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CHAPTER ONE INTRODUCTION
BackgroundtotheStudy
Rewarding employees is associated with the motivation of the workforce of organizationforbetterperformance.However,whattypeandmixofrewardingtoolstouse ischallengefortheorganizations.Severalstudieshavedemonstratedrewardshavepositive impactontheemployee’shealthandworkplacesafety. It isoneofthefactorsthatsought increase employees engagement in the work place, which is the key element in the work performance(Furtado,etal.,2014).Itistheconcernoforganizationsallovertheworldon effectivehumancapitalstrategiestoenhancetheirproductivity.Itisclearthatemployee’s productivity in the expanding organization is a key factor in organization performance. Employees, technically known as human resources in modern organizations, are rightly considered as the most important assets for bankingindustrysuccess (Ong & Teh, 2014). In developed countries such as USA, JAPAN, UK and Germany organizations recognize employees as the important asset that needs high consideration in promotion (Lawler & Worley, 2016). The rationale behind the use of rewards to employees is that motivated employees become satisfied in terms of fulfilling their wants, both financial and non- financial. Failure to do so, employees will be tempted to leave the organization (Azasu, 2015).Ononehand,employeespreferreceivingintrinsicrewardsintermsofpraiseand
 (
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recognition for certain work accomplishments, while other employees are happy with extrinsic reward in terms of salaries, bonus and incentive offered to employees (Lawler, 2016,Sajuyigbe,Bosede&Adeyemi,2013).IndevelopingcountriessuchasChina,India and Thailand also employees reward is one of highly demanded factors in commercial bankingthatthoughtforinfluencingorganizationperformance.Oneofthemostimportant factors in rewarding employees for organization performance is through recognition and appreciation (Ajila and Abiloa, 2014).
There is a need for managers to recognize employees in terms of reward increase motivation and better performance in the job assigned that is highly linked to the organization performance such as commercial banks (Jones and Culbertson 2013; Aktar, Sachu & Ali, 2014). It is evident, those workforces that being rewarded in a manner to meetadescribedstandardareinpositionofperformingbetter. Invariablyrewardsplayan important role in a success of organization (Pulakos & Leary, 2014). In Nigeria like any other country employees are motivated by rewards. There is a need for organization to rewarditsemployeesforcreatingasuccessfulcompetitiveenvironment.Thisisoneofthe essential for the organizations to achieve high work performance. Some employees are highly motivated by extrinsic rewards such as increase in pay, promotions and bonus, others employees are motivated with intrinsic rewards such as appreciation, praise and recognition on (Bana & Kessy, 2017). This research investigates the impact of reward managementonemployeePerformanceinfirstbankinIlorincity,Nigeria.Thischapteris

an introduction chapter to the study. However, which of the rewards motivate workforce higher employeeperformanceespeciallyinfirstbank,isnotwellunderstoodandthiswill be the force of this study.
The chapter begins with background to the study, followed by statement of research problem, research objectives, research question and research hypothesis. It also presents the significance and justification of the research, scope of study, operationalization of variables, delimitation of the study and definition of terms.
StatementoftheProblem
There is increasingly a need for organization to be in a position of understanding appropriate rewarding system that motivates their employees for higher employee performance (Vance 2013).
What appropriate non financing rewards that should form the employment package are currently challenging first banking performance (Ajila & Abiola, 2014: Aktar, Sachu & Ali, 2014).
In Nigeria various reward packages are used and these involve monetary (extrinsic) and non-monetary (intrinsic) rewards. For example, in the context of monetary reward salary increaseissoughttobehighlyessentialforemployees’satisfaction(URT,2013).However, little is known in Nigeria about the effect of other reward tools on employee and organization performance.

several studies on non financial rewardsystems and work/organization performancehave conducted, for example in Pakistan cement industry(2013), Nigerian manufacturing industry (Sajuyigbe, Bosede and Adeyemi, 2013), Bangladesh commercial banks (Aktar, Sachu & Ali, 2014) and Malaysian universities (Jalaini et al., 2013). These studies indicated in today’s environment, employees including bank employees are motivated by both intrinsic (internal) and extrinsic (external) rewards for greater work/ organization performance and that none of the two sets of reward systems should be overlooked by managers when motivating employees for higher performance. That is, in most of these studies,eachtool/factorwithinbothextrinsicandintrinsicrewardwasahighlysignificant factor which affects employees’ performance.
However, most of these studies were conducted outside Nigeria. Furthermore, the only Nigeria study by Bana and Kessy (2015) examined the relationship between staff management and employee performance and rewards was one of the factors but did not examine in detail the impact of different extrinsic and intrinsic rewards on organization performance. This research was intended to fill this gap. Therefore, this study was examiningtheimpactofnon-financialrewardmanagementonOrganizationperformance, particularly in commercial banking organization in Ilorin Nigeria.

ResearchQuestions
i. TowhatextentdoespromotionrelatewithproductivityinfinancialinstitutionsinKwara State?
ii. Does relationship exist between Recognition and efficiency in financial institutions in Kwara State?
iii. HowdoespromotionhaveeffectonefficiencyinfinancialinstitutionsinKwaraState?

iv. DoesRecognitionhaveeffectonproductivityinfinancialinstitutionsinKwaraState?

ResearchObjectives
The general objective of this studyis to assess the effect of non financial reward systems on the organizational performance of first banks in Ilorin city, Kwara state, Nigeria.
i. Todeterminetherelationshipbetweenpromotionandproductivityinfinancial institutions in Kwara State
ii. ToexaminetherelationshipbetweenRecognitionandefficiencyinfinancialinstitutions in Kwara State
iii. ToassesstheeffectofpromotiononefficiencyinfinancialinstitutionsinKwaraState

iv. To assess the effect of Recognition on productivity in financial institutions in Kwara State

ResearchHypotheses
Thehypothesesforthisstudyareasfollows:
H01: There is no significant relationship between promotion and productivity in financial institutions in Kwara State.
H02:There is no significant relationship between Recognition and efficiency in financial institutions in Kwara State.
H03: promotion has no impact on efficiency in financial institutions in Kwara State. H04:Recognitionhasnoeffectonproductivityin financialinstitutionsinKwaraState.
SignificanceoftheStudy
In view of the study objectives, findings of this study will have some practical relevance. First, it will provide a deeper understanding of the appropriate reward managementsystemsthatrequiredtobeadoptedbyFirstbankingorganizationtoinfluence employees work performance.
Second, the findings of the study will help the planners of Human Resource rewarding system on how to implement appropriate reward strategies within the organization to enhanceworkperformance.Third,tomeofthisstudywillhelpFirstbankingmanagement to reflect more on the purpose and benefits of rewarding employees in line with work performance.Finally,thefindingsofthisresearchwilladdtothebodyofknowledgeinthe fieldofrewardmanagementinprivatesector,especiallycommercialsbanksontheir

suitability and adequacy of reward packages to be introduced to lift employees’ performance.
The importance of this study cannot be overemphasized due to the fact that, it holds a lot benefittoensurecontinuousexistenceandsurvivaloforganizations,thestudywillbegreat benefit to manager or human resource department of organization regarding the identification of effective reward and compensation system, it cost and benefit on organizationaloperations, harmonizingemployees and organizational interest to avoid sub- optimality etc.
In addition, the study clarifies the argument on weather effective reward management and compensation system adds valueto organizational activities, which will enableorganizationstakeprofitablesideonwhethertocompensateemployeesornot.This research due to adequate review of various up-to-date literature is a source of material to post and undergraduate student and as well as researchers who may intend to undergo a study on the subject matter in future.
Scopeof Study
This research will be conducted in Ilorin city and specifically it will focus on impact of non-financial reward management, work performance of employees in one commercial bank: FIRSTBANK NIG LTD.

It will also be limited to employees who have been working in the bank for at least 12 monthsandhencehaveexperiencerewardmanagementintheirbranch.Thesebankswere selected because they are near to researcher and able to easily access the required information.
Operationalizationofvariables
The study construct are divided into two for ease of study .they are NON FINANCIAL REWARD as independent variable (X) and ORGANIZATION PERFORMANCE as dependent variable (Y).the X variable stronglydepends on Y variable. For the purposeof this research it will be in an equation as follow: X=F(Y)
WhereX=independentvariables Y=dependent variable
And

X=(x1,x2,x3,x4	u)

Y=(y1,y2,y3,y4	u)

When

X=NONFINANCIALREWARD

X1=Promotion

X2=Recognition &
Y=ORGANIZATIONPERFORMANCE

Y1=Productivity Y2=Efficiency Hence
X=NONFINANCIALREWARD	Y=ORGANIZATIONPERFORMANCE

X1=senseofaccomplishment	Y1=Productivity
X2=Recognition	Y2=Efficiency



DefinitionofTerms
Reward: is an incentive plan to reinforcethedesirable behavior of workers or employers and in return fortheir serviceto theorganization .rewards canbe monetaryin the form of salary or non-monetary in the form of awards for some special service to the company or simply giving an employee a work which he enjoys doing .the primary objectives of organizationsingivingrewardsistoattract,maintainandretainefficient,highperforming and motivated employees.

