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Abstract: In the aftermath of the national lockdown triggered by the COVID-19 pandemic,
working from home (WFH) emerged as a preferred option for many organizations. This
study employed a cross-sectional survey design using an online questionnaire to assess
the impact of workplace factors: job satisfaction (JS), organizational citizenship behaviors
(OCB), and employee motivation (EM) on the WFH experience of purposively selected
bank employees in Lagos, Nigeria. Standardized scales with strong psychometric properties
were used to measure the study variables, and data were analyzed using appropriate
statistical methods. The results showed that JS and EM had a significant positive influence
on bankers’ WFH experience, whereas OCB did not have a notable impact. Furthermore,
the combined influence of JS, OCB, and EM contributed meaningfully to employees’ overall
WFH experience. Recognizing the importance of these factors can help enhance employee
productivity in remote work settings. The study recommends implementing intervention
programs aimed at improving JS, EM, and OCB to optimize the WFH experience for bank
employees.
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I. INTRODUCTION AND LITERATURE REVIEW

The COVID-19 pandemic caused the government of Nigeria, as in many countries, to
impose lockdowns and enforce restrictions prohibiting public gatherings, with stricter
measures in Lagos metropolis and the Federal Capital Territory, Abuja. These restrictions
forced most organizations to introduce physical separation in their operations and many
employees to work from home to avoid or control the flow of infectious diseases (Ayandele
etal., 2021).
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This research uniquely investigates the banking sector in Lagos, Nigeria, focusing on
factors influencing employees’ adaptation to WFH during the COVID-19 pandemic. While
studies on remote work adaptation are abundant globally, they predominantly focus on
Western settings with well-established technological frameworks. By examining this
issue within the Nigerian context, this study addresses a significant gap in the literature,
shedding light on the African experience. The insights gained will enhance understanding
of remote work challenges and opportunities in developing economies, providing practical
recommendations to strengthen organizational resilience and promote employee well-being
in comparable environments.

The concept of working from home (WFH), first mentioned in 1973, is also known as
home-office, remote work, flexible workplace, telework, telecommuting, and e-working
(Messenger & Gschwind, 2016). These terms describe the ability of employees to work
in flexible workplaces, especially at home, using technology to execute work duties while
communicating with the office by phone, email, or Internet (Cambridge Dictionary, 2020;
Grant et al., 2019).

Ellder (2020) noted that advances in information, computer, and telecommunications
(ICT) technologies make WFH possible. Personal computers (desktop, laptop, and mobile
devices), appropriate software, hardware, servers, network equipment, telecommunications
infrastructure, and employee log-in credentials are essential for WFH (Messenger &
Gschwind, 2016). Nelson et al. (2017) found that some organizations provide employees
with laptops or mobile devices to access work-related documents and work from any
location and at any time.

For tasks that may be completed remotely, employees who work from home have more
freedom in scheduling appointments, wearing non-formal attire during working hours,
running errands, enjoying the flexibility of modifying or picking their workspace, and are
spared the expense and time of commuting (Allenetal.,2015). WFH does have its limitations,
such as a lack of a physical barrier between work and personal time, the possibility of
a dull workplace at home, a lack of movement, a lack of social connection, difficulties
with technology, a lack of supervision, and difficulties with the official method of gauging
production and workflow (Madell, 2019). These drawbacks may cause employees to feel
uncertain about their jobs and increase their chances of job misinterpretation, which can
affect their motivation, performance, and satisfaction and reduce the company’s revenues
and other key performance indicators.

Improvement in job satisfaction has been cited as one of the many advantages of WFH
(Virick et al., 2010). Job satisfaction is measured as a perceived correlation between
what one wants from work and what one perceives it to offer (Lund, 2003). It describes a
person’s emotional state when something pleasant and beneficial has occurred due to their
job appraisal or work experience. The connection between job satisfaction and WFH has
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been widely studied, with findings indicating that this work arrangement often enhances
employee satisfaction by providing greater control over their time and work environment
(Jamal et al., 2021). Additionally, WFH has been associated with reduced stress levels,
increased satisfaction, and improved work-life balance (Martin et al., 2022). However,
these findings are not entirely consistent. Some studies suggest that WFH can lead to
dissatisfaction due to challenges such as a sense of disconnection from the workplace,
diminished social interactions, and the perception of increased workloads (Caranto et al.,
2020; Davidescu et al., 2021).

