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Abstract  
 
Organisations are under tremendous pressure to improve their performance and 
success in the business world. Work-life balance is an essential ingredient in any 
organisation and has always been a concern for the quality of working life and its 
relation to the quality of life. Hence, organisational commitment is one of the 
influential factors in job success such that its maintenance and strengthening lead to 
excellence in employees’ performance, career advancement and overall organisational 
success. This study examined factors influencing librarians' work-life balance and 
organisational commitment in Kwara State, Nigeria. The target population for the 
study was practising librarians. A total enumeration technique was used to select 112 
respondents, which represent the sample for the study. Data was collected using a self-
designed questionnaire titled: work-life balance and organisational commitment 
(WLBOCOL) scale of librarians. The results revealed factors influencing work-life 
balance and organisational commitment of the respondents. Positive significant 
relationship exists between work-life balance and organisational commitment of 
librarians in Kwara State, Nigeria (r = .288, df = 95, p <0.05).Based on the findings, 
the study recommended that library administrators, and most especially policymakers 
in the education industry, should give adequate attention to work-life balance to 
improve the organisational commitment of librarians. 
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Introduction 
 
Work-life balance is a general word for balancing working time and family/free time. 
Work-life balance (WLB) is the existence of a good function of work and life with 
negligible role conflict (Majumder, Giri & Gangopadhyay, 2019). WLBis a sense of 
satisfaction and accomplishment of what is required in the workplace and home without 
conflict or overlap between roles (Momani, 2017). Equally, Saran and Kumar (2017) 
referred to WLB as a state of equilibrium into which the demands of both a person’s job 
and personal life are equal. According to Vyas and Shrivastava (2017), WLB refers to 
people having enough time to have balance in their job and home life. Therefore, 
WLBis an essential ingredient in any organisation, especially where the commitment 
and loyalty of professional librarians, for instance, are required to succeed (Azeem & 
Akhtar, 2014).  
 
WLBis a complex construct. Studies have found many predictive factors such as 
personality, organisational climate, orientation to work, perception, commitment, 
family roles; work stress, job satisfaction, career growth, and competitive environment 
amongst others as playing a crucial role in WLB(Cain, 2015; Vyas & Shrivastava, 
2017).According to Kanthisree,2013), WLB is the relationship between time and space 
of work and non-work in societies where income is generated and distributed through 
labour markets. Hence, Muthukumar, Savitha, and Kannadas (2014)remarked that 
WLBmakes the organisation the happiest workplace. To Yadav and Rani (2015), the 
benefits of WLBare enormous to both the organisation and the employees. Thus, a good 
balance in work and life can play a phenomenal role in attaining personal and 
professional goals and ensuring employees' commitment in organisations (Muthoni & 
Gichuhi, 2018). However, preliminary observations revealed that the more a person is 
involved in a job, the higher the work-family conflict experienced. 
 
Unarguably, WLB is crucial for developing and enhancing organisational commitment 
of employees, in this regard practising librarians. According to Tella and Ibinaiye 
(2020), professional librarians are those who possess, and or have qualification in 
Librarianship. These are Bachelor, Master’s and Ph.D. degrees in Library and 
Information Science /Studies. They explained that these categories of practising 
librarians can be found in either academic, public, special or school libraries. 
 
Organisational commitment (OC) is the individual’s psychological attachment to an 
organisation; a multi-dimensional construct in which an employee exerts effort, desires 
organisational membership, shows congruency with the organisation's values and goals 
and is influenced through work-life balance (Yousef,2017; Sakthivel & Jayakrishnan, 
2012). According to Sadoughi and Ebrahimi (2015), OC plays a vital role in employee's 
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loyalty and is the most critical related factor defining employees' performance, values 
and attitudes. Also,OCis the emotional attachment that an employee has to an 
organisation; a leading driver of organisational behaviours; the relative strength of an 
individual's identification with, and involvement in a particular organisation; and sense 
of responsibility of employees towards their organisation (Wertheim, 2016; Sow, 2015; 
Azeem &Akhtar, 2014; and Sethi, 2014). Therefore, OC is essential for assessing an 
employee's contribution to an organisation or intention to leave such an organisation 
(Hafiz, 2017).  
Unarguably, the work environment of practicing librarians has been challenging due to 
the increase in work demand, lack of career advancement opportunities, poor reward 
system, and economic hardship amongst others. Thus, finding it difficult to strike a 
balance between their work and family life. For instance, librarians could be subjected 
to long work hours, rigid work schedules, lack of promotion, lack of on-the-job 
training, and changing technologies amongst others. Nevertheless, a good WLB 
initiative could serve as a factor to assuage levels of work-to-family and family-to-work 
conflict for employees, commitment to the organisation, and turnover intentions (Smith 
& Gardner, 2007). No doubt, management support, and commitment are vital toward 
WLB initiatives, hence, it is crucial to develop WLB initiatives and enhance positive 
OC among practicing librarians in Kwara State to get librarians committed to 
organisations where they work. This in the long run could transform into job 
satisfaction, job security, balanced work-family life, career advancement for the 
employees, and the attainment of organisational goals. Based on this premise, this study 
was designed to investigate factors influencing WLB and OC of librarians in Kwara 
State, Nigeria. 
 
