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ABSTRACT

This study examines corporate planning and organizational growth. Specifically, the study examines the relationship between corporate planning and organizational growth, determines the corporate planning strategies used by commercial banks for effective organizational growth and ascertains whether corporate planning will improve the growth of an organization. The study employed the survey descriptive research design. A total of 30 responses were validated from the survey. The study adopted the management by objectives theory. From the responses obtained and analysed, the findings revealed that the relationship exists between corporate planning and organizational growth of Diamond Bank (Access Bank) include providing the information top management needs to make effective decisions, productivity is maximized, corporate planning intensity causes organizational growth and in turn, organizational growth causes greater corporate planning intensity. Furthermore, the study shows that corporate planning improves the organizational growth of Diamond Bank (Access Bank). This is as the Pearson correlation test showed a positive significant relationship (.922**) between utilization of library resources and academic performance of students. The study recommends the management of Access Bank, as a matter of necessity and in order to improve their level of performance in the manufacturing industry, should look beyond the issue of clear objectives to effectively and efficiently communicate to those pre-determined and clearly stated objectives to all organizational members with the responsibility of executing this task. More so, employees should be allowed to participate actively in the process of decision making. Participation makes employees more responsible. It also gives them a feeling of dignity, status and recognition

CHAPTER ONE

INTRODUCTION

BACKGROUND OF THE STUDY

Around 1999, empirical researchers began to examine the performance and consequences of formal corporate planning (Thune and House, 1999; Ansoff et al., 2000; Herold, 2001) and over 40 planning performance studies have appeared since that time. However, in recent years this line of research has slowed to a trickle and with good reason. Previous studies lacked theoretical ground, produced a bewildering array of contradictory findings, drew heavy criticism for inadequate methodologies and had little or impact on corporate management research or practice (Shrader et al., 1984; Pearce et al., 1987a, b). Nonetheless, it seems evident that the corporate planning-organizational growth relationship bears significantly on strategic management research and practice and that scholars should not abandon this line of enquiry altogether. This study re-evaluates the planning-performance research; the critical assessment of strategic planning and its impact on organizational performance which has effect on its survival.

Corporate planning can be defined as the process of using systematic criteria and rigorous investigation to formulate, implement and control strategy and formally document organizational expectations (Higgins and Vincze, 1993; Mintzberg, 1994; Pearce and Robinson, 1994). Corporate Planning is a process by which we can envision the future and develop the necessary procedures and operations to influence and achieve that future. As in many other fields, corporate planning professionals often cloak their work in pseudo-scientific jargon designed to glorify their work and create client dependence. In reality, corporate planning processes are neither scientific nor complex. With modest, front-end assistance and the occasional services of an outside facilitator, organizations can develop and manage an on-going and effective planning program. Corporate planning consists of a set of underlying processes that are intended to create or manipulate a situation to create a more favorable outcome for a company. This is quite different from traditional tactical planning that is more defensive based and depends on the move of competition to drive the company's move. In business, corporate planning provides overall direction for specific units such as financial focuses, projects, human resources and marketing. 

Corporate planning may be conducive to productivity improvement when there is consensus about mission and when most work procedures depend on technical or technological considerations. This study goes beyond the observation of some research that questioned the existence of direct casual relationships between the use of corporate planning and organizational growth. This study draws from some of the many publications on the use of corporate planning in the private sector and from the growing number of those that deal with its uses and potential for the public sector.

One of the major purposes of corporate planning is to promote the process of adaptive thinking or thinking about how to attain and maintain firm environment alignment. (Ansoff, 1991). Commercial banks however, appear to gain more because they can derive considerable benefits not only from adaptive thinking, but also from integration and control. Small firms can derive considerable benefits from adaptive thinking but probably gain less than large firms from the integration and control aspects of corporate planning. Evered (2000), suggested that the different uses of the term corporate planning vary from broad ones (which include the purposes of defining purpose, objectives and goals) to very narrow ones (namely, those that deal with the means for achieving given objectives). Given Evered's differentiation between broader and narrower definitions of strategy, Bozeman's definition is a narrow one; one that assumes an ultimate mission of the organization. Bozeman's definition assumes that the corporate planning/management process is triggered by changes in policies and priorities (Bozeman, 2003). Hence, according to (Eadie, 2004), corporate planning may be defined broadly or narrowly. However, this formulation still does not help managers in the public sector, for now they need to decide not only whether they want to develop corporate plans but also whether they should approach such plans with a global perspective or with a narrower one. Thus, what seems to be a problem of semantics masks a fundamental question about the inclusion or exclusion of goal definition from the corporate planning process.

According to Berry (1997), corporate planning is a tool for finding the best future for your organization and the best path to reach that destination. Quite often, an organization's strategic planners already know much of what will go into a strategic plan. However, development of the strategic plan greatly helps to clarify the organization's plans and ensure that key leaders are all on the same script but far more important than the corporate plan document is the corporate planning process itself. The corporate planning process begins with an assessment of the current economic situation. First, examining factors outside of the company that can affect the company's growth. In most cases, it makes sense to focus on the national, local or regional and industry economic forecasts. This part of the analysis should begin early, at least a quarter or so before the formal planning process begins. Hence, it's been concluded that, corporate planning positively affects organizations' growth or more specifically, the amount of corporate planning an organization conducts positively affects it's financial growth. 

Since the case study used for this research study is a bank, there is a need to understand corporate planning and financial growth relationships in banks. The result from past researches suggested that the intensity with which banks engage in the corporate planning process has a direct positive effect on banks' financial growth and mediates the effect of managerial and organizational factors on bank's growth. Results also indicated a reciprocal relationship between corporate planning intensity and organizational growth. That is, corporate planning intensity causes organizational growth and in turn, organizational growth causes greater corporate planning intensity (Hopkins and Hopkins, 1997). There is a constant need for organizations, especially financial institutions like banks to think strategically about what is going on (Sclnnellller, 1995). This appears to be precisely what banks, in particular have begun to do in recent years.

