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Abstract
The high employee turnover ratio is the major concern of most banks in Nigeria because it is very expensive to the banks. Employees take an increasing role in service-based industries like banks in driving organizational profitability, therefore retaining skilled employees is the goal of many banks in Nigeria. The purpose of this study is to examine the impact of employee job satisfaction on employee retention in the banking industry. The primary objective was to examine how job satisfaction of employees’ variables like work environment, compensation/salary, promotion (career growth), and job security, impact employee retention.
This study aligned with the positivist position, based mainly on the deductive approach, and follows the main steps of quantitative research. Employees of commercial banks were selected through convenience sampling and questionnaire was used to collect the primary data. 228 respondents that gave their consent participated in this study by filling the questionnaire on the internet. The four hypotheses drafted were tested using Pearson Correlation and Simple Linear Regression.
This study concluded that the work environment has a significant influence on employee retention in Nigeria’s banking industry, there is a significant relationship between compensation/salary and employee retention in Nigeria’s banking industry, promotion (career growth) has a significant impact on employee retention in Nigeria’s banking industry, and job security has a significant relationship with employee retention in Nigeria’s banking industry.
It was suggested by this study based on the findings that factors such as job security, promotion (career growth), compensation/salary, and work environment should be taken into account by bank management to increase employees’ retention in the Nigerian banking industry. Also, management of banks should not only target money in framing the bank compensation policies, they should include other things like recognition, job security, stock options, training and educational opportunities, promotion (career growth), flexible work schedules, job redesign, work environments, dry-cleaning services, fitness centers, and on-site daycare which are also effective in enticing employees to remain with the bank for a longer period and they also have other benefits that enhance the individual effort.
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CHAPTER ONE
1.1 [bookmark: _Toc303695067][bookmark: _Toc303695272][bookmark: _Toc303695320]Overview
This study will examine the impact of Employee Job Satisfaction (EJS) on Employee Retention (ER) in the Nigerian banking sector. This is the introductory chapter which will present the overall description of employee retention and employee job satisfaction. This chapter will discuss the purpose of the study, the significance of the study, the research question, research objective, research hypotheses that guide the study, and the overview of the structure of the rest of the dissertation.

[bookmark: _Toc298582102][bookmark: _Toc303695066][bookmark: _Toc303695271][bookmark: _Toc303695319]1.2 Introduction
One of the most significant and important businesses is banking, people that do not need their money at the moment take it to the bank, the bank accepts the deposit and lend it to people that need the money for investment, therefore banks provide the ideal source of fund for investment, which serve as financial intermediaries that are crucial in increasing foreign exchange earnings, creation of jobs, exports, and production of the country. In any society, banks are vital institutions, as they facilitate businesses and thereby significant to the country's economic development.
In the recent past, the banking sector in Nigeria witnessed distress and shocks due to the western hemisphere economic meltdown (Osibanjo, Kehinde, & Abiodun, 2012). The employees of banks and the human resource management practice were significantly affected by the consequent restructuring and meltdown in the banking sector. In this difficult business process and business competition, the skilled employee is the backbone needed by banks to survive. Employees take an increasing role in service-based industries like banks in driving organizational profitability, therefore retaining skilled employees is the goal of many banks. High employee turnover ratio is the major concern of most organizations around the world because it is very expensive to the organizations (Chipunza and Samuel, 2009). In today’s business environment, ER is a vital phenomenon and it has become a challenge and vital issue to all organizations. Those employees joining the organizations is less compared to the employees leaving the organizations. In the near future, the shortage of labor will lead to the war of talent (Holland, Sheehan, & De Cleri, 2007). Although, banks find retaining employees challenging but it is very important to banks.

The company's knowledge assets are the employees and turnover of employees would be a huge loss to the company (Price, 1977). However, employees have expectations and feelings, they are not like machines. Therefore, to keep employees in the organization, employees must be satisfied by meeting their expectations. Naturally, employees will perform better if what they receive is what they expect from the job and if the job gives them satisfaction and pleasure. On the other hand, the employees that are unable to fulfill their expectations from their job or those that have low job satisfaction or dissatisfaction creeps are likely to leave the organization. Lakmini and Gamage (2017) defined job satisfaction as the happiness people derive from the job they perform. When employees are satisfied with their jobs it also benefits the organization as skilled employees are motivated to stay with the organization and it creates a positive condition for employees to deliver high-quality services. In theories, the concept of EJS has been studied (Robbins, 1998; Alderfer, 1972; Herzberg, 1959; and Maslow, 1943). Organizations need their personnel commitment and efforts to succeed and hence, EJS is a critical element for attracting and retaining talent (Mueller, Wallace, and Price, 1992).

It has been reported by researchers that the success of organizations is influenced by how the organizations’ internal resources like employees are managed (Muhammad, Haim, and Narentheren, 2016). There are various challenges that are employee-related in organizations, job insecurity is part of the major challenges related to the employee in the organization (Raina, and  Roebuck, 2014), and Okafor (2013) added that decline in EJS and loss of job commitment lead to turnover intention. This study will evaluate the impact of EJS on ER in the banking industry.

[bookmark: _Toc298582103][bookmark: _Toc303695068][bookmark: _Toc303695273][bookmark: _Toc303695321]1.3	Research Purpose
The primary purpose of this dissertation is to examine how employee retention is influenced by the job satisfaction of employees in the Nigerian banking sector. Considering the present highly competitive labor market, the ability to retain skilled employees or attract talented employees is what employers are more concerned about irrespective of the size of the organization. Human resources professionals, managers, and senior management pay attention towards employee retention and how to control employee turnover. It has proven to be the major human resource challenge and one of the most expensive challenges faced by many banks. Losing good employees is very expensive for the banks. The loss of productivity with a new hire, the vacancy cost until the job is filled, the cost of training and hiring a replacement, and the costs of termination of employment are the high cost of losing skilled employees.

1.4 [bookmark: _Toc298582105][bookmark: _Toc303695070][bookmark: _Toc303695275][bookmark: _Toc303695323]Research Objectives
Although there is continued rapid growth in the usage of technology in the banking sector there is still high demand for human skill, because the impact of employees over organizations is still very high, especially for banks because they belong to the service sectors since service cannot be turned to a tangible product by the banks. Dissatisfied employees will not want to continue to work with a bank that did not meet their job expectations. And the knowledge brought in by leaving-employees will be lost by the bank (Tnay, Othman, Siong, and Lim, 2013). The turnover rate will increase and the daily operations of banks will be affected when employees have feelings of dissatisfaction, therefore, this study will investigate the influence of work environment, compensation/salary, promotion (career growth), and job security on employee retention in Nigeria’s banking sector. The four research objectives of the study are as follows:

i. To examine the extent to which work environment influences employee retention in Nigeria’s banking industry.
Miller, Yust, and Erickson (2001) stated that when a sense of belonging is provided by the work environment, employees benefit from such work environment and Wells and Thelen (2002) added that provision of control and generous personalization policies on workspace enhance the employees' motivation levels in committing to the bank for a longer period. As noted by some researchers, some of the variables of work environment are; participation in decision making (Mia &Subramaniam, 2001), perceived organization support (Casper, Erdwins, Buffardi& Martin, 2002), social support (Haggins, 2011), and general working conditions, a co-worker relationship, promotion, and supervisor support (Richards, Akroyd, & O’Brien, 1994). Sehgal (2012) stated that the extent to which employees are involved with their close environment and their organization at large, influences to a large extent their willingness to stay in the organization, absenteeism, relationships with other employees, and levels of innovation. This study will, therefore, examine the extent to which work environment influences employee retention.

ii. To establish the relationship between compensation/salary and employee retention in Nigeria’s banking industry.
In literature, one of the major components in the retention of employees is compensation. Tessema and Soeters (2006) conceptualized compensation of faculty as the payment received from the institutions on monthly basis. According to researchers’ there is decreases absenteeism and increase retention in organizations where employees are duly compensated (Ichniowski, Prennushi& Shaw, 1997; Delaney and Huselid, 1996; Arthur, 1994). March and Simon (1958) have posited that employees leave the organization when sufficient compensation is not provided by organizations. This present study will investigate the relationship between compensation/salary and employee retention in Nigeria’s banking industry.

iii. To ascertain how promotion (career growth) affects employee retention in Nigeria’s banking industry.
Delery and Doty (1996) defined promotional opportunities as the availability of the employees' upward movement within the institution, and transparency of the policies of institutions. According to Accenture (2001), promotion opportunities enhance retention, make employees satisfied, loyal, and reduce the intention of employees to leave the institute. Miller and Wheeler (1992) argued that the decision of employees to stay with an organization. As postulated by Blau (1964) that employees feel honored by the organization when they are promoted, and the employees repay the institute through their involvement, commitment, and loyalty. This study will investigate how promotion (career growth) impact employee retention in Nigeria’s banking industry.
iv. To examine the extent to which job security influences employee retention in Nigeria’s banking industry.
Job security, according to Singh and Jain (2013) is the confidence that an employee has that he will keep his current job. The likelihood of an employee losing his job in the near future is very low when the employee has a strong level of job security. Das and Baruah (2013) studied Japanese workers and found that features of employment like job security lead to job satisfaction, high commitment, as well as employees retention in an organization. Davy, Scheck, and Kinicki (1999) found that among employees in the organization understudied, EJS is the upshot of job security. Job security has been implicitly meliorated by certain employment opportunities than others. Singh and Jain (2013) also affirmed that the current economic environment, the success of the business, and worker’s performance are affected by job security. This study will examine the extent to which job security influences employee retention in Nigeria’s banking industry.

1.5	Research Questions
The aim of this study is to examine the impact of employee job satisfaction on employee retention in the banking industry, to achieve this, the following research questions will serve as the guide for this study;
· Does the work environment influence employee retention in Nigeria’s banking industry?
· Does compensation/salary have a significant impact on employee retention in Nigeria’s banking industry?
· Is employee retention in Nigeria’s banking industry affected by promotion (career growth)?
· Does job security have a significant effect on employee retention in Nigeria’s banking industry?

1.6 [bookmark: _Toc298582104][bookmark: _Toc303695069][bookmark: _Toc303695274][bookmark: _Toc303695322]Significance of the Study
The literature on employee job satisfaction and employee retention is expanding and this study will contribute to the growth of literature on the subject matter. The study's results and conclusions will be significant to the extension of knowledge frontier, policymakers, as well as to academia. To other academicians, this study will serve as reference material, the gaps available will be identified by future researchers and worked on.

[bookmark: _Toc298582106][bookmark: _Toc303695071][bookmark: _Toc303695276][bookmark: _Toc303695324]Nigerian banks will benefit from this study as the findings will be useful in developing retention strategies and practical models that will ensure that their employees will be more satisfied with their job and improve the bank working environment for better organizational performance since it is the quality of employees that determine the performance of the organization and the more satisfied the employees the more they perform better. This study will help Nigerian banks to understand the factors lead to high employee turnover, and this research will motivate the banks to implement effective regulations and policy which can enhance retention process and thereby increase the profitability in the banking industry.

1.7	Structure of the Study
This dissertation is segmented into five chapters. The next chapter that follows this introductory chapter is the literature review, where the concept of employee retention and employee job satisfaction will be extensively examined. Then the methodology chapter will shine light on the statistical method of testing the hypotheses drafted for this dissertation. Afterward, the collected primary data will be presented and analyzed in the fourth chapter, the findings will also be discussed in the fourth chapter. Subsequently, in the fifth chapter, the implications of findings will be presented and the final conclusions.


[bookmark: _Toc303695072][bookmark: _Toc303695277][bookmark: _Toc303695325]CHAPTER TWO
Literature review
2.1 Preamble
A critical review of past literature will be conducted in this section of the research. The terminological foundations will be established in the first part of this section; the overview of job satisfaction, the overview of turnover intention, and the effect of job satisfaction on turnover intention. The next part will concentrate on theoretical review, where theories like Need Hierarchy Theory, Herzberg’s Two Factor Theory, Vroom’s Valence Expectancy Theory, Perception Theory, and McClelland’s theory of needs will be reviewed. An empirical review of past research on the variables of this dissertation will also be presented in this chapter, where past work on different variables of EJS and employee retention will be critically examined. Finally, this chapter will present the conceptual framework of the study, where the concept of work environment, compensation/salary, promotional policies, job security, and employee retention will be explored.

2.2 Review of Related Literature
2.2.1	An Overview of Job Satisfaction:
According to Mushipe (2011), EJS has always fascinated psychologists and social scientists to be studied. Berry (1998) defined EJS as the response of the employee towards their work experiences. Similarly, EJS is defined as the emotional state towards job of an employee. Spector (1997) explained that EJS is actually the significant feeling of employees about jobs, work conditions, and aspects of their job.
EJS is one of the components that is considered as an important contributor to the success of the organization (Voon, Lo, Ngui, &Ayob, 2011). Organizations that are not successful are mostly the organizations with lots of dissatisfied employees, while the successful organizations are mostly the ones that have employees that are satisfied with their job (Galup, Klein, & Jiang, 2008). Dissatisfied employees show more negative behaviors towards the organization, while a more positive attitude is depicted towards the organization by satisfied employees.

Lee, & Ahmad (2009) reported that high turnover rate, the grievance of employees, decrease motivation, and absenteeism are products of job dissatisfaction and can be solved by improving the level of job satisfaction. Definitely, a more positive attitude towards the organization such as low turnover rate, increased motivation, low absenteeism, getting punctual and more commitment to the organization will be the order of the day when there is EJS. Employees can be retained more effectively through increased EJS. Organizational performance can be impacted by EJS (Scroggins, 2008; Riketta, 2008; Pitts, 2009). Employees tend to stay with the organization, show high performance and more commitment to the organization which ultimately helps the organization in achieving its goals when there is high EJS.

2.2.2	An overview of Turnover Intention:
Turnover intention is explained by Mitchell, Holtom, Lee, Sablynski, &Erez (2001) as a phenomenon that arises when role conflicts, and some poorly designed work-life policies, which give rise to the least concentration, promotion, performance, and motivation at workplace, disturbing the structure of work breakdown and thus leading to employees quitting the organization. The subject of retaining employees within the organization has been studied by many researchers (Javed, Khan, Yasir, Aamir, & Ahmed, 2014). Hom, and Kinicki (2001) researched on retaining employees and concluded that the intentions of employees to quit their job is as a result of some factors. They added that the intentions of employees to quit is reinforced and fortified when job satisfaction is decreased by inter role conflict, withdrawal cognitions is increased by inter role conflict, job avoidance is reduced by job satisfaction, and withdrawal cognitions enhances job avoidance (Long, Thean, Ismail, &Jusoh, 2012).

