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ABSTRACT
The study aimed to investigate the relationship between decent work and employee
Engagement at Union Bank of Nigeria Plc in Ilorin. Using a descriptive survey design, the researchers explored various factors related to decent work and their effects on employee engagement. The target population included approximately 185 employees, from which a randomly selected sample of 126 participated. Data collection was conducted using a structured questionnaire, and statistical analysis was performed with SPSS utilizing methods such as Multiple Regression and Pearson Product Moment Correlation (PPMC).The findings revealed several important insights. Notably, there was a negative correlation between social dialogue and employee engagement, indicating that insufficient social interaction could hinder engagement levels. In contrast, job stability and security were found to have a positive and significant impact on employee engagement, suggesting that when employees perceive their jobs as stable and secure, their engagement increases. Moreover, the study highlighted the importance of a flexible work environment in promoting both decent work and employee engagement, showing a significant association between flexibility and engagement. Additionally, access to fundamental rights, such as education, sponsorship, and on-the-job training, was shown to positively influence employee engagement. When employees have opportunities for education and training, their levels of engagement tend to rise.
In conclusion, the study establishes a clear link between decent work and employee engagement at Union Bank of Nigeria Plc in Ilorin. It recommends that organizations set clear and achievable goals regarding workplace decency and adhere to fundamental rights and principles. By doing so, organizations can enhance employee engagement and facilitate the achievement of their objectives 


CHAPTER ONE
INTRODUCTION
1.1 	BACKGROUND TO THE STUDY
The prevailing consensus is that an organization's success is closely linked to its effective management of physical, financial, and human resources. The performance of an organization significantly relies on the dedication and efficiency of its employees, which shapes its capacity to thrive and grow. Leaders increasingly recognize that a unique competitive advantage lies in their human resources, as opposed to other advantages like technology or capital, which can be acquired or replicated (Barney, 2021). Therefore, organizations must harness the skills and motivation of their personnel to achieve optimal outcomes.
According to Yesufu (2018), the workforce serves as the most dynamic force in generating income, acting as a catalyst with the strength and ability to work. Every business providing goods or services depends on its employees for design, implementation, evaluation, and necessary adjustments based on current conditions. Consequently, hiring the best candidates is seen as essential for a company to effectively meet its organizational goals. Efficiency is thus a critical precondition for every worker, in both public and private sectors, and for the national economy, contributing to a favorable environment for societal welfare (Akinyele, 2017).
However, challenges in generating quality jobs, particularly in developing nations like Nigeria, pose significant issues. Global public opinion increasingly highlights concerns about job availability, emphasizing the importance of decent jobs and fair wages in enhancing individual and societal well-being, raising living standards, combating poverty, and fostering social harmony. Governments and development partners are urged to implement measures that promote the creation of quality, effective, and efficient work (International Labour Organization [ILO], 2021). The ILO defines "decent work" as productive employment in good conditions, encompassing security, equity, human dignity, and self-esteem. It involves progress that provides good income, social security, safety, opportunities for personal growth, social integration, freedom of expression, and equality of rights (ILO, 2021). The United Nations Committee on Economic, Social, and Cultural Rights further emphasizes fundamental rights related to health and safety, compensation, personal development, social integration, empowerment, and equal opportunities as integral to "decent work" (United Nations, 2022).
Decent work is understood holistically, considering both quantitative and qualitative aspects, extending rights to various employment types, safe working conditions, suitable employment prospects, and fair compensation. Social security, income stability, fundamental employee rights, and social dialogue also play crucial roles in shaping decent work, reflecting the capacity and level of development of societies (World Bank, 2018).
The World Development Report 2018 by the World Bank highlights diverse perspectives on work, emphasizing that good jobs contribute to overall worker well-being. The definition of what constitutes "decent" or "excellent" work varies based on individual preferences, societal needs, and national development goals. The study of employee engagement and decent work among Union Bank Plc. employees in Ilorin will enhance understanding of the interplay between these factors within a specific organizational context.
1.2 	STATEMENT OF THE PROBLEMS
The well-being of individuals is fundamentally linked to the availability of decent work, which plays a crucial role in fostering social and economic development, generating income, and supporting communities and families. The International Labour Organization (ILO) has emphasized the importance of decent work, urging countries like Nigeria to create conducive work environments that protect workers' rights. However, despite these constitutional provisions, the enforcement of workers' rights in Nigeria remains inadequate, resulting in various forms of unethical treatment that negatively impact employee engagement.
The persistent lack of decent work in Nigeria is characterized by insufficient social safety nets, limited employment opportunities, non-compliance with labor standards, and a lack of meaningful social dialogue. It is essential for organizations to promote social dialogue, uphold fundamental rights and values ensure equality, and provide a safe working environment. Such measures significantly enhance employee motivation and engagement. Conversely, the absence of quality work conditions can lead to job dissatisfaction, increased intentions to leave, and high turnover rates among employees. Research on the relationship between decent work and employee engagement in Nigeria is still limited. Therefore, it is vital to investigate these issues within the context of Union Bank Plc. This exploration will provide insights into how decent work influences employee engagement and contribute to a deeper understanding of their interconnectedness within a specific organizational framework.
1.3	RESEARCH QUESTIONS
i. Does social dialogue influence employee engagement?
ii. How does work stability and security affect employee engagement?
iii. Is there a discernible relationship between decent work and employee engagement?
iv. To what degree do fundamental principles and rights at work impact employee engagement?

1.4 	RESEARCH OBJECTIVES
The primary aim of this study is to assess the correlation between decent work and employee engagement within the workforce of Union Bank Plc in Ilorin. The specific objectives are as follows:
i. To examine the impact of social dialogue on employee engagement.
ii. To explore the influence of work stability and security on employee engagement.
iii. To assess the effects of decent work on employee engagement.
iv. To evaluate the impact of fundamental principles and rights at work on employee engagement.
1.5	 RESEARCH HYPOTHESES
H0: Social dialogue has no significant effect on employee engagement.
H0: Stability and security have no significant effect on employee engagement.
H0: There is no significant relationship between decent work and employee engagement.
H0: Fundamental principles and rights at work have no significant effect on employee engagement.
1.6 	SIGNIFICANCE OF THE STUDY
The findings of this study will enable organizations to gain a deeper insight into their employees' working conditions, allowing for necessary adjustments that can enhance overall productivity. Proactive measures can be implemented to address any concerns related to the quality of work produced by staff.
By understanding employees' perceptions of decent work, this research aims to raise awareness of the factors affecting both physical and mental health. This insight can guide organizations in creating a workplace environment that significantly contributes to the overall well-being of their workforce.
The insights generated from this study can serve as a roadmap for organizations to implement corrective actions, helping employees overcome challenges associated with the quality of their work. This proactive approach fosters a more positive work atmosphere and enhances employee satisfaction.
This research seeks to provide a comprehensive understanding of workplace engagement, contributing not only to professional development but also to the personal well-being of employees. This knowledge is crucial in cultivating a work culture that supports the holistic growth of individuals.
1.7 Scope of the Study
This study will evaluate the level of job satisfaction and engagement among adequately compensated employees of Union Bank Plc in Ilorin. The focus of the study will be exclusively on permanent employees within the organization.
1.8	Definition of Terms
Decent Work: This concept encompasses opportunities for productive employment that ensures a fair income, workplace security, and social protection for families. It also includes avenues for personal development, social integration, and the freedom of individuals.
Employee Engagement: This term refers to the emotional commitment that employees or workers have toward an organization and its goals. Emotional commitment indicates that workers genuinely care about their work and the company, not merely for remuneration or advancement, but for the overarching goals of the organization.
Employee Environment: Describing the conditions in which an employee operates, the employee environment encompasses both the physical geographical location and the immediate surroundings of the workplace. This can range from a construction site to office buildings.

Basic Workers’ Rights: These are a set of legal and human rights related to labor relations between workers and employers, typically established under labor and employment laws. These rights encompass safe working conditions and the right to unionize, among other fundamental aspects.
Social Protection: Primarily a social insurance program, social protection provides coverage against socially recognized conditions such as poverty, old age, disability, and unemployment. It includes aspects like social insurance, income maintenance, and access to basic necessities such as food, clothing, shelter, education, money, and medical care.
Workers’ Rights: These rights are rooted in the principles of social justice and encompass both personal rights (e.g., right of association and freedom of speech) and social rights (e.g., right to work, social security, and health care). Workers' rights often require positive action by the state.
Social Dialogue: Social dialogue refers to any communication activity involving social partners with the intent to influence the arrangement and development of work-related issues. It serves as a means for collaborative discussions between different stakeholders to shape the working environment.