The study is guided by the theory of work adjustment (Dawis & Lofquist, 1984). Work is
seen as interactions between a person, work environment, tasks to be performed, and the
required skills, as well as compensation for job performance and certain preferred conditions,
such as a safe and comfortable place to work. The degree to which the environment and
individual meet each other’s requirements is known as correspondence, and the process of
achieving and maintaining correspondence is called work adjustment. Work adjustment is
indicated by the satisfaction of the individual with the work environment. Work adjustment
is typically studied through the lens of the Minnesota Theory of Work Adjustment (TWA)
(Dawis, 2005; Dawis et al., 1964), which explains how person-environment correspondence
contributes to job satisfaction and retention within an organization. In this study, we use
TWA to test a model in which job satisfaction, employee motivation, and OCB relate to the
WFH experience of bank employees. No empirical research to date in Nigeria has tested
how they operate in conjunction to predict the WFH experience of bank employees.

Irawanto et al. (2021) among 472 remote workers in Indonesia revealed that WFH
significantly affected job satisfaction, both directly and indirectly. Karacsony (2021) equally
discovered a significant correlation between WFH and job satisfaction (i.e., compensation
satisfaction, supervisory support, and job autonomy). It was found that WFH tends to reduce
stress, thereby lowering staff turnover, increasing productivity, and enhancing satisfaction
with employees’ daily job activities (Gajendran & Harrison, 2007).

Garcia-Salirrosas et al. (2023) investigated job satisfaction in remote work, focusing on the
role of positive work-to-family spillover and work—life balance among 396 teleworkers in
Lima, Peru. Their study aimed to propose and validate a theoretical model explaining job
satisfaction in remote work by examining the influence of family-supportive supervisory
behaviors (FSSBs) and exploring the mediating roles of work-to-family positive spillover
(WFPS) and work-life balance (WLB). The findings revealed that FSSBs significantly
enhance job satisfaction in remote work, directly impact both WFPS and WLB, and that
both WFPS and WLB contribute positively to job satisfaction.

The banking industry in Nigeria is renowned for its non-flexibility of employment, intense
work pressure, high employee workloads, and long work hours, which tend to lower bank
employees’ job performance, satisfaction, and productivity and hinder their OCB (Mmakwe
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& Qjiabo, 2018). Unlike in Western countries where WFH is a relatively popular concept,
it was an uncommon practice in Nigeria until the national lockdown brought about by the
COVID-19 pandemic (Ajayi, 2020; Ugwu et al., 2022). Therefore, the country offers a
unique opportunity to examine the impacts of workplace factors predicting the experience
of WFH. Also, before the pandemic, the prevalence of traditional work conditions among
bankers in Nigeria meant little or no data to make deductions about WFH. This study aims
to examine the role of job satisfaction, organizational citizenship behaviors, and employee
motivation on theworking-from-home experience.

While previous studies have explored remote work adaptation in technologically advanced
economies, there is limited empirical research in developing economies like Nigeria, where
rigid workplace structures and high job demands in the banking sector may influence the
effectiveness of WFH. By addressing this gap, the study provides valuable insights into
how workplace factors impact employee adaptation, productivity, and well-being in remote
work settings within a developing economy. Thus, the following research questions are
raised to bring the study into focus.

®  How do job satisfaction, employee motivation, and organizational citizenship behavior
(OCB) relate to the WFH experience of bank employees?

= Does the WFH experience differ between bank employees with high job satisfaction
and those with low job satisfaction?

= Does the WFH experience differ between bank employees with high work motivation
and those with low work motivation?

®  Does the WFH experience differ between bank employees with high OCB and those
with low OCB?

® Do job satisfaction, employee motivation, and OCB have both main and interaction
effects on the WFH experience of bank employees?

