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ABSTRACT 

This study intended to examine the influence of organizational goal setting on 

employee work-life balance. Specifically, it attempted: to determine the influence of 

planning on employee work-life balance, to determine influence of monitoring on 

employee work-life balance and to examine influence of appraisal on employee 

work-life balance. The population of study comprised of employees of National 

Social Security Fund and Public Service Social Security Fund, where, the sample 

size was 144. The study used a cross sectional design and employed a quantitative 

approach. Data from the respondents were collected using questionnaires. 

Descriptive statistics and Multiple Regression model was employed in the analysis of 

data. The study discovered that in job planning phase, significant attributes that 

predict work-life balance are objective specificity and task deadline. Both attributes 

were found out to have inverse relationship with work-life balance. Job monitoring 

phase was discovered to have an effect on employee work-life balance given that the 

focus was placed on the attribute; extent of availability of superiors for consultation 

and the attribute, amount of directives. The study revealed that both the attributes; 

extent of availability of superiors for consultation and amount of directives have a 

negative coefficient signalling an inverse relationship. The attributes identified as 

being significant in predicting work-life balance in the job appraisal phase of 

organizational goal setting are feedback timeliness and feedback clarity level.  

Feedback timeliness has a negative coefficient while feedback clarity has a positive 

coefficient. The recommendations of the researcher are; managers need to make sure 

they communicate much clearly with the subordinates about the goals that they 

intend to set; task deadlines should be short but reasonable enough if employees are 

to be motivated to accomplish their task in the shortest period. Supervisors should set 

aside more time to be available to the subordinates for consultation. Feedback should 

be provided to the subordinates in the shortest timeframe possible to enable them 

identify the effectiveness level of their implementation tactics within the relevant 

timeframe. Managers need to provide constructive criticism rather than negative one 

when the subordinates do not meet standards of performance. 
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CHAPTER ONE 

INTRODUCTION 

1.0 Introduction 

This chapter presents the background of the study, statement of the problem, research 

objectives, research questions and significance of the study. 

1.1 Background of the study 

Achieving work-life balance is a challenge facing employees in today’s work 

environment. Intensity of work has increased throughout the years, a result of 

competition among companies due to the desire to attain prestige of being the best 

service and product providers (Askenazy etal., 2013). Employees’ work and personal 

life roles tend to conflict each other because some of them work long hours in an 

attempt to impress their employers due to the current labour market where job 

security is becoming an issue to worry about (Mokomane, 2011). 

Regarding the length of work hours, The International Labour Organization (ILO) 

Report (2006) identified countries with employees working for more than 48 hours 

per week to be Peru, South Korea, Thailand, Pakistan, United States of America and 

the United Kingdom. In developing countries, especially in agricultural industry, 

banking sector, self-employment and healthcare industry it has become a custom to 

work beyond standard work hours (Chin et al., 2011). For example, in Bangladesh, 

the law requires 48 hours per week to be the standard, but workers can opt to extend 

their work hours to more than those standard work hours. This tendency has been due 

to need for extra payment among other factor (Human Rights and Business Forum, 

2012). This is the case because most workers perceive it that working part-time 

reduces one’s earning capability. Despite the need for long working hours among 

both employers and employees, studies show that the tendency may lead to 

absenteeism, low productivity, higher safety risks, stress, reduced job engagement, 

less motivation, increased turnover rates and mortality risks. According to Holden 

(2010), the common determinants of work-life balance are Work hours, workload 

size, number of roles of an individual and commuting distance. 

As for other parts of the world, in Tanzania, studies show employees fail to balance 

work and personal life roles. According to Justus (2016), there are intimidating 
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policies and regulations that make employees reluctant to attempt to tackle the issue 

of work-life balance. That is the case because the boundary between voluntary and 

forced overtime work is still blurry. Among other factors, this situation has been 

accelerated by unclear gender roles, additional roles within compound families and 

also ineffective team building practices at workplaces (Human Rights and Business 

Report in Tanzania- HRBRT, 2013). That is the case because these circumstances 

hinder organizations from achieving their objectives on time to the extent of denying 

time for employees to pursue their personal matters.  

Also concerning the presence of the problem of work-life conflicts in Tanzania that 

arise from failure to balance work and personal life matters; According to Chitenje 

(2017) it was uncovered that employees in most sectors work long hours against the 

standard of 40 hours per week as guided by the Employment and Labour Relations 

Act of Tanzania. Work-life balance programs are non-existent in some organizations 

within Tanzania (Josephat, 2016). Employees have reported having experienced 

stress several times which diminishes their productivity. It is typical for some 

organizations to assign work to employees even on weekends.  

In an attempt to create a better work-life balance, several measures have been taken 

by different countries.  For example, Australia introduced paid maternity leave in 

2010 and paternity leave in 2013(Pabayo etal., 2013).In China, maternity leave has 

been prolonged from 90 days to 98 days (China daily, 2011). In trying to adjust to 

various directives concerning work hours, part-time worker rights and parental leave, 

the European Union (EU) has promoted flexible-work employment like job sharing, 

working part-time, compressed workdays, flexi-time workweeks and telecommuting 

(Koopmans & Schiffers, 2003).Moreover, several measures have been taken by 

organizations in Tanzania to dissolve matters of work-life imbalance. These 

measures include, team building for promoting coordination in organizations (LHRC, 

2012). According to ILO Tanzania Work- profile Report (2010), other measures 

taken include, promoting an environment of work-family friendliness by facilitation 

of “Corporate family day-outs” where workers with their families collectively gather 

with co-workers’ families creating an environment of networking and participating in 

recreational activities which relieve work stress. Additionally, there has been 

creation of reward schemes that encourage workers to performtimelyon their tasks. 
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According to Chitenje (2017) and Justus (2016), work-life imbalance in Tanzania is 

mainly brought about by factors like long work hours, work pressure, abrupt job 

design changes, Technology which blurs boundaries between work & personal-life 

time and unavailability of work-life balance programs.  

On the aspect of goal setting, research on the significance of goal setting began in the 

1960s with attempts to identify its effects on organizational performance. Dr. Edwin 

Locke published a paper title “Towards a Theory of Task Motivation and 

Incentives.” where it was established appropriately set goals result in superior 

organizational performance. The common framework that organizations use to make 

goals more within their grasp is the “SMART” methodology whereby goals are 

stated specifically, ensured that they are measurable, attainable though baring a bit of 

challenge, relevant to the organization and that there is a timeframe attached to the 

goal to create awareness when to expect results (Durham et al., 1997). 

 As of recent, there has been several interpretations on the meaning of the letters in 

the acronym SMART for instance various people interpret R in different ways as 

meaning result-based, relevant, reasonable and realistic. Edwin Locke fine-tuned his 

work, which included insight about specificity and difficulty of task being a predictor 

of performance. If a goal is easily attainable, the motivation to achieve it will be low. 

Alongside Gary Latham, Dr. Locke published work in 1990 title “A Theory of Goal 

setting and Task Performance.” The main highlights were that goals that are 

motivational in nature have particular dimensions to them namely; challenge, clarity, 

complexity, commitment and feedback. The published work of Dr. Locke conveyed 

that goals need to be complex though not so much overwhelming. There should be 

sufficient resources and time should be observed. As time went by challenges to goal 

setting began to surface and were realized for instance having in place improper 

reward systems, personnel resistance to change, dynamic environment and having 

inappropriate goals 

Generally, the attempts to deal with work-life imbalance amongst employees in 

Tanzania focus on providing employees with room to accomplish their activities at 

the workplace on time. Thus, they put less emphasis on setting job objectives. Setting 

of job objectives is fundamental for timely work accomplishment. The practice of 
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organizational goal setting consists of planning, monitoring and provision of 

appraisal feedback (Errey, 2006).Goal setting has a linkage to various other human 

resource management functions like organizing and controlling. Goal setting like all 

other management functions has its fair share of challenges attached to it. 

Organizations occasionally fail to make impact in their plans because competency in 

integrating goal setting to other functions is on the minimum. In order to meet 

corporate strategic objectives, consistent monitoring to track progress and 

effectiveness of action plans is essential. Goal setting at times prompts the need for 

revision of initial job descriptions of organizational personnel.  

Organizations often at times function unconsciously without developing goals, an 

aspect that creates vague results. Personnel undermine their value when they feel 

their efforts lead to less progress as a result of poor planning, ineffective monitoring 

to track progress and feedback being less informative or delivered at the wrong time. 

Goal setting is neglected by some for reasons like perceiving they will face 

inflexibility in their organization functions, goal setting being time consuming, 

perceiving that goal setting simply creates a false sense of security and believing that 

the whole process is resource draining. In fact, with the right mindset and knowledge 

in goal setting; active choices can be made enhancing spontaneity. Goal setting raises 

the notion of the need to match resources available to enable effective achievement 

of desired organization objectives. The goal setting process undergoes three main 

phases namely; planning, monitoring and appraisal though in more detail there are 

steps that include communicating objectives, defining results and standards, choosing 

action plans, task implementation, review of result and provision of feedback.(Dodd, 

1996).  

Goals, along with self-efficacy tends to mediate the effects of other potentially 

motivating variables like feedback, participation in decision making, personality 

traits, monetary incentives and job autonomy (Bandura, 1997). According to Wiese 

and Freund (2005), among the most thought-provoking findings was that failure of 

goal attainment in one's personal life is linked to greater general well-being when the 

person experienced goal progress on the job. The achievement of success in one 

realm compensated for failure in the other. The dilemma faced by organizations is 

deciding what to prioritize whilst allocating resources to the various levels in the 
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organization hierarchy. It is worth noting that the nature of the environment an 

organization operates in has a contribution to its level of capability to achieve 

strategic goals. Organizations operating in dynamic complex environments require 

more effort in order to stay on track of the path of their goals. Organizational goal 

setting affects outcomes in four ways. The first one is choice, whereby personnel 

narrow their focus on a specific target. The second one is Effort; the level of 

challenge of a goal will predetermine the amount of effort exerted by personnel. The 

third is persistence: personnel tend to lift each other up thus inspiring individuals to 

stay on track. The fourth is cognition; meaning that goal setting has an effect on 

personnel individual behavior. The most common indicators of success of goal 

setting are perceived relevance of outcomes, self-efficacy; meaning belief in 

capability to attain a goal and the third indicator is commitment to others (Deshon & 

Alexander, 1996).  

1.2 Problem statement 

In recent years organizations face the issue of failure of employees to balance their 

multiple roles; those of at the workplace and those concerning personal life(Darko et 

al, 2018).It is a concern of most organizations that they need to disentangle 

themselves from the situation of employees experiencing work-life imbalance. 

Organizations are prone to productivity and efficiency setbacks when the matter of 

requirement to take measures to ensure work-life balance amongst employees is 

neglected(Askenazy et al., 2013). The wellbeing of an organization’s human 

resources is predictive of the organization’s capability to achieve its objectives. 

Employers need to be concerned about the issue of work-life imbalance because does 

not only affect individual employees, but also the organization as a whole in terms of 

levels of productivity and efficiency (Chitenje, 2017).It has been established that 

work-life balance and organizational productivity are closely associated with each 

other (Orugba et al., 2015) 

The attempts to deal with work-life imbalance amongst employees in Tanzania focus 

on enabling employees to accomplish their activities in time. However, less emphasis 

has been put on setting job objectives though it is fundamental for work 

accomplishment (Justus, 2016). The aspect of setting objectives is generally known 

as organizational goal setting. The goal setting process undergoes three main phases 
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namely; planning, monitoring and appraisal, each phase comprising of particular 

elements that are thought to have differing levels of correlation with work-life 

balance (Wilkinson & Dundon, 2017).Organizations often at times function 

unconsciously without developing goals, an aspect that creates vague results. 

Personnel undermine their value when they feel their efforts lead to less progress as a 

result of poor planning, ineffective monitoring to track progress and feedback being 

less informative or delivered at the wrong time(Stansfield & Longenecker, 2004). 

What has been established so far by previous literatures is that work-life balance has 

significant strong relationship with some human resource management aspects like 

job satisfaction and weak relationship with others like employee commitment. The 

capability of being able to influence work-life balance by fine-tuning particular 

aspects of goal setting to achieve particular desired work-life balance remains 

unknown. 

1.3 Research objectives 

1.3.1 General objective 

The general research objective of study is to examine the influence of Organizational 

goal setting on employee work-life balance. 

1.3.2 Specific objectives 

i. To determine influence of job planning on employee work-life balance. 

ii. To determine influence of job monitoring on employee work-life balance. 

iii. To examine influence of job appraisal feedback on employee work-life 

balance. 

1.4 Research questions 

i. How does job planning influence employee work-life balance?  

ii. How does job monitoring influence employee work-life balance? 

iii. How does job appraisal feedback influence employee work-life balance? 

1.5 Significance of the study 

The significance of the study is to provide organizations with clear insight on how 

organizational goal setting influences the work-life balance among employees. This 

aspect will guide them in fine-tuning their human resource functionalities to the 



7 

realm of efficiency. The study will enable managers to know what aspects of each 

phase in organizational goal setting to prioritize, as they will gain understanding of 

which variables better influence employee work-life balance reducing the need for 

managers to do trial and error concerning aspects of goal setting. With this 

understanding, managers would attain capability to anticipate variations in employee 

work-life balance based on the goal setting nature and act appropriately to steer 

matters in the direction of desired results. Superiors would attain knowledge on 

keeping subordinates engaged and highly productive. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

This section provides definition of key terms used with this study. It presents the 

theoretical literature review that discusses the theories related to the study. Also, the 

section presents empirical literature review, research gap and the conceptual 

framework of the study. 

2.1Definition of terms 

2.1.1Work-life balance 

Work-life balance refers to the level of prioritization between ones job and personal 

activities. It is a concept describing capability of one to split their time and energy 

between work-related matters and aspects of their personal life(Decenzo et al., 

2016).Work-life balance is the state of equilibrium in which demands of personal and 

professional life are equal (Banfield et al., 2018). There are variables that tend to be 

difficult to measure directly and are thus replaced with proxy indicators. A proxy 

indicator is defined as a variable that is used in place of another when the initial 

variable is complex to measure (Chapman & Cheetham, 2002). The most common 

proxy indicators for work-life balance are working hours and workload size. 

Working hours is the duration one spends performing work-related matters. It is 

much easy to measure working hours than workload size.  

