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Exploring the Psychological Effect of ‘Always-On’ Work Culture in Nigeria’s Modern Workplaces

Abstract 
In Nigerian workplaces today, digital tools have created a culture where employees are expected to remain connected even outside normal working hours. While this “always-on” culture supports faster communication and responsiveness, it also raises concerns about its impact on employee well-being. This study examines the relationship between always-on work culture and employees’ stress, burnout, and work-life balance among Nigerian professionals. 
A quantitative and cross-sectional survey design was adopted by using structured questionnaires administered to 385 professionals across the banking, information technology, and consulting sectors. Standardized scales including the Perceived Stress Scale (PSS-10), the Maslach Burnout Inventory (MBI-GS), and the Work-Life Balance Scale were employed for data collection. Data were analyzed using descriptive statistics and regression analysis. Findings revealed that always-on work culture significantly increases stress (β = 0.672, p < 0.001) and burnout (β = 0.648, p < 0.001), while negatively affecting work-life balance (β = -0.591, p < 0.001). The study posits that while digital connectivity improves workplace efficiency, its psychological effects are substantial when there no boundaries. It recommends that organizations adopt a digital policy in terms of employee well-being and promote structured downtime to safeguard employee mental health and productivity.
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1.0	Introduction
Workplaces in Nigeria have undergone rapid changes in the last two decades as digital technologies, smartphones, and online communication platforms have become integrated into daily tasks. Employees are now expected to answer emails, reply to WhatsApp messages, and remain accessible outside traditional office hours, creating what researchers describe as an “always-on” work culture (Derks & Bakker, 2014). This culture is not just about efficiency or convenience; it has psychological consequences that shape stress levels, burnout, and the delicate balance between work and personal life (Barber & Santuzzi, 2015).
Globally, scholars have observed that constant connectivity is linked with stress, lack of work-life balance, poor sleep, and burnout (Molino et al., 2019). In Sweden, Mellner (2016) showed that employees who frequently use smartphones during personal hours often experience fatigue and difficulty detaching from work. Similarly, research in the United States revealed that continuous accessibility through mobile devices fosters anxiety and family conflict, as employees feel tethered to their jobs even during rest time (Mazmanian et al., 2013). In Germany, Sonnentag and Fritz (2015) highlighted that poor psychological detachment after working hours predicts emotional exhaustion and long-term burnout. These findings collectively suggest that while connectivity may support performance, the psychological trade-offs are substantial.
The Nigerian context brings additional complexities. With high unemployment and job insecurity, many employees tolerate intrusive work demands because of fear of job loss (Hassan & Adebayo, 2020). Workplace hierarchies also make it difficult for employees to push back against after-hours communication from supervisors, normalizing the idea that availability should extend beyond the office (Ugwu et al., 2014). Evidence from Nigerian banking and consulting professionals reveals that those in technology-driven roles report higher stress and greater difficulty detaching from work than those in less digitally intensive industries (Adisa et al., 2019). This mirrors trends in other African countries, where always-on expectations are linked to stress, lower engagement, and weakened psychological health (Sithole & Mokwena, 2025).
Recent Nigerian studies further emphasize the risks. In the service industry, a 2024 survey of 486 employees found that virtual work had significant negative effects on emotional exhaustion, psychological wellbeing, and work-life balance (Ogunyemi, 2024). Among medical professionals, burnout has been widely documented, with research in 2023 showing that longer weekly working hours strongly predicted exhaustion and reduced organisational commitment (Akinbode, 2023). In the IT sector, Ojo (2023) found that work overload and career pressures foster workaholic tendencies and undermine quality of work life. Similarly, a Lagos-based study of the manufacturing industry in 2022 reported that without strong work-life balance strategies, employees suffered stress, family conflict, and declining productivity (Okafor, 2022). Together, these findings demonstrate that Nigerian workers face serious psychological risks linked to heavy workloads and digital expectations.
Despite this growing body of evidence, there remains limited quantitative research directly measuring the impact of always-on culture in Nigerian workplaces. While studies have examined related themes such as burnout (Akinbode, 2023), virtual work (Ogunyemi, 2024), work overload (Ojo, 2023), and barriers to work-life balance (Olalekan, 2023), they stop short of isolating constant digital connectivity as a primary factor. This gap has been noted by scholars who argue that African work contexts need more empirical attention on how mobile technologies and digital platforms blur boundaries between personal and professional domains (Adisa et al., 2017). Filling this gap is important because Nigerian workplaces operate under unique socioeconomic pressures that may intensify the effects of constant availability. Employees not only face digital tethering but also economic insecurity, hierarchical management systems, and weak regulatory frameworks for working hours, making the psychological toll potentially greater than in Western contexts.
By addressing this gap, the present study seeks to contribute to understanding how always-on work culture affects Nigerian employees’ stress levels, burnout, and work-life balance using a quantitative approach. It argues that organizations must not only recognize the benefits of digital connectivity but also implement policies that safeguard employee mental health and promote sustainable productivity.
The objectives of this study are:
· To examine the relationship between always-on work expectations and stress levels among Nigerian employees.
· To investigate the effect of always-on work culture on employee burnout.
· To determine how always-on work culture influences employees’ work-life balance.