Hypotheses of the study. The COVID-19 pandemic led to a rapid shift in work
arrangements, compelling many organizations, including banks, to implement work-
from-home (WFH) policies. While this transition provided employees with flexibility and
autonomy, it also introduced new challenges, particularly in industries with traditionally
rigid work structures like banking. Given the unique demands of the banking sector in
Nigeria, understanding the factors that contribute to a positive WFH experience is essential
for enhancing employee productivity and well-being. Drawing on this evidence, we propose
the following hypotheses:

HI: Job satisfaction, employee motivation, and OCB relate positively to the WFH
experience.

H?2: Participants who score high on job satisfaction will report significantly better WFH
experience than participants who score low on job satisfaction
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H3: Participants who score high on employee motivation will report significantly better
WFH experience than participants who score low on employee motivation.

H4: Participants who score high on OCB will report significantly better WFH experience
than participants who score low on OCB.

H5: Job satisfaction, employee motivation, and OCB will significantly influence WFH
among bank employees.

Research framework. Figure I graphically represents the conceptual framework underlying
this study, illustrating the hypothesized relationships between key variables influencing the
Work-from-Home (WFH) experience. The model is structured to depict the directional
influence of three independent variables—job satisfaction, organizational citizenship
behaviors (OCB), and employee motivation—on the dependent variable, WFH experience.
In alignment with the research questions, this framework explores how these independent
factors collectively and individually shape employees’ perceptions and effectiveness in a
remote work setting. Job satisfaction encompasses elements such as work-life balance, role
clarity, and overall fulfillment, which are expected to contribute to a more positive WFH
experience. Organizational citizenship behaviors, which reflect employees’ voluntary and
discretionary efforts beyond formal job requirements, may facilitate a more collaborative
and productive remote work environment. Similarly, employee motivation, whether
intrinsic or extrinsic—is anticipated to play a crucial role in determining engagement,
commitment, and overall satisfaction in a WFH context.

Figure 1
Research framework of the study

Warkplace Factors

Job Satisfaction

Organizational

Citizenship Behaviours WFH experience

Employee Motivation | _—]
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II. RESEARCH METHODOLOGY

Design. This study employed an ex-post-facto design using an online survey method to
assess participants’ experiences with WFH, job satisfaction, employee motivation, and
organizational citizenship behavior (OCB) after the Nigerian government lifted COVID-19
lockdown measures. The chosen design is appropriate, as the independent and dependent
variables under investigation have already occurred, allowing researchers to analyze
variations in employees’ WFH experiences without manipulation.

Participants. A total of 333 bank employees from selected commercial banks in Lagos,
Nigeria, participated in this study. Among them, 195 (58.8%) were female, while 138
(41.4%) were male. In terms of age distribution, participants were categorized as follows:
36 (10.8%) aged 18-25 years, 29 (8.7%) aged 2630 years, 62 (18.6%) aged 31-35 years,
76 (22.8%) aged 3640 years, 103 (30.9%) aged 4145 years, 19 (5.7%) aged 4650 years,
4 (1.2%) aged 51-55 years, and 4 (1.2%) aged 56 years and above.

Instruments. Data collection was conducted through an online questionnaire, which was
divided into sections addressing demographics, job satisfaction, employee motivation,
OCB, and WFH experience. The study employed the 28-item WFH scale developed by
Grant et al. (2013). This scale was designed based on interviews with 11 remote e-workers
and an extensive literature review. Sample items included statements such as: a. [ know
what it takes to be an effective e-worker. b. When WFH, I can concentrate better on my
work tasks. c. My line manager is a good role model for me in terms of WFH life balance.
Responses were recorded on a five-point Likert scale (1 = strongly agree to 5 = strongly
disagree). The scale demonstrated high reliability, with Cronbach’s alpha of 0.90 in this
study, compared to 0.80 as reported by Grant et al. (2013).

The Michigan Organizational Assessment Questionnaire Job Satisfaction Subscale i.e.,
MOAQ-JSS (Cammann et al., 1979) was utilized. The measure included three items: a.
All in all, I am content with my job. b. In general, I do not enjoy my job (reverse scored).
c. In general, I like working here. A five-point Likert scale was used in this study. The
Cronbach’s alpha for this scale was 0.82. OCB frequency was measured using the 20-item
short form of the Organisational Citizenship Behaviour Checklist (OCB-C) (Spector et al.,
2010). This scale utilizes a five-point frequency scale ranging from 1 = never to 5 = daily.
In this study, the scale reported a Cronbach’s alpha of 0.77.