In response to increasing complexity and change in the financial services industry, banks have turned to corporate planning. The relatively new trend towards corporate planning in banks is viewed as a move designed not only to help them negotiate their environment more effectively, but to improve their organizational growth as well (Bettinger, 1996; Bird, 1991; Prasad, 1999). In consistent results of bank-related research, however, have not fully resolved the issue of whether corporate planning leads to improvements in banks organizational growth. The intensity with which managers engage in corporate planning depends on Managerial (e.g., strategic planning expertise and beliefs about planning-performance relationships), Environmental (e.g., complexity and change) and Organizational (e.g., size and structural complexity) factors. The effects of these factors on corporate planning intensity have been suggested by several studies (Kallman and Shapiro, 1990; Unni, 1990; Robinson and Pearce, 1998; Robinsonet al., 1998; Watts and Ormsby, 1990b). 

Studies that have analyzed the relationship between corporate planning and organizational growth proved that the intensity with which banks engage in the corporate planning process intervene-that is cause an indirectness and lack of one-to-one correspondence-between factors such as corporate planning expertise and beliefs about planning growth relationships (managerial factors), environmental complexity and change (environmental factors), bank size and structural complexity (organizational factors) and bank's financial growth. As suggested by the inconsistent research findings, past studies have miss-specified the relationship between corporate planning and organizational growth in banks. Misspecification of this relationship might be attributed to past studies' lack of attention to the relationship among these managerial, environmental, organizational factors and their potential impact on planning intensity and performance (Hopkins and Hopkins, 1997). Subsequently, the consideration of such factors in the present study is viewed as a significant issue that holds implications for future research as well as for planning practices.

1.2 STATEMENT OF THE PROBLEM

Past and recent research studies have made it clear that there is an increased internal and external uncertainty due to emerging opportunities and threats, lack of the awareness of needs and of the facilities related issues and environment and lack of direction. Many organizations spend most of their time realizing and reacting to unexpected changes and problems instead of anticipating and preparing for them. This is called crisis management. Organizations caught off guard may spend a great deal of time and energy playing catch up. They use up their energy coping with inundate problems with little energy left to anticipate and prepare for the next challenges. This vicious cycle locks many organizations into a reactive posture. This research study is to assess the impact of corporate planning on organizational growth, which at the long, enhances organizational survival.

1.3 SIGNIFICANCE OF THE STUDY

The study will aid commercial banks in Nigeria to understand the importance of corporate planning for organizational growth. Revelations from the study will highlight the various benefits of corporate planning and how these measures if properly taken can increase organizational growth. The study will also enlighten managers of commercial banks on how to effectively implement corporate planning for substantial growth of the organization.

1.4 OBJECTIVE OF THE STUDY

This study was undertaken majorly to investigate corporate planning as a catalyst for organizational growth of commercial banks in Nigeria, using Diamond Banks Plc as a case study. Specific objectives of the study are:

To examine the relationship between corporate planning and organizational growth.

To determine the corporate planning strategies used by commercial banks for effective organizational growth.

To ascertain whether corporate planning will improve the growth of an organization.

1.5 RESEARCH QUESTIONS

In-order to achieve the stated objectives for the study the following research questions will be asked:

What relationship exists between corporate planning and organizational growth of Diamond Bank?

Does corporate planning improve the organizational growth of Diamond Bank?

What better ways can the organizational growth of commercial banks in Nigeria be improved?

1.6 RESEARCH HYPOTHESES

Ho: There is no significant relationship between corporate planning and commercial banks’ organizational growth.

Hi: There is significant relationship between corporate planning and commercial banks’ organizational growth.

Ho: Corporate planning does not improve the organizational growth of commercial banks.

Hi: Corporate planning does not improve the organizational growth of commercial banks.

1.7 LIMITATIONS OF THE STUDY

The study was carried out to investigate the impact of corporate planning on the organizational growth of commercial banks in Nigeria. The study is limited to Diamond banks in Lagos State. This is because of her representative nature of all commercial banks in Lagos State, proximity to the researcher, time and financial constraints.

1.8 SCOPE OF THE STUDY

This research work is on corporate planning and organizational growth of commercial banks in Lagos state, using Diamond bank as a case study. The study could not cover other banks due to in-adequate disclosures in the corporate planning strategies from these banks.

1.9 DEFINITION OF TERMS

Corporate Planning: This is a process used by businesses to map out a course of action that will result in revenue growth and increased profits.

Organization: This is an organized group of people with a particular purpose, such as a business or government department.

Growth: This is the process of increasing in size.

Organizational Growth: This means different things to different organizations. There are many parameters a company may use to measure its growth. Since the ultimate goal of most companies is profitability, most companies will measure their growth in terms of net profit, revenue, and other financial data.

CHAPTER TWO

REVIEW OF LITERATURE

INTRODUCTION

Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

Precisely, the chapter will be considered in three sub-headings:

Conceptual Framework

Theoretical Framework and

Empirical Review of Related Literature

2.1 CONCEPTUAL FRAMEWORK

Definition and Nature of Planning

Planning is one of the four major management functions, the other three being organizing, leading, and controlling (Griffin, 2016). Planning refers to the process of setting organizational goals and deciding on the best ways of achieving them. Thus, an important part of planning is decision making, which requires managers to select the most appropriate set of action from several alternatives designed to achieve organizational goals (Griffin, 2016). Because planning occurs within environment contexts, managers need to fully understand their organizational internal and external environments and the impact or influence on the planning process (Griffin, 2016). Failure to fully understand the internal and external organizational environments can hinder effective or successful planning.

Planning is a about setting objectives and identifying and clarifying the actions that are needed to achieve these objectives (Schermerhorn, Osborn, Uhl-Bien & Hunt, 2012). Managers need various technical, interpersonal, and conceptual skills to plan effectively for organizational goals, whether they are managers who engage corporate strategic planning or functional planning. Adelman and Marks (2016) view planning as a systematic process that takes an organization from some current state to some future desired state.

