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CHAPTER ONE

INTRODUCTION
1.1 BACKGROUND TO THE STUDY

The research is to assess the effect of change management on job satisfaction. Change is an effort that consist of actual physical changes to operation and different emotional stimulation which is painful in work place through we all rationally recognize that progress means change and that we all need change to progress, but not even the prospect attaining benefits from change will make every one ready  and willing. Change is intensively personal and Pistersen (2002) reckons that “for many people the specter of change produces what is sometimes called the factor fear, uncertainty and doubt”. Since change is widely accepted as almost top-down and induced but the management, these being managed would also resist change, imposing an imperative for manager to overcome the resistance before it could bring the change forward.

Change is inevitable and there is general consensus that job satisfaction is influenced by a combination of job characteristics (role ambiguity, skill variety,) industrial (age, work, valued and organizational characteristics (readership or organizational age) the organizational change is out study is very complex as it revolves organizational downsizing, growth, job redesigned and change in organizational strategy. Focusing on more business like behavior. These different changes may affect job satisfaction differently. 

The recent global economic downturn among other internal and external challenges has created a for business organizations to strategically position themselves in order to survive the competitive environments within which they operate. as a result, businesses across the world are constantly changing their operations and re-strategizing to overcome the stiff competition existing in the business world. it has been observed that seven important environmental challenges to businesses in recent times include rapid change, rise of the internet, workforce diversity, legislation, evolving work and family roles, globalization, skill shortages and rise of the service sector (gomez-meija, balkin, &crndy, 2015). interestingly, change is an indispensable phenomenon in the life of every organization. thompson, strickland& gamble (2010) also observe that in the current business environment, many companies operate in industries characterized by rapid technological change, short product life cycles, competitive man oeuvres, fast-evolving customer requirements and expectations, all of which occur in a manner that creates swirling market conditions and uncertainty. in fact, Armstrong (2013) identifies two main types of change: strategic and operational change. According to him, strategic change deals with broad, long-term and organization-wide issues such as strategic vision, mission and corporate philosophy. on the other hand, operational change relates to new systems, procedures, structures and technology that have immediate effect on work arrangements within a part of an organization.   

1.2
STATEMENT OF THE PROBLEM

One commonly used definition of “Managing change” refers to making of change in the planned and systematic manners with both parallel and sequential steps designed as part of a comprehensive change management strategy. Basically, the objective in organizational change is to affectively implement new approaches, system and solutions in ongoing and functioning organization. Change is often viewed as problem, organizations faces and how to motivate employees because of different output level (performance) by various employees, some perform extremely better than others the problem of job satisfaction range from poor pay, poor welfare scheme, poor health and transport programme and lack of habitable accommodation for staff.

1.3 RESEARCH QUESTIONS

a. What is the impact of organizational change management on job satisfaction in 
First Bank Nigeria Holdings (FBNH)Ogba?

b. What is the relationship between organizational change in job satisfaction?

c. What is the flexibility and adaptability to organization environment?

d. What are the impact of managerial innovation to job environment?
1.4 OBEJCTIVE OF THE STUDY

i. To find out the impact of organizational change management on job satisfaction in First Bank Nigeria Holdings (FBNH),Ogba

ii. To find out the relationship between organizational change on job satisfaction

iii. To identify the flexibility and adaptability to organization environment

iv. To find out the impact of managerial innovation to job environment 

1.5 RESEARCH HYPOTHESES
H0 There is significance relationship between organization change and job satisfaction.  

H1 There is no significance relationship between organization change and job satisfaction          

H0 There is significance relationship between effective communication and person          environment interaction.

H1 There is no significance relationship between effective communication and person environment interaction.

HO There is a significance relationship between managerial innovation and job environment.

H1 There is no significance relationship between managerial innovation and job environment. H0 There is significance impact on flexibility, job environment and organization environment. 

H1 There is no significance impact on flexibility, job environment and organization environment

1.6
SIGNIFICANCE OF THE STUDY 

The significance of the study cannot be over emphasized, the management of First Bank Nigeria Holdings (FBNH) Ogba would benefit from the study, because it will enable them to know the reason for organizational change and the employees will also see the need to adapt to change so as to increase their productivity. The reason is that business world is moving fast and any organization that fail to recognize change will not be able to compete in business environment.

The work will serve as source of references for future researchers that may like to further studying on the subject matter. 

1.7
SCOPE OF THE STUDY

The study is to assess the impact of change management on job satisfaction with particular reference to First Bank Nigeria Holdings (FBNH) Ogba. The study will span 2006-2018.
1.8
Definition of key terms


CHAPTER TWO
REVIEW OF RELATED LITERATURE

2.1
INTRODUCTION

This chapter examines some literatures on organizational change management generally; many articles and books have been written about how change management can be approached. Nevertheless, the field of organizational change is far from mature in understanding the dynamics and effects of time, process, discontinuity, and context (Pettigrew,2010) . Moreover, little is written about implementation process and issues in highly regulated contexts such as the banking context (Nightingale & Poll 2015, Baron &Besanko, 2011). Technical change in service industries is an under-represented area, despite its importance in employment and innovation (Nightingale & Poll 2015).
2.2 CONCEPTUAL FRAME WORK

One commonly used definition of “managing change” refers to the making of change in a planned and systematic manner with both parallel and sequential steps designed as part of a comprehensive change management strategy. Basically, the objective in managing change is to effectively implement new approaches, systems and solutions in an ongoing and functioning organization. Throughout the process of implementing change, the organization controls the process and makes any mid-course corrections, as necessary and demanded by changing events. One of the most frequently occurring examples of this change is the application of IT to managing various organizational functions and outputs].

