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Abstract

This study examines the effect of work—life balance on employee productivity among female staff,
with organisational culture serving as a moderating variable. Guided by the Job Demands—
Resources (JD-R) Model, the study adopted a correlational survey design and analysed data using
structural equation modelling (SEM) with SmartPLS version 4. The findings indicate that work—
life balance and organisational culture each have a significant positive effect on employee
productivity, while organisational culture also significantly moderates the relationship between
work-life balance and productivity. The study concludes that employee productivity is enhanced
when organisations promote supportive cultural practices alongside effective work—life balance
initiatives.
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Introduction

Human resource performance is a vital component of organizational effectiveness and reflects the
efforts made by organizations to achieve their goals. Employee productivity is influenced by
several factors, including individuals’ ability to perform their duties efficiently and the motivation
that drives them to fulfill organizational responsibilities (Daeli, Yokanan & Kaloeti, 2024).
Motivation and enthusiasm that foster creativity and innovation can further enhance employee

performance (Zhenjing et al., 2022). Employee performance also reflects skill development and
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adherence to organizational policies and managerial directives, which are essential for effective

workplace functioning (Qalati et al., 2022; Kasran & Dewi, 2025).

Work-life balance plays a crucial role in improving employee productivity by reducing stress and
burnout while enhancing motivation, focus, and overall performance. Employees achieve work-
life balance when they are able to manage work and personal responsibilities without significant
role conflict, resulting in satisfaction across both domains (Ramadhan, 2024; Cahyanuzul,
Handayani & Afriyani, 2025). This balance includes managing family-related responsibilities,
flexible working hours, and reduced work pressure, all of which contribute to improved mental
health and job performance (Foanto, 2020). Employees are therefore expected to balance work and

family obligations without compromising either domain.

Organizational culture significantly influences how work-life balance initiatives are perceived and
implemented. A supportive and flexible culture enhances employee participation and confidence,
whereas rigid cultures may limit the effectiveness of such policies. Organizational culture consists
of shared values, beliefs, assumptions, and practices that shape employee behavior and interactions
within the workplace (Alvesson, 2012). According to Schein (2011), organizational culture can
positively or negatively influence employee attitudes and behaviors, making leadership
commitment essential in fostering a culture that promotes collaboration and productivity. A
healthy organizational culture is characterized by shared norms, values, and practices that benefit

both employees and the organization (Nzuva & Kimanzi, 2022).

Despite the growing acknowledgment of work-life balance as a catalyst for employee productivity,
numerous organizations especially in developing regions persist in facing low productivity,

elevated stress levels, and burnout among female employees due to ineffective or inadequately
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executed work-life balance policies. Although previous research has explored the correlation
between work-life balance and employee productivity, there is a paucity of empirical evidence
about the impact of corporate culture on this link, particularly among female employees Hasyim
& Bakri, 2025; Naz, Nadeem & Kausar, 2025). The lack of a supportive workplace culture may
diminish the efficacy of work-life balance programs, leading to ongoing role conflict and
decreased productivity (Adamopoulos & Syrou, 2022; Boamah et al., 2022). The deficiency in
empirical evidence obstructs firms from formulating culturally relevant strategies that successfully

improve the productivity and wellbeing of female employees.

In practice, some organizations treat work-life balance as a secondary concern rather than a
strategic tool for enhancing productivity. Consequently, policies are often poorly utilized due to
excessive workloads or managerial resistance (Hasyim & Bakri, 2025; Harrington, 2025). In
developing contexts such as Nigeria, additional challenges including socio-economic pressures,
inadequate infrastructure, and rigid organizational cultures further hinder the successful adoption

of work-life balance practices (Adekoya, 2022; Lesia, 2023).

Theoretically, there is debate regarding the direction of the relationship between work-life balance
and productivity. Several studies suggest that improved work-life balance enhances employee
productivity (Marecki, 2023; Raneses et al., 2022; Suryadi et al., 2022; Maharani & Tamara, 2024;
Ahmed et al., 2024). Conversely, other scholars argue that higher productivity enables employees
to better manage their work and personal responsibilities (Waworuntu, Kainde & Mandagi, 2022;

Perreault & Power, 2023; Fadillah et al., 2025).

