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ABSTRACT 

The research aims to look at the effects of reward management and incentives on employee’s 

performance in the financial sector using GT Bank staff in Lagos State, Nigeria as a research 

focus. To navigate this research work, the subsequent three objectives was proposed to guide 

the study. First, is to examine intrinsic reward and the performance of employees in GTB. 

Second, is to evaluate extrinsic reward and the performance employees in GTB. Lastly, to 

ascertain the relationship between incentive and performance of employees in GTB. In order 

to achieve these objectives, three research questions and hypotheses were raised. The study 

adopted survey research design. The population of study of this research is made up of the 

entire staff of GTB in Lagos and the sample size was 160 respondents. The data collection 

instrument used for the study collection was the questionnaire. Out of the 160 questionnaires 

administered, 147 copies were retrieved. The data collected was analyzed using simple 

percentage and Pearson correlation analytical method to test the hypotheses generated for the 

study. The study found that employee’s recognition, acknowledgement, and gratitude by the 

management motivates and improves performance. Prompt and increase in salary affect the 

productivity of workers positively. It was also discovered that there is a positive relationship 

between rewards (intrinsic, extrinsic and incentives) and employees’ performance. The study 

recommendations based on the findings is that organizations should design a well-articulated 

organization reward culture policy, create incentive-based cash incentives to honor the success 

of workers over negotiated goals and times across various categories of workers in the 

organization and a laid down structure indicating how wage/salary raises will be extended to 

exemplary employees. 

KEYWORDS: Reward management; incentives; motivation; performance; employees. 
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CHAPTER ONE: INTRODUCTION 

 

The world of business is slowly turning into a diverse sector of the society and there 

are many issues in the business sector, but it is difficult to understand what entails 

compensation for employees. The problem now is: How long is the worker going to work for 

just wages? Even bad Labour relations and the system of rewards in an organization have 

negative effects, and the system of rewards in an organization has negative effects on the 

morale of workers and productivity (Armstrong, 2006). 

1.1  BACKGROUND TO THE STUDY 

Today’s organizations work in a dynamically competitive climate, they need to build 

strategies to get and attract professional staff. Contemporary, humans are well known as the 

most valuable asset in any company and, in order to produce an efficient and successful human 

resource result, employee satisfaction is necessary through incentives and fringe benefits. In 

any business, reward plays an important role in building and supporting employee dedication 

which ensures a high level of performance (Nwamuo, 2019). 

Reward management activities are important to achieve the optimal success of the 

organisation. Many workers with distinct results expect that top management acknowledges 

and appreciates their excellent efforts (Beer 2004). In Bowen's (2005) view, it is vital to do 

more reward and recognition to improve morality and build goodwill between workers, 

managers and employers. Employees are the organization’s vehicles engine while the fuel is 

the reward. No organisation, without its employees, can achieve its stated objectives. In an 

organizational context, the importance of the rewarded employees cannot be emphasized 

enough (Lotta 2012). Employees who are rewarded are more successful, more effective and 

more likely to work for corporate goals than those who are not compensated for their efforts. 
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Reward is a key administrative policies that can improve employee efficiency and 

organizational outputs (Gohari, Ahmadloo, Boroujemis & Hosseinipow, 2013) 

One of the most vital problems facing organisations is to build a successful human 

resource policies to improve productivity. As human resources have proven to be the most 

important asset in organizations (Yosmeen, Farooq & Asghor, 2013), so organisations can only 

retain and attract skill employees by providing reward. The reward provided by management 

will show that they appreciate the effort of the employees in the organisation. 

Furthermore, reward enables employees to do their finest when they are aware that their 

hard works are acknowledged and will be reward by their managers (Tsadik, 2017). The reward 

implemented by organisation will encourage employees to have good behavior and attitude 

toward their jobs because the bonuses meet the desires and support them to reach organisational 

goal (Onuegbu & Ngige, 2018). Reward in any organisational environment dictates the pace 

and direction of performance. It creates a compelling urge among employees to achieve 

predetermined target. Rewards enable employees to go extra miles to outperform their 

counterpart at work environment (Kwenin, 2013). Human resources of each company are the 

most important resource, and any effort should be made to ensure that they are successful, 

because the company cannot work without them (Apeyusi, 2012).  

Most companies are obsessed about what to do to attain consistent high levels of 

workplace efficiency. This implies that paying courtesy to how employees may be inspired by 

means of such as rewards, leadership and incentives will enhance employees performance thus 

leads to better organisational performance. The way employees are rewarded determines the 

survival of the organization. Of the most vital tool that management can used to attract 

competent human resource is to provide an effective reward system. 

Reward administration deals with procedures, tactics and methods required to ensure 

that workers' contributions to the company are acknowledged by both financial and non-
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financial means (Tsadik, 2017). Furthermore, reward management is concerned with the 

development and implementation of policies and strategies to ensure that employees are 

rewarded equitably, fairly and consistently in line with the value of the organisation thus help 

to accomplish organisational goals. The explanation why workers are rewarded is to encourage 

them to fulfill their desires, both financial and non-financial (Kikoito, 2014). Managers of 

corporate organisations have recognised that reward increases motivation and better 

performance of task assigned to employees in the organisation. Furthermore, employees been 

rewarded are encouraged in their position to discharge their duties very well. Employees in 

every organisation have been seen as the driving force that contributes to the growth and 

development of the organisational performance.  

The performance of employee in organisation as they are rewarded by the management 

will enable them to achieve competitive advantage and out perform their competitors. The 

rewarded employees in organisation are encouraged to perform better and produce products 

that are of standard quality that will enable organisation to accomplish competitive advantage 

in the market place. Therefore, this research work seeks to tackle these described issues as 

applied to the reward and incentive system within the banks in Nigeria with a view of 

addressing Nigerian banking industry's lingering poor results. 

1.2  STATEMENT OF THE PROBLEM 

The present low performance, emotionlessness and lack of dedication of workers have 

been a major concern and dispute among many parastatals, agencies, government officials, 

private enterprises and the general public. The inability to design and put in place an efficient 

reward system has become a huge challenge for most organizations productivity in Nigeria 

(Nwamuo, 2019). For almost a decade now, the banking industry has witnessed continuous and 

consistent skillfully professional employee’s migration to other jobs and disengagement of 
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employees as a result of flagrant losses, consistent loss of profits to units, directors or even the 

bank as a whole, and many other ominous signs connoting danger to the life of banks in Nigeria.  

The often posed question about whether workers really expect to improve efficiency 

from the management of an organization. There is a common perception that if only corporate 

management can find certain issues that can inspire the workers besides capital, there would 

maybe be a drastic increase in the bank's productivity and profitability. Also, there will be less 

time spent on the annual tradition of contract bargaining meetings for management / employees 

(James, 2014). An employee is concerned about what benefits they receive as incentives, while 

organisations are concerned about what they pay and this motivates important employee 

decisions, especially in terms of work delivery and results. James (2014) stated that the general 

issue is mainly badly structured reward programs, low wages, and inconsistent promotional 

process, lack of a consistent pay system and lack of appreciation of the accomplishments of the 

employees. 

 Bad reward and incentives system is an endangering challenge facing the banking 

industry and other sectors in Nigeria. Employees are poorly remunerated to meet the upkeep 

of themselves and their families, and even a shortfall in comparism with the service they 

provide in the organization. Poorly paid employees are prone to follow their own interests 

outside official hours, like private business, totally neglecting the organizations' objectives. 

Mbah, Mgbemena & Ejike, (2015) Explains that workers are required to participate in other 

income-generating tasks to reach ends, often using the offices of companies as their 

headquarters. This affects performance in organization negatively. The International Labour 

Organization (ILO, 2003) lamented the plight of the workers in the Sub-Saharan region of 

Africa it's so bad it should have hit “an intolerable low point”. The employees in organizations 

goes by harrowing experiences in the hands of the executives. This ranges from none payment 

of their salaries, poor remuneration and ineffective reward system. Designing and executing 
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successful employee reward program is a huge challenge which affects the morale and 

productivity of employees. It is with these in mind that the study seeks to examine the effect 

of reward management (intrinsic and extrinsic) and incentives on organizational performance 

using GT Bank as case research, Nigeria. 

1.3  RESEARCH QUESTIONS 

The broad research question is “what is the influence of research management and how 

it incentives impact the performance of banking industry in Nigeria. Thus, the basic issues 

related to analysis are: 

1. To what extent does intrinsic reward affect the performance of guaranty trust bank 

2. To what extent does extrinsic reward affect the performance of guaranty trust bank 

3. To what extent does incentive affect the performance of guarantee trust bank 

1.4  RESEARCH OBJECTIVES 

The key aim of this analysis is to look at the relationship between reward management 

and how it incentives affect the performance of banking industry in Nigeria. The specific 

objectives of the study include: 

1. To examine intrinsic reward and the performance of employees in guaranty trust bank. 

2. To evaluate extrinsic reward and the performance employees in Guaranty trust bank. 

3. To ascertain the relationship incentive and performance of employees in guaranty trust 

bank.  

1.5  RESEARCH HYPOTHESES 

H01: There is no relationship between intrinsic reward and performance of Guaranty Trust Bank  

H02: There is no relationship between extrinsic reward and performance of Guaranty Trust 

Bank 

H03: There is no relationship between incentive and performance of Guaranty Trust Bank 
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1.6 SIGNIFICANCE OF STUDY 

This study will illustrate the importance of a proper scheme of reward and incentive as 

a solution to the tenacious output decline of performance in Nigerian banks. It will also enhance 

managerial awareness of the effect of performance assessment on organizational efficiency and 

overall safety, building on Nigerian banking experience. 

The results of the study will help the management to assess the impact of human resource 

management approaches on the performance of employees, while identifying areas where 

changes are required. This will also assist management in planning and executing effective and 

productive human resources plans which will contribute to better bank results. This, in effect, 

would help guarantee the country's economic growth and stability. Many researchers who may 

need knowledge about the impact of reward system policies on the performance of workers 

may also benefit from being able to analyze prior methods used to address similar management 

problems and revitalize their reward system models. In addition, they would be able to detect 

inconsistencies in reasoning, weaknesses in Assumptions, or also questions of policy that are 

not properly answered in their organizations by the goals and implementations of the existing 

performance improvement methodology in use. 

A reward system model will also be developed which will greatly boost the 

performance of workers in Nigerian banking industry. Unless the same is used, it will cause a 

revolution in staff efficiency and the company as a whole. 

1.7 SCOPE OF THE STUDY 

The study investigates reward management and how incentives impact the performance 

in banking industry and would focus on the working scheme of guaranty trust bank (Gt bank) 

headquarters Lagos, Nigeria. It focused on reward management and incentives as one of the 

internal influences affecting bank performance, exposing the colossal misunderstanding and 
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application of a structured scorecard model (BSC Model) as one of the reasons that strongly 

led to Nigeria 's continued bank collapse. 

1.8 THE STUDY STRUCTURE 

The research study is structured or organized into five chapters. The chapter two of the 

study presents a review of extant and empirical literature with respect to the study. Issues of 

utmost consideration in this section boarders on the impact of reward management and 

incentives on employee’s performance as it relates to the organizational productivity. Research 

methods, in chapter three of this study or procedure adopted was presented. It ranges from the 

population of study, sample size, research design, and method of data collection to analysis. 

The chapter four of the presents the analysis of the data and discussion of findings from the 

study's survey that focused on the impact of reward management and incentives on the 

performance of employees as it relates to the organizational productivity. Lastly, the study 

chapter five provided a holistic description of the research work, its recommendations and 

conclusion. 

1.9 DEFINITION OF TERMS 

Performance: This is a mechanism in which information about individuals or groups or 

organizations is gathered, evaluated and recorded. This represents the degree to which an 

individual meets his assigned job goals. 

Kobo: Nigeria's currency unit equals one hundredth of a naira. 

Incentive: This is a form of payment to employees that exceeds the usual pay to stimulate, 

motivate or encourage performance. 
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Reward management: as the policies, process, and strategies to ensure appreciation and 

promotion of the importance of individuals and their commitment to achieving organizational, 

departmental and team objectives. 

Banking industry: The Nigerian banking industry currently consists of 34 companies which 

are commercial banks, agricultural banks, regional commercial banks and non-interest banks, 

comprising all banks operating in Nigeria. 
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CHAPTER TWO: LITERATURE REVIEW 

2.0  INTRODUCTION 

The chapter deals with conceptual framework, theoretical framework and empirical 

review. It aims to examine the theory of reward management by various scholars, and how the 

theories of these scholars have negatively or positively influenced the performance of 

employees in Nigeria's banking sector. This chapter would also analyze and discuss their 

opinions on management and how workers should be treated, dealt with and the theory's 

importance to the study. 

2.1  CONCEPTUAL FRAMEWORK 

2.1.2  REWARD MANAGEMENT 

Reward management refers to the development, maintenances, implementation, 

evaluation and communication of reward process (Tsadik, 2017). Armstrong (2010) posited 

that, reward management is the process, policies and strategies needed to maintain the 

employee's interest and the commitment that they make to accomplish organisational goals is 

rewarded. It deals with assessing the relative nature of the work, value and management of pay 

structure, paying for performance, competency, and the management of reward procedure and 

the provision of employee benefits (Armstrong & Helen, 2005). The objectives of reward 

management are accomplished by implementing and developing strategies process, practices 

and policies that are founded on a philosophy, act in line with the distributive and social justice 

principle; equitably, consistently, transparently and function fairly, are aligned with the 

organization's corporate policy and ideology (Tsadik, 2017). Reward management is the # 

implementation and formulation of policies and strategies, the aim of which are to reward 

people equitably, consistently and fairly in line with their worth to the organisation (Brenda & 
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Onuoha, 2018). It entails the controlling and analyzing employees’ compensation and other 

benefits in the organisation. 

2.2.2 REWARDS 

 Reward is the bonus an individual gets for his or her contribution with an organization 

(Tsadik, 2017). Kaplan (2017), it also noted that portfolio of incentives should be built in a 

manner that aligns people’s approach with company strategy. It is anything that attracts an 

employee to work in the organization. It is the benefit that an employee receives from an 

organisation by delivering obligation. Reward is the remuneration earned by an employee from 

an agency for the service given or as a reward for work performed (Kikoito, 2014). 

 Furthermore, it applies to the collection of brain structure that regulates and control 

behavior by inducing pleasure (Ajila & Abiola, 2004). Tsadik (2017) noted that reward is one 

of the important elements to inspire workers to contribute to the development of new strategies 

contributing to increased company efficiency or financial and non-financial results of the 

enterprise. This opinion contrast Apeyusi (2012), who posited that reward is world greatest 

management principal. Reward seeks to attract employees to join the workforce to keep their 

coming to work and encourage them to perform better. It includes all organisation components 

which are rules, process, people and decision making strategies that involve in the allocation 

of incentives to the employees in return for their services to the organisation (Tsadik, 2017).  

Apeyusi (2012), Noted that incentive ties together the inherent self-interest of workers with the 

interests of the company and offers three forms of management performance incentives linked 

to morale, personnel and intelligence. Reward will attract the eye of the workers and it acts as 

a checklist for the individual in control of what result can be accomplished in various areas of 

work (Apeyusi, 2012). 
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 Organisation’s use reward to inspire their staff to pour more time into their incentive 

scheme (Svensson, 2001). That is an effective way of reminding workers that their success is 

important and meeting goals within the company. Reward can be positive or negative. Positive 

reward include power, salary, autonomy, bonuses and salary increase while negative reward 

includes zero salary increase, no promotion and interference in job from superiors. In Tanzania, 

Kikoito (2014) collected data from banking industry and he argued that the reward system for 

bank workers is very important and should be a concern of the bank and its employees. In 

Nigeria, Udeze, Ugwu, and Aku (2019) collected data from banking sector and they concluded 

that reward has the capacity to influence performance in banking industry. Okafor and Okeke 

(2019) investigated reward strategy and employees performance at selected banks in state of 

Anambra, Nigeria and they concluded that reward improves employee’s performance in banks. 

