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ABSTRACT

The purpose of this paper is to examine the medjatole of work-life balance in the relationship
between supportive transformational leadership ardanizational citizen behaviour. The sample
included 123 employees in 5 banks across Jemet-Ydolamawa State. Baron and Kenny’s (1986)
renowned mediation procedure for testing mediatiaation was used to determine support for the
hypotheses. Firstly, the study found out that thexist a positive relationship between transfor il
leadership and organizational citizenship behavig@CB). Secondly, the finding of this study also
validates a positive effect of transformationaldesship on employee’s work-life balance. Thirdhe t
study also found out that employee’s work-life bak positively influence OCB. Finally, the study
confirm that work-life balance partial mediate tfeationship between transformational leadershiplan
OCB. Hence, this study integrates work-life balaimte leadership and organizational citizen behawio
literatures as well as the value of social excharigeoretical assumptions. The study therefore
recommends that organization leaders should evalgatrent policies and procedures related to work-
life balance issues and make positive adjustmertasrdingly for employees’ well-being so that thap ¢
respond positively towards organizations goals aallies.

Keywords: Transformational leadership, work-life balancegamizational citizenship behaviour
INTRODUCTION

The nature of the work environment in the Nigeramking industry is usually characterised by long
hours of work and increase work pressure on itsl@yege (Obiageli, Uzochukwu, & Ngozi, 2015). This

situation is more highlighted with the current ficéal crisis in the banking industry, where somaksa
sacked their workers. The few staffs of the bankmlystry work late hours and even do weekend works
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in other to meet their performance target. In addjta banker is not only expected to carry outohiber
own assigned duties but also engage in positivigies which are not expressly stated his or lodr |
description (Krishnan & Arora, 2008). These extaerbehaviours includes voluntarily to assist
colleagues who are failing to keep pace with othacting in courteous manner so as to maintain good
working relationships, performing extra duties thiédll lead to organizational growth, sharing ideas,
helping new colleagues to know work and work cdtetc. (Turnipseed & Rassuli, 2005).

When all these demands of the responsibilities fieonk makes it difficult to attend to personal life

demands, work life conflict is said to occur (Grieauns & Beutell, 1985; Tummers & Bronkhorst, 2014).
When this conflict occurs, employees experiencerategion, anxiety, poor service delivery, stress,
absenteeism, turnover or health related issues li&ms$ al., 2004). Consequently, countries and
organizations have family-friendly policies to assmployees to better manage the tensions assiciat
with work and family responsibilities (Fagnani, 2)1These includes leave policies, flexible working
polities etc.

However, having family-friendly programs in an angaation does not guarantee that employees can
always use it to resolve work life conflict. Fostance, McCarthy, Darcy, & Grady (2010) reporteat th
granting an employee the approval to enjoy leavkcips is at the discretion of the supervisor.
Supervisors sometimes, buy work-leave of employegmrove inconvenient period of leave for
employees and may even not fulfil leave policy agrent at all. Supervisors of banks play a key oole
whether an employee enjoys work life balance pnmgraor not. As it would be beneficial for an
organization if its employee not only perform thoder of his or her job description but also engage i
extra role behaviour, how can organizations achibis®

When supervisors’ behaviour supports and promotpl@ree work life balance they are said to be
exhibiting attitude of transformational leaders fiaer, 2009). Transformational leaders motivate and
inspire their followers to go beyond the call otydumotivating them to put extra effort on theibjdelp
their co-workers, and engage in other activitiest till lead to organizational growth (Krishnan &
Arora, 2008). Given the individual considerationwgo of a transformational leader to look into a
follower’s life in order to get the best out of sufollower, work life balance represents another
important factor that may be harnessed by a tramsftional leader to influence positive work behawvio
such as organizational citizen behaviours. This neehat a transformational leader may be able to
increase organizational citizen behaviours by eaimgnan employee work-life balance.

However, despite its potential benefits, to thet lnédshe researchers’ knowledge, the mediating ofle
work-life balance in the relationship between tfammational leadership and organizational citizen
behaviours has not been empirically studied esligdémthe Nigeria banking industry. This studyldil
that gap in the literature by examining whether rt transformational leadership can affect
organizational citizen behaviours through work-lifgance.

