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CHAPTER ONE
          INTRODUCTION
1.1	Background to the Study
In the current competitive business environment, the organizations are facing a lot of challenges and among these issues are: getting right employees, retaining them, ensuring their commitment, and productivity. In addition, today the benefit of human resource is measured to be one of the most important advantages of any organization; and in order to acquire the results with the highest efficiency and effectiveness from human resource, motivation of employee is very essential (Gohari, Ali, Seyed and Mahmood, 2013). In fact, employees will do their highest when they feel or hope that their hard work are to be rewarded by their managers. Employee commitment, productivity and retention issues are emerging as the most critical challenge on the management of workforce in the immediate future. This challenge is driven by the concerns of employee loyalty, corporate restructuring efforts and tight competition for key talents (Kresiman, 2002). In this regard, organizations have recognized employee fringe benefits to be a significant element that influences the success of an organization. According to Mathis and Jackson (2003), fringe benefits are forms of indirect compensation given to an employee or group of employees as a part of organizational membership. Bratton and Gold (2009) defined fringe benefits as that part of the total reward package provided to employee in addition to base or performance pay. Fringe benefits focus on maintaining (or improving) the quality of life for employees and providing a level of protection and financial security for workers and their family members. Like base pay plans, the major objective for most organizational fringe compensation programs is to attract, retain and motivate qualified, competent employees (Bernardin, 2007).  As a matter of fact, Kreitiner and Kinicki (2004) pointed out some common fringe benefit to include retirement or pension plans, medical and dental insurance, education reimbursement, time off, paid vacation and use of company car. The authors stated that fringe benefits increases economic security of employees, motivates employees, and in doing so, improve workers retention across the organization.  Kwak (2012) stated that employees value or welcome retirement benefit more than other fringe benefits.  Ifediniru (2012) made it clear that retirement benefit is a prime motivator for improved employees’ productivity. Lack of retirement benefit makes employees not to be committed to their job which limit their contribution to the organization, and in turn affect organizational performance, produce employees who are dissatisfied, disengaged more than feeling empowered.
1.2 Statements of the problem
The rate at which employees’ attrition is increasing in business organization has become a thing of concern and it is obvious that the steps taken by the managements and stakeholders of these organizations have not solved this problem. The evolving competition in the business environment in Nigeria evident from the increasing number of new small and medium and large scale enterprises has called for good formulation, administration and implementation of good compensation policies that would allow firms to retain their best hands and ensure better performance from their employees. The productivity of employees in business organization in Nigeria is known to be relatively low compared with that of their counterparts in the developed countries (Iyida, 2015). The above has been attributed to low fringe benefits (Ifediniru, 2012). This does not augur well for the firms and economy of Nigeria in this economic meltdown. Therefore, employees need implement different benefits to improve the morale, commitment, job satisfaction and performance of their employees. The study stems from insufficient empirical data on the effect of fringe benefits on employees, performance in an organization.
1.3	Research questions
i. 	Do employment security benefits enhance employee performance in an organization? 
ii. 	To what extent do health protection benefits affect employee performance in an organization? 
iii. 	How do fringe benefits affect employee performance in an organization? 
1.4	Objective of the study
The general objective of this research work is to access the effect of fringe benefit on employee performance.
The specific objectives of the study were: 
i. 	To determine whether employment security benefits have an effect on employee performance in an organization. 
ii. 	To find out whether health protection benefits have an effect on employee performance in an organization. 
iii. 	To examine whether fringe benefits have an effect on employee performance in an organization. 
1.5 	Research hypothesis
H01: 	Employment security benefits have no effect on employee performance in an organization. 
H02: 	Health protection benefits have no effect on employee performance in an organization. 
H03: 	Fringe benefits have no effect on employee performance in an organization. 
1.6	Significance of the study 
There is some debate over fringe benefits on whether they facilitate organizational performance and whether they impact on an organization’s ability to attract, retain and motivate employees. Conventional wisdom also says that fringe benefits can affect recruitment and retention, but there is little research to support this conclusion. This statement indicates that there is a gap which has not been explored and therefore this study was undertaken to seek to establish whether fringe benefits really do have an effect on employee productivity and make appropriate recommendations on how to address the problem. The researcher benefitted from the study as it added on to the growing body of knowledge on the roles of fringe benefits in organizations. The study will also act as a source of reference for further studies to be done on human resource in most organizations in Nigeria. Employees will also benefit much from this study. Fringe benefits being one of the huge components in determination of organization performance, most of the employees will use the recommendations given to enhance high level of cooperation in their various job groups. The study will also help the Government and other employers with information which will help them come up with policies and legislations on the administration of fringe benefits. Future researchers will also benefit from this study because it will provide them with relevant information on the topic. 
1.7 	Scope of the study 
The study was specific to the Guaranty Trust Bank Plc, Ilorin, under the which has a total of 60 middle level and lower level staff of various cadres. The number was reflective of the entire Guaranty Trust bank in Ilorin, Unity Branch located in Kwara State. 
1.8	Definition of terms 
Fringe benefits:  these are addition benefits (monetary or non-monetary) available to workers as a member of an organization apart from be normal salary or ways and which are the total cost of labour.
Morale;   this is the sum total of the attitude of all the workers of one group. If we can design the attitude of individuals, we can deduce them from the overall. Morale cannot directly be measured.
Effectiveness:  Any person who received remuneration or to whom any remuneration access by reason of any service rendered by such person to or on benefit of a labour broker.
Employer:   Duckers (1955) suggested that an employer is controls and direct a servant or worker under an express or implied contract of employment and or obligated to pay him or her salary or way in compensation.
Motivation:      it can be defined as the process that initiates, guides and maintain good oriented behaviors’.












