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ABSTRACT 
This study explored the relationship between talent management and employee performance in 
Nigeria’s deposit money banks. To achieve this, the research critically reviewed theoretical, 
conceptual, and empirical literature on talent management and employee performance. The study 
targeted a population of 350 employees from 27 banks, using Taro Yamane’s formula to derive a 
sample size of 187 respondents. Data were collected using a structured questionnaire based on a 
five-point Likert scale and analyzed using descriptive statistics for univariate analysis and Pearson’s 
product-moment correlation coefficients, facilitated by the Statistical Package for the Social Sciences 
(SPSS). The findings revealed significant positive relationships between talent acquisition, training 
and development, and performance management and both service delivery and customer 
satisfaction in the Nigerian banking sector. Based on these findings, it was recommended amongst 
others that banks should prioritize the development of comprehensive talent management strategies 
that can improve employee performance.  
 

Keywords: Talent management, Service Delivery, Employee Performance, 
Training and Development.  

 
INTRODUCTION 

The banking sector plays a pivotal role in driving the economic growth of any nation. In 
Nigeria, this sector is instrumental in ensuring the steady flow of liquidity that supports business 
operations and sustains economic activities (Sanusi, 2012). Beyond its financial intermediation role, 
the banking sector significantly contributes to national development and employment, providing jobs 
for a substantial portion of the working population (Uzonwanne, 2015). Due to its central 
importance, enhancing employee performance in the sector has become a major organizational 
priority. Effective performance management is essential for aligning employee output with 
organizational objectives. According to Aguinis (2009), performance management is a structured 
process that encompasses setting clear expectations, tracking progress, providing feedback, and 
guiding employee development to support overall organizational goals. This systematic approach 
ensures that individual efforts contribute meaningfully to the bank’s strategic outcomes (DeNisi & 
Pritchard, 2006).  
One key aspect of performance management is goal setting, which involves defining specific, 
measurable, and achievable performance standards that help employees understand what is 
expected of them (Locke & Latham, 2002). Employee performance in the banking sector extends 
beyond individual tasks; it encompasses a range of dimensions including productivity, quality of 
work, adaptability, teamwork, communication skills, and problem-solving abilities (Campbell, 1990). 
These dimensions collectively determine how well employees fulfill their roles and meet 
organizational expectations. In the context of banking, performance is often assessed through 
employee productivity, quality of service delivery, and customer satisfaction factors that directly 
influence a bank’s reputation and profitability (Parasuraman et al., 1985). 

Despite the recognized importance of employee performance in Nigeria’s banking sector, 
many employees are experiencing declining productivity due to exhaustion and burnout. Long 
working hours, high workloads, and pressure to meet targets contribute significantly to this situation 
(Aina & Omoniyi, 2020). This state of mental and physical fatigue often leads to a phenomenon 
known locally as the “japa syndrome,” where young professionals leave their jobs in search of better 
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opportunities abroad (Adelakun & Adewale, 2023). This trend has serious implications for the 
banking industry, as it leads to high turnover rates, loss of experienced talent, and increased 
recruitment costs (Olokoyo et al., 2017). According to Eze et al. (2021), the departure of skilled 
employees due to burnout exacerbates the talent shortage in the sector and undermines efforts to 
build a sustainable and competitive workforce. Addressing burnout and creating supportive work 
environments are therefore essential to retain talented employees and maintain the sector’s 
contribution to national economic development (Oginni & Adigun, 2020).  
 

Effective talent management is essential for enhancing employee performance, productivity, 
and overall organizational success in Nigeria’s banking sector (Oginni & Adigun, 2020). It enables 
banks to attract, develop, and retain high-potential employees, positioning them to adapt to a 
dynamic and competitive business environment (Kumar, 2020). A comprehensive talent 
management strategy involves activities such as recruitment, selection, training, development, 
succession planning, and performance management, ensuring that organizations have the necessary 
skills and expertise to meet both current and future demands (Wellins et al., 2009). Research has 
shown that talent management directly influences employee engagement and motivation, which are 
crucial for achieving high performance (Ogbonnaya & Chidi, 2017).  

Practices that provide opportunities for professional growth, a supportive work environment, 
and equitable reward systems contribute significantly to employees’ sense of value and commitment, 
thereby enhancing their productivity and organizational contribution (Mone & London, 2018). As the 
Nigerian banking sector continues to expand, banks face the dual challenge of a growing pool of 
unemployed graduates and the need for highly skilled personnel to meet customer expectations and 
achieve organizational objectives (Abeleje, 2014). Addressing this challenge requires a strategic 
approach to talent management that aligns human resource practices with business goals 
(Uzonwanne, 2015).  

