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Abstract

The study examined the impact of organizational retention strategies on
employee performance in Unity Bank Benin City. Survey research design was
adopted with four (4) points modified Likert scale of strongly agree, agree,
disagree and strongly disagree was used to elicit information from the
respondents who were mainly junior and senior employee of the organization
selected for the study with a sample size of 526. Major tool of analysis were
Pearson correlation analysis. Summary of statistics of percentage were used to
answer the research questions. All test were carried out at 0.05 level of
significance. The findings showed that organizational retention strategies have
a positive significant impact on employee performance. Consequently, it was
recommended among others that management should utilize different types of
organizational retention strategies in order to enhance employee job
performance.
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Introduction

The retention of human resources has metamorphosed into the main challenge to
human resources key players. Melo (2016) assert that over 75% of HR managers
observations revealed that the retention of the skilled and professional workforce used to
be one of the foremost problems human resource was faced with. Nowadays,
Organizations continually fight with innovative trends; accelerating product and hi-tech
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changes, international competition, demographical change, deregulation, and
simultaneously, should make efforts in adopting styles towards an information age in
addition to the service community. The world present metamorphoses into a knowledge-
support community in which human assets is regarded as the main source and is
essential to the continued existence of business life. Progressively, there is intense
competition for capable and highly skilled hands (Byrne, Fox and Roualt, 2019). New
model companies have identified the essential elements which is the requirement to
effectively stimulate as well as keep hold of quality and skilled personnel capable of
enduring consolidation, restructuring, downscaling, reordering or remanufacturing
programs (Storey, 2015). As a result of this development, there has been an immense
impact on the scale of rivalries in the industry. Moreover, firms in this kind of
competitive setting change into aggressive actors or become extinct (Desler, 2020).
Within this framework, Human Resource Management principles have increased
significantly. More explicitly, Human resources have been associated with improved
productivity, better customer relation, increased profit inflow and general organizational
existence. In accomplishing such a relationship, managers should not focus exclusively
on present issues bordering on Human Resource administration rather guarantee the
development of machinery that will preserve its employees.

Firms must build retention practices and implement these practices to increase
employee's performance. Rawat, (2013) argues that firms encounter series of challenges
especially when organizations achieve a gross turnover percentage owing to staff exiting
the firm for motives like poor working conditions, job frustration, unattractive salary and
remuneration packages and deficient career development and training programs etc. A
high percentage loss in employees portend to poor performance within the firm thus,
firms must fashion out sustainable strategies to preserve staff and guarantee the stay of
employees in the firm for a longer period or until retirement with an encouraging impact
on employee’s performance. A good number of business chiefs recognize the fact
having capable professionals delivering business targets consistently and helping in
maximizing business opportunities has turned out to be the most vital feature in
guaranteeing organizational accomplishment. Although managing and overseeing
employees efficiently is essential, but, considering the acquirement, distribution,
improvement, retention and progression is yet more significant given that value-adding
to employees can superlatively build a healthy competitive advantage (Meredith, 2019).
It is not surprising that several surveys demonstrate that the efficient management of
employees in organizations is one of many challenges of managers in organizations. It is
based on the above that the researcher intends to carry out the research to find out the
impact of organizational retention strategies on employee performance in Unity Bank.

Statement of the Problem

Globally, employee productivity, commitment and retention problems are
cropping up rapidly as the most significant challenges of recent times. Das &Baruah
(2013) affirmed that retaining skilled and professional human resources is very crucial to
every organization because their strength to become economically competitive and cost-
effective is profoundly reliant on their employee’s skills and dexterity. Shaw, Gupta and
Delery (2015) confirmed that the performance of an organization is comparatively lower
as the turnover percentage is strong. According to the Wisconsin State Government’s
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workforce planners (2015), retention is “an orderly exertion to generate and promote an
environment that helps employees to remain in the organization, by formulating policies
and procedures that is directed towards their different needs”. The biggest intricacies
that organizations run into today are not just managing resources but equally, employees
retention. Attracting employees is a smooth operation; but employee retention is a
colossal challenge (Hemalatha and Savarimuthu, 2013). Retention of employees is part
of the significant challenges within an organisation’s capacity to retain its employees
and evade unnecessary turnover. It is worthy to note employees with a comparatively
poor level of ambition and fulfillments are without doubt more prone to exiting their
jobs. To circumvent this adverse development, organizations invest and vote a lot in
establishing a structure to guarantee the employment of quality employees; and design
good incentives and benefits to retain these quality employees within the organisation
and ensure optimal organisational output and delivery. Regardless of all the procedures,
challenges prevail in several organisations. Employee retention in the banking sector
remains the foremost and nerve-racking difficulty faced by human resources managers.
Luen, Shi, Yan, Zhen and Ching (2013) observed that a major challenge facing the
banking sector is that of recurrent labour turnover, despite the generous and well-
packaged compensation packages, which has been intended to ensure the retention of
human resources.

