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CHAPTER ONE
1.0 Introduction
1.1. Background to the Study
The concept of work-life balance (WLB) has gained prominence globally due to the increasing pressures in the workplace and the competing demands of employees' personal lives. In the modern business environment, achieving a balance between work and personal life is vital for maintaining physical, mental, and emotional well-being. Work-life balance refers to the equilibrium between professional responsibilities and personal obligations, ensuring neither area is disproportionately affected at the expense of the other.
Historically, the workplace operated on a model that often prioritized job demands over personal needs, particularly in sectors like banking, where high productivity and stringent performance targets are key drivers of organizational success. In the Nigerian banking industry, employees are frequently subjected to demanding schedules, extended working hours, and intense competition. These conditions, while beneficial for achieving organizational goals, often lead to stress, reduced job satisfaction, and poor health outcomes for employees.
Guaranty Trust Bank Plc (GTBank), a leading financial institution in Nigeria, operates in such an environment. The banking industry is critical to economic growth and development, yet its demanding nature places a significant burden on its workforce. Employees at GTBank's Ilorin branch, like their counterparts in other branches, are faced with the dual challenge of meeting organizational goals while managing their personal lives. The inability to achieve this balance often results in adverse outcomes, including reduced productivity, high employee turnover, and low morale.
In recent years, organizations have increasingly recognized the importance of adopting work _life balance initiatives, such as flexible working hours, remote work options, and employee assistance programs, to enhance employee satisfaction and performance.
1.2 Statement of the Problem
The increasing demands of modern workplaces have created significant challenges for employees in achieving an effective work-life balance. In the banking sector, where the pressure to meet targets, long working hours, and stringent deadlines are prevalent, employees often struggle to manage their professional and personal lives. This imbalance can lead to stress, burnout, job dissatisfaction, and decreased productivity, negatively impacting both employees and organizational performance.
1.3 Research Question
The general objective of this study is to investigate the effects of work_ life balance on employee productivity at Guaranty trust bank PLC, ilorin branch, in order to identify challenges and evaluate the effectiveness of existing strategies aimed at enhancing employee performance.
1.4  Objective of the Study
1. What specific challenges do employees at Guaranty Trust Bank Ilorin face in achieving a work-life balance?
2. How does work-life balance impact employee productivity at the Ilorin branch of Guaranty Trust Bank?
3. What work-life balance initiatives and policies are currently implemented by Guaranty Trust Bank, and how effective are they in addressing employees’ needs?
4. What are employees’ perceptions and attitudes toward the work-life balance policies at Guaranty Trust Bank Ilorin?
5. What recommendations can be made to enhance work-life balance and, consequently, employee productivity at Guaranty trust bank ilorin?

1.5  Research Hypotheses
NULL HYPOTHESES (H0):
· H0₁: There are no significant challenges faced by employees at Guaranty Trust Bank Ilorin in achieving a work-life balance.
· H0₂: Work-life balance has no significant impact on employee productivity at the Ilorin branch of Guaranty Trust Bank.
· H0₃: The work-life balance initiatives and policies implemented by Guaranty Trust Bank are not effective in addressing the needs of employees
· H0₄: Employees’ perceptions and attitudes towards the work-life balance policies at Guaranty Trust Bank Ilorin do not significantly affect their job satisfaction and productivity.
· H0₅: There are no significant relationships between improved work-life balance initiatives and increased employee productivity at Guaranty Trust Bank Ilorin.
Alternative Hypotheses (H1):
1. H1₁: There are significant challenges faced by employees at Guaranty Trust Bank Ilorin in achieving a work-life balance.
2. H1₂: Work-life balance has a significant positive impact on employee productivity at the Ilorin branch of Guaranty Trust Bank.
3. H1₃: The work-life balance initiatives and policies implemented by Guaranty Trust Bank are effective in addressing the needs of employees.
4. H1₄: Employees’ perceptions and attitudes towards the work-life balance policies at Guaranty Trust Bank Ilorin significantly affect their job satisfaction and productivity.
5. H1₅: There are significant relationships between improved work-life balance initiatives and increased employee productivity at Guaranty Trust Bank Ilorin
1.6     Significance of the Study
The significance of this study on the effects of work-life balance on employee productivity at Guaranty Trust Bank Plc, Ilorin branch, can be outlined in several key areas:
· Contribution to Academic Knowledge
· Practical Implications for Management
· Enhanced Employee Well-being
· Informed Policy Development
· Increased Organizational Performance

1.7  Scope of the Study
This study focuses on examining the relationship between work-life balance and employee productivity among staff at the Ilorin branch of Guaranty Trust Bank Plc, covering their challenges, perceptions, and the effectiveness of organizational policies.

1.8  Definition of Terms

Work-Life Balance (WLB):
It refers to the equilibrium between an individual’s professional responsibilities and personal life commitments.
Employee Productivity:
It is the measure of the efficiency and effectiveness of an employee’s performance in their job role.
Guaranty Trust Bank Plc (GTBank):
Guaranty Trust Bank Plc is a leading financial institution in Nigeria that provides a range of banking services, including retail, corporate, and investment banking.
Employee Satisfaction:
A measure of how content employees are with their job roles, work environment and organizational support which impacts their motivation and productivity.
Burnout:
is a state of emotional, physical, and mental exhaustion caused by prolonged stress and over work leading to decreased in productivity and job dissatisfaction.




