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Abstract
This study was designed to examine the effect of compensation on employee’s performance in banking industry, a case study of access bank plc. A cross sectional survey design as the research methodology as well as structured questionnaire was distributed to forty four staff of Access Banks Plc. With the aid of regression analysis were utilized as the analysis technique, aided by statistical package for social sciences. Findings from the research revealed that compensation relates positively and significantly with employee performance, as it has significant impact on job satisfaction, employee productivity and employee efficiency. Therefore, it was recommended that compensation is a strategic tool management can leverage on to enhance employee performance and it should be positively utilized as a veritable tool to improve motivation to work better. 
Keywords: Compensation, employee performance, job satisfaction, employee productivity, employee efficiency.
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CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND TO THE STUDY 
Compensation processes are based on Compensation Philosophies and strategies and contain arrangement in the shape of Policies and strategies, guiding principles, structures and procedures which are devised and managed to provide and maintain appropriate types and levels of pay. benefits and other forms of compensation (Bob, 2011). This constitutes measuring job values, designing and maintaining pay structures, paying for performance, competence and skill, and providing employee benefits. However, compensation administration is not just about money. It is also concerned with that non- financial compensation which provides intrinsic or extrinsic motivation for employees to improve in their performance (Bob, 2011). 
Compensation Implies having a compensation structure in which the employees who perform better are rewarded much more than the average performing employees (Pearce, 201 0).Compensation Administration is concerned with the formulation and implementation of strategies and Policies that aim to compensate people fairly, equitably and consistently in accordance with their value to the organization (Armstrong, 2005). The task in compensation administration is to develop policies and procedures that will attain maximum return on Naira spent in the terms of attracting, satisfying, retaining and perhaps motivating employees (Anyebe, 2003). 
Over time it has been a case in some organizations that their employees are under-remunerated or that some organizations do not have good compensation administration programs. This could be that employee promotion does not come in time, or that their pay packages are not commensurate to the work they have done for the organization (Fein, 2010). At times, this could be a deliberate act by management in other to frustrate the employees or that the management lacks the required managerial capabilities to effectively administer a compensation administration program (Dyer & Schwab 2004). Gone are those days when such issues can be condoned or accepted by the employees, and therefore there is a need to tackle the problem head long so that employees can bring out their best in terms of performance in order to boost their productivity. Compensation is one of the key drivers of productivity because humans are naturally inclined to perform better when they perceive that they will get sufficient payment or returns from their efforts. While people exert effort for different reasons, today’s competitive economic environment coupled with the consumer society has made compensation arguably the most important motivation factor. Most people are motivated by money at least for their basic needs and wants. Compensation in any form is the most obvious extrinsic reward; it provides the carrot that most people want (Armstrong, 2008). DeNisi and Griffins (2008) defines compensation as the set of rewards that organizations provide to individuals in return for their willingness to perform various jobs and tasks within the organization. 
Over time it has been a case in some organizations that their employees are under- remunerated or that some organizations do not have good compensation administration programs. This could be that employee promotion does not come in time, or that their pay packages are not commensurate to the work they have done for the organization (Fein, 2010). At times, this could be a deliberate act by management in other to frustrate the employees or that the management lacks the required managerial capabilities to effectively administer a compensation administration program (Dyer, & Schwab 2004). Gone are those days when such issues can be condoned or accepted by the employees, and therefore there is a need to tackle the problem headlong so that employees can bring out their best in terms of performance in order to boost their productivity. 
To this end, this research work investigate the effect of compensation on employee’s performance in banking industry 
1.2	STATEMENT OF THE RESEARCH PROBLEM
While compensation is arguably one of the key drivers of for productivity and one of the most studied areas, doubts have been cast by Armstrong (2008) on the effectiveness of compensation. He argued that, while lack of it causes dissatisfaction, its provision does not result in lasting motivation. The effects of compensation on productivity vary from organization to organization.  
Most people are motivated by money at least for their basic needs and wants (DeNisi and  Griffins, 2008). Employee productivity through compensation can be in several forms including salary raises, performance bonuses, commissions, profit sharing and other extra benefits such as vacations, cars and other tangible items that are used as rewards (Campbell, 2007). These compensation systems can be categorized as direct financial payment and indirect financial payments (Dessler, 2004). 
Nelson and Spitzer (2003), states that in today’s work environment, there is more change and uncertainty, there is increased need for empowered employees, there is decline in traditional incentives, there is rise of nontraditional incentives and there is increased use of variable compensation. Studies have also shown that compensation programs and the methods of administration affect employee productivity (Bowen, 2000). Many researchers have focused on satisfaction, recognition, appreciation and work environment as employee motivators in different organizations (Kosgei, 2011). Organizations have invested heavily in benefits, learning and development and work environment for the sake of their employees so as to achieve the set objectives or goals of the organization (Pesaler, 2008).Very little attention has however been paid to factors which drive employee productivity. The studies that have been conducted have totally neglected this area of research. It is not clear whether productivity is actually achieved when employees get compensation. There has not been such a study carried out in the Access Bank of this nature. Therefore, this study attempted to close this gap by bringing to light and giving a clearer understanding of the influence of Compensation on employee productivity Access bank Nigeria plc. 