Voluntary employee turnover theory was proposed by (Hom, &Kinicki, 2001), the theory explains that the perceived quality of job, the level of easement of job, and the conduciveness of the workplace environment are what lead to the intention of employee turnover, as perceived by the individual. When employee turnover intention is analyzed from a management and leadership perspective, it has both negative and positive impacts. Good behavior and attitude of the manager can make employees increase their outcome and productivity effectively and efficiently. While the organization can be led to the worse and destructive path with unfair dealing of any type with the manager. Not only will the manager display disloyalty to the organization by attempting to switch to another firm but the manager will also try to demolish the road of success and achievement of both the organization and employees. This might make employees not to perform well and might make them show a stumpy and low output, effectiveness, yield, job satisfaction, effectiveness, decreased loyalty, and commitment towards the organization (Javed, Khan, Yasir, Aamir, & Ahmed, 2014). In support of this finding, Barnes (1994) undertake similar research and concluded that the more satisfied the managers and the more the manager is free from stress, the more productive the employees become under all circumstances.
2.2.3	Effect of Job Satisfaction on Turnover Intention
The result of the work performed by the individual and individual psychological states is the origin of EJS (Tsai, 2014). Employees become satisfied when flexibility and development opportunity is provided by the organization (Zopiatis, Theocharous, &Constanti, 2014). It also exhibits organizational commitment and decreases the intention of the employee to leave organizations (Kim & Brymer, 2011). In addition, organizational commitment and job satisfaction were found to be influenced by networking behavior (Macintosh & Krush, 2014), and job burnout was found to be negatively affected by organizational commitment (Salehi & Gholtash, 2011). Consequently, employees' performance was found to be positively influenced by improvement in job satisfaction (Kalkavan & Katrinli, 2014). Furthermore, job satisfaction is directly impacted by psychological capital (Fu, Yang, Wang, Sun, & Wang, 2013), job satisfaction is indirectly impacted by psychological capital (Bergheim, Mearns, Nielsen, & Eid, 2015). Job satisfaction is negatively affected by psychological contract breaches (Antonaki & Trivellas, 2014). Employee turnover has been revealed to be negatively influenced by the relationship of perceived corporate reputation, job satisfaction, and organizational commitment (Alniacik, Akcin, Cigerim, & Bayram, 2011).
Furthermore, job satisfaction was found to be significantly influenced by service orientation and psychological capital which in turn result to higher financial performance (Bitmiş & Ergeneli, 2013; Eren, Ayas, Eren, & Hacioglu, 2013). Job satisfaction is significantly influenced by job security (Tsai, 2014). Job satisfaction leads to job performance, and organization, person fit leads to job satisfaction (Farooqui & Nagendra, 2014). Moreover, turnover intention among employees is significantly predicted by organizational commitment and job satisfaction (Hofmans, Pepermans, & Gieter, 2013). In this connection, job stress and job satisfaction have a considerable impact on employees' performance, but in the relationship, the most significant factor is job security (Azadeh & Ahranjani, 2014).

The bundle of high-performance work practices comprising of formal performance rewards, promotions, and appraisal, and job satisfaction is positively impacted by pay for performance (Chowhan, Cooke, & Zeytinoglu, 2014). Therefore, the employee that is engaged and committed is likely not leaving the organization (Raina & Roebuck, 2014).However, the performance and satisfaction of employees reduce and the likelihood of leaving the organization increases when politics is perceived by employees in the workplace (Abbas, Darr, Raja, & Bouckenooghe, 2012). In essence, since there is a strong and significant relationship between job satisfaction and performance with organizational commitment while performance strongly relates with job satisfaction (Imran, Cheema, Arif, & Azeem, 2014). Moreover, organizational commitment comes from job satisfaction, and employees are enforced to be committed to the organization by their intention to stay with the organization (Zopiatis et al., 2014).

2.3 Theoretical Review
2.3.1	Need Hierarchy Theory
In the study of EJS, the theory of motivation by Abraham Maslow has been a popular frame of reference. It is proposed by Maslow that the needs of man are in five basic categories; (1) the need for self-actualization, or the desire to become everything that one is capable of becoming, to become more and more what one is; (2) esteem needs, which includes the need for the approval of other persons and achievement and the need for mastery; (3) social needs; (4) safety and security needs; and (5) physiological needs (Maslow, 1954).
When arranged in a hierarchy of dominance, the physiological needs are the lowest of the five basic categories of needs and before the higher-order needs can be met the lower must be fulfilled. Human behavior, as contended by Maslow is an ongoing effort to meet all these basic needs. Even though the need-hierarchy theory has been used by many researchers in their studies but the most extensive EJS research based on the theory Maslow was produced by Porter (Porter, 1963). The theory model of Maslow was adapted by Porter by eliminating physiological needs, and he concluded that they were satisfied in the country understudied. The need for autonomy was added by Porter, and this he believed would measure the satisfaction of worker with his opportunity to partake in the organizational decision-making process.

Locke also works with the need-hierarchy theory and he was critical of the theory (Locke, 1976). Locke argued that the “needs” of Maslow may not actually be needs. He contended that the two ideals of values and needs seem to be confused. The concept of self-actualization was considered by Locke to be vague and nebulous, and he questioned the existence of needs and if needs function in an ordered hierarchy.

2.3.3 Herzberg’s Two Factor Theory (1957)
In the area of retention of an employee, Frederick Herzberg work is one of the earliest researches that affected EJS (Herzberg, Mausner & Synderman, 1959). The initial work on factors that affect EJS began in the mid-1950s by Herzberg and his associates. Their first effort on the subject was entitled “thorough review of existing research” (Herzberg et al., 1959). The famous survey of 200 engineers and accountants was conducted based on their view and that was where his theory of motivation was derived from through the initial framework. The supporting data for the theory, as well as the theory, was first published in 1959 and was amplified subsequently and developed in a later book (Herzberg, 1966).

Herzberg (1966) discovered based on his survey that satisfying experiences are described by employees in terms of intrinsic factors, factors that were by nature belong to the content of the job itself. Such factors are referred to as personal growth, advancement, responsibility, the work itself, recognition, and achievement, these factors were called “motivators”. Conversely, “hygiene” factors which are dissatisfying experiences, largely resulted from extrinsic, factors that are non-job-related like administration and company policies, coworker relations, salary, and supervisory styles, status, work conditions, personal life, and job security (Steers & Porter, 1983). Based on these results, Herzberg argued that using hygiene factors to eliminate the causes of dissatisfaction would not lead to a state of satisfaction. Only the use of motivators would result in satisfaction (and motivation) (Herzberg, 1966).

The implications of this employee motivation theory are clear: the basic changes in the employee's job nature can be used to increase motivation, that means, through enrichment of job (Steers & Porter, 1983). Therefore, jobs should be redesigned in such a way that it will allow for increased responsibility and challenges, opportunities for recognition, and personal growth, and advancement. As stated by Herzberg (1966), the factors that lead to EJS are distinct and separate from the ones that lead to dissatisfaction of job. Thus, factors that create dissatisfaction of job can be eliminated by managers who desire to do so by bringing about peace, but not necessarily motivation. Instead of motivating their workforce to stay for life, they will be placating them (Robins, 1993). One of Herzberg's findings was highlighted by Kreitner and kinicki (1998), where instead of managers giving (horizontal loading) additional tasks of similar difficulty to their employees, they give “vertically loading” which consists of giving more responsibility to workers. In this case, tasks that are normally performed by supervisors are been done by employees. In essence, in motivating employees, there is more to the role of a manager than good working conditions, compensation, and similar factors. It was argued by Herzberg that the job of the employee has to be fully enriched where the opportunity for recognition, achievement, advancement, responsibility, and stimulation is given to the employee for an employee to be considered motivated.

Although the theory of Herzberg (1966) was generally accepted, some researchers criticize Herzberg's theory, claiming that it applies least to those whose work is monotonous, repetitive, interesting, and limited in scope or people with largely unskilled jobs. Through his research, Herzberg was accused to assume a correlation between productivity and satisfaction and also that his research ignored productivity and stressed satisfaction. Recent research indicates that the productivity of employees is not necessarily contributed directly by employee satisfaction. Motivation levels which are more proactive measures are viewed as more closely linked to performance and behavioral changes, while EJS can be seen as a passive attribute (Hayday, 2003).

In as much as there are other schools of thought who did not share the opinion of the achievement of the motivator factors as the way of motivating employees, some behavioral scientists share the same opinion with Herzberg's conclusion of employees being well-motivated when motivator factors are achieved. It was argued by some behavioral scientists that there is more to getting employees satisfied and motivating them than just the enumerated motivator factors of Herzberg. On another interesting note, they have been efforts by some behavioral scientists to invalidate the motivation-hygiene factors by Frederick Herzberg, they claimed it lacks empirical support. King (2005) is one of such scientists, in the psychological bulletin, his book, which was titled 'evaluation and clarification of the two-factor theory, was published, where he sought to evaluate and explicate five distinct versions of job satisfaction's two-factor theory. His conclusion was that two of these versions are invalid because no empirical studies support them.

A criticism leveled against the theory of Herzberg (1966) suggested that the original formulation of his model has probably been a methodological artifact. It was explained further that, individual differences were not considered, conversely predicting that to the changes in motivating-hygiene factors, employees will react in an identical manner. Furthermore, Hackman and Oldman (1976) raised concern that the theory of Herzberg did not specify how hygiene factors and motivation are to be measured. While Herzberg's collection of data with the critical incident technique was considered appropriate, the type of employees used was faulted by Bellot and Tutor (1990). The Tennessee Career Ladder Program was used to conduct a research in 1986 by Tutor, he concluded that the 'motivator needs' of Herzberg does not motivate every employee, and according to the study, hygiene needs like money motivate teachers the more. Herzberg's use of employees from the industrial sector alone was also criticized. Base on the nature of this study, the theory Herzberg two-factor was considered. The application is considered because in this study the variable used is embedded in the theory of Herzberg. Therefore, in reducing the rate of employee turnover, any of the factors that best suit an employee in the banking industry should be chosen by Nigerian banks.

2.3.4 Vroom’s Valence Expectancy Theory
The expectancy theory was developed by Victor Vroom in 1964, the behavior process of the reason an employee prefers one behavior over the other is explained by the theory. The theory is commonly referred to as expectancy theory. His theory affirmed that there is an expectation that a given outcome will follow an act, it is the strength of such expectation and how that outcome is attractive to the individual is what determine the strength of a tendency to act in a specific way. Expectancy theory states that when employees believe that their better performance will result in good performance appraisal and in the form of some rewards, lead to the realization of a personal goal, then the employees can be motivated to perform better.

His theory explains that if employees know that their efforts will bring them a desirable reward, then their motivation can be triggered. Employees’ expectation is that their vital needs will be satisfied by the reward given for their performance. The effort that arises from outcomes, performance, and motivation was separated by Vroom (1964) expectancy theory, the theory realizes that the performance of an employee is based on an individual factor such as knowledge, ability, personality, and skills. He stated that motivation and effort performance is connected with the person’s motivation.

The theory of commission compensation structure leverage comes from the commission-based pay, this enables employees' pay to be based on the quality of the job done, employees earning as much as they can is made possible with the theory of commission compensation structure leverage like paying employee based on the sales achieved by the employee. This ensures that employees always have the expectation of future promotions and future pay raises, this will help in maintaining the hard-working culture, thereby achieving personal goals. Contrary to this, if an individual expecting no future opportunity growth and little compensation in consideration for the job done by the employee, very little effort may be put on the job by the individual. After enduring the situation for some time, the employee may decide to start looking for a new job with an opportunity for higher growth and compensation. Three major factors that determine the motivation of an employee were identified by the theory as instrumentality and expectancy valence (Mullins, 2005). Mullins affirms that motivation will work well when there is a functionally relationship between perceived likely outcomes, efforts expended, and expectations that their performance will be related to the reward.

It can be concluded based on the explanations that in the Nigerian banking sector, the essence of labor turnover can be examined using this theory. Workers conditions in Nigeria banks can be evaluated based on their future anticipation and expectations, for example, the expectation of employee for reward and compensation, and expectation of an increase of pay which might boost the working morale of the employee, the failure of the employer to do these, retaining employees will very difficult. Vroom’s valance expectancy theory helps to shield light to the reason many workers are not motivated and pointed out what the unmotivated workers will do, they will not go extra mile for their employers if they are not motivated, they will only do what they are told to do which will result into doing the minimum work. It was further explained by the theory that extra jobs will be done by employees for the organization if the employee expects to get incentives and more fringe benefit from the employer. There is some weakness of the theory, for example, without the participation of managers, it will not work in practice, therefore, what employees value as motivation must be taken into consideration by leaders, the capability of the employee must be accessed and confirmed all rights, and to make the work of employee successful, resources must be available. For employees to trust managers, they must do everything possible to keep their word, this will make the employees expect a reward when they perform at certain levels. The possibility that other factors can motivate employees is eliminated, many employees are motivated to be a part of a certain team or to do the right at work, leaving behind the reward because it is not accounted for by the theory, an excellent motivation tool can be missed out with this.


2.4	Review of Related Literature on Employee Job Satisfaction and Employee Retention.
Given the objective of this study, this study present review of related literature on employee job satisfaction and employee retention. Omar, Ahmad, Khatijah, and Mohammad (2019) examined how the mediating role of career satisfaction and employee turnover intention are impacted by Human Resources Management practices (training & development, promotion, performance appraisal, & compensation). Sample was drawn in 25 banks in Jordan, data was gathered from 394 employees, and PLS-SEM was used to analyzed the hypotheses and get the results. They found that HRM practices (training &development, promotion, performance appraisal, and compensation) negatively impact the turnover intention of employees, and the relationship between employee’s turnover intention and HRM practices (training & development, promotion, performance appraisal, and compensation) is partially mediated by career satisfaction. The study recommended that to reduce the turnover intention of employees and maintain the human element, banks in Jordan should provide a high level of career satisfaction, sufficient training & development program, fast promotion systems, fair performance appraisal, and high compensation.

Ayushi (2019) examined how employee retention and employee satisfaction are influenced by the performance management system. The study used the banking industry as a case study, data were sourced through primary data from Executive President, Group Head, President, Executive Vice President, Senior Vice President, Vice President, Deputy Vice President, Assistant Vice President, Senior Manager, Manager, Deputy Manager, Assistant Manager, Senior Executive, Executive, Apprentice Trainee, and Management Trainee. The result revealed that there is a significant relationship between employee retention and employee satisfaction, including dependence on some HRM factors. The regression analysis showed that the employee retention R-value is 57.7%, the result also revealed that Employee Satisfaction is the most contributing factor. The study found stated that the role played by performance appraisal on employee retention, performance and satisfaction is crucial. The study concludes that employees’ intention to stay in organization increases as the level of employee satisfaction increases.

