CHAPTER ONE
1.0	INTRODUCTION
	Motivation has been defined on different ways by different scholars and the patterns of these definition has helped on understanding motivation better some of these definition are as follows.
	Michael (1978) defined motivation as the act of stimulating someone or asset to get a desired course of action to push the button to get a desired reaction.
	While Hodgets (1977) viewed motivation as “the process of creating organizational conditions which well impel employees to strive to attain company goals”
	Viteless (1953) says that motivation represents an unsatisfied need which creates a state of tension or disequilibrium, causing the individual to move in a good directed pattern towards restoring a state of equilibrium by satisfying the need.
	Kills (1958) says that motivation is the stimulation of any emotion or desire operating upon ones will and prompting or during it into action.
	On the other hands, Umukoro (1994) has defined motivation as “the in relationship between the needs and the fulfillment of the needs”.
	Asika (1995) quoting Michael (1980) has defined motivation as “those psychological process that course the arousal, direction and persistence of voluntary action that are goal directed”.
	A motivated person is ready to act, R. stodyill (1959) defined motivation as a function drives and confirmed desirability estimates regarding various alternative satisfaction. How the motivated person decides to act is influence by us or her perception of the situation. Two people in the same motivated state and objective situation may act quite differently because they perceive the situation differently.
	Why do people have different perceptions of the same situation? We start with the nation that all of us is apprehend a stimulus object through sensations, that is flows of information through one or more of our five sense sight, bearing, smell, touch and taste, however, each of us attends, organize and interprets his sensory information in an individual way. In fact, perception can be defined as “the process by which an individual selects, organize and interpret information inputs too great a meaningful picture of world.
	A larger part of managers tasks is getting things done through people, he must therefore try and understand peoples motivation. This aspect of the management element of direction is concerned with inducing people to work to best of their ability.
	Motivation refers to the way urges, aspirations, drives and needs of human bangs direct their behaviour.
	M.D Vernon (1969) defined motivation as the ludden urge within us which compels us to behave in certain ways. Such urge may be purely instinctive. Motivation is also the process of arousing employes enthusiasm to enable them perform their duties with pleasure and interest in such a way that organizational goals will be achieved.
	Motivation may be positive or negative, if it is positive (Carrot approach) when some valuable rewards such as high pay, job security etc are offered for acceptable performance. It is negative (stick approach) when a form of physical, financial or social punishment such as loss of job, loose of income, reduction of or demotion is out to an individual for low performance.
	In fact it has been observed that the performance of employees in work jetting or at best in an organization is dependent on the degree of motivation given to the employee by the employers(s), however, employees energy curve well be at lowest when there are perceived inadequate motivation.
	In recent times, motivation of workers has been a subject of controversy between workers and management. A worker (employee) feels satisfied (intrinsic), when he is aptly he motivated, but dissatisfied (maintenance) when he is not motivated. The motivational factors are:
i. Achievement
ii. Recognition in work place
iii. Good take home package
iv. Higher responsibility
v. Advancement and growth
vi. Training and development
vii. The work itself


Maintenance factors are:
i. Company polity
ii. Work condition
iii. Salary
iv. Relationship with peers
v. Inter-personal relationship with superior
vi. Inter-personal relationship with subordinates
vii. Job security
The above factors are what Fredrick herzberg, referred to as the “two factor theory” but if the above factors the motivational facts are properly harnessed, the employees would perform better in any organization.
	Nevertheless, contrary to what motivation is all about, some organizations choose the path of rationalization for the sole aim of not paying a whopping sun as salary. The workers also have chosen to commit fraud without recourse to equity due to job insecurity occasional by frequent retrenchment exercise. This is the main reason for sporadic fraud in banks as witnessed in the country on recent time. In conclusion therefore, it has been noticed and conformed that lack of motivation is the bone of frequent strukes and decreased productivity in an organization; sums up the merits of motivation thus:
i. It enhances individual and organizational growth
ii. It improves productivity and performance
iii. It enhance quality
iv. It improve safety
v. It enhances group dynamism
vi. It enhances corporate image 
vii. It enhances good labour management relations
1.1	STATEMENT OF THE PROBLEM
	The modern organization is very complex and profit oriented. Various reasons have been advanced for the performance and low productivity of an average Nigerian worker. The major problem has been what is or the best means of making workers perform well towards achieving the organization goals.
	Various theories on motivation has been postulated by various scholars of international repute and it affects employees performance and productivity. Some of the theories are examined below:
	Abraham Maslow of branches University, a prominent student of “Behaviour” has propounded a theory on motivation known as the “herarchy of need”. The underlying concept of the theory cannots that human needs are Lierachical; that a need must be gratified before other needs will predominant. These needs, according to Mashow, are the physiological) Biological needs, security (safety) needs, social needs, Esteem needs and self, actualization. He (Maslow) strongly believed that these needs are in linearity.
	Another scholar on motivation was claylon P, Alderfer’s needs theory. This theory simply stated that human needs are circumstantial. These needs are: needs for existence, relatedness and growth. The ERG theory. Alderfer fervently believed that these needs are in a “continuum” tendency to move forward and backward according to situation. This is a complete aberration from Maslow’s needs hierarchy.
	Theory x and y which was postulated by McGregor clearly indicates the inner essence of a worker. A worker detested to work (theory X unless forced, the converse is theory y.
	The “Equity” theory which was postulated by S.Adams (1963) generally explains how employers should strive for justice and for play in their places of work and how they are motivated to correct them. Other notable theories are:
i. Fedrick Herzberg – two factor theory
ii. Victor room – expectancy theory
iii. David mcclehand – need concept
Conclusively, we have observed that all the aforementioned theories centered on motivation as it affects employees performance in an organization. Therefore, employees should ensure to see that its employees are adequately motivated to achieved the descred profit maximization objective of the organization, since motivation. They say increase out.
1.2	SCOPE OF THE STUDY
	Motivation has been the focal point of interest between employees in an organization especially in banking sector however, the study is limited to united bank for Africa (UBA) plc shall be placed on.
i. Key concepts and theories of motivation in relation to banking
ii. The bulk of the employees in various branches of the bank in lagos including the head office will be used consequently, the research questions will be answered from the data collected from these staff, hence findings shall only be applicable to the above mentioned bank
1.3	SIGNIFICANCE OF THE STUDY
i. The study will be very useful to employers of labour in organization as various concepts of motivation will be adequately addressed. The study also will help management of the organization (united bank for Africa-UBA) to know in other to motivate them.
the study is also to determine the effect of motivation or individual and group of workers and their actions and reaction towards such aspects of the motivation’s potentials
ii. The study will be useful to the following:
a. The organization: united bank for Africa (UBA) plc on which this study is conducted
b. the employee(s) in organization who is desirous in knowing why motivation has been the issues of controversy between management and employees will also benefit tremendously from this study
c. They society would also gain a lot from this study as various theories on motivation will be highlighted.
d. However, the use of questionnaire is intended to show how and what motivates workers in UBA Plc and probably proffer solutions that will be useful for improvement towards any eventual lapses that may surface during the period of the research work.
1.4	PURPOSE OF STUDY
	The banking industry in Nigeira, especially the commercial banking industry has been characterized by strike actions due to lack of motivation of staff and management’s indifferent attitude towards staff welfare.
	This study therefore aims at:
i. Determination factors affecting motivation in the commercial banking industry
ii. To find out why management has refused to motivates staff adequately
iii. To find out why lack of motivation affects employees performance.
iv. Advise bank for Africa plc on how to motivate staff.
v. To identify the problems that causes frequent strike
vi. The commercial banking industry
vii. To examine whether the bank is motivating is staff low and goal achievement
viii. To identify the problems that have inherited the effective and efficient performance of UBA Plc
ix. To examine whether the effect of motivation actually increase or decreases productivity and efficiency