However, in most cases, such changes are triggered by events outside the organization such as market factors, new government policies or regulations, promulgation of new performance standards, changes in market structure, etcDalziel, Murray and Schoonove (2015).

Typically, the organizations have little or no control over such factors but must quickly adapt to the changes necessitated by such events in order to.

i. Maintain their competitiveness,

ii. Continue to provide high quality and reliable service or product, and

iii. Continue to grow and be financially sustainable and profitable. Moohrman, Allan Mohrmann, Ledford, Cummings, and Lawler J. S (2010) stated that “managing change” is to respond to outside factors over which the organization has little or no control. The passage of the electricity Act 2013, the establishment of regulatory commissions in most states in India, and the emergence of new either autonomous or fully private distribution companies in India are examples of events external to the power industry and necessitate that changes be designed and implemented to serve the customer well. The Rural Electrification policy of the government of India is another example of a change external to the State Electricity Boards (SEBs) and distribution utilities that mandates a fundamental change in the power distribution business in India.

2.3.1 Flexibility and Adaptability to organization Environment:  One of the most important qualities that a leader needs is flexibility and adaptability to the organization environment. Markets, by nature, a dynamic. Effective public sector governance requires continuous development of new policies and regulations in order to both promote the markets and ensure the provision of reliable, affordable, and acceptable quality of product/services. Therefore, any organization, especially the distribution utilities in India, are operating in a rapidly changing external environment which mandates that the organization be well prepared to change along with the changing environment. It is a leadership challenge to mould organizations to adapt to changes. Market forces further mandate that the change be anticipated and change implementation be proactive so that the organization is not left behind and set itself up for failure. How do good leaders do this? First, a good leader needs to be abreast of impending changes in the environment. This is accomplished by the leader through what is commonly referred to “networking” attending various conferences, national meeting, public hearings in the government legislative bodies and regulatory agencies, involvement in community event; keeping abreast of latest developments through news media and corporate meetings, and developing or acquiring an ability to translate vast quantities of data to information to facilitate change decisions.

The ability or degree of willingness to which one adapts in such situations essentially determines one’s level of flexibility-and possibly the heights they will achieve in the future. Here we’ll take a look at four skills to nurture as you embark on developing your team’s ability to adapt 

· Think creatively 

Your team should be encouraging to explore different avenues for fostering creativity and accomplishing work goals with a new mindset.

· Embrace ambiguity 

It is key for companies to encourage an environment where change is embraced, even when ambiguity is involved  

· exercise emotional intelligence 

A much discussed focus of self-management skill courses, particularly those offered in graduate business programs, emotional intelligence means controlling and filtering one’s emotions in a constructive manner. This lead to easier adaptation when working with new teams and developing a better rapport with colleagues.

· Shift focus

The ability to maintain or shift focus in accordance with an organization’s changing priorities is another critical skill that indicates higher level of adaptability and flexibility in employees. Those who maintain consistent focus on individual and teams based operational goals while using creative and critical thinking processes to solve challenges are critical in dynamic environment.

These are some of the top elements for building a workforce that is adaptable and flexible.

With the adaptability of the business environment companies, the evaluation of flexibility is related, which is often associated with the ability of companies to respond and to adapt to changing and new situations. In the turbulent and dynamic business environment this flexibility depends on the diversity of skills owned by managers at different levels of management and its speed. 

2.3.2 Trust and Organizational Change

Studies have shown that trust in leaders is an important element of organizational change, either as an antecedent or consequence of relationships at work (saunders and thornhill, 2013; neves and caetano, 2019). for instance, lester and Kickul (2011) found that in a 32-item list of psychological contract valued most by employees, participants ranked trust and respect, open and honest communication as second and third respectively in importance. according to mollering (2016), trust develops from favorable expectations based on interpretations of reality aided by a suspension of disbelief and a leap of an individual’s faith. research has also suggested that key attributes of employee participation, such as open communication, expressing new ideas, shared vision and common direction, as well as mutual respect, are key elements in fostering trust and managing organizational change (nyhan, 2010). in addition, inclusion and participation of employees into decision-making processes also indicates both the organization’s and management’s trust in their employees (erturk, 2018,).  similarly, studies have revealed that among others, one of the antecedents of perceptions of trust in the organization is contributions from employees (rhoades  2017; husted and michailova, 2012). this implies that employees may develop a certain trust for management and the organization when they feel they are valued, as well as partakers and contributors to organizational decisions. in effect, their trust in management may be affected should they experience non-involvement or perceive that their contributions don’t matter.  for instance, lines., (2015) discovered that trust in management increases through participation in decision-making but decreased when employees experienced emotional strain.  it must be pointed out that the issue of trust is linked to the perception of fairness as demonstrated by frazier(2010) who found a strong relation between perception of fairness and trust in immediate supervisor and higher-level management. As a result of these findings, it is expected that in managerial decisions regarding change, consideration would be given to the effect on employees and not only how it affects the organization’s performance.  

