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CHAPTER ONE
0.   BACKGROUND TO THE STUDY
Banking industry is the only industry where every deal and transaction accounts for its own progress and also directly on the economy of the country as well. In today is dynamic and competitive economy, the organizations require more well-qualified, dedicated and capable employees in order to achieve their goals and to prosper in the underutilizing the talented people, organizations may achieve successful results and develop a highly productive work force. The success of every organization depends both on internal and external factors, workforces is the most essential and imperative for organizations competitiveness. Human resource is the real asset of an organization and plays a major part towards progress of the organizations. It is vital for banks to fully utilize their resources both liquid and non-liquid resources as well as their workforces. Usually employees have the feelings of stress nervousness and lack of confidence when the organization changes like restricting downsizing and as well as merging. Although of the fact that change is progress and it is essential to go in its direction in order to attain growth, still people are reluctant to accept it According to Duck (2011) change is intensely personal, the general believe is that most people have resistance towards change. On the basis of past empirical studies, researchers identified few apprehensions regarding employees strees and nervousness due to the change in the organizations because they are acquainted with the previous organizational environment such changes may decrease employee’s morale resulting in the decrease of employee performance and in banking industry customer service is of vital importance. In banks employees deals with the clients on daily basis so they are playing the major role in the profit ability and reputation of banks. Employees have concerns about their employment and benefit subsequently the change. They are frightened whether organizational change have positive or negative impact on their employment and benefits. Due to such type of uncertainty employees have lack of interst to work for the growth of the organization. In banking sectors employees apprehensions must be removed in order to increase the efficiency and effectiveness of the employees so that banks earn good repute and profitability. Nowadays, due to the intense competitive environment rapid changes occur in the organization which increased the competition for gaining revenues and growth concept of organizational change concerns mainly with the organizational wide transformation that mainly include the changes in term of mission of the organization, operations of the organization, mergers, major partnerships and others. There are researchers who say that organizational change means organization transformation. In order to practice quality standard, value is the most important which sets the real beliefs in order to attain the performance it teams and to deliver the superior customer service to the clients when change starts to appear then leaders have the chances to lead their workforce in better perspectives. Though employee’s obligation is necessary in order to move organization towards growth and progress. The banking sector in GT Bank has changed considerably since the economic crisis of Asia After getting independence from British, GT Bank faced a lot of problems due to the scarce resources and at the time there was no existence of any GT Banks. After in angulations of  GT Bank in 1991 the Banking Sector starts working and with the passage of time number of bank increase. Due to the technological advancement employees faces greater workloads because of variation and reorganization. Employees in this sector have the anxiety because of the changes of organizational culture, working conditions and environment finally the organizations management is of vital importance that employees in banks are whole heartedly and physically committed with their respective banks so that they can put greater efforts in attaining the goals. It helps to improve the efficiency and effectiveness of banks so that they can achieve their established goals as well as enhance employee’s performance organization are compelled to implement change as a way of remaining competitive through adaption of the ever changing business environment Balogun & Halley 2008 implementation of the change process therefore for the research intends proffer an evalution of organizational change and its impact on employee performance.
1.2   STATEMENT OF THE PROBLEM
Researchers identified few apprehensions regarding employees strees and nervousness due to the hanges in the organizations because they are acquainted with the previous organizational environment such changes may decrease employee’s morale resulting in the decreas of employee performance in banking sector customer services is of vital importance in banks employees deals with the clients on daily basis so they are playing the major role in the profitability and reputation of bank employees have concerns about their employment and positive or negative impact on their employment and benefits. Due to such type of uncertainty employees apprehensions must be removed in order to increase the efficiency and effectiveness of the employees so that banks earn good repute and profitability. Nowadays, due to the intense competitive environment rapid changes occure in the organizations which increased the competition for gaining revenues and growth. Concept of organizational change concerns maining with the organizational wide transformation that mainly include the change in term of mission of the organization, operations of the organization, merger, major partnerships and others there are researcher who say that organization change means organization transformation in order to practice quality standard, value is the most important which sets the real beliefs in order to the performance in team and to deliver the performance in team and the clients when change start to appear then leader have the chances to lead their work force in better perspectives. Through employees obligation is necessary in with and progress the banking sector in GT Bank has changed considerably since the economic crisis of asia After getting in dependence from GT Bank faced a lot of problem due to the scarce resource and at that time there was no existence of any Nigerian.
1.3   RESEARCH QUESTIONS
1.	how does organizational change management affect employee productivity?
2.	what are the change management factors that have an impact on employee productivity during the implementation of an IT related change?
3.	How does constitute employee performance change in banking industry?
1.4   OBJECTIVES OF THE STUDY
1. To determine the Organizational change management affect employee productivity.

