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ABSTRACT

This research work studied the effect of 

Training and Motivation on workers’ 

performance in the banking industry with 

Guaranty Trust Bank Plc as the case study. 

This research focuses on the potency of 

training and motivation in improving the 

productivity of workers as well as the 

bank’s performance. Survey method of 

data collection was used in the course of 

the research. Analysis of the data, which 

were collected from the questionnaire, was 

done using the simple percentage method, 

chi-square and goodness of fit. The results 

of the analyses showed that training and 

motivation of workers enhance their 

productivity and performance on the job. 

But it was found that there is no 

correlation between the level of 

commitment of workers and their 

understanding of organizational goals. It 

was also revealed that the level of 

satisfaction of workers on the job 

determines their productivity. Some of the 

recommendations made in this study are 

that: Guaranty Trust Bank should intensify 

its training and development programmes 

for its staff; the management needs to 

overhaul the human resource 

management to include better manpower 

planning, career and succession planning 

and personnel counseling; the bank should 

endeavour to encourage its staff for 

personal educational advancement and 

also allow them enough time to go for 

training etc. 

Keywords: Training, Motivation, Performance and Productivity 

INTRODUCTION 

Workers‟ productivity depends in part on 

their commitment [1]. Commitment or the 

lack thereof, drives worker behaviour in 

ways which can impact on output and 

hence organizational performance. A 

number of factors have been identified in 

the literature to determine the level of 

workers‟ commitment and some of them 

include: salary, benefits, management 

policy, leadership style, work 

environment etc. Some authors have 

grouped them into categories. For 

instance, [2], [3] classified these factors as 

affective, continuance and normative; [4], 

[5] identified the factors as intrinsic and 

extrinsic. It is evident from the foregoing 

that one of the ways that workers get 

committed to an organization is when 

they are motivated. Although, according 

to [6], there is no empirical evidence to 

prove that there is positive relationship 

between workers‟ commitment and 

organizational performance and this 

poses serious methodological challenges 

to address. However, [7] noted that 

people are motivated by their needs and 

several studies have been conducted 

based on his theory of human motivation.  

Although, there is general agreement 

among psychologists that man 

experiences a variety of needs, there is 

considerable disagreement as to what 

these needs are and their relative 

importance. There have been a number of 

attempts to present models of motivation 

which list a specific number of motivating 

needs, with the implication that these 

lists are all-inclusive and represent the 

total picture of needs. Unfortunately, each 

of these models has weaknesses and gaps, 
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and there is still no general theory of 

motivation.  

All organizations are concerned with what 

should be done to achieve sustained high 

levels of performance through their 

workers. Consequently, the subject of 

adequate motivation of workers as 

derived from the so many attempts made 

by management practitioner is to look for 

the best way to manage so as to 

accomplish an objective or mission with 

the least inputs of materials and human 

resources available. A lot of theoretical 

concept, principles and techniques of 

management have evolved in response to 

these challenges. In general, management 

authors have tended to view motivation 

as a key component of the managerial 

function of leading or directing.  

Oxford Advanced Learner Dictionary 

defined motivation as the reason why 

somebody does something or behaves in a 

particular way. According to [8], 

motivation is a critical dimension of 

capacity, defined as “the ability of people, 

institutions and societies to perform 

functions, solve problems and set and 

achieve objectives”. Motivation can be 

defined as “the development of a desire 

within an employee to perform a task to 

his/her greatest ability based on that 

individual‟s own initiative” [9]. Motivation 

can also mean employees‟ “…strive to 

reach peak performance every day, enjoy 

the continual challenge of improving 

results, genuinely care about their peers 

and their company, and will maintain 

positive results” [10], or as “the 

willingness to exert high levels of effort 

toward organisational goals, conditioned 

by the person‟s ability to satisfy some 

individual need” [11]. Motivation has been 

proven to have close relationship with 

organizational performance [12]. Studies 

conducted showed that motivation 

stimulates workers‟ performance [13]; 

[14]; [15]. So, in order to maximize the 

potential of workers, organizations put 

huge efforts and spend lots of money on 

motivating their employees. 

Past researches on worker behaviour has 

studied various workers‟ attitude to work 

such commitment, lateness, absenteeism, 

intensity of work effort, quits etc. 