2.1.2 Goal 

Organizational goals are strategic objectives that a company's management 

establishes to outline expected outcomes and guide employees' efforts (Decenzo et 

al., 2016).Goals, as defined by Wilkinson (2017) are ideas of the future and desired 

results that are envisioned to be achieved on a particular task of a job. 

2.1.3 Goal-setting 

Goal setting is the process of deciding tasks to accomplish and devising a plan to 

achieve those desired results with mutual agreement between manager and 

subordinate. It is the declaration of what personnel intend to achieve within specific 

perimeters of a particular timeframe, quantifiable unit of measurement and course of 

action (Paauwe, 2004). 
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2.1.4 Job planning 

Job planning is the process is the process of thinking about the activities required to 

achieve a desired goal of a job. It is the first activity of consideration when 

attempting to achieve particular desired results. Planning is thinking before a certain 

action is taken and deciding in advance how to deal with certain situations. Planning 

is also defined as the process of creating goals of a particular job and deciding how 

to go about achieving them(Banfield et al., 2018).The study used variables; objective 

specificity, objective measurability, objective attainability, objective relevance and 

task deadline whose magnitude was measured with a 5-point likert scale and their 

effect upon work-life balance measured. 

2.1.5Job Monitoring 

Monitoring is the systematic process of collecting, analyzing and using information 

about a job to track progress towards reaching objectives and to guide management 

decisions. Monitoring focuses on processes, when and where activities occur and the 

persons that are accountable for action-plans (Banfield et al., 2018). The study used 

variables; direct supervision time, amount of directives, directives helpfulness, 

supervisor availability and action plan adjustments frequency whose magnitude was 

measured with a 5-point likert scale and their effect upon work-life balance 

measured. 

2.1.6 Job appraisal feedback 

Job appraisal feedback is the ongoing process between subordinate and superior 

where information is exchanged concerning expected performance and the 

performance achieved. Appraisal is the estimation and judgment of personnel’s’ 

performance and value they bring to a task (Decenzo et al., 2016). The study used 

the variable feedback timeliness and feedback clarity whose magnitude was 

measured with a 5-point likert scale and their effect upon work-life balance 

measured. 
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2.2Theoretical literature review 

2.2.1Goal setting theory 

In 1960’s, Edwin Locke put forward the Goal-setting theory of motivation. This 

theory states that goal setting is essentially linked to task performance. It states that 

specific and challenging goals along with appropriate feedback contribute to higher 

and better task performance. The theory states that there are particular effective goal-

setting principles, which are clarity: stating that a clear and measurable goal is more 

achievable than one that is not well defined or specific. Goals that are often effective 

have a specific description attached to them. Challenge: goals require a decent level 

of difficulty in order to motivate a person. Commitment: Deliberate effort and 

perseverance in achieving a goal is important if one is to reach the finish line and 

achieve a particular goal. Feedback: attaining insight regarding progress and quality 

of action plans is important to stay on track with the goal path. Task complexity: 

Tasks need to have a degree of challenge to it to increase motivation to overcome 

obstacles that stand between the desired goals. 

Goal setting theory domain lies within the domain of purposefully directed action.  

The theory  places emphasis on the reason some people perform  better  on tasks than 

others bearing in mind them having equal ability  and knowledge,  thus  the  cause is 

thought to  be concerned with motivation.  The  theory  states that  the most direct  

motivational  explanation for some people performing  better than  others  is the 

different  performance  goals that they set.  Locke and Latham stated that "the goal 

setting theory was based on the premise that much human action is purposeful, in 

that it is directed by conscious goals. There are limitations to the goal setting theory 

and these are: Difficult goals trying to be accomplished by management and the 

entire organization causes performance effectiveness to fall because of 

incompatibility of actions. Goals that do not take special consideration on employee's 

skills and competencies can have a negative effect on the performance of employees 

and motivation to accomplish particular goals. Goals that are more complex and have 

high difficulty in implementing may lead to risky behavior in attempts to achieve the 

goals in the particular required timeframe (Kandula, 2003). 
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2.2.2 Resource drain theory 

Blood & Wolfe conceptualized the resource drain theory in 1960. It states that 

resources required by people to fulfill roles in particular domains tend to be scarce. 

People therefore transfer resources from one domain to the other in order to be able 

to effectively execute roles in that particular domain that they choose to prioritize at 

a given moment. These resources include things like time, money, attention and 

energy (Morris & Madsen, 2007). For instance, a person who seeks to spend more 

time with their family will have to cut the time they spend at work through various 

tactics like adopting flexible work arrangements if the organization’s policies permit 

it. The resource drain theory implies that personnel have to choose between their 

work and personal life what to devote most resources to, according to ones values. 

The weakness of this theory is that it does not attempt to enforce work-life 

integration. The theory does not take into consideration the contingency of differing 

work situations as it assumes prioritizing resources equally is a challenge no matter 

the job design. 

2.3Empirical literature review 

Chitenje (2017) confirmed that job satisfaction and work-life balance are closely 

related. Poor work-life balance resulted in job dissatisfaction. It was comprehended 

from the study that working hours and employee work-life balance have a significant 

relationship. The managers should display support to the subordinates to help them in 

solving matters that arise due to conflicts in work and personal life roles; was the 

recommendation by the researcher. This study simply identified an existence of 

relationship between working hours and work-life balance but didn’t clarify much on 

the nature of the relationship between the two. The study didn’t provide information 

as to whether there is a positive or inverse relationship between the variables due to 

the scope that research opted to confine the research in. 

Justus (2016) attained insight on the factors that tend to lead to work-life balance 

within Tanzania. These factors include: Event- fluctuations that lead to delays in 

schedule systematization causing imbalance in meeting work and personal life 

demands. Also, among the factors that lead to work-life conflict is low team-work 

spirit amongst some organizations. The lower levels of team-work participation 

causes reaching organization objectives in a timely manner become slow-paced, 
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making employees work longer hours to compensate for lost time and escalating the 

problem of work-life conflict. Recommendations were for organizations to facilitate 

seminars to enlighten employees about significance of time management. The 

employees should also be encouraged to do self-evaluations and to focus on team 

building in the organization. This study was mostly qualitative in nature where the 

researcher simply intended to find out the factors that lead to work-life balance but 

didn’t go into detail to figure out the magnitude of which they influenced work-life 

balance. 

Abdulkadir (2010) provided information that high work demands force workers to 

reschedule their personal life activities in order to prioritize work matters. Job 

insecurity is the reason for prioritizing work over personal life with less attention 

being paid towards work-life balance. Long work hours that workers immerse 

themselves in end up making them stressed. It was discovered that employee 

assistance programs have a positive impact on work performance. Recognizing 

workers’ contribution leads to increased productivity. The Recommendation was for 

organizations to create work-life balance policies that match with their organization 

characteristics variables. Also, enough resources need to be invested when 

implementing work-life balance programs. This study’s main focus was work 

performance and not work-life balance. Work-life balance was treated as an 

independent variable leaving much curiosity as to the direction the study would have 

gone in had the focus been on work-life balance as the dependent variable. 

Mulanya and Kagiri (2018) discovered that sometimes the lack of flexible work 

schedules reduced the workers enthusiasm and engagement at their jobs. It was 

unveiled that employee breaks where they indulge in personal life matters briefly 

while at work has a positive impact on employee work performance as the employees 

get to re-energize and become more enthusiastic to continue pursuing work. It was 

further revealed that in Tanzania some organizations don’t have employee assistance 

programs. The recommendation was that organizations should establish employee 

counselling programs to help employees cope with handling multiple work and 

personal life roles simultaneously. Employee leave schemes should observe and 

adjust according to the current lifestyle of personnel in the country. This study 

though concerning employee work-life balance placed more focus on flexible-work 
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programs and work performance. Information about work-life balance was simply a 

secondary and not a primary concept in this study. 

Orogbu et al (2015) made a confirmation that work-life balance and organization 

productivity are closely associated with each other. They have a positive correlation. 

It was revealed that supervisor’s assistance towards subordinates has an impact on 

employees making correct prioritization choices when balancing work and personal 

life demands. The recommendations were for creativity to be observed when 

designing employee work-life programs to suit to the employees needs and also it 

was recommended that organizations to consider employees with young children by 

setting day-care centers near the work premises if the environment is conducive. This 

study raised curiosity as to the impact that supervisors have during monitoring 

performance thus this was an area of focus that was deemed insightful and important 

to be emphasized on in a new study. Information concerning supervisors contribution 

towards employees making particular choices still didn’t clearly state whether it 

applies when it comes to employees prioritizing between work and personal life 

matters. 

Darko et.al (2018) observed that employees who are not married and those without 

children have greater work-life balance than those who are married and those with 

children. Women encounter more work-life conflict than men it was unveiled. It was 

discovered that there is a weak relationship between work-life balance and employee 

commitment to the organization. The recommendation was for organizations to 

adjust policies relating to work-life balance to fit current lifestyle of employees and 

also it was suggested the organizations create networking events like recreational 

get-togethers where employees interact and get to experience team spirit and 

solidarity. This study mainly focused more on the aspect of retention and differences 

between genders. Work-life balance was treated as an independent variable meaning 

the main focus was more about employee commitment to organization. The 

discovery of weak relationship between the variables work-life balance and 

employee commitment to organization suggest the scope of the study requires 

broadening to uncover new facts on the subject matter of work-life balance. 
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2.4 Research gap 

Studies related to the subject matter of work-life balance concentrated on showing 

how work-life balance influences aspects of human resource management in general 

like job satisfaction, productivity and employee retention. They treated work-life 

balance as an independent variable. They have not placed the spotlight on the aspect 

of organizational goal setting. Thus, this study took on the quest to examine the 

influence that organizational goal setting has on employee work-life balance. 

2.5 Conceptual framework 

This study is conceptualized under two categories of variables namely; the 

independent and the dependent variable. The independent variable is organizational 

goal setting which comprises of attributes: planning, monitoring and appraisal. With 

regards to planning, the attributes of interest to be analyzed are Specificity of 

objectives, measurability of objectives, attainability of objectives, relevance of 

objectives and task deadline. 

The second element according to the context of this research study is monitoring 

which comprises of attributes: level of supervision and action plan adjustments. The 

third element in relation to this research study is Appraisal feedback which bares the 

attributes deemed being of significance are; timing of feedback and clarity of 

feedback. The dependent variable is work-life balance but standing in place of work-

life balance as an indicator representing work-life balance is the attribute, working 

hours in a week. Working hours is a “proxy indicator” for work-life balance in this 

case. A proxy indicator is defined as a variable that is used in place of another when 

the initial variable is complex to measure (Chapman & Cheetham, 2002). The 

variable work-life balance is difficult to objectively measure directly. Proxy variables 

are often used across various studies to stand in place of another variable, which is 

immeasurable or not easily observable. 

Organizational goal setting undergoes a chronological order starting with job 

planning followed by job monitoring and eventually job appraisal feedback. Each 

phase of organizational goal setting independently has a direct relationship with 

employee working hours which is a proxy indicator for work-life balance. Each stage 

of organizational goal setting is performed within a particular duration of time and 
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drains particular resources that have to be transferred from the opposite domain that 

is the personal life matters domain. Goals constantly undergo adjustments through 

the goal setting process. As personnel partake in activities in each phase of 

organizational goal setting, their work-life balance is impacted by the choices they 

make in terms of working hours they spend performing their duties and the resources 

that they drain from their personal life domain to their work domain. 
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Figure 2. 1:Conceptual framework. 

Source: Adopted from Kandula (2003) with some modification. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction 

This section designates how the research study was conducted. The chapter presents 

the research design approach, area of the study, population of the study, sample size 

and sampling techniques, data collection methods, data analysis procedures, 

reliability and validity and ethical considerations. 

3.1 Research Design 

Research design refers to the arrangement of conditions for collection and analysis of 

data in a manner that aims to combine relevance to the research purpose with 

economy in procedure (Kothari, 2004).This study employed cross sectional research 

design in order to provide description and explanation of the aspects encountered 

within a single interval in time. The research study had a short timeframe deadline, 

which brought about the necessity to use the cross-sectional research design. 

3.2 Research Approach 

For this study, quantitative research approach was chosen with the aim of quantifying 

attributes and revealing patterns in statistical data. This approach aids in 

understanding the type of relationship that exists between variables in a particular 

population. Quantitative research approach was chosen because according to Kothari 

(2014) it is stated as being more objective than subjective meaning there is less room 

for bias, it emphasizes focus on the particular scope of research subject matter and 

the data gathered is easily replicable increasing the research’s reliability. 

3.3 Area of the Study 

The area where the study was conducted was Dodoma region within Tanzania. The 

research study was conducted within the two Social security funds schemes, namely, 

National Social Security Fund (NSSF) and Public Service Social Security Fund 

(PSSSF). PSSSF is a merger between various former independent social security 

schemes namely PSPF, PPF, GEPF and LAPF. These two organizations were chosen 

for this study for they are organizations that have tall organizational hierarchical 

structures, they have a wide scope of assorted attributes like diversity in terms of 

staff they hire and branches that they have throughout various regions within 
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Tanzania (NSSF & PSSF, 2020).The two organizations have a diverse portfolio of 

services that they offer and market segmentations that they cater to.NSSF and PSSF 

cater to large numbers of clients across the country implying the workload they have 

is complex and huge which tests the employees’ personal values as what to prioritize 

between work and personal life matters. The organizations frequently undergo policy 

changes to meet new demands of clients and staff needs for instance there was a 

merger between the former social security fund schemes to form PSSF which led to 

policy changes manner in goal setting to match up with the requirements of the 

newly formed legal Acts 

3.3.1 Profile of the Area of Study 

National Social Security Fund (NSSF) 

National Social Security Fund was founded in 1997 to provide social security 

services to private and informal sector personnel. The Organization’s headquarters 

are located at Benjamin Mkapa Tower, Azikiwe Street, Daresalaam. The Tanzanian 

government owns the organization and it serves those within Tanzania mainland. 

NSSF is managed by a twelve member board Categories of employees and 

employers that NSSF covers are: Non-Governmental Organizations, International 

Organizations, Embassies employing Tanzanians and informal sector organized 

groups. The core functions of NSSF are: Collection of contributions, payment of 

benefits, investment and registration of members. The services offered by NSSF 

include provision of long term benefits like invalidity pension, survivors’ pension, 

retirement pension and short term benefits like funeral grant, maternity grant, health 

insurance benefit and unemployment benefit. Majority of the revenue of NSSF is 

from employer and employee contributions (NSSF, 2020). 

Public Service Social Security Fund (PSSF) 

The Public Service Social Security Fund was established by the PSSF Act of 2018. 

