Staff Motivation and Performance Outcomes in the Nigerian Banking Sector: A Case Study of Access Bank Plc.


ABSTRACT
This study was carried out to identify the effect of staff motivation on the performance level in the banking industry, using Access Bank Plc as a case study. A mixed-methods approach was employed, utilizing questionnaires and oral interviews administered to a sample of 40 staff members selected from a population of 150. Data were analyzed using simple percentages and presented in tables. The results strongly agree with established theories from Shapiro, Hertzberg, Vroom, and Maslow, indicating that workers' attitudes depend on their satisfaction levels regarding organizational policies and remuneration. Key findings reveal that poor wages, lack of a definite promotion policy, poor working conditions, and inadequate training programs significantly reduce staff performance. The study concludes that effective staff motivation is crucial for achieving management objectives and recommends implementing favourable working conditions, timely promotions, adequate welfare packages, and effective training programmes to enhance productivity and output.
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1. Introduction
The performance level of staff of all organization has been a great concern to the management of such organization. This concern has been activated from the fact that output which determines the performance level of the workers is a function of the workers attitude to work. Also, the workers attitude to work depends largely on their satisfaction level in the work place in terms of the organisation policies and staff remuneration techniques.

The achievement of profit maximization objectives in the banking industry has been associated to the positive motivation of the staff, as engaged employees are directly linked to higher profitability and customer satisfaction (Harter, Schmidt, & Hayes, 2002).
 The idea promotes the importance of staff motivation as an important factor in achieving such management objectives. It is disturbing that the policies formulated and implemented in the banking industry do not make provision for effective staff motivation.
The neglect of this important factor has resulted in poor working condition in the banking industry for instance in some banks the employees are over worked and at the same time they remain in the same rank and salary level for many years without promotion. Some banks also in the process of formulating their policies, includes a pass in the Chartered Institute of Bankers (CIB) at least in part 1. This condition still results in some dedicated employees who may be unfortunate in the (CIS) examinations to be frustrated in the bank due to self-neglect by management.
The multiplier effect due to this frustration is that employees seethe bank job boring, uninteresting and in the long run he develops hatred on the organization and its management. The frustration results further to the employee's poor conditions of services and lower standard of living. This is because he may start living a carefree life showing signs of neglect in his official responsibilities. This characteristic can be displayed through constant lateness to work, spending most of his official period in idleness either gossiping with his or her dissatisfied colleagues or roaming about from one section to the other doing nothing. A time such trusted employees may team up to form pressure group or anti-management agents who always see the wrong side of all action of management. They engage in criticizing the management and may even organise official strikes or demonstration.
It reaches a point when those anti-management groups increase in number there cannot be peace in the work place. Incidents of fraud or continuous customer complaints or deliberate damage or theft of the bank properties will dominate the event of the day in the work place. The bitter effects of these is that the cost of transacting business operation will be high while profit declines, some customers account deposited with the bank may be deliberately tampered with. Also, the angry members of staff may join hand with the fraudsters to dupe the bank.This underscores the critical link between motivation and employee integrity, a relationship empirically supported in studies of Nigerian organizations (Ogunkanmi, 2020). In fact, this situation does not augur well with the bank and if urgent action is not taken to control the situation, it may result in the total collapse of the particular bank.
It was observed by the researcher that in some banking industries the level of performance of staff is declining due to the kind of motivation given. The researcher feels that this problem may have to do with the staff being negatively motivated, hence the researcher delved into this research to know the effect of staff motivation on the performance level in the banking industry.
The purpose of the study is to find out the effects of motivation on the revenue generation within the banking operations and find out the motivation patterns bank apply on their employees’ attitude to work.
2. Literature Review
2.1 Theoretical Framework
