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ABSTRACT

A fundamental problem underlying any enterprise which is also common place in
Nigerian banks is how the workers of the financial institution (banks) can be SO
organized, developed and managed in order to attain the highest level of
efficiency, productivity, thus this study, was done to ascertain the impact of job
satisfaction on productivity in the banking sector of the Nigerian economy. The
correlational and survey research design was employed in this study to ascertain
the relationship between job satisfaction and productivity. Total number of
guestionnaires used for the analysis is 65 to bank consumers and staffs. The
responses of the participants were scaled on a 5 point Likert scale and the
research question was answered using frequencies and percentages while the
hypotheses were tested using correlation and descriptive statistics. It was found
that there is positive and significant relationship between job satisfaction and
productivity of employees in the Nigerian banking sector as seen in correlation
coefficient equal to 0.767 andp-value equal to 0.000 < 0.05; there is a significant
relationship between employee performance and organization productivity in
Nigerian banking industry as depicted by correlation coefficient of 0.647 and p-
value of 0.000 < 0.05;. Based on thefindings, it was recommended amongst others
that Banks in Nigeria financial industry should give priority and invest
increasingly in creating a conducive, favourable and interesting work environment

for workers in order to sustain high level of job satisfaction and sustain increased
productivity.
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CHAPTER ONE
INTRODUCTION
1.1  Background to the Study

The concept of job satisfaction has become a major topic of discoufsc in the field
of human resource management because of the commonly held opinion that
satisfied workers are always productive on the job. Many organizations now tend
to take the issuc of job satisfaction seriously because they believe that with other
things Dbeing cqual without satisfled workforce productivity would be
unrcalizable. Accordingly, asserted that the performance of a corporate
orgénization,'which determines its survival and growth, depends to a large extent

on the productivity of its workforce.

Given that productivity of workers often translate to a high level of performance
and actualization of corporate goals and objectives, many corporate
organizations nowadays invest in programmes gcarcd towards motivating
employeés to make them put in their best for the growth of the organization. It
can therefore be said that without a productive workforce, no organization can
achieve set goal and objectives. Particularly, in Nigeria banking sector where
competition is at its peak and every bank aiming to be the markct leader
attainment of a high level of performancé through productivity malters
considerably. Hence, ensuring that employees are satisfied on the job has

become a task that is given top priority in every organization in Nigeria.

’



Productivity implies reaching the highest level of performance with the least
expenditure of resources. Accordingly, productivity in an organization can be
influenced by a wide range of internal and external variables, which may be
categorized as gencral, organizational and tcchnical, and human factors. The
general factors include climate, geographic distribution of raw materials, fiscal
and credit policics, adequacy of public utilities and infrastructural facilities. The
organizational and tcchnical [factors consists of the degrec of integration,
percentage of capacity, size and stability of production while the human factors
include labour- management relations, social and psychological, conditions of
work, wage incentives, physical fatigue and trade union practices. The fact that
factors such as poor working condilions, below competitive salarics, a lack of
promotional opportunitics are some of the factors contributing to employee

dissatisfaction.

However, several studies have suggested that job satisfaction can be affected by
three major factors namely factors relating to work settings; factors relating to
specitic aspects of jobs; and factors associated with the individuals involved. It is
observed that employees tend to be more productive in a well-facilitated work
environment. [n other words, the _quality of comfort derivablé [rom work
environment determines t_he level of satisfaction and productivity of workers. It
is asserted that workers productivity cannot be optimal, if the conditions of work

environment are not favourable. Thus, only improved work environment can



enhance employee productivity. For example, standard health facilitics will
protect the life of the workers. In case of any hazard on the job they have some
assurance of some income. This assured income tends o minimize any inhibitory

fears of the workers devoting themsclves fully to their work.

However, satisfaction with job has always been an area of concern for most
organisations, primarily because of the reason that job satisfaction_ significantly
affects major organizational outcomes, such as individual performance
organizational productivity, employee absentecism and .el'nployec turnover. Job
satisfaction is commonly interpreted as the intrinsic sensc of accomplishment
emerged from performing tasks while carrying out one’s cnntraétual obligations.
Job satisfaction has been defined and measured both as a global construct and as |
a concept with multiple dimensions or faccts.. Accordingly, job satisfaction is
the sense of well- being, good feeling and positive mental state that emerge in an
incumbent worker when his obtained reward consequent upon his performance is

congruent with his equitable reward.

The emphasis on job satisfaction in this study stem from the fact that human
resources in organizations reflects the view that market value depends less on
tangible resources, but rather on intangible ones, particularly human resources..
The success of any organization in the contemporary business world depends on
the quality and effort of human resources available for the achievement of long

>

term corporate goals.



Looking at the myriad of factors that influences employee productivity in
organization, this study considers only the influence of job satisfaction on
productivity. Thus, this research focuses on the impact of job satisfaction on

productivity in the banking sector of the Nigerian economy.



1.2  Statement of the Research Problem

In the present dispensation, Nigerian banks are faced with new task coming up
with innovative ways of meeting and exceeding customers’ expectations so as to
guarantee their own survival. Each bank Ihcrcfofe is challenged to assign priority
to thc management of its human resource function because as service
organizations no bank will survive without having the competence and capability
which are derivable in productive workforce. Trrespective of capital basc,
Nigerian banks will be in danger if their human resources policies and practices
are such that does not guarantee job satisfaction and allow attraction/ retention of

productive workers.

Job satisfaction has ofien becn [inked to organizational commitment, turnover
intentions, and absentccism. Thesc variables are costly to a bank as job
dissatisfaction could lead to low morale, poor performance, lower productivity,

and higher costs of hiring, retention, and training,

A personal experience of the researcher of some banks often visited in Kaduna
reveals that some banks in merger/ acquisition have not effcctively resolve all the
human resource diffcrences that erstwhile cxisted between the banks before
merger/acquisition. The differences in the organizational culture and procedure
sometimes lead to job dissatisfaction on the part of the employees cspecially
from the acquired bank. The researcher also observed that many bankers remain

in the banking job because of lack of alternative employment. Many of them



show dissatisfaction with the job but they remain in it against their free will
because of scarcity of job opportunities in Nigeria thereby resulting in dampened

morale and low productivity on the job.

1.3 Research Questions

The following rescarch questions are hercby raised to guide the study.

(i) What is the rclationship between the job satisfaction and
productivity of employees in the banking sector?

(i) What is the relationship between employee productivity and
organization performance?

() What are the sources of job satisfaction for the employees in the

banking sector?

1.4 Aim and Objectives of the Study

The aim of the study is to ascertain .the impact of job satisfaction on productivity
in the banking sector of the Nigerian economy. In literature, it is cviden‘ced that
there is a relationship between job :%atisfaction and performance of employees.
However, this study is aimed to assess the validity of this relationship frora

Nigerian banking sector. Therefore, the specific objectives of this study are:

(i) To ascertain the relationship between job satisfaction and

productivity of employces in the banking sector.
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(if)

(iii)

To ascertain the relationship between employee productivity and
organization performance. ’
To ascertain the sources of job satisfaction for the employees in the

banking sector. (Hint: whether satisfaction is from extrinsic job

rewards or from intrinsic job rewards).

Statement of Hypotheses

Based on the research questions and objectives of the study, the hypotheses of

the study are here formulated as follows:

1.6

(i)

(i)

(111)

(iv)

There is no significant relalionsh.ip between job satisfaction and
productivity of employees in the banking scctor.

There is no significant relationship between employee productivity
and organization performance.

The source of job satisfaction with respect to employees in the
banking sector is not related to extrinsic job rewards.

The source of job 5&1isfacii0n with respect to employees in the

banking sector is not related {o intrinsic Job rewards.

Significance of the Study

Job satisfaction is valuable to be studied for many reasons. Firstly, promoting

“employee satisfaction has inherent humanitarian value. Secondly, a high level of

satisfaction is suggested to be related to high level of productivity. Any of these



outcomes is desirable in organizations, and as such shows the importance of

studying and understanding job satisfaction.

The study recognizes the fact that selecting workers with the right attitude and
aptitude is a necessary condition for achievement of organizational performance
but it is not sufficicnt. This implies that to achieve ci‘.ﬁcicﬁcy and high
productivity, workers must be manage in a way that gives satisfaction on the job.
- This study will guide personnel management experts in the banking sector in
designing programmes for bringing about productivity of workers. Through the
findings of this research, human resourcc management profcssionals will be
guided to give priority to the factors that will bring about job satisfaction in quest
for productivity of workers instead of emphasizing only qualification and

experience.

The findings of this study will also scrve as aid or guide to bank managers in
effective decision making as it relates to motivating workers in the banking
sector for the purpose of eliciting best performance. More s0, this rescarch adds
to the burgeoning literature on job satisfaction and productivity in the banking

sector of the Nigerian economy.

Finally, students and academia will find this study of immense importance. To
the students, it will open up room for further research into the determinants of
job satisfaction and the extent to which job satisfaction can be used to elicit high
productivity in organization, and to lecturers and academic schc;lars it will lay a

8
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solid foundation for further critique of the relationship between job satisfaction

and productivity.

1.7 Scope and Limitations of the Study

This study is restricted to the concept of job satisfaction and its impact on
productivity in the banking sector of the Nigcrian economy. The study looks at
the relationship between job satisfaction and productivity of cmployces in the
banking sector. It also looks at the relationship between employee productivity
and organization performance in addition to ascertaining whether the source of
job satisfaction is from cxtrinsic job rewards or from intrinsic job rewards. The
study is restricted to the post consolidation era of the Nigerian banking induslry

covering a period of seven years starting from 2006 to 2012,

The study utilized primary data. Thus, it is limited to the opinion of sclected
respondents in the banking sector on the impact of job satisfaction on
productivity in the banking sector in Nigeria. This study will be based on the
primary aata collected from participants (consisting of staff in the designation of
Manager, Teller, Cashier, Customer Service Attendant, Marketer, Auditor and
Operation) of selected banks operating in Kaduna Statc particularly the

metropolitan area of the state.

Any primary data based study through pre-designed questionnaire suffers {rom
the basic limitations of the possibility of difference between what is recorded and

what is truth, no matter how carefully the questionnaire has been designed and

9 -



field investigation has been done. Participants may be bias in response to the
questionnaire. Biasness of respondent can affect the study to the extent of
making it the result unreliable thereby making the application questionable.
However, to avoid biasness on the part of respondents, cifort wiil be made to
ckplain 1o them that the research is utterly an academic exercise which could be
benefictal to the bank and the employee and not meant to uncover confidential
mattcrs for whatever reason. Some information which might have been useful for
the study may not be disclosed by the respondents due to secrecy. Thus, rescarch

results are based on available information only.

10



CHAPTER TWO

LITERATURE REVIEW
2.1  Introduction
This chapter examines past materials, scholarly work and relevant literature on
the relationship between job satisfaction and productivity in organization.
Particularly. it covers concept such as job satisfaction and productivity, and
reviews previous studies related to the research. It also dwells on the theoretical

framework of the study.

2.2 Conceptualization
The conceptual framework of this study covers job satisfaction, productivity, and
determinants of job satisfaction such as pay. promotion, work environment and

working condition amongst others. The concepts are hereby reviewed as follows:

2.2.1 Concept of Job Satisfaction

Job satisfaction has been defined as the extent to which a worker is content with
the rewards he or she gets out of his or her job particularly in terms of intrinsic
motivation (Statt, 2004). Job satisfaction is the result of the worker’s appraisal of
the degree to which the work environment fulfils the individual’s needs. The
term refers to the attitudes and feelings people have about their work. Positive

and favourable attitudes towards the job indicate job satisfaction. Negative and

0000494910 |

’ |




unfavourable attitudes towards the job indicate job dissatisfaction (Armstrong,

2006).

