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rent income 10 maximize their
anizations are faced with the problem of

-eholders wealth as well as profitability and growth
ttern on prrgﬁml)i/il_\' and growth of the firm,

ABSTRACT
o investors looking Jforn
tain profit. Thus, 01§

fividend pavment is more important t ard to sectre i
g¢s. while management may probably want to re
the tvpe of dividend policy that would increase investment, shar
company. The study examines the effect of dividend payment pa . ot of o

1 of poor or bad dividend payment on the value of shares 10 corporate firms and the effect o] /70?'_ or bad
/ pavment patieri on the shareholders of corporate firm. Primary data were used for I/u" stu(/’\':. which \\"r,.'l'c
stionnaire. Convenience sampling was used to select staff of first bank plc. Ilm'.uz branches.
thod was used to analyze the data gathered. The result of the analysis

d on the results of the analvsis, it s

shows that p-value is 0.037 and is less than the significant level at 0.05. Base
concluded that cash dividend payment patteri improve the growth, profitability and expectation of the shareholders
and build confidence in the firm. Therefore, it is recommended that companies should endeavor to include leverage
into it capital structure, so as 10 increase shareholders wealtl.

Determinant, Dividend, Payment, Shareholders, Corporate organization.

gencrated through que
Ordinary least square regression analysis me
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INTRODUCTION

cess or failure of any institutions has its or
policy or pattern div
any business is to create profit for its owners
is the most important way the business fulfills its mission. Dividend volicy is one of the most important fin
‘ only from the viewpoint of the company, but also from that of other stakeholders. For a company,
pivotal policy around which other financial policies rotate. Values of the corporate securities of a tirm quwiul.\ o a
great extent on dividend and. therefore, in deciding upon the financial structure of a company.

: the board of directors must decide what to do with the profits. The company
decide to retain the profit or pay owners of the firm in form of dividend. Dividend policy is extremely im.l‘””"““
anmouncement effect on stable values. A stable dividend policy is L‘\l!cvlc(l to lead 0 h‘i"hcr share
e of investors about future prospect of the company. ) =

igins largely on its policy environments Olowe (1997). The
idend payment challenges of quoted banks in the new
and the dividend payment patter
ancial
itisa

The suc
importance of deriving the optimal
century. One the primary purpose of

policies not

could

Once a company makes profit,

because of 1ts

prices because of the greates confirdenc

The objective of a dividgnd policy should be to satisfy the shareholders return so that the value of his ivestment is

sed. Return consists of two components; dividends and capital cains. Dividend ,(,““\, IL.“ ; "; m\u :1&‘“@-

o components of return, I_)cs§|>'ilc the fact that, the higher the dividend p;m[llh ‘ki \ 1“ ‘ll&‘".t.u.m N the

purpose of maxmizing the sharcholders™ wealth, While retained .L‘ilr:m:«.\\ L:IL‘ l;gl.ti‘t(l(‘,ll‘(';'l::"“'c
o8 ¢ S H

maximt
on these tw
two serves the sdme

expansion, dividend payment increases the purchasing power of the shareholders
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G\‘“‘“ nment throush some vuideline
l:*\.\lmn. Flm\o\m. - 1“}{.8, ::‘\\‘::::\.‘\“:.\T\u-lu e amonnt of dividends payable to dhareholder by restricting after
3‘-‘\\‘” pereentage ol e profit hel .|'-\\|ll\‘|\l has heen (|,\|,-,.|||;||,-(| Some compinmes Are requirne d to transfer a
Regandless of other constderationy ‘ “.“ AT o statutory reserves e Tnsurnee Companies and Banks.
may however, sometimes borrow - :: ‘|“‘”|‘.H\\ W be unable o pay o dividend if cashis nota sailable to do so. It
imerease at least in line with the l\-‘\\;-l \‘|\ l‘:\nl\‘ overdraft, for this purpose. fnvestors sometimes e pe t dividends (0
future when the purchasing powet \l‘ll nflation. Also in a world of increasing inflation current flov i hetter than
forced 1O 1ssue new .\h\n\f canitil \\n \ “\\‘ Wl be Tow, 1o higeh Tevel of dividends 16 paid a company might be
dividend payouts are liable o l\‘\‘ lx‘l.lll\\.“l‘:\hf\'\‘mn”" Fhis can have the effect on the control, if significant factor
Most companies as quote . N
sompanies usually 131‘\:1‘(3\\‘ l\\\l‘s‘ilth:h;\\:i‘:;::{l M\UVL (\\(.h““m\ have significant foreign cquity W”.""W(i)"”' '{hc ;mrcnl.
repatriation of dividend. they may l\rciu~ l ':}‘-“|” but if the exchange ratc of the naira is not i2 /"r“,”"". ‘:’u[.h'l.
policy. Once a company decides 1o p: capital gains as these sluu'clml(lcr‘s usually affect the company fh'h’)’«l“@
) : pay dividend there should be an established method or pattern of distributing

such a dividend. Hence, tl i y

vl . there s need for « s : S g S aeas
R ! an ¢ . , vide attern ¢
corporate form in Nigeria. 1 empirical investigation of the determinant  of dividend pattern f

Statement of the Problem

1ost corporate oreanizati

\1;:bx[111: 12\:\13;8::;;:2‘z[‘l‘]‘;o:.““q:’ lll'ﬂf .h:\\'c appropriate procedure pattern of dividend disbursement, due to their
:ompm:n i eeed whth, B4 i‘t'\‘l( ack of pattern has result into low dividend payable to shareholders. When 2
s.\:‘sndiiure projects and u‘:@ al rationing situation, so that insufficient fund to undgrtake gll the available capital
e R = Al payment of a dividend, by reducing earnings will inevitably increase the shortage of
funds. As a result of this they do not know whether to declare dividend o not.

The stud__\' therefore. adds to the existing body of knowledge by empirically chalking out the important determinants
which affect the dividend payout policy decisions in first bank.