CHAPTER TWO
            Literature review
2.1	Introduction
The aim of this chapter is to review other studies done in the area of Fringe Benefits effects on employee performance. A Theoretical Review (with reference to the Expectancy Theory, Need Theory and Total Reward Model), Empirical literature review and a conceptual framework that shows the relationship between the variables was carried out in the chapter.
2.2	Conceptual framework
2.2.1	Fringe Benefit
According to Mathis and Jackson (2003), fringe benefits are forms of indirect compensation given to an employee or group of employees as a part of organizational membership. Bratton and gold (2009) view fringe benefit as that part of the total reward package provided to employees in addition to base or performance pay. Fringe benefits, which are supplementary in nature, not worked for, and are usually given to all employees of an organization, irrespective of their different performances such as annual leave allowances, salary advance and educational assistance (Adeniji and Osibanjo, 2012). Fringe benefits encompass a broad range of benefit; other than wages and salaries that organizations provide for their employees. Among others, they include worker’s compensation in form of social security and unemployment insurance, housing (employer provided or employer-paid), group insurance (health, dental, life etc.), disability and income protection, retirement benefits, day-care, tuition reimbursement, sick leave, vacation (paid and not paid), profits sharing, fund for education and other specialized benefits. Others include free or subsidized transportation, salary advance, employee stock-ownership scheme, performance awards and prizes, provision of lunchroom, payment of company-picnic, among others. The purpose of fringe benefit is to increase the economic security of staff members and in doing so, improve workers retention.



2.2.2	The General Fringe Benefit 
Health Protection Benefits: -This is a kind of benefits employees receives for work-related accidents and injuries. Accidents, overexertion, or injuries caused by excessive lifting, carrying, or pushing, adds significantly to employer costs with an annual impact in the billions of dollars. Baase (2009) stated that evidence clearly shows that the health of the workforce is inextricably linked to the productivity of the workforce and the health of the nation’s economy.
Retirement Benefits:-Retirement plans is addition to serving as a tax advantaged means of accumulating retirement income can enhance productivity. Pension  strongly influence workers’ behavior, giving younger workers a compelling reason to continue working for their employer and encouraging older workers to retire on a timely basis.
Personnel Recognition Benefits:-Employee welfare has been stated by Mishra and Bhagat (2007) as a state of well-being, health, happiness, prosperity and development of human resources which involves both the social and economic aspects. The social concept of welfare refers to the welfare of the average worker, his family and his community at large while the economic aspect of the welfare package covers promotion of economic development by increasing production and productivity.
Educational and House Allowances:-Employers have found that educational and tuition aid assistance benefits are highly desired by employees. These programs have been found to aid employee retention and recruitment. The program normally covers some or all costs associated with formal education courses and degree programs, including the costs of books and laboratory materials (Mathis, 2003). Maternity Leave:- Section 29 of employment Act (2007) provides that a female employee shall be entitled to maternity leave on full pay if she gives not less than seven days written notice in advance, or a shorter period as may be reasonable in the circumstances, of her intention to proceed on maternity leave. A female employee is entitled to three months maternity leave in addition to any period of annual leave she is entitled to, and sick leave if she happens to fall sick during her time of confinement and with the consent of the employer.