CHAPTER TWO
LITERATURE REVIEW
2.0 	INTRODUCTION
2.1 	CONCEPT OF DECENT WORK
The primary objective of the International Labour Organization (ILO) today is to promote opportunities for both men and women to access meaningful and productive work, characterized by conditions of freedom, equality, security, and human dignity (ILO, 2019). The concept of "decent work" was introduced during the 87th Session of the International Labour Conference in 2019, as outlined in the Report of the Director-General. This term encompasses the diverse dimensions associated with contemporary work and presents them in a universally understandable manner. In the context of employment, "decent work" denotes a job that upholds the fundamental rights of workers and individuals in terms of remuneration and working conditions (Wikipedia, 2018), with the employer respecting the physical and mental integrity of the worker during the course of their duties.
According to ILO (2018), the aspirations of individuals in their working lives can be encapsulated by the concept of decent work. This includes opportunities for gainful employment with fair wages, workplace safety, and social protection for families. It also entails better prospects for social integration and personal growth, the freedom to express opinions, organize, and participate in decisions affecting one's life, as well as ensuring equality of opportunity and treatment for all individuals.
In light of these principles, the Decent Work Agenda has evolved into a global aspiration shared by both men and women, aligning with their collective desire for gainful employment within conditions of freedom, fairness, security, and human dignity. The agenda involves implementing the notion of "decent work," comprising four strategic goals that nations are encouraged to adopt as a framework for their domestic policies. These goals encompass realizing standards, fundamental values, and rights at work; expanding opportunities for men and women to secure decent jobs and livelihoods; extending the coverage and effectiveness of social protection for all; and enhancing tripartite and social dialogue.
2.1.2 Components of Decent work
i. Employment: The goal of decent work places a high priority on employment promotion. Since the ILO wants to expand the field of employment, it is concerned with underemployment and unemployment policies. Official or unofficial sector. Workplace safety, income levels, working hours, and, most importantly, our ability to assist individuals shift occupations and gain new skills all affect the quality of the work. The focus of this strategic objective's work will also be on employability skills, youth employment, enterprise development, employment-intensive investment strategies, labor market policies, productive employment for poverty reduction and development, and employment and globalization.
ii. The promotion of Rights at Work: Employees have rights at work, and the ILO constitution demands for the improvement of "condition of labor" in both the formal and informal sectors, whether organized or not.
iii. Social Protection: Many jobs are unstable for a variety of reasons, including their irregularity or temporarily, their variable pay, their physical danger, the possibility of contracting a disease, or other reasons. Security is a strong need that can be satisfied in a variety of ways, including formal social insurance systems, investments in workplace safety, and labor market institutions and laws that safeguard employees against changes in employment. Other methods of guaranteeing more security include legislation, collective bargaining agreements to address market imbalances, and training programs that provide entry points back into the workforce.
i. Social Dialogue and Tripartism: One essential component of decent work is the means via which people's voices can be heard. Trade union organization is the path to representation and communication for workers, but just as today's unions are substantially different from those of the past, worker representation structures will need to keep evolving. The ability of the workers to choose the type of union they want and how it is operated is the key concern for the ILO. For the same reasons, employer organization is as crucial. Without powerful and representative social partners, there can be no social conversation. The means through which we work toward the other three aspects of decent work is through social discussion.
ii. The institutional framework of decent work: In order to identify common objectives and reach agreements, it is important to consider the institutional framework within which these voices are heard. Examples of this include the framework for collective bargaining, for local level decision-making, or for national level tripartite economic and social councils (ILO, 2019). Additionally, tripartism and social dialogue are incredibly useful participatory frameworks for tackling a variety of social and economic problems. Its primary objective is to encourage democratic participation and the formation of consensus among the key players in the workplace (A.U., 2018). These four aspects of respectable employment are very strongly related to one another. Together, they support the achievement of societal objectives including social inclusion, the eradication of poverty, and personal fulfillment. The real levels of deficits, though, are concerning globally. Sengenberger and Egger (2019) list them as follows: I poverty; (ii) income disparity; (iii) unemployment; (iv) occupational diseases and injuries; (v) flagrant violations of trade union rights and of trade unionists' physical integrity; and (vi) child labor.
2.1.3 Important of Decent Work 
i. Enhanced Living Standards: The provision of employment significantly contributes to improved material well-being, family stability, and the initiation of a positive feedback loop that mitigates poverty. As labor stands as the primary source of income, offering job opportunities not only enhances financial conditions but also instills a sense of respectability, allowing individuals to become integral parts of society through meaningful professions and social protection (World Bank, 2021).
Increased Productivity: Employment plays a pivotal role in the creation of goods and services within the economy. The transition from low to high productivity has demonstrated its correlation with overall economic growth. Moreover, decent work supports inclusive growth, fostering fair incomes and equal opportunities for everyone. However, to provide respectable job prospects, skills must be efficiently matched to market needs through targeted quality education and training programs, necessitating collaboration with the government and private sector (ILO, 2018).Social Cohesion: There is a common belief that unemployment is linked to a weakened democracy. Unemployment and unfavorable working conditions contribute to feelings of resentment and social injustice. This, particularly among the youth, poses the risk of their involvement in violent groups and civil unrest if they perceive exclusion from civic engagement or community activities. Encouraging employment and cultivating respectable occupations, notably because work helps counter social isolation, not only promotes civic engagement but also builds public trust. The sense of belonging to the community is heightened when individuals have meaningful work and access to labor rights (World Bank, 2021).
2.1.4 Concept of Employee Engagement 
Employee engagement has been a focal point in various psychology subfields, increasingly recognized for its connection to organizational performance (Lockwood, 2020). It is characterized as a positive psychological state marked by vigor, dedication, and absorption (González-Romá, 2021). This concept is vital for optimal functioning and growth within organizations (Deci& Ryan, 2020). Key intrinsic factors—such as competence, autonomy, and relatedness—play a significant role in driving behaviors essential for psychological well-being and employee commitment (Vandenabeele, 2020).
Engagement is often cultivated through meaningful work, which emphasizes autonomy, intrinsic rewards, and a sense of impact (Bolman& Deal, 2018). The three components of employee engagement—vigor, dedication, and absorption—reflect the physical, emotional, and cognitive dimensions of work (Buckley, 2021; Schaufeli, 2020). Engaged employees tend to align closely with their organization's goals and values, which enhances effectiveness, creativity, adaptability, and commitment (Sonnentag, 2021).
Research indicates that employee engagement is linked to improved productivity, a positive work environment, and lower rates of absenteeism and turnover, underscoring its significance for organizational success (Caplan, 2021). Dedication, characterized by enthusiasm, passion, pride, and a sense of challenge, highlights the psychological investment in one’s profession (Geldenhuys, 2018; Schaufeli, 2021).
The cognitive facet of engagement, akin to absorption, involves deep immersion in work, often resulting in a distorted sense of time and increased focus (Chughtai& Buckley, 2021). This facet is associated with positive work attitudes, including job satisfaction, organizational commitment, and lower turnover intentions (Schaufeli& Bakker, 2020).
The notion of meaningful work, which encompasses fulfillment, autonomy, satisfaction, engagement, collaborative relationships, and learning opportunities, has gained traction in recent studies (Cartwright & Holmes, 2018; Wrzesniewski, 2021; Seligman, 2021). As the workforce increasingly seeks meaning in their roles, it becomes imperative for organizations to recognize the impact of meaningful employment on both individual and collective outcomes (Rosso, 2021).
Despite the growing interest in meaningful work, its practical integration, particularly in contexts like South Africa, remains insufficient (Rosso, 2010; Steger, Dik& Duffy, 2021). Research suggests that addressing meaningful work, employee engagement, and organizational commitment can significantly predict positive work outcomes, presenting an opportunity for organizations to enhance fulfillment among employees (Olivier &Rothmann, 2021; Pratt &Ashforth, 2020; Yu &Egri, 2021).
2.1.5 Dimensions of Employee Engagement
According to Romero, Dáz-Carrión, and Ariza-Montes, there are seven aspects of decent work that can have an impact on job satisfaction (2019). Physical environment, work intensity, working time quality, social environment, skills and discretion, opportunities, and income are a few of them.
· Physical Environment. The physical threats that employees face at work are included in this dimension. In terms of physical safety, decent employment inevitably implies safe labor (Takala, 2020). The health of employees is greatly impacted by factors like ergonomic risks, environmental hazards, biological hazards, and chemical dangers (Vogler, 2018). A safe physical environment is linked to better opportunities for people to grow personally, learn, and advance professionally (Bakker &Demerouti, 2017). The energy level with which employees accomplish their jobs, their resistance to issues that may emerge at work and their capacity to focus entirely on tasks can all be increased by a suitable physical environment, all of which are essential components of work engagement (Bakker &Demerouti, 2018).
· Work Intensity. Since long work hours have a negative impact on employees' capacity to concentrate, the level of labor demands connected with completing a job are crucial to work engagement (Schaufeli, Bakker, 2020). Work environments that are unmotivating and have a poor impact on work engagement include those that entail significant emotional demands (such as being in emotionally distressing situations), work at a high rate of speed, and work to strict deadlines, among other factors (Anitha, 2021).
· Working Time Quality. The degree of work engagement is determined by the work schedule. According to Diaz-Carrion, López-Fernández, and Romero-Fernandez (2018), the structure and duration of the workday make it difficult for employees to strike a balance between their personal and professional lives. Long working hours, shift work, odd hours, night work, etc., make it difficult to maintain a work-life balance, which increases work stress and lowers employees' levels of loyalty to the firm since they feel their personal needs are not being met by the employer (Parkes, & Langford, 2018). On the other hand, flexible work hours that allow employees to choose different schedules that are more suited to them increase their engagement to the business and the job itself (Seppälä, Ansio, Houni&Hakanen, 2018).
· Social Environment. This factor assesses how much employees feel their peers and superiors are providing them with social support. Since the bosses' and coworkers' social support affects the employees' sense of the justice at work, the quality of the social environment at work is a key factor in determining the level of work engagement of employees (Oh &Syn, 2019). The level of work engagement with their employer rises when justice is perceived to have been done (Eliacin, Flanagan, Monroe-DeVita, Wasmuth, Salyers, & Rollins, 2018; Agarwal, 2014). On the other hand, a workplace where there is frequent physical, sexual, and/or verbal abuse has a bad impact on both the health and degree of involvement of the employees (Da Costa, Zhou & Ferreira, 2018).
· Skills and Discretion. The terms "skills" and "discretion" refer to the abilities required for carrying out particular tasks as well as the freedom that employees have to put those abilities to use in the workplace. Giving employees the training they need to do their jobs well becomes, on the one hand, a crucial factor that affects their dedication and drive (Schaufeli, Bakker & Van Rhenen, 2019). However, autonomy promotes the right interaction between employees and their jobs, favoring their dedication to their jobs (Pujol-Cols, 2018).
· Prospects. As a component of decent employment, job security and career growth opportunities are designed to directly meet employees' physiological and psychological demands related to their self-esteem (Karasek, & Theorell, 2020). Employees with high levels of self-esteem have strong levels of zeal and tenacity at work, which promotes work engagement (Schaufeli, Bakker & Van Rhenen, 2019). Ballout (2019) found that workers who receive more steady employment and opportunities for career progression from their employers are more loyal to their employers (Ballout, 2019). Contrarily, a lack of work stability and/or career chances results in a lack of commitment, which in turn leads to high levels of turnover (Bosman, Rothmann&Buitendach, 2021).
· Earnings. One of the most significant material criteria that determine labor engagement is wage (Van Aerden, Moors, Levecque, &Vanroelen, 2019). According to Van Aerden et al. (2015), a sufficient pay enables workers to meet their demands, both personally and in terms of their families, as well as to retain their social standing. This element favorably promotes work engagement. The psychological contract between the employee and the employer is strengthened when the employee believes that their financial benefits are in line with their efforts at work, which increases work dedication (Rousseau, 2019).
2.2 	THEORETICAL FRAMEWORK
Employees, who identify their workplace with indicators of a decent workplace, such as social protection, favorable working conditions, and equal opportunities for men and women, typically develop an emotional attachment to the organization, want to be identified with the organization, and are more successful as a result of achieving goals, missions, and vision. (2018) Black and Wilson The chance to determine what is deemed fair within the business generate clarity regarding compensation structures, and spell out agreed values while fostering trust is provided by the strong and growing trend towards increased reward transparency. Transparency of the pay system needs to be evaluated frequently.
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2.3	THEORETICAL REVIEW
2.2.1   Self-Determination Theory
In the mid-1980s, Deci and Ryan (2020) introduced Self-Determination Theory (SDT) as a framework to explore the motivational factors influencing employees. Since its inception, SDT has been widely utilized in both academic and professional studies on employee engagement. This theory emphasizes the innate human tendency to engage in behaviors that promote well-being and fulfillment, linking the essence of work engagement to fundamental human motivations (Deci& Ryan, 2021). A critical factor in determining an employee's level of engagement is the degree of autonomy they experience in their actions and goals. This state of engagement significantly influences behavior in both professional and personal contexts, establishing a relationship between disengagement and personal involvement within the SDT framework. Ultimately, the levels of employee engagement affect organizational productivity.
Employee motivation is intricately linked to job satisfaction, while emotional states also play a crucial role in influencing motivation (Deci& Ryan, 2021). Disengagement can lead to defensiveness, negatively impacting work performance as individuals may withdraw and hide their true identities, opinions, and feelings (Deci& Ryan, 2021). Executives who implement employee engagement initiatives often observe positive outcomes, including enhanced productivity, improved customer satisfaction, increased profits, reduced staff turnover, and heightened levels of employee engagement (Blattner& Walter, 2015; Barrick et al., 2014). The principles of SDT are adopted by leaders to cultivate positive attitudes among employees toward their organizations (Mowbray et al., 2019).
2.2.3 Andrews Brown Engagement Pyramid of Work
Brown (2018) describes the evolution of employee engagement through the engagement pyramid, which includes satisfaction, motivation, commitment, and advocacy. The Andrews Brown model (Figure 2.6) illustrates that employee satisfaction is the most passive indicator and serves as the foundational level, primarily prompting employees to meet basic job requirements (Abbas, 2018). At this initial stage, factors such as the ability to perform tasks, satisfaction with compensation, and perceptions of the work environment play crucial roles (Harrad& Kate, 2016; Lambert & Hogan, 2019). Employees at this level show limited motivation to exceed expectations (Albrecht, 2019).
The combination of satisfaction, motivation, commitment, and advocacy ultimately leads to true engagement. An engaged employee who is satisfied, motivated, committed, and actively advocates for the organization becomes a significant asset, positively influencing the quality of products or services (Heintzman&Marson, 2018). This framework clarifies the differences between employee engagement and related concepts like happiness, drive, commitment, and advocacy, allowing for a more precise examination of specific engagement metrics without conflating them with other, albeit connected, ideas.


