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This study investigated the recruitment and retention strategies available in the post

banks in Nigeria; and assessed the current challenges associated with the recruitment and 

retention of workers in the banks. It also examined the influence of recruitment and retention

strategies on employees’ performance in these banks. These were with a view to providing 

information on the best recruitment and retention strategies for high productivity of employees 

in the post-consolidated banks in Nigeria.

The study used primary data obtained from the post

is the headquarter of the sampled banks. The population size constituted the 21 post

banks in Nigeria. Data on recruitment, retention strategies and employees’ performance were

obtained through interviews of the Human resource officers and the senior staff; and 

administration of questionnaires on the junior staff of the sampled banks. Purposive sampling 

technique was used to select 8 out of these 21 post consolidated banks in Ni

These 8 banks were the most recent consolidated banks in Nigeria. 4 top officers, 1 human 

resource officer and 20 junior employeeswere chosen from each bank as the sample, therefore 

making a total of 200 sample size. The Data were analyse

Spearman Rho’s correlation coefficient, Pearson Partial Correlation test and Chi

The results revealed that promotion (71.3%) and outsourcing (80.51%) were the most available 

internal and external recruitm

superior support (16%) were the most available retention strategies in the Post

banks in Nigeria.  The results also showed that the cost of recruitment and retention (63%), job
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insecurity and instability (58%) and labour turnover rate (61%) were the most prevalent 

recruitment and retention challenges in the post consolidated banks in Nigerian. Finally, the 

results showed that recruitment and retention strategies had positive and

employees’ performanceat 0.05 level of significance. 

The study concluded that promotion, outsourcing, career opportunities, superior support, job 

security and stability were the bestrecruitment and retention strategies for the em

positive and high performance in the post
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1.1  Background to the Study

Banking industry worldwide is being transformed, and for the past few

Nigerian banking industry has been undergoing some strategic reformations, transformations and 

consolidation. The Central Bank of Nigeria (2004) affirmed that strengthening and consolidating 

the banking system will constitute the first phase of

strong and reliable banking sector which will guarantee the safety of depositors money, play 

active developmental roles in the Nigerian economy, and be competent and competitive players 

in the African, regional and global financial system. The goal of the reforms is to help the banks 

become stronger players, and in a manner that will ensure their survival and enhance higher 

returns to their shareholders over time and greater impacts on the Nigerian economy. The

strategy for consolidating and strengthening the banking industry is through updating the bank’s 

capital base from a minimum of 2billion naira to a minimum of 25billion naira which was 

effective from December, 2005 (Soludo, 2004).

This new directive brought a lot of tension on both the management and staff of banks in 

Nigeria. Out of the former 89 banks now emerged 21 solid banks that have met the prescribed 

minimum of 25 billion naira.Significantly most of these consolidated banks 

acquisition and mergers of one or two or even more banks. 

intended to improve so many indices in the Bankingindustry, some of the indices affected were; 

shareholders fund, total assets, number of branches and
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these numerous advantages that have been given to consolidation of Nigerian banking industry, 

its challenges in the onset were toonumerous,they led to the poor morale due to lay

workers and has increased job inse

cultural dynamics and wage disparities brought by the mergers and acquisitions exercise 

thataffected the emotional and behavioural responses of the employees involved (Bolaji, 

Kabiru&Olusegun2011). 

However, over the years after the consolidation exercise, the increase in capital has 

invariably led to expansion of business which brings about branch expansion and employment of 

more hands and efficient technology (Gunu&Olabisi, 2011).Imala (2005) state

market-inducedconsolidation where costs savings presumably come from downsizing, Nigeria’s 

consolidation will not result toelimination of jobs, though that may be the case in the short run 

because of merger and acquisition, but the massive

in massive branch expansion,increased scale operation and revenues, and thinning out of 

executive capacity in the industry. 

attract and retain talented workers since employees constitute an important resource, especially 

for knowledge intensive organizations like banks.

Employee recruitment and retention are very important for the functioning and 

competitiveness of a company.Employee recruitment and 

keeping the most suitable employees. Armstrong (2009) referred to recruitment as the process of 

finding and engaging the people organization needs and selection is the part of the recruitment 

process concerned with deciding which applicants or candidates should be appointed to jobs. On 

the other hand, employee retention deals with keeping employees that have already been 

recruited. The problem of retention begins with recruitment, when the two are not well managed 
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the other hand, employee retention deals with keeping employees that have already been 

The problem of retention begins with recruitment, when the two are not well managed 



© Obafemi Awolowo University, Ile
For more information contact 

 

together; it results to increase in employee turnover and low productivity

concurred that when you have hired good people, trained them, built them into high

teams, you don't want to lose them. Recruiting and retaining staff in an effe

both curb the wastage of  resources and reduce cost especially those cost associated with high 

staff turnover, poor performance and dissatisfied customers, the essence of these recruitment and 

retention activities is for the organization t

ability, temperament and willingness (Mullins, 1996). Having the right person, in the right place, 

at the right time is most vital for organizational performance. For Nigerian banks to achieve its 

strategic and operational needs, they must provide for the acquisition and retention of talented 

employees, who can deliver superior performance, productivity, flexibility, innovation, and high 

levels of personal customer service and who fit the culture and the

organization. 

Performance of any organization largely depends on the performance of its employees, 

successful organizations are increasingly realizing that there are number of factors that 

contribute to organizational perform

2005). Studies have shown that human resource is the most valuable asset for the achievement 

of organizational goals whether in public or private sector, and no well

any organization could bring about the realization of its goals of enhanced development without 

capable workforce (Mukoro, 2007; Ejiorfor and Mbachu, 2001, Daniel 2011).

organizations need to invest more on employee recruitment and retention (Abdul &W

2011). 

Employee is a key element of the organization. The success or failure of the organization 

depends on employee performance. 
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efficiency and effectiveness of any work place (whether the private

depend on the caliber of the workforce. In spite of the size and nature of an organization, the 

activity it undertakes, and the environment in which it operates, its success depends on its 

employees’ decisions and their behav

the best employee on the employers anda good employer should know the best strategies for 

attracting and retaining its employees. In order to avoid high employee turnover or the 

employment of underperforming workers, the post consolidated banks in Nigeria need to plan 

ahead and look at recruitment and retention management not just for the short term but for its 

long term survival and productivity.
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efficiency and effectiveness of any work place (whether the private or the public sector) largely 

depend on the caliber of the workforce. In spite of the size and nature of an organization, the 

activity it undertakes, and the environment in which it operates, its success depends on its 

employees’ decisions and their behavior. This puts the responsibility of recruiting and retaining 

the best employee on the employers anda good employer should know the best strategies for 

attracting and retaining its employees. In order to avoid high employee turnover or the 
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long term survival and productivity. 

For more information, please contact ir-help@oauife.edu.ng   

 

or the public sector) largely 

depend on the caliber of the workforce. In spite of the size and nature of an organization, the 

activity it undertakes, and the environment in which it operates, its success depends on its 

ior. This puts the responsibility of recruiting and retaining 

the best employee on the employers anda good employer should know the best strategies for 

attracting and retaining its employees. In order to avoid high employee turnover or the 

derperforming workers, the post consolidated banks in Nigeria need to plan 

ahead and look at recruitment and retention management not just for the short term but for its 