1. To examine the change management factors that have an impact on employees productivity.

1. To determine the constitute employee performance change in banking industry.



1.6      RESEARCH HYPOTHESIS
H1: There is no significant organizational change management affect employee productivity.
H2:  There is no significant change management factors that have an impact on employee productivity.
H3: there is no significant constitute employee performance change in banking industry.
1.6   Significance of the study
The research a study by Duck 2012 effect employee morale on employee performance of influence on employee morale on employee performance significantly business owners need employees that are have provided evidence to the effect that many change processes fail to achieve the intended objectives. According to spector 2013 Lewin’s theory is based on three phases of transformation the author named the first phase as the unfreezing unfreezing centers around the need to remove the convictions and presumptions of the individuals who need to participate in systematic modifications to the status. According to Lewin 2012 for permanent change to be achieved, new structures and roles are needed and new point of balance or home ostasis are developed. The author explained that employee resistance to entrenched culture, norms and beliefs which discourage employees from adapting new processes of conducting work. Any employee attempting to conduct work using a new processes of conducting work. Any employee attempting to conduct work using a new system which is in with entrenched norms, beliefs and culture is forced by peors to abandon a new procedure due to serve pressures from peers if the resistance is not properly addressed it can continue to manifest in the later stages of transformation thereby. Posing a risk to the achievement of the change objectives. The implication of this employee restance to change is that managers have to take cognizance of the importance of employee’s commitment to the change process as a way of addressing potential resistance the purpose of this research is to evaluate effect of organization as a way of assessing whether addition strategy measures are required to ensure success valuable to get the job done, because employee performance is critical to the overall success of the company, doing so helps determne strengths, weakness and potential managerial gaps in the business organization most important factors in employee performance is to achieve goals and to determine the effect of organizational to determine the effect of organizational change and performance when the employee do not perform effectively, consumers feel the company is apathetic to their needs the study shall provide significant information on the managing change to managers and organizations.
1.9   DEFINITION OF TERMS
ORGANISATIONAL CHANGE: Organizational change management is the process of recognizing, guiding in and managing these human emotions and reations in a way that minimized the inevitable drop in productivity that accompanies change Duck 2011.
LABOUR PRODUCTIVITY: productivity is a process of continuous improvement in the production/supply of quality output & service through efficient, effective use of inputs with emphasis on team work for the betterment of all.
ORGANIZATION CHANGE: Organizational change is the implementation of new procedures or techmnologies intended to realign an organization with the changing demand of its business environment or to capitalize on business opportunities.
EMPLOYEE PERFORMANCE: is vital for the success of every organization and profitability in this dynamic environment. Now a day’s organizations require such type of employees who contribute more than their job scope and far from goals expectations. Most of the organizations copping with contemporary challenges put more emphasis on employee performance. According to some authors, service firms like banking sector invests more on their work force in order to maintain long term relationship with them and to increase their performance along with job satisfaction. Downsizing, mergers, innovations and restructuring of the organizations usually decrease employee’s performance. In additions to that, task, quantity and quality, changing location and time constraints radically affect the work life of employees. Nowadays, many companies are facing current challenges and need to put more concentration on increasing employees' performance. Hence, to connect in valuable performance, managers need to let employees to have more power to design their jobs and roles.
LEADERSHIP:A leader is one whose behavior guides people towards their goal achievement. Leadership influences managers, employees of the organization and organization performance with goal achievement. Different styles of the leader play a vital role towards enhancing employee’s performance in order to achieve their goalsHsieh, &there are two classical leadership styles emerge, “One is characterized by a more directive, authoritarian style of management that focuses on the task and initiating structure. The other is characterized by sharing of information, participation, consultation, delegation and joint decision making focused on employee orientation and consideration”. 
COMMUNICATION: is a process through which information, ideas and knowledge can be exchanged. There are many ways through which communication process can be delivered as writing, print or electronic media and through speech. It is a tool by which people can communicate with each other. With effective communication ideas and information can be conveyed. Organizational communication is defined as the method in which language is used as a tool to make different kind of societal structures, such as teams, relationships, and networks. Organizational communication takes place in many forms which includes supervisor communication, communication climate, horizontal communication, media quality, organizational integration, organizational perspective, personal feedback, subordinate communication as well as top management communication. Communication with workforce is essential in order to lessen the employees negative impact when changes done in the organization. Management needs this strategy to win the trust of the employees through effective communication to enhance employee performance and employees perception about management new styles and trustworthiness. When management changes organizational structure those employees who are career oriented put their extra efforts to groom themselves and make extra commitment to maintain organizational performance.