1.3	RESEARCH QUESTIONS
i. Is there significant relationship between direct financial compensation and employees’ performance?
ii. Is there significant relationship between indirect financial compensation and employees’ performance?
iii. Is there significant relationship between non-financial compensation and employees’ performance?
1.4	OBJECTIVES OF THE STUDY 
The general objective of this study is to examine the effect of compensation on employee’s performance. Specific objectives are:
i. To examine the significant relationship between direct financial compensation and employees’ performance
ii. To assess the significant relationship between indirect financial compensation and employees’ performance
iii. To establish the significant relationship between non-financial compensation and employees’ performance
1.5	RESEARCH HYPOTHESES
Ho1:	There is no significant relationship between direct financial compensation and employees’ performance
Ho2:	There is no significant relationship between indirect financial compensation and employees’ performance
Ho3:	There is no significant relationship between non-financial compensation and employees’ performance 
1.6 SIGNIFICANCE OF THE STUDY	 
The findings of this study can benefit to the management of Access bank. The management of the target companies are able to identify the gap between their compensation package and its impact on employee productivity to make corrective action and better decision in the future on their compensation system for their workers and the company. For other similar industry, too it uses as a reference for other companies who are trying to improve their compensation package for their workers and company. For Scholars and Researchers it add to the existing field of knowledge on compensation and productivity and provide scholars with the necessary literature review to carry out further research. 
	This study will also help the organization to know that adequate compensation plays a significant role in the economic, social and psychological well being of employee; it also will serve as enlightenment to the employer on the importance of remuneration and better ways of compensating employee. 
1.7	SCOPE OF THE STUDY 
The scope of this study will not be limited to field work alone but will also be supplemented by a review of previous research work, contributions in magazines and various professional journals irrespective of the subject matter. 
The study would cover both the positive and negative effect of compensation on employees’ performance in banking industry at Access bank plc. 
1.8	DEFINITIONS OF KEY TERMS 
Compensation:  This is the package of quantifiable rewards an employee receives for his or her labor. It includes three components: base compensation, pay incentives and indirect compensation benefits. (Gomez et at, 2012).
Productivity: This is the individual output; this may be in the form of units per person or revenue generated per person (Arnstrong, 2008). 
Compensation Administration: This is a compensation structure in which the employees who perform better are paid more than the average performing employees (Hewitt, 2009). 
Financial compensation: This is’ a direct compensation consists of the pay an employee receives in the forms of wages, salaries, bonus or commission (Dessler, 2008). 
Indirect financial compensation: is a benefit consisting of all financial rewards those are not included in direct financial compensations (Dessler, 2008). 
1.10	Organization of the study
This Study consists of five chapters. Chapter one consists of back ground of the  Study, Statement of the Problem, Objectives of the Study, research questions, Significance of the Study, Delimitations of the study, Limitation of the study and organization of the thesis. The second Chapter deals with theoretical& empirical literature review and the third chapter presents research design and methods which consists of research design, research sample selection, data collection procedures .chapter four deals with data analysis and presentation the fifth chapters presents summary of findings , conclusions and recommendations respectively. 

















CHAPTER TWO
LITERATURE REVIEW
2.1. CONCEPTUAL REVIEW 
2.1.1	Concept of Compensation Strategy and Employee Performance
Compensating employees is associated with the motivation of the workforce of organization for better performance. However, what type and mix of compensation strategies to use is a challenge for the organizations. Several studies have demonstrated compensation have positive impact on the employee’s health and work place safety. It is one of the factors that sought increase employee’s engagement in the work place, which is the key element in the work performance among employees (Furtado et al. 2015; Lawler and Worley, 2016; Ong and Teh, 2012). 
The rationale behind the use of various components of compensation to employees is that motivated employees become satisfied in terms of fulfilling their wants, both financial and non-financial thus demonstrate improved performance. Failure to do so. Employees will be tempted to leave the organization (Azasu, 2017). On one hand, employees prefer receiving intrinsic rewards in terms of praise and recognition for certain work accomplishments, while other employees are happy with extrinsic reward in terms of salaries, bonus and incentive offered to employees in order to enhance their performance (Sajuyigbe, Bosede and Adeyemi, 2013). It is therefore clear that subjecting employee to various compensation strategies motivates them and consequently a replica to an improved performance. The study at hand therefore looked at the effect of salary on the performance of employees, the effect of benefits on employee performance and the effect of recognition on employee performance. 


2.1.2	Salary and Employees’ Performance 
Basic salary is a fixed periodical payment for non-manual employees usually expressed in annual terms, paid per month with generally no additions for productivity (Braton and Gold, 2013). It is important to note that compensation is not all about money. It is a symbol of what an organization believes is valuable that can boost the performance of employees. It specifically communicates the extent to which an organization values its employees. Bohan (2014) explains that traditional pay systems were based on the three factors: the job, maintaining the level of equality in standard pay among employees in the organization, and paying competitive salaries.
Swanepoel (2013), describes that employees were rewarded according to the position held without considering their performance. The increments in basic pay depended on internal and external assessment of jobs. Dralke (2012) emphasis this point by pointing out that money can increase employee performance but this is often limited to short term increase. On the other hand, DeNisi and Griffin (2014) argues that in general higher levels of pay and more attractive benefits tend to result in greater satisfaction thus promotes employee performance, a point that is affirmed by Bretz and Thomas (2012) who stated that pay dissatisfaction reduce employee performance and morale. In support, Clegg and Birch (2012) argues that “pay peanuts and you will get monkeys”, and in addition to that they said that if you show that you value people by paying a reasonable wage then they appreciate, it. 
According to Armstrong (2016), good practice requires employers to keep pace with inflation by rewarding employees with salaries that are market related to avoid strikes and poor performance by workers. Nowadays, organizations are under financial strain with salaries continually rising and becoming a major fixed expense. According to Livingstone (2015), regardless of basic pay inefficiencies, it remains a rule that employees should be paid at, or above market rates as negotiated by labor unions who are concerned with the welfare of employees. In a competitive market, higher basic pay is used for attracting and retaining employees who already have experience to improve their performance. Otherwise contradicting this rule has negative consequences on the part of the organization. It is thus factual that pay communicates commitment to employees, and is used as the baseline for assessing other pay systems such as skill and competency pay. 
2.1.3	Benefits and Employees’ Performance 
Dessler (2016), defines benefits as indirect financial and non-financial payments employees receive for continuing their employment with the company. Bernardin (20l3) defines benefits as indirect forms of compensation that are intended to maintain or improve the quality of life for employees. Indirect financial rewards come in form of subsidized benefits such as retirement plans, paid sick leaves and purchase discounts. Gomez et al. (2012) also says that benefits are sometimes called indirect compensation as they are given to employees in form of plan rather than cash to improve their performance; they provide security for employees and their family members. As indicated by Dessler (2016), indirect financial rewards that could enhance employee performance come in form of subsidized benefits such as retirement plans, paid sick leaves, bonuses, incentives, allowances and purchase discounts. 
Employee benefits have equally been classified widely according to different authors and the context of circumstance. Cascio (2015) for example classifies benefits into four basic types, namely; supplemental pay benefits, insurance benefits, retirement benefits and personal service and family-friendly benefits. Supplemental pay benefits provide for time not worked, they include: unemployment, insurance, vacation and holiday pay, severance pay and supplemental unemployment benefits. Insurance benefits include, worker’s compensation, group hospitalization, accident and disability insurance; and group life insurance. Retirement benefits include social security and pension plans. Personal service and family-friendly benefits include food services, recreational and child and child-care opportunities, legal advice, credit unions, educational subsidies and counseling. All these benefits put together enhances employee performance in an organization. 
Cole (2012) classifies employee benefits into three key categories, security benefits like pension and life insurance, work related benefits like subsidized meals and special training opportunities and finally status-related benefits like prestige car and entertainment allowance. DeNisi and Griffin (2014) argues that although most of the above named benefits are designed for all the employees in an organization with varying levels, some organizations have developed a cafeteria style benefit plan which allows the employees to choose the benefits that fits them. Such organizations believe that offering employees” freedom to choose benefits that befits them is tantamount to their satisfaction and a high probability of reciprocating the overall company loyalty to them by demonstrating exemplary performance.
2.1.4	Recognition and Employees’ Performance 
Recognition as an intrinsic reward is defined as ratification, confirmation or an acknowledgment that something done by another person in one’s name and one’s authority (Danish et al., 2016). According to Nel et al (2011), intrinsic rewards like recognition, growth, feedback, opportunities lead employees more towards high job performance and motivation than extrinsic rewards like salary. Robbins (2014) described that through the recognition employees get appreciation of status which make them feel part of an organization. Barton and Gold (2013) described that recognition is considered the most important factor among non-financial rewards in order to increase job satisfaction level of employees and thus their performance. Romano (2Ol3)pointed out that recognition is the component that is used to strengthen the relationship between organization and people. Through, the recognition employee feel rewarded and motivated. He states that giving recognition to the employees’ competitive advantage can be achieved and consequently improved performance. 
Lawler (2013), suggested that the well-being of any organization depends on how its human resource is treated. Organizations achieve its well-being through giving rewards and recognition to its employees to enhance their performance. Andrew (2016), described that employees become more loyal to their organization and perform much better if the organization recognizes and appreciates their work in terms of certification, verbal appreciation among other components. Organizations are missing the very valuable component in the organization that is recognition. Sarvadi (20l5), however says that the cost of practical implementation of this component is very low in many organizations. Through recognition, employees are being realized that they are valuable for organization and employees feel appreciated through recognition. 
Nelson and Spitzer (2013), posit that people of fresh blood are more energetic and dynamic so they want recognition regarding their work than others and this could improve their performance. Recognition can be provided through involving employees in decision making, by increasing their responsibility, by showing empathy towards them and provide them with succession planning and different opportunities to get high designation. Robbins (20l3), described that Maslow”s theory tells about the self- esteem need of employee. ‘This theory shows that recognition, status, development and growth are the factors which lead to motivation and ultimately leads toward job satisfaction and finally employee performance. Herzberg theory indicated that recognition is one of those motivating factors which lead employees from dissatisfaction to satisfaction on the task assigned and thus enhancing their performance. 
2.1.5. Components Of Compensation System 
Human Resource is the most vital resource for any organization. It is responsible for each and every decision taken, each and every work done and each and every result. Employees should be managed properly and motivated by providing best remuneration and compensation as per the industry standards. Compensation is the remuneration received by an employee in return for his/her contribution to the organization. It is an organized practice that involves balancing the work-employee relation by providing monetary and non-monetary benefits to employees. Compensation is an integral part of human resource management which helps in motivating the employees and improving organizational effectiveness. 