Brown (2016) opined that the absence of appropriate retention plans is bound to
have an injurious consequence on firms because replacing skilled workers can cause a
breach, is costly, time-demanding and threatens the continued existence of a firm.
Generally, the implication of employee retention for a lengthy period in the banking
sector is a subject for further exploration.For a while, the Nigerian banking industry has
been undergoing persistent labour turnover. Often, employees in Nigeria switch jobs,
business and consumer base depletes and the firm’s popularity declines steadily. Even
the most skilled organisations find it overwhelming to tolerate the level of damages if it
fails in implementing valuable employees’ retention tactics. Many business managers in
the financial industry are considered not keen on the retention of experts to sustain an
aggressive advantage. Amid the heightened competitiveness of both indigenous and
global actors, accelerated innovations and influx of latest financial mechanism, dynamic
customer demands, and industrial regulation with volatile advancement in Info-Tech;
Nigerian banks should retain their experts to retain their business or market as well as
dominate the Nigerian banking industry.

Research Questions

The researcher raised the following questions to guide the study:

1. What are the various types of organisational retention strategies utilised in Unity
BankPIcBenin City?

2. How does an organisational retention strategies influence the performance of the
staff of Unity Bank Plc, Benin City?

Objectives of the Study

The objective of the study is to find out the impact of employee retention strategies on
organizational performance in Unity Bank Plc, Benin City. The specific objectives are:
1. To identify the types of organisational retention strategies in Unity Bank Plc,
Benin City.
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2. To determine how organisational retention strategies influence the performance
of the staff of Unity Bank Plc, Benin City.

Literature Review

Conceptual Clarification

1. Employee Performance

The definition of performance has persistently remained a controversial subject among
organisational researchers as they have contrasting views on performance (Domfeh,
2012). Describing, conception arising and weighing performance has been a challenging
exercise. Organisation performance is the foremost and most critical concern for every
organisation, whether profit-making or non-profit making organisations. Johnson et. al.
(2016) observed that organisational performance comprises several activities that
enhance the establishment of organizational goals, and monitor the advancement
towards achieving the set goals. According to Gibson et. al. (2015), employee
performance is the ultimate accomplishment of an organisation and includes factors like
the presence of assured goals to be attained, a predetermined period for realizing the
goals and the achievement of effectiveness and efficiency. Donnell and Koontz (2013)
observe employee performance as an organisation’s ability in achieving objectives like
significant income, quality products, significant business coverage, excellent economic
outcomes, and continued existence, at a specified period deploying an appropriate plan
of action. Maliku (2014) examined that organisational performance is utilized to
measure the performance of an organization with conditions such as market shares,
product quality and level of profit — regarding competitors within the same sector.
Therefore, it reveals the productivity of the organisation’s workforce assessed within
conditions such as growth, revenue, profit, advancement and extension of the
organization.

Daft (2015) considers employee performance as the prospect of the organization
achieving its set goals by utilising available capital efficiently and effectively. Ricardo
and Wade (2019) nevertheless described the organisational performance as the
organisation’s capability in accomplishing its target objectives and goals. Additionally,
they maintained by emphasizing the distinction between productivity and performance.
They opined that productivity is a percentage describing the quantity of work achieved
in an allotted time. They concisely emphasised that performance is an extensive index
that could comprise productivity, in addition to consistency, quality and diverse aspects.
The most argumentative concern about employee performance stem from the elements
which influences employee performance. Research by Chien (2014) discovered that five
(5) dominant factors were influencing employee performance. They are:

i Organizational Culture

ii. Leadership techniques and the atmosphere
iii. Human Resource Policies

iv. Job Design

Approaches in International Journal of Research Development, Volume 14 No. 1, November, 2023: ISSN 2141-1409 4