LITERATURE REVIEW
Transformational leadership and Organizational cgénship behaviour

It has been observed that the true essence offdrareional leadership is that these leaders cause
followers to go beyond expectations (Vega-Vazquépssio & Martin-Ruiz, 2012). As a result,
transformational leadership has an important effattorganizational citizenship behaviours. Indeed
several studies have found that transformationadideship uses its influence to elicit organizationa
citizenship behaviours (Lian &Tui, 2012; Humphr@®12; Ahmad, 2012; Suliman & Al Obaidli, 2013;
Al-sharafi & Rajiani, 2013). When employees engageextra role duties that are not part of their
normal job description, they are said to exhibgamizational citizenship behaviours (Krishnan & o
2008). The behaviour includes promotion of compangge, protection of company resources, civic
virtue, altruism toward colleagues etc. Organizaiccitizenship behavior represents a human conduct
of voluntary action and mutual aid without requasy extrinsic motive in return and its now bein@ us
recently in performance analysis (Lian & Tui, 2012)
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Organ (1988) identified five dimensions of OCB: @ljruism — employees’ willingness to assist co-
worker get through their duties when they are hgudifficulties, (2) courtesy — being polite, considte

of others, and treat them with respect, (3) comsiciasness — a desire by an employee to do a talk w
beyond standard requirements (4) sportsmanshiploges character that is polite, fair and toleranid

(5) civic virtue—giving useful suggestions duringeetings and contributing to decision-making in the
organization. Employees will be more engaged in O@tn the leaders act like role model through
leading by stetting examples of how goals and divjes are achieved effectively. Leaders will enfeanc
OCB when they provide necessary support to thepleyees, showing them the right path and helping
them overcoming problem and obstacles the encoumtéreir work and personal life (Al-sharafi &
Rajiani, 2013).

Wang and Walumbwa (2007) suggest that if emplopeeseive that they are being cared for through the
permission of transformational leaders to use fadfniendly programs (e.g., leave policies, childega
new mothers lactation room, flexible work arrangatee leave-of-absence etc.), the more likely
employees are to perceive that the leader is tigdtiem well and thus will feel obligated to “pagchk”

or reciprocate by performing above expectation.réfege, subordinates of transformational leaders
would feel more comfortable using family-friendlerefits because their supervisor is supportive of
their personal needs as well as the idea of ininavatays to perform duties and tasks.

Transformational leadership and Work-life balance

Transformational leadership as a concept was ifitsbduced by Burn (1978). The concept refers to
leaders who supports, motivates and empowers eegdop develop their skills which will enable them
face problems and act creativity and, who usuaitg @an a personal level with the employees (Bass &
Riggio, 2006). This type of leadership behavioun &e& related to a Family Supportive Supervisory
Behaviour (Straub, 2012) who can be sympatheti¢thto wishes of their subordinates in terms of
achieving a work-life balance and believe that sgj\their subordinates’ work-family issues is peft
their role (Alvarez-Pérez & Carballo-Penela, 2019)heir research found that a supervisor
transformational leadership style encourages anthpte family-friendly culture in any organization.
This means that a transformational leader know wareemployee needs to occasionally leave work to
attend to personal matters.

Usually employees try their best to maintain thelr by putting in extra time at work which may ke a
detriment of their personal life like care and mmagvitime to train their children, failed marital
responsibility, unhappy homes and poor social(ldiageli et al., 2015). A transformational leatias

the ability to reduce the effect of time pressurattmight impact negatively on employee work-life
balance (Syrek, Apostel & Antoni, 2013) since wtif&-balance of employee is a necessary condition t
ensure that employees deliver quality services d@ddi et al., 2015). Hobfoll's (1989) conservatiofn
resources theory propound that a positive relatipndetween supervisory support and work-life
balance. Employees benefit from additional resauiide® assistance, sympathy, and benevolence from
their supervisors, is predisposed to having higlellef work-life balance (Thompson, Brough, &
Schmidt, 2006).

Additionally, Hammond, Cleveland, O’Neill, Stawsdind Jones-Tate (2015) state that transformational
leaders provide employees with freedom to decide lihst way to achieve assigned task through
empowering followers, encouraging independent fhimkand supporting creative idea generation. As
results, employee working under the supervisiotrarisformational leaders may recognize greater job
autonomy to flexibly manage workloads. This jobcausmy may allow employees to attend to family
matters or may reduce stress more generally, wtnetd have been carried home. In the same view,
Munir, Nielsen, Garde, Albertsen and Carneiro (3(gue that work-life balance programmes such as
flexible working arrangements, decrease in weekeoik, provision of childcare, including choice and
control over shift patterns, paternity/maternityde, can be utilized by transformational leaders to
reduce work-family conflict, which in turn couldswt in increase work productivity, job satisfactio
and general employee psychological wellbeing. TDBme extent, as observed by Jiang (2012),
transformational leaders may permit employees tmyesome privileges which are not part of
organization’s policies in order to address somekvlife conflicts issues. This study will concertgan
individualized consideration power of a transforimaal leader and define transformational leaderakip
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a bank supervisor’ capacity to provide personanditbn to all the members of their team, taking int
account their personal differences so as to maka therform beyond what is expected of them.