In Nigeria, Nwamuo (2019) collected data from Nigeria Breweries Company to examined 

reward and organizational performance and he concluded that reward has a significant positive 

effect on performance. In contrast, In Ghana, Apeyusi (2012) collected statistics from 

commercial banks and concluded that banks do not value results, which may result in both 

workers and managers not being motivated to work harder. There are two type of reward which 

includes extrinsic and intrinsic reward. Intrinsic reward is the incentives found in the work that 

the workers reap as a result of performing the mission effectively or reaching their goal 

(Kikoito, 2014). But before examining the types of reward, a look at what organizational 

performance is all about is necessary. 

Intrinsic rewards are created to appreciate employees in the form of self-esteem and related to 

their sense of organisation's growth and achievement. 
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2.2.3 ORGANISATIONAL PERFORMANCE 

 Organizational performance is the capacity of the organisation to accomplish its goals 

by using capital efficiently and effectively (Daft, 2003). Kikoito (2014) noted that 

organizational performance is the organisation's actual results, as measured against its intended 

outcome. It is a vital criterion in assessing organisations environments, and actions. Richard, 

Devinery, Yip and Johnson (2009) suggested that organizational performance refers to 

financial performance, shareholder return and performance of the product market. Kaplan and 

Norton (1992) noted that organizational performance refers to a set of non-financial and 

financial indicators capable of assessing the level of achievement of organizational objectives. 

Richard et al. (2009) posited that organizational performance is a multidimensional construct 

covering financial performance indicators internal organisational processes, innovation and 

customer-related outcomes. Singh, Darwish and Potocnik (2016) noted that organizational is 

seen as a vital outcome variable of interest emanating from different disciplines such as 

marketing, human resources, international business, operations management and information 

system. With the conceptualization of organizational performance, it takes a brief look at the 

forms of incentives and their effect on organizational efficiency. 

2.2.4 INTRINSIC REWARD AND ORGANIZATIONAL PERFORMANCE 

 Intrinsic reward is the act of performing on activity for its inherent satisfaction. It 

concerns with psychological development of workers in organisation (Kikoito 2014). This view 

aligns with (Tsadik, 2017) who noted that intrinsic rewards fulfills employee intrinsic factors 

thus motivating them. Onuegbu and Ngige (2018) suggested intrinsic reward is your personal 

satisfaction at the job itself. Hamikway and Yazdanifard (2014) posited that intrinsic reward is 

associated with creativity focus, appreciation, learning assistance, adaptive empowerment and 

the holistic production of human resources that have a profound impact on fostering job results. 
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This view is supported by Giancola, (2016) suggested intrinsic reward consisted of financial 

incentives, work-life balance, success and appreciation, and job and growth opportunities. 

Intrinsic compensation is created in order to support workers in the context of self-esteem and 

in addition to their sense of success in the organistaion (Kikoito, 2014). 

 An intrinsic employee should be inspired to do his work to the degree that the work 

includes tasks that are intrinsically satisfying for him (Tsadik, 2017). Intrinsic rewards are self-

initiated rewards, a sense of pride in one's work and achievements. The example of implicit 

motivation involves helping in decision-making, giving difficult assignments and giving higher 

hierarchical levels. The relationship between organisational performance and intrinsic reward 

is mixed for instance, Eshak Jamian, Jidi & Zakira (2016) reported positive relationship 

between intrinsic reward and employee performance. However, Kiforto (2014) reported 

negative relationship between intrinsic reward and organisational performance.  In Nigeria, 

Olori and Edem (2017) collected data from micro finance industry(bank) to examined intrinsic 

reward tactics and employees performance and the result revealed that intrinsic reward 

employees receive in micro finance banks influence their performance. In similar way, Eshak 

et al. (2016) investigated rewards systems and performance and they argued that intrinsic 

reward has a positive effect on the performance of employees. In contrast, Gohari, Ahmadloo, 

Borouyeni and Hosseinipour (2013) investigated rewards and workers performance. They 

argued that intrinsic reward does not affect performance. Intrinsic reward is an outcome which 

produces itself, such as fulfillment derived from undertaking useful work and personal esteem 

(Tsadik, 2017). Extrinsic reward is expressed in more concrete monetary and non-monetary 

rewards received by employer in the form of salaries. Extrinsic reward are also certain aspects 

of remuneration that are intrinsic to the job, such as incentives, service promotion contracts, 

wages, working circumstances, health and work climate (Tsadik, 2017). The next section 

critical analysis the concept of extrinsic reward and its effect on organizational performance. 
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2.2.5  EXTRINSIC REWARD AND ORGANIZATIONAL PERFORMANCE 

 Extrinsic reward refers to the basic income needs to survive a sense of consistency, 

stability and workplace recognition (Kikoito, 2014). This view contrast with (Tsadik, 2017) 

who posited that extrinsic reward is the core organisational reality that drive employee morale. 

It is the product of the company which provides rewards from job protection, salary and status. 

Mansor, Borhanudding, and Yusuf (2012) posited that extrinsic reward is the factors of 

remuneration external to the job such as working conditions, benefits, service promotion 

contracts, work environment and pay. This means the core organizational reality, as fair 

distribution of rewards drives employees ' morale (Tsadik, 2017). An extrinsic reward fulfills 

the extrinsic factors of the employees, invariably deterring him from thinking to leave the 

organization. It is extrinsic reward as they are external to the job and other workers monitor 

their scale and whether they are awarded or not. Extrinsic rewards are motivating only to the 

extent that an employee’s assumes that the reward is instrumental toward other things of valve 

such as housing, pleasure, food and cars (Cerasolinicklin & Ford, 2014).  

 Extant literature reverted mixed results on the relationship between extrinsic reward 

and performance of organisation. Eshak et al. (2016) reported positive relationship between 

extrinsic reward and workers’ performance.  In similar way, Gohari et al. (2013) examined 

result and success of workers, and found that extrinsic reward has a positive effect on employee 

results. Also, using data from global bank Istanbul, Gungor (2013) examined reward 

management and performance of employee which the result revealed a positive relationship 

between employee performance and extrinsic reward. In contrast to above, Onuegbu and Ngige 

(2018) reported negative relationship between extrinsic reward and employee’s performance. 

Extrinsic reward is seen as important instruments for inspiring the imagination of employees 

(Tsadik, 2017). At the other hand, incentive is a tool that management uses to motivate workers 
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to work with good energy, and also as a spiritual tool to fulfill social and material needs of 

employees. 

2.2.6 INCENTIVE AND ORGANIZATIONAL PERFORMANCE 

Incentive is an extra reward to an organization's workers for good results (Sufian, 2018). 

Igwueleka (2015) noted that incentive is the internal psychological process that is guided by 

the goal to stimulate and maintain employee activities. Incentive is an inducement to encourage 

an employee in order to place greater emphasis on how to accomplish an objective. Aboh 

(2016) examined incentives and work productivity. The study sample consisted of 501 workers 

in Benue state Civil service. The data for the analysis were analyzed using correlation and 

regression. The study reported positive relationship between incentives and workers 

productivity. Kejora (2018) studied incentives and organisational performance. The research 

population was composed of 2000 employees from three big Islamic private universities in 

Voyakorta. Simple percentage was used to analysis the data for the study. The analysis showed 

a positive connection between the incentive and organisation performance. 

Nazbi, Yusort and Ismail (2018) examined incentive and job performance. Structural 

Equation Modeling (SEM) was utilized. The study reported a negative relationship between 

incentives and job performance. Abdullahs (2010) studied Incentives and job performance. The 

study sample consisted of 430 employees Hotels in the Makkah and Madinoh region in Saudi 

Arabia. SEM was used. The analysis found a strong association between Incentives and job 

performance. Using data from Islamic private universities in Yogyakarta, Kejora (2018) argued 

that, incentives affects organisational performance. In contrast, Aboh (2015) collected data 

from five ministries in Benue state, Nigeria and he argued that incentive does not affect 

organisational performance. Reward scheme such as incentive and pay can increase 

organization performance (Kikoito, 2014). In fact, the problem associated with the 
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organization's poor results is due to a lack of sufficient motivation. Therefore, it is very 

important that management should provide incentive to its employees which will lead to good 

organizational performance. In addition, incentive that management gives to employee is 

indispensable ingredient for organizational performance. This means that incentive encourage 

employees to contribute their best to the organisation which result in organisational 

performance. 

2.2.7  FURTHER CRITICAL REVIEW ON THE ISSUE OF REWARD, 

INCENTIVES AND ORGANISATIONAL PERFORMANCE 

Gohari, et al (2013) examined rewards and employee performance. The sample 

population consisted of employee of Malaysian tourism companies. The researchers distributed 

100 copies of questionnaire but 77 copies were received. The study reported that reward has a 

positive effect on employees’ performance. 

Onuegbu and Ngige (2018) examined organisational reward system are workers 

performance. The population of the study consisted of 10972 employees in top, middle and 

lower levels of the tertiary institutions (polytechnics) in south-east of Nigeria. However, 

stratified sampling at random was utilized to select 210 employees. The mathematical method 

used was Pearson product correlation coefficient. The result revealed that employee rewards 

significantly affects organisation performance. Onyekwelu, Arinze and Khukwuma (2017) 

investigated reward and performance management on employee productivity. The sample 

population consisted of the senior staff of Nigeria bottling company, irete owerri, Nigeria 

Breweries plc, Ama-Enugu, and Serbmilla industries Plc. Onitsha. The researchers distributed 

336 copies of questionnaire but 321 copies were received. Descriptive statistics and Chi-Square 

were used as the method of data analysis. Gungor (2011) examined reward management 

scheme and worker performance. The study population consisted of managers, supervisor and 
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deputy manager of 12 Global banks in Istanbul, Turkey. The researcher distributed 500 copies 

of questionnaire but 116 copies were received. The results were analyzed using analysis of 

variance (ANOVA). The study showed that reward had a beneficial impact on the efficiency 

of the workers. 

 Ngwa, Adeleke, Agbaeze, Chasi and Imhanrenialen (2019) studied reward system and 

worker performance. Population of the study consisted of all upper management tiers and 

middle management are non-management employees of manufacturing companies in 

Cameroon. The researcher distributed 538 copies of questionnaire but 517 copies were 

received. Simple percentage and regression were used as the data analysis method. The study 

revealed a positive association between reward system and worker performance. 

 Alolade and Oguntodu (2015) examined motivation and performance of employee. The 

population of study consisted of 80 senior staff of the following banks; first bank, Guaranty 

trust bank, Zenith Bank and Daimond Bank. 80 copies of questionnaire were distributed but 67 

copies were returned. Simple linear regression used. The result revealed that employee’s 

motivation has effect on performance. Emmanuel (2018) examined reward system and 

employees performance. Structured interview was provided and most people preferred cash 

incentives but only for a brief amount of time because it met the desires of the employee. The 

researcher concluded that the scheme of incentives is important for the financial sector in 

Ireland. 

In Tanzanian, Kikoito (2014) studies reward system and organisational performance. 

The study population consisted of 100 bank employees. Simple percentage was used as the 

method of data analysis. The study findings showed that there are both financial and non-

financial incentives at workplace. The study concluded that the method of paying bank 

employees matters a lot and should be a business and employee concern. 
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 Tsaddik (2017) investigated reward, benefits and incentives on employees’ 

performance. The research population consisted of 304 employees of Zenith bank in Ethiopia. 

The researcher distributed 170 copies of questionnaire but 160 copies were received simple 

percentage correlation analysis and regressions were used. The results showed that reward 

benefits and incentives have direct relationship with employees’ performance. Apeyusi, (2012) 

studied reward system and corporate performance. The research population consisted of 900 

managers of commercial bank limited in Ghana, the researcher distributed 150 copies of 

questionnaire but 134 copies were retrieved. Simple percentage was used for study analysis of 

the results. The analysis found a favorable association between reward and performance at an 

organisation. In addition, most respondents reported that reward inspires them to work more, 

and they are likely to work more if further opportunities are offered. 

 Brenda and Onuoha (2016) examined reward management strategies and organisational 

commitment. The study population consisted of 200 employees of bank in  Bayelsa state, 

Nigeria. The researcher administered 133 copies of questionnaire, but 70copies were received. 

Spearman’s ram correlation coefficient was used as data analysis method. The result revealed 

a positive relationship between reward management strategies and organisational commitment. 

The study concluded that adoption of wage scales and incentives for workers significantly 

increases corporate loyalty. 

 Sufion (2016) investigated incentive schemes and personnel performance. The 

researcher distributed 120 copies of questionnaire but 100 copies were received. Chi-square 

had been used to evaluate the study results. The analysis revealed the workplace job program 

has consistency in incentive schemes. Eshak, Jamion, jidi and Zakirai (2016) examined reward 

system employees’ performance. The study sample consisted of 130 respondents in a particular 

Islamic Duncil, in Malaysia. The researchers distributed 130 copies of questionnaire but 120 



 
 

19 

 

copies received. Correlation was used. The study showed a strong and important association 

with employee performance between the intrinsic and extrinsic reward. 

 Yasmeen, farooz and Asghor (2013) examined rewards and organizational 

performance. The data for the study was collected for80 employees of Pakistan Telecom 

company limited (PTCL). Descriptive statistics and ANOVA were used as the data analysis 

method. The research revealed insignificant and weak relationship between rewards and 

organizational performance 

 Mansor, Borhannuddin are Yusuf (2012) studied rewards and job performance. The 

sample consisted of 150 employees in chemical based industries in Malaysia. The researchers 

administered 150 copies of questionnaire but 127 copies were received. The study revealed a 

significant relationship between intrinsic rewards and job performance. Also, the results 

showed a significant association between extrinsic and work performance. 

 Zaraket and Saber (2017) examined financial rewarded job satisfaction and 

performance. The researchers distributed 250 copies of questionnaire but 129 copies were 

received. The study reported a significant relationship between financial rewards and job 

satisfaction Shaikh, Pathon and Khoso (2018) examined extrinsic motivation and employee 

performance. Anova, test and multiple regressions were used to analyse data for the study. The 

study reported positive and significant relationship between extrinsic motivation and employee 

performance. 

 Khalid, Salim and Loke (2011) investigated rewards and motivation on job satisfaction. 

The study population consisted of 689 employees of water utility. The positive relationship 

between reward and motivation. Also the study found a positive relationship between reward 

and job satisfaction. Divisoriya (2014) examined and employee performance. The study 

population consisted of 107 employees in the Cleetrico. Descriptive statistics, Pearson’s 
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correlation and regression. The study revealed a positive relationship between rewards and 

employee performance. 

 Nthiga and Ngu (2010) examined rewards and job design on employee performance. 

The study revealed a significant relationship between reward and employee performance. 

Panish And Usman (2010) examined reward and recognition on job satisfaction and 

motivation. The study sample consisted of 220respondents. The researchers distributed 250 

copies of questionnaire but 220 copies were received. The study reported that reward 

recognition have impact on motivation of the employees. 

 Salah and Ayadi (2016) examined rewards and employees performance. The researches 

distributed 308 copies of questionnaire but 268 were received. Pearson correlation was used as 

the method of data analysis. The result showed a significant relationship between reward and 

performance. Bustamon, Teng and Abdullah (2014) examined reward management and job 

satisfaction. The sample consisted of 150 employee of hotel industry in Malaysian. The 

researcher distributed 150 copies of questionnaire but 132 copies were received. Descriptive 

statistics, Pearson correlation and regression were used. The study found a positive and 

significant relationship between rewards and job satisfaction. 

 Ibrar and Khan (2015) studies reward and employee performance. The study reported 

positive relationship between reward and employee’s job performance. 