The Role of Organisational Retention Strategies on Firm Management. The Case of
Unity Bank Plc, Benin City. - Iduemre Ochuko Ph.D and Ideal Owaghiaye

2. Measurement of Employee Performance
Doyle (2014) posits that there is no distinct yardstick for employee performance.
Diverse goals and measurements are being used by organisations for employee
performance. Several researchers, notwithstanding, asserted that profitability was the
most accepted parameter utilised to judge employee performance in business enterprises;
profitability was the most fitting index to recognise whether or not organisational
objectives were achieved. They promoted the utilization of Return On Equity (ROE),
Return On Assets (ROA), and profit margin as the most accepted parameter for judging
performance. Return on Equity (ROE) measures the profitability of the business
enterprise by showing the profit realised with the equity invested. The Return on Assets
(ROA) indicates the amount of profit after tax earned by the total assets employed by the
organisation. It measures the efficiency in the use of assets provided for the business.
According to Ricardo & Wade (2019) accentuation that enterprises with
maximum return on equity were profitable businesses and organizations that had devised
a performance management system (PMS) coordinating all facets of the organisation.
Priority has been given to finances as a decisive factor with fixations on preceding
performance. Performance measures were, for the most part, not connected with
strategies and goals of the general organisation and they were internally focused and did
not take into consideration, facets of performance essential to acquire and keep
customers or develop a prolonged competitive edge (Domfeh, 2012). Financial measures
of performance include sales, growth and profit measures. Non-financial include
observed success, goal accomplishment and fulfilment. It is worthy to note that the
financial procedures are less subjective and more objective, in contrast with the Non-
financial procedures that are less objective and more subjective.Literary texts
combination on the performance of an organization confers credit to the belief that
performance is concerned with the accomplishment of the goals that organisations lay
down. Notwithstanding, these organisational goals can be financial/profit-making or
Non-financial (like growing the knowledge of a product in a particular region).
Organisational performance can be divided into financial and non-financial.

3. Financial (Profit-Making) Performance

Organisations’ performances are broadly evaluated and judged by their financial
accomplishment. The financial health and status of nearly all money-making firms are
evaluated by sales and profitability measures. Davies, Taylor and Savery (2015),
asserted that the profitability of any organisation is the valuation finance guide for
indicating the productivity of the organisation as well as executives’ potential in
boosting sales, whilst maintaining and guiding variable costs downward. Some generally
known measures of financial profitability include Return on Assets, Return on Sales, and
Return on Equity, Profit margin and Return on capital employed.

4. Non-Financial Performance

Apart from financial indicators of organizational performance, other detailed measures
of efficiency taken by the industry might reveal the accomplishment of the organization.
These measures consist of employee turnover, job satisfaction, and organizational
commitment (Domfeh, 2012). Robbins (2013) described job satisfaction as a delightful
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emotional condition arising from the evaluation of an employee’s job or job knowledge.
It is a generic disposition concerning a person’s job; the magnitude of compensation
gotten should at least be equivalent to the envisioned. Job satisfaction denotes a mental
outlook instead of behaviour; hence, it has significant consequences on workers’ mental
and physical wellness which influences the performance of the organization.
Schermerhorn, Hunt & Osborn (2014) construed job satisfaction as “the extent to which
human entities feel positively or negatively concerning their job”. Job satisfaction is
conceivably a critical sign of the way employees recognize their jobs and a forecast of
work conducts like turnover and absenteeism.

There exist a relationship between Organizational Commitment and Job
Satisfaction, and employees’ turnover and run-over intentions. Consequently, employees
with a low degree of organizational commitment and poor job satisfaction are expected
to be poorly motivated and have low confidence. This results in employee turnover
because such employees are inclined to exit the organization. It is crucial to understand
that employee turnover can be a critical measure of organizational accomplishment. The
decline in deliberate employee turnover desires and authentic turnover could cut down
costs and enhance profitability for organizations (Domfeh, 2012).

Impact of Retention Strategies on Employee Performance

i. Remuneration, Rewards and Acknowledgement of Staff Value

Rewards are crucial factors as regards attracting and retaining expertise. A reasonable
income is a vital element of contracts and concluded agreements between employers and
employees, Fundamental presumption of knowing money could impact attitude. In a
study executed in (2016) by Scalia Associates, it was observed that offering attractive
pays within an organisation is an essential strategy for retaining a skilled workforce.
Establishments offer remunerations to the workforce based on their performance and
productive inputs, and also because of the wants of the workforce. For any organisation
to retain its workforce for improved performance, the rewarding process must be
commensurate with the employees’ preferences (Heneman and Judge, 2013). Numerous
forms of compensation include cash bonuses, profit sharing, commission, recognition
awards etc. Compensation performs an important part in job satisfaction as they achieve
the fundamental needs, as well as expedite the accomplishment of surpassing set targets.
The reward method of an institution can greatly influence employees’ level of delivery
and desire to remain on the job.

