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ABSTRACT
This project aimed at examining the effect of motivation as a tool for increasing employee efficiency motivation to work is very important topic in management because it has direct implication for the consequences of performance and satisfaction in an organization. In an attempt to do this, the study has its objective to look at the effect of motivation on employee performance, to see if money alone can  motivate employee and to find out the major problems militating against the whole performance in the bank.  A total number of 90 persons were interviewed among the staff and management of Guaranty Trust Bank (GTB). The review of related literature was also conducted in order to examine the work of other authors who are knowledgeable in the field of motivation. The study also took into consideration of the methodology such as research design, population and sampling size of the study, instrument and tools for data analysis. Simple percentages were used to analyze the data while chi-square method was employed to test the hypothesis.

i

CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND TO THE STUDY
An organization can be defined, in terms of the machinery used, but rather it is the human beings in the organization that make up the organization. For an organization to achieve its objectives, it has to entail the utilization of the available resources such as time, money and material resources such as machinery, raw materials and human resources.
The human resources of an organization are its most treasured reassured resources. This is because all other resources are of no importance without the involvement of the human resources (the Gordian, 2004). The human resources coordinator, coordinates all other resources into whatever objective they are to achieve. Also, the survival, achievement of productivity and the importance of any organization rests on the human resources, because human resources can think, differentiate between good and bad, and have ability to know what is attainable.
An organization that wishes to achieve its object has to work beyond the survival and relevance of processes, procedures, machine and indeed all technology but focus more on the human resources because all technology function as a result of the skill and willingness of the human resources, for the human to be highly motivated.
“Motivation” is the general term applying to the entire class of drives, desire, needs, whishes and similar force (Weltrich and Kootz, 1993). To say an organization motivates employees means those things which it hopes will safe those deserved and desired manner. Human motivation therefore is that which triggers or propels human beings to act in a required way. It can also be said as that something to make them willing to work hard in other to do it. But before an employee can be effectively motivated to carryout a task, he has to have a motive. These human motives are based on a need, they are either primary need such as their physical requirement for water, air, food, sex, sleep, shelter or secondary needs such as self esteem, status, affiliation with others, affection, accomplishment and self assertion (Weltrich and Koontz, 1993). When these things are satisfied in a human being, he may be highly motivated.
For an organization to effectively co-ordinate its employees because employees abilities are not fully productive without motivation. Motivation is a particular drive or desire in an individual and it moves them into performing an action that will enable them achieve a goal. An organisaiton has to know that it cannot achieve its objective by just employing an individual based on their technical qualifications, experience, credential and all material but rather, it should look at the individual person motive as well (Kelner, 2000). For an employers to have a long term success  in any given job, it depends on the energy and emotional engagement he brings to the job than on the training or qualification the person has obtain over a long time, the energy tends to differentiate those who enjoy their work and makes it easier for individual to excel.
1.2	STATEMENT OF PROBLEMS
The purpose of an organization is to achieve its objectives and to achieve this; it has to have effective and efficient employees. This, however not the case in most organization what we see are employees who are lazy, slow, relevant to act and unconcerned about their jobs. They are said to lack the zeal, the brightness and the motivation of hardworking, people and generally they dislike hearing anybody talk about efficiency, dedication, honesty, competence and productivity all which characterize achievement of people in an organization (the Guardian, 2004).
Moreover, most organization does not consider motivation technique as one of the ways in which they can improve their employees productivity. They are mostly profit driven and don’t think that by appropriate motivation of their employees, they will achieve their objectives. These organization looks at the technical qualifications experience, credentials and the aims of the individual they employ such that these employees with right credentials, qualifications and experiences are not rightly motivated in their job or work condition, their performances tend to be below par.