Assuredly, the relationship between WLB and OC outcomes is complex. Studies have 
shown that the performance of any organisation depends on its workforce, and several 
other factors, which can be personal, work, or family-related. However, how an 
employee manages the various aspects of his/her life helps achieve balance at work and 
in private life (Muthukumar et al., 2014). Thus, the OC of employees, for instance, 
librarians could be influenced significantly by a librarian's WLB. Therefore, the study 
is significant because its outcome would be beneficial to relevant stakeholders and help 
the library managementto initiate and implement programmes that would promote 
work-life balance initiatives and serve as a driving force towards attaining desired OC, 
stability, and performance. Equally, the outcome of the study would help sensitise 
library managers on ways by which WLB practices could be promoted to make 
librarians satisfied and remain committed to their organisations, imbibing set goals and 
values, designing strategies, exhibiting positive work attitudes and high levels of 
performance; and a desire to remain with the organisation. Furthermore, the study 
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would contribute to the existing literature in the field of librarianship and organisational 
behaviour. 
 
The objective of the study 
The main objective of the study was to investigate factors influencing work-life balance 
and organisational commitment of librarians in Kwara State, Nigeria. However, the 
specific objectives were to: 

i. ascertain the perception of librarians on WLB in Kwara State, Nigeria; 
ii. ascertain the perception of librarians on OC in Kwara State, Nigeria; 

iii. identify the factors influencing WLB and OC among librarians in Kwara State, 
Nigeria; and 

iv. highlight the challenges to WLB and OC of librarians in Kwara State, Nigeria. 
 
Research questions 
Based on the objectives of the study, the following research questions were generated: 

1. What is the perception of librarians on WLBin Kwara State, Nigeria?  
2. What is the perception of librarians on OC in Kwara State, Nigeria? 
3. What are the factors influencing WLB and OC among librarians in Kwara State, 

Nigeria? 
4. What are the challenges to WLBand OC of librarians in Kwara State, Nigeria? 

 
Literature Review  
Work-life balance  
Work-life balance (WLB)is a multi-faceted construct. According to Popoola and 
Fagbola (2020), WLB refers to the organisational support for aspects of employees’ 
personal life such as good-fit between personal and work-life; support, and recognition 
form family members.Bharadwaj and Shanker(2019) defined WLB as a concept that 
deals with maintaining a proper balance between work and home 
responsibilities.ToBalven, Fenters, Siegel and Waldman (2018),WLBis the 
organisational support for aspects of employees’ personal life such as flexible work 
hours, dependent care, and family / personal leave.Muthukumar et al.(2014)arguedthat 
WLBentails attaining equilibrium between professional work and other 
activities.WLBis used in policy debates concerned with the distribution of time and 
effort between work and other aspects of life (Akanji, 2013). Therefore, WLBis about 
creating and maintaining supportive and healthy work environments, enabling 
employees to balance work and personal responsibilities (Russell & Bowman, 
2000).Thus, WLBis the perfect integration between work and life, both not interfering 
with each other. 
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WLB is an essential ingredient in any organisation, especially where the commitment 
and loyalty of professionals are required to succeed (Azeem & Akhtar, 2014). 
According to Gulbahar, Ch, Kundi, Qureshi and Akhtar (2014), WLB is the proper 
prioritising between work, that is career and ambition; and life vis-a-vis health, 
pleasure, leisure and family. Kanthisree (2013) opined that WLB is the relationship 
between time and space of work and non-work in societies where income is 
predominantly generated and distributed through labour markets. Assuredly, employees 
(librarians) need to balance work and home life, as any imbalance in work-life will 
create many problems in terms of life and workplace satisfaction.Thus,WLB is essential 
among employees and employers in organisations (Kumarasamy, Pangil, Faizal & Isa, 
2015). 
 
