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ABSTRACT 

The study investigated the influence of work-life interface and employee contentedness on 

job fruition among Oyo state civil servants. Civil service, which is a stronghold of the 

governmental activities are essential for the country and its economy. Therefore, the issue is 

significantly important for civil service and the government as a whole. For these reasons, 

one of the fundamental groups is selected for this study on measuring job fruition (civil 

servants) 

The study adopted survey research design through cross-sectional method. Data was 

gathered using standardized scales of measurement regarding the variables of the study. 

Frequency distribution showed that more of the respondents 163 (56.2%) were females, 

while the other 127 (43.8%) were males. Generated hypotheses were tested using t-test for 

independent samples and multiple regression analysis.  

Findings revealed that work-life interface had significant influence on job fruition among Oyo 

state civil servants [t (288) = 3.34; P < .05]. Further, civil servants with high level of work-life 

interface balance reported higher on job fruition (Mean = 121.86; SD = 14.13) compared to 

those with low level of work-life interface balance. Also, employee contentment had 

significant influence on job fruition among Oyo state civil servants [t (288) = 3.22; P < .05]. In 

addition, when combined, work-life interface and employee contentment accounted about 

14% variance in job fruition among Oyo state civil servants. Also, Work-life interface (β = .35; 
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t = 6.29; P < .01) and employee contentment  (β = .13; t = 2.36; P < .05) had significant 

independent influence on job fruition. 

Based on the findings, it was concluded that work-life interface and employee contentment 

were significant determinants of job fruition. It was therefore recommended that the civil 

service commission should work out plans that places premium value to the personal lives of 

employees. This could be done by ensuring that employees have flexible work schedule. Also, 

intermittent review of workload can be carried out by the civil service commission. This will 

help maintain high level of job fruition for civil servants. 

INTRODUCTION 

Job fruition refers to the extent to which an employee is satisfied with their job. In other 

words, it refers to the extent to which an employee finds their work to be pleasurable. 

While there exists paucity of research works on job fruition, another term used in place of 

job fruition in this study is job satisfaction.  

Job satisfaction is defined as “a pleasurable or positive emotional state resulting from the 

appraisal of one’s job or job experiences”i. Job satisfaction is also as a set of favorable or 

unfavorable feelings and emotions which employees view with their workii. 

Work is one of the most important aspects in people’s lives in today’s highly competitive 

corporate environment. Since people spend about most of their waking hours at work, 

employee job satisfaction gains more importance in their working lives. Therefore, job 

satisfaction plays a vital role for efficient working environment. In accordance with that, 

influencing factors of job satisfaction are essential for improving the well-being of a large 

part of our societyiii. Therefore, job satisfaction, as an important academic concept, has 

been popular in wide range of fields such as social psychology. 

Job satisfaction is a significant issue in running of institutions and one of the main indicators 

of how healthy an organization isiv. Thus, organizations attach great importance to the job 

satisfaction issue. Satisfaction levels of employees are important for organizations, since 

satisfied workers contribute to effectiveness and long-term success of the organizations. 

The effectiveness and productivity of an organization depends on its staff and "a happy 
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worker is an effective one”. It is not possible for development of an organization without 

considering exploiting of the staff’s capabilities and improving their working conditions. 

Organizations consisting of highly satisfied worker are most probably more successful than 

other organizationsv. For this kind of organizations, it is not difficult to get workers having 

desired qualifications. 

There are various factors that can contribute to job fruition/satisfaction among civil 

servants. However, this study focused on the role of Work-life interface and employee 

contentedness in job fruition/satisfaction among civil servants in Oyo state.  

The equilibrium achieved between work and family responsibility is referred to as Work-life 

interface. Work-life interface can also be defined as the balance maintained between 

personal life and work life that leads to a level of satisfaction for an individualvi. When an 

individual successfully fulfils the obligations from work as well as that of personal life, it 

causes a kind of satisfaction and gives a sense of fulfilment and not lagging behind.  