1.3	RESEARCH QUESTIONS
		The following research questions have been formulated in the course of this study.
· How does motivation affect the organization performance?
· Does motivation increase the performance of an organization productivities?
· Does increase in motivation tools have significant effect on the organization
· Does motivation have any relationship with organizational development.
1.4	OBJECTIVES IF THE STUDY
The purpose of this study is to show that an organization can achieve its objectives motivating its employees. The study attempt to show, to the organization, the ways to improve their goals. The study also shows the extent of motivation in the turnover of employees in an organization. The specific objective of the study are therefore to:
*	Identity the importance of human resources in an organization and also shows the importance of motivating the human resources in an organizational development.
*	It states clearly how the motivation of the human resources can help organization in achieving the objectives.
*	It identifies the organizational context of effective motivation and performance.
*	It states how the management of an organization can use rewards and goals to motivate its employees.
1.5	RESEARCH HYPOTHESIS
	The hypothesis to be tested in the study are highlighted thus:
Ho: Performance does not increase it is recognized for doing a job
Hi: Incentive leads to improvement in employee’s performance
Hii: Motivations have no effect on employee’s performance
1.6	SIGNIFICANCE OF THE STUDY
	The study is significant in the sense that it will enable the bank and other organizations to be aware of the importance of their human resource and how to improve their objectives.
	The study will also provide information on factors which best motivates staffs of any organization., it is also hoped that this study will serve as a resourceful material for further research into this subject matter and also broadens the knowledge on motivation.
1.7	SCOPE OF THE STUDY
The study focuses on the way motivational techniques are being used in organizations using the Guaranty Trust Bank Plc (GTB), Ilorin branch as a case study. It also tries to find out if the organization has ever used any motivational techniques with its employees and to know how the employees responded to such act.
This study is, however, limited as a result of time and resources. Due to the limited time made available to the researcher for the completion and submission of study and also the limited time in getting response from the respondents. It was quite difficult to cover all aspect of the study, although they will be covered and quite acceptable.
Finances has also being a limitation to this research work, it would have been ideal to use several topics is being used by the organization, but this would amount to little financial input than is available.
However, even with the limitation encountered during the course of the research, the quality of information gathered was impressive, and it is hoped that the study will serve as a reference point for other researches.
1.8	DEFINITION OF SOME KEY TERMS
	In the content of the study, the following terms are operationally defined.
· Motivation:	A force which increases the quality and direction of workers behavior towards section goal or objective, it is a goal seeking behavior. The theory of motivation attempts to account for the behavior in a limited but important domain of human activities it applied only when individual know that his performance will be evaluated (by himself or by other) in them of some standard of excesses of his action will be either favourable evaluation (i.e. success) it is other words of theory of achievement or centered performance.
· Organization:	Is the enterprise direction and control of the factors of production.
· Effective:	 This is the production of a successful result although not officially intended.
· Development:	This is the actual growth of so that it becomes more advanced and strong or a directed change.
· Tools: This is a mechanized device used to make a task easier for a group which is used or controlled usually unwittingly.

CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
Many scholars do not believe in one rationality of human beings, this is because they believed that their behavior cannot be easily accommodated in terms of common senses. These scholars believe that before a human being considers doing anything, there must have been some forms of motivation. 
A basic model of motivation suggests that a stimulus informed for a physical drive or some social or intellectual needs rise to response or behavior of some kind and this leads to an outcome which either satisfies or fails to satisfy the original stimulus. There are however, two basic sources of behavior in man, these are refuse and drives. 
The “refuse” is the simplest form, for instance if you drop a hot object on the palm of a person, he drops the object instantly, without thinking the second type which “drive” is the complex behavior and is precipitated by much more flexible system which results in varied forms of striving until the result is met (Durosaro, 2000).
Satisfaction should not be confused with motivation, while motivation refers to the drive and effort to satisfy a want or good. Satisfaction refers to the contentment expressed when a want is satisfied. In other words, motivation implies a drive outcome already experienced. This means that a person might have high satisfaction but a low level of motivation for the job, or the reverse might be the case (Wehrich and Kootz, 1983).
It is, however, a complex matter lying to unisons motives may be the channel to hiring. But obscure to others, while at other times but the individual and those affected by his behavior understand what is driving him. In some situations, especially where stress is involved, the individual concerned may be totally unaware of his motives while others may see them clearly (Cole 1996).  It is for those in management or supervisory position to be aware of these issues and to take their work, because our understanding of others determines our attitudes towards them and the assumption we make about their behavior. It will assume that a particular workers is hard working and reliable, we tend to treat them with respondents trust; if we, however, see them as lazy and reliable, we tend to treat them with strict control and supervision Mullion (1999) says people’s behavior is determined by what motivate them. Their performance are the product of both ability leveled and motivation therefore, since managing involves the creation and maintenance of an environment for one performance of individual working  together in group towards the accomplishment of common objectives it is imperative for managers to know what motivates the people and what induces people’s  behavior if the manager is to improve the work of the organization, therefore attention must be given to the level of motivation of its members. The manager must also encourage staff to direct effort i.e. their driving force towards the successful attainment of the goals and objectives of the organization.

2.2	CONCEPTUAL FRAMEWORK
	Motivation, according to Bulkus and Green (2009), motivation is derived from the word “Motivate” means a move, push or influence to proceed for fulfilling a want. Isatol and Martin (2008) described motivation as a power that strength behaviour gives route to behavior and triggers the tendency to continue (Farland et al, 2011). This explanation identifies that in order to attain assured target; individuals must be satisfactorily energetic and be clear about their determinations. In view of Bedian (2003), it is an internal drives to satisfy an energetic and be clear about their determination preserved to ensure an organization existence and enhance employee’s motivation (Ann Amalai, 2011). It can make intrapersonal and interpersonal effect and influence on the relations inside and out the organization (Hassa et al, 2010).