 Ranjon and Mishra (2017) studied reward and employee performance, survey method 

was adopted. The researcher distributed 115 copies of questionnaire but 102 copies were 

received. Simple percentage and chi-square were used for the study. The study found a 

significant relationship between rewards and employee performance. Aktor, sachu, and Ali 

(2012) examined rewards and employee performance. The study sample consisted 200 

employees. The researcher distributed 200 copies of questionnaire but 189 copies were 
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received. Descriptive statistics Pearson correlation and t-test. The study reported a significant 

relationship between employee performance and reward. 

 In Kenya, Muchiri (2016) examined employee performance and reward. The study 

population consisted of 100 employees of Nairobi seven hotels. The researcher administered 

80 copies of questionnaire but 65 copies were received. Pearson correlation and ANOVA were 

used as the data analysis method. The study reported an important connection between 

employee performance and reward. Khan shahid Nawab and Wali (2013) studied extrinsic and 

intrinsic reward on the performance of employees. The population of the research consisted of 

200 employees of banks in Pakistan. The researcher distributed 200 copies of questionnaire but 

120 copies were received. Descriptive figures, Pearson correlation and regression. The study 

reported an optimistic and significant connection between employee performance and reward. 

 Emmanuel, Agu, Onuoha, and Iwara (2017) examined rewards management and 

worker performance. The study sample consisted 86 employee from oil energy industries in 

South-South of Nigeria. 86 copies of questionnaire were distributed but 80 copies were 

received. Anova was used as the data analysis method. The study found an important 

connection between rewards and worker performance. 

2.3  THEORETICAL FRAMEWORK 

2.3.1  EQUITY THEORY 

Equity Motivation Theory, developed by J Adams via the early 1960s and Stacey 

Adams, agreed about motivation being influenced by a sense of equal treatment in social 

interaction by a person. Individuals want to be fairly compensated for their contributions 

compared with other people (the results they experience match their input(s). Belief about what 

is right and unjust will influence a person’s morale, perceptions and behaviours.  
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The philosophy of equity theory implies that people are obsessed not only with the 

actual amount of compensation they earn for the job they perform, but also with the comparison 

of this value to what others earn. (Onuegbu& Ngige, 2018). This theory postulates that 

employees seek to accomplish a balance between efforts and rewards they received. This 

implies that in an organisation where employee benefit, cooperation, incentive or recognition 

are equitably distributed and consistently provided for the work done tend to put more efforts 

in carrying out their tasks in the organisation. Equity theory asserts that employees’ efforts take 

the form of work volume and quality performance, praise, compensation, knowledge and 

advancement in opportunities. 

2.3.2 THEORETIC CRITIQUE 

Equity theory is a valuable tool that companies ought to use when it comes to 

considering workplace social distinction. However, as with any theory, both in practice and 

research, there are strengths and weaknesses there. Therefore, to recognize the use and 

applicability of equity theory as an interpretation and as organizational motivator, it is 

important to revisit and analyze these strengths and weaknesses (Redmond, 2010). 

Understanding equity theory and, in particular, its crucial comparative dimension-allows 

managers and politicians to understand that while changing one person's terms and conditions 

can solve the demands of that individual (for a while), if the improvement is considered by 

others to disrupt the equity of their own circumstances, the solution will easily create far more 

problems than it attempted to solve(Chin-Ju Tsai, 2010).Equity Theory tells us that in terms of 

their environment, family, program, etc., people see themselves and crucially how they are 

handled-not in isolation-and so they have to be controlled and treated accordingly. 

Strengths: Which refers to the reliability and validity of the theory of equity 
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Research Performance, effectiveness and 

applicability of the theory 

components, backed over the 

years by several investigative 

studies 

For example: 

1. 1967; Impact of Low Wage 

Unfairness on Job Performance, Work 

Efficiency and Work Attitudes, by 

Lawler & O'Gara. 

2. 2006; Equity principle Impact on 

Assembly Line Motivation and Pace 

of Workers. 

3. 2012; the consistency of equity theory 

in enhancing operational performance. 

European Journal of Financial 

Studies, Finance and Administration. 

Theory Predicts behaviour correctly “Sweeney, P. D. (1990). Distributive 

justice and pay satisfaction: A field test of 

an equity theory prediction. Journal of 

Business and Psychology, 4(3), 329-341.” 

Theory Makes sense in practice. For instance: Right to say the majority of 

people compare "their inputs and 

outcomes with others" (Redmond, 2009). 

Theory capability to blend with other 

theories (especially the theory of 

expectancy) 

Stetcher and Rosse (2007); State this on 

the basis that people will calculate costs 

and benefits while considering 

alternatives (p. 778). For starters, workers 

may use the equity theory to decide 
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whether inequity has arisen, and if so, they 

can use expectation theory to act on 

inequality. 

 Source: Adapted from Redmond, 2010 

Weaknesses: The following considerations demonstrate some of the Equity Theory problems. 

Theory Lacks in detail on some factors For example; Offers a range of equity 

recovery approaches but does not predict 

in depth which choice an individual will 

select (Redmond, 2009). 

Research  Empirical support with mixed ideas Analysis on overpayment inequities 

reveals no impact on organisations for 

example (Redmond, 2009). 

Research Boundaries/restrictions For example: Long-term reactions to 

inequity are not understood, since several 

experiments have been short-term 

(Redmond, 2009). 

Theory No real value, and thus more as an 

explanation after the fact than as a 

predictor of actions (Redmond, 

2009). 

For example: Various variables not 

regulated by administrators or 

organisations may contribute to 

inequities (Redmond, 2009). 

Theory Faults in perception For example: human cognition can be 

faulty, exposing any interpretation of 

outcomes and inputs conceived to error 
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Theory The equity theory as presented by J 

Adam's fails empirical analysis or 

justification for various values or 

lack of equity within cultures 

themselves. 

Example: study on equity theory as it 

relates to Eastern cultures found that 

equality was preferred rather than equity 

(Mahler, Greenberg, and Hayashi, 1981; 

Leung and Park, 1986, as quoted in Fadil 

et al, 2005). 

Source: Adapted from Redmond, 2010 

The equity theory, as demonstrated above, contains both weakness and strength, the 

analysis of which is important for the proper use of the implementation of the theory in the 

work place. Equity Theory can be used in the workplace as a critical method for assessing 

motivation and understanding employee behaviors, with its clear empirical support. In addition, 

the theory's shortcomings shed critical light on what study and analysis, thereby providing 

scholars with the knowledge of the details we should be trying to better understand the nature 

of workplace motivation. 

In addition, the shortcomings of the equity theory shed critical light about what is needed for 

further analysis and study, similarly supplying us with the understanding of the evidence that 

we will strive for better grasp the environment of the working world influenced by the 

description of Abraham Maslow Sequence of needs orders. According to Abraham Maslow "in 

order to motivate him / her, you need to know where a person is on the hierarchical pyramid. 

And you have to concentrate on meeting the needs of that person at that point "(Robbins 2001). 

They are presented below. 
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Source: Abraham Maslow Needs of Hierarchy 1954 

Maslow’s acceptance of needs hierarchy was to enhance workplace efficiency at guaranty trust 

bank not only through benefit programs such as wages, benefits or wellness programs, but also 

through encouragement to consider the most basic physiological and individual needs. 

"Although a higher-level need could be followed briefly, the need for food and shelter will 

more likely become the primary priority again" (Cianci & Gambrel, 2003) p.141.Given the 

challenge of operationalizing the hierarchical needs variables such as protection, health, self-

esteem, etc., its only limitations, managers have been able to leverage theories of equity and 

hierarchy needs together and to help solve cultural differences among Organizational 

employees. 

In fact, "The need hypothesis for Maslow is how well it works to explain individual 

actions and motivation. It is relevant in modern-day applications, particularly in the business 

world. For example, managers may profit from recognizing the simple human desires of their 
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workers including intimacy, work protection and appreciation for a well performed mission. 

Creating an atmosphere that satisfies those expectations would result in self-actualized team 

members working to their full market potential "(Avneet Kaur, 2013). 

2.4 SUMMARY AND CONCLUSION 

This chapter had reviewed extant literature on reward management and how it incentive 

affect performance. It contains literature review on concept of reward management, reward, 

intrinsic reward, extrinsic reward, incentive, organisational performance, intrinsic reward and 

performance of organization, extrinsic reward and organisational performance and the 

theoretical framework. From the reviewed literatures adapted from various scholars, such as 

Abraham Maslow’s theory which suggested about employees self-esteem and self-recognition 

to Stacy Adams equity theory which stipulates about fair compensation based on contribution. 

Linking back to peer reviewed literature, the researcher was able to lean towards an extrinsic 

rewards which is more acceptable to workers within the Nigerian banking sector.  

According to Brenda and Onuoha (2016) which posited about reward strategies and pay 

structures in an organisation. The researcher was able to learn that despite the relevance of 

intrinsic rewards towards motivation, the extrinsic reward overcomes all and which will be 

draw off from when attempting to discuss the methodology for the study. 
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CHAPTER THREE: RESEARCH METHODOLOGY 

3.0 INTRODUCTION 

For this study, the analysis of methodology was the nature of the survey sample. Data 

from both secondary and primary sources were obtained. The researcher had to answer the 

basic research questions that are; to examine intrinsic reward and the performance of 

employees in guaranty trust bank? To evaluate extrinsic reward and the performance 

employees in Guaranty trust bank? To ascertain the relationship incentive and performance of 

employees in guaranty trust bank? For the purpose of obtaining reliable and valid outcome in 

this research study that is based on systematic and scientific approach, the methodology and its 

process is pertinent. 

3.1 RESEARCH PHILOSOPHY 

 The philosophy behind any research study is key to assisting the researcher achieving 

his/her intended goal of getting valid and verifiable data for reliable research conclusions and 

eventual recommendations which will add to extant theories and literature. (Saunders, Lewis 

and Thornhill, 2016). The theory of positivism philosophy can be extended due to the use of 

systematic study techniques that include questionnaires, standardized interviews, organized 

non-participant assessment, official reports to provide accurate results that can be verified by 

other repeat researchers. Finally, it adheres to empirical experience (empiricist view), and to 

quantifiable findings contributing to mathematical research (Crowther and Lancaster, 2008). 

3.2 POSITIVISM VERSUS INTERPRETIVISM  

Positivism has been widely used in management and business research because of the 

natural scientist's philosophical stance (Saunders, Lewis & Thornhill, 2009).This research 

philosophy seeks to produce causal relationships and it is based quantitative approach. In 
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positivism, the researchers are independent of what they study and are value free in choosing 

what to study and how to study it, including data collection and research process (Abugalia, 

2011). The positivism leads to the employment of the deductive approach with specific 

research methodology such as cross sectional studies, longitudinal studies and survey. 

Positivism approach aim to capture the causes or facts of social phenomena. This approach 

pays attention to individual logical reasoning and behavior in order to accomplish objectivity 

and precision when explaining and investigating research results (Al.Omiri, 2003). The 

positivism approach requires a research methodology that is concerned with hypothesis testing 

by collecting and analyzing quantitative data in order to arrive at generalizable conclusion that 

are based on statistical analysis . On the other hand, interpretivism refers to an epistemology 

which promotes information contrasts between individuals, which is important for the 

researcher as a social character. The data that are gathered using interpretivist studies cannot 

be added up since data are affected by individual values and perspectives (Emmanuel, 2018). 

Based on the argument above, the research  is based on positivism because positivism is 

associated with survey research design and that hypotheses developed in this study .Finally, 

the study adopted positivism approach to tackle questions related to the study, objectives and 

the hypotheses of the study and to provide a basis to generalize the research result. 

3.3 RESEARCH APPROACH 

 The study will use the deductive approach in finding answers to the questions raised in 

the study. According to Robson (2002), this method is suitable because it has the framework 

and methods for validating theories, conclusions and concerns about a specific trend of culture. 

Using the deductive reasoning method would allow the research to find answers to objectively 

raised questions and conclusions using verifiable instruments (Johnson and Christensen, 2014). 

Hence, helping to explain the connection between intrinsic, extrinsic rewards and incentives 
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and its effect on organizational performance as it relates to Guaranty Trust Bank (GTB), 

Nigeria. 

3.3.1 INDUCTIVE VERSUS DEDUCTIVE  

Inductive applies to a method in which we detect such events and then we come to a 

conclusion (Sekaran, 2002. 22). William and May (1996.22) defined inductive as the derivation 

of a general principle or possibly a law in science, which is referred from specific 

observations”. Inductive begins from collection of data, analyzing the data and formulating the 

theory. On the other hand, deductive starts with the premises that are used to make logical 

conclusion. This approach occurs where a researcher develop hypotheses using theory, 

collecting data to test hypotheses and to support or modify theory. Deductive uses available 

facts, information, or knowledge to deduce a valid conclusion. Deductive approach is used to 

guide study design and to interpret results (Khomba, 2011). The deductive approach is in 

accordance with quantitative research and positivism paradigm(Abugalia,2011).Deductive 

approach enables the testing of theory and prove generalizations about a 

phenomenon(Sreekumar,2005).This approach is very vital since the validation of scale and 

estimation of  the theoretical model demands statistical procedures. Furthermore, the finding 

from this study can be analyzed through checking the significant level that presupposes 

sufficient sample size, randomness and related statistical significant consideration. Based on 

the argument on the above, deductive approach is adopted because the researcher has 

developed hypotheses that will test. Finally, deductive approach is suitable for the analysis, as 

the formulated hypotheses will be tested empirically. 

3.4 RESEARCH DESIGN 

 In an attempt to gather appropriate and reliable data, the study will also use survey 

analysis design and technique. The research nature of the survey has been used as a real method 
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and instrument in gathering data that is considered large (Rossi, Wright and Anderson, 2000). 

Throughout its activities, the survey analysis architecture often requires equal selection within 

the target sample population, which inevitably optimizes the probability of precision and 

validity. The survey research strategy or choice is apt in its ability to cover a large scope of 

respondents and research case (Goddard and Melville, 2001; Fowler, 2014).  

3.4.1 SURVEY VERSUS INTERVIEW 

Survey has a medium level of statistical conclusion validity as the researcher has some 

control over extraneous variables and can use reliable measures of the relevant variables 

(Birnberg, Shields & Young, 1990). Survey research enables the researcher to gather large 

volume of data from different organizations. Survey is used to collect data cross sectionally or 

longitudinally. Birnberg et al.(1990) noted that survey is used for different purposes 

including(1) assessing trends in practice,(2) systematically collecting a large amount of data 

within a single firm,(3) supplementing data from case studies and field studies, (4) testing 

theories cross sectionally using large sample of firms or individuals. Survey study deals with 

both large and small sample population. Samples of the population chosen to determine the 

relative frequency, distribution and interrelationships of psychological and sociological 

variables (Osuala, 2005). Survey are oriented toward the determination of the status of a given 

phenomenon rather than toward the isolation of causative factors. Survey focuses on people, 

the vital facts of people, and their belief, opinions, motivations, attitudes, and behavior. The 

survey population is the collection of respondents available to the researcher that is actually 

sampled (Van der Stede, Young & Chen, 2007). On the other hand, interview may be 

organized, semi-structured, or unstructured, and phenomenological related. Interview is a 

dialogue held with the specific goal of extracting certain information (Osuala, 2005). This is 

designed to obtain accurate and credible data from the respondents. Based on the above 
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argument, survey method is adopted because it ensures high response rate, targets very 

precisely the most appropriate sample and overcome the sample bias problem (Leftesi, 2008). 

3.5 RESEARCH METHOD 

The thesis uses the quantitative analysis approach to find appropriate and correct 

answers to the questions posed, and to check different conceptual claims with respect to the 

phenomena of the understudy. According to Cooper and Schindler (2008), therefore, testing 

deduction is adequately explained by the use of quantitative methodological approach which 

gives the hypothetical study objectivity and validity. In the opinion of Creswell (2009), he 

operationalized quantitative research as; 

…a means of testing objective theories by examining the relationship among 

variables. These variables, in turn, can be measured, typically on instruments, 

so that numbered data can be analyzed using statistical procedures…those who 

engage in this form of inquiry have assumptions about testing theories 

deductively, building in protections against bias, controlling for alternative 

explanations, and being able to generalize and replicate the findings. 