2.3.3 EFFECTIVE COMMUNICATION

People in organizations typically spend over 75% of their time in an interpersonal situation; thus it is no surprise to find that at the root of a large number of organizational problems is poor communications. Effective communication is an essential component of organizational success whether it is at the interpersonal, intergroup, intragroup, organizational, or external levels. In this chapter we will cover the basic process of communication and then we will cover some of the most difficult communication issues managers face-providingconstructive and effective feedback and performance appraisal 

· Effective communication requires deciphering the basic values, motives, aspirations, and assumptions that operate across geographical lines. Given some dramatic differences across cultures in approaches to such areas as time, space, and privacy, the opportunities for miscommunication while we are in cross cultural situations are plentiful. (Edward G. and wertheim 2016)

2.3.4 Managerial innovation.

Globalization is changing the economy and markets in which organizations operate. And there has been an increase in the E-business sector that is changing how work is distributed and performed with the use of Information and Communication Technology (ICT) resistance to change is often understood form the management standpoint as a perceived of organization’s members who refuse to accept an organizational change ( patriotic Lazarevic, 2014, Coghland, 2013). It is also defined as a multifaceted phenomenon, which introduce unanticipated delay, costs and instabilities into the process of a strategic change (Ansoff, 2018). Benmmels and Reshef (2011) understand it as any employee action attempting to stop or delay change. Moreover, managerial innovation becomes more important as a form of response to both competition and information technology trend (Brown and Hanley, 2016).
2.2.5 Change Management And Job Satisfaction

The current world economic crises and conditions have heightened awareness of the need for change organization voluntarily or involuntarily, are being challenged to change in order to service and develop. Hence, managers have to think and focus on what is truly important for successful organizational change. In service sector, the human centered approach in management process is one of the most important factor which may help in delivering the long term sustainable results. The success of organization changes and development efforts positively correlated with the extent to which these efforts activate the performance of human resources of an organization. If organization want more from their employees (for example, a successful organization change forward higher quality of service delivery) they have to give more of what is attention to employee’s value and satisfaction.

Many organizational changes occur base on dealing with changes in the responsibilities of workers, their tasks and with the re-structuring of work places.

According to participating theorists, the overall objective of any organization is to achieve a satisfactory integration between the needs of firm and its workers. To effectively manage change organization can however use the following approaches in order to enhance employee’s satisfaction they are: Education and communication, participation, facilitation and support, Negotiation, manipulation and co-optation etc with less of coercion.
2.4.1 ORGANIZATIONAL ENVIRONMENT

This domain of causal variables is extensively represented in the theoretical and empirical literature. Variables which have shown evidence as significant organizational antecedents to job satisfaction include structural variables such as size and "shape" ( Carzo and Yanouzas, 2017), complexity, centralization, and formalization ( George and Bishop, 2015); process variables such as prevailing decision-making and conflict management styles, team collaboration and role conflict; and such encompassing variables as "organizational climate" (Litwin and Stringer, 2017).

The conclusion remains that the causes of job satisfaction lie substantially, although far from exclusively, in the immediate realities of jobs and job environments, and they lie even more strongly in the perceptions of these realities. Even with the limited knowledge now at hand, useful diagnoses of the causes of changes in job satisfaction are feasible. Further, it is feasible to develop general models to guide the optimization of the satisfying properties of jobs and job environments, as is illustrated by the propositions of Emery and Trist (2015) based on a combination of theory and empirical information described in( Hill,2013), or by the wholly empirical model of (Quinn2013).
2.3.3 ABILITIES

There are very few reports on the role of individual abilities in the causation of job satisfaction. It is known from many studies of employment selection, however, that abilities known to be valid predictors of subsequent job performance often predict also to direct measures of job satisfaction or to behaviors (e.g., early voluntary quitting) that can be presumed to reflect job dissatisfaction. Furthermore, it is well established that self-report of a discrepancy between the abilities possessed and the abilities required by one's job is a strong and prevalent correlate of job satisfaction.
2.3.4 PERSON-ENVIRONMENT INTERACTIONS

While many environmental variables have displayed a direct relationship to job satisfaction, only a few such direct relationships have been reported with respect to the "person" variables. This is in accord with common sense: by definition job satisfaction is satisfaction with or about something experienced as "environment," for which there is some objective or commonly perceived reality. The role of person variables in the causation of job satisfaction or dissatisfaction is virtually always that of moderating the association between the environment and the satisfaction response. This observation, however, does not imply a minor role for the person variables; on the contrary, the major portion of the variance in job satisfaction appears to be unaccountable from environmental considerations alone.

2.3.6 EFFECT OF CHANGE MANAGEMENT ON JOB SATISFACTIONS

Handling a change in the workplace effectively can take time which can be technological economical, leadership, financial or social change may result to growth and profitability of an organization. The change process requires training and effective communication to employees affected by the change for example implementing a new continuous improvement system in a company requires training for all employees in the tools, method and processes the new system needs for success.

If the company does not handle change effectively it can have a detrimental effect on the moral of workers. Low employee moral or low satisfaction has negative effect on productivity which can cause a financial loss for the organization.