-

Nash (1985) illustrated that the nature of job salisfact.ion in the industrial world
is attributed not only to one bui many factors such as promotion, pay package,
supervision, work itself, work group and work condition. Job satisfaction was
perceived by Peretomode (2006) as fulfillment acquired withexperiel‘lcing
various job activities and reward. Rose (2001) as cited in Olorusola (2012)
viewed job satisfaction as a bi-dimensional concept consisting ol intrinsic and
extrinsic satisfaction dimensions. She further asscrted that intrinsic sources of
satisfaction depends on individual characteristics ol the person, such as ability to
use initiative, relations with supervisors, or the work that the person actually
performs, all these are symbeolic or qualitative facts of the job while extrinsic
sources of satisfaction are situational and depends on cmirqnnwnt such as pay,

promotion or job sccurity; these arc financial and other materials.

Job satisfaction is a component of organisational commitment. Spector (1996)
stated that job satisfaction can be considered as a global feeling about the job or
as a rclated constellation of attitudes about various aspects or faccis of the job.
Robbins (2003) discovered that organisations with more satisfied workers are
more effective than those with less satisfied workers. It is the general
understanding that job satisfaction is an attitude towards job. In other words job

satisfaction is an affective or emotional response toward various facets of one’s

12



job. A person with a high level of job satisfaction holds positive attitudes
towards his or her job, while a person who is dissatisfied with his or her job

holds negative attitudes about the job.

Locke (1976) defined job satisfaction as “... a pleasurable or positive emotional
state resulting from the appraisal of one’s job or job expericnce.” That is, it is the
discrepancy between what an employee values and what the situation provides.
Smith ef af. (1969, p. 6) suggested that “.. job satisfaction arc feelings or
affective responses to {acets of the situation.” Dawis and Lofquist (1984) defined
job satisfaction as the result of the worker’s appraisal of the degrec to which the
work environment fulfills the individual’s needs. Thesc definitions, as I.case
(1998) pointed out, are similar 1o other delinitions where job satisfaction is
viewed as the degree of an employee’s affective orientation toward the work role

occupied in the organization.

Job satisfaction is a result of cmployees’ perception of how well their job

provides those things which are viewed as important. Job satisfaction is also
defined as reintegration of affect produced by individual's perception of
fulfilment of his needs in relation to his work and the surrounding it (Saiyaden,
1993). Organ and Hammer (1991) pointed out that job satisfaction represents a

complex assemblage of cognition, emotion and tendencies.

From the literature reviewed, it can be inferred that there are a number of factors

that influence job satisfaction. The major ones can be summarized by recalling

13



the dimensions of job satisfaction. They are pay, the work itself promotions,
supervision, workgroup, and working conditions (Luthans 1985). Tt can be seen
in the literature that job satisfaction has significant managerial implications. If

the job satisfaction is high, the employees will perform better. On the other hand

if the job satisfaction is low, there will be performance problems.

Many organizations often employ rewards as a stratcgy to motivate workers and
create job satisfaction. The main objective of reward programs are attract
qualified people to join the organization to keep employees coming to work and
to motivate employees to achieve high level of performance. To the extent that
the rewards are adequate and equitable, the individual achieves a level of
satistaction. The rewards can be broadly categorized in to two groups, namely
intrinsic rewards and extrinsic rewards. Intrinsic rewards are psychological
rewards that arc experienced dircctly by an individval, These arc defined as
rewards that are part of the job itselt (Gibson, Ivancevih and Donncly, 1991;

Stoner and Frceman, 1992).

Extrinsic rewards are provided by an outside agent such as supervisor or work
group. These rewards had been defined as rewards external to the job (Gibson,
Ivancevih and Donnely, 1991). Pay, promotions, interpersonal relationships,
status and fringe benctits are some of the examples for extrinsic rewards,

Responsibility, achievement, autenomy, personal growth, challenge, complete

14



work and feedback characteristics of the job are some intrinsic rewards.

Performance very much depends on perception, values and attitudes.

Sénmezer and Eryaman (2008) deﬁﬁcd job satisfaction as a \vork(;r’s emotional
responses towards his organization and his job, when his expectations and
realization of thesc expectations are considered. Job satisfaction is the
designation of how happy a worker is with his job. Cranny, Smith and Stone
claimed that there is a common definition for job satisfaction. Thercfore, they
defined job satisfaction as individuals’ emotional responses to their jobs (Weiss,
2002). Job satisfaction is a concept where an individual is evaluated from her
point of view, and this concept includes the worker’s feelings and emotions
about her job. Lock defined job satisfaction as workers’ positive emotional

expressions towards their jobs and work experience (Testa, 1999).

Simply put. the realization of workers’ physical anc‘i psychological expectations
qonstitutes job satisfaction (Sdnmczér and Lryaman, 2008). An individual joins
an organization with certain expectations and when these expectations come true
the individual becomes pleased with her organization and her job, and this
increases her efficiency and performance (Nelson and Quick, 1995). However,
when these expectations do not meet with work conditions, job satisfaction does
not occur, and as a result; the worker loses performance and efficiency and might
even sabotage the job or quit it. It is important to prevent workers trom feeling

disappointed and maximize their efficiency and performance by identifying and

15



regulating the factors that affect job satisfaction (Noe ez. al., 1997), According to

Ergeng (1981), job satisfaction can be briefly defined as the realization level of

one’s expectations from her job and her organization.

2.2.2 Concept of Productivity

Productivity measures the relationship between the quantity and quality of goods
and services produced and the quantity of resources needed to produce them (i.e
factor inputs such as labour, capital and technology) (Okojic 1995; Roberts and
Tybout, 1997). Mali (1978:6) defines it thus: "The measure of how resources arc
being brought together in organizations and utilized for accomplishing a set of
results. It is reaching the highest Ievel of performance with the least e.ﬁpenditure

of resources”.

Productivity according to Singh (2009) mcans goods and services produced in a
specified period of time in relation to the resources utilized. It is, however,
contended by Cohen et, af. (1995) to be more than a narrow economic measure,
as it also measures how well the group performs its required tasks to satisfy its
customers inside and outside the organization. In effect, productivily suggests
effectiveness and efficiency of the employees (Chukwunenye and Amgbare,

2010).

Productivity is viewed as the instrument for continuous progress, and of constant
improvement of activitics. It is often seen as output per unit of input, Hence,

higher productivity connotes achieving the same volume of output with less

16



factor inputs or more volume of output with the same amount of factor inputs.
Thus, mcreased productivity could result from the reduction i;'n the usc of
resources, reduction in cost, use of better methods or improvement in factor
capabilitics, particularly labour. Two variants of productivity measurements have
been cited in the literature: total factor productivity (TFP), otherwise known as
multifactor productivity, and partial productivity. Roberts and Tybout (1997) and
Tybout (1992), assuming a neo-classical production function at the sectoral or
industry level, define total factor output to be a concave function of the vector of

inputs and time (a proxy for shift in technological innovation), To them, the

elasticity of output with respect to time is the total factor productivity.

According 1o Ulrich (1997), productivity refers to a ratio of cutput to input. Input
may include labour hours or costs, production costs and equipment costs. Output
may consist of sales, earnings, and market share. Many firms now assume or
have shown that productivity is affected by cmployee’s knowledge, skills.
abilities, attitude, motivation and bchaviours. The .improvement programme
starts with this assumption and proceeds with different intervention strategies.
Prokopenko (1996) defined productivity as the relationship between the output
generated by a production or service system and the input provided to create this
output. Mali (1978) sees productivity as “the measure of how resources are

brought together in organizations and utilized for accomplishing a set of results.

17



Productivity is reaching the highest level of performance with least expenditure

of resources.

Productivity as a concept is somctimes referred to as employee productivity. The
term employee productivity is commonly used to refer to the volume of goods
and services produced or rendered per employee within some specific unit of
time (year, month, week, day or hour). Productivily is seen as the power of
employees, that is, ability of cmployee to tumout used values (goods and
services) which can be normal at a given state, technique and organization
(Lambert, 2000}, Lambert (2005) was able (o show in his findings that™ it is the
number of management functions in the work environment which appear to have
been the key factor inhibiting higher productivity™. Accordingly. he identified
the management functions as: provision of adequate fringe bencefits, supervision,

work method and organization.

Nwachukwu (1987) also identified, supervision, subotdinates, the environment
and outcome as the major variables that influence productivity. According to
Cecunc (2004), productivity is refcrred to as “un index expressed as the ratio of
output over input (Weihrich and Koontz, 1994). Lambert (2005) opines that
“labour productivity is rarely measured directly but inﬁ_cn'ed from changes in
employees’ attitude and bchaviour such as organizational commitment,

organizational citizenship behaviour and job satisfaction”.

13



According to Opperman (2002), some of the tools used to manage work
environment (o improve productivity are noise control, contaminants and hazard
control, enhancing fricndly and encouraging human environment, job fit,
rewards, feedback, work environment modelling, creating qualitative work life

concepts and making physical working conditions favourable.

Brenner (2004) argued for modelling of work cnvironment to improve
employees™ productivity calls for management responsibilities of holding
everything together, improving motivation and creating commitment in the work
environment. He postulated the PRIDE mode], which managers can use in order
to be sucéessﬁll in .modc!ling the work cnvironment.l Providing a work
environment that simultaneously achieves company goals and employees™ goal
involves motivating such work environment with quality of work life. This
involves giving cmplpyees opportunity for their personal growth, achievement,
responsibility, recognition and reward so as to get high quality productivity from

employees (Cecunc, 2004).

2.2.3 Determinants of Job Satisfaction

According to Baron (1986), job satisfaction can be affected by threc major
factors namely factors relating to work settings; factors rclating to specific
aspects of jobs; and factors associated with the individuals involved. However,

this study reviews the organizational determinants of job satisfaction including

19



pay. promotion, work itself and working condition as examined by Onukwube

(2012) as follows;

2.23.1 Pay and Job Satisfaction

Pay is scen as a commensurate monetary benefit which a worker receive as a
reward for work done. It encompasses both wages/salaries and other fringe
benefits which an employec receives at work. According to Onukwube (2012),
pay satisfaction is of primary concern to both employers and cn&p!oyccs. For
employees, pay is of obvious importance in terms of satisfying their economic
needs. 1t is important that they are satisfied with their overall pay as this may
impact their attitudes and bcha\;iours. Employce dissatisfaction with pay, for
instance, can decrcase commitment to the job, increasc stealing, and catalyze
turnover (Currall et al., 2005). According to equity theory, pay satisfaction is
based on perceptual and comparative processes {Lum es /., 1998). Fmployees
who feel under-rewarded will attempt 1o restore equity by reducing inputs such
as incrcasing absentecism, coming late to work, taking longer breaks, and
decreasing productivity, or by leﬁving ‘tilﬂ o.r.ganization, all of which are very

costly for an employer (Greenberg, 1990).

" Pay according to Oyebamiji, Kareem and Ayeni (2012) refers to the amount of
financial compensation that an individual receives as well as the extent to which
such compensation is perceived to be equitable. Luthans (1998) asscricd salaries

not only assist pcople to attain their basic needs, but are also instrumental in

20



satisfying the higher level needs of people. In the research carried out by
Sajuyigbe, Olaoye, and Adeyemi, (2013) and Tessema and Soeters (2006) they

found that pay has significant impact on job satisfaction and performance.

