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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
Performance management encompasses all activities that ensure organizational goals are consistently achieved in an efficient and effective manner. Typically, it focuses on the performance of the organization, individual employees, departments, and the processes employed to deliver products or services—ultimately influencing employee productivity (Homayounizadpanah & Baqerrkord, 2012). According to Baron and Armstrong (2007), performance management is a strategic and integrated approach aimed at improving organizational and individual performance by developing the capabilities of teams and individuals.
Performance management ensures that employees align their efforts with the organization’s mission. It includes a variety of systems and processes. Among these is the Performance Management System (PMS), which serves as a structured method for tracking and evaluating employee contributions. Managers and supervisors are responsible for implementing PMS in accordance with organizational policies tailored to fit the nature of their work and overall mission.
Conducting this study is vital to understanding employees’ experiences and perceptions of performance management and appraisal systems, with the goal of building a more robust and comprehensive performance framework. It is also essential that both employees and management understand that effective performance management is key to an organization’s long-term success.
Employee productivity, a critical metric in this context, is the measure of efficiency in a worker’s output over a given time. Evaluating productivity involves comparing an individual’s output to the average for similar roles. Since productivity is central to business success, organizations must foster it through motivation, often using incentives or rewards (Armstrong, 2001).
Sustaining productivity is a growing concern, and organizations increasingly turn to performance management practices to address it. These practices must reflect employee motivation, workplace dynamics, and organizational needs. Therefore, this study aims to assess the effect of performance management practices on employee engagement, focusing on First Bank Plc., Ilorin.
A Performance Management System helps communicate organizational goals to employees, assigns individual responsibilities, tracks progress, and evaluates employee performance. It offers a framework for assessing accomplishments and aligning efforts with the company’s objectives.
First Bank introduced a performance management policy in 2011, rooted in the philosophy that employees are a key asset, and that achieving corporate goals depends on how effectively staff carry out their duties. The system includes five components: setting objectives, sharing objectives, tracking progress, managing appraisals, and reviewing performance contracts. Performance appraisal at First Bank Plc., Ilorin is conducted annually, coinciding with the financial year.
Employee engagement refers to the degree to which employees are emotionally invested in their jobs, committed to the organization, and willing to put in discretionary effort.
1.2 Statement of the Problem
Despite the existence of a Performance Management System at First Bank Plc., Ilorin, its implementation does not align well with the organization’s goals and objectives. Several weaknesses have been identified, including lack of employee involvement, low acceptance of the system, and a breakdown of trust between employees and management. These issues undermine the strategic purpose of performance management.
Many employees express dissatisfaction with the fairness of the process. Complaints include lack of transparency, limited communication, and poor feedback mechanisms. Employees also report being unaware of the performance indicators used and how they relate to organizational outcomes. Additionally, some managers lack the necessary expertise in conducting performance reviews.
These flaws in the performance management process may hinder the bank’s growth and profitability if not addressed. This study, therefore, seeks to evaluate how the performance management system affects employee engagement at First Bank Plc., Ilorin.
1.3 Research Questions
The study aims to address the following questions:
1. To what extent does a goal-oriented system influence employee engagement at First Bank Plc., Ilorin?
2. To what extent does a performance-based reward system influence employee engagement at First Bank Plc., Ilorin?
3. To what extent does a performance-oriented training system impact employee engagement at First Bank Plc., Ilorin?
4. To what extent does performance appraisal influence employee engagement at First Bank Plc., Ilorin?
1.4 Objectives of the Study
Broad Objective:
To examine the effect of the Performance Management System on employee engagement at First Bank Plc., Ilorin.


Specific Objectives:
1. To examine the influence of a goal-oriented system on employee engagement at First Bank Plc., Ilorin.
2. To assess the effect of a performance-based reward system on employee engagement at First Bank Plc., Ilorin.
3. To explore the impact of a performance-oriented training system on employee engagement at First Bank Plc., Ilorin.
4. To determine the influence of performance appraisal on employee engagement at First Bank Plc., Ilorin.
1.5 Research Hypotheses
The following null hypotheses will guide the study:
1. H₀₁: A goal-oriented system has no significant influence on employee engagement at First Bank Plc., Ilorin.
2. H₀₂: A performance-based reward system has no significant influence on employee engagement at First Bank Plc., Ilorin.
3. H₀₃: A performance-oriented training system has no significant effect on employee engagement at First Bank Plc., Ilorin.
4. H₀₄: Performance appraisal has no significant impact on employee engagement at First Bank Plc., Ilorin.
1.6 Significance of the Study
This study will guide First Bank Plc. in implementing an effective and appropriate performance management system. It will enhance employee understanding of their roles in achieving organizational objectives and strengthen the manager-employee relationship.
Human Resource Practitioners in both public and private sectors will benefit by gaining insights into aligning employee contributions with performance strategies.
Academic Institutions may use the findings to contribute to the body of knowledge on performance management and employee engagement. The study will also provide a basis for future research on employee perceptions and strategic human resource practices.
1.7 Scope of the Study
This study focuses on the effect of the Performance Management System on employee engagement at First Bank Plc., Ilorin. The organization was selected due to the researcher’s familiarity with the firm and the pressing need to resolve challenges related to performance-based engagement.
1.8 Definitions of Key Terms and Concepts
1. Employee Engagement: Employee engagement refers to the extent to which employees are passionate about their jobs, committed to the organization, and willing to put in discretionary effort to achieve organizational goals.
2. Performance Management: According to Armstrong (2006), performance management is a means of achieving results for the entire organization by understanding and managing performance within an agreed framework of planned goals, standards, and competency requirements.
3. Performance Measurement: Performance measurement is the use of quantifiable indicators to assess how well an organization or its employees are achieving desired objectives.
4. Performance Appraisal/Evaluation System: Performance appraisal or evaluation is a systematic process of assessing an individual's job performance based on predetermined criteria and standards.
5. Goal-Oriented System: A goal-oriented system refers to the extent to which an individual or organization focuses on completing specific tasks and achieving defined outcomes.
6. Performance-Based Reward: Performance-based reward is a compensation system where part or all of an employee’s financial remuneration is tied to their performance as measured against established criteria.
7. Performance-Oriented Training: Performance-oriented training focuses on setting clear expectations, providing constructive feedback, introducing necessary tools, rewarding skill development, and teaching new skills—all aimed at promoting behaviors that lead to desired outcomes.
8. Performance Appraisal: Performance appraisal is a method used to evaluate an individual’s job performance within an organization, typically conducted periodically and based on specific performance metrics.







CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter presents a review of literature relevant to the variables under study. It covers the conceptual and theoretical frameworks, empirical literature, identified gaps in previous studies, and an overview of the case study. The aim is to provide a comprehensive foundation upon which the study is built.
2.2 Conceptual Clarifications
2.2.1 Concept of Performance
Performance management can be defined as a strategic and integrated approach aimed at delivering sustained success to organizations by improving the performance of individuals and teams and developing their capabilities (Armstrong & Baron, 1998).
Performance encompasses both behaviors and results. Behaviors stem from the performer and transform performance from abstraction to action. These behaviors are not just tools for producing results but are outcomes themselves—products of mental and physical effort applied to tasks—which can be judged independently of the results (Brumbrach, 1998).
According to Bates and Holton (1995), performance is a multi-dimensional construct, the measurement of which depends on whether the objective is to assess outcomes or behaviors.
2.2.2 Concept of Performance Management
Lockett (1992) defines performance management as a strategy for developing individuals with the necessary commitment and competencies to achieve shared, meaningful objectives within an organizational structure. It aims to build a culture of high performance by setting clear goals, providing regular feedback, and supporting employee development.

Guest et al. (1996) argue that performance management involves mutual expectations and obligations. Organizations such as Eli Lilly emphasize aligning individual goals with organizational goals, while Standard Chartered Bank focuses on managing employee performance to foster high achievement.
Modern performance management is shifting from traditional annual reviews to continuous performance monitoring, enabled by automation (Bersin by Deloitte, 2020). Unlike talent management, which focuses on employee retention, performance management aims to align individual and organizational goals.
Aguinis (2009) and Biron et al. (2011) describe performance management as an integrated system involving objective setting, appraisal, rewards, and career planning to improve collaboration and effectiveness. Despite its potential, research shows performance management varies significantly across industries and roles (Denisi & Smith, 2014; Taylor et al., 2002).
Historically, performance management has evolved from rigid systems like Taylorism to more collaborative approaches. However, performance measurement remains central to successful management (Bititci et al., 1997; Lebas, 1995).
Armstrong (1994) and Weiss & Hartle (1997) describe performance management as a process for establishing shared goals and managing people to achieve them effectively.
McBain (2004) highlights the pervasiveness of performance in modern life, influencing both personal and organizational behavior. Torrington and Hall (1995) assert that performance management systems align closely with organizational goals, making them more effective than isolated appraisals.


