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CHAPTER ONE
1.0	INTRODUCTION
1.1 	Background of the Study
	Motivation plays a pivotal role in enhancing employee performance, which in turn influences organizational success. In the Nigerian banking sector, understanding the impact of motivation on bank performance is essential, given the industry's competitive nature and its role in economic development. Previous studies have explored various motivational strategies and their effects on employee commitment and productivity within Nigerian banks. For instance, research indicates that financial incentives, such as cash bonuses and salary increases, significantly influence employees' intrinsic motivation and overall performance.
	In today's competitive financial sector, employee motivation has become a critical determinant of organizational success and performance. Motivation, both intrinsic and extrinsic, plays a vital role in influencing employee behavior, commitment, and productivity, which in turn significantly affects the overall performance of an organization (Armstrong, 2012). 
	In the banking industry, where service delivery and customer satisfaction are largely dependent on the workforce, ensuring that employees are adequately motivated is paramount to achieving high performance and sustaining competitive advantage (Robbins & Judge, 2022).
	Banks in Nigeria, like their counterparts globally, operate in a dynamic and often volatile economic environment characterized by regulatory changes, technological advancements, and increasing customer expectations. Within this context, employee motivation becomes an essential factor in navigating these challenges and driving performance (Ekpo, 2015). Studies such as those by Olusola (2011) and Akinyele (2007) have shown that motivated employees tend to exhibit higher job satisfaction, reduced turnover rates, and increased efficiency all of which contribute to the overall productivity and profitability of banks.
	Moreover, motivational theories such as Maslow’s Hierarchy of Needs (1943), Herzberg’s Two-Factor Theory (1959), and McClelland’s Theory of Needs (1961) provide foundational frameworks for understanding how various motivational factors ranging from basic financial rewards to opportunities for personal growthimpact employee behavior and performance. These theories remain relevant as they offer insights into tailoring motivation strategies that align with employees’ individual needs and organizational goals.
	Despite the vast literature on motivation and organizational performance, there is still a need for localized studies that examine the specific dynamics within Nigeria’s banking sector. Given the unique socio-economic conditions in Nigeria, the relationship between motivation and bank performance may differ from global patterns and thus warrants closer examination (Adeniji et al., 2014). This study aims to explore how various motivational factors influence the performance of banks in Nigeria, focusing on both employee perspectives and organizational outcomes.


 1.2 	Statement of the Problem
	Despite the acknowledged importance of motivation, there is a noticeable gap in understanding how different motivational strategies specifically affect bank performance in Nigeria. While some studies have addressed aspects of employee commitment and productivity, comprehensive insights into how these motivational factors translate to overall bank performance are limited. This research aims to bridge this gap by examining the relationship between employee motivation and bank performance in Nigeria.​
	Motivational practices such as salary increments, promotions, recognition programs, and training opportunities vary widely across banks, and there is little consensus on which methods yield the most significant performance outcomes. This inconsistency has led to mixed results, where some banks achieve strong financial and customer service metrics, while others lag behind despite similar incentive structures. There is a need to investigate how different motivational approaches influence staff behavior and, ultimately, institutional performance in the Nigerian banking sector.
	This study seeks to address the gap by exploring the relationship between motivation and performance within banks operating in Nigeria. It aims to identify whether motivational strategies are aligned with employees' actual drivers of productivity and how such alignment (or lack thereof) affects the banks' overall success. The findings will provide insights for bank managers and policymakers on how to design and implement more effective motivation frameworks that contribute positively to organizational performance.


