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Introduction 

The Fourth Industrial Revolution has caused a paradigm shift 
in various organisations and enhanced globalisation, even as the 
world has gone digital [1]. Glaringly, this has paved the way for 
Information Technology in various sectors, governments, and 
individuals globally, especially regarding work performance [2]. 
Sub-saharan Africa is included, as there has been tremendous 
advancement in technology adoption across various sectors [3], 
thereby developing the digital space [4]. This development has 
led to changes in our lives and how the world operates, making 
it an indispensable tool used by all [5]. Considering the delicate 
condition of the information technology sector, it has been noted 
that employees need to gain more confidence, focus, and zeal in 
the workplace, resulting in stress and a lack of motivation towards 
their work [6]. The information technology sector is known for 
heavy workload schedules, constant sitting in one place, and 
frequent travel for training [7]. Due to frequent advancement and  

 
enormous pressure at work, employees of the IT sector have been 
noted as the most susceptible group of individuals to mental health 
issues [2]. According to Bhargava et al. [8], having a high demand 
for services rendered by the industry and being an indispensable 
tool used across different individuals, governments, and the 
globe may lead to an increase in the schedule and workload of 
employees, thereby affecting the work-life balance of employees, 
their well-being, and their level of productivity. On that note, 
the current study specifically addresses work-life balance in the 
Information Technology sector. As an indispensable asset in every 
nation and economy, the information technology sector needs 
to be studied and understood as it enhances organisational and 
employee productivity. This refers to companies that produce 
software, hardware, or semiconductor equipment and provide 
Internet or related services. It also refers to individuals who 
work in information technology organizations that produce, 
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sell, and distribute human and material resources for individual, 
organizational, and national use. This reveals the necessity of 
this sector and the need to ensure their workers experience 
positive career choices, such as flexible work hours or remote 
work options, and psychological capital, such as resilience or self-
efficacy, even as other industries and the world solely depend on 
their services. Many recent studies [9-12] have related optimism, 
psychological capital, resilience, remote jobs, productivity, gender, 
health of different generations, household size, hope, and children 
care to positive work-related attitudes, higher performance, and 
an individual’s well-being in any work environment. Acccording 
to Mordi et al. [7], the permeable infiltrations, work-life balance 
and spillover experiences of IT employees is a challenge that has 
caught the attention of researchers, academics, and leaders. This 
results from the demanding situations in the workplace and the 
sophistication of their activities (Bhargava et al., 2024). Moreover, 
there have been some research gaps that this study seeks to 
address, including a shortage of research on work-life balance 
among IT employees and how these employees’ psychological 
capital and career choices, such as prioritising family time or 
pursuing higher education with career, can affect their work-life 
balance. 

Therefore, this study examines the role of career choice and 
psychological capital on work-life balance among information 
technology employees in Nigeria. A balanced and objective 
employee is a happy employee [13]. A balance between work 
and non-work activities can significantly influence the degree 
of productivity at the workplace, improving the output of an 
organisation [14]. The more control employees feel over their 
lives, the more they can balance and commit to work and personal 
life [15]. It has been noted that a balance can be achieved when 
there is harmony between employees’ work and non-work 
activities [16]. According to Adnan [17], every employee desires 
to enjoy every aspect of their life, which includes work and 
personal life (family, leisure, social activities and others). Thus, 
making them feel fulfilled and satisfied and motivating their 
effectiveness and efficiency in each domain [18]. However, work-
life balance has become a major issue in the workplace. Over the 
years, several researchers [16-20]) have conducted studies on 
work-life balance and how it affects employees’ well-being and 
the impact on organisational output. In these studies, several 
factors, which include flourishing, partnership status, burnout, 
work-family balance, turnover intention, fatigue, workplace 
support, job engagement and dissatisfaction, were noted to be 
the outcome of an employee with a work-life imbalance. However, 
none of these studies have examined why people choose a career 
in the information technology sector. Work-life balance has been 
a significant concern for those desiring to enjoy the quality of life 
[21]. It refers to the ability of an individual, irrespective of gender, 
to adequately harmonise work and family duties (Hjálmsdóttir et 
al., 2021). Refers to the state in which an employee experiences a 
degree of harmony between personal life and work [22]. Work-life 

balance refers to the well-being of employees in an organisation 
[23]. Work-life balance can also be defined as the degree to which 
individuals are satisfied and involved with their work and family 
roles [24].