Osibanjo, Salau, &Falola, (2014) explores the relationship employee retention, job satisfaction, and motivation (benefits, relationships, awards, incentives, promotion, and salary) in the banking industry in Nigeria. They adopted a survey method, self-administered questionnaire was used to obtain the primary data. Three hundred and seventy-six valid respondents were used to carry out the analysis by AMOS 21. promotion and salary were found to have strong positive implications on the retention of the employee as shown by the results of the Structural equation model analysis. Similarly, job satisfaction was found to be affected positively by benefits and incentives. While unexpectedly, job satisfaction is affected negatively by the relationships and award. They concluded that decision-makers and managers will find their study very helpful as it will help them in selecting the motivating factors that are most appropriate in order to satisfy and retain their employees.

In Sri Lanka, Lakmini and Gamage (2017) examined the impact of organizational commitment and employee job satisfaction on employee retention. Primary data was collected from insurance companies, about two hundred and fifty questionnaires were administered and one hundred were considered usable and were analyzed. The respondents were drawn from support service staff, technical, underwriting staff, and marketing staff in the insurance companies. The convenience sampling technique was used to collect the primary data. The SPSS 16.0 analytical tool was used to analyze the quantitative. The major finding according to the data analysis is that there is a positive moderate correlation between the variables employee retention, organizational commitment, and job satisfaction. Therefore, the changes of the retention of employee are positively affected by the changes in the variables and the retention of employee will increase to some extent with a positive change in variables, in like manner, the employee retention will be decreased to some extent with a negative change. Since organizational commitment and job satisfaction are wide areas, in collecting accurate data there are some constraints, and the reliability of the data may be affected by this. Although, the study was conducted in Sri Lanka in insurance companies, however, the findings can be generalized across other countries as well as for other industries. There is definitely a gap between knowledge, awareness, and concept in a country like Sri Lanka. The study recommends that to gain a competitive advantage, top-level managers can ensure that employees are satisfied and committed to the organization to retain them in the organization since there is a positive relationship between organizational commitment, job satisfaction, and employee retention.

Muhsin, Muqdas, & Chaudhary (2018) studied the factors that create high employee turnover. According to the study, in Pakistan, workforce, organizational culture, employees training and development, workload balance appreciation of work, organization commitment, salary package, promotion, and job satisfaction is a very important factor in turnover of employees. The research presents complete directions and guidelines on how the appreciation of work, workload balance, organization commitment, salary package, promotion, and job satisfaction will affect the turnover of employees. Primary data was collected using interviews, the data was collected from employees of Narowal district banks of Pakistan. The In vivo software was used for the analysis and discussion. This study analyzed revealed a positive relationship between factors that affects employee turnover and the turnover of the employee. The study found that banks that retain their employees the most are the ones that give timely promotion, workload balance, fulfill their commitments, make their employees satisfied with their job, and provide a friendly environment. They concluded that their findings will be beneficial to many banks, the management of banks whose employees are leaving the jobs because they are not satisfied will find a new way to retain their employees.

In Pakistan, Alamdar and Muhammad (2014) investigated the factors that cause turnover of employees and affect job satisfaction level, using Autonomous Medical Health Institutions (AMHI) as the case study. Factors such as nature of the work, job safety and security, promotion, and pay were considered. The sample for the study was drawn from the Health sector in Pakistan, 270 questionnaires were administered to accounts staff, administrative, nurses, and doctors working with the AMHI in Punjab. And 200 of the questionnaires were received and considered usable for the analysis. The SPSS 20.0 statistical tool was used to perform the analysis. They concluded based on the results of their study that the job satisfaction level of employees is influenced by variables like nature of work, working conditions, promotion, and pay. They recommended that to minimize the employees' turnover level, the Autonomous Medical Institutions management should consider working on factors such as nature of work, working conditions, promotion, and pay.

Chiekezie, Emejulu, and Nwanneka (2017) stated that they were motivated to conduct the study by the increasing rate of employee turnover in the Nigeria banking system. They claimed that employees move continuously in a short period from one bank to another bank. The study examines how employees retention is influenced by compensation management in selected Commercial banks. The study specifically set out to investigate the relationship between employee satisfaction and salary. A descriptive research design was employed by the study. The major instrument for collecting the primary data used in the study is a questionnaire. Employees of Sterling bank, Fidelity Bank, and First Bank in Awka were the major respondents of the study, 60 employees were given the questionnaire after they agreed to participate in the study, 56 copies of the questionnaire were retrieved and considered to be all useful. The data were analyzed using Pearson’s Product Moment Correlation. A positive weak relationship was found between employee satisfaction and salary. This means that despite employees' seemingly attractive salaries, they were not satisfied. The study concluded that the management that fails to implement, administer, and formulate a good compensation policy will find it difficult to retain their talented employee; if talented employee is not well compensated they might leave their job to another organization they consider to give a better offer. It was recommended by the researchers that enticing and new ways to retain and motivate employees should be included in the compensation structure of the organization.

In Ghana, Mensah (2012) investigated the effects of indirect compensation on the retention of an employee, using Central University College as a case study. 280 copies of questionnaires were administered in the survey process. The relationship between variables was measured using the condition of the service manual of Central University College. It was revealed by the study that some of the indirect compensation available are implemented by the management, other benefits that are not administered satisfactorily exist, and the lack of zeal towards work is heavily contributed to by these other benefits, and this has negatively affected the productivity of employees. It was recommended by the study that the necessary attention needed by indirect compensation should be provided by the management of CUC, this will boost the morale of the employee and thereby keep employees for a longer period in the company and lead to higher productivity.


2.5 Conceptual Framework And Hypotheses Formulation
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1. Job Satisfaction

2.5.1 Employee Retention
Bidisha and Baruah (2013) explained employee retention as a process of encouraging employees to remain with the organization until the project is completed or for the maximum period. Retaining is an administrative technique and ability which starts from using, holding and creating an asset for future and present use (Hausknecht, Rodda, & Howard, 2008). Employee retention is defined by Jackson (2006) as every effort of the employer to encourage productive and qualified employees to continue to work with the organization.



2.5.2	Employee Job Satisfaction
In human resource management, EJS is an important target because it can affect the productivity and performance of labor. EJS can be seen from how changes are reacted to by employees in the characteristics of her work. According to Hamermesh (2001), the picture of EJS is the weight of ideas that employees generated in their minds about every aspect of their work. Finn (2001) stated that the degree to which a member of staff of any organization is satisfied with her current job on account of how many of her wants and needs are satisfied.

A study was conducted on EJS and employees' retention, the study concluded that employees that enjoy working hours flexibility are satisfied with their work and thereby retain them in the organization (Parasuraman& Simmers, 2001). It has been established by Memonet al. (2010) employees tend to stay with the organization when they are satisfied with that organization. Long-term personal goals realization, individual sense of attainment, and personal satisfaction are the factors of EJS that enhances the retention of employee (Atoyebi, 2011). According to Ehskett (2014), EJS derives retention of the employee in the service profit chain. It has been affirmed by Iqbal, Muneer, Jahanzeb, &Rehman, (2012) that EJS has a significant and positive impact on the retention of employees. This present study will examine the impact of some components of EJS (Work environment, Compensation/salary, Promotional policies, and Job security) on the retention of employees.

i. Compensation
One of the fundamental component of HRM is compensation. Economic reward in the form of supplementary pay or indirect compensation, benefits as well as wages and salaries are part of what compensation covers (Ojo, 1998). The design of compensation program has objective and the objective according to Cascio (2003), is divided into two which are indirect and direct forms of compensation. The fringe benefits enjoyed by employees because they are working in an organization is referred to as indirect compensation while the wage or salary aspect is the direct compensation.
Syahreza, Lumbanraja, Dalimunthe, and Absah, (2017) conducted a study on compensation and employees' retention and found that employees' retention is significantly impacted by compensation positively. Also, a study conducted in Adamawa state of Nigeria by Teru and John (2017) found that in commercial banks, employees' retention is positively impacted by pay/compensation. According to Tangthong, Trimetsoontorn, and Rojniruntikul, (2014), a significant factor affecting the intention of the employee to stay has been identified as compensation. From the perspective of employers, the retention of employees is viewed as the length of stay of the employee in the company, indirectly, this can be termed as the attitude of employees towards the company. Seven factors which that encourage retention was identified Walker (2001): good communication; good work-life balance; recognition of the performance contributions and capabilities; positive relationships with colleagues; opportunities to learn; challenging work; and appreciation and compensation of the work performed. This present study will examine the impact of these factors on employees' retention in the Nigerian banking industry. Based on the literature reviewed in Section 2.5, the hypothesis is stated thus:

H1: There is no significant relationship between compensation/salary (CO) and employee retention (ER) in Nigeria’s banking industry.

ii. Work Environment
Schneider and Reichers (2009) defined work environment as the experiences and perceptions of the individual employee in the immediate work setting. The work environment, according to Brenner (2004) should be designed to ensure the free flow of exchange of ideas and fulfill the satisfaction of employees, and this leads to achieving higher productivity because employees will be motivated. A good working environment, according to Nakpodia (2011), exists when all the essential facilities and needs are provided to help employees to do their work. Such needs and facilities include an exposed organizational climate, a good working atmosphere, a pleasant network of information technology and communications, teaching facilities and materials, air-conditioned offices, and decent furniture.

According to Msengeti and Obwogi (2015), the work environment has a significant positive influence on employee retention. A study conducted by Ramlall (2003) revealed that employees strive to stay and to work in those corporations that provide a positive and good work environment for their employees, where employees feel they are making a difference and they are valued most. The extent to which employees feel involved with their company, especially with the close environment of the employees, to a large extent affects their absenteeism, relationships with other employees, levels of innovation, and willingness to keep working with the organization (Sehgal, 2012). This present study will examine the extent to which the work environment influences employee retention in Nigeria’s banking industry.Based on the literature reviewed, the hypothesis is stated thus:
H2: Work environment (WE) does not have a significant influence on employee retention (ER) in Nigeria’s banking industry.
iii. Job Security
In the EJS literature, one of the most consistent findings, according to Theodossiou and Vasileiou (2014), is that there is a significant effect of job security on the retention of an employee. According to Jang (2008), job security has been identified as one of the factors that motivate employees and assists to predict EJS. United States of America workers survey (2010) stated that when higher levels of EJS are recorded by employees, they deem to be secure. The existence of a significant and strong relationship between the reporting of higher retention of employees and the feeling of a secure job. Employees shoulder many burdens but one of the most stressful of the burdens is having a job but not knowing its status either secured or not. Akpan (2013) concluded in his study that in employee commitment, job security is an important factor. However, it has been indicated by other researchers that the statistical relationship between employee retention and job security is actually causal, running to satisfaction from security (Phelps, 2013). This present study will investigate the extent to which job security influences employee retention in Nigeria’s banking industry. Based on the literature reviewed, the hypothesis is stated thus:
H3: Job security (JS) does not have any significant relationship with employee retention (ER) in Nigeria’s banking industry.

iv. Promotions
Malik, Danish, and Munir (2012) defined promotion as an employee's movement to higher compensation and job of higher significance. In principle, a bridging job is taken to a new career path by promotion or in the existing career ladder, employees are offered the opportunity to advance by promotion. As noted by Naveed, Bushra, and Usman (2011), when employees on the basis of seniority climb a promotion ladder and get an increased wage rate because of the promotion, therefore, the social life of employees is improved by promotion. Naveed et al., (2011) argued that when employees are promoted internally they perform well and increase the productivity of the organization while there is generally a higher delivery failure rate when employees are hired externally.
Promotion, according to Maniram (2007), has a stronger and significant impact on the retention of an employee when compared to other factors like achievement and recognition. The effect is due to fact that there is usually a position change when an employee is promoted to the next level which includes supervision, autonomy and pay.
It was affirmed by Malik et al. (2012) that it is the opinion of many researchers that promotional policies are strongly interrelated with employee retention and there is a positive and direct association between employee retention and promotional policies of the organization. According to Naveed et al. (2011) a huge intention to leave is shown by employees that are not satisfied with the available opportunities for promotion in the organization. Part of the reason is that there is an expected timetable for advancement developed by individuals, and the individuals' cognitive evaluation is influenced by the extent to which timetables are met. This study will evaluate how promotion affects employee retention in Nigeria’s banking industry. Based on the literature reviewed, the hypothesis is stated thus:
H4: Promotion (career growth) (PR) does not have a significant impact on employee retention (ER) in Nigeria’s banking industry.
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CHAPTER THREE
METHODOLOGY AND RESEARCH DESIGN
3.1 [bookmark: _Toc303695081][bookmark: _Toc303695286][bookmark: _Toc303695334]Overview
The various research techniques and methodology used in the study will be presented and explained in this chapter. Systematic approach guided by certain scientific methods is included in the research methodology, it consists of techniques used in interpreting data logically, analysing data, as well as collecting data. Including presentation of the procedures for collecting data.

