Chapter One

Introduction
1.1 Background to the Study

Globally, the banking industry plays a crucial role in fostering economic growth by providing
essential financial services such as savings, credit, and investment, accounting fQ%t 24%
of global GDP in 2021. The sector also supported employment, with arour{) illion jobs
worldwide in 2020'. In Africa, banking contributes to 12% of t‘@’%&inent's GDP and
employs about 2.1 million people, with growth driven by ﬁn@ inclusion and fintech
adoption?. In Nigeria, the banking industry plays@ ificant role, contributing
approximately 3% of the nation's GDP in 2021 %@oviding over 500,000 jobs®. The
statistics shows that banks have a large poo mployee base, thus making employee

management a crucial factor in ensuring o \aN;ational success.

The banking sector, as a servicegfe%d industry, is established with the responsibility of
facilitating specialisation a .$Sion of labour through the use of legally accepted means of
exchange. However, t&uccess of this sector heavily depends on its human resource
capability, whi@idered the most valuable asset of any organisation. A key challenge
for manag@ all levels is to develop a reward system that aligns organisational goals with
indixﬁ{u/@employee needs, ensuring a motivated workforce and enhanced productivity. In
support of this, it has been argued that the greatest intellectual asset that a company,
especially banks have are its employees which are responsible for driving innovation,
providing excellent customer service, and ultimately determining the success of the

organisation*. Employees are so important for banks due to their direct interaction with



customers, their ability to create and implement new financial products, and their role in
maintaining the overall reputation and credibility of the institution>. Without skilled and
motivated employees, banks would struggle to compete in the ever-evolving financial market
and meet the changing needs of their customers. Similarly, the manner in which the
employees are treated fairly in a banks tells a lot about how they perform effectivxi: their

bank. Hence, it is clear that the manner in which employees are treated I'GSOfovi their

performance which in turn influence bank's success. ’\<
Employee performance refers to the extent to which an employe ions and tasks meet

the established requirements in terms of timeliness, accurac@npleteness, and efficiency’.
It plays a crucial role in determining how well an organ'@& achieves its overall objectives.
Performance measures help organizations assess,@ge, and improve various operational
aspects, ensuring that goals are met, custo@% satisfied, and necessary adjustments are
made for continued success®. Perfer)\@\e is a multifaceted concept that involves the
application of skills, knowledge%d(?bilities to achieve desired outcomes’. In this context,
employee performance i @% by a wide range of factors, both direct and indirect, that
influence their work.*lt n be understood as the result of collaborative efforts among
.
individuals or@s, where the effective implementation of tasks contributes to
organizatip&bﬁccess. Thus, measuring and managing employee performance is essential for

ensu at banks and individual goals align, resulting in improved productivity and

performance.

Maximising organisational performance through its employees is crucial for the success of
Nigerian banks. It has been highlighted that human resources are central to achieving

organisational goals, unlike machinery or equipment, which have fixed production
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capacities®. Employees, influenced by various motivating factors, can enhance output and
productivity, making them a vital asset to any organisation. In the banking sector, the quality
of human resources is critical, but the ability to elicit optimal performance from employees is
equally important’. Success in today’s competitive environment depends on the effective and
efficient management of human resources, emphasising the importance of fostering a
motivated workforce. This supports the view of other study that the productivit Q%nking
organisation depends on the willingness of employees to complement any 'systéf in place!.
Machines, as predictable and replaceable, lack the complex1ty® man motivation.
Employees cannot be programmed or compelled to perf er adverse conditions;
instead, their productivity is directly linked to their | 6motwa‘uon“ Thus, unlike
machines, employees cannot be replaced or mana e@y through directives. When a bank
invests in meeting the needs of its employee creates a reciprocal relationship where
employees respond with greater commit }\and hard work. Even though contracts, labour

laws, and regulations govern the e@ee-employer relationship, recognising and fulfilling

employee needs remains the m@effective strategy for fostering dedication and achieving

organisational obj ect1v66Q

However, a m@ﬁment for employee performance is equitable reward system and a
better rew, employee perceives himself/herself being valued by the employer. Doing this
will&agé the organisation shape employees’ behaviours and accelerate the attainment of
organisational objectives. This equitable reward system encourages workers for higher
performance. Failure of employers to establish an equitable reward system could force such
employees to leave the organisation!’. This shows that the importance of well-motivated

employees cannot be appropriately highlighted in the context of an organisation'4. It is



further noted that highly motivated employees are more efficient, eager to work and more

productive towards the achievement of organisational goals than less motivated employees.

Reward management system encompasses various strategies used to motivate and retain
employees by aligning rewards with performance goals!®. Among these, compensation is
critical, as it directly affects employee motivation and performance outcomes. Adequate and
equitable compensation leads to enhanced job satisfaction, which, i , boosts
productivity!®>. Moreover, employee benefits such as health insurance,ﬁg(ent plans, and
paid leave further strengthen the relationship between reward s s and performance.
Benefits are non-wage remunerations that enhance ernplo commitment by providing
financial security and promoting job satisfaction!:!”. F&@nore, job promotion acts as an
essential reward mechanism, fostering career gro (bd enhancing employee motivation to
achieve organizational goals's. Promotion@ de recognition for performance, thereby
improving employee engagement'’. -Li\&' work-life balance, a key component of reward
management, contributes to em;%&(?well-being by offering flexibility in work schedules,
reducing burnout, and 'ﬂ@lg productivity?®2!22, A balanced work-life arrangement
complements job pro OQn and compensation, ensuring a more satisfied and productive
.
workforce4, CQ%}u'e tly, these elements of reward management are integral to optimizing

employee mance in Nigerian banks.

Q

Every reward system is based on the assumption that rewarding employees would attract,
retain and motivate workers. Thus any reward system that fails to achieve these would be
considered as an ineffective reward system. Over the years a lot of researchers, have held that
financial reward is the best motivator of workers. But recently several studies have found that

among employees surveyed, money was not the most important motivating factor, and in
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some instances managers have found money to be a demotivator. For instance, a study claims
that there are other means to reward employee which does not focus on financial
compensation?!. An employee reward system consists of an organisation's integrated policies,
processes and practices for rewarding its employees in accordance with their contribution,
skill and competence and their market worth. It is developed within the framewKof the
organizations reward philosophy, strategies and policies and contains arran ts*in the
form of processes, practices, structures and procedures which will prO\Qe/ d maintain
appropriate types and levels of pay, benefits and other forms of r@ MA reward system

consists of financial rewards (fixed and variable pay) and ev@eneﬁts, which together
n_

comprise total remuneration. The system also incorpo financial rewards and, in

many cases, productivity management processes. ; (bQ

Despite the critical role rewards system p@chieving organizational objectives, is yet
to receive the necessary attention i@banking sector. This oversight has become a
significant issue. According toéﬂc?nternational Labour Organisation (ILO), employee
conditions in some regio @16 banking sector have deteriorated to intolerable levels!!-!2,
The public perceptio oﬁanking employees, in terms of their purchasing power, social
.
status, and ge@e}%ﬁsrimination, has diminished the profession's attractiveness. Many
banking e ees have faced harsh conditions, including insufficient salaries, forcing them
to s&&emaﬁve means to meet targets. This mistreatment and the lack of professional
recognition in the banking industry lead to employee dissatisfaction, which in turn hinders

organisational effectiveness and productivity. Employees are often blamed for poor

performance, particularly when they struggle to attract and retain customers. It is against this



background that the study examines the role of rewards management on the performance of

employees in the banking sector.
1.2 Statement of the Problem

In today’s competitive environment, competitive rewards system remains a strategic policy
organisations can adopt to increase their worker’s performance and thereby Qﬁse the
organisation’s productivity?®?!?2, A close look at employee performanc{o/gany banks
today reveals that many staffs are not happy with the present rewar@’g[bm due to the ever-
changing needs. The area of acceptance within which the emplo%ill accept the authority
of any organisation depends certainly on the nature incentives or bonuses the
organisation offers?’. In other words, an employee’s Agﬁbrmance toward the achievement of
the organisation’s goals depends on the organi 's incentives. Mostly, employees with
good education and work experience are &&ed with their jobs and salary packages. As a
result, low performance is inevitabl&e ployees are well rewarded, they feel happier at

their workplaces and perform Qg& maximum.

O

However, performanc Q crucial as reward packages because when employees achieve a
high level of f@t they expect to receive an adequate reward in return. Organisations
are mana%@ effectively use the various human and non-human resources available to
achi@éciﬁc goals and objectives. One of such resource is human resource management
which could generally be considered the most valuable fortune that an organisation could use
to gain competitiveness and aim?®. Banks needs employees with high performance to meet
goals, deliver products and services, and achieve a competitive advantage in the market®’. It

is in doubt whether or not reward motivates employee?®. It has been discovered that reward is



not a satisfier irrespective of how individuals have a wistful connection to it. Most employees
work just to keep up a huge family responsibility or to address physiological issues not
necessarily because they are satisfied with the type of job they do. As observed by an author,
the neglect could be due to lack of employee satisfaction factors which tends to motivate
workers’ effort and helps them to increase expectations of performance which in turn leads to

rewards®. These factors have not been effective in many commercial industrie Qec lly in

the banking sectors and Stanbic IBTC is also not an exemption. ’\<
Various studies have shown that reward management system ado banks is crucial to
improving their performance!”*% Compensation, promotio efits and work-life balance

has been argued among existing literature to be a key &&n motivating employees in the
banking sector. However, the implementation of 6%reward management systems among
Nigerian banks especially in Stanbic IBT \@’Qot be as effective as intended®!-*2. This is
because of various challenges such vqb\(l?%nsistent application of reward policies, lack of
transparency in the reward proc@@ d limited employee involvement in decision-making.
Additionally, the rapidly cb;@img nature of the banking industry and increasing competition
for talent also pose obstdcles to the successful implementation of reward management
.
systems. Addit@ the lack of recognition and appreciation for employees' hard work and
dedicatio further contribute to the low levels of employee satisfaction within the
orga}i&n. To buttress on this, compensation, promotion, benefits and work-life balance
are crucial factors that has been addressed in academic literatures as a reward system that can

influence employee performance.

In Nigeria, majority of employees who change from one job to another move as a result of

finding better pay 2!. The authors indicate that more than seven out of ten people in Nigeria
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that are more than 70% of employees who are interested in changing their employer normally
gave the reason of low income in their present job that makes them seek for new employment
environment. Several authors are of the opinion that employees only stay in an organization
to give their best when they believe the remuneration process is commensurate to their

input'’*3. This has constituted a high rate of employees leaving their employers, moving

Evidently, in the country, many banks including Stanbic IBTC stiK{gp{e with issues

sometimes away from their city or the country just to find greener pastures.
relating to proper compensation of employees in order to in Q their performance
standards. Furthermore, the current state of affairs in the n in general and the banking
sector as relating to workforce compensation make it %& to temper this optimism with
caution®*, Whenever the workers are asked for ar@(bpay rise, the question often asked is
“What do workers want from their emplogb\i@%an there be an amend to the glamour of
increases in the minimum wage? W‘hyi\!&*sorkers work and what induces them to give input
at their best? These questions @?&Q(Qn unanswered as organizations like Stanbic IBTC
navigate the delicate b l®etween rewarding employees and maintaining financial
stability. The implication$=6f shifting compensation norms in the banking sector are complex
>

and require a nQa&

conducteck&how compensation influence employee performance. While studies such as

proach to ensure long-term success. Various studies have also been

believed jthat employees are better motivated through salary or financial incentives, some
studies, others argued that rewarding employees based solely on financial incentives can lead
to short-term gains but may not result in sustained performance improvements 33336, Despite

the fact that so much has been done in this respect, the mixed reactions among studies and



the fact that Stanbic IBTC was not specifically examined makes it important to conduct this

study.

Similarly, while banks struggle to sustain competitiveness by demanding high performance
as contribution from their employees, some deposit money banks MBs forget to strike an
equitable balance between the employee’s contribution to organizational performangg and the
organisation’s contribution to the employees’ welfare. For instance, the be e@?@eived by
employees such as health insurance, retirement plans, and paid time offAnay 1ot always align
with the level of effort and dedication they put into their work. been argued that
sometimes the paper works and the stress involved in ing these benefits can be
overwhelming for employees, leading to feelings of frusttation and dissatisfaction®®. In
several cases the favourite persons have been r@ed over the better performing staff,

which has resulted in the case of “Monkey cé\@fg( and Baboon dey chop”.

Some employees in the bid to aclég;\@\'t se almost impossible targets overstretch their
abilities; they are always on.thQQQS, breaking their backs working seriously hard, others go
down to unethical pra@“. This is an oversight (deliberate or not) that have cost the
banking sector se \&”’ﬁ% including Stanbic IBTC; they drive their employees so hard and
neglect to &/ hem commensurate rewards. The misapplication of rewards has
unfortu%% sent the wrong signals to employees; some employees assume that the whole
rewebﬁrategy is a farce since some of them are often not rewarded appropriately and that
has frustrated employees, demotivated them, damaged their morale and reduce their job
satisfaction; given the fact that their expectations were not achieved regardless of the huge

efforts they have put in trying to meet or surpass their targets.



In spite of the point that benefits have been proven to be a prominent organisational tool used
to induce high corporate performance; in spite of the huge cost of reward budgets, yet some
DMBs including Stanbic suffer high rate of employee turnover, incurred high production
costs through recruitment, training and re-training. Many studies have also been conducted to
explore the level of relationship between employee benefits and their performance 71%%.
While majority of the authors generalise on deposit money banks in Nigeri ® other
states, no study has focused specifically on Stanbic IBTC making it one @f th€"foremost in

this area specifically focusing on Stanbic IBTC in Oyo State. Q

Job promotion in the Nigerian banking sector, particularly anbic IBTC, is expected to
enhance employee performance by providing oppoﬂu'%@or career growth and increased
motivation *°. However, concerns have arisené@ the fairness and transparency of
promotion processes in Nigerian banks, in@lg Stanbic IBTC 2°. In practice, despite the
expectation that job promotion leads@proved employee performance, many Nigerian
banks, including Stanbic IBTC,@&%’Challenges regarding the fairness and consistency of
their promotion policies ‘”éﬁoyees often perceive promotion processes as biassed, with
favouritism and orga%QaI politics overshadowing merit-based advancements #2. This has

led to fmstrati@i engagement among employees who feel undervalued and overlooked,

resulting i@eased productivity*2.

Furthermore, the perceived lack of procedural equity in promotions has undermined
employee trust in management and reduced overall job satisfaction #*. The challenges
observed in the Nigerian banking sector, including Stanbic IBTC, align with findings from
various studies, which highlight issues such as favouritism, lack of transparency, and

inconsistent application of promotion criteria 4. For instance, there is a report which showed
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that only 40% of Nigerian bank employees believe that promotions in their organisations are
fair and merit-based %°. This has negatively impacted employee performance and
organisational commitment’® Similar studies also revealed that lack of clear promotion
policies has contributed to high employee turnover rates, as workers seek organisations with
more equitable reward management systems*®*’. These challenges in promotion practices
have significant implications for employee morale, retention, and overall Q&tional
effectiveness. Although many studies have been conducted to address thelissues relating to
job promotion, especially in the banking sector, however, not muck@f%sen said about the
specificity of Stanbic IBTC, considering the recent increas i%loyee turnover at the
re.

Stanbic IBTC, thus making it a crucial gap in the existin

Maintaining a healthy work-life balance has bee&éﬁ as a critical issue in the Nigerian

Banking sector that affect employee perf\\@fge. Work-life balance is an issue in the

modern business world especially bank\& ere employees are forced to stretch their human

nature to achieve organisationa@é? (such as increasing capital and customer base). In

order to meet organisati§r®emands, Nigerian commercial banks exhibit inhumane work

practises like excessi*e

[ ]
poor social liveQ}\sonal crises (e.g., poor parenting, inadequate time with spouse leading to

rkload, long work hours culture, etc !2. These practises lead to

broken hopbbetc.)“g. New generation commercial banks should put their employees first by
offer\\&ork-life balance initiatives so they can balance their job and personal life. They
also lamented that policies put in place to regulate these practises (such as study leaves,
child-care support, welfare packages, flexible working arrangements, etc.) are side tracked
and enacted only to favour those who meet targets and have the influence to pursue them.
This creates a sense of unfairness and inequality within the workplace, leading to decreased

11



morale and motivation among employees. While a number of studies have been conducted on

WLB especially among banks in Nigeria, no study has looked at the perspective of Stanbic

IBTC in particular.

1.3 Aim and Objectives of the Study

The aim of this study is to examine the influence of reward management system or%)loyee

performance in Stanbic IBTC Bank, Oyo State, Nigeria. The specific obj ectiv@gse to;

1.

ii.

iii.

1v.

examine the effect of reward management system (compensale&eneﬁt, Promotion,

Work-life balance) on employees’ efficiency in Stanbm%l' C Bank, Oyo State,

Nigeria. QQ

evaluate the role of reward management s%té&ompensation, Benefit, Promotion,

Work-life balance) on employees’ @ent in Stanbic IBTC Bank, Oyo State,
Nigeria. . ,\%

a

determine the inﬂuenc@eward management system (compensation, Benefit,
L ]

Promotion, Work-I e@%nce) on employees’ creativity in Stanbic IBTC Bank, Oyo

State, Nigeria, &
&

assess@ effect of reward management system (compensation, Benefit, Promotion,

\W/@- ife balance) on employees’ quality of service delivery in Stanbic IBTC Bank,

Oyo State, Nigeria.

1.4 Research Questions

The following questions were answered

12



1. Does rewards system have any effect on employees’ efficiency in Stanbic IBTC Bank,

Oyo State, Nigeria?

2. What is the influence of rewards system on employees’ commitment in Stanbic IBTC

Bank, Oyo State, Nigeria?

3. What role does rewards system plays on employees’ creativity in Stanbic *Bank,

Oyo State, Nigeria? < Q

4.  What is the role of rewards system on employees’ quality (@ delivery in Stanbic
IBTC Bank, Oyo State, Nigeria? 0

1.5 Hypotheses b’bQ

O

The following hypotheses were tested at 5‘?@ of significance

Hol: Reward management system <€>®ation, Benefit, Promotion, Work-life balance)

has no significant effect %@tployees’ efficiency in Stanbic IBTC Bank, Oyo State,
Nigeria. QQ
Ho2: Reward '@@m system (compensation, Benefit, Promotion, Work-life balance)

has no@ﬁﬁcant effect on Employees’ commitment in Stanbic IBTC Bank, Oyo State,
Q@A

Ho3: Reward management system (compensation, Benefit, Promotion, Work-life balance)
has no significant effect on Employees’ creativity in Stanbic IBTC Bank, Oyo State,

Nigeria.
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Ho4: Reward management system (compensation, Benefit, Promotion, Work-life balance)
has no significant effect on employees’ quality of service delivery in Stanbic IBTC

Bank, Oyo State, Nigeria.
1.6 Significance of the Study

The study is tailored to address the effect of reward management system Qﬁployee
performance in Stanbic IBTC, Oyo State. By highlighting areas where rew d@ems can be
improved, this study can help ensure that employees receive fair ané&parent recognition
for their efforts, ultimately enhancing their morale and com%ent. Additionally, the
findings will enable employees to advocate for more e@greward strategies that align

their efforts with organizational goals, leading to be;;@areer development and overall job

®%

Also, for the management of Stanbiql%this study served as a critical tool for evaluating

satisfaction.

the effectiveness of its reward m@g(ai\ent system in enhancing employee performance. By
identifying gaps in the cu@%ward system and suggesting areas for improvement, the
research can help the b implement strategies that foster higher productivity, employee
retention, andér%@%ﬂz tional loyalty. Furthermore, an optimized reward system can
contribute r@kﬁe bank’s overall competitiveness by creating a motivated workforce,
imp?xig' service delivery, and reducing turnover. The study’s findings supported
management in aligning reward practices with both organizational objectives and employee

expectations.

This study offered valuable lessons for other banks, especially those in the Nigerian banking

sector, by shedding light on how reward management systems influence employee

14



performance in Stanbic IBTC Bank. The findings can help other banks benchmark their own
reward systems against best practices, enabling them to identify strengths and weaknesses in
their approaches. Banks seeking to improve employee motivation, retention, and
performance can use the study as a reference for implementing or refining reward strategies
that balance financial incentives with non-monetary benefits, fostering a more en&ged and

R
%{O

The study provided the Central Bank of Nigeria (CBN) with data-dr@ ghts into how

productive workforce in an increasingly competitive industry.

reward management systems influence the performance and stabili Qommercial banks in
Nigeria. By understanding the role of effective reward s@w in enhancing employee
productivity and reducing turnover, the CBN can be@gmulate regulatory policies that
encourage good human resource practices in the@ng sector. The study’s findings also
informed CBN’s efforts to improve the ove@@th of Nigeria’s banking industry, ensuring
that commercial banks, including Steu@BTC, maintain effective workforce management

practices that support economic @((t? and financial stability.

This study contribute%@body of knowledge by offering empirical insights into the
relationship betwe@ard management systems and employee performance in the Nigerian
banking sec%gdfolars and researchers will benefit from its findings as a basis for further
studies Qranan resource practices in similar contexts. It fills an existing gap in literature by
focusi\ngspeciﬁcally on Stanbic IBTC Bank in Oyo State, providing context-specific data for
future comparative analyses. Moreover, it enhanced scholarly discussions on reward systems,
employee motivation, and organizational performance, advancing theories related to human

resource management in developing economies.
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1.7 Scope of the Study

This study is tailored to address the effect of reward management system on employee
performance in Stanbic IBTC Oyo State, Nigeria and how various reward management
system influence their performance. In respect to this, this study seeks to carry out this
investigation among all staffs in all branches of Stanbic IBTC in Oyo, State. Stanbic IBTC
has a total of eight (8) branches that spread across the State of Oyo. The@ ches are
Ringroad, Dugbe, Total garden, Iwo road, Oyo town, Mokola, Saki, a Oggm‘ﬁoso of which
the total number of staffs are one hundred and fifty-eight (158). Du e small sample size,
the study propose the use total enumeration sampling tech @ support the basis of
using all employees as the study sample. The proposed, thévlise of primary data through the
use of structured questionnaires. For the purp%% this study compensation, Benefit,

Promotion, Work-life balance were used}\Q‘Qasure reward management system while

efficiency, commitment, creativity an\\' lity service delivery was used as a measure of

1.8 Limitation of the w\\

[ ]
It should be n@his research has several limitations. One limitation is that it doesn't

employee performance.

take into ac@nt any locations, industries, or organisations outside of Stanbic IBTC Bank in
Oyo%% Nigeria. This might make its conclusions less applicable to such places or
organisations due to cultural or operational differences. The second issue is that the research
is quantitative in nature, which is great for looking at patterns in data but could miss the mark
when it comes to really understanding how employees feel about their compensation systems.

Third, we can't draw any conclusions about cause and effect or follow the long-term

16



consequences of reward management strategies since the research only used cross sectional
data, which only shows the reward-performance link at one moment in time. Fourth, it is
unclear how the results could have been affected by extraneous variables like the state of the
economy, government regulations, or difficulties unique to the business. Finally, although
this study looks at compensation, benefits, job advancement, and work-life balance as four
main parts of reward management, it doesn't take into consideration other fac Q%a could
be important, like leadership styles, company culture, or employees' intrinsic ivation. To
overcome these constraints, future research may use a mixed-metho@oach, look at data
from more than one organisation or area, or analyse longitudtGI a fo fill in the gaps in our

understanding of how incentive systems affect productiViQ

1.9 Operational Definition of Terms b{b

Benefit: This is defined as any non-n@ reward or advantage that employees receive
from the organization in addition @r salary. These benefits are designed to enhance the
overall employee experience &ontribute to their satisfaction and engagement with the

\Y

company. It include p@ne off, flexible work schedules, professional development

opportunities, a @SS programs.

Commit his is defined as the dedication and loyalty employees have towards their
job Mcompany. Commitment is crucial for building a strong work ethic, fostering

teamwork, and achieving long-term success.

Compensation: This is defined as the total amount of money and benefits employees receive

in exchange for the work they do for the organization. It can include base salary, bonuses,

17



benefits such as health insurance and retirement plans, and any other perks or incentives

provided by the company.

Creativity: This refers to the ability for employees to think outside the box, come up with

innovative solutions, and bring fresh ideas to the table.

Efficiency: This is defined as the ability for employees to complete tasks an %s ina
timely and productive manner, minimizing wasted time and resources. \Effi¢iency in the

workplace is crucial for meeting deadlines, achieving goals, and rr@l ing a competitive

O

Employee Performance: This refers to the evalua@a employees' work habits, job

edge in the industry.

knowledge, quality of work, productivity, and ove@ntﬂbution to the organization.

O

Promotion: This refers to advancin n\employee to a higher position within the
[ ]

organization as a result of their pe@znce and potential. Promotions typically come with

increased responsibilities, h g@g& and sometimes a change in title.

Quality Service De : ['his can be referred to as ensuring that customers receive the best
possible serva} product. This involves consistently meeting or exceeding customer

expectatiofb solving any issues promptly and effectively, and striving for continuous

impwzent in all aspects of the business.

Reward Management System: This is defined as the process of developing and

implementing strategies and policies that aim to reward employees fairly and consistently for
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their contributions to the organization. It includes designing competitive salary structures,

performance-based incentives, and recognition programs to motivate and retain top talent.

Work-Life Balance: This is defined as the ability for employees to effectively manage their

responsibilities at work and at home in a way that promotes their overall well-being.
1.10 Operationalisation of the Research Variables Q\

O
The study will be based on two major constructs, namely Reward ma&egwdt System and
Employee Performance which are X, and Y respectively. Y loyee Performance
(dependent variable) and is measured using efficiency, con@ne t, creativity and quality
service delivery, X = Reward management System (ind@ient variable) and is measured
using compensation, Benefit, Promotion, Work-lif@nce. Therefore, Reward management

System as independent variable is opera@d with the following indicators or sub-

variables: . 5\%

X= X1, X2, X3, X4

Where; QQ\

X1= Compensaﬁ/@/m)
X2 = Bene’%@!F )

Q
X3 =Motion (PRM)

x4 = Work-Life Balance (WLB)

Likewise, Employee Performance (dependent variables) will be measured with the following

indicators:

19



Y =y1,y2, ¥3.y4

y1-Efficiency (EFF)
y2=Commitment (COMM)

y3 = Creativity (CRT)

ya=Quality Service Delivery (QSD) Q
The functional relationship thus exist Q/
y1=f (X1, X2, X3, X4)
EFF=f (COMP, BNF, PRM, WLB).........c..ccoovininenn.n. Q .................................

(1)
,§>

y2>= f(Xlo X2, X3, X4)

COMM= f (COMP, BNF, PRM, WL@ ......................................................
)
AQJ

y3= f(X1, X2, X3, X4) QQ
CRT=f (COM(@RM WELB) o
3 O

Q0
y4= ?kyxz, X3, X4)

QSD={f (COMP, BNF, PRM, WLB)... ..ot 4)
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Litera@view

This section explains the concept ({@ar management system and employee performance
in Nigeria banks. In this seati{Q%rious academic literatures were reviewed to give a good
understanding of how %Qnanagement systems can impact employee performance in the
banking sector. R\/\'TAi reward management implemented are also reviewed. Similarly,
various theo 'es(e%are reviewed to provide a theoretical framework for understanding the

relation@etween reward management and employee performance.
2.1 Conceptual Review

2.1.1 Employee Performance
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It has been discovered that performance is not a satisfier irrespective of how individuals have
a wistful connection to it. However, employee performance when linked to reward packages
can be viewed as a reflection of accomplishment, achievement, status, renown or power.
Most importantly, there are a few people who need to work so as to keep up a huge family or
to address physiological issues. It is very necessary to find out from an employee bout the
adequacy of his or her pay, whether he is well paid or under paid and en at no
measure of human connection can make up for absence of money related 123 In the
event that the employee is performing well, there is need for his reu@s as to motivate his
or her worker effort by helping to increase expectations of ance leading to rewards.
Workers’ achievement is critical to the survival o lQusmess because customer
satisfaction is essential to the survival of any busine customer satisfaction is the result

of the goods and services received from a 0 ation or company’s employees*. When
g pany’ ploy

employees are happy, performance i @e, which automatically leads to customer

satisfaction’. \C)

Performance is a multic n@ concept and on the fundamental level, one can distinguish

the process aspect % ormance, that is behavioural engagements from an expected
r

outcome®. Em@

their jobs re relevant to the goals of the organization’. High performance means to

formance, consist of the observable behaviours that people do in

prodh\e%sults much better than expected both in individuals and in organizations®. However,
the whole ethos of performance and performance management on the assumption that if the
performance levels of individuals (employees) can be raised somehow, better organizational

performance will follow as a direct result’.
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Employee performance could be defined as the record of outcomes achieved, for each job
function, during a specified period of time. If viewed in this way, performance is represented
as a distribution of outcomes achieved, and performance could be measured by using a
variety of parameters which describe an employee's pattern of performance over time. Also,
employee's performance is a rating system used in many corporations to decide the abilities
and output of an employee'’. Every organization has been established %eciﬁc
objectives to achieve. These objectives can be achieved by utilizing re§ources like men,
machines, materials and money. All these resources are necessary b@f these the human

resources is the most important. It plays an important role in fr ng tasks to accomplish

goals. Q

Employee performance can also be measured %%W committed employees are to the
organisational mission and achievable goa@w organizational context of performance,
employee performance is defined a@extent to which members of an organization
contribute to the achievement oféa(?lzational goals!2. The employees in the banking sector

highly valued by theﬁn yers to overcome customer challenges. However, to reduce work
pressure, emp@m

employeeg* ices. While some employees remain with their current banks, others seek

bette}ﬁ& environments and reward packages.

aim at providing qualit@;& 1n a competitive market environment, and their efficiency is

st offer incentives and motivational packages to sustain their

A study opined that organizational performance is a function of employees’ performance and
the latter is based on the nature of reward system in place within the organization'?. Also
employees’ performance is an indicator of financial or non-financial outcome of the

employees which has direct link with the organizational performance'’. Human resource
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management scholars and other stakeholders suggested some indicators for measuring

employees’ performance which include output or productivity, customers’ loyalty, timeliness,

absenteeism and achievement buttressed the need to measure individual performance of

employees as a way of determining the implication of reward system has on the workforce

and by extension, the organisational performance'4!>®. For the purpose of this study, output
S

®

Employee performance refers to how effectively an individual carri he tasks and

or employees’ productivity is used as a performance indicator.

responsibilities associated with their job. Good performance is a Q)n of effort, ability,
and direction!’. This highlight that employee performanc@’ves as an indicator of an
organisation’s capacity to achieve its goals efficiently!®\This can be measured through
various factors, including the employee’s leveb%ommitment, work values, and the

cohesiveness they demonstrate within @( environment. Additionally, employee

performance is associated with bothst antity and quality of output, considering factors

A\

like timeliness, attendance, and t@éf?ciency and effectiveness of completed tasks'. In this

N

sense, employee perfor q@\can be formally defined as the successful completion of
N

assigned tasks, meas ainst predefined and acceptable standards set by supervisors. It
S \1

involves utilisi®1 able resources effectively and efficiently while adapting to changes in

the envir . A study further posits that the concept of performance should not focus

solel}s&ﬁe outcomes or results of an employee’s actions but rather on the behaviours and

processes that lead to these outcomes?. Thus, performance encompasses the behaviours and

actions of employees, rather than just the end results they produce.