CHAPTER TWO
LITERATURE REVIEW
2.1 ORGANIZATION CHANGE
The organizational change is any initiative or set of actions resultant to a shift in direction or progression the affect the way in an organization operates, the organizational develop has a certain factors that improve sustainability on a basis of effectiveness, the improvement in productivity lead to employee commitment as norms, values and objectives helps in improving the employee perform once in an organization. The employee performance would be considered as backbone argentiferous by nation as it leads to develop effectively. The awareness of quality helps in improving organizational and employee development.
ORGANIZATIONAL EMPLOYEE
The different attributes of change have been arranged on a basis of norms and attitudes which helps in differentiating one firm another. (forehand and von giylmer 2005) the process of thinking helps stabbing on member from another on basis of congestive thinking (HOF STEDE, 2009) The Success guidance based upon difference value and norms that makes effectiveness. 
ORGANIZATIONAL PERFORMANCE 
The Degree of an achievement to which an employee fulfills the organizational mission.  At worker place is called performance (CASCIO, 2006) performance Has been perceived Differently by various researchers but most of the scholars relate performance with measurement of transactional efficiency and effectiveness toward organizational goals.       
2.2 CONCEPT OF ORGANISATIONAL CHANGE 
The conceptualization of change predominated from nature and environment of an organization. According to Kassim, (2010), change is a series of events that systematically supports organization development process. This process generally means rightsizing or downsizing, new development and technological change, operations repositioning and major partnerships.
 TYPES OF CHANGES
Kotter categorized the process of change management into three: business process re-engineering, technological change, and incremental change. Business process re-Engineering: Business process re-engineering is a process of implementing change in a firm by which the old methods of doing things is completely turn down for a more meaningful change implementation. This process helps companies to drastically restructure an organization as it focuses on the business of the organization from top-down.  Incremental change: This process does not really alter the current structure of an organization but make a small adjustment by focusing on the end result. It is a step by step process to improve overall process efficiency. Technological change: This is a process whereby an organization embraces invention, innovation and diffusion of processes for operational efficiency. In order words, technological change is an integration of technology into organization processes.
REASONS FOR CHANGE
Gareth (2017) gave four reasons why an organizational change is important.1. To deal with contingencies – contingencies are possible events that may arise in the course of time and must be planned for. Most of these unforeseen events come from the external environment. It is therefore imperative for every organization to be designed in such a way that such unforeseen environmental changes will be effectively responded to. 2. To manage diversity – according to Jones (2017) [8], differences in race, gender and national origin of organization members plays an important implication where organization culture and effectiveness is concerned. It is therefore important to learn how to effectively utilize a diversified workforce who can result in better decision making and more effective workforce. 3. To gain competitive advantage – it is important for every organization to set aright the ability to outperform other companies. This is to ensure the capacity to create more value from resources. In achieving this therefore, there are two key elements that must be put in place Core –competencies – these are skills and abilities in value creation embedded in the organization’s people or structures. Strategy – this is a pattern of decision and actions involving core competencies that produces a competitive advantage to outperform competitors. To promote efficiency, speed and innovation – it goes without saying that the better organization function, the more value they create. This simply means that when an organization change is rightly implemented, it may lead to faster and speedy innovation thereby increase efficiency
2.1.4 MANAGING CHANGE PROCESS 
Different theories proposed ways for managing change process in an organization. Lewin (1951) stated that critical aspect of organizational change as a company’s ability to win the buy-in of employees on the intended change process. He further identified a four step process for managing a change process which includes; recognizing the changes across business environment; developing necessary adjustments for organizational needs; training employees on appropriate change needed; and gaining the support of employees. He explained that organizational change management process should start with a systematic diagnosis of the present situation within the company in order to determine both need for change and capability of the organization to change. According to Lewin (2017) change management process should include communication between key audiences or stakeholders and understanding of leadership style and group dynamics plays another important element in the change management process. The general objective of a change management process is to align group’s expectations, integrate teams and manage employees training in order to make use of performance metrics such as the outcome of financial results, operational viability and effectiveness, responsibility, correspondence and avoid change failures.