A person can live a successful and happy life with a work-
life balance (Bataineh et al., 2020). An employee’s life consists of 
several domains, including the workplace, their families, and other 
social activities, and they want to enjoy or be satisfied in each of 
these domains. Recently, work-life balance has often been used in 
organisations to distinguish between work and life domains [25]. 
Flexible work patterns, downsizing, and globalisation have left 
many employees feeling increased work pressure and demand 
and a daily struggle to effectively manage their family and work 
duties (Bharathi et al., 2020). In the context of the Nigerian 
workplace, work-life imbalance has been a challenge, leading to 
several consequences in the organisation, such as psychological 
detachment, absenteeism, psychological contract breach, and low 
productivity [26]. This shows how an employee’s well-being could 
negatively affect the organisation. When an employee’s home is 
happy, the workplace becomes enjoyable [3]. The more control 
employees feel over their lives, the more they can balance and 
commit to work and personal life [15]. However, Aderibigbe [27] 
posits that work-life balance connotes work and family life and 
work and other life activities. This indicates that experiencing 
work-life balance involves a level at which employees. A career 
is one of the most crucial aspects of one’s life and has become 
an asset of utmost imperative, as competent employees will not 
function to the best of their potential if they are not committed 
to their work [28]. A career is defined as the progress and actions 
taken by an individual throughout one’s lifetime, often related to 
one’s occupation, vocation, profession, and job [29]. Career choice 
refers to choosing a career path, often influenced by parental 
guidance, skills, and personal interests [30]. 

Career choice enables an individual to define goals that 
yield focus in search of life purpose, resulting in opportunities; 
it has become a complex science through the emergence of 
information technology, the post-industrial revolution, and job 
competition [31]. Factors determining a career choice might be 
intrinsic, extrinsic, or both, educational, appearance, and vary 
across countries, religions, cultures, and ethnic groups [32]. For 
example, various factors often influence career choices, including 
personalities, skills, interests, families, peers, income, religion, 
age, socio-economic status, and job security [32]. However, it 
is expedient for employees to have positive attitudes towards 
work and enhance their organisational performance. Against 
this backdrop, Luthans and Youssef [33] introduced the concept 
of psychological capital, which was referred to as psychological 
capital and is within the emerging positive organisational 
behaviour movement. This psychological capital is the second 
independent variable in the current study. This variable was 
chosen as the second independent variable because previous 
studies have suggested that it could correlate with or predict 
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employees’ work-life balance. As such, it was selected to help 
researchers, practitioners, and academicians understand the need 
for psychological capital in our general work lives. Psychological 
capital is portrayed as an individual’s approving psychological 
state of maturation [34]. According to Nolzen [35], psychological 
capital refers to an individual’s positive psychological state of 
development, comprising four components: hope, self-efficacy, 
resilience, and optimism. Purwanto et al. [32] posited that 
psychological capital captures the psychological capacity of 
individuals who can be measured, developed, and utilised for 
work performance enhancement. Novitasari et al. [36] established 
that psychological capital has four features: self-efficacy, hope, 
optimism, and resiliency. Demystifying further: 

a)	 Self-efficacy concerns itself with self-confidence to 
take every opportunity as a form of effort to attain success 
in challenging tasks. For instance, I feel confident in finding a 
solution to a long-term problem.

b)	  Hope relates to perseverance in achieving goals, 
deciphering opportunities, and raising beliefs for success. 
For instance, believing that there are many ways out of every 
challenge.

c)	 Optimism is an individual’s ability to develop positive 
attributes to succeed in challenging tasks. For instance, think 
positively about work-related matters. 

d)	 Resilience refers to overcoming and sustaining life’s 
challenges. For example, I can solve complex tasks on a job. People 
with high psychological capital evenly allocate their resources 
[37].

