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Abstract
The evolving nature of work, driven by technological advancements and shifting societal expectations, has amplified the importance of achieving a healthy work-life balance. Employees increasingly seek equilibrium between their professional responsibilities and personal lives, recognizing its critical influence on overall well-being and job satisfaction. This study investigates the relationship between work-life balance and employee satisfaction, offering insights valuable to both employers and employees. A quantitative research design was adopted, utilizing a structured survey administered to a diverse sample of employees across various banking institutions. A total of 284 respondents from selected Deposit Money Banks in the Ilorin Metropolis participated. The data were analyzed using multiple linear regression analysis. The findings indicate that work-life balance—particularly in terms of work responsibilities and working hours—has a significant impact on employee satisfaction and commitment. The study concludes that effective work-life balance enhances employees’ emotional attachment and loyalty to their organizations. Based on these findings, it is recommended that organizations implement stress-reducing work processes and maintain reasonable working hours to support employees in maintaining personal well-being and family responsibilities.







CHAPTER ONE
INTRODUCTION
1.1 Background of the Study
Work-life balance (WLB) has emerged as a critical area of focus in organizational development and human resource management, particularly in the banking sector where performance pressure is consistently high. WLB practices are organizational strategies aimed at minimizing work-life conflict and enhancing employees’ effectiveness both at the workplace and in their personal lives. Traditionally perceived as a support mechanism for employees with caregiving responsibilities, the concept of WLB has evolved into a strategic tool for improving employee performance, engagement, and organizational outcomes (Deery, 2008; Aluko, 2009). This shift reflects a growing understanding that a well-balanced work-life interface contributes not only to employee well-being but also to organizational productivity.
Demographic transitions, changing family structures, and the intensification of job demands have contributed to an increased relevance of WLB among employees globally, including in Nigeria. The banking sector, in particular, is characterized by long working hours, high targets, and stress-inducing environments, making the issue of work-life balance particularly pressing. The intensification of professional obligations has heightened the burden placed on employees’ family and social lives, prompting greater attention to WLB policies (Muse, Carlson, & Kacmar, 2008). This is especially evident in Ilorin, Nigeria, where employees in deposit money banks face growing pressure to deliver exceptional service in a competitive financial market.
As more Nigerian women enter the formal workforce, particularly in urban centers like Ilorin, the challenges associated with balancing professional and domestic roles have intensified. While this shift contributes to household income and economic empowerment, it also introduces significant stressors that can affect job performance, health, and social relationships (Aluko, 2009; Muse et al., 2008). In response, organizations must actively implement and support WLB practices to foster employee satisfaction, reduce turnover, and improve organizational commitment.
Several scholars have emphasized the link between work-life balance and various dimensions of employee well-being and performance. For instance, Clark (2000) and Marks & MacDermid (1996) argue that achieving harmony between work and personal life enhances psychological health and overall life satisfaction. Similarly, Greenhaus & Powell (2006) and Hammer, Champoux & Clark (2005) found that employees who maintain a healthy work-life balance tend to be more productive and committed to their organizations. Conversely, the absence of such balance often leads to stress, absenteeism, and poor job performance (Frone, Russell & Cooper, 1997).
Employees invariably juggle multiple roles: professionally as subordinates or managers, and personally as parents, spouses, or community members. These overlapping responsibilities demand time, energy, and emotional investment, and when the demands of one domain interfere with the other, work-life conflict arises. This conflict can significantly impair job performance, motivation, and emotional well-being (Carlson et al., 2006). In the context of deposit money banks in Ilorin, employees often face such conflicts, making it essential for institutions to implement WLB policies that acknowledge and address these challenges.
Research indicates that effective WLB policies are associated with increased job satisfaction and organizational commitment (Cegarra-Leiva, Sánchez-Vidal, & Cegarra-Navarro, 2012; Wayne, Koch, & Hill, 2004). This suggests that when organizations support their employees' efforts to manage personal and professional roles, they not only improve individual performance but also promote organizational success. Therefore, designing supportive work environments that facilitate balance between work and life domains is increasingly being recognized as a strategic priority for performance management, especially in high-pressure sectors such as banking.
The issue of WLB is now receiving growing attention in Nigeria from policymakers, employers, and academic researchers (McPherson & Reed, 2013). In light of this, the present study seeks to investigate work-life balance as a determinant of employee performance in selected deposit money banks in Ilorin, Nigeria. The findings are expected to contribute to policy formulation and the development of effective human resource practices that enhance employee well-being and organizational productivity. 
1.2 Statement of the Problem
The banking sector in Nigeria, particularly among deposit money banks, is known for its demanding work culture, characterized by long hours, high performance targets, and constant pressure to deliver results. These conditions often lead to work-life conflict, which negatively affects employees’ psychological health, job satisfaction, and overall performance (Frone, Russell & Cooper, 1997; Aluko, 2009). In cities like Ilorin, where banks operate in a competitive yet resource-constrained environment, employees are faced with increasing difficulty in maintaining a healthy balance between their work responsibilities and personal lives.Despite the growing recognition of the importance of work-life balance (WLB), many organizations, including banks, continue to view it as a peripheral issue rather than a strategic imperative. This oversight may lead to high levels of stress, absenteeism, burnout, and employee turnover, all of which have adverse effects on organizational performance (Greenhaus & Powell, 2006; Carlson et al., 2006). Moreover, the lack of institutionalized WLB policies in many Nigerian banks suggests a gap between awareness and implementation.While existing studies have established the relevance of WLB in enhancing employee well-being and productivity in Western and some Asian contexts (Cegarra-Leiva et al., 2012; Clark, 2000), there remains a dearth of empirical research on how WLB affects employee performance within the Nigerian banking sector, particularly in regional settings like Ilorin. This raises the need to examine whether and how work-life balance practices influence the performance of bank employees in this locality.
Therefore, the central problem addressed in this study is the extent to which work-life balance—or the lack thereof—impacts employee performance in selected deposit money banks in Ilorin, Nigeria. The study seeks to bridge the knowledge gap and provide evidence-based recommendations that can inform organizational policies and human resource practices within the Nigerian banking industry.
1.3		Research Questions
i. What is the relationship between work-life balance and employee performance in selected deposit money banks in Ilorin?
ii. How does work-life conflict affect employee job satisfaction and productivity in the banking sector?
iii. To what extent does organizational support for work-life balance practices influence employee performance in selected banks?
1.4	 Research Objectives
The main objective of this study is to investigate how work-life balance influences employee performance in selected deposit money banks in Ilorin, Nigeria. The specific objectives are to:
i. Examine the relationship between work-life balance and employee performance in selected deposit money banks in Ilorin.
ii. Assess the impact of work-life conflict on employee job satisfaction and productivity.
iii. Evaluate the extent of organizational support for work-life balance practices in the banking sector.
1.5	Research Hypotheses 
Based on the above objectives, the study proposes the following hypotheses
H₀₁: There is no significant relationship between work-life balance and employee performance in selected deposit money banks in Ilorin. 
H₀₂: Work-life conflict does not significantly affect employee job satisfaction and productivity.
H₀₃: Organizational support for work-life balance practices does not significantly influence employee performance.
1.6    Scope of the Study
This study is specifically focused on examining the relationship between work-life balance and employee performance in selected deposit money banks within Ilorin metropolis, Kwara State, Nigeria. The research investigates key elements of work-life balance such as work responsibilities, working hours, and organizational support, and how these factors influence employee satisfaction, commitment, and overall job performance.
Attention is also given to employees’ perceptions and experiences regarding work-life balance practices in their respective organizations. By exploring these dimensions, the study aims to understand how the balance—or imbalance—between professional duties and personal life affects productivity and workplace engagement.
The scope is limited to five selected Deposit Money Banks in Ilorin: Access Bank Plc., First Bank of Nigeria Limited, Guaranty Trust Bank Plc., Sterling Bank Plc., and Polaris Bank Plc. These institutions were chosen due to their operational prominence in the region and their relevance to the dynamics of employee performance in the Nigerian banking sector.
1.7 Significance of the Study
This study holds significance for multiple stakeholders within the banking sector and beyond. As the demands of modern banking continue to grow, employees face increasing pressure to meet organizational goals while managing personal and family responsibilities. Understanding how work-life balance (WLB) influences employee performance is essential for developing effective human resource strategies and fostering a more productive work environment.
For deposit money banks, the findings of this study will provide insights into how WLB practices affect job satisfaction, employee engagement, and overall performance. This will enable bank management to adopt policies that reduce work-life conflict and enhance staff motivation, ultimately contributing to improved organizational performance and reduced turnover rates.
For employees, the study highlights the importance of maintaining a healthy balance between professional obligations and personal life. It brings attention to the challenges they face and the potential benefits of organizational support in achieving that balance, such as reduced stress, improved well-being, and higher productivity.
For policymakers and HR practitioners, the research offers empirical data that can inform labor policies and the design of workplace practices aimed at promoting work-life harmony. The insights gained may guide the development of regulations that encourage employee-centered practices in the Nigerian banking sector.
For academic researchers and students, this study contributes to the growing body of literature on work-life balance in the African context, particularly in Nigeria. It addresses the gap in empirical studies focused on regional banking environments like Ilorin and opens avenues for further research on employee performance and workplace well-being in developing economies.
In essence, this study is expected to advance knowledge, inform policy, and guide practice in fostering healthier, more balanced, and more productive work environments.
1.8 Definition of Terms
Work-Life Balance (WLB): Work-life balance refers to the effective management and equilibrium between an individual’s work responsibilities and personal life commitments. It involves minimizing conflict between the demands of work and those of family or personal time, in order to enhance well-being and productivity (Greenhaus & Allen, 2011).
Employee Performance: Employee performance is the degree to which an employee effectively fulfills their job responsibilities and contributes to organizational goals. It is commonly measured in terms of productivity, quality of work, timeliness, and overall contribution to workplace success (Armstrong, 2012).
Work-Life Conflict: Work-life conflict occurs when the demands of work interfere with the ability to fulfill personal or family responsibilities, or vice versa. It typically results in stress, reduced job satisfaction, and lower performance levels (Frone, Russell & Cooper, 1997).
Deposit Money Banks: Deposit money banks are financial institutions licensed by the Central Bank of Nigeria (CBN) to accept deposits, provide loans, and offer other financial services to the public. Examples include Access Bank Plc., First Bank of Nigeria Limited, and Guaranty Trust Bank Plc.
Organizational Support: Organizational support refers to the extent to which an employer provides resources, policies, and a work environment that facilitates employees' ability to manage both work and non-work responsibilities (Eisenberger et al., 2002).
Employee Satisfaction: Employee satisfaction is the level of contentment employees feel toward their jobs, roles, and workplace environment. It is influenced by factors such as workload, recognition, autonomy, and the ability to maintain a work-life balance (Locke, 1976).
Ilorin Metropolis: Ilorin Metropolis is the capital city of Kwara State, Nigeria. It serves as a regional commercial hub and hosts several branches of national deposit money banks, making it a suitable location for studies related to the banking workforce.


CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter presents the literature review of the study, divided into three sections: conceptual review, theoretical review, and empirical review. The conceptual review defines and clarifies key concepts central to the research, while the theoretical review discusses relevant theories that provide a foundation for understanding the topic. The empirical review highlights previous studies and their findings related to work-life balance (WLB) and employee performance, particularly within the context of the banking sector.
2.2 Conceptual Review
2.2.1 Definition and Concept of Life
The concept of "life" in the context of work-life balance refers to any non-paid activities or commitments, such as social work, child care, household chores, and leisure activities (Equal Employment Opportunity Trust of New Zealand, 2000). Life encompasses all personal endeavors outside formal, paid employment, and may include activities like home maintenance, hobbies, or volunteering. In this study, life refers to the diverse roles and activities that employees engage in outside their work obligations, all of which contribute to their overall well-being.
2.2.2 Concept of Work-Life Balance (WLB)
Work-life balance (WLB) does not imply a strict, equal allocation of time between work and personal life but focuses on achieving a harmonious integration of both spheres. As Bird (2003) noted, WLB is not about dividing time equally between work and life but adjusting it to suit an individual’s changing life circumstances. WLB should be viewed as a dynamic concept that shifts over time depending on personal circumstances, such as age, family responsibilities, or career stage (Maxwell, 2005).
Maxwell (2005) defines WLB as the adjustment of working patterns to help individuals combine work with their other responsibilities and aspirations. WLB is increasingly recognized as important not only for employees, who seek to balance work and personal roles, but also for employers, who benefit from enhanced productivity and reduced turnover when employees are supported in managing their work-life demands (Abbott & De Cieri, 2008). According to Clark (2000), WLB can be described as a state where individuals experience satisfaction in both their work and home roles with minimal role conflict.
Work-life balance is influenced by multiple factors, including working hours, organizational policies, and the flexibility of work arrangements. Beauregard & Henry (2009) argue that WLB is driven by demographic changes, technological advancements, and the increasingly demanding 24/7 work culture. Therefore, achieving work-life balance is not merely about reducing working hours but involves creating an environment where employees have the autonomy to manage their time effectively, enhancing both their well-being and organizational performance (The Work Foundation, 2005).
2.2.3 Factors Influencing Work-Life Balance
2.2.3.1 Work Responsibilities
Work responsibilities, such as job commitment and emotional labor, play a crucial role in shaping work-life balance. Tetrick and Buffardi (2006) found that higher levels of work involvement and emotional labor can lead to increased work-life conflict. Employees who are highly committed to their jobs may experience negative spillover effects, where work demands interfere with their personal lives. This conflict is particularly pronounced in high-stress environments like the banking sector, where employees face constant pressure to meet performance targets. Frone (2003) also identified a negative association between professional commitment and work-life balance, suggesting that excessive job involvement may lead to greater work-life conflict.
Work role conflict, such as conflicting demands from multiple supervisors or work functions, further exacerbates work-life imbalance. In the context of deposit money banks, employees may face challenges in balancing their work roles with personal responsibilities, leading to increased stress and lower performance levels (Frone, 2003).
2.2.3.2 Working Hours
Working hours have a significant impact on work-life balance. According to CIPD (2007), working hours include not just the formal work hours but also commuting time, which can affect employees' ability to engage in personal and family activities. Excessive working hours, especially in high-demand sectors like banking, contribute to work-life conflict and can lead to burnout and decreased job satisfaction.
Flexible working arrangements, however, can improve work-life balance by offering employees greater control over when and where they work. Beauregard & Henry (2009) highlight that flexible working hours and arrangements are essential in promoting work-life balance, as they allow employees to manage both their professional responsibilities and personal commitments more effectively. Studies show that when employees have the ability to adjust their work schedules or work remotely, they experience higher job satisfaction and are more productive (David, 2009).2.2.4	
2.2.4 Ways to Encourage Work-Life Balance Among Employees
Promoting work-life balance (WLB) within organizations, particularly in high-pressure environments such as the banking sector, is crucial for sustaining employee well-being and improving performance. Management commitment to WLB must start from the top, with senior executives modeling appropriate behaviors. It is essential that leaders set examples by demonstrating healthy work-life balance practices, which can then be expected from all employees (Deery, 2008). This commitment helps prevent the perception that long, rigid work hours are the only pathway to career advancement, which can lead to employee burnout and decreased job satisfaction (Cannon, 1998).
i. Regular Review of Employees' Work-Life Concerns
Conducting regular reviews of employee concerns related to work-life balance can help organizations identify potential issues and design effective policies to address them. Research has shown that employees increasingly value work-life balance, and companies that recognize and respond to these concerns are more likely to retain engaged and motivated staff (Hammer, Champoux & Clark, 2005).
ii. Training Line Managers to Recognize Signs of Overwork
Supervisors play a critical role in identifying signs of stress and overwork among their subordinates. By recognizing symptoms such as high error rates, absenteeism, or visible burnout, managers can intervene early. Employees exhibiting signs of poor work-life balance should be directed to available employee assistance programs (Frone, Russell & Cooper, 1997). This proactive approach helps prevent long-term negative effects on employee performance and well-being.
iii. Flexible Work Arrangements
Flexible work schedules, such as flextime, can be an effective tool in promoting work-life balance. Allowing employees to adjust their hours based on personal needs without compromising work commitments can reduce stress and improve productivity (Greenhaus & Powell, 2006). Companies should identify roles that allow for flexible arrangements and establish policies to ensure smooth coordination between employees, their supervisors, and co-workers.

