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Abstract
The issue relating to work-life conflict and its effects on employee performance has become topical in academic and professional circles. Therefore, the main objective of this thesis is to examine why and how work-life conflict influences employee performance at the Upper West Regional Hospital. To situate the research in its right perspective, the pragmatic worldview was leaned on. Drawing on the role theory and the mixed method approach, questionnaires and key informant interviews, data was gathered from forty-one (41) health workers at the Upper West Regional Hospital. The findings from the questionnaires and interviews unveiled that a significant proportion of staff at the Upper West Regional Hospital experience constant time pressure, high work demands, and stress. The findings also unveiled that job satisfaction among employees at the Upper West Regional Hospital presents a mixed picture. The findings further revealed that job stress is one of the factors in work-life conflict as the presence of stressors related to workload, time pressure, interruptions, and job security are some of the causes of work-life conflict. The study concludes that workload, time pressure, interruptions, concerns about job security, job demands and perceived unfair treatment have been identified as some of the factors that cause job stress for staff at the Upper West Regional Hospital. The study therefore recommends the implementation of effective workload management strategies by the management of the hospital to reduce constant time pressure and high work demands, allowing employees to maintain a healthier work-life balance.
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[bookmark: _Toc145328187]CHAPTER ONE
[bookmark: _Toc124295237][bookmark: _Toc145328188]INTRODUCTION
[bookmark: _Toc124295238][bookmark: _Toc145328189]1.1 Background
Globally, the issue relating to work-life conflict and its influence on employee performance has been considered a very important topic to deal with. Every individual is faced with several problems which he has to accept and solve (Siddiki, 2013). The journey of life is full of struggles especially, for employees who compromise on several issues throughout their working life. Employees work not just to earn a decent livelihood for themselves alone, but also for their families and also ensure safety and privacy. As the trend of people engaged in paid jobs has increased in the world, it has also heightened the need for work-life balance with families and jobs to avoid conflicts. 

Work-life conflict is an overlap between an individual's paid work and other outside activities.  Greenhaus and Beutell (1985) posit that work-life conflict is “a form of inter-role conflict in which the role pressures from the work domain and those from the private-life domain are incompatible”. Work is viewed as an integral part of human life but the key constituents of adult life are family and work (Neerpal and Barath, 2013; Nordenmark, 2017). This means that, if an individual is not able to have steadiness between the two domains it could result in conflict of one over the other. According to (WHO, 2017) about 60-70% of adult males and 30-60% of adult females make up the global working population. However, joining family roles and work roles effectively is difficult for most workers (Ernst and Young, 2015).  Since these roles are incompatible, an inter-role conflict occurs (Laode et al., 2017). 

In the African context, it is imperative to mention that traditionally, the father (man) is seen as the breadwinner of the family, while the mother (woman) is the caregiver and homemaker. An African woman is expected to perform roles such as wife, mother, and hostess to guests and extended family members, sister-in-law, brother-in-law and daughter-in-law (Bayazit and Bayazit 2019). These roles have evolved over decades with both men and women accepting the roles of paid work in their lives (Apodiari and Laisi, 2016) and Ghana is not exceptional. As a paid employee, the individual is still expected to fulfil these roles. Although fulfilling these roles may elicit acceptance and praise, not fulfilling them, by contract, may elicit a wave of condemnation from families and communities (Chang et al. 2017). 

In Sub-Saharan Africa, the issues of work-life conflict may lead to work-family conflict as it is expected that the individual paid employee fulfils his or her family obligations alongside his or her work. The problems associated with work-life conflict do not belong to individual families alone but have a major social and economic impact on the greater community.
In Ghana, work-life conflict has become a major issue for most public sector workers and the Upper West Regional Hospital which is the largest referral center in terms of health care delivery in the Upper West Region and beyond is not an exception.  Personal observation and interactions with some health workers reveal that the majority of the workers at the Ghana Health Service especially the Doctors, Nurses and Administrative Staff appear to have conflicts with their formal work hat of their personal lives.  This stems from the fact that as a health worker, one can be called upon at any point in time to attend to an emergency.  This suggests that there can be conflict between the worker’s private life and work life. As a result, the interplay between the economic and social roles of employees always generates imbalance, where the dominance of the functionality of one role over the other affects the overall performance of the individual on both ends. The challenging issue is that the inter-role stressors from work and life domains are considered to be mutually dissenting (Lewis, Gambles and Rapoport, 2007). Whereas employers demand the maximum concentration, innovativeness and experience from individuals as employees within a defined period, families and communities require the attention, care and guidance of these same individuals who are parents and relatives at certain periods.

Obimpeh, (2021) outlines a key element that tends to affect the working environment of employees which creates conflict. These include the job characteristics or nature of the job which is made up of the operational approach and operational structures of the organisation.
Although conflicts are enviable in the daily interaction with humans, conflicts can, however, be resolved when there is an adequate understanding of its causes. This suggests that employees need to strike a balance between their work life and their social and private lives. Hall and Hall, (1982) indicated that the pressures from one work role can interfere with pressures from the others, which can result in overload and psychological stress which affects the wellbeing of role performers. Bearing in mind these disclosures, it is clear that work-life conflict has consequences which can affect employees, their work and the organization as a whole.  Any imbalances in the work-life relationship do have a cascading impact on the quality of role performance in both domains, which also has sociocultural and economic implications for workers (Mudrak et al., 2018). In that regard, work-life conflict remains a major concern for people and institutions concerned about the quality of working life about the broader quality of life. This stems from the fact that a balanced work-life score offers an organisation with a creative employee (Moore, 2007), while disparity in the work-life balance brings about depressed staff (Sandhya et al, 2011). This situation becomes more problematic for employees of the Upper West Regional Hospital who as human beings almost always have to juggle between the economic and social imperatives with parallel expectations from both. This research, therefore, sets to examine work-life conflict and employee performance at the Upper West Regional Hospital of Ghana.


[bookmark: _Toc124295239][bookmark: _Toc145328190]1.2. Problem Statement
The issue relating to work-life conflict and its effects on employee performance has become topical in academic and professional circles. The reason being that work-life conflict has consequences for both employees and organizations (Hamid and Amin, 2014). Time is considered as money because it never stops for anyone. Similarly, if an individual stops and feels that he/she cannot deal with the problems then he/she has to face a lot of hardships in his/her life. The time he had wasted on thinking can never come back. Every individual is fighting for his right in today’s scenario in order to achieve a reputable position and to spend his life comfortably by increasing his standard of living. A lot of compromises are made during the journey of struggle. What an individual is doing to earn his/her livelihood is not just for his/her personal prosperity and success, but he/she has to do a lot for his/her family life and his/her own safety and privacy along with theirs (Siddiqui, 2013).

As the trend of working for employees especially, health workers increase, it also increases the need for work- life balance with family and job. The inability of employees to balance their work-life usually results in work-life conflict. Organizations in their quest to resolve work-life conflict have been admonished to institute many human resource interventions including flexible and alternate work schedules. Meanwhile, promoting policies and interventions that facilitate work-life balance require a deeper introspection of effectively diagnosing and assessing the sources of stressors that tend to obstruct this optimal balance (Obimpeh, 2021). In most instance, employees become worse off as the work demands tend to take more of their time and attention thereby, derailing how they conduct affairs in the social vicissitudes.

Employees at the health facilities especially at the Upper West Regional Hospital face enormous dangers due to diseases, coupled with anxiety and psychological stress. Many of them have complained about how they sought for helping hands to take care of their families as most part of their working time is spent at the work place. The prevailing situation in Ghana’s healthcare system has been worsened by COVID-19. The situation is characterized by an inadequate workforce, stressful work demands and schedules, and limited material resources to facilitate work which can lead to work-life conflict.

It has been observed that many nations have no flexibility in their working environment, long working hours and conflicting roles among employees. This often creates tension and stressful situations for the employees. The difficulty is predominant in public sector organisations such as hospitals where bureaucracy and the status quo are the order of the day.  In Ghana, the problems of work-life conflict have become so challenging that the quality of employees’ wellbeing is reducing resulting in lack of commitment and reduced productivity. 

There is some literature on work-life conflict, work-life balance and work-family conflict. As Aycan (2008) puts it most studies on work-life conflict have come from the developed countries. A great need is seen for more empirical research on work-life conflict in developing countries (Karatepe, Kilic and Isiksel, 2008). In Ghana some studies on work-life conflict include that of Ametorwo (2012) who, apart from other environmental antecedents of work-life conflict, examined the extent to which the personality of individuals contributes to the levels of conflicts experienced among formal workers. Ametorwo’s (2012) study found no significant difference between male and female married formal workers in their experience of life-to-work conflict. Also, for both work-life conflict and life-to-work conflict, no significant difference was found. Amponsah (2011) studied work-family conflict concerning dual-earner individuals in Ghana, where he found work stress to have negative impact on marital status relations. Bedu-Addo (2010) investigated the intensity of conflict experienced by women in higher status organizations.  
However, research on work–life conflict and employee performance in the context of health sector has been largely missing. Other studies on work-life conflict (e.g., Kissi-Abrokwah et al., 2015; Ametorwo 2016; Morrison et al.,2020 and Gamor et al., 2018) focused on female employees and not all employees (e.g., female bankers and female entrepreneurs and hospitality), but they have neglected work–life conflicts involving males and females’ employee’s performance both work and private life in the health sector. It is, therefore, necessary to determine factors which contributes to the occurrence of Work-life conflict in Sub-Saharan Africa, particularly among health workers in Ghana

Conceptually, no study has been spotted on work-life conflict and employee performance in the health sector especially, in the Upper West region. The research work on performance in the health sector as literature revealed in the region so far are Ampofo et al., 2020 who examined the effects of stress on performance and Seidu, 2019 who researched into the effects of in-service training on the performance of health workers in the Wa municipality. Thus, the few research works have neglected work-life conflict and employee performance in the health sector in the Upper West Region.

Ghana has made strives to make workers have time to attend to their personal issues by enacting policies and laws that govern employees and employers at the work setting. For instance, the Labour Law of Ghana Act 2003 (Act 651) has guidelines on leave, annual leave, study leave, maternity leave, sick leave, casual and many others. However, these policies and laws appear not to adequately address the issue of work-life conflict of employees in Ghana. Beside McMillan, Moris and Atchley (2008) in their work stated that more work needs to be done by Human Resource Development (HRD) and Human Resource Management (HRM) researchers to further the work-life agenda. A lacunae therefore, exist which needs to be filled. It is against this background that this research seeks to examine the effects of work-life conflict on employees’ performance at the Upper West Regional Hospital.
[bookmark: _Toc124295240][bookmark: _Toc145328191]1.3. Research Questions
[bookmark: _Toc124295241][bookmark: _Toc145328192] 1.3.1. Main Research Question
The main question that the research seeks to answer is: Why and how does work-life conflict influence employee performance at the Upper West Regional Hospital?
[bookmark: _Toc124295242][bookmark: _Toc145328193] 1.3.2 Specific Research Questions	
The specific research questions that the study seeks to address are:
1. What is the relationship between work-life conflict and job satisfaction at the Upper West Regional Hospital?
2. What is the relationship between work-life conflict and employee frustration at the Upper West Regional Hospital?
3. What is the relationship between work-life conflict and job stress at the Upper West Regional Hospital?
[bookmark: _Toc124295243][bookmark: _Toc145328194]1.4. Objectives of the Study
[bookmark: _Toc124295244][bookmark: _Toc145328195]1.4.1 Main Objective
The main objective of this research work is to examine why and how does work-life conflict influence employee performance at the Upper West Regional Hospital.
[bookmark: _Toc124295245][bookmark: _Toc145328196]1.4.2 Specific Research Objectives
The specific objectives that the study seeks to achieve are:
1.  To assess the relationship between work-life conflict and job satisfaction at the Upper West Regional Hospital.
2. To examine the relationship between work-life conflict and employee frustration at the Upper West Regional Hospital.
3. To examine the relationship between work-life conflict and job stress at the Upper West Regional Hospital.
[bookmark: _Toc124295246][bookmark: _Toc145328197]1.5. Significance of the Study
Work-life conflict and performance has become a topical issue among the academia, employers, employees and other stakeholders. Hence, a great deal of attention is now being given to it. As such, an intensive study such as this needs to be carried out to unearth some of the critical issues surrounding work-life conflict and employee performance. 

The study contributes to knowledge by confirming or stating otherwise of some of the key findings by earlier researchers. It is going to augment the literature by earlier researchers and also make it easy and meaningful to future researchers who will have the desire to conduct an enquiry into work-life conflict and workers’ performance.

This study would also serve as a guiding tool for policy makers to design appropriate strategies, procedures and policies that will suit Ghana’s development agenda on work-life conflict in organisations.
[bookmark: _Toc102026079][bookmark: _Toc124295247][bookmark: _Toc145328198]1.6. The Scope of the Study 
The study focused on work-life conflict and employees’ performance using the Upper West Regional Hospital as a reference.  The Upper West Regional Hospital was chosen because, it is the largest referral centre in the region and houses almost all the calibre of health personnel compared to other hospitals in the region. The study targeted Medical Doctors and Specialists (Gynaecologists, Physicians, Emergency, Psychiatric, Orthopaedic, Surgical and Dental) and Nurses and Midwifes. The study concentrated on these categories of staff because, the Hospital is made up of diverse group of employees who cannot be studied within the limited time space for an academic work such as this. A critical look at the formal approaches on work-life conflict and staff performance in organisations is taking into consideration. Theoretically, the study was guided by the role theory.

[bookmark: _Toc124295248][bookmark: _Toc145328199]1.7. Limitations and Delimitations 
In social science research, a carefully thought scientific methods and approaches are usually put in place to ensure the achievement of the research objectives.  In some instances, the well thought out plans and procedures maybe impeded by unforeseen contingencies such as the availability of a respondent who may be willing to respond to the research questions by telephone instead of questionnaire. Thus, the Researcher overcame these unforeseen circumstances by studying and reviewing the available literature and examining critical factors that can have an effect on work-life conflict and employees’ performance. Secondly, the fact that the number of respondents in the study area may be many and since time is of essence in academic work such as this, the researcher may recruit Research Assistants to assist in collecting the data.

[bookmark: _Toc102026080][bookmark: _Toc124295249][bookmark: _Toc145328200] 1.8. Organisation of the Study
The study is organised into five chapters. Chapter one consists of the introduction/background, problem statement, main and specific research questions, main and specific research objectives, significance of the study, and scope of the study area organization of the study and limitations and delimitations of the study. Chapter Two encompasses relevant/related literature review on theories and concepts that are pertinent to work-life conflict and employee performance. Chapter Three is made up of the research methodology, research design, data collection techniques and analysis and profile of the study area. Chapter Four provides the results and discussions of the data obtained from the respondents, while Chapter Five is made up of the major findings, summary, conclusions and recommendations.

[bookmark: _Toc145328201]CHAPTER TWO
[bookmark: _Toc145328202]LITERATURE REVIEW
[bookmark: _Toc145328203]2.1 Introduction
In these recent times, the issue relating to work-life conflict and its influence on job performance has been considered a very vital topic to deal with (Siddiki, 2013). Every individual is faced with a number of problems which he/she has to accept and solve.  Both the positive impacts and the negative impacts have been dealt with by researchers so organizations can take advantage of it.  For instance it has been recognized that, workers have to face an inversely proportional scenario in their life with the work-life conflicts and wellbeing, what this means is that work-life conflict affects the wellbeing of an individual to a great extent. The higher the work-life conflicts, the lower the wellbeing of an individual would be (Siddiki, 2013).

Work-life conflict has been considered as the number one situation that lowered the level of employee satisfaction, burnouts would be at its highest, there will be excessive use of alcohols and drugs along with poor health and safety issues. These were all reported by keeping in view the individuals who had actually faced such kind of conflicts and had gone through such situations.

It has been noted by (Siddiki, 2013) that, social support work has been spread over many dimensions and roots, but on the other hand few researchers have measured it by using only root and have made it through. It can be stated in such a way that there are some exceptional forms of dimensions which could be used in order to eliminate the work-life conflicts on a great extend as they are really helpful in maintaining a work-life balance for individuals.
At times individual just need emotional support and emotional stability to bring him/her satisfaction than any other physical support would bring.  Literally, majority of conflicts depend on the situations and the depth of issue which has created the feeling of anxiety in an individual. If the reason for anxiety and worry is highlighted then people can use a variety of options in order to reduce and eliminate his /her feeling and can make him/her feel contented and satisfied.  But it is always very difficult to understand what situation is causing individuals react worst.

This research is of view that mixed findings on the topic by other researchers lack specificity rather generalization.  Another researcher suggested that work-life conflict issues and employee performance should both be considered equally and when support is required then stressor be supported and expected outcomes should also be associated well. 

This section reviews related literature to the topic which include the role theory, the concept of work-life conflict, employee performance, leave policy, flexible working hours. In addition, the link between work-family conflict and job performance, empirical studies on job satisfaction, employee frustration, job stress and the conceptual framework for the study are presented. Also, the chapter presents the research hypotheses and model and summary of the chapter. 

