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ABSTRACT 

Employee performance can be described as the ability of an employee, assigned to 

specific tasks, to carry out all those tasks in line with the expectations of the organization. The 

objective of the study focusses on situational leadership reward on employee performance in 

deposit money banks in Nigeria. The study pegged on the following theories: situational 

/contingency theory, great man theory and agency theory. The study adopted a cross section 

research design with a target population of 281 comprising of employees of the selected money 

deposit banks. The study applied simple random sampling technique. Multiple linear 

regression model was employed to establish the significance of the independent variables on 

the dependent variable. The findings of the study revealed that there is significant relationship 

between directive and supportive dimensions of situational leadership and employee 

performance because as directive and supportive dimensions of situational leadership 

increases, employee performance also increases. Furthermore. The study showed that there is 

a statistically significant relationship between extrinsic and intrinsic dimensions of reward 

system and employee performance because as extrinsic and intrinsic dimensions of reward 

system rises, employee performance in turn rises. The study concluded that importance of 

leadership style should not be ignored, more should be done to encourage the best leadership 

style, so that it enhances the employee's performance and inclusion and the study recommends 

the need for supervisors to create an enabling environment not to discourage work 

performance. 
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INTRODUCTION 

Background to the study 

Performance is very essential point in the organizational efforts to 

achieve its goal and become one of the main factors of success in the industry, 

employee performance can be termed as the ability of an employee, assigned to 

specific tasks, to carry out all those tasks in line with the expectations of the 

organization. Performance is the achievement and execution of tasks (Iyiola, 

Olatoye, & Oyekanmi 2020). Performance is organizational ability in 

producing something related to desired targets (Boukrinaa, Kucukboyacib & 

Dobryakovab, 2020). Employee performance is used to described the 

differences in what is expected of an employee in terms of the work assigned to 

them to execute in an organizational setting (Rahadiyan, Triatmanto, & 

Respati, 2019). However, organization can leverage bonuses and rewards 

systems to motivate employee if it is discovered that employees are performing 

very well (Ruslan, Lian & Fitria, 2020). According to Nyaberi (2020), it was 

opined that leadership style is a key determinant of the success or failure of any 

organization. Leadership style that a leader who always try to adjust to the 

situation and condition of the organization. (Matira & Awolusi, 2020; 

Wuryani, Rodli, Sutarsi, Dewi & Arif, 2020). Situational leadership is a 

leadership theory that merges both directive and supportive dimensions, and 

each of these dimensions is to be applied correctly in a given situation. 

Situational leadership is the mixture task behavior, worker commitment and 

relation behavior (Iyiola, Olatoye, & Oyekanmi 2020). The role of banks in an 

economy is paramount because they execute monetary policy and provide 

means for facilitating payment for goods and services in the domestic and 

international trade (Aifuwa, Saidu & Aifuwa, 2020). This study investigates 

situational leadership reward on employee performance of employee of deposit 

money banks in Nigeria, covering the gap made by many previous literature 

reviews and empirical studies that did not pay attention to the prominence of 

situational leadership reward in the business world. 

STATEMENT OF THE PROBLEM 

The way in which a company efficiently manages, influences as well as 

improve the efficiency of employees is needed for the accomplishment of the 

organizational goals, as for many organizations lack the effective leaders, 

putting them in a position of missing the necessary occurrence in building their 

capacities, making it inappropriate practices in leadership style. Poor 

performance can result from unfulfilled external or internal factors, work stress 

is caused by lack of resources and equipment; work schedules such as working 

late or overtime and organizational climate are considered as contributors to 

employees’ stress, work stress often shows high dissatisfaction among the 

employees, job mobility, burnout, poor work performance and less effective 

interpersonal relations at work (Chong, 2010). It was observed that role 

ambiguity has its own drawbacks. In the work environment wherever is role 
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ambiguity, negative vibes of employees as lack of self-conviction and 

disappointment drives human resource’s hope towards misery and despair. 

Poor reward system has been a major factor affecting employees’ productivity, 

commitment and satisfaction. The lack of information on relationship between 

situational leadership, reward and employee performance creates a gap in 

knowledge on how situational leadership, reward increasingly affected 

employees, performance in banking, public sector especially in the African and 

particularly in Nigeria context. Against this backdrop this study seeks to 

investigates situational leadership reward and employee performance in in the 

Nigerian banking industry. Based on the above challenges, the study was 

guided by four research questions, objectives and hypotheses. 