However, no research has been conducted 

to investigate the potency of motivational 

factors in Nigerian business environment 

in the present times. This study does not 

only aim to bridge this gap, it will also go 

further to identify the motivational needs 

of Nigerian workers

. 

STATEMENT OF PROBLEM 

According to [16], an intrinsically 

motivated individual will be committed to 

his work to the extent to which the job 

inherently contains tasks that are 

rewarding to him or her while an 

extrinsically motivated person will be 

committed to the extent that he can gain 

or receive external rewards for his or her 

job. He further suggested that for an 

individual to be motivated in a work 

situation, there must be a need, which the 

individual would have to perceive a 

possibility of satisfying through some 

reward.  

Extrinsic rewards as outlined by [17] [18] 

are those basic material requirements 

which management must meet for the 

employee. Examples include; salary, 

fringe benefits, promotions and so on.  

Extrinsic rewards are usually thought of 

in terms of money. The extrinsic rewards 

are usually viewed by employees as a 

must because it is a payment for the 

services they render. [19] outlined 

intrinsic rewards as psychological 

incentives, for example, input, thanks, job 

rotation, job enlargement and so on.  The 

importance of intrinsic rewards is how 

they build a climate and environment of 

trust and co-operation among employees. 

It is evident from the foregoing that 

workers may not consider extrinsic 

reward as an incentive because it is the 

responsibility of the management to them. 

Beyond this, the high rate of inflation in 

Nigeria has reduced the purchasing power 

of workers‟ income to the extent that the 

monetary value of their take income no 

longer serves as a motivating factor any 

longer. This is reflected by the perennial 

demand for pay rise by workers. Besides, 

the recent global economic crisis has 

made worst the situation due to the 

economic downturn which major 
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economies suffered and its aftermaths on 

the economies of developing countries 

especially Nigeria because of her over-

reliance on oil export revenue. 

Therefore, there is the need to explore the 

effectiveness of motivational factors in 

the motivation of Nigerian workers and 

that is the main thrust of this project. 

OBJECTIVES OF THE STUDY 

The overall objective of this study is to 

determine the effect of training and 

motivation on workers‟ performance in 

the banking industry. The specific 

objectives are as follows; 

1. To determine the correlation 

between participative 

management style and workers 

motivation 

2. To examine the impact of training 

on workers‟ performance 

3. To identify the major 

determinants of workers‟ 

commitment in an organization  

 

REVIEW OF RELATED LITERATURE  

MEANING OF AND VIEWS ON WORKERS’ MOTIVATION 

Oxford Advanced Learner Dictionary 

defined motivation as the reason why 

somebody does something or behaves in a 

particular way. According to [20], 

motivation is a critical dimension of 

capacity, defined as “the ability of people, 

institutions and societies to perform 

functions, solve problems and set and 

achieve objectives”. Motivation can be 

defined as “the development of a desire 

within an employee to perform a task to 

his/her greatest ability based on that 

individual‟s own initiative” [21]. 

Motivation can also mean employees‟ 

“…strive to reach peak performance every 

day, enjoy the continual challenge of 

improving results, genuinely care about 

their peers and their company, and will 

maintain positive results” [22], or as “the 

willingness to exert high levels of effort 

toward organisational goals, conditioned 

by the person‟s ability to satisfy some 

individual need” [23].  

According to [24], “socio–economic 

empowerment of workers is a reward and 

incentive structure that would enhance or 

promote the possibilities for workers to 

fulfil their basic need for housing, 

nutrition, health, transportation and so on. 

He further stated that the fulfilment of 

workers‟ needs through the 

instrumentality of the work organization 

is an important incentive for labour 

productivity. This statement backs up the 

various definitions of scholars on workers 

empowerment through the 

implementation of organizational policies, 

which are aimed at motivating and 

improving employee performance and 

achieving organizations goals.”  

According to [25] workers want to earn 

enough from their work to meet their 

family needs, and enjoy a rising standard 

of living. Secondly, they want reasonable 

assurance that if their performance is 

satisfactory, they can look forward to 

holding their jobs and the special benefits 

which accrue to them by virtue of their 

long term engagement with the 

organization. They want their jobs to 

provide them with the satisfaction that 

comes from meaningful activity, also 

workers expect that those who supervise 

and direct them will not infringe on their 

rights as human begins and as citizens.  