Performance: performance involves analyzing employee performance against the company'sestablishedstandardobjectivesandgoals.Inotherword,employeeperformance comprises real results or outputs compared with intended outputs.
 (
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Preamble

CHAPTER TWO LITERATUREREVIEW
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This chapter deals with theconceptual review that includes motivation and advantages of motivation, forms of motivation. This is because motivation is the mother word to the concept of reward .Through motivation ,reward seems to be important to ascertain job performance in an organization .The other includes the concept of reward ,reward and reinforcement ,types of reward ,coercion andself-control.it also include the theoretical reviewsuch as theories of motivation ,Maslow’s needs hierarchytheory,Herzberg’s two factor theory ,vroom valence x expectancy theory ,goal –setting theory, theory of x and theory of y ,reinforcement theory ,equity theory ,acquired needs.
Andfinally,empiricalreviewandwellasthegapinliterature.

ConceptualReview
Motivation
Rajput (2016), contends thattheword motivation is derived from a Latin word “Movere” which literally means “to move”. They defined motivation as “the individual’s desire to demonstrate the behavior and reflects willingness to expand effort. Motivation can be dividedintoextrinsicandintrinsicmotivation.Thewordmotivationhasbeenderivedfrom motive which means any idea, need or emotion that prompt a man into action.
Whatever may be the behavior of man, there is some stimulus behind it. Stimulus isdependentuponthemotiveofthepersonconcern.Motivecan beknownby studyinga

person’s needs and desires. There is no universal theory that can explain the factors influencing motives which control man’s behavior at any particular point in time. In general, the different motives operate at different times among different people and influence their behaviors. The process of motivation studies the motives of individuals whichcausedifferenttypeofbehavior.Young(2014)alsodefinedmotivationastheforce within an individual that account for the level, direction, persistence of effort at work. Halepota (2015) definition of motivation is “a person’s active participation and commitment to achieve the prescribed results.Halepota further presents that the concept of motivation is abstract because different strategies produce different results at different times and there is no single strategy that can produce guaranteed favorable results at all times.”Butkus&Green(2014),motivationisderivedfromtheword“motivate”,meansto movepushorpersuadetoactforsatisfyinganeed.AccordingtoAntonioni(2016),“the amountofeffortpeoplearewillingtoputintheir workdependsonthedegreeto whichtheyfeeltheirmotivationalneedswillbesatisfied. Ontheotherhand, individuals become de-motivated if they feel something in theorganization preventsthemfromattaininggoodoutcomes.
Itcanbeobservedfromthe abovedefinitionsthat,motivationingeneral,is moreorlessbasicallyconcernwith factorsoreventsthatleadsanddrivescertain human action or inaction over a givenperiod of time, given the prevailing conditions. Furthermore,thedefinitionssuggestthatthereisneedto6bean“invisibleforce

“topushpeopletodosomethinginreturn.It couldalsobededucedfromthe definitionthathavingamotivatedworkforceorcreating anenvironmentinwhich high levels of motivation is maintained for the challengefor management today. Its challengemayemanatefromthesimplefactthatmotivationisnot afixedtraitas itcould changewithchangesinpersonal,psychological,financialorsocial factors. Forthisresearch,thedefinitionofmotivationbyGreenberg&Baron(2013)isadopted,as it is more realistic and simple as it considers the individuals and his performance. GreenbergandBarondefinedmotivationas“thesetofprocessesthatarouse,direct, andmaintain human behaviortowardsattaininggoals.
Motivation is the energy to do something. Each person has motives, needs, and reservoirs of energythat represent potentialmotivators.As amanager, accordingto MSH (2016),your task is to discover your employees‟ motivations and help unleash their energy.Then you can direct their energy into productive work. It is also critically important for you to understand more about your own sources of motivation.
Mullins(2016)indicatesthat,thestudyofmotivationisconcerned,basically,with why people behave in a certain way. The basic underlying question is “whydo people do what they do?” In general terms, motivation can be described as the direction and persistence of action. It is concernedwith why people choose a particular course ofactioninpreferencetoothers,andwhytheycontinuewith achosenaction,oftenoveralongperiod,andinthefaceofdifficultiesandproblems.Motivationisoneofthe

keyingredientsinemployeeperformanceand productivity.Evenwhenpeoplehave clearworkobjectives,therightskills,anda supportiveworkenvironment,theywould not get the jobdone without sufficient motivation toachieve those work objectives(Mullins,2016).Motivationreferstotheforceswithinapersonthataffect his or her direction, intensity and persistence of voluntary behavior. He added that motivatedemployeesarewillingtoexertaparticular levelofeffort(intensity),for a certain amount of time (persistence), toward a particulargoal or direction (Mullins, 2016).
According to Hoy&Miskel (2017), employeemotivation is the complex forces, drivers, needs, tension states, or other mechanisms thatstart and maintain voluntary activity directed towards the achievement of personal goals. In short,Dessler (2021) definesmotivationastheintensityofaperson’sdesiretoengage insomeactivity. Fromtheabovedefinitionssomeissuesarebroughttomindthatdeal withwhat startsandenergizeshumanbehavior,howthoseforcesaredirectedandsustainedas well astheoutcomes theybring about (performance).
AdvantagesofMotivation
Apositivemotivationphilosophyandpracticeshouldimprove"productivity,quality and service."Motivation helps people to:
i Gainapositiveperspectiveandachievesgoals.

ii Createthepowertochange
iii Buildself-esteemandcapability

iv Managetheirowndevelopmentandhelpotherswiththeirs

ImportanceofMotivation
The achievements of individuals and organizational goals are independentprocesslinked byemployeeworkmotivation.Individualsmotivatesthemselvesto satisfy their personal goals, therefore they invest and direct their efforts for the achievements of organizational objectives to meet with their personal goals also. Itmeans that organizational goals are directly proportion to the personal goals of individuals.
Robert (2015),reportedthatthemanager’sjobistoensuretheworkdone throughemployeesaresatisfiedandthe employeesareself-motivatedtowardstheir work rather than just being directed. The managers‟ involvement is not so much importantinthemotivationofemployees. The employees should motivate themselves to work hard. The major issue in all services organizationsisthemotivationof employeeswhethertheyareskilledorunskilledorprofessionals.Employeemotivation is also a major issue for the commercial banks. It is a today’s challenge for the managementinthiscompetitiveworldtomotivateemployeesto offerefficientand goodservicesthat customersexpectsofor.Theemployees‟ motivation,their enthusiasticandenergeticbehaviortowardstaskfulfillmentplaykeyroleinsuccesses ofanorganizationtobenefit(Cheng,2015).
AccordingtoPetcharak(2014),oneofthefunctionsofhumanresourcemanager isrelatedtoensureemployees‟workplacemotivation”.Thehumanresource

manager’s function should be to assist thegeneral manager in keeping the employees satisfiedwiththeirjobs.Anothergoalin organizationisthegoalfortheservices manageristodevelopmotivatedemployeesand encouragetheirmoraleregarding their respective works. The employee work morale, such as supervisors, peers, organization,andworkenvironmentcanbedefinedinasense thattheemployee hasthefeelingandbeconsciousaboutallaspectsofthejob.The performanceis poor if the employee is not satisfied and happy.Workplacedissatisfactionoftenleads organization and its employees’ poor performance.
FormsofMotivation
Motivation is generallydefined as the force that compels us to action. It drives us toworkhardandpushesustosucceed.Motivationinfluencesourbehaviorandourability to accomplish goals.
There are manydifferent forms of motivation. Eachoneinfluencesbehavior in its ownuniqueway.Nosingletypeofmotivationworksforeveryone.People’spersonalities vary andsoaccordinglydoesthetypeofmotivation,thatismosteffectiveat inspiringtheir conduct.
ConceptofReward
Rewardisthecompensationwhichanemployeereceivesfromanorganizationfor exchanging for the service offered by the employee or as the return for work done (Lin, 2017). It also refers to the collection of brain structures that try to control and regulate behaviorbyinducingpleasure(Ajila&Abiola,2014).Thus,organizationsmustmake

policies and procedures and formulate such reward system under those policies and procedures which increase employee satisfaction. Bishop (2017) suggested that pay is directly related with productivity and reward system depends upon the size of an organization.
RewardandReinforcement
Arewardisthatwhichfollowsanoccurrenceofaspecificbehaviorwith theintentionof acknowledgingthebehaviorinapositiveway.A reward often has the intent of encouraging the behavior to happen again. There are two kinds of rewards, extrinsic and intrinsic.Extrinsic rewards are external, for example, praise or money. Intrinsic rewards are internal, for example, satisfaction or accomplishment.
Someauthorsdistinguishbetweentwoformsofintrinsicmotivation:one based on enjoyment, the other on obligation. In this context, obligation refers to motivationbased onwhatanindividualthinksoughttobedone.Forinstance,a feelingofresponsibility foramissionmayleadtohelpingothersbeyondwhatis easilyobservable,rewarded,orfun.Reinforcementisdifferentfromreward,inthat it’sintendedtocreateameasured increaseintherateofadesirablebehavior followingtheadditionofsomethingtothe environment.
Typesof Rewards:
Thereareseveraltypesofrewardsystemsthatorganizationscanuse.Accordingto McCormick & Tifflin (2019), the system of rewards can be classified as intrinsic or extrinsic.Intrinsicrewardsystemisthosethatareinherentinthejobandwhichthe