• To what extend does directive dimension of situational leadership have effect

on employee performance among commercial banks?

• To what extend does effect of supportive dimension of situational leadership

have effect on employee performance among commercial banks?

• What is the effect of extrinsic dimension reward system on employee

performance at among commercial banks?

• What is the effect of intrinsic dimension reward system on employee

performance at among commercial banks?

Objectives of the study

• To examine the effects of directive dimension of situational leadership have on

employee performance among commercial banks.

• To examine the effects of supportive dimension of situational leadership on

employee performance among commercial banks.

• To ascertain the effect of extrinsic dimension reward system on employee

performance among commercial banks.

• To examine effect of intrinsic dimension reward system on employee

performance among commercial banks.

Research hypotheses

• Ho1: Directive dimension of situational leadership does not have a significant

effect on employee performance among commercial banks.

• Ho2: Supportive dimension of situational leadership does not have a significant

effect on employee performance among commercial banks.

• Ho3: Extrinsic dimension of reward system does not have a significant effect

on employee performance among commercial banks.

• Ho4: Intrinsic dimension of reward system does not have a significant effect on

employee performance among commercial banks.

SIGNIFICANCE OF THE STUDY 

Theoretical significance 
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To the scholars, the findings of this study will add value to the current 

body of knowledge as it recommends ways for enhancement of employee’s 

performance through situational leadership reward. 

Practical significance 

The findings of this study will support leaders in all sectors especially 

in evaluating the importance of leadership styles with situational leadership 

reward on employee’s performance in aspect of motivation. 

Policy significance 

The findings of this study will also be supportive to the policy makers 

because it will shed more light on situational leadership in order to assist them 

in formulating a better policy for the organization. 

Scope of the study 

The study is limited to situational leadership (directive awareness, 

supportive vision, coaching responsibility and delegating action) reward, and 

employee performance in deposit money bank. The study covered commercial 

banks in Jos North local government area of plateau state. The unit of analysis 

will be the employees of those selected banks in Jos North LGA of plateau 

state. The study is expected to cover the period of five (5) years, and durations 

for 2 years. 

LITERATURE REVIEW 

Conceptual Review 

This segment will review relevant literatures on the constructs- 

situational leadership dimensions and employees’ performance in order to give 

a better understanding of the framework depicted below. 

Employee performance 

The main goal of any organization is to enhance the job performance of 

its employees so that it could survive in this highly competitive environment. 

Performance is a multidimensional construct and an extremely vital criterion 

that determines organizational successes or failures. Prasetya & Kato, (2011) 

Refer to performance as the attained outcomes of actions with skills of 

employees who perform in some situation. According to Pattanayak (2005), the 

performance of an employee is his/her resultant behavior on a task which can 

be observed and evaluated. Employees need good leadership and work 

atmosphere to perform their best. 

Employee performance and rewards 

Employee reward plays a crucial role in the achievement of employee 

performance (Rasool, Arfeen, Mothi & Aslam, 2015). Many academic studies 

have identified and underscored the role of motivation in the workplace and 

how it supports and fosters employee performance (Ahmed and Farooqi, 2020). 

Although remote working is a workplace strategy initiated or agreed to by 

organizations, the performance of remote workers (with focus on dimensions 



Journal of Tourism & Sports Management, 5(3) 

1843 

such as their problem-solving ability, quality of work, time management, and 

productivity) will be dependent on many factors, one of which is the reward 

they get from their employers (Muhammad, 2022). Specifically, it has been 

argued that to derive employee commitment to set organizational goals and to 

improve performance in the workplace, employees will need to be motivated 

(Kuruzovich, Paczkowski, Golden, Goodarzi & Venkatesh, 2021; Eziokwu, & 

Onuaha, 2021). 

Employees performance and situational leadership styles 

Several scholars and studies have often discussed the correlation 

between leadership style and employee's performance; most of the studies 

show that leadership style has a significant correlation with employees' 

performance, although the significances may be a positive or negative 

correlation with employee's performance depending on the leadership style 

adopted by leaders of the organization (Fu-Jin, 2010). Scholars like Eziokwu, 

& Onuaha, 2021). posit that visionary leadership somewhat leads to cohesion, 

trust, commitment, motivation, and enhances performance in the organizational 

environment. (Smith, 2016). believe that attention should be paid on the effect 

of leadership when an organization wishes to seek efficient ways to be ahead of 

the competition. Leadership plays a vital role in reshaping collective norms, 

coordinating collective action, and helping team members cope with their 

environments. 