2.2.3 Aims of Performance Management
Armstrong and Baron (2005) state that the overall goal of performance management is to drive high performance by enhancing the capacity of individuals and teams.
Lockett (1992) emphasizes developing people’s commitment and competencies within a supportive structure that promotes continuous improvement, feedback, and collaboration.
The primary aims of performance management include:
· Achieving higher standards of work.
· Identifying required skills and competencies.
· Encouraging motivation and empowerment.
· Promoting open communication and regular feedback.
· Removing performance barriers through coaching.
· Informing strategic decisions like promotions and succession planning.
· Supporting personal and professional growth.
Thus, performance management is a vital tool for aligning employees with corporate values and objectives through joint planning and goal setting.
2.2.4 Characteristics of Performance Management
According to Mohrman and Mohrman (1995), performance management practices must be tailored to the organization’s evolving needs.
Armstrong (2009) outlines its key features:
· It is a continuous and flexible process.
· It emphasizes collaboration and agreement over control.
· It involves regular measurement, feedback, and positive reinforcement.
· It focuses on inputs (skills and behaviors) and outputs (results).
· It fosters ongoing dialogue between managers and employees.
Pridmore and Myer (2005) also emphasize that performance systems should align with organizational goals and values.
2.2.5 Importance and Effectiveness of Performance Management
Performance management is essential for both organizations and employees, especially in today's competitive environment. A well-structured performance management system (PMS) enables the organization to assess training needs, support development plans, and link individual performance to rewards (Anon, 2012).
From the employee’s perspective, a good PMS provides transparency, tracks performance, and supports career growth.
Armstrong and Baron (1998) describe PMS as a process that promotes shared understanding and people development to achieve organizational goals. Effective communication is key—regular two-way communication fosters engagement and shared accountability.
Dr. Michael Beitler (2012) notes that managers must be trained to provide effective performance feedback. Lawson (1995) outlines performance management as a tool for articulating vision, setting objectives, tracking performance metrics, and driving continuous improvement.
However, poorly implemented PMS can harm morale, behavior, and the organization’s ability to meet its strategic objectives.
2.2.6 Performance Measurement
Understanding Performance: A Two-Category Model
Scholars distinguish between performance management and performance measurement. Performance measurement refers to the development of metrics that quantify the efficiency and effectiveness of actions (Neely et al., 1995). It serves various functions including decision-making, control, signaling, education and learning, and external communication (Simons, 2000). A stakeholder-oriented approach attributes three roles to performance measurement: coordination, monitoring, and diagnosis (Atkinson et al., 1997).
Measuring employee performance can be achieved through various tools, and it is the responsibility of the human resources leader to select the most suitable one for the organization (Mathew, 2012).
From a strategic perspective, performance measurement supports the formulation of strategic plans and helps assess the achievement of organizational objectives (Ittner & Larcker, 1998a). It also functions as a signaling and learning mechanism (Simons, 1990). Key measurement tools include benchmarking, balanced scorecards, management by objectives, performance appraisals, and metrics aligned with organizational mission achievement.
2.2.7 Key Performance Indicators (KPIs) and Employee Engagement
Concept of Employee Engagement
Employee engagement is the emotional commitment an employee has toward their organization and its goals. It is reflected in the passion and motivation employees bring to their work. As Simon Sinek puts it, “When people are financially invested, they want a return. When people are emotionally invested, they want to contribute.”
The concept, first introduced by Dr. William Kahn in 1990, posits that employees engage with their work on three levels: physical, cognitive, and emotional. However, not all employees operate at all three levels—some may be partially engaged, disengaged, or actively disengaged.
Types of Employee Engagement:
· Engaged Employees: Highly energetic, committed, and proactive individuals who build strong relationships with coworkers and management (McCoy, 1996).
· Disengaged Employees: Individuals who perform only the minimum required tasks and show little emotional investment.
· Actively Disengaged Employees: These employees not only underperform but also create negativity, undermining the efforts of engaged coworkers.
2.2.8 Importance of Employee Engagement to Business
A Gallup study highlights that highly engaged business units can achieve 21% higher profitability. Moreover, a culture that fosters engagement attracts and retains top talent.
Responsibility for Engagement: Employee engagement is a shared responsibility. While HR plays a central role, managers and organizational leaders must also be involved. Engagement begins from the recruitment stage and continues through onboarding, training, development, and even exit. However, engagement is reciprocal: employees must also demonstrate qualities like optimism, diligence, and adaptability (Morris & Muthoni, 2017).Morris and Muthoni (2017) found that a well-designed performance management system enhances employee performance by providing reliable metrics and fostering skill development.
2.2.9 Goal-Oriented Systems
Concept and Relevance
Goal orientation refers to an individual's inclination to develop or validate their competence in achievement settings. This concept has implications for recruitment, training, performance appraisal, and leadership. It also influences motivation, adaptability, and learning (Payne et al., 2007).
Types of Goal Orientation:
· Performance Goal Orientation (PGO): Focused on demonstrating ability and avoiding negative judgments.
· Learning Goal Orientation (LGO): Defined by the desire to develop skills, acquire knowledge, and improve performance (VandeWalle, 1997).
· Need for Achievement: A trait related to LGO, where individuals strive to meet high standards and achieve difficult tasks (Atkinson, 1957).
Applications:
· In education, promoting learning goals fosters intrinsic motivation.
· In organizations, LGO is linked to continuous development and adaptability.
Communication as Goal-Oriented:
According to the Theory of Goal-Oriented Communication, effective communication arises when both sender and receiver are aligned on the communication's objective.
2.2.10 Performance Appraisal
Performance appraisal is the systematic process of identifying, observing, measuring, and improving employee performance (Carroll & Schneider, 2012). The process includes:
· Identification: Determining what performance elements to evaluate (Moulder, 2011).
· Observation: Continuous monitoring of performance behaviors.
· Measurement: Converting observations into objective ratings (Derven, 2010).
· Development: Focusing on performance improvement and future growth (Mone & London, 2010).
An effective appraisal system can boost motivation, identify training needs, inform career development, and support organizational goals (Jackson & Schuller, 2012).
Appraisal Techniques:
· Supervisory ratings
· Peer and subordinate feedback
· Multi-source (360-degree) evaluations (Prowse & Prowse, 2009; Mansor, 2011)
Appraisal as Management Information:
Appraisals provide insights for:
· Performance reviews
· Promotion and succession planning
· Reward decisions (Malcolm & Jackson, 2002; Mullins, 2009)
Recognition and Motivation:
Recognizing strong performance can enhance motivation and alignment with organizational objectives (Derven, 2010). Modern systems depersonalize feedback by focusing on behaviors and outcomes.
Criticisms of Performance Appraisal:
Despite benefits, appraisals face challenges:
· Bias and subjectivity
· Over complexity and time consumption
· Employee resistance due to fear of negative feedback (Bernardin & Klatt, 2005; Mone & London, 2010)
Accounting for Past and Future Performance:
Appraisals consider past achievements and outline expectations. Ideally, feedback should be fair, specific, and actionable (Mullins, 2009; Derven, 2010).
However, flawed appraisal metrics—such as in call center environments where results are overly tied to uncontrollable variables—can demoralize employees and lead to dissatisfaction (Erdogan, 2012).
2.3 Theoretical Framework
2.3.1 Goal Setting Theory
In 1990, Locke and Latham published their seminal work A Theory of Goal Setting, which emphasizes the development of an action plan designed to motivate and guide individuals or groups toward achieving specific goals. Goal setting is a central concept in personal development and management literature and is often guided by SMART criteria (Specific, Measurable, Achievable, Relevant, and Time-bound).
Research by Edwin A. Locke and his colleagues demonstrates that more specific and ambitious goals lead to greater performance improvements compared to vague or easy goals. For goals to be effective, they should be specific, time-bound, and difficult—ideally set at the 90th percentile of performance, assuming that motivation, not ability, is the limiting factor. When individuals accept a goal, possess the capability to attain it, and are not distracted by conflicting goals, a positive linear relationship exists between goal difficulty and task performance.
The core propositions of the theory are fourfold:
· Difficult and specific goals result in significantly higher performance than easy goals, vague goals, or the general directive to "do your best."
· Assuming goal commitment and ability, higher goals lead to higher performance.
· External factors such as feedback, praise, and participatory decision-making influence behavior only to the extent that they lead to the setting of and commitment to specific, challenging goals.
· Goal setting affects the motivational mechanisms of choice, effort, and persistence and offers cognitive benefits by influencing how individuals strategize and discover ways to attain their goals.
Goals can be made more specific through:
· Quantification (e.g., “increase productivity by 50%” instead of “increase productivity”), and
· Enumeration (e.g., breaking down the specific tasks required to achieve the overall goal).
· Setting goals influences outcomes in four primary ways:
· Directing attention and effort toward goal-relevant activities.
· Increasing effort and drive.
· Promoting persistence in the face of obstacles.
· Encouraging individuals to develop new strategies and behaviors.
2.3.2 Goal Commitment
Individuals tend to perform better when they are committed to achieving specific goals. Organizations can leverage this understanding to enhance overall performance by aligning individual goals with organizational objectives. Closely related to goal commitment is goal acceptance, which refers to an individual's willingness to pursue a particular goal.
Locke and Latham (2002) identified three key moderators that determine the success of goal setting:
· The perceived importance of the goal's outcomes.
· Self-efficacy—belief in one’s own ability to achieve the goal.
· Commitment to others—personal promises or obligations to others that reinforce commitment.
Goal commitment is influenced by:
· External factors, such as the authority of the person assigning the goal or the individual's role models. For example, if an employee looks up to their manager and values their opinion, they are more likely to embrace the goal-setting strategies proposed by that manager.
· Internal factors, including self-expectation and intrinsic motivation. Individuals may strive to outperform peers, driven by internal rewards such as pride or self-recognition. For example, an employee aspiring to become a company president may motivate themselves with the promise of a personal reward upon achievement.
A structured approach to goal setting often follows the STD model—goals should be Specific, Time-bound, and difficult, ideally aiming for the 90th percentile of challenge.
Goal–Performance Relationship
Locke et al. (1981) conducted extensive behavioral research and concluded that in 90% of laboratory and field studies, specific and challenging goals led to higher performance than easy or no goals. This is because individuals who are intrinsically motivated by a goal strive to conquer it and gain satisfaction from doing so.
Locke and Latham (2006) emphasized that instructing employees to simply “do their best” is ineffective because it lacks a measurable standard. To influence behavior meaningfully, goals must be clear and specific, helping individuals focus their efforts and channel their behaviors toward desired outcomes. However, in cases involving complex or ambiguous tasks, a focus on learning and the directive to “do your best” may lead to the development of better strategies, which can then evolve into more specific goals.


