19 3 2 104 
 % 33.7 43.3 18.3 2.9 1.9 100.0 

Operational efficiency N 29 54 17 3 1 104 
 % 27.9 51.9 16.3 2.9 1.0 100.0 

SA= strongly agree, A=Agree, N=Neutral, D=Disagree, SD=strongly disagree. 

 

From the findings shown in Table 4.7, increased sales, increased customer uptake and 

operational efficiency measures were applied to a great extent as key measures of 

organization performance. This was indicated by 89.5%, 77% and 80% of the 

respondents respectively who agreed and strongly agreed that they were in use at the 

bank as compared to 2.9% , 4.8% and 3.9% who disagreed and strongly disagreed that 

increased sales, increased customer uptake and operational efficiency (respectively) were 

applied as measures of organizational performance at the bank. 

 

However, a few respondents were neutral and not sure about these measures as indicated 

by 7.7% on increased sales, 18.3% on increased customer uptake and 16.3% on 

operational efficiency. These findings indicate that increased sales, increased customer 

uptake and increased operational efficiency are applied to a great extent in Faulu 

microfinance bank as earlier stated. Similarly, Ibrahim and Lloyd (2011) cited the non- 

financial measures in organizations such as the increase in sales, market expansion and 

competitive positioning. 
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Importance of Key Measures of Organizational Performance 

 

The respondents were also asked to indicate the importance of the key measures of 

organizational performance to the performance of Faulu microfinance bank. The findings 

were analyzed as in Table 4.8. 

Table 4. 8: Importance of Key Measures of Organizational Performance 

Importance of key measures of SA A N D SD Total 

  organizational performance  

Increased sales N 61 32 8 1 2 104 
 % 58.7 30.8 7.7 1 1.9 100.0 

Increased customer uptake N 56 38 7 2 1 104 
 % 53.8 36.5 6.7 1.9 1.0 100.0 

Achieves operational efficiency N 56 32 12 3 1 104 
 % 53.8 30.8 11.5 2.9 1.0 100.0 

SA= strongly agree, A=Agree, N=Neutral, D=Disagree, SD=strongly disagree. 

 

From the findings in Table 4.8, 89.5%, 90.3% and 84.6% of respondents agreed and 

strongly agreed that increased sales, increased customer uptake and operational efficiency 

were important measures of organizational performance to Faulu microfinance bank 

limited. 

 

There were however a few respondent who were not sure about the importance of these 

measures of performance to the bank and remained neutral at 7.7% for increased sales, 

6.7% for increased customer uptake and 11.5% operational efficiency. Some respondents 

to a smaller extent disagreed and strongly disagreed that these measures of organizational 

performance were important in determining the performance of Faulu microfinance bank 

limited as shown by 2.9% on increased sales, 2.9% on increased customer uptake and 

3.9% on increased operational efficiency. Murphy et al.,(1996) also analyzed 19 

performance measures variables from 995 firms and concluded that sales levels, market 

share, and organizational efficiency including overall growth was the second most vital 
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and common performance measure used in organizational performance especially for 

new organizations who view it as a critical venture. They stated that growth includes 

increase in customers and sales and how best an organization utilizes its resources. 70% 

of the respondents also conferred that indeed these are indeed important measures of 

organizational performance. 

 

From the findings, it can be deduced that operational efficiency, increased sales and 

increased customer uptake are important measures of organizational performance in 

Faulu microfinance bank. Similarly, Combs, Croock and Shock (2015) concluded that 

performance can be assessed based on the aspects of the size of sales because the broader 

organizational performance must be aligned to growth rate of product movement and 

customer intake. 

 

Thirdly the respondents were asked to indicate whether Faulu microfinance bank had 

measures that tell whether there were increased sales, increased customer uptakes and 

increased operational efficiency. The responses were shown in Table 4.9. 

Table 4. 9: Availability of Performance Measures in Faulu 

Importance of key measures of SA A N D SD Total 

  organizational performance  

Increased sales N 44 49 9 1 1 104 
 % 42.3 47 8.7 1.0 1.0 100.0 

Increased customer uptake N 39 57 8   104 
 % 37.5 54.8 7.7   100.0 

Achieved Operational efficiency N 30 57 14 3 0 104 
 % 28.8 54.5 13.5 2.9 0 100.0 

SA= strongly agree, A=Agree, N=Neutral, D=Disagree, SD=strongly disagree. 

 

There are is a big hint that Faulu microfinance bank had measures that indicate the 

presence of key organizational performance measures. Study findings shown in Table 4.9 

indicate that over 80% of the respondents agreed and strongly agreed that key measures, 
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precisely increased sale at 89%, increased customer uptake at 92.3% and operational 

efficiency at 83.3%. These findings indicate that Faulu had measures that led to the 

increase of sale, customer uptakes and operational efficiency of the bank. 

 

Some respondents however were neutral and represented 8.7% increased sales, 7.7% 

increased customer uptake and a significant 13.5% for increased operational efficiency. 

Further, 2% of the respondents disagreed and strongly disagreed that increased sales were 

measured and also 2.9% had the same opinion on operational efficiency. Interestingly, 

none of the respondents disagreed or strongly disagreed that increased customer uptake 

was measured in Faulu. 

 

These findings imply that increasing the number of customers is an important factor to 

the bank. Generally, Faulu has put up key indicators to help measure the performance 

measures in order to help in goal realization. Likewise, Ottoo (2000) compared seven 

firms in the computer industry basing his selection criteria on excellent and non-excellent 

firms to enable a comparison. He wanted to identify distinctive and common performance 

measures for strategic management. The researcher compared return on sales, return on 

capital, and book equity. He concluded that the measures were not different from other 

strategic measures used in other organizations. He recommended the adoption of 

multivariate measures of organizational performance since they are very important in 

realizing organizational objectives. Rosenzweig (2017) emphasizes that organizations 

must measure its activities to be able to determine the rate of its performance and thereby 

aid the management in informed and accurate decision making to help the organization to 

ultimately accelerate its performance. 
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Effects of Work life Balance on Organizational Performance 

 

Respondents were further asked then to give their general view about work life balance 

practices in relation to organizational performance. The views were as summarized in 

Table 4.10. 