Situational leadership 

Situational leadership allows individuals to become responsive to the 

potential benefits of the participatory approach to decision-making while also 

knowing that in certain situations, they will have to make decisions on their 

own. Administrators need to know which factors to consider when analyzing a 

situation and opt for the leader decision style that best fits the problem to be 

resolved. Situational leadership according to Fiedler in Gibson, Ivancevich, 

Donnelly, Konopaske (2003) is a leader contribution toward the effectiveness 

of group performance depends on way or leadership style and the 

favorableness of the situation which it faced. Situational leadership indicators 

used in this research was the LPC (Least Preferred Coworker) is a way to 

measure whether a person is task-oriented or relationship. 

Effective situational leadership 

The fiedler contingency model proposes that “effective groups depend 

on a proper match between a leader’s style of interacting with subordinates and 

the degree to which the situation gives control and influence to the leader” 

(Kritsonis, 2004). The cognitive research theory isolates stress as a situational 

factor. This theory states that stress has a negative impact on a situation. 

Situational leadership and performance 

Situational leadership proposes that effective leadership requires a 

rational understanding of the situation and an appropriate response, rather than 

a charismatic leader with a large group of dedicated followers (Graeff, 1997; 
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Grint, 2011). Situational leadership in general evolved from a task-oriented 

versus people-oriented leadership continuum (Bass, 2008; Conger et al., 2010; 

Graeff, 1997). 

Reward 

Rewards refer to all form of financial returns and tangible services and 

benefits an employee receives as part of an employment relationship. “reward 

is the benefits that arise from performing a task, rendering a service or 

discharging a responsibility” (Colin, cited in Waruni, 2014). Reward system 

according to Armstrong (2001) consists of an organization’s integrated 

policies, processes and practices for rewarding its employees in accordance 

with their contribution, skill and competence and their markets worth. 

Dimensions of situational leadership 

Supporting: Gumusluoglu & Ilsev, (2009) said that innovation and 

using the allocated adequate resources for innovation properly support the 

internal climate which is an essential factor that plays an important role in the 

relationship. 

Delegating: Schriesheim, (1998) found that leaders prefer to delegate 

tasks to individuals who are trusted. Klein, et al. (2006) stated that delegation 

allows beginners to practice and grow into leaders, thus improving the 

performance. Harold & Holtz, (2015) said that delegating will motivate 

subordinates to do more than expected, delegating as the leader depends on the 

team and gives them the authority and responsibilities for performing and 

doing the tasks, leader withdraws from regular support minimize his control 

and encourage team results, empower team decision making “low directing, 

low supporting”. 

How leadership influences performance within an organization 

The resource-based view of the firm identifies strategic human resource 

management as a means of gaining competitive advantage through people. 

Resources confer lasting competitive advantage on a firm to the extent that 

they remain hard to duplicate, have no direct substitutes and enable 

organizations to pursue opportunities (Richard, 2000). 

Conceptual model 

The research framework depicts that the dimensions of situational 

leadership (directive and supportive) and reward (intrinsic and extrinsic), has 

direct linear relationship with employee performance, which depicts the 

research questions, objectives and hypothesis. It entails the influence of the 

dimensions of independent variables (directive and supportive) and (intrinsic 

and extrinsic) on dependent variable employee performance. 

Conceptual framework 

The diagram delineating the relationships between the variables 

explained is depicted thus: (Figure 1). 
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Figure 1. The diagram delineating the relationship between the variables explained is depicted thus. 

Source: Ridlwan, Purwandari and Syah, 2021 

Theoretical review 

The purpose of this thesis, three different theories will be discussed, 

and these include situational /contingency theory as the underpinning theory, 

great man theory as supporting theory, while agency theory as the 

complementary. 

Situational /contingency theory 

Contingency theory centers on adapting situational variables to better 

fit into a leader’s style. Contingency theorists agree that leadership theories 

must take into consideration the situation in which leaders operate. For 

instance, Fred Fiedler’s contingency model assumes that a leader’s preferred 

style is effectively set and suggests adapting situational elements to achieve 

better outcomes. 