2.3.3 Expectancy Theory
Victor H. Vroom (1964) proposed the Expectancy Theory, which defines motivation as a process of making conscious choices among various voluntary behaviors based on expected outcomes. Individuals evaluate the likelihood that their efforts will lead to desired performance and that such performance will result in a valued reward. This theory is governed by three core components:
· Expectancy – The belief that increased effort will lead to improved performance. Factors influencing this include:
· Availability of resources (e.g., time, tools).

· Possession of the necessary skills and abilities.

· Adequate support (e.g., supervision, information).

· Instrumentality – The belief that good performance will result in a desirable outcome. This is influenced by:

· Transparency and fairness in performance-reward relationships.

· Trust in decision-makers.
Clear communication about the reward system.
Valence – The value an individual places on the expected reward. For the motivation to be strong, the reward must be personally meaningful. For instance, a financially motivated employee may not be as interested in time off as in a cash bonus.
Expectancy Theory thus posits that motivation is highest when individuals believe that:
· Their effort will result in successful performance (high expectancy),
· Their performance will lead to a reward (high instrumentality),
· The reward is desirable (high valence).
2.4 Empirical Review
Morris and Dr. Jane (2017), in their study “The Influence of Performance Management System on Employee Performance in Commercial Banks,” published in the International Journal of Humanities and Social Science, examined how performance management systems affect employee outcomes. Their research, based on a sample of 118 employees, found that such systems improve performance by providing clear metrics, enhancing competencies, and supporting the achievement of organizational goals.
The study emphasized that performance management involves more than evaluation—it includes setting clear individual objectives derived from broader corporate goals, identifying skill gaps, and addressing them through targeted training. The authors concluded that performance management enhances employee output by aligning individual contributions with strategic aims. They recommended that management increase awareness of the system, reward good performance, professionally conduct appraisals, and provide actionable feedback.
Rabeya A.S. and Sharmin B. (2017) highlighted that successful performance management is predicated on the organization’s ability to create a supportive environment with adequate resources. Their paper focused on understanding employee engagement and its multidimensional impact on performance management processes.
Through a literature-based review, they illustrated how behavioral and psychological factors influence employee engagement, which in turn affects the success of performance management systems. The authors argue that engagement is not just a mechanical process but also an emotional and cognitive investment in the organization’s goals.
Nadeem Iqbal et al (2013), Their case study focuses on finding out the impact of performance appraisal on employee’s performance and also analyses that motivation affects the relationship of performance appraisal and employee’s performance.  Two hypotheses were analyzed by using sampling techniques; they selected 150 numbers of employees as sample by using simple random sampling among the banks. Primary data were collect through standard questionnaire.  The use of performance appraisal system by business and industry has been counted between 74 to 89 percent. Performance appraisal systems are used for different purposes in which include Human resource decisions, evaluation and feedback.
Regular assessment makes employees to be able to focus their attention on what is expected to give as feedback to the employees and motivates them too. Positive feedback tells employee that his work is done well and also illustrates what is needed to improve. The good appraisal and supervisor must communicate to employee that how the performance of them can improved and motivates him.
The basic purpose of their finding is that an appraisal system should be to improve the employee performance that will leads towards the organization success. 
Nadeem Iqbal et al, concluded that the system must be deeply observed the people and recognize that employees are the most important resource. The system should first of all contribute to motivate all of the employees. This ideology will require a continuous effort in, coaching, counseling and just, flat communications between the employees and supervisors
Okeke.m. N., Nnyekwelu et al (2019), examined the performance management and employee productivity in selected large organizations in south-east Nigeria. The study examined the extent to which 360degree feedback appraisal, performance evaluation, and self-assessment and performance review influence employee productivity. The study was anchored on Equity Theory. Descriptive survey research design was adopted in this study. The population of the study was 2081 and the sample size was 366 using Taro-Yamane’s formula. Simple percentages, descriptive statistics, and Multiple Regression Analysis (MRA) were used in testing the hypotheses. Findings from the analysis showed that 360degree feedback appraisal had a significant influence on employee productivity, performance evaluation had a significant effect on employee productivity. Performance management as a ubiquitous term in today’s business environment, being embedded in the body of knowledge of various disciplines and used at all employee levels”. Performance management is about managing the performance, whereas performance according to the Oxford English Dictionary, can be defined as the accomplishment, execution, carrying out and working out of anything ordered or undertaken. 

CHAPTER THREE
 METHODOLOGY
3.1 Introduction
This section outlines the research design, population, and sampling techniques used in the study. It also describes the data collection method and justifies the choice of this method over alternative approaches. Additionally, the research procedures and data analysis techniques are detailed to provide a clear understanding of the methodology adopted in the study.
3.2 Research Design
A descriptive research design was employed in this study, as the problem was clearly defined without focusing on the relationships between variables. According to Backlund and Suikki (2005), descriptive research aims to identify critical aspects of a problem necessary for comprehensive analysis. This design enables the researcher to develop a broad understanding of the issue by consulting related sources and narrowing the study to relevant components. In this context, the researcher employed a quantitative approach to examine the effect of the performance management system on employee engagement.
The independent variables considered in the study include:
· Performance management system
· Goal-oriented system
· Performance-based reward system
· Performance-oriented training
The dependent variable is employee engagement. The study seeks to establish how these independent variables impact employee engagement in deposit money banks.



3.3 Population of the Study
Kumekpor (2002) defines a population as the total number of all units or elements relevant to the phenomenon being investigated — that is, "all possible observations of the same kind." In the context of this study, the population refers to the entire group of individuals or entities from whom data is intended to be collected.
 Total Population Distribution 
	Companies 
	Total 

	Management Staff 
	67

	Non-Management Staff 
	70 

	Total 
	137


 
3.4 Sampling Size and Sampling Technique
A research sampling design is a component of the research plan that outlines how cases are selected for observation. It maps out the procedures to be followed in drawing the study’s sample. A sampling frame refers to a list of elements from which the actual sample is drawn and is closely linked to the population under study (Cooper & Schindler, 2003). For this study, the sampling frame comprised employees of First Bank Plc, Ilorin. The list of employees was obtained from the Human Resource Department at the head office.
Sample Size
Sample size determination involves selecting the number of observations or units to include in a statistical sample. It is a crucial aspect of any empirical research, particularly when the objective is to make generalizations about a population from a sample.
According to Cooper and Schindler (2003), the sample size should be carefully selected to ensure representativeness of the population, especially when the analysis involves various subdivisions. In this study, a census approach was adopted. A census refers to a survey that includes every member of the population under study. Therefore, the sample size consisted of all 137 employees, who were administered questionnaires. This number was deemed adequate for achieving the objectives of the research.
Sampling Technique
The sampling technique adopted for this study was probability sampling, specifically stratified random sampling.
Stratified sampling was used to divide the population into two strata, as presented in the table above. The rationale behind this technique was threefold:
· To reduce the variation between groups.
· To group employees into mutually exclusive and internally homogeneous strata.
· To ensure fair representation of all employee categories (both management and non-management staff).
This method enabled the researcher to draw valid inferences from both subgroups and produced more statistically efficient estimates. Respondents were randomly selected from each stratum, ensuring that all cadres of employees were adequately represented. This process ensured that the sample reflected the characteristics of the entire population.
The representation from each sub group was shown in the table below.
Sample Size Distribution 
	Companies 
	Total 