[bookmark: _Toc145328204]2.2. Work 
Habtamu Girma Demiessie, (2022) sees work as engagement   in any meaningful activity for predefined outcome which is deliverable in predefined (bounded) time period. Habtamu Girma Demiessie's definition of work in 2022 suggests that work is engagement in any meaningful activity with predefined outcomes that can be delivered within a set, bounded time period. This definition emphasizes the importance of purposeful and time-bound efforts. In contrast, the Oxford dictionary defines work as any activity that involves mental or physical effort with the aim of achieving a purpose or result. This definition highlights the idea that work is purpose-driven and requires effort, but it does not necessarily require that the desired outcome is achieved.
From this definition of the oxford dictionary, working or exerting both mental and physical efforts without achieving an aim may not be considered as work. Work is a vital event, a truth that is inevitable in the life of an individual whatever form it is done (Walier, 2019). It is an activity undertaken by individual through which satisfaction is gained from what it brings. Work is viewed as an imperative not only for socioeconomic well-being but also for physical and psychological well-being of an individual. Recent statistics suggest that in the United States individuals tend to make a more permanent commitment to their work than to their first marital partner.  Work is an inevitable and vital aspect of an individual's life, regardless of the form it takes. It's an activity that can bring satisfaction and is not only important for socioeconomic well-being but also for an individual's physical and psychological well-being as viewed by Walier, 2019. The definitions and perspectives underscore the significance of work as purposeful, time-bound activity that can be fulfilling and essential for overall well-being.
[bookmark: _Toc124295255][bookmark: _Toc145328205]2.3. Conflict 
According to Mahama and Longi (2009), conflicts are nearly unavoidable. As long as people interact with one another, disagreements and differences over various issues are bound to arise. In some cases, these differences escalate into violent clashes. In the context of Ghana, the conflicts can be broadly categorized as either inter-ethnic or intra-ethnic. This perspective highlights that conflicts are a common feature of human interaction, and in the Ghanaian context, they often revolve around issues related to ethnicity, land, political power, religion, and political affiliations.
Conflicts are bound to happen in societies; as the basis of conflict may vary to be personal, racial, class, caste, political and international. Conflict may also be emotional, intellectual, and theoretical, in which case academic recognition may, or may not be, a significant motive. Intellectual conflict is a subclass of cultural conflict, MacDonald, Kevin (2009) a conflict that tends to grow over time due to different cultural values and beliefs.
MacDonald, Kevin (2009) noted that, conflict within a group often follow a specific course.  For instance, routine group interaction is first disrupted by an initial conflict within the group, often caused by internal differences of opinion, disagreements between its members, or scarcity of resources available to the group. At this point, the group is no longer united, and may split into coalitions. This period of conflict escalation in some cases gives way to a conflict resolution stage, after which the group can eventually return to routine group interaction or split.

Conflict may be regarded as a disagreement between one or two people over an opinion, idea or a thing. Nanda, (2015) says that conflicts are reality of life and at workplaces, which can be functional or dysfunctional. As functional, it forces creativity or positive productivity while dysfunctional is negative and stressful. In this contemporary world, there is high competition among both private and public institutions to meet the demands of clients. As such, functional conflict can best fit in the organization as it forces employees to search for better ways to execute their roles and it eradicates group-think. Dysfunctional conflicts can also result in undue pressure and difficulty for some employees to perform in the organization (Nanda, 2015). As a result, most employees are constantly juggling their family life and work roles. In an attempt to balance both, it is often the interference of one on the other which leads to some negative outcomes (Bell et al., 2012), hence work-life conflict. Conflicts between work roles and personal life have a high societal importance because they are associated with negative subjective outcomes, including physical and mental health (Molina, 2020). 

Asiedu-Appiah et al., (2014) posit that, work-life conflict is related to stress, depression, and a variety of stress-related health effects, and that such ill health increases work absenteeism, turnover, and low morale. A study has it that, work-life conflict is unavoidable in contemporary life (Bell et al., 2012), and the potential reason for the increasing work- life conflict for employees and institutions or organizations worldwide is the ever-growing job stress. 

In recent era, organizations are challenged with market-driven globalization and a firm demand for growth and efficiency (Bell et al., 2012). Employers are demanding more from employees, and they are increasingly putting additional pressure on them to achieve greater results. Maintaining work life balance is not only important for the personal health and relationships, but it can also improve the efficiency of work performance Sianquita and Laguador (2017). 

The result of a poor balance between work and personal life not only affects employees, but it also affects the companies that they work for as in the importance of work-life balance 2015. Employee stress can increase to the level of burnout, resulting in lower productivity at work, a higher potential for stress related health problems and absenteeism, with the associated costs related to these being passed on to the company. In addition to this, personal and co-worker relationships and reduced job satisfaction can be experienced by employees.

People in careers who are desirous to helping others, like healthcare workers are the ones facing challenges to find time for self-care Sianquita and Laguador (2017), and they are often the worst at maintaining a healthy work-life balance Sianquita and Laguador (2017). They are facing a lot of pressure from the expectations of the patients and the hospital clients where they are in the forefront of the business operation of the organization.

[bookmark: _Toc145328206]2.4. Concept of Work-Life conflict
Globally, the research of work-life conflict typically focuses on the difficulties employees have in balancing their work and family responsibilities (Kengatharan, 2017).  The difficulties employees have in balancing their work and family roles have negative repercussion to both the employee and the organisation.  Previous studies such as (Jayaweera, 2005), and (Greenhaus and Beutell 1985) found that work life conflict affect employee self-development, career advancement, absenteeism, tardiness, and poor work performance respectively.  For this reason, Work-life conflict issues have attracted the attention of both international and national policy- makers especially over the past few decades. 

A number of legislations have been enacted at both international and national levels over the years to respond to crisis and the conflict between work and life. For example, Convention No. 156 (1981) of the International Labor Organization, (ILO) requires that managers of organizations   make it an aim of a national policy that all employees with family responsibilities both women and men are employed without discrimination or, as far as possible, conflict between work and family obligations. The Convention made it clear by putting forward a set of policy plans such as   leave policies, social care services, social security, flexible working time and work organization arrangements and workforce reintegration policies as well as gender responsive awareness-raising and education (Articles 4–7). Clearly, work-life conflict   issues have thus become a strategic focus for businesses and a public policy priority.

Other studies have it that, in the late 1970s work-life conflict was first used to denote the balance between an individual’s work and personal life in the United Kingdom.  Some scholars have written about the ever-growing boundaries between work and life. Work-life conflict can be achieved when there are flexible working hours, thus allowing employee to attend to difference needs. Moreover, work-life conflict is multi-dimensional and a broad concept which includes disequilibrium between career aspirations on one side compared with pleasure, vacation and family life. Long working hours, strength and intensity of work have frequently come up as the topmost concerns of the employee.

Other research work shows that, work and family lives are co-dependent. Thus, conflict arises when stress emanated from performing one role makes it difficult for a worker to perform in another role at the same time and also when specific behaviours are meant for only one role whereas an individual has to perform two roles. Work schedules, such as work orientation, marriages, children and spousal employment patterns may all create pressures to participate extensively in the work role or the family role (Greenhaus & Beutell, 1985).  Aqeel et al 2017, posits that the interaction between work and family conflict and big five personality model was done and reveal that work demand, work and family support and neuroticism were found to be the most interfering variables with work-life conflict.

Work-life conflict is originated from work-family conflicts developed over fifty years ago by (Kahn et al, 1964) they defined work-life conflict “as the simultaneous occurrence of two or more sets of pressure such that compliance with one will make more difficult compliance of the other”. Most employees face the challenge of balancing their work-life/ family life. Greenhaus and Beutell (1985) posit that, work-life conflict is “a form of inter-role conflict in which the role pressures from the work and family domains are mutually incompatible in some respect” (p.77). In this regard inter-role conflict occurs when participation in one role consumes more resources (e.g., working long hours), which is incompatible with performance of another role (for instance, leaving less time available for performing family role (Kengatharan, 2017).  

Literally, an employee participation in the work role will make him/her participation in the family role very difficult by virtue of his/her participation in the work role or vice versa. (Kengatharan, 2017) Noted in the 1980s, that work family/life conflict was considered as a “unidirectional and one-dimensional construct” in his view this unidirectional construct was replaced with a bidirectional construct in the 1990s, contemporary terms as the sources of the conflict: work to family conflict (work interference with family) and family to work conflict (family interference with work). 

 Employees in the health sector in particular are faced with difficulty aligning work and private life because of demanding and misarranged working conditions. This stems from the fact that, as a health worker, one can be called upon at any time to attend to an emergency especially the medical doctors, medical specialist, nurses and midwifes who handled patients on daily basis. In the light of this, Kahn et al (1964) have identified different types of conflict within the work role which that hinders employee performance as; intra-sender; Inter-sender; and person-role conflict.  Among all these form of conflicts, one set of role pressures in some sense is incompatible with the other set of pressures.

Work-life conflict arises when participation in either role is incompatible with the involvement in the other functions. Lack of work-life balance leads to work-life conflict which influences individual performance at the workplace and personal life. An employee with a better work-life balance can contribute more significantly to organizational growth and success Madogwhe & Omogero, (2023). 
[bookmark: _Toc145328207]2.4.1. Measurement of work-life conflict 
[bookmark: _Toc145328208]2.4.2. Work-life Conflict and Job Satisfaction
Job satisfaction is a state of being pleased with one’s job. When the job makes it difficult to meet one’s family commitment, he/she will be less satisfied with the job. Negative emotions that have spilled over from work to the family can also result in work‐family conflict and frustration.  Usually in the presence of work family conflict, job satisfaction is less.   Spector, (1997) view job satisfaction as a measure of workers’ contentedness with their job, whether they like the overall job or different aspects of jobs, such as the nature of work or supervision. 

The measure of an employee job satisfaction can either be cognitive (evaluative), affective (emotional) and behavioural components. It is imperative to note that, the measure of an employee job satisfaction can be different in the extent to which they measure their feelings about the job (affective job satisfaction or cognitive job satisfaction). One most widely used definition of job satisfaction in organizational research is the one by Edwin A. Locke (1976), who define job satisfaction as “a pleasurable or positive emotional state resulting from the appraisal of one’s job or job experiences” (p.1304).  According to the definition, the feeling of being satisfied with the job one does can lead to job satisfaction. Other studies said it is simply how content an individual is with their job, whether they like the job. Organizational theorists have long recognized that interaction on the job as an important determinant of job satisfaction. 

Early organizational scholars such as Mayo (1949) and Maslow (1954) suggested that social interaction and other meaningful connections at the workplace would lead to employee motivation and need fulfilment. Others studies has it that, jobs which offer opportunities for feedback, friendship, and dealing with others should improve employee job satisfaction, because communication at the workplace allows for the exchange of ideas and cues, some scholars even believe that job satisfaction enables the most salient interactions and associated positive outcomes which its advantages are irreplaceable.  Employees who see each other on a daily basis and have access to relatively unrestricted channels of communication facilitate psychological closeness and social presence which intend creates pleasant work environment. Workers who work together at under one environment may foster mutuality, connection, and common ground, enhance communication quality and produce greater levels of information exchange Fonner & Roloff (2010). 

However, all these cannot happen at the workplace without conflict or work-life conflict.  Conflicts are inevitable in every human life. Conflicts can however be resolved when there is an adequate understanding of its causes. Work-life conflict which represent the extent to which work interferes with one’s personal life, and life-work conflicts which denotes the extent to which one’s personal life interferes with one’s work. 

Research on the antecedents of job satisfaction has shown that the supportive aspects of the work environment are positively related to job satisfaction, while work stressors have a negative influence on job satisfaction (e.g., Dorenkamp and Ruhle 2018). This research focused on the work–life conflict among health workers because they are exposed to high job demands and high levels of less work flexibility, which cause constant interference between work and private-life demands and responsibilities. In addition, healthcare professionals have been known for their exhaustive nature of work which eventually has a significant impact on their work-life balance, job performance and well-being (Dousin et al., 2019). 

Job satisfaction is an important concept in any organisations as it will influence employees’ job performance and morale (Dousin et al., 2019). Job satisfaction is the feeling and response of employees ‘towards their job if the feeling towards the job is positive, they will be good performance, the reverse also holds.  In an organisational context, it is basically an employee overall attitude and approach towards their salary, working conditions and control, job promotions, social relationships in the workplace, recognitions as well as group relations apart from their work-life (Blum and Naylor, 1968). Wagner, (1994) posit that, “employees’ job satisfaction could be measured by their attitudes, job performance, turnover rates, absenteeism, grievances and unpunctuality”.

The concept of the work–life conflict gives rise to a meaningful measure of how individuals mentally process their work environment and private-life environment, which helps to explain their job satisfaction Dorenkamp and Ruhle (2018). A health worker with work-life conflict sees the involvement in one role as being made more difficult by virtue of involving in another role (Greenhaus and Beutell, 1985).   Meaning that, work-life conflict is multi-dimensional, work issues as oppose life issues battling for job satisfaction.  Studies by Bell et al., (2012) shows a good work-life balance and low work-life conflict are linked to job satisfaction, organisational commitment, organisational citizenship behaviour, increased diversity and equity, productivity, improved bottom line, and lower turnover intention. Importantly, satisfactory work-life balance and low work-life conflict were also linked to non-work outcomes, such as life, family support, marital and leisure satisfaction and family performance (Allen, et al., 2000). On the other hand, high work-life conflict and low work-life balance are linked to reduced job satisfaction, lower organisational commitment, lower productivity and performance, lower career satisfaction and success, and higher absenteeism and intention to quit, as well as employee burnout, job stress, poorer physiological and psychological health, substance abuse, and diminished family functioning. 

The researcher expects work-life conflict to relate to job satisfaction.
The research state the following 
H1a: There is a relationship between work-life conflict and the job satisfaction.
H1o: There is no relationship between work-life conflict and job satisfaction.

[bookmark: _Toc145328209]2.4.3. Empirical Review on Job Satisfaction.
In their study on women entrepreneurs, Arora et al. (1990) found a negative relationship between work‐family conflict and job satisfaction. Similar results for Singapore women professionals are obtained by Aryee (1992). Pleck et al. (1980) reported that when work‐family conflict exists, the working women experience less job satisfaction. Their findings were supported by Adams et al. (1996) and Kopelman and Greenhaus (1983). However, Holahan and Gilbert’s (1979) research findings showed a positive relationship between work‐family conflict and job satisfaction

[bookmark: _Toc145328210]2.4.5. Work-life Conflict and Employee Frustration
Employee frustration has been defined in difference ways. Spector (1997) opine it is the interference with the achievement or maintenance of a goal that results from organisational factors. 

Weiss et al (1999) says it is a generalized negative emotion that results from undesired outcomes such as perceived maltreatment and interference from goal achievement. Similarly, Akuffo (2015) define frustration as a stoppage of a goal which causes a person to react negatively which may cause harm.  Further, frustration simply occurs when one is inhibited from realizing a goal (Lazar et al., 2005). Since every employee has a goal for his or her action, frustration sets in when these goals are obstructed by some happenings, which the individual may or may not have control over. This research defined employee frustration as the perceived negative emotional feeling from the blockage of goal attainment due to organizational and personal factors. The organizational factors may include work demands are mainly determined by the job descriptions and human resource policies which detail out the expected roles and responsibilities of employees in the workplace (Obimpeh, 2021), whereas personal factors, include years of experience, gender, age, and educational attainment McElwain et al. (2005).

 It is imperative to note that once there is frustration, there is a reaction. In support of this accession, Spector (1997) suggests four reactions to employee frustration which include (a) an emotional response of anger and increased physiological arousal, (b) aggression, (c) withdrawal and (d) trying alternative courses of action.  Lazar et al (2005) clarify the first three as mal-adaptive leading to counterproductive behaviours such as the abandonment of a goal, absenteeism, turnover, sabotage, interpersonal aggression, and withholding of output leading to decrease in job performance of the employee.

Work-life conflict is a form of inter role conflict in which role pressures from the work and family domains are mutually incompatible and inseparable in some respects. (Husu, 2011), meaning that workers participating in the family roles find it difficult working because there is need to balance the two. Work-life conflict is closely linked to reduced job satisfaction, low workers productivity and decreased workers commitment in the workplace. If work and life roles are not balanced, it can lead to increase in both interpersonal conflicts in the organization resulting in work-life conflict, this decreases employees’ commitment. Therefore, this research contends that because employee frustration is a negative emotional response that leads to counterproductive behavior, employees who experience frustrations at work will have high work-life conflict. Hence hypotheses 2
H2a: There is a relationship between work-life conflict and employee frustration.
H2o:  There is no relationship between work-life conflict and employee frustration.

[bookmark: _Toc145328211]2.4.6. Empirical review on employee frustration
 Ntsiful et al., (2018) examined frustration at work and employee performance as moderated by the developmental experience of employees and team support. The findings show that frustration at work affect employee performance negatively.  These findings are supported by prior studies that workplace frustration results in reduced job performance, and lower productivity (Mor-Barak et al., 2001; Cropanzano et al., 2003; Smith, 2005; Taris, 2006).