2.2.3	Fringe Benefits and Performance
Fringe benefit is critical to organizational improved performance and sustenance. According to schein (2009), when people are recruited, selected, trained and allocated responsibilities, management must focus on creating enabling environment that facilitates high level performance over a long period of time and also to make it possible for individuals to meet some of their most important needs through the provision of incentives not expressly stated in their appointment letters. This is usually achieved by providing fringe benefits for its members of staff which could ultimately lead to better individual and organizational performance (Jensen and McMullen, 2007). Many studies in the literature, have examined the impacts of fringe benefits on workers’ performance; and by extension on organization’s productivity (Al-Nsour, 2012; Scheepers 2009 Pouliakas 2008; Pinar, 2008). According to Lawler (2003), successes and survivals of organizations are determined by the way workers are remunerated and rewarded. Also, Dixit and Bhati (2012) argued that poor compensation packages have been a major factor affecting employees’ commitment and productivity. They argued that for any organization to achieve its set objectives in any competitive society, employers must a thorough understanding of what drives employees to perform efficiently and reward them accordingly. In doing this, Spector (1997) stressed that organizations often provide fringe benefits and other “perks” to their employees in order to create a more comfortable workplace, increase overall productivity and facilitate greater level of efficiencies.
2.2.4	Organizational Performance
Whether a company has good or bad performance depends on how competitive it is in the market (Hall, 2001). The performance is derived from a comparison of results/output, or a comparison between the actual output achieved and the initial projection/target. Meanwhile it provides a criterion for measuring how an organization reaches goals, both effectively and efficiently by using resources and meeting customers’ needs. Any marketing event launched by a corporate group is expected to eventually lower the costs while improving profits. 
When that marketing event has been carried out for a given period of time, its marketing performance must be evaluated to determine its appropriateness.
2.3	Theoretical framework
2.3.1 	Expectancy Theory 
The Expectancy Theory of Motivation provides an explanation of why individuals choose one behavioral option over others. The basic idea behind the theory is that people will be motivated because they believe that their decision will lead to their desired outcome (Redmond, 2010). Expectancy theory proposes that work motivation is dependent upon the perceived association between performance and outcomes and individuals modify their behavior based on their calculation of anticipated outcomes (Torrington, 2009). This has a practical and positive benefit of improving motivation because it can, and has, helped leaders create motivational programs in the workplace.  This theory is built upon the idea that motivation comes from a person believing they will get what they want in the form of performance or rewards. Although the theory is not all inclusive of individual motivation factors, it provides leaders with a foundation on which to build a better understanding of ways to motivate subordinates (AETC, 2008). Expectancy theory is classified as a process theory of motivation because it emphasizes individual perceptions of the environment and subsequent interactions arising as a consequence of personal expectations. 
2.3.2 	Need Theory 
According to Jones and George (2006), needs-based motivation theory is based on the understanding that motivation stems from an individual's desire to fulfill or achieve a need. Human beings are motivated by unsatisfied needs, and certain lower needs must be satisfied before higher needs can be satisfied. In general terms, motivation can be defined as the desire to achieve a goal, combined with the energy, determination and opportunity to achieve it. The basic premise of the need theory is that people are motivated to obtain outcomes at work that will satisfy their needs. It complements the expectancy theory by exploring the depth at which outcomes motivate people to contribute valuable inputs to a job and perform at high levels. A manager must determine what needs the person is trying to satisfy at work and ensure that the person receives outcomes that help to satisfy those needs when the person performs at a high level and helps the organization achieve its goals. This research will concentrate on the basis of this theory. The most basic human needs, represented by food, water, shelter and safety, are considered essential for human existence. Higher-order needs are those associated with social activities, esteem building, and self-actualization or constant self-improvement. Elaborating further on this theory, Whittington and Evans (2005) stated that "each of these needs operates at all times, although one deficient set dominates the individual at any one time and circumstance" (p.114). The motivation experienced by humans to fulfill these needs is either derived from internal or external factors. People who experience internal motivation are influenced by factors that cause a sense of accomplishment and pleasure, while externally motivated people are commonly influenced by factors controlled by others, such as money and praise (Deci, 1985). Maslow's hierarchy of need theory is commonly displayed in a pyramid fashion, with the basic needs at the bottom and the higher needs at the top. The needs were depicted in this way to show the significance of each need on the others, with the most important and broadest category being the physiological needs at the base (Redmond, 2010).
2.4 	Empirical review 
2.4.1 	Employee Productivity 
Millea (2002) reports empirical evidence about the bi-directional relationship between employee’s benefits and productivity, in particular considering the nature of the benefits setting process in different countries. The empirical evidence of this paper as well as that of a more in-depth study for Germany (Millea, 2006) can be interpreted in the light of efficiency wages, i.e. explaining productivity as resulting from particular wage levels, for given characteristics of the labour market e.g. the total level of unemployment. Leaders should try to increase the belief that good performance will result in valued rewards. Ways of doing so include: measure job performance accurately; describe clearly the rewards that will result from successful performance; describe how the employee’s rewards were based on past performance; provide examples of other employees whose good performance has resulted in higher rewards. In essence, leaders should link directly the specific performance they desire to the rewards desired by employees. It is important for employees to see clearly the reward process at work. Concrete acts must accompany statements of intent. Compensation mechanisms can be a powerful incentive in linking performance to rewards. Compensation systems that reward people directly based on how well they perform their jobs are known as pay-for-performance plans (Berger, 2009). These may take such forms as “commission plans” used for sales personnel, “piece-rate systems” used for factory workers and field hands, and “incentive stock option (ISO) plans” for executives (Dunn, Mercer, Carpenter, & Wyman, 2010) and other employees (Baker, 2012). However, rewards linked to performance need not be monetary. Symbolic and verbal forms of recognition for good performance can be very effective as well (Markham, Dow, & McKee, 2002). 
2.4.2 	Employment Security Benefits 
Employee remuneration is not just about pay, for example, wages and salaries. It is also concerned with non-pay benefits or „benefits in kind‟. These non-pay benefits are usually known as employee security benefits; and sometimes as ‟perks‟. On balance, the former refers to the more important benefits, such as pensions, and include those which are widely applied in the organization. The latter refer either to less significant benefits such as private health insurance, or to benefits provided primarily as a privilege (Cole, 2002). He continues by saying that the work related benefits are linked closely to the day-to-day operational requirements of the organization in relation to its members. Thus, employees need to be adequately nourished during the working day, properly trained to justify their responsibilities and provided with adequate means of transport when on the organization business. 
2.4.3 	Health Protection Benefits 
Baase (2009) states  that evidence clearly shows that the health of the workforce is inextricably linked to the productivity of the workforce and the health of the nation’s economy. It also shows that employers increasingly recognize this link and are interested in improving worker health by expanding workforce health protection and health promotion benefit programs. Also many employers allow employees to miss a limited number of days because of illness without losing pay. Some employers allow employees to accumulate unused sick leave, which may be used in case of catastrophic illnesses. Others pay employees for unused sick leave. Some organizations have shifted emphasis to reward people who do not use sick leave by giving them well-pay – extra pay for not taking sick leave (Mathis, 2003). Research also shows a much greater connection between employee health and productivity in the workplace than was ever realized in the past. For example, studies have shown that on average for every one dollar spent on worker medical/pharmacy costs, employers absorb two to three dollars of health-related productivity costs (Loeppke, 2009). 

