Compensation System:
Compensation systems are designed keeping in minds the strategic goals and business objectives. Compensation system is designed on the basis of certain factors after analyzing the job work and responsibilities.

Components of compensation system are as follows: 
Compensation provided to employees can direct in the form of monetary benefits and/or indirect in the form of non-monetary benefits known as perks, time off, etc. Compensation does not include only salary but it is the sum total of all rewards and allowances provided to the employees in return for their services. If the compensation offered is effectively managed, it contributes to high organizational productivity. 
a.	Direct Compensation: 
Direct compensation refers to monetary benefits offered and provided to employees in return of the services they provide to the organization. The monetary benefits include basic salary, house rent allowance, conveyance, leave travel allowance, medical reimbursements, special allowances, bonus, Pf/Gratuity, etc. They are given at a regular interval at a definite time. 

b Indirect Compensation: 
Indirect compensation refers to non-monetary benefits offered and provided to employees in lieu of the services provided by them to the organization. They include Leave Policy, Overtime Policy, Car policy, Hospitalization, Insurance, Leave travel Assistance Limits, Retirement Benefits, Holiday Homes. 
2.1.6. Managing Employee Compensation 
Compensation continues to be influenced by several factors that are producing some important trends in compensating workers. One of such trends is aligning wages to the organizations goals. Others include tailoring compensation to the needs of employees; better salary, and pay equity (Fisk 2001). Various existing theories to support this argument have been identified and one of such is the Reinforcement theory which is propounded by B.F. Skinner. This theory holds that individuals can actually be motivated by their work environment when it is properly developed. Hence, rather than considering internal factors such as attitudes. feelings, impressions and other cognitive behaviour, employers should keep on making positive changes in the external environment of the organization. It emphasizes the importance of a person’s actual experience of a reward, and the implication of this for compensation management is that high employee performance followed by a monetary reward will make future high performance more likely. 
Another theory that is relevant to the study is the Expectancy theory propounded by Victor Vroom. This theory though focuses on the link between rewards and behaviour too emphasizes expected rewards rather than experienced rewards. In other words, it is mainly concerned with effects of incentives. It stresses that behaviours (job performance) can be described as a function of ability and motivation while motivation is a function of expectancy, instrumentality, and valence perceptions. Expectancy perceptions often have more to do with job design and training than pay systems. Although this theory implies that linking an increasing amount of rewards to performance will increase motivation and performance, some authors have questioned this assumption, arguing that monetary rewards may increase intrinsic motivation. 
Extrinsic motivation depends on rewards such as pay and benefits, which are controlled by an external source whereas intrinsic motivation depends on rewards that flow naturally from work itself. Therefore, while it is important to keep in mind that money is not the only effective way to motivate behavior, and that money rewards will not always be the answer to motivation problems, it does not appear that monetary rewards run much risk of compromising intrinsic motivation in most work settings. 
Another theory relevant to the study is the Equity Theory and Fairness, propounded by John Stacey Adams as Equity Theory but was later on advanced by Elaine Hatfield and her colleagues, which is now known as Equity Theory and Fairness. This theory which probably came as a result of continuous agitation for fair and equitable wages for all workers is the bedrock on which this study hinges. The theory which is divided into two suggests that people evaluate the fairness of their situations by comparing them with those of other people. According to this theory, a person (P) compares his/her own ratio of perceived outcomes (0 = pay benefits, working conditions) to perceived inputs (I = effort, ability, experience) to the ratio of a comparison other (0) — external inequity pay. The main implication of this theory for managing employee compensation is that to a large extent, employees evaluate their pay by comparing it with what others are pa.id, thereby influencing their attitude to work by such comparisons. 