Transformational leadership, Work-life balance arfdrganizational citizenship behaviour

Transformational leadership may enhance organizaitioitizenship behaviours (OCBs) through paying
attention to employee work-life balance issues.r@ngformational leader may use his/her power of
individualized attention and consideration to idfignand resolve work-life conflict bordering any
employee. Since work life imbalance is negativaiated to OCBs (Turner, Lingard & Francis, 2009),
an employee with a work life balance would feetimgtically motivated to be committed to the coun$e
the organization by been willing to forebear mirmard temporary personal inconveniences (a part of
OCB). Employees who are intrinsically motivatedfutfill a collective organizational goal would do i
because their sense of self-worth and of self-qutscare enhanced by their transformational leader i
making these contributions even though their rote rebt prescribe these individuals make these
contributions (Ahmad, 2012). When a transformatideader supports an employee through work life
balance initiatives, such employee will feel obtige something back to the organization. For exampl
employees may choose throughout the day to helparkers, to share insights on improvements, and in
general, to do what is needed to help their orgeditim perform smoothly and productively.

Based on social exchange theory, research hasatedithat those employees who are treated well by
their leader respond well by engaging in citizepghéhaviour. Pradhan, Jena and Kumari (2016) in
their research have shown that if a co-worker psttive of another employee, there will be a kafd
analogous effect on the other employee for getdngaged in organizational citizenship behaviour-
individual (OCBI). Similarly, several studies haexamined the various mediating factor between
transformational leadership and OCBs (Liana and 20i12; Zhang & Chen, 2013; Pradhan, et al.,
2016). For instance, Liana and Tui (2012) resedocimd that inspirational appeals and consultation
tactics were found to mediate the relationship betwtransformational leadership and organizational
citizenship behavior. Similarly, Munir et al. (201@xplore the mediating effects of work-life coaofli
between transformational leadership and job satisia and psychological wellbeing. Their regression
analyses showed that transformational leadership stas directly associated with perceptions ofkwor
life conflict and work—life conflict mediated betese transformational leadership and wellbeing.

Thus, based on the research and theoretical andiriemhpresearch ground offered above,
transformational leadership may be indirectly mdato followers’ OCBs through work life balance;
however, no study has investigated this specifiaticmship. Consequently, the aim of this studyois
expand the research on transformational leadetshipvestigating the role work life balance haghe
relationship between transformational leadershilB&.C

Work-life
balance (WLB)

Transformation W Organizational
al leadership > citizen
(TL) J L behaviours

Figure: A Mediation Model of Work-life balance influencirige relationship between Transformational Leadershi
and Organizational citizen behaviours

Source: Authors’ own, 2016
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Based on the preceding literature review and cdme¢pmodel, the following research hypotheses,
derived from Baron and Kenny mediation model weseegated for the study;

Hoi: There is no significant relationship between tfarmsational leadership and organizational
citizenship behaviour of employee in the Nigeriakiag sector.

Hox: There is no significant relationship between tfamsational leadership and employee work-life
balance in the Nigeria banking sector.

Hos There is no significant relationship between erypéo work-life balance and organizational
citizenship behaviour of employee in the Nigeriakiag sector.

Hos The relationship between transformational leadprsind organizational citizenship behaviour of
employee in the Nigeria banking sector is mediatedmployee work-life balance.

METHODOLOGY

The five (5) bank branches in Jemeta-Yola area ddmawa state were selected for this study. This
includes First Bank Nigeria Plc, Zenith Bank Plaitdd Bank For Africa Plc. and Guaranty Trust Bank
Plc. This study area was deemed appropriate fersthidy because these selected banks close thair ru
branches in Adamawa state due to the insurgeneidsat area. This development resulted in increased
work overload on the employees of the few brandhethe state capital making them likely to have
work-life conflict issues. From the information e®eed from the selected branches, there are al®ut 1
employees in those branches. The study used exmssimpling technique (census). Self administered
guestionnaire were distributed to all the employiaake five branches in order to collect dataetst the
hypotheses generated. Out of the 123 questionnaiigsibuted, 109 respondents completed the
qguestionnaires. This translated to 89% response @t the 123 respondents, 65.7% were male and
34.3% were female. This descriptive result demaiestrthat, due to the work and time pressuresein th
banking sector, family women are not likely to tddenking as a profession. With respect to education
64% of the respondents were holders of first degeséficate. This result shows that the resporslent
were professionals, fully engaged in their work.