i. Job Sharing
Job-sharing, where two employees share the responsibilities of one full-time position, can alleviate stress while maintaining productivity. This arrangement requires careful coordination but can be particularly beneficial in high-stress jobs, such as those in banking. Job sharing enables two workers to contribute meaningfully while reducing the individual burden of work, thus fostering better work-life balance (Cegarra-Leiva et al., 2012).
ii. Encouraging Use of Leave Benefits
Supervisors should encourage employees to use their vacation and sick leave entitlements when necessary. Implementing use-it-or-lose-it policies can help ensure employees take time off to recover and prevent burnout. Taking time away from work has been linked to higher job satisfaction, increased productivity, and reduced absenteeism (Wayne, Koch & Hill, 2004).
2.2.5 Concepts of Employee Performance
Job performance refers to the behaviors exhibited by employees that can be monitored, measured, and evaluated in relation to their contribution to organizational goals (Muchinsky, 2004). Performance is a key indicator of organizational success, and it is influenced by both individual ability and motivation (Pritchard, 2006). Effective performance is linked to employees’ ability to align their behavior with the goals of the organization, contributing to overall productivity and success (Viswesvaran, 2009).
Research indicates that employees who maintain a good work-life balance are more likely to exhibit higher levels of performance, as they experience reduced stress and greater job satisfaction (Frone, Russell & Cooper, 1997). Conversely, poor work-life balance can lead to stress, absenteeism, and burnout, all of which negatively impact job performance.


