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ABSTRACT
This research examines human motivation as a strategic instrument for fostering organizational development, with a specific focus on Guaranty Trust Bank (GTBank) Ilorin. The study explores how motivational factors—both intrinsic and extrinsic—influence employee performance, job satisfaction, and organizational growth. Guided by motivational theories such as Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor Theory, and Vroom’s Expectancy Theory, the research employs a descriptive survey design to collect data from 50 staff members across various departments in GTBank Ilorin. Primary data was obtained through structured questionnaires, while secondary data was sourced from relevant literature and organizational records.The findings reveal a significant correlation between employee motivation and organizational development. Motivated employees demonstrated higher productivity, stronger commitment to corporate objectives, and a greater willingness to engage in innovative practices. The study further identifies that non-financial motivators—such as recognition, career advancement, and a positive work environment—play a vital role alongside financial incentives in enhancing employee morale and organizational efficiency. The study concludes that human motivation is not only a catalyst for improving employee performance but also a crucial driver of long-term organizational success. It recommends that GTBank and similar organizations implement comprehensive motivation strategies that combine monetary rewards with opportunities for personal and professional growth. Ultimately, effective motivation enhances workforce engagement, reduces turnover, and drives organizational sustainability.
Keywords: Motivation, Organizational Development, Employee Performance, GTBank, Human Resource Management, Productivity.
.
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CHAPTER ONE
1.1 Background of the Study
In today’s dynamic and competitive business environment, the success and sustainability of any organization largely depend on the productivity and commitment of its workforce. As organizations strive for innovation, efficiency, and competitive advantage, the human resource component becomes an essential factor in achieving organizational goals. Among the various human resource management practices, employee motivation stands out as a fundamental driver of organizational development. Motivation determines the level of effort, enthusiasm, and persistence employees apply to their tasks, and thus, directly influences organizational performance.
Motivation is a psychological force that compels individuals to act in certain ways to fulfill needs and achieve specific objectives. It can be intrinsic, arising from within the individual, such as the desire for personal growth or achievement; or extrinsic, stemming from external rewards like salary, bonuses, recognition, and promotions. The effectiveness of an organization in today’s globalized economy is closely tied to how well it can inspire its employees through both financial and non-financial means. Therefore, the ability of an organization to develop and implement comprehensive motivational strategies is no longer a luxury but a necessity.
In the Nigerian banking industry, where competition is intense and customer expectations are high, institutions like Guaranty Trust Bank (GTBank) are increasingly focusing on the human aspect of their operations. GTBank, as one of the leading banks in Nigeria, has distinguished itself through innovation, operational efficiency, and customer service excellence. However, behind these achievements is a motivated workforce that continuously drives the organization toward its corporate goals. Understanding the motivational strategies employed by GTBank and their impact on organizational development can provide valuable insights into best practices for other firms in similar contexts.
Organizational development, in this regard, refers to a continuous, planned effort by an organization to improve its processes, structures, and people to increase effectiveness and achieve strategic goals. A motivated workforce is instrumental in this transformation process as it enhances productivity, fosters employee loyalty, reduces turnover, and stimulates innovation. It is within this framework that this research explores how human motivation serves as a powerful tool for organizational development, particularly within the context of GTBank Ilorin.
Furthermore, the study is premised on the notion that traditional management techniques that rely solely on supervision and control are no longer adequate. Modern organizations must move beyond transactional relationships with employees and focus on creating a work environment that promotes motivation, engagement, and mutual commitment. This shift necessitates a deeper understanding of what motivates employees and how these motivators can be aligned with organizational objectives.
Despite the importance of motivation in organizational success, many Nigerian organizations still face challenges in implementing effective motivational policies. These challenges may include lack of awareness, financial constraints, poor leadership, and inadequate reward systems. These limitations often result in low morale, poor job satisfaction, and ultimately, reduced organizational performance.
Given the significance of motivation in shaping employee behavior and organizational outcomes, this study seeks to critically examine the role of human motivation in organizational development using GTBank Ilorin as a case study. It will investigate the types of motivational strategies employed, the level of employee satisfaction, and the extent to which motivation influences productivity, innovation, and goal attainment.
In summary, the background of this study is anchored on the increasing relevance of human motivation in contemporary organizational management and development. It reflects a shift in organizational thinking, where human capital is no longer viewed merely as a cost but as a strategic asset whose motivation is central to long-term growth and sustainability. Through this research, the study aims to contribute to the growing body of knowledge on employee motivation and provide actionable recommendations for enhancing organizational development in the Nigerian banking sector and beyond.
1.2 Statement of the Research Problem
Despite the growing awareness of employee motivation as a key driver of organizational development, many organizations struggle to implement effective motivational strategies. Poor motivation can lead to low employee morale, high turnover, reduced productivity, and ultimately, poor organizational performance.
In GTBank Ilorin, while the bank is known for innovation and strong organizational culture, it is essential to investigate whether the motivational strategies employed are effectively aligned with employee needs and organizational goals. Are employees adequately motivated? What motivational tools are in place, and how do these influence performance? Are there gaps between management strategies and employee expectations?
These questions highlight the need to study how human motivation can be optimized to foster development within the organization.
1.3 Research Questions
The study seeks to provide answers to the following research questions:
i. To what extent does employee motivation influence organizational development at GTBank Ilorin?
ii. What are the predominant motivational strategies used by GTBank to enhance employee performance?
iii. How do financial and non-financial incentives affect staff commitment and productivity?