However, employee morale also results in increased absenteeism and high employee turnover. Including employees in the change process and effective communication throughout reduces moral problems attached with dissatisfaction. 
There is genera; consensus that job satisfaction is influenced by a combination of job characteristics (role ambiguity, skill variety) individual (age, work values) and organizational characteristics (leadership organizational age) 

2.3.
Theoretical framework
Glisson and Durick, 2017, Kalleberg 20018). Organizational change and reorganizations may influence job and organizational characteristics and as a result, job satisfaction. According to Mack . (2010) organization change causes employees to alter their ways of working. Based on their research, Mack (2010).conclude that, in general organizational changes result in increasing levels of job dissatisfaction, mainly as a result of increased uncertainty during the process of change. However, many scholars present different relationships between organizational change and job satisfaction. Main reason for this is the wide variety of organizational changes being studies. Organizational change can take different forms. Reorganizing the work practices, job redesign, organizational growth, organizational downsizing. Moreover, while some changes affect the entire organization, other changes affect only specific divisions, teams or jobs.

The organizational change in our study is very complex as it involves organizational downsizing, growth, job redesign and a change in organizational strategy, focusing on more business-like behavior. Those different changes may affect job satisfaction differently. According to Svensen (2007) job satisfaction will decrease if previous experiences with downsizing are negative. On the other hand, if previous experiences are positive this decrease in job satisfaction will not occur. Cross and Travaglione (2014) argue that organizational downsizing will result in higher levels of job satisfaction as the remaining employees will be happier than those who left. An important assumption here is that the least satisfied employees will (have to) leave the organization, which is not necessarily true in all organizational downsizing processes. With regard to work characteristics, organization downsizing results in increasing levels of work load when the same work has to be carried out by less employees. Following Karasek’s Model (2012), increasing workloads (job demands0 with the same amount of decision latitude will result in lower levels of job satisfaction.

Organizational growth (resulting in growing numbers of employees) in general results. In decreasing levels of job satisfaction (Beer, 2013). Organizational growth often results in many other (Organizational) changes in, for example leadership styles, organizational structure and employee’s attitudes that have negative effects on job satisfaction. Based on an extensive literature review Beer (2013) concludes that larger organizations report lower levels of job satisfaction. Based on Karasek’s model, more formalization and a larger distance towards colleagues and superiors decrease the levels of decision latitude, resulting in decreasing job satisfaction. Field and Johnson (2009) studied the effects of organizational growth in a volume association, mainly employing volunteers that grew from a single location small firm to a large organization operating from several different locations. The growth process involved incorporating more bureaucratic processes to manage the work processes and employees (including the volunteers), resulting in demotivation and lower levels of commitment. These concepts correlate with job satisfaction (Malhieu and Zajac, 2014).

Another important finding in field and Johnson’s case was that the changes heavily affected the volunteers work, but the volunteers were not involved in any decision making resulting in reduced commitment among the volunteers.

 (Humphrey et al, 2007). Important models indicating this relationship includes the job demand-decision latitude model (Karasek, 2016), the job characteristics model (Hackman and Oldham, 2009) and the job Demands Resources model (Demerouti, 2001). Salanok and Pfeffer (2009) and Griffin (2001) show that job redesign result in improved job satisfaction when the job redesign results in an improved fit between job characteristics and employed needs or expectations. According to Karasek (2013) job redesign results in increased job satisfaction when decision latitude increases.

 (Griffin, 2008). In an experiment by Hackman (Described in Salancik and Pfeffer, 2014) job satisfaction was measured before and after job redesign. Three kinds of job ‘redesign’ were conducted: job enrichment, no change and reduction of job variety. The results were positive for all three kinds of changes after the redesign process job satisfaction was higher than before. Salancik and Pfeffer conclude that the worker’s expectations were already focused towards the changing work characteristics and, therefore, influenced the worker’s expectation. They suggested that focusing on the dissatisfying work characteristics may have a positive effect on the experience of changing these characteristics. This is also known as the Hawthorne effect (see e.g. Blumberg, 2016). Based on these theories, we concluded that job redesign positively influences job satisfaction when it meets at least one or two characteristics: first job satisfaction increases if the job characteristics fit, secondly job satisfaction increases if the redesign process is aimed at changing dissatisfying work characteristics. The first characteristics results in the most sustainable increase in job satisfaction.

 (Gebhart et al, 2016). This will affect worker motivation and cooperation between workers. Noblet . (2016) showed that introducing private sector management strategies in public sector organizations resulted in structural, cultural and procedural changes that had negative effects on job satisfaction. Especially the focus on fund raising and accountability results in mixed feelings among volunteers as they are mostly intrinsically motivated to help people in need, not by efficiency (Field and Johnson, 2018).

2.4 Empirical Review
The correlational mapping of the phenomena under discussion must proceed through interactive theoretical and empirical work. The theoretical approaches and models employed so far have been relatively restricted in scope. They have been almost exclusively psychological in nature and often have rested on dubious or ambiguous assumptions. Next stages of development will require models which, while necessarily still incomplete, will be enlarged over existing models, so that they have causal implications, treat multiple causes and consequences, draw upon concepts and variables from several of the variable classes suggested in chapter 1, and provide linkages to established theoretical systems of sociology and economics as well as those of psychology.