Work-life interface is referred to as been able to balance the resources expended on work 

and family life separately without interferencevii. For instance, been able to perform all 

activities related to work at work, and been able to face personal life after official working 

hour. It was also reported that having a balance between work and personal life often times 

is subjective to the employee and can be managed if interested in managing itviii. For 

instance, some employees might prefer to work more when it attracts higher pay. However, 

it was also reported that some employees prefers to have a balanced work-life than to have 

higher pay. 

Work-life interface can also be conceptualized as perceived success in achieving low level of 

conflict that might arise between work and personal life as a result of one domain taking 

much time than the otherix.  

The importance of Work-life interface cannot be over emphasized. Work-life interface does 

not only have an impact on the individual, but also profits the organization and the society 

at largex. It is believed that an employee is a member of a family which also forms an 

integral part of a society. When en employee is unable to balance work-life, it tells on the 
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family and the society. In fact, there is tendency that unable to balance work-life might 

backfire against the organizationxi.  

Another variable that could contribute to job fruition/satisfaction is employee 

contentedness. Job contentment can be considered as a key issue in a healthy working 

environment which can indirectly, enhance dedication, loyalty, devotion and increase 

motivation and productivity. Undivided commitment by an individual could be due to the 

reason that, employee is satisfied with his work place which result in high job contentment 

level. Accordingly,  an organization as well as the satisfactory service could be the main 

explanation why people are interested to work therexii. In addition, it was stated that job 

contentment is very important because it is associated with the performance and also 

employees’ motivation. If job contentment gets better, the productivity of this organization 

is always higherxiii. Thus, job contentment is about a person loving his or her job and finding 

accomplishment and fulfilment in it. It is also the mixture of a person’s feelings and 

emotions on how work affects his or her lives. 

Having introduced the variables of the study, it is in the purview of this study to investigate 

the role of Work-life interface and employee contentment in job fruition among civil 

servants in Oyo state. 

STATEMENT OF THE PROBLEM 

Employee job fruition or satisfaction is considered as a critical success factor for 

organizations. Numbers of researches on this topic have been conducted all around the 

world. In recent decades, this issue has aroused interest in Nigeria as well. Unfortunately, it 

is observed that there is not enough research made in Nigerian major governmental 

institutions about job fruition, rather, many have focused on job satisfaction, which also 

share the same meaning with job fruition.  

For instance, the results of the meta-analysis based on 163 independent samples displayed 

that employees’ Work-life interface and work-family conflict are important in understanding 

job satisfaction with correlations of 26, and .17 respectivelyxiv. Also, the theory and research 

on the links between Work-life interface and job satisfaction lead to expect that, among 
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those organizational variables, Work-life interface will positively predict job satisfaction 

while certain frameworks of job demand will negatively predict job satisfaction.  

To date, many empirical studies have been conducted to investigate the determinants of job 

satisfaction which attracts no argument. However, investigating the determinants of job 

satisfaction important as it increases understanding of the factors associated with employee 

productivity especially among employees in the private sector. This study identified gap in 

determinants of job fruition or satisfaction in the civil service. 

Civil service, which is a stronghold of the governmental activities are essential for the 

country and its economy. Therefore, the issue is significantly important for civil service and 

the government as a whole. For these reasons, one of the fundamental groups is selected 

for this study on measuring job fruition (civil servants). 

The aim of this study is to determine the most important factors that affect the job fruition 

of employees in the civil service and to investigate to what extent the civil servants 

experiences satisfaction about these prominent factors. In this study, the factors focused on 

are Work-life interface and employee contentment. 

Job fruition is a crucial issue for the development and better functioning of key 

governmental sectors and the country as a whole, and also for the future expectations of 

the well-educated and qualified work force of the country. The public institution where this 

study is performed is a state government secretariat.   
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i. Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

METHODOLOGY 

This chapter focuses on the systematic approach to follow while solving the research 

problem in the study. Also, highlights of the instruments and techniques used to seek 

solutions to the research problem. The purpose of this research is to examine the effect of 

training and development of employees in some selected private organizations in Ibadan. 