Great man theory 

Great man theory proposes that the aptitude for leadership is inborn and 

inherited. According to this theory, it is either you are born naturally as a leader 

or you are not. The term ‘great man’ was adopted because it was thought then 

that leadership was majorly for males, particularly in the military. The great 

man theory of leadership became well known in the 19th century. The legends 

behind some of the world's most famous leaders such as mahatma Gandhi, 

Abraham Lincoln, Alexander the great and Julius Caesar helped contribute to 

the conception that great leaders are given birth to and not made. 

Agency theory 

Agency theory is based on the idea that when a company is first 

established, its owners are usually also its managers. As a company grows, the 

owners appoint managers to run the company. The owners expect the managers 

to run the company in the best interests of the owners; therefore, a form of 

agency relationship exists between the owners and the managers. Many 

companies borrow, and a significant proportion of the long-term capital of a 
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company might come from various sources of debt capital, such as bank loans, 

lease finance and bond issues (debentures, loan stock and so on). 

Empirical review 

Eziokwu & Onuoha, (2021) in rivers state, Nigeria, an examination was 

conducted into the relationship between the reward system and the 

organizational performance of deposit money institutions. Pearson’s product 

moment correlation techniques were used to analyzed data collected. Findings 

reveals that reward system was dimensionalized using pay/salary as a means of 

organizational contributed greatly to employee and customer satisfaction. It 

was suggested that banks in collaboration with top management implement 

innovative initiatives that recognize non-managerial employee’s 

accomplishment thus leading to greater performance of the banks. 

Directive and employee’s performance. 

Nuryanti & Rahmawati, (2016) study titled: “the influence of 

situational leadership and work environment towards employees’ 

performance”, this study aimed to clarify the situational leadership, work 

environment, and employees’ performance, and evaluate the impact of 

situational leadership and work environment on employees’ performance in 

service and development sector, and find out the relationship between 

situational leadership and work environment. This study targeted the 

employees of the services and business development sector (LPU) of RRI 

Bandung. The research type is descriptive and verification. The method used is 

the explanatory survey method with 26 people as saturated sampling. Technical 

analysis of the data used in this research is multiple linear regressions with spss 

21.0 for windows. The result of this study showed that situational leadership 

has a positive influence on employees, performance, and the work environment 

has a positive influence on employees’ performance, and both situational 

leadership and work environment have a positive effect on employees’’ 

performance, and there is a positive relation between situational leadership and 

work environment. 

Supportive and employee’s performance 

Wuryani, (2020) on “analysis of decision support system on situational 

leadership styles on work motivation and employee performance”, aimed to 

test the employee's appraisal performance by using situational leadership with 

work motivation as a variable through a decision support system (DSS). A 

saturated sample technique from respondents was used in this quantitative 

research. Smart pls 3.0 was used to analyze the data. The result showed that the 

decision support system in situational leadership does not have a positive 

contribution to employee performance. 

Extrinsic and employee’s performance 

Reza, (2019) on the influence of situational leadership, organizational 

culture and training on employee performance and work motivation of 

millennial generation at the inspection office of Bri Malang”, this study aimed 
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to exanimate the effect of situational leadership, training, and organizational 

culture on work motivation and employee performance at the inspection office 

of Bri Malang. The partial least square method (pls) was used to analyze the 

sample of 63 millennial auditors. The result shows that situational leadership 

has a significant effect on work motivation and employee performance, while 

the training and organization culture has an insignificant effect on employee 

performance and the training has a significant effect on work motivation while 

the organization culture not. 

Intrinsic and employee’s performance. 

Kuvaas, (2017) investigated the influence of internal and external 

motivations on employee performance and exposed that both internal and 

external motivations have a different effect on the job performance of the 

employee. The findings of the study showed that internal motivation was 

positively correlated with work performance and has a negative link with 

turnover intention and burnout. However, extrinsic motivation has a positive 

relationship with turnover intention and burnout and has a negative correlation 

with work performance. 

