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ABSTRACT 

The introduction of universal banking law has brought changes over the years, 
with it stiff competition in the banking industry. Commercial banks are no 
exception to the modern changes in ensuring staff motivation towards their 
organizational goals. The study seeks to assess the motivational packages 
available at Nigeria Commercial Bank and how it affects employee performance 
towards the Bank’s corporate objectives. The survey research design was used 
for the study. The objective is to determine the level of performance among 
employee in six financial institutions in Lokoja and also to establish the 
relationship between staff incentive scheme and employee performance or 
productivity in the examined banks. The study seeks to known the level of 
performance among employees in the different banks and the relationship 
between staff incentives schemes and employee performance in different banks. 
The study revealed that, management can make use of different strategies and 
policies to motivate employees in the banking environment. Employees are 
interested in enhanced salaries, fringed benefits, promotion, and car loans as 
motivating elements sufficient to push employees of the bank to give out their 
best. The research also revealed that the core duty of the bank is normally 
carried out by clericals who are more than the supervisors and as such 
motivational packages should be geared towards the clerical workers to ensure 
that they delight the customers. The study revealed that if management 
withdrew motivational packages it will have serious repercussions on 
employees‟ performance. There was a positive relation between employee 
performance and corporate performance since employees were able to achieve 
the bank’s performance indicators in terms of deposits, loan recovery, 
profitability and also ensuring the liquidity of the banks. Promotion has been a 
worry to most staff; measures should be put in place by management to ensure 
that there is continuity in the promotion of staff to avoid low productivity in 
terms of deposit mobilization. The conduciveness of the office environment has 
first time impression on the customers and the welfare of the employees.  
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CHAPTER ONE 

INTRODUCTION 

 

1.1 Background to the study 

Maintaining healthy employee relations in banks is a pre-requisite for corporate 

success. One way of maintaining good and healthy employee relations in banks 

is by attaching lucrative benefits to every job and task carried out by every 

employee.  Employee benefits which are the various non-wage compensations 

provided to employees in addition to their normal wages or salaries cannot be 

over looked by the management of banks, since the human resource of banks is 

the most valued resource. This current era is highly competitive and banks 

regardless of size, technology and market focus are facing employee retention 

challenges. To overcome these restraints, a strong and positive relationship and 

bonding should be created and maintained between employees and their banks. 

To enhance this strong and positive relationship, employees should be 

motivated to put in their best by providing employees with certain lucrative 

employee benefits like performance bonuses, Christmas bonuses, study 

allowances, leave allowances etc.  

Human resource or employees of any bank are the most central part so they 

need to be influenced and persuaded towards tasks fulfilment. 

In-order to achieve corporate goals, banks must design various strategies to 

make employees happy, and place various incentives for them to benefit from. 

This will add value to themselves and increasing corporate performance. If 

employees are not satisfied with their job or work place, they tend to put little 

efforts at work or move to other banks with better job packages. This can cost 

banks so much, especially if they are losing a key and very competent staff to a 

competitor. 

Financial institutions have a major concern and challenge of how to achieve 

high levels of performance through the staff. This means giving close attention 

to how individuals can best be motivated to enhance their performance through 

such schemes, rewards, leadership and importantly the work they do and the 
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cooperate context within which they carry out that work. Several studies have 

been sought on how best to improve performance. However, financial 

institutions still face a challenge of addressing issues that would make 

employees perform their best. Incentive schemes include any combination of the 

following factors; monetary rewards, promotions, additional holidays, 

recognition in form of ceremonies or certificates, additional training and 

increased bonuses. Staff incentives are designed to motivate staff to achieve 

high performance levels, change behaviours and/or change attitudes. Well-

designed staff incentive schemes can have powerful effects on the performance 

and productivity of financial institutions operations. So staff incentive schemes 

are a potential tool for boosting banks performance. 

Many companies feel that pocket money is to longer a good motivator. Others 

contend that small rewards such as toasters and blenders do not motivate. Many 

companies therefore offer profit sharing plans; rather than monetary rewards. 

Employee performance refers to the output in terms of quantity and quality that 

helps the bank to realize its set objectives. In other words performance can be 

measured by traits, behaviors’ and/or outcomes, (Bratton and Gold, 2003). 

Employee performance management encourages the employee to get involved 

in the planning for the company, and in the process the employee will be 

motivated to perform at a high level (Kreisman, 2002). Well designed and 

implemented staff incentive schemes and performance of employees are 

inseparable in financial institutions. This will enable Financial institutions exist, 

thrive and compete favorably, because of good employee performance; it also 

enable employees to stay in these Financial institutions because of the reward 

benefits through staff incentive schemes they get from the bank.  

This study therefore will investigate the staff incentive schemes and employee 

performance in some finance institutions (UBA, First bank, Guarantee Trust 

bank, Unity bank, Union bank and Zenith Bank) within Lokoja metropolis, 

North-central Nigeria. This chapter presents the background, statement of the 

problem, objectives of the study, research questions, delimitations and 

conceptual framework, significance of the study, and operational definitions. 

. 
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1.2 Statement of the Problem: 

Employees are a major force behind bank’s success and they need to be 

motivated through means such as schemes. Well designed and implemented 

schemes can significantly enhance employee performance for example through 

improving their morale; provision of job security, motivation among others. 

Keystone bank Nig PLC introduced incentive schemes in a bid to improve 

employee performance. Despite the above efforts, by Keystone bank Nig PLC 

to introduce incentives, it has experienced high labour turn over, poor 

adaptability of staff to eligibility requirements for bonus schemes, reduced 

output from employees and low morale among employees. Could this be due to 

failure of provision of well-implemented staff incentive schemes by Keystone 

bank Nig PLC to staff, resulting to poor employee performance? It is against 

this background that the researcher is carrying out this study to establish the 

relationship between staff incentive schemes and employee performance in 

some financial institutions within Lokoja, Kogi State, Nigeria. 

 

1.3 Purpose of the Study 

The purpose of the study is to establish the relationship between staff incentive 

schemes and performance of employees in six financial institutions in Lokoja, 

Nigeria.  

 

1.4 Objectives 

The specific objectives includes the followings; 

(i) To determine the level of performance among employee of some (six) 

banks within the study area. 

(ii) To establish the relationship between staff incentive schemes and 

employee performance or productivity in the examined banks.  

1.5  Research Questions 

The following research question is to help the researcher meet the 

aforementioned objectives.  

(i) What are the levels of performance among employee of the different 

banks? 
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(ii) What is the relationship between staff incentives schemes and employee 

performance in different banks?  

 

1.6  Delimitation 

The study will be limited to six different banks (UBA, First bank, Guarantee 

Trust bank, Unity bank, Union bank and Zenith Bank) within Lokoja 

metropolis, Nigeria. 

The study will be limited to the identification of the staff incentive schemes 

used to enhance employee performance in some banks in Nigeria, to analyze the 

level of efficient and effective of performance among employee of some banks 

and to establish the relationship between staff incentive schemes and employee 

performance in some banks within the study area, Lokoja.  

The period under study was covered using figures from 2007 to 2019. This 

period was chosen because the study was created based on the need to improve 

staff performance and efficiency in bank with an overview of methods and 

techniques of incentives and reward to these banks employees. Otherwise many 

banks may not be able to achieve set targets if no investigation is conducted into 

these problems eroding employee performance. 

The study area for this research is Lokoja, in Kogi state of Nigeria. The main 

reason for choosing this area is due to the fact that literacy rate in the area is 

relatively high, and such respondents will be able to give accurate answers to 

questions asked in the questionnaire.  

 

1.7 Significance of the Study 

The findings of this research give deeper insight into the relationship of staff 

incentive schemes and the performance of employees in some (six) selected 

banks within Lokoja and will indicate the action required to improve on the 

performance of the employees.  

The result obtained from this study will enable these selected banks to improve 

the current human resource policies relating to staff incentive schemes and 

employee performance.  
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The study will highlight and recommend best employee benefit practices that 

can be adopted in the banks that will help increase its productivity and 

contribute its quota in economic development. 

The study will help enlighten the management of the different banks the various 

effects of employee benefit plan and packages on the performance of the banks. 

This study adds to the existing body of knowledge, of staff incentive schemes 

and the performance of employee in financial institutions. 

 

1.8 Operational definition of terms 

 Motivation is defined as the force or forces that arouse enthusiasm and 

persistence to pursue a certain course of action (Daft and Marcic, 2008). 

Motivation, derived from the Latin word meaning “to move” represents those 

psychological goal directed processes (Kreitner and Kinicki, 2007). Motivation 

has been recognized as a dilemma that managers must face because what 

motivates one individual may not motivate another.  

Motivation refers to a response to objects, people, or events in either a positive 

or negative way (Dessler, 2008). 

 Retention means retaining those employees who share the company values, 

proving their expertise in business and an appropriate moral profile. Staff 

retention is the opposite of staff turnover (Cruceru and Mihaela, 2009). A better 

orientation of employees can reduce turnover. Workers who are given 

opportunities for training and retraining, which are placed on job matching their 

training, are less inclined to leave the organization (Miner, 2013).  

Attraction refers to process of pulling employees to work with the organization. 

This involves provision of great pay, creative benefits and rewards. Also, 

attraction involves provision of fun and safe working environment (Bjorklund, 

2011). 
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CHAPTER TWO 

REVIEW OF LITERATURE 

2.1 INTRODUCTION 

This chapter reviews researches done by other scholars and how they are related 

to this study. This helps in giving an insight on what has been studied already in 

order to pay attention on what is to be expected in the field.  

An incentive is something that incites or encourages one into action. Prasad, 

L.M. (1986: 273) says that an individual’s needs serve as a driving force on 

human behavior. In the context of these needs, management tries to govern the 

behavior of employees in satisfying their needs. The objects used to satisfy their 

needs are celled incentives. According to Werther (1999) incentives usually 

mean money, but performance incentives also come in other forms. For 

example, employees may be given certificates, time-offs, vacations and other 

non cash incentives. Non monetary incentives encourage extra or more narrowly 

focused effort. Gallermans, S.W. (1968) suggests that money can only motivate 

when the respective payment is large enough relative to a person’s income. 

Employees will try to earn money by their higher performance if they feel that 

additional money earned by their efforts is a significant portion of their income. 

If the money is to act as a motivation, it is necessary to assume a relationship 

between performance and reward in terms of money.  

Incentives may be positive or negative, Werther (1999). Positive incentives 

attract people and they are satisfied when they get them; these are things like 

increased pay and prospects of promotion. Employees will try to achieve these. 

Negative incentives motivate an individual to abstain from doing something. 

Examples are a fine and demotion for doing certain things. Incentive schemes 

according to JonnaLedgerwood (2000) include any combination of the 

following factors; monetary rewards, promotions, additional holidays, 

recognition inform of ceremonies or certificates, additional training and 

increased bonuses.  

 

2.2 CONCEPTUAL FRAMEWORK 
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The link between employee motivation and retention is made by dependent 

variable, that is goal attainment and independent variable that is employee 

motivation. In order for the company to achieve its goals, it depends much on 

how employees are motivated. Apart from employee’s motivation policy, there 

should also be factors which will assist motivation process to attain company 

goals, these are mediating factors, which include achievement, recognition, 

salary, company policies and work conditions. The study assumes that 

employees are motivated by intermediate variables such as recognition, salary, 

company policy, work conditions and achievement. Employees can be retained 

once he/she is recognized in the company. If employees are not well retained, 

these will cause the gaps, that is, high labour turnover and low organizational 

performance, but the gaps can be filled through employees motivation, and the 

factors that determine employees’ motivation in organizations includes; high 

confidence level, morale, performance and increased retention. 

 

2.3 THEORITICAL FRAMEWORK 

In this section the researcher briefly reviews key aspects of the theoretical 

debate as it relates to the expected association between employee benefits and 

its impact on employee performance. Where possible, relevant literature reviews 

will cover areas that focus on employee benefit packages and how these fringe 

benefits contribute to the general output of employees in an organization. 

 

2.3.1 ORGANIZATIONAL GOALS THEORY  

Regardless of the effects of legislation on salaries in general, compensation 

continue to be influenced by several factors that are producing some important 

trends in compensating workers. One of such trends is aligning wages to the 

organizations goals. Others include tailoring compensation to the needs of 

employees; better salary, and pay equity Various existing theories to support 

this argument have been identified and one of such is the Reinforcement theory 

which is propounded by B.F. Skinner (Fisk, 2001). 

 

2.3.2 ENVIRONMENT/REINFORCEMENT THEORY 
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According to Fisk (2001), this theory holds that individuals can actually be 

motivated by their work environment when it is properly developed. Hence, 

rather than considering internal factors such as attitudes, feelings, impressions 

and other cognitive behaviour, employers should keep on making positive 

changes in the external environment of the organization. It emphasizes the 

importance of a person's actual experience of a reward, and the implication of 

this for compensation management is that high employee performance followed 

by a monetary reward will make future high performance more likely. 

 

2.3.3 EXPECTANCY THEORY 

Another theory that is relevant to the study is the Expectancy theory 

propounded by Victor Vroom. This theory though focuses on the link between 

rewards and behaviour too emphasizes expected rewards rather than 

experienced rewards. In other words, it is mainly concerned with effects of 

incentives. It stresses that behaviours (job performance) can be described as a 

function of ability and motivation while motivation is a function of expectancy, 

instrumentality, and valence perceptions. Expectancy perceptions often have 

more to do with job design and training than pay systems. Although this theory 

implies that linking an increasing amount of rewards to performance will 

increase motivation and performance, some authors have questioned this 

assumption, arguing that monetary rewards may increase intrinsic motivation. 

Extrinsic motivation depends on rewards – such as pay and benefits – which are 

controlled by an external source whereas intrinsic motivation depends on 

rewards that flow naturally from work itself. Therefore, while it is important to 

keep in mind that money is not the only effective way to motivate behaviours, 

and that money rewards will not always be the answer to motivation problems, 

it does not appear that monetary rewards run much risk of compromising 

intrinsic motivation in most work settings. (Frisk, 2001)  

 

2.3.4 EQUITY THEORY 

Another theory relevant to the study is the Equity Theory and Fairness, 

propounded by John Stacey Adams as Equity Theory but was later on advanced 
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by Elaine Hatfield and her colleagues, which is now known as Equity Theory 

and Fairness. This theory which probably came as a result of continuous 

agitation for fair and equitable wages for all workers is the bedrock on which 

this study hinges. 

The theory which is divided into two suggests that people evaluate the fairness 

of their situations by comparing them with those of other people. According to 

this theory, a person (P) compares his/her own ratio of perceived outcomes (O = 

pay benefits, working conditions) to perceived inputs (I = effort, ability, 

experience) to the ratio of a comparison other (O) – external inequity pay. If P's 

ratio is smaller than the comparison with Other's ratio under reward inequity 

results. But if P's ratio is larger, over reward inequity results, though evidence 

suggests that this type of inequity is less likely to occur and less likely to be 

sustained because P may rationalize the situation by re-evaluating his/her 

outcomes less favorably or inputs (that is self-worth) more favorably (equity 

theory and fairness). 

Meanwhile, the consequence of P's action depends largely on whether equity is 

perceived. If equity is perceived no change is expected in P's attitude but if 

inequity is perceived, it may cost P to restore equity through some of the 

following counterproductive ways: 

• Reducing one's own inputs (not working as hard); 

• Increasing one's outcomes (such as by theft) 

Leaving the situation that generates perceived inequity (leaving the organization 

or refusing to work or cooperate with employees who are perceived as over 

rewarded). The main implication of this theory for managing employee 

compensation is that to a large extent, employees evaluate their pay by 

comparing it with what others are paid, thereby influencing their attitude to 

work by such comparisons. 

 

2.4 LEVEL OF PERFORMANCE AMONG BANK EMPLOYEE 

Malt Holtmann (2002 (a) in an article presented to the Micro save-Africa/ECI 

workshop in Pretoria focused exclusively on staff incentive schemes, attempts 

to summarize what might be termed the “state of the art” in the design of 
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incentive schemes for staff members of Financial institutions. From the rich 

body of literature on human resource management we can learn that the 

following factors are important criteria that staff members take into 

consideration when judging their own remuneration; Distributive Fairness; here 

an employee might ask, “How much do I receive and how much do I receive in 

comparison with my peers?”  