2.3	THEORETICAL FRAMEWORK
The motivational theories included in this research are linked to motivation to find out what their possible influence could be on those two constructs. The motivation theories that are relevant for this research work are the Equity Theory (Adams, 1965 in Harder, 1991; in Robbins, 2003; in Kinicki and Kreltner, 2003), Expectancy Theory (Vroom, 1964 in Harder, 1991; in Isaac et al, 2001; in Robbins, 2003). Goal Setting Theory (Locker, 1968 in Austin and Babko, 1995; in Locke and Latham, 2002, in Robbins 2003; in Kinick et al 2003). One thing that is common for human is to compare themselves to others.
One Theory that comes forth from this evaluating of one’s self and each other Equity Theory. Carrel and Dittrich (2008) depict that most Theorist discussing the equity theory posits three primary points. First, employee perceive a fair return for what they contribute to their job. Second, employees then run some kind of social compassion what their compensation should be with their challenges. Last, each employee that perceive himself to be in an inequitable situation will try to decrease this inequity. Robbins (2003) and Adams (1963, 1965; in Harder, 1991) explains that the equity theory is a theory that centres on perceived fairness of an individual. An employee reflects on how much effort he has expended and compares this to what he has got from it. After this individual evaluation of his input-output ratio, he will compare his ratio to the input output ratios of others, especially the direct peers if the employee considers his input-output ratio  to be equal to ratios of other relevant employees, a state of equity exist.
A.	MASLOW’S HIEPACHY OF NEEDS THEORY
Maslow’s proposition is that people are venting beings they always want more and what they want depends on what they already have. He went further to say that human needs are managed in a series of levels from the lowest level, physiological need through safety need, love need, esteem needs to the need for self actualization at the highest level. The hierarchy is usually displayed in the form of a pyramid. This is appropriate because it implies a thinning out of needs as people progress up the hierarchy.
i. Physciological Need: These are the most basic needs, they are primarily survival needs. They include shelter, clothing, satisfaction of hunger and thirst, need to breath e.t.c
ii. Safety Need: These include safety and security freedom from pain or threat of physical attack protection from danger or definition of love need: also referred to a social need, it includes affection, sense of belonging, social activities, friendship and both the giving and receiving of love.
iii. Esteem need: Referred to as “Ego” needs which includes both self respect and the esteem of others. Self respect involves the desire for confidence, strength, independence and or freedom and achievement.
iv. Self-actualization Need: This is development and realization of one “fully potential. Maslow sees this as” what human being can be or becoming everything that one is capable of becoming once a lower need has been satisfied. It no longer acts as a strong motivation. The need of the next and higher level in the hierarchy demand in satisfaction has become the motivating influence to motivate a person.

B.	ALDERFER’S MODIFIED NEED HIERARCHY MODEL
This model reduces Maslow’s five levels of need into only three level based on once-core needs of existence related needs Growth (ERG theory).
Existence needs are concerned with sustaining human existence and survival and cover physiological and safety needs of material nature.
Related needs are concerned with relationship to one social environment and cover love or belonging, affection and meaningful interpersonal relationship of safety or esteem nature.
Growth needs are concerned with the development of potential and cover self esteem and self actualization. Like Maslow Alderfer (1982) suggests that individual progress through the hierarchy from existence needs to related needs to growth needs as the lower level of needs become satisfied. More than one need may be activated, at the same time, individual may also progress down the hierarchy. Unlike Maslow’s theory, the result of Alderfers (1982) work suggests that lower needs do not have to be satisfied before a higher level need emerges as a motivating influence. The results, however, do satisfy before a higher level needs decreases in strength as they become satisfied.
ERG theory related that an individual is motivated to satisfy are of more basic set of need. Therefore, it is a person’s need at a particular level is backed than attention should be focused on the satisfaction of needs at the other level.
C.	EXPECTANCY THEORY
The underlying basis of expectancy theory is that people are infleucne by the expected results of their actions. Motivation is a function of the relationship between effort expended and perceived level of performance the expectation that rewards or desired outcomes will be related to performance.
The expectation that reward or desired outcomes are available these relationship determines the strength of the motivational link. This theory is generic theory of motivation and cannot be linked to a single individual writer. There are numbers of different version but most recent approaches to expectancy theory have been associated with the work of vroom and of porter and lawler.
1.	VROOM’S EXPECTANCY THEORY: he holds that people will be motivated to do things to reach a goals if they believe in the worth of that goal and if they can see that what they do will help them  in achieving it. Vroom’s theory is that people’s motivation towards doing anything will be determined by one value they place on the outcome of their efforts whether positive or negative multiplied by the confidence they have that their effort will be material and achieving goals.
FORCE-VALIANCY EXPECTANCY
Where force is strength of a person’s motivation, valence is the strength of an individuals preference for an outcome and expectancy is the probability that a particular action will lead to desired outcome. When a person is indifferent about achieving a certain goals, valence occurs. There is a negative valence when the person would rather not achieve the goals. There will be no motivation. Likewise, someone will not be able to achieve a goals if the expectancy were zero or negative. The force exerted to do something will depend on both valence and expectancy. Moreoever a motive to accomplish some at action might be determined by desire to accomplish something else.
2.	THE PORTER AND LAWLER MODEL: The Porter and Lawler model is built in a larger part of expectancy theory. In their study, they applied the model primarily to the managers. This model indicates the amount of effort i.e the strength of motivation and energy exerted, depend on the value of a reward plan, amount of energy. The believe of some one required, the probability of receiving the reward and the record of actual performance in turn to influence the perceived effort and probability of getting the actual reward. If people know they can do a job or if they have done it, they will be compensated for the effort used. It is also influenced by an individuals ability to do the job and by his or her perception of what the requirement is. 
Performance in term, is seen as leading to intrinsic reward such as sense of accomplishment or self-actualization extrinsic reward such as, working condition and status. But performance also influence sensed equitable rewards. What the individual sees as fair reward for effort will be necessary, vale of reward will be influenced by satisfaction. To the practicing manager’s, this model means that motivation is not a simple cause and effect matter. It means that managers should carefully asses their rewards structures and plan to manage their objectives and clearly give duties and responsibility to a good organizational structure, the effort-performance-reward satisfaction of managing.
EQUITY THEORY
This theory refers to an individual’s subjective judgment about the fairness of reward he/she gets, relative to the inputs, which includes many factors such as efforts experience and education, in companion with the reward of others. The essential aspect of the theory may be shown as follows:
Outcome by a person = outcome by another person, input by a person = input by another person. There should be a balance of the outcome/input relationship for one person.
If people feel that there is inequality of input or be dissatisfied, it reduces the quality of quantity of inputs or level of the organization. If people perceived the rewards as equitable, they probably will continue at the same level of output. If people think that reward are greater than what is considered equitable, they may work harder. It is also possible that some may discount the reward. These three situations are illustrated in the figure 2.3 source welhrich H. Koontz H. (1993).


CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION
The researches method used to accomplish the objective of this research work are historical and descriptive approach. If normally proved information on how activities or information usually carryout in the firm, this is to explore the past and present role system in Guaranty Trust Bank Plc.
3.2	RESEARCH DESIGN
	The research design used in this project is field survey method. It usually entails studying focus attention at the motivation as a tool of the organization development GTBank Plc.
	The design facilitate people response as the investigation of the sample of population is done in neutral setting. The researcher focus on people mostly in relation to their believe opinion, attitude and behavior towards the service provided to them by Guarranty Trust Bank Plc in which generalization finally made from the response of the individual been integrated. A data were collected through interview question which are all primary data collection method.
3.3	POPULATION OF THE STUDY
The research population for the study over the entire organization, recording in banking business while the sample normally, it is not possible to employee all the fact that it is not convenient and economically, given the estimated time limit for the research, for this research work are in view of this, the group of respondents for the research work are various workers and staff of the Guarantee Trust Bank in Ilorin,. Kwara State.
3.4	SAMPLE SIZE AND SAMPLING
The research population for the study over the entire organization, recording in banking business while the sample normally, it is not possible to employee all the fact that it is not convenient and economically, given the estimated time limit for the research, for this research work are in view of this, the group of respondents for the research work are various workers and staff of the Guarantee Trust Bank in Ilorin,. Kwara State.
3.5	METHOD OF DATA COLLECTION
Data collection refers to the source from which the information used in the course of this, the information research was acquired. Data services as an international form of numbers. World or combination of these. Data collection is therefore, finding every means of getting information.
This information gives explanation and how result and conduction would eventually be arrived at. There are basically two sources of data collection
Primary data sources 
Secondary data sources
3.6	INSTRUMENT USED IN COLLECTION OF DATA
A combination data collection tools was employed in this research work. The instrument or tools used comprises of:
-	Questionnaire
-	Interview
-	Observation
QUESTIONNAIRE:
This consists of body of information seeking question arranged systematically together required data from the respondent. It’s usually used when factorial information describes as design. The questionnaire are administered to few respondents, that is, repetitively. It can be main or questionnaire delivered by hand.
PERSONAL INTERVIEW:
This is face to face method of data collection which involves some conversation or dialogue between the interview and the person you are interviewing. The information is usually coordinated in oral structure. The interview and questionnaire question contain both structure and unstructured question.
OBSERVATION:
Observation has to do with watching the operation or experiment in a particular area and recoding the result.
The research patiently watched the human motivation of GT Bank in Ilorin including their organization method development” which all combines to impact of the motivation function of the bank
3.7	METHOD OF DATA ANALYSIS
In analyzing the data, frequency courts from respondents will be taken from each question to arrive to a simple percentage. This will be presented on a table for each question along with a writer explanation for more clarification.
3.8	HISTORICAL BACKGROUND OF THE CASE STUDY
Guaranty trust Bank plc was incorporated in July 1990, as a private limited liability company wholly owned by Nigerian individual as institution.
The bank was licensed as a commercial bank in August 1990 and commercial operation in February 1991.
In September 1996, Guaranty Trust Bank became a publicly quoted company, winning the prestigious Nigeria stock exchange “presidents merit award in its first year on stock exchange and gain in the year 2000 and 2003, the bank’s initial public offer in 2001 and subsequent offer in 2004 were largely successful, proof of general acceptance by the investment. The bank has always been committed to awarding excellent cash returns to shareholders on their investment.
In its second year of operation (1991) GT Bank declared a profit after tax of N42million, and promptly paid a divided of N1.25million to its shareholders. The following year 1993 and intern divided was paid for the first time. The sum of (N25million) was also paid from a profit after tax of N319million. This sets a lasting tradition and now the Bank remains an existing institution in Nigeria that pays both intern and fund dividends each financial year. Using a base period of November 2001, shareholders have reaped returns over 400% on their investment.
The bank obtained a universal banking license in February 2002 giving credence as an excellent financial services provider, the bank’s financial capacity to meet obligations as they fall has led to a credit risk rating by August and co-limited, one of the foremost credit rating agencies in Nigeria, the bank introduced e-banking services in the last three years, it has been rated as the best amongst those of other Nigerian banks. The bank was appointed as a settlement bank by the central bank of Nigeria (CBN) in 2003.
The bank has, over the years, been a recipient of several awards of superior financial performance, superior customer services delivery excellent share performance, management efficiency etc. In 2001, it clinched too pearl awards for quoted companies on the stock exchange in the dividend yield and sectored leadership categories in 2002, it received the corporate issuers table award from rulers-SBET Research in 2003, the bank was nominated for, a consumer sensitivity award in the banking sector for consumer services excellence.
The bank’s latest financial statement for 2006/2007, year ended February 28, 2008 shows a group profit before tax of N10.2 billion, total assets base plus contingents over N225 billion, return on average equity of 59% and earnings per share of 238 kobo on every ordinary shares of 50 kobo held.
THE OPERATIONS OF GUARANTY TRUST BANK PLC
The bank is committed to providing professional banking services from various facts of the Nigerian economy. To achieve this, it is divided in to units that offer specialized service to these various sector. These units include the institutional banking group (IBG). The commercial banking group (CBG), public sector group (PSG). Investment banking group and the personal enterprise settlement group.
The institutional banking group is changed with the responsibility of serving multinational and large corporate organization on the manufacturing services, energy, aviation, telecommunication, import and export sector among others. The commercial banking group is structured to suit the banking needs of middle market players such as government contractors, traders and medium scale corporate organizations. The public sector group, on the other hand, deals directly with government premarital at the federal, state and local government levels providing financial advisory services and other tailor made product portend. While Adventism (personal banking) is a response to the personal needs of the bank’s high net with customers. The bank has, however, been recognized into two arms, namely:
OPERATION AND MARKETING: these new organizational structures as approved by the management become operational in March 1, 2005 which marked the beginning of 2005/2006 financial year. The new functional configuration does not affect the unit but aligns guaranty trust banks human and material resources in its marketing units with the country’s geographical zones and recognized the expanding economic and business opportunities within and across these regions. It also addresses market competition issues and over internal operation team with a view to generating better efficiencies with each of these unit. GT Bank Plc operates on two fronts, participatory and professionals. On one hand, it strives to actively acquire the knowledge needed to service its customers and on the other hand, it imparts knowledge on how they can improve their business. This way, the bank provide total banking solution that meet its customer needs.
Guaranty Trust Bank’s primary business is the provision of a full range of financial services to select spectrum of cooperate and individual clients. They employ the best people processes and technology. The bank’s services are not limited to retail banking loans and advances, money market activities as well as foreign exchange operation. They also specialize in investment banking services and fund management services to the middle and top end of the Nigerian business market, the segment comprises top-level indigenous, enterprises and high net worth individuals.


CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	INTRODUCTION
This chapter centre on historical background of guarantees Trust Bank (GT Bank), the operation of the bank and the effort of the organization to motivate its staff and the impact of those efforts on employee’s productivity. The chapter will include an analysis of the data collected in the course of the research work. The techniques used in analyzing the research work includes statistical procedures which embodies the use of average (mean) percentage and description for purpose of achieving good result in finding the percentage of the data collected. The following formula will be used.
F x 100
n      1
 Where F is the frequency of responses gotten from the total number of questionnaire administered.
4.2	DATA ANALYSIS AND INTERPRETATION
A total of sixty (60) questionnaire were administered, 50 were returned back duly completed. We shall make use of 50 respondents which will serve as a sample. Out of the 50 respondents, 5 was filled y bank management representing 10%, 30 was filled by the banking officers which represent 60% and the remaining 16 was filled by the non-banking officers and it is represented by 30%. The questionnaire is divided into respondents, 32 out of the 50 respondent were representing 64% while 18 were female representing 36%, 40 of the 50 respondents were between the age of 25-35 i.e 80% were between the age range.
While 10 i.e 20% were between the range of 36-45 none of the respondents were between 18-25, and 46 and above. 21 respondents said they were married which means the 425 married while 585 were still single i.e 29 respondents of all the respondents 205 of the total respondent 35 respondents had B.Sc qualification i.e 70%, 15 respondents had master degree, which is 305 of the total respondent. 28 respondent had been with the bank less than 5years which equivalent to 565, 18 had been with bank between the period of 11 to 20years i.e only 8% of the total respondents had been with the bank between the period of 11 to 20years.
Section B contained the respondents, abut the work level of motivation provided by the job and to what extent it has help to influence the attitude of each respondent to his or her duties as an employee of GT Bank Plc. 
What is your main reason for working?
Table 4:2:1
	Reasons for working
	Frequency
	Percentage