individualenjoys as aresult ofsuccessfullycompletingthe task or attaining his goals. On theotherhandextrinsicrewardcomesfromexternalanditistangibleinordertoappreciate the task performed by employee. Extrinsic rewards are external to the task of the job, includingpay,workcondition,fringebenefits,security,andpromotion,contractofservice, salary, incentives, bonuses, payments and job security the work environment and conditions of work. (Badrinarayan & Tilekar, 2021). Thus, there is a need for an organization such as commercial banks to determine the reward system to offer at the organizational level rather than the individual managers.
Intrinsic Reward: Intrinsic reward concerns with psychological development of employees (Williamson,Burnett & Bartol, 216). Theyareintangible benefits and include the characteristics such as autonomy, feedback and decision making participation (Hackman & Oldham, 2016).
Theintrinsicrewardsystemarecreatedpurposelytoappreciateemployeesinform of self-esteem and related to their feeling of achievement and growth with organization. Employees are feel satisfy when they have accomplished something worth in work and orally appreciated by the organization (Nawab, Ahmad &Shafi, (2017).Intrinsic motivationisevidentwhenpeopleengageinanactivityforitsownsake, without some obviousexternal incentive present. A hobby is a typical example. Intrinsic motivationhasbeenintenselystudiedbyeducationalpsychologistssincethe 1970s, andnumerousstudieshavefoundittobeassociatedwithhigheducational

achievementandenjoymentbystudents.Thereiscurrentlyno"grandunifiedtheory" to explain the origin or elements of intrinsicmotivation. Most explanations combine elementsofresultstointernalfactorsthattheycancontrol(e.g.Theamountofeffort theyputin,not'fixedability').Bernard Weiner's attribution theory,Bandura's work on self-efficacyandotherstudiesrelatingtolocusofcontrolandgoalorientation.Thus, itisthoughtthatstudentsaremorelikelytoexperienceintrinsicmotivationifthey:
1. Attributetheireducational

2. Believetheycanbeeffectiveagentsinreachingdesiredgoals(e.g. The resultsare not determinedbydumb luck.)
3. Are motivated towards deep 'mastery' of a topic, instead of just rote-learning 'performance'to get good grades.Inknowledge-sharingcommunitiesand organizations, people often cite altruistic reasons for their participation, including contributingtoacommongood,amoral obligationtothegroup,mentorshipor 'giving back'. This model of intrinsic motivationhas emerged from three decades of researchbyhundredsofeducationalistsandisstill evolving.
Extrinsic Rewards: The extrinsic rewards coverthebasic needs of income to survive(to pay bills), a feeling of stability and consistency (the job is secure), and recognition (my workplacevaluesmyskills).Hellriegel(2015)sayanextrinsicrewardis outcomessupplied byIntrinsicfactors,suchasworkitself,responsibilityandachievementseemtoberelated tojobsatisfaction.Clearlyemployeeswhofeelgoodabouttheirworktendtoattributethese

factors to them. In contrast, dissatisfied employees tend to cite extrinsic factors such as supervision, pay, and company policies and working condition (Dieleman, et al., 2014).
Thistheoryisrelevanttothisstudybecauseitmentionstwofactorsthataffectwork performance. That is, extrinsic which include salary and promotion and intrinsic factors which include praise and recognition. Therefore, in this research, rewarding commercial bankemployees’intermsofbothintrinsicandextrinsicrewardswouldbeexpectedtohave effect on work performance of employee work which when aggregated and collectively their performance are extrapolated at company level measures overall organizational performance.
Extrinsic Motivation,this stems fromwork environmentexternaltothe task itselfand is usuallyapplied bysomeone other than the person beingmotivated. Pay, fringe benefits, favored company policies and various forms of supervision are examples of extrinsic motivation.
Coercion
Themostobviousformofmotivationiscoercion,wheretheavoidanceof painorothernegativeconsequenceshasanimmediateeffect.Extremeuseofcoercion is considered slavery.
Whilecoercionisconsideredmorallyreprehensibleinmanyphilosophies,itiswidely practiced on prisoners, students in mandatory schooling, within the nuclear familyunit(onchildren),andintheformofconscription.Criticsofmodern capitalismchargethatwithoutsocialsafetynetworks,wageslaveryisinevitable.
 (
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However, manycapitalists such as Ayn Rand have been very vocal against coercion. Successful coercion sometimes can take priority over other types of motivation.Self- coercion israrelysubstantially negative (typically only negative inthe sense that it avoids a positive, suchas undergoing an expensive dinner or a period of relaxation), howeveritisinterestingin thatitillustrateshowlowerlevelsofmotivationmay besometimestweakedtosatisfy higher ones.
Self-control
The self-controlofmotivationisincreasinglyunderstoodasasubsetof emotional intelligence; a person may be highly intelligent according to a more conservativedefinition (as measured by many intelligence tests), yet unmotivated to dedicatethis intelligencetocertaintasks.YaleSchoolofManagementProfessor Victor Vroom's"expectancy theory" provides an account of when people will decide whether to exert self-control to pursue a particular goal. Drives and desires can be describedasadeficiencyorneedthatactivatesbehaviorthatisaimedatagoaloranincentive.Thesearethoughttooriginatewithintheindividual andmaynotrequire external stimuli to encourage the behavior. Basic drives could besparked by deficienciessuchashunger,whichmotivatesapersontoseekfood;whereas more subtledrivesmightbethedesireforpraiseandapproval,whichmotivatesaperson to behaveinamannerpleasing toothers.
Bycontrast,theroleofextrinsicrewardsandstimulicanbeseeninthe exampleoftraininganimalsbygivingthemtreatswhentheyperformatrick
 (
2
9
)

correctly.Thetreat motivatestheanimalstoperformthetrickconsistently,even laterwhenthetreatis removed fromthe process.
TheoreticalReview
TheoriesofMotivation
Although,therearedozensofdifferenttheoriesofmotivation,fouraccording to Kreitner (1992) have emerged as the most influential: Maslow’s needs hierarchy theory,Herzberg’s two-factor theory, expectancy theory, and goal-setting theory. Itis thesefourthatarediscussed. Each approaches the motivation process from a different angleand teachesimportant lessons aboutmotivation towork .
Maslow’sNeedsHierarchyTheory
This is one of the most widely mentioned theories of motivation. In 1943, psychologist,AbrahamMaslow proposedthatpeoplearemotivatedbyapredictable five-stephierarchyofneeds.Maslow’stheoryhasstronglyinfluencedthoseinterestedin work behavior. Maslow’smessagewassimplythis:peoplealwayshaveneeds,and whenoneneedisrelativelyfulfilled,othersemergeinapredictablesequencetotakeits place. From bottom to top, Maslow’s needs hierarchy includes physiological, safety, social,esteem,andself-actualizationneeds.AccordingtoMaslow,mostindividuals arenotconsciously aware of theseneeds,yetweallsupposedtoproceedupthe hierarchyneeds,onelevelatatime.
Thatislowerneedshavetobesatisfiedbeforethenexthigherlevelneed wouldmotivate employees.Mullins, 2010 as per his theory these needs are:

1. PhysiologicalNeeds:Theseareimportantneedsforsustainingthehumanlife.Food,water, warmth,shelter, sleep,medicineandeducationarethebasicphysiologicalneeds whichfallintheprimarylistofneedsatisfaction.Maslowwasofanopinionthat untiltheseneedsweresatisfiedtoadegreetomaintainlife,noothermotivatingfactors canwork.
2. Safetyneeds:Thesearetheneedstobefreeofphysicaldangerandofthefearof losingajob,property, foodorshelter.Italsoincludesprotectionagainstany emotional harm, a desire forsecurity, stability, dependency, protection, freedom fromfearandanxiety,andaneedfor structure,orderandlaw.Intheworkplacethisneedstranslatesintoaneedforatleasta minimaldegreeofemploymentsecurity;theknowledgethatwecannotbefiredona whimandthatappropriatelevelsof effortandproductivitywillensurecontinued employment.
3. Socialneeds: Sincepeoplearesocialbeings,theyneedtobelongandbeacceptedbyothers.People try to satisfy their need for affection, acceptance and friendship. Generally, asgregarious creatures,humanhaveaneedtobelong.Intheworkplace,this needmaybesatisfiedbyanabilitytointeractwithone'scoworkersandperhapsto beabletoworkcollaboratively with these colleagues.
4. Esteem needs: AccordingtoMaslow,oncepeoplebegintosatisfytheirneedto belong,theytendto wanttobeheldinesteembothbythemselvesandbyothers. Thiskindofneedproducessuchsatisfactionaspower,prestigestatusandself-

confidence. Esteemneedsincludethe desireforself-respect,self-esteem,andthe esteem of others. When focused externally, these needs also include the desire for reputation, prestige, status, fame, glory,dominance, recognition,attention, importance, and appreciation.
5. Needforself-actualization:Maslowregardsthisasthehighestneedinhishierarchy.