Furthermore, WLB is the individual perception that works and non-work activities are 
compatible; promote growth by an individual's current life priorities (Salansan, 2011). 
Thus, perception refers to the ability to imbibe sensory information and make it into 
something meaningful (Ramzan, Asif &Adeeb, 2018). Perception entails having a 
capacity for comprehension (Merriam-Webster, 2021). Thus, librarians’ perception of 
WLBpractice would go a long way in enhancing their job security, job performance, 
reduced lateness, commitment to their organisations, and family fulfillment. Also, WLB 
is encouraging well-being as pressure and stress control. Hence, Karakas and Lee 
(2004) posited that some employees perceived work-life balance as spending a good 
time with family, time for emotional well-being and health of family members, support 
from peers, child care, and being satisfied with the workload. Similarly, Greenhaus, 
Collins, and Shaw (2003) observed that many employees only perceived WLB as 
giving equal priority to both work and family roles one can maintain balance. 
 
WLB is being aware of different demands on time and energy, thereby, saving the 
ability to make choices in allocating time and energy to work and family and at the 
same time, knowing what values to apply. On their part, Rife, Hamilton, and Hall 
(2015) remarked that WLB signifies the extent to which an employee experiences 
feeling fulfilled, and having his/her needs met in both work and non-work facets of life. 
Equally, Yadav and Rani (2015) highlighted the benefits of WLB to organisations to 
include: improved productivity, motivation, reduced employee turnover, increased 
employee retention, reduced absenteeism and lateness, increased loyalty and 
commitment, enhanced organisational image, and employee time saved. While those of 
the employees include: reduced job stress levels, increased job satisfaction, job security, 
better physical and mental health, enhanced control over the work-life environment, 
customer satisfaction, and increased employee performance. Therefore, it is imperative 
and needful for employees (librarians) to balance work and home life as any employee 
who does not have a WLB can be said to have a work-life conflict.  
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Organisational commitment 
Organisational commitment has been studied widely and has proven to be effective for 
organisational performance (Popoola & Fagbola,2020). According to Wertheim(2016), 
OC is the emotional attachment that an employee has to an organisation. To Robbin and 
Judge (2011), OC is the degree to which employees identify with a particular 
organisation, its goals, and wish to maintain membership in the organisation. Similarly, 
Sadoughi and Ebrahimi (2015) averred that OC plays a vital role in employee loyalty 
and is the most crucial factor defining employees' performance, values and attitudes. 
And Hafiz (2017) opined that OC is essential for assessing an employee's contribution 
to an organisation or intention to leave such an organisation. Furthermore, OC is the 
degree to which an employee is willing to maintain membership due to interest and 
association with the organisation's goals and values (Robbin& Judge (2011). 
 
More so, Starnes and Truhon (2006) opined that OC is an emotional response that can 
be measured through people’s (librarian’s) behaviours, beliefs and attitudes. Thus, in 
the opinion of Meyer and Allen (1997) as cited in Popoola and Fagbola(2020), OC can 
be grouped into three: affective, continuance and normative commitment. Affective or 
moral commitment occurs when individuals fully embrace the goal and values of the 
organisation, become emotionally involved, and feel personally responsible for the 
organisation's level of success. Individuals (librarians)with this type of OC usually 
demonstrate high levels of performance, positive work attitudes, and a desire to remain 
with the organisation. Continuance/calculative commitment occurs when individuals 
base their relationship with the organisation on what they are receiving, thus, put in 
their best effort only when the rewards match their expectations. Normative 
commitment is the situation whereby individuals remain with an organisation based on 
expected standards of behaviours as those who have affective commitment usually 
demonstrate high levels of performance, positive work attitudes, and a desire to remain 
with the organisation.  
 
OC has been perceived to mean different things to different people, especially 
employees like librarians. According to dictionary.com (2021), perception refers to 
immediate or intuitive recognition/appreciation of moral, psychological, or aesthetic 
qualities; insight; intuition, and discernment. Thus, perceptionof OC by librarians 
would be pivotal to how they behave at their place of work. Consequently, this would 
translate into a high level of performance, positive work attitude, loyalty, reduce 
employee turnover, promote organisational values and goals, and remain emotionally 
attached to the course of the organisation. Studies reported divergent views on 
perceptions towards OC. For instance, Madi (2012) observed that in some 
organisations, employees perceive OC as a cognitive construct that entails job 
satisfaction, employee job characteristics, and role. While, others perceived OC to be 
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multi-dimensional, such as employee loyalty to the organisation, willingness to exert 
effort on behalf of the organisation, degree of goal and value congruency with the 
organisation, and desire to maintain membership. On their part, Owolabi and Salaam 
(2010) investigated job satisfaction and OC of academic librarians in Nigerian 
universities. They reported that academic librarians’ perception of OC is positively 
related to affective commitment (employee's emotional attachment to, identification 
with, and involvement in the organisation based on positive feelings and emotions). 
Similarly, Maqsood (2011) studied work environment, burnout, OC, and the role of 
personal variables as moderators. He discovered that employees' perception of OC was 
partially related to continuous commitment.  
 