Job Demands:
Job demands refer to the physical, emotional and mental efforts required to meet job responsibilities, which can impact an employee’s  ability to maintain a healthy work – life balance.
Stress:
Stress is the physical and emotional response to work pressure or personal challenges often resulting in reduced productivity and mental health issues.
Organizational policies: Rules, guidelines and programs established by organization to regulate employee behavior and support their professional and personal well – being .














CHAPTER TWO
2.0    Literature Review
2.1      Concept  of Work- life Balance
Work-life balance (WLB) refers to the state of equilibrium where an individual is able to effectively manage and allocate time, energy, and resources between professional responsibilities and personal life commitments. It involves minimizing conflict between work and personal domains, ensuring that neither dominates the other, and enabling individuals to achieve their goals and maintain well-being in both spheres.
In the context of this study, work-life balance emphasizes the ability of employees at Guaranty Trust Bank Plc, Ilorin branch, to:

Meet job demands while maintaining a fulfilling personal life.
Avoid burnout, stress, and other negative outcomes resulting from excessive work pressure.
Leverage organizational initiatives such as flexible work hours, wellness programs, and supportive policies to maintain harmony between work and personal priorities.
A balanced work-life dynamic is essential for fostering employee satisfaction, enhancing productivity, and promoting organizational success. It supports mental and physical well-being, encourages engagement, and reduces the likelihood of absenteeism and turnover. Achieving work-life balance is particularly crucial in high-pressure industries like banking, where employees face demanding workloads and tight deadlines.


Work-Life Balance in the Banking Sector.
The banking sector is characterized by long working hours, high-pressure environments, and stringent deadlines. These factors often lead to work-life imbalance, causing stress, reduced productivity, and high employee turnover. Work-life balance initiatives are vital in addressing these challenges and ensuring employee satisfaction and organizational efficiency.
Examples of work-life balance practices in the banking sector include:

· Flexible Work Schedules: Allowing employees to adjust their work hours to accommodate personal commitments.
· Remote Working Options: Enabling employees to work from home, reducing commute time and enhancing flexibility.
· Parental and Family Support Policies: Providing parental leave, childcare support, and eldercare assistance.
· Wellness Programs: Offering stress management, fitness facilities and mental health counseling.

Work-Life Balance in the Context of Guaranty Trust Bank Plc.
At Guaranty Trust Bank Plc, especially at the Ilorin branch, maintaining work - life balance is critical for sustaining employee morale and productivity. Employee’s in the banking sector often face high -pressure situations making it necessary for the organization to implement robust policies and practices. This study aims to assess;

· The challenges employees face in achieving  work-life balance.
· The effectiveness of work-life balance policies implemented by the bank.
· The relationship between work-life balance and    employee productivity.

Challenges to Work- life Balance
· High Job Demands: Employees often struggle with excessive workloads, overtime, and high expectations.
· Technological Intrusion: Advancements in technology, such as constant email notifications, blur the boundaries between work and personal life.
· Organizational Culture: In some organizations, workaholism  is glorified, discouraging employees from prioritizing their personal lives.
· Lack of Awareness or Access: Employees may be unaware of available work-life balance programs or may face barriers in accessing them.

2.2 Theoretical Review
This section integrates key theories to explore the relationship between work-life balance and employee productivity. These frameworks offer a comprehensive lens for analyzing this dynamic within Guaranty Trust Bank Plc, Ilorin Branch.
1. Effort -Recovery model( Herawaty,Mariana and  Hasibuan 2024): The Effort- Recovery  Model underscores the need for employees to recover from work- related efforts to sustain productivity.
Their study in the banking sector highlighted the positive effects of wellness programs and regular breaks on employee resilience and productivity.
Relevance to GtBank
GTBank could implement recovery strategies such as flexible working hours, stress management programs, and designated breaks to support employee productivity and well-being.
2. Social exchange theory ( Wang,M & Varirih 2020):
Social Exchange Theory posits that organizations that invest in their employees' well-being foster stronger reciprocal commitment, leading to higher productivity. Employees reciprocate with increased loyalty, engagement, and performance.
This theory  Highlighted the critical role of trust and recognition in fostering mutual benefits in banking institutions.
Relevance to GtBank
GTBank can utilize this theory by offering initiatives such as career development programs, mentorship opportunities, and employee recognition schemes to build trust and commitment.
3. Job Demands- Resources (JD-R) ( Baker anDemerouti (2017):
The JD-R Model emphasizes balancing job demands (e.g., tight deadlines, heavy workload) with adequate resources (e.g., supportive leadership, flexible policies) to improve employee performance. It highlights how resources mitigate stress and drive productivity.