The Multidimensional Work Motivation Scale (Gagné et al., 2015) was used to assess
employee motivation. This 19-item scale required participants to respond using a seven-
point Likert scale (1 = Not at all to 7= Completely/entirely). Sample items included: a. / try
to get the approval of others (such as my boss, co-workers, family, and clients). b. [ work
hard so that people will respect me more (e.g., supervisor, colleagues, family, clients, etc.).
The Cronbach’s alpha for this scale in the study was 0.80.
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Procedure of data collection. The survey was hosted on Google Forms, and the link was
distributed through bank employees’ social media platforms with the assistance of human
resource officers from the participating banks. Participants provided informed consent by
clicking on the survey link before proceeding. Upon completion, they were encouraged to
share the survey link with colleagues who were also working remotely to enhance the data
collection process. Participants were assured that they could withdraw at any time, and all
responses were stored anonymously.

Ethical considerations. To ensure ethical compliance, an informed consent statement was
linked to the questionnaire, allowing participants to review their rights before participating.
Their right to voluntary participation was emphasized and upheld throughout the study.
Furthermore, data confidentiality was maintained by anonymizing responses during the
data analysis phase.

Statistical analysis. Data analysis was performed using the Statistical Package for the
Social Sciences (SPSS, version 23). Statistical tests were conducted as follows: Hypothesis
1 was tested using Pearson’s Product Moment Correlation. Hypotheses 2, 3, and 4 were
tested using independent t-tests. Hypothesis 5 was analyzed through a three-way Analysis
of Variance (ANOVA). All hypotheses were tested at .01 and .05 levels of significance.

ITI. RESULTS AND DISCUSSION

The results presented in Table 1 indicate a significant positive relationship between
job satisfaction and WFH (r = 0.62, p < .01), suggesting that higher job satisfaction
corresponds with an increased WFH experience among the sampled participants, and vice
versa. Similarly, OCB exhibited a significant positive correlation with WFH (r = 0.12, p
< .05), implying that higher levels of OCB were associated with greater engagement in
WFH. Additionally, work motivation showed a significant positive relationship with WFH
(r=0.28, p < .01), indicating that as participants’ work motivation increased, their WFH
experience also improved. Based on these findings, hypothesis one was supported.

Table 1

Correlation analysis among variables under study

Variables N x SD 1 2 3 4
1. Job Satisfaction 333 7.09 2.83 -

2.0CB 333 24.63 10.66 -.070 -

3. Work Motivation 333 73.88 1955 31" 21" -

4. WFH 333 7130 2158 .62 12" 28" -

*P<.05 **P<.01
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Based on the findings presented in Table 2, a significant difference was observed in WFH
experiences between participants who reported high and low job satisfaction [t(331) = 8.13;
p <.01]. This result indicates that job satisfaction plays a crucial role in shaping employees’
WFH experiences. Employees with higher job satisfaction reported a more positive and
effective WFH experience compared to those with lower job satisfaction. Specifically,
participants with high job satisfaction had a mean WFH experience score of 76.75, which was
significantly greater than the mean score of 57.17 reported by those with low job satisfaction.
These findings suggest that employees who feel more fulfilled and content in their jobs
are better able to adapt to remote work environments, experiencing higher engagement,
motivation, and overall productivity. Consequently, hypothesis two was accepted, confirming
that job satisfaction significantly influences employees’ WFH experiences.