RESEARCH DESIGN 

The research adopted survey research design. The design involved the collection of data 

through questionnaire. This method is flexible and affordable and it also give the 

respondents high level of courage owing to the fact that they could respond objectively to 

the questionnaire without any undue influence either on the part of the management of 

their organization or of the researchers. Specifically, cross-sectional method of the survey 
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research design was adopted. This is because data was gathered at once from the 

respondents. The study investigated the influence of Work-life interface and employee 

contentment on job fruition among Oyo state civil servants. The independent variables were 

Work-life interface and employee contentment, while the dependent variable was job 

fruition.  

POPULATION OF THE STUDY 

Population means the totality of individuals from which some sample is drawn. The study 

was carried out among Oyo state civil servants. The Oyo state civil service comprises of 

several Ministries, Departments and Agencies. The workers of Oyo State Civil Service is 

made up of people from different local government areas across Oyo state. The Oyo State 

Civil Service was formerly made up of twenty three (23) ministries, this ministries were 

merged to thirteen (13) during the second tenure of the Oyo state Governor Senator Abiola 

Ajimobi. The thirteen functional ministries are; Ministry of Information, Tourism and 

Culture, Ministry of Youths and Sports, Ministry of Works and Transports, Ministry of 

Justice, Ministry of Agriculture and Natural Resources, Ministry of Environment and Water 

Resources, Ministry of Lands and Housing, Ministry of Education and Technology, Ministry 

of Finance, Planning and Budgeting, Ministry of Health, Ministry of Women Affairs, Ministry 

of Commerce and Cooperative, Ministry of Establishment and Training. 

Sample of the Study 

The study participants cut across all staff of the Oyo state Civil Service Secretariat. All cadres 

of staff (the junior, senior and director cadre) were included in the survey to ensure 

accuracy. Three hundred (300) participants were sampled in the study, however, only two 

hundred and ninety (290) were retrieved and utilized for data analysis. The participants 

used were drawn from the following ministries; Office of the Governor, Office of the head of 

service, Ministry of works and transport, Ministry of finance ,budget and planning, Ministry 

of health, Oyo state  hospital management board. 

 

 



 International Journal of Advanced Research in                             ISSN: 2278-6236 

       Management and Social Sciences                                                   Impact Factor: 7.624  
 

                                                                                                          
  

Vol. 11 | No. 9 |Sep 2022 www.garph.co.uk IJARMSS | 53 
 

Sampling Technique 

The purposive (also known as judgmental or subjective) sampling technique was adopted in 

the sampling process of the population of the research. Purposive sampling is a non-

probability sampling in which the decision concerning the individuals to be included in the 

sample was taken by the researcher based on the fact that these individuals have been 

around long enough to have the knowledge of the research issue and also the willingness to 

participate in the research. Purposive research technique was also chosen because the 

sample size is quite small when compared with probability sampling.  

i. Purposive sampling selection method was used.  

ii. A formal  letter permission will be obtained from the the Head of Department, 

Department of Psychology, Lead City University.  

iii. Civil servants were informed about the research and will be asked to willingly fill the 

questionnaire when available.  

Description of the Research Instrument  

Data collection involves gathering of relevant and important data used for conducting a 

particular research work. It is the basis for acquiring data. Data can be collected in two ways 

which are; primary data and secondary data. Primary source of data was used for gathering 

data in this research work. The questionnaire research instrument was used in this research 

work to gather information because it helps to access a large number of respondents at a 

minimal cost. The questionnaire comprised of four different sections; Section A - D 

Section A: Demographic Information 

This section comprised of the following demographic information of respondents; Gender, 

Age, Educational Qualification, Years of experience, and Job level. 