3.2 [bookmark: _Toc298582119][bookmark: _Toc303695082][bookmark: _Toc303695287][bookmark: _Toc303695335]Research Philosophy and Approach
The study of knowledge acquisition is referred to as epistemology and it is concerned with what is accepted a valid knowledge (Collis and Hussey, 2003). An epistemological issue in a discipline, in other words, is about the question of what should be (what is) regarded as acceptable knowledge. The relationship between the researched and the researcher is the focus of epistemological positions (Kivunja & Kuyini, 2017). When it comes to epistemological undertakings, the two competing and fundamentally different thoughts are phenomenological (or interpretive, normative) epistemology and positive (realism) epistemology (Bryman, 2012).
As a research paradigm, positivism, use statistical analysis to discover precise causal relationships, search for law-like generalizations, search for law-like generalizations, and seeks to solve major practical problems (Kim, 2003). The claim of positivism is that the social world exists externally and therefore, objective measures should be used to measure its properties, where the person observing needs to be independent of what is being observed. There is just one reality, the variables can be used to express this reality and measured validly and reliably (Onwuegbuzie, 2002). Easterby-Smith et.al. (2002) are of the opinion that the researcher should locate causality between variables, focus on facts, use deductive approach (formulate and test hypotheses), apply quantitative methods, and so that they can be measured, operationalize concepts.
Phenomenologists, on the other hand, claimed that in understanding social reality, it has to be grounded in the experience of people about that social reality (Grey, 2014). Thus, the focus will be on trying to understand what is happening, the meanings, construct models and theories from data (inductive approach) using the methods of qualitative (Easterby-Smith et.al., 2002). In this case, researchers try to minimize the distance between what is researched and themselves, they try to interact with what is researched (Collis and Hussey, 2003).
In this study, the epistemological stance is a positivist position. Since it is acknowledged by the study that knowledge as construction is built on the world's reality where human beings live and experience. In fact, knowledge is gained through both understandings of the role played by human beings in social reality and investigating the nature of relationships among phenomena (Morgan and Smircich, 1980). Therefore, it is the positivist position that appears to be relevant in establishing knowledge through cause-effect relationships. It is assumed in this study that some realities exist in the world that can influence the retention of employees in the banking industry. This study mainly considers the link between employee retention and employee job satisfaction to observe the nature of the relationship.
The approach that this study is based on mainly is the deductive (scientific) approach, and therefore, a quantitative research approach is useful. In this approach a hypothesis is tested and is deduced from the theory (Bryman and Bell, 2015). Most of the researchers (like Omar, Ahmad, Khatijah, and Mohammad, 2019; Muhsin, Muqdas, & Chaudhary, 2018; Chiekezie, Emejulu, and Nwanneka, 2017; Lakmini and Gamage, 2017; Osibanjo, Salau, &Falola, 2014; Mensah, 2012; Alamdar and Muhammad, 2014) that have worked on employee retention and employee job satisfaction used questionnaire as instrument for collection of data.  Therefore, a survey is considered a valid tool for conducting this research while following a positivistic approach. In this research, no chance to intervene, neutrality will be maintained as the survey will be held online. This will lead to quantifiable results and higher objectivity, and it will be easier to generalize results since there is little to no room for interpretation.

3.3 [bookmark: _Toc298582120][bookmark: _Toc303695083][bookmark: _Toc303695288][bookmark: _Toc303695336]Research Strategy
The quantitative method was chosen for purpose of this research. Quantitative research is described by Fox and Bayat (2007) as methods of experimentation of things that can be counted, research concerned with the systematic measurement, and statistical analysis. Quantitative research as asserted by Creswell (2009) is a means of examining the relationship among variables for testing objective theories so that statistical procedures can be used to analyse the numbered data. Quantitative research is viewed by Shajahan (2014) as being based on the amount of the received responses from a questionnaire or the measurements of quantity.
Evaluating objective data that consist of numbers that have the aim of achieving reliability at high levels in terms of analysis of data is the main reason for choosing quantitative methods. Quantitative methods, according to Dane (2013) include providing direction for the research objectives by reviewing a substantial amount of literature. Quantitative research is based on facilitating data analysis by trying to apply the methods. The strength of quantitative research is that the data it provides is easily quantifiable and established on objective evidence that is reasonable and which lends itself to rigorous analysis. Saunders, et al. (2019) stated that in quantitative research, the results can be interpreted in short statements after reduced to numerical statistics. 
3.4 [bookmark: _Toc298582126][bookmark: _Toc303695084][bookmark: _Toc303695289][bookmark: _Toc303695337]Collection of Primary Data
A survey, according to Bhattacharyya (2006), is a fact-finding study. It is a research method involved in data gathering directly from a sample or a population at a particular time. There are a variety of ways this data can be collected and they include the use of questionnaires or interviewing or observation. For gathering data from scattered, diverse, large, and varied social groups, a reasonably reliable tool is a structured close-ended questionnaire. It consists of a list of questions, compiled, arranged, and sent to the respondents, the result obtained from respondents can be tested statistically and tabulated (Shajahan, 2014). The sampling method chosen to gather the primary data is convenience sampling.  According to Saunders et al. (2019) deductive approach is usually associated with a survey strategy that allows the collection of quantitative data that can be quantitatively analysed with the use of inferential and descriptive statistics.
For the proper understanding of the employees' perception of employee job satisfaction in the banking industry, and providing an insight into how to employee retention can be increased in Nigerian banks, data will be collected using a survey questionnaire. The questionnaire as an instrument for collecting data was chosen because the speed of data collection is increased with questionnaire, and this study's sample is spread over a large territory and the levels of objectivity is higher when a questionnaire is used compared to many alternative methods used in collecting primary data. A questionnaire was designed using Google Forms and the link was sent to the employees of commercial banks via the Internet. Since all the respondents are expected to be educated, the English language will be used to draft the questionnaire. The questions of the questionnaire will predominantly be drafted in a Likert Scale type. According to Brian (2009), questions in Likert Scale are analysed easily in such a way that statistics are allowed to be drawn for interpretation.
Two hundred and fifty employees of Nigerian commercial banks were targeted through convenience sampling techniques using the infinite population formula (Cochran, 1963). Mails were sent to the bank through the official Email on their website explaining the objective of the study and sort their support in not only participating but also to encourage their colleagues to participate and to recommend other bank employees they know, banks staffs were also contacted through LinkedIn and other social networks, human resources managers of the banks were also contacted. The questionnaire was segmented into six parts, each segment will elicit information on each variable of the study. Section ‘A’ was drafted to collect questions on the personal data of employees which comprises of six questions; Section B will focus on collecting questions on work environment with five questions which were compressed by finding the average of all the five items to form one variable (work environment) that was used to test the hypothesis. The items of the questionnaire on work environment were drawn from Schneider and Reichers (2009), Msengeti and Obwogi (2015), Nakpodia (2011), and Ramlall (2003); information on compensation/salary will be collected with questions in Section C with seven questions drawn from Syahreza, Lumbanraja, Dalimunthe, and Absah (2017), Ojo (1998), Teru and John (2017), Cascio (2003), and Walker (2001) which were compressed by finding the average of all the seven items to form one variable (compensation/salary) that was used to test the hypothesis; Information on job security will be elicited by Section D elicit with five questions and were drawn from Jang (2008), Theodossiou and Vasileiou (2014), Phelps (2013), and Akpan (2013) which were compressed by finding the average of all the five items to form one variable (job security) that was used to test the hypothesis; Information on promotional policies will be elicited by Section E which comprises of four questions drawn from Naveed, Bushra, and Usman (2011), Malik, Danish, and Munir (2012), and Maniram (2007) which were compressed by finding the average of all the four items to form one variable (promotional policies) that was used to test the hypothesis, and; information on employee retention will be elicited by Section F and will comprise of five questions drawn from Hausknecht, Rodda, & Howard, (2008), Bidisha and Baruah (2013), and Jackson (2006) which were compressed by finding the average of all the five items to form one variable (employee retention) that was used to test the hypothesis. To assess the acceptability and clarity, the questionnaire will be preliminary tested after drafting the questionnaire and before it was uploaded to Google Forms.

3.4.1 [bookmark: _Toc303695085][bookmark: _Toc303695290][bookmark: _Toc303695338]Sources
For this study, the main data source used is primary data. Data collected first-hand by the researcher are referred to as primary data, they are first-hand experiencing data collected on variables of interest and collected specifically for the purpose of the study (Mouton, 2010). Primary data, as stated by Ivy (2010) is the data collected for a particular research purpose. Primary data on employee retention and employee job satisfaction is collected from employees of commercial banks in Nigeria using a questionnaire.

3.4.2 [bookmark: _Toc303695086][bookmark: _Toc303695291][bookmark: _Toc303695339]Access and Ethical Issues
Ethics is defined as a set of principles that prescribe behaviours that are considered morally correct (Goodwin, 2012). A list of key ethical issues was provided by Saunders, Thornhill, and Lewis (2009), they added that when undertaking a research project, normally the ethical issues require adherence of the researchers. These include:
• The right to withdraw completely or partially from the process and voluntary nature of participation.
• Possible deception and consent of participants.
• Maintenance of the confidentiality of participants’ anonymity and identifiable participants or data provided by individuals.
• Privacy of actual and possible participants.
• Participants' reactions to the way in which the data is intended to be collected.
• Effects on participants of the way the data collected is reported and analysed.
• Objectivity and behaviour of the researcher.
A number of the following ethical issues will be considered for the purposes of this study. Informed consent will be sought from the respondents. The confidentiality of the information of the respondent was ensured. The respondents will be informed that it is their right to withdraw or accept to participate in the study at any time. The respondents will be informed that the information sought is solely for the purpose of academics. A covering letter accompanied each questionnaire explaining the purpose and nature of the research and each respondent will be assured of absolute confidentiality. The covering letter is to allay the fears of respondents with regard to the purpose and nature of the study and to encourage respondents to cooperate.

3.5 [bookmark: _Toc303695087][bookmark: _Toc303695292][bookmark: _Toc303695340]Approach to Data Analysis
Data processing is all about classification, coding, editing, cleaning of data, and tabulation of the data collected so that the data can be used in statistical analysis (Kothar 2004). The process is an immediate stage between data analysis and collected data. Quantitative data were downloaded from the Google Form in an Excel Sheet format, recoded, and transferred into the Statistical Analysis System (SAS) software for computation of descriptive statistics. Version 20 of Statistical Package for Social Science (SPSS) was used for the frequency distribution and the running of inferential and descriptive analysis was done using SAS 9.3. Relevant demographic variables like work experience, position, highest educational qualification, marital status, age, and gender will be presented with bar charts, frequency, pie charts, and percentages at the beginning of the analysis. The formulated hypotheses will be tested using the inferential statistic.
 A simple linear regression will be used to test H1 and H2. Testing the effect of a variable on other variable(s) is better done with simple linear regression. The historical relationship between a dependent and independent(s) variable reflected in a model is referred to as linear regression analysis and the result is used to predict the dependent variable future values. The ordinary least square will be used to estimate the model. The following simple regression model stated below was used to test the hypothesis:
For H1;
ERi = β0+β1 (WE)i+εi	……………………………………………………………………………………….	Equation 3.1
Where
ER = Employee retention
WE = Work Environment 
ε= error term

For H3;
ERi = β0+β1(PR)i+εi	……………………………………………………………………………………….	Equation 3.2
Where
ER = Employee retention
PR = Promotion (career growth)  
ε= error term
H2 and H4 will be tested with the Pearson product-moment correlation, since the two hypotheses are considering variables' relationship without considering the causation effect of any of the variable. The measure of the linear dependence between two variables Y and X which gives a value between −1 and +1 is referred to as Pearson product-moment correlation (typically denoted by r). The strength of linear dependence that existed between two variables is also measured with Pearson product-moment correlation. Ojo (2005) affirmed that Pearson product-moment correlation is used to confirm the existence of the relationship between two variables. A positive correlation is when the increase in variable Y is as a result of the increase in variable X. A negative correlation is when a decrease in variable Y is caused by variable Y.

3.6 [bookmark: _Toc303695088][bookmark: _Toc303695293][bookmark: _Toc303695341]Conclusion
The critical aspects of this dissertation is covered by this research methodology, such as research philosophy and approach, research strategy, collection of primary data, sources, access and ethical issues, and approach to data analysis. This chapter has explained how data will be collected and analysed. A description of the instrument chosen for this research and the rationale for choosing it was presented. This study aligns with the positivist position, based mainly on the deductive (scientific) approach, and follows the main steps of quantitative research. Employees of commercial banks will be selected through convenience sampling and a questionnaire will be used to collect primary data for the study. The questionnaire will be administered using Google Forms. SPSS and SAS software will be used for the descriptive and inferential statistic. Linear regression analysis and Pearson product-moment correlation will be used to test the hypotheses for this study.



CHAPTER FOUR
4. Presentation and Discussion of the Findings
4.1	Overview
The results obtained from analysis of the responses of the employees of commercial banks collected through questionnaire administered through Google Forms will be presented in this chapter. Investigating the impact of EJS on ER in the Nigerian banking industry is the main aim of this study. The main target respondents were the bank employees across various cadre; junior Staff, middle-level staff, senior staff, and management staff. This chapter will be presented in three segments, the first segments will present the results of the study population socio-demographic characteristics using descriptive analysis like frequency tables and charts (bar and pie chart), the second segment will present the result of the analysis of the study objectives using percentages and frequencies, while the result of the research hypotheses will be presented in the third segment using simple linear regression and Pearson Moment Correlation.

Table 4.1: Presentation of Data
	Response
	Respondents
	Percentage

	Total Responses (downloaded from the Google Form)
	255
	100

	No consent
	27
	10.59

	Those that gave their consent
	228
	89.41



253 employees of Nigeria commercial banks filled the questionnaire on the internet, their consent was sought and 27 (10.59%) did not give their consent to participate in the study so their responses were removed from the 253 participants during the coding of the responses. The responses of the 228 employees of commercial banks were considered suitable and sufficient for this research after checking the responses for outliers and other errors. 228 responses are about 89% and considered as the useable rate of all the questionnaires administered. Considering the total number of participants of this study, the 89% useable rate is a good representative of the 228 employees of commercial banks that participated in this study.

4.2 Socio-demographic characteristics of the study population
The descriptive analysis was used to compare the given answers and the respondents' demographic backgrounds to the questions. The aim of the descriptive analysis is to explain and identify possible patterns in the different groups of participants. Respondents’ demographic characteristics like gender, age, marital status, highest educational qualification, employee cadre, and work experience were captured and the results of the descriptive analysis are discussed and presented in numerical sequence, the results are presented in accordance with the format of the questionnaire. The findings of this study are contextualized with the help of this study population socio-demographic characteristics.


	[bookmark: IDX]Table 4.2: Distribution of Respondents by Gender

	Gender
	Frequency
	Percent
	Cumulative Frequency
	Cumulative Percent

	Female
	101
	44.30
	101
	44.30

	Male
	127
	55.70
	228
	100.00
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The distribution of respondents by gender shown in Figure 4.1 and Table 4.2 revealed that 101 (44.30%) of the employees of commercial banks that participated in this study were females and 127 (55.70%) of the employees of commercial banks that participated in this study were males. The questionnaires were administered randomly not considering the gender of the respondents, so the distribution of gender shows that both male and female employees of commercial banks participated in this study without gender discrimination.