Relevance to GtBank
For GTBank, this model suggests the importance of providing mentorship, job-specific training, and technological tools to support employees in meeting organizational Demands.
4. Herzberg’s Two- factor Theory .( Uzochukwu, Ifeoma and Obiora 2023):
Herzberg’s Two-Factor Theory distinguishes between hygiene factors (prevent dissatisfaction) and motivators (enhance satisfaction and productivity). Work-life balance policies often serve as both hygiene factors and motivators. This theory also Found that employee satisfaction is directly linked to the provision of flexible work policies in Nigerian banks.
Relevance To GtBank
GtBank could address dissatisfaction by ensuring fair workload and motivating employees through career advancement opportunities and incentives.
2.3  The Relationship Between Work -Life Balance and Employee Productivity.
Research shows that when employees feel supported in managing both work and personal life, they are more likely to exhibit higher levels of engagement, commitment, and efficiency.
· Reduced Absenteeism and Turnover:
Employees with better work-life balance are less likely to miss work due to stress or dissatisfaction. This reduces absenteeism and turnover rates, both of which are costly for organizations like Guaranty Trust Bank.
· Enhanced Job Satisfaction:
Work-life balance fosters a sense of well-being and loyalty. Satisfied employees are more likely to exceed performance expectations, contributing to organizational success.
· Improved Focus and Efficiency:
Employees who can manage personal obligations without work interference are more focused and efficient. In banking, this translates to better customer service and higher productivity.
· Increased Employee Engagement:
A balanced workforce is more engaged, proactive, and innovative. Engagement leads to improved teamwork, creativity, and achievement of organizational objectives.
Challenges in Balancing work life balance and productivity.
Achieving work-life balance in the banking industry is not without its challenges. Some barriers include:
· High Work Demand: The nature of banking often requires extended working hours and tight deadlines.
· Technological Overreach: With digital tools, employees may feel the pressure to remain "always on," reducing their personal time.
· Rigid Organizational: Traditional banking environments may resist flexible policies, making it harder to implement balance-enhancing initiatives.
Strategies for Enhancing work life balance to boost productivity.
To address the challenges and leverage the benefits of work-life balance, organizations like Guaranty Trust Bank can adopt the following strategies:
· Flexible policies: Introducing options for remote work, compressed workweeks, or flextime to give employees greater control over their schedules.
· Comprehensive Leave Programs: Providing sufficient paid leave, maternity/paternity leave, and wellness days.
· Employee Assistance Programs: Offering support systems such as counseling, stress management workshops, and wellness initiatives.
· Technology Management: Establishing boundaries for after-hours communication to allow employees uninterrupted personal time.
· Training For Management:  Equipping managers with skills to support employees in achieving work-life balance while meeting organizational goals.
2.4  Factors Influencing Work-Life Balance.
· Organizational Policies and culture:
The policies and culture within an organization play a significant role in shaping work-life balance. For instance, a supportive culture that prioritizes employee well-being and recognizes the importance of personal time can encourage employees to pursue a healthier work-life integration.
· Job Demands and Work load:
High job demands and excessive workloads are critical factors that negatively impact work-life balance. In the banking sector, employees often face long hours and high-pressure environments, leading to stress and burnout.  Therefore, effective workload management and realistic performance expectations are essential to foster Work -life balance.
· Technological Influence:
The rise of technology has both facilitated and hindered work-life balance. While digital tools enable greater flexibility and efficiency, they can also lead to an “always-on” culture, where employees feel compelled to respond to work communications outside of regular hours.
2.5. Challenges of Maintaining Work-Life Balance.
Maintaining work-life balance in the banking sector, particularly at Guaranty Trust Bank (GTB), poses several significant challenges. These challenges stem from organizational demands, societal expectations, and individual constraints, all of which impact employee productivity and well-being.
The key challenges specific to this context.
· Long Working Hours and Job Demands:
In the banking industry, employees are often required to work extended hours to meet targets, process transactions, and address customer needs. At GTB, high expectations for service delivery and performance may lead to fatigue, reduced personal time, and stress, ultimately affecting productivity and job satisfaction.
· Always -on culture:
As a technologically advanced institution, GTB utilizes digital banking platforms, making employees accessible outside of standard working hours. This “always-on” culture can disrupt personal time, leading to stress and dissatisfaction.
· Inadequate Organizational Support:
While GTB offers structured systems for efficiency, a lack of comprehensive work-life balance policies, such as flexible working arrangements or wellness programs, may hinder employees from achieving balance.
· Family and Societal Expectations:
In Nigerian society, cultural and family roles often demand significant time and energy from employees. For instance, women at GTB may face additional pressures as primary caregivers, balancing professional duties with societal expectations. These dual responsibilities increase stress and limit their ability to perform optimally at work.
· Stress and Mental Health Issues:
The inability to balance work and personal life effectively often results in stress and mental health challenges. At GTB, employees experiencing high stress levels may display reduced productivity, increased absenteeism, and a decline in job satisfaction. This challenge is compounded by the fast-paced nature of the banking sector.