Procedural Fairness; “what is the process that was used in order to decide how 

much I receive?” According to the Equity Principle, employees believe that they 

should be paid according to their contributions to the organization. The 

principle of Status Consistency demands that salaries should (at least roughly) 

reflect the staff members’ positions in the organizational hierarchy. In other 

words, supervisors should receive higher salaries than their subordinates.  Malt 

Holtmann further argues that, if we adapt the insights of human resource theory 

to the specific context of incentive schemes for financial institutions, we can 

postulate that such incentive mechanism should be transparent and fair.  

The Transparency requirement means that staff members affected by a bonus 

scheme should easily be able to understand the mechanisms of the calculation, 

i.e. the system should not be overly complex; the scheme should contain as 

many objective factors and as few subjective variables as possible; the “rules of 

the game” should be made known to everyone and should not be changed 

arbitrarily. Staff incentive schemes should be kept simple enough that they can 

be understood by all who are affected by them. If a scheme resembles a “black 

box”, where it is impossible to determine the mechanics or algorithm of arriving 

at individual payouts, employees will neither accept nor embrace the scheme. 

As much as possible, incentive schemes should be based on measurable, 

“objective”, variables rather than subjective performance indicators. As we will 

see, this goal may sometimes be difficult to accomplish, but the use of 

subjective variables automatically reduces the system's transparency. 

Incentive measures, such as salaries, secondary benefits, and intangible rewards, 

recognition or sanctions have traditionally been used to motivate employees to 

increase performance. Motivators may be positive and/or negative. Reducing 

disincentives or perverse incentives that favour non-conducive behavior, can 
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often be more important than inventing new incentives. Incentive systems reside 

within organizations, their structure, rules, human resource management, 

opportunities, internal benefits, rewards and sanctions, etc. Whether based on 

perception or reality, organizational incentive systems do have a significant 

influence on the performance of individuals and thus the organization overall. 

Perhaps the most pervasive structural motivators and incentives are located at 

the societal level, such as security, rule of law, investment climate, civil service 

pay or legislation conducive to civic engagement (Robert Peck Christen, 2000). 

Recognition schemes are increasingly popular with employers as a way of 

rewarding special efforts and commitment of valued employees. An awards 

scheme can generate much goodwill for a relatively modest outlay. Companies 

often regard recognition as a means of both improving performance and of 

increasing levels of employee satisfaction. A great benefit of a recognition 

scheme is that it enables an employer to highlight desired actions and 

behaviours, holding up as role models those employees who best epitomize 

them. When deciding who merits an award, it pays to think about the kind of 

message the choice will send to the rest of the workforce. A successful 

recognition scheme can help to motivate employees, create a culture of 

customer service and raise performance company-wide. Increasingly, 

employees qualify for recognition awards when their actions are seen to embody 

company values or focus attention on wider corporate goals (Robert Peck 

Christen, 2000). 

Group and organization –wide incentives reinforce and encourage employees to 

sublimate personal goals for the best interest of their sublimate personal goals 

for the best interest of their department or the organization. Group based 

performance incentives are also a natural extension for those organizations that 

are trying to build a strong team ethic. By linking rewards to team performance, 

employees are encouraged to make extra effort to help their team succeed. t is 

important that the “rules of the game” be known to everyone affected by the 

scheme. The rules of the game are constituted by such things as performance 

measurements, minimum requirements, and any formulae used for calculating 

individual payouts. They should be communicated clearly and posted on the 
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notice board or in the computer system. In addition, the scheme should not be 

changed too frequently – otherwise the organization risks making the 

relationship between performance and compensation unpredictable for staff 

members.  In order to comply with the Fairness requirement, the goals (or 

reference standards) set out by the scheme must be attainable (for the average 

performer and at least in the medium term); better performers must indeed be 

rewarded with higher salaries (and this must be perceived by all staff members); 

everyone must be able to achieve a higher compensation by working better and 

harder.  

Robert Peck Christen (2000), states that some institutions pay incentives based 

on staff member performance; others calculate incentives at a branch office or 

operating unit level and pay all employees involved the same incentive. Some 

managers feel that individual competition should be promoted, whereas others 

believe that small groups should compete against each other and that individual 

contributions are essentially impossible to separate from the performance of the 

small group. The later feel that a team spirit is promoted more by group 

incentives and that team spirit and effort will produce better results than will the 

encouragement of a few star performers. In either case, the incentives can be 

calculated in the same manner.  

In most cases, staff incentive schemes are employed to enhance productivity. To 

analyze the present staff productivity, and, thus, to appraise the potential for 

improvement, we could compare our staff in terms of productivity (e.g. in the 

number of transactions of tellers or in the number of outstanding loans of loan 

officers, or in the capacity of branch managers to develop their branch and 

staff). If there were high disparities, which can at least partly be explained by 

disparities in staff motivation, we could further ask how staff incentives would 

contribute to a higher overall performance of staff (Currie, 2001). 

Incentive measures, such as salaries, secondary benefits, and intangible rewards, 

recognition or sanctions have traditionally been used to motivate employees to 

increase performance. Motivators may be positive and/or negative. Reducing 

disincentives or perverse incentives that favour non-conducive behavior, can 

often be more important than inventing new incentives can be financial, which 
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come in some form of payment or cash transfers. Some of the financial 

incentives are direct such as salary, pension, insurance, bonuses, etc. Others are 

indirect such as subsidized meals, clothes or housing. It is important to make a 

distinction between a proper level of pay and special incentive pay to reward 

performance. In the private sector financial incentives are generally associated 

with better performance although perverse impacts can also be observed. Cash 

awards are shown to have a higher value where remuneration is low. Conditions 

in the public sector differ significantly from those in the private sector (Wright, 

2001). 

Incentive, indicated by Cascio (2003) and Bergmann and Scarpello (2002) is, in 

essence, compensation linked to individual, team, and organizational 

performance. Incentives schemes undertake to provide tangible rewards to 

employees for achievement beyond normal expectations. A supplementary form 

of compensation or incentive is, therefore, essential to inspire and motivate the 

labour force. Other benefits of incentives also include satisfying the needs of the 

employees that cannot be met by wage alone, cost reduction to the organization, 

and to attract and retain employees.  

According to Martocchio (2001). He highlighted companies generally institute 

incentive pay or variable pay schemes to motivate employees productivity.  

 

2.4.1 Measurement of Employee Performance 

Financial institutions employ performance indicators to measure performance of 

employees. Gomes et al (2003) among performance indicators gives behavioral 

appraisals that focus on assessing a worker’s behaviors and these include; 

working well with co-workers and coming to meetings on time. In an attribution 

model (Luthan 1981), poor performance of employees can be seen in the form 

of absent, tardy, low output, missing deadline, being disruptive and non-

compliance.  The performance of employees can further be determined by the 

level of job satisfaction. According to Keith (1985), job satisfaction is related to 

a number of employee variables such as turnover, slowdowns and absences. 

Keith continues to assert that if rewards are seen as inadequate for one’s level of 
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performance, dissatisfaction tends to occur and this is manifested in the above 

mentioned variables.  

2.5 STAFF INCENTIVE AND EMPLOYEE PERFORMANCE 

This is a much discussed and controversial issue. Staff retention is enhanced by 

substantial performance based incentives for various types, which are given 

regularly for good performance that is clearly measurable. To be effective, 

incentives need to be of several types. On one axis are (a) cash incentives and 

(b) recognition awards. On the other axis are (a) individual incentives and (b) 

incentives to all staff of the lowest-level unit or branch that is accountable as a 

profit centre. All these incentives are useful (Financial network – 5th Annual 

conferences).  Cash Incentives to Lowest level units, these should be based on 

the profitability of the branch, paid annually, and should be calculated as a 

percentage of the unit, profitability up to a cap of not less than one month’s 

salary and probably not more than two months salary. Everyone who works in 

the unit should receive cash incentives by pegging the incentive to the salary of 

the particular staff member (Financial Network 5th Annual Conference).   

Bonus schemes are the most common form of cash incentive. Bonuses can be 

accrued and paid out at different intervals, such as monthly, quarterly, or 

annually. Monthly bonus payments are very common for loan officers. Bonus 

sizes vary between 10% and 50% of the total pay.  Managers sometimes pay 

spot bonuses to some staff members for having made special efforts in their 

work. Cash and Recognition Awards to unit Staff, after units become profitable, 

the profitability incentive tends not to act as a significant incentive but it must 

be continued as long as the unit remains profitable. At this stage, an additional 

incentive based on a weighted package of targets (such as an increase in loans 

outstanding, increase in profitability) can be given to all staff of the unit 

(Financial Network 5th Annual Conference).   

In this instance, units based cash rewards are provided to the staff. However, the 

main incentive in this program is the recognition and publicity given to the staff 

of those units that have achieved their goals. Important ceremonies are held, 

certificates are presented personally to each staff member by the President-

Director or Managing Director of the Bank, and substantial publicity is given to 
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the ceremonial recognition of staff achievement. Staffs really appreciate this. 

Regional and National winners are given special awards, tips, publicity and 

consideration for promotion.  (Financial network – 5th Annual conferences).   

Cash and Recognition awards to Individuals, these can be effective but they can 

also be dangerous. This should be given for only strictly measurable 

performance. Thus, in cases where individual credit savings officers have 

clearly demarcated areas of coverage, they can be rewarded for measurable 

improvements in loans outstanding/decreased arrears, savings etc. In a different 

approach, Banks pays a bonus to individual staff for bringing in new clients. 

Banks pays the bonus to a staff member for bringing in a new borrower after the 

loan is repaid. The bonus for a new saver is paid after some period of time.  

According to Jonna Ledgerwood (2000) in individual incentive schemes, there 

is a direct relationship between individual staff member’s performance and their 

remuneration. Are designed precisely in order to enhance individual 

performance, they also have some potential drawbacks; Individual schemes can 

lead to a rather narrow focus; the affected staff members will tend to maximize 

their own output with the aim of increasing their income. Such self-interested 

behaviour may negatively affect the common goals of the organization, thereby 

reducing the overall performance of the group or unit, the focus on individual 

income (maximization) may reduce staff members’ intrinsic motivation. That is, 

once money takes over as the main motivator, other values may be reduced to 

the detriment of the organization and it is often difficult to distinguish properly 

between individual and group performance.  

The main benefit of such schemes is to foster teamwork and cohesiveness 

within the group or unit. The biggest danger of group incentive schemes is a 

phenomenon called “free-rider” behaviour. If the group is large enough, it 

becomes very difficult for the group members to monitor each other and to 

ensure that everyone gives his/her best effort. This creates opportunities for 

some of the members to shirk their responsibilities; they reduce their individual 

efforts without getting punished. If the other group members anticipate such 

behaviour, there may be a noticeable decline in the group’s output – clearly not 
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a desirable outcome for the organization. So the main task for those who operate 

group incentive schemes is to control and prevent free-rider behavior. 

Individual incentives. Under an individual incentives mechanism, there is a 

direct link between individual performance and remuneration. Such incentives 

can lead to a rather narrow focus, however, and may reduce staff members’ 

intrinsic motivation or could promote unhealthy competition, furthermore, in 

some situations it is hard to distinguish properly between individual and group 

performance, which makes it difficult to design and implement a scheme that is 

transparent and fair, individual incentive schemes are often used for credit 

officers. (Malt Holtmann, 2002).  

Malt Holtmann (2002) Tournaments: Non-monetary tournaments could be 

conducted in such institutions. If employees recognized that their performance 

is monitored and compared regularly they already may increase their 

Performance: To avoid belonging to the “losers”, to climb up the ladder in the 

ranking or to defend their position. It may even be possible to find funds in the 

budget to award cash prizes to the best branches these prizes might be used for 

improvements in the branch facilities or for a training seminar for branch staff. 

Thus, despite an inability to reward staff members individually, it is possible to 

create a culture of open (but friendly) competition that will have a positive 

impact on productivity and quality of service. Tournaments are regular or 

occasional contests between individual staff members or between units. 

Provided the organization’s MIS is capable of collecting the relevant 

information, managers and especially public sector managers can conduct 

regular rankings within the branch network and thus create a sense of 

competition between the different branches. Criteria for rankings can include: 

productivity, outreach (e.g. growth in deposits), customer satisfaction, etc 

Profit sharing. In profit – sharing schemes, employees receive annual bonuses 

that are linked to the company’s profitability. The better the MFI does, the more 

employees can earn. These schemes increase the sense of identification with the 

organization, and reduce barrier employees and managers. To enhance staff 

retention, longer that –term employees can earn a greater share of the profits 

than recent hires – for examples, after three years they receive a quarter share, 
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after years, after five years a half share, and after tens a full share. But profit 

sharing schemes also have a number of potential problems. The connection 

between an individual’s performance and the reward is quite weak. Individuals 

are not able to exercise direct control over the generation of the annual profit, 

and free rider problems invariably arise. For field staff, these obstacles can be 

partly over come if profit sharing occurs at the branch levels rather than for the 

institutions as a whole. (Ledgerwood, 2000). Profit-sharing plans are another 

widely used form of cash incentive. Under such plans, employees receive a 

certain percentage of the annual (or semi-annual) profit. The profit pool 

allocated to the employees is then distributed equally between all staff 

members, or according to some form of allocation criteria (base salary, 

individual performance, etc.).Gain-sharing plans are similar to profit sharing 

plans, but here the basis for the distribution pool is different. Typically, under 

gain-sharing plans, employees are entitled to a certain percentage of the 

productivity gains that are achieved over a given period. Payout intervals are 

typically shorter than under profit-sharing plans. 

According to Houston (2000).Non-financial incentives come in many forms 

such as gifts, rewards, travel. Some are more tangible than others since they are 

visible and/or can be compared to financial benefits. Less tangible incentives 

relate for instance to work flexibility, independence of working, recognition of 

one’s work, the possibility of advancement. The value of non-financial material 

incentives seems to be perceived as a function of psychological processes. 

There is also a distinction to be made between formal incentives and informal 

ones. Formal ones are for instance salary scales and staff entitlements. Informal 

ones may also be legitimate depending on the context but can also represent 

channels reaping personal benefits through corrupt practices or patronage. There 

are also a range of distinctions to be made for non-materialistic incentives. Like 

generally materialistic incentives, non-materialistic incentives can be “self-

interested”, such as psychological benefits related to the status of power. On the 

other hand they can be of a genuinely “altruistic” nature, based on own desires 

and moral believes. 
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Non-material incentives. Also at the local level, non-materialistic social and 

intrinsic motivation can play a major role that needs to be explored. It is 

understandable that many people may be reluctant to be posted far away from 

home. Those used to urban life will find it particularly difficult to move to a 

remote area. In Thailand the challenge has been turned around into an asset by 

recruiting trainees from the very areas they were supposed to serve in. This 

approach was found successful (Hongoro 2002). It also has the additional 

advantage that workers will be inserted into societies with a moral obligation to 

do a good job. It is akin to localizing informal accountability relations. A 

cautionary note, however, is that local environments also can be fragmented and 

tying service providers to their kin can work at the expense of others. Where it 

is possible to monitor actual performance, contract-type arrangements and the 

use of competition in the bidding process have proven useful. Intrinsic and 

moral motivation to serve the poor can cut across such divides, which is 

particularly important where monitoring is difficult. “A study of faith-based 

health care providers in Uganda estimates that they work for 28 percent less 

than government and private for profit staff, and yet provide a significantly 

higher quality of care than the public sector (WDR 2004). 

Incentive systems are an important part of organizational motivation and are 

central to helping diagnosticians understand the forces that drive the 

organization. Organizational incentives refer to both the reason for staff to join 

an organization, and the way an organization rewards and punishes its staff. 

Incentive systems can encourage or discourage employee and work group 

behaviour. Organizations must continually seek ways to keep their employees 

and work groups engaged in their work, motivated, efficient and productive. An 

organization’s success can depend on its ability to create the conditions and 

systems (formal and informal) that entice the best people to work there. Also, a 

good incentive system encourages employees to be productive and creative, 

fosters loyalty among those who are most productive, and stimulates innovation. 

Incentive systems reside within organizations, their structure, rules, human 

resource management, opportunities, internal benefits, rewards and sanctions, 

etc. Whether based on perception or reality, organizational incentive systems do 
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have a significant influence on the performance of individuals and thus the 

organization overall. 