 An examination of relationship between innovative behaviour, work-family conflict and organizational frustration in a sample of workers drawn in Enugu State Nigeria (Oguegbe et al., 2020). The participants comprised of Two hundred and twelve 212 workers which consisted of one hundred and thirty-nine (139) males and seventy-three (73) females. The Innovative behaviour scale, Work-family conflict scale and Organizational frustration scale were used for the study. The study adopted a correlational design and consequently, Pearson product moment correlation coefficient was used as the study statistics. The study tested two alternate hypotheses. The results revealed that work-family conflict had significant and positive correlation with organizational frustration at r (1, 212) = -.435**, p> .01.

[bookmark: _Toc145328212]2.4.7. Work-life Conflict and Job Stress
Stress is a persistent, complicated emotional state marked by anxiety and is a defining feature of many nerve and mental diseases (Olagunju, 2020). Stress is basically an individual expressing outward of how their basic needs are being violated in a world of conflicting demands. It is a person's emotional and physical reaction to perceived demands and difficulties.  Stress can simply mean an individual reaction to a situation but not the actual situation. Meaning that, a worker feels stressed when he/she think that the demand of work and his/her personal life situation are greater than his/her capabilities. 
Similarly, Kazmi, Amjad and Khan (2018) says stress occurs when an individual perceives an imbalance from one’s rational state which affects one’s physical or mental state. Which occur as a result upsetting occurrences at work, in social settings, and in daily life (including work, family, and social life), as well as by emotional, psychological, mental, and physical sickness. 

Stress often occurs in situations characterized by low levels of control and support.  While this research defined job stress as the harmful physical and emotional responses that occur when the demands of job exceed the capabilities, needs or resources of the worker. Studies show that employees who feel they have little control over their work in one way or the other report higher stress levels. Stress at the workplace is usually caused by low salaries, heavy workloads, lack of opportunity for growth and advancement, unrealistic job expectations and low job security. 

Other scholars opine that, job stress is the negative reaction people have to aspects of their environment as they perceive it.  Usman and Muhammad (2010) argue job that stress is a result of interactions between factors rather than a person's own attitude or environment. Meanwhile stress is a response to stimulus and involves a sense of an inability to cope. Every individual perceives, interpret, cope with and react to the world differently, but stress reaction is an unpleasant state of anxiety.  

While, Sun and Chiou (2014) posit that it is a negative emotional experience followed by predictable biochemical, physiological, cognitive, and behavioural changes aimed at either modifying the events or coping with their repercussions. Ayodele (2014) argues that it is a complex triad of physiological and psychological symptoms brought on by a person's struggles during an attempt to adapt to a new environment. As a result, stress may develop whenever an environment threatens to place demands beyond a person's capacity and resources.
Similarly, Dwyer et al., (2018) revealed that, stressful workplaces could result in “employee tardiness; absenteeism; low productivity; high employee turnover; wasted investment in training; increased costs due to training replacements for sick leave; depression; aggression; and violence. Globally job stress is one of most significant problems facing leaders of organisations thus, managing of job stress will make a business sense as it lowered reduce absenteeism, improve job satisfaction, increase productivity, enhance the organization’s image and improve performance outcome.

According to Nasike al., (2022) Job stress can be either be stress or distress. 
Eu-stress which is refers to us the maximum level of stress an individual can tolerate is positive and inspire workaholic behaviour among employees. Eu-stress awaken the latent skills and capabilities of individuals it motivates people to engage in novel deeds. This type of stress result in success and brings accurate measure of stress and as such should be encouraged at every workplace. Stress that is too much is known as distress. It is unhealthy and harmful to the individual health and mind. This type of stress is negative and come with consequences such as heart attack, depression and among others and as such should not be encouraged at any workplace.

Work-life conflicts create stress on the employee and cause low commitment and performance.
Everyday individuals are engaging in many different roles that come with different responsibilities and challenges, which can lead to work-life conflict. Work-life conflict does not mean one role having supremacy over the other, rather how work and non-work responsibilities can coexist in harmony (Lission et al., 2013). Dwyer et al., (2018) argue that, individuals have limited time, energy and resources to deal with their multiple responsibilities; at times, one role can spill over into the other, which gives rise to conflict.  Meanwhile, individuals need balance between work and personal life, when work responsibilities collide with an individual personal life, stress level rise and productivity reduce (Evers et al, 2014) Work–life conflict can lead to negative consequences, such as: conflict; interference; interruptions; negative spill over which neither benefit the employee nor the employer.

[bookmark: _Toc145328213]2.4.8. Empirical Review on job stress
Bell et al., (2012) reported a study on   the impact of perceived job stress, work-life balance and work-life conflict amongst Australian academics. The study included one hundred and thirty-nine academic staff members employed in universities Australia wide (from higher education and technical college divisions) completed a voluntary self-report questionnaire. Eighty participants were female, 58 were male and one participant did not specify gender. The study’s findings revealed that among Australian academic teaching staff, perceived high job threat stress, increase work-life conflict and ill-being, and reduce work-life balance and wellbeing. Their findings were consistent with research conducted by Greenhaus and Beutell (1985), Wallace (2005), Wong and Lin (2007) and O'Laughlin and Bischoff (2005), which have indicated that high levels of job stress tend to decrease work-life balance and increase work-life conflict among a variety of occupations across the globe, including academics. The results were also consistent with previous studies worldwide which have demonstrated a harmful influence of anxiety-related job stress on wellbeing amongst academics (e.g., Astin & Astin, 1999; Gillespie, et al., 2001; Kinman & Jones, 2003), and amongst other occupations, such as managers (e.g., Hayes, 2007; Moore, 2007) and primary or secondary school teachers (e.g., Schwarzer & Hallum, 2008).

Nosike, (2022) carried out a study that examined the effect of workplace bullying and occupational stress in manufacturing firms in southeast Nigeria as the broad objective with a specific objective and a hypothesis accompanying it. Person-Environment (P-E) Fit Theory was used in anchoring the work. A survey research design was adopted by the study. The population of the study consisted of 798 employees of 25 manufacturing firms from the five southeastern states in Nigeria. A sample size of 259 was gotten by the application of Krejcie and Morgan's 1970 sample size formula. The source of data was primary, with a structured questionnaire being the instrument and was tested for reliability and validity. The data collected were analysed using correlation analysis and the hypothesis was tested at a 5% level of significance. The eesults revealed that there is a statistically significant relationship between work-related bullying and occupational stress among workers in manufacturing firms in southeast Nigeria (r = 918, P-value < 0.05). The study, therefore, concluded that workplace bullying has a relationship with occupational stress. This findings however, is consistent with Malik and Björkqvis (2019) who carried out a study that explored workplace bullying and symptoms of occupational stress, and whether this association is mediated by interpersonal relationships, and moderated by sex and nationality. 610 university teachers in Finland and Pakistan participated in this study. The process program was used to implement a conditional process model. Pearson's correlation coefficient was used in data analysis and findings revealed that family relationships (H2), but not relationships with colleagues (H1), mediated the effect of workplace bullying on occupational stress. Thus, H2, but not H1, was corroborated. H3 and H4 did not receive support. Neither country nor sex moderated the mediating effect of family relationships.

Obi (2020) examined the effect of stress on employee productivity in selected manufacturing firms in South-East Nigeria. 1287 employees made up the population of the study from the 15 selected manufacturing firms. Borg and Gall were employed to determine the sample size of 427 respondents. Descriptive statistics, correlation and multiple regression analysis at a 5% level of significance were used to data generated were analysed. The study findings revealed workplace stress has a significant negative effect on employee productivity in manufacturing firms in South-East Nigeria.
Enyonam, Opoku, Addai and Batola (2017) did a study on the effect of occupational stress on job performance at Aspect A. Company Limited. A descriptive research design was adopted for the research with 109 respondents sampled with the aid of convenience sampling techniques. The study found that stress among employees does enhance their job performance in a positive manner (r = 0.348, sig. value = 0.000). It was clear from the findings that there are multiple causes of stress which have physical, emotional and psychological effects on employees at the company. The study revealed that stress relation with workforce marital status, education, and working experience was negative.

Dwyer et al., (2018) examine the existence, strength and direction of relationships between perceptions of social support, work–life conflict, job performance and workplace stress in an Irish higher education institution. An organizational stress screening survey instrument was used to survey the staff (n = 1,420) of an academic institution. Multiple linear regression analysis was used to evaluate the relationships between the independent variables (social support, work–life conflict, job performance), the covariates (staff category, direct reports, age, gender), and the dependent variable (workplace stress). The results showed a negative correlation between social support and workplace stress; however, the findings show a positive correlation between work–life conflict and workplace stress, and a negative correlation between job performance and workplace stress (p < 0.05). The results also revealed significant relationships between the covariates direct reports and gender and the dependent variable workplace stress.
Hypotheses 3
H3a: There is a relationship between work-life conflict and job stress
H3o: There is no relationship between work-life conflict and job stress.
[bookmark: _Toc124295257][bookmark: _Toc145328214]2.5.1. Employee 
The concept employee may have different meaning for different people depending on the stand-point of the one defining it.  The dictionary definition of “employee” says succinctly that an employee is “a person who works for another in return for financial or other compensation.” However, the legal definition of “employee” is concerned with more than the pay received by a worker for services provided. Black’s details of how the work is to be Law Dictionary defines “employee” as “a person in the service of another under any contract of hire, express or implied, oral or written, where the employer has the power or right to control and direct the employee in the material performed.

[bookmark: _Toc145328215]2.5.2. Performance 
Performance is a multicomponent concept and on the fundamental level one can distinguish the process aspect of performance, that is, behavioural engagements from an expected outcome (Borman, and Motowidlo, 1993) The behavior over here denotes the action people exhibit to accomplish a work, whereas the outcome aspect states about the consequence of individual’s job behavior (Campbell, 1990).

[bookmark: _Toc145328216]2.5.3. Employee Performance 
Employee Performance in this research is the key dependent variable. The business dictionary defines employee performance as the job-related activities expected of a worker and how well those activities were executed.  Managers and Supervisors assess their staff performance in relation to others with similar jobs. The level of work is related to the nature of the worker’s work because it shows how efficiently the employee’s work level may be graded objectively or perceived more subjectively by their manager. 

The concept of employee performance has been defined from different perspectives by diverse scholars. Some key definitions and concepts are discussed in this research. Employee performance place emphasis on how an employee makes effective use of resources to achieve the responsibilities given to him/her according to Dar et al. (2011).  However, employee performance is about what the employee does or does not Mathis and Jackson (2004). ( Morrision,. etal, , 2020) Posits that employee performance is about the achievement of activities that lead to important outcomes. While the concept also means output from work (Waheed, 2011).  (Balouch & Hassan, 2014) maintained that, employee performance means whether an individual completes his or her work well or not. Thus, employee performance can be seen as exhibited behaviour in executing a task or the result/outcome or an output of a task.  Inferably, the performance of individual employee is crucial for the overall success of the organisation or the institution of which they work.

In a study conducted by Aqeel et al (2017), pined that employee performance is the productivity of employee. Therefore, the result of an employee, which he or she produces in return of some tangible and non-tangible returns. In the light of this, research shows that employees’ who partake in decision making process are more productive than those who do not. In the view of (Lem and Schaubroeck, 2002) employees partaking in decision making process feel privileged and will develop a stronger attachment to the organization, which in turn results in a higher level of employee performance. Equally, employee loyalty is similarly paramount in determining the productivity of employees, as loyal employees are more productive than disloyal ones (Frone et al., 1992). Accordingly, stress variables like work-family or family-work conflicts can interfere with employee loyalty and participation, which can influence performance in a positive or negative way.
Mukarram, 2012 conducted a study on Work-life conflict impact on Female’s Job performance, and discovered that, there was correlation between job performance and work life
Conflict. They have identified different sources of stress such as work-related and Profession related stress. Similarly, age, marital status, joint/nuclear family system and school system (government or private) also influences stress, employee performance level and self-efficacy of female school teachers in Pakistan. They noted that, teachers who are newly appointed and are eager to work experience less stress and perform much better than older experienced teachers whose motivational level has be reduced, low performance, with an increase stress level.  It was observed from the research that, married teachers experience more stress due to their increase responsibilities. Similarly, female teachers who have joint family system   and are provided with more support tend to have less stress thereby increasing their performance level at work. The study again shows that, private schools provide their teachers with incentives, regularity, discipline and teaching skills which make them more equip to deal with pressure at work. Their findings also reveal that, belief system play a crucial role in employee performance.  As teaching is interrelated to family socialization settings and educational environment. If teachers have positive belief system, then they will experience less stressful situation at work thus, elevating the performance level at the workplace.

[bookmark: _Toc124295260][bookmark: _Toc145328217]2.5.4. Leave Policies 
In terms of leave policies to ensure a healthy workforce the Government of Ghana is committed to providing equal opportunities in employment for all Public Service employees and developing responsive work practices and human resource policies that support work-life and balance. In encouraging this balance, the policy framework on leave entitlements is guided by the principles of equity, accountability, transparency, and ownership. For instance, the revised Policy Framework of the Public Service Commission on leave entitlements and management for the public services of Ghana clearly indicate the variety of leave entitlements and provisions available for all Public Servants who are engaged in full-time (confirmed) or on fixed term appointments. The types of leave include: - annual leave, sick leave; study leave with pay; study leave without pay; maternity leave; casual leave; part leave; compassionate leave; embarkation and disembarkation leave; leave without pay or personal leave (exams, sports, paternity, special leaves and leave of absence) etc.

According to Madogwhe & Omogero, (2023), leave is the number of hours/days employees of an organization are permitted to be away from their employment position within a period without consequences. This time off is paid by the company, and employees can request the time for any reason they wish to be off work. It also gives employee the opportunity to release themselves from work stress and create a balance between work and their family activities. This work-life balance helps the employee perform other duties outside work, balancing work activities.  As mentioned earlier some of the different types of leave policies are explain below:

Annual Leave:
 This is a type of Leave that an employee is entitled to after working with their employer for an extended period. This is made possible for the employee to refresh himself or relieve himself from work pressure. However, most employees use the opportunity to go on vacation.

Parental Leave: 
This type of Leave is officially given to employees responsible for taking care of a child. Women are entitled to 12 weeks maternity leave with half pay, but the customer benefits are more generous with maternity leave fully paid. However, female employees benefit from this type of leave policy because maternity leave allows a nursing mother to be away from work for three months in Ghana.

 Paid Family and Medical Leave: 
This type of Leave is an officially granted leave of absence from work to attend to dependent care challenges or personal health concerns of the employee.

 Sick Leave: 
Sick Leave is the type of Leave that enables an employee to take some time from work to take care of or attend to personal health and safety needs without losing pay.

 Study Leave: 
This type of Leave is given to any employee undertaking an approved study course. This purpose is to enable self-development. According to the policy framework the primary objective of the annual leave, for example, is to give employees the opportunity to rest in order for them to remain at their highest levels of productivity. Leave is also a vital human resource management instrument at the disposal of employers to ensure the promotion of healthy and productive work environments. 

Apart from its financial implications, high levels of annual leave accrual have serious implications on the health and productivity of individuals. The Labour Act 2003, says any employer who requires a worker to interrupt his or her annual leave in the circumstances stated in section 25, of the act, shall make up to the worker any reasonable expense incurred on account of the interruption, and also resumption of the leave by the worker.

The Labour Act of Ghana, Act 2003 (651) mentioned that, in any undertaking every worker is entitled to not less than fifteen working days leave with full pay in any calendar year of continuous service.   Which the expression "full pay" means the worker's normal remuneration, without overtime payment, including the cash equivalent of any remuneration in kind.
The Act also indicates the Maximum Hours of Work for a worker to be eight hours a day or forty hours a week except in cases expressly provided for by the Act.  In terms of shift workers, the Act explicitly stated that the average number of hours reckoned over a period of four weeks or less shall not exceed eight hours a day or forty hours a week if there is an established time-table for the shifts. All these interventions are there to make workers remain productive and also get time for personal roles. The challenge is whether these leaves adequately address the issue of work-life conflict remains a question.

[bookmark: _Toc145328218]2.5.5. Flexible working hours
 According to the English Cambridge Dictionary, flexi-time is a working system in which people work a set number of hours within a fixed period but can change the time they start or finish work. Flexi-time allows an employee to coordinate other responsibilities and the workplace's responsibility. Flexible working hours have been introduced to benefit parent/caring employees to help them fulfil work and life responsibilities and achieve work-life balance. In the recent work-life balance survey, researchers found that employees believe that flexible working practices improve workplace morale, positively influencing work-life balance; employees think the employer can help them balance their work and life roles. As an example, flexible working hours is one of the best activities to increase employee wellbeing, as it allows the employee to deal with responsibilities outside the work.

More so, flexible working practices are beneficial for both employee and employer; hence, in the first place, flexibility was introduced to the workplace to help employees with kids or employees who care about siblings to manage their time between work and life. As flexibility gives employees the ability to control when, where, and how much time to work, flexibility contributes to allocating work and life responsibilities. 
Thus, an employee might fulfil their working and non-working roles efficiently. Achievement of inside the job and outside the work responsibilities leads to finding work-life balance, which increases overall life satisfaction. However, it might be said that the use of flexible working practices positively influences the employee's work-life balance and job satisfaction which eventually lead to increase in the overall performance of the employee.