CHAPTER THREE
METHODOLOGY
3.1 INTRODUCTION
In this chapter, the research has to discuss the methodology used to carry out the research work. The main intention was on the following research unit, sampling method, and sample size, method of collection of data, method of questionnaire distributed, and data analysis.
3.2 SOURCE OF DATA COLLECTION
Data for this study came from the primary and secondary data. The primary date was generated through the field survey using structured questionnaire as a major research instrument. The secondary data on the other hand were obtained from relevant literatures ranging from textbooks, journals, articles, periodicals, seminar paper dissertation.
3.3 POPULATION OF THE STUDY
The study was conducted in Kwara state, Nigeria. Kwara state is a state in Nigeria. The population of Kwara state, according to the Kwara state Government is 2.5 million a number disputed by the Nigerian Government and judged unreliable by the National Population Commission of Nigeria. 
3.4 SAMPLING TECHNIQUE
As a result of the inability of the researcher to effectively study the whole bank under study, a representative number was chosen as the sample size population. One hundred(100) Bankers was used as the sample size. The sample size was calculated using the Taro Yamani scientific formula which is given as:             
        n =      N
1 + N (e) 2
Where: 
N is the Population
1  is the constant
e  is the degree of error expected
n is the sample size
n =                 133
1 + 133 (0.05)2
133
1 + 133 (0.0025)

133
1 + 0.3325
133
1.3325

 n = 100
3.5 METHOD OF DATA COLLECTION
In this study, questionnaire and interview is research instrument used. Questionnaire is the main research instrument used for the study to gather necessary data from the sample respondents. The questionnaire is structured in such a way that it provides answers to the research questions. This instrument is divided and limited into two sections; Section A and B. Section A deals with the personal data of the respondents while Section B contains research statement postulated in line with the research questions and hypotheses in chapter one. Options or alternatives are provided for each respondent to pick or tick one of the options.
3.6 METHOD OF DATA ANALYSIS
In order to analyze the data collected effectively and efficiently for easy management and accuracy, the simple percentage method was the analytical tools used for thisresearch project and a sample size of one hundred (100) will be represented by 100% for easy analysis of the responses. Also, Correlation statistical analytical method will be used in the research work. Correlation as a statistical technique is used in testing of hypothesis so as to predict what the relationship between two variables should be. It is used in drawing and reaching conclusion by collecting the observed values from the questionnaire administered to respondents, testing the degree of freedom and carrying out a decision in determining the critical value of the hypothesis.
[image: g.jpg]
Where x = independent factor
 y = dependent factor
Having gathered the data through the administration of questionnaire, the collected data will be coded, tabulated, and analyzed according to the research question and hypothesis.
3.7 RELIABILITY OF INSTRUMENT
Anyanwu (2000:87) defines reliability as “the ability of a particular measuring instrument to yield similar result when applied to the same situation at different times.” The reliability of instrument was determined by a reliability test through the use of pilot study. Test and retest approach was adopted and the pretest was done using questionnaire administered to the respondents of the selected companies. A total of twenty (20) copies of questionnaire were administered to selected bankers from selected departments of GT bank in Ilorin West. All the copies of the questionnaire distributed were completed and returned. Using the Pearson Product Moment correlation Coefficient, the reliability was found to be high, r = 0.96 showing that there is consistency in the items of the survey.  
Table 3.7 Pearson – Product Moment Correlation Coefficient showing the reliability of instrument
	Department of GT BANK IN ILORIN WEST Local government Area
	First Average Response (x)
	Second Average Response (y)
	Xy
	X2
	Y2

	DEPARTMENT  1
	U
	5
	20
	16
	25

	DEPARTMENT 2
	5
	4
	20
	25
	16

	DEPARTMENT 3
	3
	4
	12
	9
	16

	DEPARTMENT 4
	3
	4
	12
	9
	16

	DEPARTMENT 5
	4
	3
	12
	16
	9

	Total
	19
	20
	76
	75
	82


Source: Researcher’s Field survey 2025.
Formula:		nxy – (x(y)	
		(nx2 – (X)2 (ny2 – (y)2)
			20(76) – (19) (20)	
		20(75) – (19)2 (20(82) – (20)2
			1.520 – 380		
		(1,500 – 561) (1.640 – 400) 
			1,140		