There are a few examples available of theoretical efforts displaying some or all of these properties. One example is that of Lawler (2013) who proposes a causal model of the determinants of job satisfaction. His suggested model provides for initiatory causal forces from both personal and environmental sources, employs motivational assumptions, employs considerations of individual values and individualistic perceptual processes, as well as equity evaluation processes, and makes assumptions about the effects of different forms of resultant inequity. Mainly psychological in its roots, it is a model designed for application to individual phenomena. Analogous modeling is needed to treat job satisfaction at higher levels of aggregation and social interpretation. One recent analysis (Barnowc , 2016) found that a rather short roster of job descriptors, treated not separately but as an additive set (there were not significant interactions among them), generated a highly significant association with job satisfaction. The associations were of a magnitude that may exhaust the variance in satisfaction that is explainable from the attributes of the job itself and the micro-environment of the job. In short, confusion from many variables and small correlations arises from the noise of removable redundancy—but the redundancy must be discovered.
CHAPTER THREE

METHODOLOGY
3.1
INTRODUCTION

The chapter will deal with methods and procedures used in collecting relevant data and information. These are important aspects of research work in order to ensure a reliable valid and authentic research work

Also, in this chapter all necessary information was explained in the process of collecting data and its analysis during this project.

3.2
RESEARCH DESIGN

The survey research method will be used for the purpose of this study. This is considered more appropriate because survey design generally can be used to investigate problem in realistic setting, the survey research provides the researcher with more accurate description of respondent’s opinion. The survey research comprises of several variables and will use multi variant statistics to analyze data.

3.3
RESEARCH POPULATION

This means the total number aggregate of all unit which by virtue of a common characteristics may be define as belonging to the population. First Bank Nigeria Holdings (FBNH)was chosen as the case study. The research population therefore refers to the entire staffs of the organization which is 120.

3.4
SAMPLE AND SAMPLING TECHNIQUES 

The sample size is the system of collecting from the population for explanation process. The part actually taken for the examination is the sample. The sample can be defined as a group that is taken from the population for analysis. Therefore 92 People will be used as the sample size. This was adopted from Krejicie and Morgan determination for sample size table.

Sampling techniques is the process of selecting a number of individuals for a study in such a way that the individual represent a large group from which they selected. survey approach will be used in this study as a result random sampling techniques will be adopted.
3.5
METHOD OF DATA COLLECTION 

This collection of data will be done by the researcher personally for effective and efficient allocation of data

3.6
INSTRUMENT OF DATA COLLECTION

The instrument that will be used for data collection of data is a self-designed structured questionnaire. The scale of strongly agree, agree, undecided, disagree and strongly disagree options were drawn to elicit responses to address the research questionnaires.

3.7
METHOD OF DATA ANALYSIS

The researcher will adopt the mean statistics as the statistical tools for analysis the data. The decision Mean is based on a cut-off point of 3.6. A mean of 3.5 and above are regarded as accepted, while points below a mean average of 3.5 is regarded as rejected or disagreed. The mean accepted point is calculated as follows on the rating above
3.8.
HISTORICAL BACKGROUND OF THE CASE STUDY  
The bank was founded in 1894 and is Nigeria's oldest bank. It converted to a public company in 1970 and was listed on the Nigerian Stock Exchange (NSE) in 1971. However, as part of the implementation of the non-operating holding company structure, it was delisted from the NSE and replaced with FBN Holdings Plc. in 2012.

It was previously structured as an operating holding company before the implementation of a non-operating holding company structure (FBN Holdings) in 2011/2012.

Pre-independence
First Bank commenced business in 1894 in what were then British-controlled areas as the Bank of British West Africa. The bank originally served British shipping and trading agencies in Nigeria. The founder, Alfred Lewis Jones, was a shipping magnate who originally had a monopoly on importing silver currency into West Africa through his Elder Dempster shipping company. According to its founder, without a bank economies were reduced to using barter and a wide variety of mediums of exchange, leading to unsound practices. A bank could provide a secure home for deposits and also a uniform medium of exchange. The bank primarily financed foreign trade, but did little lending to indigenous Nigerians, who had little to offer as collateral for loans.

Post-independence
After Nigeria's independence in 1960, the bank began to extend more credit to indigenous Nigerians. At the same time, citizens began to trust British banks since there was an independent financial control mechanism and more citizens began to patronize the new Bank of West Africa.

In 1965, Standard Bank acquired the Bank of West Africa and changed its acquisition's name to Standard Bank of West Africa. In 1969, Standard Bank of West Africa incorporated its Nigerian operations under the name Standard Bank of Nigeria. In 1971, Standard Bank of Nigeria listed its shares on the Nigerian Stock Exchange and placed 13% of its share capital with Nigerian investors. After the end of the Nigerian civil war, Nigeria's military government sought to increase local control of the retail-banking sector. In response, Standard Chartered Bank reduced its stake in Standard Bank Nigeria to 38%. Once it had lost majority control, Standard Chartered wished to signal that it was no longer responsible for the bank and the bank changed its name to First Bank of Nigeria Limited in 1979. By then, the bank had re-organized and had more Nigerian directors than ever.
CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.0
INTRODUCTION

This chapter deals with the presentation and analysis of data collected through questionnaire administered to respondents of First Bank Nigeria Holding (FBNH). The questionnaire distributed to staff of organization was designed to address and answer certain issues raised in the research.

