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ABSTRACT
The study assesses the credit control efficiency on the performance of Union Bank plc of Nigeria. The objective is to examine the extent of effective credit control efficiency in enhancing good performance of money deposit banks in Nigeria; effect of poor credit control on banks and to investigate the degree of effective credit control on banks performances. The study centered on the evaluation of credit control efficiency on the performance of Union Bank plc of Nigeria within Ilorin branch in other to ascertain whether there is effective proper credit control. Total populations of fifty nine (59) respondents (employees) were drawn from Union Bank plc branches within Ilorin from which fifty three (53) employees filled in and returned the questionnaires and interview tagged “evaluation of credit control efficiency on the bank performance”, descriptive, inferential and regression were used to analyze the data obtained from the respondents from the analyzed data, result showed that an effective credit control has a great influence on the performance of the bank. It therefore recommends that Union Bank plc should enhance their collection policy by adopting a stringent policy to a lenient policy for effective debt recovery and to enhance their client appraisal techniques so as to improve their financial performance which will in turn increase their profitability and enhance their sustainability.
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CHAPTER ONE 
1.0	INTRODUCTION 
Business organizations all over the world and especially in Africa have been hit with the undisputable fact that the creation of competitive advantage lies in team of  employees. Organizations have increasingly recognized  the potential for their people to be a source of competitive advantage. In the past, Human Resource was the preserve of “Personnel Managers” whose duties were to recruit and select, appraise, promote and demote. These superficial duties could be performed by any manager, it therefore never seemed necessary to employ experts in human resource (HR) Practices let alone create a whole
department dedicated to Human Resources Management. Little attention was paid to human resource 
practices and its impact on the employees. The emphasis on traditions and socio-cultural issues injected an element of subjectivity in personnel manager’s functions such as performance management, performance appraisal, promotion, demotion, and compensation (Alinno and Igwe, 2017). In today’s competitive and rapidly changing business world, organizations especially in the service industry need to ensure maximum utilization of their resources including their team ofemployees to their own advantage; a necessity for organizational survival (Abosede et al., 2018) Human Resource has transcended from policies that gather dust to practices that produce results. Human Resource practices has the ability to create organizations that are more intelligent, flexible and competent than their rivals through the application of policies and practices that concentrate on recruiting, selecting, training skilled employees and directing their best efforts to cooperate within the resource bundle of the organization (ElGhalayini, 2017). This can potentially consolidate organization performance and create competitive advantage as a result of the historical sensitivity of human resources and the social complex of policies and practices that rivals may not be able to imitate or replicate their diversity and depth. 

1.1	BACKGROUND OF THE STUDY
The impact of rewards on employees' performance is well known phenomenon in the available literature of human resources. A large number of studies such as Onyango (2024), Aktar, Sachu and Ali (2023), Wasiu and Adebajo (2023), Saira, Madiha, Sumaira and Anam (2022), Oyira, et al, Kikoito (2020) etc have verified that proper reward systems is a powerful tool to enhance employee behaviours leading to performance improvement. Reward system is essential to the organisation as it has become important in managing employee's performance. Over the last 25 years, other elements of compensation have evolved to provide employers with a broad scope of reward, and thus, it motivates the employees. The reward systems are directly and indirectly involved in the vision and mission of the organisation that gives sense to the employee that a reward system will benefit both parties (Noorazem, et al 2021). The rationale behind the use of International Journal of Social Sciences and Management Research E-ISSN 2545-5303 P-ISSN 2695-2203 Vol 11. No. 32025 www.iiardjournals.org Online Version IIARD – International Institute of Academic Research and Development Page 2 rewards to employees is that motivated employees become satisfied in terms of fulfilling their wants, both financial and non financial. It is the concern of organisations all over the world on effective human capital strategies to enhance their productivity. It is clear that employee's productivity in the expanding organisation is a key factor in organisation performance. Employees, technically known gas human res ureS in modern organisations, are rightly considered as the most important assets for entities (Ong-&Teh, 2012).
In developed countries such as USA, Japan, UK and Germany organizations recognize employees as the important asset that needs high consideration in promotion (source). Latham (2012) opined that to motivate and keep he employees motivated is an essential part of human resources and management within organisation. Reward systems have a huge impact on
organisations to retain and motivate the employees and as a result of achieving high levels of performance (Barber & Bretz, 2000). Thus, organisations must develop programs such as reward systems to fulfill employees' needs and motivate them to work. Most organisations have problems to decide the right reward systems that suit most for the employees. Reward is the compensation which an employee receives from an organization for exchanging for the service offered by the employee or as the return for work done (Lin, 2007). It also refers to the collection of brain structures that try to control and regulate behaviour by inducing pleasure (Ajila & Abiola, 2004). Human resource can be rewarded and optimally utilized through rewarding it’s employees using different techniques of significance importance. A properly administered system of rewards can provide good quality of employee performance. If the organisation does not have a proper reward system, it will lead to problems such as low employee morale, the unproductive performance of the employees, or it can lead to high turnover
rate among employee (Wilson, 2004). Edward and Christopher (2006) have mentioned that most of the employees are not automatically willing to work, continue to work or work hard for the organization. Anitha (2013) defined employee performance as an indicator of financial or other outcomes of the employee that has a direct connection with the performance of the organisation as well as its achievement. The organisation needs employees with high performance to meet goals, deliver products and services and to achieve competitive advantage in the market (Ojeleye, 2016). Performance is very crucial same as to reward system because when employees achieve their high level of performance, they want an adequate reward in return. If they cannot achieve the goals and show low performance in the organization, it will result in dissatisfaction (Ojeleye, 2016). A motivated person will result in a good performance as the employees know there is a reward waiting at the end of every month. Reward systems have a huge impact on organizations to retain and motivate the employees and as a result of achieving high levels of performance (Barber & Bretz, 2000).

1.2 STATEMENT OF THE PROBLEM
There is increasingly a need for organization to be in a position of understanding appropriate rewarding system that motivates their employees for higher organization performance (Vance 2012). What appropriate rewards that should form the employment package is currently challenging commercial banking performance (Ajila & Abiola, 2004; Aktar, et al 2012).
Puwanenthiren (2011) reveals that several organizations are still finding it difficult to establish an effective reward system that fairly suits the organizational demands in relation to employee performance and organizational profitability. There is a natural disparity between what people think they should be paid and what organizations spend in compensation thus affecting employees sense of accomplishment and this is a challenge employees in organizations face. The unsteadiness
in the banking sector can throw those who work in it into all manners of psychological conditions such as feelings of job insecurity, occupational stress, burnout and loss of sense of accomplishment leading to reduction in their task performance and overall performance on the job.

1.3	RESEARCH QUESTION
i 	what is the effect of pay on employee performance?
ii	How do benefits, effects employee performance
iii	How do recognition, affect employee performance
iv	How do career development affects employee performace 

1.4 	OBJECTIVE OF THE STUDY
The broad objective of the study is to examine reward system and employees performance in
organization. Other specific objectives are to:
i. Determine the relationship between Salary and employee performance in organisation.
ii. evaluate the relationship between bonuses and employee performance in organization..
iii. examine the relationship between appreciation and employee performance in
organisation; and
iv. evaluate the relationship between health care benefit on employee performance in
organisation.

1.5	RESEARCH HYPOTHESES

H01 There is no significant relationship between compensation and pay structure and
employees' participation in development programs within the organization.

H02 There is no significant relationship between compensation and pay structure and
customer satisfaction in the organization.

H03 There is no significant relationship between recognition and appreciation and
employees' participation in development programs within the organization.

H04 There is no significant relationship between recognition and appreciation and
customer satisfaction in the organization

1.6	Significant of the study
The study would be beneficial and relevant to employer of labour, management of manufacturing firms and researchers. The outcome of the study would help employers of labour to have an understanding of the negative effect of labour turnover and how they affect the organization’s performance and ability to achieve their strategic goals. The outcome of the study would provide data that is beneficial to the management of banking industry because it help to take specific steps in redressing the challenges confronting the manufacturing sector in the Nigeria.
This study would be significant to the student of human resource management as it makes it possible for them to understand the effect of labour turnover on the Banking industry

1.7	Scope of the Study
The study will be limited to six different banks (UBA, First bank, Guarantee Trust bank, Stanbic bank, Union bank and Zenith Bank, Access Bank, Jaiz Bank) within Ilorin metropolis, Nigeria. The study will be limited to the identification of the staff incentive schemes used to enhance employee performance in some banks in Nigeria, to analyze the level of efficient and effective of performance among employee of some banks and to establish the relationship between staff incentive schemes and employee performance in some banks within the study area, Ilorin. The period under study was covered using figures from 2007 to 2025. This period was chosen because the study was created based on the need to improve staff performance and efficiency in bank with an overview of methods and techniques of incentives and reward to these banks employees. Otherwise many banks may not be able to achieve set targets if no investigation is conducted into these problems eroding employee performance.
The study area for this research is Ilorin, in Kwara state of Nigeria. The main reason for choosing this area is due to the fact that literacy rate in the area is relatively high, and such respondents will be able to give accurate answers to questions asked in the questionnaire