Although numerous studies have examined work-life balance and productivity (Adamopoulos et

al., 2022; Raneses et al., 2022; Suryadi et al., 2022; Boamabh et al., 2022; Marecki, 2023; Maharani
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et al., 2024; Ahmed et al., 2024; Hasyim et al., 2025; Naz et al., 2025), there is limited evidence
on the moderating role of organizational culture in this relationship. While organizational culture
has been examined as a mediator, moderator, or independent variable in other studies (Onyeka,
2022; Yu, Lee & Na, 2022; Oladimeji et al., 2023; Daeli et al., 2024; Ahmed et al., 2024), its

moderating effect on the work-life balance—productivity relationship remains underexplored.

This study examines the effect of work-life balance on employee productivity and wellbeing,
providing empirical evidence on how work-life balance initiatives influence productivity and
engagement. The findings aim to contribute to academic literature and assist organizations in

designing effective work-life balance policies that promote sustainable performance.

Accordingly, the main objective of this study is to investigate the effect of work-life balance on
employees’ productivity among female staff: moderating role of organizational culture. The

specific objectives are:

I. To examine the effect of work-life balance on employees’ productivity.
ii. To determine the influence of organizational culture on employees’ productivity.
iii. To assess the moderating effect of organizational culture on the relationship between

work-life balance and employees’ productivity.

Theoretical Framework

The study is grounded in the Job Demands—Resources (JD-R) Model proposed by Bakker and
Demerouti (2007), which explains how job demands and job resources interact to influence

employees’ well-being, motivation, and performance. The model posits that every occupation
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contains specific stress-related risk factors, broadly classified into job demands and job resources.
Job demands refer to physical, psychological, social, or organizational aspects of work that require
sustained effort and are associated with physiological and psychological costs. In contrast, job
resources are aspects of the job that help employees achieve work goals, reduce job demands and
their associated strain, and foster learning, personal growth, and development (Bakker &

Demerouti, 2007).

The JD-R model further proposes two underlying psychological processes. The first is a health
impairment process, whereby excessive or prolonged job demands deplete employees’ mental and
physical energy, leading to stress, burnout, and reduced productivity (Hackman & Oldham, 1980;
Hobfoll, 2001). The second is a motivational process, in which the availability of job resources
enhances work engagement, reduces cynicism, and promotes high performance. Job resources may
be extrinsic, by facilitating task accomplishment, or intrinsic, by fulfilling basic psychological

needs such as autonomy, competence, and relatedness (Bakker, Demerouti, & Schaufeli, 2003).

Within this theoretical framework, the study positions work-life balance as a critical job resource,
particularly for female staff, who often face higher combined work and non-work demands due to
socially assigned caregiving and domestic roles. When work demands are high and work-life
balance resources are inadequate, female employees are more vulnerable to stress and burnout,
activating the health impairment process of the JD-R model. Conversely, supportive work-life
balance practices help conserve personal resources, enhance motivation, and sustain productivity
among female employees. Organizational culture is theorized as a moderating factor that shapes
the effectiveness of this resource: a flexible and supportive culture strengthens the positive effect

of work-life balance on productivity, while a rigid or unsupportive culture weakens it. Thus, the
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JD-R model provides a strong theoretical foundation for explaining how job demands, job

resources, and organizational context jointly influence the productivity of female staff.

Literature Review and Hypotheses Development

Work-life balance

Work-life balance (WLB) refers to the extent to which individuals are able to effectively balance
work responsibilities with non-work activities and personal life demands (Cahyanuzul et al., 2025).
It reflects an individual’s capacity to manage time and roles across work and personal domains in
a manner that supports overall functioning and well-being (Kasran, 2023). From an organizational
perspective, work—life balance is associated with improved employee productivity and retention,
as employees who can adequately balance their professional and personal obligations are more
likely to perform effectively and maintain adequate rest and recovery. Greenblatt (2002)
conceptualizes work-life balance as an acceptable level of conflict between work and non-work
roles, emphasizing the need to manage competing demands on limited personal resources. As
workforce demographics evolve, particularly with increased participation of younger employees,
work-life balance has become more salient. Moreover, flexible work practices tend to affect men
and women differently, resulting in varying work-life balance experiences and well-being

outcomes (Irawanto et al., 2021).