Planning is a process by which we can envision the future and develop the necessary procedures and operations to influence and achieve that future. As in many other fields, corporate planning professionals often cloak their work in pseudo-scientific jargon designed to glorify their wok and create client dependence. In reality, corporate planning processes are neither scientific nor complex. With modest, front-end assistance and the occasional services of an outside facilitator, organizations can develop and manage an on-going and effective planning program. Corporate planning consists of a set of underlying processes that are intended to create or manipulate a situation to create a more favorable outcome for a company. This is quite different from traditional tactical planning that is more defensive based and depends on the move of competition to drive the company’s move. In business, corporate planning provides overall direction for specific units such as financial focuses, projects, human resources and marketing.

Aluko et al (2012) opine that corporate planning is the process of determining the major objectives of an organization and the policies and strategies that will govern the acquisition and the position of resources to achieve these objectives. Corporate planning is strategic in nature. Corporate planning is such formal planning system that enhances the organizations ability to accommodate the environmental success in terms of goods achievement with corporate planning resources are properly deployed and utilized for organization purposes (Inyang, 2013). Corporate planning may be conducive to productivity improvement when there is consensus about mission and when most work procedure depend on technical or technological considerations. This study goes beyond the observation of some research that questioned the existence of direct casual relationships between the use of corporate planning and organizational growth. This study draws from some of the many publications on the use of corporate planning in the private sector and from the growing number of those that deal with its uses and potentials for the public sector. One of the major purposes of corporate planning is to promote the process of adaptive thinking or thinking about how to attain and maintain firm environment alignment.

Enudu (2005) sees corporate planning as the process through which managers determine the long term objectives of their corporation/organization and the courses of actions necessary for the accomplishment of these objectives. Corporate plans are the Top most and broadest of all plans and therefore cover the entire organization and every functional area of the organization’s business. As most corporate plan is time consuming, this involves comprehensive statement of all the financial consequences and assumption. It is necessary that manufacturing organization employing corporate planning should as well; make use of computer base model. Also, the application of corporate planning is dynamic and flexible.

Concept of Corporate Planning

Different definitions of corporate planning have been presented over the years.

Some of these definitions are presented below:

Aluko et al (2012), opined that corporate planning is the process of determining the major objectives of an organization and the polices and strategies that will govern the acquisition used and the position of resources to achieve these objectives. Corporate planning is strategic in nature. Corporate planning is in fact a quite simple exercise. This is not to suffice that, it is easy. The problems are: first, that the forecast on which many of the decision have to be based are subject to enormous errors and secondly, that many of these decisions, are judgmental. A corporate plan does not contain an enormous number of decisions, nor does it call for a vast volume of detail which are more than characteristics of short term planning, instead it involves a very fair but important decision concerning the whole structure of the company for many years into the future (Argent, 2010). Thus, manager and other stakeholders are therefore advised to adopt corporate planning in their organization because it makes the difference, that is why Ericson (2008) postulated that, corporate planning policy is very important in three dimensions, confidence boasting, insurance against unexpected risk and management discipline. It would be incumbent upon the business managers to handle the complex nature of modern business, its environment, technological changes, competitions and expanding customer needs etc.

According to Susan S. Daris for a company’s perspective, corporate planning involves formulating long term business goals so that strategic planning of an enterprise may be developed and acted upon. The corporate planning term that was popular in the 1960’s has since been referred to as strategic management. According to her, corporate planning primarily focused on effective and efficient achievement of optional performance from all business division with actionable information provided to the executive management in order to foster accountability and business growth.

a.The process of gathering data to prepare detailed action plans addresses a corporate organization’s goal and objectives so that an actionable plan may be developed usually by senior management.

b.The resources of a business, company or organization is considered among with the environment in which it is operating statistical data including budget formulation and performance management used in connection with business analysis and forecasting.

c.A plan is developed using the determined information and resources including targets and milestone that corporate.

Enudu (2005), defined corporate planning as the process through which managers determine the long term objectives of their corporations/organizations and the course of actions necessary for the accomplishment of these objectives. Corporate plans are the top-most and broadest of all plans and therefore cover the entire organization and every functional area of the organization’s business. It considers the whole organization and the factor operating in external environment such as political, economic, institutional, social, technological and ethical factors.

Characteristics of Corporate Planning

Inyang (2013) provided the following features to understanding of corporate planning.

1.It is concerned with definitions and clarifications of objectives of the organization as a whole.

2.It is a formal, systematic and comprehensive process rather than a haphazard approach to strategic decision making.

3.It has a long term perspective and is future oriented

4.It is a continuous and on-going process.

5.It is top-management driven, though it involves all organizational members at different level.

6.It provides for the monitoring of plans to check progress towards desired objectives.

7.It recognizes the environment because of its potential impact on plans. Thus it relates the organization with its environment.

8.It also involves strategic planning and long range planning.

9.Corporate planning involves a sequence of steps since it is concerned with plans of all types.

Objectives of Corporate Planning in an Organization

Inyang (2013) posits that, the essential purpose of corporate planning is to help the organization make strategic decisions about the deployment and utilization of resources in order to achieve desired outcomes. The success or failure of an organization depends so much in formulated corporate plan and how well these plans are implemented. The various objectives associated with corporate planning are;

1.To enable the organization make adjustment to the over present environmental forces that pose challenges to the business enterprise.

2.To ensure that corporate objectives and strategies for achieving them are continually appraised and reviewed formally and systematically.

3.To enable the allocation of organizational resources among the various units and organizational members.

4.To encourage the organization to undertake internal examinations of the internal strengths and weaknesses and utilize these to achieve.

5.To give a strategic focus to the organization, making the planning process a permanent feature of the organization.