There has been a great deal of research undertaken in the field of motivation. This is evidenced by the published works of Shapiro (1980), McClelland D. C. et al (1982), Hertzberg and Vroom (1980), Maslow A, (1991), but few studies have provided an adequate basis for the development of comprehensive framework necessary for an understanding of the subject as a whole.
Fredrick Hertzberg is of the view that the main problem is that of attempting to study not only opponent and conscious motives, but also the unconscious and hidden motives of a highly complex social animal that exists in a dynamic environment.
Leonard Shapiro (1980) is of the opinion that since the economic social and political climate is constantly changing, so are the needs of consumers an employee. This view is supported by contemporary research which emphasizes that motivation strategies must be adaptable to evolving economic and generational expectations (Aguinis, Gottfredson, & Joo, 2012). since appeals that may provoke action today may not do so tomorrow. Thus, there is a constant requirement for the employer not only to be aware of all the motives governing action at any point in time and their interrelationship but also to be able to predict the nature and extent of changes.
Leonard Shapiro (1980) asserts that employers must ensure that their staff perform at a high level and consequently often spend effort in designing elaborate incentive schemes to satisfy the employees needs and aims to persuade and encourage them in the use of certain products or services that will satisfy a particular need or group of needs.
It is therefore, the aim of this chapter to describe the nature of motivation and the ways in which it can be studied and explained given existing knowledge and technology. The application of the ideas revealed in the analysis in the policy formulations in the banking industry will go a long way to motivate the employees positively or negatively depending on the nature of the motivation policy applied.
Favourable motivation policies motivate the employee positively which generate efficiency performance levels in output and operation. Also, unfavourable motivation policies have negative effects on the employee's performance level characterized by low output, increase in idle time wastage, loss of interest and loyalty in organisation and its operations.
2.2 Conceptual Review
2.2.1 Nature of Motivation
For one to appreciate the classification of motives Hertzberg and Vroom interrelationship between needs, behaviours aimed at overcoming needs, and the fulfilment of those need". It is adynamic process, which in it the stages that motivates behaviour such as being thirsty or cold. Secondly, the behaviour motivated by these needs or drives and this is often called instrumental behaviour since it is usually instrumental in achieving the third stage namely the attainment of an objective or goal.
An employee who has been without food for a day will experience hunger. The hunger drive will result in behaviour directed towards obtaining food. Having eaten, the individual will no longer pursue the need for food since he would have achieved his goal.
According to Vroom (1980) while food can easily be identified as having the quantities which correspond to the biological motivation of a hungry man, in complex modern societies the process of eating and drinking has taken on a much wider social significance. This is because the type of food the employee eats, the place where he eats it and the people with whom he eats, will depend on a complex interrelationship of economic and social drives. An employee, who regularly takes his lunch in a public, may do so from need for human contact, whilst another may wish to conform to certain group norms like to be like "Mr Jones". Yet another may do so because he can often meet useful business contacts to enhance his career prospects.
According to Vroom (1980) motives may be learned or unlearned. This aligns with the concept of intrinsic and extrinsic motivation, where extrinsic motivators like pay are supplemented by intrinsic factors such as a sense of purpose and autonomy (Pink, 2009).
motives include the basic physiological basis. Learned or secondary motives arise where through learning; previously neutral stimuli arouse motive states. Social motives can also be positive or negative. Positive motives are those, which a person strives to attain like the desire to join an exclusive club. Negative motives are those which a person tries to avoid such as difficult or unpleasant situations.
According to Fredrick Hertzberg (1980) motives can be into four main types. According to Hertzberg (1980) the physiological drive includes hunger, thirst, sleep and temperature regulation. It is essential to the survival of the body that a balance is maintained among internal physiological conditions which will lead to automatic physiological responses to minimize the imbalance and these responses may often be the stimulus to further behavioural reactions by the individual. For example, if body temperature of an employee becomes too high, the body still perspires. In addition, the onset of perspiration may cause the individual to behave in such a way as to achieve a more comfortable temperature, which may force him to take leave of absence from the work place.