Conversely, individuals with a low level of psychological 
capital exhibit lower motivation and confidence in handling 
conflicts [27]. Psychological capital, noted as a positive resource 
in combating work-life conflicts [38], is a higher-order core 
construct that helps prevent employees from succumbing to work 
stress [39]. It has the potential to instil positivity in employees, 
leading them towards higher well-being [40] and a vast spectrum 
of upbeat developments such as happiness and thriving at work 
[41], psychological and physical health, satisfaction in vital 
domains of life towards work-life balance (Da et al., 2020), and 
personal striving as well as coping with stress [36]. Therefore, 
our study aims to examine the influence of psychological capital 
on career choice and work-life balance among information 
technology employees in Nigeria, highlighting the implications of 
low psychological capital. The current study has advanced social 
cognitive career theory as our anchor theory. Lent et al. [42] social 
cognitive career theory extends Bandura’s social cognitive theory 
(1986). It explains how individuals create career choices through 
interest and make vocational choices. The theory attempts to 
explain the development of career interests, career choices, and 
career paths [43]. 

It suggests that career calling, occupational self-efficacy, and 
outcome expectations predict occupational choice, job satisfaction, 
and interest for better productivity and well-being [44]. The 
authors connote that developing people’s work-life balance and 
career goals start from career choice, calling, and interest to the 
degree of psychological capital. Studies [42,43,45-47] defined 
self-efficacy beliefs as an individual’s capacity judgment, such as 
the psychological capital needed to carry out a required activity 
for attaining a particular degree of performance, work-life 
balance, and expectations. Therefore, this statement shows that 
psychological capital is needed to attain a work-life balance for 
employees after making a career choice. They further defined 
outcome expectations as people’s presumption of a tendency 
of a consequence to occur (e.g., work-life balance) as a result of 
behaviour exhibited (career choice and psychological capital). 
Lent et al. [42] denote that people make vocational decisions 
and career choices based on their beliefs, psychological capital, 
and thriving at work about the likely outcomes at the workplace, 
such as prestige, work-life balance, and expected remuneration. 
They further hypothesised that learning experiences such 
as psychological capital impact self-efficacy and vice versa. 
Sources of self-efficacy include vicarious learning, low levels of 
anxiety, support and encouragement from others, performance 
accomplishment and low degree of conflicts and stress [48]. Also, 
the authors believed that internal and external factors influence 
people’s career choices, which may include gender, society, socio-
economic status, and belief in an individual’s ability. Lent [43] 
further explained the theory as how individuals build vocational 
interests, make occupational choices and attain a degree of career 
success (Figure 1).

Hypotheses

In the current study, the following hypotheses were tested.

i.	 Career choice will significantly predict work-life balance 
among Nigerian information technology employees.

ii.	  Psychological capital will significantly predict work-life 
balance among Nigerian information technology employees.

iii.	  Career choice will moderate the relationship between 
psychological capital and work-life balance among Nigerian 
Information Technology employees.

Method

Participants

A total of two hundred and eighty-five (285) employees drawn 
from twenty (20) Information Technology (IT) organisations 
voluntarily and conveniently participated in the current study, 
representing a diverse range of backgrounds and experiences. 
Organisations in the Lagos State of Nigeria were sampled using a 
convenient sampling technique to select participants. Of the total 
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participants (two hundred and eighty-five; 285) sampled, 283 
were males, representing 99.3% of the participants, and 2 were 
females, representing .7% of the participants. Their age ranged 

from 20 to 51 years (M=34.09; SD=5.54). Other demographic 
details were provided, including marital status, religion, highest 
education qualification, and duration spent in the organisation.

Figure 1: Hypothetical Model showing the relationship between the variables.

Instruments

Three sets of questionnaire scales were used in the present 
study. They include the Psychological Capital Questionnaire (PCQ) 
[49], the Career Choice Scale [30], and the Work-Life Balance 
Questionnaire [22].