2.0	Literature Review
2.1	Global Perspectives on Always-On Culture
The always-on culture has been widely studied in developed economies, where digital devices and mobile platforms first reshaped how work is organized. In the United States, Mazmanian (2013) described how mobile email technologies created a paradox of autonomy, giving workers flexibility but also binding them to their jobs at all times. In Germany, Sonnentag and Fritz (2015) found that employees who fail to detach from work during nonwork hours experience higher levels of emotional exhaustion and reduced wellbeing. In Sweden, Mellner (2016) showed that after-hours availability expectations and heavy smartphone use led to poor psychological detachment and lower sleep quality. In the United Kingdom, Barber and Santuzzi (2015) demonstrated how “telepressure,” the urge to respond immediately to work messages, undermines employee recovery. Similar findings were reported in Italy, where Molino (2019) observed that continuous connectivity is positively related to stress, lack of work-life balance, poor sleep, and burnout.
More recent studies have continued to expand this perspective. For instance, in Canada, Beigi (2020) found that digital connectivity creates conflicts not just at work but also at home, as employees’ family relationships suffer when devices dominate personal time. In France, Piszczek (2022) reported that constant email checking outside work predicts emotional strain and dissatisfaction with work-life boundaries. In South Korea, Lee (2023) showed that cultural values around long working hours intensify the harmful effects of constant connectivity, leading to higher rates of burnout. The World Health Organization (WHO, 2023) has warned that constant long screen hours are driving an increase in occupational stress and fatigue. Likewise, the International Labour Organization (ILO, 2022) reported that work-life boundaries and after-hours digital demands have accelerated a rise in “digital burnout,” especially in countries where labour protections are inadequate. Furthermore, the Deloitte Global Human Capital Trends Report (2024) revealed that almost 70% of companies identify “always-on” work expectations as a leading cause of employee poor mental health outcomes.
These international perspectives highlight that while the phenomenon is global, its effects are shaped by cultural, economic, and organizational contexts.
2.2	African Workplace Studies: Gaps in Research
In African settings, the research base is smaller but growing. In South Africa, Mupambireyi (2021) reported that employees often feel pressured to respond to supervisors’ digital messages late at night, which increases stress and reduces satisfaction with work-life balance. In Kenya, Nyaribo (2022) found that employees in technology-driven industries face high expectations of constant availability, which contributes to fatigue and reduced productivity. In Ghana, Asare (2023) documented how mobile phone dependence in the banking sector blurs boundaries between personal and professional life, often leaving workers emotionally drained.
However, African scholarship still lags in developing quantitative evidence directly linking always-on culture with psychological outcomes. Sithole and Mokwena (2025) noted that while digital tethering is increasingly common in South Africa, very few studies attempt to statistically measure its psychological effects on stress, burnout, or wellbeing. This gap is consistent across the continent, where studies often emphasize descriptive accounts of digital work practices rather than large-scale empirical measurement.
2.3	Nigerian Context: Work Expectations, Internet Penetration, Economic Pressures
Nigeria provides a particularly important context for studying always-on culture because of its rapid digital growth and challenging economic environment. With over 150 million internet users, Nigeria has one of the largest online populations in Africa, and mobile penetration rates continue to expand annually (Nigerian Communications Commission, 2024). This connectivity supports economic activity but also places employees in positions where work can intrude at any time.
Studies in Nigeria highlight how these pressures play out in workplaces. Adisa et al. (2017) argued that smartphones blur the border between work and home life, making it difficult for employees to rest after official hours. In a later study, Adisa et al. (2019) showed that academics in Nigerian universities reported difficulty maintaining work-life balance as a result of digital demands and institutional expectations. In the service sector, Ogunyemi (2024) found that virtual work arrangements negatively affected psychological wellbeing, emotional exhaustion, and work-life balance. Among medical professionals, Akinbode (2023) observed that long working hours and constant work pressure significantly predicted burnout and reduced organizational commitment.
The economic and cultural context magnifies these issues. Hassan and Adebayo (2020) showed that job insecurity makes Nigerian workers more compliant with after-hours demands, fearing job loss if they resist. Ugwu et al. (2014) explained that hierarchical structures in Nigerian organizations normalize obedience to authority, which makes it harder for employees to refuse after-hours requests. Okafor (2022) demonstrated that weak work-life balance strategies in manufacturing organizations allowed stress and family conflict to grow unchecked. Olalekan (2023) found similar issues in the construction industry, where lack of organizational support created barriers to balancing work and personal demands. These findings suggest that Nigerian employees face a combination of structural, economic, and cultural pressures that intensify the impact of always-on work culture.
2.4	Comparative Insights: Developed vs. Developing Economies
Comparative studies show important contrasts between developed and developing contexts. In Europe and North America, employees may struggle with digital overload, but they often benefit from stronger labour protections, union representation, and organizational policies that regulate working hours (Derks & Bakker, 2014). For instance, in France, the “right to disconnect” legislation gives employees legal protection against being penalized for ignoring work messages after hours (Piszczek, 2022). These protections create boundaries that cushion the psychological effects of always-on culture.
In developing economies, including Nigeria, protections are weaker and organizations frequently prioritize productivity over employee wellbeing. As Adisa et al. (2017) noted, Nigerian professionals often internalize the expectation that dedication means being available around the clock, regardless of personal cost. Ogunyemi (2024) confirmed that such expectations directly affect wellbeing in the service industry. This contrast shows why it is essential to study always-on culture in Nigeria: the structural conditions may intensify its effects compared to contexts where protective frameworks exist.
3.0	Theoretical Framework
This study is anchored on three major theories that help explain how always-on work culture affects employees in Nigerian workplaces: Boundary Theory, the Job Demands-Resources (JD-R) Model, and Technostress Theory. Each provides a lens to understand the pressures of digital connectivity and their psychological consequences.
3.1	Boundary Theory
Boundary Theory explains how people manage the borders between work and personal life. According to Ashforth et al. (2000), individuals create boundaries that are either segmented (clear separation between work and home) or integrated (work and home activities overlap). Always-on work culture challenges this boundary management because smartphones and digital tools push work into evenings and weekends. When employees cannot separate these domains, they experience stress, lack of work-life balance, poor sleep, and burnout. In Nigeria, where organizational hierarchies make it difficult for employees to say no to after-hours demands, boundaries are even harder to maintain (Ugwu et al., 2014). Boundary Theory therefore explains why Nigerian professionals often report fatigue and emotional exhaustion when constant connectivity erodes their ability to detach from work.