According to Vroom (1980) an examination of the everyday behaviour of the employee may indicate that there are several primary drives which appear to be unlearned yet are not related to any physiological stimuli. The primary drives include the need for activity, for perceiving and exploring the environment, for manipulating things and for contact with other people and other object. These primary drives can be satisfied.
Learning plays an important part in motivation by creation of secondary drives and goals. Secondary drives often result from classical conditions. For instance, an employee who works long hours to feed, clothe and house his family may for instance find that working hard provides the opportunity for human contact and also improves his social prestige. In time, he may acquire the secondary goals of human contact and prestige and will need to provide a basis standard of living for his family is no longer apparent.
Vroom (1980) asserts that instrumental learning is also a factor in the reaction of secondary goals. For instance, if an employee is constantly reinforced to certain actions, those action and ideas will become dominant. Many of the secondary goals acquired through instrumental learning involve the people. These include social values as courtesy, respect for superiors, honesty, law obedience and cleanliness. Such social values govern relationships between people and determine the material and social objectives, which they strive to achieve or preserve.
According to Hertzberg (1989) human behaviour is characterized by complex motives such as need for prestige, power achievement and social approval. Many of these goals are secondary goal acquired while learning how to obtain primary goals. Learning goals have to be re-enforce periodically, if they are to survive. However, it is often the case that motivated behaviour will continue long after the original primary or secondary goal has been achieved, a father secondary goal having taken its place.
Motives are often classified as being conscious or unconscious. But while physiological drives are often consciously acknowledged, it is more difficult to categorise primary and secondary goals at times. This is because a person may not know his real motives, even though he may think he does because several drives and goal are in-extricable intertwined. In other cases, in individual may not wish to recognize some of his motives and may repress them, perhaps because they were fashioned under unpleasant condition or because they are in conflict with other deeply held personal or social values.
2.2.2 Theories of Motivation
According to McClelland D. et. al. (1982) research on motivation has mainly been concentrated on exploring the detailed behavioural responses to common motives states. The results obtained have mainly served to illustrate the complexity of motivation and the interrelationship, which exist between drives and goal.
A number of theories of motivation have been proposed, but most of these relate to particular motives state in specific contexts or form part of more general theories. For example, the theories proposed by Hertzberg and Vroom (1980) were developed from studies of the work situation.
MASLOW'S THEORY OF SELF ACTUALIZATION
Maslow characterized human needs, into five groups, which are arranged in a hierarchy of importance. The five groups of needs arranged from lower to higher levels are: - 
· Physiological needs such as hunger, thirst, sex. 
· Safety needs such as security, order and stability 
· Belonging needs such as love, affection, affiliation and identification. 
· Esteem needs such as prestige, success and self-respect. 
· Self-actualization
As soon as the needs on a lower level of the hierarchy have been fulfilled, those on the next level will emerge and demand satisfaction.
Thus, employees in poor salary level will tend to be principally concerned with the satisfaction of physiological and safety need and will not be particularly interested in the higher needs. In more affluent societies, however, the basic needs will usually be easily satisfied and greater emphasis will be placed on esteem needs and self-actualization. Maslow's hierarchy of needs has often been illustrated by means of a pyramid structure as shown below which describes the relationship between the various groups of needs, not only in term of their position in the hierarchy but also in relation to their importance.
Maslow's theory also distinguished between needs according to whether they fulfil a deficit or growth function for instance, all the needs included in the first four levels of the hierarchy are deficit needs. They are stimulated by the absence of something important required, for instance an employee lacking food or security or affection or lack of prestige. Meeting these needs results not in satisfaction but the reduction of dissatisfaction.
Self-actualization, an inner need to develop ones fill capabilities is the only growth need and sole potential source of happiness. It means different things to different people; as such individual has his own potentialities. For some it will mean achievement in creative or scientific fields while for others it will mean bringing up a welI-balanced family or a well-furnished accommodation. It is a feeling of accomplishment and of, being satisfied with one self.