	Management Staff 
	53

	Non-Management Staff 
	67

	Total 
	120





3.5 Method of Data Collection
The primary data collection technique used in this research was the structured questionnaire. This instrument was employed to gather relevant data from respondents. The questionnaire contained both open-ended and closed-ended questions and was administered to randomly selected individuals from various groups within the population. It was designed to accommodate a heterogeneous sample drawn from a larger population.
A questionnaire is defined as a formalized tool comprising carefully structured questions designed for systematic data collection. The instrument was divided into several sections, covering general information and specific constructs related to the study objectives. These included the effect of performance management systems on employee engagement, the influence of goal-oriented systems, the impact of performance appraisals, performance-oriented training systems, and performance-based reward systems on employee engagement.
The key variables of the study were measured using interval scales on a five-point Likert scale:
· 1 = Strongly Agree
· 2 = Agree
· 3 = Undecided
· 4 = Disagree
· 5 = Strongly Disagree
This scaling enabled the determination of respondents’ levels of agreement with statements related to the performance management system and employee engagement.
3.6 Instrument of Data Collection
Instrumentation refers to the process of developing, testing, and using measurement tools such as surveys, tests, and questionnaires to address a specific research problem. According to Miller (2015), a questionnaire is a general term encompassing all methods of data collection in which respondents are asked to answer the same set of questions in a predetermined order.
For this study, the sole instrument used was a structured questionnaire titled "Effect of Performance Management System on Employee Engagement." The questionnaire was developed by the researcher to facilitate the collection of consistent and analyzable responses. It was organized into three main sections:
· Section A: Collected demographic information such as gender, age, marital status, professional qualifications, and years of work experience.
· Section B: Focused on questions related to the performance management system.
· Section C: Contained items measuring employee engagement.
All items in Sections B and C were rated on a five-point Likert scale ranging from Strongly Agree to Strongly Disagree, providing quantifiable data for analysis.
3.7 Method of Data Analysis
Before analysis, all identifying information, including names, was removed to ensure anonymity and confidentiality. The questionnaire responses were pre-coded and entered into the Statistical Package for Social Sciences (SPSS) for analysis.
Descriptive statistics were used to summarize continuous variables (e.g., mean values), while frequency tables and percentages were used for categorical variables. Graphs and charts were employed where appropriate for data presentation.
Correlation analysis was conducted to determine linear relationships between variables, with correlation coefficients and corresponding p-values reported. Univariate analysis was performed using linear regression models to assess the individual contributions of performance appraisal, reward systems, and performance feedback on employee engagement. The results were presented using regression coefficients, 95% confidence intervals, and p-values.
The regression model applied in the study is as follows:


Translated into a statistical model below:  
Y = a + b X1 + b X2 + b X3  
Where Y    = Employee engagement, a     = Constant (Regression coefficient) bX1 = Performance Management, bX2 = Management System, bX3 = Performance Feedback,  

3.8 Historical Background of the Case Study
First Bank of Nigeria Limited, commonly referred to as First Bank, is the oldest and one of the most prominent financial institutions in Nigeria and Africa. It was established in 1894 in Lagos by Sir Alfred Jones, a British shipping magnate, under the name Bank of British West Africa (BBWA). In 1957, the bank was renamed Bank of West Africa (BWA), and in 1969, it was incorporated locally as Standard Bank of Nigeria Limited following a merger with Standard Bank UK. In 1979, to reflect greater Nigerian ownership and identity, the bank adopted the name First Bank of Nigeria Limited. It became a public company and was listed on the Nigerian Stock Exchange in 1991. In 2012, it was reorganized into a holding company structure known as FBN Holdings Plc, with First Bank of Nigeria operating as a subsidiary. Today, First Bank offers a wide range of retail and corporate financial services and maintains a strong presence with over 750 branches across Nigeria and several other countries including the United Kingdom, Ghana, and the Democratic Republic of Congo. across the country.








CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	Introduction
	This research work examined the Effect of Performance Management System on Employee’s Engagement in First Bank plc. Basically, this section attempted to find answers to research questions and hypotheses using the field data obtained from retrieved questionnaires. A total of one hundred and thirty-seven (137) questionnaires were distributed for the purpose of executing the research objectives, out of which one hundred and twenty (120) copies are duly completed and correctly filled were processed for data analysis using statistical tools already stated in chapter three. It is also worth stating here that all tests of hypothesis in this chapter were carried out at 5% level of significant.
4.2 Demographic Data of the Respondents
[bookmark: _Toc377232]The table below presents the socio-demographic information of the respondents in frequencies distribution tables and percentages. The study found it crucial to provide evidence of demographic data since it was deemed that such information was a clear indicator of factors that may influence performance management on employee engagement in First Bank plc.Ilorin, Nigeria. The analysis relied on this demographic profile so as to made proper attachments to its relevance in the objective responses of the study.

Table 4.2.1: Distribution of respondents by Age Group
	
	Frequency
	Percentage
	Cumulative Percentage

	20-30 years
	23
	19.2
	19.2

	31-40 years
	57
	47.5
	66.7

	41-50 years
	30
	25.0
	91.7

	51-60 years
	7
	5.8
	97.5

	61 years and above
	3
	2.5
	100.0

	Total
	120
	100.0
	


Source: SPSS Computation, 2025.
Table 4.2.1 indicates the respondents’ age bracket of (31-40) years were most dominated in the study representing 47.5% of the total population, followed by 25% of respondents in the age group between 41-50 years, 23 respondents representing 19.2% were between 20-30 years, 7 respondents representing 5.8% were found between 51-60 years of age while 3 respondents representing 2.5% were in the age group of 61 years and above. This is an indication that the calibers of employees in selected bank were most agile youths in the age group between 31-40 years. This age group was notably known as entry age in selected bank in Nigeria. Hopefully, the selected participants provide the clarity in the objective responses of the study.
Table 4.2.2: Distribution of respondents by Gender 
	
	Frequency
	Percent
	Cumulative Percentage

	Male
	68
	56.7
	56.7

	Female
	52
	43.3
	100.0

	Total
	120
	100.0
	


Source: SPSS Computation, 2025.
Table 4.2.1, reveals the case summary of frequency of the respondent’s gender with the valid percentages of their responses, it shows that 68 respondents representing 56.7% of males participated in the study, and 52 respondents representing 43.3% of females participated in the survey. This is an indication that the study cut across both males and females respondents in the selected bank and so the study did not suffer from gender bias. 
Table 4.2.3 Distribution of the Respondents by Year of Services
	
	Frequency
	Percentage 
	Cumulative Percentage

	 1-8 years
	24
	20.0
	20.0

	9-15 years
	68
	56.6
	76.6

	16-25 years 
	20
	16.7
	93.3

	26 years above
	8
	6.7
	100.0

	Total
	120
	100.0
	


Source: SPSS Computation, 2025.
Year of service in the organization is one of the keys factors of employee engagement in an organization. As a result, the study was most pressure to collate length of service of the staff in First Bank plc, Ilorin. 24 respondents representing 20% are between 1-8 years, 68 respondents representing 56.6% are between 9-15 years and 20 respondents representing 16.7% indicate they had been long working between 16-25 years, while 6.7% of respondents had more than 26 years of experience in selected organization. This implies that most employees in First Bank plc, Ilorin have between 9-15 years of work experience, which is simply an indication that majorities have more than average 5 years of working experience specifically earmarked for the selected organization. The participants experience is a basis for getting more objective responses for the study variables.
Table 4.2.4 Distribution of the Respondents by Educational Qualification
	
	Frequency
	Percentage
	Cumulative Percentage

	O’Level
	8
	6.7
	6.7

	OND/HND
	36
	30.0
	36.7

	BSc
	64
	53.3
	90.0

	MSc/Ph.D
	12
	10.0
	100.0

	Total
	120
	100.0
	


Source: SPSS Computation, 2025.
Table 4.2.4 indicates that holders of SSCE Certificate were 8 in numbers represents 6.7% of the respondents in selected banks. OND/HND holders were the majorities in the study representing 30% of the total population; this was followed by holders of BSc representing 53.3% of respondents, while 10% of respondents are holders of second degrees in MSc/Ph.D certificates. This is an indication that the caliber of respondents for the study above average standard educated, which means that majorities are Degree holders which by virtue of their educational background, capable and versed to providing objective responses for the study.