Table 2
Independent sample t-test between low and high job satisfaction on WFH
Job Satisfaction N x Df T P
Low 93 57.17

. 331 8.13 <0.01
High 240 76.75

The results presented in 7able 3 demonstrate that work motivation had a significant impact
on WFH experiences, as indicated by the statistical analysis [t(331) = 1.95, p < .05].
This finding suggests that employees’ level of motivation plays a crucial role in shaping
their remote work experiences. Furthermore, a notable difference was observed between
participants with high and low levels of work motivation. The mean scores further support
this distinction, with participants exhibiting high work motivation ( = 73.11) reporting a
more positive WFH experience compared to those with low work motivation ( = 68.41).
This implies that employees who are more driven and engaged in their work tend to adapt
better to remote work conditions, potentially benefiting from increased productivity and
job satisfaction. Consequently, these findings provide empirical support for the third
hypothesis, reinforcing the importance of work motivation in determining WFH success.

Table 3
Independent sample t-test between low and high work motivation on WFH
Work Motivation N x Df t p
Low 128 68.41
. 331 1.95 <0.05
High 205 73.11

Results presented in 7able 4 revealed that Organizational Citizenship Behavior (OCB) did
not have a significant influence on WFH experiences among the participants [t(331) = 0.86;
p > .05]. This finding suggests that employees who exhibited high levels of OCB did not
necessarily have a better WFH experience compared to those with low levels of OCB. In
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other words, engaging in extra-role behaviors such as helping colleagues, going beyond
formal job responsibilities, or demonstrating strong commitment to the organization did
not translate into a more positive remote work experience. This could be due to factors
such as the lack of direct interpersonal interactions, limited opportunities to display OCB
in a virtual setting, or the nature of remote work reducing the visibility of discretionary
behaviors. Since no statistically significant difference was found between employees with
high and low OCB in terms of WFH experience, hypothesis four was rejected, confirming
that OCB does not play a critical role in shaping employees’ remote work experiences.

Table 4
Independent sample t-test between low and high OCB on WFH
OCB N X df t P
Low 173 70.32
. 331 0.86 >0.05
High 160 72.36

The analysis presented in 7able 5 revealed that job satisfaction had a significant main effect
on WFH among the sampled participants {F(1, 326) = 75.15, p < .01}, with an effect size
of 19.0%. This finding suggests that employees with higher job satisfaction were more
likely to have a positive WFH experience. Further examination of the mean scores in Table
6 supports this observation, indicating that participants with high job satisfaction (= 76.75)
reported a more favorable WFH experience compared to those with low job satisfaction (=
57.17). Similarly, work motivation also had a significant main effect on WFH {F(1, 326) =
7.83, p <.05}, with an effect size of 2.0%.

Table 5

Tests of between subjects effects

Source SS df MS F P Effect Size
Job Satisfaction (A) 25710.39 1 2571039 7515 <.01 19
OCB (B) 1128.95 1 1128.95 3.30 > .05 01
Motivation (C) 2680.23 1 2680.23 7.83 <.01 02
A*B 1623.24 1 1623.24 4.74 <.05 01
A*C 3159.20 1 3159.20 9.23 <.01 03
B*C 4.70 1 4.70 0.01 > .05 00
A*B*C 9377.79 1 937779 2741  <.01 08
Error 11153637 326 342.14

Total 155027.66 333

In addition to the main effects, the results in 7able 5 highlighted a significant interaction
effect between job satisfaction and OCB on WFH among bank employees {F(1, 326) =
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4.74, p < .05}, with an effect size of 1.0%. This finding suggests that while OCB alone did
not significantly influence WFH experiences, its interaction with job satisfaction played
a meaningful role. Employees who exhibited both high job satisfaction and strong OCB
were more likely to adapt effectively to remote work, benefiting from a work environment
that fostered both personal fulfillment and a commitment to organizational goals. This
interaction effect underscores the importance of considering multiple workplace factors
in understanding employees’ adaptation to WFH, particularly in the banking sector, where
structured work environments and high job demands may influence how employees respond
to remote work conditions.

