THE INFLUENCE OF MOTIVATION ON EMPLOYEE PERFORMANCE IN NIGERIAN BANKING SECTOR.
 (A CASE STUDY OF ZENITH BANK IN LAGOS STATE).

BY

ADEBAYO GLORY OLADIPO
                                                 MATRIC NUMBER: 15020201018


A LONG ESSAY SUBMITTED TO THE DEPARTMENT OF BUSINESS ADMINISTRATION, MOUNTAIN TOP UNIVERSITY, IN PARTIAL FULFILMENT OF THE REQUIREMENTS FOR THE DEGREE OF BACHELOR OF SCIENCE 
(B.Sc. Hons)
                                            


JULY 2019



THE INFLUENCE OF MOTIVATION ON EMPLOYEE PERFORMANCE IN NIGERIAN BANKING SECTOR.
 (A CASE STUDY OF ZENITH BANK IN LAGOS STATE).

BY

ADEBAYO GLORY OLADIPO
                                                 MATRIC NUMBER: 15020201018


A LONG ESSAY SUBMITTED TO THE DEPARTMENT OF BUSINESS ADMINISTRATION, MOUNTAIN TOP UNIVERSITY, IN PARTIAL FULFILMENT OF THE REQUIREMENTS FOR THE DEGREE OF BACHELOR OF SCIENCE
 (B.Sc. Hons)
                                            

                                                                    JULY 2019





[bookmark: _Toc15264668]CERTIFICATION
I certify that this work was carried out by ADEBAYO GLORY OLADIPO at the Department of Business Administration, Mountain Top University, Ogun State, Nigeria under my supervision.






Name of Supervisor : DR. ADELEKAN SAIDI ADEDEJI



Signature & Date ........................................................................








[bookmark: _Toc15264669]DEDICATION
This project is dedicated to the Almighty God (The Merciful and Gracious God) who has given me the strength, knowledge, wisdom and understanding, my wonderful parents, Mr. and Mrs. Adebayo and loving brothers Honour and Praise Adebayo.


















[bookmark: _Toc15264670]ACKNOWLEDGMENT
My gratitude and appreciation goes to MY DADDY who is the MASTER OF THE UNIVERSE, THE ANCEINT OF DAYS, THE LORD GOD who sits on the HEAVENLY THRONE AND MY BEST FRIEND JESUS CHRIST OF NAZARETH for giving me grace and protecting me throughout the period I was writing my project. Thank you JESUS.
I have the pleasure to acknowledge my one and only able project supervisor, Dr. Adelekan Saidi Adedeji for his love towards me and compassion on me, even with his tight schedule he was able to go through my manuscript, making useful suggestions and correcting my project. He always tells me the hard truth and trained and guided me throughout my project. I say a big thank you sir.
I also want to appreciate my wonderful parents Mr. and Mrs. Adebayo for their prayers, financial support, guidance and being there for me. I celebrate my brothers Honour Adeleye Adebayo and Praise Oluwalana Adebayo for putting smile on my face and helping me during this project and in general the entire Adebayo and Odofin family for their support one way or the other. I appreciate my Uncle, Mr. Wale Nimbe for his kindness and financial support in my studies.
I want to say a 1 million and beyond thank you to my great and lovely sponsors, the C.E.Os of DIVINE RESTAURANT at MFM PRAYER CITY in persons of Mr and MRS MASTERKING for giving me full scholarship (school fees) in Mountain Top University. I can’t get my degree and do my project if not God raising them to help me and my family. God bless and prosper their business in Jesus name amen and also Professor Emmanuel Adedun for God using him to bless me by being on 
Dr. D.K OLUKOYA’S foundation. Thank you sir.
I want to celebrate and thank all my lecturers for their academic support and advice on my project work in persons of Professor Jackson, Associate Professor Akinyomi, Dr. Ojo, Dr. Erigbe, Dr. Sokefun, Dr. Ogundele, Dr. Young, Dr. Adedokun, Dr. Omokehinde, Dr. Irene, Dr. Aihikoje, Mr. Attah, Mr. Makekodunmi, and Mr. Olurin    Dr. Folake of University of Lagos, Dr. Eze of Hallmark University, Dr. Alalade and Oguntodu of Babcock University, Dr. Clement of Obafemi Awolowo University and other great lecturers in the school. I appreciate you all.
I want to now celebrate the Men of God, Spiritual fathers in the house for their prayers, great support and encouragement towards me and my academics.
Firstly, I thank Dr. D.K Olukoya the General Overseer of MFM WORLDWIDE and the chancellor of MTU for this great vision God gave to him to establish a destiny shaping school like this, all the Assistant General Overseers of MFM, the Chaplain and Assistant Chaplain of MTU in persons of Pastor Olumide Adesina and Pastor Olumide Tanimowo for their prayers and standing by me and injecting discipline into me. Without them I would have been dead and out of the system but God used them to revive me and gave me hope. I love you sirs, Pastor Philip Olanrewaju, Pastor Felix Oluwatayo, Pastor Moses Adebowale, Pastor Emmanuel Oladimeji, Pastor Makinde, Pastor Taiwo Olabanji, Pastor Osaghae and Auditor of MFM worldwide.
The great management of MTU, The Vice- Chancellor of MTU, Professor Elijah Ayolabi, Dr. H.O.J. Akinade, Mr. Olagundoye, Mr Peter Kosoko, My one and only able Dr. M.A Abiala the Dean of Student Affairs, I am grateful.
I appreciate the entire staff of Mountain Top University, Students’ Representative Council, the wonderful students of Business Administration for their support one way or the other.
My school sisters and brothers, Muse, Rotimi, Moshood, Adeola, Breakthrough, Daniel, Enoch, Marvellous, Gbenga, Abraham, Fisayo, Samuel, Tosin, Victoria Oruh, Bose, Progress, Sophie, Happiness, Titi, Abigail, Sholape, Blessing, Mojisola, Wemi and every special persons in my life that assisted, encouraged and supported me, I appreciate you all.
I appreciate the entire management and staff of Zenith Bank for their support. 
To all that have contributed positively to the success of this B Sc. programme, a good memory is kept of you all.
Thank you and God bless you all.




[bookmark: _Toc15264673]TABLE OF CONTENTS
                                                                                                                                                               Page 
TITLE PAGE-------------------------------------------------------------------------------------------------------- (i)										
CERTIFICATION-------------------------------------------------------------------------------------------------- (ii)										
DEDICATION------------------------------------------------------------------------------------------------------ (iii)										
ACKNOWLEDGMENTS----------------------------------------------------------------------------------------- (iv)									
TABLE OF CONTENTS------------------------------------------------------------------------------------------- (vi)

LIST OF TABLES--------------------------------------------------------------------------------------------------- (ix)							
LIST OF FIGURES------------------------------------------------------------------------------------------------- (ix)

ABSTRACT--------------------------------------------------------------------------------------------------------- (x)	
								
CHAPTER ONE -------------------------------------------------------------------------------------------------------1
1.0	 INTRODUCTION--------------------------------------------------------------------------------------------1
1.1	 BACKGROUND TO THE STUDY------------------------------------------------------------------------1
1.2	 STATEMENT OF THE PROBLEM-----------------------------------------------------------------------2
1.3 	RESEARCH OBJECTIVES----------------------------------------------------------------------------------3
1.4 	RESEARCH QUESTIONS ----------------------------------------------------------------------------------3
1.5 	RESEARCH HYPOTHESES--------------------------------------------------------------------------------4
1.6 	SCOPE OF THE STUDY-------------------------------------------------------------------------------------4
1.7 	SIGNIFICANCE OF THE STUDY-------------------------------------------------------------------------4
1.8 	LIMITATIONS OF THE STUDY --------------------------------------------------------------------------6
1.9 	JUSTIFICATION OF THE STUDY -----------------------------------------------------------------------6
1.10 	DEFINITION OF TERMS-----------------------------------------------------------------------------------6


 CHAPTER TWO----------------------------------------------------------------------------------------------------7
2.0	 REVIEW OF RELATED LITERATURE ---------------------------------------------------------------7
2.1 	CONCEPTUAL REVIEW-----------------------------------------------------------------------------------7
2.1.1 	THE CONCEPT OF MOTIVATION-----------------------------------------------------------------------7
2.1.2 	FEATURES OF A GOOD MOTIVATION SYSTEM---------------------------------------------------8
2.1.3 	MAJOR TYPES OF MOTIVATION-----------------------------------------------------------------------8
2.1.4 	OTHER TYPES OF MOTIVATION----------------------------------------------------------------------11
2.1.5 	MOTIVATIONAL TECHNIQUES------------------------------------------------------------------------12
2.1.6 	MOTIVATIONAL PROCESS IN MANAGEMENT AND ORGANIZATIONAL
 BEHAVIOUR----------------------------------------------------------------------------------------------------------14
2.1.7 	FACTORS THAT AFFECT MOTIVATION------------------------------------------------------------17
2.1.8 	PROBLEMS OF MOTIVATING EMPLOYEES IN AN ORGANISATION-----------------------17
2.1.9 	IMPORTANCE OF MOTIVATION----------------------------------------------------------------------19
2.1.10 	MOTIVATION TIPS FOR EMPLOYEES---------------------------------------------------------------21
2.1.11 	INFLUENCE OF MOTIVATION ON PERFORMANCE --------------------------------------------22
2.1.12 	EMPLOYEE--------------------------------------------------------------------------------------------------23
2.1.13 	NIGERIAN BANKING SECTOR-------------------------------------------------------------------------25
2.1.14 	BACKGROUND OF ZENITH BANK NIGERIA-------------------------------------------------------26
2.2 	THEORETICAL REVIEW---------------------------------------------------------------------------------27
2.2.1 	HERZBERG’S TWO – FACTOR THEORY OF MOTIVATION------------------------------------27
2.2.2 	HIERARCHY OF NEEDS THEORY---------------------------------------------------------------------29
2.2.3 	THE EXPECTANCY THEORY---------------------------------------------------------------------------32
2.2.4 	REINFORCEMENT THEORY ----------------------------------------------------------------------------34
2.2.5 	EXISTENCE, RELATEDNESS AND GROWTH THEORY -----------------------------------------36
2.2.6 	EMERGING VIEWS OF MOTIVATION----------------------------------------------------------------40
2.3	EMPIRICAL REVIEW--------------------------------------------------------------------------------------42
2.3.1	INTRODUCTION OF EMPIRICAL REVIEW----------------------------------------------------------42
2.4	RESEARCH GAP--------------------------------------------------------------------------------------------47



CHAPTER THREE--------------------------------------------------------------------------------------------------48
RESEARCH METHODOLOGY--------------------------------------------------------------------------48
3.0	 INTRODUCTION------------------------------------------------------------------------------------------48
3.1 	RESEARCH DESIGN -------------------------------------------------------------------------------------48
3.2 	RESEARCH POPULATION-------------------------------------------------------------------------------48
3.3 	SAMPLING SIZE AND TECHNIQUES ----------------------------------------------------------------48
3.4 	INSTRUMENTATION--------------------------------------------------------------------------------------50
3.5 	METHOD OF DATA COLLECTIONS-------------------------------------------------------------------50
3.6 	SOURCES OF DATA---------------------------------------------------------------------------------------51
3.7 	DATA ANALYSIS METHOD-----------------------------------------------------------------------------52
3.8 	VALIDITY AND RELIABILITY OF DATA------------------------------------------------------------52
3.9 	ETHICAL CONSIDERATION----------------------------------------------------------------------------52
3.10 	MODEL OF SPECIFICATION----------------------------------------------------------------------------53


CHAPETR FOUR----------------------------------------------------------------------------------------------------54
4.0         DATA ANALYSIS, PRESENTATION AND DISCUSSION OF FINDINGS---------------------54
4.1 	INTRODUCTION--------------------------------------------------------------------------------------------54
4.2 	ANALYSIS OF QUESTIIONAIRE ITEMS ACCORDING TO RESEARCH QUESTIONS----54
4.3 	DIAGRAM INTERPRETATIONS OF SOCIAL-DEMOGRAPHIC CHARACTERISTICS-----57
4.4 	TEST OF HYPOTHESES-----------------------------------------------------------------------------------65
4.5 	DISCUSSION OF FINDINGS-----------------------------------------------------------------------------67
 

CHAPTER FIVE------------------------------------------------------------------------------------------------------70
5.0	SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS--------------------70
5.1 	SUMMARY OF FINDINGS--------------------------------------------------------------------------------70
5.2 	CONCLUSION-----------------------------------------------------------------------------------------------70
5.3 	RECOMMENDATIONS------------------------------------------------------------------------------------72
5.4 	SUGGESTIONS FOR FURTHER RESEARCH --------------------------------------------------------73
 REFRENCES/BIBLOGRAPHY -----------------------------------------------------------------------------------75
 APPENDIX (A) -------------------------------------------------------------------------------------------------------79
 APPENDIX (B) -------------------------------------------------------------------------------------------------------84


LIST OF TABLES 
TABLE 4.1:	 Social-Demographic Characteristics. -----------------------------------------------------------54
TABLE 4.2:	 Employee Promotion. -----------------------------------------------------------------------------60
TABLE 4.3:	 Incentives on Employee’s Performance. -------------------------------------------------------61
TABLE 4.4: 	Impact of Rewards. --------------------------------------------------------------------------------63
TABLE 4.5:	 Correlation Matrix between Promotion and Employee Performance. ---------------------65
TABLE 4.6:	 Correlation Matrix between Incentives and Performance------------------------------------66
TABLE 4.7:	 Correlation Matrix between Rewards and Employee Efficiency----------------------------67

	


LIST OF FIGURES 
Fig 2.1:		 Motivation Process. -------------------------------------------------------------------------------15
Fig 2.2:		 Triarchy Model of Employee Performance. ---------------------------------------------------24
Fig 2.3:		 Hierarchy of Needs Theory Diagram. ----------------------------------------------------------30
Fig 2.4:		 Analysis of Reinforcement Theory. --------------------------------------------------------36
Fig 2.5                ERG Model-----------------------------------------------------------------------------------------37
Fig 4.1:               Sex---------------------------------------------------------------------------------------------------57
Fig 4.2:               Age---------------------------------------------------------------------------------------------------57
Fig 4.3:               Marital Status---------------------------------------------------------------------------------------58
Fig 4.4:               Educational Qualifications------------------------------------------------------------------------58
Fig 4.5:              Years in Organization------------------------------------------------------------------------------59
ABSTRACT
This study investigates the influence of motivation on employee’s performance in Nigerian banking sector while using Zenith bank in Lagos state as a case study. 
The study used survey research design using questionnaires with structured questions to address the problems identified and elicit answers to the specific objectives explaining the influence of motivation on employee performance in Nigeria. It measures two variables which are the independent and dependent variables. The independent variable is motivation while the dependent variable is employee performance. 

In testing the first hypothesis, the result of Pearson’s Product Moment Correlation analysis revealed that, there is significant relationship between promotion and employees’ performance.
The research also revealed that if incentives are effectively and professionally applied, they will lead to employee performance increase thereby fostering organizational growth and survival.
A substantial part of these incentives were revealed from the presentation and analysis of data from Zenith Bank Nigeria Plc. The response from respondents and the test of hypothesis indicated that there is a significant relationship between rewards and employee performance.
It is recommended that performance standard for the award of incentives is established if the organization must benefit from the gains of incentives. Also, since incentives have the potential to affect the motivation of employees positively if the necessary circumstances are met, circumstance such as working condition, understanding of performance standards and communication of these standards should be in place
x

[bookmark: _Toc15264674]CHAPTER ONE
[bookmark: _Toc15264675]1.0       INTRODUCTION
[bookmark: _Toc15264676]1.1	BACKGROUND TO THE STUDY
Motivation can’t be separated from performance, this is because performance is very important to every business organization.  Productivity is the cornerstone to economic growth. Thus current focus on productivity improvement and performance is based upon motivation.
(Demir & Budak, 2016) stated that “Motivation is an activating power for learning. The deficiency of motivation means that there is no action and therefore difficulty in reaching the desired goal 
It is clear that people are the orbit upon which any establishment revolves, that is why most management tends to give more attention to motivation.”
Employee motivation has always been a major problem for leaders and managers in the organization. Employees that are not motivated are possible to put in little or no energy in their jobs, avoid the workplace as much as possible, exit the organization if given the opportunity and produce low quality output because there is no driving force on them to do the work effectively while employees who are motivated to work are likely to be unrelenting, creative and productive, turning out high quality product and giving the organization good image and high growth of economy in the organization.