	Table 4.3: Distribution of Respondents by Age

	Age group
	Frequency
	Percent
	Cumulative Frequency
	Cumulative Percent

	Below 25 years
	38
	16.67
	38
	16.67

	25 - 35 years
	68
	29.82
	106
	46.49

	36 - 45 years
	59
	25.88
	165
	72.37

	46 – 50 years
	40
	17.54
	205
	89.91

	Above 50 years
	23
	10.09
	228
	100.00


 (
Figure 4.2: Distribution of Respondents by Age
)

The distribution of respondents by age as presented in Figure 4.2 and Table 4.3 shows that 38 (16.67%) of employees of Nigerian commercial banks that participated in this study were below 25 years of age, 68 (29.82%) were 25 to 35 years of age, 59 (25.88%) were of 36 to 45 years of age, 40 (17.54%) were of 46 to 50 years of age and 23 (10.09%) were above 50 years of age. This distribution reveals that the majority of employees of Nigerian commercial banks that participated in this study were within 25 to 35 years of age. This shows that the workforce is agile and vibrant.
	Table 4.4: Distribution of Respondents by Marital Status

	Marital Status
	Frequency
	Percent
	CumulativeFrequency
	CumulativePercent

	Single
	70
	30.70
	70
	30.70

	Married
	133
	58.33
	203
	89.04

	Divorced
	19
	8.33
	222
	97.37

	Widow/Widower
	6
	2.63
	228
	100.00
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The distribution of respondents by marital status as shown in Figure 4.3 and Table 4.4 revealed that 70 (30.70%) of the employees of Nigerian commercial banks that participated in this study were single as at when this study was conducted, 133 (58.33%) were married, 19 (8.33%) were divorced and 6 (2.63%) were widow/widower. As shown in the distribution of respondents by marital status that majority of the employees of Nigerian commercial banks that participated in this study were married.
	Table 4.5: Distribution of Respondents by Highest Educational Qualification

	Qualification
	Frequency
	Percent
	Cumulative Frequency
	Cumulative Percent

	OND/NCE
	27
	11.84
	27
	11.84

	B.Sc./B.Tech./HND
	88
	38.60
	115
	50.44

	M.Sc./MBA
	83
	36.40
	198
	86.84

	Ph.D
	13
	5.70
	211
	92.54

	Others
	17
	7.46
	228
	100.00


 (
Figure 4.4: Distribution of Respondents by Highest Educational Qualification
)

According to the distribution of respondents by highest educational qualification presented in Figure 4.4 and Table 4.5, 27 (11.84%) of the employees of Nigerian commercial banks that participated in this study were graduates of the National Certificate in Education/Ordinary National Diploma (NCE/OND), 88 (38.60%) were graduates of Higher National Diploma/Bachelor of Technology/Bachelor of Science (B.Sc./B.Tech./HND), 83 (36.40%) had Master in Business Administration/Master of Science (M.Sc./MBA), 13 (5.70%) were Ph.D. holders and 17 (7.46%) had other educational qualification that was not listed in this study. It is pertinent to note that all the respondents are educated enough to participate in this study. 
	Table 4.6: Distribution of Respondents by Position

	Staff Cadre
	Frequency
	Percent
	Cumulative Frequency
	Cumulative Percent

	Junior Staff
	67
	29.39
	67
	29.39

	Middle Level Staff
	61
	26.75
	128
	56.14

	Senior Staff
	49
	21.49
	177
	77.63

	Management staff
	44
	19.30
	221
	96.93

	Others
	7
	3.07
	228
	100.00
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The distribution of respondents by staff cadre as presented in Figure 4.5 and Table 4.6 show that 67 (29.39%) of the employees of Nigerian commercial banks that participated in this study were junior staff, 61 (26.75%) were middle-level staff, 49 (21.49%) were senior staff, 44 (19.30%) were management staff and 7 (3.07%) belong to other staff cadres that are not listed in this study. 
	Table 4.7: Distribution of Respondents by Work Experience

	Work  Experience
	Frequency
	Percent
	Cumulative Frequency
	Cumulative Percent

	Less than 5 years
	64
	28.07
	64
	28.07

	5 – 10 years
	54
	23.68
	118
	51.75

	11 – 15 years
	46
	20.18
	164
	71.93

	16 – 20 years
	40
	17.54
	204
	89.47

	More than 20 years
	24
	10.53
	228
	100.00


 (
Figure 4.6: Distribution of Respondents by Work Experience
)
\The distribution of respondents by work experience as presented in Figure 4.6 and Table 4.7 show that 64 (28.07%) of the employees of Nigerian commercial banks that participated in this study has less than 5 years of work experience in the banking industry, 54 (23.68%) has been working with commercial banks in Nigeria for 5 to 10 years, 46 (20.18%) has been working with commercial banks in Nigeria for 11 to 15 years, 40 (17.54%) has been working with commercial banks in Nigeria for 16 to 20 years, and 24 (10.53%) has been working with commercial banks in Nigeria for more than 20 years. It is pertinent to note that all the employees of Nigerian commercial banks that participated in this study were experienced enough to give reliable responses to the questions of the questionnaire.

4.3 Analysis of data pertaining to the impact of employee job satisfaction on employee retention in the Nigeria banking industry
In analyzing the objectives of this study, the percentages and frequencies of all the answers to the questions were identified using descriptive statistical analysis. Descriptive statistics is defined according to Welman, Mitchell, and Kruger (2005) as the summary or description of the obtained data for the analysis of a group of individual units. Treiman (2009) affirms that when data are presented using descriptive statistics, the reader is allowed to understand the aspects of the analyzed data that are most basic, this makes it very informative. This section will be presented using descriptive statistics to discuss the objectives of this study.

The descriptive statistics are used to score patterns of the respondents towards employee retention and employee job satisfaction which are the two central components of the study. The collected data provided insight that is valuable to the complexity of the phenomenon of employee retention and employee job satisfaction. Where applicable, to show a single category, the levels of agreement and disagreement were collapsed to “Agreed” and “Disagreed”.





4.3.1	The extent to which work environment influences employee retention in Nigeria’s banking industry
	Table 4.8
	Strongly Agree
	Agree
	Not Applicable
	Disagree
	Strongly Disagree

	
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent

	My work environment is conducive for me
	100
	43.9
	115
	50.4
	2
	.9
	8
	3.5
	3
	1.3

	I feel this bank is fair in general and treat employees fairly
	52
	22.8
	134
	58.8
	6
	2.6
	29
	12.7
	7
	3.1

	I am satisfied with the bank’s people programs, such as birthday announcements, valuable employee of the month,
bulletins and newsletter, etc.
	62
	27.2
	139
	61.0
	13
	5.7
	12
	5.3
	2
	.9

	The operational environment of this bank is secure and excellent.
	54
	23.7
	148
	64.9
	4
	1.8
	15
	6.6
	7
	3.1

	My workplace does not provide technological resources that allow me to do my job effectively
	5
	2.2
	17
	7.5
	7
	3.1
	65
	28.5
	134
	58.8



The 228 employees of Nigeria commercial banks that participated in this study revealed that work environment influences employee retention in Nigeria’s banking industry to a great extent, this is evidenced in their responses; 94.3 percent of the respondents affirmed (Agree and Strongly Agree) that their work environment is conducive for them, 81.6 percent of the respondents affirmed (Agree and Strongly Agree) they feel their bank is fair in general and treat employees fairly, 88.2 percent of the respondents affirmed (Agree and Strongly Agree) that they are satisfied with the bank’s people programs, such as birthday announcements, valuable employee of the month, bulletins and newsletter, etc., 88.6 percent of the respondents affirmed (Agree and Strongly Agree) that the operational environment of this bank is secure and excellent and 87.3 percent of the employees of Nigerian commercial banks that participated in this study disagreed (Disagree and Strongly Disagree) that their workplace does not provide technological resources that allow them to do their job effectively.

4.3.2	The relationship between compensation/salary and employee retention in Nigeria’s banking industry
	Table 4.9
	Strongly Agree
	Agree
	Not Applicable
	Disagree
	Strongly Disagree

	
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent

	I am satisfied withthe salary increment plan of this bank.
	57
	25.0
	93
	40.8
	6
	2.6
	56
	24.6
	16
	7.0

	The amount of pay I receive here is good enough compared to other banks.
	39
	17.1
	115
	50.4
	5
	2.2
	47
	20.6
	22
	9.6

	My salary matches the responsibility and the level of satisfaction I receive.
	21
	9.2
	68
	29.8
	5
	2.2
	87
	38.2
	47
	20.6

	I experience mental distraction at work because of my inability to meet my family obligations.
	19
	8.3
	53
	23.2
	12
	5.3
	67
	29.4
	77
	33.8

	This bank gives employee’s yearly bonus.
	27
	11.8
	131
	57.5
	14
	6.1
	34
	14.9
	22
	9.6

	The insurance endowment given to employees in this bank is adequate.
	20
	8.8
	87
	38.2
	35
	15.4
	61
	26.8
	25
	11.0

	I am happy with my salary as I am well paid
	18
	7.9
	77
	33.8
	6
	2.6
	86
	37.7
	41
	18.0



The relationship between compensation/salary and employee retention is good as opined by the participants of this study, this is evidenced in their responses; 65.8 percent concord (Agree and Strongly Agree) that they are satisfied by the salary increment plan of the bank they work with, 67.5 percent concord (Agree and Strongly Agree) that the amount of pay they receive in the bank they work with is good enough compared to other banks, 58.8 percent disagreed (Strongly disagree and Disagreed) that their salary matches with the responsibility and the level of satisfaction they receive, 63.2 percent disagreed (Strongly disagree and Disagreed) that they experience mental distraction at work because of their inability to meet their family obligations, 69.3 percent concord (Agree and Strongly Agree) that the bank they work with give employee’s yearly bonus, most (47%) of the employees of Nigeria commercial banks that participated in this study concord (Agree and Strongly Agree) that the insurance endowment given to employees in the bank they work with is adequate and most (41.7%) of the employees of Nigeria commercial banks that participated in this study concord (Agree and Strongly Agree) that they are happy with their salary as they are well paid.

4.3.3	The impact of promotion (career growth) on employee retention in Nigeria’s banking industry
	Table 4.10
	Strongly Agree
	Agree
	Not Applicable
	Disagree
	Strongly Disagree

	
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent

	I am satisfied with the promotional policies provided by this bank.
	45
	19.7
	88
	38.6
	9
	3.9
	63
	27.6
	23
	10.1

	Promotion goes to those who most deserve it.
	38
	16.7
	84
	36.8
	7
	3.1
	70
	30.7
	29
	12.7

	There is opportunity and clarity in the procedure for promotion in this organization.
	44
	19.3
	93
	40.8
	8
	3.5
	56
	24.6
	27
	11.8

	In this bank, those who do well on the job stand a fair chance for promotion.
	24
	10.5
	109
	47.8
	11
	4.8
	57
	25.0
	27
	11.8



Based on responses it can be established that promotion (career growth) affects employee retention in Nigeria’s banking industry, this is evidenced in their responses; 58.3 percent affirmed (Agree and Strongly Agree) that they are satisfied with the promotional policies provided by the bank they work with, 53.5 percent affirmed (Agree and Strongly Agree) that promotion goes to those who most deserve it, 60.1 percent affirmed (Agree and Strongly Agree) that there is opportunity and clarity in the procedure for promotion in this organization, and 58.3 percent affirmed (Agree and Strongly Agree) that in the bank they work with, those who do well on the job stand a fair chance for promotion.



4.3.4	The extent to which job security influences employee retention in Nigeria’s banking industry
	Table 4.11
	Strongly Agree
	Agree
	Not Applicable
	Disagree
	Strongly Disagree

	
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent

	The tasks assigned to me help me grow thereby increases my chance of keeping my job
	78
	34.2
	119
	52.2
	6
	2.6
	20
	8.8
	5
	2.2

	I see myself working for this bank  till I retire
	37
	16.2
	67
	29.4
	8
	3.5
	43
	18.9
	73
	32.0

	I believe that the high expectations of my supervisors is a threat to my job
	41
	18.0
	78
	34.2
	33
	14.5
	45
	19.7
	31
	13.6

	I feel totally secure in my job
	23
	10.1
	80
	35.1
	5
	2.2
	80
	35.1
	40
	17.5

	My supervisor encourages my development to save my job
	25
	11.0
	91
	39.9
	40
	17.5
	55
	24.1
	17
	7.5



Based on responses it can be established that job security influences employee retention in Nigeria’s banking industry to a great extent, this is evidenced in their responses; 86.4 percent of the respondents affirmed (Agree and Strongly Agree) that the tasks assigned to them help them to grow thereby increases their chance of keeping their job, 50.9 percent disagreed (Strongly disagree and Disagreed) that they see themselves working for their bank till they retire, 52.2 percent of the respondents affirmed (Agree and Strongly Agree) that they believe that the high expectations of their supervisors are threat to their job, 52.6 percent disagreed (Strongly disagree and Disagreed) that they feel totally secure in their job, and 50.9 affirmed (Agree and Strongly Agree) that their supervisor encourages their development to safe their job.




4.3.5	Employee retention in Nigeria’s banking industry
	Table 4.11
	Strongly Agree
	Agree
	Not Applicable
	Disagree
	Strongly Disagree

	
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent
	Freq.
	Percent

	It is very unlikely that I would ever consider leaving this organization.
	36
	15.8
	64
	28.1
	11
	4.8
	60
	26.3
	57
	25.0

	If I continue with my present employer I will not fulfill my life expectation.
	24
	10.5
	49
	21.5
	9
	3.9
	81
	35.5
	65
	28.5

	I would quit my present job for a similar position with better pay in another bank at the least opportunity.
	86
	37.7
	77
	33.8
	15
	6.6
	25
	11.0
	25
	11.0

	As soon as I can find a better job, I will quit this bank.
	84
	36.8
	77
	33.8
	11
	4.8
	34
	14.9
	22
	9.6

	I prefer very much to continue working for this organization
	52
	22.8
	84
	36.8
	19
	8.3
	56
	24.6
	17
	7.5


Source: Researcher’s computation from field survey, 2021

The opinion of respondents on employee retention; 51.3 percent of the respondents disagreed (Strongly disagree and Disagreed) that it is very unlikely that they would ever consider leaving the bank they are working with, 64 percent of the respondents disagreed (Strongly disagree and Disagreed) that if they continue with their present employer they will not fulfil their life expectation, 71.5 percent of the respondents affirmed (Agree and Strongly Agree) that they would quit their present job for a similar position with better pay in another bank at the least opportunity, 70.6 percent of the respondents affirmed (Agree and Strongly Agree) that as soon as they can find a better job, they will quit their current job in the bank they are working with, and 59.6 percent of the respondents affirmed (Agree and Strongly Agree) that they prefer very much to continue working for the bank they are currently working for.



4.4 Testing of hypotheses.
The hypotheses present earlier (see section 2.5) will now be tested.

Hypothesis One
H1: There is no significant relationship between compensation/salary and employee retention in Nigeria’s banking industry.

