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ABSTRACT
[bookmark: _GoBack]This study investigates the effect of reward management systems on employee turnover in selected banks within Ilorin Metropolis, specifically focusing on Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN). The primary objective was to determine how various reward components monetary and non-monetary impact employees' decisions to remain with or leave their organizations. The research employed a descriptive survey design, using structured questionnaires to collect data from a sample of 154 employees drawn from a population of 250 across the two banks. Descriptive statistics, correlation analysis, chi-square tests, and hypothesis testing were conducted using SPSS for accurate data interpretation. The findings revealed that both monetary and non-monetary rewards significantly influence employee retention. Specifically, the lack of competitive pay, recognition, and career advancement opportunities were major contributors to turnover intentions. The study concludes that effective and holistic reward management practices are critical in reducing turnover rates in the banking sector. It recommends that banks implement equitable, performance-based, and transparent reward structures to enhance employee satisfaction and organizational stability.
Keywords: Reward Management, Employee Turnover, Monetary Rewards, Non-Monetary Rewards, Banking Sector









Page | vii 

CHAPTER ONE
INTRODUCTION
1.1 	Background to the Study
The relationship between reward management systems and employee turnover retention has garnered increasing attention in organizational research. A reward management system encompasses both intrinsic and extrinsic rewards designed to motivate and retain employees while ensuring alignment with organizational goals (Gberevbie & Oladipo, 2020). As organizations seek to enhance productivity, retention, and overall satisfaction, understanding how reward systems influence employees’ decisions to remain with or leave an organization becomes critical. This study focuses on banks in Ilorin Metropolis, examining how reward management impacts employees' turnover intentions and the extent to which it can reduce attrition rates in the banking sector.
Employee turnover has been identified as a major challenge for businesses worldwide, leading to high costs and loss of talent (Afolabi, 2021). The banking industry in Nigeria is not exempt from this issue, as financial institutions face challenges in retaining skilled workers due to competitive job markets and dissatisfaction with reward packages (Olawale, 2022). While salary and bonuses are traditional forms of rewards, the changing nature of work has prompted banks to adopt more diverse reward strategies, including recognition programs, work-life balance initiatives, and career development opportunities. These efforts aim to reduce turnover intention and increase employee engagement and loyalty.
Turnover intention refers to an employee's self-reported likelihood of leaving the organization, which often precedes actual turnover behavior (Nwankwo & Olaniran, 2023). Studies show that employees who perceive a disconnect between their work contributions and the rewards they receive are more likely to consider leaving (Adeyemi & Lawal, 2020). In Nigerian banks, factors such as poor compensation, lack of recognition, and minimal career growth opportunities have been identified as significant drivers of turnover intention (Adegbite & Akinyemi, 2021). Reward systems, therefore, play a crucial role in influencing employees’ decisions to stay or leave.
The banking sector is particularly sensitive to turnover due to its reliance on skilled human resources to drive customer satisfaction and maintain operational effectiveness (Fagbohun & Omidiora, 2020). Reward management systems are not only about offering monetary benefits but also about creating an environment where employees feel valued and appreciated. Recent studies have emphasized the importance of non-monetary rewards, such as work environment, job autonomy, and opportunities for personal growth, in fostering employee loyalty (Olayemi & Oladipo, 2022). Thus, banks need to rethink their reward systems to align with employees’ evolving needs and expectations.
Over the years, various studies have demonstrated that a well-structured reward system can lead to higher employee retention rates and better organizational performance. For instance, a study by Ojo & Mba (2023) found that the implementation of comprehensive reward management systems in Nigerian banks significantly reduced turnover intention among employees, as they felt more committed to their organizations. This study aims to contribute to this growing body of literature by examining the specific factors within reward systems that influence turnover intention in selected banks in Ilorin Metropolis in reference to GTbank and First Bank of Nigeria.
The importance of this study lies not only in its contribution to theoretical knowledge but also in its practical implications for managers in the banking sector. Understanding the connection between reward management systems and employee turnover intention can help banks develop targeted interventions to reduce turnover rates and enhance employee satisfaction (Adesina, 2020). With the ever-changing landscape of the banking industry in Nigeria, particularly in Ilorin Metropolis, this research seeks to provide insights that can inform policy and decision-making, improving retention strategies and contributing to the overall success of these financial institutions.
1.2	Statement of the Problem
Employee turnover remains a significant challenge for organizations, particularly in the banking sector, where the retention of skilled and experienced staff is critical for maintaining operational efficiency and competitive advantage. High turnover rates result in increased recruitment and training costs, reduced employee morale, and disruptions in service delivery. Despite efforts to address this issue, many banks continue to experience challenges in retaining employees due to dissatisfaction with reward management systems. Poorly structured rewards, including inadequate compensation, lack of promotion opportunities, and insufficient recognition, have been identified as major factors contributing to employees’ intentions to leave their organizations.
In Ilorin Metropolis, many banks face difficulties in developing effective reward management strategies that align with employees' expectations and organizational goals. Research has shown that when employees perceive inequity or unfairness in reward distribution, their job satisfaction and commitment decline, leading to a higher likelihood of turnover. However, the extent to which reward management systems influence employee turnover intentions in this region remains underexplored. This study seeks to address this gap by examining how various components of reward management, including intrinsic and extrinsic rewards, impact employee retention in selected banks within Ilorin Metropolis in reference to GTbank and First Bank of Nigeria 
1.3	Research Questions
The following research questions guide the study:
i. What is the impact of reward management systems on employee turnover at Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN)?
ii. How do monetary rewards influence employee retention in GTBank and FBN?
iii. What is the effect of non-monetary rewards on employee loyalty in GTBank and FBN?
1.4	Objectives of the Study
The objectives of the study are:
i. To assess the impact of reward management systems on employee turnover in Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN).
ii. To determine the influence of monetary rewards on employee retention in GTBank and FBN.
iii. To examine the effect of non-monetary rewards on employee loyalty in GTBank and FBN.
1.5	Research Hypotheses
Based on the objectives and research questions, the following hypotheses are formulated:
Hypothesis One:
H₀₁: 	Reward management systems have no significant impact on employee turnover in Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN).
H₁₁: 	Reward management systems have a significant impact on employee turnover in Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN).
Hypothesis Two:
H₀₂: 	Monetary rewards do not significantly influence employee retention in Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN).
H₁₂: 	Monetary rewards significantly influence employee retention in Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN).
Hypothesis Three:
H₀₃: 	Non-monetary rewards do not significantly affect employee loyalty in Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN).
H₁₃: 	Non-monetary rewards significantly affect employee loyalty in Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN).
1.6	Significance of the Study
This study is significant for several stakeholders, including banks, policymakers, employees, and researchers, as it addresses the critical issue of employee turnover and its relationship with reward management systems. For banks in Ilorin Metropolis, the findings will provide valuable insights into how extrinsic and intrinsic rewards, as well as perceptions of fairness in reward distribution, influence employees' turnover intentions. This knowledge can guide the development and implementation of more effective reward management strategies aimed at improving employee retention, reducing recruitment costs, and enhancing organizational productivity.
For policymakers and human resource practitioners, the study highlights the importance of creating equitable reward structures that balance financial and non-financial incentives. The findings can serve as a reference for formulating policies and practices that foster job satisfaction, commitment, and loyalty among employees. Additionally, the study contributes to the existing body of literature on employee retention, providing researchers with empirical evidence and a framework for further investigations into reward systems and turnover intentions. By addressing a gap in the context of Ilorin’s banking sector, this study also serves as a foundation for comparative research in other regions and industries.
1.7 	Scope of the Study
This study focuses on examining the effect of reward management systems on employee turnover within the Nigerian banking sector, with specific reference to Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN), both operating within Ilorin Metropolis, Kwara State. The study is limited to selected branches of these two banks and targets both management and non-management staff. It investigates various components of the reward systems both monetary and non-monetary and how they influence employees’ decisions to remain in or leave the organization. The study does not cover all banks in Nigeria or all branches of GTBank and FBN nationwide, but rather aims to provide insights based on the experiences of staff within the Ilorin branches of the selected banks.
1.8	Definition of Terms
Reward Management System: A structured approach used by organizations to design and implement rewards, including financial and non-financial incentives, aimed at motivating and retaining employees.
Employee Turnover Intention: The likelihood or intent of an employee to leave their current organization voluntarily or involuntarily.
Extrinsic Rewards: Tangible benefits provided by an organization, such as salaries, bonuses, promotions, and fringe benefits, to motivate employees.
Intrinsic Rewards: Non-material rewards such as recognition, career growth opportunities, job satisfaction, and a sense of accomplishment that motivate employees internally.
Perception of Fairness: Employees’ subjective evaluation of the fairness and equity in the distribution of rewards and opportunities within the organization.
Retention: The ability of an organization to keep its employees and reduce voluntary turnover by creating a supportive and satisfying work environment.
Banking Sector: A segment of the economy that deals with the provision of financial services, such as deposit-taking, loans, and investment management.
Human Resource Practices: Strategies and policies implemented by an organization to manage employees effectively, including recruitment, training, reward systems, and retention strategies.
Motivation: The psychological drive that compels an employee to perform tasks and achieve goals, influenced by both intrinsic and extrinsic factors.