Table 4.2.5: Distribution of the Respondents by Relationship Status
	
	Frequency
	Percentage
	Cumulative Percentage

	Single
	24
	20.0
	20.0

	Married
	80
	66.7
	86.7

	Divorcees
	8
	6.6
	93.3

	Widow/Widowers
	8
	6.6
	100.0

	Total
	120
	100.0
	


Source: SPSS Computation, 2025.
Table 4.2.3, shows the marital status of the respondent. 24 respondents representing 20.0% were Single, 80 respondents representing 66.7% were married, while 8 respondents representing 13.2% were divorcees and widowers. This implies that the policy of selected organization enable them to provide more job opportunities to singled majorities than it does for married fellow. Therefore, Singled majorities are more than married respondents in the study
Table 4.2.6: Distribution of the Respondents by Position
	
	Frequency
	Percentage
	Cumulative Percentage

	Junior Staff
	28
	23.3
	23.3

	Senior Staff
	72
	60.0
	83.3

	Managers
	16
	13.3
	96.6

	C.E.O
	4
	3.4
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.2.4 reveals the respondents job position, 28 (23.3%) are junior staff, 72 respondents representing 60% are senior staff, 16 respondents representing 13.3% are managers and a negligible 3.4% Are Chief Executive Officer. This is an indication that the study area is predominantly dominated by Senior Staff.
 Data Analysis According to the Research Questions
Research Question 1: Performance Oriented Training on Employee Engage Engagement
Table 4.3.1 Management initiated training has impacted on employee’s performance
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	8
	6.7
	6.7

	Disagree
	24
	20.0
	26.7

	Undecided
	4
	3.3
	30.0

	Agree
	16
	13.3
	43.3

	Strongly Agree
	68
	56.7
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.1 reveals the perception of employees in the organization as par the management initiated training has impacted on employee’s performance, 8 (6.7%) of the respondents strongly disagreed on management initiated training has impacted on employee’s performance, another 24 respondents (20.0%) disagreed on the statement, 4(3.3%) of the respondents neither agreed nor disagreed, 16 (13.3%) of the respondents agreed, while 68 (56.7%) of the respondents strongly agreed that management initiated training has impacted on employee’s performance. This implies there is likelihood chance of increasingly employee’s performance.
Table 4.3.2. Self-sponsored training/course has an impact on employee’s performance
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	20
	16.7
	16.7

	Disagree
	4
	3.3
	20.0

	Undecided
	12
	10.0
	30.0

	Agree
	56
	46.7
	76.7

	Strongly Agree
	28
	23.3
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.2 reveals whether self-sponsored training/course has an impact on employees performance, 20 (16.7%) of the respondents strongly disagreed, 4 (3.3%) disagreed, 12 (10%) of the respondents neither agreed nor disagreed, 56 (46.7%) of the respondents agreed on the claim, while 28 (23.3%) of the respondents strongly agreed that self-sponsored training/course has an impact on employee’s performance. The implication of this perception was that current performance management depends largely on self-sponsored training/course in selected organization.
Table 4.3.3 Employees discharge their respective responsibilities in line with the organizational stated goals.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	16
	13.3
	13.3

	Disagree
	8
	6.7
	20.0

	Undecided
	16
	13.3
	33.3

	Agree
	24
	20.0
	53.3

	Strongly Agree
	56
	46.7
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.3 reveals whether employees discharge their respective responsibilities in line with the organizational stated goals or not, 16 (13.3%) of the respondents strongly disagreed on employees discharge their respective responsibilities in line with the organizational stated goals, 8 (6.7%) disagreed on the claim, 16 (13.3%) of the respondents neither agreed nor disagreed, 24 (20%) of the respondents agreed on the claim, while 56 (46.7%) of the respondents strongly affirmed that employees discharge their respective responsibilities in line with the organizational stated goals. This implies there is likelihood chance that the organizational goals were rated according the discharge responsibilities of employees in selected bank.
 Table 4.3.4 Performance based reward system has an impact on employee’s productivity.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	8
	6.7
	6.7

	Disagree
	28
	23.3
	30.0

	Undecided
	8
	6.7
	36.7

	Agree
	16
	13.3
	50.0

	Strongly Agree
	60
	50.0
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025. 
Table 4.3.4 reveals whether performance based reward system has an impact on employee’s productivity or not. About 8 (6.7%) of the respondents strongly disagreed on the claim, 28 (23.3%) disagreed, 8 (6.7%) of the respondents neither agreed nor disagreed, 16 (13.3%) of the respondents agreed on the claim, while 60 (50.0%) of the respondents strongly agreed that employee are satisfied with the existing performance based reward system has an impact on employees productivity. This is likely to enhance employee’s performance in selected bank.
Research Question 2: Performance Feedback on Employee Engagement.  
Table 4.3.5 My manager gives me fair feedback
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	4
	3.3
	3.3

	Disagree
	24
	20.0
	23.3

	Undecided
	8
	6.7
	30.0

	Agree
	24
	20.0
	50.0

	Strongly Agree
	60
	50.0
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.5 reveals whether manager gives fair feedback to employee or not, 4 (3.3%) of the respondents strongly disagreed, 24 (20.0%) disagreed on the claim, 8 (6.7%) of the respondents neither agreed nor disagreed 24 (20.0%) of the respondents agreed, while 60 (50.0%) of the respondents strongly agreed. This implies that quite a large majority of respondents conceded in the claim that manager gives fair feedback, in selected bank. This enhances employee’s performance feedback and participation in decision making.

Table 4.3.6. My manager discusses regularly my job performance with me.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	8
	6.7
	6.7

	Disagree
	24
	20.0
	26.7

	Undecided
	4
	3.3
	30.0

	Agree
	40
	33.3
	63.3

	Strongly Agree
	44
	36.7
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.6 reveals whether manager discusses regularly the job performance with employee or not, 8 (6.7%) of the respondents strongly disagreed on the claim, 24 (20%) disagreed, 4 (3.3%) of the respondents neither agreed nor disagreed, 40 (33.3%) of the respondents agreed on the manager discussion regularly of job performance with employees, while 44 (36.7%) of the respondents strongly agreed on the claim. This means that manager discusses regularly the job performance with employees in selected bank.
Table 4.3.7 I enjoy discussing about my performance with people outside it
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	16
	13.3
	13.3

	Disagree
	8
	6.7
	20.0

	Undecided
	16
	13.3
	33.3

	Agree
	24
	20.0
	53.3

	Strongly Agree
	56
	46.7
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.7 reveals whether the employees enjoy discussing about performance with people outside or not, 16 (13.3%) of the respondents strongly disagreed on the claim, 8 (6.7%) disagreed, 16 (13.3%) of the respondents neither agreed nor disagreed, 24 (20.0%) of the respondents agreed that the employees enjoy discussing about performance with people outside various training received by employees have enhanced competence at the job, while 56 (46.7%) of the respondents strongly agreed. This implies that employees enjoy discussing about performance with people outside the selected bank.
Table 4.3.8: My organization seems more engaged in providing positive feedback for good performers than criticizing the poor ones
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	28
	23.3
	23.3

	Disagree
	12
	10.0
	33.3

	Undecided
	4
	3.3
	36.6

	Agree
	24
	20.0
	56.6

	Strongly Agree
	44
	43.4
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.8 reveals whether the organization seems more engaged in providing positive feedback for good performers than criticizing the poor ones, 28(11.9%) of the respondents strongly disagreed on the statement, 12 (5.9%) disagreed, 4 (3.3%) of the respondents neither agreed nor disagreed, 24 (20.0%) of the respondents agreed that organization seems more engaged in providing positive feedback for good performers than criticizing the poor ones, while 44 (43.4%) of the respondents strongly agreed on the claim. This means that organization seems more engaged in providing positive feedback for good performers than criticizing the poor ones
Table 4.3.9: The feedback I receive agrees with what I have actually achieved.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	24
	20.0
	20.0

	Disagree
	8
	6.7
	26.7

	Undecided
	4
	3.3
	30.0

	Agree
	32
	26.7
	56.7

	Strongly Agree
	52
	43.3
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.9 reveals whether the feedback the employees receive agrees with what have actually achieved or not, 24 (20.0%) of the respondents strongly disagreed on the statement, 8 (6.7%) disagreed, 4(3.3%) of the respondents neither agreed nor disagreed, 32(26.7%) of the respondents agreed on the perception that feedback the employees receive agrees with what have actually achieved, while 52 (43.3%) of the respondents strongly agreed on the claim.  This is an indication that the feedback the employees received agrees with what have actually achieved.
Table 4.3.10: My manager communicates with me frequently about my performance.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	24
	20.0
	20.0