  CHAPTER THREE
                                     Methodology
3.1	Introduction
	This chapter sets out research approach used in achieving the study’s objective. It set out the method use in selecting respondents. Collective data and analyzing the same. The chapter is thus structured in to sections, a section analyzed the research design, another presents the target population and the sampling design, the next section are the data collection instrument and data collection procedure and finally data analysis entailing the conceptual and analytical models.
3.2 Research design
	The design of the study is a descriptive research method. In addition both qualitative and quantitative methods were applied in data collection on analysis. The descriptive design is found to be suitable because it addressed major objective and research question proposed in the study adequately. 
3.3	Population of the study
The population of the study will cut across the staff of various departments both field and departmental staff of Guaranty Trust Bank Plc, Ilorin. The research population used for the study is 60 covers
3.4	Sample size and sampling techniques
	The sample size is fifty (50) staff of Guaranty  Trust Bank Plc, Ilorin. All respondents were given a questionnaire that is used for analysis. Alone the 50 questionnaires were recovered as of the whole  sum of sixty 60 questionnaires administered.
3.5	Methods of data collection
	The study gathered primary data. Primary data was obtained through questionnaires to randomly selected employee from the selected corporation. The use of questionnaires was ideal since it guaranteed confidentiality to the respondents thus they acted without any for or embarrassment. Questionnaires were circulated and filled by the respondents. Primary data enhance reliability since its conduct by the investigation conducting the research. Respondents were selected randomly in each stratum; hence the researcher employed probability sample technique to obtain the desired number of respondents. Secondary data is a data that is collective seldom for their research work, both primary and secondary data will be used. The consultation of textbooks, Journals, Magazines etc. on the subject matter are consulted for correct information.    
3.6	Instrument of data collection
	The instrument adopted for the study is questionnaire method tagged the role of training and development in the achievement of organization objectives. The questionnaires are made up of two parts (A and B). The first part (A) deals with the respondents personal data such as names, sex, age and educational qualification. While the second part (B) contain structured question on training and development on worker’s performance.
3.7	Method of data analysis
	The data collected in this study analyzed by use  percentage and chi-square for hypothesis concerning the testing. The chi-square denoted by the Greek letter Y2 is used in testing a hypothesis concerning the differences between a set of observed frequency of a sample and a correspondence set of expected or theoretical of a sample and a correspondence set of expected or theoretical frequencies.
The formula for chi-square: Y2 (FO - FE) 2i.e   FE   
Y2 = Chi- Square
FO = Observed frequency (ies)
FE = Expected frequency
∑= Summation of collected data
Therefore, Y2 (FO - FE) 2i.e FE
 The total number of the whole experiment or 
Total number of table value
Therefore, Y2 = 791.91, table value
Using a = 0.05 where a = level of significance 
Df = (r-1) (c-1)
Where D – degree of freedom   R =R C = Colum
= (6-1) (17-1)
= 5 X 16	= 80 calculated value
CHAPTER FOUR
[bookmark: _heading=h.gjdgxs]Data analysis and presentation of findings
[bookmark: _heading=h.30j0zll]4.1 	Introduction 
This chapter gives the findings of the study on the specific issues that were raised earlier in the objectives of the study. The results have been presented by the use of percentages frequency tables, pie charts and bar graph. This is the way of presenting the data so as to make them readable and comprehensible. The sum of sixty (60) questionnaires was distributed to the employees of Guaranty Trust Bank Plc, Ilorin in different sections which are Human Resource & Administration, Planning, Education, Health, as well as Finance section but only fifty (50) questionnaires were completed and returned. 
[bookmark: _heading=h.1fob9te]4.2	Data presentation and analysis 
SECTION A
Table 1: Sex of the Respondents
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	40
	80
	80
	80.0