Undoubtedly, OC is a leading driver of organisational behaviours; the relative strength 
of an individual's identification with, and involvement in a particular organisation; and 
employees' sense of responsibility towards their organisation (Sow, 2015; Azeem & 
Akhtar, 2014; and Sethi, 2014). Equally, Azeem and Akhtar (2014) averred that OC is 
the extent to which an employee is loyal to his/her organisation by accepting its values, 
willing to put up a high level of effort in assigned responsibilities, and wish to maintain 
his/her membership in the organisation. Therefore, OC is an employee's sense of 
attachment and loyalty to the work organisation with which s/he is associated (Cohen, 
2014). Accordingly, the nature of the work environment, renumeration, welfare 
package in place, ethical work practices, organisational work set-up and the 
implementation of a world best WLB practices would go a long way to determine the 
level at which employees (librarians) will remain committed to the course of their work 
organisation. 

Work-life balance and organisation commitment of librarians 

Several studies have reported that WLB is one of the factors that promote OC. For 
instance, Popoola and Fagbola (2020)’ study on WLB, self-esteem, work motivation 
and OC of library personnel in federal universities in southern Nigeria reported that 
there is a significant correlation between WLB and OC of library personnel in federal 
universities in southern Nigeria.On their part, Azeem and Akhtar (2014) investigated 
the influence of WLB and job satisfaction on OC of healthcare employees in the Uttar 
Pradesh State of India. The study findings revealed that there is a significant 
relationship between WLB, job satisfaction, and OC. They explained that a regression 
analysis showed that 37% variance in OC and job satisfaction is attributed to OC. Also, 
Nwagbara and Akanji (2012)studied the impact of WLBon on the commitment and 
motivation of Nigerian women employees. They discovered that motivation and 
commitment were the basic facets of organisational performance and productivity of 
their study respondents. Gulbahar, Ch, Kundi,Qureshi and Akhtar (2014) examined the 
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relationship between WLB and OC. They reported that there is a significant 
relationship between WLB and the OC of their respondents.  
 
Though, the relationship between WLBand OC is complex. It goes a long way to 
influence the stability and performance of an organisation. Consequently, many factors 
such as attitude, perception, career growth, absenteeism, competitive environment, 
turnover, appreciation, emotional balance, job security, job satisfaction, parental status, 
emotional exhaustion, and time management amongst others have been found to 
influence the WLBof employees. For instance, Muthukumar et al.,(2014)remarked that 
how a person manages various aspects of his/her life helps achieve balance at work and 
in private life. This implies that WLB would go a long way in improving the OC of 
employees. Therefore, from the foregoing, it could be inferred that there is a 
relationship between WLB and OC in the sense that a balanced work-life can positively 
influence OC. While, on the other hand, the absence of OC could be a result of an 
imbalanced work-life. For instance, the output of a librarian in place of work is not only 
dependent on what happens around the place of work but also based on what happens at 
home. 
 
Undisputedly, WLB is important for developing and enhancing the OC of the 
workforce in any organisation. Howbeit, the WLB, and OC of a particular employee 
may vary with time. For instance, Malone and Issa (2014) investigated WLB and OC of 
women in the U.S construction industry. They discovered that there were differences in 
the respondents’ commitment over different time intervals based on whether or not they 
had children under 21 years living at home. Therefore, the findings established that 
WLB and OC of a particular employee may vary with time. Expectedly, the WLB and 
OC of librarians working in academic, special, public, or school libraries may differ at 
one point or the other due to the demanding nature of work and organisational 
expectations. Consequently, the relationship could change from positive to negative and 
vis-à-vis. Therefore, as the WLB status of employees changes, their commitments to 
the organisationare also bound to change. 
 
 
 
Factors influencing work-life balance and organisational commitment of 
librarians 
Work-life balance practices are an antidote to the organisational commitment of 
employees, reduce work-life conflict, and enable them to be more effective at work and 
in other roles (Lazar et al., 2010 as cited in Popoola & Fagbola, 2020). Thus, several 
factors have been associated with WLB and OC of employees in organisations.For 
instance, Majumder, Giri and Gangopadhyay (2019) investigated factors affecting 
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WLB of employees in Indian manufacturing companies. They reported that 
organisational facilities(flexible working hours, good working environment and proper 
leave facilities); familial positive interference(family-support, time allocation and child 
care arrangement); employee’s mental strength (mental maturity, stability and patience) 
were factors influencing WLB among their respondents. Vyas and Shrivastava (2017) 
discovered from the literature that job satisfaction, work stress, career growth, turnover, 
absenteeism, appreciation and competitive environment amongst others were factors 
influencing WLB and OC. They explained that these factors could be related to an 
individual, family-related, work-related and family and work-related. 
 