[bookmark: _Toc124295252][bookmark: _Toc145328219]2.6. Conceptual Framework
A conceptual framework is a hypothesized model which identifies the model for the study and compares the independent and dependent variables (Mugenda and Mugenda, 2003). From the review of concepts, the study will develop the conceptual framework below to guide the study.
[bookmark: _Toc124295253][bookmark: _Toc145328220]
 Figure 1: Conceptual framework  
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Source: Adopted from Obimpeh, 2021.

Figure 1 as indicated above shows that work and life role activities are iterative in a continuum as suggested by the work-life border theory. In a health facility just like many others, work demands are mainly determined by the job descriptions and human resource policies which detail out the expected roles and responsibilities of employees in the facility. The role scarcity theory explains that individuals may not have the time and energy to effectively perform their roles from both work and life domains and as such, require some human resource management policies to promote flexibility and permeability of roles to enable them meet the demands from the two domains. Inappropriate human resource policies to promote flexibility and permeability of roles may create conflict. In such situations, it will be appropriate to design work-life balance strategies to overcome the conflict. In the view of McCarthy et al. (2010), the utilization of work-life balance strategies by employees is partially propelled by their perceptions and career progression goals. Those employees who perceive organisational work-life balance policies as compatible with their career development goals adopt them and the reverse also holds.

Another element that tends to affect the working environment of employees is the job Characteristics or nature of the job. Job characteristics include the operational approach of an organisation and its operational structures. The operational approach considers the performance target system. Is performance measured based on the time one spends at work or operational targets? If it is the former, it mostly may compel workers to overstay at their workplaces to demonstrate their commitments to their superiors which may inadvertently breed an imbalance with their family demands. On the other hand, over ambitious operational targets could also compel workers to work at home, which disrupts the boundary between working time and family time as well as influence one’s expected roles in the family.

Operational structures, as part of job characteristics, examine working characteristics where some employees could step in for others when they are absent without any serious disruptions in operational processes. It also shows the supervisory roles in helping workers to manage their work and family demands to avoid conflicts. Here, the personality and management style of superiors come to play. The extent to which superiors are flexible, empathetic, and compassionate and adopt the human relation approach to management would help strongly encourage work-life balance whilst the reverse also holds.

The framework also provides that family environment in relation to maintaining work-life balance is largely influenced by the available social support systems, socio-economic characteristics and life stages of workers (Ungerson and Yeandle, 2005). Life stage refers to the complex association between age, number of children, marital status, ages of children, and career development plan.

According to McElwain et al. (2005), socioeconomic characteristics of workers that influence their work-life relationships include gender, age, income levels, social class, job positions, marital status, and level of education. These elements influence work-life balance because they all come with different roles and expectations in family life as well as present various levels of resources to enable workers to meet demands from both work and life domains.

[bookmark: _Toc145328221]2.7. Theoretical background
The literature indicates that several theories are used to explain the concept of work-life conflict such as social exchange theory, theory of interdependence, social identity theory and role theory with role theory dominating (Morrison et al., 2020). This study uses role theory as a theoretical construct to examine the relationship between work-life conflict and job satisfaction, employee frustration and job stress and how these variables will influence employee performance in the Upper West Regional Hospital. The role theory was first originated from work-family conflict developed over fifty decades ago by Kahn et al., 1964. The crux of the role theory in work-life conflict is the notion that expectations are associated with the roles that a person performs, inter-role conflict results. The role theory assumes that the time devoted to the requirements of one role makes it difficult to achieve requirements of another, stress from participation in one role makes it difficult to accomplish requirements of another; and the specific behaviours required by one role make it difficult to satisfy the requirements of another (Greenhaus & Beutell, 1985) which eventually affects the overall performance of employees. Kahn et al., (1964) opined that roles are the result of expectations of others about the right behaviour of those in a particular position. Therefore, different expectations are demanded from people performing different roles and the contradictory expectations within a role can lead to intra-role conflict. Additionally, the pressures from one role can interfere with pressures from the others, leading to overload and physical and psychological stress which can negatively affect the wellbeing of the role performers (Hall & Hall, 1982).

The researcher contends the role theory fits for this current research because several related studies have used this theory to examine similar relationships (Dorenkamp & Ruhle, 2018; Frone, 2000; Morrison et al., 2020). For instance, Ametorwo et al., (2016) used this theory to find out the type of work-family conflict experienced by female entrepreneurs and key coping strategies adopted by female entrepreneurs in the face of constant demands from the family and work domains. Aside this, this theory has all the variable needed to shape this research into the right perspective.

The present research, therefore, argues that when employees especially health workers experience work-life conflict it will impact on their performance negatively. However, when these workers experienced work-life balance, thus having compatibility between their work-life and personal lives, it increases their job satisfaction, they are also able overcome the negative effects of employee frustration and job stress on their performance. 



[bookmark: _Toc124295266][bookmark: _Toc145328222]2.8. Research Hypotheses and Research Model 
Based on the review of literature the researcher has come out with the following hypotheses: 
H1o: There is a relationship between work-life conflict and the job satisfaction.
H1a: There is no relationship between work-life conflict and job satisfaction.
H2o:  There is no relationship between work-life conflict and employee frustration.
H2a: There is a relationship between work-life conflict and employee frustration.
H3o: There is no relationship between work-life conflict and job stress. 
H3a: There is a relationship between work-life conflict and job stress.
[bookmark: _Toc124295267][bookmark: _Toc145328223]Figure 1 below represents the Research Model that illustrates the different relationships between work-life conflict and job satisfaction, employee frustration and job stress. The model shows how these relationships lead to employee performance at upper West regional hospital.
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[bookmark: _Toc145328224]2.9. Chapter Summary 
The chapter compiled foundational and empirical knowledge base on studies conducted by other researchers in related fields. This literature covered broader issues of work-life conflict and employee performance in public sector institutions. Although globally the issue of work-life conflict has negative effect on both the individual and the organization, each nation has its own way of tackling its economic, social and family issues which might not be the same as other countries. It is therefore important that research like this is undertaken to unveil the specific issues and challenges relating to the effective implementation of policies and strategies that will suit Ghana development agenda on work-life conflict and employee performance in the health sector and other public institutions.






[bookmark: _Toc145328225]CHAPTER THREE
[bookmark: _Toc145328226]METHODOLOGY
[bookmark: _Toc145328227]3.1. Introduction
Method is a way of getting something done (Gyelaa, 2016). Method is simply the plans and procedures put in place to ensuring that work or something is done right. In the view of Dordah (2012) as cited in Gyelaa (2016) for any task or problem to be achieved, there are procedures to achieving them, but a choice of any of them may depend on factors such as: efficiency, cost, reliability, validity and convenience. That means that an appropriate methodology is vital for any research to achieve its objective. Research methodology is defined as a systematic way to solve a research problem by collecting data using various techniques, providing an interpretation of the collected data, and drawing conclusions about the research data. A research method is fundamentally the plan to the research.  Methodology refers to the basic theory and analysis of how research is conducted. Similarly, Bricks and Mills (2011) define methodology as a set of principles and ideas that demonstrate the design of a research study. Where methods are practical approaches that are used to create and analyze data (Bricks and Mills, 2011, p. 4). Precisely the methods cover the technical steps taken to conduct the research, and the methodology explains the basic reasons for using specific methods in this process.

The methodology comprises discussion of the research design adopted in achieving the objective of the research. It describes the sources of data including the methods of data collection and data handling procedures. Emphases are further place on the target population. The sampling techniques, procedures and instrumentation were also captured under methodology and brief profile of the study area. The research gathered both quantitative and qualitative data.  Quantitative data was collected through the use survey questionnaires while qualitative data was obtained through the use of in-depth-interview guide. 
[bookmark: _Toc145328228]3.2 Research Design
[bookmark: _Hlk145341801]This research adopted an exploratory research design. Research design is the overall plan employed by the researcher to obtain answers to the research questions and for the hypothesis formulated (Creswell, 2011). It includes decisions about how the research is conceptualized, the conduct of the research and the type of contribution the research is intended to make to the development of knowledge in a particular field of study in developing a research design, theoretical, methodological and ethical considerations relevant to study are taken (Creswell, 2007).

This research design was chosen because the researcher does not intend to control or manipulate the data collected during the study.  This design again offers the researcher the opportunity to either use unstructured formal or informal procedure to interpret them (Agyapong and Adams 2019).  An exploratory design is also used to obtain some background information from respondents where absolutely nothing or little is known about the problem area.  It also helps to identify and define a problem or question areas fully and formulate hypothesis for further investigation or quantification. Again, an exploratory design is used to identify relevant or salient behaviour patterns, beliefs, opinions, attitudes motivation, etc, and to develop structures in multivariate data analysis. The population of this research from preliminary investigation was 225 employees from the upper west regional hospital which is made up of Medical Doctors, Medical specialist, Nurses, Mid-wives and key informants.

[bookmark: _Toc145328229]3.2.1Sample Frame for the target population.
A sampling frame refers to source material or device from which a sample is drawn. Sampling frame is also a list of all elements in the population of interest and may include individuals, households or institutions. Its operationally defines the target population from which the sample is drawn and to which the sample data is generalized (Agyapong and Adams, 2019).
	Category of Respondents
	Respondents
	Target Population
	Number to be contacted

	Medical Doctors
	7
	7
	7

	Medical Specialist
	7
	7
	7

	Nurses and midwifes
	207
	207
	207

	Key Informant
	4
	4
	4

	Total
	225
	225
	225


[bookmark: _Toc145328230] Source: from the researcher’s preliminary investigation.

[bookmark: _Toc145328231]3.3. Research Philosophy
Philosophically, the researcher adopted the pragmatic worldview.  There are many forms of this philosophy, but pragmatism as a worldview arises out of actions, situations and consequences rather than antecedent conditions (as in post positivism). The research employed pragmatic worldview because; it creates room for researchers to emphasize the research problem and use all approaches available to understand the problem. Besides, pragmatism is not limited to any one system of philosophy and reality. It applies to mixed methods research in that inquiries can be drawn liberally from both quantitative and qualitative assumptions (Creswell, 2009).
Pragmatists do not see the world as an absolute unity. In a similar way, mixed methods researchers look to many approaches for collecting and analyzing data rather than subscribing to only one way (e.g., quantitative or qualitative), (Creswell, 2014).

[bookmark: _Toc145328232]3.4. The Research Approach 
There are different approaches in social science research; however, the major approaches which are explicit in literature are the qualitative and quantitative and mixed-method (Creswell, 2007).  A qualitative approach aims at exploring and understanding the meaning individuals or groups ascribe to a social or human problem. The process involves emerging questions and procedures, data typically collected in the participant’s setting, data is analysed inductively building from particulars to general themes and the researcher making interpretations of the meaning of the data (2007). In contrast, quantitative research means testing objective theories by examining the relationship among variables. The variables, in turn, can be measured, typically on instruments, so that numbered data can be analysed using statistical procedures. The analytical methods are common techniques used to collect quantitative data, often through the use of survey questionnaire and in-depth interview.  Unlike qualitative researchers, quantitative researchers have assumptions about testing theories deductively, building in protections against bias, controlling for alternative explanations, and being able to generalize and replicate the findings (Creswell, 2008). The mixed method approach to research combines or associates both qualitative and quantitative forms. The core assumption of the mixed approach is that the combination of qualitative and quantitative approaches provides a more complete understanding of the research problem than either approach alone. It involves philosophical assumptions, the use of qualitative and quantitative approaches, and the mixing of both approaches in a study. Thus, it is more than simply collecting and analyzing both of data, it also involves the use of both approaches in tandem so that the overall strength of a research is greater than either qualitative or quantitative research (Creswell & Plano Clark, 2007). The research therefore uses the mixed method approach because neither the qualitative nor the quantitative methods are adequate to significantly examine the challenges of work-life conflict and employee performance at the Upper West regional Hospital. 

[bookmark: _Toc124295273][bookmark: _Toc145328233]3.4. Unit of Analysis 
Unit of analysis in the view of (Trochim, 2006) is the first step in analyzing the data. According to this author the unit of analysis refers to “the person or object from which the business researcher collects data”. It answers the question of ‘what’ and ‘who’ is being studied in business research. It is the whole unit being researched. It includes individuals, groups of individuals, and organizations of individuals, countries, technologies and objects that are the aim of the investigation. This study unit of analysis includes Medical Doctors, Medical Specialists, Nurses and Midwifes and key informants (Hospital Administrator, Medical Director, Nurses in-charge and Midwives In-charge).
1. Medical Doctors		=	7
2. Medical Specialist		=	7	
3. Nurses and Mid-wives	= 	207
4. Key informants 		=	4

[bookmark: _Toc76584483][bookmark: _Toc102026081][bookmark: _Toc124295272][bookmark: _Toc145328234]3.5. Target Population
The population in social research is very crucial as it is based on it that analyses are made. In the view of Agyapong and Adam (2019:149), population refers to a collection of objects and/or individuals who have uniquely identifiable characteristics. Population is the universal set from which research pertains and is carried for.  The target population refers to the entire group of individuals or objects to which researchers are interested in generalizing the conclusions Agyapong and Adam (2019:149). Literally, it is the population of target/focus, the group which the researcher would like to make inferences.   For this study the target population consists of all Medical Doctors, Medical Specialists, Nurses and Midwifes and key informants of the Upper West Regional Hospital. The entire staff for the target population of the Upper West Regional Hospital is 225. The study area is chosen because it is the largest referral centre in terms of health care delivery and also houses all calibre of health care personnel. As time is of essence to carry a research work like the researcher cannot conduct a study on all the workers hence the focus on the target group.  In order to achieve the research objectives on work-life conflict and employee performance, the concentration is on the target population because they handle patients in their daily routines and more often work beyond their normal working hours which may create work-life imbalance. 

[bookmark: _Toc145328235]3.6. Sample and Sampling Techniques
Sampling plays integral role in research setting because it does not only establish the number of respondents as sample, but rather also create convenience for the research.  There are times contacting the entire population becomes cumbersome or impractical. This often calls for a sample of the target population to be studied. According to Agyagpong and Adam (2019), a sample is defined as the subset that represents the population for statistical study, and the findings from the sample are used as the basis for estimating or predicting the characteristics of the population. Generally, there are two types of sampling techniques; probability and non-probability. Thus, the study employed both probability and non-probability sampling techniques to obtain the purpose of the study on work-life conflict and employee performance.

Probability sampling, also known as ‘random sampling’ or chance sampling’ gives every item in the universe have an equal chance of inclusion in the sample example includes simple random and cluster sampling.  The study used simple random sampling technique to determine the sample size. This technique is chosen because it ensures that “the law of statistical regularity which states that if an average the sample chosen is a random one, the sample will have the same composition and characteristics as the universe” (Walier, 2019).  Consequently, the nurses and midwives which are homogeneous group, the researcher employed the simple random sampling on them, reason being that the method lack bias, simple to use and less knowledge is required. Therefore, simple random sampling with the aid of the Yamane formula is used. The researcher after applying the formula made use of the lottery method where numbers were written on pieces of paper to represent the respondents. The papers were put in a box for random selecting by the respondents. 
Non-probability sampling such as the “deliberate sampling”, “purposive sampling” or “judgment sampling” (Walier, 2019) although non-probability sampling does not offer any basis for estimating the probability that each item in the population has been included in the sample. 

In sampling for this study, due consideration was given to the key informant of the target population in terms of sample unit with the most information as far as the objectives of the study were concerned. As such the key informants were considered based on their ability, background and level of experience to give the most in terms of information. Therefore, the key informants for the sample were chosen on purpose. According to Walier, (2019) purposive sampling which is a non-probability sampling method is based on the assumption that the researcher wants to discover, understand and gain insight and therefore must select sample units from which the most in terms of information can be learned. The purposive sampling also ensured that relevant staff in key positions such as key informants were inclusive to offer qualitative responses which leads to better insights and more precise research results for the systematic study. Since the key informants comprises of (Hospital Administrator, Medical Director, Nurses in-charge and Midwives In-charge) which constitute a small population there were no need for sampling. The total sample size comprises of the Medical Doctors, Medical Specialists, Nurses and Mid-wives and Key informants. 

[bookmark: _Toc124295277][bookmark: _Toc145328236]3.7. Sample Size Determination
The formula in determining the sample size of the study is based on Taro Yamane, (1967) statistical formula. The formula was formulated by the statistician Taro Yamane in 1967 to determine the sample size from a given population. Yamane method: n= N/ (1+N (e) 2).