An understanding of the above statement 

describes the socio-economic needs of 

workers; it gives an idea of the infusing of 

several aspects of motivations which 

could spur workers into high productivity 

e.g. basic needs, job security, 

achievement needs, job satisfaction, need 

for affiliation and also the essence of 

recognizing the importance of team work, 

cordial co-ordination, subordinate 

relationship and recognition of the right 

to exist. The inability of the management 

to meet the socio-economic needs of 

workers could lead to management-

workers conflict. 

[26] analyzed the relationship between 

work motivation, overall job satisfaction 

and organizational commitment among 

Pakistani workforce and found that 

positive and significant relationship 

exists between work motivation, overall 

job satisfaction and organizational 

commitment. They concluded by advising 

managers to focus more on motivating 
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employees for promoting organizational 

commitment on their part.  

[27], in his “hierarchy of needs” explained 

why workers often feel dissatisfied 

despite the provision of very comfortable 

amenities. He observed that the hierarchy 

of needs that exist for human beings must 

be satisfied to get rid of conflicts in an 

organization. Some of the variables he 

mentioned are a physiological need 

(which comprises the need for food, 

shelter, and clothing) safety needs, social 

needs; self esteem needs and self-

actualization needs. These needs 

according to him are cumulative and the 

satisfaction of one makes the other 

dominant. This means that the motivating 

factor for a worker depends on the level 

of the hierarchy of needs that he/she is 

presently. This enables the management 

to understand the behaviour of its 

workers.  

These various needs can be categorized 

into physiological and social needs or into 

intrinsic and extrinsic motivators. 

Extrinsic motivators includes tangible 

rewards such as salary and fringe benefits, 

job security, promotion, contract of 

service, the work environment and 

conditions of work, while intrinsic 

motivators includes psychological 

rewards such as the opportunity to use 

one‟s ability, sense of challenge and 

achievement, self actualization, receiving 

appreciation, positive recognition, and 

being treated in a caring and considerate 

manner. He stressed that when these 

needs are met; there would be increased 

workers morale and job satisfaction. 

To further back up this argument, [28] in 

their book, Management and Motivation 

focused on a motivational approach 

referred to as paternalistic management. 

They argued that workers will perform 

effectively well to the extent that they are 

kept satisfied by the organization. In 

other words, they said that motivational 

incentives such as fringe benefits, 

pension plans, health insurance, pleasant 

cafeteria and good reward system would 

make workers happy, satisfied with their 

work and produce more effectively.  

[29] in an influential work, focused his 

attention on employee behaviour in the 

work place. He observed the work 

behaviour of individuals, with the 

objectives of explaining the process 

involved. He came out with the valence 

and expectancy theory. Valence is the 

anticipated satisfaction from an outcome; 

expectancy is a monetary belief 

concerning the likelihood that a particular 

act will be followed by a particular 

outcome. Basically, this can be summed 

up by mentioning that workers would 

perform more if the expected outcome of 

his performance is constantly achieved. In 

other words a situation whereby workers 

are not well paid, where the workers 

conditions are poor, where workers are 

not carried along as expected in decision 

making process of the organization will 

lead to lack of motivation, low 

performance, poor productivity and 

eventually management-workers tension.  

In furthering the argument on the essence 

of good management-workers relations, 

[30], stated that an organization can 

obtain significantly better result by 

developing its manpower into well-knit, 

effective work group with high 

performance goals by fashioning out 

organizational policies or good 

motivational and reward system which 

would focus more on the fulfilment of its 

workers needs and interests i.e. socio 

economic needs. 

In summary, it has been noted that 

motivation is an inducing factor to carry 

out certain tasks. It can also be said to be 

the propelling force, which makes 

individual, workers or organizations to 

act in certain ways. If workers in an 

organization are not well motivated it 

could lead to low morale and 

dissatisfaction with job, which could lead 

to poor productivity and consequently 

conflict in an organization. 

IMPACT OF MOTIVATION ON WORKERS’ PRODUCTIVITY 

[31] analyzed the relationship between 

work motivation, overall job satisfaction 

and organizational commitment among 

Pakistani workforce and found that 

positive and significant relationship 

exists between work motivation, overall 

job satisfaction and organizational 

commitment. They concluded by advising 

managers to focus more on motivating 



http://www.inosr.net/inosr-arts-and-management/                                                                                                                         
Odim and Nwagbala 

INOSR ARTS AND MANAGEMENT 5(1): 67-81, 2019.  

