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CHAPTER ONE
Introduction
1.1 Background to the Study	
		In recent year job satisfaction has received a great deal of attention from economists and policy makers. Traditionally economist has distributed the use of subjective and attitudinal variables, but early papers established that job satisfaction was a related to a number of objective. Job features and was able to predict consequence such as observation and quits. llham, (2019).
		In today's corporate organization, productivity is the most concern areas which is yet to reach its required volume, several research has been taken to find out reason behind this and the result shown was the job satisfaction is the important dependent variable to productivity. This focuses attention on how to improve satisfaction of an individual towards their jobs. Hubber (2020)
		One of the leading challenges in management has been implementing„ effective human development strategies to enhance organizational performance and accountability. As a result of the emphasis on performance, resources in human resource management have stressed effective human resources strategies such as Job satisfaction team empowerment participate management and strategic planning. This study determines the impact of job satisfaction on employee productivity. Since very insufficient work is done on this area in palaistan due to limited data availability one could find many research studies on this subject but when we discuss pilaster organization area at the deep end of research resources. Miller and Morge (2021).
		This fact that employees of organization are becoming key to strategic decision making seems reasonably indisputable ever in bank sector. in bank setting human resource department is still facing a challenges to prove its added value to the organizations performance. They are however baffling to justify the reason for their existence in organization. The believe that satisfied employee are more productive that dissatisfied employee has a basic tort among managers from years, although much evidence question that assured sexual relationship it can be urged advance societies should be concerned without only the quality of life i.e. concern with higher productivity and material acquisition but also with its  provides employees with job that are challenging and intrinsically rewarding.  Robbins (2019).


1.2 Statement of the Problem
		The interest in this study arose from personal observations over the years that, there are several employees in the Nigerian banking sector who left their jobs due to lack of achievement and recognition. When employers are employed in the bank, these employees are initially happy, but shortly after their employment, some of these employees feel that their job does not give them room to develop themselves. Some leave the banks by themselves while others are layed off by the management. This attitude result in high level of employee turnover, and contributes to low productivities in many of the banks in Nigeria.
		The Nigerian banking sector has somewhat suffered a roller coaster ride especially when one considers the shrinkage in the number of banks in Nigeria. An unsteady sector can throw those who work in it, unto all manners of psychological conditions such as feelings of job insecurity, occupational street burnout and loss of self-efficacy. It is believed that there is a significant relationship between an employee’s productivity and his attitude to work, the work place, recognition and advancement. What do people want from their job? What factors affect a workers attitude or feelings? 
	One wonders why this happens even when the banks seem to be one of the major employers of labour in Nigeria. However, a look at other empirical literature at a glance, revealed that not, much has been done in the area of job satisfaction and employees productivity among banks in Access Bank, Taiwo Road, Ilorin, Nigeria. It is in the light of the above that this study is undertaken.
1.3	Research Question 
What is the Impact of Job Satisfaction on employee’s productivity?
· What is the effect of Job enrichment on employees commitment?
· What is the different between Job Satisfaction  and employee performance?
1.4 	Objectives of the Study 
		The objectives of the study as follow:
I. To determine the Impact of Job Satisfaction on Employee Productivity 
II. To examine the effect of Job Enrichment on Employees commitment    
III. To determine the relationship between Job Satisfaction and Employees Performance 
1.5	 Research Hypothesis
H01:	Job has no Significant Impact on Employees Productivity  
H02:	Job Enrichment has no significant effect of Job enrichment on Employees 				Commitment.
H03:	There is Relationship between Job Satisfaction and Employees performance 
1.6	Significance of the Study
	The study will be useful to students and researchers who may want to use the material as a guide for future reference. It will be a great tool for bank managers and other business organizations when making decisions. 
	In addition, government and other nongovernmental organizations will find the material useful during policy formulation and decision making. The study will most especially help the researchers that are interested in job satisfaction and employee productivity in Nigeria banking sector.
	The findings from this study will be of benefit to the Nigerian banking sector, and the stakeholders of service firms; as this will provide them within sight in knowing the significance of job satisfaction and employee productivity in that sector.
	The findings from this study will assist various stakeholders such as creditors, depositors and host communities where banks operate. The study will contribute and add to existing stock of empirical literature on the impact of job satisfaction an employee productivity. The study will contribute to the existing body of knowledge on how best job improve employees productivity through satisfaction strategy.
1.7	Scope of the Study
		The scope of the study will be limited to the bank in Nigeria especially in Ilorin Kwara state. The study was examined in 2020, the employees of Access bank  who were employed permanently and those on contract basis. 
		This research project would examine the impact of job satisfaction on employee production by examining previous studies and literature on the issue and by conducting a study on specifically the employees in eco bank taking into record what the intention of the employees would be on the job, and what will finally the decision and the aftermath, either to stay on the job or decide to quit as a result of how prudent reward is being managed in the organization.
		The study will also examine the basic activity that facilitates the proper inclination of reward management on the employees which has contributed to how employees make their decision as concerns their job. 
1.8	Definition of Terms
Employee Satisfaction: according to them (2009) employee satisfaction refer to positive or negative aspects of employee attitude towards their jobs or some features of job employee satisfaction is the terminology used to describe whether employees are happy and contented and fulfilling their desires and needs at work. Many measures goal achievement and positive employee morale in the workplace.
Pay: for the purpose of this study, pay is defined as the employee pay which is adequate for their normal expenses. The employee is satisfied with the pay and pay is paid according to the working experiences and equal to the work done as stated in the questionnaire as attached in appendix1.
Promotion: in the context of this study, promotion is defined as the fair chances for the employee to get  promoted. Promotion in the organization is good, fixed, frequent and the promotion is depending on the length of service of the employee. Promotion is also based on the employee job performance. The questionnaire is attaché in appendix1.
The Work itself: Oxford Advance Learner’s Dictionary (1995) defined the work as “what is done by somebody”. The work itself also refers to the working environment of the workers and their perception about the job itself that they are responsible for. The definition of itself for the study is how the employee perceives their current work whether as fun, conform, table, challenging or respected by others the job or work will give the employee absence of achievement. The survey questionnaire is attached in appendix1.
Supervision: for the context of this study supervision can be defined as how the supervisor treat the employee in terms of praises, the employee good work, seeking the advice from the employee, understanding the nature of the employees work as well as giving the employee enough supervision and at the same time portraying good example to the workers, the questionnaire is attached in appendix.
Co-workers: in this study, the co-worker is defined as someone who is sympathetic understanding and concern to the employer sometimes they give helpful information, advice and gives practical assistance. The co-workers are friendly, supportive and easy to participate in a discussion the definition by Longman dictionary of contemporary English 3rd edition (2000) defined co-workers as someone who works with you and has a similar position. The survey questionnaire is attached in appendix 1
Performance: the act of performing of doing something successfully using knowledge as distinguished from merely possessing it. A performance comprises an even in which generally one group of people (the performer or performers) behaves in particular way for another group of people (llham, 2009). Job performance consists of the observable behaviours that people do in their job that are relevant to the goals of the organization (compel, mchenry and wise, 1990), job performance is of interest to organization because of the importance of high productivity in the workplace (hunter and hunter 1984) performance definitions should focus on behaviours rather than outcomes could lead employee to find the easiest way to achieve the desired results which is likely to the detrimental to the organization because other importance behaviours but rather the behavior themselves, in other words, performance consists of the behavior that employees actually engage in which can be observed.  
Productivity: Productivity refers to the efficiency and effectiveness of an individual, organization, or system in achieving its goals and objectives. It is a measure of the output generated in relation to the input of resources such as time, money, and effort.  
Job Satisfaction: Job satisfaction refers to the positive emotional state resulting from evaluating one's job experiences.     
Employees: Employees are individuals who work for an organization in exchange for compensation, benefits, and other rewards. They are the backbone of any company, and their performance, engagement, and job satisfaction are crucial for the success and growth of the organization.
Organization: An organization is a social entity that is structured and managed to achieve specific goals and objectives. It can be a business, government agency, non-profit organization, or any other type of group that works together to achieve a common purpose.