The main function is collection of contributions and payment of terminal benefits to 

public service employees. The Act is applicable within Tanzania mainland. The 

company size in terms of number of employees it hires is 500-1000 employees 

according to respective branches. The headquarters of the organization is Dodoma, 

Tanzania. PSSF is a government agency. The services offered by the organization 

include: survivors’ benefit, retirement benefit, unemployment benefit and invalidity 
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benefit. The members of PSSF are mostly former members of other schemes prior to 

commencement of the PSSF Act (PSSSF, 2020). 

3.4 Target Population 

Target population is the entire set of units for which the study data are to be used to 

make inferences (Kothari, 2009).The targeted population for this research study was 

employees of National Social Security Fund (NSSF) and Public Service Social 

Security Fund (PSSSF) in Dodoma region. Employees in the various hierarchy levels 

in the organization were a potential target for the research study. 

Table 3. 1: Table showing targeted population 

Organization Population 

NSSF 117 

PSSF 109 

Total 226 

 

3.5 Sample 

3.5.1 Sampling technique 

3.5.1.1 Simple random sampling 

Simple random sampling is the sampling technique where every element in the 

population has an even chance and likelihood of being selected to be part of the 

sample. Here the selection of items completely depends on chance or by probability 

(Kothari, 2004).  In choosing the sample for collecting research data, the NSSF and 

PSSSF staff were chosen at random. The sample for this research study was chosen 

randomly to increase chances of selecting a diverse group of personnel whose 

characteristics in terms of attributes like age, sex, educational vary in appropriate 

proportion as compared with the population, thus reducing perception of bias of 

focusing on a group which bares characteristics that are too similar all across the 

sample; as guided by Kothari (2004). 
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3.5.1.2 Purposive sampling 

Purposive sampling is the selection of respondents based on their capacity to provide 

particular information. Sample is chosen based on awareness of attributes of a 

particular population. The sample is often matched with the objectives of a research. 

(Kothari, 2004). The respondents from NSSF and PSSF were purposely selected for 

they are organizations operating in the social security schemes industry. The two 

organizations are large in size comprising of diversity across its population in terms 

of organizational levels, authority and demographic characteristics. The 

organizations cater to the needs of huge client lists which sparks interest about 

capability of employees handling work duties and balancing their personal life 

matters as well. 

3.5.2 Sample size 

The sample size for this study was 144 employees from National Social Security 

Fund (NSSF) and Public Service Social Security Fund (PSSSF) collectively. 

72respondents were selected from NSSF and 72respondents from PSSF. This sample 

size is large enough to be perceived as having diversity, which provides varying 

perspectives of data from different vantage points, Kothari (2009) discloses. 

The Yamane formula was used to calculate the sample size, following the steps 

instructed by Yamane (1967): 

n=N/ (1+N (e) ^2) 

Where n = sample size, N =size of population, e =5% error 

n= 226/(1+226(0.05)^2) 

n= 144 
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Table 3. 2: Table showing selected respondents 

Organization Sample 

NSSF 72 

PSSF 72 

Total 144 

 

3.6 Data Collection 

The tool used to collect necessary data for this research study was questionnaire. 

3.6.1Questionnaire 

Questionnaires structured in a close-ended form were used to gather data from the 

research respondents in the area of study. The focus of the questionnaire was 

attaining quantitative data that was to be analyzed afterwards for detection of 

patterns within the acquired data. Majority of the questions within the questionnaire 

aimed at attaining quantified data that was measured on a 5-point likert scale. 

3.7 Data Analysis Procedure 

Kothari (2009) defines data analysis as a systematic organization and synthesis of 

research data whereby categorizing, ordering, manipulating and summarizing of data 

is executed. Data analysis is the phase in research study where meaning of the data 

acquired is sought after to make conclusions about the discoveries. 

Inferential statistics was the main analysis focus of this research study during the 

data analysis phase. Inferential statistics which is the analysis of data to detect 

patterns and casual-relationship between variables; was the main analytical focus as 

compared to descriptive statistics which was used to reveal frequency and 

percentages of variables. The three specific objectives of this research study 

employed a multiple regression model. Assumptions required to be met prior to 

running multiple linear regression analysis like normality, multicollinearity and 

homoscedasticity were taken into consideration whereby respective tests were done. 

Descriptive analysis of data in the form of tables and graphs was executed.  

This study used the proxy indicator (working hours in a week) to stand in place for 

the dependent variable work-life balance which is a variable that is complex to 
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measure. Proxy indicators have often been used by various researchers in their 

studies to aid in quantifying an attribute which initially was too complex to observe 

and measure it is revealed by (Chapman & Cheetham, 2002). Work-life balance can 

be indicated by attributes like work-load size but that too is a variable that is complex 

to measure. Other researchers have subjective methods of measuring work-load size 

but majority are still indecisive on the correct way to measure work-life balance 

quantitatively (Morris & Madsen, 2007). Working hours was used a proxy indicator 

for work-life balance as it is easily observable and measurable whereby it is 

interpreted that the higher the deviation from the standard 40 work hours a week on 

the forward spectrum of time, employees work-life balance suffers while deviation of 

work hours below the baseline of 40 hours increases likelihood of employees 

achieving optimal work-life balance (Abdulkadir, 2018). According to the 

Employment and Labor Relations ACT of Tanzania, 40 hours is deemed standard 

work hours in a week. When employees voluntarily work past these hours usually 

above 8 hours in a particular day it is considered working overtime and according to 

organizations’ policies they deserve to be compensated for overtime work. 

3.7.1 Explanatory variables description 

For objective one the independent variables were objective specificity, objective 

measurability, objective attainability, objective relevance and task deadline while the 

dependent variable is work-life balance represented by the proxy indicator, working 

hours in a week. The independent variables were measured on a 5 point likert scale 

each while information regarding working hours was attained by asking about the 

duration individual employees much often spend on work-related matters within a 

particular week. The multiple regression model equation for objective one is  

Y= B0+B1X1+B2X2+B3X3+B4X4+B5X5+ e 

Where Y= Working hours (Independent variable), B0= Y intercept (constant term), 

B1= Coefficient of objective specificity, B2= Coefficient of object measurability, 

B3= Coefficient of objective attainability, B4= Coefficient of objective relevance 

and B5= Coefficient of task deadline. X= Respective independent variables. e= 

Random error term. 
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For objective two the independent variables were direct supervision time, amount of 

directives, extent of helpfulness of supervisor’s directives, extent of availability of 

supervisor for consultation and action plan adjustment frequency while the 

dependent variable was the proxy indicator, working hours which stands in place of 

the variable, work-life balance. The independent variables were measured on a 5 

point likert scale each while information regarding working hours was attained by 

asking about the duration individual employees much often spend on work-related 

matters within a particular week. The multiple regression model equation for 

objective two: 

 Y= B0+B1X1+B2X2+B3X3+B4X4+B5X5+e  

Where Y= Working hours (Independent variable), B0= Y intercept (constant term), 

B1= Coefficient of direct supervision time, B2= Coefficient of amount of 

supervisor’s directives, B3= Coefficient of supervisor directives helpfulness, B4= 

Coefficient of supervisor availability for consultation and B5= Coefficient of action 

plan adjustment frequency. X= Respective independent variables. e= Random error 

term. 

Objective three focused on independent variables namely extent of timeliness of 

feedback and extent of clarity of feedback while the dependent variable was work-

life balance represented by the proxy indicator, working hours in a week. The 

independent variables were measured on a 5 point likert scale each while information 

regarding working hours was attained by asking about the duration individual 

employees much often spend on work-related matters within a particular week. The 

multiple regression model equation for objective three: 

 Y= B0+B1X1+B2X2+e  

Where Y= Working hours (Independent variable), B0= Y intercept (constant term), 

B1= Coefficient of feedback timeliness, B2= Coefficient of feedback clarity. X= 

Respective independent variables. e= Random error term. 
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Variables Definition of variable Hypotheses 

Objective 

specificity 

The extent to which an 

objective is clearly 

defined 

Ho: Objective specificity has no 

significant effect on employee work-

life balance. 

Ha: Objective  specificity has a 

significant effect on employee work-

life balance 

 

Objective 

measurability 

The extent to which an 

objective is quantifiable. 

Ho: Objective measurability has no 

significant effect on employee work-

life balance. 

Ha: Objective measurability has a 

significant effect on employee work-

life balance. 

Objective 

attainability 

The extent to which an 

objective is achievable 

Ho: Objective attainability has no 

significant effect on employee work-

life balance. 

Ha: Objective attainability has a 

significant effect on employee work-

life balance 

 

Objective relevance The extent to which an 

objective is closely 

connected to context of a 

job 

Ho: Objective relevance has no 

significant effect on employee work-

life balance. 

Ha: Objective relevance has a 

significant effect on employee work-

life balance 
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Task deadline Latest time or period 

within which task is 

expected to be completed 

Ho: Task deadline has no significant 

effect on employee work-life balance. 

Ha: Task deadline has a significant 

effect on employee work-life balance 

 

   

Direct supervision 

time 

Amount of time an 

employee works under the 

supervision of superior 

Ho: Direct supervision time has no 

significant effect on employee work-

life balance. 

Ha: Direct supervision time has a 

significant effect on employee work-

life balance 

 

Amount of 

directives 

Quantity of directives 

given to employees by 

supervisor 

Ho: Amount of directives has no 

significant effect on employee work-

life balance. 

Ha: Amount of directives has a 

significant effect on employee work-

life balance 

 

Helpfulness of 

supervisor’s 

directives 

Extent of helpfulness of 

supervisor’s directives 

Ho: Helpfulness of supervisor’s 

directives has no significant effect on 

employee work-life balance. 

Ha: Helpfulness of supervisor’s 

directives has a significant effect on 

employee work-life balance 
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Availability of 

supervisor for 

consultation 

Extent of availability of 

supervisor for consultation 

Ho: Availability of supervisor for 

consultation has no significant effect on 

employee work-life balance. 

Ha: Availability of supervisor for 

consultation has a significant effect on 

employee work-life balance 

 

Action plan 

adjustment 

frequency 

How often adjustments 

are done to initial action 

plans 

Ho: Action plan adjustment frequency 

has no significant effect on employee 

work-life balance. 

Ha: Action plan adjustment frequency 

has a significant effect on employee 

work-life balance 

 

Feedback 

timeliness 

Extent of timeliness of 

feedback 

Ho: Feedback timeliness has no 

significant effect on employee work-

life balance. 

Ha: Feedback timeliness has a 

significant effect on employee work-

life balance 

 

Feedback clarity  Extent of clarity of 

feedback 

Ho: Feedback clarity has no significant 

effect on employee work-life balance. 

Ha: Feedback clarity has a significant 

effect on employee work-life balance 
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3.8 Reliability and validity 

3.8.1 Reliability 

Reliability refers to the capability of a test instrument to replicate exact results as 

tested before during an experiment (Kothari, 2004). Reliability was taken in to 

consideration by distributing a quarter of the number of questionnaires for the second 

time to attempt to test the preciseness of responses as provided during the first round 

of questionnaire administering. The second batch of questionnaires was be compared 

to the first one in the same order of the personnel who previously filled in the 

questionnaires. Also the study utilized Cronbach alpha test using spss to test for 

reliability of the tool of data collection where 5-point likert scale was used across 

majority of the questions on the questionnaire. 

3.8.2 Validity 

Validity refers to the extent to which a particular test instrument exactly measures 

what its intended to measure(Kothari, 2009).Validity was taken in to consideration 

by carefully analyzing the questions in the interview sheet and questionnaire to 

observe their level of relevance in answering the research questions with research 

objectives being a key criterion. 

3.9 Ethical consideration 

The researcher attained a letter of permission from The University of Dodoma to 

conduct the study in the chosen area of study. A letter of permission from the 

Management of NSSF and PSSSF to collect data was also attained. The researcher 

took into consideration the matter of confidentiality. Confidentiality concerning 

identity of respondents was observed by the researcher, whereby, respondents filled 

in questionnaires anonymously. Before conducting the study consent from the 

respondents was sought. Voluntary participation was the norm of conduct of the 

research study where those who voluntarily agreed to partake in providing data 

needed for the study were chosen as the respondents. The respondents were assured 

that no harm will come unto them physically or psychologically as a result of 

partaking in aiding of provision of information required for the study. 
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CHAPTER FOUR 

PRESENTATIONAND DISCUSSION OF FINDINGS 

4.0 Introduction 

This chapter comprises of the findings of this research study from the data that was 

collected from the respective research respondents. These findings are an analysis of 

the quantitative data that was attained during the data collection process. The chapter 

presents information that answers the three specific research questions of this study. 

Table 4. 1: Table showing Response rate of the respondents 

Questionnaires distributed Questionnaires retrieved 

144 104 

 

A total of 144 questionnaires were distributed amongst the staff of NSSF and PSSF 

collectively. The questionnaires retrieved were 104. This is a 72% response rate, 

which counts as a valid rate that guarantees availability of sufficient data for 

analysis. 

4.1 Demography profile 

4.1.1 Sex of the research respondents 

Table 4. 2: Table showing sex of the research respondents 

Count   

 Sex Total 

Male Female 

Organization 
NSSF 34   18     52 

PSSF 36    16 52 

Total 70 34 104 

Source: Field Research Data (2020) 
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Figure 4. 1: Figure showing sex of research respondents 

Source: Field Research Data (2020) 

For the Organization NSSF, 65.3% of the sample was male while 34.6% was female. 

For the Organization PSSF the males comprised 69.2% of the sample chosen while 

30.7% was female. The data reveals that there is higher proportion of male 

employees than female employees within the Organizations, NSSF and PSSF. This 

could be that majority of people in the labour market who have the necessary 

qualifications for the jobs within those Organizations are mostly male. 

In some societies men are the main breadwinners in the family and women are 

caretakers at home. Women are more likely to takeover role of taking care of home 

matters and more often seen to set aside their career aspirations. Men are the main 

income earners in majority of societies in third world countries, an aspect that makes 

them devote their efforts in having a stable career that will enable them to earn a 

living. The labour supply in the labour market comprises mostly of males in third 

world countries because it is their duty to cater to the needs of their families as 

according to society norms. Females also pursue careers to earn a living but not to 
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the same extent as males because for the females according to society they are not 

necessarily the main breadwinners. Third world countries have more of a patriarchy 

approach meaning males are considered dominant and expected to make greater 

efforts to earn a living to cater to their family’s needs. Organizations operating with 

third world countries taking into consideration the sector and the industry it is 

operating in, will often have more male employees up until policies are made to 

attempt to balance gender within the workplace. Majority of those in the labour 

market seeking jobs to earn a living are males thus most organizations end up with 

more male employees than females. 