Maslow's theories imply that motivation must be cyclonical in nature. This is because as soon as one group of needs is fulfilled, other drives become predominant. These higher-level drives will modify goals directed or instrumental behaviour of lower levels. For example, and employee who has fulfilled a physiological need for shelter and a safety need for security by finding somewhere to live may begin to look on his abode as a means of satisfying social or esteem needs. He may become concerned about the type of house in which he lives and its location and will consequently strive to obtain a better house in a more desirable locality.
Employees will only perform at high level if they find their work interesting and challenging and if it provides an opportunity to self-actualization. It is therefore essential that the employees are conscious of the contribution that they make to the company's performance and this requires adequate feedback on the results of their effort. These employees should be encouraged to identify with the goal of the company and have some discretion over the way in which the goals attached to their own hobs are achieved. In this way the individual will be provided with the opportunity to link the company's success to his own effort and thereby experience a sense of achievement.
2.3 Contextual Review
2.3.1 Major Influence of Employees Motivation Principles in Nigeria
In Nigerian economy, the employee's activities are carried out within economic, political and legal environment.
a. ECONOMIC FACTORS
During the early 1970's when the economy recorded unprecedented employment, the Nigeria workers were in a boom. For instance, the employers were liberal with union and their demand. Car loans were available for whoever qualified to ask for them. Companies also lavishly dished out attractive fringe benefits such as company's housing programmes, staff overseas training, car loans etc. By this period, output was high because workers put in the it best due to high motivating spirits.
By the 1980’s things changed for worse, since recession and depression resulted in the economy. Such macroeconomic shocks severely impact organizational investment in human capital and morale, a phenomenon observed in banking sectors across emerging economies (Adekola, 2010). This situation generates the rationalization and the cut back of the essential services within the economy. Many workers activities were adversely affected, for instance overseas training programmes were cut off, car loan was replaced with car refurbishment while worker's retrenchment set in. At this period output was low due to low morals spirit of the workers.
b. POLITICAL INFLUENCE
Worker's activities particularly in the sector have been heavily constrained by the political interference. For instance, in government, ministries, bank and government parastatals the employment quota system has been institutionalized while ethnic balancing has displaced employment by merit.
C. LEGAL FACTOR
Decision of law courts, decrees, government order and ruling of industrial arbitration courts have significant effect on the workers performance levels. Examples of such laws are the minimum wage law, trade dispute act, orders such as dissolution of the executive of NLC (National Labour Congress).
Beyond the Nigerian context, comparative studies in other developing economies highlight how motivational strategies are shaped by local environments. For instance, research in the Pakistani banking sector reveals distinct motivational patterns between local and foreign banks, suggesting that organizational culture and market conditions significantly influence these strategies (Rajput et al., 2011).
3. Methodology
3.1 Research Design
This study was carried out to identify the effect of staff motivation on the performance level in the banking industry. It was also carried out to recommend solution to the identified problem for future policy formulation in the banking industry.
3.2 Population
The researcher identified that ACCESS BANK PLC is made up of 150 staff. This has enhanced the effectiveness and efficiency of the bank.
3.3 Sampling and Data Collection
The researcher used random sampling in selecting the respondents. 60 questionnaires were distributed to the staff of Bank, but 40 returned the questionnaire. So 40 is the sample size used for analysis.
The researcher administered the questionnaire to the respondents in person and also collected back by hand the following day. A total of 40 copies of the questionnaire were duly completed and returned as samples.
The data for this project were collected through the following sources: questionnaire and oral interview conducted from members/staff of Access Bank Plc.
3.4 Research Instrument
The major research instruments were the questionnaire and oral interview conducted to compliment objective response.
3.5 Data Analysis
The simple percentage ranking and tables were used to interpret the response. To calculate the percentage of any response the following formula was used: Number of Uniformed Response X 100 / Total Responses