1.8	DEFINITION OF TERMS
Motivation is defined as the force or forces that arouse enthusiasm and persistence to pursue a certain course of action (Daft and Marcic, 2008). Motivation, derived from the Latin word meaning “to move” represents those psychological goal directed processes (Kreitner and Kinicki, 2007). Motivation
has been recognized as a dilemma that managers must face because what motivates one individual may not motivate another. Motivation refers to a response to objects, people, or events in either a positive

or negative way (Dessler, 2008). Retention means retaining those employees who share the company values, proving their expertise in business and an appropriate moral profile. Staff retention is the opposite of staff turnover (Cruceru and Mihaela, 2009). A better orientation of employees can reduce turnover. Workers who are given opportunities for training and retraining, which are placed on job matching their training, are less inclined to leave the organization (Miner, 2013). Attraction refers to process of pulling employees to work with the organization. This involves provision of great pay, creative benefits and rewards. Also,  attraction involves provision of fun and safe working environment (Bjorklund, 2011)
IIARD – International Institute of Academic Research and Development
Page 14

CHAPTER TWO

Literature Review
2.1 Conceptual Review
Reward is the compensation which an employee receives from an organization for exchanging for the service offered by the employee or as the return for work done (Lin, 2007). It also refers to the collection of brain structures that try to control and regulate behaviour by inducing pleasure (Ajila & Abiola, 2004). Human resource can be rewarded and optimally utilized through rewarding it using different techniques of significance importance.
Reward is defined as anything that extrinsically or intrinsically reinforced, which employee receives in a corporation for the service offered or as a results of the work done (source), A highly motivated employee can assist an organisation win competition, add unique value and increase organisational profit. Reward practice is extremely essential and is to be reinforced as an incentive motivator towards achieving the organisational overall performance. Reward system is vital for attracting and retaining employees competently, knowledge and skills so as to realize organization's strategic goals and make a supportive culture (Onyango, 2024).

Carraher (2006) advocated that there should be an efficient reward system for organization performance and reward should be associated with their productivity. Thus, organizations must make policies and procedures and formulate such reward system under those policies and procedures which increase employee satisfaction. Kreitner and Kinicki (2010) Stress that reward system should foster personal growth and development and retain talented employees from leaving the organization, Luthans (2002) posits that organizations provide rewards to their employees so as to motivate their performance and encourage their loyalty and retention.
Wilson and Thomas (1999), suggested that reward system acts as a tool for testing the capabilities of an employee required for the work and will be a measure of checking the willingness to follow the organizational goals then creates a chance to pick the proper candidate for the work consistent with Yazici, (2008), the effectiveness of an organizations performance and reward management has an impression on moral and productivity.
La Belle (2005) stated that different employees have different view about rewards; some employees consider cash is sufficient to satisfy their needs and others want a material incentives like car, house, a few prefer holidays as incentives.
Rewards represent anything that an employee may value which employer is willing to supply in exchange for his or her contributions (Chiang & Birtch, 2008). Lack of rewards will create an unpleasant environment, thus diminishing employees' efforts and should cause them to withdraw from their jobs. For these reasons, rewards are vital in a corporation. The main objective of reward is to draw in and retain employees, to motivate employees to realize high levels of performance. Organizations usually use financial rewards to motivate employee dissatisfaction and to motivate employees, although it's going to not be the simplest motivator for the future (Mossbarger & Eddington, 2003). Organizations in today's environment seek to work out the reasonable balance between employee commitment and performance of the organisation.
Salary and Employee Performance
According to Agburu (2017), salaries and wages are very significant and he also argued that wages must show a few elements of equity instead of focusing on adequate wages. This is because an adequate salary will provide satisfaction and enhance their performance in an organization. An employee aims to earn income either in the form of financial or non-financial.
Past studies by Kanzunnudin (2007) indicated the amount of wages paid to the employee must be attainable to fulfil their needs for daily life. Fringe benefits and nature of the working environment are the main factors that influencing employee performance (Edirisooriya, 2014). A positive change in salary from the employer such as salary increment or increasing the size of the current salary of the employee will encourage them to improve their performance in the organization. A research conducted by Edirisooriya (2014) showed that there is a strong positive relationship between employee performance and financial rewards such as salary and wages.

Bonuses and Employee Performance
Bonus is a payment that was not expected from the employees and the old line to some of the organization (Bardot, 2014). The decision made to pay is either to a group of employees or a person. The management needs to decide what criteria needed to reward the past achievements of the employee. For instance, the employee reaches specific profit or achieve sales target for the organization, and influence employees' behavior to achieve the objectives by providing an incentive such as a bonus to define an incentive as a progressive plan for the employee. The incentive aims to work towards the goals.
Another definition of bonus by scholar, it is defined as one payment made at the end of the year to reward extraordinary employees who achieve organization goals (Romanoff, 2008). Most of the bonus is a tangible reward such as cash. Despite there is a difference in bonuses and incentives, both are designated to motivate employee. Some straightforwardly give the worker money. Rewards based on execution against spending plan, qualify or different norms might be utilized as prompt money related motivating forces. According to William (2010), the board remunerates by rewards have gotten prevalent in a few organizations as methods for furnishing representatives with a prompt buster for a culmination of a venture or action. Most organization utilize monetary pay intend to motivate their workers. A previous study conducted by Hameed et al (2014) and Sayuyigbe (2014) showed that the result of reward such as bonus has positive and significant effect towards employee performance.
Appreciation and Employee Performance
An organization with positive aspirations could make accessible a system inside which elevated levels of inspiration could be cultivated through non-monetary reward frameworks by the arrangement of chances for learning and improvement (William, 2010). Appreciation is an expression of someone to thank for extra effort done by the employee in an organization. According to William (2010), the significant appreciation is to encourage the employees and to encourage others to do the same. Appreciation can be done through formal or informal and it is an effective way that does not have cost. However, an appreciation or gratitude should not be done or relying on a formal event organized by the organization as it can create a border and unhelpful to maintain employee's performance in the organization (Kouzes & Posner, 2017).
Porath, et al (2015) argued that a sincere thank you from the employer will create a good environment that will increase productivity in the organization and also improve social network between the employer and employees. Feedback that into positive criticism is necessary for employee's development. It is significant to create a positive workplace culture. Positive feedback also motivates employees to function as a member team (William, 2010). A study conducted by Ozutku (2012) from the respondents from Turkish manufacturing firms showed a positive result of non-financial rewards such as appreciation and has a significant effect on employee performance.

Health Care Benefits and Employee Performance
Knowing what affects employee satisfaction with health care benefits can provide sufficient information that enables employers to make the right decisions about the workplace. A study conducted by Hernandez and McDonald (2010) analyzed employee satisfaction as per specific industry of health care and alongside with the expenses and benefits of individuals with and without inabilities. They also stated that employers are more aware of people with disabilities and invest more money in healthier people. Thus, this will give dissatisfaction to healthier workers if their health care benefits are not equally compared to disabled people. Dulebohn, Molloy, Pichler, and Murrary (2009) declared that employee benefits are among the "most relevant for remaining competitive in the labor market" (p. 86). The medical cost is expensive, thus employees want organizations to understand their financial burden by designing effective health care benefits. Previous research by Tanya (2013) showed a positive result and health care benefit has a significant effect on employee performance.
Figure 1: below depicted the conceptual framework
Health Care Benefits
Appreciation
Employees Performance
Bonuses
Salary


Source: The researcher’s Compilation (2025)


2.2 Theoretical Framework
There are various theories to the study of reward system and employees performance. They are equity theory, expectancy theory, cafeteria compensation theory, Lawler and porter's theory of motivation and work compensation, equal pay for equal work theory, etc.
The study was anchored on equity theory shat he adopted as the frame work of analysis. This theory was first advocated by Stacy Adam in the year 1963. The concept of equity stipulates that justice and fairness should dominate, for example in reward system. Fajana (2002) defines inequity as an injustice perceived by a person when he compares the ratio of his rewards to his inputs efforts