In this kind of society we find our self today, were there is serious competition, workers are one of the key factors for economic growth. They are properly taken care of because without a committed workforce an organization fails or wind up. The Nigerian reward system which has to do with the basic salary is one of the substandard and poorest in the entire world where “the basic salary of the worker is hardly enough to take the worker to his house. Workers are used and ill-treated, harassed, maltreated, offended and discarded without any appreciation for their contribution to their organization and to the society at large. It is therefore obvious that the issue of adequate motivation of worker has relevance in managerial function and activities that are aimed at directing the productive effort of the workforce toward achieving organizational objectives.

There is therefore thee need to consider Nigerian banking sector and how they motivate their employees to perform better at the banks. We will be looking at Zenith Bank in Lagos state as a case study of this research. Apart from the banking sector, we all know that for any organization that must grow it must have motivated workers if not they will be slow progress.
There has been a lot of research done on motivation by many scholars such as Herzberg (1968) he emphasized that for the happiest and most productive workforce, you need to work on improving both motivator and hygiene factors. To help motivate your employees, make sure they feel appreciated and supported. Give plenty of feedback and make sure your employees understand how they can grow and progress through the company.

[bookmark: _Toc15264677]1.2   STATEMENT OF THE PROBLEM
The Nigerian banking sector has grown from a few institutions who primarily were involved in deposit acceptance and trade finance into a complex multiplayer market where large number of financial institutions, commercial banks operate with diverse products and services. On a daily basis, banks are involved in various activities that require appropriate manpower and a highly effective team to function effectively. As such, corporate goals are set and translated into viable realities only when employees play their due roles in achieving desired results (Ovadje and Ankomah, 2001).
In today’s chaotic business environment, success depends on employees’ utilizing their talents. Despite the myriad of available theories and practices, there have always been a misconception around motivation because individuals are motivated by different factors and in different ways (Ghebregiorgis and Karsten, 2007).

Over time, it has been established that the main problem towards an effective motivation system is the ability of managers to examine and analyze the employee’s needs. Furthermore, there exist some contradiction between employee’s identification of his/her need and the company’s identification of the employee’s needs. This is due to the fact that employees are different and are motivated by different factors. Also, not all employees’ needs would correspond to the organization’s needs; hence some needs may relate entirely to the individual’s private life and be neutral to company’s goals (Meads and Andrews, 2009).
One of the crucial problems facing motivation of employees’ performance in the banking industry in Nigeria is the lack of employees’ motivation to improve standards in their organizations. The motivation and expectation of management is for employees to give their best to achieve the organizational aims and objectives.

The growth of any organization in terms of sizes, capital base cannot be in isolation of the demand for its services or produced.
Consequently, the organization cannot thrive in an unhealthy working environment this is a problem to be investigated. The extent to which labor policies and motivational factors come into play in ensuring industrial harmony and increase performance has been added to major tools for employees’ behavior towards the attainment of organizational goals and objectives.
Therefore, this research work  aims at closing the gap on how motivation affect performance and whether, promotion, incentives and rewards are enough to motivate employees in the banking sector especially the Nigerian banking industry to the level of optimal performance.

[bookmark: _Toc15264678]1.3 	RESEARCH OBJECTIVES
The main objective of this research work is to investigate the influence of motivation on the performance of employees in Nigerian banking sector. Other specific objectives are:
1. To determine the significant effect of promotion on the abilities of employees 
2. To examine the effect of incentives on employee’s performance.
3. To evaluate the impact of employee reward on employee’s efficiency. 
 
1.4 [bookmark: _Toc15264679] RESEARCH QUESTIONS
In order to achieve the objectives of this study, the research shall attempt to provide answers to the following questions: 
1.What is the significant effect of promotion on the abilities of employees?
2. What is the effect of incentives on employee’s performance? 
3. What is the impact of rewards on employees’ efficiency? 
[bookmark: _Toc15264680]1.5	RESEARCH HYPOTHESES
Hypotheses are regarded as tentative or guessed answers to researchable problems that can be tested by further observation. Therefore, the hypotheses will be stated below. Note that these will be gotten from research objectives and the research questions because these three must align together.
H0: There is no significant relationship between promotion and employees’ abilities.
H1: There is a significant relationship between promotion and employees’ abilities.
H0: There is no significant relationship between incentives and performance
H2: There is significant relationship between incentives and performance
H0: There is no significant relationship between rewards and employees efficiency 
H3: There is significant relationship between rewards and employees efficiency 

[bookmark: _Toc15264681]1.6	SCOPE OF THE STUDY
This study examines the influence of motivation on employees’ performance whose shares are quoted in the Nigerian Stock Exchange in Nigeria with particular reference to some branches of Zenith Bank Plc. located in Lagos state. In addition to this scope we will be looking at some branches in Zenith bank in Lagos state due to the fact that we have about 500 branches in Nigeria and about 50 in Lagos state. This study examines the influence of motivation on employees’ performance in Zenith Bank Plc. Lagos state. This study is limited to the examination of the strategies used in arousing, directing and sustaining behavior of workers in some of the branches of the Bank in Lagos.
[bookmark: _Toc15264682]1.7	SIGNIFICANCE OF THE STUDY
Banks play a noticeable character in the economy of any nation. The character they play puts upon them a kind of demand that is very bulky to fulfil. The effective fulfilment of this role depends so much on the employees of the banks. In the case of Zenith Bank Plc., it is been said that it is a digital bank because of the use of Information Communication Technology (ICT) and skills they got in terms of technological aspect, due to the way technology is complicated, employee need to be motivated to encourage them to give their best since its tedious in handling and developing programs and applications that will make banking easy for customers. For this to happen, the employees has been motivated for them to contribute their best in the digital banking but, if the employees’ are not motivated or their needs are not properly met, the objectives of the organization would be jeopardized. This study is expected to fill a gap in this area. It would not only be of great benefit to the bank, it would serve the needs of students, desirous of information concerning motivation and job performance, especially in the banking industry.
The project seeks to highlight the problems associated with staff.
There are several benefits of having a highly motivated workforce including greater employee satisfaction, reduced rate of labor’s turnover, grievance and absenteeism, and less friction among workers (Gary, 2004).This project hopes to shed more light on that aspect of staff life in the workplace.
 Furthermore, this study is significant in the sense that it will enlighten employees and management on different effective ways to motivate employees; how this can be beneficial to the overall performance of the organization and how the organization can achieve the efficiency to develop a substantial organizational culture and human resource policies.
Basically, the importance of this study cuts across the work environment and the society at large, because the knowledge and findings of this study can be applied to every human task. An individual’s motivation would always be reflected in the amount of effort he puts into certain task.
This research is needed to improve employees’ performance at the workplace, to retain employees and to help organizations establish a good image. It would help managers and leaders in our society to identify the things that they need to do in order to successfully motivate their employees to perform at their best. As a manager this knowledge will help in understanding what new strategies could be implemented in order to motivate employees to achieve optimal business results. It is evident that there is a need for this study because of the many organization that devote huge budget to increase employee motivation.
The findings from this study would help to further highlight the likely problems of frustrations and how motivation can be used to either reduce or eliminate this problem amongst employees of Zenith Bank Plc. It will as well assist students, teachers, human resource managers, government and others who may find this research work useful. 
Additionally, this study will be of immense benefit to policy makers in the human resources functions of the organizations. Labour union officials will find the findings of this research work usefully especially when they find themselves at the negotiation table meetings.
[bookmark: _Toc15264683]1.8	LIMITATIONS OF THE STUDY
The limitations experienced in the course of this study are basically centered on problems relating to difficulty in generating reasonable, adequate and reliable information from respondents; financial constraint and time constraint.
[bookmark: _Toc15264684]1.9 	JUSTIFICATION OF THE STUDY
Justification for this study stems from the fact that previous works on motivation of employees as it affects performance were mostly carried out in developed nations. Much was not said about the relationship between motivation and performance in Nigerian banking industry, hence the need to look at how different mechanisms of motivating members of staff can enhance their performance.
This project work will also approach the issue of staff motivation from a different angle and give another perception to this concept. It will enrich the existing literature on performance and motivation in Nigeria and that of Zenith Bank specifically.

[bookmark: _Toc15264685]1.10    DEFINITION OF TERMS
1. MANAGEMENT: According to Corkery (1994) management is the co-ordination of human and material resources through the processes of planning, organizing, directing and controlling in order to achieve organizational objectives.
2. MOTIVATION: According to Abraham H. Maslow (1943) motivation is the act of boasting the moral of a staff towards productivity. This refers to the process in which inner urges energizes behavior.
3. NEED: According to Lionel Robinson (1978) need is as wants for satisfying some useful purpose.
4. INCENTIVE: - Humphrey defined incentive as something which encourages somebody to do something.
5. PRODUCTIVITY:- this is defined as output per worker or per main hour, measured or assessed by supervisor through periodic assessment or evaluation
6. PERFORMANCE: - act or process of performing a task or an act

[bookmark: _Toc15264686]CHAPTER TWO
[bookmark: _Toc15264687]2.0	REVIEW OF RELATED LITERATURE
[bookmark: _Toc15264688]2.1   	CONCEPTUAL REVIEW
This chapter is dedicated to the review of relevant literature for this study. Consequently, the works of scholars and authors on the concept, objectives, and techniques, complexity of motivation, management policies and theories of motivation will be reviewed.

[bookmark: _Toc15264689]2.1.1 	THE CONCEPT OF MOTIVATION
Motivation is the word derived from the word ’motive’ which means needs, desires, wants or drives within the individuals. It is the process of stimulating people to actions to accomplish the goals. In the work goal context the psychological factors stimulating the people’s behavior can be desire for money, success, recognition, job-satisfaction, team work. Motivation is to do with having the desire to complete a task to the best of your ability. It can be influenced by rewards (the carrot) or threat and punishment or discipline (the stick). However, true motivation comes from within. Akintoye (2000) asserts that money remains the most significant motivational strategy.
Halepota (2005) defines motivation as “a person’s active participation and commitment to achieve the prescribed results”. Halepota further presents that the concept of motivation is abstract because different strategies produce different results at different times and there is no single strategy that can produce guaranteed favorable results all the times. To conclude, it can be observed from the above definitions, motivation in general, is more or less basically concern with factors or events that moves, leads and drives certain human action or inaction over a given period of time, given the normal conditions.
Certo (2016) describes motivation as giving people incentives that cause them to act in desired ways. Motivation has also been described as the process of arousing and sustaining goal-directed behavior (Nelson, 2013). The obligation for motivation is in three-fold: it falls on the senior leadership, the direct manager and the employee (Bhuvanaiah and Raya, 2015).
One of the most important functions of management is to create willingness amongst the employees to perform in the best of their abilities. Therefore the role of a leader is to arouse interest in performance of employees in their jobs. The process of motivation consists of three stages:-
1. A felt need or drive
2. A stimulus in which needs have to be aroused
3. When needs are satisfied, the satisfaction or accomplishment of goals.
Therefore, we can say that motivation is a psychological phenomenon which means needs and wants of the individuals have to be tackled by framing an incentive plan.

[bookmark: _Toc15264690]2.1.2 	FEATURES OF A GOOD MOTIVATION SYSTEM
Motivation is a state of mind. High motivation leads to high morale and greater production. A motivated employee gives his best to the organization. He stays loyal and committed to the organization. A sound motivation system in an organization should have the following features:
1. Superior performance should be reasonably rewarded and should be duly acknowledged.
2. If the performance is not consistently up to the mark, then the system must make provisions for penalties.
3. A sound motivation system must be correlated to organizational goals. Thus, the individual/employee goals must be harmonized with the organizational goals.
4. The management approach should be participative. All the subordinates and employees should be involved in decision- making process.
5. The motivation system should involve monetary as well as non- monetary rewards. The monetary rewards should be correlated to performance. Performance should be based on the employees’ action towards the goals, and not on the fame of employees.

[bookmark: _Toc15264691]2.1.3 	MAJOR TYPES OF MOTIVATION
There are two types of motivation, Intrinsic and Extrinsic motivation. It's important to understand that we are not all the same; thus effectively motivating your employees requires that you gain an understanding of the different types of motivation. Such an understanding will enable you to better categorize your team members and apply the appropriate type of motivation. You will find each member different and each member's motivational needs will be varied as well. Some people respond best to intrinsic which means "from within" and will meet any obligation of an area of their passion. Quite the reverse, others will respond better to extrinsic motivation which, in their world, provides that difficult tasks can be dealt with provided there is a reward upon completion of that task. Become an expert in determining which type will work best with team members.
1. INTRINSIC MOTIVATION
Intrinsic motivation means that the individual's motivational stimuli are coming from within. The individual has the desire to perform a specific task, because its results are in accordance with his belief system or fulfills a desire and therefore importance is attached to it. Below are some examples:
a. Acceptance: We all need to feel that we, as well as our decisions, are accepted by our co-workers.
b. Honor: We all need to respect the rules and to be ethical.
c. Independence: We all need to feel we are unique.
d. Order and power: We all need to be organized and have the desire to be able to have influence. 
e. Social contact and  Status: We all need to have some social interactions as well as to have the desire to feel important
ADVANTAGES OF INTRINSIC MOTIVATION:
1. Long-lasting
2. Self-sustaining
3. Focuses on the subject rather than the reward or punishment
DISADVANTAGES OF INTRINSIC MOTIVATION:
1. Slow to change the behavior
2. Requires lengthy preparation and special attention
3. A variety of approaches may be needed to motivate students

2. EXTRINSIC MOTIVATION
Extrinsic motivation means that the individual's motivational stimuli are coming from outside. In other words, our desires to perform a task are controlled by an outside source. Note that even though the stimuli are coming from outside, the result of performing the task will still be rewarding for the individual performing the task. Extrinsic motivation is external in nature. The most well-known and the most debated motivation is money. Below are some other examples:
a. Employee of the month award
b. Benefit package
c. Bonuses
d. Organized activities
ADVANTAGES OF EXTRINSIC MOTIVATION:
1. Quickly changes behaviors
2. Requires little effort or preparation
3. Requires little knowledge of the student
DISADVANTAGES OF EXTRINSIC MOTIVATION:
1. Provides distraction from learning
2. Difficulty in determining appropriate rewards and punishment
3. Once the reward is removed, motivation is lost
Both motivational types can influence the learning behavior of a student. Research suggests that extrinsic rewards can have a negative impact on intrinsic motivation; therefore, extrinsic methods should be used carefully and sparingly (Vanderbilt University: Center for Teaching, 2011).




2.1.4 OTHER TYPES OF MOTIVATION.
1.    Achievement Motivation:
It is the drive to pursue and attain goals. An individual with achievement motivation wishes to achieve objectives and advance up on the ladder of success. Here, accomplishment is important for its own sake and not for the rewards that accompany it. It is similar to ‘Kaizen’ approach of Japanese Management. This motivation is more important for professionals.
2.  Affiliation Motivation:
It is a drive to relate to people on a social basis. Persons with affiliation motivation perform work better when they are complimented for their favorable attitudes and co-operation. This motivation is of greater use where money cannot be used to motivate, especially minimum-wage employees and contingent professionals.
3. Competence Motivation:
It is the drive to be good at something, allowing the individual to perform high quality work. Competence motivated people seek job mastery, take pride in developing and using their problem-solving skills and strive to be creative when confronted with obstacles. They learn from their experience. Specialists, like heart surgeons would feel motivated if they get chances to operate upon unique cases.


4. Power Motivation:
It is the drive to influence people and change situations. Power motivated people create an impact on their organization and are willing to take risk to do so. Ms Mayawati, Chief Minister of Uttar Pradesh in India is power motivated.