Itisthedrivetobecomewhat oneiscapableofbecoming;itincludesgrowth, achievingone’spotentialandself-fulfillment.It is to maximize one’s potential and to accomplish something.
Herzberg’sTwo-FactorTheory
During the 1950s, Frederick Herzberg according to Kreitner (1992), proposed a theory of employee motivation based on satisfaction. Frederick theoryimpliedthatasatisfied employeeismotivatedfromwithintoworkharderandthat adissatisfiedemployeeisnot self-motivated.Herzberg’sresearchuncoveredtwo classesoffactorsassociatedwith employeesatisfactionanddissatisfaction.Asa result,hisconcepthastobecalledHerzberg’stwo-factortheory.Thepointhereis that Herzberg’s work categorized motivation into two factors: motivators andhygiene’s.Motivator or intrinsic factors, such as achievement, career advancement, personal growth, job interest, responsibility and recognition. Hygiene or extrinsic factors such as company policies, quality of supervision, relation with others and personal life. Thekeypointabouthygiene factorsisthatitistheirabsence,particularlywhen theyaresuddenlyremoved,thatcausesdissatisfactionatwork.Providingthem

doesn’tmotivateemployeestowork harder,exceptperhapsforashortperiodof time,afterwhichtheyaretakenforgranted andpeoplewantnewimprovements.
The reason that providing or improving hygiene factors fails to motivate employees is that they are not dependent on how hard employees work. The distinguishingfeatureofmotivationfactorsisthatemployeescanonlygetthemby thewaytheywork,unlikehygienefactorsarejustthereregardlessofhowhard anyoneworks.Thissetoffactorsincludesrecognition,bonuses,asenseof achievement andintrinsicenjoymentoftheworkitself.Beinggivenextra responsibilityandcareer advancementarealsomotivationfactorsinHerzberg’s theory.Presumablythesefactors motivateemployeestoworkharderbecausetheycanseeadirectconnectionbetween theireffortsandanoutcomethattheyfeelis worthstrivingfor.Hygienefactors,saya biggeroffice,thatareprovidedifan employeeachievesacertaintargetorperformance level,wouldthenbecome motivation factors because getting them is a direct result of theemployee’s efforts. Examples ofHygiene factors are: Security,status,relationshipwithsubordinates, personal life, salary, work conditions,relationship withsupervisorandcompany policy and administration. Examples of Motivational factors are: Growth prospectus job advancement, responsibility, challenges, recognition and achievements.
Vroom’sValence‘X’ExpectancyTheory
In recent years, probably the most popular motivational theory has been the ExpectancyTheory(alsoknownastheValence-Instrumentality-ExpectancyTheory).

Althoughthere arenumbersoftheoriesfoundwiththisgeneraltitle,theyallhave their roots in VictorVroom's1964 workon motivation.Vroom’s theory assumes that behavior results from conscious choices among alternatives whose purpose it is to maximizepleasureandminimizepain.ThekeyelementstothistheoryarereferredtoasExpectancy(E),Instrumentality(I),and Valence(V).
Criticaltotheunderstandingofthetheoryistheunderstandingthateachof these factorsrepresentsabelief.Vroom'stheorysuggeststhattheindividualwillconsider theoutcomesassociatedwithvariouslevelsofperformance(fromanentirespectrum ofperformance possibilities), and elect to pursue the level that generates the greatest reward for himorher.
Expectancy:"What'stheprobabilitythat,ifIworkveryhard,I'llbeabletodoa goodjob?"Expectancyreferstothestrengthofaperson'sbeliefaboutwhetheror notaparticularjob performanceisattainable.Assumingallotherthingsareequal,anemployeewillbe motivatedtotryatask,ifheorshebelievesthatitcanbe done. This expectancy of performance may be thought of in terms of probabilitiesrangingfromzero(acaseof"Ican't doit!")to1.0("Ihavenodoubtwhatsoeverthat I cando this job!")A number of factors can contribute to an employee's expectancy perceptions:
i. Thelevelofconfidenceintheskillsrequiredforthetask

ii. Theamountofsupportthatmaybeexpectedfromsuperiorsandsubordinates

iii. Thequalityofthematerialsandequipment

iv. Theavailabilityofpertinentinformation

Previous success at the task has also been shown to strengthen expectancy beliefs. Instrumentality:"What'stheprobabilitythat,ifIdoagoodjob,thattherewillbe some kind of outcome in it for me?"If an employee believes that a high level of performance will be instrumental for the acquisition of outcomes which may be gratifying,thentheemployeewillplaceahigh valueonperformingwell.
VroomdefinesInstrumentalityasaprobabilitybelieflinking one outcome (a high levelof performance,for example)to another outcome(areward).Instrumentality may rangefromaprobabilityof1.0(meaningthattheattainmentofthesecondoutcome
--the reward is certain if the first outcome -- excellent jobperformance -- is attained) throughzero(meaningthereisnolikelyrelationshipbetweenthefirstoutcomeand the second). An example of zero instrumentality would be exam grades that were distributed randomly (as opposed to be awarded on the basis of excellent exam performance).Commissionpayschemesaredesignedtomakeemployeesperceive that performanceispositivelyinstrumental for the acquisition ofmoney.For managementtoensurehighlevelsofperformance,itmusttiedesiredoutcomes (positivevalence)tohighperformance,andensurethattheconnectionis communicated to employees.

The term Valence refers to the emotional orientations people hold with respect to outcomes (rewards). An outcome is positively valence if an employee would prefer havingit to not having it. An outcome that the employee would rather avoid (fatigue, stress, noise, layoffs) is negatively valence Outcomes towards which the employee appears indifferent are said to have zero valence. Valencesrefertothelevelof satisfactionpeopleexpecttogetfromtheoutcome(as opposed tothe actual satisfaction they get once they have attained the reward).Vroom suggests that an employee's beliefs about Expectancy, Instrumentality, and Valence interact psychologicallytocreateamotivationalforcesuchthattheemployee acts inways thatbringpleasureandavoidpain.Peopleelecttopursuelevelsofjobperformance that they believe will maximize their overall best interests (their subjective expected utility).`Therewillbenomotivationalforcesactingonanemployeeifanyofthese three conditionshold:
i. Thepersondoesnotbelievethathe/shecansuccessfullyperformtherequiredtask.

ii. Thepersonbelievesthatsuccessfultaskperformancewillnotbeassociatedwith positively valenceoutcomes.
iii. Thepersonbelievesthatoutcomesassociatedwithsuccessfultaskcompletion willbe negativelyvalence(haveno value for that person)
Goal-SettingTheory
Thegoalsettingtheorystatesthatwhenthegoalstobeachievedaresetat ahigherstandard,theninthatcaseemployeesaremotivatedtoperformbetterand

putinmaximumeffort.Itrevolvesaroundtheconceptof“Self-efficacy”i.e.Individual’s belief that he or she is capable of performing a hard task. Thinkofthethreeorfour most successful people one know personally in view ofKreitner(1992), their successmay come via business or professional achievement,politics, athletics, or community service.Chances are what got them where they are today by being goal-oriented. Biographiesandautobiographiesofsuccessfulpeopleinallwalksoflifegenerally attesttothevirtuesofgoalsetting.Accordingly,goalsettingisacknowledgedtoday as a respected and useful motivation theory. Within an organizational context, goalsetting isthe process of improving individual or group job performance with formally stated objectives,deadlines, or qualitystandards.Othertheories of Motivation include:
Theoryof“X”andTheoryof“Y”:
DouglasMcGregorobservedtwo diametricallyopposingviewpointsof managersabouttheiremployees,oneisnegative called “TheoryofX” and one is positivecalled “TheoryofY”
TheoryofX:Followingaretheassumptionsofmanagerswhobelieveinthe “Theory ofX” in regard to theiremployees.
i. Employeesdislikework;ifpossibleavoidthesame.

ii. Employeesmustbecoerced,controlledorthreatenedtodothework.

iii. Employeesavoidresponsibilitiesandseekformaldirection.

iv. Mostemployeesconsidersecurityofjob,mostimportantofallotherfactors inthejob and have verylittle ambition.

TheoryofY:Followingaretheassumptionsofmanagerswhobelieveinthe “Theory ofY” in regard to theiremployees.
i. Employeesloveworkasplayorrest.

ii. Employees are self-directed and self-controlled and committed to the organizational objectives.
iii. Employeesacceptandseekresponsibilities.

iv. Innovative spirit is not confined to managers alone, some employees also possess it.Theory of X assumes Maslow’s lower level needs dominate in employees. Whereas Theory of Y, assumes Maslow’s higher level needs dominate in employees.
Acquired-Needs
Theory of David McClelland’s Acquired Needs Theory is also known as the Three-Need Theory or Learned Need Theory. According to acquired-needs theory individualsacquirethreetypesofneedsasaresultoftheirlifeexperiences.These areneedforachievement,needforaffiliationandneedforpower.Thesereflect that managersinthebankshouldberecognizedandnotmotivatedbymoneyand assuch motivatedwiththenecessarypowertocarryoutthebankduty.
Thereistheneedtoencouragegoodrelationshipamongstaff.