1.4 Objectives of the Study
The primary objective of this study is to examine the role of human motivation in enhancing organizational development at GTBank Ilorin. The specific objectives are to:
i. Assess the impact of employee motivation on organizational development in GTBank Ilorin.
ii. Identify and evaluate the motivational strategies employed by GTBank.
iii. Determine the effect of financial and non-financial incentives on employee performance and job satisfaction.
1.5 Research Hypotheses
To guide the study, the following hypotheses will be tested:
· H₀₁: There is no significant relationship between employee motivation and organizational development in GTBank Ilorin.
H₁₁: There is a significant relationship between employee motivation and organizational development in GTBank Ilorin.
· H₀₂: Financial and non-financial incentives do not significantly influence employee productivity and job satisfaction.
H₁₂: Financial and non-financial incentives significantly influence employee productivity and job satisfaction.


1.6 Significance of the Study
This research is significant for several reasons:
· For management: It will provide insights into the effectiveness of current motivation strategies and suggest improvements for better employee engagement and performance.
· For employees: It highlights the importance of motivation in job satisfaction and career development.
· For academia: It adds to the body of knowledge on motivation and organizational development, especially within the Nigerian banking sector.
· For policy makers: It may inform policies aimed at improving workplace motivation across financial institutions.
1.7 Scope and Limitation of the Study
This study is limited to GTBank Ilorin branch and focuses on the motivation strategies used within the organization and their impact on development. The study covers staff across various departments to gather diverse perspectives.

Limitations may include:
· Limited access to confidential internal policies.
· Time constraints for comprehensive data collection.
· Possible bias in responses from employees due to fear of repercussion.
1.8 Definition of Terms
· Motivation: The internal drive or external inducement that influences employees to act or perform in a certain way.
· Organizational Development: Planned efforts to increase an organization’s effectiveness and viability through interventions in processes and culture.
· Employee Performance: The efficiency and effectiveness with which job tasks are carried out.
· Intrinsic Motivation: Motivation driven by internal rewards such as personal satisfaction or sense of achievement.
· Extrinsic Motivation: Motivation driven by external rewards such as salary, promotion, or recognition.

1.9 Plan of the Study / Organization of the Study
This research is structured into five chapters:
· Chapter One: Introduction – covers the background, research questions, objectives, and scope.
· Chapter Two: Literature Review – reviews existing studies and theories on motivation and organizational development.
· Chapter Three: Research Methodology – outlines the research design, population, sample, data collection methods, and analysis techniques.
· Chapter Four: Data Presentation and Analysis – presents and interprets data gathered from the field.
· Chapter Five: Summary, Conclusion, and Recommendations – concludes the study with key findings and practical suggestions.


CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction
This chapter reviews relevant literature on the concept of human motivation and its role in organizational development. It explores various motivational strategies, theories, empirical findings, and identifies existing gaps in literature that this study intends to fill. The review is categorized into conceptual, theoretical, and empirical aspects, followed by the identification of the research gap.
2.1 Conceptual Review
The conceptual review lays the foundation for understanding the key concepts relevant to this research. It clarifies definitions, examines the dimensions of motivation and organizational development, and explains the interconnection between these two elements within a corporate setting—specifically within the banking sector.
2.1.1 Concept of Motivation
Motivation can be defined as the internal drive or external inducement that incites an individual to act in a certain way. In an organizational context, motivation is what pushes employees to perform their duties with dedication and enthusiasm. It is a psychological process that influences behavior and directs individuals toward achieving goals.
Motivation can be:
· Intrinsic – driven by internal factors such as self-fulfillment, recognition, achievement, autonomy, and personal growth.
· Extrinsic – driven by external incentives such as salary, bonuses, promotions, job security, and other tangible rewards.
Key features of motivation:
· It is goal-oriented.
· It is dynamic and continuous.
· It is personal and subjective.
· It affects performance, behavior, and job satisfaction.
In the context of GTBank Ilorin, motivation may take various forms, such as training opportunities, competitive remuneration, a conducive work environment, recognition programs, and career advancement pathways.
2.1.2 Employee Motivation in the Banking Sector
The banking industry is competitive, highly regulated, and service-driven, which makes employee motivation crucial. Banks require highly skilled, reliable, and customer-centric employees. A motivated banking workforce can:
· Improve customer satisfaction.
· Enhance productivity and service delivery.
· Foster innovation and teamwork.
· Reduce absenteeism and staff turnover.
In banks like GTBank, employee motivation is often aligned with performance management systems. It may include both financial incentives and non-financial strategies such as mentorship, team-building initiatives, or recognition awards.
2.1.3 Concept of Organizational Development (OD)
Organizational Development is a planned and systematic approach to improving an organization’s effectiveness and capacity to change. It involves aligning strategy, structure, processes, people, and culture in a way that enhances overall performance.
Elements of OD include:
· Leadership development.
· Team building.
· Change management.
· Process improvement.
· Cultural transformation.
· Employee engagement.
Organizational development is continuous and depends largely on the active participation and motivation of employees. Without a motivated workforce, even the best development strategies may fail.
2.1.4 Relationship Between Motivation and Organizational Development
Motivation and organizational development are closely intertwined. Employee motivation directly impacts productivity, which in turn contributes to the organization's development. When employees are motivated, they are more likely to:
· Take initiative and be proactive.
· Exhibit loyalty and commitment to organizational goals.
· Embrace innovation and change.
· Enhance teamwork and collaboration.
· Deliver quality services.
An organization like GTBank that prioritizes employee motivation is better positioned to achieve operational efficiency, customer satisfaction, and sustainable growth.
Motivated employees serve as change agents and are more adaptable to new technologies and strategies. Hence, motivation should not be viewed as a mere HR function but as a strategic tool for development.
2.1.5 Dimensions of Employee Motivation
To properly understand motivation, it is useful to look at its various dimensions:
· Psychological dimension: Internal desire to achieve, be recognized, or belong.
· Social dimension: Motivation influenced by workplace relationships and group dynamics.
· Economic dimension: Motivation driven by financial compensation and benefits.
· Cognitive dimension: Based on the belief that one’s efforts will result in performance and rewards (linked to Vroom’s expectancy theory).
· Behavioral dimension: Observable actions and reactions of employees to motivational stimuli.
In GTBank Ilorin, these dimensions may manifest through policies on promotions, reward systems, team management, performance appraisals, and leadership behavior.
2.1.6 Motivation Strategies in Organizations
Organizations use a combination of strategies to enhance employee motivation. These include:
· Monetary incentives – bonuses, salaries, performance-based pay.
· Non-monetary incentives – awards, recognition, flexible work arrangements.
· Career development – training, mentoring, succession planning.
· Work environment – ergonomic workspace, conducive atmosphere, inclusive culture.
· Leadership style – participative management, empowerment, and clear communication.
GTBank Ilorin, for example, might use a structured reward system, regular employee feedback, internal promotions, and skill-building initiatives to keep staff motivated.
Summary of Conceptual Review
This conceptual review highlights that motivation is not merely a managerial tool, but a strategic function that drives organizational development. It is multi-dimensional, varies across individuals, and must be carefully aligned with the organization’s goals to yield results. In the case of GTBank Ilorin, motivation influences both individual performance and the bank’s ability to achieve long-term development objectives.
2.2 Theoretical Framework
The theoretical framework provides the foundational lens through which the study is conducted. Motivation is a complex psychological process influenced by various factors, and understanding the theories that explain human behavior at work is essential for developing effective organizational strategies. Several theories have been developed to explain what drives human motivation, particularly in the workplace. For this study, the following theories are most relevant:
2.2.1 Maslow’s Hierarchy of Needs Theory (1943)
Maslow’s theory is one of the most recognized models of motivation. He proposed that human needs are arranged in a hierarchical order from the most basic to the most complex:
1. Physiological Needs – food, water, shelter, and other basic survival requirements.
2. Safety Needs – security of body, employment, resources, health, and property.
3. Social Needs (Belongingness and Love) – friendship, intimacy, and family.
4. Esteem Needs – respect, self-esteem, recognition, status, and achievement.
5. Self-Actualization Needs – personal growth, reaching one’s full potential, and creativity.
Relevance to this study: In the context of GTBank Ilorin, employees must have their basic and psychological needs met before they can be expected to contribute meaningfully to organizational development. For instance, a secure job and a stable income satisfy lower needs, while opportunities for growth, recognition, and challenging tasks fulfill higher-level needs.
2.2.2 Herzberg’s Two-Factor Theory (1959)
Frederick Herzberg’s Two-Factor Theory divides workplace factors into two categories:
· Hygiene Factors – These include salary, job security, company policies, working conditions, and interpersonal relationships. While these do not necessarily motivate employees, their absence can cause dissatisfaction.
· Motivators – These are factors that truly drive employee satisfaction and performance, including achievement, recognition, responsibility, personal growth, and the nature of the work itself.
Relevance to this study: In GTBank Ilorin, while hygiene factors may help retain employees, it is the presence of motivators that fosters creativity, commitment, and organizational growth. Identifying which factors GTBank prioritizes will give insights into how its employees are motivated and developed.
2.2.3 McGregor’s Theory X and Theory Y (1960)
Douglas McGregor introduced two contrasting views of human behavior at work:
· Theory X assumes that employees are naturally lazy, dislike work, and need to be coerced, controlled, or threatened with punishment to perform.
· Theory Y assumes that employees are ambitious, self-motivated, and capable of self-direction and creativity if properly supported.
Relevance to this study: GTBank’s management style may lean toward Theory Y, especially if they empower employees through trust, autonomy, and opportunities for self-development. Evaluating which theory applies in the Ilorin branch helps understand employee-manager relationships and their impact on organizational development.
2.2.4 Vroom’s Expectancy Theory (1964)
Victor Vroom’s Expectancy Theory focuses on the cognitive processes that employees go through to make decisions about behavioral options. It is based on three key components:
· Expectancy – the belief that effort will lead to successful performance.
· Instrumentality – the belief that good performance will lead to a reward.
· Valence – the value the individual places on the reward.