5. Attitude Motivation:
Attitude motivation is how people think and feel. It is their self- confidence, their belief in themselves, and their attitude to life. It is how they feel about the future and how they react to the past.
6. Incentive Motivation
It is where a person or a team reaps a reward from an activity. It is “you do this and you get that”, attitude. It is the type of rewards and prizes that drive people to work a little harder. Most of the unorganized job workers get motivated when they are offered more money.
7. Fear Motivation:
Fear motivation coercions a person to act against will. It is instantaneous and gets the job done quickly. It is helpful in the short run. Managers following Theory x come into this category. In Indian army, this kind of motivation is very popular.

[bookmark: _Toc15264692]2.1.5 	MOTIVATIONAL TECHNIQUES
One of the most effective ways of motivating a team is to ensure that they understand and appreciate the aims of an organization and are supported by their managers in working towards the achievement of those aims. There are a range of motivational techniques that can be used to improve performance, reduce workplace stress and increase self-confidence. There are a number of ways of inspiring and motivating a team; they are as follows
a. Team-building
Despite mixed feelings about team-building activities, the fact that they encourage people to work together outside the office environment can be a definite advantage. They can encourage healthy competition and give each member of staff the opportunity to be on the winning team. Improving team relationships can result in increased performance and morale, and can lead to a much happier and healthier working environment. (Koontz and Weihrich, 1990; Robbins, 1998).

b. Money
Whether in the form of wages, piecework (getting paid for units produced at a certain quality level) or any other incentive pay, bonuses, stock options, company-paid insurance, or any of the other things that may be given to people for performance, money is important; it could also mean status or power. For some people money will always be of the utmost importance, while for others it may never be. The way to ensure that money has meaning, as a reward for accomplishment and as a way of giving people pleasure from accomplishment, is to base compensation as much as possible on performance (koontz and Weihrich,1990; Edwin, 1993).
c. Enhanced communication and promotion
Communication does not only mean talking to your team but also listening to them. It is important to ensure their understanding of company’s objectives and their individual job roles but it is equally important to show them the importance of their feedback for the achievement of targets and standards. Promotion is also a measure to value motivation, with the employees been promoted they will perform well at work. (Robbins, 1999; Daniel, 2001).
d. Quality of working life programs and Technology
These programs as described by Koontz and Weihrich (1990) and Bateman and Snell (2004) create a workplace that enhances employees‟ well-being and satisfaction. The general goal of quality of working life programs is to satisfy a full range of employee’s needs. People’s needs are divided into eight categories: Adequate and fair compensations, safe and healthy environments, jobs that develop human capacities, chance for personal growth and security, social environment that fosters personal identity, freedom from prejudice, sense of community, and upward mobility, constitutionalism, or rights of personal privacy, dissent and due process, work role that minimizes infringement on personal leisure and family needs and socially responsible organizational actions. Quality of working life programs mean much more than each person’s quantity of work output. It also indicates turnover, absenteeism, accidents, theft, sabotage, creativity, innovation and especially the quality of work. The rising of technology in our today world is so magnificent that employees can be motivated based on the technological inputs in the organization to enhance their work.
e. Targets, rewards and incentives
It is generally accepted that having targets to work towards, as long as they are realistic, is one of the most effective ways of improving performance. Hitting targets improves morale and self-confidence but remember that those who consistently underachieve will end up feeling demotivated. Target achievement can be rewarded not only with financial incentives but perhaps with the offer of increased responsibility or even promotion. Different people are motivated by different things so it is important to make sure that you offer the right incentives to the right member of the team. Motivating a team is always easier if you fully understand that they may not necessarily be motivated by the same things as you. The most effective teams are those that feel valued and supported but also feel that they are progressing and developing through the completion of challenging tasks. If a team understands company’s objectives, they are much more likely to want to work harder towards their achievement. Also, most people tend to respond well to being given the opportunity to make decisions and take on additional responsibilities. Whatever motivational techniques work the best, it is always important to ensure that your team feels it is making a valuable and positive contribution (Koontz and Weihrich, 1990; Daniel, 2001; Kelly, 2010).
f. Checking system for equity
Rewards should also be perceived by employees as equating with inputs they bring to the job. This should mean that experience; skills, abilities, efforts and other obvious inputs should explain differences in performance and, hence, pay job assignments, and other obvious rewards (Robbins, 1998).

[bookmark: _Toc15264693]2.1.6 	MOTIVATION PROCESS IN MANAGEMENT AND ORGANISATIONAL BEHAVIOUR
Motivation Process: The motivation process progresses through a series of discrete steps. Needs/motives are the starting point of motivation. An unsatisfied need creates tension that stimulates drives within the individual. These drives generate a search behavior to achieve particular goals that will satisfy the need and lead to a reduction of tension. The action taken by the individual will lead to the reward/goal which satisfies the need and reduces tension. No matter which theory of motivation the manager is following, the process is always similar.


The motivation process is presented in the diagram below: Fig 2.1

REWARDS OR 
GOALS
NEEDS OR
 MOTIVES

TENSION                SEARCH                      PERFORMANCE


	
NEEDS SATISFACTION
Source: Researchgate.edu
Employee motivation is of crucial concern to management; mainly because of the role that employee motivation plays in performance.
FIVE (5) STEPS OF MOTIVATION PROCESS
1. Identify Unsatisfied Needs and Motives.
2. Tension.
3. Action to satisfy needs and motives.
4. Goal accomplishment.
5. Feedback.
STEPS OF MOTIVATION PROCESS EXPLAINED BELOW;
1. Identify Unsatisfied Needs and Motives
The first process of motivation involves unsatisfied needs and motives. Unsatisfied needs activated by internal stimuli such as hunger and thirst. They can also be activated by external stimuli such as advertisement and window display.
2. Tension
Unsatisfied needs create tension in the individual. Such tension can be physical, psychological, and sociological. In this situation, people try to develop objects that will satisfy their needs.
3. Action to satisfy needs and motives
Such tension creates a strong internal stimulus that calls for action. The individual engages in activities to satisfy needs and motives for tension reduction.
For this purpose, alternatives are searches and choice is made; the action can be hard work for earning more money.
4. Goal accomplishment
Action to satisfy needs and motives accomplishes goals. It can be achieved through reward and punishment. When actions are carried out as per the tensions, then people are rewarded others are punished. Ultimately goals are accomplished.

5. Feedback
Feedback provides information for revision or improvement or modification of needs as needed. Depending on how well the goal is accomplished their needs and motives are modified.
Drastic changes in environment necessitate the revision and modification of needs.
Usually, performance is determined by Ability, Environment and Motivation.
If any of these three factors is missing or deficient, effective performance is impossible.
A manager may have the most highly qualified employees under him and provide them with the best possible environment, but effective performance will not result unless the subordinates are motivated to perform well.
Therefore, management can do its job effectively only through motivating employees to work for the accomplishment of organizational objectives.


[bookmark: _Toc15264694]2.1.7	FACTORS THAT AFFECT MOTIVATION
1. Leadership style,
2. The reward system,
3. The organizational climate
4. The structure of the work.

[bookmark: _Toc15264695]2.1.8 	PROBLEMS OF MOTIVATING EMPLOYEES IN AN ORGANISATION
Keeping employees motivated and engaged can help boost morale, reduce turnover and create a more dynamic and profitable operation. While different things motivate different people, there are several demotivating practices that can negatively impact your business. Recognizing and correcting these issues can help improve your organization on numerous fronts.
1. Poor leadership structure:
When no one appears to be in charge, or worse, everyone thinks they're in charge, it can be hard to perform at peak levels. A lack of hierarchy or direct reporting structure leads to confusion, resentment and an overall lack of direction. Employees are demotivated because their objectives are unclear, and therefore, difficult to work toward. Here are some issues that contribute to this employee motivation problem:
· No clear chain of command.
· Disorganized directives.
· Hazy goals and objectives.
The employee motivation problem can be solved by writing detailed job descriptions, creating an internal organizational chart and setting clear organizational goals, both individually and by the department.
2. Lack of challenging work:
Employees who are bored are typically unmotivated. They may not take an interest in tasks they consider mundane or may perform poorly at the work they do attempt. Some reasons for this motivational problem include:
· Not taking advantage of an employee's skill set.
· Lack of professional development opportunities.
· Failure to promote from within.
This issue can be addressed on several fronts, including the interviewing stage, when you should strive to ensure the person you hire is a good match for the job. Once someone is in their position, provide proper training and the tools the individual needs to do their job effectively. If they appear to master tasks quickly or don't show an interest, consider cross-training, mentoring, and job-shadowing or even a different position that better utilizes their talents.
3. Workplace conflict:
When employees are at odds with one another, or with management, it's not only demotivating; it's also unproductive and could lead to a toxic work environment. Signs of workplace conflict include:
· Open disagreement.
· Open sabotage of the work product.
· Gossip and clique formation.
· Constant complaints to human resources.
Resolve workplace conflict by setting clear directives about the types of behavior that will not be tolerated, and taking action accordingly. Address conflict as it arises and set in place a mediation approach to ensure employees have the ability to work out their differences in a professional setting.
4. Lack of confidence in the company:
If employees don't feel the company is "going anywhere," or perceive the business is mismanaged to the point of potential job loss, this feeling of insecurity can manifest as poor motivation. Signs of this lack of confidence may be demonstrated in the following ways:
· Disinterest in long-term projects.
· Unwillingness to cross-train or develop professionally.
· High turnover as people search for new jobs.
· Poor quality of the work product.
This issue can be addressed by sharing corporate objectives with staffers. Develop a strategic long-term business plan and solicit employee feedback. Demonstrate how their roles will be augmented with teamwork and growth to get buy-in about the company's future. If gossip develops about closure, mergers or other altering factors, communicate sooner rather than later so staffers feel you are being upfront about the company's future.
5. No one on one attention:
Regardless of the company's size, employees need regular feedback to be motivated to do their jobs properly, and well. Some things that might make a staff feel left out in the cold include:
· No regular performance evaluations.
· Irregular one-on-one management meetings.
· Lack of personal goal-setting.
· The absence of regular feedback.
Resolve this potential motivation issue by regularly scheduling brief private appointments with staff to touch base on both work and professional development issues. Hold regular employee performance reviews, annually or bi-annually, and in these discussions, set specific goals and objectives.
Employee motivation is directly tied to productivity and operational success. If you are concerned about whether your staffers are motivated, invite them to share their feelings on the subject via a focus group, employee committee or survey. You will generate a lot of feedback you can use to your advantage, as well as re-assure employees their input is valued.

2.1.9 [bookmark: _Toc15264696]IMPORTANCE OF MOTIVATION
1. Put human resources into action: Every concern requires physical, financial and human resources to accomplish the goals. It is through motivation that the human resources can be utilized by making full use of it. This can be done by building willingness in employees to work. This will help the enterprise in securing best possible utilization of resources.
2. Improves level of efficiency of employees: The level of a subordinate or an employee does not only depend upon his qualifications and abilities. For getting best of his work performance, the gap between ability and willingness has to be filled which helps in improving the level of performance of subordinates. This will result into-
i. Increase in productivity,
ii. Reducing cost of operations,
iii. Improving overall efficiency 
3. Leads to achievement of organizational goals: The goals of an enterprise can be achieved only when the following factors take place:-
i. There is best possible utilization of resources,
ii. There is a co-operative work environment,
iii. The employees are goal-directed and they act in a purposive manner.

4. Builds friendly relationship: Motivation is an important factor which brings employees satisfaction. This can be done by keeping into mind and framing an incentive plan for the benefit of the employees. This could initiate the following things:
1. Monetary and non-monetary incentives,
2. Promotion opportunities for employees,
3. Disincentives for inefficient employees.
5. Leads to stability of work force: Stability of workforce is very important from the point of view of reputation and goodwill of a concern. The employees can remain loyal to the enterprise only when they have a feeling of participation in the management. This will lead to a good public image in the market which will attract competent and qualified people into a concern. As it is said, “Old is gold” which suffices with the role of motivation here, the older the people, more the experience and their adjustment into a concern which can be of benefit to the enterprise.
We can summarize by saying that motivation is important both to an individual and a business. Motivation is important to an individual as:
1. Motivation will help him achieve his personal goals.
2. If an individual is motivated, he will have job satisfaction.
3. Motivation will help in self-development of individual.
4. An individual would always gain by working with a dynamic team.
Similarly, Motivation is important to a business as:
1. The more motivated the employees are, the more empowered the team is.
2. The more is the team work and individual employee contribution, more profitable and successful is the business.
3. During period of amendments, there will be more adaptability and creativity.
4. Motivation will lead to an optimistic and challenging attitude at work place.
[bookmark: _Toc15264697]2.1.10 	MOTIVATION TIPS FOR EMPLOYEES
Employees are the building blocks of an organization. Organizational success depends on the collective efforts of the employees. The employees will collectively contribute to organizational growth when they are motivated.
Below mentioned, are some tips for motivating the employees in an organization:
1. Be familiar with your employees- The manager should be well acquainted with his employees. The more and the better he knows his employees , the simpler it is to get them involved in the job as well as in achieving the team and organizational goals. This will also invite staff’s commitment and loyalty. A cordial superior-subordinate relationship is a key factor in job-satisfaction.
2. Provide the employees certain benefits- Give your staff some financial and other benefits. Give them bonuses, pay them for overtime, and give them health and family insurance benefits. Make sure they get breaks from work. Let them enjoy vacations and holidays.
3. Acknowledge your staff on their achievements- A pat on the back, some words of praise, and giving a note of credit to the employees at personal level with some form of broad publicity can motivate the employees a lot. Make it a point to mention the employees’ outstanding achievements in official newsletters or organization’s journal. Not only acknowledge the employee with highest contribution, but also acknowledge the employee who meets and over exceeds the targets.
4. Ensure effective communication- In order to motivate your staff, indulge in effective communication such as avoid using anger expressions, utilize questioning techniques to know employees mindset and analysis rather than ordering the employees what to do, base your judgments on facts and not on assumptions, use relaxed and steady tone of voice, listen effectively and be positive and helpful in your responses. Share your views with the employees.
5. Develop and encourage creativity- The employees should be encouraged to develop the creativity skills so as to solve organizational problems. Give them time and resources for developing creativity. Let them hold constant brainstorming sessions. Invite ideas and suggestions from the employees. They may turn out to be very productive.
6. Don’t be rigid. Be flexible- Introduce flexibility in work. Allow for flexible working hours if possible. Let the employees work at home occasionally if need arises. Do not be rigid in accepting ideas from your employees. Stimulate flexible attitudes in the employees who are accountable to you by asking what changes they would like to bring about if given a chance.
7. Respect your team- Respect not only the employees’ rights to share and express their views, and to be themselves, but their time too. This will ensure that the employees respect you and your time. Make the employees feel that they are respected not just as employees but as individuals too.
[bookmark: _Toc15264698]2.1.11 	INFLUENCE OF MOTIVATION ON PERFORMANCE
The performance of employees will make or break a company; this is why it is important to find a variety of methods of motivating employees. "Motivation is the willingness to do something," wrote Stephen Robbins and David A. DeCenzo in their book "Supervision Today." "It is conditioned by this action's ability to satisfy some need for the individual." The most obvious form of motivation for an employee is money; however, there are other motivating factors that must be considered. Every employee within a company is different and, therefore, is motivated to perform well for different reasons. Due to the differences within an organization, it is important for a manager to get to know her employees and understand what motivates their performance. "If you're going to be successful in motivating people, you have to begin by accepting and trying to understand individual differences," Robbins and DeCenzo report in their book "Supervision Today." Money is the most important motivator for employee performance but it is important for 42 companies to find other ways to motivate. This involves getting to know their employees and what drives them, then making sure managers utilize appropriate motivational techniques with each employee. When appropriate motivation techniques are used, employee performance will improve.
[bookmark: _Toc15264699]2.1.12 	EMPLOYEE
A person who is hired to provide services to a company on a regular basis in exchange for compensation and who does not provide these services as part of an independent business.
EMPLOYEES’ PERFORMANCE
The job related activities expected of a worker and how well those activities were executed. Many business personnel directors assess the employee performance of each staff member on an annual or quarterly basis in order to help them identify suggested areas for improvement. We have various way we measure performance such as control report, bringing ideas to the business, ability to meet target, knowing your processes, core values ability to help your boss, making life easy and through effectiveness and efficiency.