	Table 4.12: Pearson Correlation Coefficients, N = 228
            Prob > |r| under H0: Rho=0

	
	Compensation/salary
	Employee retention

	Compensation/salary
	1.00000

	0.94771
<.0001

	Employee retention
	0.94771
<.0001
	1.00000





DECISION RULE 
When the P-value is less than Alpha value (α = 0.05), the relationship is significant. Reject the null hypothesis.
A positive correlation coefficientimplies a direct relationship between the variables, thus indicating that an increase in the first variable would correspond to an increase in the second variable.
A negative correlation indicates an inverse relationship whereas one variable increases the second variable decreases.
The higher the absolute value of the correlation coefficient, the by the marital status that majority stronger the relationship.
DECISION
As shown in the data presented in Table 4.13, the relationship between compensation/salary and employee retention is a strong and positive relationship (r= 0.94771). Considering the Coefficient of Determination, since the correlation of compensation/salary and employee retention is (r) is = 0.94771; then, the coefficient of determination is = 0.898154244. It implies the contribution of compensation/salary is 89.82 percent while the remaining 10.185 percent is explained by other exogenous variables that are not included in the model but that can also influence employee retention.
The analysis result presented in Table4.13show that the relationship between compensation/salary and employee retention in Nigeria’s banking industry is significant since the P-value is <.0001. Therefore, there is a significant relationship between compensation/salary and employee retention in Nigeria’s banking industry.


Hypothesis Two
H2: The work environment does not have a significant influence on employee retention in Nigeria’s banking industry.
	Table 4.13: Summary of Regression Analysis of Work Environment and Employee Retentiona
	Model Summaryb

	Variable
	Label
	Parameter Estimate
	Standard Error
	t Value
	Pr > |t|
	
	

	Intercept
	Intercept
	1.34775
	0.03349
	40.24
	<.0001
	R-Square
	0.7644

	
	Work Environment
	0.44903
	0.01658
	27.08
	<.0001
	Adj R-Square
	0.7633

	a. Predictors: (Constant),Work Environment.
	

	b. Dependent Variable: Employee Retention
	



Table 4.12 presents the summary of the relationship that exists between work environment and employee retention. The variance in employee retention is indicated by the value of R2 which is 0.7644 which means 76.44 percent of employee retention is accounted for by work environment. Consequently, the remaining 23.56 percent is the other things that also contribute to employee retention but excluded in this model. The independent variables' explanatory power is considerably high as shown by the adjusted R2 value of 0.7633

Table 4.12 indicated that the estimates of the model coefficients for β1 (Work Environment) are 0.44903, and β0 (Intercept) is 1.34775. Therefore, the estimated model between Work Environment and Employee Retention is presented thus:

Employee Retention = 1.34775 + 0.44903 (Work Environment) …………………..…. 4.1

The average value of employee retention is 1.34775 when the work environment is held constant as shown by the regression equation. The regression equation also revealed that the work environment has a 44.90 percent influence on employee retention. Table 4.12 reveals that the work environment has a positive impact on employee retention. Improving the work environment by 1 unit will lead to a 0.44903 increase in employee retention that is, whenever the work environment is improved, the employee retention will increase by 44.90 percent.

DECISION RULE 
When the value of t-calculated is greater than the value of t-tabulated (tcal> ttab), reject the null hypothesis, otherwise, accept it. At 95% level of significance (α = 0.05)”.
The t-calculated is given as 27.08
The t-tabulated is given as: t0.05, (228) = 1.97.

DECISION
Since t-calculated = 27.08 > t-tabulated = 1.97. In conclusion, the results of the regression confirm with 95% confidence that the work environment has a significant influence on employee retention in Nigeria’s banking industry.


Hypothesis Three
H3: Job security does not have any significant relationship with employee retention in Nigeria’s banking industry.

	Table 4.14: Pearson Correlation Coefficients, N = 228
            Prob > |r| under H0: Rho=0

	
	Job security
	Employee retention

	Job security
	1.00000

	0.88104
<.0001

	Employee retention
	0.88104
<.0001
	1.00000





DECISION RULE 
When the P-value is less than Alpha value (α = 0.05), the relationship is significant. Reject the null hypothesis.
A positive correlation coefficientimplies a direct relationship between the variables, thus indicating that an increase in the first variable would correspond to an increase in the second variable.
A negative correlation indicates an inverse relationship whereas one variable increases the second variable decreases.
The higher the absolute value of the correlation coefficient, the stronger the relationship.
DECISION
As shown in the data presented in Table 4.15, the relationship between job security and employee retention is a strong and positive relationship (r= 0.88104). Considering the Coefficient of Determination, since the correlation of job security and employee retention is (r) is = 0.88104; then, the coefficient of determination is = 0.776231482. It implies the contribution of job security is 88.10 percent while the remaining 22.38 percent is explained by other exogenous variables that are not included in the model but that can also influence employee retention.

The analysis result presented in Table4.15 show that the relationship between job security and employee retention in Nigeria’s banking industry is significant since the P-value is <.0001. Therefore, there is enough evidence to reject the null hypothesis (H0) and uphold the alternative hypothesis (H1). That is, job security has a significant relationship with employee retention in Nigeria’s banking industry.



Hypothesis Four
H4: Promotion (career growth) does not have a significant impact on employee retention in Nigeria’s banking industry.
	Table 4.14: Summary of Regression Analysis of Promotion (career growth) and Employee Retentiona
	Model Summaryb

	Variable
	Label
	Parameter Estimate
	Standard Error
	t Value
	Pr > |t|
	
	

	Intercept
	Intercept
	0.42388
	0.07117
	5.96
	<.0001
	R-Square
	0.6320

	
	Promotion (career growth)
	0.67490
	0.03426
	19.70
	<.0001
	Adj R-Square
	0.6304

	a. Predictors: (Constant),Promotion (career growth).
	

	b. Dependent Variable: Employee Retention
	



Table 4.14 presents the summary of the relationship that exists between promotion (career growth) and employee retention. The variance in employee retention is indicated by the value of R2 which is 0.6320 which means 63.20 percent of employee retention is accounted for by promotion (career growth). Consequently, the remaining 23.56 percent is the other things that also contribute to employee retention but excluded in this model. The independent variables' explanatory power is considerably high as shown by the adjusted R2 value of 0.6304

Table 4.12 indicated that the estimates of the model coefficients for β1 (Work Environment) is 0.44903, and β0 (Intercept) is 1.34775. Therefore, the estimated model between Work Environment and Employee Retention is presented thus:
Employee Retention = 0.42388 + 0.67490 (Promotion-career growth)………………..…. 4.2

The average value of employee retention is 0.42388when promotion (career growth)is held constant as shown by the regression equation. The regression equation also revealed that promotion (career growth) has a 42.38 percent influence on employee retention. Table 4.14 reveals that promotion (career growth) has a positive impact on employee retention. Improving the work environment by 1 unit will lead to a 0.67490increase in employee retention that is, whenever the promotion (career growth)is improved, the employee retention will increase by 67.49 percent.

DECISION RULE 
When the value of t-calculated is greater than the value of t-tabulated (tcal> ttab), reject the null hypothesis, otherwise, accept it. At 95% level of significance (α = 0.05)”.
The t-calculated is given as 27.08
The t-tabulated is given as: t0.05, (228) = 1.97.

DECISION
Since ‘t-calculated’ = 19.70 is greater than t-tabulated’ = 1.97. In conclusion, the results of the regression confirm with 95% confidence that promotion (career growth) has a significant impact on employee retention in Nigeria’s banking industry.


4.3	Discussion
Based on the result of the analysis, there is a correlation between compensation/salary and employee retention in Nigeria’s banking industry. This finding agrees with the research conducted by Syahreza et al. (2017); they concluded that employee retention is positively affected by compensation. They found that the relationship between employee retention and compensation is significant due to non-financial compensation, indirect compensation, and direct compensation. As revealed in this study, employee retention is significantly influenced by compensation/salary. The result showed that employee perception of the employee retention offered by the bank is affected by the amount of compensation received by the employees of the bank.
The result of the simple linear regression revealed that the work environment has a significant influence on employee retention in Nigeria’s banking industry. Msengeti and Obwogi (2015) conducted a study and their conclusion supports this finding, they found that employee retention is significantly influenced by work environment, their study showed a statistically significant positive relationship between employee retention and work environment. In their research, the instruments they used to measure the work environment are relationship with supervisor, social interaction with colleagues, and physical working condition. In this research, work environment was found to have an influence on employee retention in Nigeria’s banking industry. This result means that employee perception of employee retention depends on the work environment provided by the bank. This finding also aligns with the research conducted by Horwitz et al. (2003), they affirmed that if key workers are to be retained, a workplace should be a “fun” place to work.
Based on the result of the analysis, promotion (career growth) has a significant impact on employee retention in Nigeria’s banking industry, the result showed a t-value of 19.70 and the score of probability =<.0001 which is less than the 0.05 Level of Significant. This finding is supported by the study done by Iqbal et al. (2017), they confirmed that employee retention is influenced by career growth. The instrument they used in their study were increased in salary, promotion, and change in job description.
In this research, a positive significant correlation was found between employee retention in Nigeria’s banking industry and job security. The research conducted by Hong et al., 2013 supported this finding; they concluded that safe working conditions have a significant effect on employee retention. They used an instrument like a healthy relationships with the subordinates and superiors.

[bookmark: _Toc298582138][bookmark: _Toc303695097][bookmark: _Toc303695302][bookmark: _Toc303695350]CHAPTER FIVE
5. Concluding Thoughts on the Contribution of this Research, its Limitations and Suggestions for Further Research
5.1 [bookmark: _Toc298582139][bookmark: _Toc303695098][bookmark: _Toc303695303][bookmark: _Toc303695351]Implications of Findings for the Research Questions
Practically, policymakers and banking management often search for the means to retain talent in their organizations. Moreover, commitment can be created towards the organization if employees are satisfied which led to the retention of an employee. Therefore, the procedures and policies should be devised to retain employees like do things that will increase the commitment of employees to the organizations and increase the satisfaction of employees in order to reduce the intent to leave the organization. The employee can be engaged with the help of managers to lower job stress and enhance their job satisfaction in order to increase the retention of employees in the organization.
By this study, managers will be assisted to have a clearer understanding of some critical factors that enhance employee retention and how important employee job satisfaction is to retaining employees in organizations. Employees will focus their energy on increasing the effectiveness and profitability of the organization as soon as they feel satisfied with every area of their jobs.
This dissertation investigated the impact of employee job satisfaction variables (compensation/salary, work environment, Promotion/career growth, and job security) on employee retention in the banking industry. Managers and other decision-makers in organizations can be assisted in deciding on the appropriate employee job satisfaction factors in retaining their employees.
Work environment and Promotion (career growth) were found to have a significant impact on employee retention in Nigeria’s banking industry. This is consistent with the finding of Osibanjo, Salau, and Falola (2014) who found that promotion and salary have strong positive implications on the retention of the employee. The implication of this study is that all decision-makers in organizations can incorporate the variables (work environment and Promotion/career growth) into their policies and strategies of keeping employees on the job for a long period and increasing their level of job satisfaction.
In a similar vein, compensation/salary and job security were found to have a significant relationship with employee retention in Nigeria’s banking industry, therefore, compensation/salary and job security should be considered as significant factors to retain employees in the organization. This is contrary to the finding of Mensah (2012) which concluded that some of the indirect compensation available are implemented by the management, other benefits that are not administered satisfactorily exist, and the lack of zeal towards work is heavily contributed to by these other benefits, and this has negatively affected the productivity of employees. While the finding of this study is consistent with the Syahreza, Lumbanraja, Dalimunthe, and Absah, (2017) who concluded that employees' retention is significantly impacted by compensation positively.
In creating an enabling environment for organizational growth and career development, managers might need to adopt the employee job satisfaction factors investigated by this study to keep an employee for a long period in their organization.

5.2 [bookmark: _Toc298582140][bookmark: _Toc303695099][bookmark: _Toc303695304][bookmark: _Toc303695352]Contributions and Limitations of the Research
The contribution of this study towards the literature is that employee job satisfaction has a significant influence on employee retention in the banking industry. This, however, support the finding of Memonet al. (2010) which states that employees tend to stay with the organization when they are satisfied with that organization. Also, Iqbal, Muneer, Jahanzeb, & Rehman, (2012) concluded that employee job satisfaction has a significant and positive impact on the retention of employees.
This study has shown how employee retention in the banking industry can be influenced by Work Environment, compensation/salary, promotion (career growth), and job security. Considering the present highly competitive labor market across the globe, the ability to retain skilled employees or attract talented employees is what employers are more concerned about irrespective of the size of the organization. This current research contributes to the literature on employee job satisfaction and employee retention in developing countries like Nigeria.
Considering the fact that employees take an increasing role in service-based industries like banks in driving organizational profitability, retaining skilled employees is the goal of many banks. Therefore, this study has contributed to the banking industry in Nigeria as it provides information on how to reduce the employee turnover ratio in the Nigerian banking industry.
Some significant factors that lead to high employee turnover were examined by this study and several directions were given for further researchers. The current study reviewed the banking industry in Nigeria, therefore, developing models that increase employee retention in another country is necessary. 
The current study reviewed the banking industry, the banking industry is a service organization where the performance of employees is the major determining factor of the state of the organization, and the steps to retain employees for a long period is different from sector to sector and even from company to company. In order to increase the results' reliability, research can be expanded in the future using different sectors different from the banking industry like the manufacturing industry.
This current study used work environment, compensation/salary, promotion (career growth), and job security as the variables to represent employee job satisfaction. To obtain more general results, research should be conducted to examine the effect of other variables that determine employee job satisfaction.

5.3 [bookmark: _Toc303695100][bookmark: _Toc303695305][bookmark: _Toc303695353]Recommendations for Practice
Management should support employees to perform their duties. Equipment management systems and materials should be implemented in the banking industry to ensure that the necessary equipment is given to the employees to do their job.
Management should create a platform where feedback can be given by employees on the quality of materials used by the employees.
The human resources department in the banking industry should be committed to quarterly surveys to find out the feelings of employees about management treatment to ensure fair treatment of employees. At agreed intervals, management should give feedback on the concerns raised.
The management should have tools that determine the reasons for the resignations of employees and problem areas, and exit interviews should be part of those tools and they should be implemented. Nigerian banks should cooperate with each other to gain and share information on the strategies to retain employees in their bank for a longer period and reasons for resignations.
Based on the findings of this study, it is recommended that factors such as job security, promotion (career growth), compensation/salary, and work environment should be taken into account by bank management to increase employees’ retention in the Nigerian banking industry.
[bookmark: _GoBack]Management of banks should not only target money in framing the bank compensation policies, they should include other things like recognition, job security, stock options, training and educational opportunities, promotion (career growth), flexible work schedules, job redesign, work environments, dry-cleaning services, fitness centers, and on-site daycare which are also effective in enticing employees to remain with the bank for a longer period and they also have other benefits that enhance the individual effort.
Nigerian banking industry should introduce generous benefits regular promotion, post-retirement medical treatment, etc as part of the tool for retaining talent.
Nigerian banks should ensure that employees are not forced to do overtime and when they agree to do overtime, they should be compensated for the overtime and employees should not be subjected to pressure and anxiety. 
Bank managers should establish a good relationship with employees that report to them. Team/peer relation culture should also be developed in the banking industry.