SECTION B: Job Fruition 

Job Fruition was measured using the Job satisfaction scale. This 34-item job satisfaction 

scale was developed by Nanjundeswaraswamyxv. The scale was developed to measure the 

extent to which employees are satisfied with job characteristics and features, including the 

working conditions, environment and co-workers. The scale has the following sub-scales; 
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compensation, promotion, leadership style, benefits, welfare facilities, recognition/rewards, 

relation & cooperation, communication, working condition, training & development, career 

development opportunities, Work-life interface, work stress, organizational culture, team 

work, job clarity, participative management and job security. Response to the items ranged 

as follows; SD- Strongly disagree; D – Disagree; U – Undecided; A – Agree; SA – Strongly 

agree. The internal consistency coefficients for the scale ranged between 0.773 and 0.986. 

SECTION C: Work-life interface 

The Work-life interface scale was designed and developed by Dolly Dolaixvi to measure the 

extent to which an individual is able to balance demands from work with home. The scale 

was developed to measure Work-life interface among employees of Insurance industry in 

India. The scale has the following response format; SD – Strongly Disagree (1), D – Disagree 

(2), U – Undecided (3), A – Agree (4), SA - Strongly Agree (5). The scale developers reported 

a split-half reliability of 0.69 and an internal consistency of 0.77. In this study, the Cronbach 

alpha was 0.63. 

SECTION D: Employee Contentment 

This section comprised of questions targeted at employee contentment in relation to 

various facets of their condition on the job. The scale is a 10-item developed by Macdonald 

and MacIntyrexvii. The scale showed good reliability of alpha coefficient of .88 and when 

compared to the original sample (.87). Response options range from strongly disagree to 

strongly agree.  In this study, the scale was found to have an internal consistency of 0.78. 

Validation of the Research Instrument  

The research instrument was edited and validated by the research supervisor. Items were 

selected bearing in mind the research questions. The project supervisor, alongside other 

lecturers of the Department of Psychology assisted in making corrections on the 

questionnaire in order to ensure that it has face and content validity. 

Reliability of the Research Instrument  

Reliability is the degree to which a measurement is consistent with similar results over time. 

Measurements can be reliable and yet not useful but if measurements are useful or valid, it 
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is certainly reliable. Also measurements that lack reliability lack validity. Reliable 

measurements show stability when tests are repeated with similar outcomes3. Reliability of 

the research instrument involves the consistency of the result obtained with the instrument 

and if the instrument gives similar, close or the same result then it is correct under the same 

assumptions. For Cronbach’s alpha test; this is relating each measurement item with 

another measurement item so as to obtain the average inter-relationship for all the paired 

associations. Cronbach’s alpha method of reliability is for measuring the reliability of this 

research work. The literature reveals that acceptable reliability should fall between 0.70 and 

above, however 0.60 at 0.05 level of significance may be acceptable. A high value of 

Cronbach’s alpha test means that the stability, reliability and certainty of the instrument 

used in measurement is very assured. 

Method of Data Collection  

The research sought the consent of participants in the various ministries before the 

questionnaires were administered. The process of questionnaire distribution and retrieval 

took a period of seven working days. Before accessing some of the ministries, I had to speak 

with the secretary at the general office and a brief introduction was done explaining the 

purpose of the research. Simple random sampling technique was adopted to select eight (8) 

out of the thirteen (13) ministries that was included in this study. In most of the ministries, I 

was asked to drop some of the questionnaires and I was told to come back to retrieve them 

the following day. Some of the staff were very hostile, this is because they have not been 

paid their salaries in a long while and some other staff were helpful by encouraging their 

colleagues working with them to fill the questionnaires and return immediately. 