Allindividualspossessacombinationoftheseneedsandthedominantneeds arethoughttodriveemployeebehavior.Heller, J., Goulet, L., Mohr, E., (2004).
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Hygiene or extrinsic factors, such as pay and job security, produce job dissatisfaction.Thekeypointabouthygiene factorsisthatitistheirabsence, particularlywhentheyaresuddenlyremoved,that causesdissatisfactionatwork.One interesting thing here is that all the banks in Nigeria have similar motivations designed for their employees as written in their Annual Reports and Accounts. For instance, most of the Nigerian banks placed their employee motivation under the followingheading-“Health,SafetyatWorkandWelfareofEmployees”.We also haveotherheadings.Therearehoweverslightvariationsinthewaysthesearewritten inthebanks‟books.Theseareshown asfollow:Some ofthe NigerianBanksindicate that,theyprovidecomprehensivemedical,dentalandopticalcoverforallemployees andtheirnucleardependents.Someofthesebanks stateditas-whenanemployee actingwithinthescopeofhis/heremployment accidentallyinjuresathirdparty, thebankswithinacceptablelimits,defraysuchparty’s medical expenses.Tosome of these banks, itis stated that healthand safety regulations are in forcewithinthe banks‟ premises and employees are aware of existing regulations. The banks provide subsidiestoalllevelsofemployeesformedicalexpenses,transportation,housing, lunch,etc.Itisalsowrittenbysomebanksas,employeesareassistedtomaintain goodhealthby providingadequatemedicalfacilitiesforstaffandtheirfamilies locallyandoverseas.
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Health Insurance Scheme is also run through a Health Management Organization (HMO). Thiscoverstheemployee,his/herspouseandmaximumoffourchildren. Thereisalso existenceofasickbayaswellasagymnasiumsitedatcorporateheadofficeofa particular bank.Whilesomeofthebankssimplystatedthat, employees are motivated through promotions, institution of hassle-free health management plan, and training and careerdevelopmentprograms.Some of the banks demonstrated their faith in their human capital in a variety of waysincluding- prompt promotions, granting of staff loans (car, house, share purchase, landpurchase loans, amongst others), massive in-service training, according recognition to dedicated andloyal staff through long-service awards, motivating of staff bycontinuously reviewing theirremunerationpackagetomakethemnotonlycompetitivein the industrybut alsotokeepabreastofcostoflivingtrends.Atthisjuncture,oneneedtonote,that, there are other motivations that appeal toemployees in the Nigerian banking industrythatarenotnoted,someofwhichwerenot documentedinbooksofthebanks. Thatisfactorsthatmotivatedemployeeswerenot capturedorrecognizedbythe banks.Also, the banks appeared to have copied one another.In that, in most cases they usedwordforword.Meaning,itlooklikethebanksdonotaccordmuchimportancetothe motivation issue

EmpiricalReview
Several studies have been done on the effect of non financial reward on organization performance in different parts of the world. Next is a discussion of some of recent studies.
Quresh,Zaman&Shah(2017)intheirPakistanincementindustryfoundthatthere is a direct relationship between promotion and motivation, and the organization 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 latter is dealing with target population of white collar jobs, while the former examined factory workers. Furthermore, this research examined the relationship between extrinsic rewards, intrinsic rewards, financial rewards and social recognition rewards and employee performance, whilethenewstudyspecificallyexaminestheeffectofintrinsicrewards(socialrecognition andappreciation)andextrinsicrewards(salary,bonusandperformancepromotion)onjob and employee performance.
Aktar, Sachu & Ali (2019) examined the effect of intrinsic rewards (promotion), learning opportunities, challenging work and career advancement, and extrinsic rewards (motivation 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.Incontrast,thestudyconductedbyYasmeen,Farooq&Asghar(2013)on

the impact of non financial rewards on organizational performance in Pakistan revealed thatthereexistsinsignificantandweakrelationshipbetweensalary,bonusandorganization performance. However it found that there exists moderate to strong relationship between promotion and organization performance. Although these two studies are similar to the currentstudy,theywereconductedoutsideNigeriaandbecauseofculturaldifferenceand other idiosyncrasies, the effect of rewards on organizational performance could yield different outcomes in Nigeria.
The study conducted by Ong & Teh (2016) on non financial reward system and performancewithinMalaysiancommercialbanksfoundthatmostofthecommercialbanks 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. The proposed study however, includes financial and non-financial indicators as the dependent variables.
Fashina (2014) stated that the important point in organizational reward management is that of job satisfaction and dissatisfaction which are affected by different set of factors which have different effect on employee’s maturation and performance. Amongthesefactorsthat bringelement ofjobsatisfactiononemployeesareprospectsfor promotion,good wages/salaries,goodworking conditionsympatheticandhelptreatment

on staffwith personal problems. Tactful discipline beingkept informedon organizational policy and affairs, job security, working in interesting job etc.
Previousstudiesonemployeerewardmanagementhaveseverallyshownthatthere is a strong relationship between rewards and employee performance Agwu (2013).This indicatesthatorganizationproductivitydependson thelevelofmotivationorcompensation schemes available. Majority of employees therefore would wish to equate their output in terms of performance with level of motivation generated from the incentive they get at workplace.AsurveycarriedoutbyBalogun,Tomiwa&Adeshewa(2014)discoveredthat 42% of the respondents agreed that their organization total reward management had a positiveeffectonemployee engagement and performance.Thereasonbeingorganization that encourage their managers to engage employees and that have clear reward criteria foster team work that result into high yields for the organization. In many occasions, management thought that money could raise the workers’ productivity, moral and efficiency,butunfortunatelymanagementwasdisappointedwhenmonetaryrewardsfailed to give them the desired result.
The researchertherefore conducted a surveyin which a list ofelement wereused to ascertain some supervisor’sview on whatshop personal consideredmost important to them and which gives them job satisfaction. These elements of job satisfaction includes:
1. Employeeprospectsforpromotionasatwhendue

2. Anticipatedhopeforgoodwage/salariesandpaymentpromotionarrearsandother entitlement.
3. Goodworkingconditionandenvironments.

4. Sympatheticandhelptreatmentwithpersonalproblems

5. Tactfuldiscipline

6. Beingkeptinformaloncompanyaffair

7. Jobsecurity

8. Workinginaninterestjobs.

Gapsin Literature
The studies discussed in the previous section were conducted outside Nigeria (Quresh,Zaman&Shah2014;Aktar,Sachu&Ali2015;Ong&Teh,2016).Furthermore, some of these studies, examined one set of non financial reward management or broad variables such as financial rewards, recognition rewards for example, Quresh, Zaman & Shah (2014). In addition, most of these studies yielded conflicting results suggesting that there may be cultural differences and therefore, there is need for research how Nigerian white workers react to different reward systems.
Furthermore, thestudyconducted in Tanzania byBana & Kessy(2017) examined the relationship between staff management and employee performance and rewards was oneofthefactorsbutdidnotexamineindetailtheimpactofdifferentextrinsicandintrinsic rewardsonemployeeperformance.Thisresearchfillsthisknowledgegapandwillexamine

the impact of intrinsic and extrinsic rewards on employee's performancein Nigeria banks – a case of First Bank in Ilorin city.





Preamble

CHAPTERTHREE METHODOLOGY

This chapter focuses on the systematic approach for solving the research problem in the study and highlights the instruments and techniques used to seek solutions to the research problem. It consists of the research methods, research design, population of the study, samplesizedetermination,samplingtechniques,researchframe, collectionofdata, research instrument, validity and reliability of research instrument and ethnical consideration.Thepurposeofthisresearchistoexaminetheimpactofrewardmanagement on employee performance. The FIRST BANK PLC. llorin was the only selected organization used as a study in this research.
ResearchDesign
Researchdesignisthestructuringoftheinvestigationandidentifyingvariables,and theirrelationship,wehavethreeclassificationofresearchdesignwhichare exploratory,descriptiveandexplanatory.Thisstudythereforeisadescriptivestudywhich is used to portrayan accurate profile of person ,events or situation and it is used to give a clearpictureofissues.Thisstudywilladoptthesurveyresearchmethodinordertomeasure the impact of nofinancial reward on organization performance. Given the purpose and natureof this studywhere the researcherintends gathering information usingquantitative methodasitdealswithprimarydataandthiswasgatherwiththeaidofacloseended

questionnaire .Hence, by implication the research adopted the quantitative method .this researchstudyisfullyquantitativemethodbecauseitmakesuseofanalysisofdatathrough statistical package for social science (SPSS).
PopulationoftheStudy
The population of this study covers the staff of four first bank branches at llorin. The selected branch are; Garage Offa, Surulere, Folawiyo Road and Sawmill area Gari Alimiinllorin,kwarastate.Thetotalpopulationoftheselectedbranchesissevenhundred andthirteen(713)staff.whereGarageOffa(197),Surulere(153),Folawiyo(184)and
Sawmillarea(179).Source2023

SampleSizeDetermination
Forthepurposeofclarityandspecificationandduetothehugenumberofthestaff of the selected branches, the researcher considered picking a sample size which was determined using the Krejcie and Morgan’s Tables of sample selection (1970) titled “Determining samplesizeforresearchactivities.Hence,usingthetable,asamplesizeof
	twohundredandfiftyfour(254)wasarrived at.
	