Performance is associated with the quantity of output, quality of output, timeliness of output,

presence/ attendance on the job, and efficiency of the work completed [and] effectiveness of
29



work accomplished?!. Performance is defined as the record of outcomes produced by a
specified job function or activity during a specified time period. According to this definition,
performance is set of achievements produced during a certain time period*?. Hence, the
investigations have developed the working definition of employee performance for study
purpose is that “achievement of targets of the tasks assigned to employees within the

particular period of time”. Performance is not only related to the action but éQin olves

judgment and evaluation process?:. ’\< 0

Employee Performance in an organization is a very important are Q\e workplace. It can
help the organization increase and utilize the capacity of human resources it has. It
translates into good service delivery and interaction 1@@ affects every area of the firm.
To achieve this, firms need to make policies that \@(Qcourage employee performance. The
demand of an organization’s service is bas%@fgrt on the level of service received by the
customer. For the service industry w@s our focus in this study, the business is based

almost entirely on their employ@&(?erformance. That is why management must look for

different ways of impr(@oyee performance.
2.1.1.1 Employee@ency

Employee;b@ be considered the most essential resource in any organization. Therefore,
emp%gémployment and utilization are not enough; consequently, they should be enabled
to work efficiently by providing them with opportunities for continuing education®*. An
indicator for improving employee performance and productivity is identifying the
organization’s skills gap by analyzing the skills it lacks and continuing with strategic steps by

providing training to fill the identified skills gap®’. Creating employee training and
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development programs can improve employee performance and productivity. Thus,
employee performance and productivity will increase, and they will also be able to better
understand their work?>. Employees’ competitive levels can also boost employee
performance and productivity. Among other things, employee productivity is affected by
their satisfaction with the organization and whether their continuing education expgctations
have been met. Accordingly, continuing education is an essential indicato increased
employee productivity; therefore, employee productivity will p@ y impact
organizational effectiveness?®. It is considered one of the most wid tools to improve
employee performance and organizational productivity?’. C s%utly, companies invest

large sums of money in continuing human capital edu@u ince their performance will

increase organizational performance?. ] (bQ

Workers and organizations hire employ@ do administrative and operational tasks.
Typically, they receive their shipmenﬁ\& a daily, weekly, or monthly basis. On the other
hand, productivity was deﬁnedéct?e anticipated result of the work performed by the
employees. Labor is an e iRy ¢ yet useful resource. Maximizing employee contributions to
the aims and goals of the bisinesses is essential for sustaining economic growth and effective
operation®’. E Io es are the most important resource in the organization, but they are also
the most di It. It's not enough to just employ and use them; you also need to make sure
they\@gf out their responsibilities well. This is only achievable by training and
development®’. Managers throughout the world believe that employee performance and
productivity at work are enhanced by training and development. In other words, training and
development contribute to ensuring that organizational members possess the information and

abilities required for efficient work performance®'. Moreover, an employee's competitive
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level might be used to enhance their performance. Furthermore, an employee's level of
happiness with the company may have an impact on the productivity indicator. For instance,
their degree of satisfaction rises when the organization's expectations for the training and
development it provides are met. Employee productivity might therefore have a favorable
effect on the company. This study stated that staff productivity is the relationship between

S

Training is an activity designed to increase employees' or members' abi}ﬁs performance

input and output, or between gains and costs 2.

in carrying out their obligations by developing their work-related nge, skills, attitudes,
and behaviors®’. In order to improve efficiency and prod@ity in a firm, professional
coaching staff assists employees through a series of int@&l activities aimed at enhancing
participants' job capacities in particular domains@(éhployment. One way to increase an
employee's capacity to complete assigned\@%nd become more equipped to handle the
responsibilities set out by the compan@nrough training®*. Employees are better prepared
to perform their duties through t@'ﬁ:ﬁ which aims to enhance the knowledge of numerous
skills and techniques of; s@bﬁc work implementation, both detailed and routine**. Some
methods for putting work™disciplines into practice involve taking disciplinary technique into
account as so@f asible’®>. Next, the discipline of prevention, which works well.
Businesse%Qecially large ones, uphold fundamental discipline by educating staff members
and \Q%rdizing fundamental policies. It is impossible to believe that the discipline
technique is the most crucial one a manager can learn. Instead, they must discipline
themselves. Discipline is an individual's endeavor to manage their response to an

unsatisfactory situation and to get over that unhappiness. Training is done to help people,
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groups, and organizations perform better and behave better*®. According to the implementer's

goals, training exercises must be created in a way that will actually benefit the participants®’.
2.1.1.2 Employee Commitment

Employee commitment has been characterized using a multi-faceted approach that includes
three key dimensions: affective, continuance, and normative commitmentQAAﬁfective
commitment refers to an emotional attachment and identification withQn/annization,
whereby employees genuinely want to remain a part of the or@’%{ion. Continuance
commitment is based on the perceived costs associated with 1%\%1 organization, such as
the loss of benefits or investments of time and effort. N@Q commitment is rooted in a
sense of obligation or moral duty to stay within ths‘,a@xnization due to personal or social
expectations. From this framework, it is clear{& employee commitment reflects a deep
connection between the individual and th B\g%ization, ensuring that the employee actively

o \o
contributes to the organization's suc@%{.

&

It has been defined as the (1& o which an individual embraces the values and goals of an

organisation®’. The ke&bon in each of these definitions is that organisational commitment

is a major Var@

employee i@de and job satisfaction, personnel turnover, and organisational citizenship

at influences several organisational outcomes such as employee job

beha\@There is a body of research that links levels of organisational commitment to

several outcomes for an organisation °.

Commitment convey the significance of a relationship between partners and their will to
proceed with the relationship in the future. However, when employees sense uncertainty their

will to continue working for the firm dissolves***!*2, Employee commitment is important
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because high levels of commitment lead to several favourable organisational outcomes. It
reflects the extent to which employees identify with the organisation and is committed to its
goals. In today’s competitive business environment, every organisation is facing a problem of

attracting and retaining, competent human resource*.

It has been stated that the commitment of employees is an important issue becaus&&nay be

used to predict employee’s employee attitude, absenteeism and other behi . It was

further said that job satisfaction has the highest impact on high employ% mitment and
productivity researched the relationship between quality of wo @ and organisational
commitment®S. It was argued that the declining level of abse m and tardiness is possible
only through the highly committed employees in &annisation; it leads to higher

productivity and worthy employee attitude*’. Em (bcommitment as a psychological state

that characterizes the employee’s relations@g the organisation and has the decision to

continue as a member of the organisat@

Employee commitment toward%&)rganisation increases job satisfaction among employees,
job employee attitude,@%l productivity, sales and also high employee commitment

decreases emplozet\q’%over, intention to leave and absenteeism. A study that revealed that

organisationé fa

individ@tors to employee commitment®. Organisational commitment is the subset of

rs like dependability, social processes and organisational climate enhance
empb{e commitment, which comprised of work commitment, career commitment and

organisational commitment. It plays a vital role in Employee stability and better customer

service hence increases business employee attitude.
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Employees are in continuous search of greener pasture which thus increases turnover within
the organization. Employees’ commitment to the organization reduces turnover. When a
talented employee leaves the workplace, it reduces productivity, reduces moral and increase
cost of recruitment and training>*. Commitment serves as a force which bind employee to a
sequence of action of importance to a specific or more targets®>. They postulated that the
binding is the maintenance of the link or association with the commitment obj %and is
seen as the most essential outcome of commitment. Employees who are co@ d stay long
or spend long period of time with a firm as compared to those o@ommitted to their
establishment. Employees stays more in the firm when there i a&altemaﬁve opportunity
and when the cost of withdrawing from the organization @ er than the cost of staying. A

study identified the cost connected with leavin tob de, time wasting, energy spends

acquiring, attractive benefits and disruption of al relationship®®.

N\

Employee involvement comprises the& primarily initiated by management, and planned
to upsurge the knowledge of épcgyee and their commitment to the organization’’.
Involvement of employee i Arnaking decisions in matter that concerns them and the
organization when alh&@ny management, will bring about higher employees’ commitment.
.
This, will also @ses job satisfaction, employees will become motivated to work hard and
it will alsbgter good attitude towards work. Employee involvement is a practice of
partiﬁgggn and empowerment of employees so as to use their input towards achieving
higher organizational and individual performance®. To effectively reduce hierarchy in

organization and increase the involvement of employees, teamwork plays a major important

role®.
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With the tight labour market, employers therefore need a strategy to retain their main
professionals and vital skilled workers. The notion suggests that when employees are
satisfied, they are less likely to seek greener pastures®. Thus, when necessary HR
management policies are implemented, it will ensue a better effect on the loyalty of
employee. Employee loyalty advances into a universal emotional behaviour towards the
organization. Nonetheless, organizations are frequently challenged that t Q%ty of
employee is fundamentally complex in its recent definition. The traditio belief of
employee loyalty is no longer suitable in recent marketplace of @als, mergers and
ability wars. In other words, staying longer in an organi tio% not a necessary and
sufficient indication that employee’s loyalty to the org ion is high®!. The major factor

that influences employee loyalty are equality; maiitq@ and care of employees; day to day

satisfaction with activities; trust in employeesf@ and organizational reputation and job

resources®?. @
)

Continuance commitment is prin@ riven by the costs or risks associated with leaving the
organization. Employees wi \$gh continuance commitment feel a need to stay because they
may lose valuable i &ents, such as the time spent acquiring specific skills or the
potential for @ promotions and benefits®>%. A study explain that employees who
perceive si ant investments, such as skill development or financial benefits, are more
likeI}\{o/QJeel committed to an organization to avoid losing these benefits®?. The potential
costs of leaving may also involve disrupting family life or professional relationships®®. Thus,

continuance commitment is characterized by an employee's rational consideration of the

personal losses they might face if they were to leave the organization.
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Normative commitment reflects an employee's sense of obligation to remain with an
organisation. This obligation may stem from pre-entry factors, such as family or cultural
expectations, or post-entry experiences within the organization®*. Employees with high
normative commitment feel that they ought to stay with the organization, often as a result of
the organisation’s investment in them, such as paying for further education or providing
extensive training®. These investments create a sense of moral duty to r Q%te by
continuing employment until the "debt" is perceived to be repaid. Thetrefof€, normative
commitment can be seen as a psychological contract between@lxnployee and the
organization, where the employee feels an internalised ol@ n to remain due to the

perceived support and investments made by the organisat@
2.1.1.3 Employee Creativity gb

The term creativity has its origin from I%ti?&rd ‘creatio ex nihilo, meaning the efforts to

create something from nothing®®. @ﬁ"

original thoughts which resungSomethmg novel being produced®’. When an individual

ly, creativity arises out of richness of ideas and

employee partakes in tl@ve exercise, it is then referred to as employee creativity which
has been describe h%he establishment of novel ideas to improve the performance and
increase the é gbdveness & efficiency oforganizations®®. Creativity in business settings is

commo rércewed as the ability to come up with innovative products, novel approaches,

and %gwnal processes®® 70,

Employee creativity, much like innovativeness, plays a crucial role in providing a
competitive advantage in the banking sector. Creativity in employees is the process of

generating new and valuable ideas that can improve products, services, or organizational
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practices”!. This is particularly relevant in dynamic and competitive environments like
banking, where rapid adaptation and improvement are essential for maintaining market
relevance. Employee creativity can manifest in various forms, such as developing new
financial products, improving customer service processes, or proposing novel solutions to

operational challenges’.

A

In banks like Stanbic IBTC, fostering employee creativity is vital for innovnd long-
term success. Creativity acts as the foundation for innovation by provﬁ{g(rl{e initial ideas
that can later be developed into new products or services”. Cr @employees actively
engage in behaviors such as idea generation and chamg those ideas through to
implementation, which can result in meaningful innoyationS. Without employees' creative
efforts, banks would struggle to keep up with the @’@ changing financial environment and

evolving customer demands™. @b

Managers in banks can signiﬁcar&@uence employee creativity through the work

environment they cultivate’’, @[y comprises three main components: expertise, creative

thinking skills, and m@ \n While expertise and creative thinking skills take time to

develop, intrinsie &%tion can be immediately influenced by organizational practices that

encourage c%ﬁ ity’>. In particular, intrinsic motivation, driven by the employee’s personal

interest Qr&ir work, can lead to high levels of creative effort. Furthermore, recent studies
N/

suggest that extrinsic rewards, such as financial incentives, can complement intrinsic

motivation and further enhance creativity’s.

Employee creative performance refers to generation of novel and valuable ideas regarding

products, procedures, and processes at work”’. While many studies have been conducted to
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demonstrate the relationship between training and work-related outcomes such as employee
satisfaction, empowerment, employee engagement, employee productivity or performance,
few studies have focused on the relationship with employee creativity, especially in the
Nigerian context. Training employees to effectively do their jobs has been seen in most
modern research as the most important activity managers undertake to improve their
competitiveness. Some study explained how liberalization and globalization tr. Qﬁed the
corporate training scenario and addressed countless challenges’®’!72, A reseafch suggested
that training strategies affect innovation-related decisions positively@uthor argued that
acquiring new skills and qualifications are relevant innov, i@urces”. A report also
identified training and development programs as a criti Qr in enhancing creativity in

timely and productive decisions®!#2. A good ng regime can motivate employees to

the workforce®®. Hence, training may enhances th; ab'ﬁ%o think creatively and make better,

contribute creatively to decisions in th@kplace and achieve creative performance’-3.
Nevertheless, in the literature, part@y in the Nigerian context, the specific link between
training and employee creat'rve\k%rmance has not been discussed extensively and therefore

\Y

calls for more research Q

.
In the context @ paper, creativity is basically an employee’s creative thinking, expertise,
and skills on their experience and qualification. It is therefore defined as employees’
abiliB\t?Qéenerate original, improved, and innovative ideas, products, and procedures with
high execution potential and performance improving content in a structured process®*34.
Furthermore, the creative employees can also share useful and new ideas to make necessary
changes in the products and services®. Thus, employee creativity can be perfectly linked to a
raw material necessary for the development of organization®*’. The organizations that
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encourage employee creativity in order to turn ideas into new products and services achieve

competitiveness in market®8%,
2.1.1.4 Quality Service Delivery

Service quality is a concept that has aroused considerable interest and debate in the research
literature because of its complexities. Service based companies are compelle@brovide
excellent services to their customers in order to have a sustainable com ti@advantage.
There is however, a need for organizations to understand what servj ’q\ality is in order to
attain these objectives. However, defining quality in service e@y is more complex in
comparison to tangible products, bearing in mind the corr% 7 and even lack of possibility

to standardize major number of product services in t}% ing industry in Nigeria. The word

quality means different things to people accor@ the context. Common perspectives on

quality includes: \
Q

i. The transcendent view of q&ﬂgl—)is synonymous with innate excellence: a mark of
uncompromising standards@&igh achievement. This viewpoint often is applied to the
performing and visua @It argues that people learn to recognize quality only through the
experience gai@i epeated exposure. From a practical standpoint, however, suggesting

that mana;séx customers will know quality when they see it is not very helpful.

Q

ii. Thé¥manufacturing-based approach is supply based and concerned primarily with
engineering and manufacturing practices. (In services, we would say that quality is
operations driven.) It focuses on conformance to internally developed specifications that

often are driven by productivity and cost containment goals.
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iil. User-based definitions start with the premise that quality lies in the eyes of the beholder.

iv. These definitions equate quality with maximum satisfaction. This subjective, demand-

oriented perspective recognizes that different customers have different wants and needs.

v. Value-based definition defines quality in terms of value and price. By considering the
trade-off between performance (or conformance) and price, quality comes to bq%hed as

“affordable excellence.” < 0

ction of discrepancy

An empirical study defined service quality as the degree and
between consumer’s perceptions and expectations in ten@o different but relatively
important dimensions of the service quality, which &ffect their future purchasing
behaviour”. From customer point of view, qu%@means fitness for use and meeting
customer satisfaction. Perceived service q&’aas been defined as a global judgment or
attitude relating to the superiority of a ¢?192, The majority of research on service quality
has been built around the SER\@ methodology®!. The SERVQUAL model suggests
that service quality can be " ﬁed by identifying the gaps between customers’ expectation
and perceptions of th pg)rmance of the service®?.Service quality is important aspect that
affects the co@ ess of business. Banks should increase the quality of service
constantly there is no assurance that the current outstanding service is also suitable for

futu&&mequently, banks should “develop new strategy” to satisfy their customer and

should provide quality service to distinguish themselves from rivalries®.

Quality evaluations derive from the service process as well as the service outcome. As stated
by an author there are two types of service quality these are technical quality and functional

quality®*. Technical quality is - what the customer is actually receiving from the service
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(outcome) while functional quality is the manner in which the service is delivered (process).
Models have been developed to measure service quality and they include: Nordic model,
SERVQUAL model, Multilevel model and Hierarchical model*®°7%%°, According to a study,
service quality is measured using SERVQUAL instrument which consists of 22 items which
measure five service quality dimensions, namely, tangibles (physical facilities, equipment,

and appearance of employees), reliability (ability to perform the pro§Q ervice

dependably and accurately), responsiveness (willingness to help custon@r} nd provide
prompt service), assurance (knowledge and courtesy of employees a@e ability to inspire

trust and confidence), and empathy (caring and individualize& atténtion the firm provides its

customers) 190, Q

In the changing banking scenario of 21st century, anks had to have a vital identity to
provide excellent services. Banks nowaday@fbo be of world-class standard, committed to
excellence in customer’s satisfaction'ah@{)lay a major role in the growing and diversifying
financial sector!®!. There has bee%{(awrkable change in the way of banking in the last few
years. Customers have a s@urately demanded globally quality services from banks. With
various choices available;*¢ustomers are not willing to put up with anything less than the best.
.
Banks have rec@}\c’Sﬂ e need to meet customer’s aspirations. Consequently service quality
is a criticybb’tivating force to drive the bank up in the high technology ladder. Banking
indus\& a demand driven industry, which constitute an important part of the service
industry'®?. Banks have to redefine their corporate image to that emphasizes service quality
since it provides many advantages to a company such as allowing the company to
differentiate itself from its competitors by increasing sales and market shares, providing
opportunities for cross selling, improving customer relations thus enhancing the corporate
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image, reliability, responsiveness, credibility and communication results in the satisfaction
and retention of customers and employee, thus reducing turnover rate bank customers in
Nigeria have been found to be dissatisfied with the quality, of services provided by

banks!%? This calls for the need to actually investigate how customers behave or get

These different views of quality sometimes lead to disagreements betwigguagers in

satisfied with regards to the services of commercial banks in Nigeria.

different functional departments, as the quality of a service can only&i ined by the
consumer of the service. Furthermore, researchers argue that the f services requires a
distinctive approach to defining and measuring serviclity“”’loz. The intangible,
multifaceted nature of many services make it harder&gluate the quality of a service
compared to a product, because customers oft%% involved in service production, a
distinction needs to be drawn between @fgess of service delivery (what Christian
Gronroos calls functional quality) and i@ftual output (or outcome) of the service (what he

(3N

calls technical quality)!®?. %\

According to a researa@@vice could mean an industry, a performance, an output, an
offering or a proo\&&?nd it is defined differently in various service industries'®’. The
differences i sérvice industries are based on the characteristics of service which include;
intangil:@heterogeneity, perish ability and inseparability. Intangibility means there is no
physé(product, nothing to be touched, tasted, smelled or heard before being purchased and

this therefore means that it is difficult for consumer to understand the nature of what they

receive.
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A study is of the view that Service is different from physical products, compared with
physical products, service is thought to be intangible, heterogeneous, produced and
consumed simultaneously, unable to be kept in stock!®. A widely accepted definition of
service is proposed by who defines service as a process consisting of a series of more or less
intangible activities that normally, but not necessarily always, takes place in interactions
between the customer and service employees and or physical resources or &nd or
systems of the service provider, which are provided as solutions to customer pfoblems!%3:195,

This definition implied that service is a process where interaction@een customer and

O

Hence, in a service context, there is almost a relatic@between customer and service

service provider most often exist.

provider; such relationship can be used as a ba%& marketing. In order to retain loyal
customers who will bring long-term profit @nk, the key issue for service provider is to
make use of this relationship in the wﬁg&nanages customers by offering what customers®

AN

need and want. The quality of ég?ice delivery is subjectively perceived by customers
during the interactions w't@k. An empirical research suggest that the perceived quality
of a service is the s;b of an evaluation process in which customers compare their

e
perceptions of erNe elivery and its outcome to what they expect'%. Therefore, service

quality c% defined from the user’s perspective as consistently meeting or exceeding

custo\(%xpectations.

In service marketing literature, service quality is generally defined as the overall assessment
of a service by the customer; service quality is the extent to which a service meets customer
needs or expectations!®. An author defines service quality as “The discrepancy between

consumers® perceptions of services offered by a particular firm and their expectations about
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firms offering such services” *°. If what is perceived by a bank customer is below expectation,
the customer judges quality as low and if what is perceived by the customer meets or exceeds
expectation then customer sees quality to be high. A critical component of service quality
identified is; Consumer expectation which is seen as what they feel service provider should
offer which is influenced by their personal needs, past experience, word-of-r&uth and

S

However, this meaning of expectation in service quality literat&s ifferent from

service provider’s communications.

expectation in the customer satisfaction literature which define ation as predictions
made by consumer about what is likely to happen durin impending transaction. A

107 Tn addition, service

Customers™ perception of performance is what he/s@riences
quality is mainly focused on meeting the custow@eeds and also how good the service
offered meets the customer’s expectation I ever difficult according to previous studies

to measure service quality because 0®ntangible nature and also because it deals with

expectations and perceptions of %g(u?'lers which is difficult as well to determine due to the

complexity of consume%@%r.

According to so@searchers, the intangible elements of a service (inseparability,

heterogeneify, a \perish-ability) are the critical determinants influencing service quality
perceiv%@a consumer®?>°. This means that a service must be well defined by the provider
in teh{ of its characteristics in order to understand how service quality is perceived by
consumers. Service quality as the consumers’ judgment about a firm’s overall excellence or
superiority?®. What is perceived by customers in the interaction process will obviously have

108

critical impact on customers’ evaluation of service quality'*®. Due to the peculiar attributes of

service, the evaluation of service quality is a more important indicator to assess a service
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provider’s performance. Offering a high quality service is considered to be a visible way to
create customers trust and satisfaction, as well as obtaining competitive advantages and

building a long- term relationship with customers.

Service quality is commonly noted as a critical prerequisite and determinant of
competitiveness as well as for establishing and sustaining satisfying relationships with
customers'?”. The researcher is of the view that in the banking sector u@gf service
delivered is a critical component of marked distinctive capabilit'u&g‘f{petitive edge
advantage over competitors. A study suggests that “the perceive of a given service is
the result of an evaluation process since consumers make c@arison between the services
they expect with perceptions of the services they recs&go. Sequel to this, he concludes
that the quality of service is dependent on two E(Qles: expected service and perceived
service. Service quality is of fundamental @me to every service institution especially
the banking industry!!!. This is becaus&!\a prerequisite for service institutions both for its

survival and to gain competitive @gaage over and above its rival. Service quality refers to

the difference that exists b customer service expectation and what he actually received

ct'$

in a particular transa %
. \’

The dimensfens ‘of’service quality were first conceptualized by an author who identified five
differen@rbects employed by customers to assess the quality of service they receive'!2,
These are: Reliability, Responsiveness, Assurance, Empathy and Tangibles. To effectively
quantify these service quality dimensions, A 22-item questionnaire, known as® SERVQUAL
minstrument was developed in a study, to assess customers™ expectation and service
performance through these dimensions, so many models and instruments to quantify service

quality have been developed!'?. The SERVQUAL instruments have been widely employed in
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studies conducted on service quality in different service industries. Hence this study intends
to conduct the significance of quality service delivery on customer satisfaction in the banking
industry in Nigeria using SERVQUAL instrument to test the level of significant relationship

between quality service and customer satisfaction.

Customer service is concerned establishing, maintaining and enhancing rela&nships
between and/or among relevant business parties in order to achieve the e of the
relevant parties!'3. Such parties are usually, but not necessarily alwaw({)gg!ferm oriented.
He explains customer service as a situation where every cust s considered as an
individual, activities of the organization or institution diretowards existing customers
based on interaction and dialogue with relevant parties 6&@ set organizational goals and
objective'!'4, Customer satisfaction is a key to lo %m business success!!>. To protect or
gain market shares, organizations need to@%rm competitors by offering high quality
product or service to ensure satisfactioﬁ% ustomers' 6, Satisfaction as a person’s feelings of

A\

r%g?g from the comparison of product’s perceived

N

performance in referenc t@pectationsl”. Customer’s feelings and beliefs also affect their

pleasure or disappointment

satisfaction level. Overall=satisfaction is the outcome of customer’s evaluation of a set of
.

experiences th@n ed with the specific service provider''8. In short, to have sympathy
with the C%Qer, provide excellent service and, in turn, build trust in the organization, its
prodﬁs{gﬂd services. Authentic customer service keeps consumers happy and builds trust in
your brand and organization. Though, it’s not easy to deliver but the rewards are high.
Modern customer service covers the traditional customer services activities such as handling
complaints and also embrace many types of service such as the new banking technologies
that now makes banking easier and faster'"”.
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2.1.2 Reward Management System

Every organization or company needs a strategic reward system for employees. rewards play
an important role in organizations. Reward system is divided into two; monetary rewards and
non-monetary rewards. Monetary rewards can be referred to as tangible returns which
include; cash compensation such as bonus, increment, short term incentive, % term
incentive and other benefits such as income protection, allowances an g 120121
Monetary reward is referred as profit sharing, job evaluation and mer@gg./l)roﬁt sharing
is organization profits that are given to all employees in that orgahi n and is distributed
based on their productivity in the organization and thi@ e identified as reward
outstanding productivity. Job evaluation is where man @rs had been identified and used
as the purpose of inter-job comparison. The total @(Q for each job then forms the basis of
wage structure. The factors that had been @ d are working environment, physical and
mental characteristics, extent of respmﬁ& ty, training and experience. Merit rating are used
as an indicator of product1v1ty %((?each employee is being rated, whether as excellent,
good, average or poor, q@\on the following abilities such as communication, human

relations 1nc1ud1ng le 1p and motivation, intelligence, judgement and knowledge. Other

examples of m }sy ward are basic pay, merit or cost of living and bonus.

Basic p%rbthe payment that is received as a wage or as salary. Basic pay is the fixed
payr%( paid to an employee for performing their specific job responsibilities'??. In their
doctoral form argued that merit pay is a basic term for any mechanism that is used to adjust
salaries or provide compensation to reward higher level of employee productivity in
organization'?*. Merit pay refers to the process of distributing employee pay increases, based

on their productivity at work and used as a tool by an organization to motivate employee,
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hence it can increase their level of productivity and minimize potential conflicts and
challenges from employees. Merit pay is more likely to be considered as a group-based
reward programmes, or knowledge and skill based rewards!'?’. Also, merit pay is the
allocation of pay raises based on individual productivity, and one of the most prevalent
compensation practices used by most employers in private sector, state govemmen&l local

S

Productivity bonus is a monetary reward that is given by employer t&n%ﬂ?ees based on

governments.

their productivity appraisal and organization's profit. A bonus sch not an easy task to
accomplish successfully in the organizations'?!. A succes bonus scheme depends on
productivity of organization and focus on efﬁciencbgoal setting process. Monetary
rewards are given for a variety of reasons. The @s may include; meeting sales goals,
achieving quality, outstanding productivity@n situation, or delivering a special project.
Normally, monetary rewards that is @ed by employees especially in the lower level
category, is money in a form of @&(1?, trips paid for by the company, gifts from a rewards
catalog, or services such s@mne or paid cable. Thus, monetary rewards also refer to the
financial inducemen%ﬁrganizations offer employees in exchange for their contribution

[ ]
and recognitio@u ncing their productivity in the organization.

O

Non-mc@ré‘y rewards are given for going above and beyond as a team player, perfect
attend\a(ce, or learning new skills. Examples of non-monetary rewards are movie tickets,
restaurant coupons, certificates, thanks from the bosses, flexible schedules, a day off, picnics,
recognition of birthdays, and free lunches. Non-monetary rewards are also referred to as
intangible returns or rational returns such as recognition, status, employment securities and

others. Non-monetary rewards refer to the identification of a job well done, hence
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representing a non-financial means of appreciating and acknowledging employee
contribution'??2, Another example of non-monetary reward is the opportunity to learn and
develop as an employee in the organization, flexible working hours, recognition from
employers, the opportunity to contribute, independence and autonomy in their working

arcas.

Non-monetary reward also include recognition, learning opportunity, chall @Qvork and
career advancement that give an effect to the employee productivi Tg‘{ecognition of
employee successes is a powerful tool in improving emplo oductivity, morale,
motivation, and employee productivity. Recognition is an iant feeling that a person is
made to feel special and this type of recognition must@ogfrom those employees, hold in
high esteem and position, such as manager. Th@rtance of rewards in the combat of
burnout, which is typically experienced by\@ mployees on the job'?’. According to him

individuals who experience ‘‘burnout 1\ ir work, typically do not feel fulfilled”. They tend

to have negative outlooks, and %i?lso approach the tasks at hand with less vigor and

dedication. QQ\A

The existence of di system is to encourage the most valued organizational assets,
workers to r&dvards achieving organization’s objectives. Reward system involves cash,
non-cas@rbpsychological compensations given by an organization in return for employees’
contbb(ﬁons”“. It also means the process of developing and implementing strategies,
policies and systems which enable an organization to achieve its set objectives by attracting,

motivating and retaining employees it needs'?

. The aims of a reward system include
attracting, motivating and retaining employees to work for the attainment of the

organizational objectives'?.
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Two basic types of rewards which include intrinsic reward and extrinsic reward'?’. The
former according to the scholars, means non-financial reward which involves recognition and
praise while the latter means financial reward such as salary and wages, bonus, retirement
benefits, health insurance scheme, compensation and others. A study further established that
some employees appreciate receiving intrinsic rewards like recognition or praise for the
achievement of certain feat while others prefer extrinsic rewards such as incr glaries,
bonus and incentives offered!?®. A research showed that the ratl thlnd the
implementation of reward system for employees is that well motv@ ployees become

financially and non-financially satisfied in terms of fulfilling i a tsm. The achievement

of the foregoing translates to employees’ performan

performance. b{b
2.1.2.1 Compensation @

Compensation is commonly deﬁne(l_;\a%'t e total amount of financial and non-financial

by extension, organisation

compensation or total recom&%gran‘ted to an employee in return for labor or service
rendered at work. Rev%% refers to as payment or reward may be the most important
contractual clause y paid job!?%. Both intrinsic and extrinsic rewards are possible.
Workplace 6&9& , acknowledgment, education, and responsibility are a few of the
1ntr1ns1(Q%ntages Extrinsic rewards, on the other hand, include bonuses, allowances,
promotions, and salaries and wages. The successful administration of intrinsic and extrinsic
rewards affects employees’ behaviour in the areas of timeliness, turnover, absenteeism,
commitment and satisfaction, which in turn affects performance and productivity levels!?. In

order to guarantee that reward management is carried out successfully for the benefit of the
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company and its employees, the reward systems consist of the interrelated processes and

practices as stated in a study!*.