Organisational rewards, being the consequences for job delivery and input, are
the perks prone to the workforce as the acknowledgement; considered the efficient
resource of attraction and retention of the workforce. Productive compensation strategies
give an organisation a viable advantage by improving its capacity to magnetize and
retain workers. According to Heneman and Judge (2013) hypothesis, for a firm to enjoy
luring and retentive superiority, their compensation method is exceptional and doubtful
to be maintained by rivals, otherwise, it becomes challenging to maintain their
employees, especially in the work setting seen laden with competition or rivalry. The
failure of an organisation to proffer a reward structure that surpasses that of rivals will
bring about the loss of proficient employees to rival organisations (Heneman and Judge,
2013). The most substantial aspect of reward is the knowledge of how this compensation
is established; this can influence retention. Employee are particularly predisposed to
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staying in a firm where the compensation and conduct in gaining reward are explicit.
Bates (2014), posit that the reward system in the organisation influences the
performance of the workforce and their longing to stay on the job.

ii. Training and Career Development Opportunities

One of the leading factors that attract employees to an organisation is the opportunity for
expertise growth and career progression. Hall asserted that career growth opportunities
are thought about as a necessary feature together in the organisational and employee
framework. In maintaining a viable advantage, institutions require a skilled workforce,
and the workforce wants career growth opportunities and expertise growth. According to
Accenture (2019) training is a representation of an organisation’s responsibility to
personnel. Ahmed, Khan, Muhammad and Muhammed (2012) opined that training is
essential in boosting the employee’s prior job expertise since modification of the
technologies creates new jobs and obligations; and employees need to get accustomed to
the most recent technologies. Training supplies employees with distinguishing abilities
and assist in rectifying inadequacies regarding job performance whereas development is
reckoned as an attempt in supplying staff with competencies the firm will require
overtime. Training and career development prospects are necessary for the staff and
organization. It is a mutual benefit practice because career advancement supplies
substantial results for the parties involved.

Human resource capacities that influence career-related activities can enhance
insight, proficiency, organisation’s capabilities, future staff, as well as promote the
retaining of superior staff. Organisations require a proficient workforce for sustaining
the continuous competitive edge and individuals need career opportunities to grow and
develop their skills. Messmer (2020) considered training and development a critical
factor to employee retention. Deery (2018) noticed that on the job training enhance
employees’ engagement and retention. Leidner and Simon (2013) also opined that
training and development can enhance employee loyalty. Top organisations have
generally accepted that supplying staff with a wide variety of skills and career
advancement prospects is vital for attracting and retaining workable and technologically
adept staff, which the organisations need to thrive in the digital economy. Consequently,
career advancement, development and training are the three (3) dominant causes for any
staff remaining in his/her present job (Messmer, 2020). Numerous studies have
demonstrated that staff are not inclined to exit their organization since they are acquiring
knowledge and developing themselves. Accordingly, one can surmise that career
advancement prospects affects retaining of staff positively.

iii. Challenging and Interesting Jobs

The workforce requires incentives such as innovative challenges, or else they will move
to where the stimulation is. Luneburg (2017) was of the view that supporting employees
with stimulating tasks with obvious performance actions and response is substantial for a
high-performance setting, where staff could accomplish their aspirations. Hackman and
Oldham (2018) and Bragg (2012) observed that employees desire jobs with widespread
responsibilities and varieties of the task. Accordingly, when their job is principally made
up of the regular performance of duties, the probability of the loss of motivation and
departure is rather high (Griffith, Horn, &Gaertner, 2015). Employees who perceived
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that their organisation neglected to provide them stimulating and challenging tasks,
flexibility to be imaginative, opportunities to grow fresh expertise and independence
were more predisposed to exhibit a negatively and absence of allegiance about the
organisation. Lunenburg (2019) asserted that job expansion (work extension and work
enhancement) and work rotation should be adopted suitably to ensure that employees are
adequately motivated on the job. This ensures that employees remain in the organisation,
put in their optimal effort to ensure the accomplishment of organisational goals thereby,
causing increased organisational performance (Okoh, 2018).