Research gap 

The gap identified by the researcher, being the question of how leaders 

in the local government environment use situational leadership to drive the 

implementation of their mandate, was occasioned by the need to gain insight to 

critical questions that would challenge notions around the significance or lack 

thereof of situational leadership in the sector, with directive, supportive, 

coaching and delegating. These insights would be derived from first-hand 

accounts of leaders within the organization. There are mixed findings when it 

comes to individual rewards and their effect on performance. From the review 

of the above literature, it reveals that empirical data on the effects of situational 

leadership on performance of employees is able to describe copious 

performance outcomes, regardless of whether at the organizational levels or 

individual levels. It is as a result of this that the drive for this study is available 

as a way to increase empirical evidence of situational leadership reward and 

employee performance in in the Nigerian banking industry. 

Summary of literature review 

People are indeed the lifeblood of any organization and it is incumbent 

upon the leader to create an enabling environment that promotes the 

organizational values of the institution to ensure that the workforce is capable 

of consistently performing at optimal levels. Situational leadership influence on 

employees’ performance within an organization was explored in a dynamic 

concept. 

METHODOLOGY 

Research design 

This study is also descriptive whereby quantitative research approaches 

was adopted to gain insight about the role of inclusive leadership on 
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psychological security; it is descriptive in that it described the characteristics of 

respondents (bougie,2020). The study adopts the descriptive research design 

for the study since describes the situational leadership reward and employee’s 

performance. 

Area of study 

The research population consist of employees of four (4) commercial 

banks operating in Jos north LGA of plateau state, reasons for focusing on the 

four commercial bank is because according to central bank rating the four 

commercial banks falls between the first four banks on the rating (CBN, 2022). 

The employees were invited to participate in the research survey by filling the 

questionnaires that were provided to them. 

Population of the study 

A population is the totality of the objects under the investigation. It is a 

set of all cases of interest, with respect to this study, the target population will 

be 323 employees of some selected commercial banks in Jos north local 

government area of plateau state (Table 1). 

Table 1. Population of the study. 

S No Department No of staff 

1 Access bank 65 

2 FBN 88 

3 Zenith bank 84 

4 UBA 86 

Total 323 

Source: Field survey, 2022 

Sample size 

According to O’neill (2022) a sample is a group of items, taken from 

the population for examination. A census eliminates sampling error and 

provides data on all the individuals in the population. The researcher deemed it 

fit because it will give opportunity for the researcher to divide participant based 

on departments (McCumbers, 2020) (Table 2). 

Table 2. Sample size. 

S/N Banks No of branch Departments 
No of 

Employees 

No of 

Questionnaire 

1 Access bank 4 Customer care 65 65 

2 FBN 4 Bulk room 88 88 

3 Zenith bank 2 Marketing 84 84 

4 UBA 3 Operation 86 86 

Total 323 323 

Source: Field Survey, 2022 
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Sampling technique 

Simple random sampling technique was used to select respondents 

among employees of some selected commercial banks in Jos north local 

government area of plateau state, within jos north local government area of 

plateau state in order to produce more representative and accurate sample. The 

participants were selected according to the researcher interest in them. 

Sources of data 

The study collected data from primary source. The data is derived from 

new or original research study and collected at source, and information is 

obtained directly from first-hand sources by means such as surveys, 

observation or experimentation (Stratton, 2022). 

Cronbach alpha coefficient 

The Cronbach alpha coefficient of the adapted measuring instruments is 

obtained in Table 3. 

Table 3. Cronbach alpha coefficient of measuring instruments adapted. 

Constructs Number of items Authors Cronbach alpha 

Situational leadership 9 Baldoni (2020) 0.88 

Reward 8 Ezinne (2020) 0.94 

Employee performance 10 
Akindele, Olatoye, & 

Oyekanmi (2020) 
0.91 

Source: Field Survey, 2022 

Method of data analysis 

The multiple linear regression analysis will be adopted for the testing of 

hypotheses via the statistical package for social sciences (SPSS) statistics 26. 

As a set of techniques for studying the straight-line relationships among two or 

more variables, multiple linear regression analysis estimates the β’s in the 

equation y j =β0+β1x1j +β 2x2j +---+βpxpj +εj. The x’s are the independent 

variables (iv’s). Y is the dependent variable. The subscript j represents the 

observation (row) number. 

Model specification 

Model specification refers to the determination of which independent 

variables should be included in or excluded from a regression equation. 