with the ratio of another comparable person's outcomes to his inputs and finds that they are not equal. According to equity theory, the motivation of individuals in organization is influenced by the extent to which they feel that they are being treated in a fair and equitable manner (Obisi, 2003). When people feel that they are being treated in an equitable and unfair fashion, the theory argues that they will be motivated to engage in activities aimed at restoring feelings of equitable treatment (Onabanjo, 2004). Ogundele identifies two major components to the theory. First, the theory specifies the factors which influence the extent to which people feel that they are being equitably treated. Second, the theory outlines the kind of activities which individuals might be motivated to engage in to restore feelings of equity when they are feeling inequitably of unfair treated. Equity theory predicts that people are constantly engaged in making two types of comparisons.
a. The inputs they bring to the job in the form of Education, experience, training, time, effort etc. with the out comes (rewards) such as pay, promotions, praise, recognition, feelings of personal accomplishment they receive or obtain as a result of performing the job (Adeleke, 2001).
b. The comparison by the person of his or her own ratio of out comes to inputs to the comparable ratio of outcomes to inputs of another person known as comparison other (Allen, 2002). The theory also presupposes that when a person perceives that his or her own ratio of out comes to inputs is approximately equal to the corresponding ratio of the comparison of others, a state of equity is said to exist. In such a situation the person will feel satisfied with the rewards that he or she is receiving, will feel that he or she is being fairly treated, and would be predicted to be motivated to continue doing the kinds of thing he or she had been doing at work up to that point (Ogundele, 2006). To achieve best results, organizations must analyze each job, know the requirements, and pay the same wage for work of the same inputs. Where differential wages must be paid, the basis must be very clear (Cole, 2002).
2.3 Empirical Review
Several studies have been done on the impact of reward system on workers job performance in an organization in different parts of the world. Below are some of the recent studies;
Onyango (2024) examined the effects of employee rewards policy on organization performance in public primary schools in Rachuonyo North Sub County. A total of 349 questionnaires were returned for analysis of data. This was 87% return rate on the Questionnaires. The study found out that there is a positive correlation (r=.181) between employee benefits and organization performance. Employees compensation accounts for 5.5% of the organization performance (r=.055). Employee Incentives is positively correlated with organization performance by 38.7% while promotion accounts for 34.6% (r=.346). The study further found out that Employee compensation significantly and positively (p=0.004) affect organization performance. Employee Promotion significantly (p=0.000) affect organization performance.
Aktar, Sachu and Ali (2023) examined the impact of intrinsic rewards (recognition. Learning opportunities, challenging work and career advancement, and extrinsic rewards (basic salary and performance bonus) on employee performance in twelve commercial banks of Bangladesh as is in

this study. Multiple regression analysis was employed. The study found that each factor within both extrinsic and intrinsic reward was a highly significant factor which affects employees’ performance. The above studies have dealt with reward in organizations and its relationship with factors such as employee motivation, employee performance, employee satisfaction and effect on quality of work done. Overall the studies show reward to have a positive effect. However, different rewards seem to have a different impact on employee attitude, satisfaction and performance. There are mixed findings when it comes to individual rewards and their effect on performance. Owing to the fact that there is conflicting results, this research tends to fill in the gap by either agreeing or disagreeing with the result.
Wasiu and Adebajo (2023) examined reward system and employees performance using selected public secondary schools in Lagos State. The findings revealed that there is a significant relationship between employee’s performance and salary package, employee job allowances and performance and in-service training and employee’s performance.
Saira, Madiha, Sumaira and Anam (2022) examined the impact of financial and non financial rewards on employee motivation. The researchers have conducted a survey in Astro films (PVT) situated in Lahore City of Pakistan. A questionnaire was developed to guess the opinion of employees working in these organizations. A semi structured interview was conducted for getting an insight about their motivation. The researchers have found from the survey that there are different factors that affect the motivation of employees which can be classified into two categories; financial and non financial rewards.
Oyira, Regina, Nkamare, Lukpata, Uwa and Mbum (2021) investigated the effect of reward system on health care workers performance in Teaching Hospital. It examined the relationship among monetary and non-monetary rewards and employees’ performance in University of Calabar Teaching Hospital (UCTH). Desk survey was used in gathering relevant information. Primary sources were questionnaire, observation and interview, while secondary data were gathered from internet, textbooks, journals and libraries. Chisquare statistical tool was used and the findings revealed the monetary reward had a positive impact on employees’ performance while non- monetary rewards had a negative effect on employees’ performance.
Kikoito (2020) examined the impact of reward systems on the organizations performance in Tanzanian banking industry. The data was analyzed with use of descriptive statistics (SPSS and excel) and data presented as frequency distribution tables and histograms. The findings of this study showed that the three commercial banks in Mwanza city offer both extrinsic (salary, bonus and promotion) and intrinsic (praise, recognition and genuine appreciation) rewards to their employees. However, the results found that employees were not satisfied with the current reward packages and salary level was viewed to be too low and did not reflect cost of living in Mwanza city. The study further indicated the intrinsic (non financial) rewards were not satisfactory to employees.
Quresh, et al (2015) in their Pakistan in cement industry found that there is a direct relationship between extrinsic rewards, intrinsic rewards and the employees' performance. The study also found that recognition techniques (approaches) used in cement factories are good for the maximum

performance of employee's. This study is relevant but different from the current study as the later is dealing with target population of white collar jobs, while the former examined factory workers.
Aktar, et al (2014) examined the impact of intrinsic rewards (recognition). Learning opportunities, challenging work and career advancement, and extrinsic rewards (basic salary and performance bonus) on employee performance in twelve commercial banks of Bangladesh as is in this study. The study found that each factor within both extrinsic and intrinsic reward was a highly significant factor which affects employees' performance.
Yasmeen, et al (2013) investigated the impact of rewards on organizational performance in Pakistan revealed that there exists insignificant and weak relationship between salary, bonus and organization performance. However it found that there exists moderate to strong relationship between promotion and organization performance. Although these two studies are similar to the current study, they were conducted outside Tanzania and because of cultural difference and other idiosyncrasies, the impact of rewards on organisation performance could yield different outcomes in Tanzania.
Ong and Teh (2016) examined reward system and performance within Malaysian commercial banks found that most of the commercial banks provide both monetary and non-monetary rewards; adoption of reward system is not influenced by age and size of the organization. The study however, found a negative relationship to exist between extrinsic rewards and financial performance of organizations and intrinsic rewards are positively related to financial performance of organizations.
Nwokocha (2016) investigated the reward strategy to enhance employee performance, retention and productivity in organizations. In a globalized economy with millions of businesses vying for talented workforce, an organization must be able to motivate and properly compensate employees or risk their being poached by their competitors. This prompts the need for this study to examine the application of reward strategy in organizations with a view to ascertaining its efficacy on employees' performance, retention and productivity. The study is essentially library research. From the study, two types of organizational rewards were identified: financial and non- financial rewards. The paper verified the positive correlation between rewards and employees' performance, retention and productivity in the organization. However, the study observed that if organizational rewards plan is perceived to be inequitable and bias, it may de-motivate employees in the organization. Based on this, the study proposes: that rewards system in the organization should be designed with articulated strategies that should be embedded in the organization's culture; management should identify employees' needs/preferences in developing organizations' compensation structure.
Salah, (2016) examined the influence of reward types (extrinsic, intrinsic, social and rewards mix) on employees performance. Subjects for the study consisted of 308 workers which constituted 60% of the total target population of 513 people working for Unified Mining Companies located in the southern part of Jordan. Total of 308 self-designed questionnaire were distributed to employees on their job location, 268 questionnaire were returned and only 250 were suitable for statistical analysis. SPSS version 16 has been used for data analysis. Both descriptive and inferential statistics

were used for data analysis. The statistical tools were aligned with the objective of the research. For this purpose, frequency Tables, percentages, means and standard deviations were computed and substantively interpreted. Inferential statistics like Pearson product moment correlation coefficient (r) was used to determine if there is a significant relationship exist between independent variables (rewards types: Extrinsic, intrinsic, social and rewards mix) and dependent variable (employees performance). Analysis and interpretation were made at 0.05 level of significance. The findings indicated that there is a statistical significant relationship between rewards types and employees performance. The study has concluded that, management should have deep sense of commitment towards the issue of rewarding employees, if performance levels to be enhanced. Finally, future research can be conducted to cover all types of rewards and to determine their affect on performance.
Muogbo, and Jacobs (2018) examined effective reward management as a tool for improving employee performance in a private sector organisation; a study of selected Zenith Bank branches in Anambra State Nigeria. The broad objective of the study is to examine the extent to which an effective reward management can be use as a tool for improving employee performance in a private sector organisation. A total of 180 respondents were selected from the Zenith Bank branches in Anambra State. Both primary and secondary data were used for the study. Descriptive survey design (Mean, frequency, standard deviation) and Pearson Correlation analysis was used for data analysis while Regression method and ANOVA was used to test the significant correlation between dependent variable and independent variable. The result from Pearson correlation analysis showed that there is a positive relationship between reward and employee performance; it also showed a highly positive relationship with intrinsic reward and extrinsic reward. The result also supported the hypothesis that there exist positive relationship amongst extrinsic reward, intrinsic reward and employee performance. The study therefore recommends that organisation should adopt the right reward mix that suit the desire of their employee in order to get the best out of them. Second, that organisation should carry out a survey to determine what appeals most to the employee in order to know the type of reward system suitable for them.
Omokorede (2017) carried out a research on ‘reward system and employee performance of selected manufacturing companies in Lagos State, Nigeria'. This study adopted survey research design. The target population comprised of 3105 staffs of technical/production department in the three manufacturing companies in Lagos state Nigeria. Taro Yamane's formula was used to determine the sample size of 459 respondents. A structured questionnaire was used to generate data The questionnaire was adapted with Cronbachs-Alpha test for the constructs of the variables ranging from 0.887-0.908 respectively. Data were analyzed using descriptive statistics (Frequencies, percentages, inferential statistics (regression)). The findings of the study revealed that there is a significant positive relationship between sense of accomplishment and employee task performance (R=0.382, R2=0.146,p=0.000<0.05). Recognition & appreciation has a significant on employee contextual performance (R = positive effect 0587,R2-0.345,p=0.000<0.05). Fringe benefits has a significant positive effect on employee's adaptive performance (R=0.918,R2=0.843, p=0.000<0.05). It was concluded that combined reward system variables had positive effect on employee performance. It was recommended that organizations should ensure that they provide

the needed motivation, compensation or remunerate that will spur employees to act towards improving their task performance.