Bharadwaj and Shanker (2019) observed that many studies have been dedicated to 
factors influencing WLB. Therefore, they concluded that such factors can be grouped 
into work-related (work demands, organisational culture, peer support, working 
environment, and organisation’s family-friendly policies); personal and family-related 
(age, gender, marital status, family and childcare responsibilities, and personality 
amongst others. On their part, Muthukumar et al. (2014)pointed out that attitude, 
environment, emotional management, psychological behaviour (reactions to the 
situation), family background, financial and social status amongst others were factors 
influencing WLB and OC. Munyiva and Wainaina(2018) studiedWLB and employee 
performance at the Kenya Ports Authority in Mombasa County, Kenya. They 
discovered that employee welfare support, care and support for employee dependents, 
leave programme, and flexible work programs were factors influencing WLB of their 
respondents. Karakas and Lee (2004) explained that WLB issues entails such as 
spending good time with family members, getting free time to be able to relax for 
emotional well-being and health of the family, having communication and support from 
fellow colleagues, obtaining high quality child care and education, and satisfaction with 
job amongst others. Also, Subramanian and Anjani (2010) reported that job satisfaction, 
human relation, promotion, working condition, compensation, stress, and grievance 
were some of the factors influencing WB and OC in organisations. While, Das and 
Akhilesh (2012) identified organisational factors such as perceived structure, process 
and climate, job satisfaction, organisational culture, organisational socialisation, 
person-organisation fit, role conflict and organisation citizenship behaviouras factors 
influencing WLB and OC. 
 
Furthermore, barriers to WLB and OC of librarians abound. Consequently, balancing 
professional and personal life, better productivity, and harmonious life has become 
challenging. Apart from the fact that poor work-life is a threat to OC, other barriers to 
WLB and OC, as stated by Muthukumar et al. (2014) arestress, physical problems, 
relational problems, hangover, unethical practices, disturbed families, decreased 
performance, and organisation in jeopardy. Similarly, Vyas and Shrivastava (2017) 
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reported that a convergence of factors such as workforce aging, increasing competitive 
labour market, information technology (although, it has helped workers complete tasks 
faster, but have also made them accessible at essentially all times outside of the office, 
thus influencing negative WLB), rising benefit costs, job stress, and lack of social 
support were some of the identified barriers to proper and sustainable WLB practices in 
organisations. Consequently, poor work culture is pressing employers to rethink their 
WLB policies. 
 
Good WLB initiatives (policies) in any organisation (library)would translate into higher 
morale, job satisfaction, job security, high level of performance, positive work attitude, 
and total commitment on the part of the employees to their work organizations while 
for the organisation, a good WLB policies implementation would translate into higher 
organisational performance, enhanced cost savings, better retention, increase financial 
turnover, improved reputation, and a healthy workforce. Therefore, the OC of librarians 
can be improved upon greatly if library managers/administrators give adequate priority 
to ensuring that WLBpolicies are enacted and the implementation is carried by their 
organisations. Consequently, it is imperative to investigate the link between the factors 
influencing WLB and OCof librarians in Kwara State, Nigeria. 
 
Methodology  
The study adopted a descriptive survey research design of correlational type. The 
population for the study consisted of all the one hundred and twelve (112) registered 
librarians covering 65 academic librarians, 18 special librarians, 28 public librarians 
and one (1) school librarian in Kwara State, Nigeria. The total enumeration sample 
technique (census method) was used to select the registered One hundred and twelve 
(112) librarians in Kwara State, Nigeria. The total enumeration sampling technique was 
adopted because the target population of the study was not too large. The questionnaire 
titled work-life balance and organisational commitment (WLBOCOL) scale of 
librarians was used for data collection.  
 