2.3 Theoretical Review
2.3.1 Work/Family Border Theory
The Work/Family Border Theory, developed by Clark (2000), explores how individuals manage the boundaries between their work and family roles to achieve balance. According to this theory, work and family represent separate domains that influence each other. The balance between these domains is critical for an individual’s satisfaction and functioning in both spheres. Clark (2000) argues that the concept of "borders"—which may be physical, temporal, or psychological—defines the space in which these roles interact. In essence, individuals cross borders between work and home, attempting to harmonize both to reduce role conflict and stress.
This theory is particularly relevant to the present study, as it provides a framework for understanding how employees in Nigerian deposit money banks manage their work-life balance to optimize their job performance. When employees successfully negotiate these borders, they are better equipped to perform their job duties effectively, while also attending to personal and family responsibilities. Therefore, this theory serves as a foundational lens for examining the integration of work and personal life within the banking context in Ilorin, Nigeria.
2.3.2 Transaction Cost Theory
Transaction Cost Theory, first introduced by Coase (1973) and later expanded by Williamson (2001), emphasizes the costs associated with transactions and organizational structures. It asserts that firms operate as systems of contracts, where the efficiency of transactions is influenced by factors such as uncertainty, resource specificity, and opportunism. According to Williamson (2001), transactions occur in an environment of uncertainty, and firms must manage the associated costs through careful structuring, often through hierarchical control.
Although primarily applied to economic transactions, the theory’s relevance to work-life balance arises from its focus on minimizing costs and enhancing efficiency within organizations. In the context of banking in Ilorin, Nigerian banks face numerous internal and external pressures that affect employees' work-life balance. Transaction costs, in this case, might include the hidden costs of employee burnout, turnover, and disengagement due to poor work-life balance. By addressing these "transaction costs" through work-life balance initiatives, banks can improve efficiency, reduce turnover, and enhance employee performance, thus aligning with the broader goals of the organization.
2.3.3 Component Theory of Work-Life Balance
The Component Theory of Work-Life Balance, as proposed by Edwards and Bagozzi (2000), defines work-life balance as a composite of multiple, interrelated factors that contribute to an individual’s overall balance between work and personal life. Grzywacz and Carlson (2007) further clarify that work-life balance includes time balance, involvement balance, and satisfaction balance. Time balance refers to the equal allocation of time between work and personal roles; involvement balance refers to the mental and emotional engagement in both work and family roles; and satisfaction balance refers to equal contentment with both domains.
This theory is particularly useful in understanding the different dimensions of work-life balance and their direct influence on employee performance. By examining how Nigerian bank employees balance their time, involvement, and satisfaction between work and personal life, the study can identify specific areas where imbalance leads to work-life conflict and adversely affects job performance.
2.4 Empirical Review
Several studies have investigated the effects of work-life balance on employee performance, offering valuable insights into the relationship between these two variables:
Muhammad (2015) explored the role of work-life balance in the educational sector of Pakistan. The study found that improving work-life balance reduces turnover and healthcare costs while enhancing employee performance. It emphasized the need for leadership that fosters work-life balance as part of human resource strategies.
Obianuju et al. (2016) examined work-life balance in Nigerian commercial banks, discovering that lack of flexibility, long working hours, and high pressure negatively impacted job performance. This study highlighted the need for Nigerian organizations, particularly in the banking sector, to incorporate work-life balance policies into their strategic plans to improve employee productivity and organizational performance.
Mulanya and Kagiri (2018) investigated the effect of work-life balance on employee performance in Kenya’s constitutional commissions. Their study revealed that flexible working arrangements, employee breaks, and support programs had a significant positive effect on employee performance. The lack of such programs in some organizations led to lower performance and engagement.
Dinah and Peter (2016) explored the telecommunications sector in Kenya and found that work-life balance practices positively impacted employee performance. They argued that organizational support for employees’ personal lives, such as flexible work arrangements, plays a crucial role in improving work outcomes.
These empirical studies underscore the importance of work-life balance in enhancing employee performance across various sectors. They provide a solid foundation for this study, particularly in the context of Nigerian deposit money banks in Ilorin, where work-life balance practices are still evolving. 



CHAPTER THREE
METHODOLOGY
3.1 Introduction
This chapter presents the research methodology adopted for the study. It outlines the research philosophy, approach, and strategy, as well as the methods and procedures used for data collection and analysis. The population of the study, sampling technique, and sample size are described. Furthermore, the chapter explains the procedures for ensuring the reliability and validity of the research instrument and discusses ethical considerations observed throughout the study.
3.2 Research Design
A research design serves as a blueprint that guides the researcher in the systematic collection, measurement, and analysis of data. For this study, a quantitative survey research design was adopted, employing a descriptive and explanatory approach. This design is appropriate as it allows for the collection of structured data from a sample population to explain the relationship between work-life balance and employee performance (Creswell, 2014).
Primary data was utilized through the administration of close-ended structured questionnaires. This approach was chosen to gather first-hand, measurable responses from bank employees regarding their experiences with work-life balance and its impact on their performance. The use of a questionnaire ensures uniformity of responses and facilitates quantitative analysis.


3.3 Population of the Study
The population of a study refers to the entire group of individuals or elements that the researcher seeks to investigate (Asika, 2006; Otokiti, 2007). For this study, the population comprises employees from selected branches of five Deposit Money Banks operating within Ilorin metropolis, namely:
· Access Bank Plc.
· First Bank of Nigeria Limited
· Guaranty Trust Bank Plc.
· Sterling Bank Plc.
· Polaris Bank Plc.
These banks were purposively selected based on their prominence, accessibility, and observed customer volume within the city. The total number of employees across the selected branches is 284, as obtained from the respective Human Resource Departments.
Table 3.1	Table of Population and Sample Size Distribution
	S/N
	Bank Branches
	Population

	1. 
	Guaranty Trust Bank Plc.
	76

	2. 
	Access Bank Plc.
	58

	3. 
	Polaris Bank, Plc.
	42

	4. 
	First Bank, Limited
	58

	5. 
	Sterling Bank, Plc.
	49

	
	Total
	284


Source: Researcher’s Computation, 2025
3.4 Sampling Technique and Sample Size Determination
Due to the manageable size of the study population (284 employees), a probability sampling method was considered appropriate to ensure fairness and representativeness in the selection process. Specifically, the study employed a stratified random sampling technique. This method was adopted to ensure that employees from each of the five selected banks were proportionally represented based on their staff strength. Stratification was done according to the bank branches, after which simple random sampling was applied within each stratum.
To determine the appropriate sample size for the study, Yamane’s formula (Yamane, 1967) was used as follows:
n\=1+N(e)2N​
Where:
n = sample size
N = population size (284)
e = margin of error (0.05 or 5%)
𝑛 = 284/ 1 + 284 (0.05)2
= 284/1 + 284 ( 0.0025 )
= 284/ 1.71 ≈ 166
Thus, a sample size of 166 employees was drawn from the total population of 284.
This sample was proportionally distributed among the selected banks based on their staff size to ensure representativeness and accuracy in capturing responses. The stratified sampling technique also minimized sampling bias and enhanced the generalizability of the findings within the Ilorin banking context.


3.5 Method of Data Collection
Every empirical research study requires a systematic approach to data collection. In this study, primary data was utilized to obtain first-hand information directly from the target respondents. Primary data refers to data collected afresh for a specific research purpose and is original in nature (Asika, 2006; Otokiti, 2010). To achieve the objectives of the study, data was collected through the administration of a well-structured, close-ended questionnaire.

The respondents were employees from five selected deposit money banks operating within the Ilorin metropolis. The selected banks include Access Bank Plc., First Bank of Nigeria Limited, Guaranty Trust Bank Plc., Sterling Bank Plc., and Polaris Bank Plc. These banks were chosen based on their presence, accessibility, and representation of the larger banking population in Ilorin. The total population of respondents from these banks constituted the study frame for data collection.
3.6 Research Instrument
The primary research instrument used for data collection was a close-ended questionnaire. This instrument was designed to elicit structured responses relevant to the research objectives and hypotheses. The questionnaire was divided into two sections:
· Section A: This section collected demographic information such as gender, age, marital status, educational background, years of experience, and current job role.
· Section B: This section focused on work-life balance practices, work-life conflict, organizational support, and employee performance, all of which are aligned with the research variables.
To enhance clarity and uniformity in responses, a five-point Likert scale was adopted, with the following options:
SD – Strongly Disagree, D – Disagree, N – Neutral, A – Agree, and SA – Strongly Agree. This scale facilitated the quantification of attitudes, perceptions, and opinions of the respondents regarding work-life balance and its effect on job performance.
3.7 Method of Data Analysis
Data collected from the respondents was analyzed using descriptive and inferential statistical methods. Demographic variables were analyzed using frequency distributions and percentages to summarize the characteristics of the respondents.
To test the research hypotheses and determine the influence of work-life balance on employee performance, multiple linear regression analysis was employed. This method allowed for the assessment of the strength and direction of the relationship between the independent variables (work-life balance, work-life conflict, and organizational support) and the dependent variable (employee performance).
All analyses were conducted using the Statistical Package for the Social Sciences (SPSS), version 20, which provided robust tools for data coding, entry, and statistical testing.