2.4 Research Gap
Numerous studies (Quresh, Zaman & Shah 2015; Aktar, Sachu& Ali 2012; Ong and Teh, 2024, 2012). has been carried out relating to employee reward system and staff performance in organizations. However, this research work seeks to fill the gap in literature by pointing out various means by which employees can be motivated in an organization. This study also bridge the gap in literature by revealing the relationship between both extrinsic and intrinsic motivation, and how this affects employee's performance and productivity. The study also intend to provide theories and models that can be adopted to enhance effective reward system in business organizations in Nigeria in general and in Auchi Edo State in particular.


CHAPTER THREE

METHODOLOGY
3.1 INTRODUCTION
This chapter involves methodology of the research. It shows or describes the various procedures, techniques and various methods adopted in collecting the data and analyzing the data collected. This methodology is presented in the following order; the study area, the study population, sampling technique, sampling plan, sample size, procedures and data collected method, primary data.

3.2	 SAMPLE AND POPULATION OF THE STUDY
For the purpose of this research, census sampling technique was used to sample out respondents, therefore all 100 respondents were used for the study. This is due to the fact that the total population is fairly small. Since the population for the study was not large, and data could be collected from all the respondents, the researcher adopted the census sampling technique to successfully complete the study. All 100 respondents were used for this study.
The total population for the study is made up of the employees of First Bank, UBA, Zenith bank, Union, GTB bank and Jaiz bank – Ilorin, and its customers. The total population for the employees is One hundred (100).

3.3	SOURCE OF DATA
All questionnaires were vetted to be ok and reliable as the information embedded therein will help to generate adequate information on the benefits of employers working in banks within Ilorin and how it helps in their work outputs. To fully assess the impact of employee benefit on employee performance, two
data types was used. Thus;
• Primary data
• Secondary data
During the research, primary data would be gathered from the questionnaires that were administered. The researcher also acquired primary data through direct interviews with the staff of Merchant Banks. Instruments that can be employed to retrieve information include interviews and questionnaires. However, questionnaires were used in this case. Questionnaires were chosen over interviews because respondents felt reluctant to disclose certain vital information which they deemed confidential. Questionnaires were therefore chosen because respondents felt much comfortable letting out information. Questions were of two forms. These were
close ended questionnaires and open ended questionnaires. Close ended questionnaires were preferred because respondents would be limited with their responses. To add to that, close ended questionnaires provided respondents to the possible answers that they could give. However, open ended questions required respondents to provide their preferred answers. To help enhance the credibility of the research, secondary data was also used to gather data. During the research, the researcher acquired secondary data from the bank’s magazines, the internet, libraries, and the bank’s Employee Information Brochure.

3.4	METHOD OF DATA ANALYSIS
The reason for this section of the research is to ensure that a complete and dependable statistical set of results are acquired to make decision. The data collected by the researcher was quantified, expressed in numerical terms and then statistically analyzed. The outcomes will be represented numerically in simple forms like frequency tables, bar charts and pie chart format for ease interpretation. The researcher used Statistical Package for the Social Science (SPSS) for it data analysis. Further explanations were given where necessary in order to bring out the meaning from the data collected.
3.5	RESEARCH QUESTION 
Research problem focuses on how reward management systems affect employee performance, and whether these systems effectively motivate and encourage high-performing employees, or if they instead lead to decreased performance or dissatisfaction. This problem arises because employees have varying needs and perceptions, and the effectiveness of rewards (like pay, promotion, or recognition) can differ significantly. Poorly managed reward systems can lead to issues like low morale, reduced productivity, and high employee turnover. 
Elaboration: 
1. The Problem: 
Inadequate Reward Systems: 
Many organizations struggle to design and implement reward systems that effectively motivate and encourage employees to perform at their best. 
	Varied Employee Needs: 
Employees have different priorities and preferences regarding rewards, so a one-size-	fits-all approach may not be effective. 
Impact on Performance: 
A poorly designed or managed reward system can lead to decreased employee performance, low morale, and even high turnover. 
Motivational Issues: 
Employees may not be motivated to work hard if they feel their efforts are not adequately recognized or rewarded. 
Lack of Alignment: 
Reward systems may not be aligned with organizational goals and objectives, leading to a disconnect between effort and recognition
·  
























CHAPTER FOUR
[bookmark: DATA PRESENTATION, ANALYSISANDINTERPRETA][bookmark: _bookmark54]DATA PRESENTATION, ANALYSIS AND INTERPRETATION
		4.1	DATA PRESENTATION

This chapter deals with data presentation, interpretation and analysis of the collected data through questionnaire. Descriptive statistics like frequencies, percentage and mean were used to analyse the data moreover Pearson correlation also used to show the relationship between dependent and independent variables finally regression analysis were deployed to show the effect of independent variables over the dependent. The findings from the questionnaires were analysed by using SPSS (version 20). The results from the study are presented in the form of mean and standard deviation table.
As stated in the previous chapter of this paper, questionnaire were designed and distributed to a total of 234 employees of the bank. Accordingly, 222 questionnaires were appropriately filled and returned which gives 94.8% return rate that is assumed to be suitable for further analysis.
The first part of the questionnaire consists of seven items about the demographic information of the respondents. The second part of the questionnaire contained four general questions about general view of reward with “liker Scale “questions. The third part of the questionnaire is the main part of the thesis.
4.1. [bookmark: 4.1. Demographic Profile of the Responde][bookmark: _bookmark55]Demographic Profile of the Respondents
The demographic characteristics of the respondents was analysed and given as below. This was done mainly to determine the suitability of the respondents to provide the Needed information for the validity of the study

Table 4.1 Demographic Profile of the Respondents

	Items
	Frequency
	Percent

	
Gender
	Male
	134
	60.4

	
	female
	88
	39.6

	
	Total
	222
	100.0

	Age category
	18-26
	82
	36.9

	
	27-30
	97
	43.7

	
	31-35
	21
	9.5

	
	36-40
	17
	7.7

	
	41-44
	5
	2.3

	
	Total
	222
	100.0

	Marital Status
	Single
	116
	52.3

	
	Married
	97
	43.7

	
	Divorced
	5
	2.3

	
	Widowed
	4
	1.8

	
	Total
	222
	100.0


Source; (own survey, 2019)


The above table indicates that, the gender distribution of the selected sample. There were large number of male respondents (n=134,) which is 60.4% of the sample and the female respondents (n=88) comprise 39.6% of the sample. The majority of the respondents (43.7%, n=97) were between the ages of 27 and 30 years old. While 36.9% or n=82 of the respondents were between the ages of 18 to 26 years old.9.5% (21) fall under age categories of 31-35.While7.7% (17) of respondents are in the age group of 36- 40years. Finally the remaining 2.3% or n=5of the respondents were between the ages of 41- 44 to years old. Hence there are no respondents above the age of45 years.
As shown in the above table most of respondents are single or 116 (52.3%) of respondents.97(43.7%) of respondents are married and the remaining 5(2.3%) are divorced, there is4(1.8%) of widowed among the respondents.

In overall the age ,gender and marital status data show us most of respondents are Male as the same time most of respondents are young in the total responses and single. This shows that the majority of the employees in the bank were young and middle age. Therefore, the majority employees were within the productive age

Table 4.2, Education Attainment, Work Positions, Years of Service and Salary Range
	Items
	Frequency
	Percent

	Education attainment
	
College diploma
	
12
	
5.4

	
	bachelor degree
	183
	82.4

	
	master degree
	27
	12.2

	
	Total
	222
	100.0

	Current position
	
Managerial
	
30
	
13.5

	
	non managerial
	192
	86.5

	
	Total
	222
	100.0

	Years of service in the bank
	
<1 years
	
16
	
7.2

	
	1-3 years
	91
	41.0

	
	4-6 years
	85
	38.3

	
	7-10 years
	26
	11.7

	
	11-15 years
	4
	1.8

	
	Total
	222
	100.0

	
Salary range
	<3000 birr
	1
	.5

	
	3001-7000 birr
	49
	22.1

	
	7001-11000 birr
	95
	42.8

	
	11001-17000 birr
	62
	27.9

	
	17001-25000 birr
	15
	6.8

	
	Total
	222
	100.0



Source; (own survey, 2019)