ADVANTAGES OF HIGHER EMPLOYEES’ PERFORMANCE
1. The productivity of individual on job increases.
2. Employee gets job satisfaction at job.
3. Psychological problems of employees come to low level.
4. Involvement of employees in their jobs increases.






THE TRIARCHY MODEL OF EMPLOYEE PERFORMANCE: Fig 2.2
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Source:	 Researchgate.edu

1. CONTEXTUAL PERFORMANCE
This concerns aspect of an individual’s performance which maintains and enhances an organization’s social network and the psychological climate that supports technical tasks.
In recent years, contextual performance has emerged as an important aspect of overall job performance. Job performance is no longer considered to consist strictly of performance on a task. Rather, with an increasingly competitive job market, employees are expected to go above and beyond the requirements listed in their job descriptions. Contextual performance, which is defined as activities that contribute to the social and psychological core of the organization, is beginning to be viewed as equally important to task performance. Examples of contextual performance include volunteering for additional work, following organizational rules and procedures even when personally inconvenient, assisting and cooperating with coworkers, and various other discretionary behaviors.
2. TASK PERFORMANCE
This is a generic term for how a person does on a given task. For instance task performance is sometimes measured as response time (how long a person takes to respond to a given, timed or untimed stimulus) or it could be measured as accuracy.  Typically task performance is a term for quantifying someone's performance on a task. Task performance relates to transforming raw materials into the goods and services which are specific to the job, the core technical skill.
3. ADAPTIVE PERFORMANCE
In the work environment it refers to adjusting to and understanding change in the workplace. An employee who is versatile is valued and important in the success of an organization.

[bookmark: _Toc15264700]2.1.13    NIGERIA BANKING SECTOR.
A bank is a financial institution licensed to receive deposits and make loans. Banks may also provide financial services, such as wealth management, currency exchange, and safe deposit boxes. There are two types of banks: commercial banks and investment banks. In most countries, banks are regulated by the national government or central bank.
The history of Nigeria’s banking sector can be traced way back to the colonial era when the first financial institution was established to meet the needs of the colonial government. In 1892, the African Banking Corporation was established and the Bank of British West Africa, now First Bank was founded in 1894 by shipping magnate, Alfred Lewis Jones, who originally had a monopoly on importing silver currency into West Africa. Jones felt that without a bank economy in the colonized regions, they were reduced to using barter and a wide variety of mediums of exchange, leading to unsound practices. He believed a bank could provide a secure home for deposits and also a uniform medium of exchange. As the ownership structure of the banks then was solely foreign, it primarily financed foreign trade, and did little lending to indigenous Nigerians, who had little to offer as collateral for loans. This led to indigenous entrepreneurs becoming involved in banking.
Though many observers believe the risk management and corporate governance focus of Sansui’s CBN was relatively commendable, stability in the sector was more of a transient effect of a relatively stable economy of the time as things began to go bad with reversal of oil revenue inflow into the economy in the second half of 2014. Also despite the CBN’s attempt to ensure the banks remain responsive to activating a financially driven real sector, the impact has not been too significant.
Under the governance of Godwin Emefiele who led CBN, the story seems to have changed only a little. Emefiele’s CBN is set on creating financial system stability by managing factors that create liquidity shocks and zero tolerance practices that undermine the health of financial institutions.  He seeks a zero tolerance policy on fraudulent borrowers and he also reinforced the cashless policy which was introduced in 2012 to help strengthen the payment system. The industry has seen tremendous change and healthy competition that has led to improved service delivery to customers. Innovation is the in thing as banks strive to be the first to break new service offerings. However, with the recent revocation of the banking license of a bank once deemed a Systemically Important Bank, there is more to be done to ensure adherence to corporate governance by financial institutions in the country.

[bookmark: _Toc15264701]2.1.14 	Background of Zenith Bank Nigeria Plc.
Zenith Bank Plc. was established on May 1990, and commenced operations in July of the same year as a commercial bank. The Bank became a public limited company on June 17, 2004 and was listed on the Nigerian Stock Exchange (NSE) on October 21, 2004 following a highly successful Initial Public Offering (IPO). Zenith Bank Plc. currently has a shareholder base of about one million and is Nigeria’s biggest bank by tier-1 capital. In 2013, the Bank listed $850 million worth of its shares at $6.80 each on the London Stock Exchange (LSE).
Headquartered in Lagos, Nigeria, Zenith Bank Plc. has over 500 branches and business offices in prime commercial centers in all states of the federation and the Federal Capital Territory (FCT). In March 2007, Zenith Bank was licensed by the Financial Services Authority (FSA) of the United Kingdom to establish Zenith Bank (UK) Limited as the United Kingdom subsidiary of Zenith Bank Plc.
Zenith Bank also has subsidiaries in: Ghana, Zenith Bank (Ghana) Limited; Sierra Leone, Zenith Bank (Sierra Leone) Limited; Gambia, Zenith Bank (Gambia) Limited. The bank also has representative offices in South Africa and The People’s Republic of China. The Bank plans to take the Zenith brand to other African countries as well as the European and Asian markets.
Zenith Bank Plc. blazed the trail in digital banking in Nigeria; scoring several firsts in the deployment of Information and Communication Technology (ICT) infrastructure to create innovative products that meet the needs of its teeming customers.
The bank is verifiably a leader in the deployment of various channels of banking technology, and the Zenith brand has become synonymous with the deployment of state-of-the-art technologies in banking. Driven by a culture of excellence and strict adherence to global best practices, the Bank has combined vision, skillful banking expertise, and cutting-edge technology to create products and services that anticipate and meet customers’ expectations; enable businesses to thrive and grow wealth for customers.
Zenith Bank Plc. founded by Jim Ovia in 1990, has since grown astronomically to become one of the leading financial institutions in Africa. Zenith Bank Plc. currently ranks as the 6th biggest bank in the continent. The Bank grew its shareholder’s fund of ₦20million in 1990 to ₦704.50billion as at year end 2016. Today, the Bank continues to thrive on the strong values, brand equity, corporate culture of professionalism and service excellence which are the foundations upon which the bank was built.
Zenith Bank has clearly distinguished itself in the banking industry through superior service quality, unique customer experience, and sound financial indices. These have become part of our corporate culture to the extent the bank is easily associated with the following attributes; Best-in-class customer experience, creativity, excellent financial performance, good asset quality, stable management, dedicated and highly skilled work-force, cutting-edge Information and Communication Technology, efficient and effective distribution channels. The bank’s strategy of assessing and managing its impact on the industry forms an integral part of our strategic objective. Specifically, the bank considers how the present and future capital requirements will be met and managed in view of projected capital requirements based on its assessment and against the regulatory capital requirement.

[bookmark: _Toc15264702]2.2 	THEORETICAL REVIEW
[bookmark: _Toc15264703]2.2.1     HERZBERG’S TWO – FACTOR THEORY OF MOTIVATION
In 1959, Frederick Herzberg, a behavioral scientist proposed a two-factor theory or the motivator-hygiene theory. According to Herzberg, there are some job factors that result in satisfaction while there are other job factors that prevent dissatisfaction. According to Herzberg, the opposite of “Satisfaction” is “No satisfaction” and the opposite of “Dissatisfaction” is “No Dissatisfaction”.
Herzberg classified these job factors into two categories-
1. Hygiene factors- Hygiene factors are those job factors which are essential for existence of motivation at workplace. These do not lead to positive satisfaction for long-term. But if these factors are absent or if these factors are non-existent at workplace, then they lead to dissatisfaction. In other words, hygiene factors are those factors which when adequate in a job, pacify the employees and do not make them dissatisfied. These factors are extrinsic to work. Hygiene factors are also called as dissatisfiers or maintenance factors as they are required to avoid dissatisfaction. These factors describe the job environment. The hygiene factors symbolized the physiological needs which the individuals wanted and expected to be fulfilled. Hygiene factors include:
	a.  Pay - The pay or salary structure should be appropriate and reasonable. It must be equal and competitive to those in the same industry in the same domain.
b. Company Policies and administrative policies - The company policies should not be too rigid. They should be fair and clear. It should include flexible working hours, dress code, breaks, vacation, etc.
c. Fringe benefits - The employees should be offered health care plans (med claim), benefits for the family members, employee help programs, etc.


2. Motivational factors- According to Herzberg, the hygiene factors cannot be regarded as motivators. The motivational factors yield positive satisfaction. These factors are inherent to work. These factors motivate the employees for a superior performance. These factors are called satisfiers. These are factors involved in performing the job. Employees find these factors intrinsically rewarding. The motivators symbolized the psychological needs that were perceived as an additional benefit. Motivational factors include:
i. Recognition - The employees should be praised and recognized for their accomplishments by the managers.
ii. Growth and promotional opportunities - There must be growth and advancement opportunities in an organization to motivate the employees to perform well.
iii. Responsibility - The employees must hold themselves responsible for the work. The managers should give them ownership of the work. They should minimize control but retain accountability.
LIMITATIONS OF TWO-FACTOR THEORY
1. Herzberg assumed a correlation between satisfaction and productivity. But the research conducted by Herzberg stressed upon satisfaction and ignored productivity.
2. The theory’s reliability is uncertain. Analysis has to be made by the raters. The raters may spoil the findings by analyzing same response in different manner.
3. No comprehensive measure of satisfaction was used. An employee may find his job acceptable despite the fact that he may hate part of his job.
4. The theory ignores blue-collar workers. Despite these limitations, Herzberg’s Two-Factor theory is acceptable broadly.
IMPLICATIONS OF TWO-FACTOR THEORY
	The Two-Factor theory implies that the managers must stress upon guaranteeing the adequacy of the hygiene factors to avoid employee dissatisfaction. Also, the managers must make sure that the work is stimulating and rewarding so that the employees are motivated to work and perform harder and better. This theory emphasize upon job-enrichment so as to motivate the employees. The job must utilize the employee’s skills and competencies to the maximum. Focusing on the motivational factors can improve work-quality.
[bookmark: _Toc15264704]2.2.2 HIERARCHY OF NEEDS THEORY
Abraham Maslow is well renowned for proposing the Hierarchy of Needs Theory in 1943. This theory is a classical depiction of human motivation. This theory is based on the assumption that there is a hierarchy of five needs within each individual. The urgency of these needs varies. These five needs are as follows:




 Fig 2.3
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	1. Physiological needs- These are the basic needs of air, water, food, clothing and shelter. In other words, physiological needs are the needs for basic amenities of life.
2. Safety needs- Safety needs include physical, environmental and emotional safety and protection. For instance- Job security, financial security, protection from animals, family security, health security, etc.
3. Social needs- Social needs include the need for love, affection, care, belongingness, and friendship.
4. Esteem needs- Esteem needs are of two types: internal esteem needs (self- respect, confidence, competence, achievement and freedom) and external esteem needs (recognition, power, status, attention and admiration).
5. Self-actualization need- This include the urge to become what you are capable of becoming what you have the potential to become. It includes the need for growth and self-contentment. It also includes desire for gaining more knowledge, social-service, creativity and being aesthetic. The self- actualization needs are never fully satiable. As an individual grows psychologically, opportunities keep cropping up to continue growing.
According to Maslow, individuals are motivated by unsatisfied needs. As each of these needs is significantly satisfied, it drives and forces the next need to emerge. Maslow grouped the five needs into two categories - Higher-order needs and Lower-order needs. The physiological and the safety needs constituted the lower-order needs. These lower-order needs are mainly satisfied externally. The social, esteem, and self-actualization needs constituted the higher-order needs. These higher-order needs are generally satisfied internally, i.e., within an individual. Thus, we can conclude that during boom period, the employees lower-order needs are significantly met.


[bookmark: _Toc15264705]IMPLICATIONS OF MASLOW’S HIERARCHY OF NEEDS THEORY FOR MANAGERS
	
	1. As far as the physiological needs are concerned, the managers should give employees appropriate salaries to purchase the basic necessities of life. Breaks and eating opportunities should be given to employees.

	
	2. As far as the safety needs are concerned, the managers should provide the employees job security, safe and hygienic work environment, and retirement benefits so as to retain them.

	
	3. As far as social needs are concerned, the management should encourage teamwork and organize social events.

	
	4. As far as esteem needs are concerned, the managers can appreciate and reward employees on accomplishing and exceeding their targets. The management can give the deserved employee higher job position in the organization.

	
	5. As far as self-actualization needs are concerned, the managers can give the employees challenging jobs in which the employees’ skills and competencies are fully utilized. Moreover, growth opportunities can be given to them so that they can reach the peak.


[bookmark: _Toc15261246][bookmark: _Toc15264706]The managers must identify the need level at which the employee is existing and then those needs can be utilized as push for motivation.

[bookmark: _Toc15264707]LIMITATIONS OF MASLOW’S THEORY
1. It is essential to note that not all employees are governed by same set of needs. Different individuals may be driven by different needs at same point of time. It is always the most powerful unsatisfied need that motivates an individual.
2. The theory is not empirically supported.
3. The theory is not applicable in case of starving artist as even if the artist’s basic needs are not satisfied, he will still strive for recognition and achievement.
[bookmark: _Toc15264708]2.2.3 THE EXPECTANCY THEORY
The expectancy theory was proposed by Victor Vroom of Yale School of Management in 1964. Vroom stresses and focuses on outcomes, and not on needs unlike Maslow and Herzberg. The theory states that the intensity of a tendency to perform in a particular manner is dependent on the intensity of an expectation that the performance will be followed by a definite outcome and on the appeal of the outcome to the individual.
The Expectancy theory states that employee’s motivation is an outcome of how much an individual wants a reward (Valence), the assessment that the likelihood that the effort will lead to expected performance (Expectancy) and the belief that the performance will lead to reward (Instrumentality). In short, Valence is the significance associated by an individual about the expected outcome. It is an expected and not the actual satisfaction that an employee expects to receive after achieving the goals. Expectancy is the faith that better efforts will result in better performance. Expectancy is influenced by factors such as possession of appropriate skills for performing the job, availability of right resources, availability of crucial information and getting the required support for completing the job.
Instrumentality is the faith that if you perform well, then a valid outcome will be there. Instrumentality is affected by factors such as believe in the people who decide who receives what outcome, the simplicity of the process deciding who gets what outcome, and clarity of relationship between performance and outcomes. 


Thus, the expectancy theory concentrates on the following three relationships:
1. Effort-performance relationship: What is the likelihood that the individual’s effort be recognized in his performance appraisal?
2. Performance-reward relationship: It talks about the extent to which the employee believes that getting a good performance appraisal leads to organizational rewards.
3. Rewards-personal goals relationship: It is all about the attractiveness or appeal of the potential reward to the individual.
Vroom was of view that employees consciously decide whether to perform or not at the job. This decision solely depended on the employee’s motivation level which in turn depends on three factors of expectancy, valence and instrumentality.
[bookmark: _Toc15264709]ADVANTAGES OF THE EXPECTANCY THEORY
1. It is based on self-interest individual who want to achieve maximum satisfaction and who wants to minimize dissatisfaction.
2. This theory stresses upon the expectations and perception; what is real and actual is immaterial.
3. It emphasizes on rewards or pay-offs.
[bookmark: _Toc15264710]LIMITATIONS OF THE EXPECTANCY THEORY
1. The expectancy theory seems to be idealistic because quite a few individuals perceive high degree correlation between performance and rewards.
2. The application of this theory is limited as reward is not directly correlated with performance in many organizations. It is related to other parameters also such as position, effort, responsibility, education, etc.
[bookmark: _Toc15264711]IMPLICATIONS OF THE EXPECTANCY THEORY
	
	1. The managers can correlate the preferred outcomes to the aimed performance levels.

	
	2. The managers must ensure that the employees can achieve the aimed performance levels.

	
	3. The deserving employees must be rewarded for their exceptional performance.

	
	4. The reward system must be fair and just in an organization.

	
	

	
	


[bookmark: _Toc15264712]2.2.4    REINFORCEMENT THEORY
Reinforcement theory of motivation was proposed by BF Skinner and his associates. It states that individual’s behavior is a function of its consequences. It is based on “law of effect”, for example individual’s behavior with positive consequences tends to be repeated, but individual’s behavior with negative consequences tends not to be repeated.
Reinforcement theory of motivation overlooks the internal state of individual, for example the inner feelings and drives of individuals are ignored by Skinner. This theory focuses totally on what happens to an individual when he takes some action. Thus, according to Skinner, the external environment of the organization must be designed effectively and positively so as to motivate the employee. This theory is a strong tool for analyzing controlling mechanism for individual’s behavior. However, it does not focus on the causes of individual’s behavior.
The managers use the following methods for controlling the behavior of the employees:
	
	1. Positive Reinforcement- This implies giving a positive response when an individual shows positive and required behavior. For example - Immediately praising an employee for coming early to job. This will increase probability of outstanding behavior occurring again. Reward is a positive reinforce, but not necessarily. If and only if the employees’ behavior improves, reward can said to be a positive reinforcer. Positive reinforcement stimulates occurrence of a behavior. It must be noted that more spontaneous is the giving of reward, the greater reinforcement value it has.