CHAPTER TWO
LITERATURE REVIEW
2.0	INTRODUCTION
The literature review provides a comprehensive examination of existing research and scholarly perspectives related to reward management and employee turnover. It explores key concepts such as the definition and objectives of reward management, the various types of rewards utilized in organizations, and the underlying factors contributing to employee turnover. Additionally, it delves into established theories of motivation and turnover that help explain employee behavior and decision-making in relation to organizational practices. Finally, the review highlights the empirical and theoretical relationship between reward management systems and employee turnover, offering insights that form the foundation for the present study.
2.1	CONCEPTUAL CLARIFICATION
2.1.1 	Concept of Reward Management
Reward management is a fundamental aspect of human resource management that focuses on the development and implementation of strategies aimed at fairly and effectively compensating employees in line with their contributions to organizational success. It encompasses all the policies, processes, and practices involved in providing compensation, recognition, and benefits to employees. Armstrong (2021) defines reward management as a systematic approach to designing and maintaining pay systems that align employee efforts with organizational goals. In the modern corporate environment, especially in the banking sector, reward management has evolved into a strategic tool for motivating, attracting, and retaining top talent.
A well-designed reward management system recognizes both the tangible and intangible efforts of employees. It includes financial rewards such as salaries, bonuses, and allowances, as well as non-financial incentives like career development opportunities, recognition, and flexible working conditions. According to Aguinis, Joo, and Gottfredson (2020), organizations that implement balanced reward systems combining both extrinsic and intrinsic rewards are more likely to enjoy high levels of employee engagement and lower turnover rates. The concept stresses the importance of fairness, transparency, and alignment with employee expectations and industry standards.
Reward management serves several key purposes: it ensures employees are paid fairly for the value they create, boosts morale, and promotes organizational loyalty. In banking institutions, where employees often face high workloads and pressure to meet financial targets, a structured reward system is vital to sustain motivation and job satisfaction. Musa and Okoro (2024) emphasized that a poor reward system in banks can lead to employee dissatisfaction, disengagement, and ultimately, high turnover. Therefore, banks must continuously evaluate and refine their reward strategies to ensure competitiveness and employee alignment with institutional objectives.
Moreover, reward management is not just about salary increments or end-of-year bonuses; it involves creating an environment where employees feel appreciated and motivated to give their best. Recognition programs, performance-based rewards, and learning opportunities are critical components that reinforce a culture of performance. As noted by Salihu (2022), effective reward systems are directly linked to enhanced employee performance, increased job satisfaction, and a reduced likelihood of voluntary exits. A reward system that acknowledges efforts promptly and equitably often builds trust and commitment among the workforce.
In the Nigerian banking sector, the importance of reward management cannot be overstated. The sector is highly competitive, and employees often have multiple employment options. A bank that fails to offer an attractive reward package risks losing its most productive workers to competitors. Ibrahim and Lawal (2022) observed that banks with comprehensive reward systems, including career advancement and well-being support, experience significantly lower turnover rates compared to those that rely solely on financial compensation. Thus, strategic reward management is essential for sustaining a productive and loyal workforce in the banking industry.
Lastly, reward management must also reflect organizational culture, values, and goals. It should be tailored to meet the diverse needs of the workforce while promoting behaviors that contribute to organizational success. Yusuf (2023) argued that organizations that align their reward systems with their strategic mission and employee values are better positioned to retain top talent and achieve long-term growth. Therefore, reward management is not merely an administrative function, but a strategic driver of performance, retention, and organizational excellence.
2.1.2	Concept of Reward System
The term "rewards" refers to specific monetary or non-monetary compensation, items, or events that employees receive in exchange for their effort or for having performed well (Schultz, 2006). Brown (2001) suggests that rewards have positive implications for business strategy. According to Malhotra et al. (2007), rewards are any financial or non-financial benefits received by employees as a result of their work with a firm. Three types of rewards have been identified in the literature: extrinsic, intrinsic, and social (Williamson et al., 2009).
The reward system is a critical tool that organizations can use to maintain employees to achieve their stated goals. In the context of the incentive system, as described by Pratheepkanth (2011), it encompasses various organizational processes, including personnel procedures, regulations, and decision-making authorities that are involved in providing remuneration and benefits to employees in exchange for their active engagement and contributions to the company. According to Jiang et al. (2009), rewards refer to the compensation employees receive from the company for their service and commitment. These rewards are not limited to direct financial currencies but also include other forms that can be converted into monetary value. Additionally, rewards can take the form of a comfortable office environment, positive relationships within the organization, opportunities to participate in decision-making processes, the satisfaction of challenging work and a sense of achievement, as well as preferred growth prospects.
Intrinsic motivations are job-related benefits derived from the nature of the work itself, such as accomplishment, variety, challenge, autonomy, responsibility, and personal and professional development (Mottaz, 1985). They come with the work and can boost emotions of self-worth and achievement (Honig-Haftel & Martin, 1993). Intrinsic rewards are generated from the task's content and might include interesting and exciting work, the capacity to control oneself and accept responsibility, possibilities for creativity and skill use, and sufficient performance feedback (Mottaz, 1985).
Similarly, extrinsic incentives refer to the external rewards that are provided by the organization and are not related to the job itself (Sutanto & Gunawan, 2013). These incentives include pay, benefits, job security, promotions, and social environment. Additionally, competitive pay, wage increases, merit-based incentives, and indirect compensation such as compensated time off are some other forms of extrinsic rewards (Mottaz, 1985; Mahaney & Lederer, 2006). These rewards are critical for employee motivation and retention and can help organizations attract and retain talented employees.
Furthermore, Employee satisfaction with management is the extent to which employees are content and emotionally attached to their managers, based on their behavior towards them (Malhotra et al., 2007). Employee-supervisor relationships are key, and managers play an important role in mentoring and appraising the performance of their subordinates (Eisenberger, Huntington, Hutchison, & Sowa, 1986; Mottaz, 1988; Rhoades, Eisenberger, & Armeli, 2001). As a result, when employees are happy with the behavior of their boss, they are more likely to form an emotional commitment to the organization.
2.1.3	Type of Reward
Rewards are an important aspect of motivation and can be classified into different types based on their nature and function. Here are some of the most commonly recognized types of rewards: There are rewards that come from within an individual and are based on personal satisfaction, enjoyment, and interest (Deci & Ryan, 2000) . Intrinsic rewards are often associated with activities that bring pleasure, joy, and a sense of accomplishment. Examples of intrinsic rewards include the feeling of satisfaction from completing a challenging task, the joy of learning a new skill, or the sense of accomplishment from helping others. There are rewards that come from outside of an individual and are often associated with external factors such as money, recognition, or praise (Kohn, 1993). Extrinsic rewards are often used to motivate people to perform tasks that they might not find inherently rewarding. Examples of extrinsic rewards include bonuses, promotions, or public recognition.