Calculation of the Sample Size for the Nurses and Midwifes Using Yamane formula

Where: 
n = sample size
	N = the population size
	e= the acceptable sampling error 
· 95% confidence level and P = 0.5 are assumed.
Thus: 
					
							
	n = 0.99 (0.25)		                                    			
	   =	0.248
	  = 0.248 * 100                                             
	  = 24.8                                                          
	n = 24
Sample Size = 7+7+4+24 = 42
Thus, the sample size is 42.
The study total sampled sized made of approximately 42 is required to have fair representation for this study at 5% margin of error.
3.8 Profile of the Study Area
[bookmark: _Toc124295274][bookmark: _Toc145328237]3.9. Upper West Region
The Upper West Region is located in the North-Western corner of Ghana and is bordered by Upper East region to the East, Northern region to the South, and Burkina Faso to the West and North.  The Upper West regional capital and largest settlement is Wa. The Upper West region was created by the then Head of State, Flight-Lieutenant Jerry John Rawlings in 1983 under the Provisional National Defence Council (PNDC) military regime. The area was carved out of the former Upper Region, which is now the Upper East Region. For about thirty-five years, it remained the youngest region of Ghana until 2018 when six more regions were created by the Nana Addo Dankwa Akufo-Addo government; hence increasing the total number of administrative regions in the country to sixteen.
Politically, the Upper West Regional Hospital fall within the Wa Municipal. As a Regional hospital in the Upper West region, its catchment area is the entire district capitals, communities and villages in region and beyond. Contextually, the study placed emphasize on work-life conflict and employee performance in the health sector specifically the Upper West Regional Hospital.  As a health worker, family stresses alongside work role pressures are heavy assignment which many health personnel are struggling to strike a balance due to roles incompatibility causing work-life conflict and has adverse effect on employee’s performances. 
Geographically, the study would be specifically conducted in the Upper West Regional Hospital. The Upper West Regional Hospital is the largest referral centre in the region which has almost all the calibre of health personnel such as Medical Doctors, Medical Specialist (Gynaecologists, Physicians, Emergency, Psychiatric, Orthopaedic, Surgical, and Dental) and Nurses and Midwifes compared to other hospitals in the region. 
The Upper West Regional Hospital was commissioned on 18th August, 2019 by His Excellency Nana Addo Dankwa Akuffo Addo. On 9th January, 2020, the hospital was inaugurated and open to the public as a secondary facility (referral facility). On the first day of operation, a total number of 8 clients were attended to at the OPD level whiles 2 Emergency cases. The facility at the initial stage of operation had only 5 doctors out of which 3 were specialist.
[bookmark: _Toc145328240]3.9  Logistics for service delivery
Logistics for service delivery was one of the critical challenges the hospital faced at its initial operation stage. As at 9th January, 2020 the hospital had in stock very little logistics as shown below for both in-patient and out-patient services.
Item description 				Quantity		Remarks
Bedsheet/bedspread				15			Pieces
Disposable gloves				200			Packs
Parazone 					20			Galls
Gauze						5			Rolls
Syringe all size				76
Surgical gloves				7			Packs
Methylated spirit				2			Gall
Catheter all sizes				1			Pack
Canular					9			Packs
But for the efforts of stakeholders and benevolent individuals through donations, the challenge of logistics and some other resources was improved. The hospital is currently a 214-bed capacity for in-patient and other infectious disease management. Due to the availability of some specialist services, the hospital catchment area extends to neighbouring regions- Northern, Savanna, North East, part of Bono and Ahafo regions.
[bookmark: _Toc145328241]3.9.1 Water for service delivery
The facility has its own water treatment plant that produces about 2500 gallons of water for service consumption. In addition, the facility is also connected to the main Ghana Water and Sewage Company Limited (GWSCL) line as an alternative source of water supply.
[bookmark: _Toc145328242]3.9.2 Medical Gas
The hospital has in place a medical gas plant that produces the medical gas that will meet the demand of patients that may require oxygen in patient’s management. The medical gas plant produces enough oxygen gas that can be exported to other municipal/district hospitals in the region. The medical gas plant also has a total number of 48 backup cylinders (24KG) that serves the facility in the event of power outage where the plant cannot produce.
[bookmark: _Toc145328243]3.9.3 Access to Electric Power
The hospital is connected to the main Hamile grid line which according to the Volta River Authority (VRA) is a dedicated line that can provide reliable power to the hospital. In addition, the hospital has a 1000 megawatts plant that serves as an alternative source of electrical power in the absence of the main electricity supply.
Table 1: Distribution of some history services 
	Date
	Service
	Number of patients

	09/01/2020
	Emergency/Detention Services
	2

	09/01/2020
	First ANC Clients
	1

	27/01/2020
	First Patients Operated
	1

	02/02/2020
	First Babies Delivered
	1

	04/02/2020
	First Caesarean Section
	1

	06/02/2020
	First Baby Received at NICU
	1




[bookmark: _Toc145328244]3.9.4. Service Profile
General OPD Services				Intensive Care Management
Ear, Nose & Throat services				in-patient management
Oral health services 					Laundry services
Laboratory services					Ophthalmic services
ANC/PNC services					Minor & Major Surgical services
Public Health Activities				Mental Health Services
Pharmaceutical services				TB/HIV management 
Nutrition/Dietician Services
Radiology services (Mammography/CT-Scan)	Mortuary services
Orthopaedic services					physiotherapy services
General surgeon services				Paediatric Specialist Services
Accident & Emergency services			Hospitality services
Obstetrics & Gynaecological services		            NICU services
Internal Medical services				COVID-19 management.
The Upper West Regional Hospital provides a gamut of services some of which can be found at most of the district hospitals in the region.  The difference in some services provided at regional hospital that cannot be found in many or all district hospital include; Orthopaedic Services, General Surgeon Services, Accident & Emergency Services, Obstetrics & Gynaecological Services, Internal Medicine Services, Mammography/CT-Scan, Hospitality Services, COVID-19 Management, NICU Services, Hospitality Services, Physiotherapy Services and Mortuary Services.

[bookmark: _Toc145328245]3.9.5. The Hospital’s vision statement
To become a centre of healthcare Excellence in the Northern sector of Ghana with high repute for delivery of quality specialist services and training of health professionals. 
[bookmark: _Toc145328246]3.9.6 The Hospital’s mission statement
To provide comprehensive secondary level healthcare service of high quality in a patient friendly environment delivered by a motivated, passionate and competent staff to the optimum satisfaction of our clients within and beyond the borders of the Upper West Region.
Figure 3. 1: Resource mobilization for service delivery
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Figure 3.1 explains the strategy employed by management to engage key stakeholders towards resource mobilization for service deliver at the initial state of operation.
[image: ]
[bookmark: _Toc124295275][bookmark: _Toc145328247]Figure 3.2 map of Upper West Regional Hospital.
Source: Author’s Construct, 2023 
[bookmark: _Toc76584485][bookmark: _Toc102026083][bookmark: _Toc124295281][bookmark: _Toc145328248]3.10. Data Collection Instruments
The data collection instruments for this research are survey questionnaires and in-depth interviews. Questionnaire are used for collecting responses from selected participants for the research. The questionnaires were developed by the researcher based on existing literature.   Questionnaires: which is a primary source of data is an observational technique which comprises series of items presented to a respondent in a written form, in which the individual is expected to respond in writing. Here the respondents are given list of written items which he responds to by ticking the one he considers appropriate. 
The questionnaire used for the research consisted of seven Sections.  The first parts consisted of questions that made it possible for demographic profile of respondents to be collected. This Section of the questionnaire elicited information about the gender, age, job category, full-time or part-time job, marital status, children the household, department in which the respondent work, number of years with the organization and whether they go for luck break.
Section two consisted questions about work-life balance. This section seeks to solicit respondents’ opinion on work-life balance.  Respondents were giving the options to indicate their level agreement to the following statements SD = Strongly Disagree, D= Disagree, N= neutral, A = Agree, SA= Strongly Agree.   Do you work in shift, do you work for more than 8 hours a day, and are you worried about work even when you are actually not at work.

Section three of the questionnaire sought to obtain answers from respondents on measurement of work-life Conflict. This section seeks to solicit respondents’ opinion on the level of work-life conflict they experience at both work and family levels.  Again, respondents were made to indicate their level agreement to the following statements SD = Strongly Disagree, D= Disagree, N= neutral, A = Agree, SA= Strongly Agree. Do you experience incompatibility of family/life roles with work roles, do you have constant time pressure due to a heavy workload, do feel Stressed and do you have unsupportive spouse or family members.

Section four sought to obtain answers from respondents about their Performance. This section seeks to solicit your opinion on your performance.  Please indicate your level agreement to the following statements SD = Strongly Disagree, D= Disagree, N= neutral, A = Agree, SA= Strongly Agree. I managed to plan my work so that it was done on time, my planning was optimal, I kept in mind the results that I had to achieve in my work and I was able to separate main issues from side issues at work.
Section five of the questionnaire sought to seek answers from respondents on their level of job satisfaction. Respondents were made to rate their level of satisfaction with each of the following features of your present job. Using Extremely Dissatisfied, Very Dissatisfied, Moderately Dissatisfied, not sure, Moderately Satisfied, very satisfied, Extremely Satisfied. Your job Overall, The work Itself, The physical work conditions and Relationships with your line manager.

Section six sought answers on Employee frustration. Please indicate to what extent you personally agree or disagree with these statements. Please indicate your level agreement to the following statements SD = Strongly Disagree, D= Disagree, N= neutral, A = Agree, SA= Strongly Agree.
Do you feel frustrated at the workplace, have your feelings been easily hurt? Have you become annoyed and irritated easily, have you set a goal for yourself?
Section seven sought answers on Job Stress
Please indicate to what extent you personally agree or disagree with these statements. Please indicate your level agreement to the following statements SD = Strongly Disagree, D= Disagree, N= neutral, A = Agree, SA= Strongly Agree.
I have constant time pressure due to a heavy work load; I have many interruptions and disturbances while performing my job, I have a lot of responsibility in my job, I am often pressured to work overtime and over the past few years, my job has become more and more demanding.

[bookmark: _Toc145328249]3.11. Types and Sources of Data
Data collection plays a very crucial role in the statistical analysis.  Data refers to information about things, events and phenomena, usually in numerical form. (Winterhalter & Jalan, 2021) see data as just the description of the extraction of unbundled signs, analysis of information, and monetization of knowledge. Data refers to information and digital records, which, despite the inherent challenges in precisely defining the term, have a significant impact on the realm of politics and the power dynamics within the global economy. Nations worldwide are actively seeking to gain economic advantages by leveraging data to enhance their productivity and are simultaneously engaging in efforts to regulate and control the cross-border flow of data. Data is facts or figures from which conclusions can be drawn. In this technological era where data is deemed "king", the role that data plays has become increasingly imperative to all industries and fields alike (Rao, 2018 and Vuong etal, 2018,). With regard to scientific fields, data plays an even more important role, it is indispensable for research. This is because data contains information on the research subjects. Research papers on how to understand data, how to transform data into useful information, how to identify and solve data problems are derived from data itself. In research, there are different methods used to gather information, all of which fall into two categories, i.e., primary and secondary data (Douglas, 2015).

[bookmark: _Toc76584486][bookmark: _Toc102026084][bookmark: _Toc124295282][bookmark: _Toc145328250]3.12. Sources of Data
For conducting the research, data were collected from both primary and secondary sources. Both primary and secondary data are used collectively to ensure for highest efficiency. If secondary data is inherited and gives basis, primary data will add newness, update and correctness to the research. Primary data are data collected for the first time and are used for a specific purpose. In the view of Trung Tran, 2021, primary data is original and first collected by researchers for the purpose of the research. Primary data is original and unique data which is directly collected by the researcher from a source such as observations, surveys, questionnaires, case studies and interviews according to the researcher’s requirements. According to Wikipedia (2023), primary data are data that has been generated by the researcher himself/herself through surveys, interviews, experiments, specially designed for understanding and solving the research problem at hand. In this research primary data were gathered through questionnaire and in-depth interviews. Although it was costly and time consuming to collect the primary data, its reliability, accuracy and relevance are guaranteed to achieving the research objectives. 

3. 12.1 Secondary Data
Secondary data is the data already collected or produced by others. Secondary data is just the analysis and interpretation of the primary data (Douglas, 2015). Secondary data is easily accessible but are not pure as they have undergone through many statistical treatments. Sources of secondary data are government publications, websites, books, journal articles, internal records. In this research the secondary data were retrieved from the records the regional hospital administration department. 

3.13 Data Reliability and Validity 
Harrison, Reilly, and Creswell (2020) have defined reliability as the degree to which a method consistently measures a specific phenomenon. When the same techniques, applied under the same conditions, yield consistent results, the measurement is considered trustworthy. In the context of research focused on work-life conflict and employee performance at the Upper West Regional Hospital in Wa, Ghana, the mixed research method used in this study is a widely accepted approach in terms of its reliability.
Validity, as defined by Harrison, Reilly, and Creswell (2020), refers to the accuracy with which a method captures the variables it is intended to measure. Research with high validity produces results that align closely with the inherent characteristics, traits, and variations in the workplace context. The techniques employed in this study have demonstrated their effectiveness in establishing causal relationships and interpretation.
The mixed research approach, in the context of the Upper West Regional Hospital in Wa, Ghana, is recognized as a valuable tool for investigating the causes and consequences of work-life conflict and its impact on employee performance.

3.14 Ethical Consideration
In the context of the study on work-life conflict and employee performance at the Upper West Regional Hospital in Wa, Ghana, ethical considerations were paramount. To uphold the principles of research ethics, the study diligently secured informed consent from both the hospital's management and individual respondents prior to the commencement of data collection. This ethical practice not only respects the autonomy and rights of the hospital's leadership but also ensures that employees and staff members participating in the research had the opportunity to provide their consent willingly. Additionally, to safeguard the privacy and confidentiality of the participants, the study took extra care in treating respondents' responses with anonymity. This approach not only contributes to the ethical integrity of the research but also encourages open and honest participation, which is essential when investigating sensitive topics like work-life conflict and its effects on employee performance.
Chapter summary
Chapter three of the research discusses the methodology and data collection approach used in your study on work-life conflict and employee performance at the Upper West Regional Hospital in Wa, Ghana. This chapter provides a detailed overview of the research design, research philosophy, research approach, unit of analysis, target population, sample size determination, and the profile of the study area. It also explains the types and sources of data, data reliability, validity, and ethical considerations. The chapter emphasizes the importance of adhering to ethical principles, obtaining informed consent, and ensuring the confidentiality of respondents' information. It uses a mixed research method to collect both quantitative and qualitative data through survey questionnaires and in-depth interviews. The chapter highlights the significance of using a mixed approach in understanding the complexities of work-life conflict and its impact on employee performance.
Chapter 3 provides a comprehensive overview of the research methodology and ethical considerations essential for conducting a study on work-life conflict and employee performance at the Upper West Regional Hospital in Ghana.

Conclusions
In conclusion, Chapter 3 of this research study has provided a detailed insight into the methodology and data collection process employed in the investigation of work-life conflict and its impact on employee performance at the Upper West Regional Hospital in Wa, Ghana. The research design, research philosophy, and research approach have been thoroughly described, demonstrating the strategic choices made to achieve the study's objectives effectively. The unit of analysis, target population, and sample size determination have been carefully considered, ensuring the study's relevance and representativeness. The ethical considerations are highlighted, emphasizing the importance of informed consent and anonymity to protect the rights and privacy of the participants.
The data collection instruments, including survey questionnaires and in-depth interviews, are well-defined, and the types and sources of data, both primary and secondary, have been outlined. The chapter also stresses the reliability and validity of the research approach, ensuring the accuracy and consistency of the findings.
Overall, Chapter 3 lays a strong foundation for the subsequent analysis and discussion of the research findings. It has established a clear and systematic methodology for investigating the complex issues of work-life conflict and employee performance at the Upper West Regional Hospital.
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[bookmark: _Toc144096139][bookmark: _Toc145328252]RESULTS AND DISCUSSIONS

[bookmark: _Toc144096140][bookmark: _Toc145328253]4.1 Introduction
This chapter covers the analysis and interpretation based on the study's objectives. Overall, the total number of participants were 41. Accordingly, the results presented the relationship between work-life conflict and job satisfaction at the Upper West Regional Hospital. The relationship between work-life conflict and employees' frustrations at the Upper West Regional Hospital is presented. Finally, the relationship between work-life conflict and job stress is presented and discussed.
[bookmark: _Toc144096141][bookmark: _Toc145328254]4.2 Demographic characteristics
[bookmark: _Toc145328255]Gender Distribution
Table 4:1 presents the gender distribution of participants in a study related to work-life conflict and employee performance at the Upper West Regional Hospital in Wa, Ghana. The table breaks down the frequency and percentage of male and female participants in the study. The data shows that there was a total of 41 participants in the study from the Upper West Regional Hospital. Among these participants, were 15 male participants, accounting for 36.6% of the total sample. There were also 26 female participants, making up the remaining 63.4% of the total sample. The study is a relatively balanced gender representation, with a slightly higher percentage of female participants. This balance is important to ensure that the findings are not skewed towards one gender's experiences. Gender distribution could influence how work-life conflict manifests in the hospital setting. For instance, exploring the unique challenges faced by female employees, who are often juggling multiple roles and responsibilities, could be valuable.