Corporate Strategic Planning and Functional Planning
Hax and Majluf (1984) identify three levels of planning in organizations: corporate, business, and functional planning. When it comes to planning, corporate strategic planning refers to planning that takes a big-picture approach. In that, corporate strategic planning establishes the overall plan for the organization and its place and position in the business environment and market (Adelman & Marks, 2016). Functional planning on the other hand, describes the incremental steps that are executed at operational levels per organizational activities and programs to achieve the broader strategic planning. Bryson and Roering (1987), note that, “corporate strategic planning typically focuses on an organization and what it should do to improve its performance”. Corporate strategic planning positions an organization for long-term success. Functional planning aims to promote standardized management practices for corporate functions decentralized corporate management structure via departments of an organization (Chand, 2016, p. 1). As such, functional planning is implemental in its approach as it mirrors or reflect or align action steps with corporate strategic goals.

Corporate strategic planning is carried out by top management or organizational executives while functional planning is carried out at lower levels by middle and some first-line managers in organizations (Chand, 2016). Corporate strategic planning requires higher levels of decision making and risks than functional planning. Furthermore, while corporate strategic planning requires a long-term view or perspective, functional planning is more short-term and can more easily change with organizational environment and events. Corporate strategic planning requires comprehensive planning goals and the ability of top level managers or executives to identify resources from all areas and how to most effectively and efficiently coordinate these to develop competitive advantage. According to Thompson, Peteraf, Gamble, and Strickland (2016), corporate strategic planning aims to build competitive advantage for organizations, while functional planning are coordinated actions and decisions designed to further strategic implementation.

Effect of Corporate Planning

The implementation of corporate planning will lead to the positive discharge of set objectives specifically; some of these effects could be as follows:

1.Effective and efficient utilization of capital is pertinent; This is because, corporate planning as it is long-term in nature, calls for time to look at the surroundings, social, political, economical and technological environment with a view to identifying opportunities and threats that are stake against the investment.

2.Corporate planning calls for a sense of direction of growth of the firms investment; Due to long term nature of corporate planning, firms could increase its level of investments or production because looking at things laid down, assumptions or decision could be made so as to find out those factors which could attract revenue from the investment.

3.Evaluation of Budget Proposals: Corporate planning calls on the avenue for review and proper discharge of budgetary plans within the economy. This is because budgeting is an objective which is set out as corporate planning covers any amendment in the budget if the need arise.

Evaluation of progress: Goals direct people, managers and organization on what to do and how to achieve it and help them gain a source of inspiration and motivations that enable them surmount obstacles.

Concept of Organizational Growth

Growth is not spontaneous. It is a consequence of decisions: decisions to hire or to not fire, decisions to increase output in response to demand, decisions to stimulate demand, and so forth. Relationships between specific decisions and ultimate expansion of the organization may be tenuous, but expansion necessarily depends upon some decisions and actions that follow them. These decisions are, in turn, functions of goals pursued by members of the organization. Thus, organizational growth can take place only if increased size relates positively to achievement of the organization's goals or goals of individual members of the organization (McGuire, 1963: 3).

This is not intended to suggest that organizations and their members make decisions that achieve desired outcomes. Organizational growth may work contrary to the interests of some, or even most, members of the organization. Growth may not be the best way to achieve goals it is intended to achieve. On occasion, growth may be a transient exploration of an organization's environment that, proving to be unrewarding, is subsequently abandoned. The point is simply that the growth of an organization is not a random event.

Increased organizational size may be a goal itself, in at least two senses. First, growth may be valued as a symbol of achievement. Growth is often difficult to accomplish because growing organizations must deal with intraorganizational stresses and overcome external forces. Society recognizes obstacles to growth and awards prestige and admiration to members of organizations that have expanded successfully, particularly those members who were instrumental in the expansions. These people also receive internal rewards in the form of feelings of success and pride in their achievement (Nourse, 1944). Second, increased size may be an operational goal, a benchmark for progress. The size of an organization is easily measured and easy to talk about – characteristics that recommend it as an operational goal. However, use of size as an operational goal does not necessarily mean that increases in size per se are valued. There is usually an implicit assumption that size correlates with attainment of goals having more basic relevance to the organization's purpose or holding more immediate interest for some organizational members.

By far the most widely accepted approach to growth has been that growth is either a means of attaining other goals or a side effect of such attainment, rather than an end in itself. The literature describes a number of goals that, with varying degrees of face validity, relate to growth. Ten of these are described here.

1. “Organizational Self-Realization”

To quote Katona (1951: 205-206):

... the going concern is commonly viewed as a living entity of itself. Self-realization of a business concern represents, then, a topic worth further study. A corporation is not conceived by its executives simply as an organization making money, or making automobiles. It has to carry out its functions, complete the tasks taken up, and expand to justify itself. It has been recently pointed out that here may be found one of the most important explanations of the fact that our large corporations are continuously expanding in diverse fields that are often foreign to their original activity. Small investments may be made, for instance, in order to study the use of by-products or waste products. When some progress has been achieved, the task once begun is pushed toward completion. There is a drive, perhaps even a compulsion to follow through after one has begun.

Newman and Logan (1955) summarized a round table discussion by 19 executives that came up with five reasons for growth, all of which have the aesthetic flavor of “self-realization.” The five reasons were: (a) Customers demand complete service, e. g., plants in all parts of the country. (b) Firms attempt to master their technologies, i. e., become vertically integrated. (c) Research laboratories develop products outside existing product lines. (d) In order to attract retail dealers, a manufacturer must offer a complete product line, e. g., all kinds of major appliances. (e) If firms do not expand, they contract; they cannot stand still.

In his review of Parkinson's Law, Galbraith (1957) remarked that bureaucratic expansion result from narrow specialization and a “tendency to create organizations on the basis not of need but of plausibility.” One wonders if this is not Katona's “self-realization” viewed cynically.