Lambert, Hogan. Barton and Lubbock (2001) finding was in linc with previous
researchers who agreed that financial rewards have a significant impact on job
satisfaction and performance. They concluded that, the greater the financial
reward, the less worry employecs have concerning their financial state, thereby
enhancing their impression of their self-worth to the organisation. According to
Robbins ef ol (2003), employces set;k pay systems that are perceived as just,
unambiguous, and in line with their expectations. Ojokuku and Sajuyigbe (2009)
and Sajuyigbe, Olaoye and Adeyemi (2013) discovered that pay is onc of the
most significant variables in cxplaining job performance and satisfaction. Fryc
(2004) found that there is positive relationship between pay and performance and
concluded that pay plays vital role in human capital intensive firms to attract and

retain expert workforce.

2.2.3.2 Promotion and Job Satisfaction

‘Promotion is a work situation whereby a worker advance from a lower to a
higher cadre with accompanied increment in salary/ pay and other benefits. Most
times workers arc promoted on the bases of cxcellent performance on the job,

dedication, number of years spent/ years of experience amongst others. Teseema
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and Socters (2006) averred that there is positive relationship between promotion

practices and perceived performance of employee. ‘

 The finding of Sajuyigbe er. al (2013) shows that many people experience
satisfaction when they believe that their future prospects are good. This may
translate into opportunities for advancement and growth in their current
workplace, or enhance the chance of finding alternative employment. They
maintain that 1 people feel they have limited opportunities for carcer
advancement, their job satisfaction may decrease. If organizations want to
accelerate performance of employees in the organization, fair- promotional

opportunitizs should be given to employees (Park et al., 2003).

Similarly, Robbins (2003) maintains that promotions provide opportunities {or
personal growth, increased responsibility, and increased social status even as
Nguyen er. af. (2003) asserted that job satisfaction is the result of promotion
opportunities in the organization. Job satisfaction according to Pergamit and
Veum (1999) is strongly related to opportunities for promotion. This view is
supported by Ellickson and Logsdon {2002) in their study on municipal
government workers where they established a statistically signilicant relationship
between promotion and job satisfaction. Bowen and Cattel (2008) also found a
positive relationship between promotion and job satisfaction. Nonetheless,
Keitner and Kinicki (2001) state that the positive relationship between promotion

and job satisfaction is dependent on perceived equity by employees.
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2233 Supervision and Job Satisfaction

The productivity and performance of swbordinates can be improved with
managcrial actions and supervision. Accordingly, Brunetto and Farr-Wharton
(2002) asserted that supervision of the immediate manager increases the Ievel of
Job satisfaction and performance. Sajuyigbe, Olaoye and Adeyemi, (2013)
averred that recognition of the achievements by the supervisors lcads toward job

satisfaction and performance.

Similar result was reported by Okpara (2004) that supervision plays significant
roles in job satisfaction and performance. Ojokuku and Sajuyigbe, (2009) also
noted that productivity and pefformance‘ of the subordinates is significant toward
the managerial actions and supervision of the workers, Thus, supervision has a

significant impact on job satisfaction and performance.

Supervision forms a pivotal role relating to job satisfaction in terms of the ability
of the supervisor to provide emotional/technical support and guidance with work
related tasks (Robbins et al., 2003). A relationship with immediate supetvisor is
an important antecedent of employee’s job satisfaction (Dupre and Day, 2007).
Gagnon and Judd (2004) found that employees with supervisors displaying
democratic management styles experienced higher levels of job satisfaction
compared to those who had supervisors who exhibited autocratic lcadership

style.
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2.2.3.4 Work Itself and Job Satisfaction

Robbins et. al. (2003) refer to the work itself as “the extent to which the job
~ provides the individual with stimulating tasks, opportunities for learning and
personal g_rowth, and the chance to be responsible and accountable for results™.
Jobs matched with the competencies and that are mentally stimulating are liked
by the employees. Luthans (1998) and Landy (1989) rcported that employees
derive satisfaction from work that is interesting and challenging, and a job that
provides them with status. They concluded that work itsell has a significant

effect on job satisfaction and performance.

Oshagbemi (2000) found a statistically signiﬁcan.t relationship between job
satisfaction and work itself. Equally, Robbins (2003) arpucs that “undcr
conditions of moderate challenge, most employees will experience pleasure and
satisfaction.” Rose (2001) indicatcd that cmployees should be given
opportunities to advance in their field of work so that they could accept
responsibilitics entrusted to” them. Study leave can be provided for those
employees with the desired skills and willingness to perform the jdb, who want

to improve their skills and knowledge.

2.2.3.5 Working Condition and Job Satisfaction

Spector (2008) tound that work environment is an important dcterminant of job
satisfaction and performance of employees. Working condition was also found to

be better determinant of job satisfaction and performance by the researchers
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(Carlan, 2007; Ellickson and Logsdon, 2001). Luthans (1998) shz;red the same
view that working conditions has a moderate impact on the employee’s job
- satisfaction and performance. Luthans (1998) said that if working conditions are
good, for instance clean, and attractive surroundings, employees will find it
easier to carry out their jobs. On the other Hand, if the working conditions are
poor like hot and noisy surroundings, employees will find it difficult to get their
work done and thercby experience dissatisfaction. Sajuyigbe er. al. (2013) also
maintained that working conditions are only li-kcly to have a significant impact
on job satisfaction and performance when, for cxample, the working conditions

are either extremely good or extremely poor.

2.2.3.8 Work Environment

The quality of comfort derivable from work environment determines the level ef
satisfaction and productivity of workers. Workers productivity cannot be
optimal, if the conditions of work environment are not favourable. Improved
work environment will enhance employee productivity. For example, standard
health facilities will protect the life of the workers. In case of any hazard on the
job they have some assurance of some income. This assured income tends to
minimize any inhibitory feats of the workers devoting themselves fully to their

work (Taiwo, 2010).

Conducive work environment ensures the wellbecing of employees which

invariably will enable them exert themselves to their roles with all vigour that
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may translate to higher productivity (Akinyelc, 2007). Longman dictionary of
contemporary English (2003) defines work environment as “all the situation,
events, people etc that influence the way in which people live or work” while

work” is defined as ““ a job you are paid to do or an activity that you do regularly

to earn money .

According to Kohun (1992), work environment as “an entirely” which comprises
the totality of forces, actions and other influential factors that are currently and,
or potentially contending with the employee’s activities and performance. Work
environment is the sum of the interrelationship that exists within the employecs
and between the employees and the cnvirohment in which the employees work.
Brenner (2004) was of the opinion that “the ability to share knowledge
throughout organizations depends on how the work environment is designed to
cnable organizations to utilize work environment as if it were an asset. This
helps organizations to improve effectiveness and allow cmployees to benefit

from collective knowledge”.

In addition, Brenner (2004) argued that work environment designed to suit
employee’s satisfaction and free flow of exchange of ideas is a better medium of
motivating employees towards higher productivity. Work environment when

appropriately designed, motivates employces toward higher productivity.

Work environment includes some factors, which either contributes positively or
negatively 1o achieving maximum employec productivity (Elywood, 1999). The
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factors which either contributes positively or negatively to cmployee
productivity are: temperature, humidity and air flow, noise, lighting, cmployee
personal aspects, contaminants and hazards in the working environment, types of

sub-environment (Taiwo, 2012). .

2.23.7 Co-Workers and Job Satisfaction

Co-workers influence on an employee job satisfaction centre on the dircct and
indirect support which a worker gained from colleagues in the organization. This
is in line with social network theory which shows (hat support from co-worker
networks serves as a resource that affects job satistaction {Bonache, 2005). Just
as Raabe and Bechr (2003) asserts that co-worker relationships have an
important influence on employce organizational commitment that results from
employee job satisfaction, Kreitner and Kinicki (2001) maintains that having
friendly and supportive colleagues contribute to increased job satisfaction. This
implies that close relationships with one’s co-workers increase job satisfaction
particularly in a situation where co-workers are regarded as friends, as a support

system.

2.23.8 Relationship between Job Satisfaction and Productivity

The relationship between job satisfaction and productivity in organizational
| setting has been established. Particularly, Cummings (1970) identified three
major points of view conceming this relationship. Satisfaction leads to

productivity, productivity leads to satisfaction and rewards leads to both
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productivity and satisfaction. Similarly, Mirvis and Lawer (1977) produced
conclusive findings about the relationship between job satisfaction and
performance. In attempting to measure the performance of bank tellers in terms
of cash shortages, their proposed arguments are satisfied tellers wére less likely

1o show shortages and less likely to lcave their jobs.

Equally, Kornhanuser and Sharp (1976) have conducted more than thirty studies
to identify the relationship between satisfaction and performance in industrial
sector. Many of the studies have found that a positive relationship cxisted
between job satisfaction and productivity/ performance. Katzell, Barret and
Porker (1952) demonstrated that job satisfaction was associated neither with
turnover nor with quality of production. Smith and Cranny {1968) reviewed the
literature and concluded that satistaction is associated with performance as well

as effort, commitment and intention.

Carroll, Keflas and Watson (1964) found that satisfaction and productivity are
crucial .rc]ationship in which each affcets the other. They suggest that
performance leads 10 more effort because of high perceived expectancy. The
effort leads to effective performance, which again leads to satisfaction in crucial
relationship. David, Joseph and William (1970) suggest that the type of reward
system under which workers perform strongly influence the satisfaction
performance relationship. An cmployee is influenced by various job related

factors and they are derived from job context and job content factors. Job content
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factors are related with intrinsic rewards aﬁd job context factors are related with
extrinsic rewards. A satisfied employee can motivate to extend more cffort to
improve the performance (Pushpakumari, 2008).
2.3 Theoretical Framework

This study is guided by the Two Factor Theory of Herzberg. Dipboye et. al.
(1994} has classified job satisfaction theorics into three: the two factor theory,
comparative theories and cognitive theories but this study is based on the
Herzberg two factor theory which attempted to explain how job satislaction is

influenced by intrinsic factors such as responsibifity and achicvement.

The two-factory theory was propounded by Frederick Herzberg in 1959,
The two-factor theory (also known as Herzberg's molivation-hygicne theory)

states that there arc certain factors in the workplace that cause job satisfaction,
|
while a separate set of factors cause dissatisfaction. Herzberg, theorized that job

!
shtisfaction and job dissatisfaction act independently of cach other. llerzberg
proposed a two-factor model of motivation, based on the notion that the presence
of one set of job characteristics or incentives lead to worker satisfaction at work,
! . - e
while another and scparate sct of job characteristics lead to dissatisfaction at

work. Thus, satistaction and dissatisfaction are not on a continuum with one

increasing as the other diminishes, but are independent phenomena.

Hlerzberg’s theory is that the factors which demotivate, (hygiene factors) if met,

do not necessarily lead to motivation. Therefore mecting the hygiene factors
1
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Joes not make an individual satisfied. It just makes pcople unhappy when the
k:!ygiene factors are not met. Hygiene factors can be considered as merely a
l.aunch pad, which when damaged or undermined, we have no platform, but in
themselves they do not motivate. Hygiene factors should be attacked to stop
someone from doing something e.g. allowing a mother to work more {lexible
hours to stop her from resigning altogether. Motivators, when met, Icad to
satisfaction and pleasure and provide encouragement to engage further.

Motivators nced to be addressed when you want somcone to do something.

According to Herzberg, individuals are not content with the satisfaction of
lower-order needs at work, for example, those associated with minimum salary
levels or safe and pleasant working conditions. Rather, individuals look for the
gratification of higher-level psychological needs having to do with achievement,

recognition, responsibility, advancement, and the nature of the work itself.