1.3	Research Questions
The study seeks to answer the following research questions:
i. What is the effect of financial motivational strategies on employee performance in Nigerian banks?​ 
ii. How do non-financial motivational strategies impact employee commitment and performance?​
iii. In what ways does employee motivation influence the overall performance of banks in Nigeria?​
1.4 	Objectives of the Study
The primary objectives of this study are:
i. To assess the impact of financial motivational strategies on employee performance in Nigerian banks.​ 
ii. To evaluate the effect of non-financial motivational strategies on employee commitment and performance.​
iii. To analyze how employee motivation influences overall bank performance in Nigeria.​


1.5 	Research Hypothesis
Ho: There is a significant relationship between motivational strategies and employee performance in Nigerian banks.
Hi: Employee motivation positively influences the overall performance of banks in Nigeria.​
1.6 	Significance of the Study
	Understanding the effects of motivation on bank performance is crucial for bank management, policymakers, and stakeholders. The findings of this study will provide insights into effective motivational strategies, inform human resource policies, and contribute to enhancing the competitiveness and profitability of Nigerian banks.​
1.7	Scope of the Study
	This study focuses on selected banks in Nigeria, examining both financial and non-financial motivational strategies and effect of motivation on bank performance in Nigeria. The research will cover various branches across different regions to ensure a comprehensive analysis.​


1.8 	Definition of Terms
Motivation: The process that initiates, guides, and sustains goal-oriented behaviors in individuals.
Employee Performance: The effectiveness with which employees perform their job tasks and responsibilities.
Bank Performance: The ability of a bank to achieve its financial and operational objectives, often measured through indicators like profitability, return on assets (ROA), and return on equity (ROE)


CHAPTER TWO
2.0	LITERATURE REVIEW
2.1 	Concept of Motivation
	Motivation is a psychological process that drives individuals to achieve goals and fulfill needs. In the workplace, motivation influences employee behavior, job satisfaction, and performance.​
	Motivation is a fundamental concept in psychology, education, business, and other fields that concern human behavior. It is the force that initiates, guides, and sustains goal-oriented behaviors. Understanding motivation is essential for enhancing performance, fostering personal growth, and improving organizational effectiveness. Over the decades, numerous theories have been developed to explain what motivates individuals and how motivation can be influenced. This essay explores the concept of motivation by examining major theoretical frameworks, key contributors, and the practical implications of these theories.
	Motivation can be broadly defined as the process that initiates, directs, and maintains goal-directed behavior (Pintrich, & Meece, 2018). It encompasses both the internal and external factors that energize and guide behavior. 
	According to Ryan and Deci (2023), motivation is not a unitary phenomenon; rather, it varies in terms of type and quality, ranging from intrinsic motivation, which arises from internal satisfaction, to extrinsic motivation, which is driven by external rewards or pressures.
	The study of motivation has deep roots in psychological thought. Early motivation theories were largely behaviorist in nature. One of the earliest formal approaches was the drive-reduction theory proposed by Clark Hull (23), who suggested that behavior is motivated by the need to reduce internal states of tension caused by unmet physiological needs. Hull’s theory emphasized the biological basis of motivation, portraying individuals as reactive organisms driven to restore homeostasis.
	Following Hull, B.F. Skinner (1953) introduced the concept of operant conditioning, suggesting that behavior is shaped by reinforcement and punishment. In this framework, motivation is seen as the result of external stimuli that either encourage or discourage certain actions. Skinner’s work laid the foundation for understanding how extrinsic rewards could influence motivation, particularly in educational and organizational settings.
	According to Ejiofor P. (2021) motivation is something which impels to act a reason for behaviour in his word, motivation on is not about manipulation of people to do things and provide way of helping them satisfy those need, through the organization while at the sometimes harnessing, their contribution to satisfy those needs the facts is that all good or action are backed us with reasons either good or bad.
	According to Kolter P and Keller K.L (2020) motivation is a general term applying to entry class of drive desire needs, wishes and similar force. To them to say they do those things which then how will satisfy this drives and induce the subordinate to act in a desire manner. To those authors, motivation refers to the derives and effect to satisfy a want or goals