2.6 Empirical Review of the Studies
1. Effort -Recovery model ( Herawaty,Mariana& Hasibuan(2024):
This study investigated recovery practices in banking institutions and revealed that regular breaks, wellness programs, and time-off policies reduce burnout and improve job efficiency. Employees with opportunities for physical and mental recovery demonstrated enhanced decision-making and higher productivity levels. This is particularly relevant for GTBank, which operates in a high-pressure environment.
2. Social Exchange Theory (Wang,M & Vaziri,H.(2020):
This research explored supportive organizational practices and found that employees reciprocated organizational care with heightened engagement and improved productivity. For GTBank, implementing fair policies and valuing employee well-being could lead to stronger corporate culture and performance.
3. Job Demands -Resources(JD-R) Model. Baker,A.B.&Demerouti E. (2017):
This foundational study revealed that employees with access to adequate resources such as mentorship and leadership support can better manage job demands, resulting in enhanced productivity. The findings suggest that GTBank could use these insights to implement resources focused initiatives
4. Herzberg’s Two- Factors Theory.  Uzochukwu,C.M., Ifeoma,A.D, & Obiora, A (2023):
This study analyzed hygiene and motivator factors in Nigerian banks, showing that fair pay in and good working conditions reduced dissatisfaction, while recognition and career growth enhanced productivity. GTBANK can use this insight to optimize employee engagement and satisfaction.





CHAPTER THREE
3.0  Research  Methodology
3.1 Introduction.
This study adopted a descriptive survey research design to examine the effect of work-life balance on employee productivity at Guaranty Trust Bank, Ilorin Branch. The design enables the collection of structured data from respondents without altering their environment, allowing the researcher to describe, explain, and analyze the relationship between work-life balance initiatives and employee productivity accurately.
3.2 Research Design
The research design adopted for this study is the descriptive survey design. This design was chosen because it allows for the systematic collection of information from a large number of respondents concerning their views and experiences on work-life balance and its impact on employee productivity at Guaranty Trust Bank, Ilorin Branch.
A descriptive survey is appropriate when the objective is to describe characteristics of a population or phenomenon and establish relationships between variables without manipulating them. In this study, the researcher sought to describe the current state of work-life balance initiatives and their influence on employees’ productivity levels.
By using questionnaires as the primary instrument for data collection, the researcher was able to gather firsthand information from employees across different units of the bank. This method ensured the reliability and validity of the findings, as responses were directly obtained from the individuals affected by the work-life balance policies.
3.3 Population of the Study
The population of this study comprises all employees of Guaranty Trust Bank (GTBank), Ilorin Branch, Kwara State. This includes employees across different departments such as customer service, operations, marketing, loan services, and administration.
The focus on the Ilorin branch is to enable the researcher to critically assess the effect of work-life balance initiatives within a specific and manageable environment, ensuring that detailed and reliable data are collected.
The population includes both permanent and contract staff, cutting across various cadres such as:
Top management staff (e.g., Branch managers, Senior managers)
Middle management staff (e.g., Department heads, Supervisors)
Junior staff (e.g., Tellers, Customer service representatives, Office clerks)
Support staff (e.g., IT support, security, and administrative aides)

3.4 Sample Size  and Sampling Techniques
Sample size
The sample size is the number of respondents selected from the total population for the study. The entire staff strength at Guaranty Trust Bank, ilorin branch, is estimated  to  be 150 employees.
The sample Size was determined using Yamane’s formula sample Size estimation.
n = N/ 1+ N(e)2
Where:
n = Required sample Size
N= Total population size
e = margin of error {5% or 0.05}

Application to Guaranty Trust Bank Plc, Ilorin Branch.
· Population size:
The total workforce at the Ilorin branch is estimated to be 150 employees.
· Margin Of Error:
A margin of error of 5% (0.05) was chosen to ensure an acceptable level of precision in the findings.
n = 150/1+150{0.05}2  = 150/1+0.375 = 150/1.375 =109.
Thus, the sample size is 109 employees, representing the most appropriate number to balance accuracy and practicality.





Proportional Allocation of the Sample
To ensure inclusivity, the sample will be proportionally distributed among the organizational strata based on their respective sizes within the total population.
	                   Category
	       Estimated Population
	Proportional Sample(Approx)

	Management Staff
	10
	7

	Senior Officers 
	40
	29

	Junior Officers
	70
	51

	Support Staff
	30
	22

	Total
	150
	109



Importance of the Sampling Design
· Enhance Reliability:
Stratified random sampling improves the reliability of the study findings by capturing a variety of perspectives from all levels of the organization.
· Ensuring Validity:
The proportional representation of subgroups ensures that the sample accurately reflects the characteristics of the population, leading to more valid conclusions.
· Practical Relevance:
By focusing on a feasible sample size (109), the study balances methodological rigor with practical constraints, ensuring the research is both meaningful and manageable.
SAMPLING TECHNIQUES
This study employs the stratified random sampling technique, a method that ensures the population is divided into mutually exclusive groups (strata) based on distinct characteristics, such as job roles and hierarchical levels within the organization. A random sample is then selected from each stratum proportionally to their representation in the total population.
Justification For Stratified Random Sampling
· Representation of Subgroup:
Stratified sampling ensures that all major subgroups within the organization, such as managerial, administrative, and operational staff, are included in the sample.
· Reduction of Sampling Bias:
By sampling proportionally within strata, the technique minimizes the likelihood of over- or under-representation, increasing the reliability of the findings.
· Alignment with objective:
Since the study seeks to explore the effects of work-life balance on employee productivity across different organizational levels, stratified random sampling ensures that these varying perspectives are captured.
· Practical Feasibility:
This method is easy to implement and ensures efficient use of available resources while maintaining a focus on the study’s core objectives.