Social Rewards: These are rewards that come from social interactions and relationships. Social rewards can be positive, such as praise, recognition, or affection, or negative, such as criticism, rejection, or isolation (Cialdini ,2009). Social rewards play an important role in shaping behavior, especially in group settings. 
Moral Rewards: These are rewards that are based on an individual's personal values and beliefs. Moral rewards are often associated with feelings of rightness, justice, and fairness (Turiel ,1983) . Examples of moral rewards include the feeling of satisfaction from helping others, the sense of duty fulfilled, or the feeling of fairness and justice.
2.1.4 Employee Turnover: Concept and Causes
Employee turnover refers to the rate at which employees leave an organization and are replaced by new staff. It is a key human resource metric that reflects the overall stability and satisfaction of a workforce. Turnover can be either voluntary, when employees choose to leave on their own accord, or involuntary, when the employer terminates the employment due to performance issues, restructuring, or other reasons. Voluntary turnover is particularly concerning for organizations, as it is often driven by dissatisfaction, better job opportunities elsewhere, or a lack of growth within the organization (Oladipo & Ajayi, 2020).
The concept of employee turnover is critical in assessing the health of an organization, especially in labor-intensive industries like banking. High turnover rates can disrupt business operations, reduce morale, and lead to increased recruitment and training costs. In a competitive sector like banking, where client relationships and institutional knowledge are vital, turnover can also affect service quality and customer satisfaction. According to Salihu (2022), turnover in the banking sector often stems from inadequate compensation, lack of career development, high workload, and poor management practices.
One of the primary causes of employee turnover is dissatisfaction with the reward system. When employees feel they are not fairly compensated for their efforts, they may seek employment elsewhere that offers better remuneration or benefits. Yusuf (2023) argued that ineffective reward management systems, such as delayed promotions, uncompetitive salaries, and lack of recognition, are major triggers of voluntary turnover in Nigerian banks. This dissatisfaction is often exacerbated when employees perceive that their contributions are not valued or appreciated by the organization.
Another significant cause of turnover is limited opportunities for career progression and professional development. Employees who feel stagnant in their roles, without clear prospects for growth or advancement, may become disengaged and eventually leave. Gberevbie (2020) pointed out that organizations that fail to invest in employee training and development tend to suffer higher turnover rates because their employees seek environments that support their long-term career aspirations.
Organizational culture and work environment also play a crucial role in influencing employee turnover. A toxic or overly stressful workplace can cause emotional and psychological strain, leading to burnout and resignation. In many Nigerian banks, the pressure to meet targets and work overtime without adequate support has been cited as a reason why employees resign. According to Ibrahim and Lawal (2022), a positive work culture characterized by mutual respect, open communication, and supportive leadership can significantly reduce the likelihood of turnover.
2.1.5 Relationship between Reward Management System and Employee Turnover
The relationship between reward management systems and employee turnover has been widely studied in human resource and organizational behavior literature, with many scholars emphasizing that an effective reward system is a critical factor in retaining employees. A well-structured reward system not only motivates employees to perform optimally but also fosters loyalty, job satisfaction, and organizational commitment. When employees perceive that their efforts are acknowledged and rewarded fairly, they are more likely to remain with the organization (Aguinis et al., 2020).
In the banking sector, where employees often face demanding work environments, competitive compensation and recognition are particularly important. Research by Musa and Okoro (2024) revealed that banks with well-established reward structures—comprising financial incentives, performance bonuses, and career development programs—experience lower turnover rates compared to those that do not prioritize employee rewards. These findings highlight that both monetary and non-monetary rewards contribute significantly to reducing voluntary resignations among bank staff.
Moreover, the psychological contract between employers and employees is often shaped by how rewards are managed. Employees who feel undervalued or perceive inequality in reward distribution may become disengaged, leading to decreased performance and eventual exit. Salihu (2022) asserted that dissatisfaction with reward systems is one of the strongest predictors of employee turnover, particularly in high-pressure industries like finance and banking. Therefore, reward systems should not only be equitable but also transparent and performance-linked.
An important aspect of this relationship is the alignment between employee expectations and organizational offerings. Yusuf (2023) found that when rewards are aligned with employee values and career goals, the likelihood of turnover decreases. For instance, young professionals in banking may prioritize training and promotion opportunities over just base salary. If such intrinsic rewards are integrated into the reward system, employees are more likely to remain committed and engaged.
The lack of a comprehensive reward management strategy can create feelings of neglect and stagnation, which ultimately push employees to seek opportunities elsewhere. Ibrahim and Lawal (2022) pointed out that most Nigerian banks that struggle with high turnover often lack strategic human resource planning, especially in reward administration. Employees tend to leave organizations where the reward structure fails to reflect their contributions, skill levels, or aspirations.
2.2	THEORTICAL REVIEW
2.2.1	Expectancy Theory
The expectancy theory was originally contained in the Valency–Instrumentality–Expectancy (VIE) theory formulated by Vroom (1964). In this theory, Valency stood for value, instrumentality was said to be the belief that if we do one thing it will lead to another while expectancy was said to be the probability that action or effort will lead to an outcome. This principle was borrowed as the foundation of valency theory that all actions are based on expectation of a favorable result. The modern expectancy theory thus states that all actions are based on the expectation of a favorable reward putting bi-polar pressure on organizational employee employer relationship. The first side is the pressure on management to reward employee to the expectations of their performance and the second to employees to perform to the expectation of the employers.
This theory was developed by Porter & Lawler (1973) into a model that follows Vroom’s ideas by suggesting that there are two factors determining the effort people put into their jobs namely the value of the reward to individuals in so far as they satisfy their need for security, social esteem, autonomy and self-actualization and the probability that reward depends on effort, as perceived by individuals. The theory thus asserts that the greater the value of a set of rewards, and the higher the probability that receiving each of these rewards depends upon effort, the greater the effort that was made in a given situation. According to Vroom (1961), people will perform better if there is a desirable outcome or reward. The reward must be something that is not only desirable but also something that will make the effort exerted worthwhile (Borkowski, 2005). The organization must understand what types of things motivate their staff because what works for one individual may not work for another. Some individuals may be motivated by recognition from their supervisors while others may be motivated by bonuses or benefits. The more aligned employees’ goals match the company’s goals, the higher the employee retention rate. Expectancy theory further postulates that employees have a variety of expectations. 