	
	2. Negative Reinforcement- This implies rewarding an employee by removing negative or undesirable consequences. Both positive and negative reinforcement can be used for increasing desirable or required behavior.

	
	3. Punishment- It implies removing positive consequences so as to lower the probability of repeating undesirable behavior in future. In other words, punishment means applying undesirable consequence for showing undesirable behavior. For instance - Suspending an employee for breaking the organizational rules. Punishment can be equalized by positive reinforcement from alternative source.

	
	4. Extinction- It implies absence of reinforcements. In other words, extinction implies lowering the probability of undesired behavior by removing reward for that kind of behavior. For instance - if an employee no longer receives praise and admiration for his good work, he may feel that his behavior is generating no fruitful consequence. Extinction may unintentionally lower desirable behavior.

[image: Picture]
Fig 2.4 ANALYSIS OF REINFORCEMENT THEORY
Source: Researchgate.edu


[bookmark: _Toc15264713]IMPLICATIONS OF REINFORCEMENT THEORY
Reinforcement theory explains in detail how an individual learns behavior. Managers who are making attempt to motivate the employees must ensure that they do not reward all employees simultaneously. They must tell the employees what they are not doing correct. They must tell the employees how they can achieve positive reinforcement.

[bookmark: _Toc15264714]2.2.5    EXISTENCE, RELATEDNESS AND GROWTH THEORY
Alderfer (1972) followed up Maslow’s idea with some studies that led to propose his own theory called ERG Theory.
The five human needs described in Maslow’s Hierarchy of Needs, have been reduced to three levels by Clayton Alderfer  Existence Needs, Relatedness Needs and Growth Needs.



Fig 2.5
[image: https://www.toolshero.com/wp-content/uploads/ToolsHero_ERG-Theory-Alderfer.png]
Source: Researchgate.edu 
[bookmark: _Toc15264715]EXISTENCE NEEDS
According to Clayton Alderfer Existence Needs are survival needs that correspond with Abraham Maslow’s physiological and safety needs. To exist, every individual needs extrinsic values such as food, drink, warmth and love. Clayton Alderfer thinks these Existence Needs are obvious and that they form the basis for human existence.
[bookmark: _Toc15264716]RELATEDNESS NEEDS
The Relatedness Needs focus on relatedness needs. Humans are social animals and need appreciation from the people directly involved in their lives such as family, friends, colleagues and employers. The Relatedness Needs relate with Abraham Maslow’s social needs and external self-esteem needs. Interpersonal relationships are important for a person’s social status and interaction with other people.
[bookmark: _Toc15264717]GROWTH NEEDS
With Growth Needs, Clayton Alderfer focuses on the need of people to grow and develop themselves. The Growth Needs correspond with the fifth level of Maslow’s Hierarchy of Needs that correspond with self-actualization needs. For the inner self-esteem it is important for people to grow as a person. The significance of the three classes of needs may vary for each individual.
[bookmark: _Toc15264718]DIFFERENCE BETWEEN MASLOW NEED HIERARCHY THEORY AND ALDERFER’S ERG THEORY
	
	1. ERG Theory states that at a given point of time, more than one need may be operational.

	
	2. ERG Theory also shows that if the fulfillment of a higher-level need is subdued, there is an increase in desire for satisfying a lower-level need.

	
	3. According to Maslow, an individual remains at a particular need level until that need is satisfied. While according to ERG theory, if a higher- level need aggravates, an individual may revert to increase the satisfaction of a lower- level need. This is called frustration- regression aspect of ERG theory. For instance- when growth need aggravates, then an individual might be motivated to accomplish the relatedness need and if there are issues in accomplishing relatedness needs, then he might be motivated by the existence needs. Thus, frustration or aggravation can result in regression to a lower-level need.

	
	4. While Maslow’s need hierarchy theory is rigid as it assumes that the needs follow a specific and orderly hierarchy and unless a lower-level need is satisfied, an individual cannot proceed to the higher-level need; ERG Theory of motivation is very flexible as he perceived the needs as a variety rather than perceiving them as a hierarchy. According to Alderfer, an individual can work on growth needs even if his existence or relatedness needs remain unsatisfied. Thus, he gives explanation to the issue of “starving artist” who can struggle for growth even if he is hungry.






ADVANTAGES OF ERG:
1. Alderfer’s ERG theory is more consistent with our knowledge of THEORY individual differences among people. Every individual will have different importance for different group of needs depending upon his education, family background and cultural environment.
A very qualified person will value the growth needs more than the social needs or even the existence needs. On the other hand, a person who belongs to a very poor family will rate the existence needs more important. In this context, ERG theory is more relevant as compared to the Maslow’s theory.
2. ERG theory takes the strong points of the earlier content theories but it is less restrictive and limiting as compared to the others.
LIMITATIONS OF ERG THEORY:
1. The ERG theory does not offer clear cut guidelines. This theory says that an individual can satisfy any of the three needs first. But how will we determine which of the three needs is more important to that person.
2. This theory is a new concept as compared to the Maslow’s theory. Alderfer’s research has indicated some degree of support for the theories but yet it is too early to pass judgment on the overall validity of the theory.


[bookmark: _Toc15264719]IMPLICATIONS OF THE ERG THEORY
Managers must understand that an employee has various needs that must be satisfied at the same time. According to the ERG theory, if the manager concentrates solely on one need at a time, this will not effectively motivate the employee. Also, the frustration- regression aspect of ERG Theory has an added effect on workplace motivation. For instance, if an employee is not provided with growth and advancement opportunities in an organization, he might revert to the relatedness need such as socializing needs and to meet those socializing needs, if the environment or circumstances do not permit, he might revert to the need for money to fulfill those socializing needs. The sooner the manager realizes and discovers this, the more immediate steps they will take to fulfill those needs which are frustrated until such time that the employee can again pursue growth.
[bookmark: _Toc15264720]SIMULTANEOUS AND REGRESSION OF ERG
Contrary to Maslow’s theory, according to Clayton Alderfer ERG theory, different needs categories can be satisfied simultaneously. Therefore, the necessary order as proposed by Abraham Maslow no longer applies. When managers motivate their employees, they group employees’ various needs into account and they should satisfy these simultaneously.
Within the ERG theory, Clayton Alderfer describes a frustration-regression hypothesis. Except for growth (progression), people can indeed regress down (regression) to a lower needs category that has been largely satisfied. When someone’s needs in a higher category cannot be satisfied, Clayton Alderfer claims that they will focus on related needs in a lower needs category. If they cannot realize the Growth Needs by means of self-enrichment, this person will do anything to satisfy their Relatedness Needs. They will fully devote themselves to establishing their relationships with people in their environment.
[bookmark: _Toc15264721]2.2.6   EMERGING VIEWS OF MOTIVATION
In addition to the more traditional and modern based motivation theories, discussed earlier,
there are others that are emerging, these are
1. Goal setting theory
2. The Japanese approach

1. GOAL-SETTING THEORY OF MOTIVATION
Edwin Locke (1960) put forward the Goal-setting theory of motivation. This theory states that goal setting is essentially linked to task performance. It states that specific and challenging goals along with appropriate feedback contribute to higher and better task performance.
In simple words, goals indicate and give direction to an employee about what needs to be done and how much efforts are required to be put in.
The important features of goal-setting theory are as follows:
	
	1. The willingness to work towards attainment of goal is main source of job motivation. Clear, particular and difficult goals are greater motivating factors than easy, general and vague goals.

	
	2. Specific and clear goals lead to greater output and better performance. Unambiguous, measurable and clear goals accompanied by a deadline for completion avoids misunderstanding.

	
	3. Goals should be realistic and challenging. This gives an individual a feeling of pride and triumph when he attains them, and sets him up for attainment of next goal. The more challenging the goal, the greater is the reward generally and the more is the passion for achieving it.

	
	4. Better and appropriate feedback of results directs the employee behavior and contributes to higher performance than absence of feedback. Feedback is a means of gaining reputation, making clarifications and regulating goal difficulties. It helps employees to work with more involvement and leads to greater job satisfaction

5. Employees’ participation in goal is not always desirable.


	
	

	
	

	
	

	
	


[bookmark: _Toc15264722]ADVANTAGES OF GOAL SETTING THEORY
1. Goal setting theory is a technique used to raise incentives for employees to complete work quickly and effectively.
2. Goal setting leads to better performance by increasing motivation and efforts, but also through increasing and improving the feedback quality.
[bookmark: _Toc15264723]LIMITATIONS OF GOAL SETTING THEORY
1. At times, the organizational goals are in conflict with the managerial goals. Goal conflict has a detrimental effect on the performance if it motivates incompatible action drift.
2. Very difficult and complex goals stimulate riskier behavior.
3. If the employee lacks skills and competencies to perform actions essential for goal, then the goal-setting can fail and lead to undermining of performance.
THE  JAPANESE APPROACH
This is more of a philosophy of management than a theory of motivation. It is designed to buying managers and workers into a partnership situation. Managers and subordinates in a Japanese firm perceive themselves as members of the same group, a team of highly dedicated people. Japanese managers allow their employees or workers to participate in much of the decision making and grant considerable freedom over day to day work   methodology, because of high degree of success enjoyed by Japanese firms in recent times, the Japanese approach is becoming increasingly popular in Western business.
[bookmark: _Toc15264724]2.3      EMPERICAL REVIEW
[bookmark: _Toc15264725]2.3.1   INTRODUCTION OF EMPIRICAL REVIEW
Several empirical and methodological reviews of researchers have revealed the influence of motivation on employee performance in Nigeria banking sector. Methods types theories and different definition of motivation by different scholars. Although research on motivation has been conducted and more researches are still coming up, the literature on this multifaceted concept presents many issues which remain unresolved. Most of researchers who have worked on the impact of motivation have had difficulties in clearly distinguishing what really motivates employees to perform.
According to Adebayo M.O (2002), who did a related work to this research, he wrote on the research topic; the impact of motivation on workers’ productivity using First Bank Nigeria. Plc. Main Branch, Kaduna.
He said that productivity improvement is very important to every business organization. This is because it is the corner stone to economic growth. So many organizations rely on one or combinations of strategies in boosting productivity. It is either by investment on more effective system. Thus, current focus of this study, that is, to examine the impact motivation has on productivity in First Bank Kaduna Main Branch. Two factors are generally considered to be the prime determinants of the quality of a work force. One is labour productivity, or the value of the goods and services produced by a worker.  The second is the flexibility of the work force or the ability of the workers to move across sector as the economy changes. Productivity and flexibility depend on many factors, among them the level of capital investment, the technology production and the quality of as firms’ management. His aims and objectives was according to his research is to find out the types of motivation strategies instituted by the bank to motivate staff, that is to say in all the types of motivation, there are different types that motivates them to work and perform well so the manager or employer is to figure it out so as to motivate his employees. He wanted to find out in determining the extent to which staff of First bank, Kaduna main are satisfied with the strategies operated by the bank, he also put to ascertain the impact of this level of satisfaction on overall production of staff of the bank and finally to determine the  needs of the workers regarding their motivation.
His methodology of the research was based on survey method of research, following this samples were drawn and the characteristics of the samples were studied using questionnaire. His research design was to make generalization about a relatively large section of a population, so he used a survey for his study. In the bank, the nominal role of staff strength was 135, which had 60 females and 75 males. They are made up of management staff, senior intermediate and junior staff. His samples states that 80 respondents making 74.25 percent of the entire population. The mean age of respondent was 28.5 year. The sample was constituted to include management staff – 5, senior staff – 10, intermediate staff – 40, junior staff – 25 making a total of 80. His sampling techniques was quota sampling in addition to that was random sampling that is the quota was allocated to each position in the proportion they appear in the entire population. Thereafter simple random sampling was use to draw the require sample for each position. The staff list was used as sample frame. The nominal list was segmented into the various positions and numbers assigned to each person on the list. The numbers were written on piece of paper and the required number was selected, but without replacement. The persons whose numbers were picked formed the sample. Questionnaires were used by him as the major source of data and he combined both qualitative and quantitative method.  He said that this is done with the belief that variable like motivation and job satisfaction can also be learnt most effectively when dominant reasons of individuals are revealed. The total number of questions in the questionnaire was 21 and this was provided so as to know how well staff considered the various provision of the bank motivational, and what they attribute their level of productivity.  His findings shows that the incentives given to the bankers motivates them to do more, in his findings he said that it is evident that training positively influence workers’ productivity though he noticed that the employees are not happy based on the salary paid. He stressed that the employees want increase in dressing allowances and for them to get soft loans.
In conclusion of Adebayo M.O (2002) research works, the study assumes that the staff of the bank shall be satisfied with incentives scheme of the bank, be satisfied on the job and hence improve their productivity. The overall conclusion of his work is that there is an urgent need to reformulate Nigeria’s productivity policy to take into account employment and income distribution issues. To implement such a policy, the secretariat of the productivity, prices, and incomes Board should be strengthened and staffed by highly qualified and competent officials. In the drive for higher productivity in Nigeria, the productivity, prices and incomes Board should place little or no premium on such type of productivity growth. In his final analysis, he said that efforts to increase productivity can only be justified if they lead to an improvement in the general standard of living of the populace. Consequently, in the formulation and implementation of an income policy, the board should ensure that the fruits of productivity growth are not appropriate as source to labour and capital alone but passed on to society at large in the form of reduced prices.
In the view of the findings of his research work, he recommended that management of the bank need to know the specific needs of their employers so that adequate steps can be taken to satisfy them, the schemes of the bank need to be reviewed to meet up with current realties, in the alternative soft loans should be given to employees to enable them meet up with their needs, more payment for longer hours or odd-day work should be made to further boost the morale of workers, in terms of salary, it is recommended that a weekly wage or bi-weekly wage payment system maybe more helpful to workers than the present one-time monthly payment and finally management should consider introducing off days  to enable workers or employees rest and recoup from fatigue.
Fares (2011) examined the impact of the incentive policies in the organizational loyalty in public institutions in Syria. The sample of study consisted of 324 employees from 4 different public institutions. It used descriptive statistics and multiple regressions to conduct the research output. The research findings indicated that there is no consensus in the employees' perceptions of the concept of incentive policies and organizational loyalty. However, it revealed that there was a strong and positive relationship between incentive, organizational loyalty, and job performance. Moreover, it concluded that there were no differences of statistical significance due to variables such as job title, scientific qualification, age and years of experience. The study recommended to increase the attention of training activities and continues development of employees in order to motivate them to be a part of the organization.

Anyim et al (2012) examined the relationship between motivation and job performance in private and public sector in Nigeria. They concluded that good work performance depends on largely on the contribution made by workers. Moreover, they argued that motivational factor brings out the best performance to employees in both private and public sectors.

Al Halibeh (2013) investigated the effect of incentives on the performance of the Greater Amman Municipality staff in Jordan. The sample was selected by a random class method, consisting of 150 employees from the managers, heads of departments and administrative staff with 33% of the study population of 449 employees.
The study based on a descriptive analytical method and regressions to answer research questions. The result revealed that both material and moral motivation at a low level and the acquisition of social motivation and performance at the intermediate level. But, the strong national coverage is between the levels of motivation and reach the planned level of the employee’s performance.  Therefore, the study has promoted positive working relationships.