2.1.2 	Types of Motivation
i. Intrinsic Motivation: Engaging in activities for inherent satisfaction and personal fulfillment.
ii. Extrinsic Motivation: Engaging in activities to attain external rewards or avoid negative outcomes.​ 
i.	Intrinsic Motivation 
	This is the motivation that is within the individual i.e. internal and is not manipulate able, i.e. not controllable e.g. hunger, sleeping etc.
ii.	Extrinsic Motivation 
	This is the motivation that is external, it is not within the personal (e.g. incentives) it is therefore controllable, it relates to the work environment therefore it can be influenced or changed 
2.1.3	Characteristics of Motivation 
a. Direction of Effect: This is towards the particular goal of interest, if is majority interested in the attainment of these goals 
b. Energy Arousal: This as the inner arge that prompt us to mobilize resources and achievement goal 
c. Sensitivity to Relevant Stimuli: That is we give selective attention to only those thing that are relevant to the accomplishment of our objectives while ignoring the relevant ones 
d. Persistent of Activity: Our effort is enduring until the initiating condition changes 
2.1.4	Job Satisfaction (Motivation Factors)
	Fire motivational image as strong determination of job satisfaction, these are factors that stem from human being unique need to realize his human potential, that is to say man has a need to achieve and through achievement to experience psychological growth, it is important to note that these motivators relate to the job content of the job or they are intrinsic as states above satisfaction in work is provided through the above fire intrinsic factors which most be presented at all time.
2.1.5	Job Dissatifaction (Hycnene Factors)
	It contact a set of factors that are associated with job dissatisfaction are those coming from man’s over riding needs to avoid physical and social deprivation. These avoidance maintenance or hygiene factors are related to the content of the job environment in which the individual perform his work.
	However, dissatisfaction is removed when the presence of hygiene factors either reaches or is above the acceptable level. But it must be emphasized that these absence of dissatisfaction creates only rental state 


2.1.6	How to Motivate Workers through the Application of Motivation Hygysne Theory 
	According to Hertzberg his in the concept of “job enrichment” which attempts to provide job with more motivational factor than they had before. In other works, the principle of job enrichment require that the job must be developed to include new aspect which provide the opportunity for motivating factors of the jobs, job enrichment increase the workers responsibilities while at the same time offers increase opportunity for challenging work and advancement Fredric Hertzberg was advocating an industrial engineering approach, i.e. based on the design of job but from the opposite point of view from that of Fredrick Taylor instead of simplifying and rationalizing the work for the purpose of increasing efficiency, Hertzberg proposed that job should be enriched to include the motivating factors in order to bring about an effective utilization of workers and to increase job satisfaction.
2.1.7	Motivation Model 
	Emest D. has advised a substantially more complete model of motivation build in large past on expectancy theory. As this model indirect, the amount of effort (the strength of motivation and exerted) depend on the value of rewards plus the amount energy. A person believes is required. The record actual performance in turn also influence the perceived effort and probability of actual getting a reward clearly if .people known that they can do a job or if they  have done it are they have a better appreciation of the effort required and know better the probability of rewards 
	Actual performance in a job (the doing of tasks or ,the meeting of goods) is determined principally by effort expended but it is also greatly influenced by an individual ability (knowledge and skills) to do the job, his or her perception of what the required task is (the extent to which the personal understands the goals required activities and other element of task) performance in turn, is seen as leasing to intrinsic  reward (such as a sense of accomplishment ,or self actualization) an extrinsic rewards (such as working condition and status). These rewards as tempered by what the individual sees as a quotable lead to satisfaction.
	But performances also influence sensed equitable rewards. As you can understand, what the individual see as a fair for effort will necessarily affect the satisfaction derived.
2.1.8	Performance Appraisal 
	The performance of an individual is dependent on two main factors, the personal attribute of the individual (in born and acquired) and the environment in which he works for performance to improve therefore, this is where a good appraisal system come in as a useful management tool performance appraisal in  concerned basically with a review of the individual performance during a set period to identify his area of strength and weakness and establish targets for him to achieve within the overall corporate objectives of the organization.
Objectives of Performance Appraisal 
a. It is to provide an opportunity for the manager or supervisor and his subordinate to review the latter work in the height of objectives set the employee will be told how he has performed the job, and this will involve a discussion of his area of strength and weakness 
b. It is also encourage the supervisor or manager to think analytically about his subordinates as individual human being, so that he will understand them better, be able to establish their potentials and thus be in a position to base the planning of work in his department on an appreciation of each individual at competence and suitability.
c. It provides an opportunity for the individual employee to realize his own potential and decide what aspect he needs to consider carefully if he is go to develop in his present job underpass be considered at later date for promotion 
Stages of Appraisal 
1. The first stage of the appraisal process is the job description. A job description highlighting the main responsibility’s of he job and regularly brought up to date is essential in an appraisal system.
	It is essential to define clearly the responsibilities of each job. Some managers shy away from this idea on the ground that if leads to the first stage of the appraisal process is the job description. A job description highlighting the main responsibility’s of he job and regularly brought up to date is essential in an appraisal system.
	It is essential to define clearly the responsibilities of each job. Some managers shy away from this idea on the ground that if leads to rigid organization structure. But this is fallacious the average employee will be quite happy to have his area of authority clearly defined and to know whom is accountable.
2. The second stage of job appraisal covers the selling of objectives. On the basis of the work schedule and in the light of departmental objectives, the manager and his subordinate sit down together to agree the subordinates objectives for the coming year. Once the individual objectives have been agreed the employee has something to work towards. He has his targets, the individuals opinion of himself and how he is performing is not always the right one he needs to know how he progressing from time to time 
3. The third stage is the completion of the appraisal form which normally takes place at the end of one years, the manager assesses  to what extent the subordinate has achieved the agreed objectives and how each organization must decide on an appropriate form, but it must be designed in such a way that in relation to the element to be appraised, an individual’s total performance can be classified outstanding very good, “satisfactory”
4. The fourth stage is concerned with the appraisal interview the completed appraisal form should from the basis of the interview at least one week in advance for such interviews to be successful, they must be held in related atmosphere.