CHAPTER FOUR
DATA ANALYSIS, INTERPRETATION OF RESULTS AND DISCUSSION OF FINDINGS
4.1 Introduction
This section presents and analyzes the data collected from respondents in selected deposit money banks in Ilorin. The presentation is divided into two parts: descriptive analysis of respondents’ demographic characteristics and inferential analysis to test the research hypotheses using multiple linear regression.
4.2 Questionnaire Rate
The total copies of 284 (Two hundred and eighty four), questionnaire were distributed among employees of selected Deposit Money Banks in Ilorin Metropolis of which 273 (Two hundred and seventy three) copies were returned and 11 (Eleven) copies of the questionnaire were either not returned or not filled appropriately.  
Table 4.1	Questionnaire Return Rate
	ITEM
	FREQUENCY 
	PERCENTAGE

	Returned 
	166
	100%

	Not returned 
	0
	0%

	Total
	166
	100%


Source: Researcher’s Field Survey, 2025

							



4.3	Presentation of Data
Table 4.2	Distribution table for Demographic of the Respondents
Demographic Distribution of Respondents (N = 166)
Table 4.1: Gender Distribution
	Gender
	Frequency
	Percentage (%)

	Male
	94
	56.6

	Female
	72
	43.4

	Total
	166
	100.0


Source: Researcher’s Field Survey, 2025
There is a higher representation of male employees in the sampled banks, which could reflect a male-dominated banking workforce in Ilorin or a sampling bias. However, female representation is still significant, showing that gender-based perspectives on work-life balance are relevant.

Table 4.2: Age Distribution
	Age Range
	Frequency
	Percentage (%)

	20–29 years
	52
	31.3

	30–39 years
	78
	47.0

	40–49 years
	26
	15.7

	50 years and above
	10
	6.0

	Total
	166
	100.0


Source: Researcher’s Field Survey, 2025

The majority of the respondents (78 or 47%) are in the 30–39 age group, a prime working and family-building age. This group is likely to be the most affected by work-life balance challenges. A considerable portion is also in the 20–29 age group, indicating many early-career professionals.

Table 4.3: Marital Status
	Marital Status
	Frequency
	Percentage (%)

	Single
	64
	38.6

	Married
	95
	57.2

	Divorced
	7
	4.2

	Total
	166
	100.0


The dominance of married respondents implies that most have dual responsibilities (work and family), making work-life balance particularly relevant. Their responses are crucial to understanding the real-world effects of work-life policies.

Table 4.4: Educational Qualification
	Qualification
	Frequency
	Percentage (%)

	OND/NCE
	18
	10.8

	Bachelor's Degree (BSc)
	112
	67.5

	Master’s Degree (MSc/MBA)
	32
	19.3

	Others
	4
	2.4

	Total
	166
	100.0


Source: Researcher’s Field Survey, 2025
Most respondents are bachelor’s degree holders (67.5%), followed by those with master’s degrees (19.3%). This indicates a relatively well-educated workforce, suggesting they may have informed opinions on organizational policies and performance metrics.



Table 4.5: Years of Working Experience
	Experience Range
	Frequency
	Percentage (%)

	Less than 2 years
	21
	12.7

	2–5 years
	64
	38.6

	6–10 years
	55
	33.1

	Above 10 years
	26
	15.7

	Total
	166
	100.0


Source: Researcher’s Field Survey, 2025

A significant proportion (71.7%) of the respondents have between 2 to 10 years of experience, indicating a workforce still in its growth or mid-career stage—most likely to face work-life balance conflicts. Senior-level staff (>10 years) make up 15.7%, providing perspective on long-term impacts.


Table 4.3	Distribution table for Work Responsibility
	S/N
	Factor
	Factor Level
	Frequency
	Percentage %

	6.
	Engagement of employees in minimal working hours helps manage work and home responsibilities 
	SA
A
D
Total 
	100
45
21
166
	64.1
35.9
100.00

	7.
	My organization set task control and work coordination to balance work and life activities 
	SA
A
Total
	122
151
273
	44.7
55.3
100.00

	8.
	The organization is concerned about the employees job welfare and psychological balance 
	SA
A
U
Total
	90
61
5
166
	54.9
43.2
1.8
100.0

	9.
	My organization designed a moderation apparatus on work roles and outside life to suit the workers convenience
	SA
A
N
Total
	110
53
2
166
	63.7
35.5
0.7
100.00


Source: Researcher’s Field Survey, 2025
From the distribution table 4.3 above, 166 respondents, representing 64.1%, indicated that they strongly agreed with the statement that engagement of employees in minimal working hours helps manage work and home responsibilities, while 98 respondents (35.9%) agreed with the statement. This indicates that the majority of the respondents strongly agreed, confirming that minimal working hours contribute positively to balancing work and home responsibilities.
Furthermore, the distribution shows that 122 respondents, representing 44.7%, strongly agreed, while 151 respondents (55.3%) agreed with the statement that their organization sets task control and work coordination to balance work and life activities. Thus, the majority of the respondents agreed, highlighting the role of structured task control and coordination in promoting work-life balance.
In addition, 150 respondents (54.9%) strongly agreed, 118 respondents (43.2%) agreed, and 5 respondents (1.8%) were undecided regarding the statement that the organization is concerned about employees' job welfare and psychological balance. Therefore, the overall response indicates that a significant majority affirmed the organization's commitment to employee welfare and psychological support.
Lastly, the table reveals that 174 respondents (63.7%) strongly agreed, 97 respondents (35.5%) agreed, and 2 respondents (0.7%) were neutral regarding the statement that the organization has designed a moderation mechanism on work roles and personal life to suit employees' convenience. This shows that a substantial portion of the respondents strongly agreed, affirming the existence of flexible mechanisms within the organization to support work-life integration.
Table 4.4	Distribution for Working Hour  
	S/N
	Factor
	Factor Level
	Frequency
	Percentage %

	           10
	The organization has created a modality in which work rigidity condition is being eased 
	SA
A
SD
Total
	116
43
7
166
	65.6
31.9
2.6
100.00

	11

	My organization is concerned about management and reduction of work pressure on the employees   
	SA
A
D
Total
	108
57
1
166
	41.0
58.6
0.3
100.00