Psychological Capital Questionnaire

The psychological capital questionnaire (PCQ) was developed 
by Luthans et al. [34]. PCQ is a 24-item questionnaire designed to 
measure an individual’s state of psychological capital, consisting 
of four dimensions which were pooled items from four previously 
published scales: Hope (State Hope Scale by Snyder et al., 1996), 
Optimism (Life Orientation Test by Scheider& Carver, 1985), 
Resilience (Resilience Scale by Wagnild & Young, 1993), and Self-
efficacy (Role Breadth Self-Efficacy Scale by Parker, 1998). Each 
sub-scale consists of six items. However, the questionnaire is 
answered on a five-point Likert scale, ranging from 1 (strongly 
disagree) to 5 (strongly agree). Items 1, 8 and 11 are reversely 
scored. We conducted a pilot study to validate the Psychological 
Capital Scale on 100 IT personnel drawn from Tenace Technology 
Consulting Services. The Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy was .78, and Bartlett’s test of Sphericity was 795.49 
(p<.001), indicating that the sample was sufficient to test for 
factorial validity of the scale. A one-component factor structure 
of the scale was extracted, accounting for 27.68% of the variance. 
Loadings of the items ranged from .33 to .67. The items yielded 
high internal consistency reliability, with Cronbach’s alpha of .76.

Career Choice Scale

The career choice scale, developed by Borchert [30], was 
adopted and meticulously adapted to conform to the Informational 
Technology organizational context. This nine-item questionnaire, 
originally designed to assess factors influencing career choice 
among high school students in German town high school, 
Milwaukee, Wisconsin, was modified to align with the IT context. 
For example, the term ‘military’ was replaced with ‘IT’ and was 
replaced with ‘had’. An example of an item in the scale is, “Parents 
had the greatest influence in my career choice”. The questionnaire 
is answered on a 5-point Likert scale, which is represented by 
Strongly Disagree (1), Disagree (2), Neither Agree nor Disagree 
(3), Agree (4) and Strongly Disagree (5). We conducted a pilot 
study to validate the Career Choice Scale for the present research 
on a sample of 100 IT personnel. The Kaiser-Meyer-Olkin Measure 
of Sampling Adequacy was .76, and Bartlett’s test of Sphericity was 
330.61 (p<.001), indicating that the sample size was sufficient to 
test for factorial validity of the scale, instilling confidence in the 
scale’s validity. A one-component factor structure of the scale 
was extracted, accounting for 43.23% of the variance. Loadings of 
the items ranged from .31 to .58. The items yielded high internal 
consistency reliability, Cronbach’s alpha of .81.

Work-Life Balance Scale 

Work-Life Balance (WLB) was measured using the work-life 
balance scale adopted by Hayman (2005). It is a 15-item scale 
designed to measure the three dimensions of work-life balance: 
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work-personal life enchantment (WPLE), work interference with 
personal life (WIPL) and personal life with work (PLIW). The 
scale is scored on a five-point Likert scale, ranging from 1(strongly 
disagree) to 5(strongly agree). Some samples of the items include 
“personal life suffers because of work”, “better mood because of 
my job”, and “too tired to be effective at work”. We conducted a 
pilot study to validate the Work-life Balance Scale for the present 
research on a sample of 100 IT personnel. The Kaiser-Meyer-
Olkin Measure of Sampling Adequacy was .60, and Bartlett’s test 
of Sphericity was 336.72 (p<.001), indicating that the sample 
was sufficient to test for factorial validity of the scale. A one-
component factor structure of the scale was extracted, accounting 
for 25.63% of the variance. The loadings of the items ranged from 
.30 to .70. The items yielded high internal consistency reliability, 
Cronbach’s alpha of .74.