Table 4. 1: Gender characteristics
	Gender

	
	Frequency
	Per cent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	15
	36.6
	36.6
	36.6

	
	Female
	26
	63.4
	63.4
	100.0

	
	Total
	41
	100.0
	100.0
	


Source: Field Study, 2023
[bookmark: _Toc145328256]Age Distribution
Age distribution is a crucial demographic factor in understanding the dynamics of work-life conflict and employee performance. Understanding the age distribution of participants in a study on work-life conflict and employee performance can provide valuable insights into generational differences, life stages, and potential effects on work-life balance and performance. The table displays the frequency and percentage of respondents falling within different age ranges. The study encompassed a diverse range of ages, spanning from under 20 to 50 and above. This variety allows researchers to explore how work-life conflict and its impact on performance differ across different life and career stages. The largest group of respondents falls within the age range of 30 to 39 years, comprising more than half of the total sample. This suggests that this age group might have a significant influence on the study's findings related to work-life conflict and employee performance. The largest age group falls within the 30 to 39 years range, often considered the mid-career stage. Understanding how work-life conflict affects employees at this stage can provide valuable information for implementing targeted support strategies.
Table 4: 2 Age distributions
	Age Ranges of the respondents
	Frequency
	Per cent

	
	Less than 20
	1
	2.4

	
	20 to 29 years
	7
	17.1

	
	30 to 39 years
	22
	53.7

	
	40 to 49 years
	10
	24.4

	
	50 and above
	1
	2.4

	
	Total
	41
	100.0


Source: Field Study, 2023
[bookmark: _Toc145328257]Job Distributions
The study includes respondents from various job categories within the hospital setting, ranging from nurses and midwives to medical doctors and specialists. This diversity of roles is important for understanding how work-life conflict and employee performance might vary across different healthcare professions. Nurses and midwives make up a substantial portion of the sample (34.2% and 26.8% respectively). These roles often involve demanding and high-stress work environments, making them particularly relevant for studying work-life conflict and its effects on performance. While medical doctors and specialists constitute a smaller percentage of the sample, their perspectives are valuable due to their distinct roles and responsibilities within the hospital. The "others" category represents 29.3% of the sample and likely includes a range of other healthcare professionals, administrative staff, and possibly support staff. Exploring the experiences of these individuals can provide a well-rounded understanding of work-life conflict across different positions. Job roles such as nursing and midwifery are often associated with shift work and long hours. These factors could contribute significantly to work-life conflict, affecting both well-being and performance.
Table 4: 3 Job distributions

	Job category
	Frequency
	Per cent

	
	Nurse
	14
	34.2

	
	Mid-wife
	11
	26.8

	
	Medical Doctor
	3
	7.3

	
	Medical Specialist
	1
	2.4

	
	Others
	12
	29.3

	
	Total
	41
	100.0


Source: Field Study, 2023
[bookmark: _Toc145328258]4.3 Work-life conflict at the Upper West Regional Hospital
The responses to the statements related to work-life balance offer valuable insights into the experiences and perceptions of the surveyed individuals. Notably, a significant proportion of respondents strongly agree that they work in shifts (58.5%) and that they often work more than 8 hours a day (39%). This suggests that irregular work schedules and extended work hours are common challenges in their work environments, potentially impacting their work-life balance.
Another striking finding is that a substantial portion of respondents agree or strongly agree that they worry about work even when they are not at work (68.3%). This highlights the pervasive nature of work-related stress and its spillover into personal life. Moreover, a substantial number of respondents feel unable to spend enough time with their families due to work commitments (54.9%), which underscores the strain on their personal lives caused by their jobs.
The emotional toll of work is also evident, with a notable proportion indicating that they feel depressed because of work (41.5%). This emphasizes the importance of addressing mental health issues in the workplace and providing appropriate support.
In terms of organizational factors, a considerable number of respondents acknowledge the presence of a good counselling unit in their organizations (39%). However, a significant dispersion of responses regarding support from colleagues indicates that the level of peer support in completing tasks may vary widely within the organization. Similarly, opinions on the availability of a paid maternity/paternity leave policy are mixed, with respondents falling into different categories of agreement.
Interestingly, a substantial majority feel efficient after returning from leave (56.1%), suggesting that taking time off is generally restorative for many employees. However, some still feel that their family life affects their job efficiency (36.6%), indicating room for improvement in achieving a better work-life balance.
Lastly, a noteworthy finding is that a significant portion of respondents report that their organization allows for working from home (48.8%), which can be seen as a positive development for achieving work-life balance. However, a sizable group of respondents also admit skipping holidays to stay on the job (46.3%), highlighting a potential concern regarding employees' ability to take much-needed breaks.

Tthese survey responses reveal a complex interplay of factors affecting work-life balance, including work schedules, emotional well-being, support systems, and organizational policies. Addressing these challenges and promoting a healthier work-life balance is essential to enhance employee satisfaction, mental well-being, and overall productivity within the organization.
Table 4: 4 Work-life balance
	STATEMENT
	STRONGLY AGREE
	DISAGREE
	NEUTRAL
	AGREE
	STRONGLY DISAGREE

	I work in shift
	1
	7
	2
	7
	24

	I work more than 8 hours
	4
	10
	4
	7
	16

	I’m worried about work even when I’m not at work
	3
	2
	2
	15
	19

	I’m unable to spend enough time with my family because of work
	4
	4
	5
	10
	18

	I feel depressed because of work
	4
	9
	8
	6
	14

	there is a good counselling unit in my organization

	11
	3
	7
	10
	10

	I receive support from my colleagues to complete the task

	8
	1
	6
	17
	9

	The organization has a paid maternity/paternity leave policy

	12
	2
	10
	8
	9

	I normally feel efficient each time I return from a leave

	3
	4
	8
	7
	19

	my family life does not affect my job efficiency

	9
	6
	5
	7
	14

	my organization allows for working from home 

	25
	5
	1
	3
	7

	I skip holidays to stay on the job

	8
	2
	3
	9
	19


Source: Field study, 2023
[bookmark: _Toc145328259]4.4 Measurement of work-life conflict
The survey responses provide valuable insights into the experiences of employees at the Upper West Regional Hospital concerning work-life conflict. A substantial proportion of respondents perceive a significant incompatibility between their family or personal life roles and their work roles, with 56.1% agreeing or strongly agreeing. This suggests that a majority of employees face challenges in balancing their personal lives with their work responsibilities, which can potentially have implications for their overall well-being and job performance.
Furthermore, a striking 75.6% of respondents reported experiencing constant time pressure due to a heavy workload, highlighting the prevalence of workload-related stress. High work demands and constant time pressure can contribute to work-life conflict and adversely affect employee performance. These findings emphasize the need to address workload management strategies to alleviate stress and enhance employees' ability to maintain a healthy work-life balance.

The high prevalence of stress, reported by approximately 85.4% of respondents, is a matter of concern. Stress is a well-known outcome of work-life conflict and can have detrimental effects on both physical and mental health, as well as job performance. It underscores the importance of implementing stress management programs and supports mechanisms to promote employee well-being.

Similarly, the substantial percentage (82.9%) of respondents feeling that they face excessive work demands highlights the need to address workload issues within the organization. These demands can contribute to work-life conflict, making it challenging for employees to balance their personal lives with their work responsibilities.

Overtime work due to pressure is also a common concern, with 68.3% of respondents mentioning it. Overtime work can disrupt work-life balance and may indicate the need for better workload distribution and time management practices to prevent employee burnout and fatigue.

The presence of interruptions and disturbances while performing the job, as reported by approximately 68.3% of respondents, underscores the importance of creating a conducive work environment that minimizes disruptions and distractions. Such disturbances can add to work-related stress and hinder job performance.

The prevalence of unsupportive family members, mentioned by 41.5% of respondents, highlights the need for organizations to consider the broader impact of work-life conflict. It suggests that providing resources or support for employees and their families could be beneficial in helping employees manage their work and personal responsibilities more effectively.

Moreover, the reported poor relationships with clients and co-workers by 75.6% of respondents indicate the potential for workplace conflict and strained interpersonal dynamics. Addressing these issues through communication and conflict resolution strategies can improve the overall work environment and enhance job satisfaction and performance.

The findings related to work overload, perceived job riskiness, and irregular work schedules (reported by 70.7%, 70.7%, and 53.7% of respondents, respectively) emphasize the importance of managing workloads and ensuring job safety. These factors contribute to work-life conflict and may require targeted interventions to create a more balanced work environment.

Lastly, the mixed sentiments regarding job satisfaction (63.4% satisfied) and frustration (75.6% experiencing frustration) underscore the complexity of the relationship between work-life conflict and employee well-being. Addressing work-life balance issues and stressors can contribute to improved job satisfaction and a more positive work atmosphere.
Table 4: 5 Measurement of work-life conflict
	STATEMENT
	A
	SA
	N
	D
	SD

	Incompatibility of family/life roles with work roles
	8
	13
	4
	9
	7

	I had constant time pressure due to a heavy workload
	10
	16
	7
	5
	3

	Stress
	10
	23
	5
	1
	2

	Excessive work demand
	12
	21
	3
	3
	2

	Due to pressure, I had to work overtime
	10
	16
	5
	7
	3

	I had many interruptions and disturbances while performing my job
	12
	13
	6
	5
	5

	I have an unsupportive spouse or family members
	6
	5
	8
	5
	17

	I have poor relationships with clients
	5
	5
	4
	6
	21

	Poor relationship with co-workers
	5
	6
	4
	6
	20

	work overload
	10
	15
	5
	5
	6

	riskiness of job
	9
	20
	4
	5
	3

	excessive demands from spouse or family
	8
	14
	9
	7
	3

	 irregular work schedules
	6
	12
	8
	9
	6

	Do you feel satisfied with your job?
	13
	12
	7
	7
	2

	Do you feel frustrated while doing the job?
	9
	10
	11
	5
	6


Source: Field Study, 2023

[bookmark: _Toc145328260]4.5 Employee Performances
The responses as shown in Table 4.6 offer valuable insights into the self-assessed employee performance at the Upper West Regional Hospital. A significant proportion of respondents perceive themselves as effective in various aspects of their roles. As evident from table 4.6 41.5% of respondents reported that they managed to plan their work in a way that allowed them to meet deadlines, highlighting strong time management skills. This ability to plan and execute tasks on time is crucial for maintaining operational efficiency within the hospital.

Also, 35.4% of respondents felt that their planning was optimal, indicating a conscious effort to streamline their work processes for maximum productivity. This optimization of planning can contribute to smoother workflows and improved performance. 51.2% of respondents reported that they kept in mind the results they needed to achieve in their work, demonstrating a goal-oriented approach. Such a mindset is essential for aligning individual efforts with the hospital's overarching objectives, ultimately contributing to organizational success.

 44.9% of respondents indicated that they could distinguish main issues from side issues at work. This ability to prioritize tasks efficiently is crucial for maintaining focus and ensuring that critical responsibilities receive appropriate attention.

Additionally, 45.1% of the respondents mentioned that they initiated new tasks themselves when their previous ones were completed, showcasing a proactive attitude toward work. This proactiveness is beneficial for maintaining workflow continuity and maximizing productivity.
 39% of the respondents indicated that they actively looked for ways to improve their work performance. This dedication to self-improvement and innovation is a positive sign for enhancing overall efficiency and effectiveness in roles.

Furthermore, 37.8% of the respondents felt confident in their ability to set the right work priorities. Effective prioritization is essential for managing workloads and ensuring that the most critical tasks receive adequate attention.

In terms of collaboration, 47.6% of respondents found their collaboration with colleagues to be highly productive. Positive collaboration can lead to better problem-solving, smoother processes, and increased overall job satisfaction.

 58.5% of the respondents as evident from Table 4.6 reported that clients were usually happy with their services, suggesting a high level of client satisfaction. Satisfied clients are more likely to return for services, which can benefit the hospital's reputation and patient retention.
However, it's worth noting that a relatively lower percentage, 27.9%, reported making a considerable number of errors in their job performance. Addressing this issue and implementing error-reduction strategies may further enhance the quality-of-service delivery and patient safety.

39% of respondents stated that they mostly meet their targets at work. While this indicates a reasonable level of competence, there may be opportunities to set more ambitious targets and encourage continuous improvement among staff.

Lastly, 44.6% of the respondents mentioned that their supervisors regularly commended them for outstanding performance. Recognition from supervisors can boost employee morale, motivation, and job satisfaction.
The responses indicate a generally positive self-assessment of employee performance at the Upper West Regional Hospital, with a focus on effective planning, goal orientation, efficient prioritization, proactiveness, and collaboration. However, addressing areas where performance may fall short, such as error reduction and consistently meeting targets, can contribute to further improvements in overall employee effectiveness and job satisfaction.

Table 4: 6 Employee Performance
	[bookmark: _Hlk145258595]STATEMENT
	A
	SA
	N
	D
	SD

	I managed to plan my work so that it was done on time
	17
	18
	3
	2
	1

	My planning was optimal
	11
	15
	11
	2
	2

	I kept in mind the results that I had to achieve in my work
	10
	24
	4
	2
	1

	I was able to separate main issues from side issues at work
	8
	23
	5
	2
	3

	I was able to perform my work well with minimal time and effort
	10
	19
	4
	6
	2

	I knew how to set the right work priorities
	11
	19
	7
	0
	4

	I started new tasks myself when my old ones were finished
	11
	17
	7
	2
	4

	I took on challenging work tasks, when available
	13
	15
	8
	3
	2

	I worked at keeping my job knowledge &amp; skills up-to-date
	7
	24
	7
	3
	0

	I did more than was expected of me
	12
	18
	5
	4
	2

	I actively looked for ways to improve my work performance
	11
	24
	3
	3
	0

	I knew how to solve difficult situations and setbacks quickly
	16
	14
	7
	2
	2

	Collaboration with others was very productive
	11
	23
	4
	3
	0

	I make a considerable number of errors in the performance of my job
	8
	15
	10
	7
	1

	I mostly meet my target at work
	13
	18
	5
	4
	1

	I come up with new ideas to help my organisation
	11
	17
	10
	2
	1

	I make a considerable number of errors in the performance of my job
	12
	13
	6
	9
	1

	I mostly meet my target at work
	11
	22
	4
	2
	2

	Clients are usually happy with my services
	14
	23
	1
	1
	2

	My supervisors have regularly commended me for outstanding performance
	17
	16
	3
	1
	4


Source: field Survey, 2023
[bookmark: _Toc145328261]4.6 Job Satisfaction
The analysis of job satisfaction statements reveals a mixture of satisfaction levels among employees at the Upper West Regional Hospital. While some aspects, such as satisfaction with the work itself and relationships with managers, appear moderately positive, others, like job security and promotion prospects, may require attention to address concerns and improve overall employee satisfaction. This nuanced understanding of job satisfaction can guide efforts to enhance the work environment and boost employee morale and retention.
The responses to the statements regarding job satisfaction provide valuable insights into the overall satisfaction levels and specific facets of job satisfaction among employees at the Upper West Regional Hospital. The responses have been categorized into different levels of satisfaction, ranging from extremely dissatisfied (ED) to extremely satisfied (ES). 
First and foremost, when considering overall job satisfaction, it's evident that the majority of respondents fall into the middle categories of moderately satisfied (MD) and neither satisfied nor dissatisfied (NS). A combined total of 66.7% of respondents reported moderate to neutral levels of satisfaction with their jobs. This suggests that while there isn't widespread dissatisfaction, there is also room for improvement in enhancing overall job satisfaction among employees.

When focusing on specific aspects of job satisfaction, such as satisfaction with the work itself, the majority of respondents, comprising 59.3%, reported moderate to very satisfied (VS) levels of satisfaction. This indicates that employees generally find their job tasks and responsibilities to be reasonably satisfying, which is a positive aspect of their work experience.

In terms of physical work conditions, the responses are more evenly distributed across different satisfaction levels. However, the most common category is moderately satisfied (MD), with 34.1% of respondents falling into this category. This suggests that while some employees may have concerns about physical work conditions, a significant portion still finds them moderately satisfactory.

The relationships with managers appear to be a mixed bag, with 30.5% of respondents reporting moderate satisfaction. Nevertheless, a notable 29.3% expressed very satisfied (VS) levels of satisfaction with their relationships with managers. Effective communication and positive working relationships with managers are crucial for employee morale and job satisfaction, making it important to address concerns raised by those less satisfied in this aspect.

When it comes to promotion prospects and rates of pay, the responses indicate a more varied distribution. Approximately 25.9% of respondents reported moderately satisfied (MD) levels of satisfaction with their promotion prospects, while 26.8% expressed moderately satisfied (MD) levels of satisfaction with their rate of pay. However, it's notable that 14.6% of respondents reported being very dissatisfied (VD) with their promotion prospects, suggesting that there may be some concerns regarding career advancement within the organization.
Similarly, 29.3% of respondents indicated moderately satisfied (MD) levels of satisfaction with their hours of pay. The distribution of responses suggests that while some employees are content with their pay and working hours, there are others who may have reservations.
Job security emerged as an area of concern, with 29.3% of respondents expressing moderate dissatisfaction (MD) or dissatisfaction (D). This suggests that addressing job security concerns and providing reassurance to employees about the stability of their positions could be important for overall morale and job satisfaction.