2.2. THEORETICAL REVIEW 
2.2.1. Resource based View Theory 
Within the resource-based view (RBV) of the firm, which advocates that an organization can gain competitive advantage by attracting and retaining best human resources, universalistic and contingency HRM-performance linkage models have been either theoretically or empirically developed (Wood, 1999). The universalistic model suggests that a specified set of HRD practices (the so called “best practices”) will always produce superior business results whatever the accompanying circumstances. The contingency model argues that an organization”s set of HRM policies and practices will be effective if it is consistent with other organizational strategies. There is no consensus amongst researchers regarding which model is the predominant one (Wood, l999).With respect to the HRD-performance linkage model building literature, although Wimbiscus (1995) supports the view that HRD lacks a unifying model that may be used to understand HRD issues, most current HRD models are following the universalistic rather than the contingency perspective (Kuchinke, 2003). Training (Holton & Naquin, 2005) and employability (Garavan, McGuire & O”Donnell, 2004) are assumed to be the basic ‘components for people to acquire competencies that in turn will significantly improve organizational performance. There is a small number of authors, most notably Snell, Lepak, & Yound (1999). who advocate that investment in human resources may be contingent on the specific characteristics and contribution of groups of employees to the organization. In analyzing the impact of HRD on organizational performance each of the HRM performance linkage models developed complements the others by adding constructs, variables or relationships (Alcazar, Fernandez, & Gardey, 2005). 
2.2.2	Human Capital Theory
Resick (2007) states that human capital signifies the combined intelligence and experience of staff as a source of competitive advantage that cannot be imitated by rivals. This theory has implications thus for attracting, engaging, reward and developing people in organizations. The theory has cross cutting significance in HRD practices. In the context of public sector, because some of the HRD practices in this research are meant to ensure that the performance of employees at County Government. The theory has criticized as not addressing other underlying components of employee performance. Scholars have argued that ultimately, if’s only the characteristics that enhance employee performance that should be used to address HRD practices. The theory is relevant in this study. This is because it considers intelligence and experience of staff. This means that those with desired intelligence and experience are able to develop in an organization with much ease. 
2.2.3. Ability, Motivation, Opportunity Theory (AMO Theory) 
Expectancy theory of motivation explains the link between motivation and performance. The theory proposes that performance at individual level depends on high motivation, possession of the necessary skills and abilities and an appropriate role and understanding of that role (Savaneviciene & Stankeviciute. 2010). It is a short step to specify the FIRM practices that encourage high skills and abilities, for example careful selection and high investment in training; high motivation, for example employee involvement and performance-related pay; and an appropriate role structure and role perception, for example job design and extensive communication and feedback. Different HR practices/policies have many effects on ability, motivation, and to some degree, ability requirements/opportunity (Katou, 2008). Recruitment and selection, training and development policies are expected to have their primary effect on ability (and related expectancy motivation perceptions). Job design and job analysis primarily determine ability requirements/opportunity and to some degree, (intrinsic) rewards offered. Compensation has its primary effect on rewards offered and instrumentality perceptions (motivation). The AMO theory claims, there will be enhanced performance if the work environment provides the necessary support (for example through functioning technology) (Musah, 2008). Whitener (2001),argued that the organization may adopt a high-commitment strategy, including employment practices, appraisal, competitiveness, fair compensation, and comprehensive training and development in order for employees to have high commitment and motivation. This theory implies that an organization’s HRD practices should speed up development for those staffs with high ability and motivation whenever an opportunity arises. This means that those with high ability and motivation should be given priority over those with lower ability and motivation. 
2.2.4. Expectancy Theory 
According to Armstrong (2010), in the expectancy theory, motivation is likely to be when there is a perceived and usable relationship between and outcome, with the outcome being seen as a means of satisfying needs. In other words, there must be a link between a certain reward and what has to be done to achieve it. This theory is very important in the context of this research. It is instrumental especially when designing performance-based employee welfare programmes. In the Kenyan context, the public sector in particular the County Government depends entirely on civil servants to provide services to the public. Balancing competitive rewards and improved employee performance must be of key significance to the County Governments. The latter need to design performance performance-based employee welfare programmes so as to ensure civil servants continue. This theory argues that there must be clear procedure for development. It is this procedure that employees will compare against their qualifications to see if they can develop in an organization or not. This theory helps explain why an organization’s staff would feel confident that they can grow in the same organization, hence remain there, or seek development elsewhere by going there leading to exit of staff. 
2.3. EMPIRICAL STUDIES
Afriyie (2020), investigated the effect of compensation on employee’s performance Accra Technical University:  Ghana. Descriptive survey design was used for the investigation. A simple random sampling technique was used to sample 40 respondents out of a total population of 57 Administrators of which 35 responded to the twenty item questionnaire. Frequency tables were used to present the responses. The main conclusions were that administrators were not attracted by the monetary aspect of compensation but rather management sensitivity to their needs. We also find that, housing loan and accommodation are the most crucial needs. The recommendation was that Management should create another form of set-off package alongside with the one in the condition of service to encourage workers to put up their best. 
Tshwarelo (2018), investigated the impact of compensation on the performance of employees. A qualitative research methodology was employed in order to understand the fundamental relationship between compensation and performance of employees at Bank X in Mpumalanga. A sample of fifteen (15) respondents at Bank X was selected for the interviews using the non probability purposive sampling technique. The data analysis was based on measuring how data was collected from the open-ended questionnaire and analysed. The results indicated that the majority (60%) of employees of Bank X in Mpumalanga viewed compensation and rewards to be important in motivating them to perform and only 20% disagreed with the notion. In addition, the results imply that the majority (67%) of Bank X employees are motivated to perform better when rewarded by compensation. It was concluded, therefore, that performance and motivation are undoubtedly linked. The rewards that drive both of these may be very different and there is no universal system that can adequately be applied across the board. This study recommends that the salary of the employees should be commensurate with the task they carry out, that is, pay should be related to individual performance. The management of Bank X in Mpumalanga 
Kinami (2017) established the effect of compensation strategies on employee performance: a case study of Mombasa Cement Limited. The study utilized three research objectives. The first being to determine the effect of salary on the performance of employees, secondly, to find out the effect of benefits on the performance of employees and to establish the effect of recognition on the performance of employees. The study used survey research method. The population of this study was all employees of Mombasa Cement Limited based at the headquarters, Athi River, who totaled to 153. A stratified sampling technique was used to select respondents. This research study used questionnaires as the primary research instrument for the collection of data from the selected respondents. Quantitative data collected was analyzed, presented and interpreted using descriptive statistics. Statistical Package for Social Sciences (SPSS) version 20 was used to analyze quantitative data into descriptive statistics such as means, standard deviation, frequencies and percentages. For advanced analysis, the study used Pearson correlation method which evaluated the linear relationship between two continuous variables in the study. The study found that reasonable salary, benefits in form of bonuses and allowances and recognition through certification or verbally promoted employee performance. 
Quresh, Zaman and Shah (2013), conducted a study on direct relationship between extrinsic rewards, intrinsic rewards and the employees” performance among cement companies in Pakistan. The study collected data using formulated questionnaires which was used to gather data from over 100 employees. The data was then analyzed by use of SPSS. The analysis method was based on regression and descriptive statistics. The study found that recognition techniques (approaches) used in cement factories are good for the maximum performance of employee’s. The study also established that wages and bonuses promote employee performance in the cement factories in Pakistan. This research examined the relationship between extrinsic rewards, intrinsic rewards, financial rewards and social recognition rewards and organization performance, while the current study specifically examines the effect of recognition, salary and benefits on employee performance.


CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
	This section would discuss the procedures for which this study is undertaken. It includes the research design, population of the study, sample size, sample techniques, research instruments and method of data analysis.
3.2	RESEARCH DESIGN
	The research design that is employed for this study is survey research design. This method is to get the perceptions of the employees to fully express their opinion on the study. The method would also allow data collection from a sample to be drawn from a given population.
3.3.	POPULATION OF THE STUDY
	The population for this study comprises staff of Access Bank Kwara Poly Branch which is totaled fifty (50). 
3.4	SAMPLE SIZE AND SAMPLING TECHNIQUES
	The sample size for this study is drawn from the entire population of the institution which is 50. The required sample size for this study shall be derived using the Taro Yamane (1967) Formula, as stated below;
Formula n = 
where
n = desired sample size
	N = population size
	e = margin error
For the purpose of this research study, the margin of error is taken to be 5%. From the total population of N = 50, this implies the e = 0.05. Using the Yamane Formula, substituting into the Yamane’s Formula, hence the sample size for the research study is computed below as;
n =	        50
	1+50(0.05)2

=	        50
	1+50(0.0025)

=	        50
	1+0.125)

=	        50
 	     1.125)
n  = 44
This implies that a sample size of 44 will be required in this study to achieve a 95% precision from utilizing information and data collected from the sample.
The sampling technique employed in this research is the simple random sampling techniques. This is to enable the study to obtain reasonable conclusion from which generalization shall be ascertained from the Staff
3.5	METHOD OF DATA COLLECTION
	The method that shall be used for this study is primary data. The data shall be collected through the administration of questionnaires.
3.6	RESEARCH INSTRUMENTS
	The research instrument that shall be used for this study is the questionnaire. The questionnaire is structured in accordance with the stated research questions and hypothesis. The questionnaire is divided into two sections. Section A comprises of questions relating to the demographic characteristics of the respondents, while section B comprises of questions relating to the topic.
3.7	METHOD OF DATA ANALYSIS
This study shall employ descriptive method on the first part of data analysis. The descriptive analysis involves the use of frequency tables and percentage in presenting the data collected from the questionnaire administered to the respondent. The second part of the data analysis shall involve the use of correlation and regression analysis using SPSS version 23. The rational for using Regression Analysis was because it is a statistical tool that does not only explore the relationship between two or more variables but also assessing the contribution of individual predictors in a given model.
3.8	THE HISTORICAL BACKGROUND OF THE CASE STUDY
Over the past 26 years, Access Bank Plc. has evolved from an obscure Nigerian Bank into a world-class African financial institution. Today, we are one of the five largest banks in Nigeria in terms of assets, loans, deposits and branch network; a feat which has been achieved through a robust long-term approach to client solutions – providing committed and innovative advice.
Access Bank has built its strength and success in corporate banking and is now applying that expertise to the personal and business banking platforms it acquired from Nigeria’s International Commercial bank in 2012. The next two years were spent integrating the business, investing in infrastructure and strengthening the product offer.  
As part of its continued growth strategy, Access Bank is focused on mainstreaming sustainable business practices into its operations. The Bank strives to deliver sustainable economic growth that is profitable, environmentally responsible, and socially relevant.
In March 2002, the Board of Directors appointed Aigboje Aig-Imoukhuede as Managing Director/Chief Executive Officer and Herbert Wigwe as Deputy Managing Director. The mandate was clear: Reposition the bank as one of Nigeria's leading financial institutions within a five year period (March 2002 to March 2007). This task was perceived by many as impossible given the realities of the Bank at the time.
Simultaneously, Mr. Gbenga Oyebode, who brought commendable and useful board experience gathered from some of Nigeria's leading companies, including MTN Nigeria, Okomu Oil Palm Plc, was also appointed to the Board. The new management team subsequently created a transformational agenda for Access Bank which represented a departure from all that characterized the Bank in the past and became the road map for the conversion of the bank into a world class financial institution.
The impact of the transformation agenda was reflected in the first year. The bank grew its balance sheet by 100% and posted an impressive N1 billion profit before tax. The profit before tax figure was more than the cumulative profit made by the bank in the previous 12 years. This also marked the beginning of what would be a six year record triple-digit growth trend. Similarly, earnings per share had rebounded to 21 kobo from a negative 2 kobo position, leading to a declaration of a 5 kobo dividend to shareholders for the first time in three years.
In recognition of the role of an enhanced capital structure, the Bank embarked on a capital raising exercise in July 2007. The exercise was an astounding success recording an over subscription of over 300%. The public offer comprised of an Over-The-Counter GDR placement of US$250 million which was similarly oversubscribed by 700%. The Bank's shareholders fund today stands at over N240 billion with an expanded shareholder base of over 1,000,000 domestic and foreign investors.
Access Bank is consistently seeking for ways to expand its service platform across the African continent. The bank currently operates through a network of about 366 branches across major cities and commercial centers in Nigeria, Gambia, Sierra Leone, Zambia, Rwanda and Democratic Republic of Congo.
The impact of the transformation agenda was reflected in the first year. The bank grew its balance sheet by 100% and posted an impressive N1 billion profit before tax. The profit before tax figure was more than the cumulative profit made by the bank in the previous 12 years. This also marked the beginning of what would be a six year record triple-digit growth trend. Similarly, earnings per share had rebounded to 21 kobo from a negative 2 kobo position, leading to a declaration of a 5 kobo dividend to shareholders for the first time in three years.


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.1	INTRODUCTION
This chapter deals with the data presentation, data analysis and interpretation where proper analysis and interpretation of data is done. The first section presents the general information about respondents, while the second section deals with the analysis of the questions.
4.2	DATA PRESENTATION AND ANALYSIS
SECTION A
Bio data of Respondents
	Table 1: Distribution of respondents by Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	21
	47.7
	47.7
	47.7

	
	Female
	23
	52.3
	52.3
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Field survey, 2025
Table 1 above shows that 21 respondents representing 47.7% of the population are males, while 23 respondents representing 52.3% of the population are females.