Employee stock ownership plans (ESOP). ESOPs may be attractive tools for 

motivating staff members because of their positive symbolic and motivational 

effect. Through an ESOP, employees become owners, so it should be easier for 

them to internalize the interest of the firm. Employee ownership can promote 

staff loyalty, but it comes with the risks associated with an equity stake. For an 

ESOP to be effective, employees typically purchase shares that the company 

matches at some predetermined ration. If the MFI does well, there can be 

significant upsides to such an investment erode- there is a potential to lose 

money. To date, only few ESOP, have been implemented in the financial 

industry, typically at the time of conversion from an NGO to licensed financial 

instructions. In such cases, the ESOP was seen as a useful instrument for 

broadening the shareholder base and for rewarding staff members for all the 

time and effort they invested during the early stages of the organization’s 

development. (Pearce and Robinson, 2000). 

Team – based incentives. Group incentives schemes are intended to foster staff 

cohesion, cooperation and team work, among the most important drawbacks of 

such schemes is the free riding effect: if the pay out of the individual depends 

on the performance of the whole group, there is a huge temptation to reduce the 

individual contribution. Group incentive schemes are often used for branch –

based activities such as saving mobilization (Robert, 2000). 

 

2.5.1 THE EFFECTS OF EMPLOYEE BENEFIT ON EMPLOYEE 

PERFORMANCE  

According to a study conducted by Frankford (2001), there is a direct link 

between employee benefit and productivity of an employee. Since employees’ 

performances influence output of an organization, then one can clearly see that 

good or bad employee benefit practices will go a long way in increasing 

productivity or not. It has been said so far that given the technological and 

material inputs and a given capacity of the worker, the will to work materially 

affects the productivity of the workers and, therefore, of the enterprise.  
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Apart from the other influences on the morale of the workers, the quality of 

industrial relations has a direct bearing on the worker will to work. The term 

‘employee benefit’ here, covers: the relationship between the employer and his 

individual employees, the relationship between the employer and the union; and 

also the relationship between the workers and their unions. When it is said that 

the quality of industrial relations has an important bearing on productivity, it is 

to be realized that it is not so much the role of strikes and lock outs that I have 

in mind while emphasizing the importance of industrial relations to 

productivity. Apart from the fact of the open stoppages of production or even 

the announced ‘go slow’ or ‘work to rule’ practices which directly reduce 

production even under normal conditions when the work processes are supposed 

to function smoothly, the quality of industrial relations continues to influence 

the worker's behaviour and his attitude to work. And while stressing the 

responsibility of the management for the quality of industrial relations, the 

limitations of individual management, in this respect, have also to be born in 

mind. There are many factors influencing the quality of industrial relations that 

are beyond the control of any individual management. Factors like political 

climate of the country, multiplicity of trade unions, trade union rivalry, intra-

union factionalism and economic factors like inflation and depression, market 

fluctuations and technological changes cannot be controlled by any one 

management. They constitute the political and economic environment within 

which the enterprise has to function. This environment influences the approach 

and behaviour of the workers and their unions and also the management. Given 

these limitations, what can a management do to improve the quality of its 

industrial relations? Is there much scope for unilateral action on the part of the 

management to improve this quality? Can the management by its own action 

evoke such response from the individual workers and their organizations as well 

contribute to improving the quality of industrial relations? I think the answers to 

these questions are in the positive. And, if they are not in the positive, they 

ought to be in the positive; otherwise the fate of private enterprise is going to be 

highly uncertain. But before an attempt is made to show how the answers to 



30 
 

these questions can be in the positive, let us have a look at the way in which the 

managements have been managing their enterprises so far. 

According to Wayne. F. Cascio "Compensation which includes direct cash 

payment, indirect payments in the form of employee benefits and incentives to 

motivate employees to strive for higher levels of productivity is a critical 

component of the employment relationship. Compensation affected by forces as 

diverse as labor market factors. Collective bargaining, government legislation 

and top management philosophy regarding pay and benefits"      

Compensation may be defined as money received for the performance of work 

plus many kind of benefits and services that organizations provide their 

employee. Compensation is recompense, reward, wage or salary given by an 

organization to persons or a group of persons in return to a work done, services 

rendered, or a contribution made towards the accomplishment of organizational 

goals. Wage, dearness allowance, bonus and other allowance are examples of 

monetary compensation, while good accommodation, children education, 

transport facilities, subsidized ration of essential commodities, etc. come under 

non-monetary compensation. In short, wage paid to collar workers or salaries 

paid to white collar employee can be classified as compensation. 

A good compensation package is a good motivator. Hence, the primary 

responsibility of the HR manager is to ensure that the company's employees are 

well paid.  

 

2.6 IMPLICATIONS OF STAFF INCENTIVE TO ECONOMIC 

DEVELOPMENT 

 Greater productivity outcome from incentive plans will lead to lower consumer 

cost, increased purchasing power, and improved living standard of the 

employees. Incentives also encourage the employees to offer suggestions for 

improvement, discover different tools, methods, and equipment for more 

efficient operations to increase productivity and profitability. 

Employees on incentive plans will provide greater attention against interference 

or stoppage caused by faulty equipment, material shortage or lack of production 

standards and report conditions that lead to unhealthy industrial relations. 
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Effect on cost reduction- The design of incentive plans must allow for 

changing technologies and focus on all factors of production and not just labor 

alone. It should not ignore opportunities for cost reduction in areas such as 

efficient utilization of materials, supplies, and cycle time. 

 

 

 

 

 

 

2.7 IMPORTANCE OF GOOD EMPLOYEE BENEFIT PRACTICES 

According to Williams (2007), the following are the benefits of good employee 

benefit practices to an organization: 

• Improves productivity 

Good employee benefit practices improve productivity. Employee productivity 

is significantly affected by two factors: ability and attitude. Ability is simply 

whether or not the employee is able to perform the job. Ability is influenced by 

such things as training, education, innate aptitude, tools and work environments. 

Attitude on the hand refers to an individual’s willingness to perform the job. 

Attitude is influenced by a myriad of factors, such as level of motivation, job 

satisfaction, and commitment at work. Good employees relations practices help 

improve both ability and attitude of the employee. Through continuous 

monitoring of employee skill, attitude, and quality of work environment, the 

organization is able to initiate timely collective actions. The result is an 

improvement in employee productivity. 

• Implementation of organizational goals 

Good employee benefit plans ensure implementation of organizational 

strategies. Human resource management plays an important role in achieving 

organizational goals. Goals and strategies however well formulated will not be 

attained unless they are well executed. This means that employee should be 

committed to the achievement of these goals. Unless employees understand 

their roles and are rewarded for exhibiting desired behaviours, it is likely that 
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the organization will be able to generate grass root support for its plans. Good 

employee relations practices ensure that these goals and strategies are properly 

communicated to the employees and their commitment. 

• Reduction of employment cost 

Good employee benefit practices reduce costs. Good employee-relations 

practices signify concern and interest in the employees. When this becomes part 

of the overall organizational culture, significant cost saving reduces absenteeism 

and turnover can emerge. Good employee relations practices also give the firm a 

recruiting advantage as most job applications would like to work for an 

organization that treats them fairly and offers them a challenging job with 

potential job with career growth. 

• Achievement of human resource goals 

Good employee benefit practices help the personal goals of the human resource 

function. An important goal of human resource department today is to help 

employees achieve their personal goals. A keen interest in the employee’s work 

related and career goals not only bring benefits to the organization, but also help 

it to meet its social objectives. 

 

2.8 SUMMARY OF REVIEW 

Maintaining healthy employee relations in an organization is a pre-requisite for 

organizational success. One way of maintaining good and healthy employee 

relations in an organization is by attaching lucrative benefits to every job and 

task carried out by every employee in that organization. Employee benefits 

which are the various non-wage compensations provided to employees in 

addition to their normal wages or salaries cannot be over looked by the 

management of an organization, since the human resource of an organization is 

the most valued resource. This current era is highly competitive and 

organizations regardless of size, technology and market focus are facing 

employee retention challenges. To overcome these restraints a strong and 

positive relationship and bonding should be created and maintained between 

employees and their organizations. To enhance this strong and positive 

relationship, employees should be motivated to put in their best by providing 
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employees with certain lucrative employee benefits like performance bonuses, 

Christmas bonuses, study allowances, leave allowances etc. Human resource or 

employees of any organization are the most central part so they need to be 

influenced and persuaded towards tasks fulfilment. 

In-order to achieve organizational goals, organizations must design various 

strategies to make employees happy, and place various incentives for them to 

benefit from, thereby adding value to themselves and increasing organizational 

performance. If employees are not satisfied with their job or work place, they 

tend to put little efforts at work or move to other organizations with better job 

packages. This can cost an organization so much, especially if they are loosing a 

key and very competent staff to a competitor. 
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CHAPTER THREE 

METHODOLOGY 

3.1 INTRODUCTION 

This chapter involves methodology of the research. It shows or describes the 

various procedures, techniques and various methods adopted in collecting the 

data and analyzing the data collected. This methodology is presented in the 

following order; the study area, the study population, sampling technique, 

sampling plan, sample size, procedures and data collected method, primary data. 

 

3.2 Research design 

For the purpose of this study, the casual research design was used to give a 

more accurate and un-biased findings. Since the researcher went out to find out 

the effect of one variable on the other, it became necessary to discard other 

research designs, and go for casual which is the most accurate for this type of 

study. The researcher also selected the research design based on large variety of 

methods, techniques, procedures, and sampling plan. 

 

3.3 Research population 

The total population for the study is made up of the employees of First Bank, 

UBA, Zenith bank, Union, GTB bank and Unity bank – Lokoja, and its 

customers. The total population for the employees is Three hundred (300).  

 

3.4 Sample size and technique 

For the purpose of this research, census sampling technique was used to sample 

out respondents, therefore all 300 respondents were used for the study. This is 

due to the fact that the total population is fairly small. Since the population for 

the study was not large, and data could be collected from all the respondents, 

the researcher adopted the census sampling technique to successfully complete 

the study. All 300 respondents were used for this study. 

 

3.5 Instrument for data collection  
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3.5.1 Validity of instrument 

The instrument for the generation of these data was a close ended question 

which is rated as a major source of major data in a population or organizational 

study like this very research 

3.5.2 Reliability of instrument  

All questionnaires were vetted to be ok and reliable as the information 

embedded therein will help to generate adequate information on the benefits of 

employers working in banks within lokoja and how it helps in their work 

outputs. 

To fully assess the impact of employee benefit on employee performance, two 

data types was used. Thus;  

• Primary data 

• Secondary data 

During the research, primary data would be gathered from the questionnaires 

that were administered. The researcher also acquired primary data through 

direct interviews with the staff of Merchant Banks. Instruments that can be 

employed to retrieve information include interviews and questionnaires. 

However, questionnaires were used in this case. Questionnaires were chosen 

over interviews because respondents felt reluctant to disclose certain vital 

information which they deemed confidential. 

Questionnaires were therefore chosen because respondents felt much 

comfortable letting out information. Questions were of two forms. These were 

close ended questionnaires and open ended questionnaires. Close ended 

questionnaires were preferred because respondents would be limited with their 

responses. To add to that, close ended questionnaires provided respondents to 

the possible answers that they could give. However, open ended questions 

required respondents to provide their preferred answers. 

To help enhance the credibility of the research, secondary data was also used to 

gather data. During the research, the researcher acquired secondary data from 

the bank’s magazines, the internet, libraries, and the bank’s Employee 

Information Brochure. 
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3.6 METHOD OF DATA ANALYSIS 

The reason for this section of the research is to ensure that a complete and 

dependable statistical set of results are acquired to make decision.  The data 

collected by the researcher was quantified, expressed in numerical terms and 

then statistically analyzed. The outcomes will be represented numerically in 

simple forms like frequency tables, bar charts and pie chart format for ease 

interpretation.  The researcher used Statistical Package for the Social Science 

(SPSS) for it data analysis. Further explanations were given where necessary in 

order to bring out the meaning from the data collected. 

3.7 LIMITATION 

Some of the respondents were of good help, especially in the provision of 

information. However, the researcher did not have it smooth with some other 

respondents, especially with the provision of information which they deemed 

vital to them because respondents may end up giving information that may be 

misleading. 

 

 

 

 

 

 

CHAPTER FOUR 

PRESENTATION AND ANALYSIS 

 

4.1 INTRODUCTION 

This chapter present the data gathered by the researcher. The data presented 

here are those collected from the primary and secondary sources of data through 

the questionnaire prepared and administered by the researcher.  

 

4.2 PRESENTATION OF TABLES FOR FIRST BANK NIG PLC 

TABLE 1 
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Are knowledgeable with the various benefits employees gain from an 

organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

SOURCE: Field Survey, 2019 

 

Table 1 shows responses of respondents when asked if they knew and 

understood the various benefits employees can derive from an organization. All 

respondents indicated that they have knowledge of employee benefits. This 

clearly shows that the respondents are qualified for the study and they can 

clearly evaluate the effects of employee benefits on the productivity levels. 

 

 

 

 

Table 2 

Does your organization provide its staff with benefits and incentives? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 2 shows responses on whether the respondents used for the study are 

provided with benefits/incentives from their organization. All 25 respondents 
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representing 100% indicated ‘Yes’. This clearly shows that employees of First 

bank Plc is provided with employee benefits/incentives. 

Table 3 

 

If 'Yes' what benefits does your organization provide its staff 

with? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Performance 

Bonus 
6 24.0 24.0 24.0 

Paid Education 

Leave 
6 24.0 24.0 48.0 

Allowances 8 32.0 32.0 80.0 

Christmas bonus 4 16.0 16.0 96.0 

Car loan 1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019  

Table 3 highlights various employee benefit or incentives given to respondents 

used for the study. 6 respondents representing 24% indicated that they are 

given performance bonuses, another 6 respondents representing 24% also 

indicated that they are given paid education leaves, 8 respondents representing 

32% indicated that they being given allowances, 4 respondents representing 

16% indicated Christmas bonus, while the remaining 1 respondent representing 

4% indicated car loan as a benefit. 

 

Table 4 

Have you benefited from the above stated benefits 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 
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Table 3 

 

If 'Yes' what benefits does your organization provide its staff 

with? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Performance 

Bonus 
6 24.0 24.0 24.0 

Paid Education 

Leave 
6 24.0 24.0 48.0 

Allowances 8 32.0 32.0 80.0 

Christmas bonus 4 16.0 16.0 96.0 

Car loan 1 4.0 4.0 100.0 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 4 shows responses gotten on whether the respondents have benefited from 

the above stated incentives given by their organization. All respondents 

representing 100% indicated that they have benefited from the above stated 

employee benefits. 

This clearly shows that First Bank Nigeria PLC takes the welfare of its staff at 

heart. For all respondents to benefit indicates that employees are adequately 

motivated in the organization. 

Table 5 

Are the benefits given to every category of staff in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 
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Are the benefits given to every category of staff in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No 25 100.0 100.0 100.0 

Source: Field Survey 2019 

 

Table 5 shows categories of staff that receive incentives from the organization. 

All 25 respondents representing 100% indicated that benefits are not given to 

every staff in the organization. This implies that there is no uniformity in the 

distribution of incentives in the organization. This can lead to chaos and low 

performance by some fraction of employees who do not benefit directly from 

the organization. 

 

Table 6 

If 'No' which category of staff are exempted from these benefits? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Contract Staff 7 28.0 28.0 28.0 

Casual Workers 3 12.0 12.0 40.0 

IT Students and 

Corpers 
15 60.0 60.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

Table 6 indicates that 7 respondents representing 28% indicated that contract 

staff of the organization do not receive incentives from the organization. 3 

respondents representing 12% indicated that casual workers do not receive 

incentives while the remaining 15 respondents representing 60% indicated that 

IT students and corpers do not benefit from the company. 
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This clearly shows that there is no uniformity in the reward systems of First 

bank Plc. 

 

Table 7 

Can you rate the effectiveness of these benefits in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Excellent 3 12.0 12.0 12.0 

Very Good 3 12.0 12.0 24.0 

Good 1 4.0 4.0 28.0 

Average 17 68.0 68.0 96.0 

Poor 1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 7 highlights various ratings given to the benefit plans and policies of First 

bank Plc. 3 respondents representing 12% indicated that the plan is excellent, 3 

respondents representing 12% indicated very good, 1 respondent representing 

4% indicated ‘Good’, 17 respondents representing 68% indicated ‘Average’, 

while the remaining 1 respondent representing 4% indicated ‘Poor’. 