Therefore, implementing robust talent management frameworks is not only a necessity but 
also a strategic priority for banks seeking to remain competitive in an increasingly volatile business 
landscape (Kehinde, 2012; Oginni & Adigun, 2020).  Prior studies (e.g., Oginni & Adigun, 2020; 
Kumar, 2020) have emphasized the importance of talent management in driving overall employee 
performance. However, there is a lack of empirical work that dissects which specific talent 
management practices that enhance employee performance. Hence, this study employs talent 
acquisition, training and development, and performance management as dimensions of talent 
management to investigate the relationship with service delivery and customer satisfaction as 
dimensions of employee performance. 
 
Conceptual Framework 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: Conceptualized by the Researcher (2024). 
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Aim and Objectives of the Study 
The aim of this study was to examine the relationship between talent management practices 
and employee performance in deposit money banks in Nigeria. Specifically, the study sought 
to: 

i. explore the relationship between talent acquisition and employee performance in Nigeria’s 
deposit money banks. 

ii. assess the extent to which training and development influence employee performance in 
Nigeria’s deposit money banks. 

iii. analyze the relationship between performance management and employee performance in 
Nigeria’s deposit money banks. 

 
Research Hypotheses 
The following null hypotheses were tested: 
 
H₀1: There is no significant relationship between talent acquisition and service delivery in 

deposit money banks in Nigeria.  
H₀2: There is no significant relationship between talent acquisition and customer satisfaction 

in deposit money banks in Nigeria. 
H₀3: There is no significant relationship between training and development and service delivery 

in deposit money banks in Nigeria. 
H₀4: There is no significant relationship between training and development and customer 

satisfaction in deposit money banks in Nigeria. 
 

LITERATURE REVIEW 
This section reviewed the body of literature relevant to this study, synthesizing previous research 
and highlighting key theoretical, conceptual, and empirical perspectives.  
Theoretical Framework 
Talent-Based Theory 
Roberts (2008) developed the Talent-Based Theory, which posits that talent is a unique resource 
that enables organizations to build sustainable competitive advantage. This theory argues that a 
firm’s strategic focus should prioritize talent and the capabilities derived from it, as talent resides 
within individuals. The organization’s role, therefore, is to integrate and coordinate these talents 
through effective structures and processes that enable collaboration and specialization among 
employees. According to Wright et al. (2009), internal resources, particularly human capital, play a 
pivotal role in enhancing organizational performance. The talent-based view emphasizes 
systematically developing and harnessing employee competencies through talent management 
processes that align with organizational goals. 
 
Person–Job Fit Theory 
The Person–Job Fit Theory, as proposed by Werbel and Gilliland (1999), emphasizes the alignment 
between an individual’s skills and the requirements of a specific role. Historically, the recruitment 
process has prioritized selecting applicants whose competencies match job requirements, often 
determined through detailed job analyses. Over time, this approach has evolved to include more 
sophisticated, statistically valid methods for assessing P-J fit. The legal endorsement of uniform 
selection guidelines in 1978 further strengthened this practice (Werbel & Gilliland, 1999). This theory 
suggests that when organizations invest in developing and aligning employee skills with job 
demands, they enhance employee performance and organizational effectiveness. Consequently, this 
study adopts the Person–Job Fit Theory; it explains how skill development and strategic talent 
alignment contribute to competitive advantage and organizational differentiation. 
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Concept of Employee Performance 
Employee performance refers to the degree to which an employee fulfills or surpasses the 
expectations, goals, and objectives defined by their organization (Aguinis, 2009). It reflects a 
multidimensional construct that includes productivity, quality of work, job knowledge, adaptability, 
teamwork, communication, and problem-solving abilities (Campbell, 1990). This concept serves as 
a key driver of organizational success, influencing a firm’s capacity to achieve strategic objectives 
and sustain its competitive advantage (DeNisi & Pritchard, 2006). Factors such as individual 
competencies, motivation, job design, organizational culture, and human resource management 
practices significantly shape employee performance (Aguinis, 2009). Several theoretical models 
have been proposed to explain the determinants of employee performance. The ability-motivation-
opportunity (AMO) framework suggests that performance is influenced by employees’ abilities, their 
motivation, and the opportunities provided by the organization (Appelbaum et al., 2000).  
 