SPSS software version 21.0 was used for the arsmabfsall the study variables. The researchers ifinst
the correlation analyses for all variables. Regoasanalyses were conducted to examine the impact t
study variables (transformational leadership, widekbalance and organizational citizenship behamjio
have amongst themselves. Baron and Kenny's (1986pwned mediation procedure for testing
mediating relation was used to determine supporthi® hypotheses. Statistical analysis significamae
setat P < 0.05.

Questionnaire Measures

Previously validated research instruments were usedenerate data for this study. The research
instruments were all coded in likert scale forméte following are the research instrument used for
measuring the three study variables;

Transformational leadership

This study concentrates on the individualised &ittencharacter of transformational leadership, leenc
this character was measured using 4 items fromwidely used multifactor leadership questionnaire
(MLQ) form 5x short (Bass & Avolio, 2000). For eashthe questionnaire item, respondents were asked
to rate their supervisor’s leadership behaviouadive-point likert scale. The response categdoeshe
likert scale were; 1= Not at all 2=Once in a wiBlee Sometimes 4 = fairly often 5 = frequently, @tn
always. A sample item is: “He gives personal attento others who seem rejected” Each item loaded o
one factor, with 83.49% of the variance explaingtke cronbach’s alpha for the scale was 0.93
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Work-life balance

Work-life balance is the mediator for this studywhs measured using 6 item questions from a scale
developed by (Hayman, 2005). Respondents weraldskiadicate the frequency with which they have
felt in a particular way during the past one mootha on a 5-point Likert-type. (1= Never, 2= Almost
never, 3= Sometimes, 4= Almost every time, 5= Evang). A sample item asked is: “My personal life
suffers because of my work” Each item also loadaedooe factor, with 72.09% of the variance
explained. The cronbach’s alpha for the scale wég 0

Organizational Citizenship Behaviours

Organizational citizenship behaviours were measurgda 10-item scale adopted from the scale
developed by Podsakoff, MacKenzie, Moorman, andeFg1990) with a factor loading of 80%. One

item was deleted as they had a low (<.40) factadilog in the CFA. The cronbach’s alpha for theescal

was 0.86. This questionnaire measures the five mbinas of OCB proposed by Organ (1988). These
dimensions were altruism (2 items), conscientioasn@-items), courtesy (2 items), sportsmanship (2
items) and civic virtue (2 items). Respondents wasked to indicate the frequency with which they
exhibit a particular behaviour. The rating of thgegtionnaire ranged from 1= Never, 2= rarely, 3=
Sometimes, 4= Often, 5= Always.

RESULTS

Before performing the analyses, several statistigwlyses were performed to satisfy some critical
assumptions underlying multiple regression analyEiee data were cleaned and screened to check for
linearity, autocorrelation, homoscedasticity, nmudtiinearity and normality, so as to ensure tha&sth
assumptions were not violated. The data were dinstked for outliers, by performing a factor loagin
none of the cases has a factor loading of grehtar 3 or +3. This result indicates that there rave
outliers. Subsequently, Pearson correlation wasyzed in order to determine linearity between dll o
the measures as shown on table 1. All the independariables are significantly correlated to the
dependent variables. Durbin-Watson statistics dldaaround 1.97 which indicates that the study
observations are independent of one another henc@résence of autocorrelation (See table 2).
Scatterplots were used to ensure there is no esédehhomoscedasticity as the dots created norpatte
The highest value of Variance Inflation Factor (VIén table 2 is 2.3 which mean no problem of
multicollinearity in the study variables since th#e of thumbs provides that VIF values less thaor 1
greater than 10 indicates multicollinearity. Theamality of the data was tested with the help of the
visual histograms. The histograms showed a noris#ilgltion line overlaid over the data set.