	
	Female
	10
	20
	20
	100.0

	
	Total
	50
	100.0
	100.0
	


[bookmark: _heading=h.3znysh7]Source: Field Survey, 2025
From the findings, male occupy 80% out of 50 as the total number of the respondents while female occupy a sum of 20% out of the remaining 10 respondents. This implies that the number of male exceed the number of female by 7.6%.
Table 2: Age of the Respondents
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Under 20 years
	5
	10
	10
	10.0

	
	21 – 30
	15
	30
	30
	30.0

	
	31 – 40
	25
	50
	50
	50.0

	
	41 and above
	5
	10
	10
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
The analysis from the table above, it indicates that the number of age bearing under 20 years age is 10%, 21-30 is 30%, 361-40 is 50%, while 41 and above comprises of 10%. The manifestation here is that, young people are likely to quiet their employment than the older people because their seeking for green pastures.
[bookmark: _heading=h.2et92p0]Table 3: Education Level of the Respondents
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SSCE
	5
	10
	10
	10.0

	
	ND/NCE
	10
	20
	20
	30.0

	
	HND/BSC
	35
	70
	70
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
The table above shows that SSCE level has a small percent of 10% whereas at the level of ND/NCE the percentage is moderate about 20%, coming to the HND/BSC level the number goes high to about 70%. This is a justification that the total respondents comprise a reasonable number of employees possessing HND/BSC level than any other educational category.
[bookmark: _heading=h.tyjcwt]



Table 4: Year spent in the organization
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	1-2 years
	25
	50
	50
	50.0

	
	3-5years
	12
	24
	24
	70.0

	
	6-7years
	5
	10
	10
	90.0

	
	8 and above
	8
	16
	16
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
The table above presents analysis concerning employees’ length of service; it begins with the specific range of years showing the length of service of an employee followed by its percentage rate. For instance employees whose length of service is less than 5 years have 39.2%, 5-9 years weighs 27.7 %, and 15-19 years contain 13.1% while 20 and above weighs 20.0%. This is to justify that the large the percentage rate the longer the period of employees service in the same organization.
SECTION B
Table 1: Do employment security benefits enhance employee performance in an organization? 
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	35
	70
	70
	70.0

	
	No
	15
	30
	30
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
From the above table, out of the 50 respondents, 35(70%) of the respondents indicated Yes that Employment Security Benefits Enhance Employee Performance while the remaining 15(30%) of the respondents said No.