The job characteristics model emphasizes the impact of job design elements like skill variety, task 
identity, task significance, autonomy, and feedback on employee motivation and performance 
(Hackman & Oldham, 1976). Additionally, expectancy theory posits that employee performance is 
shaped by their belief that effort will yield desired outcomes, leading to valued rewards (Vroom, 
1964). Understanding these theoretical perspectives enables organizations to design effective 
strategies that improve both individual and collective performance. High levels of employee 
performance offer numerous advantages to organizations, including greater productivity, improved 
customer satisfaction, and enhanced financial outcomes (Hughes & Rog, 2008). Employees who 
perform well tend to exhibit higher motivation, engagement, and job satisfaction, which in turn 
reduces turnover and builds organizational commitment (Giauque et al., 2013). These practices 
support the creation of a high-performing workforce that sustains organizational growth and 
competitiveness. 
 
 Service Delivery 
Service delivery refers to the systematic process through which organizations provide services to 
customers, ensuring their expectations are met or surpassed (Parasuraman et al., 1985). In service-
driven sectors, this function is crucial, as it shapes customer satisfaction, loyalty, and the overall 
performance of the organization (Heskett et al., 1994). The SERVQUAL model identifies five key 
dimensions for assessing service quality: tangibles (appearance of facilities and staff), reliability 
(consistent and accurate delivery), responsiveness (promptness in addressing customer needs), 
assurance (trust and confidence conveyed to customers), and empathy (personalized attention and 
understanding) (Parasuraman et al., 1985). 
 
The quality of service delivery is influenced by various organizational factors, including employee 
competencies, training, motivation, organizational culture, and the availability of necessary 
resources (Zeithaml et al., 2017). To improve service delivery, organizations may invest in employee 
development programs that enhance skills and knowledge (Noe, 2017). Performance management 
practices such as goal setting, feedback, and recognition also play a role by aligning employee 
behavior with service standards (Aguinis, 2009). Moreover, gathering and analyzing customer 
feedback can pinpoint areas requiring improvement, enabling organizations to tailor interventions 
that enhance service quality (Parasuraman et al., 1985). 
 
Strategically managing service delivery involves designing efficient processes, adopting technology 
to improve consistency and responsiveness, and promoting a customer-centric organizational 
culture (Zeithaml et al., 2017). Effective collaboration and communication across departments 
ensure smooth service operations, while mechanisms like service recovery help address service 
failures and sustain customer trust (Alford & O’Flynn, 2012). Measuring performance through key 
indicators further supports continuous refinement, leading to improved customer experiences, 
greater satisfaction, and strengthened organizational performance (Mare & Benington, 2010). 
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Customer Satisfaction 
Customer satisfaction refers to the extent to which a product, service, or experience aligns with 
or surpasses customer expectations (Oliver, 1997). It plays a vital role in shaping organizational 
success, as satisfied customers are more likely to repurchase, recommend the company, and 
strengthen brand reputation (Kotler & Keller, 2012). Factors such as product and service quality, 
price perception, and effective service delivery directly influence customer satisfaction 
(Parasuraman et al., 1985; Zeithaml, 1988). Additionally, customer expectations, shaped by 
prior experiences and brand promises, set the benchmark for evaluating satisfaction levels 
(Oliver, 1997). 
Organizations aiming to enhance customer satisfaction often invest in continuous improvement 
efforts, which involve collecting and analyzing customer feedback to inform targeted actions 
(Parasuraman et al., 1985). Employee training and development initiatives build the necessary 
skills and competencies to deliver high-quality service and products (Noe, 2017). Developing 
long-term relationships through personalized communication and loyalty programs can also 
improve satisfaction and promote retention (Kotler & Keller, 2012). By prioritizing customer 
satisfaction through these strategies, organizations can drive loyalty, positive word-of-mouth, 
and long-term success in increasingly competitive markets (Gilaninia et al., 2011; Anderson & 
Fornell, 2010) 
 
Talent Management 
Talent management is a strategic and integrated approach to managing an organization's most 
valuable asset: its human capital (Collings & Mellahi, 2009). It involves the identification, attraction, 
development, retention, and optimization of employees to achieve organizational objectives and 
maintain a competitive advantage (Silzer & Dowell, 2010). The primary goal of talent management 
is to build a skilled, engaged, and high-performing workforce that aligns with the strategic goals 
and values of the organization (Gallardo-Gallardo et al., 2013). Key components of talent 
management include talent acquisition (Swailes, 2013), talent development (Garavan et al., 2012), 
performance management (Aguinis et al., 2011), employee engagement and motivation (Macey et 
al., 2011), succession planning (Rothwell, 2010), retention and workforce planning (Cappelli, 2008), 
and diversity and inclusion (Herring, 2009). 
 