	TotalPopulationBranch
	=
	713

	GarageOffa
	=
	197

	Surulere
	=
	153

	Folawiyo
	=
	179

	Sawmill
	=
	179

	Total
	=
	1,426



SamplingTechniques/Procedure
This studywill employstratified sampling method to select the individual member of the sample,becauseitinvolvedividingtheentirepopulation(whicharethestaffoftheselected branchesinllorin)intosubgroup(GarageOffa,Surulere,Folawiyoandsawmill).Foreach staff banks, the sub-sample size will be determined as (sub-population size/total population ) x required sample size.
MethodofDataCollection
The data for this study will be collected using primary sources of data. The primary data will be generated through close ended questionnaire that will be administered to the targeted respondents who are staff of first banks in llorin.
MethodofDataAnalysis
The study states hypotheses are analyzed through statistical package for social sciences (SPSS) .standard multiple regression analysis will be used to test the independents variables (recognition and promotion) against the dependent variables (productivity and efficiency).
ReliabilityofResearchInstruments
The Cronbach Alpha will be adopted to test for the reliability of the questions. Cronbach Alphashowstheinternalconsistencyamongeachofthequestionsexplainingthevariable used in the study
 (
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EthicalConsideration
The study conforms to the laid down procedure in carrying out researches .All materials used in this study were duly sourced and analyzed before making recommendations. In respectofethicalconsideration,thecriticalsourcesofinformationanddatawereprotected and kept confidential.
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CHAPTERFOUR
DATAPRESENTATIONANDANALYSIS
Preamble
This chapter covers the presentation of response ,analysis and findings of data collected from the respondents through the administration of questionnaire .The study attempt to collect data relevant to the study distributed copies of questionnaire to two hundred and fifty –four (254) staff of the selected branches in llorin ,using stratified sampling techniques .However ,it is important to note that two hundred and thirty six (236) of all questionnaire administered were fully filled ,completed and returned .
 (
Branches
Frequency
Respondent
Rate
Garage
Offa
70
68
Surulele
55
53
Folawiyo
66
60
Sawmill
63
55
Total
254
236
)Interpretation of respondent characteristics Table4.2:OutcomeofQuestionnaireResponseRate















Source:Author’sComputation,2023



DemographicCharacteristicsoftheRespondents
Fiveitemswhereusedtoexaminethedemographicscharacteristicsoftherespondents.The itemsinclude;gender,age,maritalstatus,educationalqualificationandyearin service .This result is presented in the table below ;
Presentationofdata
Table4.3.1.Demographiccharacteristicsoftherespondents(N=236)
	Variable
	Frequency
	Percentage

	Gender
	
	

	Male
	112
	47.5%

	Female
	124
	52.5%

	Total
	236
	100.0%


Source:Author’sComputation,2023

Table 4.2.2 shows that 47.5% of the respondents were male and 52.5% were female .The smalldifferenceinmarginbetweenthetwogendersjustifiesthefactthatbothgenderswere given equal chancein administration of thequestionnaire .Theoutcomeof the result base on gender shows that female respondents are than male respondents


	Age
	
	

	21-30years
	87
	36.1%

	31-40years
	94
	39.9%

	41-50years
	33
	13.7%

	51andabove
	22
	9.1%

	Total
	236
	100.0%


Source:Author’sComputation,2023
The result further indicate the age brackets of the respondents which; 36.1% of the respondents were between the age of 21-30yrs, 36.1% were within 31-40yrs, 13.7% respondentswereinbetweentheages41-50yrs,51andabovewerewithinapercentageof 9.1% .this shows that majority of the respondents are within the age of 21-40 with a cumulative percentage of 75.9%. With this, the bank base has a larger percentage of staff within the age range of 21 to 40 which represents 75.9%.

	MaritalStatus
	
	

	Single
	105
	44.5%

	Married
	115
	48.7%




	Divorce
	9
	3.8%

	Widowed
	7
	3%

	Total
	236
	100.0%


Source:Author’sComputation,2023

Theabovetablealsoindicatethat44.5%oftherespondentsaresingle,48.7%aremarried, 3.8%aredivorceand3%arewidowed.Thisimpliesthatmajorityofbankstaffaremarried.

	Educational Qualification
	
	

	POSTGRADUATE
	37
	15.7%

	B.Sc
	109
	46.2%

	OND/HND
	69
	29.2%

	SCHOOLCERT
	21
	8.9%

	TOTAL
	236
	100.0%


Analysis of the result further indicates that 46.2% of the respondent hold a first degree/HND qualification in term of education level ,15.7% holds a postgraduate degree, 29,2%holdsanOND/NCEqualification,and8.9%werewithschoolcert

qualification .This shows that the sample staff has higher education qualification in term of BSc/HND, and OND/NCE.

	AGE
	
	

	Below5years
	37
	15.7%

	6-10years
	83
	35.2%

	11yearsandabove
	116
	49.1%

	Total
	236
	100.0%


Source:Author’scomputation,2023

The result also indicate that 15.7% has below 5 years working experiences ,35.2% has 6- 10 years working experience and 49,1% of the respondents has 11yrs and above working experience .This implies that respondents are basically staff that has more than 6 years working experience

Table 4.3.2; Descriptive statistics of the respondents perception based on variable Questions (Promotion, Recognition, Business Growth and Productivity)
	Meanofvariable
	N
	Minimum
	Maximum
	Mean
	Std.

Deviation

	Promotion
	236
	6
	34
	28.11
	5.272

	Recognition
	236
	6
	35
	30.08
	4.660

	BusinessGrowth
	236
	6
	33
	22.54
	5.440

	Productivity
	236
	6
	22
	17.17
	2.851

	ValidN
	236
	
	
	
	


SourceAuthorFieldworkComputation,2023

The descriptive statistics of the respondent’s perception is presented in table 4.2.3 above. Concerning promotion, we have information from 236 respondents; the range promotion is from 6 to 34 points, with a mean of 28.11 and a standard deviation of 5.272. By implication, the respondents, on average, agreed with the questions on promotion. Concerning Recognition, we have information from 236 respondents; the range of Recognitionisfrom6to35points,withameanof30.08andastandarddeviationof4.660. By implication, the respondents, on average, agreed with the questions on Recognition. ConcerningBusinessGrowth,wehaveinformationfrom236respondents;theBusiness

Growth is from 6-33 points, with a mean of 22.54 and a standard deviation of 5.440. By implication, the respondents, on average, agreed with the questions on Business Growth.
Concerning firm productivity, we have information from 236 respondents; the range of firm’sproductivityisfrom6to22points,withthemeanof17.17andastandarddeviation of 2.851. By implication, the respondents, on average, agreed with the questions on firm productivity.
Testof Hypotheses
This section present the number of hypotheses tested for this research study and this are illustrated in null and alternative hypotheses as follows
HypothesisOne

H01;Thereisnorelationshipbetweenpromotionandproductivity.

Table4.4.1:Modelsummary
	Model
	R
	R Square
	Adjusted Square
	Std.Errorofthe Estimate

	1
	.901a
	.812
	.809
	.236


a.Predictors;(constant),Totalpromotion
Source:Researcher’sFieldSurvey,2023

The result of the regression as contained Table 4.4.1 (model summary) shows that the R Squaregaveavalueof0.90.Thismeansthatthemodel(promotion)explainedabout90% ofthevariancein perceivedpromotion.Thismean thattheregression (modelformulated) is useful for making predictions since the value of R2 is close to 1.
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Table4.4.2;ANOVAb
	Model
	Sum	of Squares
	Df
	Mean Square
	F
	Sig.

	Regression
	55.728
	3
	18.576
	333.341
	.000a

	Residual
Total
	12.929
	232
	.056
	
	

	
	68.657
	235
	
	
	


a. Predictors:(Constant),Totalpromotion
b. DependentVariable:totalfirmproductivity
Source:Author‘sComputation,2023

Standard multiple regression was usedto exploretherelationship between promotion and firm productivity .Preliminary analyses were performed to ensure no violation of the assumption of normality ,homoscedasticity ,and linearity .The resultregression as contained in Table 4.4.2:ANOVA ,shows that the F-test was 333.341 ,significant at 5% [p<.000]. This showed that model was well specified.
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Table4.4.3:Coefficienta

	







Model
	Unstandardized

Coefficient
	Standardized

Coefficients
	







T
	







Sig.

	
	



B
	



Std .Error
	



Beta
	
	

	

( constant ) Totalpromotion
	

5.377

.263
	

.068

.031
	



.408
	

79.519

8.563
	

.000

.000s


a.DependentVariable:TotalFirmProductivity
Source:Author’sComputation,2023

Specifically, the result of regression as contained in Table 4.4.3 Regression Coefficients, teststhehypothesisoneforthisstudy.Fromtheoutputabove,thereispositiverelationship betweenpromotionandfirmproductivitysuchthataunitincreasesinperceivedpromotion caused about .408 unit decreases in perceived firm productivity scores which were statistically significant at 5% going by the p value (0.005). Based on the result, the null hypotheses one is rejected, thus, there is positive significant relationship between promotion and firm productivity.

HypothesisTwo
H02;Thereisnorelationshipbetweenrecognitionandbusinessgrowth.

Table4.4.4:Modelsummary
	Model
	R
	R square
	Adjusted R
Square
	Std.Errorofthe Estimate

	1
	.897a
	.805
	.803
	.520


a.Predictors:(constant),TotalRecognition
Sources:Researcher’sFieldSurvey,2023

The result of the regression as contained Table 4.4,4 (model summary) shows that the R Square gave a value of 0.89. This means that the model (which includes recognition) explained about 89% of the variance in perceived promotion .This means that the regression (model formulated) is useful for making predictions since the value of R2 is close to 1.
Table4.4.5.ANOVAb
	A
	Sumof

Squares
	

Df
	Mean Square
	F
	Sig.