Table 6
Descriptive statistics
Job Satisfaction OCB Motivation Mean SD N
Low 38.90 11.81 21
low High 65.50 12.97 14
Total 49.54 17.92 35
Low 61.12 4.68 25
low high High 62.27 6.06 33
Total 61.78 5.49 58
Low 50.98 14.10 46
Total High 63.23 8.68 47
Total 57.17 13.15 93
Low 84.35 32.23 43
low High 71.61 16.22 96
Total 75.55 23.07 139
Low 71.33 21.02 40
high high High 82.92 17.64 62
Total 78.37 19.77 102
Low 78.07 28.02 83
Total High 76.05 17.63 158
Total 76.75 21.74 241
Low 69.44 34.63 64
low High 70.84 15.93 110
Total 70.32 24.43 174
Low 67.40 17.39 65
Total high High 75.75 17.67 95
Total 72.36 17.98 160
Low 68.41 27.25 129
Total High 73.11 16.89 204

Total 71.30 21.58 333
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The mean scores in Table 6 further illustrate that participants with high work motivation (=
73.11) experienced WFH more positively than those with low work motivation ( = 68.41).
These findings underscore the role of job satisfaction and motivation in shaping employees’
adaptation to remote work settings. However, the analysis indicated that OCB did not have
a significant main effect on WFH among the sampled respondents {F(1, 326) = 3.30, p >
.05}, suggesting that OCB alone may not be a critical determinant of WFH experiences.

As shown in Table 7, bank employees who reported both high job satisfaction and high
OCB (= 78.37) experienced significantly better WFH outcomes than their counterparts with
low job satisfaction and low OCB ( = 49.54). This finding suggests that a combination of
high job satisfaction and strong organizational citizenship behavior contributes positively
to employees’ remote work experience. Conversely, there was no significant difference
in the interaction effect between bank employees with high job satisfaction but low OCB
and those with low job satisfaction and low OCB on WFH (difference = -2.82; p > .05),
indicating that OCB alone may not play a decisive role in shaping WFH experiences.

Table 7
Bonferroni multiple comparisons with interaction effects of JS and OCB on WFH

Mean Difference

Job Satisfaction OCB Mean Std. Error
1 2 3 4
1. Low Low 49.54 3.28 -
2. Low High 61.78 2.55 -12.23° -
3.High Low 75.55 1.65 2601  13.78™ -
4. High High 78.37 1.92 28.83"  -16.60" -2.82 -

*P<.05, **P<.01

Furthermore, the results presented in 7able 5 demonstrated that job satisfaction and work
motivation had a significant interaction effect on WFH among bank employees {F(1,326) =
9.23, p <.01}, with an effect size of 3.0%. This finding underscores the combined influence
of job satisfaction and motivation in enhancing remote work experiences. To determine
whether the differences in job satisfaction and work motivation on WFH among bank
employees were statistically significant, a Post Hoc analysis using Bonferroni multiple
comparisons was conducted, and the results are presented in 7able 8.
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Table 8
Bonferroni multiple comparisons with interaction effects of JS and EM on WFH

Mean Difference

Job Satisfaction EM Mean Std. Error 5 3 2
1. Low Low 50.98 2.86 -
2. Low High 63.23 2.83 -12.26" -
3.High Low 78.07 2.13 -27.09™ 14.84™ -
4. High High 76.05 1.54 -25.07"  -12.82™ 2.02 _

*P<.05,**P<.01

Furthermore, OCB and EM did not significantly affect WFH among bank employees F (1,
326) =4.70; P> .05}. This result implied that OCB and work motivation combined were
not relevant factors that influenced WFH among bank employees.

Finally, 7Table 5 revealed that, job satisfaction, employee motivation, and OCB had a
significant interaction effect on WFH among bank employees {F (1, 326) = 27.41; P <
.01} and with effect size of (8.0%). This result implied that job satisfaction, employee
motivation, and OCB combined were relevant factors that influenced WFH among bank
employees. To know whether differences in job satisfaction, OCB and work motivation is
statistically significant or not on WFH among bank employees, Post Hoc analysis using
Bonferroni multiple comparisons was carried, and the results is presented on 7able 9.