2. Adventure and Risk

Organizations may grow because executives like to gamble on new activities. Gordon (1945: 310-311) found that some executives are motivated by “the urge for adventure and for ‘playing the game’ for its own sake,” and one executive compared the desire to risk capital and effort on expansion with the compulsion that draws people to Nevada. This could explain why an entrepreneur who has reached a point of satiation with respect to wealth and power might continue to be aggressive. Within specific organizations, it may be a powerful motive, but it would be surprising to find that compulsive pursuit of risk was a major factor in most organizations.

More pervasive, perhaps, than pursuit of adventure and risk, is avoidance of boredom. Blau (1955) reported a study of civil servants in which boredom of personnel who had mastered their tasks favored change, and Argyris (1957) reviewed numerous studies with similar implications.

3. Prestige, Power, and Job Security

In addition to the prestige that follows from successful expansion, there is prestige attached to supervision of a large number of people. The more people an executive supervises, the greater the executive’s prestige. Ordinarily, this supervisory prestige accompanies some degree of power over the persons supervised, autonomy, and job security (subordinates being more expendable than their superiors are). Gordon (1945: 305-307, 311) stated that the urge for personal power and prestige is one of the most important nonfinancial motives of business executives, and Hanson (1961) found that superintendents of large hospitals have more responsibility relative to hospital boards than do superintendents of small hospitals.[ Also see Copeland, 1955.]

Parkinson is probably the best-known exponent of the prestige-power-security motive complex. He (1957: 4-5) wrote, “An official wants to multiply subordinates, not rivals,” and went on to explain:

… we must picture a civil servant, called A, who finds himself overworked. Whether this overwork is real or imaginary is immaterial, but we should observe, in passing, that A's sensation (or illusion) might easily result from his own decreasing energy: a normal symptom of middle age. For this real or imagined overwork there are, broadly speaking, three possible remedies. He may resign; he may ask to halve the work with a colleague called B; he may demand the assistance of two subordinates, to be called C and D. There is probably no instance in history, however, of A choosing any but the third alternative. By resignation he would lose his pension rights. By having B appointed, on his own level in the hierarchy, he would merely bring in a rival for promotion to W's vacancy when W (at long last) retires. So A would rather have C and D, junior men, below him. They will add to his consequence and, by dividing the work into two categories, as between C and D, he will have the merit of being the only man who comprehends them both. … When C complains in turn of being overworked (as he certainly will) A will, with the concurrence of C, advise the appointment of two assistants to help C. But he can then avert internal friction only by advising the appointment of two more assistants to help D, whose position is much the same. With this recruitment of E, F, G, and H the promotion of A is now practically certain.

5. Profit

Profit maximization has been the catchall motive in the traditional economic theory of the firm. Although this theory has been the center of considerable controversy, the notion that profit is a motive is not in question (Cyert and March, 1963; Penrose, 1959). As any perusal of business journals will confirm, business executives are concerned about profit and, other things being equal, prefer more profit to less.

One controversial characteristic of the theory of the firm is the assumption that profit is the only motive for business behavior. This assumption seems incredible, as there is much evidence that business executives pursue other motives in addition to profit. It is common now to find the theory of the firm stated in terms of utility maximization rather than profit maximization.[ For further discussion of business motives other than profit, see Berle and Means (1932), Cyert and March (1963), Gordon (1945), Hickman and Kuhn (1956), Katona (1951), Papandreou (1952), and White (1960).]

Even if firms ignore nonprofit goals like prestige, security, and so forth, one would expect to find firms pursuing goals other than profit as defined by financial statements. One reason is that accounting procedures often tell incomplete stories, either because there are distortions inherent in accounting “conventions” or because financial statements reflect the past more than the future. Most business managers try to look beyond financial statements when they set goals and evaluate performance and, in the  process, may give functional autonomy to components of profit like overhead cost or advertising expense. Cyert and March cited six operational goals as being adequate to explain “most price, output, and general sales strategy decisions.” They are (a) the volume of production, (b) the stability of production, (c) the minimum finished inventory level, (d) sales volume, (e) market share, and (f) profit (1963: 40-43). Dent's (1959) study suggests a somewhat different list that is discussed below.

Profit, even if broadly defined as the difference between the value of services performed and the cost of these services, is not a major factor in the operation of nonprofit organizations like governmental agencies, hospitals, trade associations, or labor unions. One suspects that, over long periods and in informal ways, society assesses the “profit” from such organizations in that organizations that cost more than they are worth disappear. Churches are a good example; they depend on voluntary contributions and fail if the “take” is not sufficient. One theory of trade associations is that they operate on demand and cost variables outside the control of individual firms, and so maximize total profit to an industry. However, this may be a tautological statement. The “revenues” of such organizations, the value of the services that they perform, are only partially measurable and not in units directly comparable with cost: numbers of licenses issued, numbers of students in school, students’ average scores on scholastic achievement tests, numbers of complaints received. Therefore, attempts to construct all-inclusive measures of net yield are not very fruitful.

Adaptation and Growth

The presence of growth-oriented motives is not sufficient to produce expansion. For such motives to find expression in the organization's behavior strategies, they must overcome other motives that imply decreasing organizational size or maintaining the status quo. The ultimate behavior patterns arise from bargaining and problem solving in which motives that promote growth conflict with motives that inhibit growth.

An organization's environment stages this conflict and decides its resolution. The environment supplies the human raw materials and determines their mores and aspirations, their standards for the conduct of conflict, their attitudes toward authority. Even taking organizational personnel and their goals as given, the environment determines whether these goals can best be satisfied by expansion or by contraction. For instance, the relationship between profit and employment depends on the firm's demand and cost curves, which in turn depend on characteristics of the consuming population, actions of competing firms, available technologies, alternative markets for raw materials, and so forth.