Table 4. 10: Effect of Work Life Balance Practices 

 SA A N D SD Total 

Increased sale N 21 68 11 2 2 104 

% 20.2 65.4 10.6 1.9 1.9 100.0 

Increased customer uptake N 17 69 13 5  104 

% 16.3 66.3 12.5 4.8  100.0 

Leads to operational efficiency N 23 65 11 4 1 104 
% 22.1 62.5 10.6 3.8 1.0 100.0 

SA= strongly agree, A=Agree, N=Neutral, D=Disagree, SD=strongly disagree. 

 

The findings in Table 4.10 show that the respondents at 85.6% generally agreed and 

strongly agreed that work life balance practices increased sales in the organization. 

Further 82.6% generally agreed and strongly agreed that work life balance practices 

increased customer uptake in the organization and 84.6 % also agreed and strongly 

agreed that work life balance practices improved operational efficiency in the 

organization. 10.6% on increased sales a similar number on increased operational 

efficiency while 12.5% not sure on the increased customer uptake parameter. However, 

3.8% disagreed and strongly disagreed that work life balance practices increased sales. 

Further 4.8% also disagreed and strongly agreed on customer uptake and increased 

customer uptake. These findings are in line with Mungania (2014) who concluded that 

work life balance practices influence organization performance and employee 

productivity. 

 

The researcher also sought to establish whether there is a connection between the level of 

job satisfaction and the effects of work life balance practices on organizational 
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performance by doing a cross tabulation on the two and the results were as shown in 

Table 4.11. 

Table 4. 11: Cross-tabulation between Job Satisfaction and Effects of WLB 

Level of job 

satisfaction 

   Effect of work life balance practices                      

Strongly Disagree Neutral Agree Strongly Total 

disagree     agree 
 

 

  Increases sales  

Very satisfied 0 0 2 6 2 10 

Satisfied 2 1 7 52 17 79 

Dissatisfied 0 0 2 9 1 12 

Very dissatisfied 0 1 0 0 1 2 

No response 0 0 0 1 0 1 
Total 2 2 11 68 21 104 

  Increases customer uptake  

Very satisfied 0 0 2 5 3 10 

Satisfied 0 4 7 55 13 79 

Dissatisfied 0 0 4 8 0 12 

Very dissatisfied 0 1 0 0 1 2 

No response 0 0 0 1 0 1 
Total 0 5 13 69 17 104 

  Leads to operational efficiency Total 

Very satisfied 0 0 1 4 5 10 

Satisfied 1 2 6 53 17 79 

Dissatisfied 0 1 3 8 0 12 

Very dissatisfied 0 1 0 0 1 2 

No response 0 0 1 0 0 1 
Total 1 4 11 65 23 104 

SA= Strongly agree, A=Agree, N=Neutral, D=Disagree, SD=Strongly disagree. 
 

The findings indicate that on the parameter of increased sales 77 respondents who were 

very satisfied and satisfied with their job agreed and strongly agreed that it increases with 

the availability of work life balance practices as compared to 9 who were neutral. Only 

three respondents in this category disagreed and strongly disagreed. Interesting to note 

that even the one who was dissatisfied with his work also strongly agreed that sales do 

not increase because of work life balance practices. 
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On the parameter of increased customer uptake, out of the 89 respondents who were very 

satisfied and satisfied with their work, 74 agreed and strongly agreed that the same 

increases with work life balance practices applied while 4 disagreed but no one strongly 

disagreed. Among the 12 employees who were dissatisfied with their work, none 

disagreed or strongly disagreed, but 4 were neutral while the rest agreed and strongly 

agreed that work life balance practices increases customer uptake. 

 

A majority of the respondents agreed and strongly agreed that operational efficiency 

increases with the application of work life balance practises.79 of the respondents who 

were satisfied and very satisfied with their work agreed and strongly agreed to the same 

while only 7 of them were neutral while 3 disagreed and strongly disagreed. The two 

dissatisfied and very dissatisfied respondents one was neutral while the other strongly 

agreed to the statement. Similarly, Mukururi and Ngari (2014) found that each of the 

work life balance policies were predictors of job satisfaction which determines the level 

of organizational performance. 

 

We can conclude that close to all employees who were ‘very satisfied’ and ‘satisfied’ 

with their job ‘agreed’ and ‘strongly agreed that work life balance practices increases 

sales, increases customer uptake, and leads to operational efficiency in Faulu 

microfinance bank. Worthy to note is that even those employees who indicated that they 

were ‘dissatisfied’ and ‘very dissatisfied’ with their job also ‘agreed’ and ‘strongly 

agreed’ that work life balance practices increases sales, increases customer uptake, and 

leads to operational efficiency in Faulu Microfinance bank. Similarly, Mukururi and 

Ngari (2014) found out that each of the work life balance policies were predictors of job 

satisfaction which determines the level of organizational performance. 
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Further the researcher sought to establish whether the performance of Faulu was due to 

work life balance practices it employed. The Study findings were as shown in Table 4.12 

Table 4. 12: Performance of Faulu is Due to WLBP Practises 

Whether performance of Faulu microfinance was due Frequency Percentage (%) 

  to work life practices it employs  
 

Strongly disagree 2 1.9 

Disagree 11 10.6 

Neutral 23 22.1 

Agree 52 50.0 

Strongly agree 16 15.4 
Total 104 100.0 

SA= Strongly agree, A=Agree, N=Neutral, D=Disagree, SD=Strongly disagree. 