4. Results
4.1 Demographic Profile of Participants
Table 1: Age distribution of staff of Access Bank.
	Age group
	Supervisors
	Other staff
	Total
	Percentage

	20-24
	3
	2
	5
	12.5

	25-29
	3
	5
	8
	20

	30-34
	2
	3
	5
	12.5

	35-39
	4
	8
	12
	30

	40-45
	2
	3
	5
	12.5

	46-50
	4
	1
	5
	12.5

	TOTAL
	18
	22
	40
	100


The table shows that 75% of the supervisory staff members of the bank are below 40 years while 25% is between 40-50 years. The majority of the staff falls between 35 and 39 years.
Table 2: Academic qualification of the staff/supervisor
	Qualification
	Supervisor
	Other staff
	Total
	Percentage

	Above B.Sc.
	5
	10
	15
	37.5

	B.Sc/HND
	7
	8
	15
	37.5

	ND
	6
	2
	8
	20

	WASC
	0
	2
	2
	5

	TOTAL
	18
	22
	40
	100


The table shows that none of the supervisors has qualification below the ND or its equivalent. The 50% that have WAEC are all staff trainees while the 20% that have Diploma are the supervisors and trainees staff. Majority of the supervisors and trainee staff member i.e. 75% holds their B.Sc certificate.
Table 3: Length of Service
	Internal
	Supervisor
	Other Staff
	Total
	Percentage

	10 years
	-
	-
	-
	-

	8-7 years
	-
	5
	5
	12.5

	6-3 years
	11
	9
	20
	50

	2-1 years
	7
	3
	10
	25

	1 yr below
	-
	5
	5
	12.5

	Total
	18
	22
	40
	100


Table 3 shows that both staff and supervisors have spent 3 years in the Bank because the bank is a new one while 25% have spent up to 2 years.

Table 4: Hierarchical position of the staff
	Position
	Number
	Percentage

	Supervisors
	12
	30

	Staff(Junior)
	28
	70

	Total
	40
	100


This table shows that 30% of the total respondents are supervisors while 70% are staff. The number of trainee staff exceeds that of the supervisors because the organization is a financial institution, which needs proper supervision.
Table 5: Income distribution of the staff (per-annum)
	
Grade/Level
	
Income
	Supervisor
	Other
Staff
	Total
	%

	Seniors
	N90,000 &
above
	7
	18
	25
	62.5

	Middle
	N50,000-
N80,000
	6
	4
	10
	25

	Junior Staff
	N20,000-
N49,000
	5
	-
	12.5
	

	
	
	18
	22
	40
	100


The table shows that 25% of the supervisor/staff members are in the income range of approximately N150,000. 10% of the supervisor and trainee staff are in the income range of N50,000-N80,000 per annum. Finally, 50% receive income range of approximately N49,000 and below and jointly, supervisor and trainee staff has a higher percentage of 25%. The table shows that supervisors receive higher income than the junior and middle staff. This may be as a result of the length of service and educational qualification. Majority of the supervisors is within the senior level.
4.2 Research Question Findings
Table 6 and 7: Motivation patterns banks apply on workers
	S/N
	Questionnaire
	Supervisor
	Other staff
	Total
	%

	
	
	T          F     
	T.       F      
	
	

	6
	Provision of training programmes for the staff increases the knowledge skill and efficiency performance level of the employee
	20        -
	20
	-
	40
	100

	
	20
	20
	40
	100

	7
	Promotion of staff at the right period increase the working morale of the employees
	7         10
	3
	20
	40
	100

	
	
	17
	23
	40
	100


In table 6, the result shows that all the respondent (100%) have the believe that if provision is made for training, it will help in increasing the knowledge and skill of the staff. So training is one of the motivation patterns used by the bank. Table 7, shows that the majority do not believe that promotion of staff at the right period increase the working morale of the employee (75%), while 25% answered true to the question, showing that this is not a major motivator to high performance, but it is a motivation pattern.
Table 8, 9, 10, 11: Bank policies and positive motivation factors
	[bookmark: _Hlk208519783]
S/N
	
Questionnaire
	Supervisors
	Other staff
	Total
	%

	
	
	T
	F
	T
	
F
	
	

	
8
	Does increase in the staff salary increase bank profit?
	
22


-
	
-


3
	
10


-
	
-


5
	32


8
	80


20

	
	
	25
	15
	40
	100

	
9
	Provision of staff quarters by management reduce staff turnover rates and increase the employee's loyalty.
	
1
	
-






5
	4






-
	
-





30
	5






35
	12.5






87.5

	
	6
	34
	40
	100

	
10
	Does provision of the transport facilities to workers reduce the idle times to lateness?
	
5


-
	
-


15
	15



-
	-


5
	20


20
	50


50

	
	
	20
	20
	40
	100

	
11
	Provision of food
	4
	-
	8
	-
	12
	30



	
	
subsidy of free luncheon vouchers for the workers increase their standard of living?
	