Procedure

A convenient sampling technique was adopted in the study. As 
a result of the information technology staff being remote workers, 
only some were present at the workplace. We administered 
copies of the questionnaires to the available staffers. The research 
was conducted in twenty (20) IT companies. We approached 
each organisation’s management with a staff identification card 
authorised by the institution to seek permission to conduct a 
research study. The management granted permission to distribute 

the copies of the questionnaires among workers. The receptionists 
and administrative staff assisted in sharing questionnaires among 
available workers. We assured confidentiality and instructions 
for responding to the questionnaires were clearly stated. Due 
to the unavailability of sufficient workers, the receptionist and 
administrative staff gathered the questionnaires, which were 
answered and handed to us. The researcher returned a few days 
later to retrieve these questionnaires and verbally appreciated the 
workers and management. This meticulous process ensured that 
we collected a comprehensive dataset. Three hundred and thirty 
(330) questionnaires were distributed, while two hundred and 
eighty-five (285), indicating 86% of the return rate, were wholly 
and accurately responded to.

Design/Statistics

This is primarily survey research, and a cross-sectional design 
was adopted. The Hayes PROCESS Macro was used for statistical 
analysis of the data.

Results

This section presents the study’s findings. Table 1 shows 
the descriptive statistics and correlations of the variables. Table 
2 shows the Hayes PROCESS Macro results for predicting work-
life balance among Information Technology employees by career 
choice and psychological capital (Table1).

Table 1: Mean, Standard deviation and correlations of demographic factors, career choice, psychological capital and work-life-balance among IT 
employees

Variables Mean SD 1 2 3 4 5 6

Age 34.09 5.54 -

Gender - - -0.09 -

Education - - -0.05 0 -

Organizational Duration 1.13 0.37 -.18** .20** -0.02 -

Career Choice 27.16 6.99 -0.06 0.09 0.06 -0.01 -

Psychological Capital 94.43 10.33 0.1 0.06 0.08 -0.1 -0.07 -

Work-Life-Balance 37.83 5.6 -0.024 -0.013 -0.046 0.091 -0.026 .42***

Note: ***p<.001; **p<.01, *p<.05

Table 2: The Hayes PROCESS Macro results for predicting work-life-balance among IT employees by career choice and psychological capital.

Variables B T P 95%CI R2 F

Career Choice (CC) -0.03 -0.77 0.441 [-.12, .05] 0.18 20.67 (3, 281)***

Psychological Capital (PC) 0.23 7.74 0 [.17, 29]

CC * PC 0 -1.28 0.2 [-.02, .00]
Note: CI = Confidence Interval

Table 1 showed that older age was negatively associated with 
organization duration (r = -.18, p<.01). Being female was associated 
with organizational duration (r = .20, p<.01). Psychological capital 

was positively related with work-life-balance among IT employees 
(r = .42, p<.001).
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Results in Table 2 showed that career choice was not 
significantly associated with work-life balance among IT 
employees (B = -.03). Psychological capital was positively 
associated with work-life balance among IT employees (B = .23, 
p<.001). The B showed that each unit’s rise in psychological 
capital was associated with a .23 increase in work-life balance 
among IT employees. The interaction of career choice and 
psychological capital was insignificant (B = -.00), indicating that 
psychological capital did not moderate the relationship between 
career choice and work-life balance among IT employees. The R2 
of .18 for the model showed that 18% of the variance in work-
life balance among IT employees was explained on account of the 
entire variables, F (3, 281) = 20.67. 