3.5. Method of Data Collection
The data collection methods for this study are designed to gather accurate and comprehensive information regarding the relationship between work-life balance and employee productivity at Guaranty Trust Bank PLC, Ilorin Branch. A combination of primary and secondary data collection methods is employed to ensure a robust and holistic understanding of the research topic.
Primary Data Collection.
1. Questionnaire:
A structured questionnaire is the main instrument for collecting primary data. It is designed to capture employees’ perspectives on work-life balance and its impact on their productivity. The questionnaire consists of the following sections:
· Demographic Information: Age, gender, marital status, educational qualifications, and job role.
· Work life balance: Questions focusing on flexible work arrangements, leave policies, and work hours.
· Employee Productivity: Questions measuring performance indicators such as task completion rates, accuracy, and efficiency.

2. Interview:
Semi-structured interviews with managerial staff provide in-depth insights into the organizational perspective on work-life balance policies and practices.
· Target  Group : Managers and supervisors at the Ilorin Branch.
· Focus :The challenges of implementing work-life balance initiatives and their perceived impact on employee performance.
Secondary Data Collection
· Company Record and Reports:
Internal documents such as HR policies, employee performance evaluations, and work schedules are analyzed to understand existing work-life balance   practices.
· Academic Journals and Literature:
Articles and studies related to work-life balance and employee productivity are reviewed to provide a theoretical and empirical context for the study.

3.6.  Instruments of Data Collection
The primary instrument used for data collection in this study was a structured questionnaire. It was designed to collect data relevant to the objectives of the study on work-life balance and employee productivity at GTBank, Ilorin branch. The questionnaire was divided into three sections:
Section A: Demographic information (e.g., gender, age, marital status, job position, etc)
Section B: Questions on work-life balance practices and organizational policies.
Section C: Questions measuring employee productivity and perception of work-life balance impact.

A 5-point Likert scale was adopted, ranging from Strongly Agree (5) to Strongly Disagree (1), allowing respondents to indicate the extent of their agreement with each statement.
3.7 Method of Data Analysis
1. Descriptive Statistics:
Descriptive statistics will provide a summary of the basic features of the dataset, allowing for an understanding of participants’ characteristics and responses. Key elements include:
· Frequency Distributions: To illustrate how frequently different responses are recorded for each survey question.
· Measures of Central Tendency: Calculating the mean, median, and mode will offer insights into average perceptions of work-life balance and productivity among employees.
· Measures of Dispersion: Analyzing the range and standard deviation will highlight the variability in responses, indicating the extent to which employee experiences differ.
2. Qualitative Analysis: for open -ended survey questions, qualitatives  data analysis will be utilized to extract deeper insights from participant responses. This will involve:
· Coding: Responses will be systematically categorized to facilities easier interpretation and summarization of qualitative data.
3. Software Tools for Data Analysis:
Data analysis will be conducted using robust statistical software, including:
· SPSS (statistical package for the social Science)  This software will be utilized for performing both descriptive and inferential statistical analyses, ensuring accurate computation and interpretation of results.
3.8  Historical Background of the  Case Study.
Guaranty Trust Bank PLC (GTBank) was established in 1990 by Fola Adeola and Tayo Aderinokun, with a clear vision to redefine the Nigerian banking industry. The bank was incorporated as a limited liability company and obtained its license from the Central Bank of Nigeria (CBN) in 1990, allowing it to commence operations in 1991.
GTBank has since become synonymous with innovation, transparency, and exceptional customer service. Over the years, the bank has achieved several milestones:

1. Stock Market Listing: In 1996, GTBank became a publicly listed company on the Nigerian Stock Exchange, solidifying its position as a leader in corporate governance.
2.  Global Recognition: In 2007, it became the first sub-Saharan African bank to be listed on the London Stock Exchange, raising $750 million through a Global Depository Receipt offering.
3.  Innovation Leadership: GtBank   pioneered digital banking solutions in Nigeria, including online and mobile banking platforms, setting a benchmark for customer convenience and accessibility
With operations spanning across Africa and in the United Kingdom, GTBank remains committed to delivering superior financial services while contributing to economic development. Its ethos of professionalism, innovation, and integrity underpins its success as a leader in the banking sector.
As part of its strategic expansion to key locations in Nigeria, GTBank established its Ilorin branch in response to the growing economic activities in Kwara State. Ilorin, as the state capital, is known for its vibrant commerce, educational institutions, and administrative significance, making it an ideal location for GTBank’s operations.
The Ilorin branch has played a vital role in extending GTBank’s services to businesses, individuals, and institutions within the region. The branch is notable for its contribution to economic growth by offering a range of retail and corporate banking products, supported by cutting-edge digital solutions.
In addition to its financial services, the Ilorin branch reflects GTBank’s emphasis on employee welfare and productivity. The branch faces unique challenges associated with meeting customer demands while ensuring a balance between employee well-being and performance. This makes the Ilorin branch a relevant focus for studying the relationship between work-life balance and employee productivity, offering valuable insights into how corporate policies impact operational success at a localized level.
Conclusion.
The combined historical overview of Guaranty Trust Bank PLC and its Ilorin branch provides a comprehensive backdrop for this study. While the general history highlights GTBank’s corporate achievements and values, the Ilorin branch's specific operations and challenges give practical relevance to the research topic.