-

This theory suggests that to improve job attitudes and productivity,
administrators must recognize and attend to both sets of characteristics and not
assume that an incrcase in satisfaction Icads to decrease in un-pleasurable
dissatisfaction. The two-factor, or motivation-hygiene theory postulates that job
characteristics related to what an individual docs — that is, to the nature of the
work he performs — apparently have the capacity to gratify such needs as
achievement, competency, status, personal worth, and sclf-realization, thus

making him happy and satisfied. However, the absence of such gratifying job
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characteristics does not appear 1o lead (o unhappiness and dissatisfaction.
Instead, dissatisfaction results from unfavorable assessments of such job-related
factors as company policies, supervision, technical problems, salary,

interpersonal relations on the job, and working conditions.

Thus, if management wishes to increase satisfaction on the job, it should be
concerned with the nature of the work itself — the opportunities it presents for
gaining status, assuminlg responsibility, and for achieving self-realization. If, on
the other hand, management wishes to reduce dissatisfaction, then it must focus
on the job environment — policies, procedures, supervision, and working
conditions, If management is equally concerned with both, then managers ﬁmst

give attention to both sets of job factors.

Two-factor theory distinguishes Dbetween motivators that  give  positive
satisfaction, arising from intrinsic conditions ol the job itself, such‘ as
recognition, achievement, or pefsonal growth, challenging work, responsibility
and hygienc factors (c.g. status, job security, salary, fringe benefits, work
conditions) that do not give positive satisfaction, though dissatisfaction results
from their absence. These are extrinsic to the work itself, and iﬁ&lude aspects
such as company policies, supervisory practices, or wages/salaly..
Fundamentally, hygiene factors are needed to ensurc an employee is not
dissatisfied. Motivation factors are needed to motivate an cmployee Lo higher

performance.
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2.4 Summary of Literature Reviewed

The study focuses on the impact of job satisfaction on productivity. Accordingly,
the literature reviewed centre on the concept of productivity and joi; satisfaction,
the determinants of job satisfaction such as pay, promotion, supervision, work
itself, working condition, work cnvifonment and co-workers, the relationship
between job satisfaction and productivity in organization and Herzberg two-

factor theory.

From the literature reviewed, it is clear that pay is onc ot the most important
determinant of job satisfaction. Other determinants of job satisfaction include
supervision, promotion, work itself, working condition and the environment of
work. Pay does not just include the salary that an individual is getting from his /
her job; rather pay includes all pays and emoluments including the short term
and long term fringe benefits. The review demonstrates that job satisfaction is an
individual’s or a worker’s positive emotional reactions to a particular job. 'n
essence it means an affective reaction_ to a job that results from the worker’s
comparison of actual outcomes with those that are desired, anticipated, or

deserved.

The term productivity from the literature review connotes achievement of set
goal and objectives with minimum amount of resources. It implies efficiency
(doing things right) and effectiveness (doing the right thing) of employees

towards accomplishment of organizations set objectives. Although, productivity
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is affected by employee’s knowledge, skills, abilities and motivation the
literature reviewed reveals that job satisfaction which is determined by pay,
promotion, recognition and supervision among others are significant variables in

determination of workers productivity.

In accordance with Herzberg two-factor theory, the literature reviewed also
showed that indeed there are certain factors in the work environment that causes
Jjob satisfaction and dissatisfaction. The theory shows that the factors that cause
job satisfaction are independent of the factors that cause job dissatisfaction. In
other words. if the factors that cause job satisfaction are not meant by the
organization. it does not automatically lead to dissatisfaction and verse versa.
According to Herzberg. the hygiene factors are salary and benelits (basic
income, holiday entitlement, etc), working conditions (working hours, workplace
layout, facilities. equipment), company policy (rules and regulations, formal and
informal), status (rank. authority, relationship to others reflecting acceptance by
others), job security, supervision and autonomy (extent of control individual has
over content and execution of job), office life (interpersonal relationships) and
personal life. On the other hand, the motivators are achievement (reaching or
exceeding objectives), recognition (acknowledgement of achievement by other
enhances self esteem). job interest (a task that provides positive, satisfying
pleasure), responsibility (exercising authority leadership, risk-taking, decision-

making and self direction raise self esteem), advancement (promotion, progress
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and rising rewards for achievement and the feeling that advancement is possible).
The overall literature reviewed thus revealed that there is a relationship between

job satisfaction and productivity in organization.
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CHAPTER THREE

METHODOLOGY
3.1 Introduction
This chapter describes the method adopted in data gathering and analysis. It
defines the research design employed, population of the study, sample size,

sources of data, sampling technique and method of data analysis.

3.2  Rescarch Design

The correlational and survey rescarch design was employed in this study to
ascertain the relationship between job satisfaction and productivity in the
banking scctor of the Nigerian economy. Given these rescarch  designs,
questionnaire will be administered to respondents comprising workers of banks
and selected customers of the banks to elicit relevant information based on which
the research question will be analysed and conclusion made. Apart from
establishing a relationship between job satisfaction and productivity in the
banking scctor, the study will give a descript.ive of the state of affairs of job
satisfaction and productivity as it exists at present in selected Nigerian banks. It
involves gathering of raw and processed data that are relevant to the subject of
interest using appropriate techniques. Resultant data from the survey will be

analyzed taking into consideration information gathered from journals and

textbooks.
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3.3 Population of the Study
The population of the study consists of the twenty (20) commercial banks

currently operating in Nigeria. The population of the study is shown in table 3.1

below.

Table 3.1:  Population of the Study

S/No. | Population S ]
1. | First Bank NigeriaPle ___m - '
2. | United Bank for Africa (UBA) Ple

3. | Guaranty Trust Bank (GTB) Plc o =
(4. | Zenith Bank Ple B
5. | Access Bank Ple

6. EcoBankPle

'7. | UnionBank Ple -

f‘i . T MainStreet Bank Ple _

9. Nigerian International Bank (NIB) Plc o
10, ~ Stanbic-IBTC Bank Ple |
1. | Standard Chartered Bank Ple -
12. Diamond BankPle
13. Skye Bank Ple S
14 3 CitiBank Ple - - -

[ I15. | Fidelity Bank Ple

16, | Sterling BankPle ..
17. ~ Unity Bank Ple S |
18. ;_-__E‘:_l11_:1_ Bank Ple - o
19. Keystone Bank Ple -
20. | Emerprise Bank Plc

3.4 Sample Size
Five (3) banks will be used as sample of the study. The CAMEL criteria will be
used to select five performing banks in Nigeria. Ten participants will be selected

each from the five banks to participate in the study. Accordingly. Fifty (50)
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participants comprising bank workers and additional Twenty Five (25)
respondents consisting of customers will be selected to contribute to the
research. Questionnaires will therefore be administered on the bank’s employces
and customers who are the sampling units. The sample size of the study therefore
cquals Seventy Five (75). The respondents are presumed that they would have
adequate, current and useful information concermning job satisfaction and
ptoductivity in Nigerian banks. Only the branches of the selected banks in
Kaduna will be visited. The banks included in the study based on CAMEL rating
include: |

i. First Bank;

ii.  Guaranty Trust Bank
ili.  Zenith Bank

iv.  Diamond Bank; and

V. Skye Bank

3.5 Sampling Technique
The aforementioned banks were selected using systematic sampling based on
CAMEL rating by CBN. The sample size of Seventy Five (75) respondents that

participated in the study was selected using simple random sampling technique.

3.6 Sources of Data and Mecthods of Data Collection
The research made use of primary data, The primary data are those that will be

obtained directly from the field through responses to adiministered questionnaire.
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The primary data will be supported with secondary data especially in respect of

CAMEL rating of the banks.

The main research instrument employed in this study is questionnaire. The data
used in the study was collected through questionnaire because it is relatively
cheap and convenient. It also gives the respondent adequate time to give well
thought out answers. The use of questionnaire also made it possible to reach
some respondents who were not casily approachable. The questionnaire
instrument in the study was possible because the respondents are educated. The
questionnaire will be delivered by hand to the respondents is structured and
closed ended form. The questionnaire will be titled: “Impact of Job Satisfaction

on Productivity in Nigerian Banks.”

3.6.1 Description of the Instrument

The questionnaire will consist of two types. Type A and B. Type A will be
administered to bank workers while Type B will be administered to the bank
customers. Type A consist of three sections namely A, B and C. Section A
contains question related to the educational background and personal data of
participant. Section B of the questionnaire deals with the level of job satisfaction
in the bank while section C dwells on bank productivity. Type B consist of two
sections namely A and B. Section centre on the personal data of participants

while section B dwells on employee productivity. The research utilized the
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questionnaire method because of its effectiveness in terms of money, effort and
time. It also guarantees uniformity in the pattern of questions and it enablcs the
rescarcher to obtain sincere responses from the respondents even as

confidentiality of responses is ensured.

3.6.2 Administration and Scoring of the Instrument

The questionnaire used for collecting data will be administered by the researcher
on the aforementioned respondents with the help of one research assistant who
will be trained on the subject matter. The research instrument will be delivered in
person 1o the participants who will be giyen I - 5 days to respond completely to
the questionnaire. Constant follow-up and call method will be utilized 10 ¢licit a
very high response. Questions raiscd in the questionnaire will be made congruc.:t
with the research questions formulated in chapter one under sections 1.4. The
responses of participants will be scored on a 3-point Likert-type rating scale

ranging from “Very Satisfied/ Excellent” to “Very Dissatistied/ Poor™ as

follows:
Very Satisficd/ Excellent - _ 5 points
Satisfied/ Very Good - 4 points
Neither Satisficd Nor Dissatisfied/ Good - 3 points
Dissatisficd/ Fair - 2 points
- Very Dissatistied/ Poor - 1 point
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3.7 Technique for Data Analysis
The data collected will be collated, tallied and converted into frequency. Tables
will be used in presenting the data. The research question will be analyzed using

simple frequency and percentages whilc the hypotheses will be tested using

Pearson Corrclation analysis.

3.8 Justification of Method Used

According to Azizi et al. (2007), the two types of analyses often used in
research are descriptive analysis and inference analysis. Descriptive analysis
constitutes mean, t-test, percentage, frequency and standard deviation while

inference analysis consists of Pearson correlation and regression.

In this study, the data would be analyzed using descriptive analysis of percentage
and frequency. This is because the study is guided by research questions which
can adequately be tested using simple frequency and percentlage. Frequency and
percentage arc descriptive statistics that describe the state of the phenomenon as
it exists at a particular time. This research is interested in job satisfaction and
productivity of banks in Nigcria. Frequency and percentage is simple to apply

and easy to understand, hence, it’s adopted in this study.

In addition, correlation analysis is uscd to test the hypotheses of the study
because the study looks at the relationship between two variables which are job

satisfaction and productivity, Pearson correlation is a suitable and reliable
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technique for analysing relationship ot association between two variables. In this
study, productivity is the dependent variable while job satisfaction is the

independent variable.