Compensation refers to all the provided tangible and intangible rewards an employee
receives from the employer as part of the employment relationship. The Society for Human
Resource Management has defined compensation as a systematic approach to%viding
monetary value to employees in exchange for work performed'*°. Compensati achieve
several purposes like assisting in recruitment, job performance, and j oly%sgﬁ![ion. It can be
said that compensation is the “glue” that binds the employee and th: @loyer together in the
organized sector, which is further codified in the form of tract or a mutually binding
legal document that spells out exactly how much sho @ paid to the employee and the

components of the compensation package. R@s and benefits are also types of

compensation programs that are important fm\égoyeesm,

Compensation is the form of pay or@re given to an employee for performing services
for an employer. It is often hasQQﬁ! wages, salaries, incentives, or bonuses'*2. Compensation
as an outcome in the e@ among employees and themselves as an entitlement for being
an employee of tha\Q%nization or as a reward for a job well done'*2. It does not necessarily
mean that one’who gets paid has done the job well. Employees may not live up to
expecta@but can still get paid because of the Trade Union Congress (TUC) laws and
regubtl{ns, affirmed that an employee is compensated based on his/her skills, knowledge,

experience, and education!3>!33,

If organizations cannot pay applicants enough, then they cannot recruit or retain the critical

skills or knowledge needed to operate efficiently and more. Compensation is also the second
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most investigated topic in human resource management!3*

. Compensation is viewed from
total rewards perspective as it encompasses psychological rewards, learning opportunities,
and recognition in addition to monetary rewards in the forms of base pay and incentives!'*.
Compensation is one of many Human Resource (HR) tools that organizations use to manage
their employees and for an organization to receive its money’s worth and motivate Kretain

But also, an organization needs to link compensation to its overall go strategies;

skilled employees, it needs to ensure that its compensation system is not an isla;Qr itself 136,
S
significantly, its compensation system aligns with its HR strate@' ts means that the

compensation scheme in an organization is an HR strategy thﬁ is'meant to motivate workers

to deliver!?’. Q

Employee compensation includes two dimensions@ly; pay (financial) and fringe benefits
(non-financial) compensation'*, Financial@ cash pay entails the direct pay given to
employers for their work achievemen@e include salary, overtime pay, shift allowances,

uniform allowances and pay con%ﬁ? on performance such as merit awards, incentive pay,
[ ]

N

bonuses, and gain shari ,@eas the fringe benefit (non-financial) compensation include:
social security, health be%ﬁts, pension plans, paid time off, tuition reimbursement, foreign
.
service premiu@%s on'*°, On the whole, the compensation system is aim at improving
and ensupi he attainment of organizational objectives and enhancing individual
perfo\&%e. Similarly, Compensation includes all financial payments, bonuses, and non-
financial benefits the organization provides to employees to attract qualified human resources
and to maintain what is available in the organization. Compensations are one of the most
important factors affecting the motivation of Individuals to grow, develop and sustain

learning, stimulate productivity, and strive to improve the overall performance of the
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Organization'#’, Strategically, compensation is a key element of the organization's ability to
attract and retain its most valuable source of sustainable competitive advantage the human
capital'*!. However, this study adopts the definition of compensation offered because it is

more comprehensive!.

Compensation is described as something acceptable in place of a person's effort m&ganize
their services!®. Financial Compensation refers to all forms of wages or ¢ tion that
apply to and emerge from their work and has two components'#*, Ther a§"l\‘!ct payment in
the form of salaries, wages, incentives, commissions, and bonu Qﬂd there is an also
indirect payment in the form of financial benefits such as i\@nce and vacation money'*®.
Financial compensation consists of direct financial bengfit Which is a form of cash payments
received directly in the form of salary/wages, eco@ benefits, bonuses, and commissions.
Salary is the remuneration paid periodics@fbthe individuals to stay and have a final
guarantee, while wages are the remu»nﬁ\%' n paid to workers by referring to the agreement
agreed upon payment. Indirect ﬁ@&aﬁ compensation is the entire award excluding financial
direct compensation. For@ indirect compensation programs include employment
insurance, social assis Qpayment of medical expenses, and others!4®,
>

A wage is a& nt made to a worker on a job done within a specific period. It is always
express%%‘a rate per hour. Wage and salary are the main components of compensation and
these\a(e necessary irrespective of the type of organization. Wage is referred to as
remuneration to workers particularly hourly-rated payment!4’. He further argues that salary is

a fixed periodical payment to a non-manual employee. It is usually expressed in annual terms,

implying a relatively permanent employment relationship though normally paid at monthly
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intervals. Wages and salaries are paid based on a fixed period and are normally not

associated with the productivity of an employee at a particular time'#8,

Financial compensation is also known as compensation that is concerned with monetary
terms which comprise financial rewards and financial incentives. According to a study,
financial rewards provide financial recognition to people for their achievements iu& shape
of attaining or exceeding their performance targets or reaching certain leve s@gmpetence
or skill while financial incentives aimed at motivating people in achig¥ing ‘their objectives,

improve their performance or enhance their competence or sk@ocusing on specific

targets and priorities'#!15, 0

Q

Financial compensation is also known as compen% that is concerned with monetary
terms which comprises financial rewards and ial incentives. According to a research
“Financial rewards provide financial re é\&m to people for their achievements in the
shape of attaining or exceeding tlé_l?:\%fe ormance targets or reaching certain levels of
competence or skill while fi \incentives aim at motivating people in achieving their

objectives, improve th@rmance or enhance their competence or skills by focusing on

specific targets an(b\@gities” 150,151,

Financial %@ives benefit offered to employees by organizations to encourage behaviour or
acticﬁ{gﬁch otherwise would not take place. A financial incentive motivates actions that
otherwise might not occur without the monetary benefit'>2. Financial incentives are designed
to motivate employees to improve their performance, increase effort and output, and by

producing better results expressed in such terms as objectives for profit, productivity, sales
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turnover, cost reduction, quality customer service, and on-time delivery. This financial

compensation provides extra money for achievement in terms of contribution or output!*3,

The emphasis in financial incentives is on equity, in the sense of paying people according to
their just deserts. Monetary incentives are used by employers of labours to retain their best
brains and as well compensate them for a job well done and excellence of job perfermance
through monetary form!>*. The financial incentive can come in many fo ic salary,
compensation, insurance, profit sharing, retirement plans, employee/%c »“overtime pay,
attendance incentives, competition and contests, output-o merit increases,
performance bonuses, piecework, safety incentives, suggesAwards, etc. The financial
incentive is used to describe incentive-payment pl@gich tie incentives directly or

indirectly to productivity standards'>>. gb

According to a study, non-financial co \\gon consists of the satisfaction obtained by a
person from the work itself, or from %hological and/or physical environment in which
the person works!'>®. Non- ﬁ“@a’l compensation as a form of compensation given to
employees other than @Qs other than money'*’. Non-financial compensation includes;
health 1nsuranceg nsion plan, and a good working environment'*8. Non-financial
incentives a ge(rvard employees for excellent job performance through opportunities'. It
usually@ s in form of more enabling authority, awards, participation in management,
promotion, holidays, a better working environment, written recognition, gifts, formal dinners,

informal parties, plaques, etc'®.

Non-financial compensation is a type of employee benefit that holds no inherent monetary

value. There are many types of non-financial compensation that employers can choose to
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provide employees ranging from ones that provide convenience to ones that ensure overall
health and wellness. Non-financial compensation is any employee compensation that doesn't
involve cash. Many companies find creative ways to offer employees benefits that make

them feel valued and appreciated. Often, this form of compensation can be a great method for

161

establishing trust and loyalty between an employer and an employee!'!°. No&ancial
le

compensation includes developmental opportunities, recognition, and flexible Sf@.\

Developmental opportunities: Employers can choose to provide develo&egﬂ{opportunities
to employees. This can be a useful form of non-financial compens Qs it benefits both an
employer and an employee. When an employer offers oppon@es for employees to develop
their skills so they can continue to advance within the Qany, an employer also benefits
from possessing more motivated and skilled empl%@‘ Such opportunities may include paid

education or certification, developmental @pwith experts, or informative conferences

and retreats'¢2, . 5&

2.1.2.2 Benefit . A%
Q

Fringe benefits was .d d as compensation paid to employees, such as car, house
allowance, me@rance, paid holidays, pension schemes and subsidized meals'3!. In
addition t?b ir direct wages or salaries, an author defined them as that part of the total
rewa&{/ kage provided to employees in addition to base or performance pay'*’. Fringe
benefits focus on maintaining (or improving) the quality of life for employees and providing
a level of protection and financial security for workers and for their family members. Fringe
benefits are forms of indirect compensation given loan employee or group of employees as a

part of organizational membership'?>.
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Fringe benefits are supplementary in nature, not worked for and are usually given to all
employees of an organization, irrespective of their different performances such as annual
leave allowances, salary advance and educational assistance!32. Fringe benefit was defined as
those incentives that are given to employees in addition to pay and have the ability to
motivate employees and enhances their job satisfaction and performance!®. Fringe benefits
are those types of rewards other than salary that constitute an importa Qrt f the
remuneration package of most employees in Nigeria. Fringe benefit is anjaddition to other

forms of cash payment like wages and salaries that are intended t@p ve the quality of

work life for employees and increase their cooperation and prgdu%y”“.

Fringe benefits was classified into financial and nonfi 1@35. Financial benefits are; loan
scheme given to employees with favourable @%st rates, paying fees and annual
subscription to professional bodies for the@%ees who are registered members of these
professional institutes in order to e\l\a'%ge commitment and loyalty which ultimately
increase job satisfaction. Nonéﬁ?wial benefits equally play an important role in
encouraging and empo el@e employees towards achieving organizational objectives.

Examples of nonfin

K

enefits are status, power, good working conditions and

achievement.

Emplon%neﬁt involves salary, incentives and rewards and indirect compensation to
empb{es by their employers'?¢. Salary has to do with employee periodical pay performance
plan through performance appraisal and employee monetary reward through fixed
compensation. Incentives and rewards refer to the reward for hard work and creativity input
by employee which brings about employee job satisfaction. Indirect compensation involves

social security (insurance system), medical expenses, holiday pay, vacation pay and food
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services. Employee compensation is the direct and indirect reward employees receive in

137 Direct compensation includes wages,

exchange for performing organizational tasks
salaries, bonuses, commission, overtime work, holiday premium, while indirect wages
include medical benefits, housing allowances, meal allowances, utility allowance, incentive
bonus, shift allowance, hospitalization expenses, out of station allowance, vehicle loan
X

Furthermore, employers often provide entitlements to paid holidays, o(gl n annual cash

benefits, annual leave allowance and car basic allowance.

bonus to some employees, or provide employees with a compan saaedical insurance and
pension benefits. International accounting standard - I 19 provides guidance on
accounting for all forms of employee benefits, except f&@e-based payments. IAS 19 sets
out rules of accounting and disclosure for short @mployee benefits, post-employment

benefits, other long-term employee ben@d termination benefits and are further

explained in subsequent paragraphs!¥, \
&

Short term employee beneﬁt\“%wages, salaries and social security contributions; paid
annual leave and paid@ave; profit-sharing and bonuses; and non-monetary benefits
(such as medicab @ousing, cars and free or subsidized goods or services) for current
employees. & ployment benefits are retirement benefits (e.g. pensions and lump sum
paymen%%‘retirement); and other post-employment benefits such as post-employment life
insura\n,(e and post-employment medical care. Other long-term employee benefits are long-
term paid absences such as long-service leave or sabbatical leave, jubilee or other long-
service benefits and long-term disability benefits. Termination benefits are employee benefits
provided in exchange for the termination of an employee’s employment as a result of either

an entity’s decision to terminate an employee’s employment before the normal retirement
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date or an employee’s decision to accept an offer of benefits in exchange for the termination
of employment. Employee benefit is an important indicator of human capital required by
management, employees and other stakeholders. Employee benefit has quantifiable
measurability, it has accounting requirements for presentation of financial reports and it is

necessary in determining financial performance.

S\
Employee benefits are an essential component of compensation packagei beyond

ployees!37-101,

wages and salaries to include various non-wage remunerations offereQ)
These benefits, as outlined by IAS 19 and IPSAS 39, encompas ents, services, and
goods provided by the employer, including provisions for thloyee's dependents in some

cases!3®. The scope of employee benefits ranges from health/protection and retirement plans

to development programs, offering both immediat@iong-term security for employees and

their families. ®%

The role of employee benefits ex@;\k\'b yond mere compensation; they are pivotal in
influencing employee perform%%and enhancing organizational financial performance!’.
Properly structured be%&tems such as training programs and health packages, do not
only motivate em@s but also contribute to an organization's efficiency and profitability.
Employee j c%sa isfaction, is significantly influenced by these benefits, often more so than by

salary a 131

A

Moreover, a company’s success depends on the collaboration of motivated and well-
compensated employees'4’. Employee benefits, particularly those related to development and
training, help improve business performance by fostering a motivated and productive

workforce'#!. These benefits also promote equitable treatment in the workplace and enhance
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work-life quality, further contributing to organizational success. Therefore, offering a
comprehensive employee benefits package can serve as a strategic tool for businesses to

drive productivity, retention, and overall performance.

In this study, fringe benefits are defined as those motivational incentives such as the
provision of health care, overtime payment, bonuses & soft loans that given to emplQyees by
their organizations outside their normal salary and wages that is likely tf them to

perform better on their jobs. /\
2.1.2.3 Promotion %

Job promotion play an important role in shaping the em ’s behaviour, and they are the
most powerful means of communicating the orgar@n s value, performance standards and
expectations through the stimulation and, di ’Qn of employees along the path of goal
N
accomplishment. Employee is the mqs@ﬁcant component in any organisation 4!, Ability
to attract and retain skilled ar@é@erienced employees as well as keep them highly
motivated has become Ve\@eraﬁve in today’s competitive environment. Organisations
are setup to achieve&mgic goals and that employee’s is the most vital resource in the

achievement o< thec\gb

surplus to (écit, act as a tool for economic growth and development, particularly for

Is. Deposit money banks as institutions that mobilize funds from

deve&g/& economy like Nigeria. One effort that retain an employee in an organisation is
promotion program'#4?. To retain employee’s require motivation and the factors that motivate
employees to stay in their job are therefore vital as its affect the performance of the
organization. However, skilled employees’ enable the organization to gain competitive

advantage.
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A job promotion refers to the advancement of an employee to a higher position within a
company or organization. This advancement typically comes with increased responsibilities,
authority, and often a higher salary or additional benefits. Job promotions can be a
recognition of an employee's excellent performance, dedication, skills, and contributions to
the organization'*. Promotions can take various forms, such as moving from an entry-level
position to a higher-ranking position, being promoted within the same depa , Or even

moving to a different department with more significant responsibilities.’\ <

Similarly, promotion has been identified as essential tool that ban use to keep skilled
and experienced human resource in a desired ways. Ther, monetary reward plays a
critical role in motivating and retaining competent er&&s. In Nigerian banking sector,
several rewards package are provided to committ%% dedicated employees, such rewards
are end of year bonus, sharing the portion o@fgsation ‘s profit to employees are proved to
be effective in retaining key workfo@vonetary reward system is part of the overall
strategic plan of the organizati@é?lt is also pragmatic in nature in the sense that an
organizations, from time t@e consider the desirability of reviewing it or not. A monetary

reward therefore, is Qable means of attracting human resources and reducing labour
e
turnover. N\

O

Promoti@% used as reward and an inducement to better work performance and other
orgabﬁionally approved forms of behaviour. Promotion is an increase in rank which goes
along with appraisal and accompanied with recognition and increment in pay. Similarly, an
author argued that, promotion occurs when an employee is transferred from one position to
another in a higher'®. Employees will work harder if they feel this will lead to promotion,

because majority of employees worked towards the aims of getting promoted at work.
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Promotion can serve as an important mechanism for banks to keep their workers happy and
reduce turnover. For any organization to succeed, human resource must be rewarded because

they are the precious assets of any effective organizations.

In addition, job promotion will provide opportunities for personal growth, more
responsibility, and increased social status'#S. If job promotion is good, it provides s.a,&“actlon
to employees. Job promotion is an increase in workforce or employee ter jobs,

compared to previously greater responsibilities, achievements, facilities it(status higher
proficiency demands, and additional wages or salaries and other be . J ob Promotion is
a move that enlarges the authority and responsibility of emes to higher positions in an
organization so that obligations, rights, status, and producets/the greater the. The importance
of developing human resources is done to create b@mployee performance than before so
that the objectives of the organization c@ hieved '%°. Efforts to improve employee
performance are not easy, and theref re is a need for employee motivation by career
development, one of which is by@f?oting positions. The importance of developing human
resources is done to create @&r employee performance than before so that the objectives of
the organization can% eved!*s. Employee development through job promotion programs

is intended to @

level tha re, where the new position has broader and heavier responsibilities, so

perience in carrying out management functions at a higher structural

emprb;@% are required to work harder to improve their abilities so that their duties and
responsibilities can be carried out successfull'®. Job promotion programs can be
implemented if there are positions that have not been filled or there are vacancies as well as

the re-evaluation of old positions'°,
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In the same vein, most banks employees prefer job promotion which goes with monetary
reward as a result of economic situation of the country and it would help to alleviate some
economic challenges. However, timely promotion to every deserving staff would motivate
and make them more loyal to the organization. Employees on the other hand have an
important role to play as far as retention is concerned. Therefore, employees make the
decision on whether to remain in their current organization or move to other %ations
depend on way and manner organizations promote their employees. Howeyer, there are
number of factors that influence these decision, these factors r@’\eﬁher be from the
employee’s current organization or the next potential emplo§$hese range from terms

and conditions of service, the work environment, the re eme, the individuals career

goals, the benefits of the employee’s and any othef &@erceived by the employee enough

®%

In the same light, job promotion ocouh\&' en an employee moves from one job to another,

to influence the decision to leave or not.

which is higher in payment, resp%f)?lty and level'®!. Job promotion is one way to motivate

BN

employees to work. V&@&wation is generally as awards, prizes for past efforts and

achievements. Work motivation includes unique feelings, thoughts and past experiences that
G

are part of th co\ﬁpa y's internal and external relations. Work motivation can also be

interprete@ndividual encouragement to take action because they want to do it. If

indi%@}g( are motivated to work, they will make positive choices to do something, because

it can satisfy their desires. Work motivation consists of the need for achievement, the need

for strength and the need for affiliation!>2,

Similarly, another author argued that bank employees are motivated by nominal or special

promotion as a result of optimum performance which serves as compensation'>*. He opined
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that promotion provide monetary incentives to initiate and continues with their jobs, increase
an ambition, minimize discontent, attract capable employees, necessitates logical training and
development and forms an effective reward for loyalty, cooperation and long service. In the
same light, promotion as desirable by employees because of the impact it has on pay,
authority, responsibility, and the ability to influence broader organization decision making'*3.
He stated that advancement of an employee from one job position that has %‘nge, a

Qrthermore

higher level job title and often, more and higher level job respons1b111 es

promotion raises the status of the employee who receives a promoti@h is a visible sign

O

Also, a study carried out on workforce retention, pay @ent, found that developing and

of esteem from the employer.

implementing retention pay and rewards strategi ogrammes and action to retain the
talent, senior leadership viewed the samo{Qfglsiness necessity for the organization to
continue to achieve the mission byﬁ@s of employees’ promotion through jobs skill,
experience or length of services @{ refore, evidences have deduced that promotion has a
positive impact on emp @tetentlon in Nigerian Banking Sector. This is because, timely
promotion mot1vate*§ effort who exhibit exceptional performance which is
commensurate @ay increases.
O
2.1.24 @-Life Balance
v

The origin of work-life balance practices spans from work-life conflict experienced by an
employee. Work-Life Conflict is the inter-role conflict that results when one’s roles as an
employee are incompatible with one other area such as being a spouse, parent or with other

154

religious and leisure activities'>*. The concept of Work-Life Conflict recognizes that most
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individuals have multiple roles. Work-life balance practices help minimize the amount of
Work-Life Conflict and also target the antecedents; some of which include massive job
requests and job burdens. Work-life balance is concerned with people having a measure of

control over when, where and how they work.

Thus, work-life balance is defined as the individual perception that work and@-work
activities are compatible and promote growth in accordance with an individu@Q&rrent life
priorities'>®. Another author defined it as the accomplishment of ro@gfd expectations
that are negotiated and shared between an individual and his/her ro ers in the work and
family domains'*. Furthermore, work-life balance is the gl assessment that works and
family resources are sufficient to meet work and fami @ands such that participation is
effective in both domains!*. To understand work@%lance, it is important to be aware of
the different demands upon us and our pe ethods- our time and our energy- that we
can locate to address them. Research \gsdicated that those workers who have some form

of control over their working env'@*@en‘t tend to suffer less stress-related ill-health.

N

Individuals tend to deyo ore time to work and less to other elements of their lives,
necessitating wosk%\& alance'’. It's the ratio of a worker's job time to their personal and
other critic%&énds”g. It can entail balancing professional, private, and social life.
Professi , it's the balance between an employee's personal and professional lives!'>*-160,
The h(/e definitions do not imply workplace 'equal credit' It means that an organization's
management must reform a worker's work so that they may also care for themselves, their

family, etc!¢!.
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The concept of work-life balance (WLB) has evolved into a multidimensional framework,
encompassing various facets of an individual's life, including work, family, and other
essential activities'®2, Some authors defines work-life balance as the effort to strike harmony
between work responsibilities and personal life activities!é>!9, The author emphasizes that

WLB is the management of three main aspects of life: work, societal obligations, &)rivate

pursuits. Similarly, WLB refers to how an individual divides their time betw Qvo k and
@xtend this

other critical aspects of life, such as family and personal matters!®4. A
notion by suggesting that WLB is measured by how fulfilled an indi@feels in both work

and non-work aspects of life!%.

O
Research has highlighted the significant impacts of wc:&@balance, or the lack thereof, on
both employees and employers. Employees ben%%m a better balance through flexible
working hours, leave policies, and wellne@fgamsm. On the other hand, an imbalance
can lead to various forms of work-li&\ ict. Three main types of work-life conflict: time-

based, strain-based, and behavi%qs d'®. Time-based conflict occurs when an individual

must choose between Q@and family obligations occurring simultaneously, such as

deciding between att & a work presentation or a child’s school event. Strain-based
2\

conflict arises @str ss from one domain, such as work, affects performance in another,

such as fa@ife. Finally, behavior-based conflict happens when an individual's behaviors

and ations from one environment spill over into another, hindering their ability to

perform effectively in both roles.

Organizations are increasingly realizing the importance of work-life balance, particularly in
attracting and retaining skilled employees who seek work environments that respect their

need for personal time!®’, Strategies to improve work-life balance include implementing half-
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days on Fridays, offering recreational activities, providing opportunities for remote work, and
creating a conducive work atmosphere!’. Structural consistency in work arrangements and
ongoing training opportunities also play a role in enhancing work-life balance among

employees!%8.

In conclusion, work-life balance remains crucial for maintaining the well-being of eé&loyees
and ensuring organizational productivity. It involves a dynamic negotiatio @Qv een work
demands and personal life responsibilities, and the outcomes of aol%gﬂgor failing to
achieve this balance affect both individual and organizational out 67,168 " Organizations
must develop policies that promote work-life balance, nly to enhance employee

satisfaction but also to boost overall efficiency and per@;e.

6’6
2.2 Theoretical Framework \Q’b

In this subsection, various theories wq&viewed. This is necessary to have a theoretical

standpoint for this research. Som%&t@e theories used in this study are Vroom’s Expectancy

Theory, Herzberg Two-Fac@ory, Equity theory of motivation.

2.2.1 Vroom's Ez&p&lcy Theory

The Vroom' pectation Theory served as the theoretical foundation for this investigation.
Acco@ﬁo the theory, the employee benefit program's issues can be adequately evaluated
within a philosophical framework to enhance organizational performance. A well-known
model is Valence-Instrumentality-Expectation (VIE). The central hypothesis posits that the
occurrence of one event will inevitably give rise to another, and that the hypothesis will be

more likely to be accepted if an action or activity follows. Vroom explained as follows: when
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a person chooses a course of action that may or may not provide the intended consequences,
it is apparent that their behavior is also impacted by how much they believe those results are
possible to accomplish. The anticipation is a fleeting belief that the probability of a particular

event indicates a particular outcome.

Expectation is the belief that a particular behavior will lead to a particular outcom%hereas
valence is the individual's worth in that outcome. High levels of motivationtingent
upon the presence of both. The idea is primarily concerned with emy%egfreference and
management, both of which can help achieve the intended ou Qsm. The statement
suggests that a person's reward is dependent on both Ve and expectancy 7. The
explanation of the dynamic problems of the ma@@nt incentive system and the
performance of organizations in the public and@ate sectors is commonly employed.

Reciprocity law governs, much like in a ’Qom act. The worker wants to be treated
\ p

fairly by the manager so that they can &P&m better.

The Vroom's Expectancy theo its that employees are motivated to exert effort based on
the anticipated reward@ill receive. In the context of Stanbic IBTC in Oyo State, this
theory is highly s@, as the bank’s reward management system can influence employee
performancé\and motivation. According to the theory, employees in Stanbic IBTC are likely
to evah@e effort they put into their work in relation to the rewards they expect, such as
bom& promotions, or other benefits. For instance, if an employee believes that their hard
work will lead to career advancement or increased financial rewards, their performance is

likely to improve. The bank's human resource management must ensure that rewards align

with employee expectations to maximize productivity and motivation. Vroom’s theory also
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highlights that employees will only be motivated if they perceive a strong link between their

performance and the expected rewards!”"-172,

Vroom’s Expectancy theory provides a robust framework for understanding employee
motivation in organizations like Stanbic IBTC, especially in its ability to link individual
effort with rewards and performance outcomes. One of the strengths of this the& is its
emphasis on individual choice and perceived outcomes'’. Employees are @gs rational
beings who will perform well if they expect their effort to lead to des‘&b&fgwards, which
can lead to higher levels of motivation and productivity. Additiona om’s theory allows
managers at Stanbic IBTC to tailor reward systems that are @e with individual employee
preferences, improving organizational performance!”. eg:ory’s flexibility in recognizing
different employee goals and motivations mak%(ba useful tool for managing diverse
workforces in banks, where employees ma@en by various incentives such as bonuses,
recognition, or career progression!” s N&rmore, Vroom’s model provides a clear strategy
for managers to connect employ%g?ormance with organizational goals, ensuring that each

employee is motivated b@»@ey value most !76.

Despite its strer&?\\oom’s Expectancy Theory has several limitations. One key critique is
C

its heavy re% n

on a lir%%valuation of effort, performance, and rewards. This assumption overlooks the

n the assumption that employees act rationally and make decisions based

emo&l and psychological factors that might influence employee behavior!”7!78,
Additionally, the theory does not account for external factors, such as organizational culture,
leadership, or economic conditions, which may affect employee performance regardless of
their perceived expectancy or valence!”. Critics also argue that it may be difficult to measure

employee expectations and perceptions accurately, making it challenging for managers to
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implement reward systems effectively. Moreover, the theory assumes that employees have
equal access to rewards and opportunities, which may not always be the case, particularly in

hierarchical organisations like banks!8%-131,

2.2.2 Herzberg’s Two-Factor Theory Q«

O
According to the Herzberg’s theory there are two factors that exist reljidﬁﬁotivation ie.
hygiene and motivator factors. Hygiene factors consist of job relat rs that needed to be
presented to ensure a reasonable level of satisfaction'®®, B re’ expected to provide job
security, timely promotion, payment of wages andgries fringe benefits, quality
supervision as well as working condition. If thes@rs are not taken care of properly by
the banks, it leads to job dissatisfactionl@e motivator factors are based more on
N
employees’ needs and lead more to jph&faction; element such as opportunity for growth,
achievement, recognition and %R%\sibilities fall into this factors. Truthfully neither
motivational or hygiene fac&?&\ould be absents in the banks as both plays a pivotal role in
motivating employees: incorporating motivational factors in the banks to ensure that
proper incentivéé}g\t that employees are motivated. By incorporating hygiene factors in
the banksfbéployees’ reduce these de-motivating elements that are detrimental to
satis ctgﬁ and ultimately productivity falling to incorporate both characteristics leads to
suboptimal satisfaction and performance'®?. As banking environment continues to remain
volatile due to macro-economic factors such as government policies and competitors actions,
as a matter of policy banks are expected to give more emphasises to extrinsic rewards to

increase the performance of their employees.
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Furthermore, from the stated theories, Herzberg’s two factor theory is most relevant. The
theory stated that extrinsic (financial rewards) are driven by several factors, such as cash
bonus for outstanding performance, timely promotion for hard working staff and sharing of
organization’s profit to all cadres of staff, instead of distributing solely to managers and
owners of the organizations in other to attract and retained skilled and experienced workforce.
Therefore, study adopted Herzberg’s two factor theory; this is in line with t @oution

made toward employee’s jobs satisfaction and performance which in turnilead*fo employee

retention in the study area. Q

In the context of Stanbic IBTC Bank in Oyo State, hy factors like timely salary
payments, employee benefits, and conducive working %Qons are critical in ensuring that
employees do not experience dissatisfaction. (be other hand, motivators, such as
opportunities for growth, recognition, and@gbility, enhance job satisfaction and drive
performance!'$>!83, By integrating th{{' otivators into its reward management system,

Stanbic IBTC can foster an ex@&?nent that not only reduces dissatisfaction but also

N

motivates employees, %@to improved performance and loyalty!84!85, Therefore, the
S

application of Hersz@

[ ]
for optimal per@nce in a competitive banking environment!36187.188.189,

eory helps balance both hygiene and motivator factors, essential

Herzber%rb‘wo-Factor Theory has significant strengths that have allowed it to remain
relex%’in understanding employee motivation across industries. First, the theory highlights
the distinction between factors that prevent dissatisfaction and those that actively motivate
employees, offering practical insights into designing effective reward systems!'®®!°!. This
differentiation is essential in Stanbic IBTC, where both hygiene factors such as competitive

wages and benefits, and motivators like promotion and recognition, contribute to employee
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satisfaction'”?. Another strength lies in its focus on intrinsic motivation—factors like
personal growth, responsibility, and achievement—which fosters long-term employee
engagement and innovation!®*»'%*, The theory also emphasizes the importance of tailored
approaches to motivation, suggesting that organizations like Stanbic IBTC should develop
both extrinsic and intrinsic rewards to achieve optimal results!®>!%. Finally, Herzberg's
model encourages organizational investment in improving working conditions Q%ncing

the motivational aspects of jobs, which are crucial for maintaining emplQyee performance

and reducing turnover!'$%-119, 6\

Despite its strengths, Herzberg's Two-Factor Theory has fac@veral criticisms. One of the
primary arguments is that the theory oversimplifies @@ion by categorizing factors as
either hygiene or motivators without consi% the complex interplay between
them!7:198:199.200 * Critics argue that factors{@’Qs pay and job security, which Herzberg
classified as hygiene factors, can alsoﬁ@ as motivators in certain contexts, especially in

developing economies like Nige@‘{(‘)?Additionally, the theory is based on a limited sample
197

of white-collar professio:a@(ing it less applicable to employees in different industries,

job levels, and cultural ings'”’. Herzberg's theory also underplays the role of extrinsic
rewards in dri(ing;\}e'r ormance, a key factor in highly competitive sectors like banking.
Furtherm@tics argue that the theory lacks empirical evidence and does not adequately

addre\&ividual differences in motivation.
2.2.3 Equity Theory of Motivation

Equity theory of motivation has since been empirically tested®®!. The theory measures the

performance relationships among employees in the organization. The theory found,
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according to a study, that employees’ fairness perceptions in terms of job pay, recognition,
promotion, bonus and supervision among others are major predicting factors for employees’
workplace behaviour and job performance?’!. The theory has three forms of equity which are
distributive, procedural and interactional equity. Distributive equity as being empirically
tested in a study, as it has to do with the fairness of reward in relation to the work contributed
by an individual employee and in comparison, with other employees. T Qﬁ been
established as an important factor in appraisal reactions among employees. \Pro¢edural equity
is concerned with the perception which individual employee has@l\te fairness of the
procedures used in conducting evaluations of reward system whichyunclude but not limited to
lack of bias, consistency and accuracy. Interaction equit@ concerned with the context

of the employees’ performance appraisal which is %ced when an employee is treated
B o

with consideration and respect during the aperai ocess.