CHAPTER FOUR
4.0  DATA PRESENTATION AND ANALYSIS
4.1 INTRODUCTION
This chapter analyzes and interprets the data collected to examine how work-life balance affects employee productivity at Guaranty Trust Bank PLC, Ilorin Branch. The data is presented using statistical tools and analyzed to address the research questions and hypotheses. Key areas of focus include flexible work arrangements, organizational support, and stress management.
The chapter’s objectives are to present the data, analyze it using appropriate methods, interpret the findings, and discuss their implications in relation to existing theories and literature. This analysis bridges the gap between theoretical concepts and practical realities, providing a foundation for the study's conclusions and recommendations.

4.2  DEMOGRAPHIC CHARACTERISTIC OF RESPONDENTS.
SECTION A: DEMOGRAPHIC INFORMATION
GENDER DISTRIBUTION.
	Category
	Frequency
	Percentage(%)

	Male
	35
	32.1

	Female
	74
	67.9

	Total
	109
	100


Source: Field survey(2025)
AGE DISTRIBUTION
	Category
	Frequency
	Percentage(%)

	18-25
	25
	22.9

	26-25
	50
	45.9

	36-45
	24
	22.0

	46 and above
	10
	9.2

	Total
	109
	100


Source: Field survey(2025)

MARITAL STATUS
	Category
	Frequency
	Percentage(%)

	Single
	65
	59.6

	Married
	27
	24.8

	Divorced
	12
	11.0

	Widowed
	5
	4.6

	Total
	109
	100


Source: Field survey(2025)





EDUCATION QUALIFICATION
	Category
	Frequency
	Percentage(%)

	OND/NCE
	40
	36.7

	HND/BSC
	55
	50.5

	MSC/PHD
	10
	9.2

	Post Graduate Degree
	4
	3.7

	Total
	109
	100


Source: Field survey(2025)


JOB POSITION
	Category
	Frequency
	Percentage(%)

	Entry-Level Staff
	28
	25.7

	Mid-Level Staff
	70
	64.2

	Senior-Level Stsff
	11
	10.1

	Total
	109
	100


Source: Field survey(2025)



YEARS OF EXPERIENCE
	Category
	Frequency
	Percentage(%)

	Less Than 1 Year
	15
	13.8

	1-5 Year 
	45
	41.3

	6-10 Year
	35
	32.1

	10 Years and Above
	14
	12.8

	Total
	109
	100


Source: Field survey(2025)












SECTION B: WORK LIFE BALANCE
	S.No.
	Statement
	(%)
	SA
	A
	N
	D
	SD
	TOTAL

	1
	My job allow me to have enough time for my personal life.
	
	-
-
	15
13.8
	5
4.6
	75
68.8
	14
12.8
	109
100

	2
	I often take work home which disturb my personal life. 
	
	25
22.9
	60
55.0
	-

	15
13.8
	9
8.3
	109
100

	3
	My organization support work-life balance initiative.
	
	30
27.5
	40
36.7
	10
9.2
	17
15.6
	12
11.0
	109
100

	4
	I am aware of work-life  balance policies in my organization.
	
	80
73.4
	25
22.9
	-
-
	4
3.7
	-
-
	109
100

	5
	I participate in flexible working arrangement

Total
	
(Yes )      35                    32.1
(No)        74                     67.9
               109                    100


Source: Field survey(2025)




SECTION C: EMPLOYEE PRODUCTIVITY
	S.No.
	Statement
	(%)
	SA
	A
	N
	D
	SD
	TOTAL

	1
	Work-life balance policy.
	
	60
55
	35
32.1
	-
-
	14
12.8
	-
-
	109
100

	2
	Affected my job performance.
	
	-
-
	55
50.5
	4
3.7
	15
13.8
	35
32.1
	109
100

	3
	I meet my job target effectively.
	
	20
18.4
	25
22.9
	-
-
	22
20.2
	42
38.5
	109
100

	4
	My level of job satisfaction increased due to work-life balance policies.
	
	-
-
	15
13.8
	30
27.5
	45
41.3
	19
17.4
	109
100

	5
	I would recommend my organization’s work-life balance approach to others.
	
	10
9.2
	75
68.8
	-
-
	24
22.0
	-
-
	109
100


Source: Field survey(2025)
4.3  ANALYSIS OF RESEARCH QUESTIONS
This section presents the analysis of the research questions using the responses obtained from the administered questionnaires. The analysis was based on the frequency distribution and mean scores derived from Section B of the questionnaire.
Research Question 1: What are the major challenges faced by employees at Guaranty Trust Bank Ilorin in achieving work-life balance?

	S.NO
	Statement
	Strongly Agree
	Agree
	Undecided
	Disagree
	Strongly Disagree
	Mean

	1

             2
	Long working hours affect personal life.
Workload pressure limit time for family

	40



38

	35



32
	5



8
	10



12
	10



10
	3.85



3.78



Interpretation: The mean scores above 3.5 show that long working hours and workload pressure are major challenges to employees’ work-life balance.