Job Saiisfaction was measured using the Minnesota Satisfaction Questionnaire
(MSQ). The MSQ is used because il provides more specific information on the
aspects ol a job that an individual finds rewarding than do more gencral
measures of job satisfaction. In addition, the MSQ is utilizcd because it caplures
all the indicators or indices of job satisfaction. In measuring productivity of
employees Service Quality dimensions where uscd while in measuring
productivity of the organization '(bank in this study) CAMEL rating was
employed. In Nigeria, the CBN and Nigeria Deposit Insurance Corporation
(NDIC) apply the CAMEL rating system to measure bank performance or

productivity. Theretore, this is adopted in this research.
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CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.1 Introduction

This chapter deals with data presentation and analysis. 1t shows the analysis of
responses to the questionnaire administered to respondents. Analytical tools such
as tables. frequencies and percentages were employed. Correlation analysis was
used to test the hypotheses of the study because the study looks at the
relationship between two variables namely job satisfaction and productivity.
Participants’ opinions concerning the impact of job satisfaction on productivity
in the banking sector of the Nigerian economy were sampled and the facts

collected are hereby presented below.

4.2 Data Presentation

Out of the 75 instruments (50 for bank cmployces and 25 for customers)
administered, only 65 (comprising 46 employces and 19 customers)
questionnaires were returned by respondents. As a result, the tﬁtal number of
questionnaires used for the analysis equals 65. Specifically, the Type A
(measures level of job satisfaction and productivity of banks) questionnaire was
administércd on the bank employees only while the Type B (measures

productivity of employees in the banking sector) questionnaire was administered
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on the customers only. The following tables represent the various responses

gathered from participants.

Table 4.1: Location
e ——————

CATEGORIES
o TOTAL
RESPONSE | BANKERS | CUSTOMERS | RESPONDENTS

FREQ. | % |FREQ. | % |FREQ. | %

KADUNA | 46 100 19 |100| 65 | 100
TOTAL | 46 100 19 100 | 65 100

Source: Field Survey, 2013

Table 4.1 shows the location where the research was conduction. It exhibits that
the study was conducted in Kaduna metropolis and bankers that participated
work with the sampled banks located in mainly Kaduna metropolis. As shown by
the table. the total number of bank employees that participated in the research
equal 46 representing 100 percent of the banks workers. In the same vein, a total
of 19 customers of the banks representing 100 percent contributed to the study.
Therefore, a total of 65 respondents standing for 100 percent of total sample

contributed to the study.
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Table 4.2: Educational Qualification

CATEGORIES
= TOTAL
RESPONSE | BANKERS | CUSTOMERS | RESPONDENTS
|

. - FREQ.[ % |FREQ.| % |FREQ. | %
OND 5 [1087] 2 [1053] 7.00 | 1077
Rolu SR, S S > ¢ 2. 2632 | 13.00 | 20.00
BSC | 22 |[47.83] 10 |52.63| 32.00 | 49.23
M.SC/MBA 11 {2391 2 | _l_&:}__?a__' 1300 | 2000
TOTAL 46 | 100 | 19 | 100 | 65 | 100 |
Source: Field Survey, 2013

Table 4.2 shows the educational qualification of bankers that parliéipa\cd in the
studv. The responses of the bankers that took part in the study show that 5
accounting for 10.87 percent have OND while 8 standing for 17.39 percent have
HDN. In addition, 22 bank workers representing 47.83 percent possess B.Sc just
as 11 standing for 23.91 percent have M.S¢/ MBA. In respect of the banks
customers. the table shows that 2 (10.53 percent), 5 (26.32 pcrccnt).- 10 (52.63
percent) and 2 (10.53 percent) have qualification such as OND, HND, B.Sc and
M.S¢/ MBA respectively. The overall responses reveal that the minimum
qualification of the participants is OND while the highest qualification is Masters

Degree (M.Sc) with majority having B.Sc degree. This reveals that the

participants in the study are learned.
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4.3  Years of Working Experience

CATEGORIES TOTAT

RESPONSE | BANKERS | CUSTOMERS | RESPONDENTS
S SR
| FREQ.| % |FREQ.| % |FREQ.| %

1-5 Years 13 28.26 2 10.53 | 15.00 23.08

6-10 Years 16 [34.78| 6 [31.58] 2200 | 33.85
| It | 220 | 550

1-15Years | 12 }2609) 7 |3684) 19.00 | 2923
16 Years and '| _ N

Above | 5 |1087| 4 2105 9.0 13.85
. | e Sl __j
TOTAL | 46 | 100 | 19 | 100 | 65 | 100

Source: Field Survey, 2014
Table 4.3 exhibits the years of working experience of respondents. As seen in the
table, the bankers totalling 13 (28.26 percent), 16 (34.78 percent), 12 (26.09
percent) and 5 (10.87 percent) have working experience of 1 - 5 years, 6 - 10
years, 11 — 15 years and 16 years & above respectively in the banking sector. In
the same vein. customers responses reveals that 2 (10.53 percent), 6 (31.58
percent), 7 (36.84 percent) and 4 (21.05 percent) have experiences spanning | —
S years, 6 — 10 years, 11 — 15 years and above 16 years correspondingly. The
overall responses as shown by the table reveal that the bankers have sufficient

experience 1o bring to bear in the study.
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Table 4.4: Designation of Participants

CATEGORIES TOTAL
RESPONSE | BANKERS | CUSTOMERS | RESPONDENTS
FREQ.| % |FREQ.] % |FREQ.| %
MANAGER 10 |2174] - - 10.00 | 15.38 |
OFFICER 27 {5870] - - 27.00 | 41.54
OTHERS 9 1957 - - 9.00 | 13.85
CUSTOMER - ; 19 1100.00] 19.00 | 29.23
TOTAL 46 | 100 | 19 | 100 65 | 100 |

Source: Field Survey, 2014

Table 4.4 reveals the designation of the participants in the study. Majority of the

bank workers that participated arc at the officer level. Particularly, of the total

respontdents 10 are managers (15.38 percent), 27 are officers (41.54 percent) and

6 are of other designation (13.85 percent). The other 19 respondents accounting

for 29.23 percent constitute customers of the banks included in the rescarch.

Customers of the banks were particularly included in the study to respond to the

question relating to productivity of employees in the selected banks so as to

avoid bias on the part of the workers response to the questions.
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Table 4.5: Respondents Knowledge of the Subject Matter

CATEGORIES ——
RESPONSE | BANKERS | CUSTOM ERS | RESPONDENTS |
FREQ., % |FREQ.| % |FREQ.| %
EXCELLENT | 15 |3261] 2 10.53 | 17.00 | 2615
VERYGOOD | 22 4783 7 13684 29.00 | 4462 |
Goop | 9 1957 10 5263 | 19.00 | 29.23
TOTAL | 46 | 100 | 19 | 100 | 65 | 100

Source: Field Survey, 2014

Table 4.5 shows respondents knowledge of the concept of job satisfaction and
productivity of workers. The responses reveal that majority of the participants
totalling 29 and accounting for 44.62 percent have very good knowledge of the
concepts. This is followed by a total number of 19 (29.23 percent) and 17 (26.15
percent) respondents having good and excellent knowledge of the concepts. A
breakdown of the total respondents by categories demonstrates that banker
totalling 13 (32.61 percent), 22 (47.83 percent) and 9 (19.57 percent) have
excellent, very good and good knowledge in that order while customers totalling
2 (10.53 percent), 7 (36.84 percent) and 10 {52.63 percent) have excellent, very

good and good understanding of the concepts respectively.

4.3 Level of Job Satisfaction in the Banking Industry
The tables (4.6 — 4.14) below depict statistics on the perception of bank
employees concerning the level of job satisfaction in the banking sector. The

bank customers were not included here because the bank workers were deemed
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to have more reliable information concerning the happenings in the banking

sector since they are insiders.

Table 4.6: Being Busy on the Job

RESPONSE FREQUENCY PERCENTAGE |
VERY SATISFIED 25 5435 |
SATISFIED 14 _____;__ 3043
DISSATISFIED 7 1 1522
ToraL | 46 | 100

Source: Field Survey. 2014

Table 4.6 shows majority of the bank workers that participated in the study are
satisfied with the level of workload on the job. Accordingly. 25 respondents
accounting for 54.35 percent remarked that they are very satislied even as
additional 14 standing for 30.43 percent responded that they are satisfied with
the bank job. However, a tew respondents totalling 7 and corresponding to 15.22
percent responded that they are dissatisfied with the job. From the overall
remarks it can thercfore be deciphered that many workers in the banking sector
are satisfied with the level of workload or responsibility on the job. Only a few

of them are not satisfied with the job in terms of level of work.
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Table 4.7: Independence and Opportunity to Work Alone

RESPONSE ~ |FREQUENCY  |PERCENTAGE |
VERY SATISFIED 12 2609
SATISFIED | 30 [ 6522 |
DISSATISFIED | 4 | 870
TOTAL 46100

Source: Field Survey, 2014
Table 4.7 illustrates the level of opportunity which bank employees have to work
independently. Majority of the workers remarked that they are satisfied with the
level of freedom they are given to execute their work. Accordingly, respondents
totalling 12 (26.09 percent) and 30 (65.22 percent) remarked very satisfied and
satisfied in that order with respect to the opportunity they have o work
independently. Nonetheless, 4 respondents accounting for 8.70 percent expressed
dissalisfactipn with the level of independence given them in execution of their
work. From the overall response. it can therefore be inferred that bank employees
have a high level of independence and opportunity to work alone and do
different variety of jobs. Employees have the opportunity to use their own

method and execute creative ideas in the bank.
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Table 4.8: Respect from Other Members of the Organization

RESPONSE FREQUENCY PERCENTAGE

| VERY SATISFIED . 2826 |
SATISFIED 3 4
TOTAL 46 A 100

As shown in table 4.8, the bank workers agreed that there is high level of regard
and respect among employees working in the banking industry. In this respect.
13 respondent accounting for 28.26 percent remarked that they are very satisfied
just as majority equalling 33 and standing for 71.74 percent marked that they are
satisfied with the level of respect workers give to one another in the banking
sector. From the overall response, it can be discern that there is high level of
respect and decorum among banks employees and the workers are satisfied with

it

Table 4.9: Level of Moral and Ethical Values

RESPONSE Eﬂgumv,_ i@l{c_P;M‘AQ_E___..
VERY SATISFIED 27 5870
SATISFIED _ 16 ' ' 34.78
| DISSATISFIED 3 6.52
TOTAL 46 100
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As shown in table 4.9, the level of moral and ethical values in Nigeria banking
industry is high. This is seen in the responses as 27 participants accounting for
38.70 percent and another 16 standing for 34.78 percent remarked that they ar¢
very satisfied and satisfied in that order with the level of moral and ethical values
in the banks. Only 3 respondents accounting for 6.52 percent of the total bank
cmployees showed dissatisfaction with the fevel of moral and ethical values in
the banks. From the overall responses, il can understood that the level of moral
and ethical valucs in Nigeria banking industry in high. As remarked by
participants, one of such moral values is integrity while that of ethical values is

profcssionalism,

Table 4.10: Authority to Give Subordinate Directives

RESPONSE FREQUENCY PERCENTAGE |
VERY SATISFIED 36 78.26
SATISFIED 10 21.74
TOTAL 46 100

Source: Field Survey, 2014

Table 4.10 shows the presence of hierarchy of authority in Nigeria banking
sector. Respondents remarked that they have authority over their subordinate to
issue directives. Accordingly, 36 participants accounting for 78.26 percent and
additional 10 respondents standing for 21.74 percent remarked very satisfied and
satisfied correspondingly in terms of the hierarchy/ level of authority in the
banking industry. From the overall responses, it can be inferred that the

hierarchy of authority in the banking industry is clearly defined and every senior
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worker has authority over his or her subordinate. Thus, the reporting line is

clearly spelt out and every staff has authority to give subordinate directive.