 71 

employees for promoting organizational 

commitment on their part. 

[32] investigated the influence of work 

motivation, leadership effectiveness and 

time management on employees‟ 

performance in some selected industries 

in Ibadan, Oyo State Nigeria and found 

that employee motivation was positively 

correlated with, and a potent contributor 

to employees‟ performance. They argued 

that when people are motivated in the 

workplace, performance is enhanced and 

as such concluded that employee 

motivation is a vital ingredient to 

achieving business progress, overcoming 

problems and achieving business goals. 

[33] argued that of several work on 

motivation theories, both extrinsic and 

intrinsic motivation play an important 

role in influencing employee work 

performance. He noted that it is a widely 

held view that in general, employees‟ 

value both intrinsic and extrinsic rewards 

available in organizational settings. [34] 

stressed that an employer who does not 

monitor closely the performance of 

employees and who complements this by 

symbolic acts of gift-giving, may 

endanger kinship relations and this may 

be costly. 

[35] examined the determinants of the 

extent of employees‟ normative or 

affective commitment to their employer 

and found that access to some family-

friendly policies improved commitment in 

the case of employees working in the 

private sector but not in the public sector 

[36].  

 

DATA ANALYSIS 

Table 1:DISTRIBUTION OF RESPONDENTS BY SEX 

Sex Frequency Percentage 

Male 

Female 

17 

33 

34 

66 

Total 50 100 

Source: Field Survey 2019 

The above shows that the percentage of 

male respondents is 34%, while 66% is for 

female. This explains the simple fact that 

higher percentages of workers in the 

banking industry are female. In recent 

times, there has been increase in the 

number of female graduates employed in 

the banking industry basically into the 

marketing department. The persuasive 

nature of the female fox and the tough 

competition in the industry has been 

cited as being responsible for this trend. 

Table 2: DISTRIBUTION OF RESPONDENTS BY AGE 

Age Frequency Percentage 

20 years - Below  

21-30 years 

31 – 40 years 

41 years and above 

3 

22 

16 

9 

6 

44 

32 

18 

Total 50 100 

Source: Field Survey 2019 

The above shows that majority of the 

respondents are between the ages of 

21and 30 years, then followed by the 

respondents that are between the ages of 

31 and 40 years. This was followed by 

18% for the respondents that are between 

the ages of 41 and above years. The 

respondents of ages of 20 years and 

below had the lowest frequency with 6%. 

This result reveals to us that the ages 

between 21 and 30 years are mostly 

employed in the banking industry 

because of their youthfulness and agility. 

The applicants between the ages of 21 

and 30 and those between 31 and 40 are 

employers‟ favourites because they are 

still very active and interested in building 

a strong foundation for their career

.  
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TABLE 3: DISTRIBUTION OF RESPONDENTS BY MARITAL STATUS 

Marital status Frequency Percentages 

Single 

Married 

Divorced 

Widowed 

Separated 

29 

18 

2 

- 

1 

58 

36 

4 

0 

2 

Total 50 100 

Source: Field Survey 2019

 

The table above shows that majority of 

the respondents indicates they are single 

with 58%, while 36% were married. This 

simply means that both single and 

married people are more employed in the 

banking industry than any other class of 

people in the country. None of the 

respondents was widowed, while divorced 

and separated were 4% and 2% 

respectively. 

TABLE4: DISTRIBUTION OF RESPONDENTS BY RELIGION 

Religion Frequency Percentage 

Muslim (Islam) 

Christianity 

Others 

17 

33 

- 

34 

66 

- 

Total 50 100 

Source: Field Survey 2019 

According to the data, it was realized that 

majority of the respondents were 

Christians with 66%, while 34% were 

Muslims and no respondent signified any 

other religion. This could simply imply 

that Christianity constitutes the greatest 

percentage of people that are employed in 

the industry. 

TABLE 5: EDUCATIONAL QUALIFICATION OF RESPONDENTS 

Educational qualification Frequency Percentage 

Primary School 

SSCE 

NCE/Polytechnic 

University(B.Sc.) 

Others 

- 

1 

18 

26 

5 

- 

2 

36 

52 

10 

Total 50 100 

Source: Field Survey 2019 

This table shows that majority of our 

respondents had University degree i.e 52% 

followed by NCE/Polytechnic diploma 

holders 36%; then others that were not 

mentioned are 10%, SSCE holders are 2%, 

while there were no Primary school 

certificate holders in the respondents

. 