4.1
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
Data analysis is the statement of the result which summarizes all the data in the research work. Data collected through questions and interviews conducted on the subject matter. A total number of 92 questionnaires were distributed to the staff of First bank Nigeria Holding. Out of this, the researcher was able to retrieve a total of 24. This will form the basis of analysis for this research the data collected were analyzed through the use of tabular methods and percentages. The responses. Collected are tabulated and analyzed as follows: 

Table 1: What is your status in your organization?

	Variable
	Responses
	Percentage %

	Senior staff
	6
	25

	Junior staff
	18
	75

	Total
	24
	100


Source: field survey, 2024
The table below shows that 6 respondents representing 25% are senior staff while 18 representing 75% are junior staff.  

Table 2: How long have you been working with (FBNH) first bank Nigeria Holdings?

	Variable
	Responses
	Percentage %

	1-5 years
	3
	12.5

	6-10 year
	10
	41.67

	11-15 years
	4
	16.67

	16  year above
	7
	29.16

	Total
	24
	100


 Source: field survey, 2024
The table above shows the analysis of length of service of the respondents. The grouping reveals that 3 or 12.5% respondents are below 5 years of service in the organization, 10 or 41.67% of respondents are between 6-10 years, while 4 or 16.67% are between 11-15 years and 7 or 29.16% are 16 years and above in the organization.

Table 3: Sex of the respondents

	Variable
	Responses
	Percentage %

	Male
	18
	75

	Female
	6
	25

	Total
	24
	100


 Source: Field survey, 2024
The table above shows that 18 respondents representing 75% are male while 6 respondents representing 25% are female. This means that the majority of the respondents are male.

Table 4: age of the respondents

	Variable
	Responses
	Percentage %

	15-25
	-
	-

	26-35
	15
	62.5

	36 and above
	9
	37.5

	Total
	24
	100


 Source: Field survey, 2024.
The table 4 shows that 15 respondents representing 62.5% are between the age of 26-35 years while 9 respondents representing 37.5% are from 36 years and above.

Table 5: Education of the respondents 

	Variable
	Responses
	Percentage %

	MSC/Bsc
	2
	8.33

	PGD/HND
	10
	41.67

	ND/NCE
	12
	50

	Total
	24
	100


 Source: Field survey, 2024
 Table 5 shows that 8.33% of the respondents are MSC/BSc holders, 10 respondents representing 41.67% are PGD/HND holders, while 12 respondents 50% of the respondents are ND/NCE holders.

4.2
DATA PRESENTATION 

	S/N
	Variables
	SA
	A
	U
	D
	SD
	Total
	Mean
	Remark

	1
	The need for change brings a far-reaching impact on organization, its employees, and its pertinent stakeholders
	60
	28
	6
	6
	2
	100


	4.2
	Agreed

	2
	Organizational change come with different challenges and it can significantly disrupt expectations about important issues or event 
	65
	40
	0
	2
	-
	107
	4.5
	agreed

	3
	There is a significant relationship between organizational changes and job satisfaction
	50
	20
	6
	10
	2
	88
	3,7
	Agreed

	4
	Workers are promoted when the need arises for high performance
	70
	20
	0
	4
	-
	104
	4.3
	Agreed

	5
	Effective change management helps organizations to fill the gaps between their goal and current results 
	45
	48
	3
	4
	-
	100
	4.0
	Agreed

	6
	The need for change could be initiated internally or externally (internal or external business environment)
	75
	24
	3
	4
	-
	106
	4.4
	Agreed

	7
	Failure to anticipate, plan, focus and adapt to change will lead to downfall of an organization
	60
	40
	-
	4
	-
	1-4
	4.3
	Agreed

	8
	Effective change management is the reason behind the competitiveness and survival of an organization
	55
	48
	3
	-
	-
	106
	4.4
	Agreed

	9
	Resistance to change, communication and implementation cost are essential hindrance to organizational change 
	60
	40
	3
	2
	0
	105
	4.4
	Agreed

	10
	Initiation or adaptability to organizational change enhances the performance and competiveness of organization 
	65
	36
	3
	2
	-
	106
	4.4
	Agreed 


Illustration

On presentation of data and analysis in table using mean score.

Table 4: the need for change brings a far reaching impact on organization, its employees and its pertinent stakeholders.

Where 

SA:

Strongly Agree

A:

Agree

UD:

Undecided

D:

Disagreed

SD:

Strongly Disagreed

Solution

	
	X
	F
	FX

	SA
	5
	12
	60

	A
	4
	7
	28

	D
	2
	3
	6

	SD
	1
	2
	2

	
	
	24
	100


 Source: Field survey, 2024
Therefore: EFX     =   100     4.2   the mean score

                  EF              24  

Question1: The need for change brings a far-reaching impact on organization, its employees and its pertinent stakeholders.

