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CHAPTER ONE
Introduction
 1.1
Background to The Study
The placement of organizational members into strategic positions of responsibility with authority with a view to achieving organizational objectives is structuring, hence organizational structure is sine qua non to continuous existence of every organization (Malik, S.S, 2019). Designing structure that fits company needs is a major challenge because appropriate structure determines performance of organization. Organizational structure refers to the framework that defines how tasks, responsibilities, and authority are allocated, coordinated, and controlled within a company. It shapes how employees interact, communicate, and collaborate to achieve the organization's goals. A well-designed organizational structure not only supports the efficient execution of tasks but also fosters a positive work environment that can enhance employee performance. Employee performance, on the other hand, is the effectiveness, quality, and efficiency with which employees carry out their tasks. High performance is influenced by various factors, including clarity of roles, resource availability, leadership, and the overall structure of the organization.

The relationship between organizational structure and employee performance is critical, as structure determines the flow of information, decision-making processes, and accountability. For instance, a rigid hierarchical structure may ensure clear reporting lines but could hinder innovation and slow decision-making. Conversely, a flatter or more decentralized structure might encourage creativity and faster responses but could lead to confusion if roles and responsibilities are not clearly defined.

This introduction sets the stage for exploring how different organizational structures such as functional, divisional, matrix, and network structures—affect employee motivation, efficiency, job satisfaction, and overall performance. Understanding this interplay is essential for organizations aiming to maximize productivity and foster a thriving workforce.
Managers who set out to design an organization structure face difficult such as. They must choose among a myriad of alternative frameworks of jobs and departments. The first decision focuses on individual jobs, the second decisions focus on departments or groups of jobs, while the next decision considers the issue of delegation of authority throughout the structure (Aghion P, 2020). No matter the choice the manager or a person designing the structure may take, its essence is to create an internal mechanism that reflects authority and responsibility distribution within the organization and equally show the communication channel and task coordination framework in the organization. Beyond its internal relevance, organizational structure determines the rate at which the organization responds to environmental changes and therefore must be aligned with the goals and strategies of the organization. Organizational structure defines the scope of behaviour within an organization, its lines of authority, accountability and to some extent, the organization’s relationship with its external environment. It shows the pattern of relationship with jobs within an organization (Archibong F, 2019).

Quangyen & Yezhuang (2020) argued that structure of an organization gives it the shape to carry out its duties in the business environment. It represents a formalized framework within which management operates. It is by means of organization structure that the purpose and work of the organization can be carried out. The workers that carried out the organizations work and purpose can only perform well where their satisfaction is adequately taken care of. It is therefore evident that for organization to realize its objectives, job satisfaction of the workers need to be considered. Andersson & Zbirenko (2019), discovered that structure, communication and leadership affect productivity and efficiency.

A good structure nevertheless does not by itself produce expected performance. Hence, a structure of an organization affects not only employee performance but the overall organizational performance and efficiency of organization. Poor organization structure aids poor performance irrespective of the ability of the manager (Bassey, K. & Umoh P. 2020). Similarly, poor organization structure restricts individual growth, self-fulfillment and psychological health of the workforce resulting in failure, frustrations and conflict which hinders organizational growth and development (Burton, R., & Obel, B. (2018). This implies that organizational structure affects employee job satisfaction which ultimately impacts on productivity. Therefore, the extent to which an organizational structure reduces ambiguity for an employee and clarifies problems such as what the employee is supposed to do, how the employee is supposed to do it, who the employee reports to, who the employee should meet in the event of problems; in all affects their attitudes to work and equally motivates employees to higher performance.

It is important to know that organizational structure is a formal system of task and reporting relationships that control, coordinates and motivates employees so that they cooperate and work together to achieve organizational goals (Child, J. 2019). The major challenge for managers and scholars therefore is finding the best organizational structure which enhances optimal job performance. Organization structure as the prescribed pattern of work-related behaviour, deliberately established for the accomplishment of organizational goals is believed to affect employee job satisfaction, effectiveness and organizational performance. Some structure is necessary to make possible the effective performance of key activities and to support the effort of staff, structure provide the framework of an organization and its pattern of management. It represents a formalized framework within which management operates. It is by means of organization structure that the purpose and work of the organization can be carried out (Carrell, R.M., Kuzmits, F.E. & Elbert, N.F. 1989). The fact that employees and leaders in an organization are involved in idea generation and implementation makes the incorporation of the concept of organizational structure very important.

1.2
Statement Of The Problem
 The structure of an organization which is the framework within which organizational goals and objectives are carried out is very fundamental to the realization of this goals. In the study of organization, it is recognized that organizations are structured in various ways. This portrays the complexity of it and workers to with their own goals and objectives amongst which is believed job satisfaction is paramount. 
The structure of an organization significantly influences its operational efficiency, communication flow, and employee performance. Despite its importance, many organizations struggle to identify and implement the most effective structure for achieving their goals. A poorly designed organizational structure can lead to miscommunication, duplication of tasks, unclear roles, and low employee morale, which negatively impacts overall performance.

Conversely, a well-structured organization promotes clear accountability, streamlined processes, and better decision-making, enhancing employee engagement and productivity. The challenge lies in understanding the relationship between specific structural elements—such as hierarchy, span of control, departmentalization, and centralization—and their effect on employees' performance and job satisfaction.

1.3    Research Question
      The study shall provide answers to the following research objectives.

1.  
Does structural complexity affect employee’s efficiency?

2.  
How does structural formality affect employee’s innovativeness?

3.  
What degree does structural design has on employee’s productivity?

1.4
Objective Of The Study
The main objective of this study is to examine the effect of organizational structure on job performance among employee in banking industry in Nigeria. However, specific objectives sought in the study are to:

· Assess the extent to which structural complexity affects employee’s efficiency.

· Examine the extent to which structural formality affects employee’s innovativeness.

· Evaluate the degree to which structural design has on employee’s productivity

1.5
Research Hypotheses
Based on the highlighted research objectives and research questions, the following research hypotheses are formulated to effectively guide and direct this study

1. HO1: Structural complexity does not have significant effect on employee’s efficiency
2. HO2: Structural formality does not have significant effect on employee’s innovativeness
3. HO3: Structural design does not have significant effect on employee’s productivity
1.6
SCOPE OF THE STUDY

This study focused majorly on the effects of Organizational Structure on employee Performance in Nigeria Banking Industry. First Bank of Nigeria. Attempt was made to explore conceptual, theory and empirical review of previous work on the subject matter.

However, the scope of this study will be limited to twenty (22) commercial banks quoted on the Nigerian Exchange Commission and registered with CAC (Corporate Affair Commission) which concentrate on retail banking from 2019- 2023.
1.7
Significance Of The Study
The heartbeat of every employee of labor is to achieve optimum productivity and this can only be achieved when the employees work effectively and gives in their best. But based on the findings from this study, the major factor that seems to truncate this or that affects the organizational structure on employee performance. The key focus of this study is to understand how organization structure work on employee and also to enable their employee perform effectively and yield high level of productivity.

1.8
Definition Of Terms
1. Organizational Structure: Structure defines how activities such as task allocation, coordination and supervision are directed toward the achievement of organizational objectives

2. Employee innovativeness: Employee tendency and quest to find new ways to do his
         job

3. Employee Productivity: This is the output of an employee in specific period of time

4.       Employee efficiency: This is an employee characteristic and relate to the speed and
            accuracy of an employee at the job task

5.        Organizational Formality: It is the deployment of a fixed set of rules which
       governs intra organization procedure and structures.

CHAPTER TWO 
Literature Review
2.0 Introduction
This chapter reviews relevant literature on the thematic areas in order to identify areas of convergence and divergence views of renowned authors, researchers and writers. This chapter also covers conceptual review, empirical studies and theoretical framework of the topic under study.
2.1    
 Conceptual Review
2.1.1      Concept of Organization Structure
Organizational Structure is difficult to define due to its varying applications by managers and scholars across disciplines. However, a breakdown of the concept based on this context would be of help to us. Thus, structure in one sense is the arrangement of duties for the work to be done and this is best represented by the organization chart (Coase, R. 2019).

Structure is also defined as the architecture of business competence, leadership, talent, functional relationships and arrangement (Cyert, H. 2018). Furthermore, organizational structure can be defined as how job tasks are formally divided, grouped, and coordinated (Dalton, M. & Brown, A. 2019).