Table 2: Do health protection benefits affect employee performance in an organization? 
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	5
	10
	10
	10.0

	
	No
	45
	90
	90
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
From the above table, out of the 50 respondents, 5(10%) of the respondents indicated Yes that health protection benefits affect employee performance in an organization while 45(90%) of the respondents said No that health protection benefits does not affect employee performance in an organization.
Table 3: Do fringe benefits affect employee performance in an organization? 
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	40
	80
	80
	80.0

	
	No
	10
	20
	20
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
From the above table, out of the 50 respondents, 40(80%) of the respondents indicated Yes that fringe benefits affect employee performance in an organization while the remaining 10(40%) of the respondents said No.
Table 4: Fringe benefits is made forceful based on the standard operating in the industry
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agreed
	20
	40
	40
	40.0

	
	Agreed
	15
	30
	30
	30.0

	
	Strongly disagreed 
	10
	20
	20
	20.0

	
	Disagreed
	5
	10
	10
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
From the above table, out of the 50 respondents, 20(40%) of the respondents strongly agreed that fringe benefits is made forceful based on the standard operating in the industry, 15(30%) of the respondents agreed, 10(20%) of the respondents strongly disagreed while the remaining 5(10%) disagreed with the above statement.
Table 5: Do you feel motivated when you are appraised on your job performance? 
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	45
	90
	90
	90.0

	
	No
	5
	10
	10
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
From the above table, out of the 50 respondents, 45(90%) of the respondents indicated Yes that employees feel motivated when they are appraised on your job performance while the remaining 5(10%) of the respondents said No.
Table 6: Do your organization grants you benefits for housing scheme which gives you a sense of belonging? 
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	5
	10
	10
	10.0

	
	No
	45
	90
	90
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
From the above table, out of the 50 respondents, 5(10%) of the respondents indicated Yes that organization grants you benefits for housing scheme which gives you a sense of belonging while the remaining 45(90%) of the respondents said No.
Table 7: Do you consider fringe benefits important? 
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	40
	80
	80
	80.0

	
	No
	10
	20
	20
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
From the above table, out of the 50 respondents, 40(80%) of the respondents indicated Yes that consider fringe benefits important while the remaining 10(20%) of the respondents said No.
Table 8: To what extent are they important to you (Fringe Benefits)? 
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Very large
	30
	60
	60
	60.0

	
	Large moderate
	15
	30
	30
	30.0

	
	Low
	5
	10
	10
	10.0

	
	Very low
	10
	20
	20
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
From the above table, out of the 50 respondents, 30(60%) of the respondents indicated very large that fringe benefits are very important to the employees, 15(30%) of the respondents indicted large moderate, 5(10%) of the respondents indicated low while the remaining 10(20%) of the respondents indicated very low.



Table 9: Are the fringe benefits distributed fairly to all employees? 
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	10
	20
	20
	80.0

	
	No
	40
	80
	80
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
From the above table, out of the 50 respondents, 10(20%) of the respondents indicated Yes that fringe benefits distributed fairly to all employees while 40(80%) of the respondents said No that fringe benefits does not distribute fairly to all employees.
Table 10: To what extent do they positively affect your productivity? 
	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Very large
	30
	60
	60
	60.0

	
	Large moderate
	15
	30
	30
	30.0

	
	Low
	5
	10
	10
	10.0

	
	Very low
	10
	20
	20
	100.0

	
	Total
	50
	100.0
	100.0
	


Source: Field Survey, 2025
From the above table, out of the 50 respondents, 30(60%) of the respondents indicated very large that fringe benefits positively affect organizational productivity, 15(30%) of the respondents indicted large moderate, 5(10%) of the respondents indicated low while the remaining 10(20%) of the respondents indicated very low.
4.3	TESTING OF HYPOTHESIS
The regression analysis is to determine the effect of employment security benefits, health protection benefits, retirement benefits and personnel recognition benefits on employee productivity. 
The regression equation was: 
Y = β0 + β1X1 + β2X2 + β3X3 + β4X4 +ε 
Whereby 
Y = The dependent variable (Employee Productivity), 
X1= Employment Security Benefits, 
X2= Health Protection Benefits, 
X3= Retirement Benefits and 
X4= Personnel recognition 
Benefits, while β1, β2, β3 and β4 are regression coefficients of determination and ε is the regression model error term which indicates its significance. 
Hypothesis i
Employment Security Benefits and Employee performance 
	Model
	Unstandardized Coefficients
	StandardizedCoefficients
	t
	Sig.