	12
	The distress effect of job on work and family life is being eliminate at all cost in my organization  
	SA
A
D
Total
	38
61
75
166
	38.8
38.1
40.0
100.00

	13
	Protection from stressful life and work events is maintained for workers health and physical wellbeing  
	SA
A
SD
Total
	145
44
1
166
	67.0
32.6
0.3
100.00


Source: Researcher’s Field Survey, 2025

From Table 4.4, 109 respondents (65.7%) indicated that they strongly agreed with the statement that “the organization has created a modality in which work rigidity condition is being eased.” In addition, 53 respondents (31.9%) agreed, while 4 respondents (2.4%) strongly disagreed with the statement. This suggests that the majority of respondents perceive that their organization is making deliberate efforts to ease rigid work conditions, thereby promoting better work-life balance.
Furthermore, regarding the statement that “my organization is concerned about the management and reduction of work pressure on employees,” 68 respondents (41.0%) strongly agreed, 97 respondents (58.4%) agreed, and 1 respondent (0.6%) disagreed. This indicates a strong perception among employees that management is taking concrete steps to mitigate work-related pressure.
With respect to the statement that “the distress effect of job on work and family life is being eliminated at all cost in my organization,” 65 respondents (39.2%) strongly agreed, while 101 respondents (60.8%) agreed. This implies that a substantial number of respondents believe that the organization is actively working to reduce the negative impact of work-related stress on employees’ family lives.

Lastly, on the statement that “protection from stressful life and work events is maintained for workers’ health and physical well-being,” 111 respondents (66.9%) strongly agreed, and 55 respondents (33.1%) agreed. This highlights a generally positive perception of the organization’s commitment to employee wellness and stress management.

Table 4.5	Distribution on Employees Satisfaction
	S/N
	Factor
	Factor Level
	Frequency
	Percentage %

	14
	The organization policy is such that encourages employees' confidence which effect how work is carried out 
	SA
A
N
SD
Total
	104
45
10
1
166
	57.9
38.1
3.7
0.4
100.00

	            15
	
	
	
	

	16
	 The staffs in my organization work in a conducive environment hence improve their proficiencies  
	SA
A
N
Total
	113
45
2
166
	68.1
31.1
0.7
100.00

	17
	Improvement in how work is being carried out is maintained through staff to staff relationship and equal treatment 
	SA
A
N
Total
	63
100
3
166
	41.0
57.9
1.1
100.00


Source: Researcher’s Field Survey, 2025
From the distribution, 158 of the respondents representing 57.9% said they strongly agreed to the statement that the organization policy is such that encourages employees' confidence which effect how work is carried out. 104 of the respondents representing 38.1% said they agreed to the statement that the organization policy is such that encourages employees' confidence which effect how work is carried out , 1 of 0.4% strongly disagreed and 10 of the respondents representing 3.7% said they are neutral to the statement. Therefore the largest population agreed that the organization policy is such that encourages employees' confidence which effect how work is carried out .
Also, the distribution table above shows that 194 of the respondents representing 71.1% said they strongly agreed that the welfare package introduced for personnel management has a desirable effect on employees' efforts on the job  , 68 of the respondents representing 24.9% said they agree to the statement that The welfare package introduced for personnel management has a desirable effect on employees' efforts on the job, 8 of the respondents representing 2.9% said they strongly disagreed to the statement that the welfare package introduced for personnel management has a desirable effect on employees' efforts on the job  , and 2 of the respondents representing 0.7% said they disagreed that the welfare package introduced for personnel management has a desirable effect on employees' efforts on the job. Therefore the largest population agreed that The welfare package introduced for personnel management has a desirable effect on employees' efforts on the job. 
Furthermore, the table states that 186 of the respondents representing 68.1% said they strongly agreed to the statement that the staffs in my organization work in a conducive environment hence improve their proficiencies, 85 of the respondents representing 31.1% said they agreed to the statement, 2 of the respondents representing 0.7% were neutral to the statement. Therefore the largest population strongly agreed that the staffs in my organization work in a conducive environment hence improve their proficiencies.
Finally, the distribution table shows that only 112 respondent responded to the questionnaire as strongly agreed with 41.0%, 158 of the respondents representing 57.9% agreed to the statement that improvement in how work is being carried out is maintained through staff to staff relationship and equal treatment, 3 of the respondents representing 1.1% were neutral to the statement, Therefore the largest population agreed that improvement in how work is being carried out is maintained through staff to staff relationship and equal treatment .
Table 4.6	Distribution table for Employees’ Commitment 
	S/N
	Factor
	Factor Level
	Frequency
	Percentage %

	1.
	Employees' contribute greater deals in the productiveness and reputation of my organization
	SA
A
Total
	105
168
273
	38.5
61.5
100.00

	2.
	Employees give absolute effect obligation to achieving the set goals of the organization 
	SA
A
N
SD
Total
	181
84
5
3
273
	66.3
30.8
1.8
1.1
100.00

	3.
	The principles and legacy of the organization is upheld by the employees
	SA
A
SD
Total
	142
126
5
273
	52.0
46.2
1.8
100.00

	4.
	My organization personnel operates with maximum loyalty and cooperation with the management 
	SA
A
N
SD
Total
	173
89
4
7
273
	63.4
32.6
1.5
2.6
100.00


Source: Researcher’s Field Survey, 2025
From the distribution table above 105 of the respondents representing 38.5% said they strongly agreed that a employees' contribute greater deals in the productiveness and reputation of my organization, 168 of the respondents representing 61.5% said they Agree to the statement that the employees' contribute greater deals in the productiveness and reputation of my organization. Therefore the largest population agreed that employees' contribute greater deals in the productiveness and reputation of my organization.
In addition, the table distribution above shows that 181 of the respondents representing 66.3% said they strongly agreed that employees give absolute effect obligation to achieving the set goals of the organization , 84 of the respondents representing 30.8% said they agreed to the statement that employees give absolute effect obligation to achieving the set goals of the organization, 5 of the respondents representing 1.8%  were neutral to the statement that employees give absolute effect obligation to achieving the set goals of the organization , 3 of the respondents representing 1.1% said they strongly disagreed. Therefore the largest population strongly agreed that employees give absolute effect obligation to achieving the set goals of the organization.
Consequently, the table above illustrates that 142 respondent representing 52.0% strongly agreed to the statement, 126 of the respondents representing 46.2% said they agreed to the statement that The principles and legacy of the organization is upheld by the employees, 5 respondents representing 1.8% strongly disagree to the statement. Therefore the largest population strongly agreed that the principles and legacy of the organization is upheld by the employees.
Lastly, 173 respondents with 63.4% strongly agreed to the statement that my organization personnel operates with maximum loyalty and cooperation with the management, 89 respondents with 32.6% agreed to the statement, 4 respondents with 1.5% are neutral to the statement, 7 of 2.6% respondents strongly disagreed to the statement. Hence this implies most respondents agreed to the statement thatthe my organization personnel operates with maximum loyalty and cooperation with the management.
4.4 Test of Hypotheses
4.4.1 Test for Hypothesis One
H0 	Work life balance has no significant effects on employees' satisfaction of selected Money Deposit Bank in Ilorin Metropolis.