2.1.9	Management by Objectives (M.B.O)
	One of the management techniques that have received the most publicity in the past three decades has been management by objectives. It is a method for a superior and subordinate to set goals that relate to the individual’s job many benefit similar to those of the other planning activities have been claimed for the programmes 
	A is hailed as a way to clarify a person’s role in the organization, establish performance criteria, increase motivation and improved productivity management by objectives involves setting specific measurable goals with each employee and then periodically reliving the progress made (Gary, 2004:251) 
	The beginnings of management by objectives date back to Peter Drinker and his classic book, he emphasized by important of goal seating for the organization and individual.
Steps in Management by Objective
1.Defining the Job : The person is asked to define his or her job kin two or three pages and rank the tasks based on those that are most and last important the supervisor agrees to go through the same exercise in defining the individual’s job.
2. Evaluating the Job: during this phase the purpose is to evaluate of the tasks contained in the agreed upon job description, the participants identify which tasks are being adequately performed and which are need improvement. Again this is done through separate evaluate by each.
3.Setting Objectives: Once the two parties agree on aspect or the job where improvement can be made, the subordinate develops goals and plans for their implementation that is once joint agreement is reached between the supervisor and subordinate, the subordinate is to implement the actions, the supervisor is  to provide the necessary support
2.2	THEORECTICAL FRAMEWORK
2.2.1	Theory of Motivation 
	To further Bettress motivation, theories of motivation propounded by the following managers 
1. Abraham H. Maslow 
2. Douglas McGregor 
3. Fredrick Hertzberg 
2.2.2	Maslow Hierarchy of Needs
	Abraham Maslow is one of human management theorist who suggest that human needs operate ma number of different level. From basic physiological needs such as to higher level needs as self-development and self-fulfilled. These levels can be arranged in an hierarchy as shown below 



 (
Self
Actualization
Need
Esteem & Status Need
Belongingness and Love Need 
Safety and security Need  
Physiological Need   
)