Organization structure indicates an enduring configuration of tasks and activities. In other words, organizational structure is a set of methods through which, the organization is divided into distinct tasks and then create a harmony between different duties. Organizational structure deals with the formal system of task and reporting relationships that controls, coordinates, and motivates employees so that they cooperate to achieve an organization’s goal. It consists of job positions, their relationships to each other and accountabilities for the process and sub-process deliverables (Daniel, L. 2019). Organizational structure is a way responsibility and power are allocated, and work procedures are carried out, among organizational members. The most important components of organizational structure include formalization, centralization, and control (David, F. & Young,

T. 2020). Organization structure affects the way in which people at work are organized and coordinated. It equally affects the nature of the relationships they develop, their feelings about these aspects, the ways in which they carry out their works, the attributes required of those who work in particular types of structure and it has implications for the management of the employees’ performance. The general conclusions are that organizations must fit structure and processes if it must produce positive results (Donalson K. & Doty A. 2021).

Warren and Dennis (2020), defined organizational structure as the prescribed pattern of work- related behavior that are deliberately established for the accomplishment of organizational goals.
March and Simon (2018), defines organizational structure as how job tasks are formally divided and coordinated. It is the hierarchical relations among members of the organization. Organizational structure is also conceptualized as the procedure through which an enterprise is managed. It could also be defined as the framework within which management operates. Therefore, an organization structure refers to the arrangements of task, interrelations of various departments and levels of authorities to achieve co-operation of effort, delegation of authority, and effective communication along the scalar chain (ISMN Study Pack, 2022).

Daft (2023), conceptualize organization as a social institution that is based on the target is consciously planned and coordinated with the active system that is associated with the external environment. Organizations is consist Individuals with together relationship and organizational structure assist organizations in the field of optimum use of its resources to achieve organization goals and strategies (Araghi, 2020). Peter Drucker believes that organizational structure is method for achieve long-term and short-term goals in organization (Robbins, 2020).

Robbins (2021) defines Organizational structure as one of organization components that is composed element of complexity, Formalization, and centralization. According to present research aims consider two dimensions of Formalization and Centralization.

2.1.2 Overview of Organizational Structures

Mintzberg (2019) distinguished five parts that are basic to any organization. Depending on which of the five maintains the highest level of control, there are five possible organizational structures. The five basic parts are operating core, strategic apex, middle line, techno structure, and support staff. The operating core includes employees who execute the tasks that produce the organization’s product or service. Members of the operating core are specialists who receive autonomy to perform their duties. When the operating core has the control, a combination of standardization and decentralization leads to the formation of a professional bureaucracy. In this structure, the operating core holds the power because tasks call for high specialization from those providing the goods and services. However, standardization exists in the form of rules and regulations that are internalized instead of organizationally imposed. The professional bureaucracy allows an organization to operate with efficiency while giving employees their independence. This organizational form also leaves the potential for conflict among departments, and employees have a tendency to be compulsive about following the rules (Mintzberg, 2020).

Upper-level managers make up the strategic apex and are charged with responsibility for the entire organization. The strategic apex often holds the power when the organization assumes a simple structure, or a structure with low complexity and formalization (Mintzberg, 2019).

The managers who bridge the gap between the operating core and the strategic apex create the middle line. Each division of the organization becomes an autonomous unit when the middle line has control; therefore, the organization employs a divisional structure. This structure typically includes several self-sufficient units, machine bureaucracies in themselves, which are coordinated by one central headquarters. Each autonomous division allows for managers of the middle line to assume control by acting as a liaison between their respective departments and central command. These middle managers hold decision-making authority when it comes to both divisional strategy and operation. The divisional structure places an emphasis on outcomes by holding each division manager accountable for production. In doing so, the headquarters is able to focus on long-term strategic planning instead of day-to-day operation. Businesses that operate in different markets or produce different types of product can highly benefit from the divisional structure (Mintzberg, 2019). The techno structure includes analysts who hold responsibility for specific levels of standardization in the organization. A machine bureaucracy results when this segment of the organization has the power. In a machine bureaucracy, tasks are highly routinized with formalized rules and procedures. The strict standardization of government offices and banks normally places them in the category of machine bureaucracy. The techno structure becomes the major player in this structure because it includes the analysts who standardize job descriptions, budgeting, accounting, and other organizational functions. The machine bureaucracy is extremely efficient; however, it leaves room for conflict between functional departments. This type of organizational structure works well with large businesses whose tasks can be formally standardized (Mintzberg, 2019). Those who offer support services in the organization create the support staff. In a situation where the support staff has the majority of control, the organization becomes an adhocracy. The adhocracy is a unique organizational design in which there is low formalization, decentralization, and large amounts of flexibility. Toffler (2019) believed the adhocracy, characterized by a task force whose members are assembled specifically to reach a certain goal, are becoming more and more popular in corporate America, especially in areas of science. Adhocracies are made up of specialists who can each perform their tasks autonomously; therefore, a hierarchy of authority is nonexistent. There are no formal rules, and problems are quickly dealt with as they arise. Power has the potential to change hands randomly and rapidly, depending on who has the expertise to manage the current situation. Specialists are typically grouped together in teams, but each team operates informally with adjustments taking place as conditions change. With the autonomy and informal nature of the adhocracy comes the possibility of conflict due to the absence of formal positions of power.

2.1.3 Types of Organizational Structure

The two major variables are mechanistic structure and organic structure. Axiomatic theory of organizations provides a framework for defining two ideal types of organizations: mechanistic (bureaucratic) and organic (professional) (Kinicki, A. &Kreitner, R. 2019).

i. Mechanistic Structure: Mechanistic organizations are efficient, rigid, predictable, and standardized. Specifically, mechanistic organizations are characterized by a rigid hierarchy; high levels of formalization; a heavy reliance on rules, policies, and procedures; vertical specialization; centralized decision making; downward communication flows; and narrowly defined tasks. Mechanistic structure of organizations in terms of complexity has few training opportunities for their employees and less job specialty within the organization. There are different characteristics of mechanistic organizational structure. Kotler, P. & Armstrong, G. (2022) lists the following characteristics: Mechanistic or Bureaucratic Organizations; low complexity, high centralization, high formalization, high stratification, low addictiveness, high production, high efficiency and low job satisfaction. Under centralization, mechanistic structure of organizations, decision making is limited to a few people and departments in the firm. The proportion of job diversity and workers who participate in decision making is low and the decision areas they are involved in are also few (Koufieros, Y. &Peng D. 2018). According to Lin, A. & Lawrence, P. (2019) top management has the last word when it comes to decision making in a firm (Lipsey, R. G 2021). The hierarchy of command is considered to be tall since information has to pass through different levels before it gets to the end user (Murphy, T. &Willmott, P. 2019).

Nielsen, N. H. (2023) points out that labour is divided into specific which demonstrates high levels of specialization while communication within the organization is command-like. They note that procedures within the organization are permanent and written which portrays high formalization and standardization. The authors also point out that decision making is concentrated in fewer areas within an organization which depicts high centralization.

ii.
Organic Structures: Organic organizations are flexible, adaptable, and team directed. In particular, organic organizations are characterized by weak or multiple hierarchies; low levels of formalization; loose rules, policies, and procedures; horizontal specialization; decentralized decision making; communication flows in all directions; and fluidity of tasks adaptable to changing conditions. Olajide.(2019), documents the organic form as being one where individual responsibilities in an organization keep on changing and are frequently redefined with time portraying low levels of formalization. The author also adds that in this structure, communication, control and power are in the form of a network configuration as authority and decision making is spread throughout the organization thus depicting low centralization. “Organic organizations are based on interpersonal transactions; they mostly rely on interpersonal factors such as face-to-face communication and explanations within the firm while Richard, K. (2018) describe an organic organization as one whose control systems are informal and interactions among employees in a firm are common and encouraged. There are different characteristics of organic structure. Souitaris, K. & Liu, W. (2019) lists the following characteristics of organic or professional organizations as: high complexity, low centralization, low formalization, low stratification, high addictiveness, low production, low efficiency and high job satisfaction.

2.1.4    The Six Basic Elements of Organizational Structure Specialization of work

This element concerns about the division of work. It means how specific the work of each worker can be. There are two types of specialization, one is wide specialization and the other is narrow specialization. If the tasks are few and very specific, then this is the narrow specialization. If there are many tasks and the tasks are very flexible, then this is the wide specialization.

Standardization

Standardization means the degree of standardization of the work. If an organization has a high degree of standardization, it means there will be a clear statement of work, rules and regulations, detailed provisions on the work process. The higher the degree of standardization is, the less freedom a worker has to determine which work to do.