(Creswell, 2009 p.4) 

 Originally, the quantitative research approach came in usage in the social 

sciences around the 19th and 20th century and its predicated on the bases of evaluating 

and treating social phenomenon with natural science tools and approaches (Creswell, 

2009). Base on its core principle of valid measurement that is reliable and justifiable in 

its interactions with the universal, Moses and Knutsen (2007) further explained its 

importance in tends of its characteristics; 
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..there exists regularities or patterns in nature that can be observed and 

described; statements based on these regularities can be tested empirically 

according to a falsification principle and a correspondence theory of truth; it 

is possible to distinguish between value-laden and factual statements; the 

scientific project should be aimed at the general (nomothetic) at the expense of 

the particular (ideographic); human knowledge is both singular and 

cumulative. 

(Moses and Knutsen, 2007, p.9) 

3.5.1 QUALITATIVE VERSUS QUANTITATIVE 

Qualitative has continued to prioritize and appreciate the interpretative 

dimensions of social-world awareness. This demands that the researcher focus on 

interpretive critical social sciences, where the study uses functional reasoning to pursue 

a relatively non-linear direction and emphasizes meanings and cases (Alotaibi, 2014). 

Quantitative approach is one based mainly on a conceptual model in phenomics. It 

utilizes methodologies such as ethnography, grounded theory or case studies and 

gathers its data by means of open-ended questions and new data with the strength of 

existing themes. (Leftesi, 2008). Qualitative analysis explores what people do and 

communicate as a result of how they perceive the meaning of their worldly life. 

Qualitative requires a limited number of participants because of the in-depth 

compilation of information required for the analysis (Khomba, 2011). At the other hand, 

quantitative methodology is one where researchers mainly follow the model of 

positivism, follow methodologies such as surveys and tests, and gather data at 

predetermined instruments using closed query and mathematical methods to interpret 

the results. Quantitative analysis aims at systematic proof of causal linkages between 
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sets of accounting data, management systems and performance, strategy and 

performance, business factors and financial success (Malina, Norreklit & Selto, 2011). 

Quantitative analysis starts with theoretical and empirical questions or theories 

regarding a specific event, gathers real-world evidence and then analyzes it statistically 

to confirm or refute the theories mentioned (Khomba, 2011). A analysis is known as 

quantitative work where focus is placed on quantifying objects, as the researcher 

assumes that quantitative calculation is the only way to measure the properties of the 

phenomenon. A quantitative approach in the form of a formal questionnaire helps the 

researcher to accomplish larger participants in multiple companies. This is related to 

empirical evidence and surveys larger than in qualitative studies. Based on the above 

argument, the current study is based on quantitative research because quantitative is 

formal and objective, the researcher is different, and the rationale is rational and 

deductive in this work. The rationale for using quantitative analysis is that quantitative 

research requires gathering empirical data that can be quantified and analyzed 

systematically. This research method depends on the testing of hypotheses and helps 

the researcher to compare the relationships and trends among variables using methods 

of mathematical analysis. For example, the researcher would define and consider the 

relationship between performance (dependent variable) and intrinsic reward, extrinsic 

reward, and incentives (independent variables), depending on the study question. 

Therefore, quantitative analysis is useful for large scale surveys. While this is the best 

method to follow as a consequence of the large sample population of Guaranty Trust 

Bank (GTB) members, Lagos, Nigeria. 
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3.6 METHOD OF DATA COLLECTION 

 The analysis would use two simple data-gathering techniques. According to Cohen, 

Manion & Morrison (2004) observed that methods and analyzes of data collection are 

fundamental procedures and provide insight into approaches in study. Therefore, the primary 

and secondary method of data collection was used with respect to this analysis. Although the 

primary approach entails the use of standardized questionnaires on a Likert scale, the secondary 

method requires literature reviews which are applicable to the research. 

3.6.1 THE PRIMARY MODE OF DATA COLLECTION 

 The most direct avenue of data gathering is via the primary method. This method 

enables the researcher to obtain index information or data from target respondents. And by 

context, the study will achieve this process by distributing questionnaires as a medium of 

gathering this mode of data to both operational staff and management staff of GTB.  

3.6.2 SECONDARY MODE OF DATA COLLECTION 

 The instrumentation of secondary data sourcing was also employed. This is in the form 

of consulting extant literature and prior research studies that are in link (direct and indirect) 

with the research study. The secondary sources include academic journal publications, books, 

gazette, business article and magazines amongst others. 

3.6.3 QUESTIONNAIRE STRUCTURE AND FORMAT 

 The questionnaire is the most potent instrument or tool in acquiring data from the field. 

Brace (2008) states the questionnaire arrives in a well-structured way formation which could 

either by closed or open ended in design which gives the participant or respondent the leverage 

of choice answers. In regards to this study, the Likert scale questionnaire design was utilized. 

The design (Likert scale) gives the research respondents to give their opinion according to the 
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pattern and formation of the various statements being outlined by the researcher for easy 

interaction. The structural response are as follows; strongly Agree – SA (5 points); Agree – A 

(4 points); Undecided – UN (3 points); Disagree – D (2 points) and Strongly Disagree – SD (1 

point). 

3.6.4 QUESTIONNAIRE ADMINISTRATION 

 For data clarity, validity, reliability and the drive towards maximizing the potential in 

the usage of the questionnaire instrument, the study logically and ethically abide by research 

ethical rules and standards. In administrating the questionnaire in an effective and efficient 

manner in furthering cordial interaction with the research population and target sample 

respondents, letters of requests seeking for permission to conduct a research survey was sent 

to management of GTB, and the questionnaire format was emailed to the specific number of 

sample size.  

3.7 SAMPLING TECHNIQUE 

 For this research analysis the purposive or ease and basic random sampling method was 

used. The random sampling methodology would encourage the researcher to reduce the 

judgmental feeling in a move to increase objectivity in sampled population responses. While 

the purposive sampling technique with assist the study in narrowing down its target population 

and sampling respondents, thereby helping with erasing certain limitations in gathering 

required and relevant data. 
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3.8 SAMPLE SIZE 

 The study engaged a total of 160 sampled respondents from the case study area (GTB). 

The distribution of the questionnaire consists of sixty (60) management staff and one hundred 

(100) operational level staff of GTB, Lagos. 

3.9 DATA ANALYSIS 

 The Statistical Package for the Social Science (SPSS) was used in analyzing and 

interpreting data gotten from the field. Descriptive statistics, correlation and ordinary least 

square regression were used in analyzing the data of the study. In addition, the research would 

use related literature to endorse knowledge gathered from the field in relation to corporate 

social responsibility and organizational performance at IVM. 

3.10 MEASUREMENT OF VARIABLES 

1. Organizational performance was assessed using 8 object instrument adopted from (Aryani, 

2009) 

2. Intrinsic reward were assessed using 5 element instrument developed by (Kikoito, 2014) 

3. Extrinsic reward was analyzed using four element method built by (Kikoito, 2014). 

4. Incentive was analyzed using four element method built by (Sufian, 2016). 

3.11 ETHICAL CONSIDERATION 

This research is primed by ethical guidelines and criteria. In promoting ethics in this research, 

the study is of academic authority to maintain the confidentiality of different information 

collected in the course of this research to be carried out in Guaranty trust bank headquarters to 

evaluate Reward management and how its incentives impact the performance of banking industry in 

Nigeria. 
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3.12 SUMMARY 

 In summary, to a large extent, the process of careful methodological explanation has 

been examined in this chapter. Firstly, the adoption of the Saunders, Lewis and Thornhill’s 

(2016) Research Onion Framework (ROF) was instrumental in constructing the research 

methodology of this study. From the research philosophy to the ethical consideration, the study 

has been able to demonstrate its prowess in the arena of collection of appropriate data for 

analysis interpretation and analysis which will contribute to foster scholarship and professing 

of theory in explaining social and universal phenomenon. Specifically, the outcome of the study 

which is predicated on a systematic mode of data gathering will add to knowledge and address 

the research gap as touching reward management – extrinsic and intrinsic reward and incentives 

as it affects organizational performance. 
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CHAPTER FOUR: DATA PRESENTATION, ANALYSIS AND DISCUSSION OF 

FINDINGS 

4.0 INTRODUCTION 

This chapter deals with the examination of research results from field survey which 

focused on reward management and how its incentive influence performance of GTB. 160 

copies of questionnaires were distributed but 147 were retrieved, making the percentage of the 

copies retrieved 91.9%. “Statistical Package for Social Sciences, SPSS” 21.0 have been used 

for the study. The first section of the chapter deals with the review of respondents' profiles, 

while the other sections discuss the key points that include responses to the research questions 

and theories to which this thesis relates. 

4.1 DATA PRESENTATION 

Frequency Table 

Table 1 

Sex 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Male 71 48.3 48.3 48.3 

Female 76 51.7 51.7 100.0 

Total 147 100.0 100.0  
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Table 1 reveals that, 71 respondents covering 48.3% of the sampled population are 

male, 76 representing 51.7% are female. It indicates however that more females than males 

engaged in the sample. 
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Table 2 

Age 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

18-35years 73 49.7 49.7 49.7 

36-53years 46 31.3 31.3 81.0 

54 and above 28 19.0 19.0 100.0 

Total 147 100.0 100.0  
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 Table 2 This indicates that 49.7% of research sampled respondents are between 

the ages of 18 and 35, 31.3% are between the ages of 36 and 53, and 19.5% are between the 

ages of 54 and beyond. This indicates that respondents aged between 18-35 years were more 

interested in this research study. 

Table 3 

Marital Status 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Single 77 52.4 52.4 52.4 

Married 58 39.5 39.5 91.8 

Divorced 12 8.2 8.2 100.0 

Total 147 100.0 100.0  
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Table 3 reveals that, 52.4% of the sample population representing 77 respondents are 

single, 39.5% covering 58 respondents are married, while the remaining 8.2% representing 12 

respondents are divorced.  This Indicates that, more single respondents participated in this 

study. 
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Table 4 

Educational Qualification 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Secondary 17 11.6 11.6 11.6 

Tertiary 130 88.4 88.4 100.0 

Total 147 100.0 100.0  

 

 

 



 
 

45 

 

Table 4 shows that, 17 respondents representing 11.6% are secondary school certificate 

holders, while 138 respondents representing 88.4% possesses tertiary education. It thus 

indicates that, respondents that are tertiary certificate holders participated more in this study 

Table 5 

Employment Status 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Management 

Staff 

56 38.1 38.1 38.1 

Operational Staff 91 61.9 61.9 100.0 

Total 147 100.0 100.0  
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Table 5 confirms that 56% respondents covering 39.1% are management staff, while 

91 respondents representing 61.9% are operational staff. Hence, signifying that, respondents 

that are operational staff participated more in this study. 

SECTION B 

 The responses from the field survey were collected in this segment via the instrument 

of questionnaire was descriptively analyzed with representation in bar chart.  

Research Question One: To what extent does intrinsic reward affect the performance of 

Guaranty Trust Bank (GTB)? 
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Table 6: Praise from my supervisor for a job well done inspire me to do my work better thereby 

leading to increase in GTB output performance. 

Question One 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 21 14.3 14.3 14.3 

Agree 48 32.7 32.7 46.9 

Undecided 32 21.8 21.8 68.7 

Disagree 27 18.4 18.4 87.1 

Strongly Disagree 19 12.9 12.9 100.0 

Total 147 100.0 100.0  
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With respect to question one, table 6 reveals that 14.3% of the respondents strongly 

agree that praise from my supervisor for a job well done inspire me to do my work better 

thereby leading to increase in GTB output performance, 32.7% agreed that praise from my 

supervisor for a job well done inspire me to do my work better thereby leading to increase in 

GTB output performance, 21.8% were undecided that praise from my supervisor for a job well 

done inspire me to do my work better thereby leading to increase in GTB output performance, 

18.4% disagreed praise from my supervisor for a job well done inspire me to do my work better 

leading to increase in GTB output performance that, while the remaining 12.9% strongly 

disagreed that praise from my supervisor for a job well done inspire me to do my work better 

thereby leading to increase in GTB output performance . The analysis thus reveals that majority 

of the sampled respondents agreed that praise from my supervisor for a job well done inspire 

me to do my work better thereby leading to increase in GTB output performance. 
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Table 7: Management values and views me with dignity 

Question Two 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 19 12.9 12.9 12.9 

Agree 38 25.9 25.9 38.8 

Undecided 41 27.9 27.9 66.7 

Disagree 29 19.7 19.7 86.4 

Strongly Disagree 20 13.6 13.6 100.0 

Total 147 100.0 100.0  
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Table 8 presents that 12.9% of the respondents strongly agreed that management treats 

them with dignity and respect t, 25.9% agreed that management values and views me with 

dignity, 27.9% were undecided that management values and views me with dignity, 19.7% 

disagreed management values and views me with dignity, the remaining 13.6 strongly disagree 

that management values and views me with dignity. It therefore shows from the above analyses 

that, majority of the sampled respondents are undecided that management values and views 

them with dignity. 
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Table 8: I use instructions from management to fully better my knowledge and talents 

Question Three 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 26 17.7 17.7 17.7 

Agree 53 36.1 36.1 53.7 

Undecided 22 15.0 15.0 68.7 

Disagree 31 21.1 21.1 89.8 

Strongly Disagree 15 10.2 10.2 100.0 

Total 147 100.0 100.0  
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Table 8 shows that 17.7% of the respondents strongly agree that, they use instructions 

from management to fully better their knowledge and talents, 36.1% agreed that, they use 

instructions from management to fully better their knowledge and talents, 15.0% were 

undecided, 21.1% disagreed, the remaining 10.2% strongly disagree that, they use instructions 

from management to fully better their knowledge and talents. It therefore shows from the above 

analyses that, majority of the sampled respondents agreed that, they use instructions from 

management to fully better my knowledge and talents. 
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Table 9: Informal acknowledgment like thank you, well done, motivates me to boost my 

performance which affects return on investment positively at GTB. 

 

 

Question Four 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 23 15.6 15.6 15.6 

Agree 56 38.1 38.1 53.7 

Undecided 16 10.9 10.9 64.6 

Disagree 33 22.4 22.4 87.1 

Strongly Disagree 19 12.9 12.9 100.0 

Total 147 100.0 100.0  
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Table 9 reveals that, 15.6% of the respondents strongly agree that, informal 

acknowledgment like thank you, well done, motivates me to boost my performance which 

affects investment positively at GTB, 38.1% agreed informal acknowledgment like thank you, 

well done, motivates me to boost my performance which affects return on investment positively 

at GTB, 10.9% were undecided that  informal acknowledgment like thank you, well done, 

motivates me to boost my performance which affects return on investment positively at GTB, 

22.4% disagreed that informal acknowledgment like thank you, well done, motivates me to 

boost my performance which affects return on investment positively at GTB, the remaining 

12.9% strongly disagree that informal acknowledgment like thank you, well done, motivates 

me to boost my performance which affects return on investment positively at GTB. It therefore 

shows from the above analyses that, majority of the sampled respondents agreed that informal 



 
 

55 

 

acknowledgment like thank you, well done, motivates me to boost my performance which 

affects return on investment positively at GTB. 

Table 10: Overall intangible non-financial incentives motivate staff to enhance their 

performance at GTB. 