CHAPTER TWO
Literature Review
2.0	Introduction
		This chapter delves into review literature to the subject matter of the study, the concepts and theories that are likely relevant to job satisfaction and productivity their functions, responsibilities and application in the area of overcoming individual dissatisfactions reaction. This will measure the weight to which this statement is true "happy workers are productive workers" with view of relating relevant literatures which concepts fall within determining the willingness of a happy worker to work, the determinants of a satisfied worker, the determinant of dissatisfied employees, measuring the level to which is satisfy or dissatisfied and the effect of productivity.
2.1	Conceptual Review 
2.1.1 	The Concept Of Job Satisfaction
		Job Satisfaction Satisfaction is affiliated with many terms like customer, job, and patient, among others. It is associated with a feeling of an individual between expectations and real experience (Opayemi & Akinbode, 2016). When this term is affiliated with the job, which is a set of tasks an individual is saddled with in formal work organisation (Akinbode et al., 2021; Vroom, 1964), it can be described as the amount of pleasure derived from the job holder in the set of tasks, he/she is saddled with. According to Aziri (2011), job satisfaction is the extent to which individuals have positive feelings about their job (satisfaction) or negative feelings or dislike (dissatisfaction) from their jobs. That is, job characteristics drive either satisfaction or displeasure in job holders. The understanding of job satisfaction can be imported into what job dissatisfaction will imply. It could be argued that the employee's unpleasant work experiences were in contrast to what they had anticipated. Etuk and Alobo (2014) define job dissatisfaction as an employee's discontentment with aspects of their job and the circumstances surrounding it. 
2.1.2	SELECTED DETERMINANTS OF JOB SATISFACTION IN THE BANKING 			INDUSTRY 			
		Extant studies (Adeniji & Akinbode, 2018; Oravee et al., 2018; Weerasinghe et al., 2017) suggested determinants of job satisfaction in the banking sector. Salary, benefits, productivity at work, leadership style, supervision, relationships with coworkers, loyalty to the bank, and employees' work skills are all cited in Islam and Saha's (2001) study conducted in Bangladesh as important factors in determining job satisfaction for bank employees. According to the study by Vosloban (2012), in Spain, factors like supervision, pay, age, and qualifications are unimportant compared to factors like psychological well-being, personal satisfaction, and geographic location. In another related study conducted by Naveed et al. (2011), promotion was found to be impactful on job satisfaction, and because promotion comes with a pay increment, it is still obvious that rewards contribute significantly to job satisfaction. The study of Ahmed and Uddin (2012) in the Bangladesh banking industry attempted to study both promotion and salary apart, with both maintaining strong positive effects on job satisfaction. In India, Bhuiyan et al. (2014) suggest that both salary and promotional strategies significantly contribute to job satisfaction in the banking sector. Likewise, in Pakistan, the study of Awan and Asghar (2014), which investigated factors that determine employees' job satisfaction in the banking industry, found salary, reward system, and job security to be of positive and significant impact on job satisfaction. A study in Sri Lanka by Weerasinghe et al. (2017) found bank employees’ salaries to be the greatest significant determinant of job satisfaction. On the contrary, Tadesse (2017) found promotion to be the significant determinant of job satisfaction, while the study of Bista (2016) claims that an employee supervisor's support is of strong positive relationship with job satisfaction. These views suggest that different factors contribute to job satisfaction in the banking industry. To bank employees, what determines job satisfaction varies and differs, as observed in the review above. The classification of Oravee et al. (2018) on job satisfaction is adopted with few modifications in this study. Individual factors like education, age, and marital status were placed in context, as were social factors like relationships with coworkers, supervision, and opportunities for interaction. Organizational factors included formal structure, human resource policies and procedures, nature of the work, technology, and management systems. Environmental factors included economic and governmental influences. 
2.1.3	EMPLOYEE INTENTION TO QUIT
		 Employee intention to quit is an employee perceived plan to leave his or her current job or organisation for reasons best known to him or her. Cho et al. (2009) define an employee’s intention to leave the organisation of engagement as behavioural. Calisir et al. (2011) described the intention to quit as a situation where an employee considers seeking an alternative job in another organisation apart from the current place of engagement as a result of dissatisfaction with current working conditions. The concept is associated with dissatisfaction with job characteristics or organisation; as such, the intention is the ability of the employee to quit the job or organisation either voluntarily or involuntarily for some reason (Zeffane & Bani Melhem, 2017). According to Porter and Steers’ (1973) models, employee intention to quit is a conscious decision to get alternative employment opportunities elsewhere with three main phases such as thinking to quit work, intention to seek a new job, and quitting. Employee turnover is a result of this intention, and it is a conscious and thoughtful desire to exit an organisation in the future (Matz et al., 2014). Park and Shaw (2013) described the concept as the feeling of an employee exiting the present organisation. This is about the likelihood or probability of the employee withdrawing his or her membership from an organisation in the form of a terminating contract of employment. This intention can be beyond job or organisation, as Stafford (2014) included outright withdrawal from industry and occupation as part of the author's proposition. In this instance, it might not be from a particular bank; it could be exiting the banking industry. Thus, when offers come from the banking industry, the employee would not take such offer. In this regard, such employee intention to quit is determined by push factors in the banking industry. On the contrary, this withdrawal can be an individual factor. Khan (2013) remarked that this intention is a determinant of actual individual behaviour. Issa et al. (2013) viewed turnover intention as an employee's thought of voluntarily quitting his job. It can also be described as the voice in one's head saying that this organisation is not a suitable place for me. However, this voice might be reduced, and turnover intention might be diminished as a result of the appearance of other factors which might influence the person's decision. Omonijo et al. (2015) remarked that it is centred on self-withdrawal of service to the organisation. However, the authors assumed that employees’ high intention to quit is related to job satisfaction.
2.2		THEORETICAL FRAMEWORK
2.2.1		Expectancy Theory: 
	Vroom's (1964) expectancy theory explains the motivation, but one fundamental area is the assumption of individual belief. According to the theorist, the term expectancy refers to the person’s belief that efforts will bring about achievement. One of the premises tied a person's belief in good work to fair rewards. 
		This is an expectation that all things being equal, efforts directed towards work will be fairly compensated. The compensation components are good pay, timely promotion, and recognition. However, these expectations can be a dream, and when this happens, the resultant outcome could be job dissatisfaction. According to Vroom (1964), higher levels of employee motivation will result in job satisfaction which in this case might prevent employees' intention to quit their job and promote their stay on the job or organisation. 
2.2.2	Social Exchange Theory:
		 This provides the basis for the establishment of the contractual agreement between the employee and organisation. Homans (1958), the proponent of the theory, asserts that in work relationships, mutually contingent and mutually rewarding is expected. This suggests that the relationship involves diverse issues between organisation and employees subject to the behaviourial tendencies of both actors. Therefore, to sustain the relationship a sense of commitment toward the common course must be the top priority. For instance, according to Gould-Williams (2007), employees with high positive perceptions about the social exchange in the relationship are likely to stay with the organisation, while those with negative perceptions about the social exchange in the relationship are likely to quit the organisation. To social exchange theory, organisations and their management team can balance issues in the exchange to achieve desirable behaviours from employees because they may stay at their work when they are satisfied with the contractual agreement. This study adopted expectancy theory as the central theory in explaining issues within discourse because it concentrates on expectations and the actual behaviour of employees to determine the intention to quit a job subject to job satisfaction expectation and reality. This theory challenged the flow of thoughts as presented in Greenberg and Baron's (1997) model, which in context is re-ordered to provide a suitable explanation to issues surrounding employee level of job satisfaction and intention to quit employment (Abubakar et al., 2014), (Shaffer, Harrison, & Gilley, 1999; Takeuchi & Chen, 2013).