Span of control

It determines the number of levels and managers an organization has and determines the number of employees a manager can efficiently and effectively manage.
Departmentalization 

Departmentalization means how to combine the division of work reasonably. We can find five types of departmentalization. It is the grouping of related functions into manageable units to achieve the objectives of the enterprise in the most efficient and effective manner. Grouping related functions into manageable units to achieve the objectives of the enterprise in the most efficient and effective manner is departmentalization. A variety of means can be utilized for this purpose. The primary forms of departmentalization are by function, process, product, market, customer, geographic area, and even matrix (also called project organization). In many organizations, a combination of these forms is used.

2.1.5  Centralization

The power of decision making is all in the authority’s hands. The high level managers seldom listen to the grassroots level’s opinion. Occurs in an organization when a limited amount of authority is delegated. Centralization determines where the decision-making authority in the organization lies. Highly centralized decision-making leads the senior executive(s) to make judgments. In organizations that are less centralized, decision-making authority trickles down to lower levels. Highly complex organizations are generally more decentralized while organizations lower in job specialization require a central locus of control. Centralization can also be seen as the degree that decision making is concentrated at one unit point in organization. Power density at a point implies on concentration and lack of density or low density is a sign of decentralization. Concentration is the issue of distribution rate in powers decision making no geographical separation of organization. Concentration is the emphasis with formal organizational structure no with the informal organization and only used formal authority, focus look at decision-makers votes and comments. Organization will facilitate achieving the goals through group efforts coordination. Decision making and information processing are the key elements of coordination. Due to employee participation in decision-making process, decentralization in decision making is caused motivation (Robins, 2020).

Advantages of Centralization

1. Closer control of operations

2. Uniformity of policies, practices, and procedures

3. Better use of centralized, specialized experts

     2.1.6   Decentralization

The grassroots level can highly participate in the decision making process or they can decide something by themselves. Occurs in an organization when a limited amount of authority is delegated. Decentralized organizations require more communication and employee involvement (Robbins, 2020).

Advantages of Decentralization.

1. Faster decision-making without resort to higher level consultation

2. Excellent training experience for promotion to higher level management 
2.1.7
 Effects Of Structural Deficiencies On Performance

Child (2020) explains the consequences of structural deficiencies. They are:

1. Low motivation and morale: Low motivation and morale may result from apparently inconsistent and arbitrary decisions, insufficient delegation of decision-making responsibility, lack of clarity in job definition and assessment of performance, and competing pressure from different parts of the organization.

2. Late and inappropriate decision: Late and inappropriate decision may result from lack of relevant timely information to the right people, poor coordination of decision makers in different units, overloading of decision makers due to insufficient delegation, and inadequate procedures for re-evaluation of past decisions.

3. Conflict and lack of co-ordination: This may result from conflicting goals and people working at-cross purpose because of lack of clarity on objectives and activities, failure to bring people together into teams or through lack of liaison, and lack of effective systems for communicating the modification of task.

4. Poor response to new opportunities and external changes: This may result from failure to establish unit(s) concerned with forecasting environmental change, failure to give adequate attention to innovation and planning of change as a main management activity, inadequate use of teamwork and attention to relevant aspect of new projects.

5. Rising Cost: Rising cost may result from long hierarchy of authority with a high proportion of senior managers, excess of rules, procedures and administrative work at the expense of productive work.
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Fig 1

Organizational Structure and Employee performance framework

Source: Malik ShahzadShabbir, (2019) “Organizational Structure and Employee’s Performance: A Study of First Bank of Nigeria Plc”. American Research Journal of Business and Management; V3, I1; pp:1-16

EMPLOYEE PERFORMANCE

A good performance by employee is necessary for the organization, since an organization’s successes dependent upon the employee’s creativity, innovation and commitment (Ramlall, 2018). Even though employee productivity and employee job performance seems to be related, performance is in some cases measured as the number and value of goods produced. However, in general, productivity tends to be associated with production-oriented terms (e.g. profit and turnover) while employee performance is linked to efficiency or perception-oriented terms (e.g. supervisory ratings and goal accomplishments. Organizations need good employees and appropriate structure that will enhance their performance. According to Kostiuk et al (2020) most organizations performance is measured by supervisory ratings, supervisory ratings quality, and quantity, dependability and job knowledge and goal accomplishments even though they are highly subjective.

Employee performance is normally looked at in terms of outcomes. However, it can also be looked at in terms of behavior (Thompson, K. & Lawrence, H. 2021). Tolbert & Hall (2021) stated that employee's performance is measured against the performance standards set by the organization. There are a number of measures that can be taken into consideration when measuring performance which may include; productivity, efficiency, effectiveness, quality and profitability measures (Wood, F. & Sangster, A. (2022). Profitability is the ability to earn profits consistently over a period of time. It is expressed as the ratio of gross profit to sales or return on capital employed (Child, J. 2023)

Efficiency and effectiveness - efficiency is the ability to produce the desired outcomes by using as minimal resources as possible while effectiveness is the ability of employees to meet the desired objectives or target (Coase, R. 2020). Productivity is expressed as a ratio of output to that of input. It is a measure of how the individual, organization and industry converts input resources into goods and services. The measure of how much output is produced per unit of resources employed (Armour, H. 2019) *

Quality is the characteristic of products or services that bear an ability to satisfy the stated or implied needs (Kinicki, A. &Kreitner, R. 2018). It is increasingly achieving better products and services at a progressively more competitive price. Koufieros, Y. &Peng D. (2022) document that employee performance is higher in happy and satisfied workers and the management find it easy to motivate high performers to attain firm targets. 

2.1.8 
Factors Affecting Employee Performance

i. Management – Subordinate relationship: As organizations strive for flexibility, speed and constant innovation, planning with the people and not for the people ensures a positive relationship to performance improvement when employees are given freedom to participate in organizational decision making for example, there is/are high chances of having mutual trust between management and employees. Mutual trust and cooperation help to break the barriers between the two parties. The employees will not resort to strikes and work stoppages without exhausting all the available channels of resolving the dispute. Employees will be motivated because management considers them as partners who contributes to organizational success instead of being seen as mere subordinates and therefore will avoid engaging into counterproductive behaviors hence improved performance through timely achievement of organizational goals and objectives (Murphy, T. & Willmott, P. 2020) .

ii. Working conditions: Although working conditions do not have a direct impact on production or output, they indeed have an indirect performance for example if the manual or mental work involved in certain jobs in a factory is tiresome, it will result into endangering not only the company property but also result into accidents which may further involve incidents like loss of life. This might have adverse effects on the morale of the entire work force. Therefore organizations should establish working conditions that do not affect the work force negatively by providing among other things noise free environments, adequate lighting systems, and adequate temperatures.

iii. Reward system: The overall aim of reward systems is to attract and retain quality human resources. Organizations should adopt reward systems that are similar to the industry in which they operate or organizations can develop performance based pay systems in order to reward employees according to the set performance standards and profitability goals. Therefore for performance to improve, organizations need to create and maintain a sense of fairness equity and consistency in their pay structures.

iv. Healthy unionization: Unionizations improve the industrial relations in instances where the management allows free participation of employees in trade unions. Management and trade unions will negotiate through collective bargaining processes the conditions of workers employment. Nielsen, N. H. (2022) argued that industrial peace is a very important aspect for performance and growth of organizations. If the organization is plagued by industrial disputes and strikes, performance is bound to decrease.

v. Team work: When organizational members work together in teams, coordination of organizational goals and objectives becomes easier. This will lead to the teams sharing performance goals and thus lead to improving the morale of the employees which will later lead to improvements in productivity. Team work encourages open communication between employees and attracts complimentary skills which enable them to achieve more in a specified period of time as compared to when the individual is working alone hence creating synergy. However, teams have the potential to be productive but the degree of performance depends on the relationship between management and the working team. Therefore support from management enhances performance of teams and performance improvement in general.

vi.  Classical theory was expounded in early writings of Max Weber and Henri Fayol. For the classicist, any organization achieves efficiency through its division of labor. Managers identify the overall purpose of the organization. They then divide this overall purpose into jobs, each rationally related to the whole. Jobs are, in turn, grouped to create work groups, divisions, and departments. Finally, each group is assigned a supervisor, who is responsible for overseeing then work of subordinates and reporting the results to his or her own superior.

vii.  Behavioral theory is quite different. Unlike the classicist, the behavioral list is much less interested in allocating specific tasks to specific jobs, making sure that the authority matches the position, and then trying to attain higher efficiency through specialization of labor.
viii. Behavioral lists prefer simple organizational structure, decentralized decision-making and informal departmentalization. In an organic structure, subordinates feel free to discuss their performance problems with superiors and have a positive view of the organization. They participate in decision- making and communicate with those whose views are needed to solve immediate problems. These characteristics are in stark contrast to conditions in a traditional organization, where subordinates

2.2 Theoretical Framework

2.2.1
Motivation Theories and their Implications on Employees Job Performance

Attempt is made here to identify and explain factors that stimulate workers into maximum job performance based on postulates from existing motivation theories. The theories to be considered include – the scientific management theory of F. W. Taylor, Theory X and Y by Douglas McGregor, Maslow’s Need Hierarchy theory, Herzberg’s two-factor theory and Expectancy theory. Most of these theories are formulated based on the principle of hedonism, which supposed that workers seek pleasure and would do anything to avoid displeasure. However, some of the theories attempted to explain workers behaviour by investigating variables that influences employees’ interactions with his social and physical environment.