However, distribution of questionnaires and data collection was more cumbersome in 

ministries like ministry of finance, planning and budgeting, and ministry of information, 

tourism, and culture.This is because of the nature of duties that the ministries carry out. The 

staffs were reluctant to participate in the research, the researcher had to explain to the 

participants the purpose of the study and participants were reassured of their 

confidentiality. A lot of participants did not decline filling the questionnaires but retrieving 

the questionnaires was challenging. Some of the staff did not remember to fill the 
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questionnaire until I went back to retrieve as agreed while some had misplaced the 

questionnaires amidst the large number of papers they had to deal with. Some others 

returned the questionnaire without filling, while some of the participants could not be 

located at the point of retrieving the questionnaires. Clarifications were given on items that 

were difficult to comprehend. All the participants were thanked and were assured of their 

confidentiality of their responses. 

Method of Data Analysis 

A structured questionnaire was developed by the researcher and used to elicit information 

from a sample size of 290 respondents who were selected using the purposive sampling 

technique. Both descriptive and inferential statistics were utilized for data analysis. 

Demographic variables were analyzed using simple frequencies and percentages. 

Hypotheses were tested using appropriate inferential statistics. Hypotheses one, two and 

four were tested using t-test for independent samples, while hypotheses three and five 

were tested using multiple regression analysis. 

 

Results 

This section presents results of gathered data on the influence of Work-life interface and 

employee contentment on job fruition among Oyo state civil servants. Although a total of 

300 questionnaires were distributed, only 290 were retrieved and utilized for data analysis. 

Results is presented in sections, starting with analysis of demographic information and 

followed by analysis of generated hypotheses. 

1. Demographic Distribution 

Table 4.1: Demographic Information of Respondents 

SN Variable Response Frequency Percentage(%) 

1 Age Less than 25 years 

25-34 years 

35-44 years 

45-54 years 

14 

126 

73 

59 

4.8 

43.4 

25.2 

20.3 
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55 years and above 18 6.2 

2 Sex Male 

Female 

127 

163 

43.8 

56.2 

3 Educatio. qualification Primary education 

SSCE 

ND/NCE 

HND/University degree 

Masters 

PhD 

2 

6 

28 

136 

66 

52 

0.7 

2.1 

9.7 

46.9 

22.8 

17.9 

4 Years of experience Less than 5 years 

5-9 years 

10-14 years 

15-19 years 

3 

10 

10 

267 

1 

3.4 

3.4 

92.1 

5 Job level Less than level 5 

Level 5-9  

Level 10 and above 

10 

105 

175 

3.4 

36.2 

60.3 

  Total 290 100 

Table 4.1 presents results on demographic distribution of respondents. Age distribution 

reveals that more of the respondents 126 (43.4%) were between 25 and 34 years old, 73 

(25.2%) were between 35 and 44 years old, 59 (20.3%) were between 45 and 54 years old, 

18 (6.2%) were 55 years and above, while the other 14 (4.8%) were less than 25 years old.  

Also, sex distribution revealed that more of the respondents 163 (56.2%) were females, 

while the other 127 (43.8%) were males. Further, educational qualification revealed that 

more of the respondents 136 (46.9%) were HND/University degree holders, 66 (22.8%) were 

Masters degree holders, 52 (17.9%) were PhD certificate holders, 28 (9.7%) were ND/NCE 

certificate holders, 6 (2.1%) were SSCE certificate holders, while the other 2 (0.7%) were 

primary school leaving certificate holders. Frequency distribution according to years of 

experience reveals that more of the respondents 267 (92.1%) has between 15 and 19 years 

of experience, 10 (3.4%) has between 10 and 14 years of experience, another 10 (3.4%) has 
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between 5 and 9 years of experience, while the other 3 (1%) had less than 5 years of 

experience.  

Finally, more of the respondents 175 (60.3%) indicated to be between level 10 and above, 

105 (36.2%) were between level 5 and 9, while the other 10 (3.4%) were less than level 5.  