Research Objectives and Hypotheses

The broad objective of the study is to investigate the determinants of dividend payment pattern in corporate
organizations. However, the specific objectives are as follow:

1. To examine how dividend payment pattern has affect the profitability and growth of corporate firms in
Nigeria.
i1 To examine the effects of poor or bad dividend payment policy on the values of share of corporate firms.
1. To examine the effect of poor or bad dividend payment pattern on shareholder of corporate firm in Nigeria.

The following hypotheses were formulated and tested:

Hy,: Whether dividend payment pattern has no impact on a firm growth and profitability.

Hypothesis Two
Hg,: Cash dividend has no significance different on meeting the expectation of the shareholders.

LITERATURE REVIEW

Dividend: Concept and Forms

The major decision of the firm is its dividend policy,'the percentage of earning it pays in cash to its s.hareholder.s,
and dividend payments of cause reduce the amount of internal fman_cn.ng (Pandey, 2005). Consequent}y, it must be in
relation to the overall financing dccision..On the other hand, dividend must be considered deS}rz\ble from the
shareholders point of view, as they lenc} to m_creuse their current returns. A.dn'ldend however constitutes the use of
the firms funds. the dividend payout ratio obviously depend on the way earnings are measured for ease of expulsnon‘.

er, net earnings may not conform to CBN standard and may be an appropriate measure of ability

f the firm to pa dividends. Certain writer argucs that cash flow, the sum of earning and depreciation, is a better
of the.im P ,y 1y of a firm to pay dividends. It has become part of the core of the stock market that investors
measure of the cap?‘f{[)f dividends are basically stable over time. A gentle upward movement is to be desired but
fl}";)"t aﬂfil[?lg?il:))ll;%lil\l Zilh(:l' direction are not desirable. Thus, stable dividend policy is usually considered as’a
vioie ctus ‘

In practice, howeV
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shareholders generadly fivor this policy and value Sl

Jdestrable policy Dy the management of most compines,

dividend poliey o fluctuating ones. (Pandey:, '005) |
pact on the market price because of the Markg,

a higher valoe to the near dividends llmullhc future dividens arny
on their market price of the share, Highe.,

rainty, the firm must declare sufficiey,

A1l other things bemy equal, stable dividends have a position i

mperfections and uncertaindy sharcholders pive
capital gams. Thus the pavment of dividend has o strong influence
dividends imerease the values: Inonder o maximize wealth under unce

dividend o meet the expectation of ivestors™
Fot s TR o ivher stock prices. Invecter.

On logical grounds there s reason to believe that a stable divide nd polic y leads to |H;'|l(! . r' oy NVestors ¢y,

he eapectad o value more highly dividends they are sure ol recerving since fluctuating oncs arc riskier thar Stable

ones. althoueh mvestors can always sell portions of their stock for income. When the dividend is not sufficien te)
meet then \:n:.'om needs many investors have an aversion o dipping into principal ‘ur'ul the tr'ansucti(m and
inconventent cosis. (Frank, 2002) stability may be important from the standpoint of permitting certain instituti(,na]
imvestors 1o buy stock, povernment bodies preparing lists of securities in which pension funds, savings p,.,
insurances companies and other may invest. In order to qualify, a company must have a un interrupted patterp (,f

' ) )
N NN
dIVIACTAN

vartous advantages on the stability of dividend from the standpoints of both shareholders and firm include:

N

Requirement of legal listing; one of the criteria for placing stock on the legal list is that dividend paymen; 4.
maintained. Thus legal listing encourages a pursuance of a stable dividend policy.
Resolution of investors uncertainty: stable dividend imply that if when the earning of a company fa ;,
continues the same amount of dividend as in the past. Thus the passing onto investors that the company hg; ,
bright future than suggested by the drop of earnings.
Investors desire for current income, there are many investors such as old and retired persons who desire 1
receive regular and periodic income. They invest their savings in their shares with a view to use dividends a5 ;
source of income to meet their living expenses. Dividends are like wages and salaries for them. these investor
will prefer a company with stable dividend to the one with fluctuating dividends.

Institutional investors and requirement: financial educational and social investors and unit trust also inves
funds in shares of the companies, which have a record of paying regular dividend.

A stable dividend policy is also an advantage to the company in its efforts raise external finances. stable
regular, dividend policy tends to quality investments rather than as speculation.

reg

Investors purchasing these shares intend to hold them for a long time, their loyalty and goodwill of shareholder
‘towards a company increase with stable dividend policy. They would be more receptive to an offer by the
company for further issues of shares. However, according to Olowe, 1997 there are dangers of stable
dividends. The greatest danger in adopting a stable dividends policy is that; once it is established. it cannot be
changed without seriously affecting investors™ attitude and the financial standing of the company.

If 2 company with a pattern of stable dividend misses divided payment in a year, this break will have a severe effect
rs than the failure to pay dividends by a company with unstable dividend policy.

on the mveste
The companies with stable dividend policy create a “clientele, which depends on dividends income to meet their
living and operating expenses. A cut in dividend is considered as a cut in salary (Pandey, 2005).

Apart from stable dividend policy, other alternative dividend policy(s) are:

Constant payment ratio: when dividend policy fluctuate also. These policies for obvious reasons are not hkely 1©
maximize the value of a firm’s stock. This policy is related o company incur losses: no dividends shall be l"'l,\[
reoardless of the desires of shareholders internal financing with retained carnings is automatic when this policy ®
followed. ’

Low regular dividend extra: This is a kind ol compromise between stabie dividend policy and constant payout
ratio. It vives the firm flexibility, but leaves investors in an uncertain state of what their dividend income will be.
firms” earnings are quite volatile, however this policy will be its best choice Watson and Brigham (1980)
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Forms of Dividend payment

According to Pandey (2005). there are two forms of dividends, these include cash dividends and stock dividends

Cash dividends: A cash dividend is a dividend paid in cash, to be able to pay cash dividends, companies need 1o

have not only sufficient earning but

also sufficient cash. Even if a company shows a large amount of retained

earnings on its balance sheet. it may not be enough to ensure cash dividend. The amount of cash that a company has
is independent of retained carning cash-poor companies still can be profitable. Most companies pay dividends
annually or semiannually. '