Attempts by some motivational theories to explain workers behaviour based on situational and personal traits, marked the shift from hedonism or philosophical principles to psychological principles. However, in most recent times, there is blend of both principles. This blend of (hedonism and psychological principles) shows that workers are motivated by the individual and job factors. The individual aspects include human needs, goals, drives and aspirations, while the job aspects include the work itself, and the rewards accruing to an individual for accomplishing a task (Campbell et al, 2020; Steers & Porter, 2021).

The works of Taylor assumed that the worker is lazy and as such, the worker needs constant supervision to perform his or her tasks. Taylor posit that, employees are motivated into high performance by money (Taylor, 1911; Locke & Latham, 2020). However, McGregor posit in Theory Y that workers are self-starter who seeks responsibility without compulsion and who can be motivated by factors or variables other than money. He argue that achievement, delegation of authority, responsibility/job enrichment, training, challenges and conducive working environment could motivate workers into higher job performance. McGregor acknowledge in Theory X that, there are managers who assume that human beings inherently dislike work and as such must be compel, control, directed, punished or rewarded to perform a task (McGregor, 2019).

According to Maslow (2019), workers needs are the primary mechanism for high-level performance. Maslow’s Need hierarchy stipulate that if an employee’s need is active, it serves as a motivator and once such need is satisfied, it cease to stimulate the worker into high-level performance. This suggest that workers needs are the driving force towards maximum job performance; workers act or behave in a manner to satisfy their needs which are hierarchically arrange from physiological, safety, social, ego to self-actualization.

Herzberg’s two-factor theory or hygiene theory revolves around the principles of satisfiers and dissatisfiers. Herzberg posit that certain factors in the workplace stimulate workers into maximum performance while others do not. He argue that a set of intrinsic job conditions exist in every organization that help to build levels of motivation in workers; and they orchestrate employees into maximum performance. These factors according to Herzberg are called satisfiers. They include achievement, responsibility, advancement, work itself, recognition, personal growth, and development (Herzberg et al, 2019).

According to Herzberg, another set of factors called dissatisfiers or hygiene factors, are extrinsic job conditions when not present results to dissatisfaction among employees; and if present does not necessary motivate workers in good job performance. These factors include – fringe benefits, status, company policies, working conditions, and salary, job security, and technical supervision, interpersonal relations among peers and supervisors. These factors are not universal, they vary from one organization to another and this makes the task of categorizing motivational factors a little more complex and challenging.

Expectancy theory in another hand revolves around the principle of choice. The theory posit that workers place certain values on rewards accruing too work. That is employees consciously estimate the value of their performance in terms of rewards. The worker’s perception of expected result or rewards because of a particular behaviour or output serves as a motivator. The worker also make choice of the most efficient strategy for accomplishing a task in industrial organization. The employee evaluate various strategies or behavioural patterns before making any choice on the one to adopt. According to Vroom (2019) workers belief that certain behavioural patterns would lead to a particular outcome. Meaning the likelihood of a particular reward after job performance is inevitable. It should be noted, that all the theories mentioned here are not without limitations. However, each of the theory gives us an insight into what inform high job performance among employees. Motivational factors identifies in these theories are very relevant to this study; because intrinsic and extrinsic factors that motivate employees into maximum performance in all types of organizations are adumbrated in these theories.

On the independent variable of organizational structure, Weber's Bureaucratic Model is a classic model of organizational structure that is still in use today.

It involves structuring an organization hierarchically with formal rules and procedures that govern the organization and its members. The basis for job design theory is organization theory, which can be classified broadly into three strains of thought: the classical, the behavioral, and the situational.

are guarded and negative about the organization, do not feel sufficient trust to communicate openly with those of higher status, and are not permitted to participate in decision-making.

2.2.2 Situational theory differs from both classical and behavioral theories. Advocates stress the influence of the external environment on the allocation of responsibilities and tasks within the organization, work groups, and jobs, allocating responsibilities and tasks means creating a structure. Appropriate structures differ according to technology, markets, production, research, and information. One of the most common and relevant research topics in the field of contingency or situational theory involves analyzing the effect of a set of mainly external factors on the design of an organization in order to verify the most efficient organizational structures Pettigrew et al., (Meilich, 2020).

This theory began with the work of Burns and Stalker (2019), who argued that the appropriateness of an organizational structure depends on environmental conditions. Aligned with this, Lawrence and Lorsh (2019) state that companies which match their internal characteristics to environmental requirements perform better. Accordingly, it is not possible to establish an ideal organization for all situations (Galbraith, 2018).

2.3 Empirical Framework

The framework of contingencies (denominated ‘situational’ by Lorsch (2019) emphasizes the need to study the influence of circumstances (contingencies or situations) on organizational structure and administrative behavior, while the strategic choice approach shifts the focus to the decisions made by the organization’s leaders in terms of products and markets and their impact on organizational forms, i.e. it integrates strategy into the model and assumes that managers’ perceptions, preferences and choices interact with the process of adjustment to the requirements of the environment in order to achieve objectives (Child, 2018).

Although the contingency framework has generated numerous (mainly empirical) studies of the different factors that contribute to organizational structure, this research has mostly focused on describing their influence individually and in isolation. This type of analysis concludes that bureaucratic organizational structures are more appropriate in stable and predictable environments, while a less formalized and centralized organizational structure is more suitable in unstable and Unpredictable environments (Burns and Stalker, 2019); furthermore, a functional hierarchy is argued to be desirable in situations where products are related in terms of technology, but with increasing diversity of products and markets (diversification), divisional structures (Galbraith and Kazanjian, 2019) are more desirable. Finally, more flexible (decentralized and divisional) organizational structures are needed in new markets, while over time, as the organization acquires experience and tasks become increasingly predictable, a more centralized and functional structure is required (Hollenbeck, 2020).

Less common are studies such as those by Burton and Obel (2019), Brown &Eisenhadrd (2021), Huberman & Hogg (2020) and Nasrallah et al. (2019, 2021), which take many factors into consideration and look at how their combination affects organizational change.

The present study aims to continue this second line of research and analyses the main factors that determine the organizational structure of a group of companies located in Catalonia (Spain). Specifically, it presents a preliminary analysis of potential constraints on certain elements (taken from contingency theory and the strategic choice approach) in relation to a typology of organizational models, the ultimate objective being to offer a kind of multidimensional analysis that takes a step towards a better understanding of organizational design, the relationships between business characteristics and the environment, and the behavior of organizations. Sablynski (2023) defined organizational structure as “ how job task formally divided, grouped and coordinated”.
According to Dalton (2019), “organizational structure may be considered the anatomy of the organization, providing a foundation within which organizations function”. Dalton categorized the organizational structure into traditional hierarchical organization and high performance organization. Traditional hierarchical organization is any long, complex administrative structure with job specialization and complex rules based on the principle of hierarchical authority, job specialization and formal rules (Machinsky, 2019). High performance organization is called organic organization that is designed to bring out the best in people and create an exceptional capacity to deliver high results (Dalton, 2020). Organic organization refers to a dynamic, loosely controlled, organization capable of modulating size and activities based on changing external and internal demands (Ledbetter, 2023). Organizational structure can be viewed as the way responsibility and power are allocated inside the organization and work procedures are carried out by organizational members (Teixeria et al., 2022). Daft (2018) mentioned eight dimensions of organizational structure: formalization, specialization, standardization, centralization, professionalism, complexity, hierarchy of authority and personnel ratios.
Prior research has demonstrated the positive effect of task characteristics on employee affective outcomes such as job motivation, job satisfaction (Hackman and Lawler, 1971; Hackman, Oldham, & Pearce, 2021), and job performance (Folami, 2019). The findings of these studies have been criticized because they ignore surrounding job context variables and their possible impact on the dependent variables. These criticisms may be legitimate given that there are several factors other than task characteristics that affect job performance. In Figure 3 below, we propose an integrated job context model which includes several of these omitted variables.
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Source: Mitchell, T. R., Holtom, B. C., and Lee, T. W. (2021). How to Keep Your Best Employees: Developing an Effective Retention Policy. Academy of Management Executive, Vol. 15, No. 4, 96-103.