Clearly, environmental effects are ubiquitous. One can say nothing about an organization without also saying something about its environment, and an organization's need for satisfactory interactive relationships with its environment is inescapable. For example, to attempt a thorough review of effects of geographic location on organizations would require another chapter at least as long as this one.[ Those interested in this literature should see BBRP (1958), Blau and Scott (1962: 199-206), Form and Miller (1960), and RERP (1959).]

This section discusses some specific determinants of an organization's ability to establish effective and viable relationships with its environment, to adapt. Adaptation is an obvious precondition for survival, and survival is an obvious precondition for growth.

Corporate Planning and Organization Growth

The issue of productivity of Nigerian workers has long attracted the attention of management experts who desire to improve the performance in the organization. Generally, the complaints have been that the Nigerian employees perform far less than counter parts in the western world. Research findings have shown that employees or Nigerian managers have as much intelligence, ability, etc as their productivity (Eze, 2010).

However, the concern for productivity in the organization is premised on the effectiveness of corporate planning which seek to make adequate provision of human and their resources, for the various unit of the whole organization with the purpose of achieving efficiency. Managers therefore have a major responsibility to mobilize available organizational resources and to combine these resources in the right proportion to be able to achieve the pre-determined goals of the enterprise. When corporate planning exercise is being carried out quarterly to source for the needed resources that would enable employees carryout their expected functions or tasks assigned to them in the most efficient way to guarantee the organizational productivity attainment. Corporate planning is a sine-qua-non to increase productivity in any organization. This is guaranteed if only it is well carried out with the appropriate individuals for the task and in the right environment. Productivity, according to Mali (2011), is the measure of how well resources are brought together in organizations and utilized for accomplishing a set of result. According to him, productivity is reaching the highest level of performance with the least expenditure of resources. With this in mind, the corporate planning exercise must seek to make adequate provision for the needed organizational resources to enable the attainment of high level of performance by the employees.

Benefits of Corporate Planning to an Organization

Aluko, et al (2012) identified some benefit that accrues to an organization from mistaking an effective corporate planning system. These are:

1.Improving communication among the integrating divisions and departments of the organizations.

2.It provides the quality of managerial decision, since it insists on the consideration and assessment of all available facts. It is therefore particularly useful in strategic decision making.

3.It provides the organization with a new method of controlling the various resources. This is done by providing a realistic model of future results as a kind of reference point.

4.It improves the ability of an organization to cope with changes and uncertainties, particularly in dynamic and turbulent environment that prevails today. It makes quick response possible. It encourages innovative thoughts and creativity thereby introducing the spirit of dynamics in the organization.

5.It provides a comprehensive review of the company. It creates clarity of purpose and better awareness of corporate goals and problems.

6.It also helps to improve the motivation, morale and job satisfaction of employees.

Corporate Planning Process

Etuk (2012) expressed in the simplest form, the comprehensive corporate planning process to include these four steps process comprising:

1.Appraisal of company strength and weakness. This step begins with a consideration of business strategy involving an appraisal of the company’s strength and weakness. On the basis of this approach, corporate objectives are developed by top management to guide and steer the overall company efforts.

2.Development of a master plan: The second step in comprehensive corporate planning entails development of a master plan on department basis. Preparation of master plan requires not only forecasts of economic condition and anticipation of threat that exist within the environment but also projection of other probable development.

Integration of plans: The third step involves integration of the various departments of plans into a unified system. During this stage questions are raised as to how each departmental plan contributes to the overall objectives of the company. This is a very important step in the corporate planning process for unless each departmental plan is compatible with others in the company; there can be no unity of purpose.

4.Implementation of plan: The final step in comprehensive corporate planning is implementation. The result is usually done on a department – by- department basis following objectives established by individual heads of department. This is why some companies link this last step in the corporate planning process to the system of management by objectives (MBO).

Barriers to Effective Corporate Planning in an Organization

Some rapid environmental changes have been identified as principle factor impeding effective planning. These changes include technological, political, social and economic capabilities in the nation. And these changes vary based on industries. Managerial incompetence’s on the part of the planning may also effect planning.

Grey (2011) argues that some managers are unwitting to spend time forecasting, analyzing and evaluating plans and rather prefer to invoke on existing plans to handle contingencies. This gesture tends to rob the organizations from deriving the various benefits associated with forecasting and environmental analysis etc. It is also important to note that the delegation of corporate planning, which is a sensitive responsibility to inexperienced subordinate who lack the skills and capabilities required to handle such strategic organizational task.

Aluko et al (2012) listed the following barriers to include, Bureaucratic organizational structure, lack of commitment of enough resources needed to finance and execute plans, poor and ineffective information system, which hinders communications among the component part of the organization, absence of regular review and evaluation of long range planning to reflect new situation etc all these factors tend to pose problems to corporate planners, in their pursuit of corporate excellence.

Overcoming Corporate Planning Barriers in an Organization

Inyang (2013), the following measures may be initiated to overcome the barrier to effective corporate planning.

a.Top-Management: Corporate planning is a top management responsibility for the success of planning, there must be the support and commitment of the top executive throughout the planning process from formulation to implementation and review and monitoring of policies and plans.

b.Developing Effective Communication Network: Even if planning is a top management responsibility, plans must be communicated to all organizational members in the different organizational levels. Failure to do this results in poor implementation.

c.Developing Planning culture: Planning culture must be developed in organizational members as a way of life. This enables them to see planning as very important, useful and valuable for organizational success.

d.Flexibility in Plans Implementation: Organizational planners must exercise flexibility on the implementation of plans. This is because rigidity could be dangerous to goal planning and not seeing it as a panacea for solving all organizational problems.

e.Effective Organizational Structure: A formal planning system involves interactions and inter-relationship among individuals in the different levels in the organization. In order to plan effectively, management must define these relationships within and outside the organization. Responsibility and authority relationship must be properly defined.

f.Forecasting and Information System: For planning to be successful, there must be a system for assessing the future, gathering and disseminating information vital for planning. Decision must equally be made after a careful evolution of facts and information. Similarly, results should be monitored and evaluated as this relates to the goal setting.

g.Qualification: A sound corporate plan should be comprehensive and functionally integrated into parts. It should be expressed in qualifiable or measurable terms. Such a plan however does not have to be elaborate or complicated rather it should be logical and focused on the strategic decision that will have to be taken.