4.1.2 Age of the research respondents 

Table 4. 3: Table showing age of the research respondents 

 Age Total 

20-30 Years 31-40 Years 41-50 Years 51-60 Years 

Organization 
NSSF 13 19 11 9 52 

PSSF 22 15 6 9 52 

Total 35 34 17 18 104 

Source: Field Research Data (2020) 
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Figure 4. 2: Figure showing age of research respondents 

Source: Field Research Data (2020) 

For the organization NSSF it was revealed from the data collected from the sample 

those in the age category of 20-30 years comprised 25% of the sample. The 

respondents belonging in the 31-40 years category were 36.5% of the respective 

sample. For the 41-50 years category 21.6% of them belonged in it while for the 51-

60 category 17.3% of the respondents fell within this category. By observing the data 

it is unveiled that most of the staff members of NSSF are in the 31-40 years age 

category. 

For the organization PSSF it was unveiled from the data collected that those in the 

age category of 20-30 years were 42.3% of the sample that was chosen. The 

respondents belonging in the 31-40 years category were 28.8% of the respective 

sample. For the 41-50 years category 11.5% of them belonged in this category while 
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for those in the 51-60 category comprised 17.3% of the total sample. By observing 

the data it is unveiled that majority of the staff members of PSSF are in the 20-30 

years age category. 

There are factors which explain the distribution of age groups within organizations 

shown in the table 4.2. These factors are: The method of recruitment and retention 

strategies efficiency. The method of recruitment that employers choose often 

determines the particular pool of candidates targeted and anticipated to be 

encountered in the labour market. Recruiting from universities where fresh graduates 

are hired is more likely to lead to hiring personnel in the age group 20-30 years while 

hiring through selective approach where employers seek out personnel noted as 

having particular competencies and having much work experience through methods 

like poaching will likely lead to hiring more of personnel in the age groups 31-40 

years as they are the demography that has experience often required and they have 

much desire to push their limits and climb up the corporate career ladder whilst 

delivering outstanding job performance which is a great return on investment to the 

top management. 

Also among the factors that are responsible for the age group distribution variation is 

the effectiveness of employee retention strategies. When organizations hire they 

intend to keep their workers around for as long as possible to get the return in 

investment they made with their decision to hire the particular candidate. Employees 

in the different age groups have differing motives, aspirations, personal values, 

leverage and amount of obligations in various realms of their life. Retention 

strategies need to be custom designed for each age group if success in retaining the 

competent employees is to be achieved. From the data it can be interpreted that for 

the organization with higher proportion of employees in the 20-30 year category and 

lower proportion of the rest of the age groups implies retention strategies being 

executed are mildly efficient. While for the organization with a noticeably lower 

proportion of those in the 20-30 years category yet having high proportion of 

employees in the 31-40 and 41-50 years category can be stated as being good at 

retaining employees meaning they have effective retention strategies. 
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4.1.3 Level of education of the research respondents 

Table 4. 4: Table showing level of education of the research respondents 

 Education level Total 

Certificate Diploma Bachelor 

degree 

Master 

degree 

PhD 

Organization 
NSSF 4 7 21 15 5 52 

PSSF 3 9 23 17 0 52 

Total 7 16 44 32 5 104 

Source: Field Research Data (2020) 

 

Figure 4. 3: Figure showing level of education of respondents 

Source: Field Research Data (2020) 

In Organization NSSF 7.6% of the staff are Certificate holders. Diploma holders 

made up 13.4% of the total sample that was chosen. Bachelor Degree holders 

comprised 40.3% of the sample. Those having a Master degree were 28.8% of the 

staff members and for those having a PhD made up 9.6% of the sample chosen for 

0

5

10

15

20

25

Certificate Diploma Bachelor degree Master degree PhD

Education level

NSSF PSSF



34 

the research study. In NSSF it is evident that majority of the staff members have a 

Bachelor degree. 

For the Organization PSSF in the category of Certificate holders 5.7% of the staff 

members fell in this category. Diploma holders made up 17.3% of the total sample 

that was chosen. Bachelor Degree holders were 44.2% of the sample. Those having a 

Master degree made up 32.6% of the overall sample. In PSSF it is evident that 

majority of the staff members have a Bachelor degree. From observing the findings, 

it can be interpreted that most of the jobs require personnel who have a Bachelor 

degree. 

From the findings it is evident that in the two organizations majority of employees 

fall in the Bachelor degree and Master degree category. The Minority are in the 

Certificate category. The factors explaining the distribution of the educational level 

categories are: Competency requirements of job positions, training & development 

facilitation and succession plans. The distribution of the educational level categories 

within the two organizations is attributed to the nature of the job positions whereby 

competencies required as guided by job specifications and job descriptions require 

personnel with education levels falling in the category of Bachelor degree and 

Master degree. Job positions within these organizations require knowledge and skills 

that are possessed by those in the fore mentioned educational level categories. It 

appears job positions requiring personnel with a certificate are few thus explaining 

the lower proportion of personnel in this category 

The level of facilitation of training and development programs is a factor explaining 

the observed distribution in the educational level categories in the two organizations. 

It appears the two organizations make efforts in ensuring their employees acquire 

much competency to enable them effectively deliver work results expected of them 

by top management. There appears to be more training and development programs 

being facilitated whereby employees are encouraged to expand their knowledge and 

attain further skills necessary to be efficient in the job tasks ahead of them. 

Also explaining the observed distribution of educational level of employees within 

the two organizations is succession plan efforts. The organizations are making an 
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effort in ensuring the senior job positions in each level of the organization have 

competent personnel awaiting to take over in order to reduce the likelihood of 

incurring much costs from external recruitment process. The organizations have 

many job positions that will likely require being filled in if the job positions for some 

reason end up being vacant. Organizations’ succession plans involve mentoring 

personnel and equipping them with the necessary knowledge and skills to make them 

competent for future job roles they will be assigned to. The data reveals succession 

planning is a priority among the two organizations. 

4.1.4 Marital status of the respondents 

Table 4. 5: Table showing marital status of the research respondents 

 

Count   

 Marital status Total 

Single Married/ 

Cohabiting 

Widowed Divorced/ 

Separated 

Organization 
NSSF 21 21 6 4 52 

PSSF 22  26 4 0 52 

Total 43 47 10 4 104 

Source: Field Research Data (2020) 
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Figure 4. 4: Figure showing marital status of respondents 

Source: Field Research Data (2020) 

In the Organization NSSF both those in the single and the married/ cohabiting 

category comprised 40.3% of the sample respectively. 11.5% were widowed and 

7.6% were divorced/ separated. For the Organization PSSF majority of the 

respondents were in the married category comprising 50% of the sample chosen. 

42.3% of the personnel were single and 7.6% of those in the sample were widowed. 

From observing the data, it is evident majority of personnel are married implying that 

many of the personnel are at a stage in their life where they have families of which 

along with it brings about increase in one’s obligations. 

Factors that provide an explanation to the observed distribution of marital status 

categories in the two organizations are: Age of the personnel and personal life 

choices. Age of personnel is an indicator of the stage in life one is in and the 

priorities that they place focus on. People in different age groups perceive themselves 
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as being in particular stages in life where certain expectations from society and also 

from personal decision impact their choice of marital status. Those in the age group 

31-40 are the ones mostly observed to be married. This is a stage where most people 

feel the need to establish themselves financially and have a family of their own. 

Those in the age group 20-30 are most often times single. 

Another factor explaining the distribution of marital status categories is personal 

lifestyle choices of individual personnel. Ones choices in life align with their 

priorities and goals. Choosing to cohabit or not to cohabit is a lifestyle choice that 

individual personnel make depending on their perception of the capability to be in 

such a status. Thus it can be stated marital status is more of a subjective aspect than 

an objective one as people differ in terms of what they choose to prioritize at a 

particular stage in their life. 

4.1.5 Work experience 

Table 4. 6: Table showing work experience of the research respondents 

 Work experience Total 

0-2 Years 3-5 Years 6-10 Years Above 10 

Years 

Organizatio

n 

NSSF 5 23 19 5 52 

PSSF 14 16 13 9 52 

Total 19 39 32 14 104 

Source: Field Research Data (2020) 
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Figure 4. 5: Figure showing work experience of respondents 

Source: Field Research Data (2020) 

For the Organization NSSF majority of the personnel had 3-5 years work experience; 

they comprised 44.2% of the sample chosen. 9.6% of the staff have 0-2 years work 

experience, 36.5% of the personnel had 6-10 years work experience and 9.6% had 

more than 10 years of work experience. For the Organization PSSF majority of them 

were in the3-5 years work experience category which was 30.7% of the chosen 

research study sample. 26.9% of them were in the 0-2 years work experience 

category. 25% of the personnel have 6-10 years work experience and 17.3% of the 

personnel have more than 10 years work experience. The data implies that there is 

frequent hiring of personnel with 3-5 years of work experience and effective 

employee retention strategies. 
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Work experience that personnel have is dependent on their age when hired on their 

first job, relevance of the skill-sets with their current job, background concerning 

equivalent job qualifications like being an entrepreneur operating in the same 

industry as the organization one is currently employed in and the timeframe at which 

one is certified by accredited institutions that prove ones proficiency and acceptance 

into a society of people of a particular profession. Taking into consideration the 

mentioned factors, it is not a surprise for ones age to not be consistent with the 

expected level of work experience they are anticipated to have. 

4.2 Context of work-life balance situation in the area of study 

In order to understand and further decode the subtle contexts behind respondents’ 

opinions, various information regarding their work-life balance situation was 

solicited.  

Table 4. 7: Employees frequency basis of working past standard work hours 

 Frequency Percent 

 

Daily basis 84 80.7 

Never 20 19.8 

Total 104 100.0 

Source: Field Research Data (2020) 
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Figure 4. 6: Frequency of working past standard work hours 

Source: Field Research Data (2020) 

The findings reveal that majority of the respondents, 80.7% work past standard work 

hours on a daily basis while those who never exceed standard work hours comprise 

19.7% of the sample. Working past standard work hours is often not alarming up 

until the basis of this trend becomes more frequent. It is understandable that once in a 

while employees make a choice to focus on the tasks handed to them by their 

superiors up until completion of the task. The frequency within which one pushes 

their limits in terms of efforts exerted on their job tasks has a significant reason that 

explains such action. The job tasks could be so demanding or one could simply be 

type of person who attains much satisfaction and sense of purpose when they engage 

much of their time on their job. Working past standard work hours on intervals on 

daily basis is understandable. Working beyond standard work hours back and forth 

on a week to week basis is deemed understandable for those working on high-stake 

projects whose implementation is long. Working past standard work hours on a 
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month to month basis with much deviation from the 40 hours per week baseline is 

alarming and it is during circumstances like these when employees experience stress 

and burnout on their job. Employees need to devote closely as much time to their 

personal life matters like leisure in order to refresh their minds and become more 

productive when they get back to work. It is rear for employees to be caught up in a 

situation where they work past standard work hours consecutively all year long 

without ever cutting back on the hours that they work. Mostly Entrepreneurs and 

personnel in higher hierarchy of Organizational structures like Chief Executive 

Officers are the ones known to devote so much off their time to their work as they 

tend to be so hinged to the mentality of success being derived through hard work. 

Table 4. 8: Table showing employees’ opinions on whether long work hours 

affect their job efficiency 

 Frequency Percent 

Valid 

Yes 67 64.4 

No 37 35.6 

Total 104 100.0 

Source: Field Research Data (2020) 
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Figure 4. 7: Figure showing whether long work hours affect job efficiency 

Source: Field Research Data (2020) 

To find out whether long work hours affected the job efficiency of the subordinates, 

answers were solicited whereby it was revealed by analyzing the data that majority of 

the respondents who comprised 67% of the sample stated that long work hours 

affected their job efficiency while 37% stated that long work hours did not affect 

their efficiency at their job. The data implies that most employees’ efficiency is 

affected when they are immersed in long work hours. Perseverance is an attitude that 

when instilled into personnel depending on its magnitude plays a role in crafting the 

personal drive to strive on and push ones limits to accomplish particular 

Organizational goals. Long hours tend to drain employees of their energy and work 

enthusiasm due to tiredness that eventually overcomes them. Enthusiasm and passion 

for the work that one has can counter-inverse the negative effects that working long 
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hours can have on their will and drive to persist on with the same high efficiency as 

before during the initial stages of action-plan implementation. Whether long hours 

will affect the job efficiency of employees or not instinctively has to do with their 

personal life context like how much they depend on the job to cater to their various 

needs like sense of belonging, source of income for survival and meeting society’s’ 

expectations. Men tend to get caught up in the notion of proving themselves to 

society that they are the breadwinner and with this mentality brings along with 

circumstances where they immerse themselves so much on their work neglecting 

their personal life matters like family and leisure. Long work hours may at times not 

affect employees’ job efficiency due to the commitment they have for their job 

baring in mind the intrinsic and extrinsic benefits they attain in the long run. 

When it comes to work-life balance it has been revealed by Naithani (2010) that it is 

not a “one-size-fits-all” phenomenon because individuals differ in terms of values, 

inspirations and motives for engaging in work. There are those personnel who derive 

pleasure from focusing more on work as it brings more sense of meaningfulness and 

purpose in their life. There are those whose job efficiency is not affected by working 

long hours as they prefer challenge in their work. Work-life balance is often a 

subjective matter as opinions on whether one’s life is balanced all across both work 

and personal life domain tends be based on individual personnel’s priorities and 

stage in life and career that they are currently in. 

Table 4. 9: Table showing employees’ preference between task prioritization 

and multitasking 

 Frequency Percent 

Valid 

Prioritize tasks 51 49 

Multitask 53 51 

Total 104 100. 

Source: Field Research Data (2020) 
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Figure 4. 8: Figure showing preference between multitasking and prioritizing 

tasks 

Source: Field Research Data (2020) 

Knowledge on whether subordinates preferred to prioritize tasks or to multitask was 

deemed of significance to understand subtle meaning behind the respondents’ 

perspective. From the data gathered; it was observed that majority of the 

subordinates who comprised 53% of the sample, prefer to multitask. 51% prefer to 

prioritize tasks according to perception of significance of particular tasks. The data 

implies that multitasking appears to be the common norm where subordinates often 

attempt to push themselves beyond their effort constraints to finish tasks. 