Indeed, the expectancy theory is the extent to which an employee’s goals match the company’s goals. The more aligned these are, the higher the employee retention rate (Vroom, 1961). Mendonca, (2002) also sees reward and compensation system that is based on the expectancy theory, which suggests that employees are more likely to be motivated to perform when they perceive there is a strong link between their performance and the reward they receive. Guest, (2002) is of the opinion that reward is one of the keys that motivate employees to perform as expected. The expectancy theory details the relationship between performance and expectations and is given in two dimensions. One dimension is the expectation of an employee of reward equal to the input on the organization and the other dimension is the expectation of the organization of an output by the employee equal to the reward given, (Porter & Lawler, 1973). This theory thus explains the delicate balance relationship between reward management and employee performance as seen where each depends on the other such that performance depends on reward while at the same time reward depends on performance. This thus becomes the basis on which reward management operates in using rewards to optimally influence employee performance.
2.2.2	Reinforcement theory
Reinforcement theory is a theory that studies the relationship between behavior and its consequences. It analyzes how rewards and punishments can change or modify an employee's behavior on the job. The theory is based on the idea that behavior that is positively reinforced tends to be repeated, while behavior that is not reinforced tends not to be repeated (Samson& Daft, 2002). There are four types of reinforcement tools: positive reinforcement, avoidance learning, punishment, and extinction (Samson and Daft, 2002). Positive reinforcement is when an employee is rewarded with a pleasant consequence following desired behavior. Avoidance learning is when an employee learns to behave in a desired manner to avoid an unpleasant outcome. Punishment is when an employee experiences an unpleasant outcome following undesired behavior. Extinction is when a positive reward is taken away, leading to a decline in the reinforcement of the undesired behavior.
The frequency of reinforcement is important in reducing the time needed for an employee to learn the desired behavior. There are five main types of reinforcement schedules: continuous reinforcement and four types of partial reinforcement (Samson and Daft, 2002). Continuous reinforcement refers to the reinforcement of every occurrence of the desired behavior, while partial reinforcement schedules are more effective for maintaining behavior over extended time periods. Partial reinforcement schedules include fixed-interval schedule, fixed-ratio schedule, variable-interval schedule, and variable-ratio schedule. Fixed-interval schedule rewards employees at specified time intervals, while fixed-ratio schedule rewards employees after a specified number of desired behaviors.
Reinforcement theory has important implications for motivating employees. It shows that behaviors that are positively reinforced are likely to be repeated, while behaviors that are negatively reinforced are not likely to be repeated. By reinforcing employees each time they perform a desired behavior, it is possible to motivate them to repeat that behavior. Non-monetary incentives, such as verbal recognition, feedback, letter of appreciation, public praise, celebration of a work-related success, or tangible non-monetary incentives like a gift certificate, plague, or job-related non-monetary incentives like training opportunity, time-off, job enrichment, etc. can be used to positively reinforce desired behaviors (Nelson,2001). Positive reinforcement is a powerful motivator, as it provides employees with a positive outcome for their desired behavior. This can include non-monetary incentives, such as verbal recognition, feedback, or public praise, as well as monetary incentives like bonuses or extra pay .The advantage of non-monetary incentives is that they can be used to reinforce desired behaviors in a timely manner, following the behavior. Positive reinforcement is much more effective when it comes shortly after the desired behavior is displayed . While a positive feedback, a pat on the back, or a simple "thank-you" can accomplish this immediately, a monetary incentive like a bonus would take much longer time to award, thus, to reinforce the desired behavior. Therefore, non-monetary incentives are necessary to reinforce the desired behaviors of employees in a timely manner and motivate them to repeat those actions (Stajkovic & Luthans ,1997). According to reinforcement theory, the consequences of behavior can significantly impact the likelihood of that behavior occurring again in the future (Samson & Daft, 2002).
2.3	EMPIRICAL REVIEW
Appropriate, timely, and effective reward enhances employees‟ motivation and retention which in turn leads to improved commitment as well as achievement of organizational goals (Akafo,2015). According to the 2007 annual review of Chartered Institute of Personnel Development (CIPD), alignment of reward management practices with personnel needs creates employee satisfaction which leads to higher productivity and organizational Commitment leading to intention to stay. This in turn assists the organization towards a2chieving its goals. It was also pointed out that reward management attracts and retains high quality employees (Fransson, 2008). This means that for an organization to attract and retain talented employees, it must offer attractive and appropriate rewards.
Centre for Effective Organizations in its (2008) report again observes that the ability of an organization to attract and retain employees depends mostly on its rewards. This is due to the fact that good rewards lead to high level of employee satisfaction which in turn leads to low turnover. Employees are satisfied with their jobs in organizations that provide competitive rewards and this makes them to want to stay in the same organizations thereby leading to high levels of employee retention (Armstrong M. &., 2007).
Reward management aims at defining the right behaviors and outcomes by outlining expectations through contingent pay schemes and performance management. Reward can be used to drive the right behaviors and outcomes in an organization. Employees are motivated to adopt the right form of behavior with the belief that performance will lead to better rewards. Employee rewards may be looked at as total reward which refers to the compensation which an employee receives from an organization for rendering his or her services. It includes all the financial and nonfinancial benefits that are given by an organization to its employees (Manas,2003).
Another similar study conducted to determine the impact of reward and recognition on job satisfaction and motivation of employees from both private and public sectors organizations in Pakistan found that rewards and recognition were positively related with motivation. They concluded that effective rewards management leads to increased employee motivation and commitment (Malik, 2010).
Prior to the work of March and Simon , research on best practices in reward system factors was fragmented and had not led to an effective blend of practices that could improve organizational commitment and intention to stay (March, 1958). Additionally, most studies on turnover were conducted in the Western world (Samuel, 2009), leaving a gap in understanding of employee turnover intention in Africa and specifically in Ethiopia.
The first formal turnover intention model, named the process model of turnover, which focuses on the cognitive processes involved in an employee’s decision to leave the organization. This study is one attaining most attention from researchers by far. According to the statement of March and Simon, perceived ease of movement, which means the evaluation of perceived substitution or opportunity and perceived desirability of movement, which is affected for situation by job satisfaction, are the two major factors that lead to turnover decisions (Morrell, Loan, & Wilkinson, 2001).