Stock dividend: Some companies choose to conserve their cash by paying stock dividend; the companies then
recapitalize their caming and issue new shares, which do not affect its assets and liabilities. A stock split 1s an
appropriate increase in the number of outstanding shares that does not affect the issuing company’s assets, habilities
or carnings. A stock split resembles a stock dividend in that an increase occurs in the number of shares issued on
appropriate basis, whereas the assets, liabilities, equity and earning remain the same. The only difference between a
stock split and a stock dividend is technical. A company can split its stock because the price is too high and with a
lower price the company’s stock becomes more marketable. (Lekan and Sunday, 2005) occasionally, companies
announce reverse splits, which reduce the number of shares and increase the share price. A reverse split is a

proj

sortionate reduction in the number of share outstanding without affecting the company’s assets or carnines.

When a company’s stock has fallen in prince, a reverse split raises the pnce of the stock to a respectable level.

Implication of Stock Split and Stock Dividend

Stock dividend and stock split in theory are purcly cosmetic. They receive receiving additional stock certificate but
their proportionate ow nership of the company docs not change. Although in cconomics they are very similar, but are
usually used for different purpose Stock dividend simply 1s the payment of additional stock to stockholders. Tt
represents nothing more than a recapitalizaton of the company to a stockholder, its proportional ownership remains
unchanged (Linter, 2002) for clarificaton

Factors Influencing Dividend Policy

According 10 most analysts, 4 number of factors determine the extent 10 which a firm will pay out dividend instead
of retained carning .In view of (Oye. 2008). Some of the factors that influence dividend policy include:-

i

1.

1.

1.

\.

{

Legal rules

Liquidity position
Restriction i debt contract
Rate of asset expansion
Profit rate

cegal rules: Provided that the dividend policy of the firm has to evolve within the legal framework and
estrictions. The directors are not legally compelled to declared dividends. Dividends are to be paid either from
he current years earning or past earning as reflected in the balance sheet account “retained carnings™ state laws

emphasizes three rules.

a.  The net profitrule.

b. The capital impairment rule

{5

The insolvency rule

a.  The net profit rule: provides that dividend that can be paid from past and present camings.

b.

e}

The capital impairment rule, provide that creditor therefore should hide the payment of liquidity dividends as
this will amount to distributing the investment in a company rather than its camings.

The insolvency rule provides that companies cannot pay dividend while insolvent. To pay dividends under
such condition will mean giving stockholders funds that rightfully belong to the creditors. Legal rules are
significant in that they provide a framework within which dividend policy can be formulated. Within the legal
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‘ ‘ o . it o B ‘Ing asset expansion. The

v, Rate of asset SXpansion: The more rapid a firm grows the arcater the need for tinancing l\\tl; \‘[‘m ; )r;3 ”],L,
Sreater the nead for tunds, the more likelv 1eis for the firm to retain carnings than payout divic end. llf‘lf
SAMIng are paid out as dividends and are subject 1o hial personal income tax rates. only « portion of them wij|
be available for investment (De Angelo, 2000).
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Profit rate: The higher the rate of returm on assets, the more attractive it is to distribute div idend and vice-versy,

Theories of Dividend

-

Divide ~ision s s { B . .

1dend decision is a decision made by the director of a company. It relates to the amount of the ttiming of any cash
ayment ma e S i o 3 z

Payment made 1o the company’s stockholder. The decision is very important for the company s stockholder. The

decision is an i . i i its capi i Isi
P >10D 1S an important one ttor the firm as it may influence its capital structure and stock price. The decision mav
elermine the amouny of taxanon that stockholders pay. '

There are three main factors that may influence a firm’s dividend decision

1. Free—cash flow
1. Dividend clienteles
ni.  Information signaling
2. The free — cash flow theory of dividends: Under this theory, the dividend decision ig Very simpl
firm simply pays out, as dividends, any surplus after it invests in all available Positive and not' i e.“The
projects. A key criticism of this theory is that it does not explain the observed dividend Olpr_esem ey
world companies. Most companies pay relatively consistent dividends one Year to the nexF: 'llﬂ;;es ,Of real-
tend 1o prefer to pay a steadily increasing dividend that fluctuates dl‘:lnmtically tfrom ope ea; o nanagers
These criticisms have lead 1o the development of other models that seek 1o explain the di\'id)élldr (;0 ‘t.l?.e next.
b. Dividend clienteles: A particular pattern of dividend payment may suit ope type of Stockholqg €cision.
another: this is some time called the clientele effect. A retiree may prefer to invesy iy, a firm th.er n}ore than
consistently high dividend yield, whereas a person with a high income from employmen, "«?t ’px (
avoid dividends due to their high marginal tax rate on income. lf.clicn(eles exist ﬁ":p“"licul?;l\) L.’reter to
dividend payments, a firm may be able 1o maximize Its stock price angd Minimize jiq Cost l;t! ?lec‘l‘n of
catering to a particular clientele. . . . “dputal by
This model may help 10 cxplui{l the relatively C(')Iml:l?l-l! ~d|l\., cd % i i
companies. A key criticism of the idea of dividend clienteles is that inve elay o ml‘s:ﬁ:

St ] s desire “An investor who w ould like :
. . { cash flows that they desire IRC 1O recejy
firm to provide the pattern o o Cive gq .
1rm o p p his YMe cagh

ovides a

idend policies f““O\ved
stors do noy need g

) “selling a portion of their holdiye Thig
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when a decrease or omission 1s announced.
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this research, we shall consider some scholars hike John Burr Wilhiams, P

. rofessor James E
don. Miller-Modighani (MM). We shall begin our discussion with John |

Jurr Williams

Walter. Myron Gox

And examine the positions of the others. One of the earliest proponents of the view that di
value v Williams He said “let us define the investment value of stock as the present worth of all
dividends 1o he pard upon i, Some will say that it should rather be the present value (worth) of the future earnings
and nat divadend but should not eam dividend both give the s

vidend examine the

mvestment

ame answer under the implicit assumptions of the

S e .