N

At Stanbic IBTC Bank, this theory isoré\K t in understanding how employees perceive their
rewards and whether these alig@q‘? their contributions to the organization. Employees
compare their input-ou c@ratio to that of their colleagues to gauge fairness®!. If
employees perceive equity; they are likely to remain motivated and perform better. On the
.
other hand, pe@%’i equity can result in dissatisfaction, which may lead to reduced job
performal%geven turnover?®, In Stanbic IBTC, ensuring that reward management systems
like bs&tions, bonuses, and recognition are perceived as fair is essential to maintaining a
productive workforce?*?. The bank must address distributive, procedural, and interactional

equity to ensure that its employees are fairly rewarded for their contributions.

The strength of equity theory lies in its capacity to explain employee motivation and behavior

based on fairness perceptions, a crucial factor in modern organizations like Stanbic IBTC
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Bank. One of its key strengths is its ability to link reward management to employee
satisfaction and performance. By addressing distributive equity, organizations can ensure that
employees feel adequately compensated relative to their contributions and their peers. This
sense of fairness enhances morale and job commitment. Additionally, procedural equity
emphasizes fair processes in decision-making regarding rewards, which builds trust and
transparency between employees and management. Interactional equity, me g on
respectful treatment during appraisals, fosters positive interpersonal relatiofiships in the

workplace. Equity theory also highlights the impact of perceive@ice on employee

attitudes and behavior. It encourages managers to continug

@ Anaging performance. Finally,

iv@rganizaﬁonal settings, providing a

sess and modify reward

systems to ensure equity, making it a practical framewor

the theory's flexibility allows it to be applied in

robust foundation for developing fair reward poligi

N\

While equity theory offers Valuabbe@hts into employee motivation, it has notable

(_)

limitations. First, the theory as that all employees are motivated solely by fairness,
neglecting other import L@ vators like intrinsic rewards?®. This focus on equity may
oversimplify the co ature of human motivation. Additionally, perceptions of fairness
can be highly @}i varying from person to person, making it difficult for managers to
address e oncerns consistently across an organization®*®. Critics also argue that the
theoE\(&lrlooks cultural and individual differences that can shape how employees perceive

204 Furthermore, the theory does not adequately address the emotional and

equity
psychological aspects of workplace behavior. Lastly, it may be overly reactive, focusing on
mitigating dissatisfaction rather than proactively fostering engagement.

2.3 Review of Empirical Studies
75



This section review various empirical literatures on reward management system and
employee performance. This was achieved by reviewing various articles on the subject

matter as well as the constructs used to measure the variables.

2.3.1 Reward Management System and Employee Performance Q*

O

A study examined the relationship between reward systems and e&gﬁ‘d performance
within the oil and gas industry in Rivers State. The study focused % nfluence of bonuses,
the broader relationship between rewards and productivity, e'impact of promotions on
employee performance. Their findings revealed that bom@rewards, and promotions had a

significant positive impact on productivity. They@nmended that firms avoid fixed pay

rates, as such structures might encour@ness and hesitation among employees,
potentially affecting teamwork negati.vg\&

Another study explored a simi (I?CGpt by examining the effects of reward systems on
employee productivity%% Catholic University of Eastern Africa, Kenya. Through
purposive samplin@O respondents and using regression analysis, the study found that
rewards lin d(Q,good performance positively impacted employee productivity. There is

emphas'Q e point that management must ensure rewards are tailored to meet employee

needMoost motivation and performance?®.

Further expanding on the relationship between rewards and employee satisfaction, another
study focused on commercial banks in Awka, Nigeria. Their study revealed a weak but

positive relationship between salary and employee satisfaction, suggesting that while salary
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matters, other benefits and incentives should be included in the reward structure to motivate
and retain employees. This insight builds upon the recommendation of the previous study for

diversified rewards to meet varying employee needs?"’.

In another commercial banking study, this time in Mwanza City, an author examined how
reward systems affect organizational performance. Using descriptive research and.&OVA,
the study found that recognition and appreciation significantly impacted Q_’ nizational
performance. Consistent with the recommendations of both some s%s(ﬁ‘\phasized the
need for HR departments to revise salary structures to ensure the gain competitive and
fair?®, Another study investigated the impact of reward syst@n employee performance at
KPMC Nigeria?®. Their findings aligned with earlf&gies by demonstrating that an
effective reward system positively influences emp@%performance. Echoing the insights of

previous research, they recommended th@gemen‘[ continue to provide appropriate

motivation and rewards to sustain and h\@ve employee performance.

2.3.2 Compensation and Emp&% Performance

The empirical review, &)mpensation management and job performance reveals diverse

[ ]

perspectives an@, each contributing to a broader understanding of the subject matter.
The effect chae compensation system on employee performance in a subset of industrial
entefp&i% in the Littoral Region of Cameroon was examined. In particular, the research
evaluates how much profit sharing impacts worker dedication in manufacturing companies;
how flat-rate pay structures impact workers' work ethics in manufacturing companies; and

how collective bargaining compensation schemes impact workers' sense of unity in

manufacturing companies. Ten carefully chosen manufacturing enterprises in the Cameroon
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Littoral Region provided the sample of 538 employees, who were picked from a population
of 5146 employees. Questionnaire was the tool utilized to gather data. The results showed
that profit sharing had a considerably positive impact on worker commitment in
manufacturing companies; flat rate systems had a significantly negative impact on workers'
work values in manufacturing companies; and reward schemes for collective bargaining had
a significantly positive impact on workers' cohesiveness in manufacturing Q&es. In
order to encourage productivity and a sense of unity among employees, th sg suggested,

among other things, that reward systems for manufacturing com@s e set up so that

workers are entitled to a portion of the profits made by the co&

Another study on the effect of compensation on waorkets” performance in microfinance

institutions in Kenya, specifically focusing on W, aPamoja Sacco in Kisii County was

conducted. Their research aimed to esta@fbow non-financial compensation, such as

recognition and incentives, impacts peb\% ance. Through a census survey of 65 employees,

they found that non-financial co@éa?ation significantly influenced employee performance

and retention. The study r@ a foundational understanding of how compensation beyond
»

salary can motivate
° &
inquiries in 0th<r sQetord?!!,

O

Buildin@ the findings of previous authors, a study expanded the investigation to

yees in the microfinance sector, setting the stage for similar

Chit%ﬁlg, Bangladesh, where they explored the effect of compensation strategies on job
performance. Their study confirmed that a policy-based compensation scheme positively
impacts job performance, aligning with the previous study’s assertion that compensation
(whether financial or non-financial) is critical to employee motivation. Study reinforced the

notion that a competitive and well-structured compensation strategy enhances employee
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effort and overall performance, extending the conversation on compensation to a broader

geographic context?!2,

Similarly, another study examined the impact of motivation and leadership opportunities on
employee performance in Ghana's financial sector. Their findings paralleled previous studies
who concluded by highlighting that leadership opportunities and recognition serv critical
motivational tools, further demonstrating that compensation need not be u@.’ to drive
performance. This study contributed to the discourse by showcasing t&a s dimensions
of employee motivation and their effects on performance, suggesti t both financial and

non-financial rewards play an essential role?!. 0

Q

Moving to the Nigerian context, an author inves}@d the relationship between work
environment, supervision, and productivity i igerian public sector. Their research

established that supervisory quality, @cture, and safety measures significantly

[ ]
influence employee productivity, (@n nting some authors assertion on the importance
of non-monetary aspects of.c@sation, such as leadership and recognition?!*. The focus

on environmental and.su Qsory factors demonstrated the complexity of compensation's

role in enhancin \%rformance, emphasizing a holistic approach to compensation

managemené/

Ano%%ﬁdy provided further insight into compensation by examining wages and salaries
as motivational tools in selected Nigerian workplaces. Their study underscored that adequate
compensation is influenced by factors such as labour market conditions and organizational
ability to pay. They found a direct correlation between compensation and employee

motivation, aligning with the results of a study that compensation, in both financial and
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infrastructural terms, plays a significant role in enhancing organizational performance?'>. The
study recommended equitable and well-structured wage systems to foster motivation,
contributing to a growing body of evidence linking compensation with employee

engagement.

Another study examined the impact of rewards on job satisfaction and worker ret%n ina
health sector context. Their study found that while rewards promoted work @’ ion, they
did not necessarily result in job satisfaction. This divergence in@ an essential
distinction between retention and satisfaction, suggesting that c Qtion strategies must
be tailored to achieve different organizational goals. Their s@resonates with emphasis on

compensation structure and fairness, further undersco@ nuanced relationship between

compensation, motivation, and retention?'®, b{b

Another study also explored compensatio &gement in Nigeria's insurance sector, finding
a weak but significant correlation ie%y en compensation and job satisfaction. This weak
correlation suggests that whi\Qginpensation is vital, other factors such as job security,
career growth, and rec@ also play crucial roles in determining employee satisfaction.
Their findings ext%%the discussion on compensation management, offering a cautionary

note that m e&f compensation alone may not suffice in promoting job satisfaction and

long-t\erib%’ployee retention?!”,

An author also concluded the review by examining the effect of compensation packages on
job performance and retention in a private university in Ogun State, Nigeria. Their study
found a strong relationship between compensation packages (including salary, bonuses, and

fringe benefits) and employee performance. This study complements previous findings by
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emphasizing that well-structured compensation packages, particularly those that consider the
diverse needs of employees, are essential for enhancing performance and reducing

turnover?'%,
2.3.2 The Relationship between Employee Benefit and Employee Performance

Studies have established the relationship between benefits and employees’ job Qﬁomance
in recent times. A study found that welfare benefit contributes to thQ:/Qnitment of
employees in their job?!”. It was evident from the study that fr@xc:neﬁts motivated,
engaged, get employees committed and satisfied with their job @in turn impact on their
performance to the organization. Human Resource ment indicates that both

employees and Human Resource professionals see P@ts as the top factor in driving job

®%

In a study, results from the study rew@ that compensation program and fair rewarding

satisfaction.

system enhance employees’ loyal (@performance in AMCON??. Another study examined
the link between compensati %ackages and job performance in the Ghana Police Service,
and found that the §g61 of Ghana Police Services were satisfied with some of their

[ ]
compensation Qacigxb

compensa};"@.ackages are more likely to attract, develop, motivate and retain qualified and

especially benefits and pay??!. However, equitable and holistic

comb&te/z’personnel and further increase job performance and employee productivity.

An author made it clear that retirement benefit is a prime motivator for improved employees’

roductivity??2. In support of the above, another study stated that employees’ value or
p y pPp Yy ploy

223

welcome retirement benefit more than other fringe benefits*~>. Employees’ benefits have

grown in size, importance and variety. Their study survey revealed that 89% of executives

81



maintain that employee benefits are extremely important factors to attract and retain a
satisfied workforce. The researchers concluded that fringe benefits have a positive effect on
employee job performance. Fringe benefits have increasingly been found to affect
employees’ job satisfaction. Properly designed employee benefit packages can be extremely
effective in attracting, motivating, satisfying and retaining employees. In a recent study
conducted, findings shows that there is a positive and significant relationship Qee merit
based and competitive based compensations and employees’ job performanc¢™in Anambra

O

In effect, fringe benefits enjoyed by employees in the orgaon serve as a motivator for

state, Nigeria, civil servants???,

retaining a committed workforce. Committed and satisfi€d employees are often more
productive and contribute meaningfully to the S\@ and survival of their organizations.
The result of a study showed that an incre@ derstanding by employees of their benefit
actually generated increased satisfac@. This is possible as a result of an extensive
communication in the workplace@\ca allows the employee to have better understanding of

o\

the benefits available wi'@ﬁen increase employees’ satisfaction. Employee benefits are
1

widely claimed to he e high employee retention and satisfaction. In an organization,
S \’

benefits have @u d to help in attracting and retaining employees if such benefits are

well-desi specially in a competitive labour market. This suggests that benefits are

impo\Q&o both new applicants and existing employees. Hence, if a firm's compensation

systems (especially benefits) are inadequate, top applicants may reject that company's

employment offer, and the current employees may choose to leave the organization as well.

A scholars conducted research that examined the relationship between staff benefits and

organizational commitment in Nigerian universities??*>. The study found a significant positive
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link between employee benefits and organisational commitment among both academic and
non-academic staff. Benefits such as health insurance, retirement plans, and flexible work
schedules were specifically linked to higher levels of commitment. The authors suggest that

investing in employee benefits can serve as a strategic tool to enhance organizational

The relationship between job satisfaction and employee benefits in Niiank was

commitment in Nigerian universities.

explored in a study??. The study revealed a strong positive correlatigh between employee
welfare benefits, such as healthcare insurance, paid leave, an ant plans, and job
satisfaction among bank employees. It was recommend at Nigerian banks should

increase their investment in employee benefits as a st@o improve job satisfaction and

employee retention. b(b
(&

The link between employee benefits and (gngzational performance in Nigerian small and
medium-sized enterprises (SMEs) (t%ss\\fz stigated in a study. The study, which used a
survey of 200 employees, @red that employee benefits significantly influenced
organizational performan: Q}le authors recommended that SMEs implement employee
benefit programs ~)\Kﬁ%ost motivation, satisfaction, and productivity??’. The relationship
between staff interitives and employee engagement in Nigerian service firms was examined
in a st@‘rhe research found a positive correlation between benefits such as health
insura\n,(e, paid time off, and retirement plans, and higher employee engagement. The author

suggested that Nigerian service firms prioritize comprehensive benefit packages to improve

employee engagement and job satisfaction.
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The effect of staff benefits on organizational success in Nigeria was studied. Their findings
showed that offering benefits like healthcare, retirement plans, and paid leave positively
impacted organizational performance, particularly in areas like employee retention and
productivity. The authors recommended that Nigerian organizations prioritize employee
benefits to attract and retain talent, thus improving overall performance??®. The impact of
employee benefits on turnover intentions in the Nigerian hospitality industry Q&ed on
in a research. Through a survey of 207 hotel and resort employees, the study foutid that better
staff benefits significantly reduced turnover intentions. Additionall)@%&udy revealed that
job satisfaction partially mediates the relationship between b e%nd turnover intentions.

The authors concluded that offering attractive employe its could effectively reduce

employee turnover in the hospitality industry. (bQ

The correlation between staff benefits and@[ivity in the Nigerian banking sector was
analyzed. Using a survey of 400 em}(&es from four banks, the study demonstrated a
significant relationship between %ch?yee benefits and productivity. Key benefits, such as
paid time off, retireme t@ and health insurance, were highlighted as particularly
important. The auth% ommended that Nigerian banks prioritize employee benefits to

boost producti\ﬁty%

success 1 ian manufacturing firms was examined. Surveying 384 employees across 12

etain top talent??”. The effect of employee benefits on organizational

firms; study found that benefits such as healthcare, paid time off, and retirement plans
had a substantial positive impact on organizational success. The author recommended that
Nigerian manufacturing firms focus on employee benefits to improve performance and

attract top talent.
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The effect of employee benefits on worker retention in Nigeria's oil and gas industry was
investigated. Through a survey of 250 employees, the research revealed that benefits such as
healthcare, retirement plans, and bonuses had a positive impact on staff retention. The
authors suggested that oil and gas companies prioritize employee benefits to improve
retention and attract talent. The relationship between staff benefits, job satisfaction, and
turnover intention in Nigerian banks was explored. The study, which Q%ﬁ 372
employees from five major banks, found that staff benefits positivély imipacted job
satisfaction and negatively influenced turnover intentions. The resea@ revealed that job

satisfaction moderates the relationship between benefits and § r intentions. The authors

recommended that Nigerian banks offer appealing bene

and reduce turnover?3. ; (b

Despite extensive research on the link b@ employee benefits and specific outcomes

es to boost job satisfaction

such as job satisfaction and retention 5@ is a gap in the literature regarding the overall
impact of employee benefits on c@g?atlonal success in Nigeria. More studies are needed to

explore how emplo@neﬁts can enhance organizational performance more

comprehensively.
Q

2.3.3 The R& hip between Job Promotion and Employee Performance

A sb\dgdn the effects of training and job promotion on work motivation and their
implications on employee job performance was conducted in Indonesia. The study is
accomplished in the Environment of the South Lampung Regency National Education Office
on 215 respondents. The research design uses a quantitative survey method and data analysis

is based on the structural equation model (SEM) with Amos 24. The results of the study
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show that (a) training and promotion had a positive and significant effect on work motivation,
(b) training, promotion and work motivation had a positive and significant effect on job
performance but (¢) work motivation did not play any significant role in mediating the effect
of training and job promotion for job performance. While job promotion had a more
dominant direct effect than training in improving employee job performance, efforts to
improve employee job performance will be more productive by providing job ®ons to
employees. Another effort is to provide opportunities for employees afténd training

regularly. With job promotion and training, work motivation will ie, and the impact is

O

The effects of job promotion practices on employee per &ce in Kenya Forestry Research

that employee job performance will increase?!.

Institute in Muguga, Kenya was investigated. The@(@ anchored on expectancy theory. The
study used a positivism philosophy and a@give research design. The unit of analysis
was Kenya Forestry Research Institute)@starget population was all the 178 staff working in
Kenya Forestry Research Instituéin(—‘k/[uguga. A sample of 121 respondents was selected
through stratified rando ) ing. A semi-structured questionnaire was used in collecting
primary data. A pilo $ was conducted to ensure the data collection tool is reliable.
Analysis of qu@%ﬁ\'fe ata was carried out through thematic analysis. Descriptive statistics
focused o ency distribution, percentages, mean and standard deviation. Components of
infe@% statistics include; Pearson correlation coefficient and multivariate regression
analysis. Both descriptive and inferential data were analyzed with the help of SPSS Version
25. The results obtained were presented both in tables as well as figures (pie charts and bar
graphs). The study found that job promotion practices have significant effect on employee

performance in Kenya Forestry Research Institute. Further, the study found that employees
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acquire new skills through job promotion. Henceforth, the study recommends that Kenya
Forest Research Institute Headquarter should consider leadership abilities, attitude of staff
and review past performance when promoting staff so as to improve on their overall

competency skills?*2,
2.3.4 The Relationship between Work-Life Balance and Employee Performana*

This section chronologically reviews empirical studies on work-life balan@/g employee
performance. The Cabinet Affairs Office in Nairobi, Kenya was@f&, about work-life
balance. Flexible work hours, supervisor assistance, and wor@ily considerations are
studied. 70 randomly selected office employees comple@gni-structured questionnaire.
The hypotheses were examined using simple linear r%@ion on mean, frequencies, standard

deviation, and percentage. All the study's workshife<balance measures positively linked with
staff performance???. \\:

In Pakistan's banking sector, theéé&\@nship between work-life balance and employee job
performance was studied. z&AZM banking subordinates and supervisors provided data.
Psychological wellbei ggdiated the link between work-life balance and job performance,
and employee Qﬂ}@m&

of work-lince on psychological wellbeing?**.

nt with coworkers boosted job performance by enhancing the effect

Worbh'(e balance and commercial bank employees in Lagos State, Nigeria was studied. Job
stress, role overload, and long hours were identified as work-life balance characteristics,
whereas employee performance was measured by output quality and satisfaction. Using Taro
Yamane's formula, 400 commercial bank workers were selected using the descriptive survey

approach. Data was collected via questionnaires and analysed using frequencies, simple
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percentage, and linear regression. Job stress and long hours affect employee performance,

while role overload has little effect.

Work-life balance in the banking sector and its impact on employees was studied. 500
bankers were the population and 278 were the sample using Taro Yamane's formula.
Respondents' questionnaire answers were examined using correlation and linear ‘Qxession.
Work-life balance improves bankers' performance, according to the analyc';ggental and

>

A Sri Lankan shipping company was used to analyse work%alance and employee

pregnancy policies don't affect bankers' performance, nevertheless.

performance. 90 employees of a renowned shipping firm4 anka were surveyed using a
cross-sectional design. Data was evaluated usin&@n, standard deviation, frequency
distribution, ANOVA, Pearson Correlation, gression analysis. Work-life balance
positively affects employee performance (r =949; p =.00). Work-life balance (Beta =.949, p

=.000) is a significant predictor of @% performance (89.9% impact, p =.000)%%.

Q

The Effect of work-life &%e (work interference with personal life, personal life

interference with w@rsonal life enhancement of work and work enhancement of

personal life) @

uses a des @ve type of research with a quantitative approach. The nature of this research is

ee engagement, employees of PT. XYZ was explored. This study

explh%g& research which is research that explains the position of the variables studied and
the relationship between the work-life balance variable and the employee engagement
variable. The subjects in this study were employees of PT. XYZ, totalling 71 people. The
measuring instrument used in this study is a scale, namely the employee engagement scale

and work-life balance scale which is based on the employee engagement dimension and the
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work-life balance aspect by Fisher. The data analysis technique used in this study was Smart
PLS (Partial Least Square) software. Based on the results of the analysis and discussion, it
can be concluded that work life balance has a positive and significant effect on employee
engagement. The effective contribution of the work-life balance variable is 49.5% to
employee engagement. The results of this study then become the basis for determining
interventions in the form of training to improve work-life balance which éQltl ately

increase employee engagement?*,

N
The effect of work-life balance policies (Flexible work, specialize @e option, dependent
care support and religious support) on Job Satisfaction in the@%e in Makassar city was
evaluated. The research model was tested quantitatively’ through a field survey. The
population comprised of 200 hundred employeesé%tal of 200 completed questionnaires
from five private organizations and four f{&vemment organizations are reported and
statistically analyzed using multiplei\% regression analysis with SPSS 23 (Statistical
Product and Service Solutions). ermore, this study used the bivariate correlation and
Cronbach Alpha to test t@onstruct validity and reliability of the measurement items.
Contrary to most x&, the data analysis results revealed that the WLB policy's
implementatio@ not directly lead to increased employees' job satisfaction. In the
Makassar,@xt, certain policies have the opposite result. The result showed that the

reascN%( impact variations in WLB policies implementation are not just cultural factors;

social factor (e.g., ostracism or stigmatization) but other factors that must be a concern??’.

Work-life balance (flexible work arrangement, wellness programs, family responsibility on
employee engagement, employee commitment and employee task performance respectively)

that influence employee performance in Lagos State Ministry of Works and Infrastructure
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was studied. The study adopted survey research design. The population size was 450
employees with sample size of 212 respondents which was determined using Taro Yamen
Formula. The study employed the use of stratified random sampling technique and structured
questionnaire was used for data collection. The data obtained was analyzed using Statistical
Package for Social Science (SPSS) while Linear Regression and Pearson Correlation were
adopted for analysis. The result showed that flexible-work environment Q%llness
programs has effect on employee engagement and employee commitment gespectively while

there 1is strong relationship between family responsibility@\ employee task

O

The factors of work-life balance (flexible work aﬂang@ wellness programs, and family

performance??8,

responsibility) that influence employee performar%(bgovemment- owned organizations in
Nigeria was examined. The study used @%ative research approach, and Data were
gathered from textbooks, articles, joh@g conference proceedings. The result from the
proposition revealed that there @{((e?ationship between work-life balance and employee
performance. The study h@ concluded that work-life balance factors such as flexible-
work arrangement, e Qe wellness programs and family responsibility are important tools
that could be @ organization in order to ensure that their staffs are satisfied. The
study ther; oncluded that work-life balance is beneficial for employee performance and
thereHQ}Q(ecommends continual renewal of work-life balance policy which will help in
improving employee performance and will also have positive effect on organizational

productivity?*.

The influence of work life balance (salary, flexible work hour, social support and health

security) towards job performance (efficiency and quality) in private higher education
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institution in Shah Alam and Bestari Jaya and Selangor, Malaysia was examined. Survey
research design was adopted. Data was collected through the use of questionnaire from a
sample of 164 employees of Private Higher Education Institution in Shah Alam and Bestari
Jaya and Selangor, Malaysia. Data collected were analyzed using correlation and multiple
regression analysis. Result of the findings shows that; Social Support is significantly related
to Job Performance in Efficiency and Quality factors; results indicate that So 'Qup ort is
the main predictor of Efficiency (p=.738, p<.01) and Quality (B=.592, p<.01). All WLB
factors (salary, social support, health security and flexible work hou@p ined towards Job
Performance in Efficiency factor at 53.9%. The Durbin W oﬁe is 2.018 shows that
there is no problem on auto correlation between all W Qrs (Salary, Social Support,
Health Security and Flexible Work Hour) and J @nance in Efficiency factor. While
all the WLB factors (salary, social support, hea urity and flexible work hour) explained
towards Job Performance in Quality facto hnly 37.9%. The Durbin Watson value is 1.945

shows that there is no problem on {G}correlation between all WLB factors (Salary, Social

Support, Health Security a@éxible Work Hour) and Job Performance in Quality

factor?4, QQ

The effect of @ balance (personal life, social life and organizational life) on the
performal%é‘employees at Erubi Engineering Services and Supplies Limited was assessed.
This\& utilized descriptive research survey design. Descriptive research design entails
observing and describing subjects without exerting external influence. A descriptive research
design was adopted. The target population for this study was the 40 employees at Erubi
Engineering and supplies limited working in different departments within the company. They
were all given structured questionnaires after census sampling was done. The data was
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collected and analysed using descriptive statistics through SPSS and excel software. Results
were illustrated as tables, charts and graphs. An analysis of the first objective revealed that
there was a correlation between personal life, social life and organizational life as regards
performance of employees. Regarding the first research question, it was evident that increase
in aspects of personal life had a negative impact on employees’ performance. The third
objective findings also revealed a positive correlation between orga@‘l and
performance. It is likely that the workload at the company is optimal ‘and ‘that working

conditions assist in creating a conducive environment for performanc@i proveH,

The relationship between work-life-balance (leave policy, ble working arrangements,
welfare policies and family responsibilities on the per @ce of Kitui county government
employees was examined. The study adopted&xplanatory research design and a
descriptive research design. The targeted p@’gl was the 207 employees who work in the
ministry of finance and economic plali\({}'ésof Kitui county government. They comprised of
top level management, middle-lﬁanagement, and the subordinate staff. The researcher
adopted a stratified sam li@ simple random sampling to get a representative sample for

the research. The sam%
\1

the top manag e}g

e was 25% of the target population; that is, 53 employees, 4 from
from middle-level management and 38 from the subordinate staff.
The study; a semi -structured questionnaires with both closed-ended and open-ended
ques\q&o collect data from the sample. A drop and pick method was employed to
administer the questionnaires to the respondents, but they were pre-tested for reliability and
validity before being administered to the respondents. The collected data was analysed and
presented using SPSS. Descriptive statistics like frequency distribution was used to analyse
the data. The presentation of the data was done using frequency tables, pie charts and bar
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graphs. Moreover, a correlation and multiple regression analysis to determine the correlation
between WLB and employee’s performance were conducted. The findings of the study
indicated that there is a negative correlation between leave policy and employees’

performance as well as between welfare policies and employees’ performances?#,

The influence of work-life balance (flexible work arrangement and family es) on
employee productivity (turnover rate, employee satisfaction and Perfo) in the
government institutions, with special focus on Supreme Court in Nairwg{xamined. The
study adopted a descriptive survey. The population for the st 106 employees of
Supreme Court at their office in Nairobi. Data was collected using structured questionnaire.
The study used both quantitative and qualitative dat§$riptive statistics were used to
analyse the data. The study found that ﬂexib%%rk arrangement and family leaves
positively influenced the employee produc@%ork life balance enabled the employees to
have balance between work and pers@k{esponsibilities and thus strengthened employee
loyalty and productivity. Flexi%(?ork arrangements was found to enable employees
improve their job perfor a,@as well as empowering and motivating the employees. Family
leaves allow employees te’ be away from the workplace for a particular period of time in
order to deal w@}}t&ml responsibilities as well as improving employees commitment to the
organizatip&éhe study recommends that different forms of flexible work arrangement to be
adop}s& the government institutions from basic flextime programs to innovative child- and
elder-care programs to have maximum productivity of employees in the institutions.
Government institutions should therefore see to it they have different forms of family leave
support services to include all cadres of employees. The government through the ministry of
labour should formulate policies that are geared towards ensuring that all the government
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institutions have work-life balance programmes since it was found to positively impact

employee productivity?+.

The influence of work life balance (work/personal life enhancement, Personal life
interference with work, work interference with personal life) on employee performance in
education sector of Pakistan was investigated. The study also investigates the m&erating
effect of transactional leadership on relationship between work life balan: -@’ employee
performance. The study used sample of 150 respondents from eight uny%lél!! of Islamabad
and Rawalpindi. The regression and moderation analysis are perf @y using the SPSS 22.
The findings of study reveal the work life balance has signiﬁpositive effect on employee
performance. The results also present that transactiona& ship has significant moderating
effect. The study recommends that management c@%ersities should consider the effect of
work life balance while making polices a@e and working load etc. The findings of
study have important policy implicatié% r policy makers and government to increase the

N\
employee performance®*, &
&
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Figure 2.1: Conceptual Model 6\
Source: The Researcher, 2024 $

2.5 Summary of Gaps in Literature Reviewed Q

Despite extensive research on reward managemen i%&anking sector, several gaps remain,
particularly in the context of Stanbic IBT. ies have underscored the importance of
compensation, promotion, and work-li@e in enhancing employee performance?33234233,
However, challenges persist, such K@onsistent reward policies, lack of transparency, and
limited employee involvem %ch may undermine the effectiveness of these systems.
Moreover, the rapidly é\@?g banking industry and increasing competition for talent add to
the complexi '@iﬂementing robust reward systems?*. While existing literature
generalizes 656 challenges across Nigerian banks, there is limited research specifically
addrn SS%’Qtanbic IBTC, especially in Oyo State. Addressing this gap is crucial as it
provides insights into reward systems within a specific organizational context, offering a
nuanced understanding of employee motivation and performance. This study will contribute

to filling this void and offer practical recommendations tailored to Stanbic IBTC's unique

challenges.
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Chapter Three Q :

Q
Methodoldgy()
o

This section used the various methodology@s that is proposed for data collection for this
study. The study design, samplin%)@ure, sample size, data collecting instrument,
instrument pilot testing, inft@validity and reliability, data analysis method, model
definition, and conceptu @el are all part of it. Additionally, the rationale for using this

approach and the sg&c methods utilised to gather data are detailed here.