Talent management is particularly significant in the banking sector, where retaining top talent is 
essential for sustaining high performance. High turnover can lead to increased costs, loss of 
institutional knowledge, and reduced productivity (Uzonwanne, 2015). Strategies such as offering 
competitive compensation, providing career development opportunities, and addressing employee 
concerns are essential to retaining talented employees (Osemeke & Osemeke, 2017). Succession 
planning also plays a pivotal role by ensuring a smooth transition of leadership and maintaining 
continuity in critical roles (Rothwell, 2010). By identifying and developing potential leaders, banks 
can sustain high levels of employee performance during organizational changes. 
 
Effective talent management practices directly influence employee performance, as they enhance 
individual abilities, motivation, and engagement (Hughes & Rog, 2008). Proactive workforce 
planning ensures that banks have the right talent in the right roles at the right time, aligning 
individual capabilities with organizational needs (Silzer & Dowell, 2010). According to Collings and 
Mellahi (2019), talent management has become a key driver of organizational success, significantly 
impacting financial performance, customer satisfaction, and sustainable growth. 
 
Talent Acquisition and Employee Performance 
Talent acquisition represents a foundational pillar of talent management, involving the 
strategic and systematic processes organizations adopt to identify, attract, and hire individuals 
with the appropriate skills, experience, and cultural alignment (Collings & Mellahi, 2009). Its 
core purpose is to secure the human capital essential for realizing organizational objectives 
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and sustaining a competitive edge (Swailes, 2013). Key activities within talent acquisition 
include workforce planning, which assesses current and future talent requirements (Cappelli, 
2008), and job analysis, which defines the skills and competencies needed for specific roles 
(Brannick et al., 2007). 
The process of talent acquisition involves sourcing candidates through diverse channels such 
as professional networks, digital platforms, and employee referrals (Gueutal & Stone, 2005) 
and screening them using selection tools like interviews, assessments, and psychometric tests 
(Gatewood et al., 2015). Effective onboarding practices are also crucial, as they facilitate the 
integration of new hires into the organization and provide the necessary support for them to 
excel in their roles (Bauer, 2010). Research consistently demonstrates that well-implemented 
talent acquisition practices significantly impact employee performance, motivation, and 
retention (Swailes, 2013; Boudreau & Ramstad, 2005). 
 
Moreover, aligning talent acquisition strategies with organizational values and improving 
inclusive recruitment practices can lead to a more innovative and high-performing workforce 
(Herring, 2009; Jayne & Dipboye, 2004). In today’s dynamic labor market, organizations must 
refine their talent acquisition processes by leveraging technology, data analytics, and employer 
branding to secure top talent and remain competitive (Cepin, 2014; Marler & Boudreau, 2017). 
Overall, talent acquisition has evolved from a tactical function to a strategic endeavor that 
directly influences organizational growth and sustainability (Silzer & Dowell, 2010). 
 
Training and Development and Employee Performance 
Training and development represent essential pillars of human resource management aimed at 
equipping employees with the skills, knowledge, and abilities required to excel in their current roles 
and in preparation for future responsibilities. According to Noe (2017), training is often structured 
around job-specific competencies and addresses immediate performance needs through classroom 
instruction, e-learning, workshops, or simulations. Development, however, focuses on long-term 
growth, including leadership development, mentoring, cross-functional projects, and succession 
planning to prepare employees for broader roles within the organization (Tharenou et al., 2007). 
These initiatives build employee confidence and competence, enhancing their capacity to contribute 
meaningfully to organizational goals (Aguinis & Kraiger, 2009). 
 
Evidence from research indicates that investment in training and development positively influences 
employee performance by bridging competency gaps and building adaptability (Salas et al., 2012). 
Training enhances employees’ technical and interpersonal skills, while development opportunities 
prepare them for leadership and future challenges (DeNisi & Pritchard, 2006). Bandura (1997) also 
underscores that well-designed programs strengthen self-efficacy, leading to increased motivation 
and commitment to organizational success. Such initiatives support a proactive learning culture 
where employees continuously seek to expand their skill sets to meet evolving market demands 
(Aguinis & Kraiger, 2009). Effective training and development strategies contribute to organizational 
outcomes by reducing turnover, promoting innovation, and building a sustainable talent pipeline 
(Noe, 2017). As organizations adapt to an increasingly dynamic business environment, training and 
development serve as key mechanisms for ensuring a workforce that is agile, engaged, and prepared 
to meet emerging challenges (Silzer & Dowell, 2010). 
 