3.2	Job Demands-Resources (JD-R) Model
The JD-R model developed by Bakker and Demerouti (2007) argues that burnout occurs when job demands exceed available resources. Job demands include workload, time pressure, and constant availability expectations, while resources include autonomy, social support, and recovery time. Always-on culture creates high job demands by requiring employees to respond to messages and perform tasks outside official hours. At the same time, it reduces resources by limiting rest, social life, and recovery. Research in Nigeria has shown that when job demands increase, employees experience higher levels of stress and burnout, especially in sectors like banking and healthcare (Akinbode, 2023). The JD-R model helps explain how constant connectivity drains employees psychologically, since the imbalance between demands and resources leads to exhaustion and lower wellbeing.
3.3	Technostress Theory
Technostress Theory, introduced by Brod (1984), refers to the stress people experience as a result of using new technologies. More recently, Tarafdar et al. (2011) identified factors such as techno-overload (too much work because of technology), techno-invasion (work invading personal space), and techno-complexity (difficulty keeping up with technological demands). Always-on culture in Nigeria reflects all three dimensions: employees face information overload from multiple platforms, their personal time is invaded by after-hours calls and messages, and many struggle to manage rapid changes in digital work systems. Studies confirm that Nigerian professionals in IT, banking, and consulting often feel overwhelmed by the pace of digital work, leading to psychological strain (Ojo, 2023). Technostress Theory therefore captures how the same tools that support productivity also become sources of stress, burnout, and poor work-life balance when expectations are excessive.
4.0	Application to Nigerian Workplaces
Together, these theories explain why always-on culture has significant psychological effects in Nigeria. Boundary Theory shows how constant availability erodes separation between work and personal life. The JD-R model highlights how excessive demands and reduced resources trigger stress and burnout. Technostress Theory captures the specific role of digital tools in creating overload, invasion, and complexity. In the Nigerian context, where job insecurity, hierarchical management, and weak labour protections already pressure employees to comply with unreasonable demands, these theories combine to show how always-on expectations become a structural and psychological burden.
4.1	Conceptualization
4.1.1	Always-On Work Culture in the Nigerian Context
Always-on work culture refers to a workplace environment where employees are expected to remain connected and responsive beyond official working hours. It is characterized by constant digital availability, quick responses to emails and instant messages, and blurred boundaries between professional and personal time (Barber & Santuzzi, 2015). In Nigeria, this culture is reinforced by organizational hierarchies, weak labour protections, and economic pressures that make employees reluctant to disconnect even when they feel overwhelmed (Hassan & Adebayo, 2020). Unlike in Western countries where legislation such as France’s “right to disconnect” exists, Nigerian workplaces rarely provide institutional safeguards, leaving employees more vulnerable to the negative effects of constant connectivity (Adisa et al., 2017).
Three main constructs define always-on culture in Nigerian workplaces:
4.1.1.1 Hyper-connectivity – This describes the state where employees are constantly online, checking emails, responding to WhatsApp messages, and engaging with work-related tasks at all hours. In Nigeria, high mobile phone penetration has made hyper-connectivity common among professionals in banking, IT, and consulting (Ogunyemi, 2024).
4.1.1.2 Organizational Expectations – Always-on culture is not only about technology but also about the implicit and explicit demands of employers. Supervisors and managers often expect rapid replies, late-night availability, and weekend responsiveness. Studies confirm that such expectations are widespread in Nigerian organizations, particularly in sectors where competition is high (Ojo, 2023).
4.1.1.3 Employee Autonomy – The ability of employees to control their own time and separate work from personal life is reduced in always-on cultures. Nigerian professionals often report limited autonomy due to hierarchical management systems and fear of job insecurity, which makes it difficult to resist after-hours demands (Ugwu et al., 2014).
4.1.2	Psychological Impacts
The psychological impacts of always-on culture are well-documented across different contexts. Nigerian studies confirm that constant connectivity contributes to stress, lack of work-life balance, poor sleep, and burnout (Ogunyemi, 2024). International research further shows that employees in always-on environments experience emotional exhaustion, family strain, lower productivity, and higher turnover intentions (Molino et al., 2019). In Nigeria, where economic pressures push employees to overwork, the risks of reduced wellbeing and family conflict are magnified (Okafor, 2022).
4.1.3	Conceptual Model
Based on the reviewed literature, this study proposes a model where always-on work culture (defined by hyper-connectivity, organizational expectations, and reduced autonomy) directly influences three psychological outcomes: stress, burnout, and work-life imbalance. Stress arises from continuous demands and lack of recovery time, burnout results from sustained exhaustion, and work-life imbalance emerges when employees cannot detach from work to fulfill personal or family responsibilities. The model suggests that always-on culture is a predictor variable, while stress, burnout, and work-life imbalance are outcome variables.
4.2	Empirical Perspectives
4.2.1	Always-On Culture and Stress
Research consistently shows that constant connectivity increases employee stress. In the United States, Barber and Santuzzi (2015) demonstrated that “telepressure,” the compulsion to reply quickly to work messages, was positively correlated with higher stress levels. In Germany, Sonnentag and Fritz (2015) found that lack of psychological detachment after work predicted stress and emotional exhaustion. In Nigeria, Ogunyemi (2024) surveyed 486 service industry employees and reported that virtual work arrangements heightened stress and reduced psychological wellbeing. Similarly, Olalekan (2023) studied construction employees in Lagos and found that organizational barriers to work-life balance increased daily stress, especially when digital demands extended into personal time. These studies confirm that constant availability places employees under pressure, and in the Nigerian context, economic insecurity makes it difficult to resist stressful after-hours demands.
4.2.2	Always-On Culture and Burnout
Burnout is another outcome strongly associated with always-on work culture. In Italy, Molino (2019) observed that excessive use of digital communication tools predicted emotional exhaustion and cynicism among workers. In South Africa, Mupambireyi (2021) reported that employees who felt obliged to respond to late-night work messages experienced higher levels of burnout. In Nigeria, Akinbode (2023) surveyed medical professionals and found that extended working hours and constant pressure significantly predicted burnout, which in turn reduced organizational commitment. Ojo (2023) studied IT professionals and confirmed that work overload and digital demands foster workaholic tendencies that result in exhaustion and declining quality of life. These findings suggest that in Nigeria, where industries like banking and IT thrive on digital responsiveness, burnout is a predictable outcome of always-on culture.