(1,139) (1240)
			1,140		
		          1,412360
			1140	
			1188.42
		=	0.96



3.8. VALIDITY OF THE INSTRUMENT
Onwumere (2005:66), defines validity as “the extent to which a measuring instrument on application performs the function for which it was designed.”  Validity is determined by the degree of provision of correct response from sample objects by the relevant research design or research instrument. To ascertain the validity of the instrument, content validity was adopted, in which the researcher subjected the instrument to face validity by giving it to two Research experts from the department of statistics, kwara state polytechnicwho examined the items and made sure they were in linewith the objectives of the study. The structure and language of the questionnaire were modified in the light of their corrections. The instrument was structured in such a way as to minimize the effect of errors like inconsistency and ambiguity.
3.9. LIMITATION OF STUDY
Issues of sampling error: population specification error was limited as the researcher well understood the population to survey which was mainly selected from 100 selected Bankers from selected departments Of GT bank llorin. Selecting error was also limited as the researcher went the extra lengths to get participation by initiating pre-survey contact requesting cooperation, actual surveying and post survey follow up with interviewing respondents.
3.10. SAMPLING PROCEDURE
The sample method adopted in this study was the stratified random sampling method. Stratified sampling was used as the population has a sample frame and questionnaire distributed in proportion to the population size of each company that formed the population. According to Ikeagwa (2009:185), this method enables every element of the population to have equal chance of being selected and ensure greater degree of representation. The population of study was picked from 100 selected bankers from selected banks in Ilorin.
TABLE OF ILLUSTRATION
	Selected Department of GT Bank llorin
	No           of

questionnaire shared
	No     of

questionnaire returned
	No     of

questionnaire not returned

	Department 1 
	20
	20
	0

	 Department 2
	20
	20
	0

	 Department 3
	20
	20
	0

	Department 4
	20
	20
	0

	 Department 5
	20
	20
	0

	Total
	100
	100
	0












CHAPTER FOUR
DATA ANALYSIS, FINDINGS AND DISCUSSION
4.1 INTRODUCTION
This chapter deals with the presentation and analysis of the result obtained through questionnaires. The data gathered were presented according to the order in which they were arranged in the research questions, simple percentage and pie graphs were used to analyse the demographic information of the respondents while spearman rank correlation was adopted to test the research hypotheses. 
4.2 BIO DATA OF RESPONDENTS
	Table 1 gender of respondents

	
	Valid
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	Male
	60
	60.0
	60.0
	60.0

	
	Female
	40
	40.0
	40.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: field survey, 2025
Table1 above shows the gender distribution of the respondents used for this study.
60 respondents which represent 60.0percent of the population are male while the remaining 40 respondents which represent 40.0 percent of the population are female.
	Table 2 age grade of respondents

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	below 17years
	15
	15.0
	15.0
	15.0

	
	18-20years
	15
	15.0
	15.0
	30.0

	
	21-30years
	40
	40.0
	40.0
	70.0

	
	31-40years
	10
	10.0
	10.0
	80.0

	
	41-50years
	10
	10.0
	10.0
	90.0

	
	above 50years
	10
	10.0
	10.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: field survey, 2025
Table 2 above shows the age grade of the respondents used for this study. 
15 respondents which represent 15.0percent of the population are below 17 years.15   respondents which represent 15.0 percent of the population are between
18-20years.40respondents which represent 40.0 percent of the population are between 21-30years.10respondents which represent 10.0 percent of the population are between 31-40years.10respondents which represent 10.0 percent of the population are between 41-50years while 10respondents which represent 10.0 percent of the population are over 50years.
	Table 4 marital status of respondents

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Single
	60
	60.0
	60.0
	60.0

	
	Married
	30
	30.0
	30.0
	90.0

	
	Divorced
	5
	5.0
	5.0
	95.0

	
	Widowed
	5
	5.0
	5.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: field survey, 2025
Table 4 above shows the marital status of respondents used for the survey
60 respondents representing 60.0percent of the population are single.30 respondents representing 30.0 percent of the population are married.5 respondents representing 5 percent of the population are divorced while 5 respondents representing 5 percent of the population are widowed.