Table 4.11: Schedule of Work based on Ability and Qualification

RESPONSE FREQUENCY PE_RCE@A_L;_F;__
VERY SATISFIED | 34 ) 7391
SATISFIED | 12 _,r,_, 2609
TOTAL T A B

Source: Field Survey, 2014

Table 4.11 demonsirates that schedule of work in the Nigerian banking system is
usually based on workers dexterity and qualification. Employees totalling 34 and
accounting for 73.91 percent of total workers that contributed and other 12
standing for 26.09 percent responded that they are very satisfied and satisfied
respectively because work designation in their bank is strictly based on level,
ability and qualification. From the overall responses, it can therefore be
discerned that work allocation in the banking sector is strictly based on workers

level, dexterity and qualification.

Table 4.12: Opportunity to Make Progress and Build Career

e o e e et g e
RESPONSE FREQUENCY | PERCENTAGE
VERY SATISFIED 25 54.35

SATISFIED 21 4565
TOTAL 6 | 100 EJ

Source: Field Survey, 2014
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Table 4.12 demonstrates the opportunity workers have to make progress and
build a fulfilling career in the banking sector in Nigeria. All the participants
working in the banking sector have the feeling of being successful as a banker.
Accordingly, 25 workers accounting for 54.35 percent and other 21 staff
standing {or 45.65 percent remarked very satisfied and satisfied to the statement
on available opportunity to advance and build a carcer in the Nigerian banking
industry. From the ovcrall responses, it can therefore be deciphered that
employecs arc satisficd with the level of opportunity available in the bank to

build career and progress in life.

Table 4.13: Suitability of Working Conditions

RESPONSE FREQUENCY PERCENTAGE
VERY SATISFIED 19 | 41.30
SATISFIED 27 58.70
TOTAL 46 100

Source: Field Survey, 2014

Table 4.13 illustrates the suitability of condition of service in Nigerian banking
industry. From the table it can be seen that workers are satisfied with the banks’
policy and condition of service as shown by 19 participants standing for 41.30
percent and additional 27 respondents accounting for 58.70 ‘perccnt who
remarked that they are very satisfied and satisfied in that order. Therefore, it can
be inferred that the policy and workers condition of service in the banking

industry is satisfactory.

*
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Table 4.14: Job Security

RESPONSE | FREQUENCY | PERCENTAGE
VERY SATISFIED 13 2826
SATISFIED 27 58.70

DISSATISFIED b 13.04
TOTAL 46 } 100 |

Source: Field Sur\'c;’; 2014
As shown by table 4.14. there is job sccurity in the banking sector. This is
exhibited by participants as a total of 13 (28.26 percent) and others in majority of
27 (58.70 percent) agreed that they are very satisfied and satisfied in the order
with the level of job security in the bank. However, a total of 6 participants
accounting for 13.04 percent expressed dissatisfaction with the level of job
security in the banking sector. From the overall responses, it can be deducted that
there is job security in the banking sector but it is restricted to some

cadre/category of workers.

4.4 Productivity of Banks in Nigeria

Tables 4.15 — 4.18 below depict the perception of the bank employees in
respect of the ranking of the leading banks in Nigeria with respect to
management competence, camings strength/profitability, market capitalization

and value of total asset.
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Table 4.15: Ranking as Regards Being a Leading Bank ‘
RESPONSE | FREQUENCY | PERCENTAGE |
EXCELLENT 17 3696
VERY GOOD o 19 B 4130 |
GOOD B 10 ] 2174
TOTAL _ 46 ! | 100

Source: Field S_um.\ 2014
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Table 4.15 shows the ranking of the banks included in the study in terms of

being the top performing bank in the industry. In ranking their banks with

respect to industry leadership participants totalling 17 participants (36.96

percent), 19 (41.30 percent) and 10 (21.74 percent) marked excellent, very good

and good respectively. Therefore, from the general responses it can be inferred

that the banks included in the study are among the leading banks in the Nigerian

banking industry.

Table 4.16: Management Competence of Banks

A ——

[

[

Source: Field Survey, 2014 -
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RESPONSE FREQUENCY PERCENTAGE
EXCELLENT 34 7391 |
VERY GOOD 12 26.09
TOTAL 46 100_____J
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Table 4.16 exhibits the management competence of the banks in"cluded in the
study. As seen in the table, the banks are excellent and véry good in management
as remarked by the participants totalling 34 (73.91 percent) and 12 (26.09
percent) of the total sampled bank workers in that order. Therefore, the banks

can be inferred to have very high management competence.

Table 4.17: Sustained Increase in Profitability

RESPONSE FREQUENCY PERCENTAGE
EXCELLENT 37 80.43
VERY GOOD 9 19.57
TOTAL 46 100

Source: Field Survey, 2014

Table 4.17 shows the sustainability of the increase in profits ganed by the
selected banks. A total of 37 participants accounting for 80.43 percent marked
the banks excellent just as additional 9 workers standing for 19.57 percent
corroborated that the banks have sustained increase in profitability by marking
very good. The overall responscs therefore depict a high productivity of the

banks especially in terms of sustained increase in profit from on¢ year to another.
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Table 4.18: Value of Total Assets

RESPONSE ‘FREQUENCY | PERCENTAGE |
EXCELLENT 41 8913
VERY GOOD 5 1087
TOTAL 46 100

Source: Field Survey, 2014

As shown by table 4.18, the selected banks are leading in the banking industry in
terms of value of total assets. This is seen in the rating as respondents totalling
41 and accounting for 89.13 percent and additional 5 standing for 10.87 pereent
rated the banks excellent and very good correspondingly. The entire responses
signify therefore that the banks including in the study are leading in the banking

industries in respect of value of total assets.

4.5  Productivity of Employees in the Banking Industry

Tables 4.19 — 4.25 below represents participants (mainly sampled banks
customers) perception of the bank employees’ productivity in terms of service
quality dimensions such as tangibles, reliability, responsiveness, assurance and
empathy. The questionnaires concerning workers productivity were particularly
administered on the banks customers to avoid bias that would have occurred if

the hankers were asked to assess themselves.
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Table 4.19: Appearance, Personableness and Courtesy of Workers

RESPONSE FREQUENCY PERCENTAGE
EXCELLENT 8 42.11
VERY GOOD 5 26.32
GOOD 6 31.58
TOTAL 19 100

Source: Field Survey, 2014

As shown by table 4.19, customers agreed that the sampled bank workers are
productive. This is seen in the responscs as participants totalling 8 (42.11
percent), 5 (26.32 percent) and 6 (31.58 percent} scored the workers excetlent,
very good and good respectively. Therefore, from the overall responses it can be
inferred that the bank workers appears courteous and pcrsonab!é and conduct

themselves professionally.

Table 4.20: Performance of Promised Service Dependably and Accurately

RESPONSE FREQUENCY PERCENTAGE
EXCELLENT 10 52.63
VERY GOOD 6 31.58
GOOD 3 15.79
TOTAL 19 100

Source: Field Survey, 2014

As seen in table 4.20, in terms of dependable and accurate performance of the
promised service quality, customers totalling 10 (52.63 percent), 6 (31.58

percent) and 3 (15.79 percent) ticked excellent, very good and good in that order
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in rating the ability of the bankers to perform promised service dependably and
accurately. Therefore, it is clear that workers of the sampled banks have the

prowess to perform the promised service accurately and dependable. This

implies that the topmost bank employees are reliable,

Table 4.21: Willingness to Help Customers and Provide Prompt Service

RESPONSE FREQUENCY PERCENTAGE
EXCELLENT 2 10.53
VERY GOOD 9 47.37
GOOD 8 42.11
TOTAL 19 100

Source: Field Survey, 2014

Table 4.21 shows the topmost banks workers level of willingness o help
customers and provide prompt service. Accordingly, customers numbering 2
(10.53 percent), 9 (47.37 percent) and 8 (42.11 percent) scored the workers
excellent, very good and good respectively. The responses therefore show that
the banks employees are always willing to help customers even as they provide

prompt service.
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Table 4.22: Knowledge of Workers and Ability to Inspire Trust and
Confidence

 RESPONSE FREQUENCY PERCENTAGE
EXCELLENT 0 2

EX B 52.63 R
VERY GOOD 8 4211
GOOD | 1| 526
| TOTAL I R e [

Source: Field Survey, 2014
Table 4.22 exhibits the knowledge of the topmost bank workers with respect to
specialized knowledge of the job and their ability to inspire trust and confidence
in customers. Accordingly, respondents numbering 10 (52.63 percent), 8 (42.11
percent) and 1 (5.26 percent) scored the bank employees excellent, very good
and good correspondingly. This implies that the staff of the sampled banks have
specialized knowledge of their work in addition to ability to inspire trust and

confidence in customers.

Table 4.23: Care and Individualistic Attention Given to Customers

RESPONSE FREQUENCY PERCENTAGE
EXCELLENT 13 68.42

VERY GOOD 6 3158
TOTAL 19 | 100 |

Source: Field Survey, 2014

With respect to workers care about customers satisfaction and giving of

individualized attention to customers table 4.23 shows a very high ranking of the



workers by customers. This is noticeable from the table as 13 respondents
accounting for 68.42 percent and 6 others standing for 31.58 percent ranked the
workers excellent and very good in that order. Therefore, it can be inferred that

workers of the topmost banks care about giving customers maximum satisfaction

even as they treat customers individually in atiending to them.

Table 4.24: Workers Contribution to Banks® Productivity

RESPONSE FREQUENCY PERCENTAGE
EXCELLENT 14 30.43
VERY GOOD 27 58.70
GOOD 3 10.87
TOTAL 46 100

- Source: Field Survey, 2014

Table 4.24 reveals that workers account to a large extent for the produetivity of
the selected banks. The responscs shows that the employees contribution is
excellent, very good and good as remarked by participants totalling 14 (30.43
percent), 27 (58.70 percent) and 5 {10.87 percent) respectively. Putting all the
responses into consideration, it can be inferred that workers contribute

significantly to the productivity of the topmost banks included in the study.
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Table 4.25: Effect of Job Satisfaction on Employees® Performance

RESPONSE FREQUENCY PERCENTAGE
EXCELLENT 24 52.17
VERY GOOD 22 47.83
TOTAL 46 100

Source: Field Survey, 2014

Table 4.25 illustrates that job satisfaction in the. banking mndustry has an effeet on
employee’s performance. As shown by the table, participants totalling 24 and
accounting for 52.17 percent and additional 22 standing for 47.83 percent
remarked excellent and very good correspondingly that the 'lcvel of job
satisfaction in the banking industry has significant effect on workers
performance. Therefore, it can be deciphered that the contribution of workers to

bank’s productivity is fuelled by job satisfaction in the banking scctor.

, Q0004940

4.6 Reward Employed in the Nigerian Banking Industry

The statistics with respect to the perception of participants concerning the
reward sampled banks use in motivating employees are presented in table 4.26 -

4.33 as shown below.