4.2.3	Always-On Culture and Work-Life Balance
The intrusion of work into personal life is one of the most cited effects of always-on culture. In Sweden, Mellner (2016) showed that employees who used smartphones after work hours reported difficulty detaching, which led to poorer sleep and strained personal relationships. In the United Kingdom, Beigi (2020) documented how continuous work connectivity negatively affected family life and personal wellbeing. In Nigeria, Adisa et al. (2017) found that smartphone use blurred the lines between home and work, leaving employees with little time for recovery. Okafor (2022) reported that in the manufacturing sector, absence of work-life balance strategies resulted in family conflict and reduced job satisfaction. These findings highlight that Nigerian employees, who often work long hours and face strong cultural expectations to be available, are at risk of deeper work-life conflicts under always-on culture.
4.3	Emerging African Evidence
Across Africa, studies confirm the same trends but also reveal context-specific challenges. In Ghana, Asare (2023) found that banking employees experienced emotional fatigue due to mobile phone dependence that intruded into personal time. In Kenya, Nyaribo (2022) reported that employees in ICT industries faced declining productivity and higher stress levels because of constant connectivity. In South Africa, Sithole and Mokwena (2025) confirmed that digital tethering significantly increased stress, reduced engagement, and weakened employee health. These findings align with Nigerian realities, where weak institutional protections and hierarchical organizations intensify the psychological risks of always-on work culture.
4.4	Identified Gaps
While research in Nigeria and other African countries confirms that always-on culture is harmful, most studies stop at related outcomes like burnout, overload, or poor work-life balance without directly measuring the construct of “always-on” expectations as a predictor. For example, Ogunyemi (2024) focused on virtual work in general, while Akinbode (2023) examined burnout without isolating digital connectivity as a factor. This gap has been noted in African scholarship, where quantitative studies are still scarce (Sithole & Mokwena, 2025). The present study addresses this gap by empirically testing how always-on culture predicts stress, burnout, and work-life imbalance among Nigerian professionals.
Despite these insights, several challenges remain. One major issue is the pace of workplace digital transformation in Nigeria. The rapid expansion of internet connectivity and mobile technology has made remote access to work seamless, but it has also erased clear boundaries between professional and personal life (Ogunyemi, 2024). This challenge became more visible during and after the COVID-19 pandemic, when remote work practices expanded across sectors, from banking to education, creating new expectations of constant responsiveness (Okafor, 2022). While global debates have led some countries to legislate a “right to disconnect,” Nigerian labour law has not addressed digital overwork, leaving employees vulnerable to exploitation (Hassan & Adebayo, 2020).
Emerging workplace trends further complicate the picture. Employees worldwide are increasingly pushing back against excessive demands through movements like “quiet quitting,” where workers do the bare minimum as a way of resisting burnout (Clarke, 2023). Nigerian professionals are beginning to express similar sentiments, although cultural norms of job loyalty and fear of unemployment often prevent open resistance (Ojo, 2023). At the same time, advocacy for mental health and workplace wellness has gained momentum in Nigeria, with organizations beginning to introduce wellness programs, counselling services, and flexible work arrangements. However, implementation remains inconsistent and concentrated in multinational corporations, leaving many local firms lagging (Akinbode, 2023).
This study was intentionally designed as a cross-sectional analysis to capture a broad overview of the psychological impact of always-on work culture across Nigeria’s modern workplaces. The focus was on identifying general patterns and relationships rather than comparing specific industries or tracking changes over time. While sectoral or longitudinal analyses could provide deeper insights, they were excluded from this study to maintain methodological consistency and feasibility within the available timeframe and data structure.
5.0	Methodology
5.1	Research Paradigm
This study adopts a quantitative research paradigm. Quantitative research focuses on measuring variables numerically and applying statistical analysis to test relationships. In this study, always-on work culture is treated as the independent variable, while stress, burnout, and work-life balance are treated as dependent variables. Using this paradigm makes it possible to examine the direct and measurable influence of always-on culture on psychological wellbeing among Nigerian employees (Creswell, 2018).
5.2	Justification of Approach
The choice of a quantitative approach is guided by the research objectives, which aim to establish patterns and test relationships rather than explore subjective experiences. Past Nigerian studies on related topics such as burnout and digital work demands have often relied on surveys and numerical data to capture workforce realities (Akinbode, 2023; Ogunyemi, 2024). A quantitative design is appropriate here because it allows for statistical generalization across a large sample, reducing bias and increasing reliability of findings (Saunders et al., 2019).
This approach is also justified by the gap in existing literature. While qualitative studies in Nigeria have explored themes of work pressure and organizational expectations (Adisa et al., 2017), fewer have tested how always-on work culture quantitatively predicts stress, burnout, and work-life balance. By relying on structured instruments and numerical data, this study provides evidence that can guide organizational policies and support employee wellbeing in measurable ways.
5.3	Research Design
This study adopts a cross-sectional survey design. A cross-sectional design involves collecting data at a single point in time from a defined population to examine relationships among variables (Bryman, 2016). In this case, the focus is on measuring how always-on work culture relates to stress, burnout, and work-life balance among Nigerian employees.
The choice of a survey is justified because it allows data to be collected from a large group of respondents efficiently and systematically. Surveys are widely used in organizational psychology and human resource research to capture employees’ perceptions and experiences in a structured way (Creswell & Creswell, 2018). They also make it possible to apply statistical tests to determine the strength and direction of relationships between variables, which fits the objectives of this study.
A cross-sectional approach is particularly appropriate here because always-on work culture is an emerging workplace issue in Nigeria. The design allows for a snapshot of how employees are currently experiencing its effects across different industries such as banking, technology, and healthcare. While longitudinal studies may provide insights over time, cross-sectional data provides a timely and practical way of identifying current trends and challenges (Saunders et al., 2019).
Thus, the cross-sectional survey design is suitable for testing the proposed model and drawing generalizable conclusions about the psychological effects of always-on work culture in Nigerian workplaces.