Performance Management and Employee Performance 
Performance management is a structured process that aims to enhance employee effectiveness and 
align individual efforts with organizational objectives (Aguinis, 2009). It involves setting clear, 
measurable performance goals, monitoring progress, providing feedback, and developing employees 
to ensure they contribute meaningfully to the organization’s strategic outcomes (DeNisi & Pritchard, 
2006). Goal setting is a fundamental component, as it establishes specific expectations that guide 
employees’ efforts towards prioritized tasks and performance standards (Locke & Latham, 2002). 
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Monitoring employee progress is essential to performance management, enabling organizations to 
track achievements against targets and identify potential areas for improvement (Aguinis, 2009). 
This step typically involves using key performance indicators, appraisals, or other assessment tools 
to measure outcomes and inform decision-making. Providing timely and constructive feedback 
further supports employees’ growth by reinforcing strengths and addressing performance gaps 
(London, 2003). Additionally, targeted training and development initiatives address identified needs, 
build competencies, and prepare employees for evolving organizational demands (Noe, 2017). 
Effective performance management systems contribute significantly to organizational success by 
aligning individual performance with broader objectives and enhancing employee satisfaction and 
retention (Aguinis, 2009). Research demonstrates that performance management practices improve 
productivity by directing employees’ efforts towards high-priority tasks and promoting consistent 
performance (Locke & Latham, 2002). Regular feedback, recognition, and development 
opportunities have been shown to increase employee motivation and engagement, thereby 
sustaining organizational competitiveness (Kuvaas, 2006). Overall, performance management plays 
a key role in cultivating a workforce that consistently meets or exceeds expectations, supporting the 
organization’s strategic goals and long-term growth. 
 
METHODOLOGY 
This paper targeted management and supervisory staff from 16 banks listed on the Nigerian 
Stock Exchange, as identified in the Central Bank of Nigeria (CBN) Bulletin. These banks 
maintain multiple branches across Port Harcourt, Rivers State. Employing a convenience 
sampling approach, 10 of the 16 banks were selected for inclusion. The accessible population 
consisted of 120 managerial and supervisory staff members. To determine the sample size, the 
Krejcie & Morgan (1970) table was consulted, indicating that 92 respondents were needed. Of 
the 92 distributed questionnaires, 80 were completed and returned, achieving an effective 
response rate of approximately 87%. The study assessed the reliability of its instrument using 
Cronbach’s Alpha, with coefficients ranging between 0.75 and 0.87, indicating satisfactory 
internal consistency in line with Quaiser & Sajid (2017). To capture the study’s constructs, eight 
items were utilized: four items measuring organizational politics, drawn from Kacmar & Ferris 
(1991), and four items assessing employee commitment, adapted from Meyer & Allen (1991). 
All items were rated using a 5-point Likert scale, ranging from 1 (Strongly Disagree) to 5 
(Strongly Agree), enabling respondents to express the extent of their agreement with each 
statement. 
 
Results Discussion of Findings  
Table 1 summarizes the demographic characteristics of the 80 respondents, capturing key 
variables such as age, gender, job title, work experience, and educational background. 
Regarding age, the largest proportion of respondents (46%) were between 31 and 40 years, 
followed by 28% in the 41–50-year bracket. Both the 21–30 and 51+ age groups represented 
13% each. Gender distribution revealed a slightly higher representation of female respondents 
(58%) compared to males (42%). 
In terms of organizational roles, the sample comprised 64% of respondents in management 
positions and 36% in supervisory roles. Work experience varied, with 36% having 6–10 years, 
31% having 1–5 years, 13% with 11–20 years, and 11% with more than 21 years of experience. 
Educational attainment showed that half of the respondents (50%) held a Bachelor’s degree or 
Higher National Diploma (BSc/HND), 41% had a Master’s degree (MSc/MBA), and 9% 
possessed doctoral-level qualifications (PhD/DBA). 
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Test of Hypotheses 
Hypotheses 1 
Table 1: Relationship between Talent Acquisition and Service Delivery of Money Deposit 

Banks in Rivers State of Nigeria. 