	Table 2: Distribution of respondents by Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	16-20 years
	12
	27.3
	27.3
	27.3

	
	21-30 years
	18
	40.9
	40.9
	68.2

	
	31-40 years
	6
	13.6
	13.6
	81.8

	
	41 years and above
	8
	18.2
	18.2
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Field survey, 2025

	Table 2 above shows that 12 respondents representing 27.3% of the population are between the age of 16-20 years, 18 respondents representing 40.9% of the population are between the age of 21-30 years, 6 respondents representing 13.6% are between the age of 31-40 years, while 8 respondents representing 18.2% of the population are 41 years and above.
	Table 3: Distribution of respondents by Marital Status

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Married
	15
	34.1
	34.1
	34.1

	
	Single
	29
	65.9
	65.9
	100.0

	
	
	
	
	
	

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 3 above shows that 15 respondents representing 34.1% of the population are singles, while 29 respondents representing 65.9% of the population are married.
	Table 4: Distribution of respondents by Educational Qualification

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	GCE/SSCE
	13
	29.5
	29.5
	29.5

	
	OND/NCE
	19
	43.2
	43.2
	72.7

	
	HND/Bsc
	10
	22.7
	22.7
	95.5

	
	MSc/MA
	2
	4.5
	4.5
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 4 above shows that 13 respondents representing 29.5% of the population are GCE/SSCE Certificate holders, 19 respondents representing 43.2% of the population are OND/NCE Certificate holders, 10 respondents representing 22.7% of the population are HND/Bsc Certificate holders, while 2 respondents representing 4.5% of the population are with Msc/MA certificate.
	Table 5: Distribution of respondents by Occupation

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Civil Servant
	13
	29.5
	29.5
	29.5

	
	Self Employed
	18
	40.9
	40.9
	70.5

	
	Others
	13
	29.5
	29.5
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 5 above shows that 13 respondents representing 29.5% of the population are Civil servants, 18 respondents representing 40.9% of the population are Self employed, while 13 respondents representing 29.5% of the population are others.
SECTION B
	Table 6: Compensation has effect on employee’s performance

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	11
	25.0
	25.0
	25.0

	
	Agree
	19
	43.2
	43.2
	68.2

	
	Strongly Disagree
	10
	22.7
	22.7
	90.9

	
	Disagree
	2
	4.5
	4.5
	95.5

	
	Undecided
	2
	4.5
	4.5
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025

	Table 6 above shows that 11 respondents representing 25.0% of the population strongly agreed with the statement, 19 respondents representing 43.2% of the population agreed with the statement, 10 respondents representing 22.7% of the population strongly disagreed with the statement, 2 respondents representing 4.5% of the population disagreed with the statement, while 2 (4.5%) of the respondents are undecided.






	Table 7: Wages and salaries paid on the set date

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	12
	27.3
	27.3
	27.3

	
	Agree
	20
	45.5
	45.5
	72.7

	
	Strongly Disagree
	10
	22.7
	22.7
	95.5

	
	Undecided
	2
	4.5
	4.5
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 7 above shows that 12 respondents representing 27.3% of the population strongly agreed with the statement, 20 respondents representing 45.5% of the population agreed with the statement, 10 respondents representing 22.7% of the population strongly disagreed with the statement, 2 respondents representing 4.5% of the population disagreed with the statement, while 2 (4.5%) of the respondents are undecided.

	
Table 8: basic pay is sufficient to make one desire working for the bank

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	12
	27.3
	27.3
	27.3

	
	Agree
	19
	43.2
	43.2
	70.5

	
	Strongly Disagree
	10
	22.7
	22.7
	93.2

	
	Disagree
	2
	4.5
	4.5
	97.7

	
	Undecided
	1
	2.3
	2.3
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 8 above shows that 12 respondents representing 27.3% of the population strongly agreed with the statement, 19 respondents representing 43.2% of the population agreed with the statement, 10 respondents representing 22.7% of the population strongly disagreed with the statement, 2 respondents representing 4.5% of the population disagreed with the statement, while 1 (2.3%) of the respondents are undecided.

	Table 9: The salary and remuneration paid reflect the skills, competence and the work output offered by an employee

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	13
	29.5
	29.5
	29.5

	
	Agree
	15
	34.1
	34.1
	63.6

	
	Strongly Disagree
	8
	18.2
	18.2
	81.8

	
	Disagree
	1
	2.3
	2.3
	84.1

	
	Undecided
	7
	15.9
	15.9
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 9 above shows that 13 respondents representing 29.5% of the population strongly agreed with the statement, 15 respondents representing 34.1% of the population agreed with the statement, 8 respondents representing 18.2% of the population strongly disagreed with the statement, 1 respondents representing 2.3% of the population disagreed with the statement, while 7 (15.9%) of the respondents are undecided.



	Table 10: There are other benefits offered by Access Bank Plc apart from salary and wages

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	7
	15.9
	15.9
	15.9

	
	Agree
	21
	47.7
	47.7
	63.6

	
	Strongly Disagree
	9
	20.5
	20.5
	84.1

	
	Disagree
	2
	4.5
	4.5
	88.6

	
	Undecided
	5
	11.4
	11.4
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 10 above shows that 7 respondents representing 15.9% of the population strongly agreed with the statement, 21 respondents representing 47.7% of the population agreed with the statement, 9 respondents representing 20.5% of the population strongly disagreed with the statement, 2 respondents representing 4.5% of the population disagreed with the statement, while 2 (4.5%) of the respondents are undecided.









	
Table 11: The other possible benefits apart from salary and wages are things like health insurance, paid leave etc

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	10
	22.7
	22.7
	22.7

	
	Agree
	16
	36.4
	36.4
	59.1

	
	Strongly Disagree
	7
	15.9
	15.9
	75.0

	
	Undecided
	11
	25.0
	25.0
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 11 above shows that 10 respondents representing 22.7% of the population strongly agreed with the statement, 16 respondents representing 36.4% of the population agreed with the statement, 7 respondents representing 15.9% of the population strongly disagreed with the statement, 11 respondents representing 25.0% of the respondents are undecided.
	Table 12: The bank is concerned about the personal needs of employees such as child care services, domestic partner benefits etc

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	12
	27.3
	27.3
	27.3

	
	Agree
	18
	40.9
	40.9
	68.2

	
	Strongly Disagree
	12
	27.3
	27.3
	95.5

	
	Disagree
	2
	4.5
	4.5
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 12 above shows that 12 respondents representing 27.3% of the population strongly agreed with the statement, 18 respondents representing 40.9% of the population agreed with the statement, 12 respondents representing 27.3% of the population strongly disagreed with the statement, 2 respondents representing 4.5% of the population disagreed with the statement.
	Table 13: The benefits provided by the company administered fairly according to the competence and work output of an individual

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	12
	27.3
	27.3
	27.3

	
	Agree
	22
	50.0
	50.0
	77.3

	
	Strongly Disagree
	8
	18.2
	18.2
	95.5

	
	Disagree
	2
	4.5
	4.5
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 13 above shows that 12 respondents representing 27.3% of the population strongly agreed with the statement, 22 respondents representing 50.0% of the population agreed with the statement, 8 respondents representing 18.2% of the population strongly disagreed with the statement, 2 respondents representing 4.5% of the population disagreed with the statement.