1.5	LIMITATION OF STUDY
	Areas that will be examined in the study or research work:
i. Definition and explanation of motivation
ii. Contemporary mode of motivation
iii. Douglas Mcgregor’s theory
iv. Horzberg maintenances theory
v. Elton model managerial approach to motivation
vi. Financial incentives
vii. Use of participant
viii. Job enlargement
ix. Job rotation
1.6	DEFINITION OF TERMS
	Definition of some major terms used in this project work
Motivation: this is a psychological process that course the arousal, direction persistence of voluntary actions that we are goal directed (micheal 1986) (OYEBODE 2001) defined motivation as a product of behaviour (individual and group behaviour) and desire ad determined by the target productivity level in the organization.
Motivation can still be defined as a energy that drives the workers to perform his work effectively and efficiently.
Effectiveness and efficiency in organization: this can be defined as ability to accompany a given task while efficiency on it won can be defined as successive accomplishment of a given task at the rate required of its accomplishment.
Marketing environment: these can be defined as the internal and external variable which have negative and positive effect on the marketing activities and may affect organization objectives and goals.

CHAPTER TWO:
LITERATURE REVIEW
2.0	INTRODUCTION
	To set the current research into perspectives in order to show the state of art. This chapter literature review is based on ideas and studies put forward by notable scholars in relation to the subject matter of the study.
2.1	DEFINITION OF MOTIVATION
	Motivation has been defined according to level of perception of various notable management scholars. Some of these definition are given below:
	Thusm Micheal (1975) defined motivation as the act of stimulating someone and oneself to get dsaried causes of action, to push the right button, to get a desired reaction”
	While Hodge (1977), defined motivation as the process of creating organizational conditions which will impel employees to strive to attain company goals” on the other hand, vittles (1953) defined motivation as representing an unsatisfied need which create a state of tension or dis-equilibrium causing the individual to move in a goal directed pattern towards restoring a state of equilibrium by satisfying the need”
	An asikka (1995) quieting Micheal (1986) had defined motivation, as “those psychological processes that cause the arousal, direction and persistence on voluntary actors that are goal oriented.
	The encyclopedia of management had defined motivation as, the degree of readiness of an organization to pursue some designated goal and implies the determination of the nature and locus of forces, including the degree of readiness.
2.2	TYPES OF MOTIVATION IN BANKING INDUSTRY
	There are two types of motivation which are:
i. Intrinsic motivation
ii. Extrinsic motivation
The intrinsic: This can be defined as motivation that is when the individual i.e. recognition, praise and participation in whatever one does.
The extrinsic: this can be defined as motivation that is external, it is not within the person e.g (incentives) it is therefore controllable measure used to influence employee to work effectively and efficiently. In relation to the work environment therefore, it can be used to influences or changed employee performance e.g. money retirement benefit, health insurance and compensations.
	The point stressed here is that on average banker willingness to work is a function of adequate motivation.
	The converse is unwillingness to work when there is perceived inadequate motivation.




2.3	KINDS OF MOTIVATION ON BAKING INDUSTRY
	Motivation are in two kinds
i. Positive kind of motivation
ii. Negative kind of motivation
Positive motivation: this can e defined as motivation that has its constituent fear punishment, and repermind in work place that influence, employee to work or perform effectively and efficiently to attain or achieve organizational goals and objectives.
2.4	TECHNIQUES OF MOTIVATION USED IN BANKING INDUSTRY
	Motivation as its name suggests, has various incentives and techniques which organizations can adopt in motivating their respective employee. The learner scholars, Christ obisi, has based that this techniques or incentives.
i. Financial or monetary
ii. Non-financial or non-monetary
I.	FINANCIAL INCENTIVES
	Motivation here has semantic connotation, indeed, some defined it as money (increase in salary) in terms of compensation, level allowances, remuneration and other financial benefits. While others view it as increase in fridge benefits such as housing, car loan etc. but in us “money” a motivator? To some extent, monetary incentives does not motivate top management staff in organization but could motivate junior staffers tremendously. Dr. Obisi captured the picture when he said “monetary” reward as a motivator is high in developing economics due to very low quality of life which they are facing”. To corroborate this increase in salary in developed countries (to some extent) are not regarded as motivation.

II.	NON-FINANCIAL OR NON-MONETARY INCENTIVES
	These are motivators which give personal satisfaction (instrcisic) to the individual. A reward that gives inner joy to the individual but cannot be measured and qualified in terms of money. Hence, the following are the non-financial motivators as stated by notable scholars.
a. Job security
b. More responsibility and authority
c. Sense of belonging and recognition
d. Job enrichment
e. Job loading
f. Pride, praise, prestige and status
g. Participation delegation
h. Acceptance
i. Competition
j. Better quality of work life both on and off the job
k. Opportunity for growth and promotion
l. Job rotation