-
	




16
	




-
	




12
	




28
	




70

	
	
	20
	20
	40
	100


Table 8,9,10,11 shows the provision made for positive motivation. Table 8, shows that 80% of the respondents answered true, while 20% are false, showing that increase in the staff salary increase bank profit. Table 9, reveals that 12.5% disagreed to the fact that staff quarters will reduce staff turnover rates, but a percentage of 85.5% strongly agree to that assertion. Table 10, show that a total percentage of 50 agreed that if provision is made for transport, it will help the workers to improve in their performance, while the other 50% disagree to that fact. Finally, table 11, shows that the majority of 70% disagree to the fact that provision of food subsidy still increase workers standard of living 30% believe that there are other motivators that will increase workers standard of living not just free food.

Table 12 and 13: Bank policy influence on discipline and working atmosphere
	S/N
	Questionnaire
	Supervisors
	Other staff
	Total
	%

	
	
	T
	F
	T
	F
	
	

	12
	Motivation of
staff positively
reduces staff
indiscipline
	20
	-
	20


-
	-


-
	40


-
	100

	
	
	20
	20
	40
	100

	13
	Can favourable working
condition
between the
bank workers and management be achieved
through positive
motivation?
	20
	-
	20
	-
	40
	100

	
	
	20
	20
	40
	100









Table 12 shows that all the 40(100%) respond that if staff were positively motivated, it would reduce staff indiscipline. While table 13, rank high among the motivators. Banks policy on this will affect workers drastically if not favourable. The same is applicable to management.
Table 14 and 15: Management problem solutions
	S/N
	Questionnaire
	Problems

	14
	Please indicate four problems you observed in your bank?
	a.  Unconducive staff relationship b.  Staff are not being promoted at the right time
C.  Unsatisfactory salary scale
d.  Slow implementation of training Programme.

	15
	Solution to the identified problem
	a.  Orientation of staff to modern management system
b. Using an honest and positive    approach to solve the problem.
C. Review specially the salary
structure of the bank.
d. Effective monitoring of training programme.


satisfactory salary scale and they should have an effective monitoring programme for training.
Table 16 and 17: Job interest and productivity
	S/N
	Questionnaire
	Supervisors
	Other Staff
	Total
	[image: ]

	
	
	T
	F
	T
	F
	
	

	16
	Does lack of adequate promotion
policy reduce staff
productivity in
your bank?
	20




-
	-




-
	20



-
	



-
	40



-
	100



-

	
	
	20
	20
	40
	100

	17
	Does this job and motivators make the workers put in their best, if all is observed?
	20
	-




-
	20




-
	-




-
	40




-
	100

	
	
	20
	20
	40
	100


Table 16, shows that lack of adequate promotion policy ranked the highest as 100% of the respondents answered true to the question, while none answered false. Table 17, reveal that the whole respondent agreed that if everything is observed and considered, they will put in their best for a high productivity.
5. Discussion
5.1 Staff Motivation and Performance Outcomes
The findings of this study provide evidence supporting the effect of staff motivation on performance levels within the banking industry. The overwhelming agreement (100%) among participants that training programmes increase knowledge and skill aligns with theoretical foundations and previous studies that highlight training as a critical investment in human capital, directly influencing performance (Armstrong, 2006). This finding is particularly significant given the context of Access Bank Plc, suggesting that training benefits transcend different staff categories.
The strong endorsement of salary increase impact on bank profit (80% agreement) supports previous research indicating that remuneration methodologies directly contribute to enhanced performance outcomes. This finding is consistent with studies by Leonard Shapiro (1980) who demonstrated that economic factors significantly influence staff motivation. The relationship between salary increase and bank profit suggests that adequate remuneration creates value for both organizations and their employees through more efficient and effective performance.