 

From the findings shown in Table 4.12, more than half (65%) of the respondents 

generally agreed and strongly agreed that WLB practices had led to the success of Faulu 

microfinance bank. Further, 22.1% of the respondents were neutral. However, 10% of 

respondents generally disagreed while 1.9% strongly disagreed. These findings imply that 

the work life balance practices employed by Faulu microfinance bank influenced its 

success. This is in line with Muleke, et al. (2013) who also agreed that work life balance 

practices improve organizational performance. 

 

Further, the researcher sought to establish whether there was a connection between the 

level of job satisfaction among employees and the extent to which the employees agreed 

that the success of Faulu is due to work life balance practices it employs as in table 4.13 
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Table 4. 13: Cross-tabulation between Level of Job Satisfaction and Faulu Performance 

 
Level of job 

Whether the success of Faulu microfinance is due to work 

  life practices employed  

Total 

 

satisfaction Strongly 
disagree 

 Disagree Neutral Agree Strongly 
agree 

 

Very satisfied  0 0 2 4 4 10 

Satisfied  1 7 19 41 11 79 

Dissatisfied  1 2 1 7 1 12 

Very dissatisfied  0 2 0 0 0 2 
No response  0 0 1 0 0 1 

Total 
2
 11 23 52 16 104 

SA= Strongly agree, A=Agree, N=Neutral, D=Disagree, SD=Strongly disagree. 
 

The findings in Table 4.13 shows that out of 10 employees who indicated that they were 

very satisfied with their job, majority (8) agreed and strongly agreed that the success of 

Faulu microfinance is due to work life practices employed while 2 were not sure. Out of 

79 employees who indicated that they were ‘satisfied’ with their job at Faulu, most (52) 

of them agreed and strongly agreed that the success of Faulu microfinance is due to work 

life practices employed. Also, out of 12 employees who indicated that they dissatisfied 

with their job, majority (8) of them agreed and strongly agreed that the success of Faulu 

microfinance is due to work life practices employed. On contrary, the two employees 

who indicated that they very dissatisfied with their job also disagreed that the success of 

Faulu microfinance is due to work life practices employed. 

 

These findings are in line with Kim (2014) whose outcome on the effects of work life 

balance on performance in indicated that work life balance is important for increasing 

employees’ psychological well-being and has influence on the organizational 

performance improvement. Similarly, Mukururi and Ngari (2014) found that each of the 

work life balance policies were predictors of job satisfaction which determines the level 

of organizational performance. 
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Also, the researcher asked the respondents to indicate whether the work life balance 

practices improved the performance of Faulu microfinance bank. Their responses were as 

shown in Table 4.14. 

Table 4. 14: Work Life Balance Practises Improved Performance of Faulu 

Do  work  life balance improves Frequency Percentage (%) 

  performance of Faulu  
 

Strongly disagree 1 1.0 

Disagree 5 4.8 

Neutral 12 11.5 

Agree 71 68.3 

Strongly agree 15 14.4 
Total 104 100.0 

SA=Strongly agree, A=Agree, N=Neutral, D=Disagree, SD=Strongly disagree. 

 

From the findings in Table 4.14, 82.7% of the respondents generally agreed that the work 

life balances practices improved the performance of bank. This is an indication that the 

work life balance practices had great impact to its performance. This is in comparison to 

1 respondent who strongly disagreed and 4.8% of the respondents who disagreed while 

11.5% were neutral. These findings strongly concur with Mungania (2017) who 

concluded that there is a strong relationship between work life balance practices and 

organizational performance. 

 

The researcher also sought to find out whether there is any relationship between 

employees’ job level and their level of agreement on whether the performance of Faulu 

microfinance is due to work life balance practices it employs. The results of a cross- 

tabulation between the two were as shown in Table 4.15 
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Table 4. 15: Cross-tabulation between Employees’ Rank and Level of Agreement on 

Whether the Success of the Organization was Due to Work Life Balance Practices 

Employed 

 
Employees’ level 

Whether the success of Faulu Microfinance is due to 

  work life practices it employs 
Total

 

in the organization Strongly Disagree Neutral Agree 
Strongly

 
 

Management 

 

 

 
SA= strongly agree, A=Agree, N=Neutral, D=Disagree, SD=strongly disagree. 

 
Out of the 26 middle level management 10 of them agreed and 3 strongly agreed, 8 were 

not sure, while 5 disagreed and strongly disagreed that the success of Faulu microfinance 

is due to work life practices it employs. Majority of the officers (49 out of 70) agreed and 

strongly agreed that the success of Faulu Microfinance is due to work life practices it 

employs, 14 were neutral, while 7 generally disagreed to the same. Out 8 of members in 

the top leadership team, 6 of them agreed and strongly agreed that the success of Faulu 

Microfinance is due to work life practices it employs while 2 was not sure and disagreed. 

These findings have demonstrated that most of the manager, officers, and leadership team 

generally agreed that the success of Faulu Microfinance is due to work life balance 

practices it employs. Muli, Muathe and Muchiri (2014) recommended standardization of 

the practices in all areas and that all employees regardless of their positions should be 

involved in work life balance practices. 

 

Respondents were further asked to indicate the extent to which they agreed or disagreed 

with the statements using a likert scale of 1-5 in order to ascertain whether worklife 

disagree    agree  

Middle level 
1
 

4 8 10 3 26 

Non-Management 1 6 14 38 11 70 

Top Leadership team 0 1 1 4 2 8 
Total 2 11 23 52 16 104 
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balance practices increase organizational performance. The findings were as shown in 

Table 4.16. 