Table 6

	
	SA
	A
	UD
	D
	SD
	Total
	Mean score
	Remark

	X
	5
	4
	3
	2
	1
	
	
	

	F
	12
	7
	2
	3
	2
	24
	
	

	FX
	60
	28
	6
	6
	2
	100
	4.2
	Agreed


 Source: Field survey, 2024.
The above table shows that the mean score is 4.2 greater than the cutoff point which is 3.0. Thus means that the need for change brings a far-reaching impact on organization, its employees and its pertinent stakeholders.

Question2: organizational change comes with different challenges and its can significantly disrupt expectations about important issues or events.

Table 7

	
	SA
	A
	UD
	D
	SD
	Total
	Mean score
	Remark

	X
	5
	4
	3
	2
	1
	
	
	

	F
	13
	10
	0
	1
	0
	24
	
	

	FX
	65
	40
	0
	2
	0
	107
	4.5
	Agreed


 Source: Field survey, 2024.

The table above gives a score of 4.5. thus means that the organizational change comes with different challenges and its can significantly disrupt expectation about important issues or events.

Question 3: there is a significant relationship between organizational change and job satisfaction.

Table 8

	
	SA
	A
	UD
	D
	SD
	Total
	Mean score
	Remark

	X
	5
	4
	3
	2
	1
	
	
	

	F
	10
	5
	2
	5
	2
	24
	
	

	FX
	50
	20
	6
	10
	2
	88
	3.7
	undecided


 Source: Field survey, 2024.
The table shows there might be significant relationship between organizational change and job satisfaction this is as a result of the means score that is 3.7

Question 4: workers are prompted when the need arises for high performance.

Table 9

	
	SA
	A
	UD
	D
	SD
	Total
	Mean score
	Remark

	X
	5
	4
	3
	2
	1
	
	
	

	F
	14
	5
	3
	2
	0
	24
	
	

	FX
	70
	20
	9
	4
	0
	104
	4.3
	Agreed


 Source: Field survey, 2025.
The table shows the mean score of 4.3, which implied that workers are promoted when the need arises for high performance.

Question 5: effective change management helps organizations to fill the gaps between their goals and current results.   

Table 10

	
	SA
	A
	UD
	D
	SD
	Total
	Mean score
	Remark

	X
	5
	4
	3
	2
	1
	
	
	

	F
	9
	12
	1
	2
	0
	24
	
	

	FX
	45
	48
	3
	4
	0
	100
	4.0
	Agreed


 Source: Field survey, 2025.
The table above shows that means score of 4.0 which simply means that effective change management helps organizations to fill the gaps between their goals and current results.

Question 6: The need for change could be initiated internally or externally (internal or external business environment)

Table 11

	
	SA
	A
	UD
	D
	SD
	Total
	Mean score
	Remark

	X
	5
	4
	3
	2
	1
	
	
	

	F
	15
	6
	1
	2
	0
	24
	
	

	FX
	75
	24
	3
	4
	0
	106
	4.4
	Agreed


 Source: Field survey, 2025.

The table above shows that means score 4.4 which simply means that the need for change could be initiated internally or externally (internal or external business environment).

Question 7: Failure to anticipate, plan, focus and adapt to change will lead to down fall of an organization.

Table 12

	
	SA
	A
	UD
	D
	SD
	Total
	Mean score
	Remark

	X
	5
	4
	3
	2
	1
	
	
	

	F
	12
	10
	0
	2
	0
	24
	
	

	FX
	60
	40
	0
	4
	0
	104
	4.3
	Agreed


 Source: Field survey, 2025.
The table above sows that means score of 4.3 which simply means that failure to anticipate, plan, focus and adapt to change will lead to down fall of an organization.

Question 8: Effective change management is the reason behind the competitiveness and survival of an organization.

Table 13

	
	SA
	A
	UD
	D
	SD
	Total
	Mean score
	Remark

	X
	5
	4
	3
	2
	1
	
	
	

	F
	11
	12
	1
	0
	0
	24
	
	

	FX
	55
	48
	3
	0
	0
	106
	4.4
	Agreed


 Source: Field survey, 2025.

The table above shows that means of 4.4 this implies that effective change management is the reason behind the competitiveness and survival of an organization.

Question 9: Resistance to change, communication and implementation costs are essential hindrance to organizational change.

	
	SA
	A
	UD
	D
	SD
	Total
	Mean score
	Remark

	X
	5
	4
	3
	2
	1
	
	
	

	F
	12
	10
	1
	1
	0
	24
	
	

	FX
	60
	40
	3
	2
	0
	105
	4.4
	Agreed


 Source: field survey, 2025.

The table above shows that means score of 4.4 this implies that resistance to change, communication costs are essential hindrance to organizational change.

Question 10: Initiation or adaptability to organizational change enhances the performance and competitiveness of organization.

Table 15

	
	SA
	A
	UD
	D
	SD
	Total
	Mean score
	Remark

	X
	5
	4
	3
	2
	1
	
	
	

	F
	13
	9
	1
	1
	0
	24
	
	

	FX
	65
	36
	3
	2
	0
	106
	4.4
	Agreed


 Source: field survey, 2024.

The table shows that means score of 4.4 this implies that initiation or adaptability to organizational change enhances the performance and competitiveness of organization.