Multitasking is often seen as a desirable trait by employers when they are recruiting. 

The perception that employers have about those good at multitasking is that they can 

handle huge workloads and finish the required tasks with the same precision as 

someone with a normal tolerable workload. It is often Organizations that pay 

employees high attractive salaries that prefer those employees who are capable of 

multitasking as they perceive this as a good return on the financial investment 
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they’ve made on them. Prioritization of tasks is a trait that is desired by 

Organizations whose services rely on creating good reputation amongst clients and 

due to certain services having high-stake risks for example medical services that 

doctors offer. It is important for employees to know when to switch between modes 

of task prioritization and multitasking depending on the circumstances. The context 

with which a task is confined in should be of consideration when choosing between 

the two modes so as to appropriately handle particular work situations. 

Table 4. 10: Table showing employees ‘workload satisfaction status 

 Frequency Percent 

Valid 

Unsatisfied with minimal workload 13 12.5 

Unsatisfied with huge workload 61 58.7 

Neither satisfied nor unsatisfied 

with workload size 
10 9.6 

Satisfied with minimal workload 4 3.8 

Satisfied with huge workload 16 15.4 

Total 104 100.0 

Source: Field Research Data (2020) 
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Figure 4. 9: Figure showing workload satisfaction status 

Source: Field Research Data (2020) 

The data gathered revealed that 58.7% which was the majority of the sample were 

unsatisfied with their huge workload. 15.4% were satisfied with huge workload, 

12.5% were unsatisfied with minimal workload, 3.8% were satisfied with minimal 

workload and 9.6% of the respondents were neither satisfied nor dissatisfied with 

their workload. The data implies that majority of the staff members are unsatisfied 

with huge workload of their job. Given the expectations that employees have about 

tasks of a particular job, they tend to anticipate the amount of workload that they will 

be in charge of. These expectations are at times met and sometimes not met. It is 
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often observed that those in the lower hierarchy of the Organizational structure tend 

to do most of the operational duties of the Organizations while those in the middle 

and top management often deal with managerial duties. Each level of an 

Organization has varying size of workload but at times there are factors like season 

within which the Organization is operating, dictates the size of workload that 

personnel are assigned to. Those in entry level job positions are usually the type of 

people who are much enthusiastic about work and like to prove their competency to 

top management thus tend to desire workloads that are beyond their baseline limit. 

They derive more job satisfaction from being immersed more often on their job than 

in their personal life matters. Those that usually shun from huge workloads tend to be 

those personnel who are established in their careers and often most of them have 

families that brings along with it many family obligations that conflict with their 

work life. 

Table 4. 11: Table showing employees status on challenging tasks preference 

 Frequency Percent 

Valid 

Yes 65 62.5 

No 39 37.5 

Total 104 100.0 

Source: Field Research Data (2020) 
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Figure 4. 10: Figure showing challenging tasks preference status 

Source: Field Research Data (2020) 

The data revealed that majority of the respondents who comprised 62.5% of the 

sample preferred challenging tasks while 37.5% disliked challenging tasks. The data 

implies that challenge and complexity of tasks is often desired by subordinates as it 

makes them more engaged in their tasks. To create more engagement on the job 

amongst subordinates, managers tend to opt for the option of making the 

subordinates tasks more complex so as to prevent disengagement on the job and 

promote employee retention in the Organization. Whether employees desire 

challenge levels being amped up or not is usually determined by their levels of career 

advancement desire and the extent to which the job they work in provides meaning 

and purpose to their life. It is better to assign employees with tasks that are complex 

enough to make them use a variety of their skills than having them perform simple 

tasks that don’t push them outside their comfort zone. Challenges are a good way to 

0

10

20

30

40

50

60

70

Yes No

Challenging tasks

preference status



49 

prepare personnel for duties that they will embark on in higher job positions when 

they are promoted in the future. 

Table 4. 12: Table showing employees’ performance appraisal scores 

satisfaction status 

 Frequency Percent 

Valid 

Highly unsatisfied 4 3.8 

Unsatisfied 19 18.3 

Neither satisfied nor unsatisfied 22 21.2 

Satisfied 39 37.5 

Highly satisfied 20 19.2 

Total 104 100.0 

Source: Field Research Data (2020) 

 

Figure 4. 11: Figure showing performance appraisal scores satisfaction status 

Source: Field Research Data (2020) 

The data revealed that majority of the respondents which comprised 37.5% of the 

sample were satisfied with their recent performance appraisal scores while the 
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minority comprising 3.8% of the personnel were highly unsatisfied. 19.2% were 

highly satisfied, 21.2% were neither satisfied nor dissatisfied and 18.3% revealed 

they were unsatisfied with their recent performance appraisal scores bases on the 

level of commitment and effort they put into their job. The data implies that majority 

of subordinates are satisfied with their performance appraisal scores meaning their 

efforts are well acknowledged. Employees expect their efforts to go noticed by their 

superiors and with this in mind they anticipate that their performance appraisal 

scores will fairly reflect the amount of effort they perceive they put in to their job. 

When employees push their limits in terms of energy and efficiency in task 

implementation it is expected that they are assured in their minds that their appraisal 

scores will match their deeds. Fair Judgment and assessment of employees’ 

performance is vital. Managers will improve work morale amongst subordinates 

when appraisal scores are offered objectively as guided by Organization’s work 

performance standards. Satisfaction with appraisal scores is at times subjective when 

it comes to the perspective of the employees as some may feel they are entitled to be 

praised despite putting less effort in meeting targets required of them. 

Table 4. 13: Table showing work commute distance of the personnel 

 Frequency Percent 

Valid 

500M-1 Km 6 5.8 

2-7 Km 35 33.7 

8-14 Km 31 29.8 

15-20 Km 22 21.2 

Above 20 Km 10 9.6 

Total 104 100.0 

Source: Field Research Data (2020) 
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Figure 4. 12: Figure showing work commute distance 

Source: Field Research Data (2020) 

Information about how far the subordinates have to commute to and from work was 

sought; the data revealed that majority of the subordinates live within the range of 2-

7 km as depicted by the 33.7% figure while those lived a much further range above 

20km comprised 9.6% of the sample. 29.8% live within a range of 8-14km, 21.2% 

live within a 15-20km range while  the minority comprising 5.8%  of the sample live 

within the 500m-1km distance range. The data implies personnel often opt to live in 

areas much closer to their workplace. The distance of work to home commute 

determines the length of time one will take to get to work and back to home to attend 

to matters of their personal life in the appropriate timeframe possible. The length of 

the commute dictates ones time management choices and scheduling. The further 

away from the workplace one lives, the more efforts they will have to put in time 

management so as to arrive on their job on the required time. Proper scheduling of 

activities of one’s work and personal life domain is an aspect that needs emphasis 
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especially if the commute affects attending to obligations in a particular domain at a 

particular time. Those living nearer to their workplace face fewer challenges in time 

management as the proximity to their home is close enabling ease of switching up 

between their work and personal life domain matters hastily in the shortest timeframe 

possible. 

Table 4. 14: Table showing employees’ satisfaction status regarding work 

resources allocated 

 Frequency Percent 

Valid 

Highly unsatisfied 8 7.7 

Unsatisfied 8 7.7 

Neither satisfied nor unsatisfied 23 22.1 

Satisfied 38 36.5 

Highly satisfied 27 26 

Total 104 100.0 

Source: Field Research Data (2020) 
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Figure 4. 13: Figure showing work resources satisfaction status 

Source: Field Research Data (2020) 

Information on subordinates’ opinion on their satisfaction with the work resources 

provided to them by top management was solicited and the data revealed that 

majority of them comprising 36.5% of the sample were satisfied with the resources 

they were provided with. 26% were highly satisfied, 22.1% were neither satisfied nor 

dissatisfied while 7.7% were unsatisfied and also 7.7% of the subordinates were 

highly dissatisfied. The data implies that the organizations provide their employees 

with adequate resources to enable them execute their tasks efficiently and effectively. 

Employees’ effectiveness is as good as the extent to which they are provided with 

sufficient resources that enable task execution. Given the right resources and the 

right quantity of it, employees’ success of accomplishing tasks greatly increases. In 

order for employees to be able to perform according to top management’s 

expectation they require to be equipped with the right resources otherwise the 

expected level of precision of task execution will dwindle. 
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Table 4. 15: Table showing job interference with personal life status 

Job interference with  personal life status 

 Frequency Percent   

Valid 

Very less interference 3 2.9   

Less interference 10 9.6   

Neither much nor less 

interference 
32 30.8   

Much interference 32 30.8   

Very much 

interference 
27 26   

Total 104 100.0   

Source:Field Research Data (2020) 

The data reveals that those who are of the perception that there is much interference 

of their job with their personal life and those who perceive neither much nor less 

interference of their job with their personal life comprise 30.8% of the sample, which 

is the majority category. Those facing very less interference comprise 2.9% of the 

sample while those who face less interference comprise 9.9% of the sample chosen. 

26% of the personnel face very much interference as displayed in the table. There are 

times when job duties interfere with one’s personal life, an issue which is inevitable 

given one’s realm of obligations in both work and personal life domain. The extent to 

which one perceives interference of their job with their personal life is due to one’s 

personal values regarding family and their attitude towards self-care (health).One’s 

health is vital, placing emphasis on it helps to keep workforce efficient. If tasks on 

one’s job are too demanding in terms of time and energy it negatively affects a 

person’s health rendering them ineffective in the long run. Managers and 

subordinates can collectively agree on work schedules that are feasible for the 

subordinates, creating less job interference in the personnel’s personal life.  
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Table 4. 16: Table showing employees’ work pressure manageability status 

 Frequency Percent 

Valid 

Highly unmanageable 16 15.4 

Unmanageable 17 16.3 

Neither manageable nor 

unmanageable 
22 21.2 

Manageable 36 34.6 

Highly manageable 13 12.5 

Total 104 100.0 

Source: Field Research Data (2020) 

 

Figure 4. 14: Figure showing work pressure manageability 

Source: Field Research Data (2020) 
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The data exposed that majority of the respondents comprising 35.6% of the sample 

perceived the work pressure they faced as manageable. 12.5% felt work pressure 

they faced was highly manageable. 16.3% perceived the work pressured they were 

subjected to was unmanageable, 15.4% were of the opinion that the work pressure 

they faced on their job was highly unmanageable. 21.2% of the respondents were of 

the opinion that the work pressure they faced was neither manageable nor 

unmanageable. The data implies that the organizations have to an extent fine-tuned 

work environment that makes work pressure more manageable. Work pressure is 

dictated by the level of person-to –job fit. The extent to which the person assigned to 

a particular job is competent in the tasks required of the job holder will the amount of 

pressure they will experience on the job. It is important for managers to see to it that 

subordinates don’t experience much pressure on the job because it causes 

disengagement and dissatisfaction on the job. 

Table 4. 17: Table showing opinion on Organizations’ work-life balance 

initiative involvement 

Organization  Work-life balance initiative involvement opinion 

 Frequency Percent   

Valid 

Yes 79 76   

No 25 24   

Total 104 100.0   

Source: Field Research Data (2020) 
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Figure 4. 15: Figure showing Organizations’ Work-life balance initiative 

involvement 

Source: Field Research Data (2020) 

The subordinates were asked on their opinion whether they felt their employer 

valued and took measures to ensure employees achieved satisfactory work-life 

balance. Majority of the respondents comprising 71.7% of the population 

acknowledge that the organization they work in takes measures to ensure employees 

attain satisfactory work-life balance while 28.3% were of the opinion that they didn’t 

perceive the organization being concerned about measures to assist employees 

achieve work-life balance.. The data implies that the employers do take considerable 

measures to make sure the employees achieve a state of balance between their work 
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considerate to their matters concerning conflict between their personal life and work 

domain, tend to be loyal and committed to the Organization and in the long run 

delivering outstanding work performance. 

Table 4. 18: Table showing descriptive statics on employee work hours in a 

week 

Descriptive Statistics 

 N Range Minimum Maximum Mean Std. 

Deviation 

Variance 

Work hours in a week 104 12 40 52 45.17 3.092 9.562 

Valid N (list wise) 104       

Source: Field Research Data (2020) 

The data reveals that the mean number of work hours that the employees immerse 

themselves in is 45.17 hours. The deviation of employee work hours from the mean 

number of work hours is 3.092. The variance in the data is 9.562 

According to findings of this research study on Table 4.17 it has been identified that 

the mean number of work hours of employees within the target population is 45 

hours. This is beyond the standard 40 hours a week though the deviation from the 

baseline of 40 hours is small meaning that employees occasionally work past 

standard work hours but not so much to the extent where their obligations in their 

personal life lags behind or creates conflict between work and personal life domain. 

Insight is provided by Reinfuss (2009) that work-life balance is an aspect that 

managers greatly focus on as of recent in most business entities across various 

industries as it sets a reputation that human resources are valued and their needs are 

considered. Business Organizations need to brand themselves favorably to those in 

the labour market so as to trigger high labour supply during their stage of recruitment 

where they increase chances of attracting a large pool of competent candidates who 

will fill job positions in the Organization and deliver results effectively. 

Employee retention should be another issue of consideration for placing emphasis on 

promoting work-life balance amongst employees in the Organization. Despite 

employees being offered attractive salary figures, they often resign from their jobs 
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when work is hectic due to work overload and lack of consideration for providing 

employees with fringe benefits. In order to retain competent human resources, 

organizations need to focus on the workload they assign to employees and the extent 

to which the employees work on particular tasks in a given timeframe (Wood, 2000). 

The data from this research study implies that from the 45 hours those employees are 

immersed in work, the workload size could be perceived as not so much 

overwhelming but tolerable. The workload can be stated as being manageable and 

work pressure at a minimal. If this trend goes on across other business Organizations, 

work-life balance of employees is bound to be satisfactory across various business 

industries in Tanzania. 

Table 4. 19: Results of Cronbach’s Alpha Test 

Variable  Cronbach alpha 

Job planning .919 

Job monitoring .791 

Appraisal feedback .850 

Source: Field data (2020). 