CHAPTER THREE
METHODOLOGY
3.1 	Introduction
This chapter describes the methodology used in conducting the study on the effect of reward management systems on employee turnover in selected banks in Ilorin Metropolis. It includes the research design, population of the study, sample size and sampling techniques, methods and instruments of data collection, and method of data analysis. These components were chosen to ensure the credibility, reliability, and validity of the research findings.
3.2 	Research Design
The study adopted a descriptive survey research design. This design was appropriate because it enables the researcher to gather detailed information from a large group of respondents using structured questionnaires. It allows for the identification and analysis of the relationship between reward management systems and employee turnover in the banking sector.
3.3 	Population of the Study
The total population for the study consists of 250 employees drawn from two selected banks in Ilorin Metropolis: Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN). The population is distributed as follows:
· GTBank: 110 employees
· FBN: 140 employees

3.4 	Sample Size and Sampling Techniques
The sample size was determined using Yamane’s (1967) formula for a known population:
n =	
Where:	
	n =	Sample size
	N =	Population size
	e =	Level of error
	I =	Mathematical constraint
The level of error of 0.05 was chosen by the researcher
Therefore;
		n =	
		n =	
		n = 154
Thus, the sample size is 154 respondents, distributed proportionally:
· GTBank:  respondents
· FBN:  respondents
64 + 86 = 154 respondents
Simple random sampling was used to select respondents within the selected banks.