Ep= f (sl, rw) 

The function model can be transformed into an equation form as thus; 

Ep = β0 + β1 sl1 + β2 sl2 + β3 rw1 +β4 rw2+ et 

Apriori expectation of the model  

Β1, β2 < 0 and β3, β4 > 0 

Data Presentation and Analysis 
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Response rate 

A total number of 323 questionnaires was distributed to the target 

population but only 281 questionnaires were returned. This represents a 

response rate of 86.99% which was satisfactory to draw conclusions from the 

study. As Babbie (2012) puts it, a response rate of above 70% is deemed to be 

very good for analysis. 

Profile of the respondents 

A total of 281 respondents were the target population for this analysis, 

the population consists of commercial banks operating in Jos metropolis of 

plateau state. The questionnaires were distributed as shown in demographic 

distribution of respondents below: 

Demographic distribution of respondents 

The respondents were distributed according to the following 

demographic criteria as shown on Table 4. 

Table 4. Demographic distribution of respondents. 

Valid Frequency Percent Valid percent Cumulated percent 

Age 

20-30yrs 70 24.9 24.9 24.9 

31-40yrs 81 28.8 28.8 53.7 

41-50yrs 79 28.1 28.1 81.9 

50yrs above 51 18.1 18.1 100.0 

Total 281 100.0 100.0 

Gender 

Female 153 54.4 54.4 54.4 

Male 128 45.6 45.6 100.0 

Total 281 100.0 100.0 

Marital status 

Married 76 27.0 27.0 27.0 

Unmarried 65 23.1 23.1 50.2 

Divorced 74 26.3 26.3 76.5 

Widowed 66 23.5 23.5 100.0 

Total 281 100.0 100.0 

Level of 

education 

No education 9 3.2 3.2 3.2 

Primary school 24 8.5 8.5 11.7 

SSCE 48 17.1 17.1 28.8 

OND 64 22.8 22.8 51.6 

HND 72 25.6 25.6 77.2 

BSC 40 14.2 14.2 91.2 

Others 24 8.5 8.5 100.0 

Total 281 100.0 100.0 

Job functions 

Branch manager 15 5.3 5.3 5.3 

Investment 

analyst 
11 3.9 3.9 9.3 

Compliance 

officer 
26 9.3 9.3 18.5 

Teller/cashier 93 33.1 33.1 51.6 

Regional manager 16 5.7 5.7 57.3 

Customer 

service/client 

adviser 

52 18.5 18.5 75.8 

IT officer 33 11.7 11.7 87.5 

Risk manager 13 4.6 4.6 92.2 

Sales/marketing 22 7.8 7.8 100.0 

Total 281 100.0 100.0 

Source: Field survey, 2023 
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Based on the findings from the descriptive statistics and correlations 

from Table 5, the independent variables result showed that the mean value for 

situational leadership dimensions (directive and supportive) (sl) was 24.5231, 

while reward (intrinsic and extrinsic) (rw) was 33.3167. The dependent 

variable, employee performance (ep) recorded a value of 29.8185. 

Table 5. Descriptive statistics and correlations. 

Variables N Mean Std. D Skewness Kurtosis 

SL 281 24.5231 7.88536 0.538 -.936 

RW 281 33.3167 3.73918 1.064 -.481 

EP 281 29.8185 7.66712 -.195 -1.097

Source: SPSS output 0.26 

Multicollinearity 

Multicollinearity is defined as the degree of correlation among 

independent variables (Hair et al., 2012). From Table 6 the tolerance level 

indicated a range between 0.200-0.505 significantly, which is less than 0.7. In 

the same vein, Vif showed a range of 1.982-4.988 which is less than 5. This 

result is very good as it showed that there was no multicollinearity issue among 

the construct used in this study (Hair et al., 2012). 

Table 6. Multicollinearity test based on tolerance value and Vif. 

Independent variable Tolerance Vif 

SSL .051 0.850 

DSL .034 0.102 

ERW .186 0,109 

IRW .321 1.650 

Source: SPSS output 0.26 

Test of hypotheses 

This aspect put forward the research hypothesis, showing the result of 

the main effect of the independent variable situational leadership (directive and 

supportive) and reward (intrinsic and extrinsic). In testing the relationships, the 

significance level was at p< 0.000 and p< 0.001 (Hair et al., 2012). As 

indicated in Table 7 the four direct relationships between the four dimensions 

of the independent variable and dependent variable showed a strong positive 

significant effect, which includes (1) directive situational leadership (sl) and 

employee performance (ep) (β=0.453: t=0.201 p<0.000) (2) supportive 

situational leadership (ssl) and employee performance (ep) (β=0.370: t=4.706 

p<0.000) (3) extrinsic reward (rw) and employee performance (ep) (β=0.495: 

t=7.575 p<0.000). (4) intrinsic reward (rw) and employee performance (ep) 

(β=0.042: t=4.012 p<0.001). 
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Table 7. Results of path analysis. 