Table 6:   DISTRIBUTION OF RESPONDENTS BY POSITION 

Position Held Frequency Percentage 

Junior Staff  

Senior Staff  

Managerial staff 

Others 

22 

16 

6 

6 

44 

32 

12 

12 

Total 50 100 

Source: Field Survey 2019 

The information presented in the above 

table shows that most of the respondents 

to the questionnaire are junior staffs  44%, 

followed by the senior staffs (32%). Equal 

percentages of the respondent 12% are 

both for the managerial staffs and others 

not indicated in the questionnaire. 
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TABLE 7: DISTRIBUTION OF RESPONDENTS LENGTH OF SERVICES 

Length of Service Frequency Percentage 

Below 5 years 

5 – 10 years 

11 – 15 years 

16 – Above 

25 

16 

8 

1 

50 

32 

16 

2 

Total 50 100 

Source: Field Survey 2019 

From the questionnaire collected, which is 

presented above, half of the respondents 

have spent below 5 years in the industry 

while 32% of the respondents have spent 

between 5 and 10 years. Those that have 

spent between 11 and 15 years and 16 

years and above are 16% and 2% 

respectively. It is evident from the above 

information that majority of the 

respondents are relatively new in the 

industry. 

TABLE 8: DISTRIBUTION OF RESPONDENTS BY THEIR ANNUAL SALARY 

Annual Salary Frequency Percentage 

Below N10,000 

N10, 000 – N25,000 

N26, 000 – N30,000 

N31, 000 – Above 

- 

1 

6 

43 

- 

2 

12 

86 

Total 50 100 

Source: Field Survey 2019 

This table shows that majority of our 

respondents had University degree i.e 52% 

followed by NCE/Polytechnic diploma 

holders 36%; then others that were not 

mentioned are 10%, SSCE holders are 2%, 

while there were no Primary school 

certificate holders in the respondents. 

HYPOTHESES TESTING 

HYPOTHESIS I 

That Active participation of workers in 

managerial activities increases their 

performance. 

Hypothesis 1, which states that the active 

participation of workers in managerial 

activities increases their performance, is 

related to the following questions in the 

questionnaire: 

Question 25: Have you been given free 

hand to practice what you have learnt 

during your training or development 

programme? 

Question 29: Is promotion guaranteed 

immediately after the necessary training 

or development programmes are 

completed? 

TABLE :9 RESPONSES ON THE QUESTIONS RELATED TO THE HYPOTHESIS 

No. QUESTIONS No. of 

Respondents 

YES/ 

Partially 

Given 

NO 

25. 

 

 

29 

Have you been given free hand to practice what you 

have learnt during your training or development 

programme? 

Is promotion guaranteed immediately after the 

necessary training or development programmes are 

completed? 

50 

 

 

50 

31 

 

 

11 

19 

 

 

39 

Source: Field Survey 2015 
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Using the chi-square (X
2

) test, we can now test the hypothesis 

QUESTIONS Q25 Q29 TOTAL 

YES 31(e11) 11(e12) 42 

NO 19(e21) 39(e22) 58 

TOTAL 50 50 100 

Source: Author‟s Analysis 

 

H
0

 : X
2

  =  0 

H
a

 :    X
2

  =  0 

Level of significance (X) = 1% = 0.01 

Degree of freedom (df ) = (r-1) (c-1)  = (2-1)(2-1) =  1 x 1 =  1  

From the table  0.01 df. 1  = 6.63 

Oi Ei Oi - Ei (Oi - Ei)
2

 (Oi - Ei)
2

/Ei 

31 

11 

19 

39 

21 

21 

29 

29 

10 

-10 

-10 

10 

100 

100 

100 

100 

4.76 

4.76 

3.45 

3.45 

    16.42 

Source: Author‟s Analysis 

X
2

c  =  (Oi – Ei)
2

  =  16.42 

       Ei 

X
2

t  =  0.01 df. 1  =  6.63 

X
2

c > X
2

t  (16.42 > 6.63) So reject H
0 

 

INTERPRETATION OF RESULT OF HYPOTHESIS ONE 

The result obtained from the chi-square 

(X
2

) test shows that chi-square calculated 

is greater than chi-square tabulated 

therefore we shall reject the hull 

hypothesis and accept the alternative 

hypothesis. This reveals to us that active 

participation of workers in managerial 

activities increases their performance in 

the organization.  