The above table shows that the educational qualification of sample respondents. A majority of respondents (n=183, 82.4%) held first degree. Respondents with a master’s degree account for 12.2% or n=27, respondents with a diploma account for 5.4% or n=12. The table also show us most of 192(86.5%) respondents are non-managerial and 30 (13.5%) are managerial positions. As it can be seen in the above table, the majority (n=91, 41.0 %) of the respondents had work experience from 1 to 3 years, 38.3% (n=85) of respondents had work experience from 4 to 6 years,11.7%( n=26) of respondents had work experience from 7 to 10 years, 1.8 %(n=4) of respondents had work experience from 11 to 15 years and 7.2%( n=16) of the respondents have less than one year experience
With regard of salary range the question starts from 3000 ETB because the salary scale for clerical (office worker) start from 3000 ETB for diploma holders  and 5473 ETB for degree holders. in line to the salary range 49 (22.1%) of the respondents are in salary range of 3001-7000 ETB, 95 (42.8%) respondents are between salary range of 7001- 11000 ETB, 62 (27.9%) are salary range of 11001-17000 ETB and the remaining 15 (6.8%) are in range of 17001-25000 ETB , there is no respondents who get more than 25000 ETB.
4.2. [bookmark: 4.2. Descriptive Statistics Analysis][bookmark: _bookmark56]Descriptive Statistics Analysis
In this part, descriptive statistics, in the form of mean and standard deviation, was presented to illustrate the level of agreement of the respondents with their implications of the Bank. The responses of the respondents for the variables indicated below were measured on five point Liker scale with: 1= strongly disagree, 2= disagree, 3 = neutral, 4= agree and 5= strongly agree. But, while making interpretation of the results of mean and standard deviation the scales were reassigned as follows to make the interpretation easy and clear. 1-1.8= Strongly Disagree, 1.81–2.6 = Disagree, 2.7 –3.3= Neutral, 3.4 –4.20= Agree and 4.2 –5 = Strongly Agree (Best, 1977, as cited by Yonas, 2013).

4.2.1 Descriptive Statistics Respondents on General reward management
Table 4.2.1Respondents view on General about reward management
	General questions about reward management
	Mean
	Std. Deviation

	I believe that the bank pay scale which consider marker vale of each professional
	2.3063
	1.13195

	I have got reward several time
	3.1982
	1.09561

	the reward management policy of the bank motivates me for better performance
	2.3018
	.98122

	the bank reward management policy consider inflation
	2.2387
	.91826

	Valid N (list wise)
	
	


Source; (own survey, 2019)


The study revealed that I believe that the bank pay scale which consider marker vale of each professional as indicated by a mean response of 2.3 and standard deviation response of 1.13in the descriptive analysis which indicated that 82(36.9%)(Appendix Table 2) of respondents are disagreed. This was also discovered thatthe bank pay scale is not consider marker vale of each professional.The finding revealed that I have got reward several timeas noted by a mean response of 3.19 with a standard deviation of 1.09, this was also reflected in the descriptive analysis 85(38.3%)(Appendix Table 2) of responded are moderately agree. The study further discovered that the reward management policy of the bank motivates me for better performanceas indicated by a mean response of 2.3,with a standard deviation of
0.98 in the descriptive analysis which indicated that 101(45.5%)(Appendix Table 2) of respondents disagreed. It was also shown that the bank reward management policy consider inflation as shown by a mean response of 2.2with a standard deviation of 0.91  this was also reflected in the descriptive analysis which indicated that 100(45%)(Appendix Table 2) of respondents are disagreed.
In general the reward management of the bank does notconsider marker vale of each professional paying scale and paying scale not consider inflation because of this the reward management policy of the bank does not motivates employees for better performance.

4.2.2 Descriptive Statistics Respondent son Types of Reward
Table 4.2.2Respondents view on Types of Rewards
	Types of Rewards Provided By the Bank
	Mean
	Std.
Deviation

	The bank provide financial reward like allowances
	3.5586
	.99031

	The bank provides financial reward like bonus for good performance.
	3.6081
	.97225

	The bank provide non-financial reward like promotion
	3.5856
	1.04183

	The bank provide non-financial reward like recognition
	2.4730
	1.07909

	The bank provide extrinsic reward like benefits
	2.4595
	1.12386

	The bank provide extrinsic reward like transportation allowance
	3.4099
	1.05010

	The bank provide extrinsic reward like incentives
	2.5946
	1.10432

	The financial reward of the bank affect your performance positively
	3.4910
	1.08357

	The non-financial reward of the bank affect your performance positively
	3.4595
	1.00931

	Valid N (list wise)
	
	


Source; (own survey, 2019)

The study revealed that the bank provide financial reward like allowances as indicated by a mean response of 3.5 and standard deviation response of 0.99. This was also revealed in the descriptive analysis which indicated that 123(55.4%) (Appendix Table 3) of respondents are agreed. Therefore we can conclude the bank provide financial reward like allowances.
The study further discovered that the bank provides financial reward like bonus for good performance.As indicated by a mean response of 3.6 and 0.97standard deviation. This was also in the descriptive analysis which indicated that 134(60.4%)(Appendix Table 3) of respondents are agreed. The bank provides financial reward bonus for good performance. The study revealed that the bank provide non-financial reward like promotion has scored a mean and standard deviation of (3.5 and1.04), this shows that 102(45.9%)(Appendix Table 3) of respondent is agreed. Therefore the bank gives non-financial reward like promotion.
The study regarding of the bank provide non-financial reward like recognition from this we can understand most of the respondents are disagreed or they believe the bank does not provide non-financial rewards like recognition, moreover the mean value 2.4, (SD=1.07) shows on average most 94(42.3%)(Appendix Table 3) of respondents disagreed so the bank have not yet provide non-financial reward like recognition.

The study revealed that the bank provide extrinsic reward like benefits has scored a mean (2.5) and the standard deviation (1.1), this shows that 86(38.7%) (Appendix Table 3) of respondent is disagreed. Therefore the bank not give at satisfy amount of benefits. The bank gives attention in extrinsic reward like benefits.
The study regarding of the bank provide extrinsic reward like transportation allowance has scored a mean (3.4) and the standard deviation (1.0), this shows that 111(50%) (Appendix Table 3) of respondent is agree. Therefore the banks give transportation allowance but not at satisfy amount.
The study further discovered that the bank provide extrinsic reward like incentives.As indicated by a mean response of 2.5and 1.1 standard deviation. These shows88 (39.6%)(Appendix Table 3) of respondents disagreed. Then the banks not give at satisfy level of incentives. And the bank gives attention in extrinsic reward like benefits, incentives, recognition and transportation.
The study revealed that the financial reward of the bank affect your performance positively. From this we can understand the financial reward of the bank is positively affect the employees performance . It is encourage the employees for better performance, the mean value 3.49, (SD=1.0) also show that 97(43.7%) (Appendix Table 3) of respondents are agree. The study further discovered that the non-financial reward of the bank affect your performance positively from this we can understand the non-financial reward of the bank is positively affect the employees performance . It initiate employee like promotion and encourage the employees for better performance, the mean value 3.49, (SD=1.0) this show that71 (32%) of respondents are agreed.
In general with regards of the type of reward, the bank provides financial rewards and moderate in non-financial reward but the bank improves extrinsic rewards. Finally Employees’ performance positively affect by bonus and Promotion. Overall 37.8%.of respondents are agreed that the banks give financial rewards and non-financial.

4.2.3 Descriptive Statistics Respondents on Attractiveness of reward relatively to other banks

Table 4.2.3Respondents view on Attractiveness of reward of the bank relatively to other banks

	attractiveness of reward of the bank relatively to other banks
	Mean
	Std.
Deviatio n

	The bank pay competent bonus in the banking industry
	2.4279
	1.12227

	The bank cover medical expense up to reasonable amount
	3.4279
	1.15015

	The bank provide comparable pay value in the bank industry
	2.2703
	.96496

	The bank insurance coverage is attractive than the other banks
	2.3063
	1.10771

	The bank transportation allowance is computable than the other banks
	2.2387
	1.40192

	The bank is concerned with the development needs of the
employees and sponsors them for training programs that addresses their competency gaps.
	
2.6622
	
1.10052

	The bank pays according to contribution to the attainment of bank objective.
	3.1622
	1.20737

	The management recognizes employees’ efforts towards achieving the bank’s objectives.
	3.3919
	1.07818

	The bank allows purchasing share for the employees.
	3.3829
	1.19663

	The bank has a profit sharing mechanism for all the employees
	2.8559
	1.22454

	Valid N (list wise)
	
	


Source; (own survey, 2019)

The study revealed that the bank pay competent bonus in the banking industry. The above table shows most of respondents are disagree with the item, the mean value 2.4 (SD=1.1) this shows that85 (38.3%) (Appendix Table 4) of respondents are disagreed. The banks improve the bonus scale to competing industry.
The study regarding of the bank cover medical expense up to reasonable amount that scored a mean (3.4) and the standard deviation (1.1), this shows that 99(44.6%)(Appendix Table 4) of respondent is agreed. Therefore the banks cover medical expense up to tolerable and reasonable amount.
It was further revealed that the bank provide comparable pay value in the bank industry the result of respondents are disagreed with the item moreover the mean value 2.2, (SD=.96) this shows that 95(42.8%)(Appendix Table 4) of respondents are disagreed.