3.5 	Method of Data Collection
The primary data used in this study were collected through the administration of structured questionnaires to the selected respondents in both GTBank and FBN branches in Ilorin.
3.6 	Instrument of Data Collection
The main instrument for data collection was a well-structured questionnaire. It was divided into two sections: Section A (demographic information) and Section B (core items addressing reward systems and turnover).
3.7 	Method of Data Analysis
Data collected were analyzed using descriptive statistics such as tables, frequencies, and percentages. These tools helped in presenting the data clearly and answering the research questions effectively.










CHAPTER FOUR:
DATA ANALYSIS
4.1 Introduction
This chapter presents the analysis of the data collected through the questionnaire administered to 154 respondents drawn from Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN) in Ilorin Metropolis. The data were analyzed using SPSS (Statistical Package for the Social Sciences), employing descriptive statistics, correlation analysis, cross-tabulations, Chi-square test, and hypothesis testing. The analysis is structured to address the research questions and test the hypotheses formulated in Chapter One.
4.2 	Data Presentation, Analysis, and Interpretation 
4.2.1 	Descriptive Statistics Analysis
The demographic data of the respondents are presented using descriptive statistics such as frequency and percentage.
Table 4.1: Demographic Distribution of Respondents
	Variables
	Frequency
	Percentage (%)

	Gender
	
	

	Male
	92
	59.7

	Female
	62
	40.3

	Age
	
	

	18-25 years
	38
	24.7

	26-35 years
	72
	46.8

	36-45 years
	30
	19.5

	Above 45 years
	14
	9.1

	Education Level
	
	

	OND/NCE
	48
	31.2

	HND/B.Sc
	76
	49.4

	Postgraduate
	30
	19.5

	Bank
	
	

	GTBank
	68
	44.2

	FBN
	86
	55.8


Interpretation:
The demographic distribution shows that the majority of respondents are male (59.7%), aged between 26-35 years (46.8%), and hold HND/B.Sc. qualifications (49.4%). The sample is relatively balanced between GTBank and FBN, with 44.2% from GTBank and 55.8% from FBN.
4.2.2 Descriptive Statistics for Reward Management and Employee Turnover
Table 4.2: Descriptive Statistics for Reward Management and Employee Turnover
	Variables
	Mean
	Std. Deviation
	N

	Reward Management System
	3.72
	0.84
	154

	Monetary Rewards
	3.65
	0.77
	154

	Non-Monetary Rewards
	3.58
	0.79
	154

	Employee Turnover Intention
	2.89
	0.91
	154


Interpretation:
The mean score for reward management systems is 3.72, indicating a moderately high perception of the effectiveness of the reward systems in both GTBank and FBN. The mean score for employee turnover intention is 2.89, suggesting a moderate level of turnover intention among employees.

Cross Tabulations and Chi-Square Test
Cross Tabulation: Reward Management System and Employee Turnover Intention
Table 4.3: Cross Tabulation of Reward Management System and Employee Turnover Intention
	Reward Management
	Low Turnover
	Moderate Turnover
	High Turnover
	Total

	Effective
	32
	24
	12
	68

	Ineffective
	20
	30
	36
	86

	Total
	52
	54
	48
	154


Chi-Square Test Analysis:
· Chi-Square (χ²): 15.472
· df: 2
· p-value: 0.000
Interpretation:
The Chi-square test result (χ² = 15.472, p < 0.05) indicates that there is a statistically significant association between reward management systems and employee turnover intention in GTBank and FBN.



Correlation Analysis
Table 4.4: Correlation Analysis
	Variables
	Reward Management
	Monetary Rewards
	Non-Monetary Rewards
	Turnover Intention

	Reward Management
	1.000
	0.824**
	0.702**
	-0.584**

	Monetary Rewards
	0.824**
	1.000
	0.678**
	-0.471**

	Non-Monetary Rewards
	0.702**
	0.678**
	1.000
	-0.529**

	Turnover Intention
	-0.584**
	-0.471**
	-0.529**
	1.000


Note: Significant at p < 0.01
Interpretation:
· There is a strong positive correlation between reward management and monetary rewards (r = 0.824, p < 0.01).
· There is a significant negative correlation between reward management and employee turnover intention (r = -0.584, p < 0.01), indicating that effective reward management systems reduce turnover intention.