Hypothesis Relationship Std Beta(ß) Std. Error T-value P-value Decision 

H1 SSL→EP .299 .063 4.706 .000 Reject 

H2 DSL→EP .017 .032 .201 .000 Reject 

H3 ERW→EP 1.014 .134 7.575 .000 Reject 

H4 IRW→EP 0.032 .0123 4.012 .001 Reject 

SSL: Supportive Situational Leadership; DSL: Directive Situational Leadership; ERW: Extrinsic Reward; IRW: 

Intrinsic Reward; EP: Employee Performance 

Source: SPSS output .0.26 

• Hypothesis 1: Based on the result which is positive (β=0.453: t=0.453

p<0.000), the relationship between the variables is significant at p<0.000 with

a moderate beta value of 0.201 and t-value<0.201. It therefore indicates that for

every 1 standard deviation increase in directive dimension of situational

leadership, performance increases with 0.201 standard deviation. Therefore,

directive dimension of situational leadership has a strong impact on employee

performance among commercial bank in Jos North LGA of plateau state.

• Hypothesis 2: Based on the result which is positive (β=0.370: t=4.706

p<0.000), the relationship between the variables is highly significant at

p<0.000 with a relatively high beta value of 0.307 and t-value<4.706. It

therefore indicates that for every 1 standard deviation increase in supportive

dimension of situational leadership, performance increases with 4.706 standard

deviation. Therefore, supportive dimension of situational leadership has a

strong impact on employee performance retention among commercial bank in

Jos North LGA of plateau state.

• Hypothesis 3: Based on the result which is positive (β=0.495: t=7.575

p<0.000), the relationship between the variables is strongly significant at

p<0.000 with a relatively high beta value of 0.495 and t-value<7.575. It

therefore indicates that for every 1 standard deviation increase in extrinsic

dimension of reward system, performance increases with 7.575 standard

deviation. Therefore, in extrinsic dimension of reward system has a strong

impact on employee performance among commercial bank in JOS North LGA

of plateau state.

• Hypothesis 4: Based on the result which is positive (β=0.042: t=4.012

p<0.001), the relationship between the variables is significant at p<0.000 with

a moderate beta value of 0.042 and t-value<4.012. It therefore indicates that for

every 1 standard deviation increase in intrinsic dimension of reward system,

and an increase with 4.012 standard deviation of performance. Therefore,

intrinsic dimension of reward system has a strong impact on employee

performance among commercial bank in JOS North LGA of plateau state.
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DISCUSSION OF FINDINGS 

This study explored situational leadership reward and employee performance 

in in the Nigerian banking industry: a study of selected commercial banks in 

JOS. To accomplish this, hypotheses regarding relations between the concepts 

of the research had been raised and tested using data gathered via 

questionnaires. The descriptive findings showed high internal consistency for 

all the scales and reliability for each multi-item scale was assessed using 

Cronbach’s alpha, where strong reliability is demonstrated with coefficient 

alpha ranging from 0.75 - 0.94. 

Directive dimension of situational leadership and employee performance 

H1 in testing this hypothesis, the relationship between directive dimension of 

situational leadership and employee performance was examined and found 

significant, showing a positive relationship which means that there is a 

statistically significant relationship between directive dimension of situational 

leadership and employee performance because as directive dimension of 

situational leadership increases, employee performance also increases; and 

based on these results, h1was rejected. This study is consistent with literature 

as it is in line with the works of this finding is similar to Ojokuku, et al. (2012) 

where they found that directive leadership style, in which employees are 

allowed to have sense of purpose. 