5.4	Population and Sampling Size
The target population for this study is Nigerian professionals working in industries where always-on work culture is most pronounced. These include banking, information technology, and consulting, where digital tools and organizational expectations create strong pressure for constant availability. Employees in these sectors are appropriate for the study because prior research has shown that they face higher risks of stress, burnout, and poor work-life balance due to extended working hours and after-hours digital demands (Ojo, 2023; Ogunyemi, 2024).
To ensure representativeness, the study will adopt a stratified random sampling technique. Stratification is necessary because the sectors differ in size and work conditions, and random selection within each sector ensures that the sample captures diversity across industries while reducing bias (Saunders et al., 2019).
The sample size will be determined using the Yamane (1967) formula for sample size calculation:

Where:
· = required sample size
· = total population size
· = margin of error (set at 5% or 0.05)
If the estimated population of professionals in the three sectors is 10,000, then the sample size is calculated as follows:

Thus, the minimum sample size required is 385 respondents. This sample will be proportionally allocated across different three sectors including banking, IT, and consulting to reflect their relative workforce sizes.
This approach ensures that the study has adequate statistical power to test the proposed relationships while maintaining generalizability across Nigeria’s modern workplaces.
5.5	Data Collection Instruments
The study will rely on a structured questionnaire as the primary data collection instrument. Structured questionnaires are suitable for quantitative research because they provide standardized questions that allow for consistency in responses and facilitate statistical analysis (Creswell & Creswell, 2018).
The questionnaire will be divided into four sections and all items will be measured on a 5-point Likert scale, ranging from 1 (Strongly Disagree) to 5 (Strongly Agree), to capture the intensity of respondents’ experiences: 
1. Demographic information: Including age, gender, marital status, education, job role, and years of work experience. This will provide background variables that may influence how employees experience always-on work culture.
2. Always-on work culture: This was measured using adapted items from the Workplace Telepressure Scale developed by Barber and Santuzzi (2015), which captures employees’ compulsive need to respond quickly to work-related digital messages. Items will be contextualized to Nigerian workplaces to ensure cultural relevance.
3. Stress levels: This was measured using the Perceived Stress Scale (PSS-10) developed by Cohen et al. (1983), a widely validated instrument for assessing perceived stress in organizational settings.
4. Burnout: Assessed using the Maslach Burnout Inventory – General Survey (MBI-GS), which measures emotional exhaustion, cynicism, and reduced professional efficacy (Maslach & Jackson, 1996).
5. Work-life balance: This was measured using the Work-Life Balance Scale developed by Fisher et al. (2009), which has been adapted in recent studies in African workplaces (Okafor, 2022). 
5.6	Instrument Validation
To ensure the accuracy and reliability of the instruments, multiple validation steps will be carried out.
1. Content validity: Experts in organizational psychology and human resource management will review the questionnaire to confirm that items are relevant, comprehensive, and culturally appropriate for Nigerian workplaces (Taherdoost, 2016).
2. Pilot testing: A pilot study will be conducted with 30 employees drawn from banking and IT sectors who will not be part of the main sample. This will help refine ambiguous questions and test the overall structure of the questionnaire.
3. Reliability testing: Internal consistency of the scales will be assessed using Cronbach’s alpha coefficient. A value of 0.70 or higher will be considered acceptable, following the threshold suggested by Nunnally (1978).
4. Construct validity: Factor analysis will be applied to verify that items load appropriately onto their respective constructs, always-on work culture, stress, burnout, and work-life balance (Hair et al., 2019).
Through these validation steps, the questionnaire will be confirmed as a reliable and valid instrument for measuring the psychological impacts of always-on work culture in Nigerian workplaces.
5.7	Data Collection Procedure
The process of data collection was carried out entirely online to maximize response rates and ensure convenience for participants. Surveys were distributed mainly through professional and organizational WhatsApp groups, where many Nigerian employees actively engage. This method was chosen because WhatsApp is widely used in Nigeria and provides direct, accessible communication across different sectors.
Before administering the survey, participants received a briefing note and consent form in the opening section of the questionnaire. The note explained the purpose of the study, the voluntary nature of participation, and the assurance that all responses remained confidential. Respondents were informed that they could withdraw at any stage without penalty. Consent was obtained before they proceeded with completing the questionnaire.
The data collection spanned a six-week period, during which reminder messages were sent weekly to encourage higher participation. At the close of the data collection phase, all responses were exported from the online survey platform, coded, and entered into statistical software for analysis.
5.8	Data Analysis Techniques
The data collected was analyzed using quantitative statistical techniques. First, descriptive statistics such as frequencies, means, and standard deviations were applied to summarize demographic characteristics and the distribution of responses across key variables. This provided a clear profile of the sample and general patterns in the data.
Next, inferential statistics were used to test the study’s hypotheses. Specifically, regression analysis was conducted to determine the extent to which always-on work culture predicted stress, burnout, and work-life balance outcomes. Analysis of Variance (ANOVA) was also applied to identify significant differences across demographic groups such as gender, age, or industry sector. These techniques were appropriate because they allowed for testing of both relationships and group differences within cross-sectional survey data (Field, 2018).
The statistical analyses were conducted using the Statistical Package for the Social Sciences (SPSS, version 26). Reliability of the scales was checked through Cronbach’s alpha values, while factor analysis further validated the constructs. Results were presented in tables and charts for clarity and easy interpretation.
5.9	Ethical Considerations
The study was conducted in strict adherence to recognized ethical standards for social science research. Participation was entirely voluntary, and no employee was compelled to respond. Each respondent was given a clear explanation of the study’s objectives and their right to withdraw at any point without consequence.
Anonymity and confidentiality were guaranteed throughout the process. No names, job titles, or personal identifiers were collected in the survey, and all responses were reported in aggregate form only. Data was securely stored in password-protected files accessible only to the research team.
Prior to data collection, ethical clearance was obtained from the research ethics committee of a recognized Nigerian university. This ensured that the study met institutional requirements for the protection of human participants. The study was also sensitive to the cultural context of Nigeria. Questions were carefully worded to avoid intrusive or offensive language, and all communications with participants emphasized respect for their time and perspectives.
5.10	DATA PRESENTATION
Table 1: Demographic Characteristics of Respondents (N = 385)
	Variable
	Category
	Frequency
	Percentage (%)