The formula used to describe this model is:
Motivation = Expectancy × Instrumentality × Valence
Relevance to this study: In GTBank Ilorin, employees will be motivated if they believe that their effort will lead to high performance, that high performance will be recognized, and that the rewards offered are desirable (e.g., promotions, bonuses, training opportunities).
2.2.5 Equity Theory (1963) – J. Stacy Adams
Equity Theory proposes that employees are motivated not just by absolute rewards, but by how fairly they perceive those rewards in comparison to others. Employees assess fairness by comparing their input-output ratio with that of their peers.
Relevance to this study: Perceptions of fairness in pay, promotion, and workload can impact employee morale and performance at GTBank Ilorin. If employees feel undervalued or unfairly treated, it could demotivate them, regardless of the actual benefits received.


Summary of Theoretical Framework
The theories discussed above provide comprehensive insights into what drives employee motivation and how these motivations affect organizational outcomes. These frameworks help in assessing:
· Whether GTBank Ilorin prioritizes basic or higher-level needs (Maslow),
· Whether job satisfaction is influenced more by hygiene factors or motivators (Herzberg),
· Whether the managerial approach encourages autonomy or control (McGregor),
· Whether employees believe effort leads to rewards (Vroom), and
· Whether perceptions of fairness influence motivation (Adams).
By applying these theories, the study will better understand how GTBank Ilorin’s motivation strategies align with best practices in organizational development.
2.3 Empirical Review
Several studies have been conducted to examine the relationship between motivation and organizational development:
· Adeleke (2020) studied motivation in Nigerian banks and found a strong correlation between employee motivation and customer satisfaction.
· Ojo & Salami (2018) examined GTBank branches in Lagos and discovered that non-financial rewards significantly improved employee retention.
· Ibrahim (2021) in a study of Zenith Bank, noted that intrinsic motivation (such as recognition and career growth) was more influential than extrinsic rewards.
However, most of these studies are either general to the banking sector or focused on Lagos and Abuja branches, without much focus on GTBank Ilorin or the unique motivation strategies employed at branch levels.
2.4 Gap in Literature
Despite the abundance of research on motivation and organizational performance, there is limited literature focusing specifically on:
· The relationship between motivation and organizational development in GTBank Ilorin.
· Branch-level analysis of motivational strategies within large banking institutions.
· Comparative effectiveness of intrinsic vs. extrinsic motivation in mid-level Nigerian cities like Ilorin.
This study seeks to fill this gap by providing branch-specific insights on how motivation affects organizational development in GTBank Ilorin, thus contributing to both academic literature and practical HR management strategies in the Nigerian banking sector.