2. Hypotheses Testing 

Hypothesis One 

Employees with high level of Work-life interface will significantly report higher on job 

fruition than those with low level of Work-life interface. This was tested using t-test for 

independent sample and the result is presented on Table 4.2; 

Table 2: T-test for independent sample showing results on the influence of Work-life 

interface on job fruition 

Dependent Work-life interface N Mean SD t df P 

 High 148 121.86 14.13    

Job fruition     3.34 288 <.05 

 Low 142 115.62 17.55    

Table 4.2 presents results on the influence of work-life interface on job fruition among civil 

servants in Oyo state. It is shown that work-life interface had significant influence on job 

fruition among Oyo state civil servants [t (288) = 3.34; P < .05]. Further, civil servants with 

high level of work-life interface balance reported higher on job fruition (Mean = 121.86; SD 

= 14.13) compared to those with low level of work-life interface balance (Mean = 115.62; SD 

= 17.55). This confirms the stated hypothesis, hence was retained in this study. 

Hypothesis Two 

Employees with high level of employee contentment will significantly report higher on job 

fruition than those with low level of Work-life interface. This was tested using t-test for 

independent sample and the result is presented on Table 4.3; 
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3.: T-test for independent sample showing results on the influence of employee 

contentment on job fruition 

Dependent Employee contentment N Mean SD t df P 

 High 177 121.21 15.69    

Job fruition     3.22 288 <.05 

 Low 113 115.04 16.27    

Table 4.3 presents results on the influence of employee contentment on job fruition among 

civil servants in Oyo state. It is shown that employee contentment had significant influence 

on job fruition among Oyo state civil servants [t (288) = 3.22; P < .05]. Further, civil servants 

with high level of employee contentment reported higher on job fruition (Mean = 121.21; 

SD = 15.69) compared to those with low level of employee contentment (Mean = 115.04; SD 

= 16.27). This confirms the stated hypothesis, hence was retained in this study. 

Hypothesis Three 

Work-life interface and employee contentment will have significant joint and independent 

influence on job fruition among Oyo state civil servants. This was tested using multiple 

regression analysis and the result is presented on Table 4.4; 

Table 4.: Multiple regression analysis summary table showing results on the joint and 

independent influence of Work-life interface and employee contentment on job fruition 

Dependent Predictors β T P R R2 F P 

 Work-life interface .35 6.29 <.01     

Job fruition     .37 .14 23.26 <.01 

 Employee contentment .13 2.36 <.05     

Table 4.4 presents results on the joint and independent influence of Work-life interface and 

employee contentment on job fruition among Oyo state civil servants. It is shown that 

Work-life interface and employee contentment were significant joint predictors of job 

fruition among Oyo state civil servants [R = .37; R2 = 14; F (2, 287) = 23.26; P < .01]. 
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Collectively, work-life interface and employee contentment accounted about 14% variance 

in job fruition among Oyo state civil servants. Also, Work-life interface (β = .35; t = 6.29; P < 

.01) and employee contentment  (β = .13; t = 2.36; P < .05) had significant independent 

influence on job fruition.  This confirmed the stated hypothesis, hence, was retained in this 

study.  

Hypothesis Four 

Male civil servants will significantly report higher on job fruition than their female 

counterparts. This was tested using t-test for independent sample and the result is 

presented on Table 4.5; 

Table 5: T-test for independent sample showing results on gender difference in job 

fruition 

Dependent Gender N Mean SD t df P 

 Male 127 119.95 13.76    

Job fruition     1.06 288 > .05 

 Female 163 117.92 17.82    

Table 5. presents results on gender difference in job fruition among civil servants in Oyo 

state. It is shown that there exists no significant gender difference in job fruition among Oyo 

state civil servants [t (288) = 1.06; P > .05]. This negates the stated hypothesis, hence, was 

rejected in this study. 