HYPOTHESIS 2 

Hypothesis 2, which states that the 

training of workers influences their 

performance on the job can be related to 

the questions 14, 17, 18, 24, 27, 28 and 

30 of the questionnaire. 

Questions 14: In your perception, do you 

think opportunity for training can 

increase workers productivity level? 

Questions 17: Do you go for regular 

training or development programme since 

you joined this bank? 

Question 18: How regular do you attend 

such courses? 

Question 24: Is the training or 

development programme attended relates 

to your present job? 

Question 27: Do you think training or 

development is necessary for all 

categories of the bank staff? 

Question 28: Do you think that GTB Bank 

Plc has a good training and development 

programmes? 

Question 30: Is the bank‟s profit 

positions comparable to the huge 

investment in staff training and 

development? 

Table 10 RESPONSES OF THE RESPONDENTS ON THE SIX QUESTIONS 

Questions Q14 Q17 Q24 Q27 Q28 TOTAL 

YES 

NO 

42(e11) 

8(e21) 

21(e12) 

29(e22) 

18(e13) 

32(e23) 

37(e14) 

13(e24) 

27(e15) 

23(e25) 

145 

105 

TOTAL 50 50 50 50 50 250 

Source: Author‟s Analysis 

H
0

 : X
2

  =  0 

H
a

 :    X
2

  =  0 

Level of significance (X) = 1% = 0.01 



http://www.inosr.net/inosr-arts-and-management/                                                                                                                         
Odim and Nwagbala 

INOSR ARTS AND MANAGEMENT 5(1): 67-81, 2019.  

 75 

Degree of freedom (d.f.)(r-1)(c-1)  = (2-1)(5-1). 

                                    =  1 x 4 =  4  

From the table  0.01 d.f. 4  = 13.28 

Oi Ei Oi - Ei (Oi - Ei)
2

 (Oi - Ei)
2

/Ei 

42 

21 

18 

37 

27 

8 

29 

32 

13 

23 

29 

29 

29 

29 

29 

21 

21 

21 

21 

21 

13 

-8 

-11 

8 

-2 

-13 

8 

11 

-8 

2 

169 

64 

121 

64 

4 

169 

64 

121 

68 

4 

5.828 

2.207 

4.172 

2.207 

0.138 

8.048 

3.048 

5.762 

3.238 

0.190 

    34.838 

Source: Author‟s Analysis 

X
2

c  =  (Oi – Ei)
2

  =  34.838 

       Ei 

X
2

t  =  0.01 df. 4   =  13.28 

X
2

c > X
2

t  (34.838 > 13.28) So reject H
0

 

INTERPRETATION OF RESULT OF 

HYPOTHESIS TWO 

The result obtained from the chi-square 

(X
2

) test revealed that chi-square 

calculated is greater than chi-square 

tabulated. The implication of the above 

result is that the hull hypothesis of 

hypothesis two is to be rejected; hence, it 

therefore infers that that the training of 

workers influences their performance on 

the job [37].  

HYPOTHESIS 3 

Hypothesis 3 states that the level of 

commitment of workers is related  

to their understanding of organizational 

goals. It can be related to questions 9, 12 

and 16 of the questionnaire. 

Question 9: Is your salary paid regularly? 

Question 12: Do you enjoy fringe benefits 

in addition to your wage/salaries? 

Question 16: How would you rate the 

effect of promotion prospects on workers‟ 

productivity? 

Table 11 RESPONSES OF RESPONDENTS ON THE ABOVE QUESTIONS 

QUESTIONS Q9 Q12 Q16 TOTAL 

YES 48(e11) 45 (e12) 41(e13) 134 

NO 2(e21) 5(e22) 9(e23) 16 

TOTAL 50 50 50 150 

          Source: Author‟s Analysis 

H
0

 : X
2

  =  0 

H
a

 :    X
2

  =  0 

Level of significance (X) = 1% = 0.01 

Degree of freedom (d.f.)(r-1)(C-1)  = (2-1)(3-1). 