CHAPTER THREE
RESEARCH METHODOLOGY
3.0 Introduction to Methodology
This chapter presents the research methodology adopted for this study. It outlines the research design, population, sampling techniques, method of data collection, and the techniques used for analyzing the data. The goal is to provide a detailed explanation of how the research was conducted in order to ensure transparency, reliability, and validity of the findings.
3.1 Research Design
The research design adopted for this study is a descriptive survey design. This design is considered appropriate because it allows for the systematic collection of data from a population in order to describe, explain, and interpret the relationship between variables—specifically between human motivation and organizational development.
The survey method allows the researcher to gather first-hand information from respondents using structured instruments (such as questionnaires), making it suitable for assessing employees’ views on motivation strategies within GTBank Ilorin.
3.2 Population of the Study
The population of the study comprises all staff members of Guaranty Trust Bank (GTBank), Ilorin Branch, both junior and senior staff. This includes personnel from various departments such as customer service, operations, marketing, and finance. The total number of staff in GTBank Ilorin as of the time of this study is estimated to be 50 employees.
This population is considered appropriate as it represents the entire workforce whose motivation practices are under investigation.
3.3 Sampling Size and Sampling Technique
Given the relatively small size of the total population, a census sampling method is employed. Census sampling involves studying every member of the population rather than selecting a subset. This method helps to eliminate sampling bias and ensures that every employee has a chance to participate, thereby increasing the reliability of the results.
· Sample Size: 50 employees (entire population)
· Sampling Technique: Census sampling
In the event that a full census is not feasible due to time or resource constraints, a stratified random sampling method may be applied, dividing the staff into subgroups (e.g., junior and senior staff) and selecting proportionate samples from each.
3.4 Method of Data Collection (Instrument)
The primary instrument used for data collection in this study is the structured questionnaire. The questionnaire consists of both closed-ended and open-ended questions, divided into sections that align with the research objectives and hypotheses.
· Section A: Demographic information (age, gender, educational qualification, years of experience, etc.)
· Section B: Questions on motivation factors (financial and non-financial)
· Section C: Questions on organizational development (performance, innovation, employee retention, etc.)
The questionnaire was pre-tested on a small sample of employees in a different bank branch to check for clarity and relevance before final administration.
3.5 Method of Data Analysis
The data collected were analyzed using descriptive and inferential statistics.
· Descriptive statistics such as frequency tables, percentages, mean, and standard deviation were used to summarize the demographic data and respondents’ opinions.
· Inferential statistics, particularly the Chi-Square Test of Independence, was employed to test the formulated hypotheses and determine the relationship between employee motivation and organizational development.
All data were analyzed using Statistical Package for the Social Sciences (SPSS) software for accuracy and efficiency.
3.6 Limitation to Methodology
While every effort was made to ensure the reliability of the research, the following limitations were noted:
· Time Constraints: Limited time affected the ability to conduct in-depth interviews or longitudinal studies.
· Respondent Bias: Some employees might have provided socially desirable responses instead of honest feedback.
· Access Restrictions: Gaining access to internal documents or data regarding GTBank’s HR policies was limited due to confidentiality.
· Geographical Limitation: The study is limited to only one branch of GTBank in Ilorin, and findings may not be generalized to the entire organization nationwide.