Table 4. 16: Effect of Work Life Practices on Organisational Performance 

 SA A N D SD Total 

Increases sales for Faulu N 23 65 11 4 1 104 
 % 22.1 62.5 10.6 3.8 1.0 100.0 

Increases Customer uptake N 37 48 12 4 3 104 
 % 35.6 46.2 11.5 3.8 1.0 100.0 

Improve operational efficiency N 44 43 11 4 2 104 
 % 42.3 41.3 10.6 3.8 1.9 100.0 

SA= strongly agree, A=Agree, N=Neutral, D=Disagree, SD=strongly disagree. 

 
 

Findings indicated that work life balance practices led to increased sales at 84.6% by 

those who agreed and strongly agreed; increased customer uptake at 81.8% and improved 

operational efficiency at 84% from the same category of respondents. However, a 

minimal number of respondents remained neutral on this issue at 10.6% for increased 

sales, 11.5% for customer uptake and 10.6% for operational efficiency. There are a few 

respondents who agreed and strongly disagreed that worklife balance practices increase 

organizational performance as 3.8% for both increased sales and increased customer 

uptake and 5.7% for increased operational efficiency. This implies that WLB practices 

positively influenced organizational performance. These findings show that work life 

practices influenced the performance of employees at Faulu Microfinance bank. These 

findings are similar to ILO (2011) who also confirmed that there are definite benefits 

organizations get from adopting work life balance practices. 

 

Influence of Leadership on Work Life Balance 

 

The researcher further sought to establish the influence of leadership on the level of work 

life balance practice on performance of Faulu. Respondents were asked to indicate the 
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extent to which they agreed or disagreed to the influence of leadership on the level of 

work life balance practice on performance of Faulu and the findings were as shown in 

Table 4.11. 

 

Table 4. 17:  Influence of Leadership WLB Practises 

Leadership influences the level of work life practices 

 
Frequency Percentage (%) 

  on the performance in Faulu  
 

Disagree 4 3.8 
Neutral 2 1.9 

Agree 63 60.6 

Strongly agree 35 33.7 
Total 104 100.0 

SA= strongly agree, A=Agree, N=Neutral, D=Disagree, SD=strongly disagree. 
 

Findings in Table 4.17 showed that a large number of respondents (94.3%) agreed and 

strongly agreed that leadership influenced the level of work life practices on the 

performance of Faulu microfinance bank. 2% were neutral while 3.8% disagreed and no 

one strongly disagreed. These findings therefore imply that leadership influences the 

level of work life balance practices on the performance of Faulu microfinance bank. . 

Mukanzi, Gachunga, Karanja and Kihoro (2014) reaffirmed this when they concluded 

that managerial support helps to eliminate perceived stress and burnout experienced by 

employees thus helps to motivate employees and improve their commitment. 

 

The study also sought to examine the influence of organizational culture on the level of 

work life balance practices on performance at Faulu microfinance bank. The researcher 

asked respondents to indicate the extent to which they agreed or disagreed. Their 

responses were as summarized in Table 4.18. 
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Table 4. 18: Influence of Organizational Culture on WLB Practices 

Do organizational culture influence level of work life Frequency Percentage (%) 

  practices on performance of Faulu  
 

Disagree 4 3.8 

Neutral 9 8.7 

Agree 62 59.6 

Strongly agree 29 27.9 
Total 104 100.0 

SA= strongly agree, A=Agree, N=Neutral, D=Disagree, SD=strongly disagree. 

 

Study findings shown in Table 4.18 show that 87.5% of the respondents generally agreed 

that organizational culture influenced the level of work life practices on performance of 

Faulu microfinance bank. 3.8% disagreed, none disagreed while 8.7% were neutral. 

These findings indicate that organizational culture had an influence on the level of work 

life balance practices on the performance of Faulu Microfinance bank. Smith and 

Gardener (2007) also concluded that employees in organizations are tied to  

organizational culture that brings forth an enabling environment which will eventually 

support work life balance practices. 

Summary of Key Findings 

The study made the following key findings: 

1. That WLB practices including study leave, parental leave, annual leave, flexitime, 

compressed work week and telecommuting were employed. However, annual leave, 

parental leave and study leave work life balance practices were highly employed as 

stated by more than 70% of the respondents who agreed and strongly agreed that the 

practices  were  in  use.  This  was  followed  by telecommuting at 43.3%. However, 

58.7% of employees disagreed and strongly disagreed that compressed work week 

was employed in the organization. 61.5% of them had a similar opinion on 

compressed work weeks. Notably, 30% of the respondents were neutral as far as work 
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life balance practices employed were concerned. These findings concur with 

Mungania (2017) who found out that commonly used work life balance practices in 

banking institutions include flexible working hours, family and personal leaves, 

alternative working arrangements such as telecommuting. 

2. That increased sales, increased customer uptake and operational efficiency measures 

were applied to a great extent as key measures of organization performance. This was 

indicated by 89.9%, 77% and 80% of the respondents respectively who agreed and 

strongly agreed that they were in use at Faulu microfinance bank. This is related to 

the findings of Ibrahim and Lloyd (2011) who after examining a number of prior 

studies also concluded that both financial and non-financial measures (market 

criteria) can be applied to measure organization performance. The non-financial 

measures they cited include the increase in sales, market expansion and competitive 

positioning. Murphy et al.,(1996) also analyzed 19 performance measures variables 

from 995 firms and concluded that sales levels, market share, and organizational 

efficiency including overall growth was the second most vital and common 

performance measure used in organizational performance especially for new 

organizations who view it as a critical venture. They stated that growth includes 

increase in customers and sales and how best an organization utilizes its resources. 

70% of the respondents also conferred that indeed these are indeed important 

measures of organizational performance. 

3. At 82.7%, respondents generally agreed that the work life balances practices  

employed by Faulu Microfinance bank improved the performance of the bank. This 

was an indication that the work life balance practices employed by Faulu 
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Microfinance bank had great impact to its performance. Further, work life balance 

practices led to increased sales at 84.6%, increased customer uptake at 82% and 

improved operational efficiency at 84%. This implies that WLB practices positively 

influenced organizational performance. These findings are in agreement with 

Mungania (2017) who concluded that there is a connection between flexible work 

arrangements and the performance of banking Institutions. 