	Table 14: Job design in terms of job rotation, flexible work schedule and job sharing is part of the non-financial compensation

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	12
	27.3
	27.3
	27.3

	
	Agree
	22
	50.0
	50.0
	77.3

	
	Strongly Disagree
	8
	18.2
	18.2
	95.5

	
	Disagree
	2
	4.5
	4.5
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 14 above shows that 12 respondents representing 27.3% of the population strongly agreed with the statement, 22 respondents representing 50.0% of the population agreed with the statement, 8 respondents representing 18.2% of the population strongly disagreed with the statement, 2 respondents representing 4.5% of the population disagreed with the statement.
	Table 15: Better working environment like seating, lighting, noise, praise, recognition and promotions determines employee productivity

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	12
	27.3
	27.3
	27.3

	
	Agree
	21
	47.7
	47.7
	75.0

	
	Strongly Disagree
	9
	20.5
	20.5
	95.5

	
	Disagree
	2
	4.5
	4.5
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 15 above shows that 12 respondents representing 27.3% of the population strongly agreed with the statement, 21 respondents representing 47.7% of the population agreed with the statement, 9 respondents representing 20.5% of the population strongly disagreed with the statement, 2 respondents representing 4.5% of the population disagreed with the statement.
	Table 16: Career development opportunities offered by management affect employee morale and productivity.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	21
	47.7
	47.7
	47.7

	
	Agree
	10
	22.7
	22.7
	70.5

	
	Strongly Disagree
	6
	13.6
	13.6
	84.1

	
	Disagree
	7
	15.9
	15.9
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 16 above shows that 21 respondents representing 47.7% of the population strongly agreed with the statement, 10 respondents representing 22.7% of the population agreed with the statement, 6 respondents representing 13.6% of the population strongly disagreed with the statement, 7 respondents representing 15.9% of the population disagreed with the statement.





	Table 17: Employee recognition through giving of shopping vouchers, praise dinners and trophies etc ensure employee productivity

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	9
	20.5
	20.5
	20.5

	
	Agree
	23
	52.3
	52.3
	72.7

	
	Strongly Disagree
	9
	20.5
	20.5
	93.2

	
	Disagree
	3
	6.8
	6.8
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 17 above shows that 9 respondents representing 20.5% of the population strongly agreed with the statement, 23 respondents representing 52.3% of the population agreed with the statement, 9 respondents representing 20.5% of the population strongly disagreed with the statement, 3 respondents representing 6.8% of the population disagreed with the statement.
	Table 18: The relationship between the top management and organizational employees determine the productivity of employees

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	18
	40.9
	40.9
	40.9

	
	Agree
	14
	31.8
	31.8
	72.7

	
	Strongly Disagree
	6
	13.6
	13.6
	86.4

	
	Disagree
	6
	13.6
	13.6
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 18 shows that 18 respondents representing 40.9% of the population strongly agreed with the statement, 14 respondents representing 31.8% of the population agreed with the statement, 6 respondents representing 13.6% of the population strongly disagreed with the statement, 6 respondents representing 13.6% of the population disagreed with the statement.
	Table 19: Employee involvement in the design of total reward strategy is important for employee acceptance and commitment to implementation of the strategies

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	11
	25.0
	25.0
	25.0

	
	Agree
	21
	47.7
	47.7
	72.7

	
	Strongly Disagree
	7
	15.9
	15.9
	88.6

	
	Disagree
	5
	11.4
	11.4
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 19 shows that 11 respondents representing 25.0% of the population strongly agreed with the statement, 21 respondents representing 47.7% of the population agreed with the statement, 7 respondents representing 15.9% of the population strongly disagreed with the statement, 5 respondents representing 11.4% of the population disagreed with the statement.





	Table 20: The organization has constant and fixed salary every month

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	20
	45.5
	45.5
	45.5

	
	Agree
	14
	31.8
	31.8
	77.3

	
	Strongly Disagree
	6
	13.6
	13.6
	90.9

	
	Disagree
	4
	9.1
	9.1
	100.0

	
	Total
	44
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 20 shows that 20 respondents representing 45.5% of the population strongly agreed with the statement, 14 respondents representing 31.8% of the population agreed with the statement, 6 respondents representing 13.6% of the population strongly disagreed with the statement, 4 respondents representing 9.1% of the population disagreed with the statement.
4.3 TEST OF HYPOTHESES
Hypothesis One
Ho1:	There is no significant relationship between direct financial compensation and employees’ performance
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.587a
	.237
	-.017
	.07727
	2.859

	a. Predictors: (Constant), DFC

	b. Dependent Variable: EP

	ANOVAb

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.006
	1
	.006
	19.933
	.000a

	
	Residual
	.018
	3
	.006
	
	

	
	Total
	.023
	4
	
	
	

	a. Predictors: (Constant), DFC

	b. Dependent Variable: EP




	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.664
	.147
	
	11.349
	.001

	
	DFC
	.932
	.044
	.487
	.966
	.000

	a. Dependent Variable: EP


Interpretation of Results
	The tables above give a R square value of 0.587, Durbin Watson (DW) 2.859, F value of 19.933 with degree of freedom of 1 and 2, and p-value of 0.000. The analysis leaves us with the conclusion that the relationship among the variables is very significant even at 1% level of significance.  More so, the equation has a good fit as R-square (R2) accounts for 59% of the total variation in the model, while Prob (F-statistic) reveals that the variables of the model are highly significant at both 5% and 1% significance levels, since the p-value (0.000) is less than 0.01 and 0.05. Durbin Watson (DW) statistic of 2.859 also suggests the presence of negative auto correlation problem. Hence, I therefore accept the alternative hypothesis and conclude that there is a significant relationship between direct financial compensation and employees’ performance.
Hypothesis Two
Ho2:	There is no significant relationship between indirect financial compensation and employees’ performance
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.717a
	.531
	.453
	.07711
	2.562

	a. Predictors: (Constant), IFC

	b. Dependent Variable: EP

	ANOVAb

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.000
	1
	.000
	22.065
	.003a