5.2 Organizational Culture and Employee Engagement Impact
The study reveals significant positive impacts of staff motivation on organizational culture, with 100% of participants acknowledging that positive motivation reduces staff indiscipline. This finding aligns with research in the Nigerian context, which found a positive correlation between motivational practices and improved employee discipline (Ogunkanmi, 2021). This finding supports the theoretical framework proposed by Hertzberg and Vroom (1980), which emphasizes that successful staff motivation requires and facilitates comprehensive behavioral change. The promotion of favourable working conditions (100% agreement) indicates that proper motivation successfully embeds systematic improvement in organizational relationships, creating sustainable operational advantages.
Particularly noteworthy is the finding that 100% of participants believe adequate promotion policy affects staff productivity. This underscores the importance of clear career paths and procedural justice in performance management systems (Meyer, 2017). This supports research suggesting that career advancement frameworks provide structured approaches that enhance performance capacity. The balance between immediate benefits and long-term career growth appears to be effectively managed through proper motivation methodologies, enabling organizations to achieve both operational excellence and staff satisfaction.
5.3 Implementation Challenges and Success Factors
The identification of promotion timing challenges (75% disagreement about current promotion practices) provides important insights for practitioners and researchers. This finding aligns with previous studies indicating that while immediate motivational factors may show benefits, maintaining performance levels over time requires sustained attention to career advancement opportunities. The challenge of timely promotion highlights the importance of developing robust human resource management structures... Effective HRM systems are fundamental to translating motivation theory into sustainable practice, especially in competitive industries like banking (Boxall & Purcell, 2011).
The strong agreement on salary impact (80%) suggests that financial motivation remains a significant factor, though not necessarily more important than other factors traditionally assumed. This could indicate improved understanding of comprehensive motivation practices in organizations or greater employee appreciation of non-financial motivational aspects. However, the finding that 87.5% of participants identify staff quarters as important emphasizes the continued importance of welfare packages in motivation development.
5.4 Critical Components for Motivation Success
The study's findings regarding the importance of various motivation components provide valuable guidance for organizations planning staff motivation policies. The identification of training and development as essential component (100%) strongly supports previous research emphasizing the critical role of capability development in motivation success. This finding reinforces the need for organizations to invest in developing staff skills and ensuring sustained management support throughout the employment relationship.
The high importance ratings for salary improvement (80%) and welfare packages (87.5% for staff quarters) reflect the dual nature of staff motivation as both financial and non-financial methodology. This emphasis on financial and welfare incentives aligns with findings from the banking sector in other developing nations, where such tangible rewards are consistently reported as primary drivers of employee satisfaction (Rajput et al., 2011). These findings suggest that successful staff motivation requires balanced attention to both immediate financial needs and long-term welfare considerations. The significant ratings across all components indicate that motivation success requires comprehensive approach rather than selective focus on individual elements.
6. Conclusion and Recommendations
This study demonstrates that staff motivation significantly impacts performance levels in the banking industry. The findings confirm that workers' attitudes depend on their satisfaction levels regarding organizational policies and remuneration techniques. The research strongly agrees with established theories from Shapiro, Hertzberg, Vroom, and Maslow, showing that employees' needs evolve from basic physiological requirements to higher-level needs for esteem and self-actualization. The study reveals that poor wages, lack of definite promotion policy, inadequate training programs, and poor working conditions are key factors reducing staff performance. Therefore, implementing effective motivation strategies is essential not only for performance but also for fostering a culture of discipline and integrity (Ogunkanmi, 2020; Ogunkanmi, 2021).
Based on the findings, we recommend implementing comprehensive motivation strategies including timely promotions, adequate welfare packages, and effective training programs. A holistic approach that addresses both hygiene and motivational factors is essential for building a resilient and high-performing workforce (Mbah & Ikemefuna, 2012). Organizations should provide modern equipment, ensure proper staff orientation, and maintain fair promotion practices. Staff welfare should be prioritized through improved salary structures, better working conditions, and provision of staff quarters and transportation facilities.
These measures will enhance staff satisfaction, improve performance levels, and contribute to organizational productivity. Proper implementation of these motivation strategies will encourage employees to put in their best efforts, resulting in higher output and improved achievement of organizational objectives.
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