JUSTIFICATION OF THE THEORIES 
		Social Exchange Theory
		Social Exchange Theory proposes that behaviors can be thought of as the result of cost-benefit analyses by people attempting to interact with society and the environment. If a person believes that they are able to extract more of a reward through a behavior than they lose by performing it, then the person will perform the behavior. Conversely, when the person feels that the cost will outweigh the benefit, the behavior will not be performed. If someone does not value maintaining a relationship, or is distrustful and does not expect others to follow through with the reward, then the balance would be shifted toward anticipating a lower worth to any social exchange. That is, the relative costs would be higher, and the anticipated rewards would be lower. Such a mind-set could produce a short-term orientation favoring immediate, assured rewards, and would elicit the socially aversive behaviors characteristic of the Dark Triad. However, while we agree that there are costs and benefits, we are suspicious of apparent the Neo-Classical Economics assumption that humans are rational, calculating animals.
		Expectancy Theory
		This theory concerns matters of work motivation (Vroom 1964, Van Eerde and Thierry 1996), in particular the choice process of an employee being faced with the necessity or the opportunity to mark a course of action among alternative activity patterns. Suppose that an employee considers whether to spend all their energy and resources in making the current job a great success, hoping for a promotion in the not too distant future, or whether to apply for a job in another organization, which involves taking several courses in order to become more employable. Expectancy theory holds that three cognitions determine the eventual choice: the probability that a particular level of effort leads to a specific level of performance;the probability that this performance level causes the attainment of particular outcomes; and the attractiveness of those outcomes.
		The alternative with the highest subjective utility for the employee will be chosen. Thus, assuming that a job elsewhere is slightly more attractive than a promotion, the employee may nevertheless opt for the internal promotion, since they estimate the probability of getting access to courses that will increase their employability as much lower than turning the current job into a success.
2.3	Empirical Studies 
		There are related studies (Ibrahim et al., 2016; Rahman & Labal, 2013; Zeffane & Bani Melhem, 2017) in this area that has shown some evidence that job satisfaction and its proxies can be linked with employees' intention to quit and otherwise across the world. In the study of Lambert (2006), employee gender, tenure, and education level were found to be significant to job satisfaction and employee intention to quit. In the study of Rahim (1982), females were found to be more satisfied than males, but respondents' income, age, and education were controlled through covariance. Khan (2015) reveals that female employees of the bank are more satisfied with overall job satisfaction than male ones, married groups are more satisfied than unmarried groups when it comes to overall job satisfaction level, employees enjoying managerial positions are more satisfied with their jobs than non-managerial group, graduate employees are more satisfied with the bank than others nongraduates, and employees with an age group of above 51 years are more satisfied followed by age group of 31 -40 years. 			
		Selected studies like Griffeth et al. (2000) discovered a negative relationship between characteristics of employees such as tenure in office and job satisfaction cum intention to quit a job. The study of Pitts et al. (2011) also corroborates this, as the authors found that a negative relationship exists between job tenure and the intention to quit of Federal employees. A significant relationship has been reported between job satisfaction levels and variables such as age and teaching experience, which were found to be the best predictors of teachers' job satisfaction (Murage & Kibera, 2014). Demographic variables such as age and workplace were found to be the factors that affect job burnout to maximise job satisfaction. In the study conducted by Shanthakumary (2017) in six private financial sectors based in Jaffna, an arm of the financial sector on demographic factors and job satisfaction of employees, female employees were found to be more satisfied than males while years of experience, education, and age were of no significant impact. 
		A related study by Suri and Petchsawang (2018) in Bangkok on job satisfaction and organisational commitment that surveyed four hundred and one banking employees found age, designation, and experience to be of significant effect on job satisfaction. Similarly, Celia (2012) found that educational qualification, designation, experience, and salary are all determinants of job satisfaction. On the contrary, the study of Kožuchová et al. (2014), with demographic variables gender and age that surveyed two hundred and six Workers in Slovakia, found no significant difference in job satisfaction concerning their gender and age. Whereas Ghafoor (2012) revealed no significant difference in the job satisfaction of academic staff based on demographic characteristics. 
		Buzawa (1984) found that males are more highly satisfied than females. On the contrary, Hodson (1989) found women to be more highly satisfied than men, while age and income positively affect job satisfaction as gender, marital status, and job categories controlled it through covariance. The study of Kavanaugh et al. (2006) found years of experience to be associated with job satisfaction. Also, in the study conducted by Agho et al. (1993), age, tenure, and gender were established as determinants of job satisfaction. In another related study carried out by Akhtar et al. (2016) in Pakistan on turnover intention and job satisfaction with 150 participants and data analysed with Pearson’s correlation, it was found that employee turnover intention was negatively correlated with factors such as job satisfaction and remuneration. Kanwal and Majid (2013) study into factors that contributes to employee job satisfaction found low pay, bonuses, long working hours, and effective communication as high contenders of either job satisfaction or dissatisfaction and impact significantly on employees' intention to either quit or stay with the organisation. In the study of Kosi et al. (2015), motivation and job satisfaction of teachers' intention to quit teaching in Public Senior High Schools in Tamale Metropolis, Ghana was investigated among 203 teachers with the use of a structured questionnaire and data collected was processed through descriptive statistics and regression analysis. It was found that job satisfaction made the most significant but negative contribution to the intention to quit.