Employees Productivity

Employee productivity refers to the qualitative and quantitative level of output achieved by
employees in the course of performing assigned duties. It reflects how effectively individual skills,

effort, and available resources are utilized to achieve targeted work outcomes in terms of quality,

Received: October 15, 2025. Accepted: December 16, 2025
@ Author(s) 2025. Published by Kaduna State University Library



EFFECT OF WORK-LIFE BALANCE ON PRODUCTIVITY: ORGANISATIONAL CULTURE'S ROLE| 320

efficiency, and goal attainment (Cahyanuzul et al., 2025). Productivity also encompasses
psychological factors, such as motivation and commitment, which influence the extent to which
individuals apply their potential to accomplish work tasks efficiently (Hana, 2023). In
organizational settings, productivity serves as a measure of how well human and material resources
are managed to generate desired outputs. Employee performance, therefore, represents the degree
to which assigned responsibilities are completed in line with predefined standards, making the
establishment of clear, measurable, and agreed-upon performance criteria essential (Cahyanuzul

et al., 2025).

Organisational Culture as a Moderator

Employee productivity and organizational culture play a critical role in shaping overall
organizational performance. Organizational culture refers to the shared values, beliefs,
assumptions, and patterns of interaction that develop over time and create a distinctive
psychological and social environment within an organization. This environment significantly
influences how employees behave, interact, and perform their work. While culture evolves
organically, organizational leaders can deliberately shape it to support performance objectives.
Schein (2011) emphasizes that organizational culture can influence employees’ attitudes and
behaviors either positively or negatively, underscoring the need for leadership to promote a culture
that encourages collaboration, synergy, and shared purpose. Similarly, Alvesson (2012) describes
organizational culture as a system of values, beliefs, assumptions, and lifestyles that guides
behavior and interactions within the organization. Over time, these cultural elements influence
employees’ relationships, internal processes, and self-perceptions. A healthy organizational

culture, therefore, is characterized by shared formal and informal norms, values, and practices that
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support both individual well-being and organizational effectiveness (Schein, 2011). Hence

hypothesis one, two and three are formulated:

H1:  Work-life balance has a significant influence on Employees productivity.

H2:  Organisational Cultural has a significant influence on Employees productivity.

H3:  Organisational Cultural moderates the relationship between work-life balance and
Employees productivity.

Conceptual Framework

The researchers developed a research model, which serves as the foundation for all of the
postulated propositions regarding the study variables. Figure show the link between work-life
balance and employees productivity with the moderating variable Organisational Culture was

explained by the model.

- B\ 4 )
Work-life Balance Employees Productivity
\_ ) o J
4 )

Organisational Culture

- J

Figure 1. Conceptual framework of the study
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METHODOLOGY

To ascertain the effect of work—life balance on employee productivity among female staff, with
the moderating role of organizational culture, this study employed a correlational survey research
design. The population of the study consist of all female staff (employees) of Kaduna State
University. The total number of female staff of Kaduna State University was be ascertained. A

convenience sampling technique was employed to reach the required number of study participants.

A standardized questionnaire served as the primary instrument for data collection. Data was
obtained from respondents using a questionnaire titled effect of Work—Life Balance on Employee
Productivity among Female Staff: The Moderating Role of Organizational Culture. The
questionnaire consist of fifteen (15) opinion statements structured on a five-point Likert scale:
Strongly Agree (SA), Agree (A), Neutral (N), Disagree (D), and Strongly Disagree (SD), weighted

5,4, 3, 2, and 1, respectively.

The study variables include work-life balance, employee productivity, and organizational culture.
Work-life balance was measured using five items adapted from Haar et al. (2014). Employee
productivity was assessed using five self-rated performance and efficiency items adapted from
Koopmans et al. (2011). Organizational culture was measured using five items adapted from

Martinez-Caro et al. (2020).