 
 

The results presented in Table 1 indicate a significant negative correlation between talent 
acquisition and customer satisfaction, with a rho-value of -0.867 and a p-value less than 0.05. 
This finding suggests that as talent acquisition efforts increase, customer satisfaction levels tend 
to decrease in deposit money banks in Rivers State, Nigeria. 

 
Hypothesis 2 
Table 2: Relationship between Talent Acquisition and Customer Satisfaction of 
Money Deposit Banks in Rivers State, Nigeria. 

 
This study analysis reveals a negative, but very high relationship between talent acquisition and 
customer satisfaction in money deposit banks in Rivers State, Nigeria where rho value = -0.867, 
and P<0.05. 

Hypothesis 3 
Table 3: Relationship between Training/Development and Customer Satisfaction 
in Money Deposit Banks in Rivers State, Nigeria.’ 

Talent 
acquisition 

Service 
delivery 

Talent 
acquisition 

Customer 
Satisfaction 

Talent 
acquisition 

Customer 
Satisfaction 

Talent 
acquisition 

Service 
delivery 
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This study analysis reveals a negative, but moderate relationship between training/development 
and customer satisfaction in money deposit banks in Rivers State, Nigeria where rho value = -
0.583, and P<0.05. 

Hypothesis 4 
Table 3: Relationship between training/development and service 
delivery of money deposit banks in Rivers State, Nigeria. 
 

 
 

The analysis above denotes a negative, but moderate relationship between 
training/development and service delivery of money deposit banks in Rivers State, Nigeria 
where Rho- value = -0.674, and P<0.05. 

 
Discussions of Findings 
This study examined the relationship between talent management (talent acquisition, training and 
development, and performance management) and employee performance, which was assessed with 
service delivery and customer satisfaction. Analysis of the primary data revealed a significant negative 
correlation between talent management and employee performance, indicating that higher perceptions 
of talent management efforts are associated with a decline in performance. This outcome is consistent 
with findings from previous studies by Rehan et al. (2013), Nidhi & Prerna (2015), Drory (1993), Khurram 
et al. (2014), Chang et al. (2009), and Abbas & Awan (2017), who observed that talent acquisition 
strategies can enhance trust and satisfaction but may also present challenges in implementation, 
potentially impacting performance outcomes. 
Also, Lasun & Nwosu (2011) reported a positive association between talent management and 
performance, suggesting that active participation in training and development initiatives can enhance 
employee engagement and strengthen organizational commitment. This contrast shows the complexity 
of talent management’s impact on employee performance, indicating that while some practices may yield 
positive effects, others could lead to unintended declines if not effectively managed. Overall, the findings 
explain the importance of aligning talent management practices with organizational objectives to 
optimize performance. 

Training 
/Development 

Customer 
Satisfaction 

Training 
/Development 

Customer 
Satisfaction 

Training 
/Development 

Service 
Delivery 

Training 
/Development 

Service 
Delivery 
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CONCLUSION 
This study underscores the significance of effective talent management in driving employee performance 
within Nigeria’s banking sector. A holistic approach to talent management (talent acquisition, training 
and development, and performance management) emerges as a key factor influencing service delivery 
and customer satisfaction. The analysis confirmed that talent acquisition significantly affects both service 
delivery and customer satisfaction, while training and development also show a significant relationship 
with these performance measures. These findings suggest that banks that strategically implement talent 
management practices are better positioned to enhance employee performance and achieve 
organizational success. 
 
RECOMMENDATIONS 

Drawing on the findings of this study, the following recommendations are proposed to enhance 
employee performance in Nigeria’s banking sector: 
 

1. Banks should develop and implement effective talent acquisition strategies that not only 
attract skilled professionals but also align with the organization’s culture and values. This 
alignment ensures that new hires integrate seamlessly into the workplace, leading to higher 
levels of job satisfaction and productivity. 

2. Continuous investment in employee training and development is essential. Regular training 
programs enhance employees’ skills and knowledge, enabling them to perform effectively. 
Additionally, banks should consider personalized development plans tailored to individual 
career goals, which can further boost employee satisfaction and commitment. 

3. Implementing robust performance management systems is crucial. Regular evaluations, 
constructive feedback, and recognition of achievements can motivate employees to excel in 
their roles. Furthermore, performance management practices can help identify high-potential 
employees, preparing them for future leadership positions and supporting the bank’s long-
term success. 
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