                              =  1 x  2 =  2 

From the table  0.01 df. 2  = 9.21 

Oi Ei Oi - Ei (Oi – Ei)
2

 (Oi - Ei)
2

/Ei 

48 

45 

41 

2 

5 

9 

44.67 

44.67 

44.67 

5.33 

5.33 

5.33 

3.33 

0.33 

-3.67 

-3.33 

-0.33 

3.67 

11.088 

0.109 

13.469 

11.089 

0.109 

13.468 

0.248 

0.0024 

0.302 

2.080 

0.0205 

2.527 

    5.1799 

Source: Author‟s Analysis 

X
2

c  =  (Oi – Ei)
2

  =  5.1799 

       Ei 
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X
2

t  =  0.01 d.f. 2  =  9.21 

X
2

c > X
2

t  (5.1799 < 9.21) So accept H
0

 

INTERPRETATION OF RESULT OF HYPOTHESIS THREE 

The result obtained from the chi-square 

(X
2

) test shows that chi-square calculated 

is less than chi-square tabulated therefore 

we shall accept the hull hypothesis and 

reject the alternative hypothesis. This 

implies that the level of commitment of 

workers is not related to their 

understanding of organizational goals 

[38].  

HYPOTHESIS 4 

Hypothesis 2, which states That the level 

of satisfaction of workers on the job 

determines their productivity relates to 

questions: 10, 11, 13 and 15 of the 

questionnaire. 

Questions 10: What is your perception 

about your salary? 

Question 11: Does your salary motivate 

you to work hard? 

Question 13: How would you rate your 

job? 

Question 15: Do you consider 

opportunity for self-actualization an 

important factor for job satisfaction? 

TABLE 12: RESPONSES OF THE RESPONDENTS ON THE THREE QUESTIONS 

Questions Q10 Q11 Q13 Q15 TOTAL 

YES/ADEQUATE 

NO/ INADEQUATE 

 

 

INDIFFERENT 

29(e11) 

 

7 (e21) 

 

14 (e31) 

27(e12) 

 

14 (e22) 

 

9 (e32) 

26(e13) 

 

12 (e23) 

 

12 (e33) 

39(e14) 

 

3(e24) 

 

8 (e34) 

121 

36 

 

43 

TOTAL 50 50 50 50 200 

     Source: Author‟s Analysis 

H
0

 : X
2

  =  0 

H
a

 :    X
2

  =  0 

Level of significance (X) = 1% = 0.01 

Degree of freedom (d.f.)(r-1)(c-1)  = (3-1)(4-1). 

                             =  2 x 3 =  6  

From the table  0.01 d.f. 6  = 16.8 

Oi Ei Oi - Ei (Oi – Ei)
2

 (Oi - Ei)
2

/Ei 

29 

27 

26 

39 

7 

14 

12 

3 

14 

9 

12 

8 

30.25 

30.25 

30.25 

30.25 

9 

9 

9 

9 

10.75 

10.75 

10.75 

10.75 

-1.25 

-3.25 

-4.25 

8.75 

-2 

5 

3 

-6 

3.25 

-1.75 

1.25 

-2.75 

1.5625 

10.5625 

18.0625 

76.5625 

4 

25 

9 

36 

10.5625 

3.0625 

1.5625 

7.5625 

0.0517 

0.3492 

0.5971 

2.5310 

0.4444 

2.7778 

1 

4 

0.9826 

0.2849 

0.1453 

0.7035 

    13.868 

Source: Author‟s Analysis 

 

X
2

c  =  (Oi – Ei)
2

  =  13.868 

       Ei 

X
2

t  =  0.01 d.f. 6  =  16.81 

X
2

c > X
2

t  (13.868 > 6.63) So reject H
0

 

INTERPRETATION OF RESULT OF HYPOTHESIS FOUR 

The result obtained from the chi-square 

(X
2

) test revealed that chi-square 

calculated is greater than chi-square 

tabulated [39]. The implication of this 
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result is that the null hypothesis is to be 

rejected; hence, the level of satisfaction 

of workers on the job determines their 

productivity. 

SUMMARY OF FINDINGS 

The summary of the findings in this study 

are as stated below: 

(i) It was found that active 

participation of workers in 

managerial activities increases 

their performance in the 

organization. 

(ii) The second hypothesis testing also 

revealed that infers that the 

training and motivation of workers 

enhance their productivity and 

performance on the job. Workers 

benefit greatly for attending any 

training or development 

programmes in terms of 

acquisition of knowledge, skills.  It 

prepares them for higher 

responsibility and polishes and 

improves their performance 

efficiency.  While the bank benefits 

from their high quality of service, 

increase efficiency and 

productivity within the banking 

system.  Most importantly, it 

increases the bank‟s profit level.  It 

helps to prevent and detects 

frauds and records a low rate of 

labour turnover. 