As shown in the above table of respondents for the bank insurance coverage is attractive than the other banks. Therefore the bank attractiveness of insurance coverage is not good which shown by the mean value 2.3 (SD=1.1) this show that98 (44.1%) (Appendix Table 4) of responses disagree.
The study revealed that the bank transportation allowance is computable than the other bank the above table shows most of respondents are disagree with the item, the mean value 2.2 (SD=1.4) also shows that91 (41%)(Appendix Table 4) of respondents are disagree means that the bank transportation allowance is not computable than the other banks.
It was also shown that the bank is concerned with the development needs of the employees and sponsors them for training programs that addresses their competency gaps.The bank is not concerned with the development needs of their employees. It indicated that a mean response of 2.6, and (SD=1.1) this was also reflected in the descriptive analysis were 84(37.8%) (Appendix Table 4) of respondents are disagreed. As shown in the above table for the bank pays according to contribution to the attainment of bank objective.Hence the mean value 3.1 (SD=1.2) this shows that92 (41.4%) (Appendix Table 4) respondents’ moderately agree but not that match happy or not that matches unhappy.
It was also shown that the management recognizes employees’ efforts towards achieving the bank’s objectives the result show the management does recognize employees’ efforts towards achieving the bank’s objectives as noted by a mean response of 3.39 and (SD=1.07) This was further noted 111(50%)(Appendix Table 4) of respondents are agreed.
The study revealed that the bank allows purchasing share for the employees the result show that the employees of the bank purchasing of stock option (share ownership) offered to employees irrespective of their grade / category as noted by 3.38, and (SD=1.2) this show that97 (43.7%) (Appendix Table 4) of respondents who moderately agreed stock options to purchasing (share ownership) for all employees. Lastly, the study revealed that the bank does have a profit sharing mechanism for all the employees as noted by a mean response of
2.8 and (SD=1.2) it shows that70(31.5%)(Appendix Table 4) of respondents are moderately disagree.

4.2.4 Descriptive Statistics Respondents on the effect of reward on employees’ performance
Table 4.2.4Respondents view on the effect of the reward on employees’ performance

	The effect of the reward on employees’ performance
	Mean
	Std.
Deviation

	Salary adjustment or increment affect my work performance
	3.5946
	.91125

	The bonus plan encourages to perform better
	3.3198
	1.18110

	The bank’s bonus payment is performance based.
	3.3018
	1.23446

	The existing of benefit package (medical coverage, paid vacation time, insurance coverage) are motivating employees to
perform optimally(maximum)
	
2.5225
	
1.08754

	Bonus payment and profit sharing of the bank affect my work.
	3.4189
	1.13369

	The bank promotion system affect my performance positively
	3.3649
	1.10418

	The amount of transportation converge affect my working performance
	3.5541
	.96277

	the cash bonus given by the bank affect my performance
	3.4955
	.95010

	Valid N (list wise)
	
	


Source; (own survey, 2019)

The study revealed that Salary adjustment or increment affect my work performance as indicated by a mean response of 3.59 and standard deviation response of (0.91).This was also revealed in the descriptive analysis which indicated that 117(52.7%) (Appendix Table 5) of respondents agreed that Salary adjustment or increment affect performance.
It was discovered that the bonus plan encourages performing better as indicated by a mean response of 3.3 and standard deviation response of 1.1. This was also revealed in the descriptive analysis which indicatedthat90 (40.5%) (Appendix Table 5) of respondents are moderately related to agree.
The above table shows that the bank bonus payment is performance based indicated by the mean value 3.3(SD=1.2) this also implicate that 95(42.8%) (Appendix Table 5) of moderately agree. The above table shows the existing benefit package item responses shows the mean value 2.5 (SD=1.0) the descriptive analysis which indicatedthat80 (36%) (Appendix Table 5) of respondent disagree. The existing benefits package are not motivating employees and affect the employees performance.
The above table shows the result of bonus payment and profit sharing of the bank affects my work. The results shows bonus payment and the profit of the bank are affect the employees

performance, the mean value 3.4(SD=1.1) the descriptive analysis which indicated that84 (37.8%) (Appendix Table 5) of respondents agree.
The bank promotion system affect my performance positively has scored a mean and standard deviation of (3.36 and 1.1), this showsthat109 (49.1%) (Appendix Table 5) of the bank employees are near to the agreement level or moderately agree.
The finding revealed that the amount of transportation converge affect employees performance. as noted by a mean response of 3.55 with a standard deviation of 0.9, this was also reflected in the descriptive analysis 119(53.6%)(Appendix Table 5) of responded are agree. the amount of transportation converge affect employees performance.
Still on financial reward, the study revealed that the monetary or cash bonus given by the bank affect my performance as indicated by a mean response of 3.49, this was also discovered that119 (53.6%) (Appendix Table 5) of response are agreed. Means that cash bonus given by the bank affect employees’ performance.

4.2.5 Descriptive Statistics Respondents on Distribution or fairness of reward at all level
Table 4.2.5Respondents view on Distribution or fairness of reward at all level

	Distribution or fairness of reward at all level
	Mean
	Std.
Deviatio n

	I earn the same salary with others doing the same job in the bank
	3.1892
	1.12168

	The bank has highly favored better incentive scheme for employees.
	2.5225
	1.06654

	Salary increment is fair and based on my performance
	2.5270
	1.00977

	The payment structure is more favored to all employees
	2.5360
	1.20559

	Everyone have equal chance to be promoted
	3.3829
	1.21539

	Distribution of bonus to all level (both managerial &non-managerial) is fair
	3.2027
	1.18030

	The gap between salary scale of managerial & non -managerial employees is too wide
	3.7793
	1.01166

	Leave arrangement is fair to all level
	3.5225
	1.03641

	Stock Option (share ownership) is for all employees irrespective of their grade / category
	3.5090
	1.03224

	Valid N (list wise)
	
	


Source; (own survey, 2019)
I earn the same salary with others doing the same job in the bank has scored a mean and standard deviation of (3.18 and 1.1), this was also reflected in the descriptive analysis 101(45.5%)(Appendix Table 6) of responded indicted that employees are moderately agree. It

was also discovered that the bank has highly favored better incentive scheme for employees would be not encouraged to the current incentive scheme as indicated by mean response2.5 with SD=1.06 this 85(38.3%)(Appendix Table 6) of respondents are disagreed. The Salary increment is fair and based on my performance has scored a mean and standard deviation of(2.5 and 1.0). This reflected in the descriptive analysis 115(51.8%) (Appendix Table 6) of responded are disagree. Salary increment is not fair and not based on individual performance.
The finding revealed that the payment structure is more favored to all employees has scored a mean and standard deviation of (2.5 and 1.20). This reflected in the descriptive analysis 62(27.9%) (Appendix Table 6) of responded are disagree. The bank current payment structure not favor to all employees.
As shown in the above table in regard of everyone have equal chance to be promoted the mean value 3.38 (SD=1.21) which shows that110(49.5%)(Appendix Table 6) of responded are moderate agree .everyone have equal chance to be promoted in the bank.
Distribution of bonus to all level (both managerial & non- managerial) is fair has scored a mean and standard deviation of (3.20 and 1.18), this was also reflected in the descriptive analysis 102(45.9%) of responded are neutral the bank employees not know distribution of bonus to all level (both managerial & non- managerial) is fair.
There is the gap between salary scale of managerial & non -managerial employees is too wide has scored a mean and standard deviation of (3.77 and 1.01) this reflected in the descriptive analysis ’96(43.2%) (Appendix Table 6) of respondents are agree. The study revealed that Leave arrangement is fair to all level has scored a mean and standard deviation of (3.52 and 1.03), this was also in line with over 135(60.8%)(Appendix Table 6) response that agree . the Leave arrangement is fair to all level. The study revealed that there is stock option (share ownership) offered to employees as noted by mean 3.50 and SD=1.03), this shows that 85 (38.3%) (Appendix Table 6) of respondents are agreed. The bank give stock options (share ownership) irrespective of their grade / category are for all employees.

4.2.6 Descriptive Statistics Respondents on Expectation of reward and benefits
Table 4.2.6 Respondents view on Expectation of reward and benefits
	Expectation of reward and benefits of employees from the bank
	Mean
	Std.
Deviation

	Your expectation regarding loan benefit is satisfied
	3.5676
	1.10221

	The employees get enough & comparable bonus than that of other banks
	2.2207
	1.00268

	Salary increment of the bank is matched or similar to what you expect
	2.2252
	1.03500

	Do you expectation the bank applies performance based career development
	3.0135
	1.18237

	The benefits are as good as most other organizations offer.
	2.2297
	1.14014

	The bank has a clear career Development procedure.
	3.3198
	1.18873

	Valid N (list wise)
	
	


Source; (own survey, 2019)
The result regarding the expectation regarding loan benefit is satisfied shows the mean value 3.56 (SD=1.10) this reflected in the descriptive analysis 93(41.9%)(Appendix Table 7) of respondents’ are agree. Employees of the bank expectation regarding loan benefit are satisfied.
As shown in the above table on the result of employees get enough & comparable bonus than that of other banks score the	mean	value 2.22 (SD=1.00) this	reflected	in	the descriptive analysis where 102(45.9%)(Appendix Table 7) of respondents’ are disagree. The bank it not pay enough& comparable bonus than that of other banks it not sufficient amount. Salary increment of the bank is matched or similar to what you expect score the mean value
2.22 (SD=1.03) this reflected in the descriptive analysis where 108(48.6%)(Appendix Table 7) of respondents’ are disagree. The bank its Salary increment is not matched or not similar to what expect employees.
The finding revealed that do you expectation the bank applies performance based career development score the mean value 3.01 (SD=1.18) this reflected in the descriptive analysis where 72 (32.4%) (Appendix Table 7) of respondents’ are neutral. Employees of the bank does not know about the bank applies performance based career development.
The study revealed that the benefits are as good as most other organizations offer has scored a mean and standard deviation of (2.22and 1.14), this reflected in the descriptive analysis where 100(45%) (Appendix Table 7) of respondents’ are disagree. The benefits are not good as most other organizations offer the bank improve the benefit page compared to other

organization. The bank has a clear career Development procedure score the mean value 3.31 (SD=1.18) this reflected in the descriptive analysis where96 (43.2%) (Appendix Table 7) of respondents ‘are moderately agree.