Fig 2.1: Maslow’s hierarchy of human needs
	Maslow (1954) argued that human beings seldom reach a state of complete satisfaction except for a short true, as one need or deserve is satisfied another rises to take its place. This never ending sequence produces a hierarchy of need the theory has two goals 
i. It is concerned with identifying the need which are the basis of motivation in physiological need i.e. food, clothing, shelter etc.
ii. Explaining how the needs are related to each other Maslow was of the view that lower order needs take prepotency over the higher ones. As lower need is satisfied, the individual shift his concern to the next higher one.
	However, Maslow (1970) clarifies that the lower need may not be satisfied before the higher for more than one need to operate at the sometime.
According to Maslow, the five needs are discussed below.
1. Physiological Needs – These are the basic needs that is, it involves those needs require to sustain life and relate to hunger, thirst and breasting (food, clothing, shelter)
2. Safety Needs – These needs are also primarily physical as physiological needs and relate to according extreme also gave some consideration to psychological environment and being protected from injustices, the individual want to be sure that he would have physiological needs uninterrupted and continuous. This, he would want to maintain his productivity so that the organization does not withdraw these needs from him (i.e. a form of quainter)
3. Belongingness and Love – The fist two needs centre primarily on interaction with other for the purpose of giving and receiving affection, this is the need for association, for love, acceptance by one’s fellow and for giving and receiving friendship 
4. Esteem and Status – This is the need for self respect and regard. It is based on the notion that people want to be esteemed in terms of their loving standard and others. It is need to gain approval and to achieve the need for self confidence knowledge competence and expertise.
5. Self Actualization – This represent the highest need level. It man’s craving to become with he is capable of becoming. It takes into account the individuals own goals and potentials 
Implication of the Theory 
a. This has made the manager to be aware that people have need to satisfied 
b. The satisfaction of a need will lead to the demand for a new need by the workers and  so an until they have got the self actualization needs 
c. This enabled the manager to know what particular need an individual may need at a particular point in time.
Criticim of Maslow’s Theory 
	Criticism of Maslow’s theory, Maslow’s approach has a logic that is very appealing. But his theory is difficult to verify empirically, so it enjoy little research support 
i. One of the criticism of this theory is that people may not follow this hierarchical order, this because of people’s culture. Culture have a great influence on individual needs, a need in a society may be regarded as a taboo in another 
ii. Non-self actualized man is an incomplete is not time. This is because some people fixate an certain needs and can be more actualized and satisfied at that level more than the so-called self-actualized man 
iii. Self-concept (the image an individual his of himself/herself) will also affect the need level in which an individual operate. Based on self concept an individual might feel he is more satisfied by associating with people then achieving in his job.