This clearly shows that the employee benefit plans/system of first bank is okay, 

as majority of the ratings fall between excellent and average, never the less 

more efforts are still needed to increase employee productivity. 

 

Table 8 

How frequently are these benefits/incentives given to staff? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Annually 7 28.0 28.0 28.0 
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Monthly 4 16.0 16.0 44.0 

Semi-Annually 3 12.0 12.0 56.0 

Every 2 years 11 44.0 44.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 8 indicates the frequency at which employee incentives are being given to 

staff of the organization. 7 respondents representing 28% indicated that they 

receive their incentives annually, 4 respondents representing 16% indicated 

‘Monthly’ 3 respondents representing 12% indicated ‘Semi-annually, 11 

respondents representing 44% indicated every 2 years. 

 

Table 9 

Who designs your employee benefit plans? 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Human Resource 

Manager 
25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 9 shows the personnel responsible for drafting employee benefit plans in 

First bank Nigeria Plc. All respondents representing 100% indicated that the 

human resource manager is responsible for drafting the employee benefit 

policies and procedures.  

 

 

Table 10 

Is there any written policy on employee benefit in your organization? 
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Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey 2019 

 

Table 10 shows responses of respondents concerning whether there is a written 

policy on employee benefit in their organization. All 25 respondents 

representing 100% indicated that there is an employee benefit policy in their 

organization. 

 

Table 11 

In your opinion are there challenges facing the design and implementation 

of these employee benefit policies? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

 

Table 11 depicts responses on whether there are challenges facing the design 

and implementation of employee benefit policies in the organization. All 25 

respondents representing 100% indicated that there are challenges facing their 

employee benefit policies. This clearly shows that the employees are not 

satisfied with the employee benefit policies of the organization. 

 

Table 12 

If 'Yes' what challenges face employee benefit policies in your 

organization? 
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Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid uniformity 

problem 
8 32.0 32.0 32.0 

delay in execution 11 44.0 44.0 76.0 

not enough 6 24.0 24.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

Table 12 shows various challenges identified by the respondents facing 

employee benefit plans in their organization. 8 respondents representing 32% 

indicated that uniformity problem is a challenges, 11 respondents representing 

44% indicated that delay in execution is a challenges, while the remaining 6 

respondents representing 24% indicated that the benefit packages provided for 

employees are not enough. This clearly shows that delay in paying employees 

their allowances and incentives is a major challenge in the organization. 

 

 

 

Table 13 

In your opinion do you think employee benefits have effect on employee 

productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey 2019 
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This table shows responses on whether employee benefit has effect on 

employee productivity. All respondents representing 100% indicated ‘yes’ 

employee benefit has effect on employee productivity.  

This clearly shows for fact that employee benefits have effect on employee 

productivity as majority of the respondents asserted to this. 

 

Table 14 

What impacts do these benefits have on employee productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Very High 
16 64.0 64.0 64.0 

High 9 36.0 36.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 14 shows the level of impact employee benefits have on employee 

productivity. 16 respondents representing 64% indicated that the impact is very 

high, 9 respondents representing 36% indicated ‘high’. This implies that the 

effect of employee benefit on employee productivity is very high as majority of 

the respondents asserted to this. 

 

Table 15 

Do these benefits affect the level of your performance? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 
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Source: Field Survey, 2019 

 

Table 15 shows responses gotten from respondents with regards to whether 

employee benefits affect level of performance of employees. All 25 respondents 

representing 100% agreed that employee benefits affect the level of 

performance of employees. 

 

 

 

 

 

 

 

 

 

Table 16 

If Yes how? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Brings about more 

efficiency in me 
5 20.0 20.0 20.0 

Makes me work 

harder 
3 12.0 12.0 32.0 

makes me more 

productive for the 

organization 

7 28.0 28.0 60.0 

i can do extra work 

for the company 
9 36.0 36.0 96.0 

Punctuality 1 4.0 4.0 100.0 

Total 25 100.0 100.0  



47 
 

 

Source: Field Survey, 2019 

 

Table 16 highlights various impacts employee benefits had had on the 

performance of the respondents. 5 respondents representing 20% indicated that 

employee benefits they enjoyed have brought about more efficiency in their 

jobs, 3 respondents representing 12% indicated that it has made them work 

harder, 7 respondents representing 28% indicated that employee benefits have 

made them more productive to the organization, 9 respondents representing 

36% indicated that it has made them put extra work for the organization, while 

the remaining 1 respondent representing 4% indicated that benefits derieved 

from the organization has made him/her punctual. 

Table 17 

If you receive high pay and employee benefits elsewhere will you leave 

your job? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 22 88.0 88.0 88.0 

No 3 12.0 12.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 17 shows responses gotten from respondents concerning whether they 

will leave their jobs if paid higher elsewhere. 22 respondents representing 88% 

indicated that they will leave their jobs if offered a better pay elsewhere, while 

the remaining 3 respondents representing 12% indicated otherwise. 

This clearly shows how powerful and important employee attaché importance to 

the benefits they derive from the jobs. 

 

Table 18 
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Will more pay make you work harder? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 24 96.0 96.0 96.0 

No 1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 18 shows that 24 respondents representing 96% agreed that more pay will 

make them work harder, while the remaining 1 respondent representing 4% 

indicated otherwise. 

 

Table 19 

Is it correct to say more financial benefits will make your task more 

efficient 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 24 96.0 96.0 96.0 

No 1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 19 tests the significance of employee benefit on job efficiency. 24 

respondents representing 96% indicated that more financial benefits will make 

them work efficiently, while 1 respondent representing 4% stated otherwise. 

This implies that employee benefits may be greatly linked to efficiency of 

employees since majority of the respondents think that with more financial 

rewards, their efficiency levels will increase. 
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Table 20 

 

Do you think bankers in your organization perform efficiently 

because of: 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Higher wages and 

salaries 
19 76.0 76.0 76.0 

Fringe benefits and 

allowances 
5 20.0 20.0 96.0 

Good employee-

employer 

relationship 

1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 20 highlights various motives for the respondents and their attitudes to the 

work. 19 respondents representing 76% think that higher wages and salaries are 

the main motives for efficiency in the organization, 5 respondents representing 

20% think fringe benefits and allowances are motives for efficiency, while 1 

respondent representing 4% thing good employee-employer relationship is the 

basis for efficiency in the organization. 

 

 

 

 

 

Table 21 
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In your opinion do employee benefit packages offered by an organization affect 

the productivity level of employees? 

VARIABLES 0 

STRONGLY AGREE 15 

AGREE 9 

UNDECIDED 1 

DISAGREE 0 

STRONGLY DISAGREE 0 

TOTAL 25 

Source: Field Survey Results. 

Table 21 clearly shows responses on whether employee benefit packages relates 

to employee productivity. 15 respondents strongly agreed, 9 respondents agreed, 

1 respondent was indecisive. 

This clearly shows that majority of the respondents strongly agree or agree that 

there is a relationship between employee benefit and employee productivity. 

 

TEST OF HYPOTHESIS 

Having given a careful analysis of the responses, the hypothesis earlier 

formulated in chapter one of this study are approached by the use of chi-square 

at 0.05 (5%) level of significance. 

1. H0: There is no significant relationship between employee benefit 

packages and employee productivity. 

H1: There is significant relationship between employee benefit 

packages and employee productivity. 

QUESTION 21: In your opinion do employee benefit packages offered by an 

organization affect the productivity level of employees? 

VARIABLES 0 E 0-E (0-E)2 (0-E2)/E 

STRONGLY AGREE 15 5 10 100 20 
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AGREE 9 5 4 16 3.2 

UNDECIDED 1 5 -4 16 3.2 

DISAGREE 0 5 -5 25 5 

STRONGLY DISAGREE 0 5 -5 25 5 

TOTAL 25    36.4 

From the value, X2C= 36.4, X2T at 0.05 with df=4 is 9.49 

 

DECISION 

Since the test statistics X2C=36.4. is greater than the actual value X2T = 

9.49, the null hypothesis (H0) is rejected and the alternative hypothesis (H1) is 

accepted which states that there is significant relationship between employee 

benefit packages and employee productivity. 

 

 

 

 

 

 

 

 

 

 

 

 

5.1 PRESENTATION OF TABLES FOR ZENITH BANK PLC    

TABLE 1 

Are knowledgeable with the various benefits employees gain from an 

organization? 
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Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

SOURCE: Field Survey, 2019 

 

Table 1 shows responses of respondents when asked if they knew and 

understood the various benefits employees can derive from an organization. All 

respondents indicated that they have knowledge of employee benefits. This 

clearly shows that the respondents are qualified for the study and they can 

clearly evaluate the effects of employee benefits on the productivity levels. 

 

Table 2 

Does your organization provide its staff with benefits and incentives? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 2 shows responses on whether the respondents used for the study are 

provided with benefits/incentives from their organization. All 25 respondents 

representing 100% indicated ‘Yes’. This clearly shows that employees of First 

bank Plc is provided with employee benefits/incentives. 

 

Table 3 

 

If 'Yes' what benefits does your organization provide its staff 

with? 
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  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Performance 

Bonus 
5 20.0 20.0 20.0 

Paid Education 

Leave 
4 16.0 16.0 36.0 

Allowances 8 32.0 32.0 68.0 

Christmas bonus 6 24.0 24.0 92.0 

Car loan 2 8.0 8.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 3 highlights various employee benefit or incentives given to respondents 

used for the study. 8 respondents representing 32% indicated that they being 

given allowances, while the remaining 2 respondent representing 8% indicated 

car loan as a benefit. 

 

Table 4 

Have you benefited from the above stated benefits 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 4 shows responses gotten on whether the respondents have benefited from 

the above stated incentives given by their organization. All respondents 
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representing 100% indicated that they have benefited from the above stated 

employee benefits. 

This clearly shows that First Bank Nigeria PLC takes the welfare of its staff at 

heart. For all respondents to benefit indicates that employees are adequately 

motivated in the organization. 

 

Table 5 

Are the benefits given to every category of staff in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No 25 100.0 100.0 100.0 

Source: Field Survey 2019 

 

Table 5 shows categories of staff that receive incentives from the organization. 

All 25 respondents representing 100% indicated that benefits are not given to 

every staff in the organization. This implies that there is no uniformity in the 

distribution of incentives in the organization. This can lead to chaos and low 

performance by some fraction of employees who do not benefit directly from 

the organization. 

 

Table 6 

If 'No' which category of staff are exempted from these benefits? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Permanent and 

Contract Staff 
10 40.0 40.0 40.0 

Casual Workers 6 24.0 24.0 64.0 
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IT Students and 

Corpers 
8 32.0 32.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 6 indicates that 10 respondents representing 40% indicated that valid 

permanent and contract staff of the organization do not receive incentives from 

the organization. 6 respondents representing 24% indicated that casual workers 

do not receive incentives. This clearly shows that there is no uniformity in the 

reward systems of First bank Plc.. 

 

 

 

Table 7 

Can you rate the effectiveness of these benefits in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Excellent 4 16.0 16.0 16.0 

Very Good 3 12.0 12.0 28.0 

Good 1 4.0 4.0 32.0 

Average 15 60.0 60.0 92.0 

Poor 2 8.0 8.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 7 highlights various ratings given to the benefit plans and policies of First 

bank Plc. 15 respondents representing 60% indicated ‘Average’, while the 

remaining 2 respondent representing 8% indicated ‘Poor’. 
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This clearly shows that the employee benefit plans/system of first bank is okay, 

as majority of the ratings fall between excellent and average, never the less 

more efforts are still needed to increase employee productivity. 

 

 

 

 

 

 

 

 

Table 8 

How frequently are these benefits/incentives given to staff? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Annually 6 24.0 24.0 24.0 

Monthly 5 20.0 20.0 44.0 

Semi-Annually 3 12.0 12.0 56.0 

Every 2 years 11 44.0 44.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 8 indicates the frequency at which employee incentives are being given to 

staff of the organization. 3 respondents representing 12% indicated ‘Semi-

annually, 11 respondents representing 44% indicated every 2 years. 

 

Table 9 

Who designs your employee benefit plans? 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 
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Who designs your employee benefit plans? 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Human Resource 

Manager 
25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 9 shows the personnel responsible for drafting employee benefit plans in 

First bank Nigeria Plc. All respondents representing 100% indicated that the 

human resource manager is responsible for drafting the employee benefit 

policies and procedures.  

 

Table 10 

Is there any written policy on employee benefit in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey 2019 

 

Table 10 shows responses of respondents concerning whether there is a written 

policy on employee benefit in their organization. All 25 respondents 

representing 100% indicated that there is an employee benefit policy in their 

organization. 

 

Table 11 

In your opinion are there challenges facing the design and implementation 

of these employee benefit policies? 
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Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

 

Table 11 depicts responses on whether there are challenges facing the design 

and implementation of employee benefit policies in the organization. All 25 

respondents representing 100% indicated that there are challenges facing their 

employee benefit policies. This clearly shows that the employees are not 

satisfied with the employee benefit policies of the organization. 

 

Table 12 

If 'Yes' what challenges face employee benefit policies in your 

organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid uniformity 

problem 
8 32.0 32.0 32.0 

delay in execution 14 56.0 56.0 88.0 

not enough 3 12.0 12.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

Table 12 shows various challenges identified by the respondents facing 

employee benefit plans in their organization. 14 respondents representing 56% 

indicated that delay in execution is a challenges, while the remaining 12 

respondents representing 24% indicated that the benefit packages provided for 

employees are not enough. This clearly shows that delay in paying employees 

their allowances and incentives is a major challenge in the organization. 
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Table 13 

In your opinion do you think employee benefits have effect on employee 

productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey 2019 

 

This table shows responses on whether employee benefit has effect on 

employee productivity. All respondents representing 100% indicated ‘yes’ 

employee benefit has effect on employee productivity.  

This clearly shows for fact that employee benefits have effect on employee 

productivity as majority of the respondents asserted to this. 

 

Table 14 

What impacts do these benefits have on employee productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Very High 
18 72.0 72.0 72.0 

High 7 28.0 28.0 100.0 

Total 25 100.0 100.0  
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Source: Field Survey, 2019 

Table 14 shows the level of impact employee benefits have on employee 

productivity. 18 respondents representing 72% indicated that the impact is very 

high, 7 respondents representing 28% indicated ‘high’. This implies that the 

effect of employee benefit on employee productivity is very high as majority of 

the respondents asserted to this. 

 

Table 15 

Do these benefits affect the level of your performance? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 15 shows responses gotten from respondents with regards to whether 

employee benefits affect level of performance of employees. All 25 respondents 

representing 100% agreed that employee benefits affect the level of 

performance of employees. 

 

 

 

 

 

 

 

 

 

 

Table 16 
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If Yes how? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Brings about more 

efficiency in me 
7 28.0 28.0 28.0 

Makes me work 

harder 
1 4.0 4.0 32.0 

makes me more 

productive for the 

organization 

6 24.0 24.0 56.0 

i can do extra work 

for the company 
6 24.0 24.0 80.0 

Punctuality 5 20.0 20.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 16 highlights various impacts employee benefits had had on the 

performance of the respondents. 7 respondents representing 28% indicated that 

employee benefits they enjoyed have brought about more efficiency in their 

jobs, 1 respondents representing 4% indicated that it has made them work 

harder. 

 

 

 

 

 

Table 17 

If you receive high pay and employee benefits elsewhere will you leave 

your job? 
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Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 20 80.0 80.0 80.0 

No 5 20.0 20.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 17 shows responses gotten from respondents concerning whether they 

will leave their jobs if paid higher elsewhere. 20 respondents representing 80% 

indicated that they will leave their jobs if offered a better pay elsewhere, while 

the remaining 5 respondents representing 20% indicated otherwise. 

 

Table 18 

Will more pay make you work harder? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 21 84.0 84.0 84.0 

No 4 16.0 16.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 18 shows that 21 respondents representing 84% agreed that more pay will 

make them work harder, while the remaining 4 respondent representing 16% 

indicated otherwise. 