As shown in Figure 3 above, factors other than task characteristics that may impact performance include individual, economic, and organizational context variables. Individual factors that may affect performance include ambition, education, ability, professional experience, and occupational level. Employees that are ambitious and are highly motivated are more likely to do better on the job. Employee growth need strength (GNS) has been used to proxy for ambition and individual differences between employees. Prior research provides support for GNS as mediating the relationship between job characteristics and  affective outcomes (Hackman & Lawler, 2019;Hackman & Oldham, 2019; Hackman, Oldham, and Pearce, 2018). Individual differences are used in the task characteristic model to capture how employee motivation can be enhanced through the design of jobs. According to theory, workers who desire higher order need satisfactions are more likely to obtain satisfaction when they work on jobs that are meaningful and that provide feedback on the adequacy of their personal work activities (Hackman & Lawler, 2018). In this study, GNS is used to proxy and control for ambition and individual differences between employees.

CHAPTER THREE
RESEARCH METHODOLOGY

3.0

Introduction
This study examines the effect of organizational structure on employee performance in (First Bank Of Nigeria Plc). To achieve this purpose, the research methodology present the techniques and procedures employed is set out by considering the research design, the population, the sample and sampling technique, the instrument, procedure for data collection and the statistical analysis that were used in this study are described in this chapter.
3.1 Research Design

Research design is the frame work which specifies the type of information to be collected, the sources of data and the collection procedures. Research design according to Eheduru (2019) is the specification of method and procedure for acquiring the information needed for the research. This study used descriptive type of survey design. This design was adopted for this study because it intensively described and analyzed the role of organizational structure on performance of employee in banking sector in Nigeria. The major research instrument used is designed questionnaire. The basic idea behind descriptive survey methodology is to measure variables by asking people questions and then to examine relationships among the variables under consideration. In this study, Organizational structure is the independent variable, while employee performance is the dependent variables. The survey research technique aimed at assessing the positive and negative effects organization climate and culture has on team building and performance.

3.2 Population of the Study

A population is made up of all conceivable elements, subjects or observations relating to a particular phenomenon of interest to the researcher. The population for a research study is defined by Jegede (2019) as the totality of all the observations that an investigator is concerned with. For the purpose of this study, the study population comprises 18 staffs each of all 128 Ilorin branches  in First Bank of Nigeria as at 31st October, 2020, which make up two thousand, three hundred and four staffs (2,304).

3.3 Study Sample and Sampling Techniques

The sample size is usually a compromise between what is desirable and what is feasible. For the purpose of this study, the researcher used simple random sampling technique which allows for random selection of respondents. As a field survey study, one of the research strategies used, was to gather in-depth data from a broad conceptual overviews from The use of arithmetical Yaro Yamani formula was adopted to arrive at the sample size ‘n’ with 5% level of significance (Adefila, 2020).
        n =
    N

          1 +N(e)2
Where n = The desired sample size N= Population size

e =margin of error 1 = constant/unity

	n =
	2304

	
	1+2304(0.05)2

	n =
	2304
2304

	
	 SHAPE  \* MERGEFORMAT 



1+2304 (0.0025),
1+5.76

	n =
	2304

	
	6.76,
Therefore n = 340.828

	
	


The sample size of the study is 341 ascertained from the formula used above.
3.4 Sources of Data

To achieve the aims of this study, data were collected using primary source.

3.5 Data Collection Instrument

The data required for the research study were generated from primary source of information. Primary data is the collection of data from subsets or respondents compared to using data already collected by someone else. The primary data were collected through questionnaire that was administered to the population of the study above.

A standardized questionnaire was prepared and distributed to obtain needed information. The questionnaire was drafted from the research hypotheses and questions. The questionnaire was designed in two parts; Section “ A” requested information on personal data of respondents. The information enables the researcher to know the caliber of people who had responded, their qualifications and number of working experience as well as the department in which the respondent works. The researcher, for easy responses and analysis of data, set out in section B of the questionnaire, questions that deals with provision of data from which the hypotheses are tested using 5 point Likert scale type ranging from Strongly Agree (SA) -5points, Agree (A) -4points, Undecided (UN) -3points, Strongly Disagree (SD) -2points to Disagree (D) -1points. In the course of trying to provide answer to the researcher’s questions, data that were generated from the questionnaire was analyzed, interpreted in a tabular form, and inferences derived.

3.6 Validity of the Research Instrument

Validity can be defined as the ability of the instrument to measure what it is designed to measure (Asika, 2020). For validity of measurement to be established there should be a complete absence of measurement error. To ensure the validation of the research instrument in this study, the context validity was adopted, the questions in the questionnaire were related to the subject matter under investigation, they are unambiguous and it was also attested to, so as to avoid a situation whereby the instrument lacks measurement scale.

Also the sampling of respondents had been done carefully, so as to cover relevant areas. The research instrument in this study also measured the predictive ability in relation to other past and currently validated instrument.

3.7 Reliability of Research Instrument

In order to achieve the reliability of the research instrument, a pilot test was conducted, the researcher administered the questionnaire to a proportion of the sample and others that were not included in the sample so as to ascertain if the questionnaire have the same inference to the respondents and find out if the questions were clearly understood by the respondents.
3.8 Method of Data Analysis

For proper analysis, the data obtained through the questionnaire administered have been analyzed using descriptive statistic. The descriptive statistics involve the use of simple percentages in analyzing the demographic data and other operational data. Hence, hypotheses was tested using simple linear regression for hypothesis one and two, while product moment correlation techniques for hypothesis three by the aid of SPSS V.20

Product Moment Correlation Co-efficient
This is defined as the ratio of the covariance between the related variables to the square root of the product of the individual variance. It is the study of strength and direction of relationship. It is given by:

r =
n∑XY − ∑X∑Y

Where X= independent variable (Donations)

Y= dependent variables (Gross Earnings and Earnings per Share) N= total no of years

∑= summation sign

Decision rule: When the value of r is less than or equals -1, this implies a negative relationship between variables and when the value of r is less than or equals +1, it implies a positive relationship between variables.

To test for its significance, t- test was used and the formula is stated thus:

Decision Rule: The null hypothesis was accepted when the tabulated t- test was greater than the calculated t- test but it was rejected when the tabulated t- test was less than the calculated t- test at 5% or 0.05 level of significance with degree of freedom (N-2 = 3).
3.9 Model Description and Justification   Operationalization of variables

The model used is:

Y=ZO+ZI𝑥I+ Z2𝑥2+Z3𝑥3

Where:

Y= Employee Job Performance (Dependent variable)

X= the independent variable of the equation represent organizational structure as mention in the hypothesis II. 

ZO = the intercept of the equation
ZI = Are the coefficient of Organizational Structure (Independent variable 𝑥I)
In the model, on a prior ground, we would expect the co-efficient of the equation (ZI) to be positive and coefficient on independent variables (Z2) to be negative. Since when adequate organizational structure tool is put in place, job performance of employee will be at optimum.
CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.1
Introduction

The main objective of this chapter is to present data ascertained from questionnaire administered wherein analysis of data presented follows; the data so presented was tested using simple linear regression and product moment correlation technique as statistical tool in line with research hypotheses.

4.2
Data Presentation and Interpretation

Three hundred and forty one (341) questionnaires were administered to the sample size estimated. Among the questionnaires administered, thirty one (31) were lost, seven (7) were not returned, three hundred and three (303) were returned, out of which three (3) was not properly filled, therefore, rendered useless. Three hundred (300) questionnaires were therefore analyzed.