	Just like working
	-
	-

	To associate with other
	-
	-

	To earn income for a living
	10
	20

	All of the above
	40
	80

	Total
	50
	100


Source: Field Work 2025
According to the table above, out of the 50 response 10 of than were working just to earn income for their living which represent 20% of the total respondents while remaining 40 said the reason for their work was because, they want to associate with other and 40 respondent represent 80% of the total respondents from these response, we see that most of the employees do not work because they love working by they do so because they want to earn a living for themselves, to associate with others, and through these means to earn prestige among their colleagues.
Do you derive personal satisfaction from your work?
Table 4:2:2
	Personal satisfaction
	Frequency
	Percentage

	Yes
	22
	44

	No
	28
	56

	Total
	50
	100


Source: Field Work 2025
From the results gotten above, 22 of the respondents derive personal satisfaction from their work, meaning that 44% felt satisfied with their work while only 28 felt dissatisfied from their work i.e 56% do not derive personal satisfaction from their work. The respondents were satisfied with their work as a result o the security they believed the organization given to them while those who said they weren’t satisfied wanted more than what the organization was at present giving them.

Do you enjoy working for your organization?
Table 4:2:3
	Personal satisfaction
	Frequency
	Percentage

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


Source: Field Work 2025
All the respondents responded positively to working is a conducive environment. They said that bank provides an environment where by everyone belong such that there is nothing like sir of madam, everyone is a first name basics.
Does that organization express its full appreciation for a job well done?
Table 4:2:4
	Personal satisfaction
	Frequency
	Percentage

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


Source: Field Work 2025
Al the respondents said the organization express its appreciation wherever job it well done. They are congratulated and are some time given rewards for the job.



In what way does the organization show its appreciation for a job well done.
Table 4:2:5
	Personal satisfaction
	Frequency
	Percentage

	Wages increase
	7
	14

	Promotion
	15
	30

	Total
	50
	100


Source: Field Work 2025
How do you feel when your work is appreciated?
Table 4:2:6
	Personal satisfaction
	Frequency
	Percentage

	Important, responsible and willing to do better
	37
	74

	No effect
	13
	26

	Indifferent
	-
	-

	Total
	50
	100


Source: Field Work 2025
In response to the question “how do you feel when your work is appreciated” 74% of the respondent said they feel important, responsible and willing to do better, while 265 responded to claim no affect. The importance of appreciation by the management to the employee, what they are appreciated they will feel, important, responsible and will be willing to do better so as to be appreciated again.
Are you allowed to use your ideas and judgment when working?
Table 4:2:7
	Personal satisfaction
	Frequency
	Percentage

	Yes
	-
	-

	No
	50
	100

	Total
	50
	100


Source: Field Work 2025
From the result of the responses gotten, it is seen that 100% of the respondents say they are not allowed to use there own ideas and judgment. When working, all review have been presented to the management who will decide upon it.
Is your boss approachable and open to ideas?
Table 4:2:8
	Response
	Frequency
	Percentage

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


Source: Field Work 2025
All respondents answered yes when asked is their boss is approachable and open to ideas that although, they were not allowed to use their ideas and judgment, they could still pass their ideas to their boss to decide.


How does the management respond to your problem?
Table 4:2:9
	Response
	Frequency
	Percentage

	Promptly
	-
	-

	No promptly
	33
	66

	Slow in action
	17
	34

	Action
	-
	-

	Total
	50
	100


Source: Field Work 2025
66% of the respondents said the management does not promptly respond to their problems while 345 said that the management is slow in responding to their problems.
Are fringe benefits such as hospitalization, insurance, health care, retirement plan important to you?
Table 4:2:10
	Personal satisfaction
	Frequency
	Percentage

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


Source: Field Work 2025
All the respondents responded positively when asked if fringe benefit such hospitalization, insurance, health care treatment, and retirement plan were important to them. This shows that when the bank introduce such motivational techniques the employee will be highly motivated to improve their performance
What is your relationship like between you and your colleagues in the organization?
Table 4:2:11
	Response
	Frequency
	Percentage

	Cordial
	30
	60

	Good
	20
	40

	Fairly good
	-
	-

	Poor
	-
	-

	Total
	50
	100


Source: Field Work 2025
The response shows that 60% i.e 30 of the 50 respondent say their relationship is cordial with their colleagues while 40% representing 20 respondents says their relationship is good with their colleagues.
Does your relationship with your colleagues affect your performance?
Table 4:2:11
	Response
	Frequency
	Percentage

	Yes
	38
	76

	No
	12
	24

	Total
	50
	100


Source: Field Work 2025
76% of the respondents who are 38 said that their relationship with their colleagues affects their performance while 24% representing 12 of the total respondents said that their relationship with their colleagues doe not affect their performance base on the percentage of the result gotten, it can be seen that the relationship of the employees does affect 76% of performance of employees.
Dose your performance increase when you are rewarded and recognized for doing a good job?
Table 4:2:13
	Response
	Frequency
	Percentage

	Yes
	30
	60

	No
	20
	40

	Total
	50
	100


Source: Field Work 2025
From the response gotten to the questionnaire asked above, 30 respondents representing 60% said their performance increase when they are rewarded and recognized for doing a good job. 20 respondents i.e 40% said their performance doesn’t increase when recognized and rewarded.