2.2.2	Douglaqs Mcgregor (Theory X, Theory Y)
	Douglas McGregor was an American social psychologist was conducted research project into the motivation and general behaviour of people in organizations to a great extent, his overall approach to management might have been determined, consciously or unconsciously by manager’s philosophy towards people and their normal reaction.
	In his book “the Human side of Enterprise” Donglas set forth two attentive sets of assumptions which a manager may have about people, the assumption under line what McGregor has labeled theory “X” representing extremely negative view point about the worker while those underline theory “Y” are positive on native.
	McGregor’s thesis was that much of management practices in the past has been based in a set of assumption about people and which are substantially questionable of used as generalization.
	To McGregor traditional theories about the way in which administration on should work were based on theory X as follow:
2. The average human being has an inherent dislike of work and will avoid it wherever possible 
3. Since human beings have a dislike propensity of work, they must be controlled, directed, corked, threatened with sanctions to get them put forth their best toward achieving organizational objectives.
4. The average human being prefers to be directed wishes to avoid responsibility has relatively, little ambition and wants security above all.
1. The expenditure of physical and mental effort in work is as natural as play or rest.
2. external control and the threat of punishment are not only means of bringing about efforts towards organizational objectives 
3. commitment of objectives is function o rewards associated with their achievement 
4. The average human being learns, under proper conditions not to accept but to seek responsibility.
5. under the condition of modern, industrial life 
2.2.3	Herbergs Freseric Theory (1954)
	He was a professor of psychology in his programme of research he, was concerned with human motivation in the work situation and it’s effect on the individual worker’s psychological growth and mental health this was a follow up to Abraham Maslow’s theory, however; there exist a difference between it an hat of 	Maslow while that of Maslow focused on the push factor that will make the worker to come to organization, that of Hertzberg forces on the factors that bring motivation given to the theory proposed by Hertzberg and first published in 1959, these are motivation hygiene theory, motivation maintenance theory, the two factor theory or dual factor theory.
	One assumption of theory is that all workers tend to respond in a similar way to different condition of work. Basically, Hertzberg theory discusses external motivation because the factors that determine job satisfaction end job dissatisfaction are controlled by the management of the organization.
	Hertzberg and his colleagues conducted a study by interviewing 200 engineers and accountants working in various industrial establishment in Pittsburgh, U.S.A the respondents were asked to remember the occasion when they fact exceptionally enthusiastic  about jobs and the factors that lead to that feeling 
	Hertzberg concludes that these two feedings are not the opposite of one another rather, they are concerned with two different ranges of mans needs these job satisfaction factor are Achievement, recognition, content of he work itself and responsibility and whole dissatisfaction are company policy and administration, salary/pay, technician supervision, interpersonal relationship with supervisor or peer group and working condition.
2.3	EMPIRICAL REVIEW
	An empirical review of studies examining the effect of motivation on bank performance in Nigeria reveals several key findings.​
	Alase and Akinbo (2023) conducted a study involving 206 senior employees at First Bank of Nigeria, identifying both monetary and non-monetary incentives as significant motivators. Monetary incentives like competitive salaries and bonuses, and non-monetary incentives such as job security and career advancement opportunities, were found to have a positive correlation with employee job performance. The study recommended a balanced approach to motivational strategies to enhance performance. ​ 
	In a similar vein, Owodunni and Obalalu (2015) explored the relationship between employee retention, motivation, and organizational performance among bank employees in Lagos. Their findings indicated that effective motivation strategies significantly enhanced organizational performance, with employee retention playing a crucial role in sustaining high productivity levels. ​ 
	Adeola and Adebiyi (2016) examined how recruitment practices and employee motivation influence bank performance in Nigeria. Their research highlighted that well-structured recruitment and motivation strategies are essential for improving organizational performance, emphasizing the need for banks to adopt effective human resource practices. ​ 
	Lastly, Akinsola et al. (2023) investigated the impact of motivational strategies on employee performance in Nigerian commercial banks. Their study found that factors such as salary satisfaction, working environment, bonuses, and training and development positively affected employee performance. Additionally, they identified employee formal recognition as a significant mediator in this relationship, underscoring its importance in enhancing performance.


CHAPTER THREE
3.0	RESEARCH METHODOLOGY 
	Introduction 
	This research work titled the effect of motivation employee performance in banking industry. A case study of Access Bank Plc,  Ilorin. Data was obtained largely by means of a questionnaire and informal interview which afford the researcher opportunity for personal observation.
	The questionnaire methodology was designed to evaluate the effect of motivation on bank peformance in Nigeria, the remaining section of this chapter present the Research design, Population of the study, research instrument, sampling techniques, sources of data and satisfaction tools employee in the study.
3.1	Research Design 
	Research design are useful in research because they help the researcher to develop a mental image of the structure for gathering the data while the data collection instrument is a device for collection, the data or measuring the variable which are used for ensuring research question or testing study or hypothesis 
	In this descriptive and statistical research is to determine the nature of the situation as exist at the period of study while statistical techniques are mathematical methods used in representing figures and identifying relationship between variable (an activity measure) based on questionnaire.