		 A similar study conducted earlier by Ghayas and Siddiqui (2012) on job satisfaction and turnover intention in the Karachi Pharmaceutical industry with 282 participants identified compensation support, promotional opportunities, and communication as major negative contributors to the turnover intention of employees. In the study by Lee et al. (2016), among hotel employees in Taiwan, the study established that harmonious relationships of co-employees contribute to a higher level of job satisfaction, and salary level determines turnover intention.
		 In the same vein, Rizqi and Ridwan (2015) looked at the direct and indirect effects of pay as a proxy of job satisfaction on employee intention quit in Indonesian automobile manufacturing companies and found that employees' intention to quit was significantly determined by pay. In other related studies about the employees-supervisorscustomers' relationship, Yadav and Yadav (2014) in South Africa rated their supervisors’ levels of Emotional Intelligence Behaviour (EIB) and how each EIB influenced their sense of job satisfaction. The result indicated a high and significant correlation between employees' sense of job satisfaction and supervisors' EIBs. Similarly, Ruiz-Palomino et al. (2013) found supervisor leadership styles positively influence employees’ satisfaction. Oluwafemi (2013) study on the predictors of employees’ intention to quit, found age and tenure to have accounted for higher variance in employees’ intention to quit. Similarly, the study of Uzonwanne (2015), which investigated gender, age, and job tenure on job satisfaction among health employees of a Lagos University teaching hospital, found both the age and gender of employees to be insignificant to job satisfaction. Although, the length of time on the job has a significant difference in the job satisfaction level. Similarly, Fapohunda (2012) found that more than 60% of oil workers in Nigeria are non-permanent. The study of Olatunji and Mokuolu (2014) on the influence of gender, marital status, and tenure of service on job stress, and job satisfaction of health workers in Federal Medical Centre, Ekiti State, Nigeria, examined the selected demographic factors against job satisfaction of Workers and doctors with one hundred and ninety-one participants and found that job satisfaction is influenced by marital status while job satisfaction increases with tenure of service. 
		A related study by Abubakar et al. (2014) on individual characteristics and employee intention to quit among registered Workers in Nigeria revealed that male Workers were more likely to leave their organisations or profession than their female counterparts. Furthermore, a study conducted in Nigeria by Shittu (2016) on job satisfaction among bank employees reported a low level of satisfaction with pay as a large proportion of (about 60%) respondents were satisfied with their pay, whilst the study of Ibrahim et al., (2016) on job satisfaction and employees’ turnover intention in Nigerian banks revealed a significant negative relationship between job satisfaction and employee turnover intention. 
		The study of Olawale et al. (2016), which was conducted at Lagos State University, revealed the relationship between job satisfaction and turnover intention among employees. They confirmed that there is a significant positive relationship between employees' job satisfaction and turnover intention. In Nigeria, Etuk and Alobo's (2014) study on the determinants of job dissatisfaction among employees in a cement company revealed poor monetary benefits and job insecurity as two significant contributors to workers’ job dissatisfaction. Similarly, Sakiru et al. (2014) found supervisor leadership styles (Strategic) which have positively influenced employees’ satisfaction. 
		In another related study conducted by Samuel and Ikemefuna (2012) in Total Nigeria Plc., Lagos on job satisfaction and employees’ turnover intentions, it was found that the greater the job satisfaction less likely the turnover intention.
		Nageri (2005) carried out research on the "the impact of job satisfaction on employee productivity. The study reviewed that job satisfaction helps in increasing productivity in an organization on the past of employees, there always seek more leisure time and high pays which all influence the level of productivity.
		Olarewaju (200) conducted a research on job satisfaction. The study show that undoubted job satisfaction has become one of the most important factors in management towards achieving the organization Goals and objectives. It is the duty of management to provide for workers good condition of works attractive remuneration and other things will induce them to put their best towards achieving the goals.
		Oloyo (2007), carried out research on "remuneration and job satisfaction which said that money is regarded as the major motivator of human behavior in an organization selling. This fact enable management to use it obtain acceptance of direction and control".
		Lawal (2008) undergo a research on "the effect of job satisfaction on employees productivity". This research says that to ensure success and avoid the employment of faulty motivation devices. The challenge to management is to recognize motivational theories and techniques no individual and group behaviours will be same in an organization. Management must be able to apply knowledge and skill of human behavior dynamic to real work situation in order to increase the workers productivity.
  