< =S art DO par

d out in dividend they are successfully reinvested at compound interest for the benefit of the
crnics imply that this earnings should produce dividend later if not then the money 15 lost (Miller

1), Furthermore. if these retained earnings will produce dividends then our formula will take
© of them when it takes account of all future dividends but our formula will rightly restrain them from
ng them 1n any discounted annular of benefits. Earnings are only a means to an end. and the means should not
t2ken for an end. therefore we must say that is worth only what you can get out of it.

135 the awkward question of the effect of change in the market value of stock by emphasizing that he is
f=iing 2hout investment value of stocks. Thus .allowing him to assume that the investments is held for a very long
pemod of ume and that therefore the discounted value of change in the market value has negligible impact. Myron

' the recent scholars discusses the controversy as to relative import of dividend and earmings in his
12znd ezmings and stock prices™ that the investor buys per share when acquires a share of stock. The
renonzic s thar regard of whether they are distributed to him, the shareholders has an ownership nght in the

==mines per shar

SRRl D DIl

METHODOLOGY ) '

sy zdopred the descriptive survey. using questionnaire 1o collect required information. Specifically. close

OnNNar

nnzire were used to collect primary data, in other to streamline responses for easy analvsis.
ni mpling technigue was used in selecting the respondents who are staff of First Bank Nig. Plc. The
four branches located within Ilorin metropolis were used as a case study.

copies of guestionnaire were distributed 1o the respondents, i.e 30 copies of the questionnaire for each
orznch. howvever on return only 100 copies of the questionnaire were retrieved from the respondents. The data were
znzlyzed oy mezns of descriptive and inferential statistical tools. Precisely, least square regression model was
developed and applied in testing the research hypotheses.

[he mathemanczl model for least square regression analysis is stated as: Y= a + bx

Constamt variable

Q
\'1_
f

I

Y= Dependent variable
X= Independent variable
2 and b are the regression co-efticient known as the imtercept and slope respectively, which is obtain as:

a= :, - ')'I,
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b=nmday dxdy

DRSS YN
DATA ANALYSIS AND DISCUSSION

Test of Hypotheses
Hop: [)I.l-[}!(-lhl]nl\‘l”pllf partem has no mpact on a firm .'-"””"I' aned Y2 ”/’/”///’/”\"
value 15 0.639 oy 04, Thi
» re /"':'I"'l

Zlﬂ;“r’,:"'

that 64% variability in the dependent variable (Finm growth and profitability) is accounted for by the jq,
:lllr;])l:;,’ ’:/ f

variable (Dividend payment patter). This implies that the natuee of dividend payment patiery

The result of data analysis as contained in appendix | shows that, R-Square
organization is a major determinant of the prowth and |)Illlll.‘l||i“ly ol the organization.
at 99 degree of freedom is gre;
» greater ”m“ i .

The analysis of variance show that: the calceulated I-value is 173.302
tabulatead value of 2.01 obtained from the statistical table (Sce appendix ). Therefore, it means that the filt
. o . . P 7 . - Crod
null hypothesis is rejected while the alternative hypo, ved
YOthesis jo

model 1s stanstically significant, which implies that the

ﬂxi\‘pl \‘d 8
Table 1: Cocfficients™
Standardized o
Uns(andardizcd Coefficients Coefficients

Maodel B Std. Error Beta t Sie

1 (Constant) 1.256 .083 3.082 003
Are vou attracted to a bank
because of its dividend policy. sl 0325 i 13.167 000

2. Dependent Variable: Dividend payment pattern have impact on a firm growth and profitability
1.256. This established that

The filtered model coefficient above shows that the slope is 0.744 while the intercept is

the positive sign of the slope established that the independent variable (dividend payment pattern) has positive
impact on the dependent variable (Firm’s growth and profitability). Therefore, the filtered model is given as: Y=
1.256+0.744x. (Y= firm’s growth and profitability) (x= dividend payment pattern).

alue of the result is 3.082, which shows that the t-value is greater than 2. The staustical

From the table 1, the t-

decision rule for t-value states that where 30 or more sample size is used, accept the null hypothesis if t-value is less

than 2 otherwise reject the Null hypothesis and adopt the alternative hypothesis. Therefore, since the sample size

used for this study is more than 30 and the t-value is 3.082 which is greater than 2, the Null hypothesis which states

that- dividend payment pattern has no impact on a firm growth and profitability is rejected and the alternative
ability is adopted.

hypothesis which posits that dividend payment pattern has impact on a firm growth and profit

Hypothesis Two
Hyo- Cash dividend has no significant different on meeting the expectation of the shareholders
value was 416 or 42%. This revealed that
accounted for by the independent vartable
anization could be accounted

The model summary presented in appendix 2, shows that the R-Square
42% variability in the dependent variable (shareholder’s expectation) is
(cash dividend). This entails that a change in the shareholder's expectation of the org
for by 429 change in the cash dividend of the organization.