4.4
DISCUSSION OF FINDINGS 
Table 6 clearly shows the presentation and analysis of responds gathered from the respondents. The table shows that the need for change brings a far-reaching impact on organization, its employees and its pertinent stakeholders. This is supported with the means score value of 4.2 which is greater than the cutoff point of 3.0. Table 7 shows that the organizational change comes with different challenges and it can significantly disrupt expectations about important issues or events. This was agreed on has the means score value is 4.6.

Table 8 and 9 shows that there might be significant relationship between organizational changes and job satisfaction and that workers are promoted when the need arises for high performance. This was supported by the means score of 3.7 and 4.3 respectively, which is greater than the cut off point.

Effective change management helps organizations to fill the gap between their goals and current results also the need for change could be initiated internally or externally (internal or external business environment). Thus tab le revealed by table 10 and 11 which have the means value of 4.0 and 4.4 respectively.    

Table 12,13, 14 and 15 shows that the analysis of the respondents, indicating that failure to anticipate, plan, focus and adapt to change will lead to down fall of an organization, that effective change management is the reasons behind the competitiveness and survival of an organization. The resistance to change, communication and implementation costs are essential hindrance to organizational change and the initiation or adaptability to organizational change enhances the performance and competitiveness of organization. These is supported with the means score value of 4.3, 4.4, 4.4 and 4.4 respectively.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1
Summary Of findings
The study is to assess the Effect of change management on job satisfaction with a specific reference to first bank Nigeria holding (FBNH).

Basically, the objective in organizational change is to effectively implement new approaches, system and solutions in ongoing and functioning organization. Change is often viewed as problem, organizations faces and how to motivate employees because of different output level (performance) by various employees, some performance extremely better than others the problem of job satisfaction range from poor pay, poor welfare scheme, poor health and transport program and lack of habitable accommodation for staff. 

The researcher introduces the background of the study stamen of the problem, objectives of the study and scope and limitations of the study were highlighted in chapter one.

Chapter two of the research work contained the review of related literature on the conceptual definition of change management, employee disposition desire to change employee/union resistance to change, after math of change; blessing or course, effect or career development of employees on job performance, reason for managers and employee’s resistance to change were highlighted in this chapter.

Chapter three contained the methodology of the study, sample size and instrument for data collection. The researcher administered questionnaire to the staff of FBNH to gather their opinion on change management in  an organization. The responses gather through questionnaire were analyzed in chapter four and the researcher come up with the findings.

The findings revealed that the need for change brings a far-reaching impact on organization, its employees, and its pertinent stakeholders.  Organizational change comes with different challenges and its can significantly disrupt expectations about important issues or events. The study also shows that there might be significant relationship between organizational change and job satisfaction. Effective change management helps organizations to fill the gaps between their goals and current results. 

5.2
Conclusion

Based on the findings of this study is can be concluded that the need for change in an organization cannot be over emphasized because it brings a far-reaching impact on organization, its employees and its pertinent stakeholders. It can also be concluded that the organizational change comes with different challenges and it can significantly disrupt expectations about important issues or events and as such there might be a significant relationship between organizational change and  job satisfaction.

Also, workers are promoted when the need arises for high performance, effective change management helps organizations to fill the gap the gaps between their goals and current results. From the findings it was concluded that the need for change could be initiated internally or externally (internal or external business environment). It must be noted that failure to anticipate plan, focus and adapt to change will lead to down fall of the organization.  

Lastly, effective change management is the reason behind the competitiveness and survival of an organization, resistance to change, communication and implementation costs are essential barrier to organizational change and the initiation or adaptability to organizational change enhances the performance and competiveness of organization.

5.3
Recommendations 


Based on the findings, the following recommendations were made;

1. The new roles should be concisely explained to the respective employees prior to implementing change, to stifle out any doubts, fears or resistance.

2. Goals and objectives should be frequently redefined and relayed to all employees. This shall aid towards clearing up any misunderstanding and possible resistance to change.

3. Employees should be given freedom to evolve and try innovative ways of doing their jobs without the fear of being penalized for mistakes.

4. Employees should be encouraged to speak up if they feel that change is causing a conflict.

5. Extra incentives should be made available for employee to further encourage and reward compliance.     

QUESTIONNAIRE

SECTION A

Personal data (characteristics of respondents) kindly tick as appropriate in the boxes provides below to show your option.

1. Education background

a. Primary





[
]

b. Secondary




[
]

c. Tertiary





[
]

2. Sex

a. Male





[
]

b. Female





[
]

3. Years of experience

a. 1-5 years





[
]

b. 6-10 years




[
]

c. 11-15 years




[
]

d. 16 year and above



[
]

4. Position in the company

a. Management staff



[
]

b. Operative staff




[
]

c. Other level




[
]

SECTION B

	S./No
	Statement
	SA
	A
	U
	SD
	Total

	1.
	The need for change could be initiated internally or externally (internal or external business environment)
	
	
	
	
	

	2
	Failure to anticipate, plan, focus and adapt to change will lead to down fall of an organization 
	
	
	
	
	

	3
	Effective change management is the reason behind the competiveness and survival of an organization
	
	
	
	
	

	4
	Effective change management is the reason behind the competiveness and survival of a organization.
	
	
	
	
	

	5
	Change management increases the resistance to change, communication and implementation costs are essential hindrance to organizational change 
	
	
	
	
	

	6
	Initiation or adaptability to organizational change enhances the performance of competiveness of organization.
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