	1Regression

Residual
	259.835

62.822
	3

232
	86.612

.271
	319.857
	.000a




	Total
	322.657
	235
	
	
	


a. Predictors;(constant),TotalRecognition

b. Dependentvariable:TotalBusinessGrowth Source: Author’s Computation, 2023
StandardmultipleregressionwasusedtoexploretherelationshipbetweenRecognitionand business growth .Preliminary analyses were performed to ensure no violation of the assumption of normality ,homoscedasticity ,and linearity .The result regression as contained in Table 4.4.5 : ANOVA, shows that the F-test was 319.857, significant at 5% [p<.000]. This showed that model was well specified.
Table4.4.6:Coefficientsa
	


Model
	Unstandardized
Coefficients
	Standardized
Coefficients
	


T
	


Sig.

	
	B
	StdError
	Beta
	
	

	1 ( constant ) TotalRecognition
	-.662
2.403
	.210
.112
	
.946s
	-3.157
21.403
	.002
.000


a.Dependentvariable;TotalBusinessGrowth
Source;Author’sComputation,2023

Specifically, the result of regression as contained in Table 4.4.6 Regression coefficients, teststhehypothesistwoforthisstudy.fromtheoutputabove,thereispositiverelationship

between Recognition and business growth such that a unit increases in perceived Recognition caused about .946 unit decreases in perceived business growth scores which were statistically significant at 5% going by the p value (0.005). Based on the result, the null hypothesis one is rejected, thus, there is positive significant relationship between Recognition and business Growth.
HypothesisThree

H03:promotionhasnoimpactonbusinessgrowth

Table4.4.7:Modelsummary
	Model
	R
	R square
	AdjustedR

Square
	Std.Errorofthe Estimate

	1
	.933a
	.871
	.868
	1.23449


a.Predictor:(constant),promotion

Source:Researcher‘sFieldSurvey,2023
The model summary as indicated in table 4.4.7 above shows that R Square is 0.87; this implies that 87% of variation in the dependent variable (business growth) was explained bytheconstantvariable(promotion)whiletheremaining13%isduetoothervariablethat are included in the model. This mean that the regression (model formulated) is useful for making predictions since the value of R2is close to 1

Table4.4.8ANOVAb
	Model
	Sumof

Square
	Df
	Mean Square
	F
	Sig.

	Regression
	1334.809
	3
	444.936
	291.958
	.000a

	Residual
	
198.116
	
130
	
1.524
	
	

	Total
	
	
	
	
	

	
	1532.925
	133
	
	
	


1. Predictors:(Constant),promotion

2. DependentVariable:businessgrowth
Source:Researcher’sFieldSurvey,2023

The above table 4.4.8 presents the variation in the dependent variable with large value of regression sum of squares (1334.809) in comparison to the residual sum of squares with value of 198.166 (this value indicated that the model does not fail to explain a lot of the variation in the dependent variables. However, the estimated F- value (291.958) as given in the table above with significance value of 0.000; which is less than p-value of 0.05 (p<0.05) which means that the explanatory Variable Elements as a whole can jointly influence change in the dependent variable s(business growth)
Table4.4.9:Coefficientsa

	
	Unstandardized
	Standardized
	
	




	

Model
	Coefficients
	coefficients
	

T
	

Sig,

	
	
B
	
Std. Error
	
Beta
	
	

	(constant)


Totalpromotion
	5.437


.400
	.728


.143
	

.091
	7.466


2.794
	.000


.s006


a.Dependentvariable

Source:Researcher’sFieldSurvey,2023

Thecoefficientstable4.4.9aboverepresentstheimpactofnonfinancialrewardonbusiness growth. The result shows that non financial rewardhave positive impact on business growth. According to table presented above, the result was found to be statistically significant at 5% significance level. This is shown by its probability value (p-value= 0.006),beinglessthanthechosen5%significancelevel(0.05).Thisindicatesthatthenull hypothesis will be rejected (I.e. promotion has no impact on business growth) while alternate hypothesis will be accepted (i.e. promotion has positive impact on business growth)
HypothesisFour
HO4:Recognitionhasnoeffectonproductivity

Table4.4.10:ModelSummary
	Model
	R
	R Square
	Adjusted	R
Square
	Std.Errorofthe
Estimate

	**1
	.695a
	.484
	.468
	1.10016


9. Predictors:(Constant),recognition
Source:Researcher’sFieldSurvey,2023
The model summary as indicated in table 4.4.10 above shows that R Square is 0.84; this implies that 84% of variation in the dependent variable (Productivity) were explained by theconstantvariables(Recognition)whiletheremaining16%isduetoothervariablethat are not included in the model. This mean that theregression (model formulated) is useful for making predictions since the value of R2 is close to 1.
Table4.4.11:ANOVAb
	Model
	Sum	of
Squares
	Df
	Mean
Square
	F
	Sig.

	Regression
	146.192
	4
	36.548
	30.196
	.000a

	Residual
	156.136
	129
	1.210
	
	

	Total
	302.328
	133
	
	
	


1.Predictors:(Constant),Recognition 2.Dependent Variable: productivity
Source:Researcher’sFieldSurvey,2023

The above table 4.4.11 presented the variation in the dependent variable with regression sumofsquares(146,192)incomparisontotheresidualsumofsquareswithvalueof
156.136 ( thisvalueindicated thatthe model doesnot failtoexplain alot of thevariation

in the dependent variables. However, the estimated F-value (30.196) as given in the table abovewith significance valueof0.000;whichislessthanp-valueof 0.05(p<0.05)which means that the explanatory variable elements as a whole can jointly influence change in the dependent variable (productivity ).








Table4.4.12:Coefficients

	



Model
	Unstandardized
Coefficients
	Standardized
Coefficients
	



T
	



Sig,

	
	
B
	
Std. Error
	
Beta
	
	

	(constant)


TotalRecognition
	5.897


1,242
	1,170


.120
	

.977
	5,041


10,320
	.000


.000


Source:Researcher’sFieldSurvey,2023

The coefficients table 4.4.12 above represents the effect of Recognition on productivity. TheresultshowsthatRecognitionhavepositiveimpact onbusinessgrowth.Accordingto tablepresentedabove,theresultwasfoundtobestatisticallysignificantat5%significance

level. This is shown byits probabilityvalue (p-value = 0.000), being less than the chosen 5% significance level (0.05). This indicates that the null hypothesis will be rejected (i.e. Recognitionhasnoeffectonproductivity)whilealternatehypothesiswillbeaccepted(I.e. Recognition has positive effect on productivity).
DiscussionofFindings
According to the finding, it was revealed that non financial reward has significant effect on organizational performance of some selected branches in Ilorin.
Thestudyprovidedanswertothespecificobjectivesandhypothesestestedforthestudy,

The outcome of research hypothesis one revealed that there is relationship between promotionandproductivityandthisresultisempiricallyinsupportofthestudyconducted byudegbe,Afobunorandudegbe(2012)onrelationshipbetweennonfinancialrewardand organizational performance in multinational corporations (MNCs) in Nigeria, the result revealedthatrewardinfluencesworkpractices,rewardhasaprofoundimpactontheway customer perceive the organization, MNCs in Nigeria tend to maintain the same reward managementoftheirhomecountry,andthatthereisarelationshipbetweenrewardsystem, customer satisfaction and organizational performance. Likewise the study conducted by Maleka,KambuwaandKarodia(2015),Olanipekun,AjeandAbiola-falemu(2013)which their studies concluded that there is relationship between promotion and organization productivity.
 (
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Also, research hypothesis two indicated that there is significant relationship between RecognitionandbusinessgrowthandtheresultwasinsupportwiththeofOjo,(2009)on the“effectAssessmentofnonfinancialrewardonEmployeeJobPerformance,wherethey revealed that there is no positive relationship between reward system and employee job performance.
Furthermore,researchhypothesisthreerevealedpromotionhasimpactonproductivityand the result was empirically in support of the study of Sengottuve and Aktharsha (2016) examinedtherelationshipamongthenonfinancialrewardandorganizationalperformance, itwasconcludedthatalldimensionsoforganizational.Rewardcombinedtogether,explain significantvariationintheperformanceofITorganization.Likewisetheresultisinsupport of the study conducted by Olanipekun, Aje and Abiola-Falemu (2013).
Lastly,hypothesisfourshowsthatRecognitionhaseffectonbusinessgrowthasitinline withthestudyconducted byGoromonzi(2016)ontheimpactofnonfinancialrewardand strategyimplementationonfirstbankperformance,thestudyconcludethatrewardsystem has strong positive effect on their performance while for smaller and poor performing banks.
 (
6
9
)