The calculated F-value is 69.743, with 1 and 98 degree of freedom is greater than the tabulated value of 2.01
obtained from the statistical table of 2.01. Therefore, it means that the filtered model is statistically significant
which implies that the null hypothesis is rejected while the alternative hypothesis is adopted (See appendix).
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Y= 1.462+0.538x.
Where: Y= sharcholder's expectation, X= Cash dividend

From the table. the t-value of the result is 4.859, which is ereater than 2 Th isti 5
states that where 30 or more sample size is used. : k4 - 1he statistical decision rule for t-value
= (et where 20 sample size 1s used, accept the null hypothesis if t-value is less than 2 othersice coier
the null hypothesis and adopt the alternative hypothesis. Therefore, since the sample size u‘s-ed fo t-‘*') . :ide e
o 2TV A = .o . . . . 2 ) T this s v 1S mor
than 30 and the t-value is 4.859 which is greater than 2, the null hypothesis which posits that cash d’i )t? d | o
R e . i . ) sh dividend has no
significant different on meeting the expectation of the shareholders is rejected while the alternative h\'rr):“gi » icl
ypothesis which

posits that cash dividend has significant different on meeting the expectation of the shareholders is adopted

CONCLUSIONS AND RECOMMENDATIONS

From the findings of the research work, the researcher can now draw from the following conclusions. That this
research work has highlighted the need to identify the various types of shareholders and their preferences. as w eli :1;
knowing that a company should follow a stable dividend policy because a bank dividend policy could make or ma;
its future prospects. for this is a measure of the investors’ confidence and rating of the firm. 4

Also. the level of investment in shares is determined by the degree of education of the investors and potential
received on the dynamics of investments in stocks and shares in Nigeria, because majority of the populace are
ienorant about investment opportunities and that First Bank has performed very well. The study also concludes that
dividend payment has impact on firm growth and profitability and also cash dividend has significant different on

meeting the expectation of the shareholders.

This study recommends the following to the bank’s and shareholders;
Banks should lay more emphasis on cash dividend payment pattern than stock dividend because it improves
their growth. profitability and also influence expectation of the shareholders.

That the shareholders should have confidence in the bank and be sure of their we'lf
Companies should endeavor to include leverage into its capital structure so as (o INCrease
ade 1o educate investors, although presently majority of Nigerians

are.
shareholders wealth.
are becoming more

More effort should be m
aware of such investment opportunities.
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Adjusted Square

Model

R Square

Std. Error of the Estimate

1

.799°

.639

1635

275

a. Predictors: (Constant). Are you attracted to a bank as a result of its dividend policy.

ANOVA®

Model Sum of Squares Df Mean Square F Sig

1 Regression 13.154 1 13.154 1731362 .037°
Residual 7.436 98 .076
Total 20.590 99

a. Predictors: (Constant), Are you attracted to a bank because of its dividend pohcy

b. Dependent Variable: Dividend payment pattern have impact.on a firm growth and protitability.

APPENDIX 2
Model Summary

|

Model R R Square | Adjusted R Square Std. Error of the Esumate
I .045° 416 410 S
a. Predictors: (Constant), Are you attracted 1o a bank because of its dividend policy
ANOVA"
Model Sum of Squares DI Mean S(‘quw F Sig
| Regression 0.898 | 0.898 69.743 004"
Residual 0.692 98 099
Total 10.590 99

2. Predictors: (Constant), Are you attracted to a bank because of its dividend policy

b. Dependent Variable: Dividend is the best way for company to meet sharcholder's expectation
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ABSTRACT

The aim of this study is to assess the effects of motivation on em
performance in the public service sector. Kwara state civil service was
the study organization. The targeted population was the entire employ=
state civil service. A total of 150 employees were randomly selected from
groups within the organization as sample size for the study. Questicnnairz was us
to collect primary data from respondents. The data collected were analyzzd usi
simple percentages and frequencies. The Pearson product moment corrzlation

auv

chi-square technigue were used to test the formulated hypotheses. Th

2 |

=~
=
- B

obtzined revealed that; there is significant relationship between the natures of pu
sector work and job performance. Equally, financial reward and em

1
-
Lnics
\.AA‘C!;,‘J:‘

empowerment as motivating factors were highly- significant and have positiv

motivating effects on employees' performance in the civil service. The study

conclude that; civil service officers should utilized the identified strategies such work

il

environment, challenging work content, employee empowerment and

organizational reward to motivate employees, so that their performance would
Improve significantly.

(M (D

KEY WORDS: Motivation, Employee, Performance, Public Sector

INTRODUCTION

The management of people at work is an integral part of management process. To
understand the critical importance of people in the organization is to recognize that
the human element and the organization are synonymous. Organizations that sees
an average worker as the root source of quality and productivity gains, does notlook

only to capital investment, but to employees, as the fundamental source of
improvement and profitability.
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Since an organization has to m_‘.hiuvn s grand purpose and mission through its
people, there is greater emphasis on employee molivation and concern for p?:ople
through assessment, regular feedback, empowerment, reward system and other
initiatives (Robins & Kotler 2004). This could perhaps explain the (;omrnr,‘r,
assumption that public sector organizations are more likely to employ individuals

whose values and needs are consistent with the public service mission of the
organization (Perry & Wise 2001).

However, employee motivation is important-because of its significance as 3
determinant of improved performance and its intangible benefits. Employee
motivation is a basic psychological process which alongside with perception,
personality, attitudes and learning highly influences the behaviour of people in the
organization. However, it is impossible to understand motivation without
considering what people want and expect from their jobs. The ability to identify what
people need from their jobs and provide them is the distinguishing factor that

propels employee performance both in private and public sector (Shaari, Ya'akub &
Hashim 2002). '

On the other hand performance as stated by Wheelen and Hunger (2008) is an end
result of an activity and employee performance is the accumulated end result of all
the work process and activities. It is necessary for the management of the
organization to measure and assess performance of the employees in order to use
organization's resources in a way that motivate employees towards an expected
goal. Considering the entire factors ‘above, higher level of performance will be
achieved when the public service employees are motivated to work taking into
consideration certain intrinsic and extrinsic incentives such as employee
recognition and reward system, skill development, career growth potentials,
participation in decision making and employee empowerment etc. Satisfaction on
the job is generally viewed as an emotional response and represents the degree o
which a person likes his or her job and is readily committed to perform even in the
face of certain difficulty. Factors that motivate employees towards effective and
efficient performance among others include: job security, the internal reward
system, level of work supervision and participation in strategic decisions (Echu
2004). The question therefore is; are public sector management ready to provide
these vital motivational elements? It is a common thing to observe that most
management of Nigeria public sector organizations are being insensitive to the
aspirations and personal needs of employees, hence undermining their ability to
perform optimally. Consequently, the action of management towards workers has
negative impact on their performance. Moreover, there are sufficient grounds to
believe that workers in public service sectors especially in Nigeria are not well

motivated as evidenced in low productivity, high rate of absenteeism and general
negative work attitude (Echu, 2004).
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OBJECTIVES OF THESTUDY
This study inits investigation seeks lo achieve the following objectives

1 To examine the influences of monelary reward on job performance of employees;
> To establishes the relationship belween employee promotion and employee

erformance.