Supportive dimension of situational leadership and employee performance 

H2 in testing this hypothesis, the relationship between supportive dimension of 

situational leadership and employee performance was examined and found 

significant, showing a positive relationship. Based on these results, H2 was 

rejected. Results from this study proved that supportive dimension of 

situational leadership is positively correlated with employee performance 

which is in line with the study of Mungania & Karamja, (2015) found that 

leadership to be a major factor that affects implementation of strategic plans 

and concluded that these plans should of essence be both realistic and 

attainable to allow managers to support decisions and act with operational (r = 

.68, p < .01). It is also consistent with the empirical work of (smith, 2017), 

which confirmed that the greater the supportive tendencies of managers with 

organizational values, the lesser the intention of the individual to quit the 

organization (y12,3 = - 2.55, p< 0.01). Henkel & Bourdeau, (2018) said that two 

situational leadership styles (directing and supporting) appearing during the 

self-assessment by military managers, and showed that this assessment helps 

managers to have a better understanding of situational leadership styles. 

Extrinsic dimension of reward system and employee performance 

H3. In testing this hypothesis, the relationship between extrinsic dimension of 

reward system and employee performance was examined and found significant, 

showing a positive relationship. Results from this study confirmed that 

extrinsic reward system has a positive correlational relationship with employee 

performance. This study is consistent with literature as it is in line with the 



Khalid, Johnpaul & Jude 

1854 

empirical works of Stajkovic & Luthans, (1998) and Kamau, (2013) who found 

a positive connection between different forms of extrinsic reward which 

ultimately affected employee performance and discovered a positive 

correlation (r = .64, p < .01). This study does not agree with the study of 

Luthans & Stajkovic, (2006) who saw extrinsic as a tool of invoking better 

performance among employees. It did not also validate the proposition made 

by Katru, (2006) that extrinsic reward system was an incentive for improved 

performance because it increases motivation. 

Intrinsic dimension of reward system and employee performance 

H4 in testing this hypothesis, the relationship between intrinsic dimension of 

reward system and employee performance was examined and found significant, 

showing a positive relationship which means that there is a statistically 

significant relationship between intrinsic dimension of reward system and 

employee performance. Based on these results, h4 was rejected. Results from 

this study were supported by Nakalema, & Ssenyonga (2014), who posited that 

intrinsic reward framework is a significant viewpoint in an association as it 

impacts authoritative execution.  Results additionally show exceptionally huge 

and solid connection among acknowledgment and association execution.  The 

most grounded and profoundly huge relationship exists among intrinsic and 

employee performance. The findings of this study find the support of Rinny, 

Purba & Handiman, (2020). 

SUMMARY OF FINDINGS, CONCLUSION AND 

RECOMMENDATIONS 

Summary of findings 

This study was carried out essentially to examine effect of situational 

leadership, reward and employee performance: a study of some selected 

commercial banks in jos. The findings are as follows: 

Directive situational leadership was also found to be significantly and 

positively correlated with employee performance and overall performance, also 

had a significant positive correlation with employee performance as a whole. 

According to the test results of the hypotheses formed in line with the main 

objective of the research, it was determined that the supportive situational 

leadership positively impact the employee performance.  

It has been revealed that reward system variables such as compensation, 

training and development, conducive working environment and promotion, 

opportunities affect the performance of health workers in the study area. 

Reward system is a vital tool used to not only maximize the performance of 

employees. 

Employees are the most valuable asset of the organization as they take 

responsibility for enhanced customer satisfaction, quality of products and 

services and the actualization of organizational goals. 
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CONCLUSION 

From the research findings, it can be deduced that leaders who have a strong 

desire to achieve better performance from the employees should do more to 

adopt a situational leadership and reward system approach. An important 

question is how this reservoir can be tapped. In brief, this study has 

demonstrated the effectiveness of intrinsic rewards (social recognition and 

appreciation) and extrinsic rewards (salary, bonus and performance promotion) 

effect on employee performance in commercial banks. 

RECOMMENDATIONS 

The following recommendations are made based on the findings of the study: 

• Managers expect the employees to perform, as well, while supervisors

should create an enabling environment not to discourage work performance.

• Managers should be made to be aware of what is paramount for the

employees to be able to perform exceedingly in any giving task.

• The HRM department in conjunction with senior management and trade

unions should revise the current salary scale in line with prevailing economic

environment.

• The research revealed that bonuses are given to managers.

DIRECTION FOR FURTHER STUDIES 

For future researchers can replicate this research model through a longitudinal 

approach (from time to time), and allow use on other organizations / 

companies. In addition, future researchers can modify the research model by 

adding or developing indicators or other variables. This is based on the 

determinants of employee performance quite a lot and different from the 

conditions of each other organizations. 
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