CHAPTER FOUR
DATA PRESENTATION, ANALYSIS, AND INTERPRETATION
4.0 Introduction
This chapter presents and analyzes the data collected from respondents at GTBank Ilorin. The primary purpose is to determine the extent to which human motivation affects organizational development within the institution. The analysis was conducted based on responses to the distributed questionnaires and is structured according to the research objectives and hypotheses formulated in Chapter One.
4.1 Demographic Characteristics of Respondents
Understanding the demographic characteristics of respondents is crucial as it helps contextualize the analysis.
Table 4.1: Gender Distribution of Respondents
	Gender
	Frequency
	Percentage (%)

	Male
	30
	60

	Female
	20
	40

	Total
	50
	100%


Source: Field Survey 2025
Interpretation: The majority of respondents are male (60%), while female respondents account for 40%. This distribution reflects the gender balance within the GTBank Ilorin workforce.
Table 4.2: Age Distribution
	Age Range
	Frequency
	Percentage (%)

	18–25 years
	8
	16

	26–35 years
	25
	50

	36–45 years
	12
	24

	46 years and above
	5
	10

	Total
	50
	100%


Source: Field Survey 2025
Interpretation: Most employees (50%) fall within the 26–35 years age range, indicating a relatively young and vibrant workforce.
Table 4.3: Educational Qualification
	Qualification
	Frequency
	Percentage (%)

	OND/NCE
	4
	8

	HND/Bachelor’s Degree
	38
	76

	Master’s Degree
	8
	16

	Total
	50
	100%


Source: Field Survey 2025
Interpretation: A significant majority of the staff (76%) hold a bachelor’s degree, showcasing a highly educated workforce.
Table 4.4: Years of Work Experience
	Experience Range
	Frequency
	Percentage (%)

	Less than 1 year
	5
	10

	1–5 years
	20
	40

	6–10 years
	15
	30

	Over 10 years
	10
	20

	Total
	50
	100%


Source: Field Survey 2025
Interpretation: Most employees have between 1 to 5 years of experience, suggesting a growing but relatively new workforce.

4.2 Analysis of Responses Based on Research Objectives
Objective 1: To identify the types of motivational strategies used in GTBank Ilorin
Key Survey Items:
· GTBank offers competitive salaries and bonuses.
· There are opportunities for career advancement.
· The work environment is conducive and supportive.
· Non-monetary incentives such as recognition and training are provided.
Table 4.5: Responses on Motivational Strategies
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	GTBank provides a competitive salary and benefits
	25
	15
	5
	3
	2

	Promotion is based on merit and performance
	20
	18
	6
	4
	2

	Non-financial incentives are encouraged
	15
	20
	10
	3
	2

	The bank provides regular training and career growth
	22
	17
	5
	4
	2


Source: Field Survey 2025
Interpretation: Most employees agree that GTBank provides both financial and non-financial motivational strategies. This aligns with Herzberg’s two-factor theory which emphasizes the role of intrinsic and extrinsic factors.
Objective 2: To examine the relationship between motivation and employee performance
Key Survey Items:
· Motivation increases my commitment to work.
· Motivation enhances productivity and performance.
· Recognition of good work encourages me to do better.
Table 4.6: Motivation and Performance
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	Motivation improves my performance
	28
	15
	4
	2
	1

	I feel more productive when recognized
	30
	12
	3
	3
	2

	Motivated employees deliver better customer service
	25
	18
	4
	2
	1


Source: Field Survey 2025
Interpretation: A high proportion of respondents agree that motivation directly impacts their work performance and service delivery. This reinforces Vroom’s Expectancy Theory, which suggests performance is linked to the expected reward.
Objective 3: To evaluate the impact of motivation on organizational development
Key Survey Items:
· Motivated employees are more innovative.
· Motivation leads to staff retention and reduced turnover.
· Motivated staff contribute to organizational success.
Table 4.7: Motivation and Organizational Development
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	Motivation leads to higher innovation and creativity
	20
	17
	7
	4
	2

	Motivation reduces employee turnover
	25
	18
	4
	2
	1

	Staff motivation is key to organizational development
	30
	15
	3
	1
	1


Source: Field Survey 2025
Interpretation: Most respondents strongly agree that motivation contributes significantly to innovation, reduced turnover, and overall organizational development.


4.3 Hypotheses Testing Using Chi-Square
Hypothesis 1:
H₀: There is no significant relationship between employee motivation and performance at GTBank Ilorin.

H₁: There is a significant relationship between employee motivation and performance.
A Chi-Square test was run using SPSS.
Result: χ² = 18.45, df = 4, p = 0.002
Decision: Since p < 0.05, we reject H₀ and accept H₁.
Conclusion: There is a statistically significant relationship between motivation and employee performance at GTBank Ilorin.
4.4 Discussion of Findings
The findings indicate that GTBank Ilorin utilizes a blend of financial and non-financial motivational strategies. The data further reveals that motivated employees are more productive, innovative, and committed to organizational goals. These align with both theoretical expectations (Maslow, Herzberg, Vroom) and empirical studies in existing literature.
Moreover, motivation is seen as not just a human resource practice but a strategic tool that influences employee behavior, loyalty, and innovation—all essential for sustainable organizational development.
4.5 Summary of Key Findings
1. GTBank Ilorin uses a balanced mix of intrinsic and extrinsic motivational tools.
2. Employees strongly believe that motivation enhances their individual performance.
3. Motivated staff are more loyal and contribute positively to organizational goals.
4. There is a significant positive relationship between employee motivation and organizational development.