3.2	Population of the Study 
	The population of the study is based on the staff and management of Acess Bank Plc. However, for the research to be realistic, sampling size is 100 staff and 100 copies at questionnaire that was administered to the Access Bank staff and management.
3.3	Sampling Size and Sampling Techniques 
	The sample size is based on the number of questionnaire that was administered to the Acess Bank, and their staff using various methods such as questionnaire library work. Sample size of study (60) respondents will be taken using Random Sampling method across all categories of workers in the analysis of data.
	The sample size for this study shall be drawn from the entire population of the company which is 222. The required sample size for this study shall be derived using the Yamane (1967) Formula, as stated below;
Formula n = 
where
n = desired sample size
	N = population size
	e = margin error
	For the purpose of this research study, the margin of error is taken to be 5%. From the total population of N = 103, this implies the e = 0.05. Using the Yamane Formula, substituting into the Yamane’s Formula, hence the sample size for the research study is computed below as;
n = 82
	Therefore, in order to arrive at a statistically valid conclusion, we administered 82 questionnaires which were all filled and returned. This implies that a sample size of 82 will be required in this study to achieve a 95% precision from utilizing information and data collected from the sample. 
	The sampling technique that shall be employed in this research is the stratified random sampling techniques. This is to enable the study to obtain reasonable conclusion from which generalization shall be ascertained from the entire population. 
3.4	Method of Data Collections
	The main sources of data collection used in research are the primary secondary sources of data collection. The primary data are relevant information collected directly from the staff and management of Access Bank, which are mainly on the primary at collected were use for the purpose of statistical analysis, the data were collected using the questionnaire method. The secondary used for the collection of data are, internets, textbooks etc.
	The research work was carried out at the Access Bank Plc, the study was basically through questionnaire to get information from the staff and management of the bank, the analysis of the collected data was achieved through the use of statistical techniques the findings arrived at was used by the researcher to draw an appropriate recommendation and conclusion on the study which served as guides to the Access Bank Plc as the need arises.
3.5	Instrument of Data Collection 
	The questionnaire was administered with this topic the effect of motivation on bank performance in Nigeria on the administration of the questionnaire 10 copies were taken to different branches of Access Bank Plc. The questionnaire have five section (100) one hundred copies and seventy (70) copies were returned back to the researcher while the rest thirty (30) were not returned back to the researcher from the respondents 
3.6	Method of Data Analysis 
	It is generally noted that no research study in complete until the researches is able analyze the result of the data collected as a result of that study. This simply means, given meaning to the characteristic of data themselves for better understanding enter by the reader who are not expert in research data analysis helps researcher to test their hypothesis in order to find out which one is rejected or accepted.
	Data collected is going to be use to arrange and present in tables and analyzed in sample percentage format for easy comprehensive while reference response will also tabulate during the research questions. Questionnaire is going to be used to gather the basic facts about the researcher.


CHAPTER FOUR
4.0	DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1	Introduction
This chapter centre on historical background of Access Bank Plc, the operation of the bank and the effect of motivation on bank performance in Nigeria (A case study of Access Bank Plc, Ilorin). 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 Access 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: Research Survey, 2025
According to the table above, out of the 50 responses 10 of than were working just to earn income for their living which represented 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: Research Survey, 2025
From the results gotten above, 22 of the respondents derived 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: Research Survey, 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 or 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: Research Survey, 2025
All the respondents said the organization expressed 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: Research Survey, 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: Research Survey, 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: Research Survey, 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: Research Survey, 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: Research Survey, 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: Research Survey, 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: Research Survey, 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: Research Survey, 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.
Does 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: Research Survey, 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: Research Survey, 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: Research Survey, 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: Research Survey, 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: Research Survey, 2025
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: Research Survey, 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: Research Survey, 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: Research Survey, 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: Research Survey, 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 Access Bank Plc, 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
5.0	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 Access Bank Plc 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.
Access Bank Plc 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	Recommendation 
For Accesss Bank plc 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. 
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
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