Obeidat and Al-Dwairi (2015) investigated the role of moral and material incentives on employee’s performance in Academic libraries in Jordan.  The  sample  of  the  study  consisted  of  10  Jordanian  universities  and  the questionnaire was distributed to 420 workers on academic libraries in Jordan. The result indicated there was a strong significant impact of moral and material incentives on employee’s performance in Jordanian academic libraries.

Elumah Lucas et al (2016) examined the impact of moral and material of incentives on employee’s performance in some of the Nigerian universities.  The aim of this paper is to know the role of Nigerian universities in satisfying employees needs and to improve their performance in work. The sample of the survey included of 21 employees that working in Nigerian universities. The result revealed there is an adequate level of incentives provided to workers in Nigerian universities.  Moreover, there  is a  negative significant  relationship between moral and financial incentives and organization performance

Octavian and et al (2017) investigated the effect of job satisfaction and motivations on employees’ performance at xyz shipping company in South Jakarta, Indonesia.  The sample of study was limited to 70 people from marketing department, customer service, logistics, documentation, cashiers, financial and port agency services.
The data collected through a questionnaire using Likert scale. The results of study proves that there is positive and significant correlation between job satisfaction and motivation to employee performance. This means that the better job satisfaction and motivation of employees, the higher the performance of employees and the other hand, if the provision of job satisfaction and motivation is low, it will lead to decreased employee performance.

Waiyaki E.W (2017) examined the effect of motivation on employee performance: a case of pam golding properties limited, Nairobi. The purpose of this study was to determine the effect of motivation on the performance of employees at Pam Golding Properties Limited. The exploratory research design used in this study was a case study of Pam Golding Properties Limited. A case study focuses on one organization selected from the total population of organizations in the same industry (Kapel, 2015)



[bookmark: _Toc15264726]2.4     RESEARCH GAP
A lot of research work has been done around motivation in some African countries especially Eastern African countries but not much has been done in this area in West Africa and Nigeria to be specific. This leads this research work closing the gap how motivation affect performance as well as possibly come to the conclusion as to whether promotion, incentives and rewards are enough to motivate employees in the banking sector especially the Nigerian banking industry to the level of optimal performance.
Therefore, this research work is out to fill the gap in the Nigerian space especially the banking sector while narrowing down to Zenith bank. This research work will therefore look at how motivation affect performance in Zenith bank.
In conclusion, this research will fill the research gap by trying to establish a relationship between provision of incentives to employees and their performance.
.
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CHAPTER THREE
RESEARCH METHODOLOGY 
[bookmark: _Toc15264727]3.0   INTRODUCTION 
Research methodology deals with the structure of investigation aimed at identifying variables and their relationships to one another. This chapter explains the steps, process, procedures employed in carrying out the study which include; the research design, the target population, the sample size and the sampling procedures or techniques, research instrument and their validity and reliability, data collection techniques, ethical considerations and the operational definition of the variables. The method used in this study is described in this chapter. 

[bookmark: _Toc15264728] 3.1      RESEARCH DESIGN
 The study used survey research design using questionnaires with structured questions to address the problems identified and address answers to the specific objectives explaining the influence of motivation on employee performance in Nigerian banking sector using Zenith Bank in Lagos state as a case study.  It measures two variables which are the independent and dependent variables. The independent variable is motivation while the dependent variable is employee performance. 

[bookmark: _Toc15264729]3.2    RESEARCH POPULATION
The population of this study is made up staff of Zenith Bank in Nigeria. The nominal role of staff shows a staff strength of 6,253 employees, consisting of 3,236 males and 3,017 females. They are made up of management staff, senior, intermediate and junior staff.   

[bookmark: _Toc15264730]3.3    SAMPLING SIZE AND TECHNIQUES 
The study utilized a sample size of 450 respondents using the Yaro Yamane sampling technique which was made up of 7% (percent) of the entire population. The sample was constituted to include management staff- 25, intermediate staff – 195, junior staff – 230 making a total of 450 employees
This study used simple random sampling technique which will implement the use of Yaro Yamane sampling model to determine the sampling size from the total population of 6,253 employees of zenith bank plc. 
The Yaro Yamane formula is 
n= N/ (1+N (e) 2)
	Where 
	 n 
	= 
	Sample size 

	 	 
	1
	= 
	A Constant Value  

	 	 
	N 
	= 
	Population size 

	 	 
	E 
	= 
	Error limit (0.05)


In this particular case, 0.05 was an appropriate margin of error.  
20% of respondent that may not answer the questionnaires was analyzed to give us the sample size.
To get the sample size using the formula above we insert all the values and solve and it goes thus:
· 6253/1+6253(0.05)2)
· 6253/1+6253(0.0025)
· 6253/1+15.6235
· 6253/16.6325 = 375 respondents
20% of respondents that may not answer the questionnaires will be calculated as:
· 20/100 * 375 = 75 respondents.
To get the total sample size, we added both the answered and unanswered questionnaires by the respondents that answered and those that did not answer.
· 375 +75 = 450 respondents.
The survey sampling method was used in this study. In determination of the sample size, geographical location of the firm was considered. 
[bookmark: _Toc15264731]3.4   	INSTRUMENTATION
Questionnaire is a carefully structured statement or questions prepared by a researcher and        administered to the respondents to obtain in writing some factual information. This study utilized a structured questionnaire that was drawn from the key variables of this study. The questionnaire was divided into four sections, namely section A, B, C and D. Section A comprises items relating to respondents’ demographic data while B, C, and D consist of 5-point Likert scale type statements that explained key variables of study and some open ended questions for respondents to express their opinion. Each statement had a close ended structure with five scales that were arranged as follows; Strongly Agree (5), Agree (4), undecided (3), disagree (2), and strongly disagree (1), upon which each respondent rated himself or herself. The scales and their ratings were provided on the questionnaire as indicators for appropriate responds. 
[bookmark: _Toc15264732]3.5	METHOD OF DATA COLLECTIONS
The different cadre of employees who form the study population was given a copy each of the questionnaire to fill and return after filling and answering questions on the questionnaires. The filled questionnaires were then collected from the respondents. 
Tables and simple percentage were used to analyze the responses to all questions asked in section A, B, C and D of the questionnaire. Data can be collected in several ways including, questionnaire, field study, focus group discussion, observation, in-depth interview, structured interview and survey. Any data collection method can also be used to gather information but is advisable to use more than one method, this is because the weakness of one will be compensated by the strength of the other.
However, data collection can be classified into two
1. Quantitative data: Quantitative data is defined as the value of data in the form of counts or numbers where each data-set has a unique numerical value associated with it. This data is any quantifiable information that can be used for mathematical calculations and statistical analysis, such that real-life decisions can be made based on these mathematical derivations. Quantitative data is used to answer questions such as “How many?”, “How often?”, “How much?” This data can be verified and can also be conveniently evaluated using mathematical techniques. Quantitative data makes measuring of various parameters controllable due to the ease of mathematical derivations they come with. Quantitative data is usually collected for statistical analysis using surveys, polls or questionnaires sent across to a specific section of a population. The retrieved results can be established across a population. However, questionnaire will be used in the cause of this research. The questionnaire that will be used for this research work will be self-administrated directly to all zenith banks in the area of specification or case study.
2. Qualitative data: Qualitative data is defined as the data that approximates and characterizes. Qualitative data can be observed and recorded. This data type is non-numerical in nature. This type of data is collected through methods of observations, one-to-one interview, conducting focus groups and similar methods. Qualitative data in statistics is also known as categorical data. Data that can be arranged categorically based on the attributes and properties of a thing or a phenomenon. It’s pretty easy to understand the difference between qualitative and quantitative data, qualitative data does not include numbers in its definition of traits whereas quantitative data is all about numbers. 
[bookmark: _Toc15264733]3.6     Sources of Data
Primary Data
According to Petir Driller (1975), primary data is the original data gathered specially for a project at hand. It refers to materials which the researcher originates for the purpose of inquiry in hand. Data which are expressly collected for a specific purpose are referred to as primary data. One of the advantages is that the exact information is obtained because it is gotten from the researcher. They are information that are gathered fresh, they haven’t been collected and used before.
Secondary Data
Secondary data can be seen as the existing information which may be useful for the purpose of specific survey. They are information that has been collected for one purpose or the other, this may be internally and externally and they include, books, journals, publications, company records, online services, Government documents, periodicals, Government agencies, networking and newspapers. The main advantage of this data is that it might not fit or be used for some information.



[bookmark: _Toc15264734]3.7   Data Analysis method
Quantitative data was obtained from the questionnaires and analyzed based on the responses of the questionnaire that was administered. The statistical tool used was the Statistical Packages for Social Sciences (IBM SPSS). The SPSS was used to analyze the information gathered. The hypotheses testing was done with Pearson product moment Correlation Technique.

[bookmark: _Toc15264735]3.8   Validity and Reliability of Data
Validity: This is the ability of research instrument to measure what it is expected or what it is designed to measure. Content validity is whether research instrument covers all the dimensions of the topic. Construct Validity is how research instrument measures all the dimensions of the concepts.
Reliability: is when results of research instrument are consistent overtime. This is the consistency in the results given by the same research instrument. However, to ensure the validity and reliability of data, pilot study must be carried out.
To ensure the validity of the questionnaire, this research ensured that the questions asked in the questionnaires distribution corresponded with the research objectives and questions before they were administered on the respondents.

[bookmark: _Toc15264736]3.9   Ethical Consideration
The three principles of ethics in research will be strictly followed namely; respect for persons, respect for justice and respect for beneficence.
1. Respect for person: the researcher will give absolute respect to the respondents, this is because they have the freedom and the right to participate or not to participate in the exercise. In view of this no respondent will be forced to participate, it will be voluntary.
2. Respect for Justice: there will be no bias against respondents on the bases of age, sex, ethnic group, language, job, education, position etc. confidentiality will be maintained in order to ensure maximum co-operation from respondents. No respondent will also be held for any opinion or answer given. Respondent who would feel their answers or opinion will be at risk will be given the opportunity to back out.
3. Respect for beneficence: in order to ensure respect for beneficence, the researcher will make use of voluntary informed consent based on the full information about the research, objectives of the research, full name and address of the researcher etc. To promote respect for beneficence, voluntary informed consent will be given to each of the respondents that will be interviewed to fill without any threat or bias.

[bookmark: _Toc15264737]3.10 	MODEL OF SPECIFICATIONS

· EPF=F(MOT)
· EP=F(P,I,R)
· WHERE: 
· MOT=MOTIVATION
· EPF=EMPLOYEE PERFORMANCE
· F=FUNCTION
· P=PROMOTION
· I= INCENTIVES
· R= REWARD.






[bookmark: _Toc15264738]CHAPTER FOUR
[bookmark: _Toc15264739]4.0                         DATA ANALYSIS, PRESENTATION AND DISCUSSION OF FIDINGS
[bookmark: _Toc15264740]4.1	INTRODUCTION
This chapter is focused on data presentation, evaluation and analysis of respondent’s opinion according to the stated objectives and research questions. For this purpose, the data analysis and presentation is divided into three parts. The first part is the analysis of respondent’s demographic information. The second section presents the results taken from statistical analysis of primary research questions, while the final part is the test of hypotheses and discussion of findings. Four hundred and fifty (450) copies of the questionnaire were administered to participants of the study; three hundred and twelve (312) copies were properly filled and returned on schedule giving a 69% response rate. Data analysis is therefore based on the number of returned copies of questionnaire.
[bookmark: _Toc15264741]4.2	ANALYSIS OF QUESTIONNAIRE ITEMS ACCORDING TO RESEARCH QUESTIONS
This section of the analysis and results is concerned with responses to the research questions as contain in the survey questionnaire. It begins with the analyses of respondents socio-demographic data after which the responses to the main items of the research questions are analyzed and interpreted.
Table 4.1	Socio-Demographic Characteristics
					Frequency			Percentage
Sex 
Male					152				48.7
Female					160				51.3
Age
25-30yrs				64				20.5
30-39yrs				99				31.7
40-49yrs				85				27.2
50-59yrs				44				14.1
60yrs and above			20				6.4
Marital Status
Single					87				27.9
Married				202				64.7
Widowed				6				1.9
Divorced				17				5.4
Educational Qualifications
OND					48				15.4
HND/B.Sc				120				38.5
M.S/MBA				114				36.5
Phd					21				6.7
Others					9				2.9
Years in Organisation
5yrs Below				132				42.3
6-10yrs				69				22.1
11-15yrs				23				7.4
16yrs and Above			88				28.2
Position in Organisation
Top Management			21				6.7
Middle Management			42				13.5
Supervisory				115				36.9
General Staff				134				42.9
Total					312				100

Table 4.1 shows the frequency distribution of respondents by socio-demographic characteristics. On sex, it can be deduced that the views being expressed are representative of both the male and female as 48.7% of the respondents are males while 51.3% are females. This also indicates that there were more females employees who were willing to provide answers to items on the administered questionnaire. 

On distribution of respondents according to ages, 20.5% falls within the age range of 25-30yrs, 31.7% were within the age bracket 30-39years, 27.2% of the respondents are between age bracket 40-49years, 14.1% were between 50-59years, while 6.4% of respondents were 60years and above. This is an indication that majority of participants in this study were between 30-39years.

On marital status, 64.7% of respondents are married, 27.9% are singles, and 5.4% are divorced while 1.9 are widowed. This is an indication that the organization’ working policy and environment encourages marriage, work-life balance and family relationship.
On respondent educational qualifications, 15.4% of respondents possesses OND certificate, 38.5% had had HND/B.Sc., 36.5% possessed MBA/M.Sc., and 6.7% had Ph.D. while 2.9% has professional qualifications. This indicates that most of the respondents are well educated to be able to provide informed opinion on the study.

On years spent in organization, 42.3% of the respondents has spent below 5yrs, 28.2% have spent more than 16yrs, 22.1% have spent between 6-10yrs while 7.4% have spent between 11-15yrs. Majority of the respondents have spent quite a number of years in organization to say much about it. 

On position in organization, 6.7% as of the respondents are top management level, 13.5% are in middle management position in the organization, and 36.9% are supervisors while 42.9% are general staff. This implies that the study was conducted among a fair representative of both junior and senior staff category.
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Table 4.2:	Employee Promotion 
	Statement
	Strongly Agree
	Agree
	Undecided
	Disagree
	Strongly Disagree
	Total

	The Promotion procedure operating in Zenith bank is one of the best in Africa. 
	42
(13.5%)
	228
(73.1%)
	25
(8%)
	5
(1.6%)
	12
(3.8%)
	312
(100%)

	Promotion exercise in Zenith bank is favourable to every cadre of staff of the Bank.
	47 (15.1%)
	227 (72.8%)
	32 (10.3%)
	6
(1.9%)
	
	312
(100%)

	The hierarchy structure through which employees advance in Zenith Bank can be said to enhance performance.
	37 (11.9%)
	199 (63.8%)
	59 
(18.9)
	8
(2.6%)
	9
(2.9%)
	312 (100%)

	Employee promotion boosts their ability to carry out assignments in the bank.
	33 (10.6%)
	164 (52.6%)
	85 (27.2%)
	21
(6.7%)
	9
(2.9%)
	312 (100%)

	Employees get promoted as at when due which serves as an impetus to their performance in the bank.
	42 (13.5%)
	152 (48.7%)
	95 (30.4%)
	17 
(5.4%)
	6 
(1.9%)
	312 (100%)

	The more employees get promoted, the more likely they are to be meritorious and competent in carrying out their obligations in the Bank.
	103 (33.0%)
	161 (51.6%)
	39 (12.5%)
	1 
(1.0%)
	6 
(1.9%)
	312 (100%)



Table 4.2 shows frequency distribution of respondents by promotion and employee performance.  On promotion procedure operating in Zenith bank, as 13.5% strongly agreed with the research question, 73.1% agreed while 1.6% disagreed and 3.8% strongly disagreed. This implies that the promotion procedure operating in Zenith bank is one of the best in Africa. On promotion exercise in Zenith bank, as 15.1% strongly agreed with the research question, 72.8% agreed while 1.9% disagreed. This implies promotion exercise in Zenith bank is favourable to every cadre of staff of the Bank. On hierarchy structure, as 11.9% strongly agreed with the research question, 63.8% agreed while 2.6% disagreed and 2.9% strongly disagreed. This implies that the hierarchy structure through which employees advance in Zenith Bank can be said to enhance performance. On Employee promotion as 10.6% strongly agreed with the research question, 52.6% agreed while 6.7% disagreed and 2.9% strongly disagreed. This implies that Employee promotion boosts their ability to carry out assignments in the bank. On Employees get promoted as at when due which serves as an impetus to their performance in the bank as 13.5% strongly agreed with the research question, 48.7% agreed while 5.4% disagreed and 1.9% strongly disagreed.
The more employees get promoted, the more likely they are to be meritorious and competent in carrying out their obligations in the Bank as 33.0% strongly agreed with the research question, 51.6% agreed while 1.0% disagreed and 1.9% strongly disagreed. This implies that the more employees get promoted, the more likely they are to be meritorious and competent in carrying out their obligations in the Bank.