 

Table 19 

Is it correct to say more financial benefits will make your task more 

efficient 



63 
 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 24 96.0 96.0 96.0 

No 1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 19 tests the significance of employee benefit on job efficiency. 24 

respondents representing 96% indicated that more financial benefits will make 

them work efficiently, while 1 respondent representing 4% stated otherwise. 

This implies that employee benefits may be greatly linked to efficiency of 

employees since majority of the respondents think that with more financial 

rewards, their efficiency levels will increase. 

 

 

 

 

Table 20 

 

Do you think bankers in your organization perform efficiently 

because of: 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Higher wages and 

salaries 
15 60.0 60.0 60.0 

Fringe benefits and 

allowances 
6 24.0 24.0 84.0 

Good employee-

employer 

relationship 

4 16.0 16.0 100.0 
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Table 20 

 

Do you think bankers in your organization perform efficiently 

because of: 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Higher wages and 

salaries 
15 60.0 60.0 60.0 

Fringe benefits and 

allowances 
6 24.0 24.0 84.0 

Good employee-

employer 

relationship 

4 16.0 16.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 20 highlights various motives for the respondents and their attitudes to the 

work. 15 respondents representing 60% think that higher wages and salaries are 

the main motives for efficiency in the organization, while 4 respondent 

representing 16% thing good employee-employer relationship is the basis for 

efficiency in the organization. 

 

 

 

 

Table 21 

In your opinion do employee benefit packages offered by an organization affect 

the productivity level of employees? 
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VARIABLES 0 

STRONGLY AGREE 18 

AGREE 6 

UNDECIDED 1 

DISAGREE 0 

STRONGLY DISAGREE 0 

TOTAL 25 

Source: Field Survey Results. 

Table 21 clearly shows responses on whether employee benefit packages relates 

to employee productivity. 18 respondents strongly agreed, 6 respondents agreed, 

1 respondent was indecisive. 

This clearly shows that majority of the respondents strongly agree or agree that 

there is a relationship between employee benefit and employee productivity. 

 

TEST OF HYPOTHESIS 

Having given a careful analysis of the responses, the hypothesis earlier 

formulated in chapter one of this study are approached by the use of chi-square 

at 0.05 (5%) level of significance. 

1. H0: There is no significant relationship between employee benefit 

packages and employee productivity. 

H1: There is significant relationship between employee benefit 

packages and employee productivity. 

QUESTION 21: In your opinion do employee benefit packages offered by an 

organization affect the productivity level of employees? 

VARIABLES 0 E 0-E (0-E)2 (0-E2)/E 

STRONGLY AGREE 18 5 13 169 33.8 

AGREE 6 5 1 1 0.2 

UNDECIDED 1 5 -4 16 3.2 
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DISAGREE 0 5 -5 25 5 

STRONGLY DISAGREE 0 5 -5 25 5 

TOTAL 25    47.2 

From the value, X2C= 47.2, X2T at 0.05 with df=4 is 11.43 

 

DECISION 

Since the test statistics X2C=36.4. is greater than the actual value X2T = 

9.49, the null hypothesis (H0) is rejected and the alternative hypothesis (H1) is 

accepted which states that there is significant relationship between employee 

benefit packages and employee productivity. 

 

 

 

 

 

 

 

 

 

 

 

 

6.1 PRESENTATION OF TABLE FOR UBA 

TABLE 1 

Are knowledgeable with the various benefits employees gain from an 

organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 
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SOURCE: Field Survey, 2019 

Table 1 shows responses of respondents when asked if they knew and 

understood the various benefits employees can derive from an organization. All 

respondents indicated that they have knowledge of employee benefits. This 

clearly shows that the respondents are qualified for the study and they can 

clearly evaluate the effects of employee benefits on the productivity levels. 

 

Table 2 

Does your organization provide its staff with benefits and incentives? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 2 shows responses on whether the respondents used for the study are 

provided with benefits/incentives from their organization. All 25 respondents 

representing 100% indicated ‘Yes’. This clearly shows that employees of UBA 

Plc is provided with employee benefits/incentives. 

 

Table 3 

 

If 'Yes' what benefits does your organization provide its staff 

with? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Performance 

Bonus 
7 28.0 28.0 28.0 
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Paid Education 

Leave 
5 20.0 20.0 48.0 

Allowances 6 24.0 24.0 72.0 

Christmas bonus 4 16.0 16.0 88.0 

Car loan 3 12.0 12.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 3 highlights various employee benefit or incentives given to respondents 

used for the study. 7 respondents representing 28% indicated that they are given 

performance bonuses, another 5 respondents representing 20% also indicated 

that they are given paid education leaves, 6 respondents representing 24% 

indicated that they being given allowances, 4 respondents representing 16% 

indicated Christmas bonus, while the remaining 3 respondent representing 12% 

indicated car loan as a benefit. 

Table 4 

Have you benefited from the above stated benefits 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 21 84.0 84.0 84.0 

Source: Field Survey, 2019 

 

Table 4 shows responses gotten on whether the respondents have benefited from 

the above stated incentives given by their organization. 21 respondents 

representing 84% indicated that they have benefited from the above stated 

employee benefits. 
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This clearly shows that UBA Nigeria PLC takes the welfare of its staff at heart. 

For all respondents to benefit indicates that employees are adequately motivated 

in the organization. 

 

Table 5 

Are the benefits given to every category of staff in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No 20 80.0 80.0 80.0 

Source: Field Survey 2019 

 

Table 5 shows categories of staff that receive incentives from the organization. 

20 respondents representing 80% indicated that benefits are not given to every 

staff in the organization. This implies that there is no uniformity in the 

distribution of incentives in the organization. This can lead to chaos and low 

performance by some fraction of employees who do not benefit directly from 

the organization. 

 

Table 6 

If 'No' which category of staff are exempted from these benefits? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Contract Staff 5 20.0 20.0 20.0 

Casual Workers 7 28.0 28.0 48.0 

IT Students and 

Corpers 
13 52.0 52.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 
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Table 6 indicates that 5 respondents representing 20% indicated that contract 

staff of the organization do not receive incentives from the organization. 7 

respondents representing 28% indicated that casual workers do not receive 

incentives while the remaining 13 respondents representing 52% indicated that 

IT students and corpers do not benefit from the company. 

This clearly shows that there is no uniformity in the reward systems of UBA 

Plc. 

 

 

Table 7 

Can you rate the effectiveness of these benefits in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Excellent 2 8.0 8.0 8.0 

Very Good 4 16.0 16.0 24.0 

Good 5 20.0 20.0 44.0 

Average 14 56.0 56.0 100.0 

Poor 0 0 0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 7 highlights various ratings given to the benefit plans and policies of 

UBA Plc. 2 respondents representing 8% indicated that the plan is excellent, 4 

respondents representing 16% indicated very good, 5 respondent representing 

20% indicated ‘Good’, 14 respondents representing 56% indicated ‘Average’, 

while no respondent representing 0% indicated ‘Poor’. 

This clearly shows that the employee benefit plans/system of UBA is okay, as 

majority of the ratings fall between excellent and average, never the less more 

efforts are still needed to increase employee productivity. 
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Table 8 

How frequently are these benefits/incentives given to staff? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Annually 8 32.0 32.0 32.0 

Monthly 5 20.0 20.0 52.0 

Semi-Annually 3 12.0 12.0 64.0 

Every 2 years 9 36.0 36.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 8 indicates the frequency at which employee incentives are being given to 

staff of the organization. 8 respondents representing 32% indicated that they 

receive their incentives annually, 5 respondents representing 20% indicated 

‘Monthly’ 3 respondents representing 12% indicated ‘Semi-annually, 9 

respondents representing 36% indicated every 2 years. 

 

Table 9 

Who designs your employee benefit plans? 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Human Resource 

Manager 
19 76.0 76.0 76.0 

Source: Field Survey, 2019 
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Table 9 shows the personnel responsible for drafting employee benefit plans in 

UBA Plc. 19 respondents representing 76% indicated that the human resource 

manager is responsible for drafting the employee benefit policies and 

procedures.  

 

Table 10 

Is there any written policy on employee benefit in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 20 80.0 80.0 80.0 

Source: Field Survey 2019 

 

Table 10 shows responses of respondents concerning whether there is a written 

policy on employee benefit in their organization. 20 respondents representing 

80% indicated that there is an employee benefit policy in their organization. 

Table 11 

In your opinion are there challenges facing the design and implementation 

of these employee benefit policies? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 22 88.0 88.0 88.0 

 

Table 11 depicts responses on whether there are challenges facing the design 

and implementation of employee benefit policies in the organization. 22 

respondents representing 88% indicated that there are challenges facing their 
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employee benefit policies. This clearly shows that the employees are not 

satisfied with the employee benefit policies of the organization. 

 

Table 12 

If 'Yes' what challenges face employee benefit policies in your 

organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid uniformity 

problem 
7 31.82 31.82 31.82 

delay in execution 10 45.45 45.45 77.27 

not enough 5 22.73 22.73 100.0 

Total 22 100.0 100.0  

Source: Field Survey, 2019 

 

Table 12 shows various challenges identified by the respondents facing 

employee benefit plans in their organization. 7 respondents representing 31.82% 

indicated that uniformity problem is a challenges, 10 respondents representing 

45.45% indicated that delay in execution is a challenges, while the remaining 5 

respondents representing 22.73% indicated that the benefit packages provided 

for employees are not enough. This clearly shows that delay in paying 

employees their allowances and incentives is a major challenge in the 

organization. 

 

 

 

 

Table 13 
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In your opinion do you think employee benefits have effect on employee 

productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 20 80.0 80.0 80.0 

Source: Field Survey 2019 

 

This table shows responses on whether employee benefit has effect on 

employee productivity. 20 respondents representing 80% indicated ‘yes’ 

employee benefit has effect on employee productivity.  

This clearly shows for fact that employee benefits have effect on employee 

productivity as majority of the respondents asserted to this. 

 

Table 14 

What impacts do these benefits have on employee productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Very High 
18 72.0 72.0 72.0 

High 7 28.0 28.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 14 shows the level of impact employee benefits have on employee 

productivity. 18 respondents representing 72% indicated that the impact is very 

high, 7 respondents representing 28% indicated ‘high’. This implies that the 
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effect of employee benefit on employee productivity is very high as majority of 

the respondents asserted to this. 

 

Table 15 

Do these benefits affect the level of your performance? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 20 80.0 80.0 80.0 

Source: Field Survey, 2019 

 

Table 15 shows responses gotten from respondents with regards to whether 

employee benefits affect level of performance of employees. 20 respondents 

representing 80% agreed that employee benefits affect the level of performance 

of employees. 

 

 

 

 

 

 

 

 

 

Table 16 

If Yes how? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Brings about more 

efficiency in me 
4 20.0 20.0 20.0 
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Makes me work 

harder 
4 20.0             20.0 40.0 

makes me more 

productive for the 

organization 

5 25.0 25.0 65.0 

i can do extra work 

for the company 
6 30.0 30.0 95.0 

Punctuality 1 5.0 5.0 100.0 

Total 20 100.0 100.0  

Source: Field Survey, 2019 

 

Table 16 highlights various impacts employee benefits had had on the 

performance of the respondents. 4 respondents representing 20% indicated that 

employee benefits they enjoyed have brought about more efficiency in their 

jobs, 4 respondents representing 20% indicated that it has made them work 

harder, 5 respondents representing 25% indicated that employee benefits have 

made them more productive to the organization, 6 respondents representing 

30% indicated that it has made them put extra work for the organization, while 

the remaining 1 respondent representing 5% indicated that benefits derived from 

the organization has made him/her punctual. 

 

Table 17 

If you receive high pay and employee benefits elsewhere will you leave 

your job? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 21 84.0 84.0 84.0 

No 4 16.0 16.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 
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Table 17 shows responses gotten from respondents concerning whether they 

will leave their jobs if paid higher elsewhere. 21 respondents representing 84% 

indicated that they will leave their jobs if offered a better pay elsewhere, while 

the remaining 4 respondents representing 16% indicated otherwise. 

This clearly shows how powerful and important employee attaché importance to 

the benefits they derive from the jobs. 

 

Table 18 

Will more pay make you work harder? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 23 92.0 92.0 92.0 

No 2 8.0 8.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 18 shows that 23 respondents representing 92% agreed that more pay will 

make them work harder, while the remaining 2 respondent representing 8% 

indicated otherwise. 

 

Table 19 

Is it correct to say more financial benefits will make your task more 

efficient 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 24 96.0 96.0 96.0 

No 1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 
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Table 19 tests the significance of employee benefit on job efficiency. 24 

respondents representing 96% indicated that more financial benefits will make 

them work efficiently, while 1 respondent representing 4% stated otherwise. 

This implies that employee benefits may be greatly linked to efficiency of 

employees since majority of the respondents think that with more financial 

rewards, their efficiency levels will increase. 

 

 

 

 

Table 20 

 

Do you think bankers in your organization perform efficiently 

because of: 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Higher wages and 

salaries 
16 64.0 64.0 64.0 

Fringe benefits and 

allowances 
7 28.0 28.0 92.0 

Good employee-

employer 

relationship 

2 8.0 8.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 20 highlights various motives for the respondents and their attitudes to the 

work. 16 respondents representing 64% think that higher wages and salaries are 

the main motives for efficiency in the organization, 7 respondents representing 

28% think fringe benefits and allowances are motives for efficiency, while 2 
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respondent representing 8% thing good employee-employer relationships is the 

basis for efficiency in the organization. 

 

 

 

 

Table 21 

In your opinion do employee benefit packages offered by an organization affect 

the productivity level of employees? 

VARIABLES frequency 

STRONGLY AGREE 12 

AGREE 8 

UNDECIDED 3 

DISAGREE 2 

STRONGLY 

DISAGREE 

0 

TOTAL 25 

Source: Field Survey Results. 

Table 21 clearly shows responses on whether employee benefit packages relates 

to employee productivity. 12 respondents strongly agreed, 8 respondents agreed, 

3 respondents were indecisive, 2 respondents disagree and no respondent 

strongly disagree. 

This clearly shows that majority of the respondents strongly agree or agree that 

there is a relationship between employee benefit and employee productivity. 

 

TEST OF HYPOTHESIS 

Having given a careful analysis of the responses, the hypothesis earlier 

formulated in chapter one of this study are approached by the use of chi-square 

at 0.05 (5%) level of significance. 
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1. H0: There is no significant relationship between employee benefit 

packages and employee productivity. 

H1: There is significant relationship between employee benefit 

packages and employee productivity. 

 

QUESTION 21: In your opinion do employee benefit packages offered by an 

organization affect the productivity level of employees? 

VARIABLES 0 E 0-E (0-E)2 (0-E2)/E 

STRONGLY AGREE 15 5 10 100 20 

AGREE 5 5 0 9 1.8 

UNDECIDED 3 5 -2 4 0.8 

DISAGREE 2 5 -3 9 1.8 

STRONGLY DISAGREE 0 5 -5 25 5 

TOTAL 25    29.4 

From the value, X2C= 29.4, X2T at 0.05 with df = 4 is 10.24 

 

DECISION 

Since the test statistics X2C=29.4. is greater than the actual value X2T = 10.24, 

the null hypothesis (H0) is rejected and the alternative hypothesis (H1) is 

accepted which states that there is significant relationship between employee 

benefit packages and employee productivity. 

 

 

 

 

 

 

 

 

7.1 PRESENTATION OF TABLES FOR UNION BANK 

TABLE 1 
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Are knowledgeable with the various benefits employees gain from an 

organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

SOURCE: Field Survey, 2019 

 

Table 1 shows responses of respondents when asked if they knew and 

understood the various benefits employees can derive from an organization. All 

respondents indicated that they have knowledge of employee benefits. This 

clearly shows that the respondents are qualified for the study and they can 

clearly evaluate the effects of employee benefits on the productivity levels. 

 

Table 2 

Does your organization provide its staff with benefits and incentives? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 2 shows responses on whether the respondents used for the study are 

provided with benefits/incentives from their organization. All 25 respondents 

representing 100% indicated ‘Yes’. This clearly shows that employees of Union 

bank Plc is provided with employee benefits/incentives. 
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Table 3 

 

If 'Yes' what benefits does your organization provide its staff with? 