To test for reliability of the tool for data collection for the three specific objectives of 

the research study, Cronbach alpha test was ran and the results reveal job planning, 

job monitoring and appraisal feedback have reliable tool of data collection, that is the 

5- point likert scale used provide reliable data. 
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Figure 4. 16: Figure showing Normal Q-Q plot for the normality test of the 

dependent variable 

Source: Field Research Data (2020) 

The dots in the Q-Q plot are mostly along the line indicating normality of the data 

4.3Influence of Planning on employee work-life balance 

Table 4. 20: Table showing multiple regression analysis depicting effect of job 

planning on employees working hours in a week 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 0.513a 0.264 0.226 2.721 

a. Predictors: (Constant), Task deadline, Objective measurability, Objective 

relevance, Objective attainability, Objective specificity 

Source: Field Research Data (2020) 
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The independent variables task deadline, objective measurability, objective 

relevance, objective attainability and objective specificity collectively are 

accountable for 22.6% of the variation in the dependent variable as shown in the 

Adjusted R square column in the model summary table. This effect the independent 

variables all together have on the dependent variable, working hours in a week is 

noticeably low. They have an influence on the working hours of employees in a week 

though at a low magnitude. 

Table 4. 21: Table showing ANOVA data of multiple regression model for 

objective one 

ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 

Regression 259.532 5 51.906 7.013 0.000b 

Residual 725.353 98 7.402   

Total 984.885 103    

a. Dependent Variable: Work hours in a week 

b. Predictors: (Constant), task deadline, objective measurability, objective 

relevance, objective attainability, objective specificity 

Source: Field Research Data (2020) 

The ANOVA table discloses the information that the multiple regression model ran 

is statistically significant. Its data is significant and can be used for interpretation of 

the data from the multiple regression model. In the Sig column, it is observable that 

the P value (P= 0.000) is less than the P value 0.05 which was used to run the 

multiple regression analysis. The confidence interval was 95%. 
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Table 4. 22: Figure showing homoscedasticity of the variables for objective one 

Source: Field Research Data (2020) 
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The dots are far distributed from each other signalling no signs of heteroscedasticity 

Table 4. 23: Table showing coefficients data of multiple regression model for objective one 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 95.0% 

Confidence 

Interval for B 

Collinearity Statistics 

B Std. Error Beta Lower 

Bound 

Upper 

Bound 

Tolerance VIF 

1 

(Constant) 49.029 1.592  30.801 .000 45.870 52.188   

Objective specificity -1.824 0.511 -.651 -3.571 0.001 -2.837 -.810 0.226 4.423 

Objective measurability 0.179 0.574 0.059 0.312 0.755 -.960 1.319 0.212 4.723 

Objective attainability 0.842 0.589 0.255 1.429 0.156 -.327 2.012 0.236 4.232 

Objective relevance 1.170 0.799 0.246 1.464 0.146 -.416 2.757 0.266 3.756 

Task deadline -1.179 0.371 -.386 -3.173 0.002 -1.916 -.442 0.509 1.966 

a. Dependent Variable: Number of hours worked in a week 

Source: Field Research Data (2020) 

The multiple regression equation of the model is Y=49.03 + (-1.82)X objective specificity + (-1.18)X task deadline +2.72 
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The VIF column shows that all variables have a VIF value below 10 which means 

there is no multicollinearity. The independent variables are not closely correlated 

thus meeting the assumptions of a multiple linear regression model. 

Objective specificity and task deadline are statistically significant according to the 

data displayed in the sig column of the coefficients table meaning they have a 

significant influence on working hours of employees in a week. Objective specificity 

has a negative coefficient of -1.824 and task deadline has a negative coefficient of -

1.179. This implies that for every one unit increase in objective specificity there is a 

1.824 decrease in employee working hours in a week and for every unit increase of 

task deadline there is a 1.179 decrease in employee work hours in a week. The data 

reveals that by increasing the clarity of job objectives, employees will attain 

capability to finish their job tasks within a shorter time frame and when task 

deadlines are made tighter or shorter, employees place more effort in implementing 

tasks in the short period possible. 

Objective measurability, objective attainability and objective relevance are not 

statistically significant. This implies any effect they have on the dependent variable, 

working hours in a week is simply by chance. 

The research findings reveal that objective specificity and task deadline are 

significant predictors of work-life balance of employees with the focus being placed 

on working hours that employees are immersed in within a particular week. Both 

objective specificity and objective task deadline have an inverse relationship with 

working hours in a week that employees are engaged in.  

Beginning with the inverse relationship between objective specificity and working 

hours, there are a number of reasons that bring about this particular outcome in the 

nature of the relationship of these variables. Their nature of relationship is explained 

by the following aspects according to Clarke & Hill (2004); Decreased errors in task 

implementation, Increased levels of work engagement, soaring levels of 

accountability amongst personnel, optimal task implementation methods choice, 

procurement of adequate needed resources and anticipation & preparation for 

particular intensity of work. 
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The first aspect explaining the inverse relationship between objective specificity 

level and employee working hours in a week is decreased errors in task 

implementation. The more specific and clear a job objective is, the more employees 

are aware of the requirements for the tasks they are to execute. The clarity they have 

concerning the tasks makes employees properly informed on the standards of 

efficiency and modes of conduct they are to align themselves in thus most likely 

enabling them to finish assigned tasks much early and accomplishing organizational 

goals hastily within a shorter timeframe. The clearer a job objective is; the work 

hours will decrease accordingly as there will be less of setbacks due to errors that 

tend to be caused by misinterpretation or misunderstanding of job objectives. When 

managers ensure the level of specificity/ clarity of objectives that personnel are to be 

assigned to is high, it greatly reduces room for errors which is usually an aspect that 

delays progress of action-plans. Eliminating faults in the implementation stage of 

objectives escalates the pace of efforts put towards achieving particular target to an 

extent of raising odds of finishing tasks as early as possible even at times before the 

set task deadlines thus reducing work hours in a week that employees were to 

immerse themselves in, in order to deal with particular assigned tasks. 

The second aspect explaining the inverse relationship between objective specificity 

level and employee working hours in a week is increased levels of work engagement. 

When job objectives are clear it puts employees in a state where they feel capable of 

tackling tasks given to them. The more capable of handling tasks assigned to them, 

employees morale and engagement in the tasks assigned to them increases to the 

extent where they are passionate about the work they perform, putting in all their 

enthusiasm and efforts to see to it that particular organizational goals are achieved 

with an appropriate timeframe. When employees enthusiastically implement action 

plans, they perform their best in a hastier manner that usually results in them 

finishing their tasks with a short timeframe whereby they are able to devote the rest 

of their time to obligation within the realm of their personal life just as equally as 

their work life. The level of objective specificity/ clarity tunes the engagement level 

of employees towards the direction of the goal path set for them. The more specific 

and clear job objectives are; the more work hours decrease due to hasty completion 
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of job tasks brought about by the increased morale from knowledge of capability to 

handle particular tasks in the required standards. 

The third aspect explaining the inverse relationship between objective specificity 

level and employee working hours in a week is the extent of level of accountability 

for job objectives amongst personnel dictated by clarity of information conveyed to 

the employees. Employees feel more accountable for outcomes when they clearly 

understand what is expected of them in task execution and achievement of particular 

targets. The more specific/ clear a job objective is, the more the sense of 

accountability soars amongst personnel making them committed in effectively and 

efficiently performing their duties as expected of them by their managers usually 

hastily to the extent of finishing job tasks earlier thus decreased hours of work they 

immerse themselves in within a particular week. 

The fourth aspect explaining the inverse relationship between objective specificity 

level and employee working hours in a week is optimal task implementation methods 

choice. Depending on the level of clarity/ specificity of an objective, employees will 

accordingly make choices about which methods of task implementation they will use 

to accomplish the intended task, some methods being more efficient than others. 

When job objectives assigned to employees are more specific and clear, it becomes 

easier for employees to sort through all alternative means of accomplishing tasks and 

choose the right and most efficient means that will deliver intended results in the 

quickest timeframe as possible. Hasty completion of tasks means work hours reduce 

due to capability of achieving organizational goals in the shortest time interval 

possible. 

The fifth aspect explaining the inverse relationship between objective specificity 

level and employee working hours in a week is procurement of adequate needed 

resources. Having adequate required resources that are necessary in the 

implementation stage of action-plans is of great advantage. Work-flow becomes 

stream-lined with fewer hurdles in the way when all required ingredients for success 

of a particular project are procured. Work hours reduce when adequate resources are 

present during task implementation as all efforts and work-flow will move swiftly in 
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the direction of the targets of the Organization. With the reduction in work hours, an 

opportunity for employees to engage more in matters in their personal life arises. 

The sixth aspect explaining the inverse relationship between objective specificity 

level and employee working hours in a week is anticipation & preparation for 

particular intensity of work. The more specific and clear a job objective is, the easier 

it is for employees to accurately anticipate intensity of workload that will be assigned 

to them, making them prepared to tackle the tasks with a positive mindset and with 

high levels of commitment towards efficiency in task accomplishment. Employees 

being prepared for tasks increases chances of them executing action-plans more 

hastily to an extent of breaking-through confined anticipated baseline limits with 

regards to timeframe. The more prepared for the intensity of a particular workload, 

the hastier it becomes to accomplish tasks much quicker thus leading to a reduction 

in work hours and availability of time for employees to engage in their personal life 

matters like family and leisure. 

Among the attributes within the planning phase, task deadline was revealed by the 

findings of this research study as being a significant predictor of employee work 

hours in a week which is a determinant employees’ work-life balance. The data of 

this research study provides insight that that there is an inverse relationship between 

task deadline and work hours in a week that employees work. This inverse 

relationship is explained by the following aspects according to Naithani (2010): 

Extent of promotion of task prioritization, instilled challenge-&-satisfaction 

magnitude of tasks, Focus on output, teamwork effort inspiration and elimination of 

procrastination. 

The first aspect explaining the inverse relationship between task deadline and 

employee working hours in a week is extent of endorsement of task prioritization. 

High-stake tasks usually require focus and require exertion of much mental effort. 

Completion of high-stake tasks first usually creates room for hasty implementation of 

other action-plans which are less complex thus fast completion of tasks, creating an 

opportunity for employees to engage in their personal life matters in the appropriate 

time. Prioritizing tasks enables completion of tasks within short time frame thus the 
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reason for the noted relationship between task deadline and employee working hours 

in a week which is a determinant of employee work-life balance. 

The second aspect explaining the inverse relationship between task deadline and 

employee working hours in a week is instilled magnitude of challenge & satisfaction 

nature of tasks. Employees often desire tasks that are challenging in nature that 

makes them push their efforts outside their comfort zone. Satisfaction and work 

engagement is a result of extent of challenge that tasks of a particular job have to 

offer. The level of commitment arising from engagement often steers the efforts of 

employees in the realm of hasty task completion within shortest timeframe possible 

thus a reduction in work hours whereby employees gain the opportunity to equally 

prioritize matters in their personal life like family. 

The third aspect explaining the inverse relationship between task deadline and 

employee working hours in a week is focus on output. Task deadline places focus on 

outcomes expected to come from action-plans crafted by management. The more a 

job objective is bind by a task deadline; the more focus employees place on ensuring 

the desired task outcomes within particular standards is achieved. Focusing on output 

leads to proper choice of work execution alternatives that deliver particular desired 

levels of efficiency, resulting in hasty Organizational goal achievement in the short 

timeframe possible. Accomplishment of goals in short timeframe as a result of 

focusing on output standards leads to a reduction in employees; work hours in a 

week which is a determinant of employees’ capability of handling both their work 

and personal life domain. 

The fourth aspect explaining the inverse relationship between task deadline and 

employee working hours in a week is teamwork effort inspiration. The more bind to 

a task deadline a particular job objective is; the more employees will join efforts 

collectively in attempts to complete the tasks before set deadline. Collective efforts 

as a team often greatly increases the pace at which tasks are accomplished, enabling 

achievement of Organizational goals in a short time thus reducing employee work 

hours in a week, a determinant of employee’s work-life balance. Organizations 

where employees have solidarity, team spirit is often high an aspect that enables 

uniformity in task execution and adherence to particular output standards within the 
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required timeframe. The more personnel who engage in a particular action-plan 

execution collectively, the hastier it becomes to finish assigned tasks. 

The fifth aspect explaining the inverse relationship between task deadline and 

employee working hours in a week is elimination of procrastination. The more an 

objective is bind to a deadline employee work hours will decline due to the decrease 

in the degree of procrastination amongst employees. Procrastination is a state where 

people are indecisive and reluctant to perform tasks expected of them due to lack of 

motivation or simply feeling the task is meaningless as according to the job 

significance compared to other job titles. Task deadline dictates the extent to which 

employees perceive the urgency of a task. The more bind to a deadline job objectives 

are, the less employees act reluctant towards performing tasks required of them in the 

set timeframe.  

4.4 Influence of Monitoring on employee work-life balance 

Table 4. 24: Table showing multiple regression analysis depicting effect of job 

monitoring on employees working hours in a week 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 0.552a 0.305 0.270 2.643 

a. Predictors: (Constant), Action plans adjustments frequency, Direct supervision 

time, Amount of directives, Supervisor availability, Directives helpfulness 

Source: Field Research Data (2020) 

The model summary reveals that 27% of the variation in the dependent variable, 

employee working hours in a week is accounted for by the dependent variables: 

Action plans adjustments frequency, direct supervision time, amount of directives, 

supervisor availability, and directives helpfulness collectively as shown in the 

Adjusted R square column in the model summary table 
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Table 4. 25:  Table showing ANOVA data of multiple regression model for 

objective two 

ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 

Regression 300.468 5 60.094 8.605 0.000b 

Residual 684.416 98 6.984   

Total 984.885 103    

a. Dependent Variable: Work hours in a week 

b. Predictors: (Constant), Action plans adjustments frequency, Direct 

supervision time, Amount of directives, Supervisor availability, Directives 

helpfulness 

Source: Field Research Data (2020) 

The ANOVA table reveals that the multiple regression model is indeed statistically 

significant as depicted in the Sig column where (p=0.000) is (p < 0.05) at the 

confidence interval level of 95%. 

 

Figure 4. 17:Figure showing homoscedasticity for variables in objective two 

Source: Field Research Data (2020) 
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The dots are distributed far away from each other signalling no signs of 

heteroscedasticity 
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Table 4. 26: Table showing coefficients data of multiple regression model for objective two 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 95.0% 

Confidence 

Interval for B 

Collinearity 

Statistics 

B Std. 