N\
3.1 Researc& iGn

This\@/was utilized descriptive (survey) research design as it seeks to examine the effect
of reward management system on employee performance in Stanbic IBTC bank, Oyo State,
Nigeria. Survey research design was appropriate for this study because it extensively
describe the relationships and effects between the dependent and independent variables

across selected Stanbic IBTC staff in Oyo State. The survey research design was adopted in
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order to obtain information from the focus population concerning the current status of the
phenomena through primary data collection. The survey research technique enabled the

researcher to describe the situations in details about the focus group as they exist.

3.2 Population of the Study

The population of the study was comprise of all staff of Stanbic IBTC bank branghes,in Oyo
State which are one hundred and fifty eight (158). The target respondents gut\acrpss various
levels of the organisation. This means that the opinion of all €taffs are taken into
consideration in order to ensure a comprehensive and diverse qerspeétive on the research
topic. By including staff from different levels of the organizationy the study aims to capture a
wide range of experiences and opinions that may influgaee the overall findings. Additionally,
by focusing specifically on Stanbic IBTC bank (branches in Oyo State, the research will
provide valuable insights into the unique challenges and opportunities faced by employees in
this particular region. Table 3.1 shows_the population and the sub sectors of the firms

selected in this study:

Table 3.1: List of all Staff Members in Stanbic IBTC Branches in Oyo State

Branches in OygQ No of Staff
Ringroad braach 38
Dugbe brafich. 18
Total garden branch 30
Iwo road branch 15
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Oyo town branch 14

Mokola 14
Saki 15
Ogbomoso 14

S\

O
Total 158 0\(
A

Source: ! ’\\J
O

3.3 Sample and Sampling Technique

A total enumeration sampling technique was used as the ap@iate sampling technique for
this study. A total enumeration sampling refers to colk&@data from every single member
of the population, rather than selecting a sample.@%ﬂethod is ideal when the population
size is small or manageable, and when s allow for collecting data from every
individual. In this study, total emﬁ\(%k{ion sampling will provide a comprehensive
understanding of the entire staff@ksc?anbic IBTC in Oyo state and ensure that no members
are left out of the anal si@ essence of this is that it will allow for a more accurate
representation of the tispopulation and minimize the margin of error in the findings. With

[ ]
this, all emplo;%s:\}e'r ective regarding the reward management system in relation to their

benefits a@llenges derived will be taken into consideration.

<

3.3.1 ple Size Determination

From the study sampling technique which favors total enumeration sampling technique, this
study used all the population as the appropriate sample size. Hence, the study used all the 158
staff members among Stanbic IBTC bank branches in Oyo State. This ensures that the results

obtained are representative of the entire population and increases the reliability and validity
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of the findings. Additionally, using a total enumeration sampling technique eliminates the

potential for sampling bias and ensures that all employees have an equal chance of being

included in the study.

3.4 Description of Research Instrument

The data gathering instrument employed for this study was adapted and structured
*eponse,

questionnaire. The purpose of using questionnaires survey was because of the Q
e

feedback and the literacy level of the proposed respondents. Furthermore,@l estionnaire
can be collected within a short period of time and with ease. For the @b of this study, the
questionnaire was divided into three sections, A, B and C. Sectio covers the information
about the respondent’s bio data, which includes@e er, Age, Marital status,
Education/Professional qualification and Rank. Q%QB and C elicited response from
respondents in order to provide solutions to the%§rch questions. Section B consisted of 4

\®
sub-sections in relation to reward mana %nt system: (i) compensation (ii) benefit (iii)

.

promotion (iv) work-life balance \@S\S§ion C will cover: (i) efficiency (ii) commitment
(iii) creativity (iv) quality SM livery. Four points rating scale was used to measure the

N

response which ranges f@Q(Very Satisfied) to 1(Very Dissatisfied).

3.5 Validity of@ Instrument

Content V%@ was used for this study to check the operationalization against the relevant
cont&{/&nain for the construct. Content validity is concerned with how well the content of
a measurement instrument measures what it is designed to measure °. Before actual
distributions of questionnaires to respondents, steps were carried out in order to ensure that
the scale items adequately cover the area of the construct. Copies of this questionnaire were

given to academic personnel’s as well as experts in human resources for validation. This was
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done in order to obtain their general comments and necessary suggestions on the adequacy
and sequence of the question. Some items were also added based on their valuable
recommendations in order to make the study questionnaire more accurate and enhance the

research instrument.

For construct validity, the questionnaires were divided into many sections such t%ach of
the section assessed information for specific objectives in the study. Constr@%dity will
be measured statistically using Exploratory Factor Analysis (EFA). Th&a&ﬁweasures used
to test the validity of an instrument in exploratory factor analysis @e the Kaiser-Meyer-
Oklin’s (KMO) measure of sampling adequacy and Bartlet@st of Sphericity. The study
employed the KMO sampling adequacy and Bartlett’s Spgcity test to determine whether
the statements that comprise the research instrum%’b each variable actually measure what
are intended. If the result of the KMO is grn 0.5, it means that the questions actually
measure the variables in the study. Th@t of the Bartlett test of Sphericity at 0.000 which
is less than 5%, indicates that %g(?s highly significant relationship among variables in
measuring the variables u@udy. In this study, the KMO test is greater than 5% and

Bartlett test of Spheri& sult is less than 5% indicating that statements that comprised the

[ ]
research instru@tiﬁ\&

the KMO @rﬂett test of Sphericity are shown in Table 3.3.

f’each variable actually measured what were intended. The result of

Tabb?ﬁ: KMO and Bartlett’s Test of Sphericity for Dependent and Independent

Variables
Variables Number of KMO Bartlett test Composite Average
Questions of Sphericity  Reliability Variance
Explained
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Reward management 20 0.813 0.000 0.890 0.821
system

Compensation 5 0.712 0.001 0.782 0.801
Benefit 5 0.762 0.000 0.723 0.793
Promotion 5 0.713 0.002 0.876 0.783
Work-Life Balance 5 0.720 0.000 0.763 0.762
Employee performance 20 0.891 0.000

Efficiency 5 0.849 0.002 0.861 0 0.810
Commitment 5 0.754 0.000 0.765 Q/ 0.864
Creativity 5 0.762 0.001 0.721
Quality service Delivery 5 0.851 0.000 &@ 0.801

Source: Field Pilot study (SPSS) computation, 2024. 0 »

3.5.1 Pilot Study :

A pre-test of the questionnaire was conducted in @%evaluate the relevance and proper
understanding of the research questions. Th\;é:gionnaire was checked by the researcher’s
supervisor as well as experts in the® &Q’ human resources?. posited that the pilot study
sample should be the 10% of K@:ple projected for the larger parent study. This was also
in line with the positio 0®‘ten (10) percent of study population®. The pilot study was

considered necessary \in order to determine the willingness of the respondents; to have a
[ ]

foreknowle e@eir reactions and to ascertain the reliability of the questionnaire when
used in t;§opulation of the study. Furthermore, 10% of other respondents who
corresponded to our sample were accessed and interviewed to see if the questionnaire need to
be modified. Sixteen (16) copies of the questionnaire were used in total for the pilot study.
The employees in Stanbic IBTC in Lagos State branch at Ikeja were investigated for the pilot

study as they do not form part of the initial study population.

3.6 Reliability of Research Instrument
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The internal test of consistency was utilized to determine the reliability of the research
instrument for this study. This test was done using the statistical methods - Cronbach’s alpha
since the study used multiple-item measures. The reliability index for reward management
system, and employee performance in the absence of the moderating variable was determined
using Statistical Package for Social Sciences Version 23 software in order to process it
correctly and precisely, and the researcher’s revalidation scale was 0.889 as i Q%y the
respective Cronbach alpha values as indicated in Table 3.5. The aim of the r€liability as a

quality criterion is to minimize errors and give stable results of data @m. The reliability

for each of these variables was ascertained at a threshold of 0. f an ove °.

QQ

\
A

Table 3.4: Internal Consistency Rél@)lllty Result

Variables ber of Cronbach’s Average Variance

Q%uestmns Alpha Explained

system

Reward Mq@ent 20 0.940 0.821

Compensatié 5 0.712 0.801
Benefit %fb 5 0.722 0.793
Promotién 5 0.710 0.783
Work-Life Balance 5 0.843 0.762
Employee Performance 20 0.831 0.793
Efficiency 5 0.795 0.810
Commitment 5 0.921 0.864
Creativity 5 0.812 0.721
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Quality service Delivery 5 0.762 0.801

Source: Field Pilot Survey, 2024

The result of the pre-test showed that the scales were considered as reliable (Cronbach’s o >

0.70), and the manipulation checks were valid.
3.7 Method of Data Collection *

The primary source of data collection was used in this study. The primary @s collected
through administering of the research instrument (questionnaire). THe“esearch instrument
consists of a set of specific questions and items that are designe ed by the researcher
for the purpose of gathering information from the subj @ respondents °. The study
adopted the closed-ended questions with the quantita%section of the instrument utilizing
an ordinal scale format. The questionnaire inst was used to collect data on reward
management system (independent Variable@sured by compensation, benefits, promotion
and work-life balance and the deper @ariable is employee performance measure with
efficiency, commitment, crea ®\ and quality service delivery. The copies of the
questionnaire was admi @ by trained research assistants for the administration and
retrieval of instrln@ at the respective Stanbic IBTC bank branches in Oyo State. The
N\

research assistants €mployed was trained for two-days on the modalities for questionnaire

distributi trieval and the purpose of carrying out the research in line with ethical

stan(hhd%

3.8 Method of Data Analysis
Data analysis for this study was carried out in two stages: the descriptive and inferential

analysis. The first stage (the descriptive analysis) features descriptions of the properties of
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the data to show the variations in responses of the study’s participants using such tools as
frequencies and percentage distribution tables, bar charts, mean and standard deviations. It
also provides the views and opinions of the respondents on reward management system and

employee performance.

The second stage (the inferential analysis) is the analysis of the responses on the Witative
data and the relationships. This was carried out using statistical tools of mu]@Qegression
method of analysis ADANCO software to test the cause and effe(&&w independent
variables on the dependent variables. This software is similar to ARTPLS popularly
known and having Structural Equation Model (SEM). Th Itiple regression method of
analysis was employed to examine the effect of reward@uagement system (independent
variables) on employee performance dimensions. %%&ultiple regression method of analysis

will be used for hypotheses one to four. K@Stical methods of analysis used in testing

these hypotheses are summarized in T .6.

S

Table 3.6 reveals a summary of. t@ypotheses of this study and the corresponding analytical

tools expected to be us%Q\

Table 3.5: Summ@{ the Tool of Analysis
£\

Hypotheses; S\a_ty?n-ent of Hypotheses Tools of Analysis
Hol be‘ Reward management system (compensation, Multiple linear regression

Benefit, Promotion, Work-life balance) has no
significant effect on employees’ efficiency in

Stanbic IBTC Bank, Oyo State, Nigeria.

Ho2 Reward management system (compensation, Multiple linear regression

Benefit, Promotion, Work-life balance) has no
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Ho3

Ho4

significant effect on Employees’ commitment in

Stanbic IBTC Bank, Oyo State, Nigeria.

Reward management system (compensation, Multiple linear regression
Benefit, Promotion, Work-life balance) has no
significant effect on Employees’ creativity in

Stanbic IBTC Bank, Oyo State, Nigeria.

Reward management system (compensation, Multiple lir@Qgression
Benefit, Promotion, Work-life balance) has no Q/

significant effect on employees’ quality of 6\

service delivery in Stanbic IBTC Bank, Oyo %
State, Nigeria Q

Source: Researcher’s Computation 2024 Q v

3.8.1 Model Specification (bb

\®©

The following models are used for this.Study and to establish a relationship between the

models

Y=£(X)

N\
\‘9
. $Q

Y= Dependent VariablcQ

X= Independebr(\f}:\}e

Where;

\(’ = Employee performance (EP)

X = Reward management system (RMS)

Y = (y1, y2, ¥3, ¥4)

X = (Xl, X2, X3, X4)

Where:
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Y=f(x)

y1 = Efficiency (EFF)

y2 = Commitment (COMM)

y3 = Creativity (CRT)

ya= Quality Service Delivery (QSD)
x1 = Compensation (COMP)

x> = Benefit (BNF)

x3 = Promotion (PRM)

x4 = Work-Life Balance (WLB)

The model formulated for each of the hypotheses is writt@ :

Hypothesis One 6’§
O

y1 = f(x1, X2, X3,X4)

\
)

y1 = Bo+ Bixit Paxat Paxs + Paxs +e (_)\

N\

EFF = o+ B1COMP+ BzB‘@PRM + B4sWLB + &

Hypothesis Two, ,&
y2 = f(x1, Xz,&&)}

y2 =%%’9+ Boxat Baxs + Baxa +&i
COMM = o+ BiCOMP+ B,BNF+ BsPRM + BsWLB + &;

Hypothesis Three

y3 = f(X1, X2, X3,X4)
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y3 = Bo+ Pixit+ Paxot Paxs + Paxa +&i

CRT = Bo+ BiCOMP+ ,BNF+ BsPRM + BsWLB + g

Hypothesis Four

Y = f(x1, X2, X3,X4)

Ya=Po+ Pixit Poxot Bsxs + Paxa &

QSD = Bo+ BICOMP+ B,BNF+ BsPRM + BsWLB + &;

Eqn 3

30 )
Where 3 = the constant of the equation 0

B1-Ba = the coefficient of variables in the equations; Q

&i = the stochastic function that accounts for'thf ;s that may arise in the equation.

Q Endnote
l\ﬁuman Resource Department of Stanbic IBTC Bank. 2024

131



\/Q Chapter Four
Results and Discussion of Findings
4.1  Presentation of Data
The results of the data analysis, and their interpretations, are presented in this chapter in

relation to the objective of the research. The data analysis was conducted using statistical
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software, which allowed for the examination of various variables and their relationships. The
findings of the analysis provide valuable insights into the research question and contribute to
the overall understanding of the topic. Additionally, the interpretations of the results shed
light on the significance of the findings and their implications for future research and
practical applications.

A total of 158 copies of questionnaires were distributed to all staff of Stanb'cQ% bank
branches in Oyo State of which only 152 copies were returned and usablelfor afialysis. This
represent 96.2% return rate which signifies a high level of participa@ interest from the
staff. The high return rate indicates that all staff of Stanbic IB C% branches in Oyo State
were willing to actively contribute to the research and s 1r opinions and experiences.

This level of engagement enhances the validity S@ility of the study's findings, as it

suggests that the collected data is representative ¢ organization's overall population.
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4.2 Demographic Data Analysis

Table 4.1: Demographic Characteristics of Respondent

Characteristics Classification Frequency Percentage
Gender Male 84 55.3
Female 68 44&
Age Under 25 years 75 3
25-30 years 37 13
31-35 years 19 ( , 12.5
36-40 years 13 8.6
Above 40 years 8 Q 53
Highest First leaving %
Educational Certlﬁcatlon/s SCE 56 34.2
Qualification OND/NCE @ 21.7
Professional
52 342
Qualification &Q
Degree(BSC/HND/B.Ed 12 7.9
Post Graduate
3 2.0
Qualiﬁcatio@
First lea
52 34.2
Certifica CE
How long have you % S 37 21.6
been employed @ 10yrs 41 24.0
1 - 15yrs 39 22.8

g Above 15yrs 54 31.6

Marital Status ,* @ Single 105 69.1

Married 34 224

b Divorced 10 6.6

fb Widow/Widower 3 2.0

Yea OQ Less than 5 years 98 64.5
Experience in 5-10 years 33 21.7
Stanbic IBTC 11-20 years 15 9.9
More than 20 years 6 3.9

Source: Author’s Computation 2024
The demographic characteristics of respondents indicate that 55.3% were male, while 44.7%

were female. Regarding age distribution, 49.3% were under 25 years, 24.3% were between
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25-30 years, 12.5% were 31-35 years, 8.6% were 36-40 years, and 5.3% were above 40 years.
For educational qualifications, 34.2% held a First Leaving Certification/SSCE, 21.7% had
OND/NCE, 34.2% had professional qualifications, 7.9% held a degree (BSC/HND/B.EQ),
and 2.0% had postgraduate qualifications. Employment duration shows that 21.6% had been
employed for 1-5 years, 24.0% for 6-10 years, 22.8% for 11-15 years, and 31.6% for over 15
years. In terms of marital status, 69.1% were single, 22.4% were marrie Q % were
divorced, and 2.0% were widowed. Regarding years of experience at StanQJCQTC, 64.5%
had less than 5 years, 21.7% had 5-10 years, 9.9% had 11-20 years,@?%@% had more than

20 years.
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4.2.1 Answers to Research Questions

Table 4.2 Employee Compensation

VD D S VS Mean Std
Statements Frequency Frequency Frequency Frequency (X) Deviation
(%) (%) (%) (%)
To what extent are
you satisfied with o) 11 31 108 Q
the fairness of your < 6118 .68134
salary in relation to (1.3%) (7.2%) (20.4%) (71.1%
the work you do? Q
What is your level %
of satisfaction with 3 ” - .
ﬂﬁe ransparency of 31776 67207
the salary review (2.0%) (9.2%) (57.9%) (30.9%)
process at Stanbic Q
IBTC Bank? &b
How satisfied are
you with the @
competitiveness of 2 Q 60 72
your compensation . N \ . . 3.3289 73490
compared to similar (1.3%) & 0 (39.5%) (47.4%)
roles in other
banks? ° \A%
How satisfied are QQ
you with the 3 10 70 69
compensation . 3.3487 .69301
orovided for (@%) 66%)  (@6.1%)  (45.4%)
overtime work?
What is your |
of satisfa tio@ 6 ” 6 -
et 4 32697 78875
alignment o ) (3.9%) (9.2%) (42.8%) (44.1%)
compensation with
industry standards?
OVERALL MEAN 3.3474 46535

Source: Researcher’s Computation 2024
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The result in table 4.2 on employee compensation at Stanbic IBTC shows a high level of
satisfaction with the fairness of salaries in relation to work. A substantial majority of
respondents (71.1%) expressed being very satisfied, while 20.4% were satisfied, 7.2% were
dissatisfied, and only 1.3% were very dissatisfied. The mean satisfaction score was 3.6118,
with a standard deviation of 0.68134, indicating a strong positive perception w1th minimal
variability. Regarding the transparency of the salary review process, the level actlon
was slightly lower. While 30.9% were very satisfied and 57.9% we Qﬁed 9.2%
expressed dissatisfaction, and 2.0% were very dissatisfied. The me@%&: of 3.1776 and a
standard deviation of 0.67207 suggest a generally positive outlook but with room for
improvement in this area. In terms of compensatlon co leeness compared to similar
roles in other banks, 47.4% of employees were. v 1sﬁed and 39.5% were satisfied,

amounting to a significant majority. Mea Whl% .8% were dissatisfied, and 1.3% were

very dissatisfied. The mean score of 3. \ and a standard deviation of 0.73490 reflect

overall satisfaction with moderate @ty.

For compensation provide overtime work, 45.4% were very satisfied, and 46.1% were
satisfied, demonstrat ﬁ)ng approval. A smaller proportion, 6.6%, were dissatisfied, and
2.0% were very,dis ied The mean score of 3.3487, with a standard deviation of 0.69301,
highlight istent satisfaction levels. Lastly, regarding the alignment of compensation
With\méustry standards, 44.1% of respondents were very satisfied, and 42.8% were satisfied.
However, 9.2% expressed dissatisfaction, and 3.9% were very dissatisfied. The mean
satisfaction score was 3.2697, with a standard deviation of 0.78875, indicating general
satisfaction but some variability in responses. Overall, the employee compensation data

reveals an average mean satisfaction score of 3.3474, with a relatively low overall standard
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deviation of 0.46535, showing that employees are generally satisfied with their compensation

across various dimensions, though certain areas like transparency of the salary review

process could benefit from improvements.

Table 4.3: Employee Benefit

VD
Frequency
(%)

Statements

D S
Frequency Frequency
(%) (%)

VS
Frequency
(%)

Std
Deviation

What is your level of
satisfaction with the 3
bonuses and incentives
offered by Stanbic
IBTC Bank?

(2.0%)

How satisfied are you

with the health 6
insurance benefits
provided by Stanbic
IBTC?

(3.9%)

What is your level of
satisfaction with the
paid leave (annual,
maternity, paternity,
etc.) policies at Stanbic
IBTC?

(3. 3%
To what extent are you

satisfied with the g
support provided for 3\%

professional

development, su g‘J (3.9%)
training progr: d
certiﬁcation%

How satis}?sﬁ are you

with the retirement
benefits and post-
retirement support
provided by Stanbic
IBTC?

5
(3.3%)

19 54
(12.5%) (35.5%)

0
(8.6%) (@i%%

61
(40.1%)

%9%)

10 65
(6.6%) (42.8%)

10 61
(6.6%) (40.1%)

64
(42.1%)

74
(48.7%)

71
(46.7%)

76
(50.0%)

3.2566

3.3421

3.3224

3.3684

7155

77628

76431

76861

75190

OVERALL MEAN

3.3250

56419

Source: Researcher’s Computation 2024
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Table 4.3 shows the data on employee benefits at Stanbic IBTC indicates a high level of
satisfaction with bonuses and incentives. Half of the respondents (50.0%) reported being very
satisfied, and 35.5% were satisfied, while 12.5% expressed dissatisfaction, and only 2.0%
were very dissatisfied. The mean satisfaction score of 3.3355, with a standard deviation of
0.77155, reflects a positive perception with moderate variability. In terms of health insurance
benefits, 42.1% of employees were very satisfied, and 45.4% were satlsﬁ 1fying
overall approval. However, 8.6% were dissatisfied, and 3.9% were Ve dis 1sﬁed The
mean score of 3.2566 and a standard deviation of 0.77628 suggest 0 able response but
indicate some variability in employee opinions on this benefi r 1ng pald leave policies,
including annual, maternity, and paternity leave, 48. 7%@ ondents were very satisfied,
and 40.1% were satisfied. A smaller proportion, .?@(pressed dissatisfaction, and 3.3%
were very dissatisfied. The mean satisfaction of 3.3421 and a standard deviation of
M

0.76431 demonstrate a strong overall ap these policies.

For professional development su@i, such as training programs and certifications, 46.7% of
employees were very sati and 42.8% were satisfied, reflecting a positive outlook.
Meanwhile, 6.6% We e dissatisfied, and 3.9% were very dissatisfied. The mean score of
3.3224, with a @ard deviation of 0.76861, suggests consistent satisfaction with this area.
Concerni rement benefits and post-retirement support, half of the respondents (50.0%)
repoko@,%eing very satisfied, and 40.1% were satisfied. A smaller segment, 6.6%, were
dissatisfied, and 3.3% were very dissatisfied. The mean satisfaction score of 3.3684, with a
standard deviation of 0.75190, underscores positive perceptions of this benefit. Overall, the
data reveals a strong average satisfaction level for employee benefits, with an overall mean

score of 3.3250 and a standard deviation of 0.56419. While employees generally express high
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satisfaction across all aspects of benefits, some areas, such as health

slightly greater variability and could benefit from targeted enhancements.

Table 4.4: Job Promotion

insurance, exhibit

VD

Statements
(%)

Frequency

D S
Frequency Frequency
(%) (%)

VS
Frequency
(%)

Mean

(X)

Std
Deviation

How satisfied are you

with the transparency 3
of the promotion
process at Stanbic
IBTC?

(2.0%)

What is your level of
satisfaction with the
criteria used to
determine
promotions at Stanbic
IBTC?

3
(2.0%)

To what extent are

you satisfied with the 5
frequency of
promotions offered at
Stanbic IBTC?

(3.3%)

How satisfied are you
with the recognition
of your skills and
experience in the
promotion process at
Stanbic IBTC?

How satisfied arg y
with the career §
developme
prov1de
employees ahfy for
promotion at Stanbic
IBTC?

¢

(2.6%)

Overall Mean

(}%}0Q (11.2%)

15 55
(9.9%) (36.2%)

14
(9.2%) (50. 0%) Q

b’b
(11 2‘«Q(4 162%
\co\

75
(49.3%)

16 65
(10.5%) (42.8%)

79
(52.0%)

§Q

8.3%)

67
(44.1%)

58
(38.2%)

67
(44.1%)

X
&

3.2632

3.2434

3.2829

3.2855

74527

70473

78679

.70002

75833

52011

Source: Researcher’s Computation 2024
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The data on job promotion at Stanbic IBTC indicates a high level of satisfaction with the
transparency of the promotion process. A majority of employees, 52.0%, reported being very
satisfied, and 36.2% were satisfied. However, 9.9% expressed dissatisfaction, and 2.0% were
very dissatisfied. The mean satisfaction score of 3.3816, with a standard deviation of 0.74527,

highlights overall approval with moderate variability.

Regarding the criteria used to determine promotions, 38.3% of respo &@%ere very
satisfied, and 50.0% were satisfied, reflecting a generally positive p ‘g{ Conversely,
9.2% were dissatisfied, and 2.0% were very dissatisfied. The Qre of 3.2566 and a
standard deviation of 0.70473 suggest satisfaction but also for slight improvement in
this area. Satisfaction with the frequency of promotion%&d at Stanbic IBTC was notable,
with 44.1% of employees being very satisfied a% 4% satisfied. A smaller proportion,
11.2%, expressed dissatisfaction, and 3.3%\\@re very dissatisfied. The mean satisfaction
score of 3.2632, with a standard d& n of 0.78679, indicates a generally favorable
response with some variability i@mons. When it comes to the recognition of skills and
experience in the prom: 0@ cess, 38.2% of respondents were very satisfied, and 49.3%

were satisfied. Mean hil€] 11.2% were dissatisfied, and 1.3% were very dissatisfied. The

mean score of @4 and a standard deviation of 0.70002 reflect positive perceptions but

also somq@mmes in satisfaction levels.

Sat1sfact1on with career development support aimed at helping employees qualify for
promotions was high, with 44.1% of employees very satisfied and 42.8% satisfied. In
contrast, 10.5% expressed dissatisfaction, and 2.6% were very dissatisfied. The mean score

of 3.2829, with a standard deviation of 0.75833, indicates strong approval with room for
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refinement. Overall, the data on job promotion yields an average mean satisfaction score of
3.2855 and a standard deviation of 0.52011. Employees are generally satisfied across various
aspects of job promotion, particularly in terms of transparency and career development

support, though opportunities exist to further enhance the recognition of skills and the

frequency of promotions.

Table 4.5: Work-Life Balance

(Q*

VD D S v (JV Mean Std
Statements Frequency Frequency Frequency Fre@y (X) Deviation
(%) () (%) (%
How satisfied are you with 6 13 @ﬁ
the flexibility of working 3.3289 .79549
hours at Stanbic IBTC? Gow)  Bew)  (8.2%[ ) @9.3%)
How satisfied are you with Q
the balance between your 4 15 Qg 65
work responsibilities and 3.2763 74760
personal life at Stanbic (2.6%) (9.9%) & 7%0) (42.8%)
IBTC? ’b
To what extent are you
satisfied with the @
company's policy on (—) 83 S0 31447 73401
remote work or Worklng (5.9% % (6.6%) (54.6%) (32.9%) ' '
from home at Stanbic ﬁ
IBTC? QQ
What is your level of
satisfaction with the 5&
resources provided by 11 73 57
Stanbic IBTC to hel 3.1579 .84654
employees manag@s (12%)  (12%)  (@8.0%)  (37.5%)
and achieve wo%
balance? \/
How satisfied are you with
the workload distribution 8 14 72 58
that allows you to manage 3.1842 .80906
both work and personal life (5.3%) (9.2%) (47.4%) (38.2%)
at Stanbic IBTC?
OVERALL MEAN 3.2184 60258
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Source: Researcher’s Computation 2024
The result in table 4.5 shows the data on work-life balance at Stanbic IBTC reveals a strong
level of satisfaction with the flexibility of working hours. Nearly half of the respondents
(49.3%) reported being very satisfied, and 38.2% were satisfied. In contrast, 8.6% expressed
dissatisfaction, and 3.9% were very dissatisfied. The mean satisfaction score of 3.&, with
a standard deviation of 0.79549, indicates overall approval, although there is @ariability
in responses. Regarding the balance between work responsibilities an egnml life, 42.8%
of employees were very satisfied, and 44.7% were satisfied. ver, 9.9% reported
dissatisfaction, and 2.6% were very dissatisfied. The mean @ of 3.2763, with a standard
deviation of 0.74760, suggests that most employees fee@itively about this balance, but
some experience challenges. Satisfaction with t pany’s policy on remote work or
working from home shows a more mixe x@%e. While 32.9% were very satisfied and
54.6% were satisfied, 6.6% were dissatisfied, and 5.9% were very dissatisfied. The mean
score of 3.1447, with a standard@tion of 0.78401, reflects moderate approval, with
N
N\
N

Regarding the resq& provided to manage stress and achieve work-life balance, 37.5% of

notable variability.

employees 8&¢ry satisfied, and 48.0% were satisfied. On the other hand, 7.2% were
dissatis%%and 7.2% were very dissatisfied. The mean score of 3.1579, with a higher
standard’deviation of 0.84654, indicates that while most employees appreciate the resources,
some may find them insufficient. Satisfaction with workload distribution to manage both
work and personal life was reported by 38.2% of employees as very satisfactory and by
47.4% as satisfactory. However, 9.2% expressed dissatisfaction, and 5.3% were very

dissatisfied. The mean score of 3.1842, with a standard deviation of 0.80906, highlights
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general approval, but there is room for improvement. Overall, the data on work-life balance

yields an average mean satisfaction score of 3.2184 and a standard deviation of 0.60258.

Employees generally view the work-life balance favorably, particularly in terms of flexible

working hours, but there is room for enhancement in areas such as remote work policies and

stress management resources.

Table 4.6: Employee Efficiency

3
X

Statements VD D S V8 ./ Mean Std
Frequency  Frequency Frequency Freque (X) Deviation

(%) (%) (%) \@

How satisfied are you 5 . - %1 y

with the speed at Whlgh O 3.6579 68189

you complete your daily (1.3%) (7.9%) (14. (76.3%)

tasks?

How satisfied are you be

with your ability to work 3 13 6 90 46

independently and make ’b 3.1776 66215

decisions without (2.0%) (8-6@ (59.2%) (30.3%)

constant supervision? &

What is your level of 5\\'

satisfaction with the tools 4 17 53 78

and resources provided to . Q 3.3487 78276

enhance your work (26 (11.2%) (34.9%) (51.3%)

efficiency? g

To what extent are you,_

satisfied with your ti 5\\' 5 15 73 59

management skill irfc_/ 3.2237 75641

accomplishing tas%t (3.3%) (9.9%) (48.0%) (38.8%)

Stanbic IBTC? fb

How satisfl&i}% you o = 26 56

Wl;[lh }Ef?u? col aboratlon 3.1842 79252

and etliciency in team- (5.3%) (7.9%) (50.0%) (36.8%)

based tasks and projects?

Overall Mean 33184 53654

Source: Researcher’s Computation 2024
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The result in table 4.6 shows the data on employee efficiency at Stanbic IBTC indicates a
high level of satisfaction with the speed at which employees complete daily tasks. A
significant majority, 76.3%, reported being very satisfied, and 14.5% were satisfied, while
7.9% were dissatisfied, and only 1.3% were very dissatisfied. The mean satisfaction score of
3.6579, with a standard deviation of 0.68189, reflects a strong positive perception with
relatively low variability. Regarding the ability to work independently and Q%isions
without constant supervision, 30.3% of employees were very satisfied, \and™59.2% were
satisfied, amounting to a favorable majority. However, 8.6% expre@fgﬁssatisfaction, and
2.0% were very dissatisfied. The mean score of 3.1776, with Qta ard deviation of 0.66215,

suggests overall approval with a degree of consistency in@p es.