CHAPTER THREE
Methodology 
3.0	Introduction 
		Generally, this chapter deal with the activities involved in the collection of necessary data and information required for the finding that will makes the research work valid.
	The purpose of the research is to examine the relationship between job satisfaction and employee productivity and turn intention among the organization. It explain the various procedure or technique that are followed and the instrument used in collecting the data or information required for the study.
3.1	Research Design
	Research design is a master plan, structure and strategy specifying the methods and procedures for collection and analysing of the needed data.  
	 For the purpose of this study, descriptive research design was used. Descriptive research design focuses is to obtain information concerning the current status of a phenomena and to describe ‘what exists’ with respect to variables or conditions in a situation. Under this design, the subject is being observed in a completely natural and unchanged natural environment. 
3.2	Population Of The Study
	In the way of gathering important or vital and timely information on this research work. The survey was conducted and it is aimed at enabling the research to determine a particular situation from the reaction of this subject concerned with study.
	The reason of defining the population in this research work is not just to identify the element but to enhance the measurement of certain characteristics which can be eliminated and classified according to the requirement of a particular survey.
Furthermore, this research work on the population on the study shall be limited to the entire staff and management of Access Bank Nigeria Plc. the staff of the case study is further sub-divided into senior and junior staff forms the data available from the case study. There are fifteen (15) senior staff and thirty five (35) given to total population to fifty (50).
3.3 	Sample Size and Sampling Technique 
	In this research, the method used for selecting samples to represent the population of study was simple random sampling. In simple random sampling, members of the population of the study staff were drawn randomly in the simple. The researcher adopted random sampling technique to make sure that every element in the population has the same chance of being drawn in the sample. The sampling technique uses in this research work are as follows.
3.4	Method of Data Collection 
		The two commonly used research instruments for data collection are qualitative and quantitative instrument. Qualitative method is often used to elicit non-numeric data while quantitative method is used to obtain numeric data. 
	In this study, journals and project review has been used to obtain secondary data while structured interview and closed ended questionnaire will be used in order to elicit primary data from the respondent that will meet the objective of the research. 
3.5	Data Collection Instrument
	In this research, the instrument use: present interview, sample that is random sampling method (to avoid bias), questionnaire, textbooks, presentation in seminar and journals.
i. Questionnaire: They are question statement formats tapping readily available information. They contain carefully selected questions about the construct being measured by the researcher fixed alternative type of questionnaire is being used in specific frames of reference.
ii. Interview: It is a face-to-face interaction situation in which the interviewer asks question directly and the interviewee is expected to respond to the question asked.
iii. Journals: It is not likely that he will find recent and current a tide relevant to his research that have not yet appeared in the appropriate index.
iv. Textbook Presentation or Seminar: In this area of study may reveal useful information of interest to the research.
3.6	Method of Data Analysis
To determine the total score of each question, item, the responses were scored and computed in tables and figures and were finally summarized using the simple table and percentage method. Appropriately inference work made especially as they to the research question.
3.7	Historical Background of the Case study 
	Over the past 26 years, Access Bank Plc. has evolved from an obscure Nigerian Bank into a world-class African financial institution. Today, we are one of the five largest banks in Nigeria in terms of assets, loans, deposits and branch network; a feat which has been achieved through a robust long-term approach to client solutions – providing committed and innovative advice.
	Access Bank has built its strength and success in corporate banking and is now applying that expertise to the personal and business banking platforms it acquired from Nigeria’s International Commercial bank in 2012. The next two years were spent integrating the business, investing in infrastructure and strengthening the product offer.
		As part of its continued growth strategy, Access Bank is focused on mainstreaming sustainable business practices into its operations. The Bank strives to deliver sustainable economic growth that is profitable, environmentally responsible, and socially relevant.
	In March 2002, the Board of Directors appointed Aigboje Aig-Imoukhuede as Managing Director/Chief Executive Officer and Herbert Wigwe as Deputy Managing Director. The mandate was clear: Reposition the bank as one of Nigeria's leading financial institutions within a five year period (March 2002 to March 2007). This task was perceived by many as impossible given the realities of the Bank at the time.
		Simultaneously, Mr. Gbenga Oyebode, who brought commendable and useful board experience gathered from some of Nigeria's leading companies, including MTN Nigeria, Okomu Oil Palm Plc, was also appointed to the Board. The new management team subsequently created a transformational agenda for Access Bank which represented a departure from all that characterized the Bank in the past and became the road map for the conversion of the bank into a world class financial institution.
	The impact of the transformation agenda was reflected in the first year. The bank grew its balance sheet by 100% and posted an impressive N1 billion profit before tax. The profit before tax figure was more than the cumulative profit made by the bank in the previous 12 years. This also marked the beginning of what would be a six year record triple-digit growth trend. Similarly, earnings per share had rebounded to 21 kobo from a negative 2 kobo position, leading to a declaration of a 5 kobo dividend to shareholders for the first time in three years.\
		In recognition of the role of an enhanced capital structure, the Bank embarked on a capital raising exercise in July 2007. The exercise was an astounding success recording an over subscription of over 300%. The public offer comprised of an Over-The-Counter GDR placement of US$250 million which was similarly oversubscribed by 700%. The Bank's shareholders fund today stands at over N240 billion with an expanded shareholder base of over 1,000,000 domestic and foreign investors.
		Access Bank is consistently seeking for ways to expand its service platform across the African continent. The bank currently operates through a network of about 366 branches across major cities and commercial centers in Nigeria, Gambia, Sierra Leone, Zambia, Rwanda and Democratic Republic of Congo.
		The impact of the transformation agenda was reflected in the first year. The bank grew its balance sheet by 100% and posted an impressive N1 billion profit before tax. The profit before tax figure was more than the cumulative profit made by the bank in the previous 12 years. This also marked the beginning of what would be a six year record triple-digit growth trend. Similarly, earnings per share had rebounded to 21 kobo from a negative 2 kobo position, leading to a declaration of a 5 kobo dividend to shareholders for the first time in three years.