Question Five 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 12 8.2 8.2 8.2 

Agree 47 32.0 32.0 40.1 

Undecided 42 28.6 28.6 68.7 

Disagree 29 19.7 19.7 88.4 

Strongly Disagree 17 11.6 11.6 100.0 

Total 147 100.0 100.0  
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Table 10 presents that 8.2% of the respondents strongly agree overall intangible non-

financial incentives motivate staff to enhance their performance at GTB, 32.0% agreed that 

overall intangible non-financial incentives motivate staff to enhance their performance at GTB, 

28.6% were undecided that overall intangible non-financial incentives motivate staff to 

enhance their performance at GTB, 19.7% disagreed that overall intangible non-financial 

incentives motivate staff to enhance their performance at GTB, the remaining 11.6% strongly 

disagree that overall intangible non-financial incentives motivate staff to enhance their 

performance at GTB. It therefore shows from the above analyses that, majority of the sampled 

respondents agreed that overall intangible non-financial incentives motivate staff to enhance 

their performance at GTB. 
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Table 11: Good working environment means a lot to my performance. 

Question Six 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 32 21.8 21.8 21.8 

Agree 61 41.5 41.5 63.3 

Undecided 23 15.6 15.6 78.9 

Disagree 26 17.7 17.7 96.6 

Strongly Disagree 5 3.4 3.4 100.0 

Total 147 100.0 100.0  
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Table 11 shows that, 21. 8% of the respondents strongly agree that, good working 

conditions add a lot about their performance, 41.5% agreed that good working conditions add 

a lot about their performance, 15.6% were undecided that, good working conditions add a lot 

about their performance, 17.7% disagreed that, good working conditions add a lot about their 

performance, the remaining 3.4% strongly disagree that, good working conditions add a lot 

about their performance. It therefore shows from the above analyses that, majority of the 

sampled respondents agreed that, good working conditions add a lot about their performance. 
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Research Question Two: To what extent does extrinsic reward affect the performance of 

Guaranty Trust Bank? 

Table 12: Increase in salary affects the productivity of GTB’s workers performance 

positively 

Question Seven 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 28 19.0 19.0 19.0 

Agree 71 48.3 48.3 67.3 

Undecided 15 10.2 10.2 77.6 

Disagree 22 15.0 15.0 92.5 

Strongly Disagree 11 7.5 7.5 100.0 

Total 147 100.0 100.0  
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  Table 12 shows that 19. 0% of the respondents strongly agreed that, increase in salary 

affects the of GTB’s workers performance positively, 48.3% agreed, 10.2% were undecided 

that, increase in salary affects the of GTB’s workers performance positively, 15.0% Disagreed, 

although the other 7.5% strongly disagreed that, increase in salary affects the of GTB’s workers 

performance positively. It therefore shows from the above analyses that, majority of the 

sampled respondents agreed that increase in salary affects the productivity of GTB’s workers 

performance positively. 
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Table 13: When I earn a bonus my work performance increases which lead to market share 

increase at GTB. 

Question Eight 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 23 15.6 15.6 15.6 

Agree 51 34.7 34.7 50.3 

Undecided 18 12.2 12.2 62.6 

Disagree 33 22.4 22.4 85.0 

Strongly Disagree 22 15.0 15.0 100.0 

Total 147 100.0 100.0  
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Table 13 presents that 15.6% of the respondents strongly agree that, when they get 

bonus increase their job performance increases which lead to market share increase at GTB, 

34.7% agreed, 12.2% were undecided, 22.4% disagreed that, when they get bonus increase 

their job performance increases which lead to market share increase at GTB, while the 

remaining 15.0% strongly disagree that, when they get bonus increase their job performance 

increases which lead to market share increase at GTB. It therefore shows from the above 

analyses that, majority of the sampled respondents agreed that when I earn a bonus my work 

performance increases which lead to market share increase at GTB. 

. 
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Table 14: When my employer promotes me it really motivates me to work harder over the 

year which results to increase of customer satisfaction. 

Question Nine 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 18 12.2 12.2 12.2 

Agree 63 42.9 42.9 55.1 

Undecided 31 21.1 21.1 76.2 

Disagree 25 17.0 17.0 93.2 

Strongly Disagree 10 6.8 6.8 100.0 

Total 147 100.0 100.0  
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Table 14 reveals that 12.2% of the respondents strongly agree that, when their employer 

promotes them it really motivates them to work harder over the year which results to increase 

of customer satisfaction, 42.9% agreed, 21.1% were undecided, 17.0% disagreed that, when 

their employer promotes them it really motivates them to work harder over the year which 

results to increase of customer satisfaction, the remaining 6.8% sampled respondents strongly 

disagree that, when their employer promotes them it really motivates them to work harder over 

the year which results to increase of customer satisfaction. It therefore shows from the above 

analyses that, majority of the sampled respondents agreed that, when their employer promotes 

them it really motivates them to work harder over the year which results to increase of customer 

satisfaction. 
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Table 15: Delay in workers remuneration at GTB increases job performance. 

Question Ten 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 4 2.7 2.7 2.7 

Agree 12 8.2 8.2 10.9 

Undecided 27 18.4 18.4 29.3 

Disagree 69 46.9 46.9 76.2 

Strongly Disagree 35 23.8 23.8 100.0 

Total 147 100.0 100.0  
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Table 15 presents that 2.7% of the respondents strongly agree that, delay in workers 

remuneration at GTB increases job performance, 8.2% agreed 18.4% were undecided, 46.9% 

disagreed; the remaining 23.8% strongly disagreed that, delay in workers remuneration at GTB 

increases job performance. It therefore shows from the above analyses that, majority of the 

sampled respondents disagreed that, delay in workers remuneration at GTB increases job 

performance  
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Table 16: Opportunities for advancement are spread uniformly within the organization. 

Question Eleven 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 13 8.8 8.8 8.8 

Agree 32 21.8 21.8 30.6 

Undecided 39 26.5 26.5 57.1 

Disagree 42 28.6 28.6 85.7 

Strongly Disagree 21 14.3 14.3 100.0 

Total 147 100.0 100.0  
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Table 16 reveals that, 8.8% of the respondents strongly agreed that, opportunities for 

advancement are spread uniformly within the organization, 21.8% of the respondents agreed, 

that opportunities for advancement are spread uniformly within the organization, 26.5% were 

undecided, 28.6% of the respondents disagreed, while 14.3% of the respondents strongly 

disagreed that, opportunities for advancement are spread uniformly within the organization. It 

therefore shows from the above analyses that, majority of the sampled respondents disagreed 

that opportunities for advancement are spread uniformly within the organisation  
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Table 17: The salary you receive is proportional to the job you do. 

Question Twelve 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 17 11.6 11.6 11.6 

Agree 28 19.0 19.0 30.6 

Undecided 35 23.8 23.8 54.4 

Disagree 49 33.3 33.3 87.8 

Strongly Disagree 18 12.2 12.2 100.0 

Total 147 100.0 100.0  
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Table 17 illustrations that 11.6% of the respondents strongly that the salary they, receive 

is proportional to the job you do, 19.0 % agreed 23.8% were undecided, 33.3% disagreed; while 

the remaining 12.2% strongly disagree, receive is proportional to the job you do. It therefore 

shows from the above analyses that, majority of the sampled respondents disagreed that, the 

salary you receive is proportional to the job you do. 
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Table 18: Healthy pay is my biggest Motivation. 

Question Thirteen 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 32 21.8 21.8 21.8 

Agree 66 44.9 44.9 66.7 

Undecided 24 16.3 16.3 83.0 

Disagree 17 11.6 11.6 94.6 

Strongly Disagree 8 5.4 5.4 100.0 

Total 147 100.0 100.0  
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Table 18, shows that, 21.8% of the respondents strongly agree that, healthy pay is their 

biggest motivation, 44.9 % agreed 16.3% were undecided, 11.6% disagreed that, healthy pay 

is their biggest motivation, while the remaining 5.4% strongly disagree that, healthy pay is their 

biggest motivation. It therefore shows from the above analyses that, majority of the sampled 

respondents agreed that, healthy pay is their biggest motivation. 
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Table 19: I am pleased with my current pay. 

Question Fourteen 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 7 4.8 4.8 4.8 

Agree 23 15.6 15.6 20.4 

Undecided 16 10.9 10.9 31.3 

Disagree 62 42.2 42.2 73.5 

Strongly Disagree 39 26.5 26.5 100.0 

Total 147 100.0 100.0  
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Table 19 reveals that, 4.8% of the respondents strongly agree that, they are pleased with 

their current pay, 15.6% agreed, 10.9% were undecided, 42.2% disagreed that, they are pleased 

with their current pay; while the remaining 26.5% strongly disagree that, they are pleased with 

their current pay. It therefore shows from the above analyses that, majority of the sampled 

respondents disagreed that, they are pleased with their current pay. 
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Research Question Three: To what extent does incentive affect the performance of 

Guarantee Trust Bank? 

Table 20 The incentive given to me by GTB influence my level of performance that leads to 

customer satisfaction 

Question Fifteen 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 18 12.2 12.2 12.2 

Agree 46 31.3 31.3 43.5 

Undecided 34 23.1 23.1 66.7 

Disagree 31 21.1 21.1 87.8 

Strongly Disagree 18 12.2 12.2 100.0 

Total 147 100.0 100.0  
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Table 20 shows that, 12.2% of the respondent strongly agreed that, the incentive given 

to them by GTB influences their level of performance that leads to customer satisfaction, 31.3% 

respondents agreed 23.1% were undecided, 21.1% disagreed; while 12.2% strongly disagree 

that, the incentive given to them by GTB influences their level of performance that leads to 

customer satisfaction. The above analyses reveal that majority of the respondent agreed that, 

the incentive given to them by GTB influences their level of performance that leads to customer 

satisfaction. 
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Table 21: GTB gives incentives to its employees in various departments to improve the 

performance of annual sales. 

Question Sixteen 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Disagree 21 14.3 14.3 14.3 

Agree 48 32.7 32.7 46.9 

Undecided 32 21.8 21.8 68.7 

Disagree 33 22.4 22.4 91.2 

Strongly Disagree 13 8.8 8.8 100.0 

Total 147 100.0 100.0  
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Table 21 presents that 14.3% of the respondent strongly agree that, GTB gives 

incentives to its employees in various departments to improve the performance of annual sales, 

32.7% respondents agreed, 21.8% were undecided, 22.4% disagreed; the remaining 8.8% 

strongly disagree that, GTB gives incentives to its employees in various departments to 

improve the performance of annual sales. The above analysis shows that majority of the 

respondent agree that GTB gives incentives to its employees in various departments to improve 

the performance of annual sales. 
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Table 22: Lack of incentives makes GTB employees committed to the organization. 

Question Seventeen 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 6 4.1 4.1 4.1 

Agree 17 11.6 11.6 15.6 

Undecided 22 15.0 15.0 30.6 

Disagree 83 56.5 56.5 87.1 

Strongly Disagree 19 12.9 12.9 100.0 

Total 147 100.0 100.0  
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Table 22 shows that, 4.1% of the respondents strongly agreed that, lack of incentives 

makes GTB employees committed to the organization, 11.6% respondents agreed, 15.0% were 

undecided, 56.5% disagreed; while 12.9% strongly disagreed that, lack of incentives makes 

GTB employees committed to the organization. The above analysis shows that majority of the 

respondent disagreed that, lack of incentives makes GTB employees committed to the 

organization. 
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Table 23: Incentives motivate employees adequately to accomplish profit target at GTB. 

Question Eighteen 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 25 17.0 17.0 17.0 

Agree 67 45.6 45.6 62.6 

Undecided 31 21.1 21.1 83.7 

Disagree 15 10.2 10.2 93.9 

Strongly 

Disagree 

9 6.1 6.1 100.0 

Total 147 100.0 100.0  
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Table 23 indications that 17.0 % of the respondent strongly agreed that incentives 

motivate employees adequately to accomplish profit target at GTB, 45.6% respondents agreed 

that incentives motivate employees adequately to accomplish profit target at GTB, 21.1% were 

undecided, 10.2% disagreed, the remaining 6.1% strongly disagree strongly that, incentives 

motivate employees adequately to accomplish profit target at GTB. The above analysis shows 

that majority of the respondent agreed that incentives motivate employees adequately to 

accomplish profit target at GTB. 
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 Table 24: The incentive scheme of GTB is satisfactory. 

Question Nineteen 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 12 8.2 8.2 8.2 

Agree 24 16.3 16.3 24.5 

Undecided 28 19.0 19.0 43.5 

Disagree 56 38.1 38.1 81.6 

Strongly Disagree 27 18.4 18.4 100.0 

Total 147 100.0 100.0  
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Table 24, shows that 8.2 % of the respondent strongly agree that, the incentives scheme   

of GTB is satisfactory, 16.3% respondents agreed, that the incentives scheme of GTB is 

satisfactory, 19.0% were undecided, 38.1% disagreed, remaining 18.4% strongly disagreed 

that, the incentives scheme of GTB is satisfactory. The above analysis shows that majority of 

the respondents disagreed that, the incentive scheme of GTB is satisfactory.  
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Table 25: Bonuses boost your performance at GTB. 

Question Twenty 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly Agree 22 15.0 15.0 15.0 

Agree 57 38.8 38.8 53.7 

Undecided 33 22.4 22.4 76.2 

Disagree 21 14.3 14.3 90.5 

Strongly Disagree 14 9.5 9.5 100.0 

Total 147 100.0 100.0  
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Table 25 reveals that 15.0 % of the respondent strongly agree that, bonuses boost their 

performance at GTB, 38.8% respondents agreed, 22.4% were undecided, 14.3% disagreed, 

while the remaining sampled respondents of 9.5% strongly disagreed that, bonuses boost your 

performance at GTB. The above analysis shows that majority of the respondents agreed that, 

bonuses boost your performance at GTB.  

4.2 DATA ANALYSIS 

Hypotheses Testing 

The Spearman Correlation analytical tool was deployed in testing the different 

hypothetical statement of this study. In ascertaining the relationship between the variables 

under review in this study, that is, the independent variable (Reward management and 

Incentive) and the dependent variable (Performance) of GTB in Lagos, Nigeria, the Spearman 
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Correlation tool becomes pertinent. Also, table 26 reveals the value of R and the degree of the 

variables relationship.  

Table 26 

 

Analysis from table 26 reveals that, the value of R ranges from -1 to +1, signifying that, 

a correlation or relationship is positive if the value is positive and verse visa. More so, there is 

no relationship between the variables under review if the value of R is approximately zero or 

equal to zero. Furthermore, the degree of relationship could range from “a very weak 

correlation to a very strong correlation” as stipulated in table 27.  

Hypothesis One 

Ho: There is no relationship between intrinsic reward and performance of Guaranty Trust 

Bank 
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Table 27: Correlation between intrinsic reward and performance of Guaranty Trust Bank 

Correlations 

 Intrinsic 

Reward 

Organisational 

Performance 

Spearman's rho 

Intrinsic Reward 

Correlation 

Coefficient 

1.000 .960** 

Sig. (2-tailed) . .000 

N 147 147 

Organisational 

Performance 

Correlation 

Coefficient 

.960** 1.000 

Sig. (2-tailed) .000 . 

N 147 147 

**. Correlation is significant at the 0.01 level (2-tailed). 

Table 27 reveals that, there exist a significant relationship intrinsic reward and 

performance of Guaranty Trust Bank with a correlation coefficient R value of 0.960, indicating 

that, the concept of intrinsic reward has a strong influence on performance of Guaranty Trust 

Bank. Furthermore, with the p-value (Sig = 0.000) less than (<) 0.01, the study is mandated (as 

indicated in table 24) to reject the null hypothesis (there is significant relationship between 

intrinsic reward and performance of Guaranty Trust Bank) and accept the research hypothesis 

(there is a significant relationship between intrinsic reward and performance of Guaranty Trust 

Bank). 
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Hypothesis Two 

Ho: There is no relationship between extrinsic reward and performance of Guaranty Trust 

Bank 

Table 28: Correlation between extrinsic reward and performance of Guaranty Trust Bank 

Correlations 

 Extrinsic 

Reward 

Organisational 

Performance 

Spearman's rho 

Extrinsic 

Reward 

Correlation 

Coefficient 

1.000 .913** 

Sig. (2-tailed) . .000 

N 147 147 

Organisational 

Performance 

Correlation 

Coefficient 

.913** 1.000 

Sig. (2-tailed) .000 . 