2.5	MOTIVATION AND ORGANIZATION POLICIES USED IN UNITED BANKING FOR AFRICA (UBA)
	According to obisi, for motivational tools to succeed, it must be dynamic. He stated further that motivation technicians which are not flexible are dangerous and counter productive. He therefore, advised that organizations must and should not forget that a satisfied need is not longer a motivator of behaviour.
	Furthermore, he said that environmental, organizational and even individual changes should not be forgotten while organizing and implementing motivational toos, and that man is the wonder of wonders. Indeed, a man who had a bowl of pounded yam may not necessarily need the same pounded yam with the same kind of soup, he opined.
	Also, he said that a lady had a lone of mixed chocolate ice cream may be looking for fresh lime water sweet within few minutes. The same is applicable to workers. He nonetheless, said that a worker who needs money dearly wants something else as soon as he gets a need is gratified, it may not induce performance of it is applied again, hence, the urgency to be flexible and dynamic in applying motivational tools. He therefore advised organization to take the following suggestions among.
A. Merit and hand work must be rewarded adequately, rewards based on personal influences demoralizes the work force. In any organization, where rewards are likely to be misplaced, where spirited man is not as such respected and admired, motivational tools can not bear fruit. It is a set-back on advancement in an organization where merit plays second fiddle because of personal influences. Organizations will do well if they avoid org demoralizing influences in designing and implementing motivational tools.
B. Personal and demoralizing influences should be avoided because they attempt to disrupt the creative potention of the individual which is a disaster to both the individual and the organization.
C. Human resources development system must be properly utilized and development, selection, job rotation, job analysis, job enrichment, job evaluation, performance appraisal, merit rating etc these sub-system is properly utilized would a greater extent revitalize the work force
D. Delegating responsibility and retaining authority cannot motivate the work force. Authority and responsibility should be delegated.
E. Face to face meeting between supervisors and subordinates must be regularly organized to explain strengths and weakness and feedback takes.
2.6	MOTIVATIONAL THEORIES IN ORGANIZATION
	There are many motivational theories propounded by various scholars as it concerns employees performance in work setting. In this discourage, we will examine some of these theories as it relates to employees performance in work place as observed by Hackman (1975). That “an employee will work because of work interest and challenges him and when he performs effectively will rewards him for doing well”
	One of such theories is Abraham Maslow. He propounded the theory known as the “hierarchy of needs”. The Branches university scholar of “Behaviour” has said that human needs are herachical and that a need must be satisfied before other needs will predominate.
	These needs are physiological (biological) needs, safety (security) needs, social needs, and self actualization needs. This hierarchy of needs can be summarized in a pyramid from of five levels.
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	The physiological needs constitute such needs for food, water, shelter and sex. Safety needs includes a need for self-preservation as against biological needs for survival on the other hand, social needs include needs for love, friendship and social interaction. However, esteem needs include needs to attain recognition, urge for achievement, pratige, status and power. While self actualization need to realize one’s capabilities and potentialities to the fullest extent possible, the Abiola phenomenon.
	Another erudite scholar that postulated a theory in motivating was clayton P. Alderfer. His theory was anchored on need for Existence, need for relatedness and need for Growth (ERG) theory. He said that these needs have the tendency to more forward and backward according to situations. The configuration below how human needs are circumstantial.
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The existence need is tied to Abraham Maslow’s physiological and safety needs. While the relatedness need is tied to Maslow’s social needs and of course Growth need is tied to Maslow’s Esteem itself actualization needs.
	Theory x and y was propounded by Douglas McGregor, theory x simply states that a worker is not interested to unless force is used on him. Its main feature (among other) are:
i. Theory x people are indolent and unwilling to work except forced to do so
ii. They do not genuinely know what is good for them
iii. They are tickle minded, weak and could not easily fall victim of the charlatans.
iv. The requires forces to switch to action
v. Most workers place security above all other factors associated with work and will display little ambition.
On the other hand, theory y concept assumes that workers are interested to work if motivated sufficiently. Its main features among other are:
a. Men and women are loving and creative
b. That most people would be more interested to work
c. A given situation, even accept or seek responsibility
d. That all the matters to man as not only money. That working conditions and relationship do count a lot
e. It discourage the use of force and coercion in order to achieve results, since man will exercise self direction and self control if he is committed to the objectives.
The motivators-hygiene factors was another theory on motivation perfected by Fredrick Hertzberg (1957). He said that intrinsic factors and to gibe job satisfaction while extrinsic factors tend to give job dissatisfaction. The intrinsic factors are:
i. Recognition
ii. Achievement
iii. Work itself
iv. Responsibility
v. Individual growth
Conversely, those which constitute the extrinsic factors are:
i. Salary
ii. Superlor-subordinate relationship
iii. Job security
iv. General working condition
v. Supervision.
Fredrick theorized that the belief that a persons relations to his work is a basic one, and his attitude to his work can very well determine his success on failure. Fredrick Gerzberg in work and nature of man New York would publisher (1996) investigated the question, what do people want from their Job? Herzbarg concluded that the reply which people gave when they feel good about their jobs are significantly different from the replies given when they fee bad.
	The equity theory which was postulated by Adam in 1963 aptly explain how employee should be fair and just in their respective places of work, and how they are motivated to correct them.
i. Other distinguished scholars on motivation are David Mc cleaved Need concept
ii. Victor Vroom-expectancy theory
iii. Elton mayo
iv. David Mc Clelland’s theory
v. This theory has been the primary influence, the same people have a compelling drive to succeed for the sake of success alone. He contributed to the understanding of motivation by indentifying three types of basic motivation needs. He classified these as need for power, Need for Affiliation and Need for achievement. Findings and research conducted by Mc delland described high achievers as people who seek to do things better. They seek situation to problems where they are set moderately challenging goals. High achievers dislike succeeding by chance. They like to keep score, they are competitive and they look foe challenges.
Significantly, they avoid what they perceive to be very easy or very difficult task, they  are not gamblers. The three drives-power, affiliation and achievement are of special relevance to management smoke all must be recognized to make an organized enterprise work well.
NEED FOR POWER
	Mc clelland and the researchers have found that people with a lugh need for power have a great concern for exercising influence and control such individual generally are seeking positions at leadership, they are forceful, out spoken, hardheaded and demanding, they enjoy teaching and public speaking.
NEED FOR AFFILIATION
	People with high need for affiliation usually derive pleasure from being loved and tend to avoid the pains of being rejected by a social group. As an individual they are likely to be concerned with maintaining pleasant social relationships, to enjoy a sense of intimacy and understanding, to be ready to console and help others in trouble and enjoy friendly interaction with others.
NEED FOR ACHIEVEMENT
	People with a high need for achievement have influence desire for success and an equally have intense fear of failure. They want to be challenged, set moderately difficult but not impossible foals for themselves. They can assess and analyze problems, take a realistic approach.