	Disagree
	16
	13.3
	23.3

	Undecided
	8
	6.7
	30.0

	Agree
	32
	26.7
	56.7

	Strongly Agree
	40
	43.3
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.10 reveals whether manager communicates with employees frequently about performance or not, 24 (20.0%) of the respondents strongly agreed on the claim, 16 (13.3%) disagreed, 8 (6.7%) of the respondents neither agreed nor disagreed, 32 (26.7%) of the respondents agreed that manager communicates with employees frequently about performance, while 40 (43.3%) of the respondents strongly agreed on the claim. Based on this finding, it can be deduce that manager communicates with employees frequently about performance in the selected bank.
Table 4.3.11: I am satisfied with the way my organization provides me with feedback
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	32
	26.7
	26.7

	Disagree
	4
	3.3
	30.0

	Undecided
	8
	6.7
	36.7

	Agree
	60
	50.0
	86.7

	Strongly Agree
	16
	13.3
	100.0

	Total
	120
	100
	


Source: SPSS v25 Computation (2025).
Table 4.3.11 reveals whether employees are satisfied with the way the organization provides feedback, 32 (26.7%) of the respondents strongly disagreed on the organizational feedback, 4 (3.3%) disagreed on the claim, 8(6.7%) of the respondents neither agreed nor disagreed, while 60 (50.0%) of the respondents strongly agreed that employees are satisfied with the way the organization provides feedback, while 16 (13.3%) of the respondents strongly agreed on the claim. This implies that that the employees are satisfied with the way the bank provides feedback.
Table 4.3.12: I always get adequate feedback on my performance.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	24
	20.0
	20.0

	Disagree
	8
	6.7
	26.7

	Undecided
	16
	13.3
	40.0

	Agree
	52
	43.3
	83.3

	Strongly Agree
	20
	16.7
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.12 reveals whether employees always get adequate feedback on performance,  24 (20.0%) of the respondents strongly disagreed on the notion that employees work more as a team in order to gain the rewards, 8 (6.7%) disagreed on the claim 16 (13.3%) of the respondents neither agreed nor disagreed, 52 (43.3%) of the respondents agreed that employees work more as a team in order to gain the rewards, while 20 (16.7%) of the respondents strongly agreed on the statement. This implies that the employees always get adequate feedback on performance in selected bank.
Table 4.3.13: Current performance feedback in my organization is fair and unbiased.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	16
	13.3
	13.3

	Disagree
	8
	6.7
	20.0

	Undecided
	12
	10.0
	30.0

	Agree
	56
	46.7
	76.7

	Strongly Agree
	28
	23.3
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.

Table 4.3.13 reveals current performance feedback in my organization is fair and unbiased, 16 (13.3%) of the respondents strongly disagree on the statement, 8 (6.7%) disagreed, 12 (10.0%) of the respondents neither agreed nor disagreed, 56 (46.7%) of the respondents agreed that current performance feedback in my organization is fair and unbiased, while 28 (23.3%) of the respondents strongly agreed on the claim. This means that more than two-thirds majorities conceded in the claim that current performance feedback in my organization is fair and unbiased. 
Research Question 3: Performance System on Employee’s Engagement.  
Table 4.3.14: The level of employee’s engagement in the company is high as compared to the beginning.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	16
	13.3
	13.3

	Disagree
	4
	3.3
	16.6

	Undecided
	24
	20.0
	36.6

	Agree
	68
	56.7
	93.3

	Strongly Agree
	8
	6.7
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.14, reveals that the level of employee’s engagement in the company is high as compared to the beginning, 8 (13.3%) of the respondents strongly disagreed on the claim, 4(3.3%) disagreed, 24 (20.0%) of the respondents neither agreed nor disagreed 68(56.7%) of the respondents agreed that the level of employee’s engagement in the company is high as compared to the beginning, while 8 (6.7%) of the respondents strongly agreed. This implies that the selected the level of employee’s engagement in the company is high as compared to the beginning in the selected bank.
Table 4.3.15 The current level of employee engagement is high.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	10
	8.3
	8.3

	Disagree
	30
	25.0
	33.3

	Undecided
	7
	5.8
	39.1

	Agree
	50
	41.7
	80.8

	Strongly Agree
	23
	19.2
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.15, reveals that the current level of employee’s engagement in the bank is high, 10 (8.3%) of the respondents strongly disagreed on the claim, 30(25.0%) disagreed, 7 (5.8%) of the respondents neither agreed nor disagreed 50(41.7%) of the respondents agreed that the level of employee’s engagement in the company is high, while 23(19.2%) of the respondents strongly agreed. This implies that the selected the level of employee’s engagement in the bank is high in the selected bank.
Table 4.3.16: The current level of the decision making process in the bank is highly formal.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	25
	20.8
	20.8

	Disagree
	13
	10.8
	31.6

	Undecided
	10
	8.3
	39.9

	Agree
	47
	39.2
	79.1

	Strongly Agree
	25
	20.8
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.16, reveals that the current level of the decision making process in the bank is highly formal, 25 (20.8%) of the respondents strongly disagreed on the claim, 13(10.8%) disagreed, 10 (8.3%) of the respondents neither agreed nor disagreed 47(39.2%) of the respondents agreed that the current level of the decision making process in the company is highly formal, while 23(19.2%) of the respondents strongly agreed. This implies that the current level of the decision making process in the bank is highly formal.
Table 4.3.17: The quality of the products and service in the bank is high.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	17
	14.2
	14.2

	Disagree
	33
	27.5
	41.7

	Undecided
	11
	9.2
	51.1

	Agree
	50
	41.7
	92.8

	Strongly Agree
	9
	7.2
	100.0

	Total
	120
	100
	


SPSS Computation, 2025..
Table 4.3.17, reveals that the quality of the products in the bank is high, 17 (14.2%) of the respondents strongly disagreed on the claim, 33(27.5%) disagreed, 11 (9.2%) of the respondents neither agreed nor disagreed, 50(41.7%) of the respondents agreed that the quality of the products in the bank is high, while 9(7.2%) of the respondents strongly agreed. This implies that the quality of the products in the bank is high.
Table 4.3.18: The ability of the employees to be innovative is high.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	19
	15.8
	15.8

	Disagree
	11
	9.2
	25.0

	Undecided
	15
	12.5
	37.5

	Agree
	33
	27.5
	65.0

	Strongly Agree
	42
	35.0
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.18, reveals that the ability of the employees to be innovative is high, 19 (15.8%) of the respondents strongly disagreed on the claim, 11(9.2%) disagreed, 15 (12.5%) of the respondents neither agreed nor disagreed 33(27.5%) of the respondents agreed that the ability of the employees to be innovative is high, while 42(35.0%) of the respondents strongly agreed. This implies that the ability of the employees to be innovative is high.
Research Question 4: Reward Systems on Employee Engagement
Table 4.3.19: The rewards provided by my bank very frequently motivate us to give our best.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	20
	16.7
	16.7

	Disagree
	17
	14.2
	30.9

	Undecided
	13
	10.8
	41.7

	Agree
	44
	36.7
	78.4

	Strongly Agree
	26
	21.7
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.19, reveals that the rewards provided by bank very frequently motivate employees to give their best, 20 (16.7%) of the respondents strongly disagreed on the claim, 17(14.2%) disagreed, 13 (10.8%) of the respondents neither agreed nor disagreed 44(36.7%) of the respondents agreed that rewards provided by organization very frequently motivate employees to give their best, while 26 (21.7%) of the respondents strongly agreed. This implies that the rewards provided by bank very frequently motivate employees to give their best.
Table 4.3.20: The rewards provided by my bank sometimes serve to improve on 
my productivity.  
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	10
	8.3
	8.3

	Disagree
	28
	23.3
	31.6

	Undecided
	8
	6.7
	38.3

	Agree
	55
	45.8
	84.1

	Strongly Agree
	19
	15.9
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.20, reveals that the rewards provided by the bank sometimes serve to improve on productivity, 10 (8.3%) of the respondents strongly disagreed on the claim, 28(23.3%) disagreed, 8 (6.7%) of the respondents neither agreed nor disagreed 55(45.8%) of the respondents agreed that rewards provided by the bank sometimes serve to improve on productivity, while 19 (15.9%) of the respondents strongly agreed. This implies that the rewards provided by the bank sometimes serve to improve on productivity.
Table 4.3.21: My bank influences my productivity by linking the reward on job promotion.

	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	18
	15.0
	15.0

	Disagree
	12
	10.0
	25.0

	Undecided
	12
	10.0
	35.0

	Agree
	35
	29.2
	64.2

	Strongly Agree
	43
	35.8
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.21, reveals that the bank influences employee’s productivity by linking the reward on job promotion, 18 (15.0%) of the respondents strongly disagreed on the claim, 12(10.0%) disagreed, 12 (10.0%) of the respondents neither agreed nor disagree 35(29.2%) of the respondents agree that bank influences employee’s productivity by linking the reward on job promotion, while 43 (35.8%) of the respondents strongly agreed. This implies that the bank influences employee’s productivity by linking the reward on job promotion.
Table 4.3.22: The rewards motivate me to be timely in completing my duties.