N 147 147 

**. Correlation is significant at the 0.01 level (2-tailed). 

Table 28 reveals that, there exist a significant relationship extrinsic reward and 

performance of Guaranty Trust Bank with a correlation coefficient R value of 0.913, indicating 

that, the concept of extrinsic reward has a strong influence on performance of Guaranty Trust 

Bank. Furthermore, with the p-value (Sig = 0.000) less than (<) 0.01, the study is mandated (as 
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indicated in table 24) to discard the null hypothesis (Significant relationships exist between 

extrinsic reward and performance of Guaranty Trust Bank) and accept the research hypothesis 

(there is a significant relationship between extrinsic reward and performance of Guaranty Trust 

Bank). 

Hypothesis Three 

Ho: There is no relationship between incentive and performance of Guaranty Trust Bank. 

Table 29: Correlation between incentive and performance of Guaranty Trust Bank. 

Correlations 

 Incentives Organisational 

Performance 

Spearman's rho 

Incentives 

Correlation 

Coefficient 

1.000 .933** 

Sig. (2-tailed) . .000 

N 147 147 

Organisational 

Performance 

Correlation 

Coefficient 

.933** 1.000 

Sig. (2-tailed) .000 . 

N 147 147 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Table 29 reveals that, there exist a significant relationship incentives and performance 

of Guaranty Trust Bank with a correlation coefficient R value of 0.933, indicating that, the 

concept of incentives has a strong influence on performance in Guaranty Trust Bank. 

Furthermore, with the p-value (Sig = 0.000) less than (<) 0.01, the study is mandated (as 

indicated in table 24) to reject the null hypothesis (there is no substantial connection between 

these two incentives and performance of Guaranty Trust Bank) and accept the research 

hypothesis (there is a significant relationship between incentives and performance of Guaranty 

Trust Bank). 

4.3 DISCUSSION OF FINDINGS 

The study examined reward management and how incentives influence the performance 

of employees with particular reference to GT Bank, Lagos. The study's analytics platform 

comprises of the staff of GT Bank, Lagos. The value of management rewards and incentives in 

the day-to-day execution of workplace tasks cannot be overemphasized, especially when it 

comes to being compensated for a job done. This is a well-known fact with increasing 

motivation human performance of any kind is improved. The key purpose of this analysis was 

to determine the major effect of both intrinsic and extrinsic rewards and incentives on employee 

performance. The results of the study, having subjected the data collected from the respondents 

to the Statistical Package for social science (SPSS), revealed the following findings which 

included. 

First, to examine the intrinsic reward and performance of the workers in GT Bank, the 

result of the study revealed a significant encouraging relationship between intrinsic reward and 

employee’s performance in the organization. This result is consistent and confirmed by Eshak, 

Jamion, Jidi & Zakirai (2016) study who in examining the reward system and employees’ 

performance, showed a positive and significant relationship between intrinsic reward and 
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employees’ performance. Again, Tausif, (2012) study posited that if employees are intrinsically 

motivated, they will improve efficiently the prestige of the organisation as well as its 

competitiveness. Also, Gungor (2011) study revealed that intrinsic reward has positive effect 

on employee performance. Similarly, Ngwa, Adeleke, Agbaeze, Chasi & Imhanrenialen (2019) 

studied on management are non-managerial staff of manufacturing companies in Cameroon 

posited that a positive relationship between intrinsic reward system and employee performance. 

Organizational efficiency is determined by the actions and outcomes of the employee's 

participation in organization. Employee partnerships and workplace practices improved the 

expertise and awareness, engagement, and efficiency of the workers. According to Ajmal, 

Bashir, Abrar, Khan and Saqib, (2015), Employee recognition, promotion and career 

development, authority to carry out urgent assignments, loyalty and gratitude are inherent 

compensation mechanisms that empower workers to improve corporate efficiency and 

profitability. Mokaya et al (2013) a research which also argued that non-financial benefits such 

as working environments had a positive effect on the happiness of the employee's job but also 

financial compensation. Khan et al (2011) asserted that the relationship between workplace 

satisfaction and worker efficiency is clear. Nani & Apraku (2016) the study also repeated the 

primary research results when it showed that both the remuneration plan and non-financial 

incentives had a positive impact on the productivity of the workforce. Kantor & Kao (2004) it 

is also evident from the primary evidence that there is a need for greater diversity in the way 

businesses motivate their workers because of a increasingly heterogeneous workforce, as many 

of the participants claimed that a stronger work-life balance was a driving force in their job 

results. 

The study revealed that praise and accolade for a job well done from supervisors and 

management treating employees with dignity and respect encourages them to perform their job 

better. It therefore means that if management involves their employees in the decision-making 
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process of the organization, it will improve the employee’s performance. Shine et al (2015) 

also supports this claim in the study which indicated that the employee is excited about working 

in the company by engaging in the decision-making process through an employee engagement.  

On the issue of indirect praise, such as thank you, well done, the survey showed that most 

respondents believed that it would inspire and boost their success. This is in conformity with 

the study by Shine et al (2015), they believed that appreciation was an essential factor in 

inspiring an employee who is also a central component of the overall compensation 

management paradigm of the workplace at work. This opinion was self-evident in the survey 

where most respondents find where appreciation improves organizational success. Pfeiffer 

(1998) this further underlined that the gratitude given to workers for a job well performed 

increases morale and efficiency in every way. 

According to Nwokocha, (2016) the very meaning of non-financial incentives is that 

money can just inspire half of the people all the time, and maybe all the people some of the 

time. But it cannot be relied solely on to motivate all people all the time, so money must be 

supplemented by non-financial incentives, particularly those which provide intrinsic 

motivation (Armstrong, 2012).  Brenda & Onuoha (2016) examining intrinsic reward 

management approaches and organization commitment, revealed a positive relationship 

between intrinsic reward strategies and organisational commitment. The study concluded that 

the implementation of pay structures and employee benefits significantly enhances 

organisational commitment. In Tanzanian, Kikoito (2014) the study concluded that bank 

employees had an intrinsive compensation scheme that matters a lot and that bank and 

managers should be concerned.  The study by Olori & Edem (2017), indicates that intrinsic 

reward employees receive in micro finance banks influence their performance. It is a guide for 

company to combine their incentive approaches according to the desires of the institution and 

the employee. Intrinsic incentives are self-initiated bonuses, a feeling of pride in one's success 
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and achievements. In all, the study revealed that non-financial or intrinsic rewards encourage 

employees to improve their performance in the organization.  

Secondly, to evaluate the extrinsic reward on the performance of the employees in 

Guaranty trust bank, the study revealed that increase in salary and healthy pay is the biggest 

motivation that affects the productivity of GTB’s workers performance positively. The result 

concurs with the study by Kikoito, (2014); Mansor, Borhanudding & Yusuf, (2012); Tsadik, 

(2017) that financial incentives play an significant role for workers at work, both in improving 

employee retention and higher organizational efficiency. From the outcomes, most of 

respondents stated that extrinsic reward would enhance their job performance. Also, some of 

respondents expressed that bonus increase will intensify job performance increase which will 

lead to market share increase at GTB. In other words, financial or extrinsic rewards encourages 

workers’ enthusiasm to work even at odd circumstances which in turn profit the organization 

(Zaraket & Saber, 2017).  

The study revealed a significant relationship between extrinsic reward and performance 

of GTB. This concurred with Mansor, Borhannuddin & Yusuf (2012) study that showed a 

significant positive relationship between extrinsic and job performance. He believed that a cash 

incentive is given to workers for their work called compensation and compensation is closely 

linked to results. Employees do their part by charging fairly that suits their needs. Income is a 

big source of inspiration, since they need resources to fulfill their simple life needs. Once again, 

fringe benefits are defined as an extra accrued benefit to the employee. Fringe benefits create 

a work climate that is positive and inspiring, and improve efficiency. This plays a vital part in 

inspiring workers as it encourages staff to pour more work into doing so. The management will 

concentrate on designing a successful workplace compensation package to give them the ability 

to enhance their performance.  
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In every organisation, financial incentives have experienced a significant effect on 

employee satisfaction. When employees earn high wages or bonuses, it is clearly seen that most 

of them are well pleased with their jobs which directly affect the success of the work. This 

motivation may be attributed to their desires or challenges in life that cause them to do well in 

exchange for the financial benefits that they earn (Edwards, Cable, Williamson, Lambert, & 

Shipp, 2006). This research suggests that the association between financial incentives as an 

independent variable and work satisfaction persists substantially. This result affirms the value 

of financial compensation for the success of the employee, as it has proven that wages and 

benefits are crucial to the happiness of the employees. This thus underpinned the hypothesis 

suggested by the expert for the partnership between the two. Nevertheless, this analysis shows 

that salary, for example, is essentially associated with work satisfaction as pay and benefits, 

which is perceived to be essential factors of job efficiency.  

It is pertinent resolve issues relating to financial rewards as its instrumental to 

employees satisfaction and organization productivity as according to the survey that the 

respondents are not pleased with their current pay, the salary they receive are not proportional 

to the job they do, delay in their remuneration at decreases job performance and opportunities 

for advancement are not spread uniformly within the organization. This confirms a recent study 

carried out by Onuegbu and Ngige (2018) that reported negative relationship between extrinsic 

reward and workers performance.  

Mansor, Borhanudding, & Yusuf (2012) Posited that extrinsic reward is the sources of 

remuneration related to the job, such as employment situation, benefits, business promotion 

arrangements, work climate and wages. It is the central organizational truth, as equal allocation 

of bonuses drives employees ' morale (Tsadik, 2017). An extrinsic reward fulfills the extrinsic 

motives of the workers and ultimately discourages him from worrying about leaving the 

company. It is extrinsic reward because they are external to the task itself and other employees 
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control their size and whether or not those are granted. Extrinsic rewards are motivating only 

to the extent that an employee assumes that the reward is instrumental toward other things of 

value such as housing, pleasure, food and cars etc. (Cerasolinicklin & ford, 2014). Emmanuel 

(2018) study showed that participants favoured financial rewards as it is a vital means to cater 

for employee’s needs. Apeyusi (2012) argued that financial reward encourages employee to 

work harder and they are prepared to work hard if they are given more incentives. The study 

found a positive relationship between intrinsic reward and corporate performance. 

Lastly, in the quest to ascertain the relationship incentive and performance of 

employees in guaranty trust bank, the study revealed that incentives have a strong positive 

influence on performance in Guaranty Trust Bank. The respondents agreed that incentives 

given by their organization influence their level of performance that leads to customer 

satisfaction and that the incentives given to the employees in various departments improves the 

performance of annual sales of the organization. The findings of the study further established 

that, incentive is one of the vital strategies in the human resource management function that 

influence productivity and growth in organization. Daniel (2019) study showed a positive 

relationship between incentive and productivity. According to Kikoito, (2014), reward system 

such as pay and incentive can increase organizational performance. 

The survey indicates that the incentive scheme of GTB satisfactory and lack of 

incentives cannot make employees committed to the organization. Nazbi, Yusort & Ismail 

(2018), study reported a negative relationship between incentives and job performance. 

Furthermore, Daniel (2019) argued that, the problem that is associated with poor performance 

of the organization is related to the lack of appropriate incentive. Therefore, it is very important 

that management should provide incentive to its employees which will lead to good 

organizational performance. In addition, incentive that management gives to employee is an 

indispensable ingredient for organizational performance (Daniel, 2019). This means that 
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incentive encourage employees to contribute their best to the organisation which result in 

organisational performance. 

Daniel (2019) has highlighted the value of incentives in organization. He claimed that 

incorporating incentives and appreciation would help an company achieve strategic and 

organizational goals. He emphasized that in a competitive market, with millions of companies 

competing for clients, an company must be able to inspire and adequately pay workers or face 

falling behind their rivals or worse, make their workers for their rivals with awareness of the 

corporate leave. From the study survey and analysis emanates the following findings: 

 Employees recognition, acknowledgement, gratitude by the management motivates and 

improve performance. 

 Good working condition is a non-financial intrinsic rewards that encourages employees 

to improve their performance and lead to organization productivity. 

 Prompt and increase in salary affect the productivity of workers positively 

 Extrinsic rewards such as salary should be received in                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                            

proportional to the job done. 

 There is a positive relationship between rewards (intrinsic, extrinsic and incentives) and 

employees performance. 
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CHAPTER FIVE: SUMMARY OF FINDINGS, CONCLUSION AND 

RECOMMENDATIONS 

5.0 INTRODUCTION 

This chapter contains the summary of findings, conclusion and recommendations for 

the study. The summary of findings involves the scope of the research, its methodological 

process and relevant findings discovered in the study. The study conclusion examined the 

findings for the study from a broader perspective, while some recommendations were given as 

it relates to the findings of the study.   

5.1 SUMMARY 

The study was designed to examine the effect of reward management and incentives on 

the performance of GTB staff in Lagos State, Nigeria. Therefore, the objective of the study was 

to examined reward management and how it incentives affect the performance of GTB. In order 

to achieve the set objectives of the study, three research questions were raised. The study 

adopted survey research design. The population of study of this research is made up of the 

entire staff of GTB in Lagos, Nigeria. The sample size of this study is 160 respondents drawn 

from staff of GTB Lagos State, Nigeria. The instrument used for the collection of data was the 

questionnaire which was administered to the study sample size - one hundred and sixty (160) 

respondents. Out of the 160 questionnaires distributed, 147 copies were retrieved. The data 

collected was analyzed using simple percentage and Pearson correlation analytical method to 

test the hypotheses generated for the study. The study found that employee’s recognition, 

acknowledgement, and gratitude by the management motivates and improve performance. 

Also, prompt and increase in salary affect the productivity of workers positively. The study 

further discovered in its findings that, (1) there exists a significant relationship between 

intrinsic reward and performance of Guaranty Trust Bank, there exist a significant relationship 
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between extrinsic reward and performance of Guaranty Trust Bank, (3) there exist a significant 

relationship between incentives and performance of Guaranty Trust Bank.  

5.2 IMPLICATIONS OF FINDINGS 

The study has great theoretical and empirical significance, which will ultimately change the 

way Economists, behaviorists and practitioners are both thinking about reward and job 

performance. In truth that is an important development field for management and economic 

analysis as well. All observational and theoretical work Say pay and work success are each 

essential to understand the standard of the company pay policy implications, and job 

performance. The theoretical ramifications of this analysis, in addition Offers a valuable 

contribution in the literature sector. 

Managerial/administrative implication 

The first, and most apparent, assumption is that the effectiveness of individual pay-for-

performance is heavily affected by social variables, and may have major adverse consequences 

for the company if not a priori considered. Choosing to incorporate such a wage structure 

allows administrators to recognize not just readily quantifiable economic costs linked to job 

wages and efficiency observability but also psychological costs due to peer differences and 

overconfidence. Although such improved opportunities may prove successful in many 

situations, our research shows that many of the current flat incentive schemes may have a sound 

foundation. Focusing primarily on through commitment by high-powered rewards will neglect 

all of the social and psycho-logical advantages that current pay programs provide. 

5.3 CONCLUSION 

The study concluded that the control of incentives from both the managers and 

employees' point of view is crucial in the performance of a rewards scheme. If the scheme of 

incentives is mismanaged, it can create big problems for the company as workers become 
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demotivated and disillusioned. It is obvious that the organization's set goals and objectives 

should be workable and transparent. Monitoring of the reward systems and performance 

assessments is also essential if the reward system is to have its desired effect.  