5.4 [bookmark: _Toc298582141][bookmark: _Toc303695101][bookmark: _Toc303695306][bookmark: _Toc303695354]Recommendations for Future Research
The current study only concentrates on the banking industry, but there are other industries with noticeable labour turnover that might even be higher than the high labour turnover rate reported in the banking industry, this warrant further investigation. Therefore, it will be interesting to investigate the impact of employee job satisfaction on employees’ retention using another industry like the construction companies.
Socio-demographic characteristics like gender, age, marital status, highest educational qualification, employee cadre, and work experience should be considered in investigating employee job satisfaction on employees’ retention.

5.5 [bookmark: _Toc298582142][bookmark: _Toc303695102][bookmark: _Toc303695307][bookmark: _Toc303695355]Final Conclusion and Reflections
A comprehensive exploration and evaluation of employee job satisfaction and employee retention has been provided by this current research with particular reference to the banking industry in Nigeria. This study had shown that the work environment has a significant influence on employee retention in Nigeria’s banking industry as the majority of the respondents affirmed that the work environment is conducive for them, their bank is fair in general and treats employees fairly, they are satisfied with the bank’s people programs, such as birthday announcements, valuable employee of the month, bulletins and newsletter, etc., the operational environment of their bank is secure and excellent, and their workplace provides technological resources that allow them to do their job effectively. These findings are consistent with the findings of Mia & Subramaniam (2001), Casper, Erdwins, Buffardi & Martin (2002), Haggins, (2011), and Richards, Akroyd, & O’Brien (1994) who concluded that employee retention is significantly influenced by work environment. This study concluded that there is a significant relationship between compensation/salary and employee retention in Nigeria’s banking industry as the majority of the respondents affirmed that they are satisfied with the salary increment plan of the bank they are working with, the amount of pay they receive at their work is good enough compared to other banks, their salary matches the responsibility and the level of satisfaction they receive, they do not experience mental distraction at work, the bank they work with give them yearly bonus, the insurance endowment given to employees in their bank is adequate, and they are happy with their salary as they are well paid. These findings support the findings of Ichniowski, Prennushi and Shaw (1997), Delaney and Huselid, (1996), and Arthur (1994) who found that there is decreases absenteeism and increase retention in organizations where employees are duly compensated. Based on the analysis this study conclude that promotion (career growth) has a significant impact on employee retention in Nigeria’s banking industry and with the opinion of the majority of the respondents who agreed that they are satisfied with the promotional policies provided by the bank they work with, promotion goes to those who most deserve it, there is opportunity and clarity in the procedure for promotion in their organization, and those who do well on the job stand a fair chance for promotion. These findings are consistent with the findings of Blau (1964) and Iqbal et al. (2017) who also found that employee retention is influenced by career growth. And this study concludes that job security has a significant relationship with employee retention in Nigeria’s banking industry as the majority of the respondents affirmed that the tasks assigned to them help them grow thereby increases their chance of keeping their job, they see themselves working for the bank they are working with till they retire, they believe that the high expectations of their supervisors is a threat to their job, they feel totally secure in their job, and their supervisor encourages their development to save their job. These findings are consistent with the findings of Davy, Scheck, and Kinicki (1999) who found that job security is significant to employee retention.
It was learned that employee job satisfaction is the solution to the high labour turnover in the Nigerian banking industry. Human resources professionals, bank managers, and senior management pay attention towards employee retention and how to control employee turnover.
Conducting this research had increased my knowledge on employee job satisfaction, responses from the respondents are the guide for the conclusion of this study’s findings. Working on this dissertation had improved my secondary research skills, primary research skills, time-management skills, and many more soft skills.


References
Abbas, M. et al. (2012) ‘Combined Effects of Perceived Politics and Psychological Capital on Job Satisfaction, Turnover Intentions, and Performance’. Journal of Management, 40(7), pp. 13–30. DOI: 10.1177/0149206312455243.
Accenture, (2001). ‘The high performance workforce: separating the digital economy’s winner’s from losers’. The Battle for Accenture’s study, pp. 1-5.
Alamdar, H. and Muhammad, A. (2014) ‘Impact of Job Satisfaction on Employee Turnover: An Empirical Study of Autonomous Medical Institutions of Pakistan’. Journal of International Studies, 7(1), pp. 122–132. DOI: 10.14254/2071-8330.2014/7-1/11.
Alderfer, C. (1972) Existence, Relatedness and Growth. New York: Free Press.
Alniacik, U., et al.(2011) ‘Independent and joint effects of perceived corporate reputation, affective commitment and job satisfaction on turnover intentions’. Procedia - Social and Behavioral Sciences, 24, pp.77–89. DOI:10.1016/j.sbspro.2011.09.139 
Antonaki, X., and Trivellas, P. (2014) ‘Psychological Contract Breach and Organizational
Commitment in the Greek Banking Sector: The Mediation Effect of Job Satisfaction’. ProcediaSocial and Behavioral Sciences, 14(8), pp. 354–361.
Akpan, C. (2013) ‘Job security and job satisfaction as determinants if organisational commitment among University teachers in Cross River State’. Nigeria. British Journal of Education,	pp. 82-93.
Arthur, J. (1994) ‘Effects of human resource systems on manufacturing performance and
turnover’, Academy of Management Journal, 37, pp. 670–687.
Ayushi M. (2019) ‘Impact of Performance Management System and Employee Satisfaction towards Employee Retention in a Small Finance Bank’. International Journal of Recent Technology and Engineering, 8(4)
Azadeh, A., and Mousavi P. (2014) ‘The impact of job security, satisfaction and stress on performance assessment and optimization of generation companies’. Journal of Loss Prevention in the Process Industries, 32, pp. 343–348. DOI: 10.1016/j.jlp.2014.10.002
Barnes, K. (1994) ‘Tips for Managing Telecommuters’. HR Focus, 71, pp. 9-10.
Bergheim, K., et al.  (2015) ‘The relationship between psychological capital, job satisfaction, and safety perceptions in the maritime industry’. Safety Science, 74, pp. 27–36. DOI: 10.1016/j.ssci.2014.11.024
Berry, L. (1998) Psychology at Work; An Introduction to Industrial and Organizational Psychology. 2nd Edition. Boston: McGraw Hill.
Bidisha and Baruah, M. (2013) ‘Employee retention: A review of literature’. Journal of Business and Management, 16(4), pp. 8-16
Bitmiş, M. and Ergeneli, A. (2013) ‘The role of psychological capital and trust in individual
performance and job satisfaction relationship: A test of multiple mediation model’. Procedia -
Social and Behavioral Sciences, 99, pp. 173–179.  DOI: 10.1016/j.sbspro.2013.10.483
Blau, P. (1964) Exchange and power in social life. New York, NY: Wiley.
Cascio, W. F. (2003) Managing human resources: productivity, quality of work, life, profits. 6th Edition. New-York: McGraw Hill Higher Education
Casper, W., Martin, J., Buffardi, L. and Erdwins, C. (2002) ‘Work--family conflict, perceived
organizational support, and organizational commitment among employed mothers’. Journal of occupational health psychology, 7(2), 99. DOI:10.1037/1076-8998.7.2.99
Chiekezie, O., Emejulu, G., and Nwanneka, A. (2017) ‘Compensation management and employee retention of selected commercial banks in Anambra state, Nigeria. Archives of business research, 5(3), pp. 115-127
Chipunza, C. and Samuel, M. (2009) ‘Employee Retention and Turnover: Using Motivational Variables as a Panacea.’. African Journal of Business Management, 3, pp. 410-415.
Chowhan, J., Cooke, G. and Zeytinoglu, I., (2014) ‘Immigrants and job satisfaction: Do high performance work systems play a role?’ Economic and Industrial Democracy, pp. 1–26. DOI:10.1177/0143831X14550696
Das, B., and Baruah, M. (2013) ‘Employee retention: A review of literature.’ IOSR
Journal of Business and Management, 14(2), pp. 8-16
Davy, J., Scheck, C. and Kinicki, A., (1999) ‘Developing and testing a model of
survivour responses to layoffs.’ Journal of Vocational Behaviour, 38, pp. 302-317.
Delaney, J., and Huselid, M. (1996) ‘The impact of HRM Practices on perception of
organizational performance.’ Academy of Management Journal, 39, pp. 949–969.
Delery, J., and Doty, D. (1996) ‘Modes of theorizing in strategic human resource management: Tests of universalistic, contingency.’ Academy of Management Journal, 39 (4), pp. 802-835.
Eren, S. et al. (2013) ‘The Effect of Service Orientation on Financial Performance: The Mediating Role of Job Satisfaction and Customer Satisfaction’. Procedia - Social and Behavioral Sciences, 99, pp. 65–72.
Farooqui, M. and Nagendra, A. (2014) ‘The Impact of Person Organization Fit on Job Satisfaction
and Performance of the Employees’. Procedia Economics and Finance, 11(14), pp. 122–129.
DOI: 10.1016/S2212-5671(14)00182-8
Finn, C. (2001) ‘Autonomy: An important component for nurses’ job satisfaction’. International Journal of Nursing. 38, pp. 349–357.
Fu, J., et al. (2013) ‘Improving job satisfaction of Chinese doctors: The positive effects of perceived organizational support and psychological capital’. Public Health, 127(10), pp. 946–951. DOI: 10.1016/j.puhe.2012.12.017
Galup, S., Klein, G., and Jiang, J. (2008) ‘The impact of job characteristics on is employee satisfaction: A comparison between permanent and temporary employees’. Journal of Computer Information Systems, 48(4), pp. 58-68.
Gruneberg, M. (1979) Understanding Job Satisfaction. New York: MaCmillan.
Hackman, J. and Oldham, G. (1976) Motivation through design or work.
Haggins, R. (2011) ‘A correlational study of work environment factors and organizational commitment insouthern California staff nurses.’ Doctoral dissertation. University of Phoenix.
Hamermesh, D. (2001) ‘The changing distribution of job satisfaction’. Journal of Human
Resources, 36(1).
Hayday, S. (2003) ‘Staff commitment is the key to an improved performance’. Personnel today
Hausknecht, J, Rodda, J and Howard, M. (2008) ‘Targeted employee retention: Performance based and job-related differences in reported reasons for staying’. CAHRS Working Paper Series.
Herzberg, F Mausher, B and Snydorman, B (1959) The Motivation to Work. New York: John Wiley.
Herzberg, F., (1966) Work and the Nature of Man. Cleveland: World Pub, Co.
Herzberg, F., Mausner, B., and Syderman, B. (1959) The motivation to work. New York: Wiley.
Hofmans, J., Pepermans, R. and De Gieter, S., (2013) ‘Individual differences in the relationship between satisfaction with job rewards and job satisfaction’. Journal of Vocational Behavior, 82(1), pp. 1–9. DOI:10.1016/j.jvb.2012.06.007
Holland, P., Sheehan, C., and De Cleri, H. (2007) ‘Attracting and Retaining Talent Exploring Human Resources Management Trend in Australia.’ Human Resources Dev, Int, 10(3), pp. 247-262.
Hom, P. and Kinicki, A. (2001) ‘Toward a Greater Understanding of How Dissatisfaction Drives Employee Turnover’. Academy of Management Journal, 44(5), pp. 57-87.
Ichniowski, C., Shaw, K., and Prennushi, G. (1997) ‘The effect of human resource management
practices on productivity, American Economic Review. 87, pp. 291-313.
Imran, H., et al. (2014) ‘Relationship between Job Satisfaction, Job Performance, Attitude towards Work, and Organizational Commitment’. Entrepreneurship and Innovation Management Journal, 2(5), pp.135–144.
Iqbal, S. et al. (2012) ‘A Critical Review of Capital Structure Theories’. Information Management and Business Review, 4(11), pp. 553-557
Jackofsky, E., and Peter, L. (1983) ‘Job Turnover Versus Company Turnover: Reassessment of the March and Simon Participation Hypothesis’. Journal of Applied Psychology, 68(3), pp. 490-495.
Jang, J. (2008) ‘The Impact of Career Motivation and Polychronicity on Job Satisfaction and Turnover Intention Among Hotel Industry Employees’. Michigan: University of North Texas.
Javed, M., et al. (2014) ‘Effect of Role Conflict, Work Life Balance and Job Stress on Turnover Intention: Evidence from Pakistan’. Journal of Basic and Applied Scientific Research, 4(3), pp. 125-133.
Kalkavan, S., and Katrinli, A. (2014) ‘The Effects of Managerial Coaching Behaviors on the
Employees’ Perception of Job Satisfaction, Organisational Commitment, and Job Performance:
Case Study on Insurance Industry in Turkey’. Procedia - Social and Behavioral Sciences, 150,
1137–1147. DOI:10.1016/j.sbspro.2014.09.129
Kim, W. and Brymer, R. (2011) ‘The effects of ethical leadership on manager job satisfaction,
commitment, behavioral outcomes, and firm performance’. International Journal of Hospitality
Management, 30(4), pp. 1020–1026. DOI: 10.1016/j.ijhm.2011.03.008
Kreitner, R., and Kinicki, A. (1998) Organizational behaviour. 4th Edition. Boston: Irwin McGrawHill.
Lakmini V., Jayatilake, and Gamage S. (2017) ‘An Investigation of the Employee Satisfaction and Organizational Commitment on Employee Job Retention in Selected Insurance Companies in Sri Lank.’ International Journal of Scientific Research and Innovative Technology. 4(10)
Lanka’. International Journal of Scientific Research and Innovative Technology, 4(10)
Lakmini V., Jayatilake, and Gamage S. (2017) ‘An Investigation of the Employee Satisfaction and Organizational Commitment on Employee Job Retention in Selected Insurance Companies in Sri Lank.’ International Journal of Scientific Research and Innovative Technology. 4(10)
Lee. H. and Ahmad, K., (2009) ‘The moderating effects of organizational culture on the relationships between leadership behaviour and organizational commitment and between organizational commitment and job satisfaction and performance’. Leadership & Organization Development Journal, 30(1), pp. 53 – 86.
Long, C. et al. (2012) ‘Leadership Styles and Employees’ Turnover Intention: Exploratory Study of Academic Staff in a Malaysian College’. World Applied Sciences Journal, 19(4), pp. 575-581.
Macintosh, G., and Krush, M. (2014). Examining the link between salesperson networking
behaviors, job satisfaction, and organizational commitment: Does gender matter? Journal of
Business Research, 67(12), pp. 2628–2635. DOI: 10.1016/j.jbusres.2014.03.022
Malik, M., Danish, R. and Munir, Y. (2012) ‘The Impact of Pay and Promotion on Job Satisfaction: Evidence from Higher Education Institutes of Pakistan’. American Journal of Economics, pp. 6-9.
Maniram, R. (2007) An investigation into the factors affecting job satisfaction at the KwaZulu Natal Further Education and Training College – Swinton Campus. Pretoria: UNISA.
Maslow, A. (1943) ‘A Theory of Human Motivation, Psychological Review’, 50(4), pp. 370-396.
Maslow, H. (1954) Motivation and Personality. New York: Harper and Row.
Msengeti and Obwogi J. (2015) ‘Effects of pay and work environment on employee retention: A study of hotel industry in Mombasa County’. International Journal of Scientific and Research Publications, 5(4).
Mia, L. and Subramaniam, N., (2001) ‘The relation between decentralised structure, budgetary participation and organisational commitment: the moderating role of managers’ value orientation towards innovation. Accounting, Auditing and Accountability Journal, 14(1), pp. 12-30. DOI: 10.1108/09513570110381051
Miller, N., Erickson, A. and Yust, B. (2001) ‘Sense of Place in the Workplace: The Relationship between Personal Objects and Job Satisfaction and Motivation.’ Journal of Interior Design, 27, pp. 35-44. DOI:10.1111/j.1939-1668.2001.tb00364.x
Miller, J. and Wheeler, K. (1992) ‘Unraveling the mysteries of gender differences in intentions to leave theorganization.’ Journal of Organizational Behavior, 13(5), pp. 465- 478.
Mitchell, T., et al. (2001) ‘Why People Stay: Using Job Embeddedness to Predict Voluntary Turnover’. Academy of Management Journal, 44(6), pp. 102-121.
Mueller, C., Wallace, J. and Price, J. (1992) ‘Employee Commitment: Resolving Some Issues, Work andOccupational, 19(3), pp. 211-236.
Muhsin B., Muqdas R., and Chaudhary A. (2018) ‘Causes of Employees turnover in banking sector of Pakistan’. Journal of American Science, 14(6)
Mullins, L. (2005) Management and Organisational Behaviour. 6th Edition. London:
Prentice Hall.
Muhammad G., Haim H., and Narentheren K., (2016) ‘Effect of Job Satisfaction on Turnover Intention: An Empirical Investigation on Nigerian Banking Industry.’ International Journal of Organizational & Business Execellence, 1(2).
Mushipe, Z. (2011) ‘Employee Empowerment and Job Satisfaction: A Study of the Employees in the FoodManufacturing Sector in Zimbabwe’. Interdisciplinary Journal of Contemporary Research in Business, 3(8), pp. 18-41.
Nakpodia, E. (2011) ‘Work environment and productivity among primary school teachers in Nigeria’. African Research Review, 5(5), pp. 367-381.
Naveed, A., Usman, A. and Bushra, F. (2011) ‘Promotion: A Predictor of Job Satisfaction: A Study of Glass Industry of Lahore (Pakistan)’. International Journal of Business and Social Science, 2(16), pp. 301–305.
Ojo, F. (1998) Personnel management: Theories and issues. Lagos: Panaf Publishing, Inc.
Omar A., Ahmad S., Khatijah O., and Mohammad A. (2019) ‘The impact of human resource management practices and career satisfaction on employee’s turnover intention’. Management Science Letters 10,  pp. 641–652
Osibanjo, O., Kehinde, O., and Abiodun, A.(2012) ‘Human Resource Management and Employee Job Satisfaction: Evidence from the Nigerian Banking Industry’. Journal of Economics and Business Research,  18(1), pp. 17-32
Parasuraman, S., & Simmers, C. (2001) ‘Type of employment, work-family conflict and well-being: A comparative study’. Journal of Organizational Behavior, 22, pp. 551–568.
Pitts, D. (2009) ‘Diversity management, job satisfaction, and performance: evidence from US Federal Agencies’. Public Administration Review, 69(2), pp. 32-38.
Phelps, E. (2013) Mass Flourishing: How Grassroots Innovation Created Jobs, Challenge, and Change. New Jersey: Princeton University Press.
Price, J. (1977) The Study of Turnover, 1st Edition. Lowa State University Press, 
Raina, R., & Roebuck, D. (2014) ‘Exploring cultural influence on managerial communication in relationship to job satisfaction, organizational commitment, and the employees’ propensity to leave in the insurance sector of India’. International Journal of Business Communication, pp. 1–34. DOI:10.1177/2329488414525453
Ramlall, S. (2003) ‘Organizational Application Managing Employee Retention as a Strategy for Increasing Organizational Competitiveness’. Applied HRM Research, 8(2), pp. 63-72.
Richards, B., O’Brien, T., and Akroyd, D. (1994) ‘Predicting the organizational commitment of marketing education and health occupations education teachers by work related rewards. Journal of Industrial Teacher Education, 32(1), pp. 49-64.
Riketta, M. (2008) ‘The causal relation between job attitudes and performance: A meta- analysis of panel studies’. Journal of Applied Psychology, 93(2), pp. 72-81.
Robbins, S. (1993) Organizational behaviour. 6th Edition. Englewood cliffs: Prentice-hall.
Robbins, S. (1998) Organizational Behaviour. New Jursey: Prentice Hall.
Salehi, M., and Gholtash, A. (2011) ‘The relationship between job satisfaction, job burnout and organizational commitment with the organizational citizenship behavior among members of faculty in the Islamic Azad University-first district branches, in order to provide the appropriate model’. Procedia - Social and Behavioral Sciences, 15, pp. 306–310. DOI: 10.1016/j.sbspro.2011.03.091
Schneider, B. and Reichers, A. (2009) Climate and culture: An evolution of constructs. Organizational Climate and Culture. San Francisco, CA: Jossey-Bass, pp. 5-39.
Scroggins, W. (2008) ‘The relationship between employee fit perceptions, job performance, and retention: Implications of perceived fit’. Employee Responsibilities & Rights Journal, 20(1), pp. 57-71.
Sehgal, S. (2012) ‘Relationship between work environment and productivity’. International Journal of Engineering Research and Applications, 2(4), pp. 92-95.
Singh, J., and Jain, M. (2013) ‘A study of employees’ job satisfaction and its impact on their performance.’ Journal of Indian Research, 1(4), pp. 105-111.
Spector, P. (1997) ‘Job Satisfaction: Application, Assessment, Causes, and Consequences’. Sage Publication, Inc.
Steers, R., and Porter, L. (1983) Motivation & work. NewYork: McGraw-Hill
Syahreza, D., Lumbanraja, P., Dalimunthe, R., and Absah, Y. (2017) ‘Compensation, employee performance, and mediating role of retention: a study of differential semantic scales’. European Research Studies Journal, 20, pp. 151-159.
Tangthong, S., Trimetsoontorn, J. and Rojniruntikul, N. (2014) ‘HRM practices and employee retention in Thailand—A literature review’. International Journal of Trade, Economics	and Finance, 5(2), pp.162-166.
Tessema, T., and Soeters, J. (2006) ‘Challenges and prospects of HRM in developing countries: testing the HRM–performance link in the Eritrean civil service.’ The International Journal of Human Resource Management. 17(1), pp. 86-105.
Tnay, E, Othman, A., Siong, H. and Lim S. (2013) ‘The Influences of Job Satisfaction and
Organizational Commitment on Turnover Intention and Organizational Commitment on Turnover Intention.’ Procedia-Social and Behavioural Sciences 97 (13), pp. 201-208.
Teru and John. (2017) ‘Effect of compensation/pay on staff retention in selected commercial banks in Adamawa State, Nigeria’. International Journal of Scientific Research and Management, 5(9), pp. 33-39.
Theodossiou, N. and Vasileiou, E. (2014) ‘Does Job Security Increase Job Satisfaction? A Study of the European Experience’. Brussels.
Tsai, C. (2014) ‘The Organizational Climate and Employees’ Job Satisfaction in the Terminal
Operation Context of Kaohsiung Port’. The Asian Journal of Shipping and Logistics, 30(3), pp.73–92. DOI: 10.1016/j.ajsl.2014.12.007
Voon, M., et al. (2011) ‘The influence of leadership styles on employees’ job satisfaction in public sector organizations in Malaysia’. International Journal of Business, Management and Social Sciences, 2(1), pp. 24-32.
Walker, J.W. (2001) Perspectives. Human Resource Planning, 24, pp. 6-10
Zopiatis, A., Constanti, P., and Theocharous, A. (2014) ‘Job involvement, commitment,
satisfaction and turnover: Evidence from hotel employees in Cyprus’. Tourism Management, 41, pp. 129–140, DOI: 10.1016/j.tourman.2013.09.013