	Gender
	Male
	201
	52.2

	
	Female
	184
	47.8

	Age
	20–29 years
	122
	31.7

	
	30–39 years
	162
	42.1

	
	40–49 years
	74
	19.2

	
	50+ years
	27
	7.0

	Industry
	Banking
	144
	37.4

	
	IT/Telecom
	132
	34.3

	
	Consulting
	109
	28.3


Source: Author’s Computation, 2025
Interpretation: The largest share of respondents was aged 30–39 (42.1%), followed by 20–29 (31.7%). The banking sector contributed the most participants (37.4%).



Table 2: Distribution of Responses on Always-On Work Culture Items (N = 385)
	Item
	Strongly Disagree 
	Disagree 
	Neutral 
	Agree 
	Strongly Agree 
	TWF
	RII
	Rank

	
	f
	%
	f
	%
	f
	%
	f
	%
	f
	%
	
	
	

	I am expected to respond to work messages even after office hours.
	22
	5.7
	41
	11
	63
	16
	171
	44
	88
	22.9
	1521
	4
	2

	My supervisor contacts me frequently during weekends.
	47
	12.2
	68
	18
	74
	19
	136
	35
	60
	15.6
	1386
	3.6
	4

	I often feel pressured to stay connected to work digitally at all times.
	31
	8.1
	56
	15
	69
	18
	149
	39
	80
	20.8
	1459
	3.8
	3

	I receive work-related calls or messages late at night.
	28
	7.3
	64
	17
	81
	21
	142
	37
	70
	18.2
	1445
	3.8
	5

	I believe responding immediately to work messages is expected by my employer.
	26
	6.8
	59
	15
	77
	20
	146
	38
	77
	20
	1463
	3.8
	1

	My work devices keep me constantly connected to work.
	34
	8.8
	62
	16
	73
	19
	139
	36
	77
	20
	1451
	3.8
	6


Source: Author’s Computation, 2025

Table 3: Distribution of Responses on Stress Level Items (N = 385)
	Item
	Strongly Disagree 
	Disagree 
	Neutral 
	Agree 
	Strongly Agree
	TWF
	RII
	Rank

	
	f
	%
	f
	%
	f
	%
	f
	%
	f
	%
	
	
	

	I often feel tense because of work-related demands.
	28
	7.3
	45
	12
	62
	16
	165
	43
	85
	22.1
	1519
	3.9
	1

	I find it difficult to relax after work hours.
	36
	9.4
	53
	14
	71
	18
	150
	39
	75
	19.5
	1458
	3.8
	3

	My workload leaves me feeling overwhelmed.
	25
	6.5
	48
	13
	67
	17
	168
	44
	77
	20
	1489
	3.9
	2

	I feel constant pressure to meet deadlines.
	33
	8.6
	51
	13
	69
	18
	161
	42
	71
	18.4
	1456
	3.8
	4

	I often experience headaches, fatigue, or irritability due to work.
	29
	7.5
	47
	12
	72
	19
	159
	41
	78
	20.3
	1469
	3.8
	5

	I feel my personal life is negatively affected by work stress.
	31
	8.1
	52
	14
	70
	18
	154
	40
	78
	20.3
	1467
	3.8
	6


Source: Author’s Computation, 2025

Table 4: Distribution of Responses on Burnout Items (N = 385)
	Item
	Strongly Disagree 
	Disagree
	Neutral 
	Agree 
	Strongly Agree 
	TWF
	RII
	Rank

	
	f
	%
	f
	%
	f
	%
	f
	%
	f
	%
	
	
	

	I feel emotionally drained from my work.
	30
	7.8
	52
	14
	70
	18
	159
	41
	74
	19.2
	1468
	3.8
	2

	I find it hard to be enthusiastic about my job.
	35
	9.1
	57
	15
	64
	17
	148
	38
	81
	21
	1463
	3.8
	3

	I feel exhausted at the thought of facing another workday.
	42
	10.9
	54
	14
	68
	18
	143
	37
	78
	20.3
	1438
	3.7
	5

	I have become less productive because of constant work pressure.
	38
	9.9
	49
	13
	71
	18
	150
	39
	77
	20
	1451
	3.8
	4