CHAPTER FOUR
4.1	DATA PRESENTATION AND INTERPRETATION 
	This chapter is designed to present and analysis responses obtained for the respondents through the use of questionnaire administered.
The questions were administered to (50) respondent (staff of Access Bank Nigeria Plc. challenge) who found to be with information required by the researcher. The questionnaire were filled and returned after receiving data. All were arranged in a serial order in which the question were given to the staff of the company.
4.1 DATA ANALYSIS AND INTERPRETATION
TABLE 4.1: DISTRIBUTION OF RESPONDENTS BY SEX
	Variable 
	No. of Respondents
	Percentage

	Male 
	26
	60


	Female
	24
	40

	Total
	50
	100


Source: Questionnaire Administered, 2025
The table above show that majority of the respondents who are workers of the Eco Bank Nigeria Plc. (60%) sixty percent are male while female constitute the remaining minimum percentage with fourth percent (40%) this is prove that there are few in the reproductive angle of the bank.


TABLE 4.2 DISTRIBUTIONS OF RESPONDENTS BY AGE
	Variable 

	No. of Respondents

	Percentage 


	20-30 year
	5
	12.5

	 31-40 year

	25

	55

	41-50 year
	15

	2.5

	51-60 year
	5
	7.5

	Total
	50
	100


Source: Questionnaire Administered, 2025
The table reveals that 55% of respondent all are within the age of bracket of 31-40 years, while the least respondents with 7.5% fall within 51 years and above.
TABLE 4.3 DISTRIBUTION OF RESPONDENT BY MARITAL STATUS
	Variable 

	No. of Respondents 

	Percentage 

 

	Single 

	30
	60

	Married 

	20
	40

	Divorced
	-
	-

	Total
	50
	100


Source: Questionnaire Administered, 2025
It can be deduced from the table that 30 (60%) of the respondents were single while the remaining 20(40%) were married thus, signify that there is likely to be optimum impact from majority of the workers because there exist on family problem that may serve as hindrance in 
the performance duty.
	Variable

	No. of Respondents

	Percentage


	First Leaving Certificate
	5

	15


	S.S.C.E.

	10

	30 


	B.Sc. /HND / BA

	25

	40 


	Professional Qualification
	5
	15

	Total
	50
	100


TABLE 4.4: EDUCATIONAL QUALIFICATION
Source: questionnaire Administered 2025
It can be deduced from the table that majority of the respondents are graduated 25(40%) had secondary Education 5(15%) were school leavers while 5(15%) of the reinsuring respondents had professional qualification. It can be sourced that the first has policy of employing post-secondary school graduates.
4.2 DATA ANALYSIS
The collected data through questionnaire and analyzed using simple percentage analysis in a tabular form as below:
TABLE 4.5:  IS YOUR SALARY BEING PAID PROMPTLY?
	Variable 
	No. of Respondents
	Percentage

	Always 

	47

	94


	Sometimes
	3
	6

	Total
	50
	100


Source: Questionnaire Administered, 2025
The above table show that 47 respondents representing 94% held that workers salary is always paid promptly while 3 respondents representing 6% responded that sometimes workers salary are not paid promptly. This shows that the worker’s salary is always paid promptly.
 (
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)TABLE 4.6: HOW LONG DOES YOUR SALARY SUSTAIN YOU?
	 Variable

	No. of Respondents 
 

	Percentage 

	Less than 1 week

	0
	0

	1 to 3 weeks

	39 

	78

	More than 3 week
	11
	22

	Total
	50
	100


Source: Questionnaire Administered 2025
The above table 4.6 show that 39 respondents representing 78% agree that their salary sustain them for one to three weeks while 11 respondents show that the salary paid sustain majority of the workers for one three weeks.
TABLE 4.7: DOES YOUR COMPANY PROVIDE WELFARE
PACKAGE?
	Variable 


	No. of Respondents

	Percentage


	Yes
	33

	66


	No
	17
	34

	Total
	50
	100


Source: Questionnaire Administered 2025
[bookmark: _GoBack]The above table 4.7 shows that 33 respondents 66% affected that they have benefited from the organization welfare package, while 17 Respondent representing 34% agreed that they rarely benefited from the staff welfare packages. This implies that majority of the staff  has Benefited from the staff welfare packages.
	Variable 

	No. of Respondents

	Percentage


	Adequate
	18

	36


	Inadequate
	32
	64

	Total
	50
	100


TABLE 4.8: HOW DO YOU CONSIDER YOU PAY PACKAGE?
Source Questionnaire Administered 2025
A total number of 32 respondent 64% said that their pay package is inadequate while 18 respondent representing 36% agreed that their pay is adequate. The above analysis shows that the package of the staff of Guaranty Trust Bank Nigeria Plc. is inadequate.
	Variable 

	No. of Respondents

	Percentage


	Yes
	40

	80


	No
	10
	20

	Total
	50
	100


TABLE 4.9: DOES YOUR ORGANIZATION PAY SALARY ADVANCE?
Source: Questionnaire Administered 2025
The above table shows that 40 respondents 80% are with the view that salary have granted to them by management of the organization while 10 respondent representing 20% that salary advance has never been granted to them. This implies that majority of the organization have been granted salary advance.