HOW EMPLOYEE ARE MOTIVATED
	This has been made clear motivation is so complex and individualized that there can be no sample best answer. It appears that people desire a variety on outcomes, a combination of extrinsic and intrinsic. They will respond to a greater degree to jobs which optimize the outcome and will try and combine favorable characteristic of each. Satisfaction depends more on the content of work than conditions surrounding it. However, employees can be motivated through the following.
MANAGEMENT BY OBJECTIVE (1980)
	It has been described as a philosophy of management it seems to minimize external control and minimize internal motivation through count goal setting and self control, MBO integrates participation into organizational life.
	MBO has an objectives in itself. That objective is to change behaviour and attitudes towards getting jobs done. In other words, it is reward oriented. It is process whereby the superior and the subordinate of an organization jointly identify its common goals, define each individuals major areas of responsibility in terms of the result expected of him and use themes measures as guides for operating the unit and addressing the contributions of each of its members.
	MBO is also an efforts to blend and balance the goals of all key [personnel and an evaluation mechanisms. MBO is applicable there are people utilizing limited resources to achieve an end.
	The MBO process is made up of four steps 
i. Goal setting
ii. Action planning
iii. Self control and
iv. Period progressive review
In goal setting, we formulate, make a clear, concise statements of objectives. In action planning, we work on the means to these end i.e. we develop realistic action plans to attain the goal established. By self control, it means systematic monitoring and measuring of performance ideally, by having the individual reviews his or her own performance.
	Finally which periodic progress review, we take corrective action when behaviour deviates from the standard established on the goal setting.
JOB ENRICHMENT 
	A successful job expansion programme should ideally increase employer satisfaction while it produces lower absenteeism. Job may de enriched by increasing motivational content of jobs through the addition of different types of task or the provision of increased workers participation and involvement. The idea of job enrichment leads on from the theories of McGregor and Herzberg who emphasized that individual were more motivated when they were given opportunities to exercise desertion and were given more responsibility.


JOB ROTATION
	Job rotation offers a potential for dealing with the problem of worker dissatisfaction caused by over structuring the occurrence of boredom. Job rotation broadens employee and gives them a range of experiences. Boredom and monotony which develop after a person has acquired the skills to perform his or her task effectively are reduced when transfer are made frequently.
	Finally, since a broad experience permits a greater understanding of other activities within the organization, people are prepared more rapidly to assume greater responsibility, especially at the upper echelon. In other words, as one moves up the organization, it becomes increasingly necessary to understand the intricacies and interrelationships of activities.
WORKERS MODULES
	This brings us to the point where one would assume new activities every few hours, we can comprehend the techniques of work modules. Through the use of modules, it would be possible to increase diversity for workers. The benefits of work modules lier in increasing diversity for the employee by dividing up and sharing the undesirable work activities, rather than forcing people to fit in a particularly defined job.
FLEX TITLE
	Flex-time is a system where by employees assumes responsibility for completing his or her job, and that increases the persons feeling of self-worth. If is consistent with  the view that people are paid for producing work, not for being at their job stations for a set period of hours. There was an increase in employee productivity, fever errors, improve employee morale and a significant reduction in lateness and absenteeism. Workers perceives that they had great freedom, had a better integration of work and leisure found it easier to start and have early and enjoyed the opportunity to build up credit for taking time off.
JOB ENLARGEMENT
	Jobs can be enlarged by the addition of one or more relaxed tasks this is used to describe changes to increase the variety of task of person. The aim if to help problems of fatigue, low morale and apathy which occur because of the need for specialization. A person who produces a whole unit should in theory increase output and lead to greater job satisfaction. It reduces operator fatigue and relief from boredom where work is specialized and repetitive.
	The advantage derivable from participatory management namely: improved quality of decisions and increase ease of implementation of decisions. This can be achieved only in a stable environment where the participants are with relevant knowledge, information, experience and willingness to participate. In addition, certain conditions have to be met if employees are to contribute meaningfully to making a decision.
	The importance of selecting an appropriate motivational approach. The role of a manger, you are likely to fund such terms as planners, organizers, directors and controller. As organizations evolve to accommodates todays changes and as mangers become involved in developing and empowering employees and managers have to spend more time developing and teaching them to handle the new challenges and when employees understand the rationale and objectives relevant to situation, they can better formulate appropriate strategies for dealing with a problem. Employees will also learn to set priorities in a way that is more consistent with the priorities of their organizations. Key ingredients for good teaching and learning include patience, tolerance, openness and trust.
PATIENCE
	Refers to long-term perspective investigating significant amount of time and attention now will yield dividends later as employees accept ownerships of their jobs, deepen their commitments to the organization.
TOLERANCE
	Means forgiving mistakes to learn, people must try, try to invite improvement, intolerance discourages trying which serves to retard the learning process. Under an inspiring and visionary leadership, organizations enjoy high productivity, high quality products, low staff turn over and strong moral workers. Through training your employees can have greater degree of confidence that the work will progress through a pattern you designed people learn from their mistakes, seldom do they learn anything from success.
	It should be realized that organizations that have been and will be successful at empowering their employees through learning share some common characteristics.
1. They are led by chief executives who are effective at communicating the importance of learning to their people.
2. They make learning such an integral part of the corporate culture that employees constantly are aware of it and are guided by it.
3. They provide employees with the opportunities and resources they need for learning to take place.
4. They realize that patience, tolerance, openness and trust are the tools managers need to function well as teachers
5. They are acquisition of knowledge you treat training as a process rather than an even. A better definition of a good executive is he who has successfully trained others to discharge his responsibilities.
When staff performance appraisal is judiciously applied, performance appraisal forms a rational basis for the distribution of organizational reward. It serves as one useful instrument for employee motivation. All we now need it to evolve as organizational reward. It serves as one useful instrument for employee motivation. All we now need it to evolve as organizational culture that creates an atmosphere of trust, discipline and mutual acceptance, on discipline and mutual acceptance on which assessments are based on objectivity.
	Furthermore, organizations should provide mechanisms, processes and procedures that will allow a grieved persons to seek redress on appraisal maters. Here has another challenges for the personnel practitioners or human resources manger should go beyond the routine task of dating analyzing and loading of appraisal scores to more challenging role of scrutinizing these scores and comments with a view to correcting errors, misrepresentations, in consistencies, bias and deliberate falsehoods.
	The personnel manger/human resources manager should not hesitate to examine the relevant records and supply additional correctives information where necessary by so doing, the personnel manager/human resource would not be living up to expectations as an impartial umpire, mediator and last hope of the common worker. This, in fact is the only way the personnel department can justify its role in the organization.
2.7	SERVICES PROVIDED BY UBA PLC
	The bank undertakes a comprehensive and competitive banking services in accordance with the guidelines of the central bank of Nigeria. The range of these services are:
1. Domestic banking services:
The bank provides nominal commercial banking facilities to both individuals, private enterprises and corporate bodies. The domestic services include opening and operating savings deposit, current and fixed deposit, accounts, domestic funds transfer services, issuing regular up to date, statement of customers accounts and providing agency services for syndicate credits. The bank also guarantee safe deposits services whereby customers valuable items are kept for safe custody.
2. Corporate banking services
The banks corporate public sector banking has been structured to provide efficient and top quality services to customers and offering individualized services to a selected growers and offering individualized services to a selected group of clients. However, to benefit from the bank’s purposeful corporate banking services, customers must possess good management, strong, financial and technical capabilities, present track records of sustainable and profitable performance or potential for future growth some of the UBA corporate customers who enjoy the bank’s strong financial support are:
i. Sun flag mills
A UBA corporate customers who enjoy the bank’s strong financial support because of sun flag’s commitment and ability to assist in clothing Nigerian
ii. Nafcon 
(National fertilize company of Nigeria) non, Port-Harcourt, commitment to catalyzing (agriculture) crop production A UBA credit facilities to the agriculture and agro-based sector of the economy.
iii. Alcott
A wholly owned subsidiary of AFPRINT; producer of the popular sunola vegetable oil. The company also engages in cotton seed farming, providing resource base for textile raw materials.
3. Money market operation
The bank’s treasury and financial services department is well equipped to accept funds at very competitive interest rate and with maturity profile ranging from one day to 366 days
4. Foreign exchange services
The bank is an authorized dealer in foreign exchange operation. It offers the following services:
i. Procurement of foreign exchange from the exchange market of customer’s demand
ii. Processing of foreign exchange applications and relevant document on behalf of customers.
iii. Provision of multi-national funds transfer world-wide through the services of the Bank’s correspondent banks.