LITERATURE REVIEW o |
Understanding human behaviourin order to identify what factors could motivate and

lead to Job performance IS important to the success of the organization (Gredcg
2008). Basically, human behaviour is determined by the characteristics of bhoth the
person and the environment. Individuals (i.e. workers) bring with them such things
as abilities, personal beliefs, expectations, and past experiences to the
anizational setting. Neither of these can solely determine performance; rather it

org , . e bl
f interaction of individual and organizational features Darnachi

is a function ©
(2005).

Motivation and Job performance is imperative to management because in it the
realization of the individual and organizational objectives. This is the essence of
management: Knowing what constitutes job performance, what motivates people,
what makes them happy, satisfied, productive, efficient, etc (Galleta & Malhortra

2003).

According to Adair (2003) opined that a key to organization's competitive
performance has been the successful motivation of staff. Damachi (2005) agreed

that the success of most organizations is dependent on a motivated workforce. He
further asserted that employee motivation is of interest in the work environment
because it influences work performance and productivity. Keeping employees
motivated can be done by increasing their extrinsic and intrinsic desires such as
salaries, benefits, education, recognition, participation etc but Hull (2006) noted that
itis important to recognize that individuals are motivated differently and quite often it
is complex to know what motivates employees. According to Ogunwuma (2000)
Motivation has been defined as the psychological process that gives peoples'
behaviour an essential purpose and direction, a predisposition to behave in
purposive manner to achieve specific unmet needs, and the will to achieve.

Robbins (2004) defined motivation as the desired positive willingness that prompts
a person to action. According to Sekaran (1998) motivators are the factors that
!nﬂuence or lead to positive willingness, and include specific needs, wants, drives or
impulse; People are motivated by different things, For some, it is power and money
that motivate them while for others; itis flexibility or a social workplace.

Employee motivation is one of the strategies used by mangers to enhance effective

13



job performance among workers i the
psychological process. |t is (|
based on the Knowledge
Luthan (2001) viewe

organization. Motivation is a basm
e management process of influencing behaviour

of what makes people tick (Luthan 2001). In his opinion,

dwork motivation as a process that arouses, energizes, direct
and sustained behaviou and performance,

Thatis, itis the process of stimulating
peoples to action in order {o achieve a desired task. From the above definitions
therefore, the level of employee berformance depends not only on their skills and
abilities but also on the level of motivation each employee exhibits towards the
achievement of certain expected goals. Thus the key to understanding the process
ot motivation lies in the meaning and relationship among, needs, drives, incentives
and satisfaction.

the individual simply for the pleasure of
intrinsic factors are reco

performing a particular task. Examples of
and achievement etc,

gnition, growth, interesting and challenging work content,

S. The first definition views work
i In this instance, work
where performance is the deed itself,
that zre relevant to an organization'

terms of an individual's proficiency (or level of contribyti

should not be confined to individuals only. It should be considered an outcome of
both human and organizational activities.

tion or behaviour that is
relevant to achieving organizations' ‘goals (what is actually done), whereas
performance management is the process of linking organizational goals to
deparimental, team and individual goals.

Performance, according to the Oxford Dictionary of Contem
defined as “the act of carrying out specific tasks, the execution of, or the fgnctions
required of a person, and includes many attributes”. Performance is an activity and
the results of the activity; itis a process and a product; a process and an output, and

porary English, is
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behavior plus accomplishment. Petrovsky (2009) noted that work performance
include both process of (carrying out the work) and product (the output), and
therefore performance can be seen in both product and the service being
performed. The author further noted that in a work setting, the output (product or
service) adds value, whereas the process adds cost. “Performance can be refer to
the performance of an organization (its tasks, duties, goods and services); a
department (its tasks, duties, goods and services); a primary process (its tasks and
duties in the production of a specific product or service); or a person (the individual's
tasks, duties and all goods and services provided)”

THEORIES OF MOTIVATION

There are several theories on motivation which include among others:

Hull, 1946-1998 was one of the first psychologist that relate human behaviour to
man's need for survival. According to Hull, if an organisation is to survive, not anly
must it be sensitive to internal and external conditions that threaten its existence, but
these conditions must then automatically lead to behaviour and learning which
could improve the organism's survival chances.

In 1962, McClelland contended that a person with a high need for achievement will
take situation in which he takes personal responsibility to finding solution to
problems. That he will tend to set moderate achievement goals and calculated risks.
In 1959, Frederick Herzberg propounded the two-factor theory, The Motivators and
the Hygiene Factors. He describes such extrinsic reward as company policy and
administration, supervision, interpersonal relation, salary, status, job security,
personal life, working condition, compensation as hygiene factors whose presence
does not motivate people to satisfaction but their absence could lead to
dissatisfaction. Fredrick Herzberg carried out an empirical study of what motivates
workers on their jobs. He summed his findings as the motivators and the Hygiene
factors — identifying the satisfiers (motivators) and Dissatisfier (The Hygiene)
Abraham Maslow formulated a theory that saw human needs as hierarchically
organized. Maslow's thinking is centred round a hierarchy of individual's needs and
the needs are: psychological, safety, social, esteem and self actualisation.

DETERMINANTS OF JOB PERFORMANCE

Many factors have been identified according to Gbadamosi and Adebakin (1996):
These include: demographic variables, security, pay supervision, intrinsic features
of work, recognition, occupational level etc. Intrinsic features of the work include, for
example, variety, difficulty, and amount of work, responsibility, autonomy, and
control over work methods, complexity and creativity. Reward and Compensation,
Salary, wages and conditions of service: Akintoye (2000) asserted that money
remains the most significant motivational strategy. As far back as 1911, Frederick
Taylor and his scientific management associate described money as the most
important factor in motivating the industrial workers to achieve greater productivity.