2.2.4   Anitha’s Employee Engagement Model of Work Engagement 
Establishing a supportive workplace environment is crucial for motivating employees. Key factors include relationships with coworkers and managers, organizational policies, physical resources, and intangible elements like a positive work climate and a sense of safety (Shuck &Wollard, 2018). To effectively address their job demands, employees need appropriate physical, psychological, social, and organizational resources. These resources help alleviate workload pressures, enhance job performance, and promote personal growth (Schaufeli& Bakker, 2019).
2.4 	EMPIRICAL REVIEW
Baran and Sypniewska (2020) examined the influence of management practices on employee engagement through a quantitative questionnaire study conducted in 2018. Involving 1,037 employees from Polish companies, the research assessed the relationships between work engagements, active and passive participation, and different management styles. Their findings highlighted that active participation and people-oriented management were significant predictors of work engagement, positively affecting workplace vigor, dedication, and absorption.
In a separate study, Kayode and Agboola (2019) analyzed the classification of formal and informal jobs in macro-communities in Ekiti State, Nigeria, to evaluate their alignment with decent labor criteria. They found unfavorable conditions in the formal sector, while the positive aspects of the informal sector were undermined by workers' struggles to meet survival needs. The lack of social security was identified as a key factor contributing to the absence of decent employment conditions.
Adedeji (2019) investigated the impact of work-life balance on employee engagement in microfinance banks in Ilorin, Kwara State, Nigeria. The study revealed significant correlations between marital status, childrearing responsibilities, work hours, and employee engagement. The findings suggested that collaboration between employers and employees is essential to identify optimal benefits that enhance work-life balance.
Eyiolawi (2017) explored the relationships between work-life balance, perceived organizational support, well-being, and work engagement among bank employees in Osogbo, Osun State, Nigeria. The results indicated positive correlations among these variables, recommending continuous efforts from both employers and employees to find an ideal mix of benefits that meet employee needs. Ajakaye (2018) focused on the International Labour Organization's Decent Work Agenda (DWA) and its implementation through the labor inspection (LI) system. The study examined how LI variables influenced compliance with the DWA in extractive and manufacturing industries, underscoring the importance of labor inspection, supported by governmental and institutional factors, in promoting a suitable working environment and advancing the DWA.