	B 
	Std. Error
	Beta

	(Constant) 
	.270 
	.271 
	.940 
	.000 

	Employment Security Benefits 
	.350 
	.107 
	.327 
	3.276 
	.002 


Dependent Variable: Employee performance
The significance level of employment security benefits in relation to employee performance is at 0.002 thus denoting that a unit increase in employment security benefits would lead to an increase in the employee performance by a factor of 0.350. This confirms Tyson (1999) who states that overtime should be carefully planned and controlled in order to ensure that it is not misused by employees and so that it can also be productive and the COR (2006) which states that leave is granted for recuperative purposes to enable an officer renew his energies and improve efficiency.



Hypothesis ii
Health Protection Benefits and Employee Performance 
	Model
	Unstandardized Coefficients
	StandardizedCoefficients
	t
	Sig.

	B 
	Std. Error 
	Beta 

	(Constant) 
	.270 
	.271 
	.940 
	.000 

	Health Protection Benefits 
	.093 
	.154 
	.075 
	2.603 
	.548 


Dependent Variable: Employee Performance 
At a significance level of 0.077 retirement benefits on employee performance, a unit increase in retirement benefits would lead to an increase in employee performance by a factor of 0.192. This confirms Neil (2000) who states that retirement became an earned benefit in reward for years of service to a particular organization, to an industry, or, more generally, to the productive society.















CHAPTER FIVE
5.0	Summary, conclusions and recommendations
This chapter presents the summarized findings of the study, the conclusion reached at the end of the work and some recommendations made by the researcher.
5.1 	Summary of findings
The study attempted to investigate the effect of fringe benefits on employees’ performance in banking sector with particular focus on Guaranty Trust Bank Plc, Ilorin. The findings summarized here are the results obtained from the field research carried out by administering questionnaires to the staff of Guaranty Trust Bank Plc, Ilorin. The study revealed that there are two kinds of fringe benefits in use at Guaranty Trust Bank Plc, Ilorin namely; financial and non-financial fringe benefits. Both kinds of fringe benefits are laid out in employees’ contract of employment.  The types of financial fringe benefits in place at Guaranty Trust Bank Plc, Ilorin include; medical insurance, 13th month’s salary, vehicle maintenance and bonuses. The non-financial benefits include; sick leaves, compassionate leave, examination leave, monthly detergent for uniform and annual rice allocation. Factors determining fringe benefits include; revenue generated by the firm, staff performance, prevailing economic conditions, and national minimum wage regulations, operating standard of the particular industry and the kind of fringe benefit implemented by other competing firms. On this issue, the Human Resource Manager of Guaranty Trust Bank Plc, Ilorin in the event of favourable economic changes is empowered to recommend an upward review of employee fringe benefits. It was also discovered that government’s role affect level of fringe benefits by making provision of fringe benefits mandatory through the formulation of economic policies and regulations, this they do in order to prevent industry disharmony. Furthermore, findings indicated that the provision of fringe benefits boosts the morale of the staff, encourage workers to improve their level of productivity in an organization and creates a deeper sense of commitment or affinity in the staff that prevents them from leaving the organization to other competitors.

