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COLLAPSE
أعلى النموذج
MOTIVATION AS A TOOL FOR STAFF RETENTION IN THE NIGERIAN BANKING SECTOR: A CASE STUDY OF SIX NIGERIAN BANKS
I joined banking in Intercontinental Bank Plc (Now Access Bank) on the 6th of June 2017 (ten years ago). At my induction, the Zonal Manager gave us a welcome speech, He told us more about the Bank and promised us fulfilling careers in the Bank. I was very excited and eager to work with him but I was surprised to hear a week after that he had resigned from the Bank and moved to another Bank. When I read his resume, I was very impressed and then sad that the Bank lost such a quality staff. I soon realised that staff attrition was a very common thing in the industry as we continued to lose and recruit staff over a period of my stay in the Bank. This made me eager to understand the primary reason why Bank staff leave their organization for another.
 There are several reasons why staff leave their organization to the other ranging from career advancement, job-dissatisfaction, compensation etc. All these factors lead to staff motivation or lack of motivation and eventual exit from the organization and that is why I choose a topic on motivation and how it can be used a tool to mitigate  staff high turnover in the Nigerian banking system.
 
PURPOSE OF THE RESEARCH
The desire to do a research on this topic was born out of the need to understand the high turnover of staff in the Banking industry in Nigeria and how HR practitioners can curb that. An average banker in Nigeria spends a maximum of two years in a particular Bank and those of us who have spent more than five years in one Bank are frequently asked if we are related to the shareholders of the Bank.
The aim of this research is to highlight how HR practitioners can use motivation as a tool to enhance staff retention by answering the following questions.
1. What are the causes of high staff turnover in Nigerian Banks?
2. What role does motivation play in staff retention?
3. How best can HR practitioners use motivation to enhance staff motivation in their respective organizations?
 
RESEARCH METHODOLOGY
I would adopt both the qualitative and quantitative approach for this research              I would liaise with HR department of my Bank and five other banks to get a list of staff who have exited the employment of the selected Banks in the past one year and their reasons for resignation. I would seek to find at least fifty ex staff of each of the selected Banks and  administer questionnaires.These questionnaires will seek to answer questions like why they leave their previous Banks, why they believe there is high staff turnover in the Banking industry, what they think can be done to prevent this trend, what they think can be done to encourage staff retention(taking into consideration factors like employability of the staff and availability of employment in the Country during the survey period.) and what they feel HR practitioners should do more or stop doing to enhance staff retention in the Bank.
CITATIONS
Ajmal et al (2016) defined motivation as motivation as the internal and external factors that influence the aspiration and drive in people to be incessantly involved in and devoted to an occupation, role, or subject, and to exert persistent effort in attaining a goal. Simply put, motivation is the factor which enables staff to remain committed to their jobs and leads them to re-invent themselves to enhance their productivity on their jobs. They emphasised motivation and retention as major factors responsible for staff retention in the oil and gas industry and referred to motivation as a ‘cure all factor to combat the turnover issue with an intent to foster retention as a result’’.
Brown and Riley (2011) highlighted the importance of reward management and how this can lead to increased staff commitment and productivity. The aim is to use this research to establish that effective staff reward can enhance staff motivation and reduce staff turnover.
Aspland & Barrett (2014)’s research is focused on what makes employees stay with their organizations. This research will be used to establish that motivation is one of the key factors for staff retention.
Atik (2014) tried to establish that staff selection is the first step to reducing staff turnover. The aim will be use this research in highlighting that HR Managers should look out for self-motivation as a key tool for staff selection to mitigate staff turnover due to lack of motivation.
Kerfoot (2008) emphasized the importance of staff engagement in her research on Nursing. She highlighted that the need to employ leaders who engaged who would in turn enhance the engagement of their staff. This research will also throw more light on the role of leaders on staff engagement and motivation and how HR practitioners can increase motivation in their Organizations by ensuring leaders are motivated to motivate others
Springer (2011) did a research on Bank employees to determine the relationship between motivation, job satisfaction and employee performance. This research which is similar to the present research will help establish a direct link between motivation and performance. It is a known thing in Nigeria that the least performing staff are asked to exit the employment of the bank periodically so if HR practitioners are able to establish this link, they will be able to manage staff turnover in the Banks either by staff resignation or the bank termination.
Staren (2009) highlighted the importance of staff motivation in organizations and explained that leaders who do not motivate their staff put their organization at risk as well as themselves.This research will emphasize the importance of staff motivation, the impact it has on the organization as well as the consequences of not motivating staff. It would try to explain why Bankers is Nigeria are not stable in their Banks and what role motivation plays in their decision to leave one Bank to the other.
Nwagbara et al (2013) argued that employee high turnover is as a result of ineffective communication in the Organization between the managers and the members of staff. This research will also seek to identify other causes of staff attrition to proffer solutions to these causes with motivation as key factor. It will also seek other journals arguing for or against motivation as the key factor responsible for staff turnover.
Sattar & Ahmed (2014) highlighted four major factors responsible for employee turnover in the Banking sector namely;-work environment, job stress, career growth and compensation. When employees feel they are not benefiting in these areas, they become de-motivated and eventually start a search for a more fulfilling alternative and this inevitably leads to increased staff turnover in their organizations. Several research have been conducted to determine why staff leave their organizations and several factors have been highlighted ranging from lack of communication,ineffective reward management system, lack of work-life balance(inflexible working hours) to feeling of in appreciation, lack of talent management , feeling of extortion etc. All these factors I believe ultimately lead to lack of motivation which eventually leads to increased staff turnover.All this factors would be evaluated in this  while focusing on motivation as a major factor responsible for high staff turnover in Nigerian Banks.
 Lank, 1997, pp: 410) highlighted that monetary reward is not the major source ofmotivation for knowledgeable workers but professional recognition and the opportunity to challenge themselves by working with people of their interest is a major source of motivation of them. This means motivation means different things to different people and is not limited to commonly known factors like reward, compensation, etc. It is therefore the responsibility of a good HRM to identify the source of motivation for their staff and leverage on it to promote staff retention.
More research work of similar topic will be incorporated into this research as we progress.
FUTURE RESEARCH
This research is aimed at establishing motivation can be used as a tool to mitigate staff high turnover however this research will leave us with unanswered questions like :-
· Is motivation the only factor responsible for high staff turnover in Nigerian Banks?
· What other factors are responsible for high turnover of staff in Nigerian Banks?
· What can HR practitioners do to increase staff motivation and reduce high staff turnover in Nigerian Banks.
All these questions will give room for future research.
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