(iii) A major finding of this study that 

is a departure of common belief is 

that there is no correlation 

between the level of commitment 

of workers and their 

understanding of organizational 

goals. The implication of this is 

that the workers knowledge and 

understanding of organizational 

goals is not a motivational factor.   

(iv) It was also revealed in the course 

of the study that the level of 

satisfaction of workers on the job 

determines their productivity. 

Therefore, a satisfied worker 

would invariable perform better. 

(v) Great number of staff go for 

regular training or development 

programmes 

(vi) Training and development 

programmes relates to their 

present job. 

(vii) About 62% of the employees were 

given free hands to practice what 

they have learnt at training centres. 

(viii) The bank does not encouraging 

employees personal educational 

advancement. 

(ix) Training and development is 

necessary for all categories of staff. 

(x) Promotion is not guaranteed after 

training and development 

programmes. 

(xi) Bank‟s profits‟ position is 

comparable to the huge 

investment in staff training and 

development. 

CONCLUSION 

Motivation and Manpower training are 

very crucial in a competitive industry like 

the banking industry and in Guaranty 

Trust Bank in particular [40]. Motivation 

and staff training brings out increase in 

profit level, effective and efficient 

utilization of manpower resources 

available to the industry, and as such, 

should continue to remain the central 

objectives and goals of the organization.  

Whatever the course and the reasons for 

participating in the training programmes, 

there are practical ideas, knowledge, 

skills which the training managers and 

the organization can teach the 

participants. It is very clear that the staff 

and this organization benefits greatly 

from the training and development 

programmes of the bank [41].  As a result 

of this, this calls for more funds to be 

committed to this area of human training 

and development programmes of the 

bank. Finally, the organization must 

ensure that no training or development 

takes place without a prior definition of 

what should be achieved after training or 

development programmes in terms of 

approved knowledge, skills and 

behavioural changes [42]. 
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RECOMMENDATIONS 

Although, training and development in 

Guaranty Trust Bank has expanded 

tremendously, it has not match the rapid 

developments in the number and 

instruments in the industry.  Based on the 

data collected and analyzed in chapter 

four, the findings of this study, I hereby 

proposed the following recommendations: 

(i) To intensify training and 

development programmes for its 

staff particularly on the technical 

skills, in asset/laibility 

management, credit appraisals and 

administration of risk management 

in order to maintain its 

advertisement principle of being 

big, strong and reliable. 

(ii) Also the bank has a good human 

resources management but it 

needs to overhaul the human 

resource management to include 

better manpower planning, career 

and succession planning and 

personnel counselling. 

(iii) More free hands to be given to the 

trainees to practice what they have 

learnt at the training centres. 

(iv) The bank should endeavour to 

encourage its staff for personal 

educational advancement. 

(v) The bank should give better 

motivational incentives to its staff, 

these would make them perform 

better, and in turn reduces 

frustration among staff. 

(vi) The restriction of employment of 

core-banking staff to only holders 

of university degrees may 

ultimately not be in the best 

interest of the bank. HND 

graduates and members of 

relevant professional institutes 

have practical knowledge and 

experience that the bank can tap 

from. By the nature of their course 

work, the HND graduates are 

required to spend at least a year 

working in an organization in a 

relevant industry, and this hands-

on experience can benefit the bank. 

(vii) Recognition and award should be 

given to staffs who acquired 

further academic qualification. 

Whatever views or arguments 

exists, the fact remains that the 

knowledge and exposure afforded 

to postgraduate students (whose 

mode of study require some form 

of research work) will one way or 

the other impact on the efficiency 

and productivity of the staff. Not 

to recognize and reward this, will 

discourage the few who are willing 

to pay the price for such further 

studies and consequently deprive 

the bank this wealth of knowledge 

and exposure. 

(viii) Job rotation, though a useful mode 

of manpower development, needs 

to be adequately monitored and 

executed. Job rotation should be 

done within the context of a well-

defined career plan for each staff. 

If this is not the case, it will result 

in the creation of “Jacks-of-all-

trades and masters-of-none”. 

Haphazard job rotation has the 

potential for creating instability 

and disrupting efficiency and 

productivity. 
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