Hypothesis Five 

Demographic factors (Age, educational qualification and work experience) will have joint 

and independent influence on job fruition among Oyo state civil servants. This was tested 

using multiple regression analysis and the result is presented on Table 4.6; 
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Table 6: Multiple regression analysis summary table showing results on the joint and 

independent influence of Work-life interface and employee contentment on job fruition 

Dependent Predictors β T P R R2 F P 

 Age .12 1.84 >.05     

Job fruition Highest edu. qual -.06 -.92 >.05 .13 .02 1.67 >.05 

 Years of experience .07 1.23 >.05     

Table 6. presents results on the joint and independent influence of demographic factors 

(age, highest educational qualification and years of experience) on job fruition among Oyo 

state civil servants. It is shown that demographic factors (age, highest educational 

qualification and years of experience) had neither joint nor independent influence on job 

fruition among Oyo state civil servants [R = .13; R2 = .02; F (3, 286) = 1.67; P > .01]. This 

negates the stated hypothesis, hence, was rejected in this study.  

 Discussion of Findings 

The study investigated work-life interface and employee contentedness on job fruition 

among Oyo state civil servants. Hypothesis one which stated that employees with high level 

of Work-life interface will significantly report higher on job fruition than those with low level 

of Work-life interface. This was tested using t-test for independent sample and it was 

discovered that Work-life interface had significant influence on job fruition among Oyo state 

civil servants. Further, civil servants with high level of Work-life interface reported higher on 

job fruition compared to those with low level of Work-life interface. This confirms the stated 

hypothesis, hence was retained in this study. 

Omar and Zakariaxviii conducted a quantitative, questionnaire based research study 

investigating the relationship between Work-life interface and job satisfaction. The 

researchers gathered a large sample of 681 employees working for a private healthcare 

company in Malaysia. The majority of the participants who completed the questionnaire 

were female (83.9%). A correlation and multiple regression analysis were carried out on the 

data gathered and results suggested that Work-life interface is positively, significantly 

associated with job satisfaction and it also has an impact on an employees levels of job 
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satisfaction. Therefore, from these findings it can be said that among Malaysian healthcare 

workers, Work-life interface does positively affect job satisfaction. 

Padma and Reddyxix gathered a sample of school teachers to investigate the impact Work-

life interface has on their levels of job satisfaction. As well as looking at the impact of job 

satisfaction the authors also accounted for the demographic variables age, experience and 

qualifications. A questionnaire based research design was used and findings from multiple 

statistical analysis tests indicated that teachers who reported having achieved the right 

Work-life interface were more satisfied in their job. Similar to the previous study the sample 

is made up of school teachers only so it gives the opportunity for future researchers to 

replicate the study among other job sectors or multiple job sectors. 

Hypothesis two stated that employees with high level of employee contentment will 

significantly report higher on job fruition than those with low level of Work-life interface. 

This was tested using t-test for independent sample and it was found that employee 

contentment had significant influence on job fruition among Oyo state civil servants. 

Further, civil servants with high level of employee contentment reported higher on job 

fruition compared to those with low level of employee contentment. This confirms the 

stated hypothesis, hence was retained in this study. 

Hypothesis three stated that Work-life interface and employee contentment will have 

significant joint and independent influence on job fruition among Oyo state civil servants. 

This was tested using multiple regression analysis and it was found that Work-life interface 

and employee contentment were significant joint predictors of job fruition among Oyo state 

civil servants. Collectively,  Work-life interface and employee contentment accounted about 

14% variance in job fruition among Oyo state civil servants. Also, Work-life interface and 

employee contentment had significant independent influence on job fruition.  This 

confirmed the stated hypothesis, hence, was retained in this study.  

Devi and Naginixx pointed out that an organisations most valuable resources and sources of 

competitive advantage are the employees, and for employees to be effective they need to 

be satisfied in their job. The researchers gathered a sample of 103 employees working in the 

private banking sector and had them each complete a questionnaire. The aim of the study 
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was to investigate if Work-life interface and burnout can predict employee job satisfaction. 

Findings indicated that there was a positive relationship between Work-life interface and 

job satisfaction, and a negative relationship between burnout and job satisfaction. A 

regression analysis established that job satisfaction can be predicted from Work-life 

interface and burnout. These findings show that employees who are achieving a successful 

Work-life interface are more satisfied in their job. In line with similar research studies in the 

area this study only focuses on one job sector, private banking therefore, would need to be 

replicated among other sectors to determine if results can be generalised. 