4. About 90% of the respondents agreed and strongly agreed that work life balance 

practices are affected by leadership in the organization. Mukanzi, Gachunga, Karanja 

and Kihoro (2014) reaffirmed this when they concluded that managerial support helps 

to eliminate perceived stress and burnout experienced by employees thus helps to 

motivate employees and improve their commitment. 

5. About 90% of the respondents agreed and strongly agreed that work life balance 

practices are affected by the organizational culture. Smith and Gardener (2007) who 

concluded that employees in organizations are tied to organizational culture that 

brings forth an enabling environment which will eventually support work life balance 

practices. 

Summary 

 

This chapter has described in depth the data collection and analysis used to obtain 

findings of the study both the quantitatively and qualitatively. It has presented data, 

analyzed it then given interpretations of the same. Data was presented in form of charts 

and tables through descriptive statistics. SPSS version 23.0 was used in the analysis. 

Discussion of the findings, summary and conclusions are presented in the next chapter. 
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CHAPTER FIVE 

 

DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS 

 
Introduction 

 

This chapter presents the discussions, conclusions and recommendations based on the 

study objectives. The purpose of the study was to establish the effects of work life 

balance practices on the performance of Faulu microfinance bank Ltd. The specific 

objectives were to identify the work life balance practices employed by Faulu 

microfinance bank, examine the extent to which key measures of organizational 

performance were applied at Faulu microfinance bank and to find out the effects of work 

life balance practices on the performance of Faulu microfinance bank. The quantitative 

data approaches were used. 

Discussions of Key Findings 

 

Work Life Balance Practices Employed by Faulu Microfinance Bank 

 

That WLB practices including study leave, parental leave, annual leave, flexitime, 

compressed work week and telecommuting were employed. However, annual leave, 

parental leave and study leave work life balance practices were highly employed as stated 

by more than 70% of the respondents who agreed and strongly agreed that the practices 

were in use. This was followed by telecommuting at 43.3%. However, 58.7% of 

employees disagreed and strongly disagreed that compressed work week was employed 

in the organization. 61.5% of them had a similar opinion on compressed work weeks. 

Notably, 30% of the respondents were neutral as far as work life balance practices 

employed were concerned. 
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These findings concur with Mungania et al. (2014) who in trying to determine the 

influence of flexible work arrangement on organizational performance in the banking 

industry in Kenya found that some of the 43 banks within Nairobi work used flexibility 

work practices such as compressed work weeks, annual leaves and parental leave. 

 

Additionally, Beckman (2015) indicated that work life balance practices are constantly 

gaining visibility as emerging human resource issues in business and management. These 

aspects he adds are vital for the organization not only as an important aspect of doing 

business but also as a strategic source that increases capability in organizations thereby 

enabling the attainment of competitive advantage and consequently improving its 

performance. This implies that for an organization to realize its goals and objectives, it 

has to employ acceptable work life balance practices which will jointly benefit both the 

employee and the organization. 

 

Muinde (2015) observed that organizations in Kenya such as UN, USAID and foreign 

embassies are beginning to adopt and execute flexibility and freedom at work by utilizing 

flexibility, free Fridays, gyms, telework and crèche. According to Guest (2011), WLB 

practices enable employees to reconcile their work life and family responsibilities. Work- 

Life Balance initiatives can also be referred to as family friendly workplace practices and 

this is because these arrangements allow workers to adjust their working schedules to 

their family engagements like taking children to school, childcare and even taking care of 

the aging in society (ILO, 2011). Lee (2016) also asserted that apart from flexible 

working arrangements, other family-friendly practices include extra-statutory leaves, 

annual leaves, employer provided childcare and elderly care supports. 
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Kariuki (2011) asserted that work life balance practices have become the prime work of a 

majority of human resource managers in most financial institutions. The managers have 

been forced to evoke changes which consequently have stirred up a balance between 

work and life in the work setups. Work life balance practices are part of the many types 

of HR strategic approaches being used by organizations globally and such work 

arrangement approaches are becoming very common in Kenya’s banking sector 

(Mukururi and Ngari, 2014). This is in response to the various challenges faced by the 

employees working in the very demanding banking sector that rise from work pressure, 

fatigue, and work/family role conflicts. As banks put this arrangement in place, concerns 

are rising regarding how this practice contributes to the wider business targets of these 

banks. 

 

Extent to Which Key Measures of Organizational Performance are Applied at Faulu 

Microfinance Bank 

 

From the findings shown in Table 4.7, increased sales, increased customer uptake and 

operational efficiency measures were applied to a great extent as key measures of 

organization performance. This was indicated by 89.5%, 77% and 80% of the 

respondents respectively who agreed and strongly agreed that they were in use at the 

bank as compared to 2.9% , 4.8% and 3.9% who disagreed and strongly disagreed that 

increased sales, increased customer uptake and operational efficiency (respectively) were 

applied as measures of organizational performance at the bank. 

 

Drummond and Stone (2007) wanted to analyze the potential of high performing work 

systems in MSME in the United Kingdom. The two interviewed 30 employees from 50 

highly successful firms rated best companies to work for according to the United 
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Kingdom Ranking. The results of the studies indicated that the constant successful sales 

in these organizations were due to high levels of job flexibility. Drummond and Stone 

(2007) added that increasing sales is associated with strategic business activities such as 

the increase in customer numbers and production trends which also defines 

organizational performance. 