Table 1 presents the inter-correlation among theethiariables used in this study

Table 1: Descriptive Statistics (Means (M), standard deweis (SD)),number of items cronbach’s
alpha and zero-order inter-correlations of study variad

Variables Mean SD No of Cronbach’s 1 2 3
Iltems alpha

1. Transformational leadership 3.46 1.27 5 0.93 -

2. Work Life Balance 369 1.21 6 0.89 0.75 -

3. Organizational Citizenship 351 1.32 9 0.86 0.76° 079" -

Behaviour

**_Correlation is significant at the 0.01 leveH&iled).

The results of correlational analyses on table dvabrevealed significant high correlation betwe#n a
three hypothesized associations. Transformaticraddrship was significantly and positively corretat
with work-life balance (r = 0.75, p < .01). Similgrtransformational leadership was significanthda
positively correlated with organizational citizeisbehaviour (r = 0.76, p < .01). Additionally, vielife
balance positively related to organizational citigleip behaviour(r = 0.79, p < .01). From the above
correlation table, it can be established that attivariate level, the prerequisite for testinggilole role

of a mediator has been met (the relationship betweeeh of the study variable is statistically sigaint
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at 0.01 level). These expected correlation relatigps indicate that work-life balance is likely to
mediate the relationship between transformaticeedérship and organizational citizenship behaviour.
Baron and Kenny’s (1986) four steps approach wapted to test these possible meditating effect of
work-life balance on the relationship between tfamsational leadership and organizational citizémsh
behaviour.

Table 2

RESULTS OF MULTIPLE REGRESSION ANALYSIS
Independent Variable Dependent R Beta Std Beta F VIF Durbin- Sig.

Variable (b) Error (b) Std. Watson
Unstd
TL OCB 0.60 0.72 0.058 0.78 150.57 1 1.83 0.00
TL WLB 0.56 0.67 0.059 0.75 129.48 1 1.97 0.00
WLB OCB 0.63 0.82 0.063 0.79 167.03 1 1.56 0.00
TL+WLB (TL) oCB 0.70 0.38 0.077 0.42 11593 23 1.72 0.00
TL+WLB (WLB) OCB 0.50 0.086 0.48 2.3 0.00

Transformational leadership=TL, work-life baland&4 B, organizational citizenship behaviour= OCB

The first of Baron and Kenny’s (1986) four steppraach involves confirming the presence of direct
effect between transformational leadership (inddpen variable) and organizational citizenship
behaviour (dependent variable). The results aspted in Table 2 above indicates that transformatio
leadership was significantly and positively relatedrganizational citizenship behaviogr= 0.72,p <
0.001). The second step established the effeaaottormational leadership on work-life balancee Th
results shows a significant and positive relatigm&tetween the two variableg € 0.67,p < 0.001). The
third step involves regressing organizational eitizhip behaviour on work-life balance. The resslt a
presented in Table 2 confirms the expected relskipn The result indicates that work-life balanes
significant and positive relationship with orgariaaal citizenship behavioup (= 0.82,p < 0.001). The
last step involves determining the effect of transfational leadership and work-life balance on
organizational citizenship behaviour. When the magdin variable (work-life balance) is introducedoin
the equation, th@ coefficient of the relationship between transfoliovzl leadership and organizational
citizenship behaviour remains significant but rezhu¢ = 0.38,p < 0.001) and thg coefficient of the
work-life balance remained significant € 0.50,p < 0.01). This confirms the partial mediation effe€t
work-life balance on the relationship between tfamsational leadership and organizational citizémsh
behaviour.

DISCUSSION

Previous researches have confirmed that there exjbsitive relationship between transformational
leadership and organizational citizenship behavi@€B) (Lian &Tui, 2012; Humphrey, 2012; Ahmad,
2012; Suliman & Al Obaidli, 2013; Al-sharafi & Rajni, 2013). However, the medium through which
this relationship is established is less researchbid study examines the mediating effect of wiifik
balance on the relationship between transformatideadership and organizational citizenship
behaviour. The study specifically concentrated dwm tindividual consideration dimensions of
transformational leadership. In line with previogtudies, this study first confirms the positive
relationship between transformational leadershipd aorganizational citizenship behaviour.
Transformational leader acts like a mentor; attegdio followers need and inspiring followers to
perform beyond expectation. They pay special atierib their followers, marching their strengththe
appropriate job so as to get the best performah@nsformational leaders enhance OCB when they
provide necessary support to their employees, stgpthiem the right path and helping them overcoming
problem and obstacles the encounter in their waHsarafi & Rajiani, 2013).