Hypothesis four stated that male civil servants will significantly report higher on job fruition 

than their female counterparts. This was tested using t-test for independent sample and it 

was discovered that there exists no significant gender difference in job fruition among Oyo 

state civil servants. This negates the stated hypothesis, hence, was rejected in this study. 

In the literature, there are many studies investigating relationships between gender and job 

satisfaction. There are different results about this issue. Some of them propose that women 

are more satisfied than men are; some of them suggest the vice-versa. Because of the fact 

that men and women have different social roles, their expectancies from job may also be 

differ. For example, women give more importance to working conditions and social 

relationship, whereas men are more satisfied with some factors such as pay and promotion 

opportunities. This may be resulted from the difference between expectancy levels of each 

gender, in which expectancy of women are relatively less than men are, so, women can be 

satisfied with more. 

Hypothesis five stated that demographic factors (Age, educational qualification and work 

experience) will have joint and independent influence on job fruition among Oyo state civil 

servants. This was tested using multiple regression analysis and it was discovered that 

demographic factors (age, highest educational qualification and years of experience) had 

neither joint nor independent influence on job fruition among Oyo state civil servants. This 

negates the stated hypothesis, hence, was rejected in this study 

In the literature, most researches indicate that as the level of education increases, job 

satisfaction may decrease. Highly educated workers may be dissatisfied with their work if it 
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requires performing the repetitive tasksxxi. Requirements of jobs should be fitted with 

educational level of employee, otherwise, if educational level of a worker is so high for 

requirements of the job, this causes dissatisfactionxxii. Another reason of dissatisfaction 

among highly educated people is to have higher levels expectation for their job. 

 

Conclusion 

 

This chapter presents the conclusive aspect of the study. The following were covered on this 

chapter; summary, conclusions, recommendations and suggestions for further studies. 

Conclusions 

Firstly, it could be concluded from this study that work-life interface had significant 

influence on job fruition among Oyo state civil servants. Further, civil servants with high 

level of work-life interface balance reported higher on job fruition compared to those with 

low level of work-life interface balance. 

It could also be concluded from this study that employee contentment had significant 

influence on job fruition among Oyo state civil servants. Further, civil servants with high 

level of employee contentment reported higher on job fruition compared to those with low 

level of employee contentment. 

Further, this study concludes that Work-life interface and employee contentment were 

significant joint predictors of job fruition among Oyo state civil servants. Collectively,  Work-

life interface and employee contentment accounted about 14% variance in job fruition 

among Oyo state civil servants. Also, Work-life interface and employee contentment had 

significant independent influence on job fruition. 

In addition, it could be concluded from this study that there exists no significant gender 

difference in job fruition among Oyo state civil servants. Finally, it is concluded from this 

study that age, educational qualification and years of experience had neither joint nor 

independent influence on job fruition among Oyo state civil servants.  
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Recommendations 

The following recommendations were made based on the findings of the study; 

Firstly, it was discovered that Work-life interface contributes significantly to job fruition 

among Oyo state civil servants. Further, respondents with high level of work-life interface 

balance reported higher on job fruition compared to those with low level of work-life 

interface balance. It was therefore recommended that the civil service commission should 

work out plans that places premium value to the personal lives of employees. This could be 

done by ensuring that employees have flexible work schedule. Also, intermittent review of 

workload can be carried out by the civil service commission. This will help maintain high 

level of job fruition for civil servants. 

It was also discovered that employee contentment contributes significantly to job fruition 

among civil servants. When employees are contented, there is higher report of job fruition. 

It was therefore recommended that civil service commission should endeavour and try as 

much as possible to provide employees with the needed resources and skills to perform 

their job efficiently. This will subsequently lead to higher levels of job fruition for civil 

servants.  

Further, it is recommended that more studies should be carried out on other studies that 

can contribute to increased job fruition among civil servants.  
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