Discussion

This study examined the moderating role of psychological 
capital in the relationship between career choice and work-
life balance among Information Technology employees. The 
current study revealed that career choice was not significantly 
associated with work-life balance among Information Technology 
employees. Thus, the first hypothesis, which states that career 
choice will significantly predict work-life balance among Nigerian 
information technology employees, still needs to be confirmed but 
has been rejected in the current study. This finding of the present 
research disagrees with the works of [50] and Shang et al. [44], 
who found a significant relationship between career selection and 
career calling on job satisfaction and occupational self-efficacy. The 
Social Cognitive Career Theory can help our readers understand 
the complex nature of work-life balance among IT employees. This 
theory, developed by Lent et al. [42], provides a comprehensive 
framework for understanding career development, focusing on 
the interplay between personal attributes, external environmental 
factors, and behavioural outcomes. It integrates concepts from 
Bandura’s social cognitive theory, particularly self-efficacy, 
outcome expectations, and personal goals, to explain career-
related choices and behaviours. By applying this theory to the 
finding that career choice was not significantly associated with 
work-life balance among IT employees, we can suggest that work-
life balance is a complex construct influenced by multiple factors. 
The interaction of self-efficacy, coping strategies, organizational 
environment, support systems, and contextual challenges 
can mediate the impact of career choice on work-life balance. 
Therefore, interventions to improve work-life balance among IT 
employees should address these multifaceted influences rather 
than focusing solely on career choice. Second, the current study 
showed that psychological capital was positively associated with 
work-life balance. Thus, the second hypothesis, which states that 
psychological capital will significantly predict work-life balance, 
was accepted and confirmed. This study finding is consistent with 
Demir’s [51] and Christy et al. [52] finding that psychological 
capital would significantly impact job satisfaction and work-life 

balance. This finding can be further explained and supported 
using the conservation of resource theory [53]. This theory states 
how employees are motivated to obtain, retain, and promote the 
necessary resources in psychological capital to achieve a successful 
performance outcome [54]. Conservation of resource theory 
denotes the capability of an employee’s psychological capital 
level to attain a certain fulfilment and actualise a goal. According 
to [55], the basic tenet of conservation of resource theory is that 
individuals strive to acquire resources (psychological capital), 
retain and promote these resources and enhance those things 
they value (work-life balance).

Finally, the current study showed that psychological capital 
did not moderate the relationship between IT employees’ career 
choices and work-life balance. Thus, the third hypothesis, which 
states that psychological capital will significantly moderate the 
relationship between IT employees’ career choice and work-life 
balance, was not accepted and confirmed. This study finding is 
inconsistent with several previous studies, including those by 
Aderibigbe and Mjoli [38], Baig et al. [37], Kim et al. [11], Kole and 
Kurt’s [39], and Obeng et al. [24], which found that psychological 
capital significantly moderated various relationships such as 
organisational support, hope, high-performance work practices, 
leadership styles, efficacy, occupational stress, resilience, 
employees performance, optimism, turnover intention, 
organisational citizenship behaviour, and work-family balance. 
This finding can be further explained and supported using the 
theory of work adjustment [56]. When exploring the relationship 
between career choices and work-life balance among IT 
employees, Psychological Capital (PsyCap) may not always act 
as a moderating variable. To understand why this might be the 
case, we can look at the Theory of Work Adjustment (TWA). The 
TWA emphasises the interaction between an individual and their 
work environment, focusing on the degree of correspondence 
between individual abilities and job requirements and between 
personal needs and job rewards. Career choices in IT should 
ideally align with an individual’s skills and interests. However, the 
dynamic nature of IT jobs may result in evolving demands that 
can cause misalignment over time. While PsyCap can enhance an 
individual’s ability to adjust to job demands, it does not change the 
fundamental alignment between job requirements and personal 
skills or needs. Thus, PsyCap may not effectively moderate the 
relationship if the career choice inherently leads to poor work-
life balance due to misalignment. Factors beyond personal 
control, such as organisational culture, industry standards, and 
external demands, influence work-life balance. PsyCap, being 
an individual-level construct, may need to sufficiently address 
these broader environmental and structural factors. Therefore, 
addressing work-life balance in the IT sector might require more 
systemic and organisational interventions rather than relying 
solely on enhancing individual PsyCap.
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Implication of the Study

The result of the study showed that career choice was not 
significantly associated with work-life balance among Information 
Technology employees. The finding has shown that specific jobs 
in developing countries like Nigeria cannot determine the work-
life balance of such employees. Also, the result has confirmed the 
work of Ujoatuonu et al. [46], who stated that most employees in 
developing countries enter vocations, professions, and careers 
accidentally. This accidental method and the long waiting periods 
before getting employed or in the unemployment stage must 
have prepared most employees to manage work-life balance so 
they cannot afford to lose any job, career, or work. Therefore, 
factors influencing an employee’s career choice could negatively 
affect one’s work-life balance. Similarly, from career construction 
theory (Savickas, 2005), individuals have learnt that there is only 
one perfect work-life balance. As a result, they have structured 
their lives and work by believing in themselves and prioritizing 
things, increasing their social relationships and becoming socially 
intelligent, prioritizing things, staying organized, learning to 
be assertive, and talking to their boss. This involves them being 
intentional about their various spheres of life.