Will participation in decision making encourage and improve your performance on the job?
Table 4:2:14
	Response
	Frequency
	Percentage

	Yes
	42
	84

	No
	5
	10

	I don’t even know
	3
	6

	Total
	50
	100


Source: Field Work 2025
From the result gotten above, it shows that 84% of the respondents who represent 42 of the total respondents hold the view that participation in decision making will encourage and at the same time, improve their performance while 5 respondents chose no i.e 10% said participation and a respondents representing 6% said they do not know. From this, we can see that the employees are motivated when given the opportunity in decision making in matter affecting their job and the establishment.

What do you expect from a job?
Table 4:2:15
	Response
	Frequency
	Percentage

	Good pay
	9
	18

	Good working condition
	2
	4

	Team work
	4
	4

	Provision of benefits
	9
	18

	All of the above
	28
	56

	Total
	50
	100


Source: Field Work 2025
When the respondents were asked what they expect from a job, 18% who represent 9 said good pay, 4% said a good working condition, 4% also said team work, 18% responded to waiting benefits from a job, while 56% said they expect all the listed points from a job. We see that what most employees expect from a job is a good pay, provision of benefits from good working condition and team work are sometimes relevant to them.
Is promotion exercise based purely on merit?
Table 4:2:16
	Response
	Frequency
	Percentage

	Yes
	50
	100

	No
	-
	-

	Total
	50
	100


Source: Field Work 2025
All the respondents respond positively when asked if promotion was exercise is based purely on merit. From the analysis, we see that the organization does not promote anyhow but they only promote those that are due and worthy of promotion.
How often do you receive promotion.
Table 4:2:17
	Response
	Frequency
	Percentage

	Annually
	-
	-

	Every two years
	11
	22

	Every three years
	9
	18

	Depend on performance
	30
	60

	Total
	50
	100


Source: Field Work 2017
60% of the respondents who are 30 in numbers said that promotion was based on performance while18% who represent 9 respondents said promotion is done every three year and 22% i.e 11 respondents said, it was done every two years.

To what extent do you think job security, promoting, fringe benefits, reward can ensure an improvement in performance?
Table 4:2:18
	Response
	Frequency
	Percentage

	To a large extent
	32
	64

	In a reasonable extent
	18
	36

	To a negligible extent
	-
	-

	Is of no relevant
	-
	-

	Total
	50
	100


Source: Field Work 2025
From opinion that job security enhances their performance to large extent while 36% representing 18 respondents believes that job security can enhance their performance to a reasonable extents. From this analysis, we can see that motivation from a job security will go a long way to a reasonable extent. From this analysis, we see that motivation from of job security will go a long way to increase employees productivity.
Had the organization eve done anything to increase your motivation on the job?
Table 4:2:19
	Response
	Frequency
	Percentage

	Yes
	38
	76

	No
	12
	24

	Total
	50
	100


Source: Field Work 2025
From the above table, we can see that 76% which represent 38 respondents said that the organization has done something to increase motivation on the job, while 24% i.e 12 respondents said the organization has never done anything to increase their motivation on the job.
Table 4:2:20
	Response
	Frequency
	Percentage

	Inform of allowance
	9
	18

	Wage increase
	20
	40

	Provision of loans 
	6
	12

	Training
	5
	10

	Appreciation and recognition
	10
	20

	Total
	50
	100


Source: Field Work 2025
From the responses above, 18% of the respondents day that allowance motivate them while 40% of my respondents who are 20 in number sys wage increase motivate them, 6 respondents i.e 12% filled provision of loans, 5 chose training and 10 of my respondents i.e 20% chose appreciation and recognition.

Wherever there are motivations, do you notice improvement in your performance?
Table 4:2:21
	Response
	Frequency
	Percentage