Secondly, the finding of this study also validathe positive effect of transformational leadersbip
employee’s work-life balance. Previous studies halge authenticated the fact that supervisors with
transformational leadership styles have the alitityeduce the effect of time pressure and worktbadl
might impact negatively on employee work—life bakarfe.g. Wang & Walumbwa, 2007; Munir et al.,
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2012; Syrek et al., 2013; Khan, Ghouri & Awang, 20Hammond et al., 2015). Since supervisors have
a fundamental influence on the experiences of tfaiowers, both inside and outside the work
environment, transformational leader enriches tbekvenvironment of the followers which will led to
positive effect on their experience when they ledneework environment.

Thirdly, the study also found out that employee'srivlife balance positively influence OCB. When
employees do not have any workload or time presthateimpact negatively on their personal life,ythe
will be will and able to perform beyond what is uggd of them. This finding supports previous
research linking work-life balance and OCB (e.g.skpha, Ibrahim & Nordin, 2013, Kopp, 2013;
Wijewantha & Sangarandeniya, 2014).

Finally, the study confirm that work-life balancearpal mediate the relationship between
transformational leadership and OCB. Transformafideader influences their followers to engage in
OCB by ensuring a positive interaction between wanrd family life (Michel et al., 2011). When
followers have the feeling that their supervisamrs supportive of family friendly programme, theyliwi
one to reciprocate by performing extra roles indhganization. This finding is consistent with picas
research finding on the mediating role of work-kf@ance (Munir et al., 2012) and also authentsctie
importance of social exchange theory in organiragémvironment. Social Exchange Theory (SET)
identifies that when employees perceive their lemdge concerned and supportive of them in terms of
work-life balance issues, they feel obligated tdum work hard to perfrom beyond the expectatibn o
the leader.(Muli, Muathe & Muchiri, 2015). Thusjgtstudy provides insight as how transformational
leadership influences organizational citizenshipawour by ensuring employees experience work-life
balance.

CONCLUSION

In conclusion, the finding of this study, in thesfi place, indicates that transformational leadprsh
positively influenced employee work-life balanceftek, this paper also reveals that the relationship
between transformational leadership and organiaatioitizenship behaviours is positive and sigaific
Then, the study found out that work-life balancadie organizational citizenship behaviour. Lasths t
study confirms that work-life balance mediates rttlationship between transformational leadershigh an
organizational citizenship behaviours. Specificathis study emphasizes the importance of employee
work-life balance. It would be valuable for lead&ysevaluate current policies and procedures relate
work-life balance issues and make positive adjustsmaccordingly for employees’ well-being so that
they can respond positively towards organizatiar@gand values.

THEORETICAL AND PRACTICAL IMPLICATIONS

This study has made significant theoretical contidn to transformational leadership and organizetl
citizenship behaviour literature. Even though mings been written about the relationship between
transformational leadership and organizationakeitship behaviour, the mediating influence of work-
life balance in explaining the relationship betweansformational leadership and organizational
citizenship behaviour in banks remains relativatgder-researched. This study contributes to thatigap
literature by linking work-life balance to the rétmship between transformational leadership and
organizational citizenship behaviour. Furthermdme gstablishing work-life balance mediating rokdst
study validates the role of social exchange theorthe relationship between transformational lestdpr
and organizational citizenship behaviour.

Practically, this study will assist organizatiorlabders on the leadership styles to adopt to elicit
organizational citizenship behaviour needed toeahsuccess. The finding of this study also meaais t
promoting employee work-life balance by organizatieaders may result in organizational citizenship
behaviour. Organizational leaders can use thisysasch basis to come up with work-life balanceqies

that will benefit the employees. Work-life balarissues have to be addressed by the managements of
banks as they need to get citizenship behavioursfested from their employees to face the comuetiti

in the industry.
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LIMITATIONS AND DIRECTIONS FOR FURTHER RESEARCH

The research paper has several limitations. Firsiss-sectional design does not allow researcloers t
make inferences about cause and effect relatiorahigng variables. Therefore, future research diawin
on longitudinal research designs is encourageds Tdnigitudinal research can assess, for example, if
employees would engage in challenging OCB durimgoizational change due to crisis. Secondly, self-
reported measures were used to generate dataigosttidy which can lead respondent biases. Future
research study should consider including thirdypareasures. Lastly, this research surveyed only fou
banks, further study could increase the sample teizgetermine how the results will be, if more data
were collected and analyzed.
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