iv. Manager /Supervisor Support

The connection that exists between employees and supervisors is one of the
greatest and valuable factors that can influence an employee (Andrew and Wan, 2019).
According to Madiha (2019), employees quit bosses/supervisors, not jobs (Heneman and
Judge, 2013). The supervisors represent the organisation and interface with the workers.
An employee’s perception of his or her organization is greatly impacted by their rapport
with their supervisor/manager (Madiha, 2019). Workers that enjoy managerial assistance
are less predisposed to depart an organisation, and they are less predisposed to depart an
organisation; and they are more committed because they enjoy good and honest
communication with their supervisor (McNeese-Smith, 2015). Japer (2017) disclosed
that the relationship between the supervisor and worker is the second most common
explanation for employee turnover.

The study of Kaye and Jorda-Evans (2012) emphasized the need for a supervisor
“to be a good boss” to influence retaining employees positively. Freese and Kroon
(2013), O’Brien-Pallas and Duffield (2013), were in support of the view that
participatory management technique enhances employee retention. Kaye and Evans
(2013) define a fair supervisor as one that assists the staff in improving their work,
adding to their expertise and keeping themselves refreshed with the most recent progress
in their discipline. Mark (2019) revealed that being a fair supervisor begins with a
candid evaluation of your leadership pattern to pinpoint areas that require improvement.
Mack asserted that a fair supervisor must be considerate, transparent, flexible,
disciplined, and approachable, possess a dose of humility, maintain a positive work
attitude, and criticize constructively. Supervisors assist in directing both inside and
outside the work environment by reconciling opposing pursuits/requirements.
“Supportive, valuable supervisors” and “management that respects employees”
positively influence employee retention (Mgnonac&Richebe, 2013).

\% Communication

Communication is vital in managing the workforce as well as in achieving
organizational goals have been revealed that efficient means of communication increases
staff identity within the organization as well as build honesty and transparency. Naqvi
and Bashir(2015)observed that a cordial and people-oriented HRM style has a positive
influence on the success of an organization, and build a work-friendly setting devoid of
turnovers or intention. Osibanjo, Adeniji, Falola, and Heirsmac(2014) asserted that
efficient internal means of communication is essential in the reduction of employee
turnover intention in the bank. Although research has revealed the high improvement of
the communication methods in the Nigerian banking industry, nevertheless manager-
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employee relation needs to be highly improved upon as well as the communication
process (Jerez-Gomez, Cespedes-Lorente& Valle-Vabrera, 2015).

Gopinath& Becker (2020) and Levine (2015) are of the view that organisations
are increasingly providing information of values, Competitive results, mission, strategies
and transformation that influences employee passion. Employee commitment is hinged
on the manner or technique by which feedback on the performance of an employee is
given. High performing employees particularly require repeated and particular feedback
on their performance. Managers can transfer negative or Positive responses to the staff.
Responses/feedbacks enables employees to evaluate their performance as well as select
aspects to improve upon. Productive corresponding enhances employees’ establishment
with the organisation and increases trust. For the achievement of an organisation’s
establishment with the organisation’s goals, consistent two-way communication,
especially one-on-one with the staff is identified as a significant resource in building
beliefs and the sentiment high regard.According to Rupp and Smith (2014), the
installation of a viable communication method that promotes an excellent flow of
information amongst subordinates or subordinates and managers will reduce or eliminate
miscommunication and misunderstanding. Additionally, efficient communication where
staff are at liberty to converse as well as assist in tasks like scheduling events for
subordinates to boost results because quality resolutions are presented and applied.

V. Positive Work Climate and Work-Life Balance

This is connected to the organization’s practice and traditions of assessing workers as an
asset for keeps, not expenditure. The work setting or climate of an organization is a
significant resource that influences the employee’s choice either to remain or quit the
organization (Luen, Shi, Yan, Zhen and Ching, 2013). A favourable work ambience
seems to be an important factor in employee retention (Kossivi, Xu&Kalgora, 2016). A
favourable work condition is elucidated as a supple ambience where work activities are
fun, required capital is sufficiently supplied. Spence, Leiter, Day and Gilin (2019)
compiled proof advocating the fact that a friendly working atmosphere enhances
employee retention.