4.3 [bookmark: _bookmark57][bookmark: 4.3 Correlation Analysis]Correlation Analysis
Correlation coefficient statistics measure the degree to which two sets of numbers are related. In this section, the researcher tried to accomplish the goal of the study through applying Pearson’s correlation (r) as it is the most widely used method of measuring the degree of relationship between two variables. According to Kothari (2004), correlation analysis deals with the joint variation of two or more variables for determining the amount of correlation between two or more variables. The coefficient shows the direction and magnitude of the relationships, whether it is strong, moderate, weak, positive and negative. A strong relationship has higher coefficient value whereas smaller coefficient value is an indicator of weak relationship. Similarly, according to (cited by abebualSingh 2006) for expressing the degree of relationship quantitatively between two sets of measures of variables, we usually take the help of an index that is known as coefficient of correlation. It is a kind of ratio which expresses the extent to which changes in one variable are accompanied with changes in the other variable. It involves no units and varies from -1 (indicating perfect negative correlation) to + 1 (indicating perfect positive correlation).
Accordingly the following values correlation r is closest to:
	+0.30=>a weak (positive) linear relationship
· –0.30<=a weak (negative) linear relationship
	+0.50=> a moderate(Positive) relationship
· –0.50<= a moderate (negative) relationship
· 0= No linear relationship
	+0.70=> a strong (positive) linear relationship
· –0.70<= a Strong (negative) linear relationship
· Exactly +1=>a perfect (Positive) linear relationship
· –1<=A perfect (negative) linear relationship

Table 4.3 Correlation Analysis of Independent variables

	Independent variables
	No. of observations
	Employee Performance

	
	
	Pearson
Correlatio n
	Sig. (2-tailed)

	Types Of Reward
	222
	.138*
	.040

	Attractiveness of rewards
relative to other bank
	222
	.
.247**
	.000

	Distribution of Fairness of
reward
	222
	.232**
	002

	Expectation of reward, benefits
	222
	.390**
	.000


**. Correlation is significant at the 0.01 level (2-tailed). Source; (own survey, 2019)
Pearson Correlation Coefficient was used to assess the relationship between types of reward and employee Performance. Pearson Coefficient Value Sig. (2-tailed) =.040 at 95% confidence level, and P < 0.005, this implies that there was a positive but moderately significant relationship between types of reward and performance. 13.8% of types of reward on were explained by the variation of employee Performance the bank, at r =13.8% at
0.05 level of confidence. The results are shown on the above table

As shown on the above table 4.3correlations result between employee performance and Attractiveness of rewards relative to other bank a Pearson correlation coefficient result of
0.247. This means that those independent variables have insignificant relationship and positive correlation with the dependent variable(employee performance). The positive direction indicating that, when the independent variables increase dependent variable also increases and vice versa. The relationships have also statistically significant since the p value
0.000 and 0.001 <0.05.

Pearson Correlation Coefficient was used to assess the relationship between Distribution of reward and employee Performance. Pearson Coefficient Value Sig. (2-tailed) =0.01 at 1% confidence level, and P < 0.005, this implies that there was a positive but insignificant relationship between Distribution of reward and employee Performance. 23.2% of the Distribution of rewardwere explained by the variation of employee Performance in the bank, at r =23.2% at 0.01 level of confidence. The results are shown on Table 4.3.

The above correlation coefficient table 4.3 also shows the correlation result between employee performance and Expectation of reward, benefits. In this case, the Pearson correlation coefficients between variables are 0.39withthe significant level of p=0.000. This means the variables has a strong uphill linear relationship and the value has 1% level of confidence. The value positive indication shows that, when the independent variables increase dependent variable also increases and vice versa.
4.4 [bookmark: _bookmark58][bookmark: 4.4 Regression Analysis Assumption Test]Regression Analysis Assumption Test
Before applying regression analysis, the researcher tests its assumptions like normality, linearity and multi cullinrearity.
4.4.1 Normality test
In order to determine normality graphically, we can use the output of a normal P-P Plot. If the data are normally distributed, the data points will be close to the diagonal line. If the data points stray from the line in an obvious non-linear fashion, the data are not normally distributed. As we can see from figure 4.4.1 the normal P-P plot above, the data is normally distributed.
Figure 4.4.1 normal P-P plots test
[image: ]



4.4.2 Multi co linearity analysis test:
Multico linearity is states of very high inter correlations or inter-associations among the independent variables. It is therefore a type of disturbance in the data, and if present in the data the statistical inferences made about the data may not be reliable. Multi co linearity can also be detected with the help of tolerance and its reciprocal, called variance inflation factor (VIF). The values of tolerance are less than 0.2 or 0.1 and simultaneously the value of VIF 10 and above. As table 4.13 shows the calculated tolerance value of the dimensions of the independent variable is ranging from 0.677 up to 0.731 indicate all the Tolerance values are within the acceptable level of greater than 0.1, whereas the VIF values are also less than the cut of value of 10. The fact that the Tolerance and VIF values are falling within the acceptable limit entails in this particular study multi co linearity is not a serious problem and it ispossible testing multiple regression analysis.
Table 4.4.2 Multi co linearity Test
Coefficients
	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	
	types of reward
	.677
	1.477

	
	Attractiveness of rewards relative
to other bank
	

.693
	

1.443

	
	Fairness of reward
	
.729
	
1.373

	
	Expectation of reward and benefits
	

.731
	

1.368


a. Dependent Variable: employees performance

4.4.3 Scatter plot analysis test
Scatter plot graphs the actual values the data against the values predicted by the model. The scatter plot displays the actual values along the Xaxis, and displays the predicted values along the Y-axis. It also displays a line that illustrates the perfect prediction, where the predicted value exactly matches the actual value.
Figure 4.4.3 shows the patterns in scatter plots of employee performance against the independent variables weather they have linear relation and the assumption have met. From

the graph above the straight line shows the expected linear relationship, and the points scattered around that line show how the actual data diverges from the expected. This analysis tells you at a glance how closely a set of results is correlated with a particular input, and how much variation there is from the ideal model.
[image: ]

4.4 [bookmark: 4.4 Regression Analysis]Regression Analysis
Regression analysis is a statistical method to deal with the formulation of mathematical model depicting relationship amongst variables which can be used for the purpose of prediction of the values of dependent variable, given the values of the independent variable (Kothari, 2004 cited by tizitataye 2018)
To determine the effect of independent variable on the dependent variable (employee performance) regressions analysis was conducted. Regression analysis helps in establishing a functional relationship between two or more variables and predicts the values of dependent variables from the value of independent variables. In this model, employee performance as dependent variable and types of reward and Expectation of reward and benefits, Fairness of reward, Attractiveness rewards of relative to other bank as independent variables were used.