Table 4.3:	Incentives on Employee’s Performance
	Statement
	Strongly Agree
	Agree
	Undecided
	Disagree
	Strongly Disagree
	Total

	Incentives are very important in the work place for employees’ effectiveness.
	37 
(11.9%)
	230 (73.7%)
	39 
(12.5%)
	6 
(1.9%)
	
	312 (100%)

	It is not only incentives that motivate employees to give their best to the organization.
	26 (8.3%)
	198 (63.5%)
	68 
(21.8%)
	11 
(3.5%)
	9 
(2.9%)
	312 (100%)

	Incentives are adequate to uplift employees to perform better at their duty post.
	14 (4.5%)
	133
(42.6%)
	107
(34.3%)
	50 
(16.0%)
	8 
(2.6%)
	312 (100%)

	Money is preferred as a reward for employees’ efficacy than any other incentives.
	42 
(13.5%)
	189
(60.6%)
	72
(23.1%)
	6
(1.9%)
	3
(1.0%)
	312
(100%)

	Regular incentives inspire employees’ to give more to the organization.
	13
(4.2%)
	127
40.7%)
	115
(36.9%)
	52
(16.7%)
	5
(1.6%)
	312
(100%)

	Incentive helps settle bill therefore it plays an important role in the effectiveness of employees in any organization
	32 (10.3%)
	116 
(37.2%)
	127 (40.7%)
	35
(11.2%)
	2 
(6%)
	312
(100%)


Source: Field Survey, 2019.

Table 4.3 shows frequency distribution of respondents by Incentives on Employee’s Performance.  On Incentives are very important in the work place for employees’ effectiveness, as 11.9% strongly agreed with the research question, 73.7% agreed while 1.9% disagreed and 0% strongly disagreed. This implies Incentives are very important in the work place for employees’ effectiveness. On incentives that motivate employees to give their best to the organization, as 8.3% strongly agreed with the research question, 63.5% agreed while 3.5% disagreed and 2.9% strongly disagree. This implies Incentives are adequate to uplift employees to perform better at their duty post. On hierarchy structure, as 4.5% strongly agreed with the research question, 42.6% agreed while 16.0% disagreed and 2.6% strongly disagreed. This implies Incentives are adequate to uplift employees to perform better at their duty post. On Money is preferred as a reward for employees’ efficacy than any other incentives, as 13.5% strongly agreed with the research question, 60.6% agreed while 1.0% disagreed and 1.9% strongly disagreed. This implies that Money is preferred as a reward for employees’ efficacy than any other incentives. On Regular incentives inspire employees’ to give more to the organization, as 4.2% strongly agreed with the research question, 40.7% agreed while 16.7% disagreed and 1.6% strongly disagreed. On Incentive helps settle bill therefore it plays an important role in the effectiveness of employees in any organization as 10.3% strongly agreed with the research question, 37.2% agreed while 11.2% disagreed and 6% strongly disagreed. This implies that Incentive helps settle bill therefore it plays an important role in the effectiveness of employees in any organization.

Table 4.4:	Impact of rewards
	Statement
	Strongly Agree
	Agree
	Undecided
	Disagree
	Strongly Disagree
	Total

	It is difficult to operate in a work environment that is not rewarding
	27
(8.7%)
	118
(37.8%)
	127
(40.7%)
	35
(11.2%)
	5 
(1.6%)
	312 
(100%)

	Organizational operations that is compensation inclined helps efficiency of the employee
	19
(6.1%)
	178
(57.1%)
	74
(23.7%)
	35
(11.2%)
	6
(1.9%)
	312
(100%)

	Absence of reward system leads an unmotivated workforce
	26
(8.3%)
	(142
(45.5%)
	101
(32.4%)
	40
(12.8%)
	3
(1.0%)
	312
(100%)

	Workplace activities and duties are put on track with the help of proper compensation plan
	9
(2.9%)
	127
(40.7%)
	98
(31.4%)
	54
(17.3%)
	24
(7.7%)
	312
(100%)

	Swiftness and agility of employees in carrying out their responsibilities are made possible with the existence of a standard reward plan
	12
(3.8%)
	127
(40.7%)
	118
(37.8%)
	53
(17.0)
	2
(6%)
	312
(100%)

	An organization that does not include competitive reward plan in its operation will hinder the proficiency of the employees.
	18
(5.8%)
	121
(38.8%)
	105
(33.7%)
	63
(20.2%)
	5
(1.6%)
	312
(100%)


Source: Field Survey, 2019.

Table 4.4 shows frequency distribution of respondents by Impact of rewards on it’s difficult to operate in a work environment that is not rewarding, as 8.7% strongly agreed with the research question, 37.8% agreed while 11.2% disagreed and 1.6% strongly disagreed. This implies that it is difficult to operate in a work environment that is not rewarding.  On Organizational operations that are compensation inclined helps efficiency of the employee, as 6.1% strongly agreed with the research question, 57.1% agreed while 11.2% disagreed and 1.9% strongly disagree. This implies that Organizational operations that is compensation inclined helps efficiency of the employee On Absence of reward system leads an unmotivated workforce, as 8.3% strongly agreed with the research question, 45.5% agreed while 12.8% disagreed and 1.0% strongly disagreed. This implies Absence of reward system leads an unmotivated workforce. On Workplace activities and duties are put on track with the help of proper compensation plan, as 2.9% strongly agreed with the research question, 40.7% agreed while 17.3% disagreed and 7.7% strongly disagreed. This implies that Workplace activities and duties are put on track with the help of proper compensation plan. Swiftness and agility of employees in carrying out their responsibilities are made possible with the existence of a standard reward plan, as 3.8% strongly agreed with the research question, 40.7% agreed while 17.0% disagreed and 6% strongly disagreed. An organization that does not include competitive reward plan in its operation will hinder the proficiency of the employees, as 5.8% strongly agreed with the research question, 38.8% agreed while 20.2% disagreed and 1.6% strongly disagreed. This implies that an organization that does not include competitive reward plan in its operation will hinder the proficiency of the employees.


[bookmark: _Toc15264743]4.4	Test of Hypotheses
Hypothesis One
Ho:	There is no significant relationship between promotion and employees’ performance.
H1: 	There is significant relationship between promotion and employees’ performance.
Data generated for this hypothesis were tested using the Pearson product moment Correlation Technique via the Statistical Package for Social Science (SPSS) version 15.0 and the results are summarized in Table 4.5 below. 


Table 4.5:   Correlation Matrix between Promotion and Employee Performance.
							Promotion	               Employee Performance	    
										 
Promotion 			Pearson Correlation        	.556*				1
				Sig. (1-tailed)					                .000
				N			312			                 312
Employee Performance		Pearson Correlation     	 .556**		                                1	
				Sig. (1-tailed)		 .000
				N			  312 			                  312
Source: Field Survey, 2019
As evidenced on the correlation matrix above, result revealed that the correlation coefficient (r) = 0.556** at a probability (p) < 0.05. This shows that a significantly positive association exists between the promotion and employee performance in this study. Hence, the null hypothesis is rejected while the alternative hypothesis is accepted with the conclusion that, there is significant relationship between promotion and employees’ performance.



Hypothesis Two
Ho: 	There is no significant relationship between incentives and performance 
H1: 	There is significant relationship between incentives and performance

Data generated for this hypothesis were tested using the Pearson product moment Correlation Technique via the Statistical Package for Social Science (SPSS) version 15.0 and the results are summarized in Table 4.6 below. 
Table 4.6:   Correlation Matrix between Incentives and Performance.
							Incentives	               Employee Performance	    
										 
Incentives 			Pearson Correlation        	.641*				1
				Sig. (1-tailed)					                .000
				N			312			                 312
Employee Performance		Pearson Correlation     	 .641**		                                1	
				Sig. (1-tailed)		 .000
				N			  312 			                  312
Source: Field Survey, 2019
As evidenced on the correlation matrix above, result revealed that the correlation coefficient (r) = 0.641** at a probability (p) < 0.05. This shows that a significantly positive association exists between incentives and employee performance in this study. Hence, the null hypothesis is rejected while the alternative hypothesis is accepted with the conclusion that, there is significant relationship between incentives and performance.



Hypothesis Three
H0: There is no significant relationship between rewards and employees efficiency 
H1: There is significant relationship between rewards and employees efficiency 
Data generated for this hypothesis were tested using the Pearson product moment Correlation Technique via the Statistical Package for Social Science (SPSS) version 15.0 and the results are summarized in Table 4.7 below.
Table 4.7:   Correlation Matrix between Rewards and Employees Efficiency.

							Rewards	               Employee Efficiency	    
										 
Rewards 			Pearson Correlation        	.641*				1
				Sig. (1-tailed)					                .000
				N			312			                 312
Employee Efficiency		Pearson Correlation     	 .641**		                                1	
				Sig. (1-tailed)		 .000
				N			  312 			                  312
Source: Field Survey, 2019

As evidenced on the correlation matrix above, result revealed that the correlation coefficient (r) = 0.641** at a probability (p) < 0.05. This shows that a significantly positive association exists between rewards and employee efficiency in this study. Hence, the null hypothesis is rejected while the alternative hypothesis is accepted with the conclusion that, there is significant relationship between rewards and employees efficiency.

[bookmark: _Toc15264744]4.5	DISCUSSION OF FINDINGS
This study investigates the influence of motivation on employee’s performance in Nigerian banking sector. A case study of Zenith bank in Lagos state. In testing the first hypothesis, the result of Pearson’s Product Moment Correlation analysis revealed that, there is significant relationship between promotion and employees’ performance. In agreement with the first hypothesis, Latham and Baldes (1975) suggest goal-setting may provide the employees a sense of achievement, recognition in form of promotion and commitment about what they planned to do. According to Kovach (1999), work appreciation, feeling of being famous and job security are three facts that are used to motivate the employees. As per Nelson (2001) when an employee is rewarded by promotion he is more inclined towards organizational goals and targets which lead to enhance performance, productivity, valued experienced, profitability, retention rate of employee and lower absenteeism. According to Gale (2002), promotion is considered as more important incentives than monetary incentives. Researcher highlights when people are paid for doing a good job, they considers it as part of salary. Promotions are additional benefits separate from monetary compensation that shows respect and praise accomplishment
Promotions, Good salary, career growth, freedom to do their job, recognition from peers and management are also an important aspect of an employee’s career and life, affecting other facets of the work experience which ultimately brings job motivation and job satisfaction, which leads to organizational commitment costs Gale (2009), their findings has been clearly captured and supported in this research study.
The second hypothesis stated that, there is significant relationship between incentives and performance. This finding is supported by Rizqi and Ridwan (2015), who stated that incentive affect the organizational performance. This result also supports Herzberg’s Two Factor theory which states that workers are truly motivated or satisfaction when the motivator factors present (Riggio, 2013). Besides that, the study of Munap et al. (2013) stated that, salary as the one of the factors that can influence the probability of decision making for the workers to join, leave or stay in the organization. From the view of practical, salary is a management tool for work performance and good pay induces commitment (Ekonomit Mer, 2015). In addition, salary is as one of the types of financial incentives that is less attractive in motivating workers as there is a medium positive relationship between salary and organizational commitment (Beyond the Bonus, 2013). Employees who are motivated by other means of incentives aside salary tend to perform optimally in organization.
In testing the third hypothesis, the result of Pearson’s Product Moment Correlation analysis revealed that, there is significant relationship between rewards and employees efficiency in Zenith Nigeria Plc. In agreement with the first hypothesis, Latham and Baldes (1975) suggest goal-setting may provide the employees a sense of achievement, recognition and commitment about what they planned to do. According to Kovach (1999), work appreciation, feeling of being famous and job security are three facts that are used to motivate the employees. As per Nelson (2001) when an employee is rewarded by he is more inclined towards organizational goals and targets which lead to enhance the performance, productivity, valued experienced, profitability, retention rate of employee and lower absenteeism. Researcher highlights when people are paid for doing a good job, they considers it as part of salary. Reward, whether tangible, social or job related are additional benefits separate from monetary compensation that shows respect and praise accomplishment.
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[bookmark: _Toc15264746]5.0 	SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc15264747]5.1    SUMMARY OF FINDINGS
The aim of the study was to investigate the influence of motivation on employee’s performance in Nigerian banking sector. A case study of Zenith bank in Lagos state. The success of organizations depends on many factors such as national policies, external environment, economics, availability of resources and talented, motivated employees. All organizations need motivated employees to be effective and efficient in their functioning. 
After a thorough analysis and interpretation of the data collected, a number of findings were made and these include:
i. There is significant relationship between promotion and employees’ performance in Zenith Bank Nigeria Plc.
ii. There is significant relationship between incentives and performance in Zenith Bank Nigeria Plc.
iii. There is significant relationship between rewards and employees efficiency in Zenith Bank Nigeria Plc.
iv. Respondents agreed that incentives are adequate to uplift employees to perform better at their duty post
v. Respondents agreed that Regular incentives inspires employees’ to give more to the organization 
vi. Respondents agreed that swiftness and agility of employees in carrying out their responsibilities are made possible with the existence of a standard reward plan
vii. Respondents agreed that money is preferred as a reward for employees’ efficacy than any other incentives.
[bookmark: _Toc15264748]5.2    CONCLUSION
From the foregoing and using Zenith Bank Nigeria Plc as a case study, this research work has shown beyond all reasonable doubts that promotion, incentive and reward are powerful factors to increase employee performance.
The research also revealed that if these incentives are effectively and professionally applied, it will lead to employee performance increase thereby fostering organizational growth and survival.
In all, it is imperative for organizations that desire increased level of performance from their employee to ensure that incentives is considered and implemented, in addition to employee usual wages and salaries. A substantial part of this benefit was revealed from the presentation and analysis of data from Zenith Bank Nigeria Plc. The response from respondents and the test of hypothesis indicated that there is a significant relationship between rewards and employee performance. This means of motivation is of great value to the organization as non-motivational incentives do not involve direct payment of cash and they can be tangible or intangible. Some examples of this  kind of incentives are; encouraging the employees by providing them with autonomy and more responsibility in their job, allowing them to use variety of skills and knowledge, participation in decision making, promotion, recognizing any single contribution or good work verbally or through small gifts, letters of appreciation, plagues, tickets to social or sports activities etc., assigning challenging duties, improving working conditions, organizing social activities in the work place, etc.
Incentives have the potential to satisfy employee needs and motivate them without necessitating significant amounts of the use of organizational financial sources. This is an important factor in light of declining budgets and resource scarcity and they are much easier to administer than motivational incentives.
The motivation of bankers in developing economies like Nigeria is important for several reasons. Banking industries have an overwhelmingly dominant position in developing-economies' export earning, and are extremely important engines of economic growth. Consequently, management of banks in these economies have obtained greater freedom in running their industry and for them to achieve their goals they have to ensure that employees are fully committed to the objectives of the organizations. This can only be possible with motivated employees.
Employees who are motivated to work energetically and creatively toward the accomplishment of organizational goals                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                          are one of the keys to organizational success. Motivation is particularly essential for bankers because the banking industry is a sensitive sector in any nation.
[bookmark: _Toc15264749]5.3	RECOMMENDATIONS
In line with the findings and conclusions reached, the following recommendations are made:
i.	It is recommended that performance standard for the award of incentives is established if the organization must benefit from the gains of incentives. Although to some extent, establishing performance standards is also necessary for awarding some of the incentives, this is much easier to determine than the case for incentives. It is so because one of the objectives of offering incentives is to encourage any single behavior that is beyond expectations, regardless of whether the behavior is extraordinary or not.
ii.	The use of incentives in the workplace does not necessarily mean that they always lead to motivated employees and in turn increase in performance of the employees. This study proposes that incentives have the potential to affect the motivation of employees positively if the necessary circumstances are met. Hence the circumstance such as working condition, understanding of performance standards and communication of these standards should be in place.
iii. 	For organizations to benefit from these motivational tools effectively, first it is necessary to establish recognition as a widely applied practice. To do that, this concept may be introduced to organizations through seminars in order to enhance its practice and ensure that it is employed adequately. From time to time, employee surveys can be conducted in organizations to measure how well supervisors are doing in the area of employee recognition. Moreover, the awarding of certificates of appreciation and thanks should be established as a more frequently used method, rather than an incentive that is used only for some exceptional cases. Also, bulletin boards and departmental 'newsletters may be used as effective means in recognizing the successful employees.
iv. 	Employee opinion surveys should be conducted in organizations to determine the specific incentive types that each department value most. This may be effective especially for the determination of tangible incentives that would be offered for a performance above expectations.
v. 	Incentives are not only essential to compensate for the inadequacy of wage and motivational incentive levels, but also they are vital to satisfy employees many other needs such as social interaction, belongingness, recognition, respect, attention, a feeling of achievement, autonomy, a meaningful job, a feeling of self-worth, developing one's full potential, feedback about performance etc. Moreover, they are valuable means of recognizing any single contribution, suggestion and success of the employees. Hence when the use of incentive is being considered by the organization these other areas of incentives mentioned above should be included as they enhance employee positive behaviors thus, contributing to the accomplishment of organizational goals.
· Promotion: the number of years spent on a grade before consideration for promotion should be de-emphasized. Productivity appraisal forms should be objectively constructed so that deserving staff should be encouraged. Promotion exercise should be regular or else staff will not put in their best except, on the year they expect to be promoted.
· Loan: The essence of loans is to assist the staff acquire those things he cannot readily afford through his salary and savings. Thus the value of loan available to the staff should be appropriate to acquire the required items as well as have a flexible repayment in order not to become a burden to the staff.
· Training: Emphasis should be placed on training, as this would improve the workers both intellectually and technically in carrying out their duties. Therefore training programmes should be arranged both in-house and externally which apart from helping to improve the worker's advancement, it also affords them the opportunity to keep abreast of modern trends in the industry. Workers should also be made to use the knowledge gained in the course of their training by exposing them to responsibilities and challenging tasks that would give them a sense of fulfillment.
· Transportation and accommodation: Adequate staff buses should be provided for staff as this will not only eliminate their transportation problem, but also ensure that staff will not give excuses for coming to work late.
[bookmark: _Toc15264750]5.4     SUGGESTIONS FOR FURTHER RESEARCH
i.	As was emphasized before, this study was limited to one sector which is the banking sector and one bank in banking sector. Hence, this subject may be investigated further in other sectors and organizations for better understanding of the motivating potential of incentives, reward and promotion on employee performance it is suggested that further studies look into more sectors and the sample size be increased.
ii. 	The results of these future studies may also be compared to the results of studies from public organizations where the employees are not familiar with the use of incentives as a practice in their organization.
iii.	In general, some of the motivations are offered to recognize a particular performance and some are offered just to increase the morale of the employees like the above mentioned incentives. Except for the recognition of simple contributions, it may be necessary to establish some performance criteria to award more special incentives to the employees. To this end, one of the most immediately pressing needs for future research attention involves the measurably of employee performance in typical Jobs.
iv.	More researches may be conducted in different organizations to determine the incentive preferences of employees and to compare them for any significant differences based on job title, education, age, gender etc.
vi. 	The incentive preferences of private employees may be compared to those of public sector employees to determine whether the factors motivating public sector and private sector employees are significantly different from each other.