  Frequenc

y Percent 

Valid 

Percent Cumulative Percent 

Valid Performance 

Bonus 
7 28.0 28.0 28.0 

Paid Education 

Leave 
6 24.0 24.0 52.0 

Allowances 3 12.0 12.0 64.0 

Christmas bonus 7 28.0 28.0 92.0 

Car loan 2 8.0 8.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 3 highlights various employee benefit or incentives given to respondents 

used for the study. 7 respondents representing 28% indicated that they are given 

performance bonuses, another 6 respondents representing 24% also indicated 

that they are given paid education leaves, 3 respondents representing 12% 

indicated that they being given allowances, 7 respondents representing 28% 

indicated Christmas bonus, while the remaining 2 respondent representing 8% 

indicated car loan as a benefit. 

Table 4 

Have you benefited from the above stated benefits 
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Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 4 shows responses gotten on whether the respondents have benefited from 

the above stated incentives given by their organization. All respondents 

representing 100% indicated that they have benefited from the above stated 

employee benefits. 

This clearly shows that Unity Bank takes the welfare of its staff at heart. For all 

respondents to benefit indicates that employees are adequately motivated in the 

organization. 

 

Table 5 

Are the benefits given to every category of staff in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No 25 100.0 100.0 100.0 

Source: Field Survey 2019 

 

Table 5 shows categories of staff that receive incentives from the organization. 

All 25 respondents representing 100% indicated that benefits are not given to 

every staff in the organization. This implies that there is no uniformity in the 

distribution of incentives in the organization. This can lead to chaos and low 

performance by some fraction of employees who do not benefit directly from 

the organization. 

 

Table 6 
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If 'No' which category of staff are exempted from these benefits? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Contract Staff 9 36.0 36.0 36.0 

Casual Workers 5 20.0 20.0 56.0 

IT Students and 

Corpers 
11 44.0 44.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 6 indicates that 9 respondents representing 36% indicated that contract 

staff of the organization do not receive incentives from the organization. 5 

respondents representing 20% indicated that casual workers do not receive 

incentives while the remaining 11 respondents representing 44% indicated that 

IT students and corpers do not benefit from the company. 

This clearly shows that there is no uniformity in the reward systems of Union 

bank Plc. 

Table 7 

Can you rate the effectiveness of these benefits in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Excellent 3 12.0 12.0 12.0 

Very Good 2 8.0 8.0 20.0 

Good 6 24.0 24.0                    44.0 

Average 13 52.0 52.0 96.0 

Poor 1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 
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Table 7 highlights various ratings given to the benefit plans and policies of 

Unity bank. 3 respondents representing 12% indicated that the plan is excellent, 

2respondents representing 8% indicated very good, 6 respondent representing 

24% indicated ‘Good’, 13 respondents representing 52% indicated ‘Average’, 

while the remaining 1 respondent representing 4% indicated ‘Poor’. 

This clearly shows that the employee benefit plans/system of Unity bank is 

okay, as majority of the ratings fall between excellent and average, never the 

less more efforts are still needed to increase employee productivity. 

 

 

 

 

 

 

Table 8 

How frequently are these benefits/incentives given to staff? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Annually 7 28.0 28.0 28.0 

Monthly 4 16.0 16.0 44.0 

Semi-Annually 5 20.0 20.0 60.0 

Every 2 years 9 36.0 36.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 8 indicates the frequency at which employee incentives are being given to 

staff of the organization. 7 respondents representing 28% indicated that they 

receive their incentives annually, 4 respondents representing 16% indicated 

‘Monthly’ 5 respondents representing 20% indicated ‘Semi-annually, 9 

respondents representing 36% indicated every 2 years. 
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Table 9 

Who designs your employee benefit plans? 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Human Resource 

Manager 
25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 9 shows the personnel responsible for drafting employee benefit plans in 

Union bank Plc. All respondents representing 100% indicated that the human 

resource manager is responsible for drafting the employee benefit policies and 

procedures.  

 

Table 10 

Is there any written policy on employee benefit in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey 2019 

 

Table 10 shows responses of respondents concerning whether there is a written 

policy on employee benefit in their organization. All 25 respondents 

representing 100% indicated that there is an employee benefit policy in their 

organization. 

 

Table 11 
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In your opinion are there challenges facing the design and implementation 

of these employee benefit policies? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 11 depicts responses on whether there are challenges facing the design 

and implementation of employee benefit policies in the organization. All 25 

respondents representing 100% indicated that there are challenges facing their 

employee benefit policies. This clearly shows that the employees are not 

satisfied with the employee benefit policies of the organization. 

 

Table 12 

If 'Yes' what challenges face employee benefit policies in your 

organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid uniformity 

problem 
5 20.0 20.0 20.0 

delay in execution 11 44.0 44.0 64.0 

not enough 9 36.0 36.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

Table 12 shows various challenges identified by the respondents facing 

employee benefit plans in their organization. 5 respondents representing 20% 

indicated that uniformity problem is a challenges, 11 respondents representing 

44% indicated that delay in execution is a challenges, while the remaining 9 
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respondents representing 36% indicated that the benefit packages provided for 

employees are not enough. This clearly shows that delay in paying employees 

their allowances and incentives is a major challenge in the organization. 

 

 

 

Table 13 

In your opinion do you think employee benefits have effect on employee 

productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 

 

No 

20 

 

5 

80.0 

 

20.0 

80.0 

 

20.0 

80.0 

 

100.0 

Source: Field Survey 2019 

 

This table shows responses on whether employee benefit has effect on 

employee productivity. 20 respondents representing 80% indicated ‘yes’ 

employee benefit has effect on employee productivity and 5 respondents 

representing 20% indicated “no” employee benefit has effect on employee 

productivity. 

This clearly shows for fact that employee benefits have effect on employee 

productivity as majority of the respondents asserted to this. 
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Table 14 

What impacts do these benefits have on employee productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Very High 
15 75.0 75.0 75.0 

High 5 25.0 25.0 100.0 

Total 20 100.0 100.0  

Source: Field Survey, 2019 

 

Table 14 shows the level of impact employee benefits have on employee 

productivity. 15 respondents representing 75% indicated that the impact is very 

high, 5 respondents representing 25% indicated ‘high’. This implies that the 

effect of employee benefit on employee productivity is very high as majority of 

the respondents asserted to this. 

 

Table 15 

Do these benefits affect the level of your performance? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 
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Table 15 shows responses gotten from respondents with regards to whether 

employee benefits affect level of performance of employees. All 25 respondents 

representing 100% agreed that employee benefits affect the level of 

performance of employees. 

 

Table 16 

If Yes how? 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Brings about more 

efficiency in me 
3 12.0 12.0 12.0 

Makes me work 

harder 
5 20.0 20.0 32.0 

makes me more 

productive for the 

organization 

6 24.0 24.0 56.0 

i can do extra work 

for the company 
9 36.0 36.0 92.0 

Punctuality 2 8.0 8.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 16 highlights various impacts employee benefits had had on the 

performance of the respondents. 4 respondents representing 16% indicated that 

employee benefits they enjoyed have brought about more efficiency in their 

jobs, 4 respondents representing 16% indicated that it has made them work 

harder, 6 respondents representing 24% indicated that employee benefits have 

made them more productive to the organization, 8 respondents representing 

32% indicated that it has made them put extra work for the organization, while 
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the remaining 3 respondent representing 12% indicated that benefits derived 

from the organization has made him/her punctual. 

 

Table 17 

If you receive high pay and employee benefits elsewhere will you leave 

your job? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 21 84.0 84.0 84.0 

No 4 16.0 16.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 17 shows responses gotten from respondents concerning whether they 

will leave their jobs if paid higher elsewhere. 21 respondents representing 84% 

indicated that they will leave their jobs if offered a better pay elsewhere, while 

the remaining 4 respondents representing 16% indicated otherwise. 

This clearly shows how powerful and important employee attaché importance to 

the benefits they derive from the jobs. 

 

 

 

 

 

 

Table 18 

Will more pay make you work harder? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 
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Valid Yes 20 80.0 80.0 80.0 

No 5 20.0 20.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 18 shows that 20 respondents representing 80% agreed that more pay will 

make them work harder, while the remaining 5 respondent representing 20% 

indicated otherwise. 

 

Table 19 

Is it correct to say more financial benefits will make your task more 

efficient 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 24 96.0 96.0 96.0 

No 1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 19 tests the significance of employee benefit on job efficiency. 23 

respondents representing 92% indicated that more financial benefits will make 

them work efficiently, while 2 respondent representing 8% stated otherwise. 

This implies that employee benefits may be greatly linked to efficiency of 

employees since majority of the respondents think that with more financial 

rewards, their efficiency levels will increase. 

 

Table 20 

 

Do you think bankers in your organization perform efficiently because 

of: 
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Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Higher wages and 

salaries 
15 60.0 60.0 60.0 

Fringe benefits and 

allowances 
6 24.0 24.0 84.0 

Good employee-

employer 

relationship 

4 16.0 16.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 20 highlights various motives for the respondents and their attitudes to the 

work. 15 respondents representing 60% think that higher wages and salaries are 

the main motives for efficiency in the organization, 6 respondents representing 

24% think fringe benefits and allowances are motives for efficiency, while 4 

respondent representing 16% thing good employee-employer relationship is the 

basis for efficiency in the organization. 

 

Table 21 

In your opinion do employee benefit packages offered by an organization 

affect the productivity level of employees? 

VARIABLES 0 

STRONGLY AGREE 13 

AGREE 9 

UNDECIDED 3 

DISAGREE 0 

STRONGLY 

DISAGREE 

0 
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TOTAL 25 

Source: Field Survey Results. 

Table 21 clearly shows responses on whether employee benefit packages relates 

to employee productivity. 13 respondents strongly agreed, 9 respondents agreed, 

3respondent was indecisive. 

This clearly shows that majority of the respondents strongly agree or agree that 

there is a relationship between employee benefit and employee productivity. 

 

TEST OF HYPOTHESIS 

Having given a careful analysis of the responses, the hypothesis earlier 

formulated in chapter one of this study are approached by the use of chi-square 

at 0.05 (5%) level of significance. 

1. H0: There is no significant relationship between employee benefit 

packages and employee productivity. 

H1: There is significant relationship between employee benefit 

packages and employee productivity. 

 

QUESTION 21: In your opinion do employee benefit packages offered by an 

organization affect the productivity level of employees? 

VARIABLES 0 E 0-E (0-E)2 (0-E2)/E 

STRONGLY AGREE 13 5 8 64 15.8 

AGREE 9 5 4 16 3.2 

UNDECIDED 3 5 -2 4 0.8 

DISAGREE 0 5 -5 25 5 

STRONGLY DISAGREE 0 5 -5 25 5 

TOTAL 25    29.8 

From the value, X2C= 29.8, X2T at 0.05 with df=4 is 7.45 

 

DECISION 
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Since the test statistics X2C=29.8 is greater than the actual value X2T = 

7.45, the null hypothesis (H0) is rejected and the alternative hypothesis (H1) is 

accepted which states that there is significant relationship between employee 

benefit packages and employee productivity. 

 

 

 

 

 

 

 

 

 

 

 

8.1 PRESENTATION OF TABLES FOR UNITY BANK 

TABLE 1 

Are knowledgeable with the various benefits employees gain from an 

organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

SOURCE: Field Survey, 2019 

Table 1 shows responses of respondents when asked if they knew and 

understood the various benefits employees can derive from an organization. All 

respondents indicated that they have knowledge of employee benefits. This 

clearly shows that the respondents are qualified for the study and they can 

clearly evaluate the effects of employee benefits on the productivity levels. 

 

Table 2 
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Does your organization provide its staff with benefits and incentives? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 2 shows responses on whether the respondents used for the study are 

provided with benefits/incentives from their organization. All 25 respondents 

representing 100% indicated ‘Yes’. This clearly shows that employees of Unity 

bank Plc are provided with employee benefits/incentives. 

 

Table 3 

 

If 'Yes' what benefits does your organization provide its staff with? 

  Frequenc

y Percent 

Valid 

Percent Cumulative Percent 

Valid Performance 

Bonus 
7 28.0 28.0 28.0 

Paid Education 

Leave 
6 24.0 24.0 52.0 

Allowances 3 12.0 12.0 64.0 

Christmas bonus 7 28.0 28.0 92.0 

Car loan 2 8.0 8.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 
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Table 3 highlights various employee benefit or incentives given to respondents 

used for the study. 7 respondents representing 28% indicated that they are given 

performance bonuses, another 6 respondents representing 24% also indicated 

that they are given paid education leaves, 3 respondents representing 12% 

indicated that they being given allowances, 7 respondents representing 28% 

indicated Christmas bonus, while the remaining 2 respondent representing 8% 

indicated car loan as a benefit. 

 

Table 4 

Have you benefited from the above stated benefits 

  

Frequency Percent Valid Percent Cumulative Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 4 shows responses gotten on whether the respondents have benefited from 

the above stated incentives given by their organization. All respondents 

representing 100% indicated that they have benefited from the above stated 

employee benefits. 

This clearly shows that Unity Bank takes the welfare of its staff at heart. For all 

respondents to benefit indicates that employees are adequately motivated in the 

organization. 

 

Table 5 

Are the benefits given to every category of staff in your organization? 
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Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No 25 100.0 100.0 100.0 

Source: Field Survey 2019 

 

Table 5 shows categories of staff that receive incentives from the organization. 

All 25 respondents representing 100% indicated that benefits are not given to 

every staff in the organization. This implies that there is no uniformity in the 

distribution of incentives in the organization. This can lead to chaos and low 

performance by some fraction of employees who do not benefit directly from 

the organization. 

 

Table 6 

If 'No' which category of staff are exempted from these benefits? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Contract Staff 9 36.0 36.0 36.0 

Casual Workers 5 20.0 20.0 56.0 

IT Students and 

Corpers 
11 44.0 44.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 6 indicates that 9 respondents representing 36% indicated that contract 

staff of the organization do not receive incentives from the organization. 5 

respondents representing 20% indicated that casual workers do not receive 

incentives while the remaining 11 respondents representing 44% indicated that 

IT students and corpers do not benefit from the company. 

This clearly shows that there is no uniformity in the reward systems of Unity 

bank Plc. 
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Table 7 

Can you rate the effectiveness of these benefits in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Excellent 3 12.0 12.0 12.0 

Very Good 2 8.0 8.0 20.0 

Good 6 24.0 24.0                    44.0 

Average 13 52.0 52.0 96.0 

Poor 1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 7 highlights various ratings given to the benefit plans and policies of 

Unity bank. 3 respondents representing 12% indicated that the plan is excellent, 

2respondents representing 8% indicated very good, 6 respondent representing 

24% indicated ‘Good’, 13 respondents representing 52% indicated ‘Average’, 

while the remaining 1 respondent representing 4% indicated ‘Poor’. 

This clearly shows that the employee benefit plans/system of Unity bank is 

okay, as majority of the ratings fall between excellent and average, never the 

less more efforts are still needed to increase employee productivity. 

 

 

 

 

 

 

Table 8 



100 
 

How frequently are these benefits/incentives given to staff? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Annually 7 28.0 28.0 28.0 

Monthly 4 16.0 16.0 44.0 

Semi-Annually 5 20.0 20.0 60.0 

Every 2 years 9 36.0 36.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 8 indicates the frequency at which employee incentives are being given to 

staff of the organization. 7 respondents representing 28% indicated that they 

receive their incentives annually, 4 respondents representing 16% indicated 

‘Monthly’ 5 respondents representing 20% indicated ‘Semi-annually, 9 

respondents representing 36% indicated every 2 years. 

 

Table 9 

Who designs your employee benefit plans? 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Human Resource 

Manager 
25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 9 shows the personnel responsible for drafting employee benefit plans in 

Unity bank Plc. All respondents representing 100% indicated that the human 

resource manager is responsible for drafting the employee benefit policies and 

procedures.  

 

Table 10 
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Is there any written policy on employee benefit in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey 2019 

 

Table 10 shows responses of respondents concerning whether there is a written 

policy on employee benefit in their organization. All 25 respondents 

representing 100% indicated that there is an employee benefit policy in their 

organization. 

 

Table 11 

In your opinion are there challenges facing the design and implementation 

of these employee benefit policies? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

 

Table 11 depicts responses on whether there are challenges facing the design 

and implementation of employee benefit policies in the organization. All 25 

respondents representing 100% indicated that there are challenges facing their 

employee benefit policies. This clearly shows that the employees are not 

satisfied with the employee benefit policies of the organization. 