				


CHAPTER THREE
3.0 	METHODOLOGY
3.1	INTRODUCTION
The methodology that was employed to carry out the study is described in this chapter. The research design, study population, sample size and sampling techniques, research instruments, instrument validity and reliability, method of data collecting, and method of data analysis are all covered in this chapter.
3.2	 RESEARCH DESIGN
The research design encompasses the overall strategy, structure, and methodologies that the researcher intends to employ in conducting the study. Given that the study is centered on exploring the relationship between non-manipulated variables, a descriptive survey approach has been selected. This approach ensures that respondents have an equal probability of participation, aligning with the chosen research design.
3.3   POPULATION OF THE STUDY
For this study, the expected population consists of 185 staff members from various departments across the two Ilorin branches of Union Bank Plc.
3.4    SAMPLE SIZE AND SAMPLING TECHNIQUE
Sampling refers to the process of selecting a suitable sample or representative subset from a population to identify its parameters or characteristics. This selected part aims to reflect the broader population, especially when reaching every member is challenging. This descriptive method typically involves the collection, analysis, and interpretation of data to uncover the underlying causes of the research issues. Additionally, the design ensures that all respondents have an equal chance of participating in the study. To determine the sample size for this research, the formula by Guilford and Flruchter (1973) was utilized.                    N
	  1 + Q2 N
Where N= Population size = 185
Q = alpha = 0.05
                    N			=             185		= 126
	  1 + Q2 N		1 + (0.05) 2 (185)
Simple random sampling methods were employed in this study to provide all participants with an equal opportunity for inclusion, thereby enhancing the accuracy of the research. A total of 126 individuals were selected for the sample in this investigation.
3.5. 	RESEARCH INSTRUMENTATION
In this study, a structured questionnaire was utilized for data collection, administered to 126 participants. The questionnaire comprised three sections: Section A, Section B, and Section C.
Section A included socio-demographic information about the respondents, such as age, sex, marital status, level of education, job status or rank, and length of service.
Section B focused on questions related to decent work.
Section C addressed employee engagement and job satisfaction, employing a Likert scale for responses, which included: Strongly Agree (SA) - 5, Agree (A) - 4, Undecided (UD) - 3, Disagree (D) - 2, and Strongly Disagree (SD) –
3.6   	ADMINISTRATION OF INSTRUMENT
The set of questionnaires was administered by the researcher in the case study, with assistance from various departmental heads or managers. The researcher explained all aspects of the questionnaires to the respondents and instructed them to indicate the extent of their agreement using the Likert scale rating. To ensure anonymity, respondents were asked not to include their names on the questionnaires. They were also assured that the information provided would be kept confidential. A total of 216 copies of the questionnaire were distributed.
3.7	 VALIDITY & RELIABILITY OF RESEARCH INSTRUMENT 
Validity refers to the degree to which an instrument accurately measures what it is intended to measure and performs according to its design (Berelson and Steiner, 2017). It involves the collection and analysis of data to evaluate the precision of an instrument. On the other hand, reliability is a measure of consistency in the measurement of data.
Reliability in this study indicates the stability of the measurement used to explore the relationships between variables (Ghauri and Gronhaug, 2018). The questionnaire was meticulously crafted, considering the research problem and objectives. As a result, the responses and outcomes obtained from the questionnaire demonstrate reliability for this research.
To ensure the validity and reliability of the questionnaire, consultation with human resource professionals from both the practitioner and academic contexts was conducted. Their feedback was carefully considered and incorporated as needed, enhancing the content validity of the instrument.
3.8 	SOURCE OF DATA
The primary data for this study was gathered using questionnaires. A statistically determined sample size was used to distribute the surveys, addressing both the listed questions and additional relevant inquiries. Given the limitations in the coverage of primary data, supplementary sources—including textbooks, journals, newspapers, magazines, periodicals, publications, and relevant websites—were utilized to strengthen the study's theoretical framework.


3.8.1 Procedural for Data Collection
The researcher, who sent out the questionnaire to participants, gathered the majority of the study's main data directly. These are first-hand facts. Even yet, the respondents provided some of the data that was compiled from books, journals, and the internet.
3.9 	METHODS OF DATA ANALYSIS
The collected questionnaire data underwent collation and analysis for the study. Demographic information was examined using simple percentage and frequency counts. To test the study's hypotheses, statistical methods such as Linear Regression and The Pearson Product Moment Correlation were applied through SPSS. Linear Regression was employed for hypothesis one, The Pearson Product Moment Correlation formula was utilized for hypotheses two, and the t-test statistic was applied to test hypotheses three at a significance level of 0.05 alphas.














CHAPTER FOUR
                          DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	INTRODUCTION:
This chapter presents the analysis of data collected from surveys administered to employees of Union Bank Plc in Ilorin. The findings, derived from tested hypotheses, are interpreted through data analysis, with discussions based on the responses provided by the participants in the questionnaire. The analysis was conducted using SPSS version 25.0, and hypothesis testing was performed at a 5% significance level. Notably, out of the 116 distributed questionnaires, 120 properly filled and completed copies were returned. This chapter details the empirical analysis and results, including respondents' biographical information, the overall model fit, the correlation between independent and dependent variables, and the significance levels of the regression parameters.
4.2 	DEMOGRAPHIC DATA OF THE RESPONDENTS
In this section, the socio-demographic information of the respondents is presented through frequency tables and simple percentages. Providing evidence of demographic data is considered crucial, as it serves as a clear indicator of factors that may influence decent work and employee engagement among Union Bank PlcIlorin employees. The analysis relies on the profile information of the respondents to establish the relevance of demographic variables to the study objectives.


	Table 4.2.1: Gender distribution

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	74
	61.7
	61.7
	61.7

	
	Female
	46
	38.3
	38.3
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
According to the data presented in Table 4.2.1, there were 46 female respondents and 74 male respondents, representing 38.3% and 61.7% of the total, respectively. This indicates that male participants outnumbered female participants in this study.
	
Table 4.2.2Age Distribution

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	21 – 30 years
	18
	15.0
	15.0
	15.0

	
	31 – 40 years
	82
	68.3
	68.3
	83.3

	
	41-50 years
	14
	11.7
	11.7
	95.0

	
	51 years & above
	6
	5.0
	5.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
As shown in Table 4.2.2, 18 respondents, or 15% of the total, fell within the 21–30 age range, while 82 respondents, accounting for 68.3%, were in the 31–40 age range. Additionally, 14 respondents (11.7%) were in the 41–50 age range, and 6 respondents (5%) were 51 years old or older. This indicates that the predominant age group in the Union Bank Plc Ilorin workforce is between 21 and 40 years old.
	Table 4.2.3: Marital Status

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Singled
	54
	45.0
	45.0
	45.0

	
	Married
	30
	25.0
	25.0
	70.0

	
	Divorcee
	22
	18.4
	18.4
	88.4

	
	Widow
	14
	11.6
	11.6
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
As shown in Table 4.2.3, 54 employees, representing 45% of respondents, are single; 30 respondents, or 25%, are married; 22 respondents, or 18.4%, are divorced; and 14 respondents, or 11.6%, are widowed. This suggests that a significant majority of employees at Union Bank Plc. Ilorin are single. Consequently, it can be inferred that this predominantly single workforce may be more inclined toward decency and motivation in their work.
	