15
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Nwachukwu (2004), the essence of all motivational effo

rts is to increase employee

productivity and satisfaction. Motivated workers out-produce unmotivated
émp\oyees. Management should encourage productivity by making the employees
aware of the reasons behind the functions they are performing and providing the
sUpport required obtaining sustained effort. The employees in any organization
differ in aptitude, knowledge, skills, health and physical vigour. In the same way,
ineir productivity differs. It is' the function of a management to device ways of
encouraging higher productivity. This is accomplished through training and
developments, motivation and knowing those things that lead to job satisfaction.
nis study is more consistent with the current public service motivation literature
thzf public service motivation has a direct eff

ecton employee performance
METHODOLOGY

The study employed a cross-sectio
cross-sectional survey design is s
collecting data over a period of a't
that was drawn from the key varia
into two parts, section A and B. S
socio-demographic data while B
rey variables of the study. Furth
twenty six (26) closed ended it

following hypotheses are form
objectives:

=~

nal survey design. According to Asika (2003)a
uitable for studies involving field enquires bV
me. The study utilized structured questlor_m_ang
bles of the study. The questionnaire was dlwdets
ection A comprised items relating to respond?ned
consist of 2-point type statements that explain



H.- The nature of work has no significantinfluence on employee performance
o o C .
M Financial reward has no significant relationship with employee performance.

The study used tables, frequency distribution and percentage to present the data
and the analytical technique used to analyze the data collectad is chi-square test
which is used to testthe above stated hypotheses, Specifically, Statistical Package
for Social Sciences (BPSS) version 17.0 was used to run the chi-square analysis to
test the study's hypotheses. 5% or 0.05 level of significance was used. The study
accepts the hypothesis if the calculated chi-square value is less than the critical
value (X)) otherwise, it will reject the hypothesis. One hundred and seventy (170)
copies of questionnaires were administered to respondents but on return only one
hundred and fifty (150) copies were properly filled and returned on schedule. giving
an 88.24% response rate. Data analysis was therefore based on the number of
returned copies of questionnaires.

DATA ANALYSIS AND DISCUSSION
Table 1: Demographic Characteristics of Respondents

Variable T
‘Sex Sex Frequency | Percenta
. ge
Male 96 | 62.0 |
Female 57 138.0 ‘;
Total 150 | 100 |
Age Range Frequency  Percenta
- : ge
Below 21 16 10.67
21-29years . 57 38.00
30-39years 40 26.67
40-49years 36 24.00
50-above years 1. 0.66
Total 150 100
Educational Level of education Frequency | Percenta
status ’ ge
M BA/M.Sc 32 28
B.Sc/HND 62 34.7
OND/SSCE 11 73
SSCE/WASC 20 1323
Professionals 13 8.7
M BA/M .Sc/Profession 12 8.0 |
als 150 100
e Tofal — =
Marital Status Frequency | Percenta
Status e _l9e
7 8 Single 33 22,00
Married 97 64.67
Divorced 20 13.33
Cadre Rank Frequency | Percenta
lqe
[ Junior staff 79 [531
" Senior staff ig i ?; 7
| Top management 22 ,
,':‘3{)& . 150 ‘ 100

Source: Author's field survey 2011
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Table Treveals that G29% (96) of the respondents are males while the mmnininq KLY
(54) are females. It shows that 10 7% (16) of the respondents are below the 4, r" h
21and 38.5% (57) are below the age of 30, 40% (26.7) are below the age of 40, ;;1';'
%( 36) are below the age of 50 while0.6 %( 1) is at the age of 50 and aboyg fr)
responses on educational qualification of the respondents show that 13,3y,
hold School Certificate (0'Level WAIEC), 7.3% (1) hold ONDINCE, 34,7, (62) hoyy
HND/B Scand 44 79% (57) hold other certificates. For the question on the eMploye,,
bresentlevel, the table indicates that 52.7% (79) of the respondents are junie, Staf
“N '

> A > v r I\ -

S0 % 49) are senior staff while the table indicated that 14.6 %(22) are af the tq,
J

managementlevel 35% (40). |

_TABLE 2: The Nature of work

Questionnaire items Agree | % Disagree | %,
The nature of my job has great| 118 78.7 | 32 21.3
mpact on my morale in the public

| understand the importance of | 107 71.3 43 28.7
accomplishing my work objectives S
Conducive working environment | 127 84.7 | 23 15.3

with functioning facilities enhance
My productivity

A lot of people can be affected by | 136 90.7 | 14 9.3
~how well ido my job —

The nature of my job gives me | 123 82.0 | 27 18.0
ample opportunity to set my own

targ et '

My  work schedule is so | 47 31.3 | 103 68.7

challenging that there is no room
_for boredom

Results in table 2 underscore the nature of work as an important variable in
employee motivation. Findings reveal that 78.7% of the respondents agree that the
nature of their job in the public service has greater impact on their morale while 2
1.3% disagree with this opinion. Equally two, 90.7% believes that the type of job they
perform and the way it is being carried out has effect on co-workers or people who
depend on their own performance. On the other hand, 14% disagree with the above
view. Furthermore, 82% believes that the nature of their job gives them opportunity
to set attainable targets and device means of achieving them, while 18% of the
respondents have contrary opinion. Again, 84.7% of the total respondents believe
that they perform better in a conducive working environment with well functioning
facilities while 15.3% could perform optimally in any kind of work environment.
However and sadly two, the above result reveals that one hundred and three

(68.7%) respondents do not have challenging work schedule that could eliminates
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boredom and enhance concentration. This has tremendous performance
implication for the management of public service employees,