Q

Satisfaction with the tools and resources provide ance work efficiency was also high,
with 51.3% of employees being very satisf@4.9% satisfied. A smaller portion, 11.2%,
were dissatisfied, and 2.6% were Very®sﬁed. The mean score of 3.3487, with a standard
deviation of 0.78276, indic?tes %%'mve perceptions, though some variability exists. Time

N

management skills in zﬁ@iﬁhing tasks were rated positively by employees, with 38.8%
t

reporting being very satisfied and 48.0% satisfied. Meanwhile, 9.9% were dissatisfied, and
3.3% were Ver)@ﬁed. The mean satisfaction score of 3.2237, with a standard deviation
of 0.7564416 lights general satisfaction but points to potential areas for improvement.
Colla ton and efficiency in team-based tasks and projects received mixed responses.
While 36.8% were very satisfied and 50.0% were satisfied, 7.9% expressed dissatisfaction,
and 5.3% were very dissatisfied. The mean score of 3.1842, with a standard deviation of
0.79252, indicates overall satisfaction but reveals some disparities in collaborative efficiency.

Overall, the data on employee efficiency shows an average mean satisfaction score of 3.3184
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and a standard deviation of 0.53654. Employees generally feel confident in their task

completion speed, independence, and use of tools, though areas like team collaboration and

time management may benefit from further attention.

Table 4.7 Employee Commitment

Statements

VD D S
Frequency ~ Frequency  Frequency
(%) (%) (%)

VS
Frequency
(%)

Std
Deviation

To what extent are you
satisfied with your
willingness to put in
extra effort when
necessary to meet
organizational
objectives?

How satisfied are you
with your desire to stay
with Stanbic IBTC for
the foreseeable future?

What is your level of
satisfaction with your
sense of belonging
within your team and
the wider organization?

To what extent are you
satisfied with your
enthusiasm for
participating in

company 1n1t1at1v@n
activities?

What is y(%&el of
satisfaction with your

willingness to take on
additional
responsibilities when
needed?

8 8
(5.3%) (5.3%)

(38.2%) 6 3%)
10 12 %«Q

(6.6%) (7.9% .9%)
S
4 E;L,\% 74 60

(2.6%) @ 9.2%) (48.7%)  (39.5%)

gﬁ\

48
(31.6%)

@ 18 69 60

(3.3%) (11.8%) (45.4%) (39.5%)

8 14 66 64
(5.3%) (92%)  (434%)  (42.1%)

3.3553

3.1053

3.2500

3.2105

3.2237

S
N

.80896

.80691

73015

77743

.82347

OVERALL MEAN

3.2289

.59508

Source: Researcher’s Computation 2024
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The result in table 4.7 shows the data on employee commitment at Stanbic IBTC reveals a
high level of satisfaction with employees' willingness to put in extra effort to meet
organizational objectives. A majority of 51.3% were very satisfied, and 38.2% were satisfied,
while 5.3% were dissatisfied, and another 5.3% were very dissatisfied. The mean satisfaction
score of 3.3553, with a standard deviation of 0.80896, reflects strong commitment leyels with
moderate variability. Satisfaction with the desire to stay with Stanbic %r the
foreseeable future shows a slightly lower approval level. While 31.6% “Qel ry satisfied
and 53.9% satisfied, 7.9% expressed dissatisfaction, and 6.6% we@{% dissatisfied. The
mean score of 3.1053, with a standard deviation of 0.8069 %ates generally positive
sentiments but also highlights some concerns about long- rétention. Regarding a sense of
belonging within the team and the wider orga '2@39.5% of respondents were very
satisfied, and 48.7% were satisfied, indicatin g approval overall. Conversely, 9.2%
were dissatisfied, and 2.6% were very di %sﬁed. The mean satisfaction score of 3.2500,
with a standard deviation of 0.730@erscores employees' connection to their teams and

the organization with relative&variability.

Enthusiasm for paﬁ%ﬁg in company initiatives and activities was positively rated by
39.5% of emp ye?\' as very satisfactory and by 45.4% as satisfactory. However, 11.8%
reported di sfaction, and 3.3% were very dissatisfied. The mean score of 3.2105, with a
stamhs&éviation of 0.77743, reflects favorable engagement but points to potential room for
improvement. Willingness to take on additional responsibilities when needed was well-rated,
with 42.1% of employees very satisfied and 43.4% satisfied. Meanwhile, 9.2% expressed

dissatisfaction, and 5.3% were very dissatisfied. The mean satisfaction score of 3.2237, with

a standard deviation of 0.82347, suggests a strong commitment to responsibility but
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highlights some differences in responses. Overall, the data indicates an average mean

satisfaction score of 3.2289 and a standard deviation of 0.59508. Employees generally

demonstrate high levels of commitment, particularly in their willingness to contribute extra

effort and foster a sense of belonging. However, areas such as long-term retention and

participation in company activities may benefit from targeted strategies to ,enhance

satisfaction.

Table 4.8: Employee Creativity

R
(O

VD D S \Q\ Mean Std
Statements Frequency =~ Frequency  Frequency % (X) Deviation
(%) (%) (%) A

To what extent are you < >
satisfied with the freedom 7 14 42 Q 89 3.4013 23990
to explore new approaches (4.6%) (9.2%) 7. @ (58.6%) . .
to problem-solving? ’b
What is your level of b
satisfaction with the 8 7 ]1 56
opportunities provided to @ 3.2171 76269
think outside the box in (3.3%) ‘&& (53.3%) (36.8%)
your role? (9\
How satisfied are you with %\

: 67 63
the support you receive to 39937 0723
experiment with new (9.9%) (44.1%) (41.4%) ' '
solutions and strategies?
To what extent are you *
satisfied with the tools an< ’\\' 13 73 59 32105 78590
resources avallable‘t(‘) (4.6%) (8.6%) (48.0%) (38.8%) . .
enhance your creativ,
What is your leﬁ%
satisfaction with 7 12 70 63
recognition given to 3.2434 78897
innovative ideas within the (4.6%) (7.9%) (46.1%) (41.4%)
organization?
OVERALL MEAN 32592 58946

Source: Researcher’s Computation 2024
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Table 4.8 shows the data on employee creativity at Stanbic IBTC shows strong satisfaction
with the freedom to explore new approaches to problem-solving. A majority of 58.6% of
respondents were very satisfied, and 27.6% were satisfied. In contrast, 9.2% were dissatisfied,
and 4.6% were very dissatisfied. The mean satisfaction score of 3.4013, with a standard
deviation of 0.83990, indicates a generally favorable perception with some variability in
responses. Regarding opportunities to think outside the box, 36.8% of emplo Q% very
satisfied, and 53.3% were satisfied, making up a strong majority. However, 476% reported
dissatisfaction, and 5.3% were very dissatisfied. The mean score o@l, with a standard

deviation of 0.76269, suggests positive sentiments overall bif highlights a small portion of

less satisfied employees. Q

Satisfaction with the support provided to experin@%l new solutions and strategies was
reflected in 41.4% of employees being Velﬁ\\%’gd and 44.1% satisfied. Conversely, 9.9%
expressed dissatisfaction, and 4.6% ‘\@ery dissatisfied. The mean satisfaction score of
3.2237, with a standard deviati &%.80723, demonstrates overall approval but points to
variability in the level @ort perceived. For tools and resources available to enhance
creativity, 38.8% of r. ﬁdems were very satisfied, and 48.0% were satistied. Meanwhile,
8.6% were dissatisfied, and 4.6% were very dissatisfied. The mean score of 3.2105, with a
standard ion of 0.78590, highlights a positive overall assessment but indicates that
some\g;goyees may lack access to adequate resources. Recognition for innovative ideas
within the organization received positive feedback, with 41.4% of employees being very
satisfied and 46.1% satisfied. On the other hand, 7.9% expressed dissatisfaction, and 4.6%

were very dissatisfied. The mean score of 3.2434, with a standard deviation of 0.78897,

reflects a favorable view of recognition efforts, though some employees may feel
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underappreciated. Overall, the data on employee creativity yields an average mean

satisfaction score of 3.2592 and a standard deviation of 0.58946. Employees generally feel

empowered to be creative and supported in their efforts, though improvements in resources,

support, and recognition could further enhance satisfaction.

Table 4.9: Quality Service Delivery
VD D S ean
Statements Frequency Frequency Frequency FrequenC( 0

(%) (%) (%) (%)

Std
Deviation

To what extent are you
satisfied with your ability 8 8 40

to meet customers” (5.3%) (5.3%) (26.3%) 2%)
expectations effectively?

What is your level of 0
satisfaction with the 51

accuracy and reliability of (4 6%) (11 2% 0 (33.6%)
the services you deliver? b

To what extent are you
satisfied with the clarity of 8 9\Q 81 54

communication provided 3.1908
to customers during (53%) ° 0) (53.3%) (35.5%)

service interactions? \(9\

3.4737

3.1316

To what extent are you

satisfied with your efforts

in maintaining a positive 10 64 71 33092
and courteous attitude 6%) (6.6%) (42.1%) (46.7%) ’
during customer %

interactions?

How satisfied are

your ability to igh 6 14 75 57
standards of.set{ice in line 3.2039
with the bank (3.9%) (9:2%) (49.3%) (37.5%)

expectations?

OVERALL MEAN 39618

.82146

78634

76974

.79096

76633

59678

Source: Researcher’s Computation 2024
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The result in table 4.9 shows the data on quality service delivery at Stanbic IBTC reflects
strong satisfaction with employees’ ability to meet customers’ expectations effectively. A
significant 63.2% of respondents were very satisfied, and 26.3% were satisfied, while only
5.3% expressed dissatisfaction or strong dissatisfaction. The mean satisfaction score of
3.4737, with a standard deviation of 0.82146, indicates a high level of confidence in meeting
%uracy

customer expectations, with some variability among respondents. RegardinE Q

and reliability of services delivered, < \

N

33.6% of employees were very satisfied, and 50.7% were  sati . However, 11.2%
expressed dissatisfaction, and 4.6% were very dissatisfied. 'J@ean score of 3.1316, with a
standard deviation of 0.78634, suggests that while th@a rity are satisfied, there may be
areas for improvement in ensuring consistent acc@(gand reliability. Satisfaction with the
clarity of communication provided to cu@rs during service interactions showed that
35.5% of employees were very s&t@ and 53.3% were satisfied. Conversely, 5.9%

reported dissatisfaction, and 5.3‘@&6 very dissatisfied. The mean score of 3.1908, with a

standard deviation of @ reflects generally positive perceptions but indicates that

communication clarity cdtuld be further enhanced. Efforts in maintaining a positive and
courteous attit@ring customer interactions were well-rated, with 46.7% of respondents
being ve sfied and 42.1% satisfied. Meanwhile, 6.6% expressed dissatisfaction, and
4.6%\We very dissatisfied. The mean satisfaction score of 3.3092, with a standard deviation
of 0.79096, underscores strong approval of employees’ professionalism, with room to
address a minority of concerns. Upholding high standards of service in line with the bank’s

expectations received positive feedback, with 37.5% of employees very satisfied and 49.3%

satisfied. In contrast, 9.2% were dissatisfied, and 3.9% were very dissatisfied. The mean
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score of 3.2039, with a standard deviation of 0.76633, suggests a generally favorable
assessment, though some employees may require additional support to consistently meet high
service standards. Overall, the data on quality service delivery yields an average mean
satisfaction score of 3.2618 and a standard deviation of 0.59678. Employees demonstrate a

strong commitment to meeting customer needs and maintaining professional'&ln, but

attention to areas such as communication clarity and service reliability could @ efthance
quality delivery. ’\<

4.2.2 Test of Hypotheses @

This section focused on the inferential statistics in order to h the study hypotheses. This

was done using the Partial Least Square Structural E%&Model (PLS-SEM) which is a
powerful statistical technique for analysing corr&elatlonshlps among variables. PLS-
SEM allows for the examination of both t@fgsurement model and the structural model
simultaneously, providing a compre %e understanding of the relationships between
construct variables. \

The choice of PLS-SE SmartPLS) is because it is a more advanced multivariate
analytical techmque ﬁ performs multiple regression, factor analysis, and provides a
pictorial modth}he interactions in a study with the push of one command as against
running awyseldted analysis using SPSS. In addition, the SmartPLS statistical platform offers
more\@:Q( and robust analysis compared with the outcomes of SPSS

To achieve this, the measurement model which includes determining the outer loading
factors (with the bootstrapped P Value), discriminant validity, Cronbach alpha for internal

consistency, and average variance extracted (AVE) were assessed first. Following this, the

structural model was analysed to determine the strength and significance (P value) of the
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relationships between the latent constructs through Path coefficients, P values of the path
coefficients and T statistics.

Measurement Model

Measurement model reflect the adequacy of the chosen variables in representing the
constructs of interest. It is essential to ensure that the measurement model is valid and
reliable before moving on to analyzing the structural model'. The outer 1 ﬁactors
provide insight into how well each indicator variable is measuring fts esponding
construct. An author opined that to ensure a strong outer loading fag 't ust not be below
0.708 indicating that the indicator variable is a good representati f the latent construct?.

Additionally, the average variance extracted (AVE) be above 0.5 to confirm

convergent validity. The AVE explains the am n@aﬂance captured by the indicator
gs researchers determine if the indicators

variables in relation to the latent construct!. Thi%

O

are truly measuring what they are intende %easure. Furthermore, the composite reliability

should be above 0.7 to demonstr@e internal consistency of the indicators within the

construct While Cronbach’s®. hould also be above 0.7 so as to backup the reliability of

the measurement mode*bQ
Hypothesis Or@

Hy1: Reward"management system (compensation, Benefit, Promotion, Work-life balance)

haébigniﬁcant effect on employees’ efficiency in Stanbic IBTC Bank, Oyo State,

}ﬁgerla.
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Table 4.10: PLS-SEM Assessment Results of Reflective Measure

X

r@l}Q’]odels for

Hypothesis One r’\\
Convergent validity al consistency reliability
Outer loadings  Bootstrapped AVE ronbach’s Composite
(>0.708) p-value (< > O.SQ alpha (> 0.7)  reliability (> 0.7)
0.05) N\
Latent Indicato  Estimate Estimate imate  Estimate Estimate
Variable r [tem %
Employee Compensation b’b
ECI 0.7848 0.004 (b 0.5683 0.759 0.781
EC2 0.7433 M%Q
EC3 0.8484 .0
EC4 0.7820 . sq‘%oo
ECS 0.8709 (_)\ 000
Employee Benefits &
EB1 0.88 ].8{% 0.000 0.536 0.788 0.878
EB2 07149\, 0.000
EB3 @ 0.000
EB4 0.7593 0.000
EB5 - %.8436 0.000
Job Promotion (.:\\'
J 0.7796 0.000 0.5867 0.744 0.710
,@ 0.7487 0.000
0.6373 0.000
\/ P4 0.7814 0.000
JP5 0.7341 0.000
Work-Life Balance
WLBI1 0.8056 0.000 0.5456 0.812 0.757
WLB2 0.7932 0.000
WLB3 0.7697 0.000
WLB4 0.7955 0.000
WLBS 0.7595 0.000
Employee Efficiency
EE1 0.7266 0.000 0.6557 0.778 0.821
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EE2 0.7060 0.000

EE3 0.7761 0.000
EE4 0.7299 0.000
EES 0.7811 0.000

Source: Field Result, 2024

The result in Table 4.10 shows that all the outer loadings of the latent constructs xbelow
0.708 and the p value shows a value 0.000 which is below the threshold of 0. Qﬂs shows
that all the latent constructs and strong in explaining each of the main co(itplcts, which is
desirable. The AVE also shows 0.5683, 0.536, 0.5867, 0.5456 @57 for Employee
Compensation, Employee Benefits, Job Promotion, Wor %alance and Employee
efficiency which is above the benchmark of 0.5 confl@g that the model has a good
convergent validity. From the internal consisten O@Qesult shows a Cronbach alpha and
composite validity of (0.759 and 0.781 oyee Compensation; 0.788, 0.878 for
Employee Benefits; 0.744, 0.710 for .J(%\'kotion, and 0.812, 0.757 for Work-Life Balance)
which are both above 0.7 indic ﬁg\that reward management strategies and employee
efficiency in Stanbic IBTC,\&O State are reliable constructs in the model. Hence, the
statistical analysis in@es that the relationship between Employee Compensation,

Employee Be ﬁ@ Promotion and Work-Life Balance is significant and robust,

providing st@g support for the research hypothesis.

&
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Figure 4.1: Path efficient of Reward Management Strategies (Employee

Compensation(/@yee Benefits, Job Promotion and Work Life Balance) and

Employee l‘@iency
Q0

SouMield Result, 2024

The result in figure 4.1 shows that bootstrapping value of reward management strategies
(Employee Compensation, Employee Benefits, Job Promotion and Work Life Balance) and

employee efficiency in Stanbic IBTC, Oyo State. The result shows outer loading that are
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above 0.708 confirming the latent variables are a good constructs of both reward
management strategies and employee efficiency. Figure 4.1 shows that all latent constructs
shows a p value of 0.000 that is less than 0.05 which is highly significant. This shows a high
level of confidence in the results obtained from the data analysis. Figure 4.2 below shows

the T value of the patch coefficients to determine whether they are statistically sign'{ﬁcant at

- ( b
Employee Compensation
EE1 EC1 ECZ Bca ECce ECS
- - -
bt . K\\ $ - 5
- . o -~
EmE = =543 3.24558 so3aT S.5655 szia= saE1z
_] % . S o -
- . " = < EE1
23533 - L >
- = - ”
-
EEZ F.azam g s ) e
— A EEZ
e .
2!_._|}435 K'r e z.08= 3 i
rd . F
oy - o S ‘..r /assas-
EEEES TR i e
7 T P - E==
J{.-‘ Employees Benefits T ToTER
Eas - --_
s . 3.4423
et -~ bt T
- r i, EES

Employese Efficiency

WWLEL wrLEz wWLE3 WL e

Job Promoticn

work-Life Balance
(O
Figu}M.Z: T Statistics of the Path Coefficient of Reward Management Strategies

(Employee Compensation, Employee Benefits, Job Promotion and Work Life Balance)

and Employee Efficiency

Source: Field Result, 2024
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Figure 4.2 above shows the T statistics of the latent constructs in the study and is above 1.96.
This shows that the results are statistically significant and provide further evidence of the
relationship between reward management strategies (Employee Compensation, Employee
Benefits, Job Promotion and Work Life Balance) and employee efficiency in Sta IBTC,
(O

Table 4.11 Discriminant Validity for Hypothesis One 6\

Oyo State.

EC EB JP (-\s WLB EE

EC QQ\J
EB 0.921 6’6

1P 0.899 .Qéb

A\
WLB 0.8327 .@0.8373 0.8138
\‘9

EE 0.722Q 0.8071 0.7556 0.9172

Source: Author’s Compute@\ ing SMART PLS 4 2024

Discriminant validity (s ther important aspect of construct validity that ensures that the
measures in th(;.tjﬁy e distinct from each other. In this study, discriminant validity was
assessed @h the heterotrait-monotrait (HTMT) ratio and cross-loading analysis. The
resu\cg(he HTMT as indicated in Table 4.8 shows that the constructs of reward
management strategies (Employee Compensation, Employee Benefits, Job Promotion and
Work Life Balance) and employee efficiency in Stanbic IBTC, Oyo State are less than 1, as
evidenced by correlations that ranges from 0.7223 to 0.921 between the constructs and high

factor loadings on their respective factors. This further strengthens the validity of the
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research findings and reinforces the relationship between reward management strategies
(Employee Compensation, Employee Benefits, Job Promotion and Work Life Balance) and
employee efficiency in Stanbic IBTC, Oyo State.

Furthermore, there is less of an average link between heterotraits and heteromethods than
there is between monotraits and heteromethods. Discriminant validity is therefore ;xn.

Table 4.12: Summary of Regression Analysis for the eEfect of Reward @a ment

Strategies on Employee Efficiency in Stanbic IBTC, Oyo State <
N
Model, F(df) Anova A\ Q Remarks
Sig
R 0.731 N
R Square 0.534 42.075 O.@ 3.898 0.3172 Significant
(4,147)
Adjusted R 0.521
Square gb
Coefficients Unstandardized T fb Sig
Coefficients

(Constant) 733 A .002
Employee 202 ’\\2 98 038 Positive/
Compensation \(9 Significant
Employee Positive/
Benefit 03 @ 539 S77 Insignificant

) \ Positive/
Job Promotion ) 1.345 181 -

Insignificant

Work-Life 412 5.096 000 Positive/
Balance PR Significant

a. Dependent Variable: Employee Efficiency
b. Predictors: (Constant) Employee compensation, employee benefit, Job promotion, Work-Life
Balance

Sou@ﬁearcher’s Field Survey Results 2024

Table 4.12 presents the results of multiple regression analysis for the effect of reward
management strategies on employee efficiency in Stanbic IBTC, Oyo State. Table 4.12
presents a model summary, which establishes how the model equation fits into the data. The

Adj R2 was used to establish the predictive power of the study’s model. From the results,

159



reward management strategies (employee compensation, employee benefit, job promotion,
and work-life balance) have positive and strong relationship with employee efficiency in
Stanbic IBTC, Oyo State (R = 0.731a, p=0.000). The Adjusted coefficient of determination
(Adj R2) of 0.521 shows that reward management strategies explained 52.1% of the variation
in employee efficiency in Stanbic IBTC, Oyo State under study while the remaining 47.9%
variation in performance is explained by other exogenous variable differen Keward
management strategies examined. This result suggests that reward man@ t strategies
influence 52.1% of Employee efficiency in Stanbic IBTC, Oyo cholars provided
threshold for Adj. R2 Values of 0.02, 0.15, and 0.35, repre @all, medium, and large
effects respectively (Cohen, 1988). The Adj.R2 of 0. @ording to Cohen’s Adj.R2

criterion suggest that the effect of reward manag\ﬂgb%‘ategies on employee efficiency in

®%

Table 4.12 presents the results of A'T\Q' (overall model significance) of regression test,

Stanbic IBTC, Oyo State is large.

which revealed that, the combine%&ward management strategies have a significant effect on
employee efficiency in T@N IBTC, Oyo State. This can be explained by the F-value
(42.075) and low p-value (0.000) which is statistically significant at 95% confidence interval.
Hence, the res@e that reward management strategies affected the employee efficiency
in Stanbi , Oyo State, Nigeria. Furthermore, the results of regression coefficients
Whic}vrzealed that a positive relative effect was reported for employee compensation, and
employee benefit, while insignificant relative effect was discovered for job promotion and
employee benefit as a measure of reward management strategies. Further, the results reveal
that at 95% confidence level, employee compensation (f = 0.202, p= 0.038) and work-life

balance (B = 0.412, p=0.000) of the Stanbic IBTC, Oyo State were statistically significant as
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the p-values were less than 0.05 while employee benefit (B = 0.051, p=0.577), and job
promotion (B = 0.127, p=0.181) are not significant as the p-values are above 0.05. Based on

coefficient of regression table 4.12, the regression model is restated as follows:
EE =0.733 + 0.202EC + 0.051EB + 0.127JP + 0.412WLB............ Egq. (i)
Where: EE = Employee Efficiency
EC = Employee compensation

EB = Employee benefit

JP = Job Promotion :

BN
WLB = Work-Life Balance \ ’bb
\S)

According to the regression equatioh’\SQQ , taking all factors constant at zero, employee
efficiency in Stanbic IBTC, .Oy %&e 1s 0.733. The result also indicates that taking all other
independent variables at @ unit change in employee compensation will lead to a 0.202
increase in empl(.)ye éency in Stanbic IBTC, Oyo State given that all other factors are
held constant. 'm?\riy, the results also revealed that a unit change in employee benefit will
lead to a increase in employee efficiency in Stanbic IBTC, Oyo State given that all
othehiwtors are held constant. The results also revealed that a unit change in access to job
promotion will lead to a 0.127 increase in employee efficiency in Stanbic IBTC, Oyo State
given that all other factors are held constant. Lastly, the results revealed that a unit change in

work-life balance will lead to a 0.412 increase in employee efficiency in Stanbic IBTC, Oyo

State given that all other factors are held constant.
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Additionally, the PLS-SEM predictive significance was ascertained using the Q? value.
Reward Management Strategies have a Q? value of 0.3172 which is more than zero. This
suggests that the predictive significance of the PLS path model is present for both Employee
Efficiency. The effect size was also established using the F-square. According to Table 4.12
above, the f-square value for Reward management strategies is 3.898 which suggests that the
sample impact is sizable, as shown in Table 4.12, indicating that the sa %Tect is
considerably large. This confirmed that the relationship between rev&dl anagement
strategies and the Employee Effectiveness of Stanbic IBTC Bank in@’xate is statistically
AN
O

Overall, from the results, work-life balance had the @ea predictive value on employee

significant and has a strong predictive power.

efficiency in Stanbic IBTC, Oyo State with a co@(@nt of 0.412 and t value of 5.096. In
second place is employee benefit with a co\@nt of 0.202 and t value of 2.098. However,
job promotion and employee beneﬁt@ lower predictive value on employee efficiency
with coefficient of 0.127, .t Va@\(& 1.345 and coefficient of 0.051, t value of 0.559

respectively. Based on §§ult5, this study conclude that reward management strategies

significantly influenceé, eniployee efficiency in Stanbic IBTC, Oyo State. On the strength of

this result (A@.Sﬂ, F(4,147)= 42.075, p= 0.000°), this study rejects the null

hypothesifa (HOT1) which states that reward management strategies have no significant

effe&mployee efficiency in Stanbic IBTC, Oyo State.

Hypothesis Two

Hp2: Reward management system (compensation, Benefit, Promotion, Work-life balance)
has no significant effect on Employees’ commitment in Stanbic IBTC Bank, Oyo State,
Nigeria.
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Table 4.13: PLS-SEM Assessment Results of Reflective Measurement Models for Hypothesis

Two
Convergent validity Internal consistency reliability
Latent Indicat Outer Bootstrapped AVE Cronbach’s Composite
Variable or loadings p-value (<0.05) (>0.50) alpha(>0.7) reliability (> 0.7)
Item (> 0.708)
Estimate Estimate Estimate Estimate Estimate

Employee Compensation

EC1 0.7375 0.001 0.5663 0.759 ®703

EC2 0.8805 0.000 0
EC3 0.7829 0.000 (/
EC4 0.7062 0.000 /\
EC5 0.7807 0.000
Employee Benefits %
EBI 0.7772 0.000 0.6375 788 0.878
EB2 0.7546 0.000
EB3 0.752 0.000 Q
EB4 0.7367 0.000

Job Promotion

EB5 0.7834 0.000 b’b
JP1 0.8576 0.0(Y\Q 0.5844 0.744 0.710

JP2 0.7305 0.000
JP3 0.7299 %
JP4 0.7433 & .000
JP5 0.8327 A 0.000
Work-Life Balance \
WLBI1 Q 0.000 0.547 0.812 0.906
WLB2 0.000
WLB3 0.000
WLB400 8 0.000
0.9194 0.000
Employee Co
M 1 0.8959 0.000 0.5647 0.809 0.712
CM2 0.8961 0.000
ECM3 0.7842 0.000
ECM4 0.7132 0.000
ECMS5 0.8058 0.000

Source: Field Result, 2024
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The result in Table 4.13 shows that all the outer loadings of the latent constructs are below
0.708 and the p value shows a value 0.000 which is below the threshold of 0.05. This shows
that all the latent constructs are strong in explaining each of the main constructs, which is
desirable. The AVE also shows 0.5663, 0.6375, 0.5844, 0.547 and 0.5647 for Employee
Compensation, Employee Benefits, Job Promotion, Work-Life Balance and Employee
Commitment which is above the benchmark of 0.5 confirming that the mo Qs good
convergent validity. From the internal consistency, the result shows a Cronbdch alpha and
composite validity of (0.759 and 0.703 for Employee Compensati@% and 0.878 for
Employee Benefits; 0.744 and 0.710 for Job Promotion; 0 1% 0.906 for Work-Life
Balance; 0.809 and 0.712 for Employee Commitment) re both above 0.7 indicating
that reward management strategies and employe cg& itment in Stanbic IBTC, Oyo State
are reliable constructs in the model. Hence! statistical analysis indicates that the
relationship between Employee Compe \aﬁon, Employee Benefits, Job Promotion and

Work-Life Balance is significant @robust, providing strong support for the research

hypothesis. . \AQ

Qﬁ\

164



Employee Compensation

En1 EC1 ECZ EC3 ECa ECS
- . L3 Y
% st . /
. i \\. 4 #
EB2 07TFI0.000] 0.73E0.004) . 0.884r0.000) 0.783(0.000) 0.706(0.000). 0.782(0.000)
. N i %, Fi -~
- \ e kN i EChAL
0.755[0.000) - P
. ) - -
B !
ri
f
ER3 0.752(0.000) Y 0.89E0.000)
= e y ECAZ
0.737 1000 e J
e o / A
o d
T / ._J,-" iss&n.mna
0.783(0.021) ;o
i >  ECh3
‘_f Employes Benefits 0. 7E2(00000]
EBS ]
e 0713{0.000)
- Tl
28 \\\_
*\ 0.806(0.000]
9 \\-
0.858{0.000)
IP2 ) ECMS
L3 \
e

0.7au0.0001 S Employes Commitment

"

4P — 0.730{0.000)

.z"'f-’{__..-'
Q.743[0u00a) _,-"
- A
& :’f \\
Py \
0.833(0.004]
o 0.7S3(0.000) OETS{0.000)  OLBSE0.000) 087E(0.000) D-913(0u000)
ra . W
> / 4 l' ; h
Ps E ¥ -
WLBL WLBZ WLE3 WLE4 wiLes

lob Promotion
Work-Life Balance

~
Figure 4.3: @%fﬁcient of Reward Management Strategies (Employee

Compensat@ mployee Benefits, Job Promotion and Work Life Balance) and

Emp{)/%’g)mmitment

Source: Field Result, 2024

The result in figure 4.3 shows that bootstrapping value of reward management strategies

(Employee Compensation, Employee Benefits, Job Promotion and Work Life Balance) and
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employee commitment in Stanbic IBTC, Oyo State. The result shows outer loading that are
above 0.708 confirming the latent variables are a good constructs of both reward
management strategies and employee commitment. Figure 4.3 shows that all latent constructs
shows a p value of 0.000 that is less than 0.05 which is highly significant. This shows a high
level of confidence in the results obtained from the data analysis. Figure 4.4 below shows the

TStatistics of the patch coefficients to determine whether they are statisticallf Qi 1¢ant at

0.05. & Q/
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Figure 4.4 above shows the T statistics of the latent constructs in the study and is above 1.96.
This shows that the results are statistically significant and provide further evidence of the

relationship between reward management strategies and employee commitment in Stanbic

IBTC, Oyo State. Q\

Table 4.14 Discriminant Validity for Hypothesis Two & < ':

EC EB JP B ECM
EC

O

EB 0.9357

P 0.9226 0.9313 QQ

WLB 0.899 0.8673 6’609138

ECM 0.8352 081 O 08977 0.9069

Source: Author’s Computation using.Ss\' T PLS 4 2024

Discriminant validity is another ir@nt aspect of construct validity that ensures that the
measures in the study are distingt from each other. In this study, discriminant validity was
assessed through the @%it-monotrait (HTMT) ratio and cross-loading analysis. The
result of the T@s indicated in Table 4.14 shows that the constructs of reward
managemen@rategies (Employee Compensation, Employee Benefits, Job Promotion and
Wor%%’galance) and employee commitment in Stanbic IBTC, Oyo State. are less than 1,
as evidenced by correlations ranging from 0.8121 to 0.9357 between the constructs and high
factor loadings on their respective factors. This further strengthens the validity of the
research findings and reinforces the relationship between reward management strategies and

employee commitment in Stanbic IBTC, Oyo State. Furthermore, there is less of an average
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link between heterotraits and heteromethods than there is between monotraits and

heteromethods Discriminant validity is therefore proven.