	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	9
	7.5
	7.5

	Disagree
	24
	20.0
	27.5

	Undecided
	17
	14.1
	41.6

	Agree
	40
	33.4
	75.0

	Strongly Agree
	30
	25.0
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.22, reveals whether the rewards motivate employees to be timely in completing duties, 9(7.5%) of the respondents strongly disagreed on the claim, 24(20.0%) disagreed, 17 (14.1%) of the respondents neither agreed nor disagreed, 40(33.4%) of the respondents agreed that the rewards motivate employee to be timely in completing duties, while 30 (25.0%) of the respondents strongly agreed. This implies that the rewards motivate employees to be timely in completing duties in selected bank

Table 4.3.23: The rewards are varied and satisfactory.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	20
	16.7
	16.7

	Disagree
	19
	15.8
	32.5

	Undecided
	5
	4.2
	36.7

	Agree
	53
	44.2
	80.9

	Strongly Agree
	23
	19.1
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.23, reveals whether the rewards are varied and satisfactorily, 20(16.7%) of the respondents strongly disagreed on the claim, 19(15.8%) disagreed, 5 (4.2%) of the respondents neither agreed nor disagreed 53(44.2%) of the respondents agreed that the rewards are varied and satisfactorily, while 23 (19.1%) of the respondents strongly agreed. This implies that the rewards are varied and satisfactory.


Table 4.3.24 My level of wage is fair and satisfactory to the degree of my performance.
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	11
	9.2
	9.2

	Disagree
	31
	25.8
	35.0

	Undecided
	13
	10.8
	45.8

	Agree
	29
	24.2
	70.0

	Strongly Agree
	36
	30.0
	100.0

	Total
	120
	100
	


Source: Field Survey, 2025.
Table 4.3.24, reveals whether the level of wage is fair and satisfactory to the degree of performance, 11(9.2%) disagreed, 31(25.8%) of the respondents disagreed that the level of wage is fair and satisfactory to the degree of performance, 13 (10.8%) of the respondents neither agreed nor disagreed 29(24.2%) of the respondents agreed that the level of wage is fair and satisfactory to the degree of performance, while 36 (30.0%) of the respondents strongly agreed. This implies that the level of wage is fair and satisfactory to the degree of performance
Table 4.3.25: Reward opportunities encourage staff to be creative
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	22
	18.3
	18.3

	Disagree
	10
	8.3
	26.6

	Undecided
	15
	12.5
	39.1

	Agree
	33
	27.5
	66.6

	Strongly Agree
	40
	33.4
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.25, reveals whether reward opportunities encourage staff to be creative or not, 22(18.3%) disagreed, 10(8.3%) of the respondents disagreed that the reward opportunities encourage staff to be creative, 15 (12.5%) of the respondents neither agreed nor disagreed, 33(27.5%) of the respondents agreed that reward opportunities encourage staff to be creative, while 40 (33.4%) of the respondents strongly agreed. This implies that the reward opportunities encourage staff to be creative
Table 4.3.26: Bonuses increase my performance
	
	Frequency
	Percentage
	Cumulative Percentage

	Strongly Disagree
	16
	13.3
	13.3

	Disagree
	8
	6.7
	20.0

	Undecided
	16
	13.3
	33.3

	Agree
	24
	20.0
	53.3

	Strongly Agree
	56
	46.7
	100.0

	Total
	120
	100
	


Source: SPSS Computation, 2025.
Table 4.3.26 reveals whether the bonuses increase my performance or not, 16 (13.3%) of the respondents strongly disagreed on the claim, 8 (6.7%) disagreed, 16 (13.3%) of the respondents neither agreed nor disagreed, 24 (20.0%) of the respondents agreed that the bonuses increase my performance, while 56 (46.7%) of the respondents strongly agreed. This implies that employees enjoy bonuses increase which affect performance in the selected bank.







 Test of Hypotheses

Ho1: Goal-oriented system has no significant influence on employee’s engagement in First Bank plc.
	Table 4.4.1 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.953a
	.908
	.905
	.42690

	a. Predictors: (Constant), Goal-oriented System (GOS)


Goal-oriented system (GOS) is regressed over employee engagement in the model summary above. Table 4.4.1, show the coefficient of correlation, R=0.953 which indicates direct positive relationship between the explanatory variable (Goal-oriented System) and the dependent variable (Employee Engagement). The R-square=0.908 which is just so close to adjusted-R square (0.905) implies that the Goal-oriented system (GOS) is a good predictor of employee engagement simply because the difference is negligible (i.e. 0.003). This directly implies that the 90.8% of employee engagement is explained by a unit change in Goal-oriented system in the selected bank, and the remaining 9.2% was attributed to other factors not accounted by this model.

	Table 4.4.2: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	102.862
	1
	102.862
	1168.886
	.000b

	
	Residual
	10.388
	118
	.088
	
	

	
	Total
	113.250
	119
	
	
	

	a. Dependent Variable: Employee Engagement (EE)

	b. Predictors: (Constant), Goal-oriented System (GOS)




The ANOVA table 4.4.3, indicates the overall significant level between employee engagement (EE) and Goal-oriented System (GOS). Hence, it was follows that the ratio of regression sum of square (102.862) over the total sum of square (113.250) produces the same result as the R-square (0.908) which implies that the model account for most of the variation in the outcome variable in employee engagement. Hence, the p-value=0.000 and F-calculated (1168.886>3.84) fall outside the rejection region which means that there is significance relationship between goal-orient system and employee engagement at 5% level of significant.

	Table 4.4.3: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.392
	.115
	
	-3.409
	.001

	
	Goal-oriented System (GOS)
	.635
	.076
	.953
	8.355
	.000

	a. Dependent Variable: Employee Engagement (EE)



Table 4.4.3 revealed that goal-oriented system is contributing to employee engagement (β=0.635, t=8.355>1.64; p=0.00<0.05) at 5% level of significant. The significant increase of goal-oriented system by 1% will cause increase in employee engagement by 63.5% in selected organization. Therefore, Goal-oriented System (GOS), is a significant factors in simple regression model at 95% confidence level. This directly implies there is significant influence of goal-oriented system on employee engagement at 5% level. In other word, if goal-oriented system is zero, then the employee engagement would drop by 39.2% (i.e. GOS=0); this repressive effect on employee engagement is significant as shown in the vector error correction (c=-0.392). This aligned with the findings of Morris and Jane (2017), that enacting performance management system enhance employee’s performance through setting of individual’s objectives that are derived from overall organizational goals.

H02: Performance-based reward system has significant influence on the employee’s engagement in First Bank plc. Ilorin.
	Table 4.4.4: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.891a
	.794
	.791
	.64259

	a. Predictors: (Constant), Reward System (RS)


The result in the model summary table 4.4.4 indicates R2=0.794 which is the coefficient of determination of reward system (RS) regressed over employee engagement. This explained about 79.4% variance in employee engagement for a unit increase in reward system, while the remaining 20.6% could be due to the effect of stochastic error duly affected extraneous variables not accounted in this model. The adjusted R-square (0.791) which value was just so close to R-square (0.794) depicts the fact that if the model is sampled from the population rather than the sample it will account for a negligible difference of 0.3% variation in the outcome. Therefore, the model fitness is good, and the R=0.891, implies the relationship between employee engagement and reward system is positively high as the correlation coefficient approaches +1.

	Table 4.4.5: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	272.819
	1
	272.819
	456.219
	.000b

	
	Residual
	70.610
	118
	0.598
	
	

	
	Total
	343.429
	119
	
	
	

	a. Dependent Variable: Employee Engagement (EE)

	b. Predictors: (Constant), Reward System (RS)



Table 4.4.5 presents the overall diagnostic test of significant of the relationship using Analysis of Variance (ANOVA). The ANOVA results for regression coefficients indicate the significant relationship between performance-based reward system and employee engagement is significant, as indicated in the, F-test=108.176>F-table=3.84 at a degree of freedom of (1, 118); i.e. P-value=0.00 is less than 0.05. This indicates that the performance-based reward system significantly predict the employee engagement (meaning it is a good fit for the model). Therefore, a significant relationship between employee engagement and performance-based reward system exists at 95% confidence level.
	Table 4.4.6: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.450
	.165
	
	-2.727
	.000

	
	Reward System (RS)
	.587
	.041
	.891
	14.317
	.000

	a. Dependent Variable: Employee Engagement (EE)


From regression table 4.4.6, it can be deduced that performance-based reward system (β=0.587), have positive effect on employee engagement in the selected organization, and that 58.7% increase in employee engagement is caused by1% increase in performance-based reward system. Though, reward system can cause repressive effect by 45% if remove from the model. That is, if (Performance-based Reward System=0) it would cause about 45% decrease in employee engagement in selected bank.  This result implies that performance-based reward system has positive significant influence on employee engagement at First Bank plc.Ilorin, as revealed in the vector-error correction (i.e., constant=c=0) in table 4.4.7 above. Therefore, it is not decision-wise to ignored the performance-based reward system from the model. Hence, the null hypothesis 3 is rejected and the alternative hypothesis is accepted by posited that there is significant influence of performance-based reward system on employee engagement at 5% level. This findings commensurate with the previous work of Evans Kibichii, et al, (2016) that reward system are the components of performance management process which has significant relationship with the employee engagement.  