Conflict and Role Ambiguity Reduction: Effective corporate planning can result from proper formulated and well-designed plans which are devoid of conflicts and role ambiguity. This provides the individual with a clear picture of what is expected of them.

2.2 THEORETICAL FRAMEWORK

The theoretical framework to be used in this study is adopted by Peter Drucker. Historically, Peter Drucker generally credited as being the person to clearly popularize the term “Management by objectives (MBO)” in his book, “The practice of management (1954). He defined and described management by objectives (MBO) as a process of defining objectives within an organization so that management and employees agree to the objectives and understand what they need to do in an organization. Corporate planning is such formal planning system that enhances the organizations ability to accommodate the environmental factors as providing the basis for organization success in terms of goal achievement. Management by objectives is a phrase used to describe a style or system of management that attempt to relate organizational goal to individual performance and development through involvement of all levels of management. The principle behind management by objectives process consist first in clarifying the definition of a subordinates job as a result of open and frank discussion between superior and subordinate. This is done for a specific target e.g. jobs to be done are specified for the subordinate and are recorded.

2.3 EMPIRICAL REVIEW

Okoye (2010) conducted a research on corporate planning as a tool for achieving organizational performance using INNOSON Technical Company as a study. The sample size of 64 was determined using the Taro Yamane formula. It was guided by four research questions. Questionnaire was the instrument used that enabled the research for the study. The hypotheses raised to guide the study were tested using chi-square test statistics. The findings showed that fifty percent of manager needs operate on corporate planning.

Ugwu (2012) carried out a research on impact of corporate planning using Nigerian Television Authority, calabar as a case study. The sample size of 85 was determined using the Taro-Yamane formula. It was guided by six research questions. Questionnaire, interview and personal observation were used to collect data for the study. The formulated hypotheses of the study were tested using chi-square (x2) test statistics. The findings showed that corporate planners allocate resources for planning activities. It helps in reducing conflict and crisis among the staff of Nigeria Television Authority calabar.

Okeke (2014) conducted a research on the effect of corporate planning and management strategy on performance in selected oil companies in Delta State. A sample size of 306 were gotten from a total population of 1300 using Taro Yamane formula. The data collected for this study were analysed using simple percentages, and statistical tool of chi-squares (x2) was used to test the research hypotheses formulated for this study. The research findings showed that corporate planning affect organizational goals and the changes in the business environment affects the reviews of corporate plans and strategies. 

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
INTRODUCTION


In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2
RESEARCH DESIGN

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3
POPULATION OF THE STUDY


According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 


This study was carried out to examine corporate planning and organizational growth. Selected staff of Diamond bank now Access Bank in Lagos State form the population of the study.
3.4
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.

In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of staff of Diamond bank now Access Bank in Lagos State, the researcher conveniently selected 36 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8
METHOD OF DATA ANALYSIS

The responses were analysed using the frequency tables, which provided answers to the research questions. The Pearson Correlation and Chi-Square Statistical Tools was used in testing the hypotheses.

3.9
VALIDITY OF THE STUDY

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10
RELIABILITY OF THE STUDY

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11
ETHICAL CONSIDERATION

The study was approved by the Project Committee of the Department. Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.
CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

INTRODUCTION

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of thirty-six (36) questionnaires were administered to respondents of which only thirty (30) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 30 was validated for the analysis.

4.1
DATA PRESENTATION
Table 4.2: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	17
	56.7%

	Female
	13
	43.3%

	Age
	
	

	20-25
	9
	30%

	26-30
	8
	26.7%

	31-35
	6
	20%

	36+
	7
	23.3%

	Marital Status
	
	

	Single 
	19
	63.3%

	Married
	11
	36.7%

	Separated
	0
	0%

	Widowed
	0
	0%

	Education Level
	
	

	WAEC
	0
	0%

	BS.c
	25
	83.3%

	MS.c
	5
	16.7%

	MBA
	0
	0%


Source: Field Survey, 2022

4.2
DESCRIPTIVE ANALYSIS

What relationship exists between corporate planning and organizational growth of Diamond Bank (Access Bank)?

Table 4.2:  Respondent on the relationship exists between corporate planning and organizational growth of Diamond Bank (Access Bank)
	Options
	Yes
	No
	Total %

	Provides the information top management needs to make effective decisions
	30

(100%)
	00
	30

(100%)

	Productivity is maximized
	30

(100%)
	00
	30

(100%)

	Corporate planning intensity causes organizational growth and in turn, organizational growth causes greater corporate planning intensity
	30

(100%)
	00
	30

(100%)


Field Survey, 2022

From the responses obtained as expressed in the table above on the relationship exists between corporate planning and organizational growth of Diamond Bank (Access Bank), all the respondents constituting 100% said yes in all the options provided. None of the respondents disagreed with the options provided.

Does corporate planning improve the organizational growth of Diamond Bank?

Table 4.3:  Respondents on whether corporate planning improve the organizational growth of Diamond Bank.
	Options
	Frequency
	Percentage

	Yes
	15
	50.0

	No
	4
	13.3

	Undecided
	11
	36.7

	Total
	30
	100


Field Survey, 2022

From the responses obtained as expressed in the table above on whether corporate planning improve the organizational growth of Diamond Bank, 50.0% of the respondents said yes, 13.3% of the respondents  said no, while the remaining 36.7% of the respondents were undecided.

What better ways can the organizational growth of commercial banks in Nigeria be improved?