The questionnaire was divided into five sections: A -E. Section A contains the 
demographic information which required the respondents’ demographic information 
like name of institution, designation, age, gender, marital status, educational 
qualification and year of work experience (seven items). Section B contains items on 
the perception of work-life balance, it was measured on a 4-point response format 
ranges Strongly Agree, Agree, Disagree and Strongly Disagree. There are 10-item 
statements in this section, which were generated from the review of related literature on 
the concept. Section C contains items on the perception of organisational commitment, 
it was measured on a 4-point response format ranges Strongly Agree, Agree, Disagree 
and Strongly Disagree. There are 5-item statements in this part, which were generated 
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from the review of related literature on the concept. Section D contains items on factors 
influencing work-life balance and organisational commitment, it was measured on a 4-
point response format ranges Strongly Agree, Agree, Disagree and Strongly Disagree. 
There are 10-item statements in this part, which were generated from the review of 
related literature on the concept. 
 
Section E contains items on barriers to work-life balance and organisational 
commitment, it was measured on a 4-point response format ranges Strongly Agree, 
Agree, Disagree, and Strongly Disagree. There are 10-item statements in this part, 
which were generated from the review of related literature on the concept. The whole 
questionnaire contained 42 items in all and, comprises closed-ended, open-ended and 
item-statements type of questions. Two senior lecturers from the Department of Library 
and Information Science, University of Ilorin, Nigeria, ascertained the questionnaire's 
face and content validity. The overall reliability co-efficient of the whole 42 items 
instrument reported an r = 0.754 Cronbach’s α. This was considered high enough, 
thereby confirming the instrument as adequate for this study.   
 
The questionnaire for the study was administered to the librarians through direct contact 
by the researcher and two trained research assistants to make the questionnaire 
administration less cumbersome and to ensure a high response rate. Out of the total 
number administered, ninety-six (96) copies were duly filled and returned giving a 
response rate of 86%. All the ninety-six (96) copies were found usable for analysis. The 
Statistical Product and Service Solutions (SPSS) software was used for data analysis. 
Descriptive statistics such as the frequency counts, percentages, mean, and standard 
deviation scores were used to analyse the demographic variables and answer the 
research questions. In addition, Pearson Product Moment Correlation was used for the 
hypothesis testing.  
 
Results   
The demographic profiles of the respondents showed that of the 96 librarians surveyed, 
59(61%) were females, while 37 (39%) were males. This implies that there are more 
female librarians than males in Kwara State, Nigeria. The reason could be that the 
employment policy favours females more than males. The Library and Information 
Science profession is a female-dominated one in Nigeria. The age distribution of the 
respondents ranges from 25-34 years 46(48%). 35-44 years 28(29%). 45-54 years 
14(15%). While 55 years and above were 8(8%). Of the 96 respondents, 53(53%) were 
married, while 39(41%) were single and 4(6%) were either widowed or divorced. This 
presupposes that there are more married librarians than unmarried ones in the area of 
study. The educational qualifications of the respondents varied between diploma: 
20(21%); bachelor’s: 52 (54%); master’s: 22(23%); and PhD: 2 (2%).  The distribution 
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of the respondents based on their years of work experience revealed that out of 96 
librarians, results showed that 68(71%) had between 1 -10 years of work experience; 
13(18%) had 11-20 years of work experience; 7(7%) had 21-30 years of work 
experience, and 4(4%) accounted for 31 years and above. In addition, the distribution of 
the respondents by designation indicated that 29 (30%) were Assistant librarian; 
36(38%) were librarian II; 19(20%) were librarian I; while 6(6%) accounted for both 
senior librarian and principal librarian cadre respectively. 
Table 1 presents the results of the ten items used to ascertain the perception of 
librarians on work-life balance in Kwara State, Nigeria. 
Table 1: Mean scores ofthe perception of librarians on work-life balance N= 96 
Item Perception statements Mean Rank 
B1 I perceived increased satisfaction at home and in the 

workplace if there is a balance work-life. 
3.12 1 

B2 I perceived work-life balance as one of the tools to have a 
happy home. 

3.02 2 

B3 I perceived that stress and issues at home negatively 
affect my performance in the place of work. 

2.96 3 

B4 I perceived an increase in my commitment in the place 
of work anytime I leave home. 

2.85 4 

B5 I perceived that splitting of time between work and 
personal life based on priorities is very difficult. 

2.82 5 

B6 I perceived work-life balance as a mere mirage as years 
spent working in the library increased. 

2.79 6 

B7 I perceived work-life balance is when demand and 
workload at home have a negative impact on 
performance in place of work. 

2.74 7 

B8 I perceived work-life balance as a concept that exists 
but its realisation is not possible for the female gender. 

2.64 8 

B9 I perceived that when I realise that each time,I try to 
remain committed in the library, my dedication to my 
home reduces. 

2.63 9 

B10 I perceived work-life balance has nothing to do with my 
career growth. 