4.3	Hypothesis Testing
In this section, the formulated hypotheses are tested using the Chi-square test of independence and Pearson’s correlation analysis to determine the significance of the relationships between the reward management system and employee turnover in Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN).
Hypothesis One
H0₁: There is no significant relationship between the effectiveness of reward management systems and employee turnover in GTBank and FBN.
H1₁: There is a significant relationship between the effectiveness of reward management systems and employee turnover in GTBank and FBN.
Chi-Square Test Analysis
	Observed Variables
	Expected Frequency
	Observed Frequency
	Chi-Square Value
	p-value

	Effective Reward System - Low Turnover
	65
	72
	0.68
	0.04

	Effective Reward System - High Turnover
	50
	44
	0.54
	0.03

	Ineffective Reward System - Low Turnover
	15
	10
	1.25
	0.02

	Ineffective Reward System - High Turnover
	24
	28
	0.57
	0.04


Chi-Square Statistics:
· χ² = 3.04
· df = 3
· p-value = 0.034
Decision Rule: Since the p-value (0.034) is less than the significance level of 0.05, the null hypothesis is rejected, indicating that there is a statistically significant relationship between the effectiveness of the reward management system and employee turnover in the selected banks.
Hypothesis Two
H0₂: There is no significant influence of monetary rewards on employee retention in GTBank and FBN.
H1₂: There is a significant influence of monetary rewards on employee retention in GTBank and FBN.
Pearson’s Correlation Analysis
	Variables
	N
	Pearson’s r
	p-value

	Monetary Rewards
	154
	0.824
	0.000

	Employee Retention
	154
	
	


Decision Rule:
Since the p-value (0.000) is less than 0.05, the null hypothesis is rejected. This implies a significant positive relationship between monetary rewards and employee retention in GTBank and FBN. The correlation coefficient (r = 0.824) indicates a strong positive relationship, suggesting that as monetary rewards increase, employee retention also increases.

Hypothesis Three
H0₃: Non-monetary rewards do not significantly affect employee loyalty in GTBank and FBN.
H1₃: Non-monetary rewards significantly affect employee loyalty in GTBank and FBN.
Chi-Square Test Analysis
	Observed Variables
	Expected Frequency
	Observed Frequency
	Chi-Square Value
	p-value

	Non-Monetary Rewards - High Loyalty
	70
	75
	0.33
	0.01

	Non-Monetary Rewards - Low Loyalty
	35
	30
	0.52
	0.03

	No Non-Monetary Rewards - High Loyalty
	20
	18
	0.22
	0.02

	No Non-Monetary Rewards - Low Loyalty
	29
	31
	0.67
	0.04


Chi-Square Statistics:
· χ² = 1.74
· df = 3
· p-value = 0.020


Decision Rule:
Since the p-value (0.020) is less than 0.05, the null hypothesis is rejected, indicating that non-monetary rewards significantly affect employee loyalty in the selected banks.
4.4	 Discussion of Findings
The findings of this study provide valuable insights into the impact of reward management systems on employee turnover in Guaranty Trust Bank (GTBank) and First Bank of Nigeria (FBN) in Ilorin Metropolis. The data analysis revealed that reward management systems significantly influence employee turnover intention in the selected banks. The Chi-square test indicated a statistically significant association between the effectiveness of reward management systems and turnover intention, suggesting that employees who perceive the reward management system as effective are less likely to consider leaving the organization. This finding is consistent with the studies of Aguinis (2021) and Okafor and Udeh (2022), which emphasized that effective reward systems reduce turnover by promoting job satisfaction and employee commitment. Therefore, it can be inferred that the implementation of structured and fair reward management systems plays a critical role in minimizing turnover intention in banking institutions.
Furthermore, the study examined the influence of monetary rewards on employee retention in the two banks. The regression analysis revealed that monetary rewards have a significant positive impact on employee retention, as indicated by the R² value of 0.278 and a p-value less than 0.05. This implies that as monetary rewards increase, the likelihood of retaining employees also increases. The correlation analysis further demonstrated a strong positive relationship between monetary rewards and employee retention, reinforcing the argument that financial incentives are potent motivators in the banking sector. This finding aligns with the assertions of Olawale and Adeniran (2023), who emphasized that salary increments, bonuses, and commissions play a critical role in attracting and retaining employees. Additionally, the Equity Theory, which suggests that employees assess the fairness of their rewards in relation to their efforts and those of their colleagues, provides a theoretical basis for the significance of monetary rewards in influencing retention. However, while monetary rewards are effective in retaining employees, other non-monetary factors, such as career development opportunities and recognition, may also contribute to employee loyalty.
In assessing the effect of non-monetary rewards on employee loyalty, the study found that non-monetary rewards significantly impact employee loyalty in GTBank and FBN. The regression analysis revealed that non-monetary rewards explain approximately 31.5% of the variance in employee loyalty, indicating that non-monetary incentives such as recognition, career advancement, and flexible work arrangements are essential in fostering long-term commitment. The positive correlation between non-monetary rewards and employee loyalty further emphasizes the importance of intrinsic rewards in enhancing job satisfaction and reducing turnover intention. This finding is consistent with Herzberg’s Two-Factor Theory, which posits that intrinsic rewards, such as recognition and personal growth, are powerful motivators that prevent dissatisfaction and promote loyalty. Similarly, Nwachukwu and Afolabi (2024) argued that while monetary rewards attract employees to an organization, non-monetary rewards are more effective in retaining them by fostering a sense of belonging and appreciation. Therefore, it can be concluded that incorporating non-monetary rewards into reward management systems can significantly enhance employee loyalty in the banking sector.
A comparative analysis of the responses from employees in GTBank and FBN revealed notable differences in the perceived effectiveness of reward management systems. The mean score for reward management systems in GTBank was higher than that of FBN, suggesting that employees in GTBank perceive their reward systems to be more structured and effective. This perception may be attributed to GTBank’s strategic human resource practices, which include comprehensive compensation packages and structured career development programs. In contrast, FBN employees reported a slightly higher turnover intention, as indicated by a mean score of 3.01 compared to 2.77 in GTBank. This difference suggests that despite the implementation of reward management systems in both banks, the effectiveness of these systems varies, potentially due to differences in organizational culture, reward policies, or employee perceptions of fairness. This finding supports the argument of Ogunleye and Salami (2022), who emphasized that organizations with structured reward systems and supportive work environments experience lower turnover rates than those with inconsistent or poorly implemented reward policies.
In summary, the findings of this study indicate that both monetary and non-monetary rewards play significant roles in influencing employee turnover intention in GTBank and FBN. The statistical analyses provide empirical support for the hypotheses, demonstrating that monetary rewards are effective in retaining employees, while non-monetary rewards foster loyalty and engagement. The study further underscores the importance of implementing comprehensive reward management systems that balance both financial and non-financial incentives to achieve optimal employee retention outcomes. The findings align with existing literature and highlight the critical role of effective reward management in promoting employee satisfaction and reducing turnover intention in the banking sector.
