Table 4.2.4: Educational Qualification

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SSCE/GCE/NABTEB
	26
	21.7
	21.7
	21.7

	
	OND/NCE
	54
	45.0
	45.0
	66.7

	
	BSC/HND
	24
	20.0
	20.0
	86.7

	
	MA/MSC & above
	16
	13.3
	13.3
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
According to Table 4.2.4, 26 respondents, or 21.7% of the sample, hold high school diplomas; 54 respondents, accounting for 45%, possess diploma certificates; 24 respondents, or 20%, have bachelor's degrees; and 16 respondents, or 13.3%, hold certificates for a second degree or higher. Although the majority of participants at Union Bank Plc. Ilorin do not hold degrees, it is clear that all possess procedural knowledge of decency and work participation, which contributes to unbiased responses for the study.
	Table 4.2.5: Length of Service

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	0 – 5 years
	26
	21.7
	21.7
	21.7

	
	6 – 10 years
	38
	31.7
	31.7
	53.3

	
	11 years & above
	56
	46.7
	46.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
As displayed in Table 4.2.5, 26 respondents, or 21.7% of the total, have less than five years of work experience; 38 respondents, accounting for 31.7%, have between six and ten years; and 56 respondents, or 46.7%, have more than eleven years of experience. This indicates that Union Bank Plc. in Ilorin retains a substantial number of experienced employees, which likely contributes to higher morale and workplace engagement, aligning with the study's objective responses.
	Table 4.2.6: Staff Disposition

	
	
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Junior Staff
	32
	26.7
	26.7
	26.7

	
	Intermediate Staff
	44
	36.7
	                             36.7
	63.4

	
	Senior Staff
	30
	25.0
	25.0
	88.4

	
	Top Managers
	14
	11.6
	11.6
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Top managers make up 11.6% of the sample, junior staff members account for 26.7%, intermediate staff members represent 36.7%, and senior staff members constitute 25%. This diverse representation across various levels of staff ensures a wide range of perspectives on decency and motivation at the selected bank, thereby enhancing the study's objectivity.
4.3 	DATA ANALYSIS ACCORDING TO THE RESEARCH QUESTIONS
Research Question 1: Does social dialogue affect employee engagement? 
	Table 4.3.1 The right people are engaged to perform specialized functions.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	34
	28.3
	28.3
	28.3

	
	A
	36
	30.0
	30.0
	58.3

	
	U
	28
	23.3
	23.3
	81.7

	
	D
	22
	18.3
	18.3
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
As shown in Table 4.3.1, 11 respondents, comprising 18.3% of the total, disagreed with the statement. Meanwhile, 23.3% of respondents expressed uncertainty, and 70 respondents, making up 58.5%, agreed that Union Bank Plc. Ilorin has the right personnel for specialized functions. This significant agreement suggests that the bank employs suitable personnel for specific tasks, fostering social engagement and discourse among the majority of respondents.
	Table 4.3.2: Workers with higher skills and education are often too difficult to retain.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	46
	38.3
	38.3
	38.3

	
	A
	44
	36.7
	36.7
	75.0

	
	U
	6
	5.0
	5.0
	80.0

	
	D
	16
	13.3
	13.3
	93.3

	
	SD
	8
	6.7
	6.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
As indicated in Table 4.3.2, 24 respondents, accounting for 20% of the total, disagreed with the statement asserting that it is often challenging for banks to retain staff with higher levels of education and competence. The remaining 5% of respondents were undecided. This substantial disagreement suggests that a majority at Union Bank Plc. Ilorin believes it is indeed challenging to retain employees with advanced education and expertise. This perspective may foster increased social contact and communication between management and staff.
	Table 4.3.3Workers is often sponsored to acquire job-related skills in my work organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	22
	18.3
	18.3
	18.3

	
	A
	40
	33.3
	33.3
	51.7

	
	U
	32
	26.7
	26.7
	78.3

	
	D
	12
	10.0
	10.0
	88.3

	
	SD
	14
	11.7
	11.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
According to Table 4.3.3, 62 respondents, comprising 51% of the total, agreed that the company frequently sponsors employees to acquire skills related to their jobs. Additionally, 26.7% of respondents expressed uncertainty, while 26 respondents, or 21.7%, disagreed. This consensus among the majority at Union Bank Plc. Ilorin supports the notion that employees are regularly supported in acquiring job-related skills within the organization. This practice is likely to contribute to heightened employee engagement within the workplace.
	Table 4.3.4 There is facility for on-the-job training in my place of work.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	28
	23.3
	23.3
	23.3

	
	A
	30
	25.0
	25.0
	48.3

	
	U
	24
	20.0
	20.0
	68.3

	
	D
	20
	16.7
	16.7
	85.0

	
	SD
	18
	15.0
	15.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
According to Table 4.3.4, 58 respondents, accounting for 48.3% of the total, expressed agreement regarding the existence of on-the-job training facilities at Union Bank Plc. Ilorin. Additionally, 20% of respondents were uncertain about this aspect, while 38 respondents, or 31.7%, disagreed. While a substantial portion agreed on the availability of on-the-job training, a notable number remained undecided or disagreed. This suggests a degree of ambiguity and varied perspectives, making it challenging to make definitive conclusions about the prevalence of on-the-job training at the bank.
Research Question 2: What effect does stability and security of work have on employee engagement?
	Table 4.3.5: Stability and security of work is very central in decent work agenda

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	52
	43.3
	43.3
	43.3

	
	A
	12
	10.0
	10.0
	53.3

	
	U
	20
	16.7
	16.7
	70.0

	
	D
	24
	20.0
	20.0
	90.0

	
	SD
	12
	10.0
	10.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
According to Table 4.3.5, 64 respondents, constituting 53.3% of the total, concurred that the stability and security of work are highly significant in the decent work agenda at the selected bank. Additionally, 16.7% of respondents were undecided, and 36 respondents, equivalent to 30%, expressed disagreement. This strongly suggests that a majority acknowledged the crucial role of stability and security of work in fostering decent work engagement at Union Bank Plc. Ilorin.
	Table 4.3.6: I remain on this job because the job market in the country is not versatile enough and jobs in the labor market are not easy to come by.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	8
	6.7
	6.7
	6.7

	
	A
	14
	11.7
	11.7
	18.4

	
	U
	4
	3.3
	3.3
	21.7

	
	D
	52
	43.3
	43.3
	65.0

	
	SD
	42
	35.0
	35.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
According to Table 4.3.6, 22 respondents, accounting for 18.4% of the total, agreed that they stay in their current job because the job market in the country lacks versatility, and jobs in the labor market are not easily available. Additionally, 3.3% of respondents were undecided, while 94 respondents, constituting 78.3%, disagreed with the mentioned claim. This strongly implies that job security is stable at Union Bank Plc. Ilorin, contributing to enhanced employee engagement within the organization.
	Table 4.3.7: Workers engaged in my work organization are protected against any unjust treatment or dismissal.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	54
	45.0
	45.0
	45.0

	
	A
	30
	25.0
	25.0
	70.0

	
	U
	8
	6.7
	6.7
	76.7

	
	D
	14
	11.7
	11.7
	88.3

	
	SD
	14
	11.7
	11.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
According to Table 4.3.7, 84 respondents, accounting for 70% of the total, agreed that the workers engaged in the organization are protected against any unjust treatment or dismissal. Additionally, 6.7% of respondents were undecided, while 28 respondents, constituting 23.4%, disagreed with the mentioned claim. This strongly implies that a significant majority of workers engaged in the organization are protected against any unjust treatment or dismissal, contributing to increased stability and job security in the selected banks.
	Table 4.3.8: There is no discrimination in terms of access to training of employees by sex.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	12
	10.0
	10.0
	10.0

	
	A
	66
	55.0
	55.0
	65.0

	
	U
	16
	13.3
	13.3
	78.3

	
	D
	12
	10.0
	10.0
	88.3

	
	SD
	14
	11.7
	11.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2024
As per Table 4.3.8, 78 respondents, constituting 65% of the total, agreed that there is no discrimination in terms of access to training of employees by sex. Furthermore, 13.3% of respondents were undecided, while 26 respondents, representing 21.7%, disagreed with the stated claim. This strongly suggests that a significant majority acknowledged the absence of discrimination in terms of access to training based on gender. Such an equitable system contributes to increased employee engagement and fairness in job security within the bank.
	Table 4.3.9 Opportunities for self-development are relatively available in my place of work.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	22
	18.3
	18.3
	18.3

	
	A
	40
	33.3
	33.3
	51.7

	
	U
	18
	15.0
	15.0
	66.7

	
	D
	22
	18.3
	18.3
	85.0

	
	SD
	18
	15.0
	15.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
As illustrated in Table 4.3.9, 62 respondents, or 51.7% of the total, agreed that opportunities for self-development are relatively available in the workplace. Meanwhile, 15% of respondents were undecided, and 40 respondents, representing 33%, disagreed with this claim. This strongly indicates that a significant majority recognize the presence of self-development opportunities in the workplace, which contributes to enhanced stability and job security within the organization.
Research Question 3: Is there any relationship between the decent work and employee engagement? 
	Table 4.3.10 Decent work policy is a foreign idea.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	30
	25.0
	25.0
	25.0

	
	A
	38
	31.7
	31.7
	56.7

	
	U
	18
	15.0
	15.0
	71.7

	
	D
	16
	13.3
	13.3
	85.0

	
	SD
	18
	15.0
	15.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
As shown in Table 4.3.10, 68 respondents, or 56.7% of the total, agreed that the decent work policy is perceived as a foreign idea. Meanwhile, 15% of respondents were undecided, while 34 respondents, representing 28.3%, disagreed with this assertion. This strongly suggests that a significant majority recognize the perception of the decent work policy as foreign. This viewpoint may contribute to enhanced work engagement within the organization.
	Table 4.3.11 Decent work has the capacity to facilitate safe in working environment.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	26
	21.7
	21.7
	21.7