Section A: Demographic Characteristics of the Respondents

Table 4.2:1: Demographic Characteristics of the Respondents

	VARIABLE
	FREQUENCY
	PERCENTAGE

	Gender

	Male
	190
	63

	Female
	110
	37

	Total
	300
	100

	Age Distribution

	18 - 25yr
	75
	25

	26 - 35yr
	120
	40

	36 - 45yr
	69
	23

	46- Above
	36
	12

	Total
	300
	100

	Marital Status

	Single
	120
	40

	Married
	180
	60

	Total
	300
	100

	Educational Qualification

	WAEC
	75
	25

	OND/NCE
	65
	22

	HND/B.Sc/BA
	110
	37

	M.Sc / MBA
	28
	9

	Others
	22
	7

	Total
	300
	100

	Position of respondent

	Branch Manager
	58
	19

	Profit Center Manager
	76
	25

	Operation staff
	104
	35

	Marketers
	62
	21

	Total
	300
	100


Source: Field survey, 2025

· Table 4.2.1 represents the demographic characteristics of respondents 63% were male while 37% were female. Hence, there were more male respondents. 

· Respondents' age brackets shows that 25% were between the ages of 18- 25 years, 40% were 26- 35 years, 23% fall under 36-45yrs, 12% were 46- above. Hence, one can conclude that the majority of the respondents in this study are between the ages of 26 - 35 years old. 

· Respondent’s marital status revealed that 40% were single, 60% were married. Hence, in this study there were more married respondents. 

· Educational qualification of respondents show that 25% are WASSCE holders, 65 respondents representing 22% were OND/NCE holders, 37% were HND/BSc/BA holders, 9% were MSc degree holders while 7% other degree holders.

· Position of respondents shows 19% were for branch manager, 25% were profit center manager while 35% represents operation staff and 21% were meant for marketers.

Section B: Data Presentation Based on Research Questions

Table 4.2.2: Respondents response on organization structural complexity

	Statement
	SA
	A
	N
	SD
	D
	Total

	Your organization is grouped into divisions according to products, customer type or geographical region
	125

42%
	70

23%
	5

1%
	80

27%
	20

7%
	300

100%

	This Organization is divided into groups of people that share common tasks and goals.
	146

49%
	92

31%
	4

1%
	35

11%
	23

8%
	300

100%

	This organization is structured in different level and hierarchy of officials
	112

37%
	67

22%
	5

1%
	96

32%
	20

7%
	300

100%

	FIRST BANK OFF NIGERIA PLC is characterized with a heavy reliance on rules, policies, and procedures.
	129

43%
	98

33%
	3

1%
	55

18
	15

5%
	130

100%


Source: Field survey, 2025

Table 4.2.2 shows respondent’s response on organization structural complexity.

Question one result states whether the organization is grouped into divisions according to products, customer type or geographical region, 42% strongly agreed, 23% agreed, 1% was neutral while 27% strongly disagreed and 7% disagreed. Hence, we can say the organization is grouped into divisions according to products, customer type or geographical region. Question two result shows This Organization is divided into groups of people that share common tasks and goals. Question three asked if First Bank of Nigeria Plc is structured in different level and hierarchy of officials, where 49% strongly agreed, 31% agreed, 1% were neutral, 11% strongly disagreed and 8% agreed. It can be said from the result that First Bank Of Nigeria Plc is structured in different level and hierarchy of officials. Question four result depict First Bank Of Nigeria Plc is characterized with a heavy reliance on rules, policies, and procedures.

Table 4.2.3:Respondents response on Organizational Structural Formality

	Statement
	SA
	A
	N
	SD
	D
	Total

	There is need to give orientation on the principles of organizational structure to the employees
	126

42%
	66

22%
	9

3%
	30

10%
	69

23%
	300

100%

	A well communicated formal structure will reduce employee resentment to directives, induced reform, communication failures and give them sense of belonging
	135

45%
	84

28%
	8

2%
	62

21%
	11

4%
	300

100%

	Formality promotes operational efficiency in order to ensure that organizational structure contributes maximally to job performance
	79

26%
	135

45%
	8

2%
	45

15%
	33

11%
	300

100%

	Poor organization structural formality restricts individual growth, self- fulfillment and psychological health of the workforce
	130

43%
	97

32%
	3

1%
	45

15%
	25

8%
	300

100%

	organizational structure affects employee job satisfaction which ultimately impacts on productivity
	122

41%
	56

19%
	6

2%
	85

28%
	31

10%
	300

100%


Source: field survey, 2025

Table 4.2:3 above shows some number of questions related to organizational structural formality, where question twelve indicate there is need to give orientation on the principles of organizational structure to the employees, 42% strongly agreed, 22% agreed but 3% remain neutral while 10% strongly disagreed and 23% disagreed. Therefore it can be said that there is need to give orientation on the principles of organizational structure to the employees.

Question thirteen indicated that a well communicated formal structure will reduce employee resentment to directives, induced reform, communication failures and give them sense of belonging, 45% strongly agreed, 84 respondents of 28% agreed, 2% is neutral while 20% strongly disagreed and 4% disagreed, hence majority of the respondents agreed that a well communicated formal structure will reduce employee resentment to directives, induced reform, communication failures and give them sense of belonging. Furthermore, results of question fourteen shows formality promotes operational efficiency in order to ensure that organizational structure contributes maximally to job performance.

More so, results of question fifteen showed poor organization structural formality restricted individual growth, self-fulfillment and psychological health of the workforce wherein 43% strongly agreed, 32% agreed, 1% was neutral but 15% strongly disagreed and 8%% disagreed. We conclude that Poor organization structural formality restricts individual growth, self-fulfillment and psychological health of the workforce.

Question sixteen shows organizational structure affects employee job satisfaction which ultimately impacts on productivity, where 41% strongly agreed, 19% agreed, 2% remain neutral while 28% strongly disagreed and 10% disagreed respectively. We conclude that organizational structure affects employee job satisfaction which ultimately impacts on productivity.

Table 4.2.4: Respondents ‘response on Structural Job Design

	Statement
	SA
	A
	N
	SD
	D
	Total

	There is significant relationship between organizational structure and job design on employee performance in First Bank Of Nigeria Plc
	116

39%
	70

23%
	9

3%
	40

13%
	65

22%
	300

100%

	The adoption of the organizational design on employee performance on training significantly enhances corporate success and

economic growth
	140

47%
	84

28%
	8

2%
	57

19%
	11

4%
	300

100%

	Organizational factors, including leadership, culture, structure and processes are necessary for job design success.
	89

30%
	133

44%
	8

2%
	47

16%
	33

11%
	300

100%

	Individual
factors,
including personality

traits,
emotional
quotient, intellectual quotient, and spiritual quotient; job factors,
	125

42%
	97

32%
	3

1%
	50

17%
	25

8%
	300

100%


Table 4.2.4 above shows some number of questions related to structural job design, where question seventeen indicate there is significant relationship between organizational structure and job design on employee performance in First Bank Of Nigeria Plc, 39% strongly agreed, 23% agreed but 3% remain neutral while 13% strongly disagreed and 22% disagreed. Therefore it can be said that there is significant relationship between organizational structure and job design on employee performance in First Bank Of Nigeria Plc
Question eighteen indicated that the adoption of the organizational design on employee performance on training significantly enhanced corporate success and economic growth, 47% strongly agreed, 28% agreed, 2% is neutral while 19% strongly disagreed and 4% disagreed, hence majority of the respondents agreed that the adoption of the organizational design on employee performance on training significantly enhances corporate success and economic growth

Furthermore, results of question nineteen shows organizational factors, including leadership, culture, structure and processes are necessary for job design success.

More so, results of question twenty shows 42% strongly agreed, 32% agreed, 1% was neutral but 17% strongly disagreed and 8%% disagreed. We conclude that Individual factors, including personality traits, emotional quotient, intellectual quotient, and spiritual quotient; job factors, including job characteristics, and remuneration systems; and environment factors, including social relationships and physical environment enhances structural job design.