 

However, a few respondents were neutral and not sure about these measures as indicated 

by 7.7% on increased sales, 18.3% on increased customer uptake and 16.3% on 

operational efficiency. These findings indicate that increased sales, increased customer 

uptake and increased operational efficiency are applied to a great extent in Faulu 

Microfinance bank Limited as earlier stated. Similarly, Ibrahim and Lloyd (2011) cited 

the non-financial measures in organizations such as the increase in sales, market 

expansion and competitive positioning. 

 

Murphy et al. (1996) analyzed 19 performance measures variables from 995 firms. The 

variables included sales levels, market share, and organizational efficiency. They 

concluded that the relationship between organizational performance and measurement 

variables depends on the measure used adding that there are multiple performance 

variables an organization can employ. They also found out that growth was the second 

most vital and common performance measure used in organizational performance 

especially for new organizations who view it as a critical venture. They stated that growth 

includes increase in customers and sales and how best an organization utilizes its 

resources. 70% of the respondents also conferred that indeed these are indeed important 

measures of organizational performance. 
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According to Stegerean and Gavrea (2010), organizational performance is about doing 

the work meant to achieve the organization objectives. The concept developed with the 

need to monitor and evaluate how well the organization was pursing actions and tasks 

that determine its success. Stegerean and Gavrea (2010) further emphasized that 

organizational performance is arguably the most important indicator of organizational 

success. It is a set of financial and nonfinancial indicators which offer information on the 

degree of achievement of objectives and results (Taylor, 2010). 

 

Increasing sales amounts to customer productivity and is now used as an organizational 

strategic activity that is intended to build a lasting relationship with customers and 

stakeholders, no wonder the focus on repeat sales (Kotter, 2012). This paradigm shift has 

seen the adoption of solution based techniques coupled with communication. This focus 

tends to link sales to important relationships which is needed for organizational 

performance. 

 

An organization must perform an array of activities in order for it to be able to achieve its 

objectives. The constant recurrence of these activities is the ones that enable the success 

of any organization. Rosenzweig (2017) observed that these activities must however be 

measured for an organization to be able to determine the rate of its performance and 

thereby aid the management in informed and accurate decision making to help the 

organization to ultimately accelerate its performance. The author added that this 

quantifiable and measurable presentation of performance in an organization enables these 

figures to be interpreted meaningfully by the management. Ibrahim and Lloyd (2011) 

after examining a number of prior studies concluded that a number of these earlier 

scholars used both financial and non-financial measures (market criteria) to determine 
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organization performance. The non-financial measures they cited include the growth of 

sales, growth of market share, efficiency and overall competitive position. 

 

According to Kotler and Armstrong (2013), an organizational performance is influenced 

by several factors which may or may be internal or external to an organization. There are 

different concepts of measuring organizational performance according to Combs, Croock 

and Shock (2015). They attempted to distinguish organizational performance from 

operational performance and concluded that operational efficiencies are all non-financial 

outcomes in an organization adding that organizational performance is not limited to 

economic domains. They also argue that growth can also be assessed based on the aspects 

of the size of sales because the broader organizational performance must be aligned to 

growth rate. 

 

Richard et al. (2009) continued to reiterate that there are three very specific indicators of 

organizational performance namely growth in sales, growth in market share and the 

overall growth of the organization. Des and Robinson (1984) wanted to identify the 

usefulness of subjective measures of organizational performance and compared it to 

measuring objectives. Their main objective in this study was the identification of the 

relationship between objective and subjective measures on Return on asset growth in 

sales and global performance measures. 26 manufacturing companies participated in the 

survey where a correlation was drawn and conclusion that global measures of 

organizational performance such as sales growth, customer growth and overall 

organizational growth overlap with certain measures of return on assets. 
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Effects of Work life Balance Practices on Organizational Performance 

 

The findings in Table 4.10 show that the respondents at 85.6% generally agreed and 

strongly agreed that work life balance practices increased sales in the organization. 

Further 82.6% generally agreed and strongly agreed that work life balance practices 

increased customer uptake in the organization and 84.6 % also agreed and strongly 

agreed that work life balance practices improved operational efficiency in the 

organization. A total of 10.6% indicated increased sales, a similar number on increased 

operational efficiency, while 12.5% not sure on the increased customer uptake parameter. 

However, 3.8% disagreed and strongly disagreed that work life balance practices 

increased sales. Further 4.8% also disagreed and strongly agreed on customer uptake and 

increased customer uptake. This implies that WLB practices positively influenced 

organizational performance. 

 

Mungania et al. (2014), while trying to determine the influence of flexible work 

arrangement on organizational performance in the banking industry in Kenya, found out 

that banks within Nairobi used flexibility WLB practices, an indication that they were 

increasingly seen as a critical component of a result -driven workplace. The authors 

added that organizations in Kenya are beginning to see the need to use such arrangements 

to meet their business objectives and facilitate employee effectiveness on and off the job. 

The study concluded that consideration of WLB arrangement can greatly influence 

organizational performance in banks in Kenya. 

 

Similarly, Mukururi and Ngari (2014) found that each of the work life balance policies 

were predictors of job satisfaction which determines the level of organizational 

performance. The authors stated that the quality of work life balance policies were 
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increasingly becoming part of the business strategy and the focus is on the potential of 

these policies to influence employee’s quality of working life and more importantly to 

help them maintain work-life balance with equal attention on performance, commitment 

at work and job satisfaction. 

 

On her part, Nganga (2010) recommended the adoption of quality WLB practices where 

she strongly advocated for annual leaves and parental leaves. She further called on 

managers to encourage employees to apply for leaves to allow them rest and further 

increase their motivation to enable organizations improve performance. Sirma (2015) 

wanted to determine the relationship between work life balance and employee 

performance of the UN women (Esaro). He stated that there was a positive relationship 

between annual leave and performance. He also stated that there was resistance of any 

positive relationship between compressed work week, flexitime and teleworking on 

performance. In his conclusion, he stated however that teleworking is important for the 

performance of both organizations and employees. 