	
	A
	54
	45.0
	45.0
	66.7

	
	U
	22
	18.3
	18.3
	85.0

	
	D
	10
	8.3
	8.3
	93.3

	
	SD
	8
	6.7
	6.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.11 indicates that 80 respondents representing 66.7% of respondents agreed that decent work has the capacity to facilitate safe in working environment, 18.3% of respondents were undecided and 9 respondents representing 15% disagree on the claim. This directly implies that the majorities conceded in the claim that decent work has the capacity to facilitate safety in the working environment. This equally increase work engagement.
	Table 4.3.12Decent work has the capacity to facilitate good working time and work intensity.
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent
	

	Valid
	SA
	10
	8.3
	8.3
	8.3
	

	
	A
	60
	50.0
	50.0
	58.3
	

	
	U
	10
	8.3
	8.3
	66.7
	

	
	D
	24
	20.0
	20.0
	86.7
	

	
	SD
	16
	13.3
	13.3
	100.0
	

	
	Total
	120
	100.0
	100.0
	
	


Source: SPSS Computation, 2025
Table 4.3.12 indicates that 70 respondents representing 58.3% of respondents agreed that decent work has the capacity to facilitate good working time and work intensity, 8.3% of respondents were undecided and 40 respondents representing 33.3% disagreed on the claim. This directly implies that majorities conceded in the claim that work intensity increase in a place where there is decent work engagement
	Table 4.3.13 Decent work equally has the capacity to facilitate skill development/up-grading.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	18
	15.0
	15.0
	15.0

	
	A
	82
	68.3
	68.3
	83.3

	
	U
	4
	3.3
	3.3
	86.7

	
	D
	10
	8.3
	8.3
	95.0

	
	SD
	6
	5.0
	5.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.13 indicates that 100 respondents, representing 83.3% of the total, agreed that decent work has the capacity to facilitate skill development and upgrading. Meanwhile, 8.3% of respondents were undecided, and 8 respondents, or 13.3%, disagreed. This directly implies that decent work arrangements can effectively promote skill development and upgrading.
Research Question 4: Determinants of Employee Work Engagement Scale (WES)
	Table 4.3.14 The people in my work environment are interested in what I do and this makes me want to always accomplish more for the team success

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	58
	48.3
	48.3
	48.3

	
	A
	24
	20.0
	20.0
	68.3

	
	U
	12
	10.0
	10.0
	78.3

	
	D
	10
	8.3
	8.3
	86.7

	
	SD
	16
	13.3
	13.3
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.14 shows that 82 respondents, or 68.3% of the total, agreed that individuals in the work environment are interested in their tasks, which motivates them to achieve more for the team's success. Meanwhile, 10% of respondents were undecided, and 26 respondents, representing 21.6%, disagreed with this claim. This implies that the majority acknowledge that people in the work environment are engaged and driven to contribute to team success at Union Bank Plc Ilorin, thereby enhancing employee engagement within the organization.
	Table 4.3.15I would feel comfortable in asking my boss for time off if an emergency arose.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	38
	31.7
	31.7
	31.7

	
	A
	28
	23.3
	23.3
	55.0

	
	U
	20
	16.7
	16.7
	71.7

	
	D
	20
	16.7
	16.7
	88.3

	
	SD
	14
	11.7
	11.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
As shown in Table 4.3.15, 66 respondents, or 55% of the total, agreed that they would feel comfortable asking their boss for time off in case of an emergency. Additionally, 16.7% of respondents were undecided, while 34 respondents, representing 28.4%, disagreed with this statement. This suggests a perception of flexible work engagement, enabling employees to address emergencies and attend to matters outside their regular working responsibilities.
	Table 4.3.16 Working long hours is not seen as sign of commitment in my organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	13
	10.8
	10.8
	10.8

	
	A
	49
	40.8
	40.8
	51.6

	
	U
	33
	27.6
	27.6
	79.2

	
	D
	12
	10.0
	10.0
	89.2

	
	SD
	13
	10.8
	10.8
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.16 shows that 62 respondents, or 51.6% of the total, agreed that working long hours is not viewed as a sign of commitment within the organization. Meanwhile, 27.6% of respondents were undecided, and 25 respondents, representing 20.8%, disagreed with this statement. This implies that working long hours is not considered a sign of commitment at Union Bank Plc Ilorin, which may positively impact employee engagement within the organization.
	Table 4.3.17 Employees who use flexible arrangements are able to develop their careers than those who do not.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	20
	16.7
	16.7
	16.7

	
	A
	45
	37.5
	37.5
	54.2

	
	U
	17
	14.2
	14.2
	68.4

	
	D
	33
	27.5
	27.5
	95.9

	
	SD
	5
	4.1
	4.1
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.17 indicates that 65 respondents representing 54.2% of respondents agreed that employees who use flexible arrangements are able to develop their careers than those who do not, 14.2% of respondents were undecided and 38 respondents representing 31.6% disagree on the claim. This directly implies that career development gained through flexible work arrangement. 
	Table 4.3.18 To get ahead, employees are not expected to put their jobs before the family.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	13
	10.8
	10.8
	10.8

	
	A
	65
	54.2
	54.2
	65.0

	
	U
	10
	8.3
	8.3
	73.3

	
	D
	20
	16.6
	16.6
	89.9

	
	SD
	12
	10.1
	10.1
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.18 indicates that 78 respondents representing 65% of respondents agreed that to forge ahead, employees are not expected to put their jobs before the family, 8.3% of respondents were undecided and 32 respondents representing 26.7% disagree on the claim. This directly implies that majorities conceded in the claim that employee is not expected to put their job before the family if they are to forging ahead in the selected bank. 
4.4 	HYPOTHESES TESTING AND DISCUSSION OF FINDINGS
HO1: Social dialogue has no significant effect on employee engagement
	Table 4.4.1 Model Summary

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

	1
	-.920a
	.846
	.843
	.56423

	a. Predictors: (Constant), Social Dialogue


The study utilized regression analysis to assess the correlation between social dialogue and employee engagement. In Table 4.4.1, the coefficient of determination (R²=0.846) indicates that approximately 84.6% of the variance in employee engagement can be accounted for by a unit change in social dialogue. With an R² value slightly exceeding 0.5, the regression equation appears reasonably effective for making predictions. The findings suggest the presence of a relationship between social dialogue and employee engagement, characterized as an inverse relationship at a 5% significance level.
	Table 4.4.2: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	101.135
	1
	101.135
	644.172
	.000b

	
	Residual
	18.465
	118
	.157
	
	

	
	Total
	119.600
	119
	
	
	

	a. Dependent Variable: Employee Engagement

	b. Predictors: (Constant), Social Dialogue


Table 4.4.2 presents the diagnostic results of the Analysis of Variance (ANOVA) concerning employee engagement and social dialogue. The ANOVA results for regression coefficients indicate that the significance of F = 644.172 is 0.00, which is less than 0.05. This suggests that social dialogue statistically predicts employee engagement, indicating a good fit for the data at a 5% significance level. Consequently, a significant relationship between social dialogue and employee engagement exists at a 95% confidence level.
	Table 4.4.3: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.491
	.168
	
	2.930
	.005

	
	Social Dialogue
	-.967
	.054
	-.920
	-17.824
	.000

	a. Dependent Variable: Employee Engagement


To determine the degree of contribution of social dialogue on employee engagement, Table 4.4.3 reveals a negative effect of social dialogue, as the coefficient of trend analysis was -0.967, which is significantly close to -1. The t-statistic (-17.824) also exceeded 1.671 with a degree of freedom of 119, demonstrating that social dialogue negatively influences employee engagement. The significance level was indicated as (p-value = 0.000 < 0.05) for employee engagement, as shown in Table 4.4.3. The fitted model from this analysis is presented below:
Y= 0.491-0.967(Social Dialogue)1
This implies that 96.7% decrease in employee engagement was significantly caused by 1% increase in social dialogue. Also, the removal of social dialogue (i.e., social dialogue=0) will cause an increase in employee engagement by 49.1% if going by the vector error correction factor in the regression equation. Therefore, social dialogue is significantly contributed to the model and its removal will help to increase the rate of employee engagement in the selected ministry Hence, it is posited that there is significant negative significant effect of social dialogue on employee engagement at 5% level. 