CHAPTER THREE
RESEARCH METHODOLOGY
3.0	RESEARCH POPULATION
	The population of this study covered the entire unit in united Bank for Africa (UBA) as a whole. in order to study the significance of motivation in enhancing the employee performance in a competitive marketing environment which is almost in variable conducted by the means of some generalization which applicable to the whole population from which  samples drawn are  reached.
The sample size give the uniting factor attuned in chapter one, under the scope of the study, the population of the study will primarily be staff of united bank for Africa {uba} in chain. The subject matter of the study is employees sampling frame.
SAPLING TECHNIQUES
Since it was not possible to do a complete study of all the branch as of the bank it this become necessary to choose a sample population by employing STRATING RANDOM sampling techniques for the united bank for Africa (UBA) plc staff.
3.1	RESEARCH DESIGN
	The researcher design for their study involve in specification of procedure for collecting analyzing the obtained information in order to generate accuracy on the expected unique of the information associated with cash level of acumen in this research work.
	Descriptive method also designed as an improve private sources of collecting information on the given subject the significance of motivation in enhancing the employee performance in a competitive marketing environment. In this situation, effective information has to be values acquired to help in improving the research work at various levels and described precisely what the research work is about perfect observed has to be crannied out in order to avoid surrogate lovers. 
	A carefully designed questionnaire was used in this study to elicit information from respondent.
3.2	DATA COLLECTION METHOD, TECHNIQUES AND TYPE OF DATA COLLECTED
	in an effort to achieve a better and meaningful result for their project work, the researcher made use of both the primary and secondary data for the collection of information necessary for this project work and these are as follows.
	Primary data are collected specifically for research at hands, they are collected for he first time for this project work. The method used in this project of collecting primary data includes personal interview and interview by questionnaires method.
	Secondary data this consist of existing information which may be useful for a particular research at hand. There are two general sources of secondary data and they are internal and external sources.
	Internal source provides information or data with the form or organization and this includes sources the firm or organization and this includes general statement on the significance of motivation on enhancing the employee performance in a competitive marketing environment.
	External source of collecting secondary data provide information on data collected or obtained outside the organization.
	For the purpose of the research work, the researcher made use of some relevant text books written by marketing and management authors as well as report on the significance of motivation in enhancing the employee performance in a competitive marketing environment.
	The reasons for using secondary data is that it is economical and easily available and could be taken with complete confidentially.
SOURCES OF DATA
	Data for this study are obtained from two main sources published and unpublished. Unpolished data is in the original form and are kept in store while published data are readily available and accessible sources are from annual report of the organization especially United Bank for Africa (UBA), research and other effective sources in the organization.
3.3	METHOD OF DATA COLLECTION
	The data are gathered systematically collected from the questionnaire, which are presented, analyzed and interpreted, copies of questionnaire were administered by the researcher to the respondent interview was also carried out as well.



3.4	DATA PRESENTATION AND ANALYSIS TECHNIQUES
	The data here are collected at first hand information presented and information analysis was obtained from the entire staff of united Bank for Africa (UBA) which involves in interview with all of the and all this data re to be presented and analyzed through the frequency table and percentage, describe the nature of the respondent.
	The procedure with regard to the respondent to each item in part of the questionnaire are as follow yes, no and Neutral.
3.5	METHOD OF DATA ANALYSIS
	There are various methods of data analysis in carrying out research, but most suitable method of analysis in this study is testing of hypothesis with goodness on percentages.
HYPOTHESIS 
	There are educate guesses about the relationship between variable, it is divided into two.
I.	NULL HYPOTHESIS
	This is hypothesis to be tested and it is denoted by HO
II.	ALTERNATIVE HYPOTHESIS
	Any hypothesis with the hope that it will reject Hi lead to the acceptance of alternative hypothesis which is denoted by Hi.