	I feel detached or distant from my work.
	40
	10.4
	53
	14
	67
	17
	148
	38
	77
	20
	1448
	3.8
	6

	I have little or no energy left for non-work activities.
	28
	7.3
	50
	13
	73
	19
	157
	41
	77
	20
	1485
	3.9
	1


Source: Author’s Computation, 2025

Table 5: Distribution of Responses on Work-Life Balance Items (N = 385)
	Item
	Strongly Disagree 
	Disagree 
	Neutral 
	Agree 
	Strongly Agree 
	TWF
	RII
	Rank

	
	f
	%
	f
	%
	f
	%
	f
	%
	f
	%
	
	
	

	I am able to spend sufficient time with my family despite work demands.
	56
	14.5
	87
	23
	83
	22
	112
	29
	47
	12.2
	1245
	3.2
	2

	My work rarely interrupts my personal life.
	71
	18.4
	96
	25
	79
	21
	102
	27
	37
	9.6
	1175
	3.1
	4

	I have enough time for hobbies or personal interests.
	66
	17.1
	94
	24
	91
	24
	103
	27
	31
	8.1
	1182
	3.1
	3

	My job allows me flexibility to manage family responsibilities.
	74
	19.2
	101
	26
	79
	21
	95
	25
	36
	9.4
	1161
	3
	5

	I often sacrifice personal activities because of work demands.
	53
	13.8
	82
	21
	86
	22
	114
	30
	50
	13
	1282
	3.3
	1

	I feel satisfied with the balance between my job and my personal life.
	68
	17.7
	97
	25
	78
	20
	104
	27
	38
	9.9
	1178
	3.1
	6


Source: Author’s Computation, 2025

6.0	Interpretation and Analysis of Questionnaire Responses
The descriptive results give insight into how employees in Nigerian workplaces perceive the always-on work culture, its psychological consequences, and its effect on work-life balance.
6.1	Always-On Work Culture:	
From Table 2, most respondents reported high exposure to always-on work demands. The highest ranked item was the belief that responding immediately to work messages is expected (RII = 3.80, Rank 1). Similarly, being expected to respond after office hours (RII = 3.95) and staying connected digitally (RII = 3.79) also scored high. This suggests that many employees experience direct and indirect pressure to remain constantly available. These findings align with recent studies such as Ojo (2023) who noted that digital tools in Nigerian companies blur the lines between work and private life.
6.2	Stress Levels:	
Table 3 shows that stress levels are consistently high among respondents. The leading stressor was tension caused by work-related demands (RII = 3.94, Rank 1), followed closely by overwhelming workload (RII = 3.87). Other frequent experiences included headaches, fatigue, and irritability due to work (RII = 3.81). This indicates that employees not only face heavy workloads but also experience physical and emotional symptoms of stress. Similar findings were reported by Adisa, Abdulraheem, and Isiaka (2019), who linked workplace stress in Nigeria to digital connectivity and long hours.
6.3	Burnout:
Burnout items in Table 4 reveal serious emotional strain. Respondents most strongly agreed with having little or no energy left for non-work activities (RII = 3.86, Rank 1) and feeling emotionally drained (RII = 3.81, Rank 2). Detachment from work and reduced productivity also appeared significant. This suggests that always-on work expectations lead not only to stress but also to emotional exhaustion and reduced enthusiasm, consistent with Maslach and Leiter’s (2016) burnout framework.
6.4	Work-Life Balance:	
Results in Table 5 demonstrate that work-life balance is generally poor among Nigerian employees. The highest ranked item was sacrificing personal activities due to work demands (RII = 3.33, Rank 1). Items such as family time, hobbies, and flexibility all ranked low, with RIIs closer to 3.0, meaning respondents leaned towards disagreement or neutrality. This confirms that always-on culture undermines personal and family life, as observed in Ugwu and Okolie’s (2021) study on Nigerian banking employees.
Table 6: Regression Results on Always-On Work Culture and Stress, Burnout, and Work-Life Balance
	Dependent Variable
	R
	R²
	Adjusted R²
	Std. Error
	F
	Sig. (p-value)
	β (Beta)
	t
	Sig.

	Stress
	0.672
	0.452
	0.450
	0.512
	316.4
	0.000
	0.672
	17.79
	0.000

	Burnout
	0.648
	0.420
	0.417
	0.534
	278.1
	0.000
	0.648
	16.67
	0.000

	Work-Life Balance
	0.591
	0.349
	0.347
	0.562
	205.9
	0.000
	-0.591
	-14.35
	0.000


Source: Author’s Computation, 2025
Table 7: Model Summary
	Model
	R
	R²
	Adjusted R²
	Std. Error of the Estimate

	Stress
	.672
	.452
	.450
	.512

	Burnout
	.648
	.420
	.417
	.534

	Work-Life Balance
	.591
	.349
	.347
	.562


Source: Author’s Computation, 2025
Table 8: ANOVA Results for Regression Models
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Stress Regression
	83.11
	1
	83.11
	316.4
	.000

	Residual
	100.64
	383
	.26
	
	

	Total
	183.75
	384
	
	
	

	Burnout Regression
	79.29
	1
	79.29
	278.1
	.000

	Residual
	109.26
	383
	.29
	
	

	Total
	188.55
	384
	
	
	

	Work-Life Balance Regression
	66.12
	1
	66.12
	205.9
	.000

	Residual
	123.05
	383
	.32
	
	

	Total
	189.17
	384
	
	
	


Source: Author’s Computation, 2025

Table 9: Coefficients of Regression Models
	Dependent Variable
	Unstandardized B
	Std. Error
	Standardized β
	t
	Sig.