Table 4.15: Summary of Regression Analysis for the Effect of Reward Management

Strategies on Employee Commitment in Stanbic IBTC, Oyo State

Model, F(df) P Value F? Q? arks
R 0.756° 2.934 0.52{)’
R Square 0.542 43.556 0.000° ’\ Significant

(4,147)

Adjusted R 0.530 $:
Square 0

Coefficients Unstandardized T P Val
Coefficients %

(Constant) 305 1.207 2 9Q
Employee . 175 1.655 Pogltlye/
Compensation (b Insignificant
Employee \( ) Positive/
Benefit 136 1.367 \ 174 Insignificant
Job Promotion .193 1 .065 POS’.mYe/

\ Insignificant
Work-Life Positive/
Balance .389 . @ 4.383 .000 Significant

a. Dependent Variable: Employee Commitment
b. Predictors: (Constant) Employee compensation, employee benefit, Job promotion, Work-

Life Balance )
(e
’s Field Survey Results 2024

Source: Resg

Tabl%&ﬁ presents the results of multiple regression analysis for the effect of reward
management strategies on employee commitment in Stanbic IBTC, Oyo State. Table 4.15
presents a model summary, which establishes how the model equation fits into the data. The
Adj R2 was used to establish the predictive power of the study’s model. From the results,

reward management strategies (employee compensation, employee benefit, job promotion,

168



and work-life balance) have positive and strong relationship with employee commitment in
Stanbic IBTC, Oyo State (R = 0.756%, p = 0.000). The Adjusted coefficient of determination
(Adj R2) of 0.530 shows that reward management strategies explained 53.0% of the variation
in employee commitment in Stanbic IBTC, Oyo State under study while the remaining
47.0% variation in performance is explained by other exogenous variable different from
reward management strategies examined. This result suggests that rewar Q&ement
strategies influence 53.0% of Employee commitment in Stanbic IBTC, O 0@6. Scholars
provided threshold for Adj. R2 Values of 0.02, 0.15, and 0.35, repre@ small, medium, and
large effects respectively (Cohen, 1988). The Adj.R2 of 0.53 a&mng to Cohen’s Adj.R2

criterion suggest that the effect of reward management s on employee commitment

in Stanbic IBTC, Oyo State is large. &Q

Table 4.15 presents the results of ANOV \@b‘rall model significance) of regression test,
which revealed that, the combined re@anagement strategies have a significant effect on
employee commitment in S.tanb@B(?C, Oyo State. This can be explained by the F-value
(43.556) and low p-valu (@9) which is statistically significant at 95% confidence interval.
Hence, the result §$ that reward management strategies affected the employee
commitment i@bic IBTC, Oyo State, Nigeria. Furthermore, the results of regression
coefﬁcie%@ich revealed that a positive relative effect was reported for employee
comp ion, employee benefit, job promotion and work-life balance while insignificant
relative effect was discovered for employee compensation, employee benefit, and job
promotion as a measure of reward management strategies. Further, the results reveal that at
95% confidence level, work-life balance (B = 0.389, p=0.000) of the Stanbic IBTC, Oyo

State were statistically significant as the p-values were less than 0.05 while employee
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compensation (B = 0.175, p= 0.100), employee benefit (f = 0.136, p=0.174), job promotion
(B = 0.193, p=0.065) are not significant as the p-values are above 0.05. Based on coefficient

of regression table 4.15, the regression model is restated as follows:

ECM =0.305 + 0.175EC + 0.136EB + 0.193JP + 0.389WLB............ Eq. (ii)
Where: ECM = Employee Commitment
EC = Employee compensation

EB = Employee benefit

JP = Job Promotion :

S

WLB = Work-Life Balance ’bb
O

According to the regression equatioh’\SQQ , taking all factors constant at zero, employee
commitment in Stanbic IB"l:C, (@@ate is 0.305. The result also indicates that taking all
other independent varia e®ero, a unit change in employee compensation will lead to a
0.175 increase ir: employee commitment in Stanbic IBTC, Oyo State given that all other
factors are hel@tant. Similarly, the results also revealed that a unit change in employee
benefit wi d to a 0.136 increase in employee commitment in Stanbic IBTC, Oyo State
giveMt all other factors are held constant. The results also revealed that a unit change in
access to job promotion will lead to a 0.193 increase in employee commitment in Stanbic
IBTC, Oyo State given that all other factors are held constant. Lastly, the results revealed that
a unit change in work-life balance will lead to a 0.389 increase in employee commitment in

Stanbic IBTC, Oyo State given that all other factors are held constant.
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Additionally, the PLS-SEM predictive significance was ascertained using the Q? value.
Reward Management Strategies have a Q? value of 0.528, which is more than zero. This
suggests that the predictive significance of the PLS path model is present for both Employee
Commitment. The effect size was also established using the F-square. According to Table
4.12 above, the f-square value for Reward management strategies is 2.934, which suggests
that the sample impact is sizable, as shown in Table 4.12, indicating that the s @ ect is
considerably large. This confirmed that the relationship between rerd/ anagement
strategies and the Employee Commitment of Stanbic IBTC Bank in@ ate is statistically
AN
O

Overall, from the results, work-life balance had the @ea predictive value on employee

significant and has a strong predictive power.

commitment in Stanbic IBTC, Oyo State with a c@ent of 0.389 and t value of 4.383. In
second place is job promotion with a coet of 0.193 and t value of 1.858. However,
employee compensation and employ@eﬁt had a lower predictive value on employee
commitment with coefficient of , t value of 1.655 and coefficient of 0.136, t value of
1.367 respectively. Bas d@t e results, this study conclude that reward management
strategies s1gn1ﬁcan inflience employee commitment in Stanbic IBTC, Oyo State. On the
strength of thl@ (Adj R2= 0.530, F(4,147)= 43.556, p= 0.000b), this study rejects the
null hyp two (HO2) which states that reward management strategies have no

signmggi%effects on employee commitment in Stanbic IBTC, Oyo State.

Hypothesis Three
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Ho3: Reward management system (compensation, Benefit, Promotion, Work-life balance)
has no significant effect on Employees’ creativity in Stanbic IBTC Bank, Oyo State,
Nigeria.

Table 4.16: PLS-SEM Assessment Results of Reflective Measurement Models for Hypothesis
Three

Convergent validity Internal consi reliability
Latent Indicato  Outer loadings  Bootstrapped AVE Cronbach’s omposite
Variable r Item (>0.708) p-value (<0.05)  (>0.50) alpha (> 9970reliability >0.7)
Estimate Estimate Estimate Estim, /" Estimate

Employee Compensation

EClI 0.7988 0.000 0.5658 &9 0.700

EC2 0.7161 0.000
EC3 0.8776 0.000
EC4 0.7948 0.000 Q
EC5 0.7671 0.000 Q
Employee Benefits
EB1 0.8336 0.000 (bb’ 0.788 0.726 0.878

EB4 0.847 \

EB2 0.7787 0.00@
EB3 0.7867 o;gsg
EBS 0.7149 \ngoo

Job Promotion

JP1 0.7946 " 3 0.000 0.5839 0.744 0.710
JP2 07985\ 0.000
JP3 0. 0.000

P4 %55 0.000
IP5 (s\\' 77 0.000

Work-Life Balan

W 0.7439 0.000 0.544 0.812 0.817

0.8633 0.000

B3 0.7591 0.000

WLB4 0.7996 0.000

WLBS 0.7487 0.000

Employees’ Creativity

ECR1 0.7244 0.000 0.5629 0.793 0.758

ECR2 0.7449 0.000

ECR3 0.8539 0.000

ECR4 0.8584 0.000
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ECRS 0.7133 0.000

Source: Field Result, 2024

The result in Table 4.16 shows that all the outer loadings of the latent constructs xbelow
0.708 and the p value shows a value 0.000 which is below the threshold of 0 is shows
that all the latent constructs are strong in explaining each of the mai oQtpcts, which is
desirable. The AVE also shows 0.5658, 0.788, 0.5839, 0.544 &29 for Employee
Compensation, Employee Benefits, Job Promotion, Works#=ife Balance and Employees’
Creativity which is above the benchmark of 0.5 conﬁ@g that the model has a good
convergent validity. From the internal consisten%’%Qesult shows a Cronbach alpha and
composite validity of (0.759 and 0.700 f@ployee Compensation; 0.726, 0.878 for
Employee Benefits; 0.744, 0.710 fog @romotion; 0.812, 0.817 for Work-Life Balance;
0.793, 0.758 for Employees’ Crea&%y\ which are both above 0.7 indicating that reward
management strategies and.Q;loyee creativity in Stanbic IBTC, Oyo State are reliable
constructs in the model.\%\ce, the statistical analysis indicates that the relationship between

Employee Cor@i , Employee Benefits, Job Promotion and Work-Life Balance is

significant a@obust, providing strong support for the research hypothesis.

\/QJ
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The }sylt in figure 4.5 shows that bootstrapping value of reward management strategies
(employee compensation, employee benefits, job promotion and work life balance) and
employees’ creativity in Stanbic IBTC, Oyo State. The result shows outer loading that are

above 0.708 confirming the latent variables are a good construct of both reward management

strategies (employee compensation, employee benefits, job promotion and work life balance)
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and employees’ creativity. Figure 4.5 shows that all latent constructs shows a p value of
0.000 that is less than 0.05 which is highly significant. This shows a high level of confidence
in the results obtained from the data analysis. Figure 4.6 below shows the T statistics of the

patch coefficients to determine whether they are statistically significant at 1.96.
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Figure 4.6 above shows the T statistics of the latent constructs in the study and is above 1.96.
This shows that the results are statistically significant and provide further evidence of the
relationship between reward management strategies (employee compensation, employee

benefits, job promotion and work life balance) and employees’ creativity Stanbic IBTC, Oyo

State.
Table 4.17 Discriminant Validity for Hypothesis Three OQ
—
EC EB JP V%Q ECR
N

EC . é\)
EB 1.0157 0
JP 0.9226 0.9313 Q

ECR

WLB 0.899 0.8673 2 @38

0.7801 0.758
RAVaN

0.8116 0.9257

Source: Author’s Computation using SMAWLS 42024

Discriminant validity is another im;%&spect of construct validity that ensures that the
measures in the study are d.istiAQﬁrom each other. In this study, discriminant validity was
assessed through the Wlt-Monotrait (HTMT) ratio and cross-loading analysis. The
result of the HT “%s indicated in Table 4.17 shows that the constructs of reward
managemen&g&es (employee compensation, employee benefits, job promotion and work
life bala@and employees’ creativity Stanbic IBTC, Oyo State are less than 1, as evidenced
by co\rrJations of 0.648, 0.623 and 0.607 between the constructs and high factor loadings on
their respective factors. This further strengthens the validity of the research findings and
reinforces the relationship between reward management strategies (employee compensation,
employee benefits, job promotion and work life balance) and employees’ creativity Stanbic

IBTC, Oyo State. Furthermore, there is less of an average link between heterotraits and
176



heteromethods than there is between Monotraits and Heteromethods Discriminant validity is

therefore proven.

Table 4.18: Summary of Regression Analysis for the Effect of Reward Management

Strategies on Employees’ Creativity in Stanbic IBTC, Oyo State

Model, F(df) Anova F? Aa}'ks
Sig
R 0.762° U
R Square 0.581 50.975 0.000° 3.621 '&QS Significant
(4,147) Q
Adjusted R 0.570 %
Square
Coefficients Unstandardized T Sig 0
Coefficients Q
(Constant) 319 1.331 .ISSQ
Employee 130 1299 @ Positive/
Compensation ° ' ’b Insignificant
Employee Positive/
Benefit 073 777 ® 438 Insignificant
Job Promotion .266 (QO\QKEA .008 g?;;ﬁ?;s;n ¢
Work-Life Positive/
Balance 431 . }\®§.119 .000 Significant

a. Dependent Variable: Employees’ Creativity

b. Predictors: (Constant) Erﬂployee compensation, employee
benefit, Job promotion, Work-Life Balance
Source: Resean{bc}&?F feld Survey Results 2024

O

Table %rbpresents the results of multiple regression analysis for the effect of reward

management strategies on employees’ creativity in Stanbic IBTC, Oyo State. Table 4.18

presents a model summary, which establishes how the model equation fits into the data. The

Adj R2 was used to establish the predictive power of the study’s model. From the results,

reward management strategies (employee compensation, employee benefit, job promotion,

and work-life balance) have positive and strong relationship with employees’ creativity in
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Stanbic IBTC, Oyo State (R = 0.762a, p = 0.000). The Adjusted coefficient of determination
(Adj R2) of 0.570 shows that reward management strategies explained 57.0% of the variation
in employees’ creativity in Stanbic IBTC, Oyo State under study while the remaining 43.0%
variation in performance is explained by other exogenous variable different from reward
management strategies examined. This result suggests that reward management strategies
influence 57.0% of employees’ creativity in Stanbic IBTC, Oyo State. Sch Q%&Vided
threshold for Adj. R2 Values of 0.02, 0.15, and 0.35, represents small, medigm, and large
effects respectively (Cohen, 1988). The Adj.R2 of 0.570 accorc@jt& Cohen’s Adj.R2
criterion suggest that the effect of reward management strate@ employees’ creativity in

Stanbic IBTC, Oyo State is large. Q

Q

Table 4.18 presents the results of ANOVA (ove@ odel significance) of regression test,
which revealed that, the combined reward management strategies have a significant effect on
employees’ creativity in Stanbic IB@O State. This can be explained by the F-value
(50.975) and low p-value (O;OOO)%m is statistically significant at 95% confidence interval.
Hence, the result posite th@\ward management strategies affected the employee creativity
in Stanbic IBTC, O te, Nigeria. Furthermore, the results of regression coefficients
which reveale@ a positive relative effect was reported for employee compensation,
employee it, job promotion and work-life balance while insignificant relative effect was
discw for employee compensation, and employee benefit as a measure of reward
management strategies. Further, the results reveal that at 95% confidence level, job
promotion (B = 0.266, p=0.008) and work-life balance (B = 0.431, p=0.000) of the Stanbic
IBTC, Oyo State were statistically significant as the p-values were less than 0.05 while

employee compensation (fp = 0.130, p= 0.196), employee benefit (f = 0.073, p=0.438), are
ploy p (5 p ), employ p
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not significant as the p-values are above 0.05. Based on coefficient of regression table 4.18,

the regression model is restated as follows:
ECR =0.319 + 0.130EC + 0.073EB + 0.266JP + 0.431WLB............ Eq. (iii)

Where: ECR = Employees’ Creativity

EC = Employee compensation : 0

EB = Employee benefit 6\

JP = Job Promotion 0

WLB = Work-Life Balance bbe
(8

According to the regression equation abO\N\\@ing all factors constant at zero, employees’
creativity in Stanbic IBTC, Oyo State -319. The result also indicates that taking all other

independent variables at zero, @sc ange in employee compensation will lead to a 0.130

increase in employee cr to@m Stanbic IBTC, Oyo State given that all other factors are
held constant. Si{nﬂq%t e results also revealed that a unit change in employee benefit will
lead to a 0.07 ins\'ase in employee creativity in Stanbic IBTC, Oyo State given that all
other fact%§e held constant. The results also revealed that a unit change in access to job
pron& will lead to a 0.266 increase in employee creativity in Stanbic IBTC, Oyo State
given that all other factors are held constant. Lastly, the results revealed that a unit change in
work-life balance will lead to a 0.431 increase in employee creativity in Stanbic IBTC, Oyo

State given that all other factors are held constant.
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Additionally, the PLS-SEM predictive significance was ascertained using the Q? value.
Reward Management Strategies have a Q? value of 0.057, which is more than zero. This
suggests that the predictive significance of the PLS path model is present for both Employee
Commitment. The effect size was also established using the F-square. According to Table
4.18 above, the f-square value for Reward management strategies is 3.621, which suggests
that the sample impact is sizable, as shown in Table 4.18, indicating that the s effect is
considerably large. This confirmed that the relationship between rerd/ anagement
strategies and the Employee Commitment of Stanbic IBTC Bank in@’xate is statistically
AN
O

Overall, from the results, work-life balance had the @ea predictive value on employee

significant and has a strong predictive power.

creativity in Stanbic IBTC, Oyo State with a co@nt of 0.431 and t value of 5.119. In
second place is job promotion with a coet of 0.266 and t value of 2.708. However,

employee compensation and employ@eﬁt had a lower predictive value on employee

creativity with coefficient of 0. 1®Value of 1.299 and coefficient of 0.073, t value of 0.777
respectively. Based on §§klt5, this study conclude that reward management strategies

significantly inﬂuega%

this result (Adj

oyee creativity in Stanbic IBTC, Oyo State. On the strength of
570, F(4,147)= 50.975, p= 0.000b), this study rejects the null
hypothesi ¢ (HO3) which states that reward management strategies have no significant

effew employee creativity in Stanbic IBTC, Oyo State.

Hypothesis Four
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Ho4: Reward management system (compensation, Benefit, Promotion, Work-life balance) has no
significant effect on employees’ quality of service delivery in Stanbic IBTC Bank, Oyo State,
Nigeria.

Table 4.19: PLS-SEM Assessment Results of Reflective Measurement Models for Hypothesis

Four
Convergent validity Internal congisténcy reliability
Latent Indicator Outer loadings Bootstrapped AVE Cronbach. Composite
Variable Item (>0.708) p-value (< (>0.50) alpha reliability (> 0.7)
0.05) ((/
Estimate Estimate Estimate v%qte Estimate
Employee Commitment @
EC1 0.7192 0.0017 0.566$ 0.759 0.718
EC2 0.816 0.0000
EC3 0.8889 0.0000 Q
EC4 0.7051 0.0000
EC5 0.7743 0.00Cing
Employee Benefit
EB1 0.7518 0.6434 0.788 0.710
EB2 0.7652 000
EB3 0.7676 ° \% 0.000
EB4 0.8942 (_)\ 0.000
EB5 0.7937 S\ 0.000
Job Promotion . AQ
JP1 0@ 0.000 0.5828 0.744 0.878
JP2 Q 55 0.000
JP3 7875 0.000
P4 o \% 0.7443 0.000
IRS (_/ 0.85006 0.000
Work-Life Balan
1 0.7154 0.000 0.5429 0.812 0.765
\/ LB2 0.7677 0.000
WLB3 0.8891 0.000
WLB4 0.801 0.000
WLB5 0.8167 0.000
Quality Service Delivery
QSDl1 0.7131 0.000 0.6344 0.815 0.847
QSD2 0.7527 0.000
QSD3 0.7075 0.000
QSDh4 0.7528 0.000




QSD5 0.8131 0.000

Source: Field Result, 2024

The result in Table 4.19 shows that all the outer loadings of the latent constructs xbelow
0.708 and the p value shows a value 0.000 which is below the threshold of 0 is shows
that all the latent constructs are strong in explaining each of the ma cts which is
desirable. The AVE also shows 0.5667, 0.6434, 0.5828, 0.542 §44 for Employee
Compensation, Employee Benefits, Job Promotion, Work-L a%nce and Quality Service
Delivery which is above the benchmark of 0.5 conﬁ@ that the model has a good
convergent validity. From the internal consisten%’%Qesult shows a Cronbach alpha and
composite validity of (0.759 and 0.718 f@ployee Compensation; 0.788, 0.710 for
Employee Benefits; 0.744, 0.878 fog J&romotion; 0.812, 0.765 for Work-Life Balance;
0.815, 0.847for Quality Service Dk@y) which are both above 0.7 indicating that reward
management strategies and C y service delivery in Stanbic IBTC, Oyo State are reliable
constructs in the model.\%\ce, the statistical analysis indicates that the relationship between

Employee Cor@i , Employee Benefits, Job Promotion and Work-Life Balance is

significant a@obust, providing strong support for the research hypothesis.

\/QJ
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Figure 4.7: Path coefficient o ‘%ward Management Strategies (Employee

Compensation, Employee Bene% b Promotion and Work Life Balance) and Quality

Source: Field Res@{)%
C

The results ure 4.7 shows that bootstrapping value of reward management strategies and

Service Delivery

quah\)&rice delivery in Stanbic IBTC, Oyo State. The result shows outer loading that are
above 0.708 confirming the latent variables are a good construct of both reward management
strategies and quality service delivery. Figure 4.7 shows that all latent constructs shows a p
value of 0.000 that is less than 0.05 which is highly significant. This shows a high level of
confidence in the results obtained from the data analysis. Figure 4.8 below shows the T
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statistics of the patch coefficients to determine whether they are statistically significant at

1.96.

Employee Compensation

EB1 ECi =3 Eca ECa ECS
L - L a~
% e = E /_/v
B> . / -~
EB2 S.1541 2332 c.asea 48676 cEEEa  coecazy
“‘n. '\.\- H““m =, Vi //
11574 T e Qasoi1
’ N " - e -
y
- 4 .
EB3 E.4813 st _\ 5
- I, e ¥ o QEDE
c.0ao1 / -~ r
- . 0777 1.209 r -
o i - S
EBg &7 & e N y /13.1?9&
s.9mE ot kY o -
23 i
o e i » 0O5D3
‘,-‘ Employee Benefits T 71655
EBS - -
-
- b A £.2873
s o~ T —~—
’.4’ '/J \\ asos
e o ’ e
o vl
™ o 11.4814
\ s 5115 .,
- : Tk
51583
w2 ¥ 2.706 P
i “ o > s Ee
", "
&.8003 \'x (»"( Duality Service Delivery
- 3 o
pa £.1207 e aa T
- - b
g e i Il W L
# - A | 1 ,
4.6528 o~ o | 4 M
o~ / // / [} .
" // / I| .
ps
5.4342 - i RS
A c.3118 B.5a0a 10,3305 s.oasc 104251
= P ' \ g
e o ! M
we - ¥ * «
WLEL WLEZ WLEZ WLES M B
Job Promotion
Whork-Life Balance

S
Figure 4.8: T Statisti @he Path Coefficient of Reward Management Strategies
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Source: esult, 2024

Figure 4.8 above shows the T statistics of the latent constructs in the study and is above 1.96.

This shows that the results are statistically significant and provide further evidence of the

relationship between reward management strategies and quality service delivery in Stanbic

IBTC, Oyo State.
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Table 4.20 Discriminant Validity for Hypothesis Four

EC EB JP WLB QSD
EC
EB 0.8157
JP 0.8226 0.7313
WLB 0.899 0.8673 0.7138
QSD 0.8063 0.8423 0.8321 0.8985(\Q
Source: Author’s Computation using SMART PLS 4 2024 (/V

Discriminant validity is another important aspect of construct mli@t ensures that the
measures in the study are distinct from each other. In this dﬁcriminan‘[ validity was
assessed through the Heterotrait-Monotrait (HTMT) ra @ ross-loading analysis. The
result of the HTMT as indicated in Table 4. O@s that the constructs of Reward
Management Strategies (Employee Compens tf(b mployee Benefits, Job Promotion and
Work Life Balance) and Quality Service Bery in Stanbic IBTC, Oyo State are less than 1,
as evidenced by correlations of 0@0. 85 and 0.723 between the constructs and high
factor loadings on their r@s@%e factors. This further strengthens the validity of the

research findings and }@&es the relationship between Reward Management Strategies

(Employee Co@n, Employee Benefits, Job Promotion and Work Life Balance) and
Quality Seryice Delivery in Stanbic IBTC, Oyo State. Furthermore, there is less of an
aver@fbbetween heterotraits and heteromethods than there is between Monotraits and

Heteromethods Discriminant validity is therefore proven.
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Table 4.21: Summary of Regression Analysis for the Effect of Reward Management
Strategies on Quality Service Delivery in Stanbic IBTC, Oyo State

Model, F(df) Anova F? Q? Remarks
Sig
R 0.7182
R Square 0.516 39.105 0.000° 3.723 0.401  Significant
(4,147)

Adjusted R 0.502

Square \

Coefficients Unstandardized T Sig Q

Coefficients 0

(Constant) 308 1.180 240 < \

Employee 45 1.591 114 ’\ Positive/

Compensation O Insignificant

Employee % Positive/

Benefit 183 1777 078 0 Insignificant

Job Promotion 298 2.777 006 Q Positive/
Significant

Work-Life Positive/

Balance 245 2.675 RQ%Q Significant

a. Dependent Variable: Quality Service Delivery
b. Predictors: (Constant) Employee compensation, employee
benefit, Job promotion, Work-Life Balance

Source: Researcher’s Field Survey @024

Table 4.21 presents th of multiple regression analysis for the effect of reward
management strategl %quahty service delivery in Stanbic IBTC, Oyo State. Table 4.21
presents a mod@qmary, which establishes how the model equation fits into the data. The
Adj R2 V\% d to establish the predictive power of the study’s model. From the results,
rewa}&ylanagement strategies (employee compensation, employee benefit, job promotion,
and work-life balance) have positive and strong relationship with quality service delivery in
Stanbic IBTC, Oyo State (R = 0.762a, p = 0.000). The Adjusted coefficient of determination
(Adj R2) of 0.502 shows that reward management strategies explained 50.2% of the variation

in quality service delivery in Stanbic IBTC, Oyo State under study while the remaining

186



49.8% variation in performance is explained by other exogenous variable different from
reward management strategies examined. This result suggests that reward management
strategies influence 50.2% of quality service delivery in Stanbic IBTC, Oyo State. Scholars
provided threshold for Adj. R2 Values of 0.02, 0.15, and 0.35, represents small, medium, and
large effects respectively (Cohen, 1988). The Adj.R2 of 0.502 according to Cohe§dj .R2

criterion suggest that the effect of reward management strategies on quality s@ livery

in Stanbic IBTC, Oyo State is large. ’\< \
Table 4.21 presents the results of ANOVA (overall model signi ) of regression test,

which revealed that, the combined reward management strat have a significant effect on
quality service delivery in Stanbic IBTC, Oyo State. &Qn be explained by the F-value
(39.105) and low p-value (0.000) which is statisti 1gnificant at 95% confidence interval.
Hence, the result posited that reward mandgeinent strategies affected the quality service
delivery in Stanbic IBTC, Oyo St )ﬁ&lgerla Furthermore, the results of regression
coefficients which revealed th & positive relative effect was reported for employee
compensation, employe @ﬁt job promotion and work-life balance while insignificant
relative effect Was g@red for employee compensation, and employee benefit as a
measure of re\n@anagement strategies. Further, the results reveal that at 95% confidence
level, job otion (B = 0.298, p=0.006) and work-life balance ( = 0.245, p=0.008) of the
Stanb TC, Oyo State were statistically significant as the p-values were less than 0.05
while employee compensation (f = 0.173, p= 0.114), employee benefit (B = 0.183, p=0.078),
are not significant as the p-values are above 0.05. Based on coefficient of regression table

4.21, the regression model is restated as follows:
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QSD =0.308 + 0.173EC + 0.183EB + 0.298JP + 0.245WLB............ Eq. (iv)
Where: QSD = Quality Service Delivery

EC = Employee compensation

EB = Employee benefit Q\
JP = Job Promotion < ,:

WLB = Work-Life Balance %Q

According to the regression equation above, taking a ors constant at zero, quality

service delivery in Stanbic IBTC, Oyo State is O.I%%&@result also indicates that taking all

other independent variables at zero, a unit @ employee compensation will lead to a
0.173 increase in quality service delivery, in“Stanbic IBTC, Oyo State given that all other
factors are held constant. Similarlv\ﬁs\results also revealed that a unit change in employee
benefit will lead to a 0.183 ‘i@%e in quality service delivery in Stanbic IBTC, Oyo State
given that all other fac\@ held constant. The results also revealed that a unit change in
access to job p ’r@ will lead to a 0.298 increase in quality service delivery in Stanbic
IBTC, Oyo ae given that all other factors are held constant. Lastly, the results revealed that
a unit c@ in work-life balance will lead to a 0.245 increase in quality service delivery in

Stanbic IBTC, Oyo State given that all other factors are held constant.

Additionally, the PLS-SEM predictive significance was ascertained using the Q? value.
Reward Management Strategies have a Q? value of 0.401, which is more than zero. This

suggests that the predictive significance of the PLS path model is present for both Employee
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Commitment. The effect size was also established using the F-square. According to Table
4.21 above, the f-square value for Reward management strategies is 4.849, which suggests
that the sample impact is sizable, as shown in Table 4.21, indicating that the sample effect is
considerably large. This confirmed that the relationship between reward management
strategies and the Employee Commitment of Stanbic IBTC Bank in Oyo State is Ttically
X

Overall, from the results, job promotion had the highest predictive V@tl‘ion quality service

significant and has a strong predictive power.

delivery in Stanbic IBTC, Oyo State with a coefficient of 0.2 value of 2.777. In
second place is work-life balance with a coefficient of 0.245@t value of 2.675. However,
employee benefit and employee compensation had a 10§&dictive value on quality service
delivery with coefficient of 0.183, t value of 1.77@coefﬁcient of 0.173, t value of 1.591
respectively. Based on the results, this stﬁ@mclude that reward management strategies
significantly influence quality servicb@?ry in Stanbic IBTC, Oyo State. On the strength

of this result (Adj R2= 0.502, @7)2 39.105, p= 0.000b), this study rejects the null

N

hypothesis four (H04) %@‘ates that reward management strategies have no significant
e

effects on quality sse&

x@b

livery in Stanbic IBTC, Oyo State.
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Summary of Findings

Null Hypotheses Remarks

Hol: Reward management system (compensation, Benefit, Rejected/ Positive
Promotion, Work-life balance) has no significant effect on

employees’ efficiency in Stanbic IBTC Bank, Oyo State, Nigeria.

Ho2: Reward management system (compensation, Benefit, Rejected/ Positive
Promotion, Work-life balance) has no significant effect on Q
Employees’ commitment in Stanbic IBTC Bank, Oyo State, Nigeria. Q

Ho3: Reward management system (compensation, Benefit, ej&fél/ Positive
Promotion, Work-life balance) has no significant effect

Employees’ creativity in Stanbic IBTC Bank, Oyo State, Nig %

Ho4: Reward management system (compensatio efit, Rejected/ Positive
Promotion, Work-life balance) has no significant cffect on

employees’ quality of service delivery in Stanbi Bank, Oyo

State, Nigeria.