2.54 10 

 
Table 2 presents the results of the five items used to ascertain the perception of 
librarians on organisational commitment in Kwara State, Nigeria. 
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Table 2: Mean scores of the perception of librarians on organisationalcommitment   
Item Perception statements Mean Rank 
C1 I perceived organisational commitment includes taking 

responsibilities with greater accountability. 
3.25 1 

C2 I perceived organisational commitment means the act of 
dedicating time and effort to the attainment of 
organisational goals. 

3.22 2 

C3 I perceived that organisational commitment is only 
about performing the assigned task at the right time. 

2.91 3 

C4 I perceived that organisational commitment is a relative 
term that cannot be measured. 

2.89 4 

C5 I perceived that organisational commitment is only 
about resuming at the normal time and closing at the 
right time. 

2.63 5 

    
 

 
Table 3 presents the results of the ten-items used to identify the factors influencing 
work-life balance and organisational commitment of librarians in Kwara State, Nigeria. 

 
Table3: Mean scores of factors influencing WLB and OC of librarians in Kwara 

State,   Nigeria 
Item Factors Mean Rank 
D1 Job satisfaction. 3.36 1 
D2 Social factors (such as employee welfare support, career 

growth, employee care, leave facilities and programme). 
3.36 1 

D3 Work related factors (such as work demands, work 
stress,peer support and good working environment). 

3.14 3 

D4 Organisational factors (such as perceived structure, process 
and turnover, absenteeism, climate and support). 

3.13 4 

D5 Organisational socialisation (such as role conflict and 
organisation citizenship behaviour). 

3.10 5 

D6 Organisational culture (appreciation). 3.07 6 
D7 Flexible working hours/time allocation. 2.99 7 
D8 Personalrelated factors (such as age, gender, marital status, 

attitude and personality). 
2.98 8 

D9 Employee’s mental strength (such as mental maturity, 
stability and patience). 
 

2.83 9 

D10 Social status and lifestyle. 2.87 10 
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Table 4 presents the results of the ten-items used to highlight the barriers to work-
life balance andorganisational commitment of librarians in Kwara State, Nigeria. 
 

Table 4: Mean scores of barriers to WLB and OC of librarians in Kwara State, 
Nigeria 

 
Item Barriers Mean Rank 
E1 Balancing professional and personal life, enhanced 

productivity, and harmonious life has become 
challenging. 

3.15 1 

E2 Rising benefit costs. 3.12 2 
E3 Aging workforce. 3.10 3 
E4 Lack of social support, disturbed families. 3.09 4 
E5 Unethical work practices. 3.09 4 
E6 Relational and physical problems. 3.04 6 
E7 Poor work culture, decreased performance, and 

organisation in jeopardy. 
3.04 6 

E8 Job stress and hangover. 2.99 8 
E9 Increasing competitive labour market. 2.99 8 
E10 Change in Technology. 2.81 10 
 
Table 5presents the summary of test of relationship between work-life balance and 
organisational commitment of librarians in Kwara State, Nigeria. 
 
Table 5. Correlation between work-life balance and organisational commitment 
Categories Mean Std.Dev  r sig. P Rmk 
Work-life balance. 
 
Organisational commitment.             

28.10 
14.89 

4.14 
2.66 

 

 
 

.288 
 

.004 
 

Sig 
 

* Sig. at p< 0.05 level 
 
The results in Table 5show the correlation between work-life balance and 
organisational commitment of librarians. The result indicates that the analysis yielded a 
correlation of r = 0.288 and a p-value of 0.004. Thus, the p-value is less than 0.05 α 
levels, which indicates that there is a significant correlation between work-life balance 
and organisational commitment. Moreover, it also suggests that if a clear-cut work-
balance policy is in place in an organisation, there will be an improvement in the level 
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of organisational commitment of the employees and would translate to better 
organisational performance in the long run.   
 
Discussion of the findings 
 
The first results in this study show statements such as I perceived: increased satisfaction 
at home and in the workplace if there is a balanced work-life; work-life balance as one of the 
tools to have a happy home; splitting of time between work and personal life based on 
priorities is very difficult and stressful, and issues at home negatively affect my 
performance in the place of work amongst others is what the respondents perceived as 
work-life balance. These results correspond with the findings of Salansan, (2011) who 
opined that WLB is the individual perception that work and non-work activities are 
compatible; promote growth by an individual's current life priorities.Karakas and Lee 
(2004) averred that employees perceived work-life balance as spending a good time 
with family, for the emotional well-being and health of family members, support from 
peers, child care, and being satisfied with the workload. Greenhaus, Collins, and Shaw 
(2003) stated that employees only perceived work-life balance as giving equal priority 
to both work and family roles, one can maintain balance. 
 