The research examined the management of reward policy in organizations with the goal 

of testing its effectiveness on the efficiency, retention and increase of the organizations' 

productivity of employees. The objective of the study was to examine reward management and 

incentives and its affects performance of GTB in Lagos, Nigeria. In order to answer the 

research questions and accomplish the objectives of the study, a survey method was adopted 

through the distribution of questionnaires to employees of GTB in Lagos State, Nigeria as 

stated in the study summary. The study therefore concludes a positive significant relationship 

between the variables under review (i.e. between intrinsic and extrinsic motivation, incentives 

and organizational performance). With current and prior studies, as reviewed in the literature 

of this study, a theoretical and practical articulation of knowledge is constituted.  

From a theoretical perspective, the study provides evidence that supports the theory that 

a combination of reward management and incentives may be associated with the performance 

of GTB, Lagos, Nigeria. Furthermore, the result of the study provides valuable insight that help 

to explain why this particular combination of reward management and incentives is related 

with performance. This research result is one of the few studies that combine reward 

management and incentive together as they relate to performance.   

The findings of this study contributes to existing literature on reward management, 

incentive and organizational performance. The results from the three independents variables, 

namely, intrinsic reward, extrinsic reward and incentives affect the performance of GTB. The 

results show that intrinsic reward appears to be a vital factor affecting the performance of the 

organization (Brenda and Onuoha, 2016). The results of the study mean that as the intrinsic 

reward increases, the performance of the employees of GTB will also increase. Furthermore, 
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as supported by Emmanuel et al., (2017), the results show that extrinsic reward appears to be a 

vital factor affecting the performance of employees in the organization especially at GTB.    

From practical implication point of view, the result of the study may help the 

management of GTB to comprehend the importance of reward management and incentives in 

facilitating the performance of GTB. Furthermore, based on the context of the study, and a 

selected sample from just one financial organization in Lagos (GTB), Nigeria, constitute a 

limitation to the study. Thus, making generalization of the outcomes of the study to become a 

herculean task. Hence, further studies are needed to compare different industries such as 

financial services and manufacturing sectors, education and petroleum sectors, public and 

private sectors.   

5.4 RECOMMENDATIONS 

The findings of the study have provided vital information about the impact of reward 

management and incentives influence the performance of GTB, Lagos, Nigeria.  It is based on 

the findings of this study that the following recommendations were made: 

 The organization should design a well-articulated organization reward culture 

strategy. This should be actualized by identifying employees’ basic requirement, 

needs and preferences in developing their reward systems. This organizational 

ideology will help in policy sustainability that will spur employee‘s performance, 

retention and productivity in the organization.   

 The management GT bank should involve employees in decision making process 

of the organization. To inspire workers they should set up joint management 

committee. In addition, this would improve efficiency as employees' loyalty to 

executing decisions and the general priorities of banks would be high, thus 

minimizing agitations, misunderstandings and employee lack of dedication. This 



 
 

102 

 

would help staff realize they are part of the team and it makes them more respected 

by asking for their feedback and bringing their ideas into action. 

 The Bank's management will create performance-based cash incentives to reward 

the success of its staff over the accepted ranking targets and duration for specific 

groups of operational personnel. This will ignite the passion for employees to carry 

out their assigned duties better individually and collectively. 

 Prompt and increase in salary structure of the bank at all levels and cadre will aid 

the productivity of the employees in the organization because delay and 

insufficient-take-home-pay salary will make employees not to give their best in the 

organization. The management should have well-structured frameworks that show 

how salary increment are to be made in the bank for outstanding performers in the 

organization.  From the analysis it became apparent that workers would perform 

much better if they were given a raise in pay and promptly. 

 Employee promotion increases efficiency for the banks. It means that frequent 

promotions as at the right time would enable workers to make the best possible use 

of their work in order to enhance the organization's efficiency. 

5.5 FURTHER RESEARCH 

The study was able to recognize the positive impact that reward management and incentives 

have on employee performance contributing to organizational efficiency in Nigeria's banking 

sector. Most of the respondents in the research survey agreed that reward management and 

incentives have positive effects on the performance of the employees. The purpose of this study 

is to focus on the banking sector to determine the impact of the management of rewards and 

incentives on the performance of employees and the economy with particular reference to GT 

Bank at Lagos. However, more work may be carried out on other banks in the banking industry 
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as a whole and other business sectors such as telecommunications, transport etc. which could 

widen the research scope and broadens researcher’s perspective. This could also give other 

financial players an in-depth understanding of the reward management strategies and incentive 

packages that suit their organisations. 

5.6 LIMITATIONS OF STUDY 

While this work has contributed significantly to the knowledge of reward management 

and performance of employees incentives related to the organization in the banking sector, it 

is significant to note that there were few limitations in this study. One of the limitations is that 

the sample size selected was limited to one State and a specific bank. Just as this location is an 

urban center hosting a large number of organizations in the banking sector and the sample 

produced from these locations is statistically valid to infer generalization, drawing samples 

from all the 36 states and all the banks in the country, however, would have significantly 

increased the generalizability of the research findings to include non-urban center 

organizations. 

Secondly, the short time frame for the study also restricted the researcher from using larger 

sample sizes from the population identified. Again, officially and lack of interest on the part of 

the participants in filling out the questionnaires used to collect information is another setback 

for the investigator in the quest to carry out this study. 

5.7 PERSONAL LEARNING STATEMENT. 

The researcher have always been involved in reward management and incentives. This 

curiosity allowed the researcher to understand more about employee’s performance and 

financial analysis and how to assess the success and financial status of their employees. The 

personal statement is divided into three main themes: developing secondary research skills, 

developing primary research skills, and improving time-management skills.  
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Developing Secondary research skills: 

The significant contribution of the research experience to the author's degree of competence as 

a researcher is the creation of crucial mentality to secondary evidence. Before participating in 

this work, it must be accepted that the researcher was likely to embrace much of the opinions 

presented in books and journals as evidence, arguing that once a person has written a books or 

journals, he or she must have a strong understanding of the subject covered in the books or 

journals. The latest research experience has, however, shifted that perspective. In fact, the 

researcher of this study was able to recognize a number of shortcomings associated with some 

of the works addressed in the analysis of the literature. 

Attaining primary research skills: 

Engagement in the collection and analysis of primary data has made the greatest contribution 

to the author's development as researcher and scholar. Here, the positive position of the 

dissertation supervisor must be stressed, who provided useful and realistic advice in dealing 

with the issues that emerged at various stages of the study, particularly when dealing with 

methodological issues. 

Improving Time Management Skills: 

The researcher encountered difficulties in ensuring that the research proceeded according to 

timetable. These challenges arose mostly at the research stage of literature review. Namely, the 

author had originally underestimated the literature review period needed and was regularly 

behind the timeline in terms of the amount of literature reviewed. The issue was addressed by 

re-adjusting the study schedule as well as raising the level of personal discipline in terms of the 

following set schedule. 



 
 

105 

 

6.0 REFERENCES 

Abbadi, S.S. Hijazi, Q., & Al–Rahahleh, A.S. (2016). Corporate governance quality and 

Earnings management: Evidence from Jordon. Australian Accounting Business and 

Finance Journal, 10 (2), 54-75. 

Abdullah. A. (2013). Relationships of Non-Monetary Incentives, Job Satisfaction and 

Employee Job Performance, Vol. 2 Issue.4 

Aboh, S. O. (2016). Impact of incentives on workers’ productivity in the Benue State Civil 

Service, (Unpublished doctoral dissertation). 

Ajila, C., & Abiola, A. (2004). Influence of rewards on workers performance in an 

organization. Journal of social science, 8(1), 7-12. 

Ajmal, A., Bashir, M., Abrar, M., Khan, M.M.  & Saqib, S. (2015). The Effects of Intrinsic and 

Extrinsic Rewards on Employee Attitudes; Mediating Role of Perceived Organizational 

Support, Journal of Service Science and Management, 8, 461-470. 

http://dx.doi.org/10.4236/jssm.2015.84047 

Aktor, S., Sachu. M.K, & Ali, M.E. (2012). The impact of rewards on employee performance 

in commercial banks of Bangladesh. An empirical study. IOSR Journal of Business and 

Management 6(2), 09-15. 

Alalade, S.Y. & Oguntodu, J.A. (2015). Motivational and employees performance in the 

Nigeria banking industry. A survey of selected Banks. International Journal of 

Economics, commerce and management, 3(4), 1-14. 

http://dx.doi.org/10.4236/jssm.2015.84047


 
 

106 

 

 Apeyusi, P. (2012). The impact of reward systems on corporate performance a case study of 

Ghana Commercial Bank Limited (Unpublished MBA thesis). Kwame Nkrumah 

University Ghana. 

Armstrong, M. (2006). Strategic human resource management: A guide to action, London: 

Kogan page. 

Armstrong, M. (2010). A Handbook of Human Resource Management Practice. (10th Ed.). 

London: Kogan Page. 

Baron, R.A. (1983).  Behaviour in organisations.  New York: Allyn & Bacon, Inc. 

Beer and Cannon, D.M. (2004). Promise and Peril in Implementing Pay-for Performance. 

Human Resource Management, spring, 43 (1), 3-48. 

Beer, M. (1984). Managing human assets. New York: The Free Press. 

Beyer, A., Gutlman, I., & Morinovic I. (2019). The Accounting Review, 94(4), 77-101 

Bowen, R. B. (2006). Recognizing and Rewarding Employees. McGraw Hill, New York. 

Brace, I. (2008). Questionnaire designs: How to plan, structure and write survey material for 

effective market research. 2nd ed. London: Kogan Page. 

Brenda, K.B. & Onuoha, B.C. (2016). Reward management strategies and organizational 

commitment in the banking industry in Yenagua Bayelsa state. International Journal 

of Advance Academic research, 2(8), 104-117. 

Bustamam, F.L., Teng, S.S., & Abdullah, F.Z. (2014). Reward management and job 

satisfaction among frontline employees in hotel industry in Malaysia. Procedia-social 

and behavioural sciences, 144,392-402. 



 
 

107 

 

Chen, K.T., Elder, R.J., &Itsieh, Y.M. (2007). Corporate governance and earnings 

management. The implications of corporate governance best-practice principles for 

Taiwanese listed companies. Journal of Contemporary Accounting and Economics, 

3(2), 73-105. 

Chime, E.C (2016). Investigating the extent to which on the job training influences job 

satisfaction and examining other contributory Factors in the Irish retail sector. A 

Master’s Thesis in Human Resource Management, submitted to the National College 

of Ireland. 

Chin-Ju Tsai, (2010). The Associations between Organizational Performance, Employee 

Attitudes, and Human Resource Management Practices: An Empirical Study of Small 

Businesses’. Journal of General Management, Vol. 36, No. 1, 2010, p. 1-20. 

Cianci, R. and Gambrel, P.A. (2003) Maslow’s Hierarchy of Needs: Does it apply in a 

Collectivist Culture. Journal of Applied Management and Entrepreneurship, 8, 143-

161. 

Cohen, L., Manion, L. and Morrison, K. (2004). Research Methods in Education. 5th Ed. 

New York: Routledge Falmer. 

Cooper, D. R., and S. Schindler, P. (2008). Business Research Methods (10th Ed.). Boston: 

Mcgraw Hill International Edition. 

Creswell, J. (2003). Research design: Qualitative, quantitative and mixed methods approaches 

(2nd Ed.). Thousand Oaks, CA: SAGE Publications. 

Creswell, J. (2009). Research design: qualitative, quantitative, and mixed methods 

approaches (third edition). Thousand Oaks, CA: Sage. 



 
 

108 

 

Daft, R. (2003). Management (6th edition). Mason, OH: Thompson South-Western. 

Daniel, M. (2019). Good the research Guide; for small scale-social research projects. 

Buckingham, Philadelphia: Open University Press 

Danish, Q. D. & Usman, A. (2010). Impact of Reward and Recognition on Job Satisfaction and 

Motivation: An Empirical Study from Pakistan. International Journal of Business and 

Management. 5 (2), 159-167. 

Danish, R.Q. & Usman, A. (2010). Impact of reward and recognition on job satisfaction and 

motivation: an empirical study from Pakistan. International Journal of Business and 

Management, 5(2), 159-197. 

Dimitropoulos, P. (2011). Corporate governance and earnings management in the European 

football industry. European Sport management quarterly, 11(5), 495-523. 

Dinah Kipkebut:  The Effect of Reward Management on Employees Commitment in the 

Universities in Nakuru County-Kenya  

Dirisoriya W. A. (2014). Impact of rewards on employee performance with special reference 

to electrico. Proceeding of the 3rd. International conference on management and 

Economics, 26-27 February 2014, Sri-lanka. 

Edwards, J., Cable, D. M., Williamson, I. O., Lambert, L. S. & Shipp, A. J. (2006).  The 

phenomenology of fit: Linking person and environment to the subjective experience of 

person environment fit. Journal of Applied Psychology, 91 (4): 802-827.   

Emmanuel, K. A., Agu, O.A., Onuoha, C.E., & Iwara, O.E. (2017). Effect of reward 

management on employee performance of selected oil and Gas industries Evidence 



 
 

109 

 

form South-South Nigeria. International Journal of Management and Engineering, 

7(5), 18-33 

Emmanuel, T. (2018). The impact of reward system as a motivation tool for employee 

performance (unpublished dissertation). National college of Ireland, Ireland. 

Eshak, E.S Jamian, N.F., Jidi, M.M.  & Zakiria, N. (2016). The relationship between reward 

systems with employee’s performance. E-proceeding of the social sciences research, 

103-108.Yasmeen, R. Forooq, U. &Asghar F. (2013). Impact of rewards on 

Organizational performance Empirical evidence form telecom sector of Pakistan. 

Journal of Basic and Applied Scientific research, 3(50), 938-946. 

Fowler, F (2014). Survey Research Methods (1st Ed). LA; SAGE Publications. 

Giancarlo, F. L. (2014). Should HR professionals devote more time to intrinsic rewards? 

Compensation & Benefits Review, 46(1), 25-31. 

Giancola, F. L. (2014). Should HR professionals devote more time to intrinsic rewards? 

Compensation & Benefits Review, 46, 25-31. doi: 10.1177/0886368714537446 

Giancola, F.L., (2009). Is Total Rewards a Passing Fad? Compensation & Benefits Review, 

41(4), 29-35. Available at: 

http://journals.sagepub.com/doi/pdf/10.1177/0886368709337926 [Accessed 6 June, 

2020]. 

Goddard, W and Melville, S (2001). Research Methodology: An Introduction, 2nd Ed. SA; 

Lansdowne. 



 
 

110 

 

Gohari P., Ahmadloo, A., Boroujeni, M.B. & Hosseinipour, S.J. (2013). The relationship 

between reward and employee performance. Interdisciplinary Journal of contemporary 

research in Business, 5(3), 543-570. 

Gringeri, C., Barusch, A., and Cambron, C. (2013). Examining foundations of qualitative 

research: A review of social work dissertations, 2008-2010. Journal of Social Work 

Education, 49, 760-773. 

Gungor, P. (2011). The relationship between reward management system and employee 

performance with the mediating role of motivation. A quantitative study on global 

banks. Presidia social and Behavioral sciences, 24, 1510-1520. 

Hamukwaya, S. I. & Yazdanifard, R.  (2014). How a Proper Performance Related Reward 

System Can Contribute to Work Performance Excellence, Open Journal of Business 

and Management, 2, 189-194. 

Ibrah, M., Khan, O. (2015). The Impact of reward on employee performance: A case study of 

Malakand private school. International letters of social and Humanistic sciences, 52, 

95-103. 

ILO, (2003). Labour Overview, Lima:  Regional Office for Latin America and the Caribbean. 

James, C. (2014). “The warning signs of a demotivated workforce”. LinkedIn, retrieved on 

May 12, 2020 from https://www.youtube.com/watch?v=ZIVT_9LUJMc 

Johnson, B., & Christensen, L. (2008). Educational research: Quantitative, qualitative, and 

mixed approaches (p. 34). NJ; Thousand Oaks. 