Face and content validity of the instrument was examined. A pilot test was conducted on the
questionnaire with a small number of female staff from Kaduna Polytechnic, who were not
included in the main study sample. Feedback from the pilot test was incorporated into the final

version of the questionnaire. The reliability of the instrument was evaluated using Cronbach’s
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alpha and composite reliability based on responses from 30 female staff of Kaduna Polytechnic.

Data was analysis using Structural Equation Modelling (SEM) with SmartPLS version 4.

Data analysis and findings

Measurement model: Reliability & Convergent Validity Analysis

The adequacy of the measurement model was assessed through reliability and validity analyses.
Following the recommendations of Bagozzi and Yi (1988) and Hair et al. (2011), internal
consistency reliability was evaluated using Cronbach’s alpha and composite reliability, with
threshold values of 0.70 or higher considered acceptable. As reported in Table 1, the Cronbach’s
alpha and composite reliability values for all independent, dependent, and moderating constructs
exceed the recommended threshold, thereby confirming the reliability and trustworthiness of the

measurement scales.

Convergent validity was examined by assessing outer loadings and Average Variance Extracted
(AVE). According to Hair et al. (2019), convergent validity is established when indicator loadings
are generally above 0.70 and AVE values meet or exceed 0.50. The results indicate that all
measurement items demonstrate satisfactory outer loadings, and the AVE values for each construct
exceed the minimum acceptable level. Collectively, these findings provide strong evidence that
the measurement model exhibits adequate reliability and convergent validity, supporting its

suitability for subsequent structural model analysis.

Table 1: Item loadings, CA, CR and AVE values.

ltems ltems VIF CA CR AVE
loading
WLB1 0.72 1.65 0.84 0.88 0.56
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WLB?2 0.75 1.79
WLB3 0.78 1.72
WLB4 0.74 1.70
WLB5 0.76 1.71
EP1 0.73 1.59 0.86 0.89 0.58
EP2 0.77 1.59
EP3 0.79 1.44
EP4 0.75 1.59
EP5 0.76 1.44
OC1 0.74 2.09 0.85 0.88 0.57
0cC2 0.76 2.78
OC3 0.78 2.04
OC4 0.75 2.25
OC5 0.77 2.78

Source: Smart-PLS Output (2025)

Discriminant validity

Discriminant validity was assessed using both the Fornell-Larcker criterion and the Heterotrait—
Monotrait (HTMT) ratio. The Fornell-Larcker criterion evaluates discriminant validity by
comparing the square root of the Average Variance Extracted (AVE) of each construct with its
correlations with other constructs (Fornell & Larcker, 1981). As presented in Table 2, the diagonal
elements representing the square roots of AVE for each construct are greater than the
corresponding inter-construct correlations, indicating that the Fornell-Larcker criterion is

satisfied.

In addition, discriminant validity was further examined using the HTMT ratio. According to
Henseler et al. (2016), discriminant validity is established when the HTMT values do not approach

unity and when the confidence intervals do not include the value of 1. As shown in Table 3, all
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HTMT values fall below the recommended threshold, thereby providing further evidence that the

constructs are empirically distinct. Collectively, these results confirm that the measurement model

demonstrates adequate discriminant validity.

Table 2. Fornell-Lacker criteria.

CONSTRUCTS WLB EP ocC
Work-Life Balance (WLB) 0.75
Employee Productivity (EP) 0.56 0.76
Organizational Culture (OC) 0.52 0.54 0.75
Source: Smart-PLS Output (2025)
Table 3. Heterotrait-Monotrait ratio (HTMT).
CONSTRUCTS WLB EP ocC
Work-L.ife Balance (WLB) —
Employee Productivity (EP) 0.71 —
Organizational Culture (OC) 0.68 0.73 —

Source: Smart-PLS Output (2025)

Model fitness

Prior to evaluating the structural model, it is essential to assess the potential issue of

multicollinearity among the exogenous constructs. Multicollinearity was examined using the

variance inflation factor (VIF). According to Hair et al. (2019), VIF values of 5 or below indicate

the absence of critical collinearity problems. The results show that all exogenous constructs in this

study recorded VIF values below the recommended threshold of 5, suggesting that

multicollinearity is not a concern. The VIF values for the constructs are presented in Table
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Inner Model Test

R-Square Test

The coefficient of determination (R?) is a statistical measure used to evaluate the proportion of
variance in an endogenous variable that can be explained by one or more exogenous variables in
a model. In other words, it indicates the strength of the predictive power of the independent
variables on the dependent variable. A higher R? value signifies that a larger proportion of the
variation in the endogenous variable is accounted for by the predictors, while a lower R2 suggests

that other factors not included in the model may be influencing the outcome.