HO2: stability and security has no significant effect on employee engagement
	Table 4.4.4 Model Summary

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

	1
	.953a
	.908
	.905
	.42690

	a. Predictors: (Constant), Job Stability, Job Security


The job stability and job security that are regressed over the employee engagement were all significant at 5% level. The R=0.953 implies there is direct positive relationship between the explanatory variables (job stability & job security) and the dependent variable (employee engagement). The R-square=0.908 which is just so close to adjusted-R square implies the stability and job security are good predictors of employee work engagement, simply because the difference between the two is negligible (i.e. 0.003). This directly implies that the 90.8% of employee work engagement depend on the stability and   job security in the ministry and the remaining 9.2% was attributed to other factors not accounted by this model.
	Table 4.4.5: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	102.862
	2
	51.431
	577.876
	.000b

	
	Residual
	10.388
	117
	.089
	
	

	
	Total
	113.250
	119
	
	
	

	a. Dependent Variable: Employee Engagement

	b. Predictors: (Constant), Job Stability, Job Security


The ANOVA table 4.4.5 indicates the overall significant level between employee engagement and stable job security. It follows that the ratio of regression sum of square (102.862) over the total sum of square (10.388) produce the same result as the R-square (0.908) which implies the model account for most of the variation of the outcome variable (i.e. employee engagement). Hence, the p-value=0.000 and F-calculated (577.876) fall outside the rejection region which means that there is significance relationship between stable job security and employee engagement at 5% level of significant.
	Table 4.4.6: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.392
	.115
	
	-3.418
	.001

	
	Job Stability
	.576
	.062
	.609
	9.235
	.000

	
	Job Security
	.452
	.076
	.394
	5.980
	.000

	a. Dependent Variable: Employee Engagement


Table 4.4.6 revealed that job stability (β=0.567), and job security (β=0.452) are jointly significantly contributing to employee engagement of the selected ministry and the significant impact of job stability manifest most higher over the work engagement than does the job security in the model at 95% confidence level. Job stability and job security is significant in the hierarchical regression model at 5% level. This directly implies there is significant impact of stable job security on employee work engagement at 5% level. Hence, if management of the selected ministry ignored the significant (i.e. job stability=job security=0); then there would be 39.2% repressive effect on employee engagement. This according to Kayode and Agboola (2019) put the decent work and social security in the public service  as a myth rather than a reality. This implies that the reality of job stability and job security has significant effect on employee engagement inUnion Bank Plc Ilorin, and so is the performance objective of the bank is fulfilled.


HO3: There is no significant relationship between decent work and employee engagement. 
	Table 4.4.7: Pearson Moment Correlations

	Control Variables
	Employee Engagement
	Flexible Work Environment
	Decent Work

	-none-a
	Employee Engagement
	Correlation
	1.000
	.750
	.842

	
	
	Significance (2-tailed)
	.
	.000
	.000

	
	
	df
	0
	58
	58

	
	Flexible Work Environment
	Correlation
	.750
	1.000
	.889

	
	
	Significance (2-tailed)
	.000
	.
	.000

	
	
	df
	58
	0
	58

	
	Decent Work
	Correlation
	.842
	.889
	1.000

	
	
	Significance (2-tailed)
	.000
	.000
	.

	
	
	df
	58
	58
	0

	Decent Work
	Employee Engagement
	Correlation
	1.000
	.007
	

	
	
	Significance (2-tailed)
	.
	.958
	

	
	
	df
	0
	57
	

	
	Flexible Work Environment
	Correlation
	.007
	1.000
	

	
	
	Significance (2-tailed)
	.958
	.
	

	
	
	df
	57
	0
	

	a. Cells contain zero-order (Pearson) correlations.



The Pearson moment correlation in Table 4.4.7 indicates that at zero-order (i.e., Decent Work = 0), the R value of 0.750 represents the coefficient of correlation, demonstrating an existing relationship between a flexible work environment and employee engagement. As the concept of decent work is enhanced, the significance of this relationship increases under non-zero order, with an R value of 0.958. This implies that decent work is a strong predictor of employee engagement, and the relationship is significant at the 5% level. Furthermore, the functional relationship between decent work and employee engagement pre-determines a flexible work environment, with a high positive correlation (R = 0.842) also at the 5% significance level. This suggests that in zero-order and non-zero order analyses, the correlation between decent work and employee engagement is positively tested and significantly high. Therefore, the null hypothesis is rejected, and the alternative hypothesis is accepted, indicating that the relationship between decent work and employee engagement is significant at the 95% confidence level.
HO4: Fundamental principles and rights at work have no significant effect on employee engagement. 
	Table 4.4.8: Model Summary

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

	1
	.891a
	.794
	.791
	.64259

	a. Predictors: (Constant), Education, Sponsorship, On-the-job training


The result in the model summary table 4.4.8 indicates R2=0.794 which is the coefficient of determination of jointly regressed dimensional variables of fundamental principles and rights to work which include; education, sponsorship and on-the job training jointly explained 79.4% variance of employee engagement, while the remaining 20.6% could be due to the effect of extraneous variables not explained in the model. The adjusted R-square (0.791) which is a value just so close to R-square (0.794) depicts the fact that if the model is sampled from the population rather than the sample it will account for a negligible difference of 0.2% variation in the outcome. Therefore, the model fitness is good. R=0.891 which implies that the relationship between fundamental rights to works and employee engagement are positively high because the correlation coefficient is close to 1.


	Table 4.4.9: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	272.819
	3
	90.940
	149.327
	.000b

	
	Residual
	70.610
	116
	.609
	
	

	
	Total
	343.429
	119
	
	
	

	a. Dependent Variable: Employee Engagement

	b. Predictors: (Constant), Education, Sponsorship, On-the-job training


Table 4.4.9 presents the overall diagnostic test of the significance of relationships in the model summary, utilizing Analysis of Variance (ANOVA) to examine the three levels of variables related to fundamental rights at work (education, sponsorship, and on-the-job training) and work engagement. The ANOVA results for regression coefficients reveal that the significance of the relationship is F = 149.327, which is greater than the F-table value of 3.84 at a degree of freedom of (3, 116); specifically, the p-value = 0.00 is less than 0.05. This indicates that the three measures of fundamental rights to work significantly predict employee engagement, suggesting a good fit for the model. Therefore, a significant relationship exists between employee engagement and fundamental rights in education, sponsorship, and on-the-job training at a 95% confidence level.
	Table 4.4.10: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.517
	.165
	
	-3.127
	.002

	
	Education
	.352
	.044
	.305
	8.062
	.000

	
	Sponsorship
	.602
	.036
	.658
	16.835
	.000

	
	On-the-job
	.227
	.041
	.199
	5.528
	.000

	a. Dependent Variable: Employee Engagement


From regression Table 4.4.10, it can be deduced that education (β=0.352), sponsorship (β=0.602) and  on-the-job training (β=0.227) have positive impact on employee engagement in the selected ministry.  35.2% increase in employee work engagement is caused by by1% increase in education. Sponsorship with (β = 0.602) implies that 60.2% increase in employee engagement is significantly caused by 1% increase in sponsorship while on-the-job training with (β = 0.227) equally signifies 22.7% increase in employee engagement is caused by 1% increase in on-the-job training in the selected ministry.  This result implies that all dimensions of fundamental principles and rights at work have positive significant effect on employee engagement as revealed in the results of model summary in table 4.4.8 and ANOVA table 4.4.9 above. The constant of regression analysis (c=-0.517) further in the prediction was that if education=sponsorship=on-the-job=0, then the employee work engagement reduce by 51.7% and this implies that the removal of these fundamental principles and rights at work have significant effect on employee engagement at 5% level. Therefore, it seems that the zeroing of the fundamental rights at work can be used to drawn inference on work engagement. Thus, in practice finding have shown that rights to sponsorship is more instrumental when considering fundamental principles and rights at work than the rest of others in the model. Hence, the null hypothesis 4 is rejected and the alternative hypothesis is accepted by posited that there is high positive significant effect of fundamental principles and rights on employee engagement at 5% level of significant. This finding commensurate and supported previous work in the literatures that the fundamental principles and rights are determinates of employee work engagement.
4.5 	DISCUSSION OF FINDINGS
	The findings reveal a significant impact of social discourse on employee engagement, indicating a negative influence as shown by the trend analysis coefficient of -0.967. A 1% increase in social discussion correlates with a substantial 96.7% decrease in employee engagement. Conversely, the removal of social dialogue is predicted to lead to a notable 49.1% increase in employee engagement, according to the vector error correction component. Additionally, job stability (coefficient = 0.567) exerts a more pronounced influence on employee engagement than job security (coefficient = 0.452) within the selected ministry.
Furthermore, the research demonstrates that high-quality job performance strengthens the relationship between a flexible work environment and employee engagement (R = 0.958), indicating a significant positive link at the 5% significance level. The flexible work environment is also positively correlated with decent work functionality (R = 0.842), underscoring the favorable connection between ethical behavior and employee engagement. This suggests that organizations promoting a decent work environment, including elements such as employee participation in decision-making, can enhance job satisfaction and enthusiasm among employees.
In conclusion, the study confirms that fundamental rights to education (coefficient = 0.352), sponsorship (coefficient = 0.602), and on-the-job training (coefficient = 0.227) positively influence employee engagement in the chosen ministry. Each 1% increase in education, sponsorship, and on-the-job training corresponds to a 35.2%, 60.2%, and 22.7% rise in employee engagement, respectively. This indicates that core workplace rights play a significant role in fostering positive levels of employee engagement.