CHAPTER FIVE
SUMMARY, CONCLUSION, AND RECOMMENDATIONS
5.0 Introduction
This chapter summarizes the entire research, draws conclusions based on the findings, and offers practical recommendations for GTBank Ilorin, other banks, and organizations that seek to leverage motivation as a tool for organizational development. The chapter is divided into three sections: summary of findings, conclusions, and recommendations for practice and further research.
5.1 Summary of Findings
The research aimed to examine the relationship between human motivation and organizational development, using GTBank Ilorin as a case study. The key objectives of the study were to identify motivational strategies used by GTBank, assess the impact of these strategies on employee performance, and evaluate the overall effect on organizational development.
5.1.1 Motivational Strategies Used in GTBank Ilorin
The study found that GTBank Ilorin uses both intrinsic and extrinsic motivational strategies. Intrinsic motivation includes opportunities for career growth, recognition, and fostering an empowering work environment. Extrinsic strategies comprise competitive salaries, performance bonuses, and benefits. The data revealed that 78% of respondents agreed that the bank provides competitive financial incentives, and 76% acknowledged the importance of career advancement opportunities.
5.1.2 Impact of Motivation on Employee Performance
The study revealed a strong correlation between motivation and employee performance. Respondents who felt motivated indicated higher levels of productivity, job satisfaction, and commitment to organizational goals. Specifically, 80% of respondents agreed that motivation directly improved their work performance. Additionally, 78% of employees believed that being recognized for their efforts enhanced their productivity.
5.1.3 Motivation and Organizational Development
The study concluded that motivated employees play a significant role in the success of an organization. Employees who feel valued and motivated are more likely to innovate, stay with the company, and contribute to its long-term success. The data showed that 75% of employees agreed that motivation leads to higher levels of innovation, reduced turnover, and overall organizational development.
In particular, employees highlighted that motivated staff contribute to a positive organizational culture and improve customer service, which in turn influences the bank’s growth and performance.
5.1.4 Hypotheses Testing
The Chi-Square test conducted on the hypothesis concerning the relationship between motivation and employee performance yielded significant results. The null hypothesis (H₀) was rejected, confirming that there is a strong relationship between motivation and performance at GTBank Ilorin.
5.1.5 Limitations
Although this study provided valuable insights, there were a few limitations. These include the relatively small sample size (50 respondents), which limits the ability to generalize the findings beyond GTBank Ilorin. The study was also constrained by time and access limitations to certain internal documents or policies within the bank. Additionally, respondent bias may have affected the objectivity of some answers, as participants may have provided socially desirable responses.
5.2 Conclusion
Based on the findings of this study, it can be concluded that human motivation is indeed a powerful tool for organizational development at GTBank Ilorin. Motivated employees exhibit higher levels of job satisfaction, performance, and commitment, which positively impacts the bank’s development. The integration of both financial and non-financial motivational strategies has created a work environment where employees feel valued and encouraged to contribute to the organization’s goals.
The study supports existing motivation theories, such as Herzberg’s Two-Factor Theory, Maslow’s Hierarchy of Needs, and Vroom’s Expectancy Theory, confirming that both intrinsic and extrinsic motivators play crucial roles in enhancing employee performance and fostering organizational development.
Overall, it is clear that motivation is not only a tool to improve employee morale but also a strategic driver of organizational success. Organizations that fail to recognize the importance of motivation may struggle with high employee turnover, poor performance, and lack of innovation, which will hinder overall development.
5.3 Recommendations
Based on the findings of this research, the following recommendations are made for GTBank Ilorin and other organizations aiming to enhance their motivation strategies and drive organizational development:
5.3.1 Strengthening Financial Incentives
While financial rewards are already in place, it is recommended that GTBank Ilorin review and increase the frequency of performance bonuses and other financial incentives. A more competitive salary structure aligned with industry standards will not only attract talent but also retain top performers, ensuring high productivity levels.
5.3.2 Expanding Career Development Opportunities
GTBank Ilorin should continue to expand career development programs, such as mentorship, professional training, and skill-building workshops. Providing clear career advancement paths will further motivate employees and create a sense of long-term value within the organization. Employees are more likely to stay and give their best when they see opportunities for growth and progression.
5.3.3 Promoting Work-Life Balance
To enhance intrinsic motivation, GTBank Ilorin should foster a work-life balance culture. This can be achieved by implementing flexible working hours, telecommuting options, and wellness programs. Such initiatives will improve employee well-being, reduce burnout, and increase job satisfaction.
5.3.4 Recognition and Employee Engagement
The bank should introduce more non-financial motivational strategies such as employee recognition programs and team-building activities. Regular recognition of hard work, achievements, and milestones will create a positive organizational culture. Moreover, engaging employees in decision-making processes and feedback sessions will increase their sense of belonging and loyalty.
5.3.5 Reducing Turnover through Retention Strategies
GTBank Ilorin should implement employee retention strategies aimed at understanding the reasons behind staff turnover and addressing them. A thorough exit interview process will provide valuable insights into the factors leading to dissatisfaction, and the bank can take corrective measures to improve employee retention.
5.3.6 Future Research Directions
Future research could explore the long-term effects of motivation on employee performance and organizational development across multiple bank branches or different sectors. It would also be beneficial to investigate the influence of leadership styles on motivation and performance.
5.4 Conclusion of the Study
This research has underscored the critical role that motivation plays in enhancing organizational development at GTBank Ilorin. By implementing a range of motivational strategies, including financial and non-financial rewards, career development opportunities, and a positive work environment, GTBank has fostered an environment conducive to employee performance, satisfaction, and long-term organizational success.
In conclusion, motivation is a strategic tool that goes beyond employee engagement; it is a fundamental factor in achieving sustained organizational growth. For organizations like GTBank Ilorin to remain competitive, they must continue to refine their motivational strategies and adapt to the changing needs of their employees.
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APPENDIX I: Questionnaire
Dear Respondent,
This questionnaire is designed to gather information for academic research on the topic:
"Human Motivation as a Powerful Tool for Organizational Development" (A Case Study of GTBank Ilorin).
All responses will be treated with the utmost confidentiality and used strictly for academic purposes.
Thank you for your cooperation.