4.3 TABLES BASED ON RESEARCH QUESTIONS
	Table 6 HUMAN RESOURCE LEVEL IS A TARGET OF ORGANIZATIONAL CHANGE IN THE BANKING INDUSTRY

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	50
	50.0
	50.0
	50.0

	
	Agree
	25
	25.0
	25.0
	75.0

	
	Undecided
	5
	5.0
	5.0
	80.0

	
	Disagree
	10
	10.0
	10.0
	90.0

	
	Strongly disagree
	10
	10.0
	10.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: field survey, 2025
Table 6 shows the responses of respondents that Human resource level is a target of organizational change in the banking industry.50 respondents representing 50.0 percent strongly agree that Human resource level is a target of organizational change in the banking industry. 25 respondents representing 25.0 percent agree that Human resource level is a target of organizational change in the banking industry. 5 respondents representing 5.0 percent were undecided. 10 respondents representing 10.0 percent disagree that Human resource level is a target of organizational change in the banking industry 10 of the respondents representing 10.0 percent strongly disagrees that Human resource level is a target of organizational change in the banking industry.
	Table 7 RESISTANCE TO CHANGE BY EMPLOYEES IN THE BANKING SECTOR LOWERS AN ORGANIZATIONAL EFFECTIVENESS

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	40
	40.0
	40.0
	40.0

	
	Agree
	50
	50.0
	50.0
	90.0

	
	Undecided
	2
	2.0
	2.0
	92.0

	
	Disagree
	3
	3.0
	3.0
	95.0

	
	strongly disagree
	5
	5.0
	5.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: field survey, 2025
Table 7 shows the responses of respondents that Resistance to change by employees in the banking sector lowers an organizational effectiveness. 40 respondents representing 40.0 percent strongly agree that Resistance to change by employees in the banking sector lowers an organizational effectiveness. 50 respondents representing 50.0 percent agree that Resistance to change by employees in the banking sector lowers an organizational effectiveness. 2 percent were undecided. 3 respondents representing 3.0 percent disagrees that Resistance to change by employees in the banking sector lowers an organizational effectiveness while the remaining 5 of the respondents representing 5 percent strongly disagrees that Resistance to change by employees in the banking sector lowers an organizational effectiveness. 
	TABLE 8 THERE IS A SIGNIFICANT EFFECT OF ORGANIZATIONAL CHANGE ON EMPLOYEE PERFORMANCE IN THE BANKING INDUSTRY

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	40
	40.0
	40.0
	40.0

	
	Agree
	50
	50.0
	50.0
	90.0

	
	Undecided
	2
	2.0
	2.0
	92.0

	
	
	
	
	
	

	Total
	100
	100.0
	100.0
	
	 
	



Source: field survey, 2025
Table 8 shows the responses of respondents that there is a significant effect of organizational change on employee performance in the banking industry. 40 respondents representing 40.0 percent strongly agree that there is a significant effect of organizational change on employee performance in the banking industry.  50 respondents representing 50.0 percent agree that there is a significant effect of organizational change on employee performance in the banking industry. 2 respondents representing 2 percent were undecided. 5 respondents representing 5.0 percent disagrees that there is a significant effect of organizational change on employee performance in the banking industry while the remaining 3 of the respondents representing 3 percent strongly disagree that there is a significant effect of organizational change on employee performance in the banking industry.	
	 Table 9 STRUCTURE CHANGE IS AN IMPORTANT CHANGE MADE TO THE ORGANIZATION STRUCTURE

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	50
	50.0
	50.0
	50.0

	
	Agree
	30
	30.0
	30.0
	80.0

	
	Undecided
	5
	5.0
	5.0
	85.0

	
	Disagree
	10
	10.0
	10.0
	95.0

	
	strongly agree
	5
	5.0
	5.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: field survey, 2025
Table 9 shows the responses of respondents that structure change is an important change made to the organization structure. 50 respondents representing 50.0 percent strongly agree that structure change is an important change made to the organization structure. 30 respondents representing 30.0 percent agree that structure change is an important change made to the organization structure. 5 respondents representing 5 percent were undecided. 10 respondents representing 10.0 percent disagrees that structure change is an important change made to the organization structure while the remaining 5 of the respondents representing 5percent strongly disagrees that structure change is an important change made to the organization structure.
	TABLE 10 TECHNOLOGICAL CHANGE HELPS TO INCREASE THE EFFICIENCY OF A PRODUCT