Dews, Ellet, Ellis and Westbrook (2017); and Arnold, Bosley, Coombs, Loan-
Clarke and Hartley (2015), disclosed that flexibility played a substantial part, especially
in the retention of health employees. The work environment should be pleasant for it to
be referred to as a favourable reason for the retention of employees (Horwitz,
Heng&Quaze, 2013). Moncarz, Zhao and Kay (2019) accentuated the significance of an
enjoyable working atmosphere and flexibility. Erickson, Miller and Yust (2019), posit
that workers thrive in an environment that affords a feeling of acceptance.

Thelen and Wells (2012) divulged that organizations with excellent HR
strategies are opportune to compensate and keep employees by supplying a suitable
height of confidentiality as well as reasonable management of the work environment
which improves the retention level of employees. The necessity for identifying the
personal desires of staff in an organisation enhances commitment and offer a favourable
work condition Ramlall (2013). Employee engagement can grow when the working
condition is friendly and it would never put the employees under physical or mental
pressure. Organisations are more fruitful in projecting their staff as the most priceless
assets when they vigorously stimulate a beneficial work-friendly ambience and
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appreciate staff inputs as well as actualising valid work-life stability. A pleasant work
condition entails the facets of the workplace as being entertaining, the organisation is a
distinguished place to be employed, and the organisation is considered an employer of
preference. These activities, when optimistically utilised, represent an organisation that
appreciates its people and their skills (Kroon &Freese, 2013).

Theoretical Framework
The Job Embeddedness Theory

The Job embeddedness theory, as pioneered and championed in 2001 by
Mitchell, Lee, Holtom, Erez, Sablynski, explained a unique component in knowledge
why employees remain on their jobs and examined approaches that control as well as
affect employee’s embeddedness and disposition to remain in the organization. The
crucial and particular aspect of job embeddedness is its capacity to measure the
manipulation of factors on an employee’s choice to leave or remain in his/her present
work position. They assert that employees will remain in the organization if the
motivation to continue is proportionate to or exceed their expectations.

Mitchell et al (2001) proposed analyzing Three (3) dimensions of job

embeddedness-links, fit and sacrifice inside the organizational and job outline. It is this
evaluation of both the organization and community that makes job embeddedness
unique in elucidating employee retention. Mitchell et al (2001) illustrate links as
separate connections/affiliations between employees and organizations. The greater the
links to the organization or community, the more exceedingly embedded employees
become, and the more complex exiting become. Organizations can sustain the links by
allocating internal tutors to employees, planning work in teams, and sustaining team
interconnectedness.
Fit can be described as the compatibility of employees or their happiness within the
organization’s environment. The quicker the principles, perception, and objectives of an
employee are to the community cultures and organization, the better it fits and the
“higher the tendency that the employee will feel professional and personality embedded
to the organization”. Maliku (2014) is of the view that organizations can apply a
practical job preview; integrate organization fit into the employee’s perception of
selection, and present precise socialization and communiqué regarding the
organization’s core ethics and traditions in accomplishing employee’s fitness within
their latest setting. Consequently, the human resource department should guarantee
employees’ wants such as career targets and development, personal plans and values,
alignment with the organization’s culture and goals. This guarantees the employee
feeling attached to the organization, thus guaranteeing employee retention and improved
performance.

The final and third element of the job embeddedness construct alludes to the
“tangible” and “psychological” perks employees would lose if they decide to exit the
organization. Maliku (2014) observed that when an employee leaves the organization,
he/she will have to lose promotion opportunities, challenging assignments, enticing
salary, and perks, working with colleagues who have become dear to them, etc. Shaw,
Gupta, &Delery (2018) are of the view that the bigger and heavier the sacrifice, the
tougher the resolution in exiting the organization.
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Mitchell et al (2001) affirmed that job embeddedness theory is favourable to
organizations for employee retention; because it allows them to understand why their
staff decides to remain in the organization-thus designing relevant retention strategies,
which suit the organization.