Error 

Beta Lower 

Bound 

Upper 

Bound 

Tolerance VIF 

1 

(Constant) 50.805 1.523  33.356 .000 47.783 53.828   

Direct supervision time 0.250 0.288 0.085 0.867 .388 -.322 .822 0.740 1.352 

Amount of directives -0.678 0.344 -0.188 -1.973 .051 -1.359 0.004 0.780 1.282 

Directives helpfulness -0.492 0.393 -0.169 -1.252 .214 -1.272 0.288 0.390 2.567 

Supervisor availability -0.998 0.361 -0.347 -2.762 .007 -1.715 -.281 0.448 2.233 

Action plans adjustments frequency 0.281 0.269 0.102 1.045 .299 -.253 0.814 0.745 1.342 

a. Dependent Variable: Number of hours worked in a week 

Source: Field Research Data (2020) 

The multiple regression equation of the model is Y= 50.81 + (-0.99)X supervisor availability + (-0.68)X amount of directives + 2.64 
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The VIF column shows that all variables have a VIF value below 10 which means 

there is no multicollinearity. The independent variables are not highly correlated thus 

meeting the assumptions of a multiple linear regression model. 

Supervisor availability and amount of directives are statistically significant predictors 

of employee working hours in a week. Supervisor availability has a negative 

coefficient of -0.998 and amount of directives is observed to have a negative 

coefficient of -0.678. This implies that for every unit increase in supervisor 

availability, there is a 0.998 decrease in employee working hours in a week and for 

every unit increase in amount of directives, there is a 0.678 decrease in employee 

working hours in a week. Direct supervision time, directives helpfulness and action 

plans adjustments frequency are not statistically significant. The effects they have 

upon the dependent variable, employee working hours in a week simply occurs by 

chance. 

From the research findings of this research study it has been identified that the 

attributes; supervisor availability for consultation and amount of directives are 

significant predictors of employees working hours which is a determinant of 

employees’ work-life balance. The data shows that the relationship of both amount of 

directives and extent of supervisor availability for consultation with employee work 

hours in a week is an inverse one. 

There are aspects that provide insight that explains this type of relationship between 

supervisor availability for consultation and employee working hours in a week. 

These aspects according to Duxbury (2004) are Task support, Progress alignment 

with expectations, Organization’s efficiency standards adherence, creation of 

realistic work schedules, employee need of being perceived competent and expansion 

of ones’ creativity scope. 

The first aspect that explains the inverse relationship between level of supervisor 

availability for consultation and employee work hours in a week is task support. 

During the monitoring phase of Organizational goal setting supervisors provide 

guidance and support to their subordinates to ensure that they implement action-plans 

as required of them by top management. The more available a supervisor is for 
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consultation, the more subordinates will be able to seek assistance and guidance in 

handling matters they find complex on their job which enables them to perform their 

tasks with uttermost precision as guided by supervisors. Work hours in a week 

decline noticeably as subordinates consult their supervisors more. Complexities 

associated with tasks of particular jobs are solved more when subordinates meet up 

with their supervisors and seek guidance on executing action-plans effectively. Given 

the guidance subordinates acquire from their superiors, it becomes much easier for 

them to implement action-plans hastier within short timeframe thus reducing number 

of work hours in a week, creating an opportunity where they have more time to 

devote to their personal life matters like family within appropriate timeframe. 

The second aspect that explains the inverse relationship between level of supervisor 

availability for consultation and employee work hours in a week is work-progress 

alignment with expectations. On some occasions employees’ efforts directed towards 

tasks are off-track with the path of the Organizational goal, which is where 

monitoring comes in to ensure that employees’ actions are aligned in the required 

path and moving in the right direction. The more effective supervisors are at 

detecting work-flow inconsistencies of their subordinates the quicker progress of 

work is set in the rightful direction/ goal path reducing hurdles and setbacks which 

delay objective achievement. With a reduction of hurdles in task path and re-

alignment into required goal direction, tasks are completed much faster within a short 

timeframe thus reducing work hours in a week which is a determinant of employees’ 

capability to balance both work and personal life matters. 

The third aspect that explains the inverse relationship between level of supervisor 

availability for consultation and employee work hours in a week is Organization’s 

efficiency standards adherence. The extent to which supervisors are available for 

consultation determines the extent to which Organizations standards of efficiency 

and output quality is adhered to by the subordinates. In the planning phase, optimal 

methods of executing action-plans are highlighted and offered to employees as 

among alternatives they are to choose from. Supervisors are in charge of ensuring 

subordinates perform their duties and deliver results aligned with the standards 

required of them by top management. The extent of availability of a supervisor for 

consultation will determine the extent to which standards are adhered to which will 
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reduce blunders that would require repeating action-plans to correct mistakes. The 

smooth work-flow derived from adherence to Organization’s required standards of 

quality of output enables task completion in appropriate timeframe without the need 

to repeat to correct errors made on the way. Timely completion of tasks within 

desired timeframe is much achievable as a result of this aspect thus reducing 

employees’ hours of work within a particular week which enables them to balance 

their personal life matters like leisure and family almost as equally as work. 

The fourth aspect that explains the inverse relationship between level of supervisor 

availability for consultation and employee work hours in a week is creation of 

realistic work schedules. Work schedules determine the extent to which employees 

perform their duties with enthusiasm with the least pressure and burnout. Supervisors 

during the monitoring phase are in charge of observing subtle things like work 

schedules of subordinates to assess the feasibility of the tasks assigned to them given 

a particular task deadline. The more supervisors are available for consultation, the 

more employees working hours in a week will reduce due to the assistance of 

supervisors setting realistic work schedules that prevent stress and keep subordinates 

highly engaged in performing their tasks as much hasty as possible. 

The fifth aspect that explains the inverse relationship between level of supervisor 

availability for consultation and employee work hours in a week is the employee 

need of being perceived competent. Personnel often desire to be perceived competent 

by their superiors, an aspect that they perceive aids in their career progress. Climbing 

up the corporate ladder is an intrinsic motive inert in most employees which leads to 

exertion of efforts and execution of tasks with high precision according to the 

Organization’s quality standards. The more available supervisors are available for 

consultation, the more subordinates will make use of the opportunities to consult 

supervisors and show initiative, proving their efficiency in the Organization. This 

drive of proving competency leads to employees performing outstandingly and 

hastier in their tasks with sort timeframe thus reducing number of work hours in a 

week bringing about capability of being able to devote much time to personal life 

matters almost equally as the time they devote to work. 
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The sixth aspect that explains the inverse relationship between level of supervisor 

availability for consultation and employee work hours in a week is expansion of 

personnel’s scope of creativity. Creativity in task implementation is of essence if 

better results are to be attained. Supervisors alongside their subordinates are expected 

to have a dialogue with each other during the monitoring phase of Organizational 

goal setting to assess the progress that is being made. The collaboration enables 

brainstorming of ideas and innovation of new tactics and techniques of executing 

action-plans in the hastiest way possible, an aspect that aids in reducing employees’ 

work hours in a week. The more available a supervisor is for consultation, the degree 

of innovativeness and creativity amongst subordinates soars high leading to 

achievement of Organizational goals within shortest timeframe possible. 

There are various aspects that provide insight that explains this type of relationship 

between amount of directives and employee working hours in a week. These aspects 

according to Duxbury (2004) are: Pace of grasping skill sets and expert guidance. 

The first aspect which is pace of grasping skill sets brings about an inverse 

relationship between employee working hours in a week and amount of directives 

given the consistency within which instructions are given to subordinate by 

supervisor that enables them to grasp relevant skills when directions on task 

implementation are given more often to the subordinate. The more directives given 

the more subordinates attain competency needed to execute action plans which leads 

to them being able to perform their tasks in the shortest time possible leading to a 

reduction in working hours in a week allowing them to balance both their work and 

personal life matters appropriately. 

The second aspect explaining the inverse relationship between amount of directives 

and employee working hours in a week is expert guidance. The more directives an 

employee gets from superior, the more they stay in alignment with the action plan 

expectations and deter less from the intended course. Staying on track with the task 

objectives reduces the possibility of going off the course meaning less time is wasted 

on matters that are irrelevant to the action plan thus objectives are attained within a 

short timeframe than when one who gets few directives from superiors. 
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4.5 Influence of Appraisal on employee work-life balance 

Table 4. 27: Table showing  multiple regression analysis depicting effect of job 

appraisal feedback on employees working hours in a week 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 0.569a 0.324 0.311 2.567 

a. Predictors: (Constant), Feedback clarity, Feedback timeliness 

Source: Field Research Data (2020) 

The attributes of appraisal collectively are responsible for 31.1% of the variation in 

the dependent variable, employee working hours in a week 

Table 4. 28: Table showing ANOVA data of multiple regression model for 

objective three 

ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 

Regression 319.093 2 159.546 24.203 0.000b 

Residual 665.792 101 6.592   

Total 984.885 103    

a. Dependent Variable: Work hours in a week 

b. Predictors: (Constant), Feedback clarity, Feedback timeliness 

The multiple regression model is statistically significant as depicted in the Sig 

column where (p=0.000) is less than 0.05 
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Homoscedacity for objective 3 

 

Table 4. 29: Figure showing homoscedasticity of variables in objective three 

Source: Field Research Data (2020) 

The dots are distributed far away from each other signalling no signs of 

heterosedasticity. 
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Table 4. 30:Table showing coefficients data of multiple regression model for objective three 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 95.0% Confidence 

Interval for B 

Collinearity Statistics 

B Std. 

Error 

Beta Lower 

Bound 

Upper 

Bound 

Tolerance VIF 

1 

(Constant) 48.357 0.808  59.813 .000 46.753 49.961   

Feedback timeliness -1.768 0.290 -0.740 -6.090 .000 -2.343 -1.192 0.454 2.204 

Feedback clarity 0.703 0.314 0.271 2.235 .028 .079 1.326 0.454 2.204 

a. Dependent Variable: Number of hours worked in a week 

The multiple regression equation of the model is Y= 48.36 + (-1.77) X feedback timeliness + (0.703)X feedback clarity + 2.57 
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The VIF column shows that all variables have a VIF value below 10 which means 

there is no multicollinearity. The independent variables are not highly correlated thus 

meeting the assumptions of a multiple linear regression model.Feedback timeliness 

has a negative coefficient -1.768 meaning that the variable has an inverse 

relationship with employee working hours in a week. As feedback timeliness 

increase the working hours in a week of the employees decrease by a 1.668 unit. 

From the table it is observed that feedback clarity has a positive coefficient 0.703 

signalling that an increase in feedback clarity leads to working hours increasing by a 

0.707 unit. 

Under the appraisal phase of Organizational goal setting the attributes that have been 

identified by this research study as being significant predictors of employee working 

hours in a week which is a determinant of employees’ work-life balance are 

Feedback clarity and Feedback timeliness. 

Feedback clarity is revealed to have positive relationship with working hours in a 

week meaning that both variables move in the same direction. The positive 

coefficient implies that as the level of clarity of feedback increases, working hours in 

a week increase. The nature of the relationship between these two variables defies 

expectations of some people as instinctively it may be anticipated that the higher the 

clarity level of feedback, the work hours will decline. This nature of relationship is 

attributed to various aspects which according to Greenblatt (2002) are; The strive for 

perfection, competency doubts, context of feedback and prioritization indecisiveness. 

The first aspect that provides insight into the nature of relationship between feedback 

clarity level and working hours in a week is the striving for perfection. When 

feedback is provided to personnel they interpret it in ways that they perceive 

superiors intended it to be conveyed to them of which usually the subtle meaning 

behind feedback is subordinates to improve their efforts and learn from mistakes 

made on the path towards goal achievement. Due to various reasons like the worry 

about job security employees become more focused on perfecting their task 

execution leading to them being immersed in longer hours working aiming to 

eliminate defects and delivering outputs that meets top management’s standards. The 

clearer feedback is the more employees push themselves beyond their normal limits 
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of task performance in order to achieve the perfection they perceive top management 

expects of them. Long hours at work affect the balance between work and personal 

life domain of employees depending on their individual attitudes towards work. 

The second aspect that provides insight into the nature of relationship between 

feedback clarity level and working hours in a week is doubts about competency. 

Employees have varying degrees of competency depending on their level of 

experience and educational level. Appraisal phase is a stage where employees are 

given feedback and opinions on their capabilities as perceived by top management. 

The higher the clarity level of feedback where criticism is offered straightforward, 

the more employees immerse themselves in work due to perception that what they 

are currently doing is less than what is expected of them thus work hours increase. 

Doubts about their competency level on the job leads to employees placing 

additional efforts to be seen as hard workers in the presence of their superiors. The 

more hours that personnel immerse themselves in whilst working affects work-life 

balance in a way that the more hours spent on work leads to less time being spent on 

personal life obligations. 

The third aspect that provides insight into the nature of relationship between 

feedback clarity level and working hours in a week is context of feedback. The way 

feedback is perceived is usually in two ways either positive or negative. Both these 

contexts affect the decision to work particular hours in the same parameter of 

direction that it is being steered towards it. As feedback clarity increases given a 

particular context for instance much is highlighted making personnel more self-

aware of actions to take often without consideration that they may be over working 

themselves causing burnout. Work hours keep increasing as clarity level of feedback 

increases because context of feedback is revealed often triggering the need to push 

efforts more past current limits. Work-life balance achievement will depend on how 

employees allow themselves to be carried away by the need to be competent on the 

job and their interpretation of subtle meanings of context of the feedback provided by 

superiors. 

The fourth aspect that provides insight into the nature of relationship between 

feedback clarity level and working hours in a week is prioritization indecisiveness. 
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When clarity level of feedback is high it opens up brainstorming for alternative 

tactics to accomplish same tasks with much more precision meaning at times 

employees come up with many alternative choices of tactics and techniques of 

perfecting action-plan adjustments. The more choices to choose from triggered by 

clarity level that initially revealed blunders, employees at times delay executing 

action plans as they are indecisive as to what tactics or aspects of their job to 

prioritize thus causing them to work long hours; an issue that affects their capability 

to balance their work as well as their personal life. 

Another attribute of appraisal found to be significant at predicting employee work 

hours in a week in the long run determining employee work-life balance is extent of 

feedback timeliness. The data from the research study reveals that as the extent of 

timeliness of feedback increases, employees work hours in a week decreases. There 

are justifications to this nature of behavior between these two variables which are 

explained by the following aspects according to Naithani (2010): Relevance of 

information for future task improvements, goal-path continuity and learning pace 

dictation. 