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	40
	40.0
	40.0
	40.0

	
	Agree
	30
	30.0
	30.0
	70.0

	
	Undecided
	15
	15.0
	15.0
	85.0

	
	Disagree
	10
	10.0
	10.0
	95.0

	
	strongly disagree
	5
	5.0
	5.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: field survey, September, 2025.
Table 10 shows the responses of respondents that technological change helps to increase the efficiency of a product. 40 respondents representing 40.0 percent strongly agree that technological change helps to increase the efficiency of a product. 30 respondents representing 30.0 percent agree that technological change helps to increase the efficiency of a product. 15 respondents representing 15.0percent were undecided. 10 respondents representing 10.0 percent disagrees that technological change helps to increase the efficiency of a product while the remaining 5 of the respondents representing 5.0 percent strongly disagrees that technological change helps to increase the efficiency of a product.
	TABLE 11 MANAGEMENT MUST ENSURE FULL IMPLEMENTATION OF HUMAN RESOURCE MANAGEMENT POLICY IN AN ORGANIZATION AND ENSURE THE USE BY ALL EMPLOYEES

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	40
	40.0
	40.0
	40.0

	
	Agree
	50
	50.0
	50.0
	90.0

	
	Undecided
	2
	2.0
	2.0
	92.0

	
	Disagree
	5
	5.0
	5.0
	97.0

	
	strongly disagree
	3
	3.0
	3.0
	100.0

	
	Total
	100
	100.0
	100.0
	



Source: field survey, 2025
Table 11 shows the responses of respondents that Management must ensure full implementation of human resource management policy in an organization and ensure the use by all employees. 40 respondents representing 40.0 percent strongly agree that Management must ensure full implementation of human resource management policy in an organization and ensure the use by all employees.  50 respondents representing 50.0 percent agree that Management must ensure full implementation of human resource management policy in an organization and ensure the use by all employees. 2 respondents representing 2 percent were undecided. 5 respondents representing 5.0 percent disagrees that Management must ensure full implementation of human resource management policy in an organization and ensure the use by all employees while the remaining 3 of the respondents representing 3 percent strongly disagree that Management must ensure full implementation of human resource management policy in an organization and ensure the use by all employees.
	Table 12 THERE IS A SIGNIFICANT RELATIONSHIP BETWEEN ORGANIZATIONAL CHANGE AND EMPLOYEE PERFORMANCE IN BANKING SECTOR

	
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	50
	50.0
	50.0
	50.0

	
	Agree
	25
	25.0
	25.0
	75.0

	
	Undecided
	5
	5.0
	5.0
	80.0

	
	Disagree
	10
	10.0
	10.0
	90.0

	
	Strongly disagree
	10
	10.0
	10.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: field survey, 2025
Table 6 shows the responses of respondents that There is a significant relationship between organizational change and employee performance in banking sector.50 respondents representing 50.0 percent strongly agree that There is a significant relationship between organizational change and employee performance in banking sector. 25 respondents representing 25.0 percent agree that There is a significant relationship between organizational change and employee performance in banking sector. 5 respondents representing 5.0 percent were undecided. 10 respondents representing 10.0 percent disagree that There is a significant relationship between organizational change and employee performance in banking sector 10 of the respondents representing 10.0 percent strongly disagrees that There is a significant relationship between organizational change and employee performance in banking sector.
4.4 RESEARCH HYPOTHESES
Hypothesis 1
H0: There is no significant impact of psychological distress and work engagement on work family conflicts among orthodox ministers in Ibadan metropolis
H1: There is a significant effect of organizational change on employee performance in the banking industry.
 Level of significance: 0.05
Decision rule: reject the null hypothesis if the p-value is less than the level of significance, accept the null hypothesis if otherwise.
	Table 11 Test Statistics

	
	There is a significant effect of organizational change on employee performance in the banking industry

	Chi-Square
	105.520a

	Df
	3

	Asymp. Sig.
	.000

	a. 0 cells (.0%) have expected frequencies less than 5. The minimum expected cell frequency is 25.0.


Conclusions based on decision rule:
Since the p-value= 0.000 is less than the level of significance (0.05), we reject the null hypothesis and conclude There is a significant effect of organizational change on employee performance in the banking industry.