The study found that psychological capital was positively 
associated with work-life balance among Information Technology 
employees. Indicating that an employee with psychological capital 
has a high tendency to experience a work-life balance. On the 
other hand, employees with a lower level of psychological capital 
may likely not experience a work-life balance. This confirmed the 
work of Christy et al. [52], who stated that psychological capital 
significantly impacts work-life balance. The research finding that 
PsyCap does not moderate the relationship between IT employees’ 
career choices and work-life balance suggests that organisations 
have a pivotal role. Simply enhancing individual psychological 
resources is not sufficient to address work-life balance issues. 
Instead, a comprehensive approach is essential, encompassing 
organisational policy changes, supportive work environments, 
holistic well-being programs, and personalised interventions. 
By embracing these strategies, organisations can effectively 
support their employees in achieving a healthy work-life balance, 
improving job satisfaction and productivity [53-60].

Limitation of the Study

The first limitation of the study is the sample size used. A total 
number of two hundred and eighty-five (285) employees were 
used in the study. This population is not a justified representation 
of the IT employees in Lagos State and Nigeria. Meanwhile, 93% of 
participants who participated in the study were males, while 3% 
were females, showing an imbalance in gender status. Moreover, 
because we selected a few of the target population who were 
available in the office as a result of the IT staff who were remote 
workers, we had little control over the sample and minimal 
knowledge as to whether the sample was an actual representation 

of the target population. Some participants gave random answers 
while filling out the questionnaire, which may have affected the 
results. The use of quantitative self-administered questionnaires 
did not allow us to fully explore why the employees chose their 
present career and how their choice of career affected their work-
life balance. There is the possibility of bias in self-reporting by the 
participants. The data in the current study were collated at one 
point in time. Consequently, the respondents’ viewpoint may have 
been influenced by covariate factors. Thus, the interpretation of 
the results is constrained by the cross-sectional nature of the data 
[61-63].

Recommendation for Further Research

Given the study’s limitations, researchers conducting similar 
studies should employ a larger sample size to ensure standardized 
generalization. Given the prevalence of remote IT workers, future 
researchers should consider using online questionnaires, such 
as Google Forms, to enable the participation of workers unable 
to be physically present, such as those working from home. 
This approach would help achieve a more balanced gender 
representation in the study population. Additionally, it would be 
beneficial for other researchers to replicate the present study to 
validate or refute its findings.

Summary and Conclusion

The present study explores the role of career choice and 
psychological capital on work-life balance among IT employees. It 
aims to add to the existing literature. Results showed that career 
choice was not significantly associated with work-life balance, 
psychological capital was positively related to work-life balance, 
and the interaction between career choice and psychological 
capital was insignificant. From the formulated hypotheses and 
variables studied, the first hypothesis on career choice and work-
life balance still needs to be confirmed and, thus, rejected. The 
second hypothesis on psychological capital and work-life balance 
was confirmed. The third hypothesis on the moderating role of 
psychological capital in the associations between career choice 
and work-life balance needed to be confirmed and, thus, rejected. 
Therefore, career choice does not significantly predict work-life 
balance among IT employees in Nigeria, while psychological 
capital significantly predicts work-life balance among IT 
employees in Nigeria. Furthermore, the result showed that the 
interaction between career choice and psychological capital was 
not significant, indicating that career choice did not moderate the 
relationship between psychological capital and work-life balance 
among IT employees in Nigeria.
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