Table 4.4:  Respondent on better ways the organizational growth of commercial banks in Nigeria can be improved
	Options
	Yes
	No
	Total %

	Promote Financial Literacy Through Customer Education
	30

(100%)
	00
	30

(100%)

	Make Contextual Data a Core Component of Your Customer Service Strategy
	30

(100%)
	00
	30

(100%)

	Develop a Truly Omnichannel Customer Experience
	30

(100%)
	00
	30

(100%)


Field Survey, 2022

From the responses obtained as expressed in the table above on the better ways the organizational growth of commercial banks in Nigeria can be improved, all the respondents constituting 100% said yes in all the options provided. None of the respondents disagreed with the options provided.

4.3
RESEARCH HYPOTHESIS

H0:  There is no significant relationship between corporate planning (CP) and commercial banks’ organizational growth (OG).

HA:  There is a significant relationship between corporate planning (CP) and commercial banks’ organizational growth (OG).

Level of significance: 0.05

Decision Rule: 

In taking decision for “r”, the following riles shall be observed;

If the value of “r” tabulated is greater than “r” calculated, accept the alternative hypothesis (H1) and reject the null hypothesis (H0).

If the “r” calculated is greater than the “r” tabulated, accept the null hypothesis (H0) while the alternative hypothesis is rejected

Table 4.5: Pearson Correlation Table showing the relationship between between corporate planning (CP) and commercial banks’ organizational growth (OG)
	
	CP
	OG

	CP
	Pearson Correlation
	1
	.821**

	
	Sig. (2-tailed)
	
	.000

	
	N
	30
	30

	OG
	Pearson Correlation
	.821**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N 
	30
	30


Source: Survey data, 2022

**. Correlation is significant at the 0.05 level (2-tailed)

The Pearson Correlation result in Table 1 contains the degree of association between CP and OG. From the result, the Pearson correlation coefficient, r, value of 0.821 was positive and statistically significant at (p< 0.000). This indicates that there is a relationship between corporate planning (CP) and and commercial banks’ organizational growth (OG). 

Thus, CP and OG are correlated positively.

Hypothesis Two

Ho: Corporate planning does not improve the organizational growth of commercial banks.

Hi: Corporate planning improves the organizational growth of commercial banks.
Table 1: Corporate planning does not improve the organizational growth of commercial banks.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	15
	10
	5
	25
	2.5

	No
	4
	10
	-6
	36
	3.6

	Undecided
	11
	10
	1
	1
	0.1

	Total
	30
	30
	
	
	6.2


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 6.2 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 6.2 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis which states that corporate planning improves the organizational growth of commercial banks  is accepted.
CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS:

5.1 Introduction

This chapter summarizes the findings into corporate planning and organizational growth. The chapter consists of summary of the study, conclusions, and recommendations. 
5.2 Summary of the Study

In this study, our focus was to examine corporate planning and organizational growth. The study specifically was aimed at examining the relationship between corporate planning and organizational growth, determining the corporate planning strategies used by commercial banks for effective organizational growth, and ascertaining whether corporate planning will improve the growth of an organization.
The study adopted the survey research design and randomly enrolled participants in the study. A total of 30 responses were validated from the enrolled participants who were all selected staff of Diamond Bank (Access Bank) in Lagos State.
5.3 Conclusions

Based on the findings of this study, the researcher made the following conclusion.

The relationship exists between corporate planning and organizational growth of Diamond Bank (Access Bank) include:
It provides the information top management needs to make effective decisions.

Productivity is maximized

Corporate planning intensity causes organizational growth and in turn, organizational growth causes greater corporate planning intensity
Corporate planning improves the organizational growth of Diamond Bank (Access Bank).

Better ways the organizational growth of commercial banks in Nigeria can be improved include 
Promoting Financial Literacy Through Customer Education
Make Contextual Data a Core Component of Your Customer Service Strategy
Develop a Truly Omnichannel Customer Experience
5.4 Recommendations

In regard to the findings of the study, the researcher recommends that;

The management of Access Bank, as a matter of necessity and in order to improve their level of performance in the manufacturing industry, should look beyond the issue of clear objectives to effectively and efficiently communicate to those pre-determined and clearly stated objectives to all organizational members with the responsibility of executing this task.
Employees should be allowed to participate actively in the process of decision making. Participation makes employees more responsible. It also gives them a feeling of dignity, status and recognition.
Management should provide and encourage the use of regular meetings with employees in lower levels like discussion group programs, production meetings, committee meetings and departmental meetings. There should also be a forum for open discussion between managers and supervisors. This will enable those involved to speak their minds on matters concerning the way forward.
Management should adopt efficient recruitment policy, and should provide adequate training program according to the organizations needs, in order to achieve increased performance of the employees through the inclusion of planning culture, at all organizational levels, to alliance the appreciation of the importance of corporate planning.
Efforts should be made by management towards constant periodic review of objectives to guard against deviation from the pre-determined objectives
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APPENDIXE

QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) ON A QUESTION.

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]

Female [  ]
Age 

20-25   [  ]

26-30  [  ]

31-35  [  ]

36+     [  ]

Education 
Primary Education 
[  ]
Secondary Education
[  ]
Tertiary Institution

[  ]
Educational level

BSC/HND
[  ]

MSC/PGDE
[  ]

PHD

[  ]

Others……………………………………………….. (please indicate)

Marital Status

Single
[  ]

Married [  ]

Separated [  ]

SECTION B

What relationship exists between corporate planning and organizational growth of Diamond Bank (Access Bank)?

	Options
	Yes
	No

	Provides the information top management needs to make effective decisions
	
	

	Productivity is maximized
	
	

	Corporate planning intensity causes organizational growth and in turn, organizational growth causes greater corporate planning intensity
	
	


Does corporate planning improve the organizational growth of Diamond Bank?

	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


What better ways can the organizational growth of commercial banks in Nigeria be improved?

	Options
	Yes
	No

	Promote Financial Literacy Through Customer Education
	
	

	Make Contextual Data a Core Component of Your Customer Service Strategy
	
	

	Develop a Truly Omnichannel Customer Experience
	
	