CHAPTER FIVE
	SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.0INTRODUCTION
In this chapter, we tried to focus on each chapter by summarizing what it entails.  Subsequent to this, a general recommendation has to be prescribed and finally the researcher out the conclusion based on the findings. 
5.1 SUMMARY
The objectives of the study were to
1. To determine the nature of organizational change and development. 
2. To determine the nature of employee performance.
3. To determine the effect of change on organizational performance. 
4. To determine the effect of change on employee performance in Gt bank plc.
Findings from the study revealed the following
1) Human resource level is a target of organizational change in the banking industry
2) Resistance to change by employees in the banking sector lowers an organizational effectiveness
3) There is a significant effect of organizational change on employee performance in the banking industry
4) Structure change is an important change made to the organization structure 
5) Technological change helps to increase the efficiency of a product
6) Management must ensure full implementation of human resource management policy in an organization and ensure the use by all employees
7) There is a significant relationship between organizational change and employee performance in banking sector
5.2 CONCLUSION
The objective of this paper has been achieved. The change process at Gt bank Ilorinhas been reviewed. Recommendations on how this process can be made more effective have been made by leveraging on change management process theory by Mckinsey and other researchers. Various aspects of the change process at Gt bank Ilorinhave been analysed and appropriate interventions and techniques have been presented in a logical sequence order to maximise opportunities for success. The conclusions are therefore based on the investigation on how organizational change process can affect employee job performance. In addition, the research work can be used as reference material to various leaders in the other organizations in order to lead the transformation process according to the change management theory, thereby maximizing their chances of success
5.3 RECOMMENDATIONS
There are some reasons why it is important that an organization must always affect a change process. The organization must consider that employees are very vital in carrying out a change process. Sustainable long-term success and performance of the organization depends on employees. Following are the points for recommendations with respect to this study. 1. Management must ensure the full implementation of Human Resources Management policy in organization and ensure the use by all employees 2. Management should cultivate the habit of engaging their employees in the implementation process of change and improvement of Human Resources Management’s policy organizational wide. 3. Management should incorporate a training schedule and employee development program for general staff on the implementation of change and the newly developed HRM policy. This is to ensure employees are in the know and get familiar with the change process. 4. The process of communication and the system of communication must be well aligned in order to avoid rumors that could negatively influence the successful implementation of change process in an organization. 5. An evaluation should be conducted evaluations on employee performance in order to give room for promotions and rewards based on merit. 6.This study finally recommends for the management to put in place good change management monitoring and feedback process in order to fully achieve its objectives.

APPENDIX 1
Department of business admin
Kwara state polytechnic
,Ilorin.
Dear Sir / Madam,
REQEUST FOR ADMINISTRATION OF QUESTIONNAIRE
I am a ND student of Bus/Admin Department, Kwara State Polytechnic of  Ilorin
I am currently carrying out a research on “IMPACT OF ORGANIZATIONAL CHANGE ON EMPLOYEE PERFORMANCE IN BANKING INDUSTRY”
Therefore, your frank answer to this question will be highly appreciated as they will help the research a great deal. Be assured that all information given will be specifically used for academic purpose and will be treated with ultimate confidence. Thanks for your co-operation.
Yours faithfully
                BASHIRU FARUQ AYOMIDE
HND/23/BAM/FT/1067







QUESTIONNAIRE ON IMPACT OF ORGANIZATIONAL CHANGE ON EMPLOYEE PERFORMANCE IN BANKING INDUSTRY
Instructions:
Research questionnaire
Section A:  Respondents demographics (please tick the appropriate response and complete when necessary)
1.	Name of Unit: …………………………..........
2.	Years of Service: …………………………

General Information
1.	Sex:	Female 	(	)	Male	(	)
2.	Please indicate your age from the choices below
a.	Below 25 years		(	)
b.	26-35 years 		(	)
c.	36-45 years		(	)
d.	Above 45 years 		(	)
3.	Kindly indicate your highest academic qualification
a.	Primary school level	(	)
b.	Secondary school 	(	)
c.	University level		(	)

	S/NO
	RESEARCH QUESTIONS
	SA
	A
	U
	D
	SD

	1. 
	Human resource level is a target of organizational change in the banking industry
	
	
	
	
	

	1. 
	Resistance to change by employees in the banking sector lowers an organizational effectiveness
	
	
	
	
	

	1. 
	There is a significant effect of organizational change on employee performance in the banking industry.
	
	
	
	
	

	1. 
	Structure change is an important change made to the organization structure
	
	
	
	
	

	1. 
	Technological change helps to increase the efficiency of a product
	
	
	
	
	


Others (please specify)………………………………….
SECTION B
KEY:
1.	Strongly Agree 			= 	(SA)	-	1
2.	Agree 				=	(A)	-	2
3.	Undecided			=	(U) 	-	3
4.	Disagree				=	(D)	-	4
5.	Strongly Disagree		=	(SD) 	-	5
	
	1. 
	Management must ensure full implementation of human resource management policy in an organization and ensure the use by all employees
	
	
	
	
	

	1. 
	There is a significant relationship between organizational change and employee performance in banking sector
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