Methodology
Research Design

Survey design was used to sample the opinion of respondents. The study cut
across all employees of Unity Bank in Benin City. The data for the study came from two
sources namely secondary and primary sources. Whereas the secondary came from
published work in academic journals, the primary data were collected from the
administration of some copies of the questionnaire to the respondents. The population of
the study comprised of junior and senior staff of Unity Bank in Benin City totaling
1,700. Krejcie and Morgan for sample size was used to come up with a sample size of
526 as follows:
s= X®°NP(1-P)+ d*(N—-1) + X’P(1-P)
s = required sample size.
X? = the table value of chi-square for 1 degree of freedom at the desired confidence level
(3.841).
N = the population size.
P = the population proportion (assumed to be .50 since this would provide the
maximumsample size).
d = the degree of accuracy expressed as a proportion (.05).
s =3.841 x 1700 x 0.5 (1700-1)/(0.05)* (1700 — 1) + 3.841 x 0.5 (1 — 0.5)
From Krejcie and Morgan formular table,
s for N (700) = 248
s for N (1000) = 278
Therefore, s for N (1700) = 526.

Thus the sample size for the study is 526 junior and senior staff of the organization.

Method of Data Collection

An item structural instrument of the four point modified Likert scale of strongly
agree, agree, disagree and strongly disagree was developed by the researcher to collect
data from respondents on various issues surrounding organizational retention strategies
on employees’ performance. The data used for the study were substantially primary data
and as such, they were collected through direct administration of the instrument to the
respondents. Summary statistics of percentage were used to answer the research
guestions. While pearson product correlation coefficient was used to test the hypothesis.

Data Presentation and Analysis

In this section effort were made to present the data generated in this study in two
sub-sections namely answer to research questions and test of hypothesis. Whereas
summary statistics of percentages were applied to the responses of Likert scale format to
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answer the research questions. Pearson product moment coefficient was used to verify
the hypothesis which were formulated to strengthen the analysis and guide the objectives
of the study.

Answer to Research Questions

Efforts were made here to analyse and provide answers to the research
guestionnaire through the tools of analysis stated above. This precisely was meant to
capture the extent the respondents agreed or disagreed with the statement of a given item
of the questionnaire.

Table 1: Pearson Correlation Analysis of the Relationship between Types of Retention
Strategies and Employee Performance in Unity Bank Plc, Benin City

Variable N Mean SD r p Remark
Types of Retention 457 3.41 712

Strategies

Employee Performance 457 252 614 244 000  Significant
Source: Field Survey 2022

p=.05

Table 2 shows Pearson r value of .244 with a p-value of .000 at an alpha
value of 0.05. The p value (.000) is less than the alpha value (.05), therefore the
hypothesis which states thatthere is no significant relationship between types of
retention strategies and employee performance is rejected. Thus, there is a significant
relationship between types of retention strategies and employee performance in Unity
Bank Plc, Benin City.

Table 2: Pearson Correlation Analysis of the Relationship between Organisational
Retention Strategies and Employee Performance in Unity Bank Plc, Benin City.

Variable N Mean SD r p Remark
Organisational Retention 457 3.24 712

Strategies

Employee Performance 457 262 615 224 .001 Significant
Source: Field Survey 2022

p=.05

Table 1 shows Pearson r value of .224 with a p-value of .001 at an alpha value of 0.05.
The p value (.001) is less than the alpha value (.05), therefore the hypothesis which
states thatthere is no significant relationship between organisational retention strategies
and employee performance is rejected. Thus there is a significant relationship between
organisational retention strategies and employee performance in Unity Bank Plc, Benin
City.

Findings
The result of the data analysis and the discussion thereafter has revealed the impact of
organizational retention strategies on employee performance as follows:
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1. That types of organisational retention strategies show significant positive
relationship with employee performance in the area of reward, recognition and
renumeration.

2. That organisational retention strategies was found to have positive and
significant impact on employee performance in the area of challenging and interesting
job.

Discussion of Results

Also, the number one findings is in line with that of Leneburg (2017) which
found out that supporting employees with stimulating task is substantial for a high
performance. The number two findings of the study is in agreement with the study
conducted by Scalia Associates (2016) that finds out that offering attractive pay within
an organization is an essential strategy for retaining a skilled workforce.

Recommendations
Based on analysis of the data, and the findings of the results, the following
recommendations were made:

1. That management of Unity Bank should maintain a high profile
organisational retention strategies in order to enhance employee job performance.
2. That management of Unity Bank should endeavour to bring in other

indicators of organisational retention strategies apart from manager/supervisor support
and communication in a bid to promote job performance of employees.

3. That organisational retention strategies that influence the performance of staff
of Unity Bank in the area of challenging and interesting jobs should be encouraged by
management in order to enhance better performance of employees.
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