	Table 4.4.1a                             Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.846a
	.716
	.711
	.412

	a. Predictors: (Constant), Work Responsibility, Working Hours


Source: Author’s Fieldwork Computation, 2025
The model summary as indicated in table above shows that R Square is 0.716; this implies that 72% of variation in the dependent variable (employees' satisfaction) was explained by the independent variables (Work responsibility, working hours). This mean that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1.
	Table 4.4.1b: ANOVAb

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	21.175
	2
	10.587
	19.569
	.029a

	
	Residual
	146.625
	271
	0.541
	
	

	
	Total
	167.800
	273
	
	
	

	a. Predictors: (Constant), Work Responsibility, Working Hours

	b. Dependent Variable: Employees' Satisfaction 


Source: Author’s Fieldwork Computation, 2025
The table above summarized the results of an analysis of variation in the dependent variable with large value of regression sum of squares (21.175) in comparison to the residual sum of squares with value of 146.625 (this value indicated that the model does not fail to explain a lot of the variation in the dependent variables. However, the estimated F-value (19.569) given in the table above with significance value of 0.029, which is less than p-value of 0.05 (p<0.05) which means that the explanatory variable elements as a whole can jointly influence the increment in the dependent variable (employees' satisfaction).
	Table 4.4.1c: Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	

	
	B
	Std. Error
	Beta
	t
	Sig.

	1
	(Constant)
	10.602
	1.223
	
	8.669
	.000

	
	Work responsibility
	.151
	.092
	.119
	1.604
	.029

	
	Working Hours
	.478
	.065
	.429
	7.316
	.000

	a. Dependent Variable: Employees' satisfaction 


Source: Author’s Fieldwork Computation, 2025
Interpretation 
The dependent variable as shown in the table was smooth in operation. This was used as a yardstick to examine the impact between the two variables (i.e. Work responsibility and Employees' satisfaction). The predictors is work responsibility, as depicted in table, it is obvious that there is a direct relationship between work responsibility and Employees' satisfaction. This means that an utmost adoption of work responsibility by the sampled organization can help to increase employees' satisfaction. 
According to the result in the table above Work responsibility t-test coefficient is 1.756 and the P-value is 0.029 which is less than 0.05 (i.e. P<0.05). This means that this variable is statistically significant at 5% significant level. 
Furthermore, there was positive relationship between perceived working hours and perceived employees’ satisfaction such that a unit rise in perceived working hour’s scores induced about .259 unit rise in perceived employees’ satisfaction scores which was statistically significant at 1 per cent going by the p value (0.000). 
As a result of the outcome, the Null Hypothesis (HO) was rejected on the basis that the p-value is less than 0.05. Hence the alternative hypothesis was accepted, that work life balance does affects the employees' satisfaction of the organization. This research study's findings underscore the significance of work-life balance in enhancing employees' job satisfaction and overall life satisfaction. By understanding the relationship between work-life balance and satisfaction, organizations can create a more productive, satisfied, and loyal workforce, ultimately benefiting both employees and the organization as a whole. Numerous studies have consistently found a positive relationship between work-life balance and employees' job satisfaction. A study by McNall, Nicklin, and Masuda (2010) revealed that employees who perceive higher levels of work-life balance report higher levels of overall job satisfaction. The research conducted by Valcour (2007) indicated that flexible work arrangements, which contribute to work-life balance, are associated with increased job satisfaction. Research by Kalliath, Brough, and O'Driscoll (2004) found that employees who experience a better balance between work and personal life report lower levels of stress, leading to higher job satisfaction.
Test for Hypothesis Two
Ho2: Work life balance has no significant effects on employees' commitment of selected 	Money Deposit Bank in Ilorin Metropolis. 
	Table 4.5.1a Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.654a
	.554
	.518
	2.85545

	a. Predictors: (Constant), Work Responsibility, Working Hours


Source: Author’s Fieldwork Computation, 2025
The model summary as indicated in table above shows that R Square is 0.54; this implies that 55% of variation in the dependent variable (employees' commitment) were explained by the independent variables (work responsibility, working hours) while the remaining 45% is due to other variables that are not included in the model. This mean that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1.
	Table 4.5.1b ANOVAb

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	75.460
	2
	37.730
	19.620
	.038a

	
	Residual
	521.340
	272
	1.923
	
	

	
	Total
	596.800
	273
	
	
	

	a. Predictors: (Constant), work responsibility, working hours

	b. Dependent Variable: Employees' commitment


Source: Author’s Fieldwork Computation, 2025

The table above summarized the results of an analysis of variation in the dependent variable with large value of regression sum of squares (75.460) in comparison to the residual sum of squares with value of 521.340 (this value indicated that the model does not fail to explain a lot of the variation in the dependent variables. However, the estimated F-value (19.620) given in the table above with significance value of 0.38, which is less than p-value of .0.05 (p<0.05) which means that the explanatory variable elements as a whole can jointly influence the increment in the dependent variable (employees' commitment).
	Table 4.5.1c Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	

	
	B
	Std. Error
	Beta
	t
	Sig.

	1
	(Constant)
	10.881
	.821
	
	13.259
	.000

	
	Work Responsibility
	.136
	.065
	.154
	2.085
	.038

	
	Working Hours
	.259
	.065
	.220
	4.016
	.000

	a. Dependent Variable: Employees' Commitment


Source: Author’s Fieldwork Computation, 2025
The dependent variable as shown in the table was smooth in operation. This was used as a yardstick to examine the impact between the two variables (i.e. work responsibility and employees' commitment). The predictors is work responsibility, as depicted in table, it is obvious that there is a direct relationship between employees' commitment and work responsibility. This means that an utmost adoption of the work responsibility by the sampled organization can greatly affect employees' commitment. According to the result in the table above organizational effectiveness t-test coefficient is 2.085 and the P-value is 0.038 which is less than 0.05 (i.e. P<0.05). This means that this variable is statistically significant at 5% significant level.
More importantly, there was positive relationship between perceived working hours and perceived employees’ commitment such that a unit rise in perceived working hours scores induced about .259 unit rise in perceived employees’ commitment scores which was statistically significant at 1 per cent going by the p value (0.000). 
As a result of the outcome, the Null Hypothesis (HO) was rejected on the basis that the p-value is less than 0.05. Hence the alternative hypothesis was accepted, that work life balance has significant effect on the employees' commitment. A study by Carlson and Kacmar (2000) revealed that when employees perceive their organizations as supportive of work-life balance, they tend to be more satisfied with their jobs. Meyer and Allen's (1991) three-component model of organizational commitment is foundational in understanding affective commitment. This model posits that individuals with strong affective commitment remain with an organization because they want to, due to their emotional bond with it. Research by Rhoades and Eisenberger (2002) supports this relationship, highlighting the role of perceived organizational support in fostering affective commitment, which is closely linked to work-life balance. Kossek, Lautsch, and Eaton's (2006) found that employees who had control over their working hours reported greater work-life balance and normative commitment. 
This finding suggests that organizations fostering work-life balance can tap into employees' sense of commitment grounded in ethical considerations. Employees who perceive that their organization values their well-being are more likely to feel morally obligated to stay with the organization.

CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION, AND RECOMMENDATIONS
5.1 Introduction
This chapter presents the final components of the study. It includes a summary of key findings based on the research objectives and hypotheses, conclusions drawn from the data analysis, and practical recommendations directed at deposit money banks, industry regulators, and other stakeholders. It also highlights areas for future research to further expand understanding in this domain.
This study investigated the influence of work-life balance on employee performance in selected deposit money banks in Ilorin, Nigeria. The findings reveal a strong and positive relationship between work-life balance practices and employee performance outcomes, including satisfaction, commitment, and overall productivity.
Work-life balance initiatives significantly enhance affective and normative commitment among employees. These initiatives improve emotional attachment and loyalty to the organization, thereby promoting long-term engagement and productivity. However, excessive reliance on continuance commitment—where employees feel compelled to stay due to lack of alternatives—can undermine well-being if not complemented by supportive policies.
The study found that minimizing excessive work hours and promoting flexibility helps employees manage personal and professional roles more effectively. Banks that implement policies to moderate job demands and recognize employee needs outside work report better staff morale and job performance. These findings are consistent with previous research by Dinah and Peter (2016)
Stress management and reduction of work rigidity were identified as key factors in promoting organizational loyalty. By fostering a supportive work environment, banks encourage employees to contribute positively to organizational performance and reputation. Flexible work conditions, when effectively structured, foster employee loyalty and cooperation.
5.3 Conclusion
This research underscores the critical importance of work-life balance in shaping employee performance within deposit money banks in Ilorin. It reveals that organizations that actively support their employees’ work-life needs experience enhanced commitment, satisfaction, and productivity among staff.
The study concludes the following:
· Work-life balance has a significant effect on employee satisfaction in the selected deposit money banks. Organizations that implement work coordination and task control mechanisms effectively boost employee confidence and work efficiency.
· Work-life balance significantly influences employee commitment. Organizations that actively manage work-related stress and provide flexibility foster deeper emotional bonds between employees and the workplace. This sense of support enhances affective commitment and overall performance.
Ultimately, the study affirms that work-life balance is not just a personal issue but a strategic organizational tool that contributes meaningfully to employee motivation and performance.
5.4 Recommendations
Based on the findings and conclusions of this study, the following recommendations are made:
· Provide flexible work arrangements and reduce excessive workloads. Deposit money banks in Ilorin should develop employee-friendly work structures that allow staff to balance personal and professional responsibilities. This includes offering reasonable working hours and task flexibility to prevent burnout and improve job satisfaction.
· Implement structured leave policies and promote holiday observance. Banks should ensure employees can access annual leave, holidays, and other breaks to recharge and reconnect with family and social networks. Such practices have been shown to enhance well-being and increase organizational commitment.
· Develop stress management programs and wellness initiatives. Institutions should invest in programs that help employees cope with stress, including counseling services, wellness sessions, and mental health awareness campaigns. This promotes a healthy and productive work environment.
These measures, if effectively implemented, will not only improve employee well-being and performance but also contribute to the long-term success and sustainability of banking institutions in Nigeria.
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APPENDIX B
QUESTIONNAIRE
SECTION A: Demographic Information 
(N.B Answer by Ticking where applicable) 
· Gender: 	Male (  )	Female (  )
· Age: 	 20-29 (  )  30-39 (  )   40-49 (  ) 50-59 (  ) 60 and above ( )
· Marital status: Single (   )	Married (   )	Widow (  ) Separated (   )
· Educational background: O’ Level (  ) OND/NCE (  ) B.Sc./HND (  ) Postgraduate (   ) Others (   )
· Length of Service: Less than 5years: ( ) 5-10 ( ) 11-20 ( ) 21-30 ( ) 31 and above ( )
· Employment Status: Permanent (  ) Contract (  )
SECTION B: Please Tick the appropriate alternative                          
Where SA-Strongly Agreed, A- Agreed, U-Undecided, SD-Strongly Disagreed D-Disagreed
	
	Research Statements
	SA
	A
	U
	SD
	D

	Work Responsibility 

	· 
	 Engagement of employees in minimal working hours helps manage work and home responsibilities 
	
	
	
	
	

	· 
	My organization set task control and work coordination to balance work and life activities 
	
	
	
	
	

	· 
	The organization is concerned about the employees job welfare and psychological balance 
	
	
	
	
	

	· 
	My organization designed a moderation apparatus on work roles and outside life to suit the workers convenience
	
	
	
	
	

	Working Hours  

	· T  
	The organization has created a modality in which work rigidity condition is being eased
	
	
	
	
	

	· 
	My organization is concerned about management and reduction of work pressure on the employees  
	
	
	
	
	

	· 
	The distress effect of job on work and family life being eliminate at all cost in my organization  
	
	
	
	
	

	· 
	Protection from stressful life and work events is maintained for workers health and physical wellbeing 
	
	
	
	
	

	Employees Satisfaction 

	· 
	The organization policy is such that encourages employees' confidence which effect how work is carried out 
	
	
	
	
	

	· 
	The welfare package introduced for personnel management has a desirable effect on employees' efforts on the job 
	
	
	
	
	

	· 
	 The staffs in my organization work in a conducive environment hence improve their proficiencies 
	
	
	
	
	

	· 
	Improvement in how work is being carried out is maintained through staff to staff relationship and equal treatment 
	
	
	
	
	

	Employees’ Commitment 

	· 
	Employees' contribute greater deals in the productiveness and protection of the reputation of the organization
	
	
	
	
	

	· 
	Employees give absolute effect obligation to achieving the set goals of the organization 
	
	
	
	
	

	· 
	The principles and legacy of the organization is upheld by the employees
	
	
	
	
	

	· 
	My organization personnel operates with maximum loyalty and cooperation with the management 
	
	
	
	
	



4