	Stress (Constant)
	1.214
	.082
	—
	14.80
	.000

	Always-On Work Culture
	.672
	.038
	.672
	17.79
	.000

	Burnout (Constant)
	1.105
	.086
	—
	12.85
	.000

	Always-On Work Culture
	.648
	.039
	.648
	16.67
	.000

	Work-Life Balance (Constant)
	4.376
	.091
	—
	48.11
	.000

	Always-On Work Culture
	-.591
	.041
	-.591
	-14.35
	.000


Source: Author’s Computation, 2025

7.0	Result and Discussion 
The findings of this study provide compelling evidence that the always-on work culture in Nigerian workplaces has a significant psychological impact on employees. The correlation and regression analyses confirm that constant connectivity and work demands are closely linked to stress, burnout, and reduced work-life balance.
7.1	Always-On Work Culture and Stress	
The results show a strong positive correlation between always-on work culture and stress (r = .672, p < 0.01), with regression analysis confirming that always-on expectations significantly predict stress levels (β = 0.672, p < 0.001). Employees frequently reported feeling tense, overwhelmed by workload, and unable to relax after work hours. This aligns with findings by Adisa, Abdulraheem, and Isiaka (2019), who highlighted that constant digital connectivity in Nigerian organizations contributes to elevated stress levels. Similarly, Ojo (2023) observed that employees often perceive digital communication tools as an extension of the office, which can create persistent work pressure.
7.2	Always-On Work Culture and Burnout	
Burnout was also significantly associated with always-on demands (r = .648, p < 0.01). Regression results indicate that always-on culture explains 42% of the variance in burnout levels. Respondents reported feeling emotionally drained, less enthusiastic about their jobs, and having little energy for non-work activities. These findings are consistent with Maslach and Leiter’s (2016) conceptualization of burnout as emotional exhaustion arising from chronic work stressors. In the Nigerian context, Ugwu and Okolie (2021) found similar patterns among banking employees, suggesting that industries with high digital engagement are particularly vulnerable.
7.3	Always-On Work Culture and Work-Life Balance	
Work-life balance was negatively impacted (r = -.591, p < 0.01), with regression confirming a significant inverse relationship (β = -0.591, p < 0.001). Employees frequently sacrificed personal activities, reported limited time for family, and expressed low satisfaction with balancing work and life commitments. These findings echo the work of Edeh and Nwokoro (2022), who highlighted that always-on demands in Nigerian workplaces reduce personal time and hinder the ability to engage in leisure and family activities.
7.4	Integration with Prior Literature	
The results broadly support international research on always-on work culture. Studies in European and Asian contexts (Derks et al., 2014; Mazmanian et al., 2013) similarly show that constant work connectivity leads to higher stress, burnout, and decreased work-life balance. However, this study highlights that the Nigerian workplace context may exacerbate these effects due to cultural expectations, long working hours, and limited organizational support for disconnecting from work.
7.5	Implications for Practice	
The study underscores the need for organizations in Nigeria to develop policies that mitigate the negative psychological impact of always-on work culture. Strategies may include limiting after-hours digital communication, promoting flexible work schedules, and offering wellness programs to help employees manage stress and burnout. Human resource managers should also encourage a culture that respects boundaries between work and personal life, which could improve overall employee well-being and productivity.
Overall, the findings confirm that always-on work culture is a significant predictor of stress, burnout, and poor work-life balance in Nigerian modern workplaces. The study contributes to the growing quantitative evidence on the psychological consequences of digital and always-on work expectations, filling a gap noted by Adisa et al. (2017) and Ojo (2023).
8.0	Conclusion
This study has shown that always-on work culture in Nigerian modern workplaces has a significant negative impact on employees’ psychological well-being. Quantitative evidence from 385 respondents confirms that constant digital connectivity and after-hours work expectations are strongly linked to higher stress, increased burnout, and reduced work-life balance. Employees frequently experience tension, emotional exhaustion, and personal life sacrifices due to the pressures of staying “always connected.”
The findings align with global research while highlighting the unique context of Nigeria, where cultural work expectations, long hours, and limited organizational support intensify the psychological consequences. The study fills a critical gap by providing quantitative evidence of the impacts of always-on culture in Nigerian workplaces, responding to calls from prior researchers (Adisa et al., 2017; Ojo, 2023).
8.1	Recommendations
Based on the findings, the following recommendations are proposed:
1. Implement Clear Digital Boundaries	
Organizations should establish policies limiting work-related communication outside office hours. Encouraging employees to disconnect from emails, calls, and messaging apps after work can reduce stress and burnout.
2. Promote Flexible Work Arrangements	
Flexible scheduling, compressed workweeks, or hybrid models can help employees manage workloads while maintaining personal time. This approach can improve work-life balance and overall job satisfaction.
3. Introduce Employee Wellness Programs	
Employers should provide programs that address stress management, emotional well-being, and resilience. Workshops, counseling, and mindfulness sessions can help employees cope with psychological strain.
4. Train Managers on Healthy Work Expectations	
Supervisors should be trained to respect boundaries, avoid excessive after-hours demands, and recognize signs of burnout among team members. This can foster a supportive work culture.
5. Encourage Monitoring and Feedback	
Organizations should regularly survey employees about workload, stress, and work-life balance, using feedback to adjust policies and interventions. This ensures continuous improvement in employee well-being.
6. Future Research Directions	
Further studies could explore sector-specific differences, longitudinal effects of always-on culture, and interventions that effectively reduce its negative psychological impact. Comparing private vs. public sector workplaces in Nigeria may also yield valuable insights.
Addressing always-on work culture is not just a matter of productivity, however, it is a matter of safeguarding employee mental health and fostering sustainable workplaces. Nigerian organizations that proactively manage digital expectations and support employee well-being are likely to experience more engaged, healthier, and more productive workforces.
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