The R2 values for the constructs under study were obtained through data analysis using SmartPLS
software, and the results are presented in Table 3 below. These values provide insights into the

explanatory power of the model and help assess its overall goodness-of-fit.

Table 3: R-Square Test.

R-square Q-square

Employee Productivity 0.49 0.31

Source: Smart-PLS Output (2025)

An R2 value of 0.49 indicates that 49% of the variance in employee productivity is explained by
work-life balance, organizational culture, and their interaction. This reflects a moderate and
acceptable explanatory power in behavioral and social science research. The model provides
significant predictive relevance for employee productivity, as indicated by the Q2 value of 0.31,
which is more than zero. f2 evaluates each exogenous construct's unique contribution to the

endogenous variable's Rz value.
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Table 3: f-Square Result.

Relationship 2 Effect Size

WLB — EP 0.29 Medium to large
OC — EP 0.18 Medium

WLB x OC — EP 0.04 Small (moderation)

Source: Smart-PLS Output (2025)

According to Cohen (1988), f-square of 0.02 is Small, 0.15 is Medium and 0.35 is Large, table 3
shows the result of the f-square. It means that employee productivity is significantly affected by
work-life balance. The effect of organizational culture is moderate. As is common with interaction
effects, the moderating influence of organizational culture is strong and statistically significant

while having a lesser magnitude.

Hypothesis Test

0oc1 0c2 0C3 0C4 0Ch 0Ce

A

0.000 0000 0.000 0000 0000 0.000

Organiﬁtimmlt:ulh‘.i'e.‘ =
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Work-life Balance Employee Productivit> &
0000 g
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Fig. 3. Structural model.
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Table 4: Path coefficient and hypothesis results.

Paths Original sample (O) T Statistics P values Decision

WLB — EP 0.421 6.37 0.000 Significant
OC — EP 0.298 4.89 0.000 Significant
WLB x OC — EP  0.018 2.11 0.035 Significant

Source: Smart-PLS Output (2025)
Work-life Balance -> Employee Productivity

The structural model results reveal that work—life balance (WLB) has a positive and statistically
significant effect on employee productivity (EP) (B =0.421,t=6.37, p <0.001). This implies that
workers' productivity levels are significantly increased when they are better able to manage their
personal and professional lives. The findings of this study are consistent with those of Nugraha
and Rukhviyanti (2024), Sawitri (2024), Wicaksono, Hendri, Daud, and Rosnani (2024), Parman,
Shafar, and Putri (2025), as well as Vitaharsa and Wasino (2025), all of whom reported a
significant effect. However, the results contradict the findings of Gunawan, Sudarmiatin, and

Churiyah (2024), who found an insignificant relationship.

The observed relationship is further supported by the Job Demands—Resources (JD-R) Model,
which posits that work-life balance policies function as important personal and organizational
resources. These resources enable employees to manage job demands more effectively, reduce
emotional exhaustion, and conserve energy, thereby sustaining high levels of performance and

productivity.
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Organisational Culture -> Employee Productivity

Similarly, organisational culture (OC) shows a positive and significant influence on employee
productivity (B = 0.298, t = 4.89, p < 0.001), indicating that improved employee performance
results are significantly influenced by an organization's supportive and enabling culture. The
findings of this study are consistent with those of Oladimeji, Abdulkareem and Ishola (2023),
Ashley and Brijball Parumasur (2024), Rojak, Sanaji, Witjaksono and Kistyanto (2024) and Egwu
and Nwosu (2025), all of whom reported a significant effect. This result aligns with the Job
Demands—Resources (JD-R) Model, which views organizational culture as an essential job
resource that improves worker wellbeing and motivation. Employee psychological safety, social
support, and clear role expectations are all provided by a positive and encouraging company
culture, which lessens the stress brought on by job responsibilities. Organizational culture helps
workers maintain effort, stay motivated, and eventually reach better levels of production by

encouraging involvement and making it easier for them to access necessary resources.