	
	Residual
	.012
	2
	.006
	
	

	
	Total
	.012
	3
	
	
	

	a. Predictors: (Constant), IFC

	b. Dependent Variable: EP

	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.924
	.913
	
	2.107
	.170

	
	IFC
	.929
	.508
	-.177
	-.254
	.003

	a. Dependent Variable: EP


Interpretation of Results
The tables above give an R square value of 0.717, Durbin Watson (DW) 2.562, F value of 22.065 with degree of freedom of 1 and 2, and p-value of 0.003. The analysis leaves us with the conclusion that the relationship among the variables is very significant even at 1% level of significance.  More so, the equation has a good fit as R-square (R2) accounts for 71% of the total variation in the model, while Prob (F-statistic) reveals that the variables of the model are highly significant at both 5% and 1% significance levels, since the p-value (0.003) is less than 0.01 and 0.05. Durbin Watson (DW) statistic of 2.562 also suggests the presence of negative auto correlation problem. Hence, I therefore accept the alternative hypothesis and conclude that there is significant relationship between indirect financial compensation and employees’ performance.
Hypothesis Three
Ho3:	There is no significant relationship between non-financial compensation and employees’ performance
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.587a
	.237
	-.017
	.07727
	2.859

	a. Predictors: (Constant), NFC

	b. Dependent Variable: EP

	ANOVAb

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.006
	1
	.006
	19.933
	.000a

	
	Residual
	.018
	3
	.006
	
	

	
	Total
	.023
	4
	
	
	

	a. Predictors: (Constant), NFC

	b. Dependent Variable: EP

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.664
	.147
	
	11.349
	.001

	
	NFC
	.932
	.044
	.487
	.966
	.000

	a. Dependent Variable: EP


Interpretation of Results
	The tables above give an R square value of 0.587, Durbin Watson (DW) 2.859, F value of 19.933 with degree of freedom of 1 and 2, and p-value of 0.000. The analysis leaves us with the conclusion that the relationship among the variables is very significant even at 1% level of significance.  More so, the equation has a good fit as R-square (R2) accounts for 59% of the total variation in the model, while Prob (F-statistic) reveals that the variables of the model are highly significant at both 5% and 1% significance levels, since the p-value (0.000) is less than 0.01 and 0.05. Durbin Watson (DW) statistic of 2.859 also suggests the presence of negative auto correlation problem. Hence, I therefore accept the alternative hypothesis and conclude that there is significant relationship between non-financial compensation and employees’ performance.
4.4 DISCUSSION OF FINDINGS
Findings from the survey results arising from the factors that contribute to employees’ compensation as evident revealed by the Head of department and managers admitted that compensation as a leading factor that has contributed to their employees’ performance over the years meaning that those employees of the bank are satisfied with the bank’s compensation strategy and they have put up pleasant quality service to satisfy the company’s customers and also perform their duties diligently.
Furthermore, on the relationship between direct financial compensation and employees’ performance, workers admitted that there is a relationship between direct financial compensation and employees’ performance. It was revealed that bank staffs were extremely willing to help the bank to attain their objectives and goals; banking environment is highly conducive for banking operations, bank has enough branches to meet the needs and proximity of customers and bank has been able to meet the varieties of financial services required by their customers thereby ensuring their performance. 
Evidence from number of studies in the past have attributed organizational performance to the ability of organization and its team to design appropriate compensation strategy (Marple & Zimmerman, 1999; Fisher, 2001; Viriri, Muzividzi, Chinoda, Marufu, & Muzuwa, 2013; Ocloo & Tsetse, 2013).



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY
It was clear that the organization was offering fixed and constant monthly salary as the direct financial compensation for the service rendered which stood at 82%. The dates for salary and wages were flexible according to 58% though sometimes the dates could be fixed for some months as of 13%. On the salary being sufficient to retain employees, it was noted that 60% did not agree to it while 40% agreed. Then on the salaries and remuneration reflecting the skills, competence and work output of employees, 24% agreed to having a true reflection while 40% termed it as somehow reflective but not fully. 
According to 91%, indirect financial compensation like health insurance, paid leave etc existed at Access Bank Plc and they had great impact at 40% and normal impact at 33% on the productivity of employees. The respondents indicated that the company was not concerned with the personal needs of employees such as child care services, domestic partners benefits according to 80% of the respondents. The company did not administer the benefits fairly to the employees in regard to their competence and work output according to 50% though sometimes it could be fair according to 33% of the respondents. 
The non-financial compensation like flexible work schedule and job sharing were offered at Access Bank Plc according to 87%. Respondents at 84% agreed that working environment like seating, lighting, noise, recognition and promotion determines the productivity of employees. On employee recognition through giving of shopping vouchers, praise dinners and trophies to employees to ensure productivity was termed to be effective by 31% while 40% somehow.


5.2	CONCLUSION
There exist fixed and constant monthly salaries with flexible dates though some months are fixed during payment. It is not very substantive to conclude that the salary being offered is not sufficient to motivate and retain employees since a considerable number termed the salary as sufficient. There is also no conclusive position on the salaries and remuneration reflecting the skills, competence and work output offered by employees. 
Indirect financial compensation like health insurance and paid leave have impact on the performance of employees. The personal needs of employees like child care services and domestic partners benefits are not taken care of by the company. Many times the company administers the benefits fairly though sometimes it does it unfairly. 
Non-financial compensation like flexible work schedule and job sharing are necessary. Also working environment like seating, lighting, noise, recognition and promotion are relevant in determining employee productivity. Employee recognition through giving of shopping vouchers, praise dinners and trophies to employees does not necessary ensure employee performance.
5.3	RECOMMENDATIONS
	Based on the findings of this study, the following recommendations were made:
i. There is need to ensure that existing fixed and constant monthly salaries have fixed dates to avoid frustrating employees due to some possible delays triggered by flexibility of dates
ii. More studies to be explored to establish the factors will conclusively make the salary offered to employees sufficient to motivate and retain employees. 
iii. Also further research on how salaries and remuneration should reflect the skills, competence and employee output. 
iv. The employers should consider taking care of the personal needs of employees like child care services and domestic partners benefits to promote performance of employees. 
v. The benefits administered by the company should be done fairly all the time to ensure consistency and cultivate trust from employees. 
vi. Reward for employee recognition like shopping vouchers, praise dinners and trophies should not be premised on as the main motivators for employee performance. 
vii. A conducive working environment with sufficient seating space, proper lighting and due promotions should be facilitated for effective employee performance.
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