Johnson, R.B and Christensen, L (2014). Educational Research: Quantitative, Qualitative and 

Mixed Approaches (5th Ed.). LA, SAGE Publication. 

https://www.youtube.com/watch?v=ZIVT_9LUJMc


 
 

111 

 

Kantor, R. & Kao, T. (2004). Total rewards: clarity from the confusion and chaos, World at 

Work Journal., 13(3): 7-15. 

Kaplan, R.S., & Norton, D.P (1992). The balanced scorecard-measures that drive performance. 

Harvard Business review, 71-79. 

Kaplan, S. L. (2007). Business Strategy, People Strategy and Total Rewards. Benefits & 

Compensation Digest, Vol. 44, No. 9, pp. 12-19. 

Kaur, A. (2013). Maslow’s Need Hierarchy Theory: Applications and Criticisms. Global 

Journal of Management and Business Studies.  ISSN 2248 – 9878 Volume 3, Number 

10 (2013), pp. 1061 – 1064. 

Kejora, M. L. (2018). The relationship between incentives and organizational performance 

for employees: The study of Islamic private universities in Yogyakarta, (unpublished 

thesis). 

Khalid, K., Salim, H.M., & loke, S.P. (2011). The impact of rewards and motivation on job 

satisfaction in water utility industry. International conference on financial management 

and economics, Singapore. 

Khan, I., Shahid, M., Nawab, S., & Wali, S.S. (2013). Influence of intrinsic and extrinsic 

rewards on employee performance. The banking sector of Pakistan. Academic research 

International, 4(1), 282-291. 

Kikoito J.N (2014), Impact of reward systems on the organizations performance in Tanzanian 

Banking industry: A case of commercial banks in Mwanza city. Repository 

out.ac.tz/792/dissertation-Jesca-3-draft.revised version/pdf. 



 
 

112 

 

Kwenin, D. (2013). The Influence of Employee Rewards, Human Resource Policies and Job 

Satisfaction on the Retention of Employees in Vodafone Ghana Limited. The 

International Institute for Science, Technology and Education (IISTE. 

Leedy, P. & Ormrod, J. (2001). Practical research: Planning and design (7th Ed.). Upper 

Saddle River, NJ: Merrill Prentice Hall. Thousand Oaks: SAGE Publications. 

Leventis, S. & Oimitropoulos, P. (2012). The role of corporate governance in earning 

management: Experience from U.S. Banks. Journal of Applied Accounting research, 

13(2), 161-177. 

LgIgbal, A., Zhang, X., &Jebran, K. (2015). Corporate governance and earnings management: 

A case of Karachi Stock Exchange listed Companies. Indian Journal of Corporate 

governance, 8(2), 103-118. 

Lotta, L (2012) case Study: The impact of financial and non-financial rewards on employee 

motivation. Turku University of applied sciences.  

Makombe, G. (2017). An Expose of the Relationship between Paradigm, Method and Design 

in Research. The Qualitative Report, 22(12), 3363-3382. Retrieved from 

https://nsuworks.nova.edu/tqr/vol22/iss12/18 

Mansor, M., Borhannuddin, S.N. & Yusuf, B.N. M. (2012) the effect of rewards towards job 

performance among chemical-based employee. International Journal of Business and 

Management Tomorrow, 2(12), 1-11. 

Marshall, C., and Rossman, G. B. (2006). Designing qualitative research (4th Ed.). NJ; 

Thousand Oaks: Sage. 

https://nsuworks.nova.edu/tqr/vol22/iss12/18


 
 

113 

 

Mason, L.J. (2001).  Retaining Key Personnel. Plus: Top 10 Retention Tips. Stress Education 

Center.  Retrieved May 27, 2020, from http:www.dstress.com 

Mason, L.J. (2001). Retaining key personnel. Plus: Top 10 retention tips. Stress Education 

Centre. Available from:  http:www.dstress.com [Accessed 16 March 2020] 

Mbah, S. I., Mgbemena, G. C. & Ejike, D. C. (2015). Effective reward management and 

employee performance in civil service: a study of Anambra State civil service. 

European Journal of Business and Management, 7(27), 137-152. 

McLeod, S. A. (2018). Maslow's hierarchy of needs. Retrieved from 

https://www.simplypsychology.org/maslow.html. 

Mokaya S., Musau J., Wagoki J. and Karanja K. (2013), Effects of organizational work 

conditions on employee satisfaction in the hotel industry in Kenya, International 

Journal of Arts and Commerce, 634 - 651 

Mokaya, S. O. (2013). Effects of Organizational Work Conditions on Employee Job 

Satisfaction in the Hotel Industry in Kenya. International Journal of Arts and 

Commerce. 2, 2, 79-90 

Mokaya, S. O. (2013). Effects of Organizational Work Conditions on Employee Job 

Satisfaction in the Hotel Industry in Kenya. International Journal of Arts and 

Commerce. 2, 2, 79-90 

Mokaya, S. O., et al. (2013). "Effects of Organizational Work Conditions on Employee Job 

Satisfaction in the Hotel Industry in Kenya." International Journal of Arts and 

Commerce 2(2): 79-90. 

https://www.simplypsychology.org/maslow.html


 
 

114 

 

Moses, J.W. & Knutsen, T.L. (2007). Ways of knowing: Competing methodologies in 

social and political research. Basingstoke: Palgrave Macmillan. 

Muchiri, H. (2018): Effects of rewards on employee performance in the hospitality industry. A 

case of Nairobi sevene hotel (unpublished M.Sc. Thesis). United States International 

University Africa Nairobi. 

Nani, G. & Apraku, K. (2016). Effects of Reward Systems on Performance of Construction 

Workers in Ghana. Civil and Environmental Research. 8 (7), pp. 61-69 

Ngwa, W.T., Adeleke, B.S., Agbaeze, E.K., Ghasi, N.C., &Imhanrenialena, B.O. (2019). Effect 

of reward system on employee performance among selected manufacturing firms in the 

literal region of Cameroon. Academy of strategic management Journal, 18(30, 1-9. 

Nthiga, L.M., & Ngui, T. (2014). Effect of rewards and job design on employee performance 

at the Kenya Bureau of standards. International Journal of Research and innovation in 

social science, 3(11), 328-337. 

Nwamuo, I. C. (2019). Effect of Reward on Organizational Performance in Nigeria Breweries 

Company South-East, Nigeria, International Journal of Innovative Social Sciences & 

Humanities Research 7(4):71-81 

Nwokocka, I. (2016). Managing Reward Strategy to Enhance Employee Performance, 

Retention and Productivity In Organizations: A General Overview, International 

Journal of Development and Management Review (INJODEMAR) Vol. 11 

Obigbemi, I.F., Omolehinwa, E.O., Mukoro, D.O. Bencaleb, E., & Olusanmi, O.A. (2016). 

Earning management and board and structure. Sage open, 1-15.  



 
 

115 

 

Odoh, M and Chinedum, I (2014). Research Design, Survey and Case Study. IOSR Journal of 

VLSI and Signal Processing (IOSR-JVSP), 4 (6); 16-22. 

Olori W.O & Edem A.L. (2017). Intrinsic rewards strategies and employee performance in 

Nigeria‘s Microfinance Industry, IIARD International Journal of Economics and 

Business Management ISSN 2489-0065 Vol. 3 No. 3 

Onuegbu, R.C. & Ngige, C.D. (2018). Organizational reward system and its effect on workers 

performance in Polytechnics of South-East Nigerian. International Journal of Business 

system and Economics, 12(2)1-15. 

Onyekwelu, N.P., Arinze, A. S. & Chukwuma, E.O. (2017). Effect of reward and performance 

management on employee productivity. A study of selected large organizations in the 

South-East, of Nigeria. International Journal of Business and Management Science, 

3(8), 39-57. 

Putnam, H. (2012). 'How to Be a Sophisticated "Naive Realist"'. In 'Philosophy in an Age of 

Science'. Harvard University Press, Cambridge, Mass. 

Ranjanj R. & Mishra, U. (2017). Impact of rewards on employee performance. A case of Indian 

on corporation, Patna region. IOSR Journal of Business and Management, 79(8), 22-

30. 

Redmond, B. F. (2009). Lesson 5: Equity Theory: Is what I get for my work fair compared to 

others? Work Attitudes and Motivation. The Pennsylvania State University World 

Campus. 



 
 

116 

 

Redmond, B.F. (2010). Lesson 5: Equity Theory: Is what I get for my work fair compared to 

others? Work Attitudes and Motivation. The Pennsylvania State University World 

Campus. 4 (2) 17. 

Rescher, N. (2000). Realistic pragmatism: An introduction to pragmatic philosophy. Albany: 

State University of New York Press. 

Richard, P. J., Devinney, T. M., Yip, G. S., & Johnson, G. (2009). Measuring Organizational 

Performance: Towards Methodological Best Practice. Journal of Management, 35(3), 

718–804. 

Robson, C (2002). Real World Research: A Resource for Social Scientists and Practitioner-

Researcher (2nd Ed.). Oxford: Blackwell Publishers Ltd. 

Rossi P, H., Lipsey M. W and Freeman H.E (2004). Rescher, N. (2000). Evaluation, a 

Systematic Approach (7th ed). CA; Thousand Oaks: Sage. 

Salah, M.R.A., & Ayadi, O. F. (2016). The Influence of rewards on employee performance. 

British Journal of Economics, Management and Trade, 13(4), 1-25. 

Saunders, M., Lewis, P & Thornhill, A (2016). Research Methods for Business Students, 7th 

ed. Harlow; Pearson education.  

Saunders, M., Lewis, P. & Thornhill, A. (2009). Research Methods for Business Students. 5th 

ed. Essex: Pearson Education Limited. 

Searle, J. R. (2015). 'Seeing Things as They Are; A Theory of Perception', Oxford University 

Press. https://doi.org/10.1093/acprof:oso/9780199385157.001.0001 

https://doi.org/10.1093/acprof:oso/9780199385157.001.0001


 
 

117 

 

Shaikh, S.H. Pathan, S.K, & Khoso I. (2018). The impact of extrinsic motivation on employee’s 

performance: A comparative analysis of food and textile industries in Sindh. 

International Business research, 11(12), 61-66. 

Shine, D., Swati, R., Jasmine, K., &Veer Singh, R. (2015) ‘Reward Management System’ 

International Journal of Core Engineering & Management (IJCEM)  

Singh, P., & Mishra, R. (2013). Performance Related Pay in Central Public Sector Enterprises 

in India. Indian Journal of Industrial Relations, 49(2), 314-327 

Singh, S., Dorwish, D.K., & Potochnik, K. (2016). Measuring organizational performance. A 

case for subjective measures. British Journal Management, 27, 214-224. 

Stecher, M.D., & Rosse, J.G. (2007). Understanding reactions to workplace injustice through 

process theories of Motivation: A teaching module and simulation. Journal of 

Management Education, 31, 777-796. 

Sufian, J.B. (2016). Incentive schemes and personnel performance in Nigeria banking sector 

(A case study of union bank of Nigeria plc). Greener Journal of Social Sciences, 1-7. 

Svensson, A. (2001), Reward System, Stockholm: KFS Fore tags service. 

Sweeney, P. D. (1990). Distributive justice and pay satisfaction: A field test of an equity theory 

prediction. Journal of Business and Psychology, 4(3), 329-341.” 

Tausif, M. (2012). Influence of non-financial reward on job satisfaction: A case study of 

educational sector of Pakistan. Asian Journal of Management Research, 2 (2), 688-696. 



 
 

118 

 

Tsadik, S.G. (2017). The effect of reward, benefits and incentives on employee’s performance 

in case of zenith bank (unpublished master thesis) Addis Ababa University, Addis 

Ababa. 

Tuli, F. (2010). The basis of distinction between qualitative and quantitative research in social 

science: Reflection on ontological, epistemological and methodological perspectives. 

Ethiopian Journal of Education and Sciences, 6(1), 97-108. 

Wosan, P., & Mulchandani, K. (2000). Corporate governance factors as predictor’s of earnings 

management. Journal of General management. 45(2), 71-92. 

Xinping Z. (2002). Interpretivist research, positivist research, and field research. Chinese 

Education and Society, 35(2), 39-46. 

Yasmeen, R., Farooq, U. and Asghar, F. (2013). Impact of Rewards on Organisational 

Performance: Empirical Evidence from Telecom Sector of Pakistan. Journal of Basic 

Applied Science Research 3(5): 938 – 946. 

Zaraket, W. S. & Saber, F. (2017). The Impact of Financial Reward on Job Satisfaction and 

Performance: Implications for Blue Collar Employees, China-USA Business Review, 

Vol. 16, No. 8, 369-378 

 

 

 

 



 
 

119 

 

APPENDIX  

 

NATIONAL COLLEGE OF IRELAND 

MA IN HUMAN RESOURCE MANAGEMENT 

Dear Sir / Madam, 

REQUEST FOR YOUR CO - OPERATION IN COMPLETING THIS 

QUESTIONNAIRE 

 I am a postgraduate student of the University alluded to above. I am currently doing a 

study on the subject as part of the curriculum “Reward management and how it incentives 

impact the performance of banking industry in Nigeria: A Case Study of Guaranty Trust 

Bank (GTB), Nigeria”. Therefore this questionnaire is intended to gather the necessary data 

for the analysis. Your response to the questions will not be used for any reason other than that 

set out above. 

 In addition, you are kindly asked to answer all the questions as honestly as possible, as 

specified in the questionnaire. Please tick (√) in the space given on each element in the most 

suitable column. 

Thank you for your cooperation. 

Victor 

          

               (RESEACHER) 

Please tick your response as shown below for your consent to participate in this survey 

 Yes 

 No  
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SECTION A: BIODATA 

Please check the box which best suits the details below: 

1. Sex: Male          , Female            

2. Age: 18 – 35 years          , 36 – 53           , 54 and above           

3. Marital Status: Single          , Married           , Divorced           

4. Educational qualification: Primary         Secondary          Tertiary          

5. Staff Position: Operations           Management  
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SECTION B: 

Organizational performance indicates the extent you agree or disagree with the following  

1=Strongly Disagree, 2=Disagree, 3=Undecided, 4=Agree, 5=Strongly Agree 

Intrinsic reward and Organisational Performance 

  SA A UN D SD 

1 Praise from my supervisor for a job well done inspire me to 

do my work better thereby leading to increase in GTB output 

performance 

     

2 Management values and views me with dignity      

3 I use instructions from management to fully better my 

knowledge and talents 

     

4 Informal acknowledgment like thank you, well done, 

motivates me to boost my performance which affects return 

on investment positively at GTB. 

     

5  Overall intangible non-financial incentives motivate staff to 

enhance their performance at GTB  

     

6 In my results, good working environment means a lot      

 

Extrinsic reward and Organisational Performance 

  SA A UN D SD 

7 Increase in salary affects the productivity of GTB’s workers 

performance positively 

     

8 When I earn a bonus my work performance increases which 

lead to market share increase at GTB 

     

9 When my employer promotes me it really motivates me to 

work harder over the year which results to increase of 

customer satisfaction 

     

10 Delay in workers remuneration at GTB increases job 

performance  

     

11 Opportunities for advancement are spread uniformly within 

the organization 

     

12 The salary you receive is proportional to the job you do      

13 Healthy pay is my biggest Motivation      
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14 I am pleased with my current pay      

 

Incentives and Organisational Performance 

  SA A UN D SD 

15 The incentive given to me by GTB influence my level of 

performance that leads to customer satisfaction 

     

16 GTB gives incentives to its employees in various departments 

to improve the performance of annual sales 

     

17 Lack of incentives makes GTB employees committed to the 

organization 

     

18 Incentives motivate employees adequately to accomplish 

profit target at GTB 

     

19 The incentive scheme of GTB satisfactory      

20 Bonuses boost your performance at GTB      

 