CHAPTER FOUR
4.0	DATA PRESENTATION AND DATA ANALYSIS
	In this chapter, an attempt is made to present and analysis information from the questionnaire administered.
	The questionnaire was divided into two sections. The first section deals with the demographic composition of the sample population and this comprises question in respondent age, sex, marital status, educational background, how long have you been on the job, income bracket. All these are important factor for the bank staff.
	Section two of the questionnaire contained questionnaire the subject matter of the study and how it affect the employees motivation and the UBA plc.
	A total number of forty (40) questionnaire were administered to the bank staff and all were respond to.
4.1	HISTORICAL BACKGROUND OF THE ORGANIZATION UNITED BANK FOR AFRICA PLC
The United Bank for Africa (UBA) plc is one of Nigeria’s top three commercial banks. It was established in 1961 by a consortium of 5 international banks to take over the banking business carried on in 	Nigeria since 1949 by the British and French Bank Ltd. With assets of over N54.4 billion and 205 branches spread all over Nigeria, the bank has recorded an impressive growth rate.
UBA is active in all aspects of commercial Banking and provides International Banking, Trusteeship, share registration, corporate finance and computer services through specialized dissections and subsidiaries.
An aggressive business promotion strategy coupled with a willingness to innovate has earned the bank an enviable position in the banking industry, UBA plc is strongly committed to its social responsibilities and identifies with the communities in which it is represented. 
Four of the founding international Banks, namely, Banque National de paris, Bankers International corporation, New York, Bonca National del Labord and Monte die pasches desiena, who altogether own 40 percent of the shareholding, are represented on the board of Director and continue to make their expertise and resources throughout the world available to assist the bank and its customers.
UBA plc has branches in New York and Grand layout man island. It also maintain correspondent relationship with many banks in Africa and in Major countries of the world.
The bank started business immediately it was established in 1961 to take over the banking business cared on in Nigeria by British and French Bank Limited.
4.2	ORGANIZATIONAL STRUCTURE OF UNITED BANK FOR AFRICA (UBA) PLC
	In responding to over increasing needs of its various customers, the bank has established 2005 branches spread over all the states of the federation and federal capital territory, Abuja.
4.3	DATA INTERPRETATION AND ANALYSIS
	The responses in question 1-6 and 30 were presented in tables and frequency and percentage were used to analyze them.
The following codes were applied
	Option
	Codes

	Strongly agree
	1

	Agree
	2

	Uncertain
	3

	Disagree
	4

	Strongly disagree
	5


	Also the first section shall dela with the analysis of demographic factors while the second shall deal with the analysis of data.
SECTION ONE
	Analysis of demographic data
Table 4.1 distribution of respondents by age
	Variable
	Frequency 
	Percentages (%)

	Below 20 years
	-
	-

	20-30 years 
	14
	28

	31-40 years
	20
	40

	41-50 years 
	11
	22

	Above 50 years
	5
	10

	Total 
	50
	100


	It could be concluded from table 4.1 that 14 (28%) are staff whose age is between 20-30 years, 30(40%) are staff whose age is between 31-40 years, 11 (22%) are staff whose age is between 41-50 years, 5(10%) are staff whose age as above 50 years while none of below 20 years.
	It called be seen that most staff are in the age bracket of 31-40 years. This shows that the staff population id made up of young people who are productive and active.
TABLE 4.2 DISTRIBUTION OF RESPONDENT BY SEX
	Variable
	Frequency
	Percentage (%)

	Male
	29
	58

	Female 
	21
	42

	Total
	50
	100


	Table 4.2 above shows that 29 (58%) are male staff, while 21(42%) are female staff, this implies that the staff population in the head office is made up of more make staff than female staff.
TABLE 4.3.	DISTRIBUTION OF RESPONDENT BY MARITAL STATUS
	Variable
	Frequency
	Percentage (%)

	Single
	18
	36

	Married 
	32
	64

	Total
	50
	100


	This distribution above indicates that, 18 (36%) of the respondents are single while 32 (64%) of the respondents are married. The result shows that majority of the staff in the head office are married

TABLE 4.4 DISTRIBUTION OF RESPONDENT BY EDUCATIONAL BACKGROUND
	Variable
	Frequency
	Percentage (%)

	Primary six below
	-
	-

	Secondary education and polytechnic colleges of education
	13
	26

	University degree
	19
	38

	Equivalent
	18
	36

	Others
	-
	-

	Total
	50
	100



	It observed in table 4.4 above that, 13 (26%) have secondary education and equivalent, 19(38%) have polytechnic, colleges of education and equivalent while none have primary six and below and others.
TABLE 4.5 DISTRIBUTIONS OF RESPONDENTS ACCORDING TO LENGTH OF SERVICE
	Variable
	Frequency
	Percentage (%)

	Below 3 yeas
	5
	10

	3-5 years
	6
	12

	6-8 years
	5
	10

	9-11 years
	6
	12

	12-14 years
	7
	14

	Above 14 years
	21
	42

	Total
	50
	100


	It is noticed in table 4.5 above that, 5(10%) have been with the bank for three years and below, 6 (12%) have been with the bank for 3-5 years, 5(10%) have been with the bank for 6-8 years, 6 (12%) have been with the bank 9-11 years, 7(14%) have been with the bank for 12-14 years and while 21-(42%) have been with the bank for 14 years and above.
	This however shows that the majority of the staff in the head office had experience of above 14 years
TABLE 4.6 DISTRIBUTION OF RESPONDENT BY INCOME BRACKET
	Variable
	Frequency
	Percentage (%)

	Below N50,000
	9
	18

	N50,000 – N55,000
	11
	22

	N55,000-N60,000
	6
	12

	N65,000-N70,000
	10
	20

	Above N70,000
	14
	28

	Total 
	50
	100


	We noticed in table 4.6 above that, 18% earn income below N50,ooo 22% earn income between N50,000-N55,000 12% earn income between N55,000-N6000, while 20% earn income between N65,000-N70,000 on the other hand 28% earn income above N70,000
Section two: analysis of other data


4.2.1 WHAT FACTORS ARE AFFECTING MOTIVATION IN COMMERCIAL BANKING INDUSTRY?
TABLE 4.7 THE MAIN AND STANDARD DEVIATION OF THE VIEWS EXPRESSED IN QUESTIONNAIRE 7-10
	Variable
	X
	SD

	Inadequate training is one of the factors affecting employees motivation in the commercial banking industry
	3.82
	3.95

	Non promotion of employees are one of the factors affecting motivation in commercial banking industry
	3.80
	3.72

	Insufficient profit made by the banks can affect employees motivation in the commercial banking industry
	3.62
	4.33

	Bad office environment is one of the factors affecting employee motivation in the commercial banking industry
	3.82
	??