 

Table 12 
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If 'Yes' what challenges face employee benefit policies in your 

organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid uniformity 

problem 
5 20.0 20.0 20.0 

delay in execution 11 44.0 44.0 64.0 

not enough 9 36.0 36.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

Table 12 shows various challenges identified by the respondents facing 

employee benefit plans in their organization. 5 respondents representing 20% 

indicated that uniformity problem is a challenges, 11 respondents representing 

44% indicated that delay in execution is a challenges, while the remaining 9 

respondents representing 36% indicated that the benefit packages provided for 

employees are not enough. This clearly shows that delay in paying employees 

their allowances and incentives is a major challenge in the organization. 

 

 

 

 

 

Table 13 

In your opinion do you think employee benefits have effect on employee 

productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 
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In your opinion do you think employee benefits have effect on employee 

productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 

 

No 

20 

 

5 

80.0 

 

20.0 

80.0 

 

20.0 

80.0 

 

100.0 

Source: Field Survey 2019 

 

This table shows responses on whether employee benefit has effect on 

employee productivity. 20 respondents representing 80% indicated ‘yes’ 

employee benefit has effect on employee productivity and 5 respondents 

representing 20% indicated “no” employee benefit has effect on employee 

productivity. 

This clearly shows for fact that employee benefits have effect on employee 

productivity as majority of the respondents asserted to this. 

 

Table 14 

What impacts do these benefits have on employee productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Very High 
15 75.0 75.0 75.0 

High 5 25.0 25.0 100.0 

Total 20 100.0 100.0  

Source: Field Survey, 2019 

 



104 
 

Table 14 shows the level of impact employee benefits have on employee 

productivity. 15 respondents representing 75% indicated that the impact is very 

high, 5 respondents representing 25% indicated ‘high’. This implies that the 

effect of employee benefit on employee productivity is very high as majority of 

the respondents asserted to this. 

 

Table 15 

Do these benefits affect the level of your performance? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 15 shows responses gotten from respondents with regards to whether 

employee benefits affect level of performance of employees. All 25 respondents 

representing 100% agreed that employee benefits affect the level of 

performance of employees. 

 

 

Table 16 

If Yes how? 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Brings about more 

efficiency in me 
3 12.0 12.0 12.0 

Makes me work 

harder 
5 20.0 20.0 32.0 
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makes me more 

productive for the 

organization 

6 24.0 24.0 56.0 

i can do extra work 

for the company 
9 36.0 36.0 92.0 

Punctuality 2 8.0 8.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 16 highlights various impacts employee benefits had had on the 

performance of the respondents. 4 respondents representing 16% indicated that 

employee benefits they enjoyed have brought about more efficiency in their 

jobs, 4 respondents representing 16% indicated that it has made them work 

harder, 6 respondents representing 24% indicated that employee benefits have 

made them more productive to the organization, 8 respondents representing 

32% indicated that it has made them put extra work for the organization, while 

the remaining 3 respondent representing 12% indicated that benefits derived 

from the organization has made him/her punctual. 

 

Table 17 

If you receive high pay and employee benefits elsewhere will you leave 

your job? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 21 84.0 84.0 84.0 

No 4 16.0 16.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 
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Table 17 shows responses gotten from respondents concerning whether they 

will leave their jobs if paid higher elsewhere. 21 respondents representing 84% 

indicated that they will leave their jobs if offered a better pay elsewhere, while 

the remaining 4 respondents representing 16% indicated otherwise. 

This clearly shows how powerful and important employee attaché importance to 

the benefits they derive from the jobs. 

 

Table 18 

Will more pay make you work harder? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 20 80.0 80.0 80.0 

No 5 20.0 20.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 18 shows that 20 respondents representing 80% agreed that more pay will 

make them work harder, while the remaining 5 respondent representing 20% 

indicated otherwise. 

 

Table 19 

Is it correct to say more financial benefits will make your task more 

efficient 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 24 96.0 96.0 96.0 

No 1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 
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Table 19 tests the significance of employee benefit on job efficiency. 23 

respondents representing 92% indicated that more financial benefits will make 

them work efficiently, while 2 respondent representing 8% stated otherwise. 

This implies that employee benefits may be greatly linked to efficiency of 

employees since majority of the respondents think that with more financial 

rewards, their efficiency levels will increase. 

 

 

 

 

Table 20 

 

Do you think bankers in your organization perform efficiently because 

of: 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Higher wages and 

salaries 
15 60.0 60.0 60.0 

Fringe benefits and 

allowances 
6 24.0 24.0 84.0 

Good employee-

employer 

relationship 

4 16.0 16.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 20 highlights various motives for the respondents and their attitudes to the 

work. 15 respondents representing 60% think that higher wages and salaries are 

the main motives for efficiency in the organization, 6 respondents representing 

24% think fringe benefits and allowances are motives for efficiency, while 4 
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respondent representing 16% thing good employee-employer relationship is the 

basis for efficiency in the organization. 

 

 

Table 21 

In your opinion do employee benefit packages offered by an organization 

affect the productivity level of employees? 

VARIABLES 0 

STRONGLY AGREE 13 

AGREE 9 

UNDECIDED 3 

DISAGREE 0 

STRONGLY 

DISAGREE 

0 

TOTAL 25 

Source: Field Survey Results. 

Table 21 clearly shows responses on whether employee benefit packages relates 

to employee productivity. 13 respondents strongly agreed, 9 respondents agreed, 

3respondent was indecisive. 

This clearly shows that majority of the respondents strongly agree or agree that 

there is a relationship between employee benefit and employee productivity. 

 

TEST OF HYPOTHESIS 

Having given a careful analysis of the responses, the hypothesis earlier 

formulated in chapter one of this study are approached by the use of chi-square 

at 0.05 (5%) level of significance. 

1. H0: There is no significant relationship between employee benefit 

packages and employee productivity. 

H1: There is significant relationship between employee benefit 

packages and employee productivity. 
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QUESTION 21: In your opinion do employee benefit packages offered by an 

organization affect the productivity level of employees? 

VARIABLES 0 E 0-E (0-E)2 (0-E2)/E 

STRONGLY AGREE 13 5 8 64 15.8 

AGREE 9 5 4 16 3.2 

UNDECIDED 3 5 -2 4 0.8 

DISAGREE 0 5 -5 25 5 

STRONGLY DISAGREE 0 5 -5 25 5 

TOTAL 25    29.8 

From the value, X2C= 29.8, X2T at 0.05 with df=4 is 6.45 

 

DECISION 

Since the test statistics X2C=29.8 is greater than the actual value X2T = 

6.45, the null hypothesis (H0) is rejected and the alternative hypothesis (H1) is 

accepted which states that there is significant relationship between employee 

benefit packages and employee productivity. 

 

 

 

 

 

 

 

 

 

 

 

9.1 PRESENTATION OF TABLE FOR GTB 

TABLE 1 
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Are knowledgeable with the various benefits employees gain from an 

organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

SOURCE: Field Survey, 2019 

 

Table 1 shows responses of respondents when asked if they knew and 

understood the various benefits employees can derive from an organization. All 

respondents indicated that they have knowledge of employee benefits. This 

clearly shows that the respondents are qualified for the study and they can 

clearly evaluate the effects of employee benefits on the productivity levels. 

 

Table 2 

Does your organization provide its staff with benefits and incentives? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey, 2019 

 

Table 2 shows responses on whether the respondents used for the study are 

provided with benefits/incentives from their organization. All 25 respondents 

representing 100% indicated ‘Yes’. This clearly shows that employees of GTB 

Plc is provided with employee benefits/incentives. 
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Table 3 

 

If 'Yes' what benefits does your organization provide its staff 

with? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Performance 

Bonus 
8 32.0 32.0 32.0 

Paid Education 

Leave 
7 28.0 28.0 60.0 

Allowances 6 24.0 24.0 84.0 

Christmas bonus 3 12.0 12.0 96.0 

Car loan 1 4.0 4.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 3 highlights various employee benefit or incentives given to respondents 

used for the study. 8 respondents representing 32% indicated that they are given 

performance bonuses, another 7 respondents representing 28% also indicated 

that they are given paid education leaves, 6 respondents representing 24% 

indicated that they being given allowances, 3 respondents representing 12% 

indicated Christmas bonus, while the remaining 1 respondent representing 4% 

indicated car loan as a benefit. 

Table 4 

Have you benefited from the above stated benefits 
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Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 23 92.0 92.0 92.0 

Source: Field Survey, 2019 

 

Table 4 shows responses gotten on whether the respondents have benefited from 

the above stated incentives given by their organization. 23 respondents 

representing 92% indicated that they have benefited from the above stated 

employee benefits. 

This clearly shows that GTB Nigeria PLC takes the welfare of its staff at heart. 

For all respondents to benefit indicates that employees are adequately motivated 

in the organization. 

 

 

 

 

 

 

 

 

 

Table 5 

Are the benefits given to every category of staff in your organization? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid No 24 96.0 96.0 96.0 

Source: Field Survey 2019 
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Table 5 shows categories of staff that receive incentives from the organization. 

24 respondents representing 96% indicated that benefits are not given to every 

staff in the organization. This implies that there is no uniformity in the 

distribution of incentives in the organization. This can lead to chaos and low 

performance by some fraction of employees who do not benefit directly from 

the organization. 

 

Table 6 

If 'No' which category of staff are exempted from these benefits? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Contract Staff 12 48.0 48.0 48.0 

Casual Workers 4 16.0 16.0 64.0 

IT Students and 

Corpers 
9 36.0 36.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 6 indicates that 12 respondents representing 48% indicated that contract 

staff of the organization do not receive incentives from the organization. 4 

respondents representing 16% indicated that casual workers do not receive 

incentives while the remaining 9 respondents representing 36% indicated that IT 

students and corpers do not benefit from the company. 

This clearly shows that there is no uniformity in the reward systems of GTB 

Plc. 

 

Table 7 

Can you rate the effectiveness of these benefits in your organization? 
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Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Excellent 2 8.0 8.0 8.0 

Very Good 6 24.0 24.0 32.0 

Good 7 28.0 28.0 60.0 

Average 10 40.0 40.0 100.0 

Poor 0 0 0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 7 highlights various ratings given to the benefit plans and policies of 

GTB. 2 respondents representing 8% indicated that the plan is excellent, 6 

respondents representing 24% indicated very good, 7 respondent representing 

28% indicated ‘Good’, 10 respondents representing 40% indicated ‘Average’, 

while no respondent representing 0% indicated ‘Poor’. 

This clearly shows that the employee benefit plans/system of GTB is okay, as 

majority of the ratings fall between excellent and average, never the less more 

efforts are still needed to increase employee productivity. 

 

Table 8 

How frequently are these benefits/incentives given to staff? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Annually 9 36.0 36.0 36.0 

Monthly 6 24.0 24.0 60.0 

Semi-Annually 2 8.0 8.0 68.0 

Every 2 years 8 32.0 32.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 
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Table 8 indicates the frequency at which employee incentives are being given to 

staff of the organization. 9 respondents representing 36% indicated that they 

receive their incentives annually, 6 respondents representing 24% indicated 

‘Monthly’ 2 respondents representing 8% indicated ‘Semi-annually, 8 

respondents representing 32% indicated every 2 years. 

 

 

 

 

 

 

 

Table 9 

Who designs your employee benefit plans? 

  

Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Human Resource 

Manager 
24 96.0 96.0 96.0 

Source: Field Survey, 2019 

 

Table 9 shows the personnel responsible for drafting employee benefit plans in 

GTB Plc. 24 respondents representing 96% indicated that the human resource 

manager is responsible for drafting the employee benefit policies and 

procedures. 

  

Table 10 

Is there any written policy on employee benefit in your organization? 



116 
 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 25 100.0 100.0 100.0 

Source: Field Survey 2019 

 

Table 10 shows responses of respondents concerning whether there is a written 

policy on employee benefit in their organization. All 25 respondents 

representing 100% indicated that there is an employee benefit policy in their 

organization. 

 

 

Table 11 

In your opinion are there challenges facing the design and implementation 

of these employee benefit policies? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 20 80.0 80.0 80.0 

 

Table 11 depicts responses on whether there are challenges facing the design 

and implementation of employee benefit policies in the organization. 20 

respondents representing 80% indicated that there are challenges facing their 

employee benefit policies. This clearly shows that the employees are not 

satisfied with the employee benefit policies of the organization. 

 

Table 12 

If 'Yes' what challenges face employee benefit policies in your 

organization? 
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Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid uniformity 

problem 
8 40 40 40 

delay in execution 9 45 45 85 

not enough 3 15 15 100 

Total 20 100.0 100.0  

Source: Field Survey, 2019 

 

Table 12 shows various challenges identified by the respondents facing 

employee benefit plans in their organization. 8 respondents representing 40% 

indicated that uniformity problem is a challenges, 9 respondents representing 

45% indicated that delay in execution is a challenges, while the remaining 3 

respondents representing 15% indicated that the benefit packages provided for 

employees are not enough. This clearly shows that delay in paying employees 

their allowances and incentives is a major challenge in the organization. 

 

Table 13 

In your opinion do you think employee benefits have effect on employee 

productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 21 84.0 84.0 84.0 

Source: Field Survey 2019 

 

This table shows responses on whether employee benefit has effect on 

employee productivity. 21 respondents representing 84% indicated ‘yes’ 

employee benefit has effect on employee productivity.  
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This clearly shows for fact that employee benefits have effect on employee 

productivity as majority of the respondents asserted to this. 

 

 

 

 

 

Table 14 

What impacts do these benefits have on employee productivity? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Very High 
20 80.0 80.0 80.0 

High 5 20.0 20.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 14 shows the level of impact employee benefits have on employee 

productivity. 20 respondents representing 80% indicated that the impact is very 

high, 5 respondents representing 20% indicated ‘high’. This implies that the 

effect of employee benefit on employee productivity is very high as majority of 

the respondents asserted to this. 

 

Table 15 

Do these benefits affect the level of your performance? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 
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Do these benefits affect the level of your performance? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 22 88.0 88.0 88.0 

Source: Field Survey, 2019 

 

Table 15 shows responses gotten from respondents with regards to whether 

employee benefits affect level of performance of employees. 22 respondents 

representing 88% agreed that employee benefits affect the level of performance 

of employees. 

 

Table 16 

If Yes how? 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Brings about more 

efficiency in me 
5 22.72 22.72 22.72 

Makes me work 

harder 
4 18.18           18.18 40.90 

makes me more 

productive for the 

organization 

6 27.28 27.28 68.18 

i can do extra work 

for the company 
6 27.28 27.28 95.46 

Punctuality 1 4.54 4.54 100.0 

Total 22 100.0 100.0  

Source: Field Survey, 2019 
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Table 16 highlights various impacts employee benefits had had on the 

performance of the respondents. 5 respondents representing 22.72% indicated 

that employee benefits they enjoyed have brought about more efficiency in their 

jobs, 4 respondents representing 18.18% indicated that it has made them work 

harder, 6 respondents representing 27.28% indicated that employee benefits 

have made them more productive to the organization, 6 respondents 

representing 27.28% indicated that it has made them put extra work for the 

organization, while the remaining 1 respondent representing 4.54% indicated 

that benefits derived from the organization has made him/her punctual. 

 

Table 17 

If you receive high pay and employee benefits elsewhere will you leave 

your job? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 20 80.0 80.0 80.0 

No 5 20.0 20.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey 2019 

 

Table 17 shows responses gotten from respondents concerning whether they 

will leave their jobs if paid higher elsewhere. 20 respondents representing 80% 

indicated that they will leave their jobs if offered a better pay elsewhere, while 

the remaining 5 respondents representing 20% indicated otherwise. 

This clearly shows how powerful and important employee attaché importance to 

the benefits they derive from the jobs. 
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Table 18 

Will more pay make you work harder? 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 19 76.0 76.0 76.0 

No 6 24.0 24.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 18 shows that 19 respondents representing 76% agreed that more pay will 

make them work harder, while the remaining 6 respondent representing 24% 

indicated otherwise. 