Table 9
Bonferroni multiple comparisons with interaction effects of JS, OCB and EM on WFH
Std. Mean difference
JS OCB EM Mean
Error 1 2 3 4 5 6 7 8

l.Low Low Low 3.89 3.99 -

2.Low Low High 5.5 4.88 2222 -

3.Low High Low 61.12 3.67 23.37" 5.83 -

4. Low High High 6227 3.18 45.44™ 4738 1.15 -

5.High Low Low 8435 2.79 32.71" 18.85" 23.23"™ 22.08" -

6. High Low High 71.61 1.87 3242 6.11 1049 934 12.73" -

7.High High Low 7133 2.89 26.60" 10.21 9.34 9.05 22.08" 0.29 -
8. High High High 8292 2.32 44.01™ 21.80™ 20.65™ 11.59" 1.43 13.02" 11.49"

Discussion. The findings indicate a positive correlation between job satisfaction,
organizational citizenship behavior (OCB), and work motivation with work-from-home
(WFH) among bankers in Lagos, Nigeria. The acceptance of the second hypothesis confirms
that job satisfaction significantly influenced WFH among the study participants. Further
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analysis revealed that individuals with high job satisfaction reported significantly greater
engagement in WFH compared to those with low job satisfaction. This outcome aligns with
previous research by Karacsony (2021), who found that WFH had a positive impact on job
satisfaction, including compensation satisfaction, supervisory support, and job autonomy.
Similarly, the favorable influence of employees’ job satisfaction on WFH is consistent
with the findings of Irawanto et al. (2021) and Purwanto et al. (2020). Additionally, the
results align with the study by Garcia-Salirrosas et al. (2023), which reported that family-
supportive supervisor behaviors (FSSBs) significantly enhance job satisfaction in remote
work, directly affecting both work-family professional support (WFPS) and work-life
balance (WLB), both of which contribute positively to job satisfaction.

Hypothesis three indicates that employees with high work motivation provided more
positive feedback on their WFH experience compared to those with lower motivation. This
finding is consistent with Milana (2018), who reported that employees with high work
motivation expressed greater satisfaction with WFH than those with lower motivation. The
results for hypothesis four show that OCB did not significantly influence WFH among
the respondents. This implies that there was no notable difference in WFH engagement
between participants with high OCB and those with low OCB. This finding contrasts with
Kane (2014), who reported a negative relationship between WFH frequency and self-rated
OCB. It also contradicts the conclusions of Bloom et al. (2015) and Ugwu et al. (2022),
who found that WFH enhances OCB while boosting productivity and work engagement.

The main and interaction effects of job satisfaction, OCB, and work motivation on WFH
in hypothesis five were partially confirmed and accepted. The findings indicate that these
factors significantly impact WFH, implying that job satisfaction, OCB, and work motivation
are key influences on WFH among Nigerian bank employees. Regarding main effects, job
satisfaction and work motivation had significant impacts on WFH, whereas OCB did not
show a significant main effect.

IV. CONCLUSION AND IMPLICATIONS

This study examined the influence of job satisfaction, employee motivation, and
organizational citizenship behaviors (OCBs) on the work-from-home (WFH) experiences
of bankers in Lagos State. It provides valuable insights into the needs of employees who
had to adapt to remote work, many of whom had no prior WFH experience. The findings
indicate that job satisfaction is the strongest predictor of WFH success, followed by work
motivation, while OCB has a limited impact. Given that WFH is a relatively new concept
in Nigeria, this research contributes to the growing field of WFH studies by exploring
its effects on psychological constructs and its potential application in industries beyond
banking. One limitation of this study was the use of an online survey for data collection,
which may have led to a less representative sample. Despite this, the findings offer important
implications for workplace policies. HR professionals and management should consider
integrating strategies that enhance job satisfaction, motivation, and OCB, as these factors
are crucial for improving employees’ WFH experiences.
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Organizations should prioritize initiatives that foster job satisfaction and employee
motivation to optimize the WFH experience. These include establishing supportive work
environments, ensuring access to adequate resources, and implementing policies that
promote flexibility and work-life balance. Additionally, training programs tailored to help
employees adapt to remote work settings can address challenges such as reduced social
interactions and blurred work-life boundaries.

Further studies should examine WFH experiences across different industries and regions
to develop a more comprehensive understanding of its psychological and organizational
implications. This is particularly relevant for developing economies like Nigeria, where
remote work adoption is still evolving. Expanding research in this area could provide
deeper insights into effective WFH strategies across various sectors.
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