From table 4.7 above, it can be seen that the respondents strongly agree that inadequate training of employees is one of the factors that affects motivation in the commercial banking industry with views that have a mean of 3.82. They also strongly agree that non-promotion of employees affect motivation on the commercial banking industry with view that have a mean of 3.80.
	Furthermore, respondents agree that insufficient profit is one of the factors that affects employees motivation in the commercial banking industry with views that have a mean of 3.62 and they also strongly agree that bad office environment is one of the factors that affects employees motivation in the commercial banking industry with view that have a mean of 3.82.
4.2.2 WHAT FACTORS AND APPRAISAL MANAGEMENT FOR REGUSING TO MOTIVATE STAFF?
TABLE 4. THE MAIN AND STANDARD DEVIATION OF THE VIEWS EXPRESSED IN QUESTIONNAIRE 11-14
	Variable
	X
	SD

	Fraudulent activities on the part of employees are one of the factors that appraised management refusal to motivate it employees
	3.80
	3.72

	Frequent strike embarked upon by employees is one of the factors that appraised management not to motivate staff.
	1.88
	2.87

	Decreased output (productivity) is one of the factors that inform management not to motivate staff 
	3.88
	3.63

	Less of profit is one of the factors that appraised management.
	3.74
	3.25


	From the above table 4.8 it can be seen that respondents agree that fraudulent activities on the part of employees appraised management refusal to motivate employees. But respondents strongly disagree that frequent strike is one of the factors that appraised management refusal to motivate staff with views that have a mean of 1.88 and they also agree that decreased output would force management not to motivate staff with view that have mean of 3.88. however, respondents strongly agree that loss of profit is one of the factors which appraised management not to motivate its employees with views that have mean of 3.74.
4.2.3	HOW LACK OF MOTIVATION AFFECTS EMPLOYEES PERFORMANCE
TABLE 4.9	THE MAIN AND STANDARD DEVIATION OF VIEWS EXPRESSED QUESTIONNAIRE 15-18
	Variable
	X
	SD

	Irregular promotion of employees will affects employees performance
	3.76
	3.73

	Irregular training will affect employees performance
	3.75
	4.10

	Non increase of salary will affect employees performance
	3.70
	1.06

	Management refusal to implement some portions of new collective agreement (condition of service) will affect employees performance
	3.66
	1.22



	From table 4.9 above, it could be noticed that respondents strongly agree that irregular promotion affects employees performance will the views that have mean of 3.76. The mean of 3.75 shows that respodnets support the views that irregular training will affects performance. They (the respondents) also agree that non increase of salary affects employee performance with a mean of 3.70 Also, respondents unanimously agree that management refusal to implement some portion of new collective agreement refusal to implement some portion of new collective agreement affects employee performance with the views that have mean of 366.
4.2.3 what are the possible ways that UBA could used to motivate its employees?
Table 4.10	the mean and standard deviation of the views expressed in questionnaire 19-22
	Variable
	X
	SD

	Do you agree that constraints in house training staff are ways the united bank for Africa could adopt to motivate its employee?
	3.62
	1.21

	Promotion of staff on regular basis are ways the united bank for Africa could adopt to motivate its employee
	3.94
	1.31`

	Enhancement of good stipend to staff are the united bank for Africa could use to motivate it employee
	3.70
	1.14


From table 4.10 above, it could be noticed that respondents agreed that constraint in house training of staff are ways the UBA could adopt to motivate it employees with the views that have mean of 3.62. They also agree that staff promotion on regular basis is ways the UBA could adopt to motivate its employees with mean of 3.94. They also agree that staff provision of decent accommodation, granting of housing loan, car loan and education grant for employee professional and academic development are ways the UBA could adopt t motivate its employees with mean of 3.72 furthermore respondents expressed the views that enhancement of good stipend to staff are ways the UBA could use to motivate its employee with mean of 3.70. 
4.2.5 WHAT ARE THE WAYS THE BANKS COULD ADOPT FREQUENT STRIKES IN THE BANK 
TABLE 4.11 THE MAIN AND STANDARD DEVIATION OF THE VIEWS EXPRESSED
	Variable
	X
	SD

	Constraint upward vie of salaries and fringe benefits are the ways the commercial banks could adopt to stop frequent strikes in the banks
	3.42
	1.34

	Immediate implementation of nationally (macro) negotiated collective agreement” could stop frequent strikes in the banks.
	4.02
	1.09

	Constraint constitution between management and union executive on nagging issues bothering on employees welfare could stop frequent striles in the banks.
	3.34
	1.02

	Good coridla stop frequent between management and its employees could stop frequent strikes in the banks
	3.76
	1.83


	From table 4.11 above, it can be said that respondents agree that constant upward review of salaries and fringe benefits are the ways the commercial banks could adopt to avert frequent strikes in the banks with mean of 3.42. Respondents also strongly agree that immediate implementation of nationally (macro) negotiated “collective agreement” could stop frequent strikes in the banks with a mean of 4.02. They further agree that constant consultation between management and union executives on nagging issues bothering on employees welfare could stop frequent strikes in the banks with a mean score of 3.34. They also agree that good cordial relationship between management and its employees could stop frequent strikes in the banks with a mean of 3.76.
4.2.6 WHAT ARE THE WAYS THE UBA PLC CAN ADORT TO REDUCE CAUSES OF FRAUD?
4.2.7 TABLE 4.12
4.2.8 THE MEAN AND STANDARD DEVIATION OF THE VIEW EXPRESSED IN QUESTIONNAIRE 27-29
	Variable
	X
	SD

	An effective control of ledgers can reduce the incident of fraud in the UBA
	4.18
	3.44

	Adequate motivation of UBA staffers can reduce the trident of fraud
	3.50
	3.89

	Frequent inspection of various books of account can reduce the incident of fraud in the UBA plc
	4.20
	4.58


From table 4.12 above, it can be sold that respondents strongly agreed that an effective control of ledgers can reduce the incident of fraud in the united bank of Africa with a mean of 4.15. they also agreed that adequate motivation of UBA staff members can reduced the incident of fraud with a mean of  score of 4.20.
TABLE 4.13
SUGGESTION OF OTHER WAYS THE UBA PLC CAN ADOPT TO REDUCE CAUSES OF FRAUD
	Variable
	No
	Yes
	Total

	Employment policy
	44 (88%)
	6(12%)
	50(100%)

	Rotation of staff
	42(84%)
	8(16%)
	50(100%)

	Transfer of staff
	40(80%)
	10(20%)
	50(100%)

	Constant call over of ledgers
	39(75%)
	11(22%)
	50(100%)

	Daily positings of ledgers
	45(90%)
	5(10%)
	50(100%)

	Daily checking of cash postings
	44(88%)
	6(12%)
	50(100%)

	Regular statement of accounts to customers
	46(92%)
	4(8%)
	50(100%)


	From table 4.13, it can be seen that 11(22%) of the respondents suggested that constant call over of ledgers can reduce causes of fraud, 10(20%) respondents suggested that transfer of staff is one of the ways the UBA plc can adopt to reduce causes of frauds, 8 (16%) respondents suggested that in order to reduce fraud the UBA plc should rorate it employees while 6(12%) respondents suggested that the “employment policy” should be greater toward recruiting employees that will boldly say Yes to equity Yes to transparency Yes to accountability but No to graduated citizenship. Respondents believed that this is the only way the banking industry can be cleaned or sanitized of its dirty of fraudulent activities and graft. On the other hand, 6(12%) respondents also suggested that daily checking of cash posting will reduce causes of fraud. Furthermore, 5(10%) respondents are of the opinion that daily posting of ledger is one of the ways the UBA plc can adopt to reduce causes of fraud.
4.2.7 WHAT ARE THE WAYS THE BANKS CAN ADOPT TO MOTIVATE ITS EMPLOYEES TOWARDS GOAL ACHIEVEMENT
TABLE 4.14 THE MAIN AND STANDARD DEVIATION OF THE VIEWS EXPRESSED IN VARIABLE
	Variable
	X
	SD