Organisational Culture x Work-life Balance -> Employee Productivity

Furthermore, the interaction effect between work-life balance and organisational culture on
employee productivity is also positive and statistically significant (p =0.018,t =2.11, p = 0.035).
This finding highlights the significance of organizational culture as a contextual resource that
enhances the effectiveness of work-life balance initiatives for female employees, who frequently
face disproportionate caregiving and household demands. It suggests that a supportive
organizational culture strengthens the positive effect of work-life balance on employee
productivity, particularly among female staff. In work contexts where organizational norms
promote flexibility, inclusiveness, and managerial support, female employees are better able to

leverage work-life balance practices to manage conflicting work and family obligations.
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From the perspective of the Job Demands—Resources (JD-R) Model, the significant interaction
between work-life balance and organisational culture shows that organizational culture serves as
a vital employment resource that enhances the positive benefits of work-life balance on employee
productivity, especially for female employees. Due to different role expectations, female
employees frequently face increased job and non-work obligations within the JD-R framework.
The availability and efficacy of work-life balance resources are improved by a supportive
organizational culture, which is defined by adaptability, empathy, and social support. This lessens
stress and keeps resources from running out. In line with the motivational and health-impairment
processes suggested by the JD-R model, this synergy allows female employees to preserve
motivation, conserve energy, and transform work-life balancing practices into better productivity

outcomes.

Conclusion

The study concludes that both work-life balance and organisational culture have significant
positive effects on employee productivity. However, the moderating role of organisational culture
indicates that, when misaligned, certain cultural attributes may weaken the benefits derived from
work-life balance initiatives. Grounded in the Job Demands—Resources (JD-R) Model, these
findings highlight the complex interplay between organisational and individual resources in
shaping employee productivity outcomes. Ultimately, sustainable improvements in productivity
are most effectively achieved within an organisational culture that balances performance

expectations with employee well-being.
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Recommendations

Based on the findings, the study recommends that management should deliberately foster a
supportive and collaborative organisational culture that emphasizes teamwork, employee well-
being, and shared goals, as such a culture significantly enhances employee productivity. In
addition, organisations are encouraged to implement comprehensive well-being initiatives,
including flexible work arrangements, remote work options, and health-related programmes, to
enable employees to effectively manage work and personal responsibilities. Finally, the observed
moderation effect indicates that certain cultural practices may undermine work—life balance.
Therefore, organisations should promote a culture in which balance is institutionalized as a norm,

rather than one that implicitly rewards excessive work demands.

Suggested Areas for Further Study

Although this study provides valuable insights into the effect of work—life balance on employee
productivity among female staff, with organisational culture as a moderating variable, certain
limitations should be acknowledged. First, the study focused exclusively on female employees,
which limits the generalisability of the findings to male employees or mixed-gender workforces.
Future studies may adopt a comparative or inclusive approach to examine potential gender-based
differences in these relationships. Second, the use of a cross-sectional research design restricts the
ability to draw causal inferences. Longitudinal studies are therefore recommended to capture
changes in work-life balance, organisational culture, and employees productivity over time. Third,
the reliance on self-reported data may introduce common method bias, suggesting the need for

future research to incorporate multiple data sources or objective measures of productivity.
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Building on these limitations, future research could explore additional moderating variables such
as leadership style, job autonomy, and emotional intelligence to better understand the boundary
conditions under which work—life balance influences employee productivity. Moreover, employee
well-being may be examined as a mediating variable to explain the underlying mechanism through
which work-life balance and organisational culture jointly affect productivity. Expanding the
scope to different sectors, organisational sizes, or cultural contexts would also enhance the

robustness and external validity of future findings.
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