H03: Performance-oriented training system has no significant impact on employee’s productivity in First Bank plc. Ilorin.
	Table 4.4.7 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.928a
	.861
	.860
	.47912

	a. Predictors: (Constant), Performance-oriented Training


The table 4.4.7 shows the incorporated model summary from regression analysis which determines the relationship between performance-oriented training and employee’s productivity. The result shows that, the coefficient of determination is R2=0.861; which explains about 86.1% of the variation in employee productivity was caused by a unit change in performance-oriented training and that R=0.928 indicates existence of relationship between performance-oriented training and employee productivity. The regression summary appears to be relatively useful for making prediction since the value of R squared is closer to 1.

	Table 4.4.8 ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	152.483
	1
	152.483
	733.091
	.000b

	
	Residual
	24.563
	118
	.208
	
	

	
	Total
	177.046
	119
	
	
	

	a. Dependent Variable: Employee Productivity

	b. Predictors: (Constant), Performance-oriented Training



Table 4.4.8 presents the overall diagnostic test of significance using Analysis of Variance (ANOVA) between performance-oriented training and employee’s productivity. The significant of performance-oriented training was found in the F=664.246>F-table=3.84; i.e.  P-value=0.00 is less than 0.05. This indicates that the performance-oriented training significantly predicts the employee productivity (meaning it is a good fit for the model). Therefore,  a significant relationship between performance-oriented training and employee productivity exists at 95% confidence level

	Table 4.4.9: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.213
	.156
	
	-1.364
	.175

	
	Performance-oriented Training 
	1.056
	.041
	.928
	25.773
	.000

	a. Dependent Variable: Employee’s Productivity



The study sought to determine the beta coefficients of performance oriented training regress over employee productivity in bank. Table 4.5,7 shows the regression parameter (ẞ=1.056) which is standardized from the trend analysis coefficient of 0.928; which is significantly closer to 1. The t-statistics (25.773) was also greater than 1.645 at a degree of freedom of 108. This demonstrated that performance oriented training had a positive impact on employees’ productivity in bank. The significant level was specified at (p-value = 0.000<0.05) in the level of productivity of bank as shown in Table 4.3.4. The fitted model from this analysis is shown below:
Productivity= -0.213 + 1.056(Performance-oriented training1
This implies that 105.6% increase in employee productivity was significantly caused by 1% increase in performance-oriented training in selected area. Peradventure, if “performance-oriented training”=0; the productivity of employee reduced by 21.3% as shown in the constant of regression line above. This implies that the removal or ignored of performance-oriented training has significant effect on productivity of employee in bank. Hence, it is not advisable for bank managers to ignored performance-oriented training. The null hypothesis is rejected and alternate hypothesis accepted by advocated that there is significant impact of performance-oriented training on employee engagement at 95% confidence level
4.3 Discussion of Findings
	Findings revealed that goal-oriented system is contributing to employee engagement (β=0.635, t=8.355>1.64; p=0.00<0.05) at 5% level of significant. The significant increase of goal-oriented system by 1% will cause increase in employee engagement by 63.5% in selected organization. Therefore, Goal-oriented System (GOS), is a significant factors in simple regression model at 95% confidence level. This directly implies there is significant influence of goal-oriented system on employee’s engagement at 5% level. In other word, if goal-oriented system is zero, then the employee engagement would drop by 39.2% (i.e. GOS=0); this repressive effect on employee engagement is significant as shown in the vector error correction (c=-0.392). This aligned with the findings of Morris and Jane (2017), that enacting performance management system enhance employee’s performance through setting of individual’s objectives that are derived from overall organizational goals.
	The finding from hypothesis 2, indicate that deduced that performance-based reward system (β=0.587), have positive effect on employee engagement in the selected organization, and that 58.7% increase in employee engagement is caused by1% increase in performance-based reward system. Though, reward system can cause repressive effect by 45% if remove from the model. That is, if (Performance-based Reward System=0) it would cause about 45% decrease in employee engagement in selected bank.  This result implies that performance-based reward system has positive significant influence on employee engagement at First Bank plc.Ilorin, as revealed in the vector-error correction (i.e., constant=c=0) in table 4.4.7 above. Therefore, it is not decision-wise to ignored the performance-based reward system from the model. Hence, the null hypothesis 3 is rejected and the alternative hypothesis is accepted by posited that there is significant influence of performance-based reward system on employee engagement at 5% level. This findings commensurate with the previous work of Evans Kibichii, et al, (2016) that reward system are the components of performance management process which has significant relationship with the employee engagement.  
	Lastly, finding revealed that performance oriented training regress over employee productivity in bank. Table 4.5,7 shows the regression parameter (ẞ=1.056) which is standardized from the trend analysis coefficient of 0.928; which is significantly closer to 1. The t-statistics (25.773) was also greater than 1.645 at a degree of freedom of 108. This demonstrated that performance oriented training had a positive impact on employees’ productivity in bank. The significant level was specified at (p-value = 0.000<0.05) in the level of productivity of bank. This implies that 105.6% increase in employee productivity was significantly caused by 1% increase in performance-oriented training in selected area. Peradventure, if “performance-oriented training”=0; the productivity of employee reduced by 21.3% as shown in the constant of regression line above. This implies that the removal or ignored of performance-oriented training has significant effect on productivity of employee in bank. Hence, it is not advisable for bank managers to ignored performance-oriented training. The null hypothesis is rejected and alternate hypothesis accepted by advocated that there is significant impact of performance-oriented training on employee engagement at 95% confidence level.








CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1 Summary of Findings
The purpose of this study was to examine the significance of goal-oriented systems, performance-based rewards, and performance-oriented training on employee engagement, using First Bank Plc, Unity Road, Ilorin as a case study. The findings revealed that employees of the bank appreciate and value performance management practices related to these three components. The study established that the bank should continue offering and improving such initiatives to enhance employee engagement.
Despite some shortcomings in the bank, employees remain loyal, which is a strong indicator that they are willing to stay committed if their efforts are appreciated. The results further showed that employees benefit from the current performance management tools—goal setting, performance-based rewards, and training—and recognize these as contributors to their improved performance.
It can be concluded from the findings that performance management plays a significant role in fostering employee engagement. Furthermore, key human resource management (HRM) elements such as reward systems and training are critical in achieving high levels of employee commitment. The findings also suggest that a higher degree of implementation of performance management systems correlates with greater employee engagement in the workplace.
Key findings include:
1. There is a significant relationship between goal-oriented systems and employee engagement in First Bank Plc, Ilorin, at a 95% confidence level.
2. Performance-based rewards significantly influence employee engagement in First Bank Plc., Ilorin, at a 95% confidence level.
3. Performance-oriented training has a significant effect on employee productivity in First Bank Plc., Ilorin, at a 95% confidence level.



5.2 Conclusion
Based on the research findings, it is concluded that performance management fosters the development of clear goals that enhance employee engagement. Positive feedback from training and development programs, coupled with an effective performance-based reward system, significantly boosts employee productivity at First Bank Plc, Ilorin. These practices also positively affect the overall performance of the bank.

Employees deserve fair evaluations based on workload, which can be effectively achieved through well-structured performance management systems. Such systems, when implemented with fairness and strategic training initiatives, serve as strong motivators in the workplace. Although not widely common in the banking sector due to its structured nature, adopting these practices can set an organization apart.
Employees are vital components of any human resource management framework and should be equipped with the necessary skills and knowledge to contribute meaningfully to the design and implementation of performance management systems.
Therefore, high-performing organizations should pursue excellence—not mediocrity—in their performance management systems. It is also essential for both employers and employees to collaborate in designing and implementing systems that benefit all stakeholders.
The hypotheses tested in this study support the following conclusions:
1. Goal-oriented systems have a significant effect on employee engagement.
2. Performance-oriented training contributes to employee productivity.
3. Performance-based reward systems significantly enhance employee engagement.
5.3 Recommendations
Based on the study, the following recommendations are made:
1. The banking industry should enhance existing performance management practices and explore additional parameters that can help measure and improve performance levels across the sector.
2. Management should maintain a balanced and comprehensive reward system while promoting the effective implementation of performance management practices that positively influence employee performance in impactful ways.
3. Training and development programs should be implemented regularly and evaluated periodically to ensure they remain effective and valuable in supporting organizational performance management objectives.
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