Source: Researchers Computation, 202 ‘{Q
o\\

S
i
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Resultant Model

Reward Management

Employee Performance
Practices ploy

1=0.202, R?=0.534, t=2.098, p=0.038
2=0.051, R?=0.534, t=0.559, p=0.577

3=0.127, R?=0.534, t=1.345, p=0.181

4=0.412, R*=0.534, t=5.096, p=0.000

\ 4

Compensation Hol Efficiency

1=0.175, R?=0.542, t=1.655, p=0.100

2=0.136, R?=0.542, t=1.367, p=0.174
3=0.193, R?=0.542, t=1.858, p=0.065

4=0.389, R*=0.542, t=4.383, p=0.000

Benefit Hoo > Commitment
1=0.130, R*=0.581, t=1.299, p=0.196

2=0.073, R?=0.581, t=0.777, p=0.438
3=0.266, R?=0.581, t=2.708, p=0.008
4=0.431, R*=0.581, t=5.119, p=0.000

Promotion — Ho3 Creativity
1=0.173, R“=0.51b, t=1.591, p=0.114

2=0.183, R=0.516, t=1.777, p=0.078
3=0.298, R?=0.516, t=2.777, p=0.006
4=0.245, R%=0.516, t=2.675, p=0.008
Work Life Balance [ . " Ho4

Quality Service
Delivery

\ 4

Source: Field Result, 2024

4.3  DiscussiomofFindings

Based on thé€ result presented above in the study analysis, it is clear that reward management
strategicS.has a significant effect on performance of employees' among in Stanbic IBTC
Bank, Oyo State. Four constructs are used to measure reward management strategies
(compensation, benefit, promotion, work-life balance) employee performance is measured

using efficiency, commitment, creativity and quality service delivery.
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The result in hypothesis one revealed that employee compensation and work-life balance
significantly and positively influence employee efficiency at Stanbic IBTC Bank, Oyo State.
This indicates that competitive pay and policies promoting a balance between professional
and personal life are crucial in driving productivity. Conversely, benefits and promotion,
though positively associated, do not have a significant impact on employee efficiency. This
outcome suggests that while employees may value additional perks and caree Qan ement
opportunities, these factors alone may not suffice in boosting their perform cge findings
highlight the importance of prioritizing immediate and tangibl@ds, such as fair
remuneration and flexible work arrangements, over long- incentives that might not
directly translate to enhanced output in the short te @ing literature supports the
significant impact of compensation and work-lif b@: on performance. For instance, a
study emphasizes that equitable pay structuQsQ motivation and productivity'. Similarly,
another study underscores that work-life\balance enhances employees' mental well-being,
R
improving efficiency?. Conversel Gs\mor argue that while promotions and benefits

positively influence morale,® @ﬂmact on short-term performance may be limited due to

delayed gratification o&\@?gned expectations®. Hence, the findings align with these views,
showing the Var{}%:%nce of different reward practices.

The resul@potbeses two which seeks to emphasis on the relationship between reward
man%ent strategies and employee commitment of Stanbic IBTC bank, Oyo State, shows
that work-life balance significantly and positively influences employee commitment at
Stanbic IBTC Bank, Oyo State. This suggests that policies enabling employees to maintain a
healthy balance between work responsibilities and personal life foster a deeper sense of

loyalty and engagement. Employees who feel their well-being is prioritized are more likely to
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remain committed to organizational goals. On the other hand, employee compensation,
benefits, and promotion show a positive but insignificant effect on employee commitment.
While these factors are essential for attracting and motivating employees, they may not
necessarily translate to long-term dedication. This could be due to employees perceiving
these rewards as standard or insufficiently impactful to outweigh other organizational
challenges. The findings highlight the need for organizations to focus bey Qﬁnetary
rewards and prioritize strategies that address employees' quality of life. A supportive work
environment with policies that value employees’ personal commit pears to be more
effective in fostering organizational loyalty. Consequently, %s should reassess their
S

reward frameworks to enhance both intrinsic and sic motivators for greater

commitment. This aligns with the study of an u%%ho asserts that work-life balance

fosters emotional attachment and loyalty, a employees®. Similarly, another author

emphasizes that tangible rewards like }}pensation, while motivating, often lack the
.

emotional resonance needed to @1 commitment®. Some authors note that intrinsic

rewards, such as flexible wor, gﬁies, create a stronger sense of belonging®’. The findings

reinforce these perspeo\%?y underscoring the critical role of work-life balance in driving

commitment. C:\\%

The study: ings in hypothesis three indicate that promotion and work-life balance have a
sign&?gg%and positive effect on employee creativity at Stanbic IBTC Bank, Oyo State. This
underscores the importance of creating career advancement opportunities and fostering an
environment where employees can maintain a healthy balance between work responsibilities
and personal life. Promotions act as a strong motivational tool, encouraging employees to

think innovatively and contribute creative solutions. Similarly, work-life balance reduces
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stress and enhances cognitive engagement, enabling employees to focus on creative tasks
without distractions or burnout. Conversely, employee compensation and benefits showed a
positive but insignificant effect on creativity. While financial rewards are important for job
satisfaction and engagement, they may not directly stimulate creativity, as creativity often

thrives on intrinsic motivation rather than external incentives. Employees may view

monetary rewards as insufficient to drive innovation compared to opportuniti Qp sonal
@r creativity

and professional growth. These results suggest that organizations aimin

should emphasize promotion policies and support systems that en@’g‘ployees’ overall
well-being. Reward management strategies should shift focu r@.‘rely financial rewards
to holistic practices that encourage creative thinking and Qon. The findings align with
the perception of a study componential theory 0 ivity, which emphasizes intrinsic
motivators, such as growth opportunities and s(@ ive work environments, over extrinsic
factors like compensation®. A study also 'ﬁghts the significance of promotion in fostering

.

creativity, arguing that employees @ee clear career pathways are more inclined to think
innovatively®. Similarly, a st@%ﬁphasizes that work-life balance is a critical enabler of
creativity, as it reduces@% and creates a conducive environment for idea generation'’.
Conversely, the h@cant impact of compensation and benefits aligns with Herzberg’s
two-factor theory, which classifies these as hygiene factors that do not necessarily enhance
crea%/@ prevent dissatisfaction. These results reinforce the notion that while financial

rewards contribute to employee satisfaction, they are not the primary drivers of creative

performance. Instead, intrinsic rewards and supportive organizational practices are pivotal.

The findings reveal that promotion and work-life balance significantly and positively impact

employee quality service delivery at Stanbic IBTC Bank, Oyo State. Promotions enhance

194



employees’ sense of accomplishment, recognition, and motivation, leading to greater
commitment to delivering exceptional services. A robust work-life balance fosters job
satisfaction and mental well-being, enabling employees to focus better on their
responsibilities and deliver quality services to customers. Together, these factors create a
supportive environment that encourages professionalism and customer-oriented behavior. On
the other hand, employee compensation and benefits exhibited a positive bu Q%ﬁcant
effect on quality service delivery. While financial incentives are VitaQnJquring job
satisfaction, they may not directly translate to improved service d@ . Employees may
perceive compensation as an entitlement rather than a mgtivation to provide superior
customer service. Non-financial motivators like growth nities and a supportive work
environment appear to play a more direct role in dr"@high-quality service. These results
suggest that Stanbic IBTC should prioritize pr on opportunities and work-life balance
initiatives over merely increasing financi r\eWards. By creating a culture that values growth
.
and well-being, the bank can achie@ained improvements in service quality. The findings
are consistent with of a stud’ya&gfdentiﬁes promotion as a key motivator for employees to

\

excel in their roles, ult@?improving service delivery'!. Similarly an author underscores
the importance f@;life balance in enhancing employee focus and productivity, leading
to better cus ceéxperiences”. Another study also supports the role of intrinsic motivators
in d@%erformance outcomes like service quality. However, some studies present
contrasting views'?. Another study also argue that compensation significantly influences
service delivery by encouraging employees to exceed expectations'4. Herzberg’s two-factor
theory categorizes compensation as a hygiene factor, yet some scholars, such as a study

suggest that financial rewards can indirectly impact service delivery by boosting overall job
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satisfaction!, While there is merit to the argument that compensation can enhance service
delivery, the findings of this study emphasize the greater importance of non-financial
rewards like promotion and work-life balance in fostering sustainable quality service

outcomes.

This result is in direct link with Vroom’s Expectancy Theory of Motivation whichgsits that
employees’ efforts are driven by the expectation that their performance wil desirable
outcomes (valence), and the belief that their efforts will translate into€ffectiVe performance
(expectancy). The theory highlights the interplay of expectancy,.1 entality (the belief
that performance is linked to rewards), and valence in dete motivation. In the context
of Stanbic IBTC Bank, the study findings align with the theory’s tenets. For instance, the
significant impact of promotion on employeeé%ivity and quality service delivery
underscores the concept of instrumentalityg\\%fg)yees perceive promotions as a desirable
reward for their performance. Simi%@e positive and significant relationship between
work-life balance and outcomes@& employee creativity, commitment, and quality service
delivery reflects valence; @yees value a harmonious work-life balance, enhancing their
motivation to excel. However, the positive but insignificant effect of compensation and
.
benefits on Va@\ﬁcomes indicates a possible gap in expectancy or instrumentality.
Employe view monetary rewards as insufficiently tied to performance, reducing their
motwnal influence. Alternatively, compensation might be perceived as a baseline
entitlement rather than a performance-linked incentive. By addressing these gaps, Stanbic
IBTC can leverage expectancy theory to strengthen employee motivation, tailoring reward

management practices to align with employees’ perceived expectations and desired

outcomes'’. This alignment would enhance commitment, creativity, and service quality.
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Chapter Five
Conclusion
This chapter discusses the summary of findings, conclusion, recommendations, areas for
further studies and contributions to knowledge. The summary of findings summarises the key
findings as revealed in the chapter four. Also the key findings are summarized to show the
contributions to knowledge to various stakeholders and also devise means@urther
studies can be conducted. (/

5.1 Summary of Findings 6\

The purpose of this research is to examine the influence of r management system on
employee performance in Stanbic IBTC Bank, Oyo St e,@gerla. The study was structured

into five chapters, each of which focused on a diff@tage of the research process.

Chapter one dealt with the introduction %\b&gground of the study, identified the problems
of the study, defined the obj ectlv(s_iQx’ e study, and formulated appropriate research
questions and hypotheses to.g“ghe investigation of the study. It also highlighted the scope,

the significance of the @ different categories and group and as well operationalized the

variables of the stu\\&tongst others.

Chapter t@the study reviewed relevant related literature. The chapter is made up of 3
mai eg-()ns: the conceptual review, the theoretical review and the empirical review. The
concepts of employee performance, employee compensation, employee benefit, job
promotion, and work-life balance, reward management system were reviewed. The theories
that were reviewed are; Vroom's expectancy theory, Herzberg’s two-factor theory, and equity

theory of motivation were reviewed based on the study objectives. The empirical reviewed
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was also discussed on the study objectives based on the findings of previous authors as it

relates to this study.

Chapter three focused on the methodology, this study adopts the survey research design
which involves the use of adapted questionnaire designed to obtain information from
respondents. 152 sample size was used using total enumeration sampling techni Copies
of the questionnaire were administered and collected through the use of M t Forms.
The research instrument used in this study is the questionnaire. The o&tl&'ﬂfaire consisted
of three sections, section A, B and C. Section A comprised -demographic data,
section B comprised of questions on reward management s which aided in answering
the research questions and testing the stated hypotheses&@ction C comprised of questions
on performance. The 4-point likert scale was adop S- Very Satisfied), (S-Satisfied), (D-

Dissatisfied), and (VD- Very Dissatisﬁed).&Q’b

Chapter four presents’ data analysis@'%sand discussion of findings, the data presentation
and analysis were done in two&%. The first stage of analysis was the descriptive statistics
using percentages, mea@&\andard deviations on the responses of respondents as it relates
to research quest@gnd objectives. Inferential statistics was done using the Multiple
regression %&%tatistical package for science solution (SPSS) 23.0 to test the research
hypothe@ré projected in the study. SmartPLS V4.0 was equally use to determine the Path ,
T an& statistics for the hypothesis. Multiple regression analysis was used to test the effect
of the independent variable on each of the dependent variables which was utilized for
hypothesis one to four.

Chapter five summarized the study by lightening the findings of the study, conclusion and

suggested recommendation based on the findings of reward management system on
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employee performance in Stanbic IBTC Bank, Oyo State, Nigeria. The chapter also gave
contribution to knowledge both theoretically and empirically and suggested areas for further
studies.
The summary of the key findings and interpretations are as stated below:
i. Reward Management practices has a positive and significant influence on yloyee
efficiency in Stanbic IBTC Bank, Oyo State, Nigeria ( 1=0.202, 220@ 3=0.127,
4=0.412 R?=0.534, p=0.000) Q/
ii. Reward Management practices has a positive and significant @&me on employee
commitment in Stanbic IBTC Bank, Oyo State, Nigeria 6 5, 2=0.136, 3=0.136,
4=0.389 R?=0.542, p=0.000) Q
iii. Reward Management practices has a positi ef@%igniﬁcant influence on employee
creativity in Stanbic IBTC Bank, Oyo S 1geria ( 1=0.130, ,=0.073, 3=0.266,
4=0.431 R?=0.581, p=0.000) . \
iv. Reward Management practice\clgs a positive and significant influence on employee
efficiency in Stanbic IB'T\&nk, Oyo State, Nigeria ( 1=0.173, =0.183, 3=0.298,
4=0.245 R2=0.516%%%))

5.2 Conclusior(@

In conclusi%che research highlights the importance of reward management practices on
emp%@’gformance at Stanbic IBTC Bank in Oyo State, and how different components of
rewards play a complex role in this relationship. The importance of fair remuneration and a
healthy work-life balance for employees as factors influencing their productivity, dedication,
innovation, and customer satisfaction rose to the surface. Consistent with research

highlighting the significance of these elements, competitive compensation and harmonious
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work-life policies directly increased productivity and promoted loyalty. On the other side,
perks and promotions did have a favourable effect on these outcomes, but their influence was
sometimes so little that it was hard to tell whether were the main or supplemental motivators.
The research shows that monetary pay and other extrinsic benefits aren't as effective as
intrinsic motivators like career progression and a positive work environment in encouraging
innovation and high-quality service. In line with Herzberg's two-factor theo Q&oom's
Expectancy Theory of Motivation, these findings demonstrate that mone@enﬁves do
not have the power to stimulate higher-order performance outco nagement should

prioritise policies that combine monetary and non-monetary i c%s, since this calls for a
:o

rethinking of current reward schemes. Fostering innovati tion, and service excellence

should revolve on promotions and work-life bal @rams that cater to workers' goals
and welfare. Furthermore, in order to increase ation, compensation systems should be

adjusted so that they are more clearly&kl to performance, drawing on concepts from
expectancy theory. \(—)\

The research concludes that =founded strategy to reward management is necessary, one
that strikes a balance Bﬁ@&short-term incentives and more permanent strategies to boost
productivity. By, tniplémenting this plan, Stanbic IBTC Bank aims to become an employer of
choice, which,will in turn attract and retain talented individuals. This study's results are in
line wit@om's Expectancy Theory of Motivation, which states that workers are driven by
three things: the valence of the outcomes they hope to achieve, the expectation that their
efforts will yield good results, and the instrumentality of the rewards they believe they will
receive as a result of their performance. The complex correlations found in the research may

be better understood via the prism of this theoretical framework. An example of
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instrumentality in action would be the positive effect of promotions on employee innovation
and service quality; under this model, workers see promotions as a direct result of their hard
work and dedication to the company, which in turn motivates them to think outside the box
and put the customer first. Valence is also consistent with the positive effects of work-life
balance on dedication, inventiveness, and efficiency; when people's professk&l and
personal lives are well-balanced, they are more invested in their job and @ce better

results. ( )

Compensation and perks may be instrumental or have a gap in expe if they have such

a little effect. These monetary benefits may seem more @ts to employees than

incentives tied to outstanding performance. This highli e importance of companies

making sure that financial incentives are clearly li keb%esults in order to make the most of

their motivating power. If Stanbic IBTC Bank fﬂb§ese loopholes, its compensation policies

will be more in line with expectation theary.“Staff morale would rise as a result, leading to
.

more innovation, dedication, and e{(%bnt service for customers. Incorporating the idea into

incentive management techn@gﬁighlights the need of customising processes to match

workers' anticipated ant%l d results.

Q)
5.3 Recom Sa%n
O

Base}W the findings of the study, several recommendations can be made to enhance the
influence of the reward management system on employee performance at Stanbic IBTC Bank,
Oyo State, Nigeria. Although compensation, employee benefits, and job promotion were
found to have positive but insignificant effects on various performance dimensions, their

strategic enhancement could yield more substantial results. Furthermore, the critical role of
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work-life balance, which demonstrated significant influence across all dimensions of

performance, highlights its importance in organizational policies.

First, the bank should reevaluate its compensation structures. Although compensation has a
positive influence, its current design may not adequately motivate employees to significantly
enhance performance. Management should consider introducing performanceba\d pay
, commitment,

structures, competitive salaries, and other financial incentives aligned with f e efforts

and organizational goals. These measures could enhance employee ef

creativity, and service delivery. %

Second, improvements in employee benefits could@e greater commitment and

satisfaction. Although benefits well-being had a s@et insignificant impact, expanding

the scope of benefits to include health insuran ucational support, and retirement plans
[ ]

could bolster employees' perception of @zaﬁonal support. A more holistic approach to

employee benefits might also enha@eatlvity and commitment in the long term.

Third, job promotion p i@hould be revised to ensure they are perceived as fair and
transparent. The re § stronger influence of job promotion on creativity and quality
service dehver@rscores the importance of recognizing and rewarding employee efforts.

Establishiﬂb ar promotion criteria and opportunities for professional development could

impr}vommitment and overall performance.

Finally, the significant impact of work-life balance on performance suggests that this should

be a priority area. The bank should institutionalize flexible working arrangements, wellness
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programs, and policies that reduce workplace stress. These initiatives would not only

improve efficiency and commitment but also foster a creative and engaged workforce.

5.4 Contribution to Knowledge *
The study contributes to the body of knowledge on reward management and their

impact on employee performance by offering the following insights: /\

Conceptual Contribution: Separating out the effects of p ﬁlcemem, benefits, and
work-life balance on productivity, this research contribL@) our theoretical knowledge of
incentive management strategies. It provides a taiBQ‘ramework for comprehending the
interaction between monetary and non—m%% centives, and it singles out work-life
balance and advancement as critical motiyators of innovation, dedication, and high-quality
.
service provision. In addition to a{@ to the conversation around incentive schemes, the
research elucidates the limi‘t@%y and perks as motivators. Organisations may use this

conceptual framework“to Qr advantage by gaining practical insights on how to create

comprehensive :h@ systems that highlight both internal and external motivators for

peak perforlﬁce.

Empirically: Based on data collected from Stanbic IBTC Bank in Oyo State, this research
shows how different incentive management strategies affect worker productivity. When it
comes to motivating dedication, innovation, and high-quality service, the results highlight the
importance of work-life balance and advancement. Financial incentives are often believed to

be the main motivators, however this is challenged by the fact that remuneration and benefits
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have positive but negligible impacts. Human resource management literature is expanding,
and this empirical insight from the Nigerian banking industry contributes to it. It also lays the
groundwork for future comparative research in other, comparable organisational and cultural

settings.

Theoretical Contribution: This research adds to Vroom's expectation 'Eb&ry by
illuminating the concrete ways in which expectation, instrumentality, and lel play a
role in the performance management process. It demonstrates that empleyees” perceptions of
non-monetary benefits, such work-life balance and advanceme Q} positive impact on
their performance. The little effect of monetary incentive@antime, draws attention to
possible expectation or instrumentality inequalities. I &where workers place a higher
importance on intrinsic motivators than monetan&%mives, these results contribute to a
better theoretical understanding of the reo\t@’gip between rewards and motivation and
performance. Theoretically, this advancé\broadens expectation theory's usefulness in a

variety of business settings. %\

N\
Practical Contributi&anisations looking to improve employee performance via
reward manage k@@ht find practical ideas in the report. Financial incentives take a back
seat to eff% to promote work-life balance and advance one's career. Flexible work
arra e@ and well-defined career paths may help organisations, particularly those in the
banking industry, boost employee engagement, innovation, and service quality. The results
also call for a rethinking of conventional pay practices to make sure they are in line with

workers' expectations of their own performance. Especially in high-performance settings like
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the banking sector, these insights may help companies engage their employees, lower

turnover rates, and achieve long-term organisational success.
5.5 Suggestions for Further Studies

Based on the findings and limitations of this study, several suggestions for further, research
are proposed. Future studies could expand the scope to include multiple or %s and
industries, providing a comparative analysis that enhances the generalizability”of findings.
Research in different geographical regions, particularly outside ch@e r Nigeria, would
offer insights into how cultural and economic contexts influ e effectiveness of reward
management systems. Additionally, adopting a mixed- @sapproach that incorporates
both quantitative and qualitative methods coul pa%e deeper insights into employee
perceptions, motivations, and experiences re g reward systems. This approach would

complement statistical findings with x, narrative data, offering a more holistic

understanding of the dynamics at p@

Longitudinal studies a QQ mmended to examine the long-term effects of reward
management practlce o§mployee performance. Such research could explore how changes
in compensau@ilts promotions, or work-life balance policies impact performance
over time(b essing the causality issue that cross-sectional studies face. Further studies
shouh}\%) consider investigating additional factors that influence employee performance,
such as organizational culture, leadership styles, and intrinsic motivation. Examining the
interplay between these factors and reward systems could provide a more comprehensive
framework for understanding employee behavior and performance outcomes. Lastly,

research could explore the role of digital and technological advancements in reward
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management systems, such as the use of Al-driven performance tracking or gamification in
rewards. This would address the evolving needs of a modern workforce and provide
organizations with innovative strategies for enhancing employee engagement and

productivity.
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Appendix /\(/
Questionnaire Q
Department of Management and Accgﬁ
Lead City UniversityQ

Reward Management System and Employee Perf‘pb ce in Stanbic IBTC, Oyo State,
Nigeri

P
Dear Respondent, ¢ @

I am a MSc student at Manage%f?nd Accounting Department, Faculty of Management
and Social Sciences, Lead ' niversity. I am researching on “Reward Management

System and Employe rmance in Stanbic IBTC, Oyo State, Nigeria”

I would like tg %Q\Q’% your cooperation in completing the attached questionnaire. The
question s sgpﬂr opinions regarding the employees’ perception regarding Reward
Manage stem and Employee Performance in Stanbic IBTC, Oyo State, Nigeria.
This\'@ﬁ y for academic purpose and all information provided will be kept confidential.

The survey will take approximately 10 minutes. Your contribution will be greatly appreciated.
You can be sure that any information you submit will be kept completely private and used

only for academic research.

Yours sincerely,
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Agnes Oluwatosin ALAMU

\
Section A Q/QQ

Section A: Socio-demographics Characteristics of Responderu\

Please tick which one applies to you below:
Al Gender Male () Femal %

A2 Age Under  25-30 31—&6—40 Above

25 years years  ygars years 40 years

Clcs CJ O3

A3 Years of Work Below 10 %10—20 years  Above 20 years
Experience years \Q ) )
A4 Highest level of Educ
First leaving Q’&c’ )
Certification/SSCE $
OND/NCE QQ 2 )
Professional & 3 )
Qualiﬁcaqi;\\'
Degre@S HND/B.Ed) 4 -
)

P duate 5
fications

AS Marital Status
Single )
Married )
Divorced )
Widow/Widower )
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A7 Years of Experience in Stanbic IBTC
Less than 5 years
5-10 years
11-20 years

Joud

More than 20 years
SECTION B ( 0

Questions on Reward Management System

Please indicate with a tick, which number most appropriately cour response to the

statements.. Please rate each statement on a scale of 1 ts 4 ere 1 indicates "Very

Dissatisfied" and 4 indicates "Very Satisfied." Q
NO | Section B1: Employee Compensation Q i 1 2 3 4
Please indicate your level of satisfaction with th&wing (VD) | (D) S) | (VS
statements )
\ )
1 To what extent are you satisfied with t fairness of your salary in
relation to the work you do? * \
2 What is your level of satisfactiongtith'the transparency of the
salary review process at Stanl{ C Bank?
L ] ‘\‘
3 How satisfied are you l@e competitiveness of your
compensation compalé\p imilar roles in other banks?
4 How satisfied are with the compensation provided for overtime
work? ,. ~
5 What is y ur@of satisfaction with Stanbic IBTC’s alignment of
compensa% with industry standards?
S/N Secti@: Employee Benefits
Pleas€ indicate your level of satisfaction with the following statements
1 What is your level of satisfaction with the bonuses and incentives
offered by Stanbic IBTC Bank?
2 How satisfied are you with the health insurance benefits provided

by Stanbic IBTC?
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3 What is your level of satisfaction with the paid leave (annual,
maternity, paternity, etc.) policies at Stanbic IBTC?

4 To what extent are you satisfied with the support provided for
professional development, such as training programs and
certifications?

5 How satisfied are you with the retirement benefits and post-
retirement support provided by Stanbic IBTC?

\

S/N | Section B3: Job Promotion Q\\
Please indicate your level of satisfaction with the following statements ( Q

1 How satisfied are you with the transparency of the promotion
process at Stanbic IBTC?

2 What is your level of satisfaction with the criteria used to s ’
determine promotions at Stanbic IBTC? 0

N

3 To what extent are you satisfied with the frequency of prowdotions

offered at Stanbic IBTC? 6
AD

4 How satisfied are you with the recognition of yg.r)kills and
experience in the promotion process at S TC?

5 How satisfied are you with the caree elopment support
provided to help employees qualif\t)& r@motion at Stanbic
IBTC? &

4 O 'y

S/N | Section B4: Work-Life B@&!

Please indicate your }Qvﬁ satisfaction with the following statements:

1 How satisfied ar with the flexibility of working hours at
Stanbic IBT((}

‘ -

2 How satis@ are you with the balance between your work

respo@ es and personal life at Stanbic IBTC?
LN )

3 TOW extent are you satisfied with the company's policy on
remote work or working from home at Stanbic IBTC?

4 What is your level of satisfaction with the resources provided by
Stanbic IBTC to help employees manage stress and achieve work-
life balance?

5 How satisfied are you with the workload distribution that allows

you to manage both work and personal life at Stanbic IBTC?
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Section C: Performance

N/O | Section C1: Employee Efficiency 1 2 3 4
Please indicate your level of satisfaction with the following VD) D)| (S (VS)
statements

1 How satisfied are you with the speed at which you complete your
daily tasks?

I\Ag

2 How satisfied are you with your ability to work independently and Y
make decisions without constant supervision? C (

3 What is your level of satisfaction with the tools and resources \/
provided to enhance your work efficiency? ,-’\\

4 To what extent are you satisfied with your time management skil \_)
in accomplishing tasks at Stanbic IBTC?

5 How satisfied are you with your collaboration and efﬁcienf@ N
team-based tasks and projects? N\

N/O | Section C2: Employee Commitment N
Please indicate your level of satisfaction with the @ng statements

1 To what extent are you satisfied with yo ,'Qness to put in

extra effort when necessary to meet orga{i onal objectives?

VN
2 How satisfied are you with your de&&o}tay with Stanbic IBTC
for the foreseeable future? é

3 What is your level of satisfa¢tion with your sense of belonging
within your team and t organization?
AN
4 To what extent are you Satisfied with your enthusiasm for
participating ?‘ y initiatives and activities?
5 What is your [evel of satisfaction with your willingness to take on

additio% onsibilities when needed?

\,Q

Section C3: Employee Creativity

Please indicate your level of satisfaction with the following statements

1 To what extent are you satisfied with the freedom to explore new
approaches to problem-solving?

2 What is your level of satisfaction with the opportunities provided to
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think outside the box in your role?

3 How satisfied are you with the support you receive to experiment
with new solutions and strategies?
4 To what extent are you satisfied with the tools and resources
available to enhance your creativity?
5 What is your level of satisfaction with the recognition given to
innovative ideas within the organization?
S/N | Section C4: Quality Service Delivery Q
Please indicate your level of satisfaction with the following statements < 0
1 To what extent are you satisfied with your ability to meet ()
customers’ expectations effectively? &
2 What is your level of satisfaction with the accuracy and reli@bjty"*
of the services you deliver?
3 To what extent are you satisfied with the clarity of commumwication
provided to customers during service interactioni?[b&
4 To what extent are you satisfied with your effostSin*maintaining a
positive and courteous attitude during cu teractions?
5

How satisfied are you with your abil%@qold high standards of
service in line with the bank’s expa\

Thanks for your corporat1on Q\ -

Qﬂ\
S

x@b
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Bio-data

A. Personal Data
Full Name
Gender
Date of Birth

Email

Place of Birth @%

Local Government of Origin &

State of Origin .&é';\\d

Nationality

Permanent Home A X \QQ

N

Name & Relatignship of Next of Kin
Phone @
E-m@

’Q)f Specialization -

\F

B. Educational Institutions Attended with Dates

3\
R
O
&Q/

Agn tosin ALAMU

F@l)e
@ ctober, 1996

Q alamutosin90@gmail.com

Phone no b’b

08103081250

Oyo State

Iwajowa

Oyo State

Nigerian

No C17, Federal Housing Estate
Moniya, Ibadan, Oyo State
Alamu Pius Adewale, Father
08065277696,08052011889
piusadewalealamu@gmail.com

Human Resource Management

e Lead City University, Ibadan, Oyo State In view
Human Resource Management, MSc
e Olabisi Onabanjo University, Ago Iwoye, Ogun State 2017

Business Administration, BSc
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e Aponmode Moniya High School, Moniya, Ibadan, Oyo State 2012
West African Senior Secondary School Certificate. (WASSCE)

. Certifications
e Chartered Institute of Project and Facility Management, CIPM 2019
e Modern Management Skills Programme, (MMSP) 2018
e 15 Computer science and Technology Competition in Oyo State QZDQ
. Awards and Fellowships (/
e Stanbic IBTC Bank ’\2022— Till date
Designation: Relationship Manager Associate, Commercial g
e Keystone Bank Limited, Oyo State. O 2021
Designation: Customer Service Officer Q

e Department of Medical Microbiology, Uni e@ollege Hospital.2019-2021
Designation: Research Assistant 6

e Provost’s Office, College of Mediciﬁs\gﬁversity of Ibadan 2018-2019

Designation: Administrator . ,\%
e Credit Assist Financial@&‘imited 2017-2018

Designation- Custome ice Officer

. Membership of Qﬂi(ﬁ/ Professional Bodies: Nil
. Publicatim@il

. Majo ferences Attended: Nil

N

e Dr. Samuel Adetona Fayemiwo
Consultant Clinical Microbiologist, University College Hospital
Mobile Number: 08035665793
Email: dayteet@gmail.com

e Ahmed O. Olasupo
Lecturer, Olabisi Onabanjo University, Ago-Iwoye. Ogun State.
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Mobile Number: 08063421603
Email: ahmed.olasupo@oouagoiwoye.edu.ng

Oluwatosin Fagade

Manager, Stanbic IBTC Bank

Mobile Number: 08132382841

Email: Oluwatosin.fagade@stanbicibtc.com

Temitope Olaleye

Manager, Stanbic IBTC Bank

Mobile Number: 07067133178

Email: Temitope.ilori@stanbicibtc.com

Ayomide Ademola Taiwo
Analyst, Standard Chartered Bank.
Mobile: 08036779869
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The University Compliance Certification

This is to certify that this was written by Agnes Oluwatosin ALAMU with Matric No.
LCU/PG/005273 in the Department of Management & Accounting, Qﬁ{ty of

Management and Social Sciences, Lead City University, Ibadan in full(cc@iance with

&
O

approved University format and style.

Signature ° \AQ Date
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