TABLE 3: Financial reward system

" Questionnaire items Agree | % | Disagree | %
"1 am highly motivated when my effort | 89 59.3 1 61 40,7
is recoghized
If i accomplish my work objectives, it 1 83 65.3 | 67 A4 7
increases my chances for pay ]
"1 have seen good job performance 67 447 | 83 ~ 5573
rewarded in my work unit {
I am confident that | can | 98 65.3 | 52 24.7
successfully — perform  the  task
assignedtome |

The above table 3 was designed to measure respondents' opinion on the
commissions' reward system as an important factor in public service employee
motivation. From the result revealed so far and presented on the above table, itis
evident that 59.3% of the total respondents are motivated by recognized effort which
could be any form of reward structure as would be analyzed in the course of this
study. However 40.7% had a contrary opinion. In addition, 55.3% believe that
accomplishment of task objectives leads to reward in the civil service commission
while 44.7% disagree with this view. Again, 44.7% of the respondents have actually
witness good performance being rewarded by the management of the commission
while 55.3% had contrary opinion. Considering the managerial implication of this
finding, this particular result calls for important attention by management of the civil
service commission. Finally, 65.3% of the respondents are confident in performing
work related task assigned to them while 34.7% disagree. Given the totality of the
above result, it is an indication that the organizational rewards system plays a very
significant motivational role in achieving higher level of employee's performance.

Table 4: Employee’s Performance

Questionnaire items |Agree [% | Disagree [ % |
| put forth my best effort to get | 133 | 88.7 (17 11.3 |
my job done regardless of the i
difficulties and challenges ‘

| am willing to start early and | 138 92.0 12 8.0 |
close late to finish a_job ‘
| do extra work for my job that | 126 84.0 | 24 16.0 |
isn't really expected of me 3 R . ‘
Working for government allows | 101 67.3 |49 32.7 |

me to give something

_back to the society i
The opportunity to provide | 65 43.3 |85 56.7 |
meaningful public service is an i .
important ~ reason  why i |
originally to ok this job 1 ‘
Source:; Field survey 2011
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i in the study. Resuylt
s nerformance is ronsidered a dependent variable int R S on
Employee performance is considered a dej mployee performance as beir,(:

table 4.3.5 above show respondents' opinion on el ‘ L ¢
dependent on employee m(‘xtivntim\, It |Js evident from l ‘f({ t:?ltilﬁctcbaitrrgé{:;Zer?t'Of the:
respondents agree that they put forth maximuimn ’P"" ’,|'1 f,,(,/ disa ferp J]t\/fe 07
challenges and difficulties on the job. On the other hand, H'”i th] ‘dg _JtW' I the
above statement. In addition, 84.0% of respondents agree nd ﬁy 1%(‘;‘/05.3”‘/ P
extra work effort on roles that is beyond their job description, Vch”te 0 y'{ ISagree
with this opinion. Furthermore, 67.3% of respondents dgfr%et' d tWOtrh\'”Q In the
g0\|ffermnent sector actually provide opportunity for cuntributing 1o the society
welfare.

TESTOFHYPOTHESES . ; o .
Hﬁwothesis one was tested using the Chi-square techiique. This is nfecessar{ in
order to establish the degree of association between the variables of study. The

statistical package for social science (SPSS) version 14.0 was used to carry out the
analysis while the Pearson correlation coefficient was used to test hypotheses two
Level of Significance =0.05, 0.01 (alphalevel)

Decision Region

The decision rule states that: , U :

If 'P' value < 0.05; there is a significant relationship and if 'P' value> 0.05; there is no
significant relationship :

Hypothesis One

HO: The nature of work has no significance influence on employees
TABLE 5: CHI-SQUARE ANALYSIS .

Agree Disagree Total

Q5 | 118 32 .

05 1107 43 150 =

Q7 136 14 150

08 47 103 {150

09 [ 123 = 27 150

Q10 127 23 | 150 s
Total | 658 242 |10
Test statistics N L L T

' Chi-square a 1238
- df St 2

_Asymp.sig. .000

From the Chi-square analysis of research hypothesis one, it was discovered that the
calculated value (X* cal) = 123.8 was greater than tabulated valye (X? tab) =10.52 1
under 0.05 levels of significance with five degree of freadom. Hence alternative
hypothesis (H') which says “The nature of work has significance influence on
employee performance was accepted.
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HYPOTHESIS TWO

HO: Financial reward has no significant relation hip with employee performance.
Data generated were analyzed using Pe Product Moment Correlation and
the results are summarized in the table below. Test of relationship between
financial reward and employee performance. \

5

arson's

Table 6: Convlations
A2 necorplish | 27§ Pt up riy et
Hnyw«nkdqmnwﬂ.n oflot to et ny pb
Increnses My | doner regardass of the
chanon for n pay neas | ddfical s, arvl
i dwlleryjes
A2 acconylish ny 1 o
anpany's  objective, it ‘ 000
nereases ny dhances for a | 150
pay rise Pearson condlation | 150
L8Q (2 taled) N
[ E221 putup my best effort to | .398* 1
| get my job done regardless | .000
[of  the difficulies  and | 150 150
dillenges Pearson
correlation sig (2 tailed) N

**correlation s significant at the 0.01 level (2-tailed)
r=0.398, N=150, p<0.01

From Table above, we observe the Pearson's product moment correlation between
financial reward and employee performance. The f value of financial reward and
employee performance = 0.398**. The results indicated that financial reward has
significant relationship with employee performance at 0.01 level of significance.

CONCLUSION

Based on the analysis of data and

presentation of result, the finding in this study
revealed that employee motivat

ion plays a. significant role in improving
organizational performance and the motivational strategies an organization adopts

affect the level of employee performance. Hence organizations need to identify the
best motivational variables suitable forits employees.

RECOMMENDATIONS

In view of the findings and discussion ln this study, the following recommendations
are suggested

The work environment should be
optimum performance.

A conducive work and friendly work environment should be in place to

encourage good interpersonal relationship where communication and
information flows are effective.

Management should encourage open and effective formal and informal
communication,

Comprehensive human resources
motivation must be

performance,

made’ very conducive to achieve

planning that emphasize employee
instituted by the commission to attend a higher
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