	Yes
	33
	66

	No
	9
	18

	I don’t know
	8
	16

	Total
	50
	100


Source: Field Work 2025
The table shows that 33 of the respondents which represents 66% say Yes, 9 of my respondents i.e 18% said No while 8 respondents i.e 16% say they don’t know.
4.4	DISCUSSION OF FINDINGS
Based on the findings from the questionnaire administered to Guarantee Trust Bank (GTB), we found out that the organization is endowed with qualified, competent and matured workforce who will put more efforts when motivated to achieve the organization objectives.
The findings showed that the employees worked in a conducive environment, although only 70% said they enjoyed working for their organization. Also the employees said they were not allowed to use their own idea in working but to first present such ideas to the management who then decide, if it should be used or not. But from the responses of the employees, 66% said that management does not respond to their problems promptly, while 34% said that they shod actions when it comes to responding to their problems.
The findings also showed that the employees, fringe benefits health care and retirement plan were important to them. These show that if the organization introduces these benefits, the employees will be motivated. The employees also said that their performances increase when they are rewarded and recognized for doing a good job and that participation in decision making encourage and improve their performance. The employers admitted that they notice important in the performance of employees whenever there are incentives.
The hypothetically testing also proved that and it was stated in the questionnaire. The first hypothesis showed a difference between the hypothetical mean and the calculated mean. The calculated means is higher than the hypothetical mean by 0.55984, therefore making us to accept the alternative hypothesis (Hi) and reject the null hypothesis. This shows that performance increase when the employees are recognized and rewarded for doing a good job. The second hypothesis also shows a difference of 2.2747, meaning that calculated mean is higher than the hypothetical mean.
Alternative hypothesis (Hi) is accepted and null hypothesis (Ho) is ejected. This shows that incentives available to employees lead to improvement in their performance.
Therefore if the organization is to achieve its objectives it ha to make certain incentives available to the employees and their employees morale should be taken into consideration for them to achieve their objectives.

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY
The essence of establishing any organization is to achieved its objective. The management of most organizations have been less concerned about the welfare of their employees on having the latest technology, machinery in the organization, while neglecting the moral of it employees. The morale of employees is as importance in achieving organizational objectives just as machineries and technology. If employees are adequately motivated they will be effective for the achievement of organizational objective. Motivation is very important in any organization because it helps to know why people do the things they do and to make them do what they will not want to do. A manager is responsible for helping  employees perform effectively in their job, but they can not do this unless they understand what motivates both the employee and them.
Therefore, using Guaranty Trust Bank (GTB) as a case study, as attempt has been made to find out what motivate employees in their work. Different motivational theories were examine in view of the study.
This is to show the various motivational techniques that could be used to motivate the employees. The importance of motivation was also stated. This shows that motivation is not about much more money. It is about having the right people in the organization, having an environment in which people enjoy working and motivating them properly to get the best out of them.

5.2	CONCLUSION
From the research findings, the organization has enough trained employees but the level of motivation is not adequate.
The respondents proved this through the responses gotten from one questionnaire administered. Although the employees are rewarded for doing a good job but the organization should be aware that to motivate employees is not only about using money but there are other things that they can use such that when the right environment is made available the employees will be self motivate. Job security should be seen as one of the ways of motivating the employees.
Also, although the employees say their boss is approachable, but when asked how the management respond to the problem they said not promptly and that they are not allowed to use their own ideas and judgment when working, this should be reviews because even promptly addressed they would feel neglected.
Guaranty Trust Bank is one organization that has realized the importance of motivation on the performance of its employees. Efforts also, is being made to ensure the development of well rounded knowledgeable employees, whose morale has been boasted to ensure the achievement of the organization’s objectives.

5.3	RECOMMENDATIONS 
For Guaranty Trust Ban (GTB) to increase its objectives the following recommendations based on the findings of the research work can be employed to boost is workers motivation on the job.
PERFORMANCE APPRAISAL: This is essential to motivation, it provides the basic key for managerial decision like promotion, pay, development needs, allocation of duties etc. when the works of the employee are appraised it shows the level of performance of the organization as a whole. An effective appraisal scheme help to reveal the problems which ca be restricting progress and coursing inefficiency in the work. It shows both the strength and weakness of the employees and also indicated how such strength may be utilized and weakness overcomes. To ensure that the appraisal is effective managers should focus on task performance and avoid criticism in person character that are difficult for employees to change.
JOB SECURITY: An employee will not be fully committed when he is not sure of his job being secured, they wouldn’t want to put in all their efforts when there is a possibility of his being kicked out at any time. If the atmosphere is filled with the fear of being retrenched, sacked or even no benefit when one retire the employees will feel discouraged and wouldn’t feel secure working adequately for the organization. Therefore, the organization should ensure an atmosphere of security to make the employees secured and comfortable on the job.
TRAINING AND DEVELOPMENT OF EMPLOYEES: The organization should ensure that they don’t relent in their efforts to train and develop the capability, intellects of the employees. As this is one of the ways of motivating workers. Training helps in improving the skills of the employees on the job. employees who have been adequately trained and developed will go a long way in improving the performance of the organization and makes them productive. Therefore, the organization should train and develop the morale of employees.
PARTICIPATION IN DECISION-MAKING: The management should make a plan whereby employees are allowed to participate in decision making of the company. This will make them commitment to acting the objectives of the organization. There will be a sense of commitment among the employees if the company sells shares to them. It will make them work harder knowing that they are art owners of the company and would therefore no win it
A REVIEW OF THE WORKING HOURS: The Management should review the working hours of the employees so that there will be balance personal life and working life. The employees should not be kept late in the office because they have to be given time to get prepared for the next day’s work when employees are stressed too much by making them back late into the night and expecting them to be back in the office very early the next morning they will be stressed beyond their limit and their performance will be ineffective. Therefore, management should endeavour to balance the working hours of the employees and their personal life.
	It is the desires of this researcher that research findings would be sued to improve the level of motivation in Guaranty trust Bank and all financial institution in general.
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