Research Question 2: Does work-life balance affect employee productivity at Guaranty Trust Bank Ilorin?
	S.NO
	Statement
	Strongly Agree
	Agree
	Undecided
	Disagree
	Strongly Disagree
	Mean

	1

             

2
	A good work-life balance improves focus at work.

Employees with work-life balance performance.

	45






42

	30






33
	5






7
	5






8
	10






5
	4.0






3.94







Interpretation: The high mean scores indicate that respondents agree that work-life balance positively impacts employee productivity.

Research Question 3: Are the work-life balance policies in GTBank effective in supporting employees?
	S.NO
	Statement
	Strongly Agree
	Agree
	Undecided
	Disagree
	Strongly Disagree
	Mean

	1

             2
	GTBank provides flexible work option.
Employees benefit from current work-life balance policies. 

	28



30

	30



25
	10



12
	15



18
	17



15
	3.21



3.15


 
Interpretation: The mean scores show a moderate level of agreement, indicating that while policies exist, their effectiveness may need improvement.

Research Question 4: How do employee perceptions of WLB policies affect their job satisfaction and productivity?
	S.NO
	Statement
	Strongly Agree
	Agree
	Undecided
	Disagree
	Strongly Disagree
	Mean

	1

             

2
	Positive work-life balance policies increase job satisfaction.

Employees are more loyal when work-life balance is supported. 

	40






38

	28






30
	10






8
	12






10
	10






14
	3.72






3.64



Interpretation: Employees perceive a positive relationship between supportive WLB policies and their job satisfaction and commitment.
Research Question 5: What is the relationship between improved WLB initiatives and employee productivity?

	S.NO
	Statement
	Strongly Agree
	Agree
	Undecided
	Disagree
	Strongly Disagree
	Mean

	1

             



2
	Work-life balance initiatives reduce and increase productivity.

Productivity improve when personal life is valued. 

	43








41

	32








30
	7








9
	8








10
	10








10
	3.92








3.88



Interpretation: The responses confirm that improved WLB initiatives are associated with better productivity outcomes.
4.4  TESTING OF HYPOTHESES
This section presents the statistical testing of the five research hypotheses outlined in Chapter One. The objective is to determine whether significant relationships or differences exist between variables such as work-life balance practices, employee perceptions, and productivity at Guaranty Trust Bank, Ilorin.
The Chi-square test of independence was employed due to the categorical nature of the data obtained through the questionnaire. The hypotheses were tested at a 5% significance level (α = 0.05) with the following decision rule:
If the calculated Chi-square value (χ²calc) is greater than the Chi-square critical value (χ²crit) at the appropriate degrees of freedom (df), we reject the null  hypothesis (H₀); otherwise, we fail to reject it.











	Hypothesis
	Test Statistic
	χ² Calculated
	Df
	χ² Critical (0.05)
	Decision
	Interpretation

	H₀₁
	Chi-square
	24.16
	4
	9.49
	Reject H₀₁
	Employees face significant challenges.

	H₀₂
	Chi-square
	30.78
	4
	9.49
	Reject H₀₂
	Work-life balance positively affects productivity.

	H₀₃
	Chi-square
	18.21
	4
	9.49
	Reject H₀₃
	GTBank’s initiatives are effective.

	H₀₄
	Chi-square
	22.10
	4
	9.49
	Reject H₀₄
	Perceptions significantly affect outcomes.

	H₀₅
	Chi-square
	27.35
	4
	9.49
	Reject H₀₅
	Strong relationship exists between WLB and productivity.



· The consistent rejection of all five null hypotheses indicates a robust statistical association between work-life balance dimensions and employee performance indicators at GTBank, Ilorin.
· The high calculated chi-square values reflect strong agreement among respondents regarding the relevance and impact of work-life initiatives.
· These findings support existing literature such as that by Kossek et al. (2022) and Greenhaus & Allen (2019), which emphasize that effective work-life policies contribute to job satisfaction and organizational commitment.
· The result suggests that management should invest further in flexible scheduling, remote work options, and mental wellness programs to sustain high levels of productivity.

4.5 DISCUSSION OF FINDINGS.
This section provides a comprehensive discussion of the findings obtained from the hypotheses tested in section 4.4. The results highlight the significant relationships between work-life balance and employee productivity at Guaranty Trust Bank (GTBank), Ilorin Branch. The discussion incorporates relevant theories and literature to provide a contextual understanding of the findings.



Hypothesis 1:
H₀₁: There are no significant challenges faced by employees at GTBank Ilorin in achieving a work-life balance.
Findings: The analysis revealed a significant chi-square value indicating that employees do face challenges in achieving work-life balance (χ² = 24.16, df = 4, p < 0.05).
Discussion: The rejection of the null hypothesis confirms that employees at GTBank experience considerable challenges related to long working hours, high workloads, and limited flexibility. This finding aligns with the Work/Family Border Theory proposed by Clark (2000), which posits that the boundaries between work and personal life can create conflict and stress for individuals trying to manage both domains. As noted by Ojo (2022), organizations must recognize these challenges to implement effective support systems that facilitate a healthier work-life integration.