5.2 	Conclusion
Going by the summary of findings above, the following conclusions can be deduced;
1. 	There is a positive relationship between fringe benefits and employee performance at Guaranty Trust Bank Plc, Ilorin by boosting their morale and loyalty to the firm. According to Dawson (2004), “good remuneration has been found over the years to be one of the policies organization can adopt to increase their workers performance and thereby increasing the organizations performance.”
2. 	The fringe benefits at Guaranty Trust Bank Plc, Ilorin are determined by many critical factors including income, level of staff contribution, economic situation, industry standard, competitor’s types of benefits and government regulations. This confirms the stance of Banjoko regarding the cost associated with fringe benefits.“It is easy to observe that employee benefits represent a substantial cost to any organization. Yet, they are the vital and most motivating factor of the total compensation package. Although, they are referred to as fringe benefits they have come to be regarded as a crucial part of the workers earning. Thus, it requires better management on the part of the organization. This is because they are costly and once they are granted to the workers, they cannot be withdrawn without violent resistance and very dangerous consequence” (Banjoko, 2002).
3. 	Fringe benefits increase the take home pay of workers and as a result increase their commitment to the organization. According to Roots (2018), “Pay is the biggest reason why people change their jobs and as a result of this, organizations need to motivate their workers towards productivity.”
5.3 	Recommendations
At the end of this study, the following recommendations were made:
1. 	The management of Guaranty Trust Bank Plc, Ilorin. should strive to team up with the managers of other competing firms through trade associations or employers’ associations in order to harmonies the various fringe benefits policies in place in their respective organizations such that there’s an existence of a uniform fringe staff migration within the same industry and will further enhance the commitment to their respective organizations.
2. 	The management of Guaranty Trust Bank Plc, Ilorin should adopt a proactive approach to the adjustment of fringe benefits in accordance to the prevailing economic conditions at every given point in time. This will ensure the interest of the workers are well covered and will discourage workers from engaging in any form of industrial conflict through the union as a result of management’s unfair implementation of fringe benefits.
3. 	The management of Guaranty Trust Bank Plc, Ilorin should adopt an innovative approach to the provision of fringe benefits for their high performing employees. Such innovative approach can be the provision of fringe benefits on the form of employee training and development abroad. This will not only improve the productivity of such an employee, but will also ensure the retention of such an employee for a reasonably long period of time which will be legally documented and signed prior to the implementation of the innovative fringe benefit.
4. 	The management of Guaranty Trust Bank Plc, Ilorin can lower the total operating expenses associated with the provision of fringe benefits to their employees with a given period by offering financial fringe benefits in the form of stock options. This will ensure that less liquid cash is spent and a sense of ownership is created in the employees which will in turn boost their overall performance.
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APPENDIX I
Department of Business Administration,
Kwara State Polytechnic, 
Ilorin.
Dear Respondents,
	I am a final year student of the above named department. In partial fulfillment for the Award of Higher National Diploma in the Department of Business Administration, Institute of Finance and Management Studies, Kwara State Polytechnic, Ilorin.  I’m carrying out a research topic on the impact of fringe benefit on employee performance in an organization in reference to Guaranty Trust Bank Plc, Ilorin. Please, kindly complete the attached question, any information provided shall well be use for academic purpose and solicit for the Kwara State Polytechnic.   Thanks in anticipation

Yours faithfully
       F0L0RUNSHO BARAKATOLAMIDE
                                                               HND/23/BAM/FT/0464















APPENDIX II
QUESTIONNAIRE
Please tick the appropriate box
SECTION A
1. 	Sex Distribution of respondent 	Male (  ) female (  )
2. 	Age distribution: Under 20 years ( ) 21-30 years ( ) 31-40 years ( ) 40 above ( )
3. 	Educational Qualification:	SSCE ( ) ND/NCE ( ) HND/BSc ( )
4. 	Years Spent in the organization:  0-1 year ( ) 1-2 years ( ) 3-5 years ( ) 6-7 years( ) 8-10 years (   )
SECTION B
1.	Do employment security benefits enhance employee performance in an organization? Yes (   ) No ( )
2.	Do health protection benefits affect employee performance in an organization? Yes (   ) No (  )
3.	Do fringe benefits affect employee performance in an organization? Yes ( ) No ( )
4.	Fringe benefits is made forceful based on the standard operating in the industry. Strongly agreed (  ) Agreed (  ) Strongly disagreed (   ) disagreed (   )
5.	Do you feel motivated when you are appraised on your job performance? Yes (   ) No (  )
6.	Do your organization grants you benefits for housing scheme which gives you a sense of belonging? Yes (   ) No (  )
7.	Do you consider fringe benefits important? Yes (   ) No (  )
8.	To what extent are they important to you? Very large (  ) Large Moderate (   ) Low (   ) Very Low ( )
9.	Are the fringe benefits distributed fairly to all employees? Yes (   ) No (  )
10.	To what extent do they positively affect your productivity? Very highly (  ) Highly Moderately (  ) Small (  ) Very small (  )
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