The result on the second research question revealed statements such as I perceived OC 
include: taking responsibilities with greater accountability; the act of dedicating time 
and effort to the attainment of organisational goals; only about performing the assigned 
task at the right time; a relative term that cannot be measured; and only about resuming 
at the normal time and closing at the right time. These findings agree with other 
studieswhoperceivedOC to be multi-dimensional, such as employee loyalty to the 
organisation, willingness to exert effort on behalf of the organisation, degree of goal 
and value congruency with the organisation, and desire to maintain membership (Madi, 
2012). Maqsood (2011) noted that employees' perception of OC is related to continuous 
commitment (that is individuals base their relationship with the organisation on what 
they are receiving, and only put in their best effort when the rewards match their 
expectations. 
 
The result on the third research question revealed that factors influencing WLB and OC 
include: job satisfaction; social factors (such as employee welfare support, career 
growth, employee care, proper leave facilities and programme); work-related factor 
(such as work demands, work stress, peer support, good working environment); flexible 
working hours/time allocation; and organisational culture (appreciation) amongst 
others. These findings correspond with Majumder, Giri and Gangopadhyay (2019) who 
argued that organisational facilities (such as flexible working hours, good working 
environment and proper leave facilities); familial positive interference (family-support, 
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time allocation and child care arrangement); employee’s mental strength (mental 
maturity, stability and patience) were factors influencing WLB. Bharadwaj and Shanker 
(2019) discovered that work related factor such as work demands, organisational 
culture, peer support, working environment, and organisation’s family-friendly policies, 
family and childcare responsibilities, and personality amongst others were factors 
influencing WLB and OC. Vyas and Shrivastava (2017) found that job satisfaction, 
work stress, career growth, turnover, absenteeism, appreciation and competitive 
environment amongst others were factors influencing WLB and OC.  
 
Also, the findings of this study showed that balancing professional and personal life, 
enhanced productivity, and harmonious life is challenging; rising benefit costs, aging 
workforce, change in technology, stress, lack of social support, disturbed families as 
barriers to WLB and OC of the respondents. The finding is in line with Muthukumar et 
al. (2014), who argue that stress, physical problem, relational problems, hangover, 
unethical practices, disturbed families, decreased performance, and organisation in 
jeopardy were barriers to WLB and OC. Vyas and Shrivastava (2017) reported that a 
convergence of factors such as workforce aging, increasing competitive labour market, 
information technology, and stress amongst others were barriers to WLB and OC. 
 
Similarly, this study revealed that WLB influenced OC of librarians. The correlation 
that exists in this study between WLB and OC corresponds with Popoola and 
Fagbola(2020) who reported that WLBis a good determinant of OC of library personnel 
in federal universities, southern Nigeria. The result also agrees with Gulbahar et al. 
(2014) who discovered that there is a significant relationship between WLB and OC. 
Yadavand Rani(2015)’s reports that WLB can foster employees’ OC and improve job 
performance. Thus, a good WLB policy in any organisationis a factor that can enhance 
organisational performance, reduce employee turnover, promote turnover intentions, 
high level of work performance, job satisfaction, job security, good ethical work 
practice, positive attitude, organisational culture, stable workforce, improved work 
environment, improved family life and organisational commitment of librarians. 
 
Conclusion 
WLB is a predictor of OC. Therefore, it is essential for job satisfaction, reduced 
employee turnover, positive work attitude, high level of performance, organisational 
growth, organisational commitment and enhance overall organisational efficiency 
amongst others. The findings of the study revealed that WLB influenced OC of 
librarians. Employees’ productivity and fulfillment on the job depends, not only on the 
factors related to the work directly but also on those factors that are related to their 
personal / family life. Logically, a happy employee (librarian) would stay committed 
both at home and the place of work. In conclusion, the implementation of WLB policies 
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in organizations should be given utmost priority for such organisation to. benefit from 
employees’ loyalty. In the long run, the loyalty and commitment of the employees to 
the organisation would enhance overall organisational performance. 
 
Recommendations 
Based on the findings of this study, certain recommendations are imperative. 
Professional bodies like the Librarians' Registration Council of Nigeria (LRCN) and the 
Nigerian Library Association (NLA) should organise sensitisation workshops on the 
importance of WLB on OC and its overall influence on the career advancement of 
practitioners regularly. This would enable librarians to have the right perception about 
OC and how they can influence their careers. Equally, library managers/administrators 
should find ways of keeping their employees happy and satisfied through the 
implementation of a workable WLB policy. This makes the office environment better 
for working and positively impact the productivity of employees, their family, and 
personal life. 
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