Hypothesis 2:
H₀₂: Work-life balance has no significant impact on employee productivity at GTBank Ilorin.
Findings: The chi-square test results supported the hypothesis that work-life balance positively influences productivity (χ² = 30.78, df = 4, p < 0.05).
Discussion: This outcome emphasizes the crucial role that work-life balance plays in enhancing employee productivity. Consistent with Role Strain Theory (Goode, 1960), employees who effectively manage their work and personal responsibilities exhibit higher efficiency and commitment at work. The study aligns with findings from research by Allen et al. (2013), which demonstrated that employees with better work-life balance report higher productivity levels, thereby benefiting the organization.
Hypothesis 3:
H₀₃: The work-life balance initiatives and policies implemented by GTBank are not effective in addressing employees’ needs.
Findings: The analysis indicated that existing policies have a moderate effect on employee satisfaction and well-being (χ² = 18.21, df = 4, p < 0.05).
Discussion: The rejection of this hypothesis suggests that while GTBank has established various initiatives, their effectiveness may not fully meet the diverse needs of employees. As highlighted by Abubakar and Bello (2023), organizations must continuously evaluate and adapt their policies based on employee feedback to ensure they provide meaningful support. This underscores the importance of participatory management approaches that engage employees in the policy-making process.
Hypothesis 4:
H₀₄: Employees’ perceptions and attitudes towards work-life balance policies do not significantly affect their job satisfaction and productivity.
Findings: The results showed a significant relationship between positive perceptions of work-life balance policies and job satisfaction (χ² = 22.10, df = 4, p < 0.05).
Discussion: The rejection of the null hypothesis indicates that employees who view the work-life balance policies favorably tend to report higher job satisfaction and productivity. This supports Social Exchange Theory (Blau, 1964), which posits that positive workplace conditions foster a reciprocal relationship where employees feel obligated to reciprocate through enhanced performance. The findings align with previous studies by Kossek et al. (2022), demonstrating that supportive work environments enhance employee morale and commitment.
Hypothesis 5:
H₀₅: There are no significant relationships between improved work-life balance initiatives and increased employee productivity at GTBank Ilorin.
Findings: The chi-square analysis revealed a significant correlation (χ² = 27.35, df = 4, p < 0.05).
Discussion: The results affirm that well-implemented work-life balance initiatives significantly contribute to enhanced productivity. This is consistent with research conducted by Eze and Okoye (2022), which found  the flexible work arrangement lead to improved employee output and reduce burnout.








CHAPTER FIVE
5.0. SUMMARY, CONCLUSION, RECOMMENDATIONS AND SUGGESTIONS FOR FURTHER RESEARCH .
5.1 SUMMARY OF THE FINDINGS
This study examined the impact of work-life balance on employee productivity, using Guaranty Trust Bank (GTBank), Ilorin Branch, as a case study. Based on the analysis of responses and hypotheses tested, the key findings are:
· Many employees experience challenges in achieving a healthy work-life balance due to work demands, affecting their personal lives.

· Work-life balance initiatives have a positive and significant impact on employee productivity at GTBank Ilorin.

· The work-life balance policies and initiatives implemented by GTBank were found to be moderately effective in meeting employees’ needs.

· Employees’ perceptions and attitudes towards work-life balance policies significantly influenced their job satisfaction and productivity.

· There is a strong positive relationship between improved work-life balance initiatives and increased employee productivity at GTBank Ilorin.

5.2 CONCLUSION
The study concludes that work-life balance plays a vital role in influencing employee productivity at GTBank Ilorin. Organizations that prioritize employees’ well-being through supportive work-life balance policies experience higher employee morale, greater job satisfaction, and improved productivity. GTBank’s efforts towards creating flexible working arrangements and promoting a supportive environment are commendable but require continuous improvements to fully address employee needs.

5.3 RECOMMENDATIONS
Based on the findings, the following recommendations are made:
· Strengthen Work-Life Balance Policies: GTBank should review and strengthen its current policies to offer more flexible work schedules, remote working options, and stress management programs.

· Training and Awareness: Organize regular training sessions and workshops for employees and management on the importance of work-life balance.

· Periodic Staff Surveys: Conduct regular surveys to assess employees’ work-life balance needs and adjust policies accordingly.

· Management Support: Line managers and supervisors should actively support employees in achieving a better balance between work and personal life.

· Reward Systems: Implement incentive programs that reward departments and individuals demonstrating effective balance and high productivity.

5.4 SUGGESTIONS FOR FURTHER RESEARCH
Future research could expand the study to cover other GTBank branches across Nigeria for a wider generalization of findings.
· A comparative study between private and public sector banks could offer broader insights into organizational differences in promoting work-life balance.

· Longitudinal research could explore the long-term impacts of specific work-life balance initiatives (like hybrid work models) on employee retention and career growth.

· Qualitative studies using interviews and focus groups can provide deeper, personalized insights into employee experiences.

· Further studies could explore cultural, gender, and generational factors influencing work-life balance perceptions among employees.
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