CHAPTER FIVE
5.0 	SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
The primary aim of this chapter is to interpret the empirical findings obtained from the research. It summarizes the outcomes of the study hypotheses outlined in Chapter One, highlighting the conclusions drawn. Following this, the chapter explores the implications of the results and provides recommendations for future research.
5.1 	SUMMARY OF FINDINGS
Employee engagement has been shown to be influenced by the social discourse component within a decent work environment. Research by Chaulk and Brown (2018) suggests that group discussions can significantly affect job satisfaction. Additionally, Benach et al. (2019) highlighted the challenges posed by insecure work, emphasizing that workers in exploitative conditions often lack effective agency and negotiating power. The significance of job security and stability in fostering staff engagement at Union Bank Plc. in Ilorin underscores their critical role in achieving organizational performance goals.
As a mediating variable, employee engagement greatly enhances the potential for a decent work environment. Studies indicate that organizations that promote a decent work environment contribute to positive job satisfaction aspects, such as enjoyment, enthusiasm, and happiness among employees. Key elements of a decent work environment include enabling individuals to express concerns, organize, and participate in decisions that impact their lives.
Furthermore, fundamental rights such as education, sponsorship, and on-the-job training play a crucial role in enhancing employee work engagement. A well-implemented sponsorship program, along with a demonstrated commitment to employees' educational and training rights, can significantly contribute to higher levels of employee engagement.
5.2 	CONCLUSION
It is crucial to note that social conversation was found to have an inverse relationship, contrasting with the positive association between decent work and employee engagement levels at Union Bank Plc. Ilorin. Despite this, the findings underscore the significance of a positive work environment in enhancing employee engagement. To bolster these findings, further research on ethical work practices and their impact on employee involvement is recommended. The conclusions drawn align with the research hypothesis, affirming a robust positive relationship between employee engagement and decent work at Union Bank Plc. Ilorin.
In summary, higher levels of decent employment correspond to elevated levels of employee engagement among the bank's employees. On the other hand, a negative relationship was identified between employee engagement and social interaction among employees. This suggests that, in Union Bank Plc. Ilorin, lower levels of social dialogue correlate with higher levels of employee engagement. The study emphasized that upholding employees' rights encourages their active participation in activities beneficial to the organization. Furthermore, a strong correlation was observed between delivering quality work and employee engagement, highlighting how employee involvement contributes to the promotion of respectable labor.
5.3 	RECOMMENDATIONS
Based on the findings, the following recommendations are proposed:
i. Given the inverse relationship identified in the model, the bank should strategically utilize social dialogue to improve staff engagement levels.
ii. To enhance employee engagement and promote decent work, the banking sector must consistently prioritize robust working conditions and job security. Employees who feel a sense of belonging within a company are more likely to exert extra effort towards achieving its objectives, especially when their job security is assured.
iii. The bank is encouraged to organize training sessions for its staff on sponsorship, particularly regarding costs that may not be immediately apparent. This initiative aims to improve understanding and potentially change employees' work habits, thereby increasing their commitment to the organization.
iv. Industrial firms, including those in the banking sector, should establish clear and achievable goals for their employees. This approach helps align employees with essential workplace principles and rights, such as work decency and active participation in tasks vital for the organization's success. Such clarity fosters a positive work environment and enhances overall engagement.
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APPENDIX
QUESTIONNAIRE
This questionnaire is designed to collect information on the Impact of Ethical Work Practices in Enhancing Employee Engagement: Insights from Union Bank of Nigeria Plc, IlorinThe information you provide will be valuable for research purpose only. Therefore, your genuine, honest and prompt response is a valuable input for the quality and successful completion of this study. For anonymity sake, you may or may not write your names as required on this Questionnaire. The information given will be used only for research purposes and will be kept confidential.
Yours Sincerely,

SECTION A
DEMOGRAPHIC INFORMATION
Please tick [√ ] the most appropriate answer and write where necessary.
Demographic Factor:

i. Gender:  (a) Male [  ]	(b) Female [  ]
ii. Age: (a) 21-30years[  ] (b )31-40years [  ]  (c) 41-50years[  ] (d)51years and above [  ]
iii. Marital Status:  ( a) Single[  ]	( b) Married [  ] (c ) Divorced [  ]  (d) Widow/Widowed  [  ]    
iv. Highest Educational Qualification: (a) SSCE/GCE/NABTEB [  ] (b) ND/A’Level/NCE	[  ] ( c) B.Sc/HND [  ] ( d) MA/M.Sc& above [  ]    
v. Length of Service:  (a) 0-5 years [  ] (b) 6-10 years [  ] (c) 11years and above [  ] 
vi. Job Status:   (a) Junior staff  [  ] (b) Intermediate Staff [  ] (c) Senior Staff [  ] (d) Top Management [  ]



Section B
The statements below are designed to assess work-life balance. You are expected to rate each statement with the response format below:
Strongly Agree (SA) =5, Agree (A) =4, Undecided= 3, Disagree (D) =2, Strongly Disagree (SD) =1
Decent Work Scale (DWS)
	
	
Decent Work
	SA
(5)
	D
(4)
	U
(3)
	A
(2)
	SD
(1)

	1.
	Decent work policy is a foreign idea.
	
	
	
	
	

	2.
	Decent work policy has the potential to provide better strategy for poverty alleviation.
	
	
	
	
	

	3.
	Decent work equally has the capacity to facilitate safe in working environment.
	
	
	
	
	

	4.
	Decent work equally has the capacity to facilitate good working time and work intensity.
	
	
	
	
	

	5.
	Decent work equally has the capacity to facilitate skill development/up-grading.
	
	
	
	
	

	
	Social Dialogue & Fundamental Right
	
	
	
	
	

	6.
	The right people are engaged to perform specialized functions.
	
	
	
	
	

	7.
	Workers with higher skills and education are often too difficult to retain.
	
	
	
	
	

	8.
	Workers are often sponsored to acquire job-related skills in my work organization.
	
	
	
	
	

	9.
	There is facility for on-the-job training in my place of work.
	
	
	
	
	

	
	Stability and Security of Work
	
	
	
	
	

	10.
	Stability and security of work is very central in decent work agenda
	
	
	
	
	

	11.
	I remain on this job because the job market in the country is not versatile enough and jobs in the labor market are not easy to come by.
	
	
	
	
	

	12.
	Workers engaged in my work organization are protected against any unjust treatment or dismissal.
	
	
	
	
	

	13.
	There is no discrimination in terms of access to training by employees by sex.
	
	
	
	
	

	14.
	Opportunities for self-development are relatively available in my place of work.
	
	
	
	
	



Employee Engagement Scale (WES)
	
	Statements
	SA
(5)
	D
(4)
	U
(3)
	A
(2)
	SD
(1)

	1.
	The people in my work environment are interested in what I do and this makes me want to always accomplish more for the team success.
	
	
	
	
	

	2.
	My co-workers would cover for me if I needed to leave work to deal with personal issue.
	
	
	
	
	

	3.
	My co-workers encourage my personal and career development.
	
	
	
	
	

	4.
	Turning down a promotion or transfer for family-related reasons will not hurt one’s career progress in this organization.
	
	
	
	
	

	5.
	Employees in this organization are enjoying work-life balance activities.
	
	
	
	
	

	6.
	Decisions made in the human resources department like transfers take into account an employee’s family/ personal situation.
	
	
	
	
	

	7.
	I would feel comfortable in asking my boss for time off if an emergency arose.
	
	
	
	
	

	8.
	Working long hours is not seen as sign of commitment in my organization.
	
	
	
	
	

	9.
	Employees who use flexible arrangements are able to develop their careers than those who do not.
	
	
	
	
	

	10.
	To get ahead, employees are not expected to put their jobs before the family.
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