[bookmark: _Toc15264751]REFERENCES/BIBLIOGRAPHY 
Ajang, P. E. (2006). Assessing the role of work Motivation on Employee Performance. Umeå School of Business and Economics; Umeå University. 
Akanbi, P. A. (2002). Influence of Extrinsic and Intrinsic Motivation on Employees’ Performance. Ajayi Crowther Univeristy, Oyo, Oyo State.  
Akerele, A. (1991).  Role of Labour in Productivity. Nigeria Journal of Industrial Relation, 5: 50-58. 
Akintoye, I. R. (2000). The place of financial management in personnel psychology. A Paper Presented as Part of Personnel Psychology Guest Lecture Series. Department of Guidance and Counselling, University of Ibadan, Nigeria. 
Ali, A., Abrar, M. & Haider, J. (May, 2012). Impact of Motivation on the working performance of employees- A case study of Pakistan. Global Advanced Research Journal of Management and Business Studies, Vol. 1(4) pp. 126-133. 
Anwar, M. S., Aslam, M. & Tariq, M. R. (2011). Temporary Job and its Impact on Employee Performance. Global Journal of Management and Business Research; Volume 11 Issue 8 Version 1.0 
Bergum, B. & Lehr, J. (1984). Monetary incentives and Vigilance.  Journal of Experimental Psychology, No. 7: 197-198. 
Farrell, D.  & Rusbult, C. E. (1981). Exchange Variables as Predictors of Job Commitment and Turnover. Journal of Organizational Behaviour and Human Performance, 27: 78-95. 
Egwuridi, P. C. (1981).  Job Satisfaction: “Effects on Job Characteristics”. Unpublished M.Sc. Dissertation, University of Lagos, Nigeria. 
Feldman, D. C. & Arnold, H. J. (1983). Management of Individual and Group Behaviour in Organization. McGraw Hill Inc. New York, USA. 
Flippo, E .B. (1982). Personnel Management, 5th Ed. London, McGraw hill Inc.  
Gana, A. B. & Bababe, F. B. (2011). The Effects of Motivation on Workers Performance: A Case Study of Maiduguri Flour Mill Ltd. Borno State, Nigeria. Continental J. Social Sciences 4 (2): 8 – 13. 
Halepota, H. A. (2005). Motivational Theories and Their Application in Construction. London Cost Engineering Journal, Vol.47, No.3.pp, 14-35.  
Lawler, E. E. (1985). The Effects of Performance on Job Satisfaction. Industrial Relations, 7: 20-2. 
Lucky, E. O. I., Minai, M. S. & Rahman, H. A. (2013). Impact of Job Security on the Organizational Performance in a Multiethnic Environment. Research Journal of Business Management; Volume 7, Issue 1, Page # 64-70. 
Luthans, F. (1998). Organizational Behaviour, 8th Ed. Boston: Irwin McGraw-Hill.  
Miner, J. B., Ebrahimi, B. & Wachtel, J. M. (1995). How Deficiency in Management Contributes  to  the  United  States'  Competiveness  Problem  and  What  can  be  Done About It? “Journal of Human Resource Management”. Fall, p. 363. 
Muogbo, U. S. (2013). The Impact of Employee Motivation on Organizational Performance: A Study of Some Selected Firms in Anambra State Nigeria. The International Journal of Engineering and Science (IJES), Volume 2, Issue 7, Pages 70-80. 
Nwackukwu, C. C. (1994). Effective Leadership and Productivity: Evidence from a National Survey of Industrial Organization. African Journal for the Study of Social Issues, 1:38-46. 
Olajide, A. (2002). Getting the best out of the employees in a developing economy. A Personnel Psychology Guest Lecture Series. Department of Guidance and, University of Ibadan, Nigeria. 
Opu, S. (2008). Motivation and Work Performance: Complexities in Achieving Good Performance Outcomes; A Study Focusing on Motivation Measures and Improving Workers Performance in Kitgum District Local Government. Graduate School of Development Studies, Institute of Social Studies.  
Suleiman, W. (2013). A Study of Causes of Poor Attitude to Work among Workers of both Public and Private Sectors Organizations in Bauchi State-Nigeria. International Journal of Academic Research in Business and Social Sciences; Vol. 3, No. 7. 
Shenkel, R. & Gardner, C. (2004). Five Ways to Retain Good Staff. Family Practice Management, NovDec, pp. 57-59. 
Weihrich, H., Cannice, M. & Koontz, H. (2008). Management: A Global and Entrepreneurial Perspective, 12th Edition. N. Y; McGraw Hill Higher Education. 
William, A. N. (2010). Employee Motivation and Performance. Douala-Cameroon: Ultimate Companion Limited. 
Wood, A. T. (1974). Effects of Contingent and Non-Contingent Rewards and Control on Intrinsic Motivation. Organization Behaviour and Human Performance, No. 8, pp 217-229. 



















(REFERENCES)SOME WEBSITES USED AS A RESULT OF THIS PROJECT
https://archpublichealth.biomedcentral.c
https://www.sciencedirect.com/science/ar
https://ufdc.ufl.edu/UFE0046750/00001
http://www.sciedu.ca/journal/index.php/j
http://www.oecdbetterlifeindex.org/count
https://eur-lex.europa.eu/legal-content/
https://www.studymode.com/essays/Univers
http://onlinelibrary.wiley.com/doi/10.10
https://resources.saylor.org/wwwresource
https://www.iter.org/of-interest/838
http://eur-lex.europa.eu/legal-content/e
http://cees.mak.ac.ug/sites/default/file
https://www.academia.edu/1781027/A_Preli
https://www.academia.edu/5650563/http_ww
http://downloads.hindawi.com/journals/nr
https://ir.ngmbio.com/node/6566/html
https://www.ukessays.com/essays/business
https://www.uniport.edu.ng/schools/educa
https://www.researchgate.net/publication
https://www.academia.edu/6987857/The_Rol
https://bmchealthservres.biomedcentral.c
https://www.sciencedirect.com/science/ar
https://www.iproject.com.ng/business-adm
https://www.uniport.edu.ng/resources/sta
https://www.ncbi.nlm.nih.gov/pmc/article
http://ijaret.com/wp-content/themes/feli
http://eprints.covenantuniversity.edu.ng
https://www.academia.edu/22642525/AN_ASS
https://www.academia.edu/25512007/NON-FI
https://www.researchgate.net/publication
http://www.public.asu.edu/~kroel/www500/
https://www.researchgate.net/publication
https://www.researchgate.net/publication
https://link.springer.com/article/10.100
https://www.academia.edu/35975891/PAKIST
https://www.coursehero.com/file/37490691






APPENDIX (A)   QUESTIONNAIRE 
              COLLEGE OF HUMANITIES MANAGEMENT AND SOCIAL SCIENCES,
DEPARTMENT OF BUSINESS ADMINISTRATION
MOUNTAIN TOP UNIVERSITY.
KILOMETER 12, LAGOS-IBADAN EXPRESSWAY,
PRAYER CITY, OGUN STATE.
Dear Respondent,
LETTER OF INTRODUCTION
I am an undergraduate student in the above department and institution. I am undertaking a research project in partial fulfillment for the award of B.Sc. Business Administration. The research has to do with the influence of motivation on employee performance in Nigerian banking sector. (A study of Zenith bank in Lagos state).
The questions were drafted in form of a questionnaire and also designed to find out your opinions about how motivation can or not influence performance of employees in Zenith Bank. This is purely for academic exercise and all information you provide will be treated in confidence. Therefore, I will appreciate candid and precise information as much as possible.
Thank you for your anticipated co-operation.
Yours faithfully,
[image: C:\Users\GLORY\Documents\BUSINESS ADMINISTRATION\MY PERSONAL\DOCUMENTS\SIGNATURE 1.jpg]
ADEBAYO GLORY OLADIPO




SECTION A                    (SOCIAL- DEMOGRAPHIC DATA)
Please mark (√) in the box the answer you think is appropriate.
1.	SEX
(a)	Male
(b)	Female  [image: ]

2.	AGE
(a)    25 – 30 years  
(b)    30 – 39 years
(c)    40 – 49 years
(d)    50 – 59 years

3.	MARITAL STATUS
(a)	Single 
(b)	Married
(c)	Widowed
(d)	Divorced
(e)	Separated
4.	QUALIFICATIONS
(a)	OND
(b)	HND/B.Sc.
(c)	M.Sc./MBA
(d)        Ph.D.
5. How long have you worked in this organization?
(a) 5years and below
(b) 6 years to 10 years 
(c) 11 years to 15 years 
(d) 16years and above
6. What is your current position in your organization?
(a) Top management 
(b) Middle management
(c) Supervisory
(d) General Staff.
                      


 SECTION B: INFLUENCE OF PROMOTION ON THE ABILITIES OF EMPLOYEES
INSTRUCTION: Please tick (√) against your chosen option and express your view where necessary. The Likert 5 Point scale is used in construction of this questionnaire to elicit your responses opinions on each statement. The adopted options and scales are as follow: Strongly agree (SA), Agree (A), Undecided (UD), Disagree (D) and strongly disagree (SD).  
	
	Statement
	SA
	A
	UN
	D
	SD

	7
	The Promotion procedure operating in Zenith bank is one of the best in Africa. 
	
	
	
	
	

	8
	Promotion exercise in Zenith bank is favourable to every cadre of staff of the Bank.
	
	
	
	
	

	9
	The hierarchy structure through which employees advance in Zenith Bank can be said to enhance performance.
	
	
	
	
	

	10
	Employee promotion boosts their ability to carry out assignments in the bank.

	
	
	
	
	

	11
	Employees get promoted as at when due which serves as an impetus to their performance in the bank.
	
	
	
	
	

	12
	The more employees get promoted, the more likely they are to be meritorious and competent in carrying out their obligations in the Bank.
	
	
	
	
	


                    

                    SECTION C: INFLUENCE OF INCENTIVES ON EMPLOYEES PERFORMANCE
INSTRUCTION: Please tick (√) against your chosen option and express your view where necessary. The Likert 5 Point scale is used in construction of this questionnaire to elicit your responses opinions on each statement. The adopted options and scales are as follow: Strongly agree (SA), Agree (A), Undecided (UD), Disagree (D) and strongly disagree (SD).  
	
	Statement
	SA
	A
	UN
	D
	SD

	13
	Incentives are very important in the work place for employees’ effectiveness.
	
	
	
	
	

	14
	It is not only incentives that motivate employees to give their best to the organization.
	
	
	
	
	

	15
	Incentives are adequate to uplift employees to perform better at their duty post.
	
	
	
	
	

	16
	Money is preferred as a reward for employees’ efficacy than any other incentives.
	
	
	
	
	

	17
	Regular incentives inspires employees’ to give more to the organization.
	
	
	
	
	

	18
	Incentive helps settle bill therefore it plays an important role in the effectiveness of employees in any organization
	
	
	
	
	


                         
                                 

   SECTION D: IMPACT OF REWARDS ON EMPLOYESS EFFICIENCY 
INSTRUCTION: Please tick (√) against your chosen option and express your view where necessary. The Likert 5 Point scale is used in construction of this questionnaire to elicit your responses opinions on each statement. The adopted options and scales are as follow: Strongly agree (SA), Agree (A), Undecided (UD), Disagree (D) and strongly disagree (SD).  
	
	Statement
	SA
	A
	UN
	D
	SD

	19
	It is difficult to operate in a work environment that is not rewarding
	
	
	
	
	

	20
	Organizational operations that is compensation inclined helps efficiency of the employee
	
	
	
	
	

	21
	Absence of reward system leads an unmotivated workforce
	
	
	
	
	

	22
	Workplace activities and duties are put on track with the help of proper compensation plan
	
	
	
	
	

	23
	Swiftness and agility of employees in carrying out their responsibilities are made possible with the existence of a standard reward plan
	
	
	
	
	

	24
	An organization that does not include competitive reward plan in its operation will hinder the proficiency of the employees.
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b24  An organization that does not include competitive reward plan in its operation
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