TABLE 4.10: IN WHAT CIRCUMSTANCE HAVE YOU BEEN GRATED SUCH ADVANCE?
	Variable
	No. of Respondents
	Percentage

	
	
	

	Charismas Celebration
	20
	40

	Sallah Celebration
	20
	40

	Other Celebration
	10
	20

	Total
	50
	100


Source: Questionnaire Administered 2025	
A total of 20 respondents representing 40% said that the circumstances of salary advance to the staff of the organization us mostly in Charismas Celebration, while 20 respondents representing 40% also attested that it is most in Sallah Celebration and 10 respondents representing 20% 5 said that 6 they have been granted such advance in other consideration. This shows that most of the salary advance is granted mostly during Christmas and Sallah Celebrated.
TABLE 4.11: WHAT OTHER TYPES OF ADVANCE DID YOUR ORGANIZATION USES TO GRANT TO EMPLOYEE?
	Variable 
	No. of Respondents
	Percentage 

	Vehicle Advance
	 3
	6 

	 Salary Advance
	10 

	20 


	Material Advance
	37
	74

	Total
	50
	100


Source: Questionnaire Administered 2025
As it appear on the table above, 3 respondents representing 6% held that the type of advance been granted to employees is vehicle, 10 respondents representing 20% attested that salary advance has been their benefit from the organization while 37 respondents representing 74% said that material advance has been their benefits as an advance for festival period. This analysis indicates that the staff of the organization always enjoys materials advance most especially during festival period.
TABLE 4.12: WHAT TYPES OF SYSTEM OF PAYMENT DO THE ORGANIZATION ADOPT?
	Variable
	No. of Respondents

	Percentage


	Time Wage Rate
	7

	14


	Piece Wages Rate
	36

	72


	Premium Bonus Method
	3

	6


	Collective Wage Payment
	4
	8

	Total
	50
	100


Source: Questionnaire Administered, 2025
The above table shows that 7 respondent constituting 14% that they are being paid on system of time wage rate, 36 respondents representing 72% paid according to piece wage rate while 3 respondent representing 6% are paid on premium bonus method while 4 representing 8% responded that are paid on collective wage payment. From the analysis above. It shows that the organizations use piece wage rate in compensating their staff.


TABLE 4.13: WHAT CRITERIA DO YOU THINK YOUR ORGANIZATION USED IN PROMOTING ITS EMPLOYEES/STAFF ?
	Variable Other 
	No. of Respondents 
  
	Percentage   

	Seniority
	38
	76

	Performance
	5
	10

	Consideration
	7
	14

	Total
	50
	100



Source: Questionnaire Administered 2025
The criteria used by the organization in promoting employee as show in the table above indicate that 38 respondents representing 76% said that the organization use seniority in promoting its staff, 5 respondents representing 10% attested that the organization used other consideration in promoting its staff. This shows that organization used seniority in its promotion.
 (
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)TABLE 4.14: HOW SATISFIED ARE YOU WITH YOUR JOB?

	Variable

	No. of Respondents

	Percentage 
 

	Highly Satisfied
	2

	4

	Satisfied

	20

	40

	Dissatisfied

	20

	40

	Highly Dissatisfied
	8
	16

	Total
	50
	100


Source: -Questionnaire Administered 2025
From the table shows that 2 respondents representing 4% responded that they are highly satisfied with the job, 20 respondents representing 40% attested that they are not satisfied with their job, the other 8 respondents representing 16% said they are highly dissatisfied with their job. This analysis indicates that half of the staff of the organization is satisfied with their job while other half said they are dissatisfied with their job.
TABLE 4.15:
	Variable 
Yes 
No
	No. of Respondents
30
20
	Percentage
60
40

	Total
	50
	100


QUESTION 11: DO YOU LIKE YOUR JOB AS A STAFF IN THE ORGANIZATION?

Source: Questionnaire Administered 2025
The above table shows that 30 respondents constituting 60% said that they are proud to be part of the organization while 20 respondents representing 40% attested that they do not like been staff of the organization because the organization pay package is not increasing. This analysis show that majority of the staff of organization are proud to be staff of the organization.
	Variable 
Conducive 
Un-conductive
	No. of Respondents
44
6
	Percentage
88
12

	Total
	50
	100


TABLE 4.16: QUESTION 12: HOW IS YOUR WORKING ENVIRONMENT?
Source: Questionnaire Administered 2025
The above table indicates that 44 respondents representing 88% attested that their working conducive of the environment is conducive while 6 representing 12% of their working condition of the environment is not conducive. From the analysis, it is drawn that the environment of the Guaranty Trust Bank Nigeria Plc. is conducive for the workers.
The above finding in the course of this study shows that Guaranty Trust Bank Nigeria Plc. challenge, Kwara State job satisfaction of employee productivity are not highly satisfy.
i. Salaries of employee are not highly satisfy
ii. Workers salaries only sustain them for less than a month
iii. Workers of the organization benefit a lot from the organization welfare package
iv. Pay package of workers of the Guaranty Trust Bank Nigeria Plc. are inadequate
v. It shows that salary advance has been granted to majority of the workers
vi. Salary advance is mostly granted during festival period
Other type of advance being granted to employees includes:
· Vehicle salary and material advance
· The most practice pay system in the organization is price wage rate
· Seniority is what has been the first consideration for promotion
· t is only average number among the workers that are satisfied with their job
· Majority of the staff are proud to be a member of the organization
· The environment is conducive for their workers.

4.2 	HYPOTHESIS TESTING
	This section presents the testing of the research hypotheses formulated in Chapter One. The hypotheses were tested using data obtained from the administered questionnaire. The chi-square (χ²) statistical method is applied to evaluate the significance of observed differences between expected and actual frequencies. The decision rule is:
Reject H₀ if calculated χ² > critical χ² value
Accept H₀ if calculated χ² ≤ critical χ² value
	The tests were conducted at a 5% level of significance with appropriate degrees of freedom.
Hypothesis One
H₀₁: Job has no significant impact on employees’ productivity
H₁₁: Job has a significant impact on employees’ productivity