 

Conclusions 

 

Based on the findings, the researcher concluded that there was a strong relationship 

between work life balance practises and organisational performance, a strong relationship 

between work life balance practises and employee job satisfaction and a strong 

relationship between employee job satisfaction and employee performance. That 

increased sales, increased customer uptake and operational efficiency measures were 

applied to a great extent as key measures of organization performance since majority of 

the respondents agreed and strongly agreed that they were in use at Faulu microfinance 

bank. That work life balance practices gave employees prerogative to adjust when, 
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where and how they work in order to balance work and non-work demands such as taking 

leaves to pursue career, for care giving and other personal reasons. That each of the work 

life balance practices used were predictors of job satisfaction which influenced 

employee’s quality of working life and more importantly to help them maintain work-life 

balance with equal attention on performance, commitment at work and job satisfaction. 

This led to increased sales, increased customer uptake and improved operational 

efficiency. 

Recommendations of this Study 

 

This study sought to find out effects of WLB practices on organizational performance 

and concluded that work life balance practices play a critical role in delivering key 

organizational performance measures. As such, organizations should consider adopting 

work life balance practices that drive employees to deliver organizational objectives. 

Furthermore, organizations may wish to link work life balance practices to High 

performance work systems for purposes of attaining competitive advantage by allowing 

employees to utilize their discretionary efforts. The work life balance practices being 

adopted by the organization should therefore be coherent and integrated to the overall 

corporate performance strategy. 

 

According to the results of this study, organizations have diverse employees uniquely 

designed by age, gender, tastes and preferences, job category, education level and job 

satisfaction levels. In order to tap the diverse potential in every employee for the benefit 

and productivity of the organization, managers should analyses and identify work life 

balance practices that will be preferred by the unique employees. This will not only 

enable goal attainment but will bring along employee satisfaction and motivation and 
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reduce work life conflicts. The management should consider investing in research to 

identify what work life balance practices are preferred by who and why and what benefits 

do they add to the organization. This will also spare the organization the agony of blindly 

adopting work life practices based on market practices without considering the value add. 

 

A majority of the respondents disagreed and strongly disagreed that compressed work 

weeks, flextime and telecommuting are employed in the organization. Therefore it is 

proposed that in light of these findings, policy makers in organizations should train 

employees on the available work life balance practices in the organizations to enable full 

utilization and impart employees with knowledge regarding their benefits. These will not 

only build awareness in employees but also ensure utilization of the available options for 

the betterment of the organizational performance. Management should also be 

enlightened on the WLB practices and the value they add to the organization. This 

awareness will ensure the development and acceptance of a culture that promotes the 

adoption of WLB practices as a management strategy in improving organizational 

performance. 

Areas for Further Research 

 

Although it is clear from the study that work life balance practices do have a positive 

effect on the performance of organizations, other studies need to be carried out on 

specific work life balance practices and the extent to which they contribute to the 

performance of organizations. This correlation of single items will enable precise 

decision making rather than generalizing work life balance practices. 

 

The fact that this study only covered Faulu microfinance bank could greatly limit its area 

of application. Future studies need to be carried out in other microfinance bank 
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institutions to validate this study, compare similarities and expand the area of application. 

The study was also only carried out in Faulu microfinance bank head office, similar 

studies need to be carried out in the other 69 branches using other methods different from 

census survey to determine the level of consistency. 

 

Additionally, similar studies can be carried out with other intervening and mediating 

variables such as employee commitment, organizational policies and employee attitude in 

order to determine the extent to which certain factors affect the implications of work life 

balance practices on organizational performance. 

 

Finally, this study recommends a research that will determine which work life balance 

practices are preferred by employees or organizations and why. And whether these 

preferences have a connection with organizational performance. This will be useful in 

guiding employers on WLB practices adoption. 
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APPENDICES 

 
Appendix A: List of Licensed Microfinance banks (MFB) in Kenya 

 
  

Name of the MFB 

Number of 

Branches 

 
CBK Approval Date 

1 Faulu Microfinance bank Ltd 69 9
th

 May 2009 

2 Kenya Women Microfinance bank Ltd 49 31st March, 2010 

3 Uwezo Microfinance bank Ltd 2 8th November, 2010 

4 SMEP Microfinance bank Ltd 7 14th December, 2010 

5 Remu Microfinance bank Ltd 3 31st December, 2010 

6 Rafiki Microfinance bank Ltd 17 14th June, 2011 

7 Century Microfinance bank Ltd 1 17th September, 2012 

8 Sumac Microfinance bank Ltd 3 29th October, 2012 

9 U&I Microfinance bank Ltd 2 8th April, 2013 

10 Daraja Microfinance bank Ltd 1 12th January, 2015 

11 Caritas Microfinance bank Ltd 1 2nd June, 2015 

12 Choice Microfinance bank Limited 1 13th May, 2015 

13 Maisha Microfinance bank Limited 1 21st May, 2016 

Source: https://www.centralbank.go.ke 
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Appendix B: Questionnaire 
 

Introduction 

 

Dear participant, 

 

I am a student at Daystar University. This data collection is part of my post graduate 

degree program. The exercise focuses on the effects of work life balance practices on 

organization performance and is a case of Faulu Microfinance bank. This questionnaire is 

designed for all employees stationed at Head office along Ngong Road- Ngong lane. 

 

The full questionnaire should take approximately fifteen minutes to complete. Your 

participation is voluntary and entirely confidential. No personal data will be collected. 

If you have any queries regarding this questionnaire, kindly use the contact details below 

Nancy Akinyi Oduor 

Mobile: 0720844785 

 
Thank you very much for your participation 

 

 

Instructions: 

Please tick [ 

agreement. 

 

the appropriate response for each question that corresponds to your 

 

 

Section A: General Information 

 

1.) Gender? Male [ ] Female [ ] 

2.) Age bracket? 