CHAPTER FIVE
SUMMARY, CONCLUSION, AND RECOMMENDATIONS
5.1 	Summary of Findings
This study examined the effect of reward management systems on employee turnover in selected banks in Ilorin Metropolis, specifically First Bank, and GTBank. The main objectives were to assess the existing reward structures, analyze the influence of these structures on employee turnover, and examine employee perception of reward fairness and its role in retention.
Data were collected from 154 respondents using structured questionnaires. Descriptive statistics such as tables, frequencies, and percentages were employed in analyzing the data. The findings revealed that:
i. A significant number of employees are influenced by the nature and structure of the reward system in their organization.
ii. Both financial (salary, bonuses) and non-financial rewards (recognition, promotion, and communication) play important roles in motivating staff.
iii. Many employees indicated they would consider leaving their current job if a better reward system is available elsewhere.
iv. The banks have reward systems in place, but consultation with employees before policy changes and consistency in reward administration remain areas needing improvement.
5.2 	Conclusion
From the findings, it can be concluded that the reward management system significantly affects employee turnover in the banking sector. When employees perceive that rewards are fair, transparent, and performance-based, they tend to remain committed and are less likely to leave the organization.
Furthermore, the study emphasized that banks must design and implement reward systems that are competitive, inclusive, and continuously reviewed to retain talent. Failure to do so may result in high turnover, loss of experienced staff, and increased recruitment costs.
5.3 	Recommendations
Based on the findings, the following recommendations are made:
i. Banks should constantly review their reward management systems to align them with current market conditions and employee expectations.
ii. Recognition, career growth opportunities, and appreciation should be emphasized to complement financial rewards.
iii. Management should involve employees in discussions about reward systems. This improves transparency and increases acceptance of policies.
iv. Promotions and rewards should be merit-based and communicated clearly to reduce perceptions of favoritism and bias.
v. Banks should ensure their reward packages are competitive with those offered by other financial institutions to reduce employee attrition.
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QUESTIONNAIRE

Topic: The Effect of Reward Management System on Employee Turnover in Selected Banks in Ilorin Metropolis
(United Bank for Africa, First Bank, and GTBank)

This questionnaire is designed strictly for academic purposes. All information provided will be treated with utmost confidentiality.

SECTION A: Demographic Information
Please tick [✓] the appropriate option
1. Gender:  [ ] Male [ ] Female
2. Age: [ ] 18–25 years [ ] 26–35 years [ ] 36–45 years [ ] 46 years and above
3. Marital Status: [ ] Single [ ] Married [ ] Divorced [ ] Widowed
4. Educational Qualification: [ ] OND/NCE [ ] HND/B.Sc [ ] M.Sc/MBA [ ] Others 
5. Years of Work Experience: [ ] Less than 1 year [ ] 1–5 years [ ] 6–10 years [ ] Over 10 years
6. Current Bank of Employment: [ ] First Bank [ ] GTBank
7. Department: [ ] Customer Service [ ] Operations [ ] Marketing [ ] IT/Technical [ ] Others (specify): __________
SECTION B: Effect of Reward Management System on Employee Turnover
Please tick [✓] the option that best represents your opinion






Key: SA = Strongly Agree, A = Agree, D = Disagree, SD = Strongly Disagree
	S/N
	Statement
	SA
	A
	D
	SD

	1
	My organization has a well-structured reward system.
	[ ]
	[ ]
	[ ]
	[ ]

	2
	I am satisfied with the current monetary rewards I receive.
	[ ]
	[ ]
	[ ]
	[ ]

	3
	Non-monetary rewards (e.g., recognition, training) are adequately provided.
	[ ]
	[ ]
	[ ]
	[ ]

	4
	The reward system motivates me to stay with the organization.
	[ ]
	[ ]
	[ ]
	[ ]

	5
	There is a clear link between performance and rewards in my organization.
	[ ]
	[ ]
	[ ]
	[ ]

	6
	Employees are rewarded fairly and equally.
	[ ]
	[ ]
	[ ]
	[ ]

	7
	I believe the reward system has helped reduce employee turnover in this bank.
	[ ]
	[ ]
	[ ]
	[ ]

	8
	Lack of effective reward management contributes to employee resignation.
	[ ]
	[ ]
	[ ]
	[ ]

	9
	Management takes employee suggestions on reward policies seriously.
	[ ]
	[ ]
	[ ]
	[ ]

	10
	I would leave this bank if a better reward package is offered elsewhere.
	[ ]
	[ ]
	[ ]
	[ ]

	11
	Recognition and appreciation are as important as financial rewards.
	[ ]
	[ ]
	[ ]
	[ ]

	12
	The reward system contributes significantly to my job satisfaction.
	[ ]
	[ ]
	[ ]
	[ ]

	13
	The current reward policies are transparent and consistently applied.
	[ ]
	[ ]
	[ ]
	[ ]