The first aspect that explains the inverse relationship between extent of feedback 

timeliness and employee work hours in a week which is a determinant of work-life 

balance is; Relevance of information for future task improvements. Depending on the 

timeframe within which feedback is given to personnel, its relevance in crafting 

solutions to complexities met during action-plan execution differs. When feedback is 

too lately provided, the information from the feedback is rendered less significant in 

aiding in making relevant adjustments to tasks since depending on the timeframe it is 

provided its context and deadline for making changes may be misaligned with initial 

targets. The extent of timeliness of feedback predicts work hours employees will be 

immersed in on their tasks in a week according to the findings of this research study. 

The timelier feedback is provided to employees, the fewer the work hours employees 

will be immersed in due to attainment of relevant information required to make 

required adjustments to plans thus finishing tasks hasty as possible. Employees 

become more capable to devote to personal life obligations almost as equally as they 

do to work when they accomplish tasks early. 
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The second aspect that explains the inverse relationship between extent of feedback 

timeliness and employee work hours in a week which is a determinant of work-life 

balance is; Goal-path continuity. The extent to which feedback is provided on a 

particular timeframe determines the extent to which there is continuity of 

acceleration in the direction of intended target. Consistency in task execution is 

determined by the time within which various coordination is done. A delay in the 

quest to achieve a particular goal often derails progress. The extent to which 

feedback is provided on time is an issue of significance and should be emphasized if 

there is to be consistency and continuity in the path of an Organizational goal. The 

timelier the feedback is provided the fewer the work hours in a week employees will 

be immersed in. Satisfactory work-life balance can be achieved when tasks are 

finished hastily within standard work hours. 

The third aspect that explains the inverse relationship between extent of feedback 

timeliness and employee work hours in a week which is a determinant of work-life 

balance is; the learning pace of employees. Employees learn from everyday 

experiences besides taking part in training and development programs. The pace at 

which they learn and make outstanding improvements in their forthcoming duties is 

dictated by the extent of timeliness of feedback. The timelier feedback is provided, 

the fewer work hours employees will work due to acquiring of insight from the 

feedback provided and accordingly fine-tuning their efforts according to what was 

learned from previous experience. The quicker feedback is provided; the quicker 

employees learn what is needed to be improved to increase chances of achievement 

of Organizational goals according to the required Organizational standards. Fewer 

work hours implies employees get the opportunity to engage in their personal life 

matters in an appropriate timeframe. 

From the findings of this research study it is observed on the data that it is wiser to 

emphasize on timeliness of feedback as it has significant effect on employees work 

hours which determines level of work-life balance. Clarity of feedback is important 

but much priority should on ensuring feedback is provided timely during timeframe 

when it is most relevant. During the appraisal phase the right mix of attributes that 

will bring about desirable optimal work-life balance is one whose proportions are 
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mostly high magnitude of feedback timeliness with a considerable appropriate 

amount of feedback clarity.  
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CHAPTER FIVE 

CONCLUSION AND RECOMMENDATIONS 

5.0 Introduction 

This chapter presents summary of findings, conclusion of the study and 

recommendations. 

5.1 Summary of findings 

The study revealed that planning influences work-life balance through the inverse 

relationship that objective specificity and task deadline have with employee work 

hours in a week. Monitoring was revealed to influence work-life balance by the 

relationship that the attribute supervisor availability for consultation; has with 

employee work hours in a week. Appraisal was discovered to influence work-life 

balance with its inverse relationship between the attribute feedback timeliness with 

employee work hours in a week and also with the positive relationship that feedback 

clarity has with employee work hours in a week. 

5.2 Conclusion 

Objective specificity and task deadline are significant predictors of employee work-

life balance in the planning stage of organizational goal setting. The P- value of 

objective specificity was 0.001 and that of task deadline was 0.002 meaning the 

variables are statistically significant at a 95% confidence interval. The variable 

objective specificity was observed having a coefficient of -1.824 which signals an 

inverse relationship between objective specificity and employee working hours in a 

week. This means as objective specificity increases, employee working hours in a 

week reduce. Also having an inverse relationship with employee working hours in a 

week is the variable task deadline which was observed having a negative coefficient 

of -1.179 implying every unit increase in tightness of task deadline, employee 

working hours in a week decreased by a 1.179 unit. The job monitoring stage 

influences work-life balance with the variables; supervisor availability for 

consultation and amount of directives. At a 95% confidence interval level the 

variables; supervisor availability and amount of directives are statically significant. 

They have P- values 0.007 and 0.051 respectively which is below the P-value 0.05 

used whilst running the multiple regression model. The variable supervisor 

availability has a negative coefficient of -0.998 implying an inverse relationship 
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between supervisor availability and employee working hours within a week. For each 

unit increase in supervisor availability there is a 0.998 decrease in employee working 

hours in a week. The variable, amount of directives is observed to also have an 

inverse relationship with employee working hours in a week with its negative 

coefficient -0.678. As amount of directives increase by a particular unit, employee 

working hours in a week decrease by a 0.678 unit. 

Job appraisal feedback has an impact on employee work-life balance represented by 

the proxy indicator employee working hours in a week with a focus on the variables 

feedback timeliness and feedback clarity. Feedback timeliness has a P-value of 0.000 

and feedback clarity has a P-value of 0.028 meaning they are statically significant 

variable at a 95% confidence interval because their value is below the P-value 0f 

0.05 which was used whilst running the multiple regression model. Feedback clarity 

has an inverse relationship with employee working hours in a week which is implied 

by its negative coefficient -1.768. Each unit increase in feedback timeliness leads to a 

1.768 decrease in employee working hours in a week. The variable, feedback clarity 

has a positive coefficient of 0.703 implying that for each unit increase in feedback 

clarity, there is 0.703 increase in employee working hours. This nature of 

relationship is attributed to factors like: strive for perfection, individual competency 

doubts, feedback’s context and indecisiveness of prioritization choice. 

5.3 Recommendations 

5.3.1 Recommendations about job planning phase 

Concerning objective specificity, managers need to make sure that they communicate 

much clearly with the subordinates about the goals that they intend to set and 

subordinates need to ensure that they clearly understand the specifications of the 

action plans they are to execute so as to enable completion of tasks in the shortest 

timeframe period thus allowing pursuing of personal life matters in the appropriate 

time. On the aspect of task deadline, they should be short but reasonable enough if 

employees are to be motivated to accomplish their tasks fast enough within the 

required period. Tasks that are less complex should have short deadlines so as to 

create challenge which is a motivator towards task accomplishment and attainment of 

job satisfaction by employees. 
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5.3.2 Recommendations about job monitoring phase 

Concerning supervisor availability, the supervisor should set aside more time to be 

available to the subordinates for consultation. Setting aside more time to cater to 

subordinates inquiries will enable subordinates to learn about most effective ways to 

accomplish tasks within short timeframe possible allowing them to have more time 

to devote to their personal life matters. Concerning amount of directives; superiors 

should frequently be on the lookout, observe subordinates actions and always step in 

to provide directions on subordinates re-aligning themselves back in the desired goal-

path. The more directives the better the execution of tasks in the shortest time 

possible as misalignment from goal-path would have been resolved. Also employees 

should constantly seek guidance whenever a particular aspect of task is hard to 

perform. 

5.3.3 Recommendations about job monitoring phase 

Concerning feedback timeliness, feedback should be provided to the subordinates in 

the shortest timeframe possible to enable them identify the effectiveness level of 

their implementation tactics within the appropriate and relevant time where 

adjustments to action plan implementation strategies can be modified to improve job 

performances. Subordinates are advised to seek feedback much sooner while the 

timeframe for adjustment of errors still stands. Concerning feedback clarity, in order 

to reduce occurrences of subordinates being overwhelmed by negative nature of 

particular feedback, managers need to provide constructive criticism whereby harsh 

confrontations when subordinate performance is not up to set standards, should not 

be made. The feedback should be clear enough but also constructive in nature so as 

to motivate subordinates to perform their task within the required standards. 

Managers should not bluntly criticise subordinates on their performance for it will 

lead to them being unenthusiastic about work thus will perform tasks with less effort 

increase the amount of time it takes them to accomplish particular tasks. 
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5.3.4 Future studies recommendations 

Recommendation for future studies is that studies should use other proxy indicators 

of work-life balance specifically workload size so to test for consistency of variable 

relationships with work-life balance. Future studies should take on a qualitative 

approach to attain further insight on effect of organizational goal setting with work-

life balance. 
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APPENDICES 

Appendix 1: Questionnaire to be filled by subordinates within the organization. 

I am Aron Muzanila, a student at University of Dodoma pursuing a Master Degree in 

Business Administration with Registration number HD/UDOM/00487/T.2018. I am 

conducting a research study on “Influence of Organizational Goal setting on 

Employee Work-life Balance” A case of Social security funds schemes in Tanzania. 

This research study is partial fulfillment of my postgraduate degree studies. Thus, I 

kindly request your participation by filling this questionnaire. The information you 

provide shall be treated confidentially and solely for this research study. 

Definition of Work-life balance: The term Work-life balance refers to the state of 

equilibrium where a person equally prioritizes the demands of one's career and the 

demands of one's personal life. 

1. Name of organization: …………………………………….. 

2. Department: ………………………………………………. 

3. Job title……………………………………………………. 

Please tick appropriately and fill relevant information where required. 

4. Sex:Male Female  

5. Age:       

20-30 Years      31-40 Years 41-50 Years 51-60 Years  

  Above 60      

5.Level of education:   

Certificate  Diploma   Bachelors Degree   Masters Degree  

          PhD     Other   (specify)………………………… 

6. Marital status:  
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Single Married/Cohabiting     Widowed     Divorced/ Separated 

 

7. Number of years working in the Organization:  

0-2 Years       3-5 Year       6-10 Years More than 10 Years  

8. Show the extent to which your job objectives are specific and clear (5= 

Highly specific 4= Specific 3=Neither specific nor unspecific 2= 

Unspecific 1 = Highly unspecific 

 

5       4       3     2     1  

 

9. Show the extent to which your job objectives are measurable/ 

quantifiable. 5= Highly measurable 4= Measurable 3=Neither 

measurable nor unmeasurable 2= Unmeasurable 1 = Highly 

unmeasurable 

 

5       4       3     2     1  

 

10. Show the extent to which your job objectives are attainable/ achievable. 

5= Highly attainable 4= Attainable 3=Neither attainable nor unattainable 

2= Unattainable 1 = Highly unattainable 

 

5       4       3     2     1  
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11. Show the extent to which your job objectives are relevant to your job 

according to your job description. 5= Highly relevant 4= Relevant 

3=Neither relevant nor irrelevant 2= Irrelevant 1 = Highly irrelevant 

 

5       4       3     2     1  

 

12. Show the extent to which your job objectives are time bound. 5= Highly 

time bound 4= Time bound 3=Neither time bound nor time unbound 2= 

Time unbound 1 = Highly time unbound 

 

5       4       3     2     1  

 

13. Indicate the amount of time which you work under direct supervision of 

your superior. 5= Very much time 4= Much time 3=Neither much time 

nor less time 2= Less time 1 = Very less time 

 

5       4       3     2     1  

 

14. Indicate the amount of directives which you often from your superior. 

5= Very many 4= Many 3=Neither many nor few 2= Few 1 = Very few 

 

5       4       3     2     1  

 

15. Indicate the extent of helpfulness of directives from supervisor on 

guidance about job objectives. 5= Very helpful 4= Helpful 3=Neither 

helpful nor unhelpful 2= Unhelpful 1 = Very unhelpful 

 

5       4       3     2     1  
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16. Indicate the level of availability of your superior for consultation. 5= 

Highly available 4= Available 3=Neither available nor unavailable 2= 

Unavailable 1 = Highly unavailable 

 

5       4       3     2     1  

 

17. Show the extent of timeliness of feedback provided regarding task 

implementation majority of the time. 5= Highly timely 4= Timely 

3=Neither timely nor untimely 2= Untimely 1 = Highly untimely 

 

5       4       3     2     1  

 

18. Show the extent to which the feedback you get is often clear. 5= Very 

clear 4= Clear 3=Neither clear nor unclear 2= Unclear 1 = Vey unclear 

 

5       4       3     2     1  

19. Indicate  how often adjustments are done to initial action plans that were 

already setup in place during the planning phase 5=Much often 4= Many 

times 3=Neither much nor few times 2= Few times 1 = Much less times 

 

5       4       3     2     1  
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WORK-LIFE BALANCE 

1. How many hours do you often work in a week? ...................................... 

 

2. How often do you work past standard work hours? 

Daily Weekly Monthly Yearly Never 

3. Do long work hours affect your job efficiency? 

Yes No  

4. Do you tend to prioritize tasks or do you prefer to multitask? 

Prioritize tasks Multi-task  

5. Are you satisfied with the size of your workload? 

Yes No  

6. Do you enjoy tasks that are challenging in nature? 

Yes No  

7. How far is the distance that you commute/ travel to and from work? 

500m- 1Km 2-7Km 8-14Km 15-20Km More than 20Km  

8. Indicate  how often you are able to attend to your personal life obligations in 

the appropriate time 5=Most of the time 4= Sometimes 3= Rarely 2= Much 

rarely 1 = Never 

5       4       3     2     1  
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9. Indicate  your satisfaction status regarding the size of workload of your job 

5=Satisfied with huge workload 4= Satisfied with minimal workload 

3=Neither satisfied nor unsatisfied with workload size 2= Unsatisfied with 

huge workload 1 = Unsatisfied with minimal workload 

 

5       4       3     2     1  

10. Indicate  your satisfaction status regarding your recent performance appraisal 

scores 5= Very satisfied 4= Satisfied  3=Neither satisfied nor unsatisfied 2= 

Unsatisfied 1 = Very unsatisfied 

 

5       4       3     2     1  

11. Indicate your satisfaction status regarding amount of work resources allocated 

5= Very satisfied 4= Satisfied  3=Neither satisfied nor unsatisfied 2= 

Unsatisfied 1 = Very unsatisfied 

 

12. Indicate theextent of interference of your job tasks with your personal life 

matters. 5= Very much interference 4= Much interference 3=Neither much 

nor less interference 2= Less interference 1 = Very less interference 

5       4       3     2     1  

13. Indicate the extent to which the work pressure on your job is tolerable 5= 

Highly manageable 4= Manageable 3=Neither manageable nor unmanageable 

2= Unmanageable 1 = Highly unmanageable 

 

5       4       3     2     1  

14. In your opinion does the organization you work in put effort in enabling 

employees to balance their work and personal life obligations? 

Yes No  
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Appendix 2: Ethical Clearance Letter 
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Appendix 3: Research Clearance Letter 
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Appendix 4: Research Clearance Letter from NSSF 
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Appendix 5: Permission Letter from PSSSF 

 