Table 4.2.5:Respondents response on employee job performance

	Statement
	SA
	A
	N
	SD
	D
	Total

	Organizations need employees who are committed in their work so that they can contribute to the survival of the organization in the marketplace competition.
	132

44%
	62

21%
	9

3%
	34

11%
	63

21%
	300

100%

	Efficiency of employee are affected by the organizational structure in place in First Bank Of Nigeria Plc
	125

42%
	94

31%
	8

2%
	62

21%
	11

4%
	300

100%

	Employee Innovativeness is key to enhancing overall organizational performance
	85

28%
	135

45%
	8

2%
	45

15%
	39

13%
	300

100%

	Organizations need employees who are committed in their work so that they can contribute to the survival of the organization in the marketplace competition.
	128

43%
	95

32%
	3

1%
	49

16%
	25

8%
	300

100%

	There is strong relationship between structural complexity and employee job performance
	120

40%
	54

18%
	10

3%
	85

28%
	31

10%
	300

100%


Source: Field Survey, 2025

Table 4.2.5 above shows some number of questions related to employee job performance, where question twenty one indicated that organizations needed employees who are committed to their work so that they can contribute to the survival of the organization in the marketplace competition, 44% strongly agreed, 21% agreed but 3% remained neutral while 11% strongly disagreed and 21% disagreed. Therefore it can be said that organizations need employees who are committed in their work so that they can contribute to the survival of the organization in the marketplace competition.

Question twenty-two indicated that efficiency of employee are affected by the organizational structure in place in First Bank Of Nigeria Plc, 42% strongly agreed, 31% agreed, 2% is neutral while 21% strongly disagreed and 4% disagreed, hence majority of the respondents agreed that efficiency of employee are affected by the organizational structure in place in First Bank Of Nigeria Plc. Furthermore, results of question fourteen showed formality promotes operational efficiency in order to ensure that organizational structure contributes maximally to job performance.

More so, results of question twenty three showed employee innovativeness is key to enhancing overall organizational performance wherein 28% strongly agreed, 45% agreed, 2% was neutral but 15% strongly disagreed and 13%% disagreed. We conclude that employee Innovativeness is key to enhancing overall organizational performance while question twenty four shows organizations need employees who are committed in their work so that they can contribute to the survival of the organization in the marketplace competition.

Question twenty five shows there is strong relationship between structural complexity and employee job performance, where 40% strongly agreed, 18% agreed, 3% remain neutral while 28% strongly disagreed and 10% disagreed respectively. We conclude that there is strong relationship between structural complexity and employee job performance.

4.3
Test of Research Hypotheses

The hypothesis to be tested in this study will be:

HO1: Structural complexity does not have significant effect on employee’s efficiency

HO2: Structural formality does not have significant effect on employee’s innovativeness

HO3: Structural design does not have significant effect on employee’s productivity

Decision Rule

These rules served as guidelines for deciding which hypothesis to accept after the test- statistics at the 0.05 level of significance.

If Fv< Fc, accept HO and reject Hi If Fv> Fc, accept Hi and reject HO

Where fc is the critical value while fv is the table value.

Table 4.1:2 question one as independent variable and table 4.1:3 question three will be used in testing hypothesis one by the aid of SPSSV.20

Testing For Hypothesis One 

Table 4.3:1 Model Summary 

	Mode
	R
	R Square
	Adjusted R

Square
	Std. Error of

the Estimate
	Durbin-

Watson

	1
	.832a
	.687
	.085
	51.13741
	2.437


Source: SPSS V.20

Predictors: (Constant), Structural Complexity

Dependent Variable: Employee Efficiency 

R is the correlation coefficient measuring the strength of the linear relationship, the result of SPSS data analysis revealed that R valued 0.832. The R value can be said to be highly significant. The Durbin-Watson value of 2.437 which confirmed that the estimate was positively significant at the standard error of estimate of 51.137

Table 4.3:2 ANOVAa
Dependent Variable: Employee Efficiency

Predictors: (Constant), Structural Complexity Source: SPSS V.20

Table 4.3:2 above shows the ANOVA table indicating the significance value of 0.468 which means the significant value is moderately significant. More so, the F-statistics also shows a positive value of 0.688, is close to zero and highly existent.

Table 4.3:3 Coefficientsa
	Model
	Unstandardized Coefficients
	Standardized

Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	30.813
	41.969
	.432
	.734
	.516

	1
	Structural

Complexity
	.486
	.587
	
	.829
	.468


a. Dependent Variable: Employee Efficiency

Source: SPSS V.20

The t-test affirmed the tendency of possible relationship between the variables under consideration by displaying positive t-test on First Bank Of Nigeria Plc. T-test (coefficients) of the model indicates that the model has closeness of fit which means that the model is positively significant at 5% level of significance. More so, t-test which determines whether there is a significant difference between the means of the two variables which indicates significant differences, we therefore assume that the dependent variable fits normal distribution.

The significant value of 0.516 estimated that parameter is positively significant at 5% level of significance; hence the autocorrelation between structural complexity and employee efficiency under consideration is indicated. Hence, we reject the alternative hypothesis that structural complexity have significant effect on employee’s efficiency and accept the null.

Testing For Hypothesis Two

Table 4.3:4: Model Summaryb
	Mode l
	R
	R Square
	Adjusted
R Square
	Std. Error of the Estimate
	Durbin- Watson

	1
	.998a
	.996
	.994
	3.78423
	1.593


Predictors: (Constant), Structural Formality

Dependent Variable: Employee Innovativeness 

Source: SPSS V.20

The result of the SPSS data analysis in table 4.3:4 above shows R which is the correlation of coefficient measuring the strength of the linear relationship, which shows that R has 0.998, the linearity is said to be highly strong. R square which shows the coefficient of determination, more usually expressed as percentage has 0.996 (99.6%). Also, the standard error of estimate representing the typical residual which is 3.784 in the table shows that it is though positive below expectation. More so, The Durbin-Watson value of 1.593 which confirms that the estimate is positively significant.

Table 4.3:5: ANOVAa
	Model
	Sum
of

Squares
	Df
	Mean

Square
	F
	Sig.

	
	Regression
	9548.239
	1
	9548.239
	6.759
	.000b

	1
	Residual
	42.961
	3
	14.320
	
	

	
	Total
	9591.200
	4
	
	
	


Dependent Variable: Employee Innovativeness

Predictors: (Constant), Structural Formality 

Source: SPSS V.20

Table 4.3:6 above shows the ANOVA table indicating the significance value of 0.00 which means the significant value is highly significant. More so, the F-statistics also shows a positive value of 6.759, is close to zero and highly existent.

Table 4.3:6

Coefficientsa
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	2.699
	2.865
	.998
	.942
	.416

	1
	Structural Formality
	.995
	.039
	
	25.822
	.000


a. Dependent Variable: Employee Innovativeness 

Source: SPSS V.20

The above table 4.3:6 Shows the student t-test also affirm the auto-linearity between structural formality and employee innovativeness. The significant level of 0.416 also depicts a positive relationship. Also, the t-test value of 0.946 shows the degree of freedom is statistically significant at 298(N-k-1). With the positive result ascertained thus far, we accept the alternative hypothesis that structural formality has significant effect on employee’s innovativeness and reject the null hypothesis.

Testing For Hypothesis Three

Table 4.3:7 Descriptive Statistics

	
	Mean
	Std.Deviation
	N

	Structural Design
	62.0000
	49.37611
	5

	Employee

Productivity
	60.0000
	45.39273
	5


Source: SPSS V.20

From table 4.3:7 shows descriptive statistics which indicate mean value of 62 and standard deviation of 49.376

	Table 4.3:8: Correlations

	
	Structural

Design
	Employee

Productivity

	
	Pearson Correlation
	1
	.532

	Strucural Design
	Sig. (2-tailed)
	
	.356

	
	N
	5
	5

	Employee Productivity
	Pearson Correlation
	.532
	1

	
	Sig. (2-tailed)
	.356
	

	
	N
	5
	5


Source: SPSS V.20

In this section, the study measured the degree of association between structural design and employee productivity at one hand. From the priori stated in the previous chapter, a positive relationship is expected between organizational structure and employee job performance of selected firm under review. Table 4.3:8 presents the correlation coefficients for all the variables considered in this study. However, the result of 0.532 with significant level of 0.356 shows a positive correlation between the variables under consideration, we therefore accept the alternative hypothesis that structural design has significant effect on employee’s productivity.

4.3 
Discussion Of Findings Based On Findings

Organizations form the most efficient and rational social groupings in society; therefore, modern society is dependent upon organizations. Organizations exist as social tools in that they coordinate human actions. While combining personnel, resources, and materials, the organization is able to evaluate its performance and adjust accordingly in order to be successful in reaching its goals. Organization structure refers to the relationships among the parts of an organized whole. In regards to organization theory, social structure specifically refers to relationships among people, positions, and organizational units, such as departments and divisions, to which they belong. 