Appendix
MSc in International Accounting and Finance,
Griffith College Dublin.

The impact of employee job satisfaction on employee retention in the Nigeria banking industry.

Dear respondent,

I am a postgraduate student of the above named institution. I am currently carrying out a research project on ‘the impact of employee job satisfaction on employee retention in the Nigeria banking industry’.

Procedures
This survey requires those that have been working in Nigerian banks for more than 24 months to kindly complete this questionnaire. 
Participation in this research is strictly voluntary. Please try to provide accurate answer to each question as candidly and as honestly as possible. There are no wrong or right answers, this is NOT a test. There are no trick questions in this questionnaire. Completing this questionnaire should take about 10 minutes.
Thank you in anticipation of your cooperation.


--------------------------------------
OpeyemiAmbode,



SECTION A- PERSONAL INFORMATION
Instruction: Kindly respond to the following items by ticking       the appropriate response that best describe your opinion. You can write where necessary.
1.   GENDER:
       Male         	[image: ]			Female			[image: ]

2.  AGE:
Below 25 years     [image: ]         25 - 35 years        [image: ]	    36 - 45 years  [image: ]                             46 – 50 years        [image: ]        Above 50 years	[image: ]

3.   MARITAL STATUS:
Single			[image: ]		Married           		[image: ]		
Divorced		[image: ]		Widow/Widower	[image: ]

4.  HIGHESTEDUCATIONAL QUALIFICATION:
Secondary	[image: ]      OND/NCE	[image: ]            B.Sc./B.Tech./ HND		[image: ]M.Sc./MBA	[image: ]      Ph.D.			[image: ]	Others			[image: ]

5.  POSITION:
Junior Staff    		[image: ]	Middle Level Staff	[image: ]       Senior Staff 	[image: ]
Management staff    		[image: ]	Others	[image: ]

6. Work Experience
Less than 5 years 	[image: ]	5 – 10 years		[image: ]	11 – 15 years	[image: ]16 – 20 years		[image: ]	More than 20 years	[image: ]
SECTION 2
Kindly indicate your degree of disagreement or agreement to the following statements that accurately describes the way things are being done as perceived by you using this scale; Strongly Disagree (SD), Disagree (D), Neutral (N), Agree (A) and Strongly Agree(SA).


SECTION B: Work environment
	S/N
	ITEMS
	SA
	A
	N
	D
	SD

	7
	My work environment is conducive for me
	
	
	
	
	

	8
	I feel this bank is fair in general and treat employees fairly
	
	
	
	
	

	9
	I am satisfied with the bank’s people programs, such as birthday announcements, valuable employee of the month,
bulletins and newsletter, etc.
	
	
	
	
	

	10
	The operational environment of this bank is secure and excellent.
	
	
	
	
	

	11
	My workplace does not provide technological resources that allow me to do my job effectively
	
	
	
	
	


SECTION C: Compensation/salary
	S/N
	ITEMS
	SA
	A
	N
	D
	SD

	12
	I am satisfied by the salary increments plan of this bank.
	
	
	
	
	

	13
	The amount of pay I receive here is good compared to other banks.
	
	
	
	
	

	14
	My salary matches with the responsibility and the level of satisfaction I receive.
	
	
	
	
	

	15
	I experience mental distraction at work because of my inability to meet my family obligations.
	
	
	
	
	

	16
	This bank gives employee’s yearly bonus.
	
	
	
	
	

	17
	The insurance endowment given to employeesin this bank are adequate.
	
	
	
	
	

	18
	I am happy with my salary as I am well paid
	
	
	
	
	



SECTION D: Job security
	S/N
	ITEMS
	SA
	A
	N
	D
	SD

	19
	The tasks assigned to me help me grow thereby increases my chance of keeping my job
	
	
	
	
	

	20
	I see myself working for this bank  till I retire
	
	
	
	
	

	21
	I believe that the high expectations of my supervisors is a threat to my job
	
	
	
	
	

	22
	I feel totally secured in my job
	
	
	
	
	

	23
	My supervisor encourages my development to safe my job
	
	
	
	
	



SECTION E: Promotional policies
	S/N
	ITEMS
	SA
	A
	N
	D
	SD

	24
	I am satisfied with the promotional policies provided by this bank.
	
	
	
	
	

	25
	Promotion goes to those who most deserve it.
	
	
	
	
	

	26
	There is opportunity and clarity in the procedure for promotion in this organization.
	
	
	
	
	

	27
	In this bank those who do well on the job stand a fair chance for promotion.
	
	
	
	
	



SECTION F: Employee retention
	S/N
	ITEMS
	SA
	A
	N
	D
	SD

	28
	It is very unlikely that I would consider leaving this organization.
	
	
	
	
	

	29
	If I continue with my present employer I will not fulfil my life expectation.
	
	
	
	
	

	30
	I would quit my present job for a similar position with better pay in another bank at the least opportunity.
	
	
	
	
	

	31
	As soon as I can find a better job, I will quit this bank.
	
	
	
	
	

	32
	I prefer very much to continue working for this organization
	
	
	
	
	


Raw data in Excel
[image: C:\Users\IN\Pictures\Screenshots\Screenshot (654).png]

[image: C:\Users\IN\Pictures\Screenshots\Screenshot (655).png]




Raw data in SPSS
[image: C:\Users\IN\Pictures\Screenshots\Screenshot (656).png]


[image: C:\Users\IN\Pictures\Screenshots\Screenshot (657).png]



Raw data result
[image: C:\Users\IN\Pictures\Screenshots\Screenshot (658).png]

[image: C:\Users\IN\Pictures\Screenshots\Screenshot (659).png]
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