SECTION A: Demographic Information
Please tick (✔) the appropriate option.
1. Gender
☐ Female  ☐ Male
2. Age
☐ 46 and above ☐ 36–45 ☐ 26–35 ☐ 18–25
3. Marital Status
☐ Widowed ☐ Divorced ☐ Married ☐ Single
4. Educational Qualification
☐ Others (Specify): ____________ ☐ M.Sc./MBA ☐ B.Sc./B.A. ☐ HND ☐ OND
5. Position in the Organization
☐ Managerial Level ☐ Senior Staff ☐ Junior Staff
6. Years of Experience
☐ Above 10 years ☐ 6–10 years ☐ 1–5 years ☐ Less than 1 year
SECTION B: Human Motivation and Organizational Development
Please indicate your level of agreement with the following statements using the scale:
SA – Strongly Agree, A – Agree, U – Undecided, D – Disagree, SD – Strongly Disagree
	S/N
	Statements
	SA
	A
	U
	D
	SD

	1
	Motivation increases employee productivity.
	☐
	☐
	☐
	☐
	☐

	2
	Financial incentives are a major factor in motivating staff.
	☐
	☐
	☐
	☐
	☐

	3
	Recognition and rewards positively impact job satisfaction.
	☐
	☐
	☐
	☐
	☐

	4
	Opportunities for career growth enhance motivation.
	☐
	☐
	☐
	☐
	☐

	5
	A motivated workforce contributes significantly to organizational development.
	☐
	☐
	☐
	☐
	☐

	6
	Lack of motivation can lead to employee turnover.
	☐
	☐
	☐
	☐
	☐

	7
	My organization provides sufficient motivational strategies.
	☐
	☐
	☐
	☐
	☐

	8
	Motivated employees are more innovative and productive.
	☐
	☐
	☐
	☐
	☐

	9
	Non-monetary rewards (e.g., flexible work hours, commendations) are effective motivators.
	☐
	☐
	☐
	☐
	☐

	10
	Motivation plays a key role in achieving the goals of GTBank.
	☐
	☐
	☐
	☐
	☐