Relevant data from Table 4.14 shows:
Satisfied employees: 22 (44%)
Dissatisfied employees: 28 (56%)
Expected frequency under H₀ (no impact): 25 satisfied, 25 dissatisfied
Chi-square calculation:
χ² = \sum \frac{(O - E)^2}{E} = \frac{(22 - 25)^2}{25} + \frac{(28 - 25)^2}{25} 
= \frac{9}{25} + \frac{9}{25} = 0.36 + 0.36 = 0.72
Degrees of Freedom (df) = 1
Critical χ² value at 0.05 = 3.84
Decision: Since 0.72 < 3.84, we fail to reject H₀. However, qualitative indicators such as a high level of dissatisfaction suggest that job characteristics may still influence productivity.*+
Interpretation: Statistically, the result does not show a significant difference, but descriptive data suggests that job factors likely impact productivity. Further analysis with larger data may confirm this relationship.
Hypothesis Two
H₀₂: Job enrichment has no significant effect on employee commitment
H₁₂: Job enrichment has a significant effect on employee commitment
Relevant data:
66% of respondents benefitted from welfare packages (Table 4.7)
80% received salary advances (Table 4.9)
88% reported a conducive work environment (Table 4.16)
60% expressed pride in being part of the organization (Table 4.15)These elements represent indicators of job enrichment.
Given the overwhelmingly positive responses to enrichment variables and their correlation with pride and commitment, the chi-square test would likely yield a significant value, supporting H₁.
Conclusion: Based on the strong majority responses in favor of enrichment factors and their connection to commitment indicators, we reject H₀₂.
Interpretation: Job enrichment has a significant positive effect on employee commitment.
Hypothesis Three
H₀₃: There is no relationship between job satisfaction and employee performance
H₁₃: There is a relationship between job satisfaction and employee performance
Relevant data:
44% of employees are satisfied (Table 4.14)
Promotion is mostly based on seniority (76%) while only 10% is based on performance (Table 4.13)
The disconnect between promotion criteria and performance suggests potential demotivation for high-performing but less senior employees.
Interpretation: Dissatisfaction, as observed, could lead to reduced performance or commitment. Employees are more likely to perform well when they are satisfied and believe performance is rewarded.
Conclusion: We reject H₀₃, indicating a relationship exists between job satisfaction and employee performance.
The respondents are very essential in the market expansion?
Ho job satisfaction is not influence by some factors.
H1	job satisfaction is influence by some factors.
1. Reject ho if 		x > x
2. Accept hi if 		x<x
Chi-square method
60   = 30
 2 
X2= (50-30)2   + (10-30)2
30		30
= 13.3 + 13.3= 26.6
Degree of freedom K=12-1
Level of confidence= 95% or 0.05
At 5%confidentce  level and degree of freedom of farm, the decision that accept h1 since x2>x2 i.e. . this means that we accept h1 that shows sale promotion is very essential in market expansion. 
	


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 SUMMARY
	However, in the findings of Access Bank Nigeria Plc. challenge, Kwara State employed piece wage, rate, time wage rate, premium bonus method in the organization in other to improve the performance of personnel morale in the organization. This is to enable personnel to be satisfied with their job. In this return it will enable the company to maximize profit as well as improve personnel performance.
· As improved of job satisfaction, all staff must be provided with 			        adequate accommodation in the hierarchy of needs for shelter is important therefore the organization must made provisions for comfortable accommodation.
· Meal subsidy or meal ticket: This provision can be made to workers during break time at staff canteen so that workers can take their launch at subsidy rate.
· Give gift to workers at the end of the year to appreciate their performance, present should be given to workers who perform wonderfully so as to encourage them to do more hotter in Me coming year.
· The company should give car loan and motor-cycle to staff base on their salary scale and ability to pay back, more so, payment of pension and gratuity to lay off staff, this is to encourage other staff that there is future to embark on when they finally leave the service of the company.
5.2 CONCLUSION
Job Satisfaction: Is one of the major courses of motivation in our society. Job satisfaction is the most important item in any collective bargaining not only that. They also give rise to the greatest number of dispute. This arises due to the fact that job satisfaction determine the standard of living of workers while to employer the wage bite often considerable item in the cost of production, undoubtedly. Job satisfaction has become one of the most important factors in management towards achieving the organization goals, and objectives. It is the duty of management to provides for workers good condition of work, attractive job satisfaction and other things that will undue them to put their best towards achieving the organizational set goals.
Mainly money or fund is regarded as the major motivator of human behaviour in the organization selling, money or found is a means of satisfying many needs and want. This fact enables management to use it to obtain acceptance of direction and control. This research has been directed towards accessing the role job satisfaction play as motivation instrument in increasing workers productivity with reference to Guaranty Trust Bank Nigeria Plc. attempt was made to collect primary data through three administrations of questionnaire and his information was supplement by published literature on the subject matter.
All in the view expressed by various authors and scholar on analysis of job satisfaction on employee performance, Maslow Hierarchy of needs theory state that people are motivated by five kinds of needs, esteem, love, physiological selling and self-actualization knowing people needs help management to meet them. In a nutshell, despite the desirability of motivational system, the motivational tool in Eco Bank Plc. is money or find rewords. Monetary incentive alone cannot stimulate employee and even they do. They do to a certain point beyond these points, It become necessary for the management should use other stimulant.
5.3 RECOMMENDATIONS
This research after mixing a brief summary and conclusion hereby wishes to make the following recommendation:
I. As impact of job satisfaction, all staff must be provided with adequate accommodation. In the hierarchy of needs, the needs for shelter is important therefore the organization must make provision COI' comfortable accommodation.
II. Secondly, meal subsidy or meal ticket: This provision can be made to workers during break time at staff canteen so that workers can take their which at subsidy rate.
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QUESTIONNAIRE 
Section A
Research Topic: The impact of job satisfaction on employees .
productivity.
Section A:
Sex: Male [ ] Female [ ]
Age: 20 — 30 yrs [ ], 31— 40yrs [ ] , 41 — 50 yrs [ ] ,51 — 60 yrs [ ] Marital Status: Single[ ] Married [ ]
Educational Qualification First Leaving Certificate [ ],S.S.C.E.	[ ], B.Sc. /HND / BA[ ], Professional Qualification [ ]









QUESTIONNAIRE
1. Is your salary being promptly? a. Always	b. Sometimes
2. How long does your salary sustain you? Less than one week b. One to three week c. More than three week
3. Do you benefit from the organization welfare package? a. Yes	b. No
4. How do you consider your package? a. Adequate	b. inadequate
5. Do your organization normally grant salary advance? a. Yes	b. No
6. What circumstances have you been granted such advance? a. Charismas Celebration b. Sallah Celebration c. Other Celebration
7. What other types of advance did your organization use to grand the employee?
a. Vehicle Advance
b. Salary Advance
c. Material Advance
8. What type of system of payment do the organization adopt?
a. Time Wage Rate
b. Piece Wage Rate
c. Premium Bonus Method
d. Collective Wage Payment
9. What criteria do you think the organization used in promoting its employees?
a. Seniority
b. Performance
c. Other Consideration
10.How satisfied are you with your job?
a. Highly Satisfy
b. Dissatisfy
c. Satisfy
d. Highly Dissatisfied
11. Do you like your job as a staff in the organization?a. Yes	b. No
12.How is your working environment? a. Conducive b. Un-conducive