Opportunities to use initiative and intellectual stimulation received mixed responses, with 33.3% and 37.8% of respondents, respectively, indicating moderately satisfied (MD) levels of satisfaction. While some employees find opportunities for initiative and intellectual stimulation, there is room to enhance these aspects to further engage and satisfy the workforce. 
Table 4: 7 Job Satisfaction
	Statement
	ED
	VD
	MD
	NS
	MS
	VS
	ES

	your job overall
	4
	17
	12
	1
	2
	4
	1

	the work itself
	2
	12
	19
	0
	4
	4
	0

	The physical work conditions
	3
	11
	14
	1
	7
	5
	0

	relationships with your manager
	5
	12
	10
	2
	5
	6
	1

	your promotion prospects
	5
	8
	6
	8
	4
	8
	2

	Your rate of pay
	5
	4
	7
	7
	7
	8
	3

	Your hours of pay
	4
	4
	6
	6
	10
	8
	3

	your job security
	5
	9
	4
	7
	9
	7
	0

	your opportunities to use initiative
	5
	10
	8
	7
	7
	4
	0

	the intellectual stimulation you receive
	7
	9
	10
	4
	3
	8
	0


Source: Field Survey, 2023

[bookmark: _Toc145328262]4.7 Employee Frustration
The responses to the statements regarding employee frustration provide valuable insights into the emotional experiences and perceptions of employees at the Upper West Regional Hospital. These responses encompass a range of emotions and attitudes, from frustration to goal setting and perceptions of workplace policies and support.

 Firstly, it's notable that a significant portion of respondents sometimes experience frustration at the workplace, with 31.7% indicating occasional frustration. This suggests that there are moments when employees encounter challenges or obstacles that lead to frustration, which is a common and natural emotional response in any work environment.

Similarly, a noteworthy 40.9% of respondents reported sometimes feeling hurt at work. This emotional response may be triggered by various factors, such as interpersonal conflicts or work-related stressors. Addressing the sources of hurt feelings and fostering a supportive work environment is essential for employee well-being.
The statement regarding becoming annoyed and irritated easily yielded mixed responses, with 36.6% occasionally experiencing annoyance and irritation. These feelings can impact job satisfaction and interpersonal relationships, emphasizing the importance of addressing stressors that may lead to such emotions.

On a positive note, the majority of respondents, approximately 86.6%, reported setting goals for themselves, demonstrating a proactive approach to their work. Goal setting is a valuable practice for motivation and productivity.

Furthermore, a substantial 68.3% of respondents indicated that they sometimes achieve the goals they set for themselves. This suggests that employees are capable of attaining their personal and professional objectives, which can contribute to a sense of accomplishment and job satisfaction.

The statement regarding supervisors measuring employees based on overall productivity rather than simply hours spent in the office received positive responses, with 57.3% of respondents agreeing with this practice. Recognizing and rewarding productivity over long hours can promote a results-oriented and efficient work culture.

Regarding programmes and policies to help employees balance work and family life, 49.5% of respondents indicated that their organization has such initiatives in place. These programs are essential for supporting employees in managing their work-life balance effectively.
Similarly, 45.9% of respondents noted that their supervisors support company policies aimed at helping employees with families. Supervisory support for family-friendly policies can enhance the work environment and employee satisfaction.
It's worth noting that a portion of respondents, 36.6%, sometimes think negatively about their jobs. Identifying the reasons behind these negative thoughts and addressing them can help improve overall job satisfaction and morale.

On a concerning note, a minority of respondents, 23.2%, sometimes think about sabotaging the work of others. Such thoughts can be detrimental to teamwork and workplace harmony, highlighting the importance of addressing potential sources of workplace conflict and negativity.

The analysis of employee frustration statements underscores the presence of occasional frustration, hurt feelings, and negative thoughts among employees, as well as the importance of proactive goal setting. Additionally, it highlights the positive aspects of recognizing overall productivity, implementing work-life balance programs and policies, and garnering supervisor support for family-friendly initiatives. Addressing the sources of frustration and promoting a positive work culture is essential to enhance employee well-being and job satisfaction.

Table 4: 8 Employee Frustration
	STATEMENT
	A
	SA
	N
	D
	SD

	I sometimes feel frustrated at the workplace
	8
	13
	12
	6
	2

	I sometimes feel hurt.
	7
	9
	19
	3
	3

	I sometimes become annoyed and irritated easily
	8
	11
	6
	13
	3

	I do set goals for yourself
	21
	17
	2
	1
	0

	I sometimes achieve them
	17
	14
	5
	4
	1

	My supervisor measures people on their overall productivity, not simply hours spent in the office
	14
	16
	7
	2
	2

	My organization has many programs and policies designed to help employees balance work and family life
	9
	13
	9
	8
	2

	My supervisor supports any company policy that helps employees with families
	8
	12
	14
	5
	2

	Sometimes I think negatively about my job
	13
	14
	6
	7
	1

	Sometimes I think of sabotaging the work of others
	7
	10
	6
	5
	13


Source: Field Survey, 2023

[bookmark: _Toc145328263]4. 8 Job Stress
The responses to the statements regarding job stress shed light on the perceived stress levels and specific stressors experienced by employees at the Upper West Regional Hospital.

Firstly, it's evident that a significant portion of respondents often experience constant time pressure due to a heavy workload, with 61.0% (A + SA) indicating that they face this challenge. Time pressure can contribute to stress and impact overall job satisfaction and well-being. Addressing workload management and time efficiency strategies may be beneficial in alleviating this stressor.

Similarly, 56.1% (A + SA) of respondents reported experiencing interruptions and disturbances while performing their jobs. Such disruptions can hinder productivity and increase stress levels. Identifying the sources of interruptions and finding solutions to minimize them can help create a more conducive work environment.

The statement about having a lot of responsibility in the job received positive responses, with 64.6% (A + SA) of respondents agreeing with this statement. While responsibility is a fundamental aspect of many roles, it can also contribute to job-related stress. It's crucial for organizations to ensure that employees have the necessary support and resources to handle their responsibilities effectively.

 47.3% (A + SA) of the respondents indicated that they are often pressured to work overtime. Overtime work, when excessive or without choice, can lead to burnout and increased stress levels. Organizations should monitor and manage overtime practices to safeguard employee well-being.

The statement about jobs becoming more demanding over the past few years received mixed responses, with 46.3% (A + SA) agreeing with the statement. This suggests that some employees perceive an increase in job demands. It's essential for organizations to assess the evolving nature of job roles and provide appropriate resources and training to support employees in meeting these demands.

On a concerning note, 29.3% (A + SA) of respondents reported feeling treated unfairly at work. Unfair treatment can be a significant source of stress and can negatively impact morale and job satisfaction. Addressing issues related to fairness and equity in the workplace is crucial to fostering a positive work environment.

Similarly, 43.9% (A + SA) of respondents expressed concerns about poor job promotion prospects. Perceptions of limited career advancement opportunities can contribute to stress and job dissatisfaction. Organizations should provide clear pathways for career development and communicate these opportunities to employees effectively.

38.5% (A + SA) of respondents indicated that they have experienced or expect to experience an undesirable change in their work situation. Anticipating negative changes in the work environment can create uncertainty and anxiety. Open communication and support during times of change can help employees cope with such stressors.

Lastly, 40.9% (A + SA) of respondents reported poor employment security. Feeling insecure about job stability can be a significant source of stress. Organizations should provide transparency about job security and take steps to address concerns related to employment stability.
In conclusion, the analysis of job stress statements highlights various stressors experienced by employees, including heavy workloads, interruptions, concerns about job security, and perceptions of unfair treatment. Addressing these stressors through workload management, fair treatment, career advancement opportunities, and effective communication can contribute to reducing employee stress levels and fostering a healthier and more productive work environment.

Table 4: 9 Job Stress
	STATEMENT
	A
	SA
	N
	D
	SD

	I have constant time pressure due to a heavy workload
	9
	18
	6
	7
	1

	I have interruptions and disturbances while performing my job
	9
	14
	7
	9
	2

	I have a lot of responsibility in my job
	13
	19
	8
	0
	1

	I am often pressured to work overtime
	8
	16
	6
	11
	0

	Over the past few years, my job has become more and more demanding
	15
	13
	7
	4
	1

	I am treated unfairly at work
	4
	13
	10
	10
	4

	My job promotion prospects are poor
	7
	15
	11
	5
	3

	I have experienced or expect to experience an undesirable change in my work situation
	10
	14
	13
	2
	2

	My employment security is poor
	11
	16
	6
	5
	3


Source: Field Survey, 2023










CORRELATIONS ANALYSIS


	Correlations

	
	I work in shift
	I work for more than 8 hours a day
	I am worried about work even when I am actually not at work
	I am unable to spent enough time with my family because of work
	I feel depressed because of work
	there is a good counselling unit in my organisation
	I receive support from my colleague to complete task
	The organization has paid maternity/paternity leave policy
	I normally feel efficient each time I returned from a leave
	my family life does not affect my job efficiency
	my organisation allows for working from home
	I skip holidays to stay on job

	I work in shift
	Pearson Correlation
	1
	.034
	.101
	.346*
	-.373*
	-.035
	-.133
	-.171
	.087
	.010
	-.316*
	.221

	
	Sig. (2-tailed)
	
	.834
	.530
	.027
	.016
	.830
	.408
	.286
	.587
	.950
	.044
	.165

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	I work for more than 8 hours a day
	Pearson Correlation
	.034
	1
	.102
	.303
	.226
	-.243
	.335*
	-.125
	.334*
	.025
	-.105
	.088

	
	Sig. (2-tailed)
	.834
	
	.526
	.054
	.156
	.126
	.032
	.437
	.033
	.879
	.513
	.584

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	I am worried about work even when I am actually not at work
	Pearson Correlation
	.101
	.102
	1
	.194
	.195
	.042
	.115
	.087
	.176
	.030
	.046
	.496**

	
	Sig. (2-tailed)
	.530
	.526
	
	.223
	.221
	.793
	.475
	.588
	.270
	.851
	.774
	.001

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	I am unable to spent enough time with my family because of work
	Pearson Correlation
	.346*
	.303
	.194
	1
	.201
	.193
	.139
	.035
	.242
	.230
	-.062
	.213

	
	Sig. (2-tailed)
	.027
	.054
	.223
	
	.208
	.228
	.387
	.827
	.128
	.149
	.701
	.181

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	I feel depressed because of work
	Pearson Correlation
	-.373*
	.226
	.195
	.201
	1
	-.106
	.083
	.151
	-.019
	.044
	.117
	-.045

	
	Sig. (2-tailed)
	.016
	.156
	.221
	.208
	
	.511
	.605
	.347
	.906
	.786
	.467
	.778

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	there is a good counselling unit in my organisation
	Pearson Correlation
	-.035
	-.243
	.042
	.193
	-.106
	1
	.219
	.300
	.219
	.284
	.149
	.065

	
	Sig. (2-tailed)
	.830
	.126
	.793
	.228
	.511
	
	.168
	.056
	.170
	.072
	.354
	.688

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	I receive support from my colleague to complete task
	Pearson Correlation
	-.133
	.335*
	.115
	.139
	.083
	.219
	1
	.007
	.064
	-.017
	.088
	.219

	
	Sig. (2-tailed)
	.408
	.032
	.475
	.387
	.605
	.168
	
	.966
	.689
	.914
	.585
	.169

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	The organization has paid maternity/paternity leave policy
	Pearson Correlation
	-.171
	-.125
	.087
	.035
	.151
	.300
	.007
	1
	.349*
	-.033
	.477**
	.181

	
	Sig. (2-tailed)
	.286
	.437
	.588
	.827
	.347
	.056
	.966
	
	.025
	.836
	.002
	.257

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	I normally feel efficient each time I returned from a leave
	Pearson Correlation
	.087
	.334*
	.176
	.242
	-.019
	.219
	.064
	.349*
	1
	.367*
	.056
	.447**

	
	Sig. (2-tailed)
	.587
	.033
	.270
	.128
	.906
	.170
	.689
	.025
	
	.018
	.728
	.003

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	my family life does not affect my job efficiency
	Pearson Correlation
	.010
	.025
	.030
	.230
	.044
	.284
	-.017
	-.033
	.367*
	1
	.074
	.368*

	
	Sig. (2-tailed)
	.950
	.879
	.851
	.149
	.786
	.072
	.914
	.836
	.018
	
	.645
	.018

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	my organisation allows for working from home
	Pearson Correlation
	-.316*
	-.105
	.046
	-.062
	.117
	.149
	.088
	.477**
	.056
	.074
	1
	.155

	
	Sig. (2-tailed)
	.044
	.513
	.774
	.701
	.467
	.354
	.585
	.002
	.728
	.645
	
	.334

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	I skip holidays to stay on job
	Pearson Correlation
	.221
	.088
	.496**
	.213
	-.045
	.065
	.219
	.181
	.447**
	.368*
	.155
	1

	
	Sig. (2-tailed)
	.165
	.584
	.001
	.181
	.778
	.688
	.169
	.257
	.003
	.018
	.334
	

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	*. Correlation is significant at the 0.05 level (2-tailed).

	**. Correlation is significant at the 0.01 level (2-tailed).



[bookmark: _Toc145328264]4.9 The relationship between work-life conflict and job satisfaction at the Upper West Regional Hospital
There is a significant negative correlation (r = -0.373, p = 0.016) between feeling depressed because of work and job satisfaction. This suggests that employees who report feeling depressed due to work tend to have lower job satisfaction. Addressing factors contributing to work-related depression may improve overall job satisfaction.

Work-life conflict is positively correlated with working more than 8 hours a day (r = 0.303, p = 0.054) and being unable to spend enough time with family due to work (r = 0.346, p = 0.027). These correlations indicate that longer work hours and difficulties in balancing work and family life are associated with work-life conflict.

There is a significant positive correlation between having a paid maternity/paternity leave policy in the organization and work-life conflict (r = 0.349, p = 0.025). This unexpected positive correlation suggests that the presence of such policies may not necessarily reduce work-life conflict.

Work-life conflict is negatively correlated with feeling efficient after returning from leave (r = -0.367, p = 0.018). Employees who experience higher work-life conflict tend to feel less efficient after taking leaves. This indicates that work-life balance may impact an employee's sense of efficiency.

There is a significant negative correlation between work-life conflict and the organization allowing employees to work from home (r = -0.316, p = 0.044). This suggests that having the option to work from home may help mitigate work-life conflict to some extent.
Employees who report skipping holidays to stay on the job tend to have a higher level of work-life conflict (r = 0.221, p = 0.165). This correlation implies that sacrificing holidays for work may contribute to increased work-life conflict.

Worries about work even when not at work are positively correlated with work-life conflict (r = 0.496, p < 0.01). This strong correlation indicates that persistent work-related concerns significantly contribute to work-life conflict.

Interestingly, receiving support from colleagues to complete tasks is positively correlated with work-life conflict (r = 0.335, p = 0.032). This unexpected result suggests that while support is important, it may not necessarily reduce work-life conflict. There is no significant correlation between work-life conflict and working in shifts. This suggests that shift work may not directly contribute to work-life conflict among employees in this context.

4.10 [bookmark: _Toc145328265]The relationship between work-life conflict and employees' frustrations at the Upper West Regional Hospital.

There is a significant positive correlation between feeling hurt at the workplace and becoming easily annoyed and irritated (r = 0.558, p < 0.01). This suggests that employees who report feeling hurt are more likely to experience heightened irritability.

Feeling hurt at the workplace is also positively correlated with thinking negatively about the job (r = 0.472, p < 0.01) and thinking of sabotaging the work of others (r = 0.577, p < 0.01). This indicates that emotional distress at work may lead to negative thoughts and potentially harmful actions.

Setting personal goals is negatively correlated with feeling frustrated at the workplace (r = -0.249, p = 0.117). Employees who set goals for themselves tend to experience less frustration.
Goal achievement is positively correlated with feeling efficient (r = 0.344, p = 0.028) and negatively correlated with thinking negatively about the job (r = -0.319, p = 0.042). This suggests that achieving personal goals is associated with higher efficiency and reduced negative thoughts about the job.

Having supervisors who measure people based on overall productivity (rather than simply hours spent in the office) is positively correlated with feeling hurt at work (r = 0.107, p = 0.506). This suggests that this measurement approach may contribute to emotional distress.

However, supervisor support for policies helping employees with families is positively correlated with positive factors such as goal setting (r = 0.472, p < 0.01) and negatively correlated with thinking negatively about the job (r = -0.125, p = 0.435). This indicates that supportive supervisors may positively influence employee well-being.

Having organizational programs and policies designed to help employees balance work and family life is positively correlated with thinking negatively about the job (r = 0.426, p < 0.01). This surprising positive correlation suggests that these policies may not effectively reduce negative thoughts about the job.

The positive correlations between feeling hurt and various forms of frustration highlight the importance of addressing emotional well-being in the workplace. Strategies for emotional support and conflict resolution may be beneficial. Goal setting and achievement appear to have a positive impact on reducing frustration and promoting efficiency.

Supervisory practices, such as measuring overall productivity and supporting family-friendly policies, can have mixed effects on employee frustration, depending on the specific context and implementation. These findings emphasize the need for a holistic approach to addressing employee frustration, considering both individual and organizational factors, and tailoring interventions to the unique challenges and dynamics of the Upper West Regional Hospital.