62



Table 4.26: Work as Source of Job Satisfaction

RESPONSE FREQUENCY PERCENTAGE
VERY HIGH

EXTENT 27 58.70
HIGH EXTENT 19 41.30
TOTAL ; 46 100

Source: Field Survey, 2014

Table 4.26 shows the extent to which work serve as a source of job satisfaction
to workers in the topmost banks in Nigeria. Participants” remarks reveal that the
high level of job satisfaction in the banking industry is not unconnected to the
nature of the work. Accordingly, 27 participants standing for 58.70 percent and
another 19 representing 41.30 percent opined that to a very high extent and high
extent in that other banks design work assigned to workers in such a way to
make it challenging and interesting. This implies that the nature of work in the
banking sector interest and gives job satisfaction to employees. It can therefore
be understood that job in the banking sector provides the employee with
stimulating, tasks, opportunities for learning and chance to be responsible and
accountable for results. The overall responses points to the fact tha! extrinsic job

reward such as work itself is used in the banking sector in Nigeria.
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Table 4.27: Work Setting/Environment as Source of Job Satisfaction

»
RESPONSE FREQUENCY 'EER(;_E§TA_QE )
VERY HIGH
EXTENT 17 36.96

.
HIGH EXTENT | 29 63.04 |
TOTAL 46 w0

Source: Field Survey, 2014

As shown by table 4.27, work setting/environment constitutes a source of job
satisfaction in the topmost banks in Nigeria. This is clear as 17 respondents
standing for 36.96 percent remarked that to a very high extent banks employ
work setting to make workers satisfy with their job. In corroboration. majority of
the respondents totalling 29 and accounting for 63.04 percent opined that to a
high extent banks in Nigeria utilizes work setting to maximize the quality of
comfort that workers derive from the job. Therefore, from the overall response it
can be noted that the condition of the working environment in Nigeria banking
sector is favourable and enhances workers productivity. The responses further
show that extfinsic job reward like work setting/environment constitutes a source

of job satisfaction in the banks.



Table 4.28: Working Condition as a Source of Job Satisfaction

RESPONSE FREQUENCY PERCENTAGE
VERY HIGH

EXTENT 14 30.43
HIGH EXTENT 25 54.35
MODERATE

EXTENT 7 15.22
TOTAL 46 100

Sourcc: Field Survey, 2014

Table 4.28 shows the favourability and use of working conditions by the topmost
banks to create workers satisfaction on job. Accordingly, participants numbering
14 (30.43 percent), 25 (54.35 percent) and 7 (15.22 percent) remarked that to a
very high extent, high extent and moderate extent correspondingly Nigerian
banks employ good working condition and favourable terms of contract to
motivate workers. From the foregoing, it is thercfore clear that banks terms of
contract is favourable and they employ good wﬁrking condition so as to make
workers to be satisfied on the job. The overall responses reveal that extrinsic job

reward like working condition and favourable terms of contract serve as a source

of job satisfaction in the topmost banks in Nigeria.
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Table 4.29: Interpersonal Relationship as Source of Job Satisfaction

RESPONSE FREQUENCY PERCENTAGE
VERY HIGH

EXTENT 23 50.00
HIGH EXTENT 9 19.57
VERY LOW

EXTENT 14 30.43
TOTAL 46 100

Sourcc: Field Survey, 2014

Table 4.29 illustrates the extent to which interpersonal rclationshii; constitute a
source of job satisfaction for workers. This is an extrinsic reward that emanate
from co-workers relationship. As seen in the table 23 respondents standing for 50
of the total bank employcee that participated in the study said that to a very high
extent interpersonal relationship serve as a source of job satisfaction in the
banks. In addition, 9 participants (19.57 percent) opined that to a high extent
cordial co-worker relationship is prevalent. However, 14 respondents (30.43
percent) contrasted that interpersonal relation to a very low extent constitutes a
source of job satisfaction, From the overall responses therefore, it can be
understood that interpersonal relationship does not constitute a major source of

job satisfaction in the topmost banks.



Table 4.30: Pay as Source of Job Satisfaction

RESPONSE FREQUENCY PERCENTAGE
VERY HIGH

EXTENT 46 100.00
TOTAL 46 100

Source: Field Survey, 2014

Table 4.30 demonstrates that pay constitute a source of job satisfaction in
Nigerian banking industry. All the participants totalling 46 and accounting for
100 percent opined that to a very high extent banks in Nigeria give workers
commensurate monetary benefit as a reward for work done. 1t is clear that the
participants arc unanimous in respect of the use of pay by Nigerian banks.
Therefore, it can be inferred that pay constitute a major source of job satisfaction

in the topmost banks in Nigeria.

Table 4.31: Promotion as a Source of Job Satisfaction
RESPONSE FREQUENCY PERCENTAGE
VERY HIGH
EXTENT 33 71.74
HIGH EXTENT 13 28.26
TOTAL 46 100

Source: Field Survey, 2014

Table 4.31 exhibits that promotion is a source of job satisfaction in Nigerian
topmost banks. Participa'nts opined that banks always promote staff in order to
motivate them or make them derive satisfaction from the job. Accordingly,

respondents totalling 33 (71.74 percent) and 13 (28.26 percent) marked very high
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extent and high extent respectively in response to banks use of promotion to
make employees satisfy with the job and increase performance. Therefore, it can
be understood that intrinsic reward such as promotion constitutes a source of job

satisfaction in Nigeria’s topmost banks.

Table 4.32: Supervision as Source of Job Satisfaction

' RESPONSE | FREQUENCY PERCENTAGE
VERY HIGH

EXTENT 27 5870
 HIGH EXTENT 19 L4130 |
TOTAL | 46 | 100

Source: Field Survey, 2014

As shown by table 4.32, the leading banks in Nigeria always supervise workers
on the job in order to bring about high productivity. Accordingly, participants
totalling 27 (38.70 percent) and 19 (41.30 percent) marked very high extent and
high extent in that order in response to topmost Nigerian banks use of
supervision as an intrinsic reward. Therefore, it can be said that supervision
constitute a source of job satisfaction and the banks always supervise workers in

order to increase productivity.
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Table 4.33: Responsibility as Source of Job Satisfaction

RESPONSE FREQUENCY PERCENTAGE
VERY HIGH

EXTENT 40 86.96
HIGH EXTENT 6 13.04
TOTAL 46 C100.00

Source: Field Survey, 2014

As shown by table 4.33, the topmost banks in Nigeria assign to workers
increased responsibility in line with their cadre in the organization. This is clear
from participants’ response as 40 employees accounting for 86.96 percent and
additional 6 respondents standing for 13.04 percent marked very high extent and
high extent in that order with respect to banks use of increased responsibility as a
way to increase workers satisfaction on the job. Participant remarked that
workers responsibility increases with promotion and pay. Therefore, it is clear
that increased responsibility constitute a source of job satisfaction in Nigeria's

topmost banks.

4.7 Relationship between Job Satisfaction and Productivity of Employees
Hypothesis one states that there is no significant relationship between job
satisfaction and productivity of employees in the banking sector. This will be
tested using Pearson correlation coefficient at 5 percent level of significance. The
two variable involved are job satisfaction and productivity of employees. Table

4.34 and 4.35 presented below therefore shows the correlation and mean valve
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respectively between job satisfaction and productivity of employees in the

Nigerian banking sector.

Table 4.34: Carrelations between Job Satisfaction and Workers
Productivity

[Correlations WORKERS
PRODUCTIVIT
Y
JOB Pearson Correlation 0.767"
SATISFACTION  gjg. (2-tailed) 0.000
N 46

**. Correlation is significant at the 0.05 level (2-tailed).

Table 4.35: Descriptive Statistics of Job Satisfaction and Workers
Productivity -

' Mean Std. Deviation N
JOB SATISFACTION 4.3961 0.56566 46
WORKERS

PRODUCTIVITY 4.1801 0.4514 46

From table 4.34, it can be seen that there is significant relationship between job
satisfaction and workers productivity in Nigerian banking industry. The table
also shows that the association is positive as seen in the correlation coefficient
equal to 0.767. The p-value equal to 0.000 < 0.05 shows that the relationship is
significant at 5 percent level 2-tailed test. It can therefore be inferred that there is
significant positive association between job satisfaction and workers productivity

in Nigerian banking sector.
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In support of table 4.34, table 4.35 shows that there is a high level of job
satisfaction and workers productivity in the banking sector. This }s seen in the
mean and standard values of 4.396 and 0.557 for job satisfaction, and 4.180 and
0.451 for workers productivity. From the overall result of the study, it can be
inferred that the high of productivity in the banking sector is backed by the high

level of job satisfaction of workers.

Consequently, the null hypothesis that there is no significant rclationship
between job satisfaction and productivity of employees in the banking sector is
rejected. This translates to acceptance of the fact that there is a positive
significant relationship between job satisfaction and workers productivity in
Nigerian banks. f]gagd o4 01 0
4.8 Relationship between Workers Productivity and Bank Performance
Hypothesis two stipulates that there is no significant relationship between
employee productivity and organization performance. This was tested using
Pearson correlation coefficient at 5 percent level of significance 2-tailed test as
presented in table 4.36 below. The two variables under consideration here are
bank workers productivity and the banks performance. The mean and standard

deviation values of the two variables are also presented in table 4.37 below.

71



Table 4.36: Correlations between Workers Performance and Bank

Productivity

|Correlations BANK
PRODUCTIVITY
WORKERS Pearson Correlation 0.647"
PERFORMANCE  gjq. (2-tailed) 0.000
N 46

**_ Correlation is significant at the 0.05 level
(2-tailed).
Table 4.37: Descriptive Statistics of Workers Productivity and Bank
Performance

Mean Std. Deviation N
WORKERS
PERFORMANCE 4.1801 0.4514 46
BANK PRODUCTIVITY 4.6467 0.4268 46

l'able 4.36 demonstrates that there is a significant relationship between workers’
performance and bank productivity in Nigerian banking industry. The table
further illustrates that the association is positive as seen in the correlation
coefficient which equals 0.647. The p-value which equals 0.000 < 0.05 depicts
that the association is significantly different from zero at 5 percent level 2-tailed
test. Therefore, it can be deduced that there is significant positive relationship
between workers performance and the productivity of sampled banks in Nigerian

banking industry.

In corroboration of the high level of workers performance and productivity of

banks in the financial sector of Nigerian economy, table 4.37 shows mean and
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standard values equal to 4.1801 and 0.4514 respectively ‘.for workers
performance. Similarly, the mean and standard values with respect to bank
productivity equal 4.6467 and 0.4268 in that order. The high means shows a very
level of the state of workers performance and bank productivity with the low
standard deviation shows convergence of participants’ responses or the high

level of reliability of the result.

A cursory look at the overall result of the research revealed that the high of
productivity in the banking sector is not unconnected with the input and
dedication of the workers in terms of employeé performance. As a result, the null
hypothesis that there is no significant relationship between employee
performance and organization productivity in the banking industry is hereby
rejected. This signifies an acceptance of the fact that there is a positive
significant relationship between workers performance and bank productivity in

Nigeria.

4.9 Sources of Job Satisfaction in Nigeria’s Topmost Banks

Hypothesis three states that the source of job satisfaction in the banking sector is
not related to extrinsic job rewards. In the same vein, hypothesis four stipulates
that the source of job satisfaction in the banking sector is not related to intrinsic
job rewards. To test these hypotheses, the weighted score Ofl participants’

responses in respect of the type of reward used by the topmost banks was



computed and subsequently ranked accordingly. This is shown in table 4.38

below.