The regressioncoefficients’analysis results are present in table 4.4.1

	Model
	Unstandardized Coefficients
	Standar dized Coeffic
ients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	2.261
	.254
	
	8.894
	.000

	
	types of reward
	-.083
	.085
	-.074
	-.985
	.326

	
	Attractiveness of rewards relative to other bank
	.073
	.070
	.080
	1.041
	.299

	
	Fairness of reward
	.083
	.074
	.082
	1.119
	.264

	
	Expectation of reward and benefits
	.244
	.056
	.320
	4.396
	.000

	
	reward management
	.074
	.057
	.092
	1.308
	.192


a. Dependent Variable: employees performance


	Mode l
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.417a
	.174
	.155
	.47207


a. Predictors: (Constant), reward management, Expectation of reward and benefits, types of reward, Fairness of reward,Attractiveness of reward relative to other bank

As illustrated in table above the value of adjusted R square is .174 Adjusted R2= .155 which means that the whole independent variables explains 17.4% of the variability of the dependent variable (employee performance).
The above table also depicts the extent to which each independent variable influences the dependent variable. The relative importance independent variable contributing to the variance of the employees’ performance (dependent variable) was explained by the standardized Beta coefficient. The beta values of the independent variables i.e. types of reward, Attractiveness of rewards relative to other bank ,Fairness of reward, Expectation of reward and benefits  and  reward management   are  .-0.78  .080,  .084,  .320  and
.092respectively. The result obtained from the regression analysis showed that Expectation of reward and benefits of the organization is more significant and statistically meaningful when compared with the other variables in terms of employees performance. This can be understood as a meeting expectation of reward and benefit of employees was increase employees’ performance by .320 which is significant

[bookmark: _bookmark59][bookmark: CHAPTER FIVE]CHAPTER FIVE
[bookmark: _bookmark60][bookmark: SUMMARY, CONCLUSIONS AND RECOMMENDATIONS]SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
This chapter provides discussions, conclusions and recommendations based on the results and findings on the effect of reward on employee’s performance in case of ABAY BANK. The findings were based on the respondents’ questionnaires based on the research questions.  This chapter therefore provided the researcher’s discussion on the findings of the research as compared to analysis of the literature review based on the purpose of the study. The conclusions and recommendations were provided in this chapter
5.1. [bookmark: 5.1. Summary of Major Findings][bookmark: _bookmark61]Summary of Major Findings
After analyzing the primary data collected, the study revealed that there were large number of male respondents (n=134,) which is 60.4% of the sample showing that the bank is dominated by male employees.116 (52.3%) of respondents are single. The bank had 43.7%, n=97) were between the ages of 27 and 30 years old. It was also revealed that a high number of respondents were degree holders n=183,(82.4%). n=91(41.0%) of the respondents had work experience from 1 to 3 years. signifying that the bank had so many new employees.192 (86.5%) of the employees non-managerial position. The salary range is 95 (42.8%)of respondents are between salary range of 7001- 11000 ETB.
Generally the pay scale of the bank & reward management policy does not consider market value and inflation rate respectively because of this respondents are not motivated for better performance.
with regards of the type of reward, the bank provide financial rewards and extrinsic Reward like bounce, transportation allowances but not non-financial rewards is given without promotion and the bank not give at satisfy amount of benefits and incentives. finally the effect of reward on employees performance in the bank have Positive effect means that the employees of the bank is encourage if pay bounces, benefits, incentives but the amount is not satisfy because of this employees not motivated for better performance.
Generally the pay and bonus of the bank is not satisfied the employees and not compared to the market. The medical coverage is attractive for the employees but not insurance, benefits and transportation allowance.  The bank allows purchasing share for

employees but employees not know or neutral there is no information to purchase share in the bank. The bank was not concerned with the development needs of the employees and did not sponsor them for Training programs that addresses their competency gaps. With regard of the management recognizes employees’ efforts towards achieving the bank’s objectives 50% of respondents agree. The study discovered that the bank has a profit sharing mechanism for all the respondents indicated neutral.

The study discovered that 52.7% of the respondents indicated that Salary adjustment or increment affect my work performance then most employees are agree. The bonus plan encourages to perform better40.5%of respondents are agree. The study further revealed that majority which is 42.8% of respondents are agreeing this indicated that the bank’s bonus payment is performance based. With regard of the existing of benefit package (medical coverage, paid vacation time, insurance coverage) are motivating employees to perform optimally (maximum) 36% of respondents disagree. The study discovered that bonus payment and profit sharing of the bank affect my work37.8% of the respondents agree .The study discovered that the bank promotion system affect my performance positively. 49.1% of the respondents agree. The study discovered that the amount of transportation converge affect my working performance 53.6% of the respondents agree. The study discovered that the cash bonus give by the bank affect employees performance45.5% of the respondents agree.
The study discovered that I earn the same salary with others doing the same job in the bank45.5% of the respondents moderately agree. With regard of the bank has highly favored better incentive scheme for employees 38.3%of the respondents disagree. Indicate that the bank is not giving better incentive scheme for employees. The study further revealed that majority which is 51.8% of respondents are disagreed. this indicated that the Salary increment is not fair and not based on my performance. The study discovered that 27.9% of the respondents disagree indicated that The payment structure not is more favored to all employees.
The fairness of reward, benefits and incentive is not favored to all employees . The pay gap between managerial and non-managerial position is too wide. Leave arrangement, providing of incentives is moderate and fair Distribution of bonus and promoted. The bank gives Stock Option (share ownership) for all employees irrespective of their grade / category respectively.
With regard of the expectation of loan benefits the employees of the bank is satisfy, the bonus payment and other benefit without loan relatively to other banks not satisfied , and

expectation of salary increment and actual increment of salary are dissatisfied employees of the bank. On the other hand the bank clears career development procedure.
The values of Correlation Coefficient in case of significant relationship vary from lowest .138** to highest .390**. The lowest value corresponds with types of reward while highest value is for Expectation of reward, benefits. Expectation of reward, benefits are highly relating with employees’ performance.
The regression analysis done to ascertain the extent to which the variables mentioned explain the variance in employee performance. The value of Adjusted R2=.155 which indicates 15.5% of variance in employees’ performance is explained by the independents variables. The standard coefficients of Beta show that while observing the extent to which each independent variable influences the dependent variable, the beta values of the independent variables i.e. Types of reward-0.78, Attractiveness of financial & non-financial rewards 080, Fairness of reward, 084, Expectation of reward and benefits and reward management are .320 and .092 respectively.
5.2 [bookmark: _bookmark62][bookmark: 5.2 Conclusions]Conclusions
From the findings, the researcher conclude that the effects of reward on employee performance dominant importance. Essentially, what came out from the study is that reward are the most important in employees performance. But, the study discovered that the bank does not have appropriately structured, well selected, implemented and checked reward to meet up with the current dynamic rate of the business trends.
with regards of the type of reward, the bank provide financial rewards like salary, bonus, allowance, medical reimbursements but not provide non-financial rewards without promotion. this are motivators that refers to monetary helps to satisfy the physiological and security needs and extrinsic rewards. finally the effect of reward on employees performance in the bank have positive effect but the amount is not satisfy because this not motivated for better performance.
The attractiveness of financial & non-financial reward of the bank relatively to other banks is not satisfied like salary, pay value, insurance coverage, and transportation allowanceand bonus. The medical coverage benefits are attractive for the employees. The bank allows purchasing share for all employees. The bank was not concerned with the development needs of the employees and did not sponsor them for Training programs that addresses their competency gaps.

In general the fairness of reward, benefits and incentive is not favoured to all employees this affect employees performance. The pay gap between managerial and non- managerial position is too wide. Leave arrangement and providing of promotion are moderate and give Stock Option (share ownership) for all employees irrespective of their grade / category.
With regard of the expectation of loan benefits is satisfied but employees bonus relatively to other banks and expectation of salary increment and actual increment of salary is differ it creates dissatisfaction among the employees by the bank. Over all the bonus and salary, benefits and incentives affect employees’ performance.
According to correlation relationship between variables there is a positive and significant relationship between the independent and the dependent variables (Employees’ performance). And also it has been observed that employees consider both financial and non-financial reward to stay with the company and perform better. The regression analysis value of adjusted R square also shows that 15.5% variance in employees’ performance is explained by those independent variables.
5.3 [bookmark: 5.3 Recommendations][bookmark: _bookmark63]Recommendations
Human resources are generally regarded as the most important asset in an organization. It is people who provide experience, talent, skills and knowledge necessary to achieve the organizational goals. The survival or progress of an organization depends on its ability to identify, select, train and retain the right people.
From this study it was observed that there is a direct and positive relationship between reward and employee performance which means that the total rewards are directly proportional to employee performance. This indicates that the variation in total reward necessarily results a variation in the level of employee performance. This shows that management the bank have to use of different tactics, strategies and policies to improve the level of performance of employees in the organization.

Based on the finding and analysis of the study, the following recommendations are proposed:-
· According to the study the bank mostly provide financial rewards but not attractive Therefore the study recommends the bank to provide attractive amount of financial reward when come to non-financial rewards the bank does not give sufficient level of non-finical reward without promotion then the bank give advice to improve it.
· The bank should maintain its strength on its rational and fair payment system the salary/pay grade compete in the market and to narrow too wide gap of salary between managerial and non-managerial positions. Too wide gap of salary between managerial and non-managerial position leads the bank to assume the average salary of the bank is bigger than event in the market but not actually because the average salary expense of the bank is rise because of too wide gap between managerial and non-managerial pay grade therefore the researcher recommend the bank to use pyramid structure salary adjustment.
· The person who works in the bank industry the main benefit is loan benefit, the researcher recommend the bank give better loan benefit to employees then continued by this strategies .A salary system advised to design to promote internal salary equity as well as external salary equity (based upon salary comparisons among individuals in similar positions from similar Banks). The bank meets employees’ expectation like benefits, incentives, bonuses and salary increment reasonable time period.
5.4. [bookmark: 5.4. Limitations of the Study][bookmark: _bookmark64]Limitations of the Study
Beside researcher’s lack of experience for the study, the following points are limitations the Researcher had faced while conducting the study:
· Respondents were suspicious and reserved to communicate freely and openly for the questions
· Lack of willingness of the employees regarding filling out the questionnaires or providing the required data with care and being unable to return the questionnaire on time.
· Due to time and Budget Constraints, the research was limited on the scope.
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