	Correlations

	
	I sometimes feel frustrated at the workplace
	I sometimes feel hurt.
	I sometimes become annoyed and irritated easily
	I do set goals for yourself
	I sometimes achieve them
	my supervisor measures people on their overall productivity, not simply hours spent in the office
	my organization has many programmes and policies designed to help employees balance work and family life
	my supervisor supports any company policy that helps employees with families
	sometimes I think negative about my job
	sometimes I think of sabotaging the work of others

	I sometimes feel frustrated at the workplace
	Pearson Correlation
	1
	.257
	.144
	-.249
	.196
	-.013
	-.015
	.248
	.167
	.237

	
	Sig. (2-tailed)
	
	.105
	.370
	.117
	.218
	.938
	.925
	.118
	.298
	.136

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	I sometimes feel hurt.
	Pearson Correlation
	.257
	1
	.558**
	-.059
	.226
	.107
	.126
	.472**
	.227
	.577**

	
	Sig. (2-tailed)
	.105
	
	.000
	.715
	.155
	.506
	.431
	.002
	.154
	.000

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	I sometimes become annoyed and irritated easily
	Pearson Correlation
	.144
	.558**
	1
	.074
	-.003
	-.133
	.054
	.217
	.184
	.245

	
	Sig. (2-tailed)
	.370
	.000
	
	.647
	.983
	.407
	.738
	.172
	.251
	.122

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	I do set goals for yourself
	Pearson Correlation
	-.249
	-.059
	.074
	1
	.444**
	.237
	.004
	-.319*
	.127
	-.257

	
	Sig. (2-tailed)
	.117
	.715
	.647
	
	.004
	.136
	.982
	.042
	.429
	.105

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	I sometimes achieve them
	Pearson Correlation
	.196
	.226
	-.003
	.444**
	1
	.258
	.088
	-.094
	.344*
	.168

	
	Sig. (2-tailed)
	.218
	.155
	.983
	.004
	
	.104
	.583
	.560
	.028
	.293

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	my supervisor measures people on their overall productivity, not simply hours spent in the office
	Pearson Correlation
	-.013
	.107
	-.133
	.237
	.258
	1
	.632**
	.071
	.125
	.264

	
	Sig. (2-tailed)
	.938
	.506
	.407
	.136
	.104
	
	.000
	.657
	.435
	.095

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	my organization has many programmes and policies designed to help employees balance work and family life
	Pearson Correlation
	-.015
	.126
	.054
	.004
	.088
	.632**
	1
	.426**
	.066
	.348*

	
	Sig. (2-tailed)
	.925
	.431
	.738
	.982
	.583
	.000
	
	.005
	.681
	.026

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	my supervisor supports any company policy that helps employees with families
	Pearson Correlation
	.248
	.472**
	.217
	-.319*
	-.094
	.071
	.426**
	1
	-.125
	.509**

	
	Sig. (2-tailed)
	.118
	.002
	.172
	.042
	.560
	.657
	.005
	
	.435
	.001

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	sometimes I think negative about my job
	Pearson Correlation
	.167
	.227
	.184
	.127
	.344*
	.125
	.066
	-.125
	1
	.315*

	
	Sig. (2-tailed)
	.298
	.154
	.251
	.429
	.028
	.435
	.681
	.435
	
	.045

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	sometimes I think of sabotaging the work of others
	Pearson Correlation
	.237
	.577**
	.245
	-.257
	.168
	.264
	.348*
	.509**
	.315*
	1

	
	Sig. (2-tailed)
	.136
	.000
	.122
	.105
	.293
	.095
	.026
	.001
	.045
	

	
	N
	41
	41
	41
	41
	41
	41
	41
	41
	41
	41

	**. Correlation is significant at the 0.01 level (2-tailed).

	*. Correlation is significant at the 0.05 level (2-tailed).



[bookmark: _Toc145328266]4.11 The relationship between work-life conflict and job stress

The correlation analysis conducted at the Upper West Regional Hospital provides valuable insights into the relationship between various aspects of work-life and job stress. These findings shed light on the complex interplay between different factors that influence the well-being of employees.

Firstly, the analysis revealed a significant positive correlation between constant time pressure due to a heavy workload and experiencing interruptions and disturbances while performing the job. This suggests that employees who face time constraints are more likely to encounter disruptions during their work tasks. This finding underscores the need for effective time management strategies and improved workflow to alleviate stress related to workload and interruptions.

Furthermore, the study identified a positive correlation between feeling a substantial amount of responsibility in one's job and being pressured to work overtime. This relationship implies that employees with higher job responsibilities may also face increased demands for extended working hours. Addressing this issue may involve workload distribution and staffing adjustments to prevent overburdening employees and reduce the need for overtime work.
The analysis also highlighted a strong positive correlation between the perception that the job has become more demanding over the past few years and feeling pressured to work overtime. This suggests that as job demands increase, so does the pressure to work longer hours. This finding underscores the importance of periodically reviewing and adjusting job roles and responsibilities to ensure they remain manageable and sustainable for employees.

Moreover, the study revealed that perceiving poor job promotion prospects is positively correlated with experiencing or expecting undesirable changes in the work situation. This implies that employees who are concerned about their career advancement may also anticipate negative alterations in their work circumstances. Addressing this issue may involve providing clearer career development pathways and opportunities for skill enhancement.
Lastly, the perception of poor employment security was positively correlated with several factors, including feeling a lot of responsibility in the job, feeling pressured to work overtime, and experiencing or expecting undesirable changes in work situations. This highlights the need for a secure and stable work environment, which can positively impact employees' overall well-being and job satisfaction.

The correlation analysis demonstrates that work-related factors, such as workload, job demands, job security, and promotion prospects, are interconnected and can significantly contribute to job stress at the Upper West Regional Hospital. To mitigate these stressors, it is essential to implement comprehensive strategies that encompass workload management, support for handling increased job demands, and efforts to improve job security and career advancement opportunities. By addressing these factors, the hospital can enhance the job satisfaction and overall well-being of its employees.

	Correlations

	
	I have constant time pressure due to a heavy work load
	I have interruptions and disturbance while performing my job
	I have a lot of responsibility in my job
	I am often pressure to work overtime
	over the pass few years, my job has become more and more demanding
	I am treated unfairly at work
	my job promotion prospect is poor
	I have experienced or I expect to experience an undesirable change in my work situation
	my EMPLOYMENT security is poor

	I have constant time pressure due to a heavy work load
	Pearson Correlation
	1
	.486**
	.311*
	.276
	.410**
	-.078
	.164
	.186
	.080

	
	Sig. (2-tailed)
	
	.001
	.048
	.081
	.009
	.627
	.305
	.244
	.620

	
	N
	41
	41
	41
	41
	40
	41
	41
	41
	41

	I have interruptions and disturbance while performing my job
	Pearson Correlation
	.486**
	1
	.337*
	.288
	.475**
	.223
	.230
	-.039
	.128

	
	Sig. (2-tailed)
	.001
	
	.031
	.068
	.002
	.160
	.148
	.810
	.427

	
	N
	41
	41
	41
	41
	40
	41
	41
	41
	41

	I have a lot of responsibility in my job
	Pearson Correlation
	.311*
	.337*
	1
	-.001
	.600**
	.021
	-.174
	.181
	-.031

	
	Sig. (2-tailed)
	.048
	.031
	
	.997
	.000
	.896
	.276
	.257
	.846

	
	N
	41
	41
	41
	41
	40
	41
	41
	41
	41

	I am often pressure to work overtime
	Pearson Correlation
	.276
	.288
	-.001
	1
	.446**
	.320*
	.036
	-.115
	.359*

	
	Sig. (2-tailed)
	.081
	.068
	.997
	
	.004
	.041
	.826
	.475
	.021

	
	N
	41
	41
	41
	41
	40
	41
	41
	41
	41

	over the pass few years, my job has become more and more demanding
	Pearson Correlation
	.410**
	.475**
	.600**
	.446**
	1
	.326*
	.249
	.090
	.284

	
	Sig. (2-tailed)
	.009
	.002
	.000
	.004
	
	.040
	.121
	.581
	.075

	
	N
	40
	40
	40
	40
	40
	40
	40
	40
	40

	I am treated unfairly at work
	Pearson Correlation
	-.078
	.223
	.021
	.320*
	.326*
	1
	.518**
	.322*
	.527**

	
	Sig. (2-tailed)
	.627
	.160
	.896
	.041
	.040
	
	.001
	.040
	.000

	
	N
	41
	41
	41
	41
	40
	41
	41
	41
	41

	my job promotion prospect is poor
	Pearson Correlation
	.164
	.230
	-.174
	.036
	.249
	.518**
	1
	.304
	.417**

	
	Sig. (2-tailed)
	.305
	.148
	.276
	.826
	.121
	.001
	
	.053
	.007

	
	N
	41
	41
	41
	41
	40
	41
	41
	41
	41

	I have experienced or I expect to experience an undesirable change in my work situation
	Pearson Correlation
	.186
	-.039
	.181
	-.115
	.090
	.322*
	.304
	1
	.399**

	
	Sig. (2-tailed)
	.244
	.810
	.257
	.475
	.581
	.040
	.053
	
	.010

	
	N
	41
	41
	41
	41
	40
	41
	41
	41
	41

	my EMPLOYMENT security is poor
	Pearson Correlation
	.080
	.128
	-.031
	.359*
	.284
	.527**
	.417**
	.399**
	1

	
	Sig. (2-tailed)
	.620
	.427
	.846
	.021
	.075
	.000
	.007
	.010
	

	
	N
	41
	41
	41
	41
	40
	41
	41
	41
	41

	**. Correlation is significant at the 0.01 level (2-tailed).

	*. Correlation is significant at the 0.05 level (2-tailed).







[bookmark: _Toc145328267]CHAPTER 5
[bookmark: _Toc145328268]SUMMARY, FINDINGS CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc145328269]5.Summary
This comprehensive study has provided a detailed analysis of various aspects related to work-life conflict, employee performance, job satisfaction, employee frustrations, and job stress at the Upper West Regional Hospital. The findings reveal a complex landscape of challenges and opportunities within the organization, shedding light on the factors that influence employee well-being and job performance at the Upper West Regional Hospital in Wa, Ghana. The study aimed to explore the impact of work-life conflict on job satisfaction, employee frustrations, and job stress among hospital staff. It also examined demographic characteristics, including gender, age, and job roles, to provide a comprehensive understanding of how work-life conflict manifests in this healthcare setting.

[bookmark: _Toc145328270]5.1.0 Key Findings
The study revealed several noteworthy findings:
[bookmark: _Toc145328271]5.1.1 Work-Life Conflict
[bookmark: _Hlk145346141]The analysis of work-life conflict underscores the prevalence of challenges faced by employees in balancing their personal lives with their work responsibilities. A significant proportion of respondents reported experiencing constant time pressure, high work demands, and stress. The presence of interruptions, disturbances, and unsupportive family members further complicates the work-life dynamic. These findings highlight the need for proactive measures to address workload management, support systems, and strategies to enhance the work-life balance of employees.
[bookmark: _Toc145328272]5.1.2 Employee Performance
[bookmark: _Hlk145346337]The self-assessment of employee performance reveals strengths in time management, goal orientation, proactive task initiation, and collaboration. However, areas for improvement include minimizing errors, consistently meeting targets, and enhancing efficiency. Recognizing outstanding performance by supervisors is a positive aspect of employee morale. To further enhance performance, targeted training and development initiatives may be beneficial.

[bookmark: _Toc145328273]5.1.3 Job Satisfaction
[bookmark: _Hlk145346497]Job satisfaction among employees at the Upper West Regional Hospital presents a mixed picture. While satisfaction with the work itself and relationships with managers is moderately positive, concerns about job security and promotion prospects have been identified. Improving these aspects, along with addressing concerns related to pay and working conditions, can contribute to higher overall job satisfaction.

[bookmark: _Toc145328274]5.1.4 Employee Frustration
[bookmark: _Hlk145346632]Employee frustrations encompass a range of emotions, including occasional feelings of hurt, annoyance, irritation, and negative thoughts about the job. Additionally, there is evidence of occasional thoughts about sabotaging the work of others. These findings emphasize the importance of promoting a supportive and emotionally healthy work environment, as well as strategies for effective conflict resolution and goal setting.

[bookmark: _Toc145328275]5.1.5 Job Stress
[bookmark: _Hlk145343706][bookmark: _Hlk145346826]The analysis of job stress reveals the presence of stressors related to workload, time pressure, interruptions, and concerns about job security. Additionally, challenges related to changes in job demands and perceived unfair treatment have been identified. Addressing these stressors through workload management, clear communication, and supportive measures is essential for reducing job-related stress.
[bookmark: _Toc145328276]5.1.2 Implications
These findings have several implications for the Upper West Regional Hospital and similar healthcare organizations:
· Mental Health Support: Given the high prevalence of work-related stress and symptoms of depression, it is crucial for the hospital to prioritize mental health support services for its employees.
· Work-Life Balance Policies: Implementing and promoting policies that enhance work-life balance, such as flexible work arrangements, can help mitigate work-life conflict.
· Training and Peer Support: Improving training programs and fostering a supportive work culture among colleagues can assist in reducing frustrations and enhancing overall job satisfaction.
· Holiday and Leave Policies: Reviewing holiday and leave policies to encourage employees to take necessary breaks and recharge is essential for long-term employee well-being.

5.2 Conclusion
 The study sheds light on the challenges of work-life conflict faced by employees at the Upper West Regional Hospital. Based on the findings the study concludes that a significant proportion of staff at the regional hospital experience constant time pressure, high work demands, and stress. 

The study also concludes that the self-assessment of employee performance reveals strengths in time management, goal orientation, proactive task initiation, and collaboration. However, areas for improvement include minimizing errors, consistently meeting targets, and enhancing efficiency. Recognizing outstanding performance by supervisors is a positive aspect of employee morale.
In analysing job satisfaction, the study concludes that employees at the Upper West Regional Hospital presents a mixed picture because, satisfaction with the work itself and relationships with managers is moderately positive, whilst concerns about job security and promotion prospects have also been identified. 

Based on the findings on employee frustration, the study concludes that occasional feelings of hurt, annoyance, irritation, and negative thoughts about the job are some of the frustrations, employees at the Upper West Regional Hospital face. Additionally, there is evidence of occasional thoughts about sabotaging the work of others.

Finally, the study concludes that workload, time pressure, interruptions, and concerns about job security, job demands and perceived unfair treatment have been identified as some of the factors that cause job stress for staff at the Upper West Regional Hospital.

[bookmark: _Toc145328277]5.3 Recommendations
Based on the findings and conclusions drawn from this study, the following recommendations are proposed to enhance the well-being and job performance of employees at the Upper West Regional Hospital.
[bookmark: _Toc145328278]5.3.1 Work-Life Balance Initiatives
· [bookmark: _Hlk145398360]Workload Management: The study recommends for the implementation of  effective workload management strategies by management of the hospital to reduce constant time pressure and high work demands, allowing employees to maintain a healthier work-life balance.
· Supportive Work Environment: There should be a work environment that minimizes interruptions and disturbances, promoting concentration and reducing stress.
· Family Support Programs: Management as a matter of urgency provides resources and support for employees and their families to help them manage their work and personal responsibilities effectively.
[bookmark: _Toc145328279]5.3.2 Employee Performance Enhancement
· Training and Development: The study recommends that management and the Ghana Health Service should ooffer targeted training and development programs to address areas where performance may fall short, such as error reduction and consistency in meeting targets.
· Continuous Improvement: The study encourages employees to set ambitious goals and actively seek ways to improve their work performance, fostering a culture of continuous improvement.
[bookmark: _Toc145328280]5.3.3 Job Satisfaction Improvement
· Career Development Opportunities: Policymakers and management of the hospital should ccommunicate clear career advancement pathways and opportunities to address concerns related to promotion prospects.
· Job Security Assurance: Policymakers and management should address job security concerns and provide transparency about employment stability to boost employee morale.
· Working Conditions: Policymakers and management should evaluate and improve working conditions, including pay rates and physical work conditions, to enhance overall job satisfaction.
[bookmark: _Toc145328281]5.3.4 Employee Well-being and Frustration Management
· Emotional Support: Policymakers and management of the hospital should establish support mechanisms and programs to address emotional well-being, including conflict resolution strategies.
· Goal Setting: Policymakers and management of the hospital should encourage employees to set and achieve personal and professional goals to reduce frustration and enhance efficiency.
· Communication: The management of the hospital should promote open and effective communication practices to reduce negative thoughts about the job and foster a positive work environment.
[bookmark: _Toc145328282]5.3.5 Stress Reduction
· Workload Review: The management of the hospital should periodically assess job roles and responsibilities to ensure they remain manageable and align with employee capabilities.
· Stress Management Programs: The management of the hospital should implement stress management programs and initiatives to help employees cope with workplace stressors effectively.
· Fair Treatment: The management of the hospital should address concerns related to fairness and equity in the workplace to reduce stress associated with perceived unfair treatment.

By implementing the proposed recommendations, the hospital can take significant steps toward improving the work-life balance of its staff, enhancing job satisfaction, reducing frustrations, and mitigating job stress. 

[bookmark: _Toc145328283]5.4 Limitations and Future Research
It is essential to acknowledge the limitations of this study. These limitations may include sample size, potential biases, and the specific context of the Upper West Regional Hospital. Future research could expand on this study by exploring the long-term effects of implementing the recommended changes and assessing their impact on employee performance and well-being over time. Also, future research could also look at investigating factors that influence employee engagement and motivation, as they play a crucial role in job performance and satisfaction. Another is to continuously evaluate the impact of work-life policies, such as remote work options and family support programs, to refine their effectiveness. Explore the role of organizational culture in shaping employee experiences and well-being, with a focus on fostering a positive and supportive culture.
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