Table 4.38: Descriptive Statistics with respect to Sources of Job Satisfaction

in Nigeria's Topmost Banks

Table 4.38 illustrates the sources of job satisfaction in the

|
STATEMENTS o MEAN  SD | WS ] RANK
Pay as source of job satisfaction - 5.00 | 0.00 | 230 | 1st
Responsibility as source of job satisfaction 487 | 034 | 224 | 2nd
Promotion as source of job satisfaction 472 | 045 | 217 3rd
Work as source of job satisfaction 459 | 049 | 211 4th |
|
Supervision as source of job satisfaction 459 | 049 | 211 | 4th
Work sctting/environment as source of job
satisfaction _ _ 437 | 048 | 201 | 6th
Working condition/terms of contract as source of
job satisfaction ) 4.15 | 0.66 | 191 | Tth |
Interpersonal relationship as source of job i
satisfaction . 359 | 175 | 165 | 8th
 TOTAL - e 21.28 | 3.88 | 979

topmost banks in

Nigeria. As displayed by the table, pay constitute the major source of job

satisfaction in Nigerian leading banks given mean, standard deviation and

weighted score of 5.00, 0.00 and 230 respectively. The standard valuc of 0.00 in

respect of pay shows that the result is very reliable. Pay has the least standard

value among all the sources of job satisfaction in the banks. Pay ranked 1" as the

main source of job satisfaction in the banks. Responsibility ranked 2" as the
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second major source of job satisfaction with a mean value of 4.87, standard

deviation of (.34 and weighted score equal to 224.

Promotion constitute the third major source of job satisfaction in the topmost
banks as seen in the rank of 3, mean value of 4.72, standard value equal to 0.45
and weighted score equals 217. Next is work as the source of job satisfaction in
the topmost banks. As seen the table, work has a mean, standard, weighted score
and rank values equal to 4.59, 0.49, 211 and 4th in that order. Supervision
equates work with respect to rank of 4th given the same mean of 4.59, standard
value of 0.49, weighted score equal to 211. In the same vein, work
setting/environment also constitute source of job satisfaction in the banks as
supported by a mean value equal to 4.37, standard deviation of 048 and
weighted score equals 201. Work setting/environment rank 6" as a source of job
satisfaction in the banks. The standard values of job satisfaction sources such as
pay, responsibility, promotion. work, supervision and work setting/environment
is less than 0.30, this shows that the responses are convergent and the result is to

a large extent reliable.

Further, working condition/terms of contract constitute the 7" source of job
satisfaction in the leading banks as supported by the mean, standard value and
weighted score of 4.15, 0.66 and 191. The last source of job satisfaction in the
banks as revealed by the table is co-worker relationship. This is seen in the

mean, standard value and weighted score equal to 3.59, 1.75 and 165.
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From the foregoing, it can thereforc be discerned that the source of job
satisfaction in the banking sector is related to both extrinsic and intrinsic job
rewards. The third hypothesis that the source of job satisfaction in the topmost
banks in Nigeria is not related to intrinsic job rewards is hcrl:by rejected.
Likewise, the fourth hypothesis that the source of job satisfaction in the banking

sector is not related to intrinsic job rewards is rejected.

The percentage value of the average weighted score of sources of job satisfaction
in the banks reveals that intrinsic rewards constitutc 53.45 pereent of job
satisfaction while extrinsic reward serve up to 46.55 percent of job satislaction in

the topmost banks.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Summary

-

Job satisfaction has an impact on workers performance and in turn the banking
sector productivity of the Nigerian economy. Productivity of workers in
organization translates 1o high level of performance and actualization of
corporatc goals and objeclives as seen in Nigerian banking sector. Nigerian
banking sector is facing stiff competition today and one of the factors that
differentiates the topmost banks in the sector is investment in job satistaction of

its workers. Employee satisfaction is given top priority by the lcading Nigerian
banks. 00 09
. 494010

Job satisfaction is the extent to which a worker is content with the rewards he or
she gets out of his or her job in terms of extrinsic and mtrinsic motivation. Job
satisfaclion indicates how happy a worker is with his or her job while
productivity refers to the number of output produced per unit of input. The
determinants of job satisfaction in ()rganization constitute pay, promotion,
supervision, work itself, working condition, work environment and co-worker

relationship.

The study shows that job satisfaction is related to productivity, productivity
cotrelates with job satisfaction and rewards leads to both productivity and job

satisfaction. Thus, satisfaction and productivity have crucial relationship in
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which each affects each other. The sources of job satisfaciion in the topmost
banks in Nigeria comprises the work itself, work setting/environment, working
condition, co-workers/interpersonal relationship, pay, prnmotiorlr, supervision
and responsibility. Pay constitutes the major source of job satisfaction in the
banks. Amongst others, pay and the improved work environment in the banks

accounts {or employee productivity.

Majority of workers in thé banking sector derive satisfaction withlthe workload
or increased job responsibility because it 1s commensurate with their cadre and
pay. Employees are also satis{ied with the opportunity given them to exccute
creative ideas and. pursue personal deve[opmcﬁt and build career. In addition,
they derive satisfaction from the high level of respect and decorum among banks
employees which is cngendered by the organization setling and standard

operating procedure.

Further, the high fevel of moral and ethical values in Nigeria banrking industry
creatés an environment that gi{fes the workers a sense of satisfaction on the job.
The moral and ethical values in the banks are strengthened by the clear definition
of responsibility, rules, procedures and values. The reporting line in the banks is
clearly spelt out as a result workers are not at a loss on whom to report to at any

point in time.

In addition, job satisfaction in Nigeria’s topmost banks is as a result of the
schedule of work which is based on workers dexterity and qualification even as
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the working condition is made suitable and comfortable for all categories of
workers. The job security in the leading banks is something to write home about
and workers have the opportunity to grow and achieve their aspirations. The
topmost banks in the country are leading in the industry in terms of management
competence, sustained increase in profitability and sustained increase in value of

total assets.

Job satisfaction of workers accounts for oﬁe of the factors responsible for the
productivity of the topmost banks in Nigeria. Accordingly, workers arc highly
productive and committed to the work. The productivity of the banks is brought
about by the courtcousness, personability and professionalism of the workers.
The workers in the banks exhibits sustained ability to perform the promised
service accurately and dependably and to very large extent customers rely on
them for financial services. Mo.re so, the bank workers care about giving
maximum satisfaction just as they give individualized attention to customers.
This shows that the bank workers c;onlribulc significantly to the banks
productivity even as the contribution of the workers to the banks productivity is

fuelled by the satisfaction employee derives {rom the job.
The major findings of this study are hereby stated below.

(i) There is a significant rclationship between job satisfaction and

productivity of employees in the Nigerian banking scctor.
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(ii) There is a significant relationship between employee performance and

organization productivity in Nigerian banking industry.

(i1i) The source of job satisfaction in the banking sector is related to extrinsic

job rewards.

(iv) The source of job salisfaction in the banking scctor is related in intrinsic

job rewards.

5.2  Conclusion

Job satisfaction has a significant impact on productivity of the banking sector in
Nigeria. Employee pfoduclivity or performance in the Nigerian banks is fuelled
by the high level of satisfaction derived from the job. There is a high level of job
satisfaction in the banks resulting from favourable terms or condition of service
and opportunity for workers to build a career and pursue personal development.
Both extrinsic and intrinsic job reward is used in the banking seclor but pay is
the major source of job satisfaction in the topmost banks. The sources of job
satisfaction employed by the banks in order of significance encompasses pay,
responsibility, promotion, supervision, work itself, work setting/environment,

working condition/terms of contract and interpersonal/co-warker relationship.

5.3 Recommendations

Based on the findings of the study, the following recommendations are

hereby made.
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(i)

(ii)

(111)

(iv)

Banks in Nigeria financial industry should give priority and investme,.t
increasingly in creating a conducive, favourable and interesting work and
work environment for workers in order to sustain high level of job

satisfaction and sustain increase in productivity.

While making consistent effort to motiviate workers and bring about job
satisfaction banks should direct all organizational policics and procedur *3
towards rendering quality service dependably and accurately and

maximising customer satisfaction.

Banks in Nigeria should continue to use a combination of both intrinsic
and extrinsic job reward with more emphasis on promotion and working

condition to hring about job satisfaction.

Financial benefits have a significant influence to attract and retain
employees in an organization. Most employees in the banking industry
are satisfied with money rewards. Therefore, banks should be more

concern about the financial benefits and rewards.
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DATA IN RESPECT OF JOB SATISFACTION, BANK AND WORKERS
PRODUCTIVITY

JOB BANK WORKERS
S/N. SATISFACTION | PRODUCTIVITY | PERFORMANCE
1 5.00 5.00 5,00
2 5.00 5,00 5,00
| 3 5.00 5.00 4.86
4 5.00 5.00 4.86
5 5.00 5.00 4.86
6 5,00 5.00 4.86
7 5.00 5.00 4.86
B 5.00 5.00 4.86 )
3 5.00 5.00 4.71 00
10 5.00 5.00 i 4.71 00
11 500 5.00 4.43 4’9
12 5.00 5.00 4.29 "(OZ
[ 13 4.89 5.00 4.23 g
[ 14 4.67 5.00 4.00
EE 467 5.00 3.86
16 467 5.00 3.86
17 4.67 5,00 171
18 4.67 475 3.71
19 4.67 4.75 3.57
20 4.56 4.75 4.50
21 4.56 475 450 |
22 4,56 475 | 450 |
23 4.56 4.75 4.50
[ 24 4.56 4.75 4.50
25 4,56 4.75 400
26 433 475 200 ]
27 4,33 4.75 4.00
| 28 4.22 4.75 400 |
[ 29 422 4.75 4.00
[ 30 422 475 4.00
31 422 4.75 4.00
32 422 4.75 4.00
33 4.22 T 375 4.00
34 422 4.75 4.00
35 4.11 4.50 4.00
36 411 4.50 4.00
37 4.00 4.75 1,00
38 4.00 4.00 4.00
39 4.00 4.00 4.00
40 3.78 4.00 4.00
a1 386 4.00 4.00
42 3.56 3.75 3,50
43 3.33 3.75 3.50
L 4 311 375 350
45 3.11 3.75 3.50
46 3.11 3.75 3.50
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QUESTIONNAIRE

AHMADU BELLO UNIVERSITY, ZARIA

FACULTY OF
DEPARTMENT OF
PROGRAM: ) 0 0
4940
10
Dear Respondent, .

I am a posigraduate student of the above mentioned institution. As part of the
program’s requirement, I am conducting a research titled: “The Impact of Job

Satisfaction on Productivity in the Banking Sector of the Nigerian Fconomy.”

Therefore, [ crave your indulgence to participate and provide answers to the

following research questions.

The study is purcly an academic exercise. So, all information supplied will be

treated with utmost confidentiality and used solely {or the purpose of this study.

Thank you.

Please read carefully and tick where applicable. Do not tick more than one option
against a question.

Customer



SECTION A: Personal Data/ Educational Background

Location
Kaduna [ | Others (Specify)

Educational Qualification

OND[] HND[] BSc|[] MSc/MBA]| | Others (Specify)

Years of Working Experience

1-5Years[ ] 610 Years[ J11-15Years| ] 16 Years and
Above | |

Designation

Manager | | Officer [ ] Customer | | Others (Specify)

Your knowledge of the relationship between job satisfaction and
productivity in the banking sector.

Excellent| | VeryGood| | Good| | Fair[ ] Poor|[ |
Cannot Say [ ]

SECTION B: Productivity of Employees in the Banking Industry

6.

Ranking of employee productivity using service quality dimensions such as
tangibles, reliability, responsiveness, assurance and empathy. Rank the
following accordingly.

5 = Excellent, 4= Very Good, 3= Good, 2= Fair, 1=Poor, 0=
Cannot Say

S/No. | Items B 5 14 [3 [2 [1 [o |
i Appearance of workers, personable-ness I

and courtesy - - | S S (N i _
il. Ability of workers to perform the promised l |

service dependably and accurately

iii. Willingness of bank workers to help
customers and provide prompt service

iv. Knowledge of bank workers and their
ability to inspire trust and confidence
V. Care and individualistic attention bank

workers provide to customers

— T

Customer