 

Table 19 

Is it correct to say more financial benefits will make your task more 

efficient 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Yes 22 88.0 88.0 88.0 

No 3 12.0 12.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 19 tests the significance of employee benefit on job efficiency. 22 

respondents representing 88% indicated that more financial benefits will make 

them work efficiently, while 3 respondent representing 12% stated otherwise. 

This implies that employee benefits may be greatly linked to efficiency of 

employees since majority of the respondents think that with more financial 

rewards, their efficiency levels will increase. 
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Table 20 

 

Do you think bankers in your organization perform efficiently 

because of: 

  Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Higher wages and 

salaries 
14 56.0 56.0 56.0 

Fringe benefits and 

allowances 
8       32.0 32.0 88.0 

Good employee-

employer 

relationship 

3 12.0 12.0 100.0 

Total 25 100.0 100.0  

Source: Field Survey, 2019 

 

Table 20 highlights various motives for the respondents and their attitudes to the 

work. 14 respondents representing 56% think that higher wages and salaries are 

the main motives for efficiency in the organization, 8 respondents representing 

32% think fringe benefits and allowances are motives for efficiency, while 3 

respondent representing 12% thing good employee-employer relationship is the 

basis for efficiency in the organization. 

 

Table 21 

In your opinion do employee benefit packages offered by an organization affect 

the productivity level of employees? 

VARIABLES frequency 

STRONGLY AGREE 13 
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AGREE 7 

UNDECIDED 4 

DISAGREE 1 

STRONGLY 

DISAGREE 

0 

TOTAL 25 

Source: Field Survey Results. 

Table 21 clearly shows responses on whether employee benefit packages relates 

to employee productivity. 13 respondents strongly agreed, 7 respondents agreed, 

4 respondents were indecisive, 1 respondents disagree and no respondent 

strongly disagree. 

This clearly shows that majority of the respondents strongly agree or agree that 

there is a relationship between employee benefit and employee productivity. 

 

TEST OF HYPOTHESIS 

Having given a careful analysis of the responses, the hypothesis earlier 

formulated in chapter one of this study are approached by the use of chi-square 

at 0.05 (5%) level of significance. 

1. H0: There is no significant relationship between employee benefit 

packages and employee productivity. 

H1: There is significant relationship between employee benefit 

packages and employee productivity. 

 

QUESTION 21: In your opinion do employee benefit packages offered by an 

organization affect the productivity level of employees? 

VARIABLES 0 E 0-E (0-E)2 (0-E2)/E 

STRONGLY AGREE 15 5 10 100 20 

AGREE 5 5 0 0 0 

UNDECIDED 4 5 -1 1 1 
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DISAGREE 0 5 -3 9 1.8 

STRONGLY DISAGREE 0 5 -5 25 5 

TOTAL 25    27.8 

From the value, X2C= 27.8, X2T at 0.05 with df = 4 is 9.01 

 

DECISION 

Since the test statistics X2C=27.8 is greater than the actual value X2T = 

9.01, the null hypothesis (H0) is rejected and the alternative hypothesis (H1) is 

accepted which states that there is significant relationship between employee 

benefit packages and employee productivity. 

 

 

 

 

 

 

 

 

4.4 SUMMARY AND DISCUSSION OF MAJOR FINDINGS 

What are the Criteria which are being used by Companies in motivating 

their Employees?  

The study found that there are various criteria used by the companies to 

motivate their employees. In addition, the study found out that the majority of 

the respondents (53.9 percent) identified provision of a positive working 

environment for employees as a major criteria used by the company to motivate 

their employees. This is similar to the study conducted by Riley (2009), the 

study found that, the best way of motivating employees involves the creation of 

positive working environment for employees. Miner (2013), suggested that, the 

process of creating positive working environment should ensure employees are 

empowered. The main driving force of empowerment is having larger control 

over ‘how’ jobs are done and carried for more growth and productivity (Charles 

and Marshall, 2012). 
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 Empowering makes employees feel that they are appreciated and for making it 

possible continuous and positive feedback on their performance is essential 

(Katz, 2006). According to Pastor (1996), for victorious appliance of 

empowerment it is essential for an individual to do efforts and take actions in an 

environment where they are responsible for what they are doing (Manase, 

2008). Employee contribution and their energetic participation in configuring up 

the organization are tremendously essential to the hale and hearty place of work 

(Matthew, 2009). Also, the study found out that, important number of the 

respondents (22.2 percent) identified that recognition, reward and reinforcing 

the right behavior as another criteria used by the company to motivate 

employees. According to Alkandari (2009), rewards and recognition are 

essential factors in enhancing employee job satisfaction and work motivation 

which is directly associated to organizational achievement. Garry (2008), found 

that, that deficiency of appropriate recognition and rewarding reduces 

employees work motivation and job satisfaction. Hence, administration of 

organizations and institutions should build up the arrangement for giving that 

rewards and recognition to enhance employee job satisfaction and motivational 

level. 

 

What are the Obstacles facing Companies in Motivating their Employees?  

The study found out that the majority of the respondents (41.2 percent) 

identified employee turnover as the main challenge or obstacle in motivating 

employees at the company. This relates to the study conducted by Charles and 

Marshall (2012), the study found that, high employee turnover is a major 

challenge in motivating employees. High employee turnover makes the 

attainment of goals of organization unrealistic and unachievable. 57 Also, the 

study found that, variation in employee desire is one of the obstacle in 

motivating employees. According to Mullins (2007), human beings are 

motivated by satisfying their different kind of needs. Needs depend on many 

factors and vary by the person, situation, organization, nature of works, risk, 

educational background of employees, experiences and skills, position of work. 

The factors affecting the employee's motivation working at the company might 
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be different from the factors of other categories in the organization (Latham, 

2007). 

 

What are the impacts of Motivation on Employees’’ Performance?  

The study was interested to examine the impact of motivation on employees’ 

performance. The study found that, effective motivation programs increase 

retention rate, employee morale and efficiency. This relate to the study made by 

Bjorklund (2011), the study found that, employee empowerment and employee 

motivation towards organizational tasks have direct and positive relationship 

between them. The motivated employees’ works best in the interest of the 

organizations which leads them towards growth, prosperity and productivity. 

Dessler (2008), found that the employee motivation and organizational 

effectiveness are directly related. This is also proven by the study conducted by 

Latham (2007). So the organizations should work out and make such policies 

and organizational structures that support employee recognition and 

empowerment. An internally satisfied, delighted and motivated worker or 

employee is actually a productive employee in an organization which 

contributes in efficiency and effectiveness of organization which leads to 

maximization of profits. Thus from the literature and various studies the third 

hypothesis is fully supported that there exists a 58 positive relationship between 

employee motivation and organizational effectiveness (Johnson, 2007). 

According to Ryan and Deci (2010), for achieving prosperity, organizations 

design different strategies to compete with the competitors and for increasing 

the performance of the organizations. Very few organizations believe that the 

human personnel and employees of any organization are its main assets which 

can lead them to success or if not focused well, to decline. Unless and until, the 

employees of any organization are satisfied with it, are motivated for the tasks 

fulfillment and goals achievements and encouraged, none of the organization 

can progress or achieve success (Miner, 2013). 
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CHAPTER FIVE 

SUMMARY OF MAJOR FINDINGS, CONCLUSION AND 

RECOMMENDATION 

5.1 INTRODUCTION 

The first objective of the study was to find out the various employee benefits 

and incentives that exist in six different banks within Lokoja. Findings from the 

study revealed that employees in these banks were being given basic benefits 

employees in any organization deserve (See Tables). The various benefits that 

exist in the banks are only reserved for the permanent staff and few contract and 

casual staff of the banks. Employee benefits revealed from the study include 

paid leave allowances, car loans, Christmas bonuses and performance bonuses 

(See Tables). 

Concerning the second objective of the study, researcher found out that the 

employee benefit policies and plans are drafted by the human resource unit of 

the organization (See Tables). This implies that the organization has a 

specialised department for monitoring and taking care of the welfare of its staff. 

Since there is an HR department in the bank, employee benefit packages are 

designed and implemented in a manner to suite and satisfy employees and to 

increase productivity. 

The study also established the fact that employee benefits have great effect on 

productivity levels of employees (See Tables). The study also revealed that 

employees work harder and can go extra miles for the organization if they are 
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being paid higher salaries and allowances (See Tables). Respondents agreed that 

they will be more efficient their pay is increased. 

 

 

 

 

 

5.2 CONCLUSION OF THE STUDY 

The study was aimed at examining the effect of employee benefits on the 

productivity of employees of six different banks within Lokoja metropolis, Kogi 

state. The study brought out a clear fact that financial benefits are the main 

motivation behind employee productivity within the examined financial 

institution. Since employees were ready to leave their current jobs for better pay 

elsewhere, the researcher came to conclusion, that money is a major motive 

among workers in Nigeria and not just bank workers. 

 

5.3 IMPLICATION OF THE STUDY 

The study concludes that the motivated employees’ works best in the interest of 

the organizations which leads them towards growth, prosperity and 

productivity. Thus the employee motivation and organizational effectiveness are 

directly related. Motivation is a set of courses concerned with a kind of strength 

that boosts performance and directs towards accomplishing some definite 

targets. Motivation has played 60 significant role in improving employee’s 

performance. Motivation cause satisfaction of the employee which directly 

influences performance of the employee. 
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5.4 RECOMMENDATIONS  

(1) Motivation plays a fundamental role in improving employees’ performance. 

Therefore employers should be committed to put in place appropriate incentive 

plans that will encourage workers to be more purposeful and improve their 

performance. 

(2) Managers should also give full attention to their employees and take interest 

in their working process. They should motivate their employee towards tasks.  

(3) Managers’ attitude plays a vital role in facilitating employee retention and 

discouraging labour turnover. So Managers’ attitude should be friendly and 

unbiased with everyone. Similarly employees should behave in a proper 

manner. They should respect their manager to get the same response. 

(4) The Managements should improve on the most dissatisfying types of 

motivations such as positive working environment and recognition, rewarding 

and reinforcing the right behavior as an effective way for retaining their 

employees.  

(5) Based on the strategies worked at Vodacom Tanzania Limited, organizations 

should employ other strategies such as making the employees own their jobs, 

recognition, departmental competition, motivation through bonuses and 

incentives such as good working environment for employees. 

(6) Organizations should not rely solely on salary, bonus or other monetary and 

nonmonetary incentives to motivate the diverse workforce due to the limitations 

it brings. There are various ways for motivating employees. 

(7) Organizations should put arrangement in place for giving out rewards and 

recognition to enhance employees’ job satisfaction and motivational levels; 

since motivation plays a significant role in enhancing employees’ performance.  

(8) Organizations should provide training to managers in order to improve 

managerial competence and knowledge; organize various internal and external 
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trainings in order help the managers to learn something extra apart from their 

routine work.  

(9) Organizations should design their rules, policies and organizational 

structures that facilitate the employees to work well and appreciate them in 

order to achieve tasks fulfillment.  

(10) Management should improve working conditions. Improving working 

conditions at work places encourages retention of productive workers in the 

organizations and reduces their turnover. 

 

Other recommendations includes 

Employees should be encouraged to see themselves as an integral part of the 

organisation. Where possible, they should take part in making decision where 

such decisions affect them. 

The following suggestions should also be considered: 

• Employees who are due for promotion should be considered.  

• Pay package should be reviewed regularly.  

• Initiate one standard for everyone equity.  

• Rewards should be a function of actual performance. 

 

5.5 CONTRIBUTION TO KNOWLEDGE 

The findings from this study have established that benefits and incentives 

improves employees output and enhances organizational development and thus 

should be encouraged and practice. 

 

5.6 RECOMMENDATION FOR FURTHER STUDY 

The major recommendation for future researchers is to encourage the 

researchers to include employee behavioral pattern in examining the role of 

incentive to organizational development.  
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APPENDIX 

 

Appendix A: 

QUESTIONNAIRE 

                                                                                                                    

Dear respondent, 

I am IYOHA OSAYAMEN MERCY a student of Salem University – 

‘Employee benefits and its effects on employee productivity (a case study of six 

banks within Lokoja Metropolis, Nigeria’. The purpose of the study is to 

establish the relationship between staff incentive schemes and employee 
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performance in some financial institutions within Lokoja metropolis and your 

bank I considered as one of the participating financial institution. Therefore I 

kindly request you to spare a few minutes of your busy schedules to fill this 

questionnaire to enable me accomplish this task. Your honest and sincere 

responses are highly appreciated for academic purposes and shall be treated 

with utmost confidentiality. I thank you very much for your cooperation. 

 

 Please indicate the extent to which you agree with each of the following 

statement about your organization by indicating with a tick in the box of your 

choice. Use the scale below on each of the sections and indicate on the answer 

sheet next to the number of the corresponding statement the number which best 

represents your answer. 

 

Use the key below answering the following questions:  Apply a tick where 

applicable using the following key. 

SA – Strongly Agree,   A – Agree   , NS – Not Sure, D – Disagree   SD – 

Strongly disagree. 

 

SECTION A: BACK GROUND INFORMATION ON THE 

RESPONDENT (Please tick in the appropriate Box) 

1.  Sex:  Male       Female  

 

2.  Age: (a)   20 – 30 years     (b)   31 – 40 years   

    (c )   41 - 50 years       (d)    51 – 60 years 

   (d)      60 and above     

 

3.  Marital status: 

  (a) Single      (b) Married 

(c) Separated   (d)  Divorced    

 

4. level of Education : 

  (a)   Primary     (b) Secondary  
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(c)   Diploma     (d) Degree 

 (d)  Post –graduate   

 others (specify) ………………………………………………..…    

 

5. Which department do you belong to? 

a) Bank Manager & Bank Top Administrators  

b) Loan officers & customer care  

c) Account& Finance Department 

d) Please specify……………………………………………………….. 

 

 

 

 

 

SECTION B: THE TYPES OF STAFF INCENTIVE SCHEMES USED IN 

YOUR BANK. 

 1 

SA 

2 

A 

3 

NS 

4 

D 

5 

SD 

What are the different types of incentive schemes used at 

Pride microfinance Uganda Limited 

     

The organization has an employee cash based incentive 

scheme in place  

     

The staff incentive scheme is Cash , Recognition, air and 

appropriate 

     

The current individual incentive scheme is well 

formulated and easy to understand by employees and 

gain-sharing plans, employees are entitled to a certain 

percentage of the productivity gains that are achieved 

over a given period 

     

Employees are involved in the design of the organization 

incentive scheme through profit sharing scheme 
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The performance rating system for operational staff is 

well designed and fair , Tournaments are regular or 

occasional contests between individual staff members or 

between units 

     

The incentive system in place favors top management 

than support staff  

     

Non-financial incentives come in many forms such as 

gifts, rewards, travel 

     

Employee ownership can promote staff loyalty      

 

SECTION C: ANALYZE THE LEVEL OF PERFORMANCE AMONG 

EMPLOYEE OF YOUR BANK 

 1 

SA 

2 

A 

3 

NS 

4 

D 

5 

SD 

What are the levels of performance among employee of 

Pride microfinance Uganda Limited 

     

Management is fair in appraising staff      

The previous results from the last appraisal process was 

a fair reflection of your performance 

     

Employee performance is monitored and feed back given      

Organizational polices affect employee performance       

The working environment is favorable for me to perform 

to my best 

     

the working conditions are favorable to yield expected 

organization results 

     

My performance has improved because of current 

organization incentive system 

     

My line manager knows enough about my job to 

appraise me accurately and fairly 

     

Because of the incentive scheme I am motivated to work 

harder. 
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SECTION D: THE RELATIONSHIP BETWEEN STAFF INCENTIVE 

SCHEMES AND EMPLOYEE PERFORMANCE IN YOUR BANK 

 1 

SA 

2 

A 

3 

NS 

4 

D 

5 

SD 

Staff incentive schemes improve the performance  of 

employees 

     

Performance based  incentives help reduce labor turn 

over and  a significant effect on employee  operational 

efficiency and productivity 

     

Well designed and implemented performance based 

incentives improve employee’s morale 

     

The staff incentive scheme is directed towards 

motivating employees and the current organization 

performance is because of the good incentive system in 

place 

     

I can perform better if am rewarded for any contributions 

towards the organization and The incentive scheme in 

place influences employees performance 

     

I am satisfied with my job and the organization reward 

system is based on performance 

     

 

Thank you for sparing your precious time and God bless you 
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