	Introduction of computers to its banking operations can motivate employees towards goal achievement
	4.02
	2.66

	Provision of a good working environment are ways the bank could adopt to motivate it employees towards goal achievement
	3.88
	1.35

	Rewarding employees in a branch that made the highest profit are the ways the bank can adopt to motivate its staff towards goals achievement
	3.60
	1.25

	Provision of adequate medical care to staff and their children or words are the ways the bank can adopt to motivate its employee towards goals achievement
	3.86
	1.06



From table 4.14 above, it can be observed that respondents strongly agree that introduction of computers to its banking operations can motivate employees towards goal achievement with mean score of 4.02. they also agree that provision of good working environment are ways the bank could adopt to motivate its employee towards goal achievement with a mean of 3.88. , respondents are of the view that rewarding employees in a branch that made highest profit are the ways that bank can adopt to motivate its employees towards goal achievement with a mean of 3.60 furthermore, respondents agree that provision of adequate medical care to staff and their children or words are the ways the bank can adopt to motivate its employees towards goal achievement with a mean 3.80.
4.2.8	WHAT ARE THE PROBLEMS THAT HAVE INHIBITED THE EFFECTIVE AND EFFICIENT PERFORMANCE OF THE UBA PLC?
TABLE 4.15: THE MEAN AND STANDARD DEVIATION OF THE VIES EXPRESSED IN QUESTIONNAIRE 35.38
	Variable
	X
	SD

	Lack of qualified manpower has inhibited the effective and efficient performance of the UBA plc
	3.28
	2.88

	Lack of modern business equipments has posed greater problems to the effective and efficient performance of the UBA Plc
	1.32
	3.96

	Dishonest corrupt and fraudulent indinations of staff and general public have lundered the effective and efficient performance of the UBA PLC
	4.72
	3.90

	The government monetary policy, ceiling on interest rate and the current depression on the economy are the problems that inhibited the effective and efficient performance of the UBA Plc
	4.14
	1.46



From table 4.15 above, it can be noticed that respondents agree that lack of qualified manpower has inhibited the effective and efficient performance of the UBA with a mean of 3.28. nevertheless, respondents strongly disagree that lack of modern business equipment has posed greater problems that lack of modern business equipment has posed greater problems to the effective and efficient performance of the UBA Plc. With a mean score of 1.32 furthermore, respondents strongly agree that dishonest corrupt and fraudulent inclination of both staff and general public have hundred the effective and efficient performance of the UBA plc with a mean of 4.72. they also strongly agree that government monetary policy, ceiling on interest rate and current depression on the economy are the economy are the problem that inhibited the effective performance of the UBA plc exth showing 4.14.
4.2.8 IS MOTIVATION INCREASED EFFICIENCY AND PRODUCTIVITY
TABLE 4.16 THE MEAN AND STANDARD DEVIATION OF THE VIEWS EXPRESSED IN QUESTIONNAIRE
	Variable
	X
	SD

	Motivation increase employees efficiency and productivity in an organization
	3.46
	32.06

	Motivation decrease employees efficiency and productivity in an organization
	2.08
	28.82



From table 4.16 above it is aptly observed that respondents agreed that motivation increases employees efficiency and productivity in an organization with a mean score of 3.46. They however disagree that motivation decreases employees efficiency and productivity in an organization with a mean score of 2.08.
4.5 TESTING OF HYPOTHESIS
THE BELOW SHOWS THE SIGNIFICANCE OF THE HYPOTHESIS TESTED HYPOTHESIS TESTED USING THE 2-SCORE TEST OF 0.05 LEVEL OF SIGNIFICANCE
	Variable
	N
	X
	SD
	CV
	Remark

	Hypothesis motivation increases employees efficiency and productivity in an organization
	50
	3.46
	32.06
	1.25
	


Key
N	=	Number of respondents
X	=	Mean
SD	=	standard deviation
CV	=	calculate value
	These mean and standard deviation will used to test hypothesis stated in chapter.
	These hypothesis are tested at the 0.05 level of significance using the z-score test of differences of two means. The formula is as shows below
Z	=	X1 – X2
		S1 = S2
		n1 = n2




where
X1	=	Mean of first item
X2	=	mean of second item
S1	=	Standard deviation of the first item
S2	=	standard deviation of the second item
n1	=	Number of respondents of the first item
n2	=	Number of respondents of the second item
Z	=	different between the mean of two samples

CHAPTER FIVE
5.0	SUMMARY OF FINDINGS
	This study, effects of motivation of employees performance has attempted to found out how employees in banks have been motivating their employees for effective and efficient performance, using united Bank for Africa plc as- A case study. The question Naire was designed to provide information about the degree of motivation in the commercial banking industry. The data collected were presented and analyzed in chapter four in order to derive a valid and useful conclusion on the subject matter of the study.
	The study also shows that motivation increase employees efficiency and productivity in an organization as evident in the hypothesis tested.
5.1 CONCLUSION
In conclusion, we have tried to identify the problems that characterizes the motivation of employees in banking industry. The bank should understand that only banks that can boost of the personal touch, high quality service, distinctive competence in resource management and good customer relationship will rain the competitive advantage to maintain. Profitable level. All these aforementioned factor centre on employees who are the bedrock of the organization, hence their motivation must be prime to management.



5.2	RECOMMENDATION
	The study has proved beyond reasonable doubt that the quality level and overall performance of the commercial banking industry in Nigeria, with united bank for Africa as a case study is below the accepted standard due to employee motivational problems. Although the UBA plc is making serious and concerned efforts to motivate its employee.
	Also, the management of UBA should find a way of motivation give adequate training to their staff in order to meet the demands of their customer and also to be a breast with the competition currently wherent in the banking industry, Bedelan (1986) supported this nation when he said “training is the process of developing individual skill, knowledge and attitude so as to improve present and future performance” Ejiogu (1995) also seas training as a process of causing a person or even an animal to respond to discipline and instructions a process of making someone to become more proficient, effective and efficient in the performance of a task.
	Finally, it has to be stresses that motivation is a patient instruction in employees performance in an organization. In fact, it is the core of management of human resources.
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