CHAPTERFIVE
SUMMARY,CONCLUSIONANDRECOMMENDATION
Preamble
Thischapteristhefinalchapterofthisstudyanditisdividedintofiveprincipalpartswhich are summary of findings ,conclusion ,recommendations ,contribution to knowledge and suggestionsforfurtherstudies.itisveryimportanttonoteherethesummarypresentedhere is a review of the findings of the research ,while the conclusion represent the inferences made from the summary of the findings also , the recommendation are suggestions emanatingfrom theconclusionsofthestudyand lastlythesuggestionsforfurtherstudies as this paves way for future researches on this subject .
SummaryofFindings
This studyexamined the effect of non financial reward on organization performance and, thus, it variables such as promotion and recognition have significant positive effect on organizational performance.
From the outcome of the research study, the study shows the majority of the respondents stronglyagreedthatnonfinancialrewardisveryimportantinanorganization,thatisifthe rewardsystemisdoneproperlyittriggerstheemployeesinanorganizationtoworkharder with all their might in other to achieve the organizations aims and objectives or goals.
Research hypothesis one reveals that there is significant relationship between promotion andproductivity.Hypothesistwoshowsthatthereispositivesignificantrelationship

between Recognition and business growth .Hypothesis three depicts that promotion has positiveeffectonbusinessgrowth.ResearchhypothesisfourindicatesthatRecognitionhas positive effect on productivity .
Conclusion
ThisstudythereforeconcludesthatRecognitionhaseffectonemployeeperformance.since this study is a perspective based research, the following were concluded;
There is a significant relationship between promotion and productivity .this implies that what an organization considered valuable to them is related to the organization productivity.thestudyconcludedthatrecognitionhassignificanteffectsonproductivityof first bank branches in llorin .consequently, it further concluded that in actual sense of application,theadoptionofpromotionbytopmanagementoffirstbankhashelpedincrease the organization productivity.
Thestudyalsoconcludesthatpositiverelationshipsexistbetweenrecognitionandbusiness growth.theimpliesthatthegeneralrecognitionoftoplevelmanagementwillhaveadverse effect on business expansion which will enable them to have more market share compare to their competitors .
Thestudyalsoconcludes thatpromotionhassignificant positiveeffectonbusinessgrowth.

Thewaywhichorganizationorganizetheirrewardsystemwillmaketheiremployeestobe abletoattendtocustomersandsatisfycustomersverywellwhichwillresultinmoremarket

shares andendupwithfuturebusinessexpansionwhichwillbringaboutopeningofmore branches to other various locations.
It was also concluded that Recognition has significant positive effect on productivity.the value with which the top level management integrates in organization day –to –day activitieswillensureproductivityandenableemployeestobeabletoworkinlinewiththe state goals and objectives in order to achieve mission and vision statement .
Recommendations
Forthepurposeofthisresearchwork,thestudyrecommendsthefollowingthat;

I. Management of selected branches should maintain its strategy and improve on it practice ofpromotioninhelpingtheorganizationattainproductivity.Thisbyimplicationwillassist the organization in remaining as a frontrunner in the banking industry in Nigeria.
II. There should be proper recognition of work done by any employee .with these, it will be easy for the employee to work effectively for the organization which will lead to more market share and more business growth.
ContributiontoKnowledge
This study seeks to examine the effect of non financial reward on organizational performance of first banks in llorin .hence it can be said that no identified studyhas been carried out in such industry in Nigeria using selected variables used in the study; while creatingacontributiongaptobefilledbythisstudy.thiswillhoweverconcludedthatthis

study will contribute to literature and serve as empirical for future study in this field of study and most especially the banking industry.
SuggestionsforFurtherStudies
This study however suggests that the future studies should be focused on looking at formulation and maintenance of the non financial reward in this company of similar companyof the same sector so as to determine how this non financial reward formulated andoperated Inaddition,futurestudycanexaminenonfinancialrewardsysteminsimilar or different field bytakinglarge sample sizeand probably adoptingothermethodologyin analyzing the study so as to exploit the dynamics of this subject matter.
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APPENDIX
QUESTIONNAIRE

SectionA:Demographicinformation [Please tick as appropriate]
1. Gender:(a)Male[](b)Female[]

2. Age(a)below20[	](b)21-30[	](c)31-40[	](d)41-50[	](e)51-60[](f)

61andabove[]

3. Maritalstatus:(a)single[](b)married[](c)separated[]
4. Educational qualification: (a) SSCE [	] (b) OND/ HND [	] (c) HND/B.Sc [	](d) postgraduate []
5. years in service?(a) Less than 5years [] (b)5-10years [](c)11-20years [] (d) 21- 10 [](e) above 30years [ ]
 (
7
6
)

SECTIONB
Listedbelowarethestatementsonmanagementinformationsystemandbusiness performance of your organization and related variables.
INSTRUCTION:Pleasetick()theappropriateoptionforeachofthestatement.

D=Disagreed,SD=stronglydisagreed,N=Neutral,A=Agreed,SA=StronglyAgreed

	S/N
	PROMOTION
	D
	SU
	U
	A
	SA

	1
	Opportunitiesforpromotionarelimitedinmyorganization
	
	
	
	
	

	2
	Promotionexerciseisheldregularly
	
	
	
	
	

	3
	Promotioninmyorganizationisbasedonperformance
	
	
	
	
	

	4
	Thepromotionpolicyisbasedonqualification
	
	
	
	
	

	5
	Promotionisbasedonknowledgeandskillsinmy organization
	
	
	
	
	

	6
	Promotionisbasedonknowingatopmanagement personnel in my organization
	
	
	
	
	




	S/N
	RECOGNITION
	D
	SU
	U
	A
	SA

	1
	Promotions are given to employees who perform well on the job
	
	
	
	
	

	2
	Our organization has an exciting rewards and recognition program in place
	
	
	
	
	

	3
	Thetopmanagementfrequentlypraisesusforoureffortor achievement
	
	
	
	
	

	4
	Praisingemployeesforgoodworkisararephenomenonat my organization
	
	
	
	
	

	5
	Employeesreceiverecognitiontimely
	
	
	
	
	

	6
	Ideeplycherish	all	therewardsreceived	inmy organization ,they are really motivating
	
	
	
	
	




	S/N
	PRODUCTIVITY
	D
	SU
	U
	A
	SA

	1
	Theoutputofemployeesinmyorganizationhasimproved over time
	
	
	
	
	

	2
	Rewardsystemhasenhancedmyfirm’sproductivity
	
	
	
	
	

	3
	Employeesinmyorganizationareguidedbyimproved productivity
	
	
	
	
	

	4
	Iamabletoreducethetimespentinperformingmyjob
	
	
	
	
	

	5
	Thequalityofmyworkissuperiorcomparetoothers
	
	
	
	
	

	6
	Salesvolumeofmyorganizationhasincreased
	
	
	
	
	



	S/N
	EFFICIENCY
	D
	SD
	U
	A
	SA

	1
	Reward	management	has	enhanced	performance

efficiently
	
	
	
	
	

	2
	
	Thecommitmentofemployee’sallowsthebestuseof the organizational resources.
	
	
	
	
	
	

	3
	The	commitmentofemployeestowardsjobshelpto

reduceproductioncostinmyorganization
	
	
	
	
	

	4
	Everyemployeeinmycompanyworktowardsthe

minimizationofcostandmaximizationofresult
	
	
	
	
	

	5
	Internalbusinessprocedurehaveenhancedemployee

efficiency
	
	
	
	
	

	6
	Thelevelofcommitmenthasimprovedoveryearsinyour

organization
	
	
	
	
	



APPENDIXC



	N
	S
	N
	S
	N
	S

	10
	10
	220
	140
	1200
	291

	15
	14
	230
	144
	1300
	297

	20
	19
	240
	148
	1400
	302

	25
	24
	250
	152
	1500
	306

	30
	28
	260
	155
	1600
	310

	35
	32
	270
	159
	1700
	313

	40
	36
	280
	162
	1800
	317


KREJCIESANDMORGANSAMPLESIZETABLE

	45
	40
	290
	165
	1900
	320

	50
	44
	300
	169
	2000
	322

	55
	48
	320
	175
	2200
	327

	60
	52
	340
	181
	2400
	331




	
	65
	56
	360
	186
	2600
	335

	
	70
	59
	380
	191
	2800
	338

	75
	63
	400
	196
	3000
	341
	

	80
	66
	420
	201
	3500
	346
	

	85
	70
	440
	205
	4000
	351
	

	90
	73
	460
	210
	4500
	354
	

	95
	76
	480
	214
	5000
	357
	

	100
	80
	500
	217
	6000
	361
	

	110
	86
	550
	226
	7000
	364
	

	120
	92
	600
	234
	8000
	367
	








	130
	97
	650
	242
	9000
	368

	140
	103
	700
	248
	10000
	370




	150
	108
	750
	254
	15000
	375

	160
	113
	800
	260
	20000
	377

	170
	118
	850
	265
	30000
	379

	180
	123
	900
	269
	40000
	380

	190
	127
	950
	274
	50000
	381





	200
	132
	1000
	278
	75000
	382

	210
	136
	1100
	285
	1000000
	384


Where; S = sample size	N=Population Source: Krejcie and Morgan (1970).
APPENDIX D CRONBACHALPHA
	Variables
	Cronbach Alpha
	Numberof items
	Remark

	Promotion
	0.784
	6
	HighReliability




	Recognition
	0.871
	6
	HighReliability

	Productivity
	0.775
	6
	HighReliability

	Efficiency
	0.760
	6
	HighReliability