20- 29 [ ] 30 – 39 [ ] 40 -49 [  ] Above 50 [ ] 

3.) Marital status?  Single [ ] Married [ ] 

4.) Level of job satisfaction? 

Satisfied  [ ] Very satisfied [ ] Dissatisfied [   ] Very dissatisfied [ ] 

5.) What is your highest level of education? 

College [ ] Graduate [  ] Undergraduate [   ] Post graduate [ ] 

6.) How long have you worked in the organization? 

Less than one year [ ] 1-3 years [  ] 3-5 years [   ] 5 years and above [ ] 

] 
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7.) What is your level in the organization? 

Manager [ ] officer [   ] leadership Team [ ] 

 

 
 

Section B: practices of work life balance being employed in Faulu Microfinance 

bank 

NOTE: use the following grid in giving your answer. The numbers represent the 

statement following them: 

 

5 Strongly Agree 4 Agree 3. Neutral 2 Disagree 1.Strongly Disagree 

 

1. Using the grid above Select the work life balance practices that are employed by 

Faulu Microfinance bank Limited in your view 

Work life balance practises 5 4 3 2 1 

Telecommuting is a common practice in Faulu      

Employees are encouraged to utilize Annual leave in Faulu      

Parental leave (for new mothers and fathers) is available to 
employees 

     

Employees have access to Flextime (freedom to choose reporting 
and leaving time) 

     

Study leave is a practice available in the organization      

Compressed workweek practice (Working for fewer days per week 
but more hours per day) is available in Faulu 

     

 

2. Using the Grid above, Indicate the extent to which Faulu offers the following 

work life balance practices to employees according to your opinion. 

 

Work life balance practices 5 4 3 2 1 

Telecommuting is available to Faulu employees      

Annual leave is accessible to employees in Faulu      

Parental leave ( for new mothers and fathers)      

Employees have access to Flextime (freedom to choose reporting 
and leaving time) 

     

Study leave is available to employees of Faulu      

Compressed workweek (Working for fewer days per week but 
more hours per day) is available to employees in Faulu 
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3. Kindly indicate any other work life balance practices being employed in Faulu 

Microfinance bank limited that are not listed in question 0ne or two above. 

1. 

 
2. 

 
3. 

 
Section C: The extent to which key measures of organizational performance are 

applied at Faulu Microfinance bank. 

4) The table below lists measures of organisational performance. Kindly indicate the 

extent to which they are applied in Faulu Microfinance bank Limited when measuring the 

performance of the institution. 

 

 Measures of Organisational Performance 5 4 3 2 1 

1 Increased sales      

2 Increased customer uptake      

3 Operational efficiency      

 
5.) From the below list of measures of organizational performance, kindly indicate the 

option that reflects your opinion on how important they are to Faulu Microfinance bank 

Limited. 

 

 Measures of Organisational Performance 5 4 3 2 1 

1 Increased sales is important to Faulu MFB      

2 Increased customer uptake is important to Faulu MFB      

3 Achievement of Operational efficiency is important to Faulu MFB      

6.) From the below list of measures of organizational performance, kindly indicate the 

option that reflects your opinion whether Faulu MFB has measures that tell whether 

there are: 

 

 Measures of Organisational Performance 5 4 3 2 1 

1 Increased sales in the organisation      

2 Increased customer uptake in the organisation      

3 Achieved Operational efficiency in the organisation      
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Section D: Effects of work life balance practices on the performance of Faulu 

microfinance bank. 

7.) From the below list of measures of organizational performance, kindly indicate the 

option on the grid that reflects your general view about work life balance in relation to 

organization performance? 

 

 Measures of Organisational Performance 5 4 3 2 1 

1 Work life balance practises in Faulu Increases sales for the 
organisation 

     

2 Work life balance practises in Faulu Increases customer uptake      

3 Work life balance practises in Faulu Leads to operational 
efficiency 

     

 
8) Using the grid below, select the option that matches your opinion in agreeing or 

disagreeing with the statement that the performance of Faulu Microfinance bank Limited 

is due to the work life balance practices it employs. 

 

5 Strongly Agree 4 Agree 3. Neutral 2 Disagree 1.Strongly Disagree 

 
9.) Using the grid below, select the option that matches your opinion in agreeing or 

disagreeing with the statement that Work life balance practices employed improves the 

performance of Faulu microfinance bank Limited. 

 

5 Strongly Agree 4 Agree 3. Neutral 2 Disagree 1.Strongly Disagree 

 
10.) From the below list of measures of organizational performance, kindly indicate the 

option on the grid that best reflects your general view about work life balance in relation 

to organization performance. 

 

 Measures of Organisational Performance 5 4 3 2 1 

1 Work life balance practises enable me to Increases sales for Faulu      

2 Work life balance practises enable me to Increases customer 
uptake for Faulu 

     

3 Work life balance practises enable me to Improve operational 
efficiency for the organisation 
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Section E: To what extent do you agree with the following statements? 

 

11.) Using the grid below, select the option that matches your opinion in agreeing or 

disagreeing with the statement that Leadership influences the level of work life balance 

practices on the performance of Faulu Microfinance bank. 

5 Strongly Agree 4 Agree 3. Neutral 2 Disagree 1.Strongly Disagree 

 

12.) Using the grid below, select the option that matches your opinion in agreeing or 

disagreeing with the statement that organizational Culture influences the level of work 

life balance practices on the performance of Faulu Microfinance bank. 

5 Strongly Agree 4 Agree 3. Neutral 2 Disagree 1.Strongly Disagree 

 

 
THANK YOU FOR TAKING TIME TO ANSWER ALL THE QUESTIONS 
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Appendix C: Research Assistant Contract 
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Appendix D: Ethics Review Clearance Letter 
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Appendix E: Research Permit 
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