The basic elements of organizational structure, first outlined by sociologist Max Weber, are hierarchy of authority, division of labor, and rules and procedures. The ways many of those part is related to one another affects organizational structure. Organization structure defines task allocation, reporting relationships, and formal coordination mechanisms in an organization. An organization’s structures include the three components of complexity, formalization, and design. Structural complexity refers to the extent to which there is differentiation, or a division of labor, in an organization. A complex structure has a greater need for communication across many departments horizontally or between many levels vertically. The more complex an organization is, the greater the need for effective communication, coordination, and control. The level of formalization dictates the degree to which rules and procedures guide organizational behavior. There exists a link between complexity and formalization. It has been found that, due to the skill of specialists in highly complex organizations, high complexity generally sets the tone for low formalization. 

A formalized structure includes many rules and procedures that dictate how organizational activities are to be carried out; therefore, formalization generally tends to reduce the amount of communication in an organization due to the discouragement of innovation, thus reducing the level of job performance because employees in an organization needs a level of freedom (Autonomy) that would contribute to effective delivery of their operational tasks. Going by the findings of the research, the major findings can be summarized as follows:

· Structural formality had significant effect on employee’s innovativeness

· Structural complexity did not have significant effect on employee’s efficiency

· Structural design has significant effect on employee’s productivity.

The following could also be deduced from the study:

· There is need to give orientation on the principles of organizational structure to the employees (see table 4.2:3)

· Organizational structure affected employee job satisfaction which ultimately impacts on productivity (see table 4.2:3)

· There was strong relationship between structural complexity and employee job performance (see table 4.2:5)

· Organizations need employees who were committed in their work so that they can contribute to the survival of the organization in the marketplace competition (see table 4.2:5)

· Individual factors, including personality traits, emotional quotient, intellectual quotient, and spiritual quotient; job factors, including job characteristics, and remuneration systems; and environment factors, including social relationships and physical environment enhances structural job design (see table 4.2:4)

· Efficiencies of employees were affected by the organizational structure in place in First Bank Of Nigeria Plc (see table 4.2:5)

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.0 INTRODUCTION

This chapter provides a summary of the findings of this study. The first section provides a summary of the findings. The other sections provide the conclusions of the study, the recommendation and suggestions for further research in that order.

5.1
SUMMARY OF FINDINGS
The study examined the Impact of organizational structure on job performance among employee in First Bank Of Nigeria Plc..

The study addressed the problem of organizational structure which serves as a major shackles hindering the effectiveness of employees and thus reducing the level of job performance in the industry leading to losses of skilled manpower which would in turn result to lose of customers to more vibrant and confused ones.

The primary aim of this study was to examine the effect of organizational structure on job performance among employee in First Bank Of Nigeria Plc, while concentrating on the banking industry. The study: Assessed the extent to which structural complexity affects employee’s efficiency. Examined the extent to which structural formality affects employee’s innovativeness. Evaluated the degree to which structural design has on employee’s productivity The method employed in the study was that of survey, and also both primary and Secondary sources of data were used. Statistical presentation of data was employed using basically the statistical package for social scientist (SPSS) while the degree of freedom ascertained remains 298. The test of hypothesis saw that the alternative hypothesis was accepted while rejecting null hypothesis in hypothesis 1& 3, while hypothesis two was rejected. The results of our work is consistent with Cyert, H. (2016), David, F & Young, T (2020) and Hackman J.R & Lawler E E. (2021)
5.2
CONCLUSION 
The basic and fundamental goal of every organization is performance, survival and growth. However, the surest means of maintaining performance, survival and growth of organizations is having the right human resources in terms of size and quality. Having the right human resources is directly related to the structure in which organization operates. The goal of the research was to determine the effects of organizational structure on employee’s performance. All hypotheses are supported, which indicates significant relationships among the dimensions of organizational structure and employee’s performance. This supports the claim that the firms that reduce hierarchy layers, have blurred internal boundaries and infiltrated external boundaries, have lower degree of formalization, and adopt appropriate technology that suits its structure would have higher employees’ performance. The results imply that there are several aspects of organizational structure to enhance employee’s performance. Therefore, organizations seeking higher employee’s performance should consider the important role played by four three structural dimensions. Studies have shown that firms that fail to have appropriate structure that will suit organizational workforce will definitely encounter the problem performance from its employees. In view of this, the study concludes that organizational structure has a significant positive effect with the employee’s performance.

5.3
Recommendations

Based on the statement of problem, the objective of the study and the result of the findings, the following recommendations are made.

1. Organizations are encouraged to adopt lesser layer in organizational hierarchy. Fewer layers facilitate a high level of integration of organizational members, quick response and decentralized decision-making.

2. That organizations are advised to reduce applying too rigid rules. High degree of rules not only deprives employees from using his initiative but also discourage creativity, autonomous work and learning activity.

3. That there should be policy framework to ensure significant relationship between organizational structure and job design on employee performance in banking industry.

4. There is need to give employees orientation on the principles of organizational structure to the employees. This will reduce their resentment to directives, induced reform, communication failures and give them sense of belonging while at the long-run promoting operational efficiency.

5. To ensure that organizational structure contributes maximally to job performance, workers should be trained in order to enable them effectively incorporate its tenets when developing business unit strategies.

Suggestions for Further Research

Further research on the study abounds in this study area like;

a. Relationship between structures and some dimensions of employee performance in banking industry

b. Organizational structure and financial performance in the banking industry.

c. Further research can also involve a replication of the present study in other industry to know whether the findings of this study can pass the test of generalization.
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APPENDIX 
QUESTIONNAIRE

SECTION 1: Bio-Data Questions

1. Gender:  

Male
 [   ]

Female [   ]

2. Age Range:  

18 years - 25 years 
[   ]

26 years -35 years 
[   ]

36 years-45 years 
[   ]

46 years and above 
[   ]
3. Marital Status

Single 

[    ]

Married 
[    ]

4. Educational Qualification
WAEC


[    ]


OND/NCE

[    ]

HND/B.Sc/BA
[    ]

M.Sc/MBA

[    ]

Others 


[    ]

5. Position

Branch manager
[    ]

Profit center manager
[    ]

Operation staff
[    ]

Marketer 

[    ]
SECTION 2: Research Questions

Key:
SA = Strongly Agree (5)
A = Agree (4)

N = Neutral (3)


SD = Strongly disagree (2)
D = Disagree (1)
1. Organization structural complexity

	Statement
	SA
	A
	N
	SD
	D

	My organization is grouped into divisions according to products, customer type or geographical region
	
	
	
	
	

	This Organization is divided into groups of people that share common tasks and goals.
	
	
	
	
	

	This organization is structured in different level and hierarchy of officials
	
	
	
	
	

	My company is characterized with a heavy reliance on rules, policies, and procedures.
	
	
	
	
	


2. Organizational Structural Formality

	Statement
	SA
	A
	N
	SD
	D

	There is need to give orientation on the principles of organizational structure to the employees
	
	
	
	
	

	A well communicated formal structure will reduce employee resentment to directives, induced reform, communication failures and give them sense of belonging
	
	
	
	
	

	Formality promotes operational efficiency in order to ensure that organizational structure contributes maximally to job performance
	
	
	
	
	

	Poor organization structural formality restricts individual growth, self- fulfillment and psychological health of the workforce
	
	
	
	
	

	organizational structure affects employee job satisfaction which ultimately impacts on productivity
	
	
	
	
	


3. Structural Job Design

	Statement
	SA
	A
	N
	SD
	D

	There is significant relationship between organizational structure and job design on employee performance in  First Bank of Nigeria Plc
	
	
	
	
	

	The adoption of the organizational design on employee performance on training significantly enhances corporate success and

economic growth
	
	
	
	
	

	Organizational factors, including leadership, culture, structure and processes are necessary for job design success.
	
	
	
	
	

	Individual factors, including personality

traits, emotional quotient, intellectual quotient, and spiritual quotient; job factors,
	
	
	
	
	


4. Employee job performance

	Statement
	SA
	A
	N
	SD
	D

	Organizations need employees who are committed in their work so that they can contribute to the survival of the organization in the marketplace competition.
	
	
	
	
	

	Efficiency of employee are affected by the organizational structure in place in First Bank of Nigeria Plc.
	
	
	
	
	

	Employee Innovativeness is key to enhancing overall organizational performance
	
	
	
	
	

	Organizations need employees who are committed in their work so that they can contribute to the survival of the organization in the marketplace competition.
	
	
	
	
	

	There is strong relationship between structural complexity and employee job performance
	
	
	
	
	


Thank you!
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