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Abstract 
This study examined the effectiveness of motivational strategies on productiv-
ity, with reference to First Bank of Nigeria and Union Bank of Nigeria em-
ployees. The study adopted the descriptive survey research design. The find-
ings revealed that there is positive relationship between motivational strate-
gies and employees’ productivity. The result demonstrated that The financial 
strategies available to employees are leave allowances, bonus and fringe bene-
fits paid when due, availability and accessibility of medical insurance, pension 
fund scheme and the non-financial strategies are promotions as at when due, 
training and friendly work environment contribute immensely to high prod-
uctivity of employees. The finding indicated that motivational strategies have 
significant influence on productivity of workers as it makes workers put in 
their best always, and manage to use it as a tool to motivate and increase 
productivity, and influences workers’ attitude towards work doing impact on 
the morale of workers and helps workers put in their best. There is a signifi-
cant effect of promotion, allowances and benefits medical insurance scheme, 
pension fund scheme, work environment on productivity. Motivational strat-
egies in the workplace enhance high level of productivity. The following rec-
ommendations were made; the management needs to improve salaries, bene-
fits from time to time and improve the working condition of workers. Also 
give a sense of recognition, belongingness, chance to contribute and flexibility 
in approaches to conflicts with the workers. 
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1. Introduction 

Overtime, what work means as well as the motives that induce people to work 
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have changed considerably. The complexity embedded in the motive and what 
work means have been realized. Money as an incentive is just a part of what mo-
tivates a man to work, just for basic survival. Most manual work was performed 
by slaves, and the Greeks had distaste for work and believed that work was a 
“curse” [1]. While the early Christians believed work to be God’s punishment for 
the original sin committed by Adam, work was also believed to be drudgery by 
Hebrews. 

By the end of 19th century, industrialists assumed that competition was the 
way of life and their success could be attributed to their capability to manage the 
complexity of organization. In the early 20th century, the concept of “Scientific 
Management” came into existence through Frederick Winslow Taylor who ap-
plied scientific methods to industry (although some early innovators preceded 
him). In his approach he approved beyond any reasonable doubt that a worker 
will put in more effort if he is rewarded economically. Essentially, one may ask 
for what factors are connected with a situation which provides individual satis-
faction and productivity over and above marginal subsistence and performance. 

The concept of industrial development in Nigeria cannot but be examined. 
The most important characteristic of industrialization is the predominance of 
wage earners within the labour force.  

The growth of wage earning population has proceeded with political, social 
and economic growth of the country. The average Nigerian is free to decide on 
take up wage employment or set up his own trade with the emergence of urba-
nization, and the average Nigerian is engaged in one of the modern occupations. 
With the increase in demand, there was an increase in revenue which in turn led 
to the expansion of public health and education services which are prerequisites 
to economic development. 

However, due to the rapidity in the growth of social and economic change, 
many Nigerians were employed in the various fields of human endeavour. These 
workers found themselves in a different environment requiring different atti-
tudes and approaches to socio-economic life often resulting into moving from 
their homes to larger commercial centers. Nigerians found themselves in a dif-
ferent world—a different environment requiring different ways of behaviour 
which also resulted in moving from rural areas to large commercial industrial 
centers. The working group became an accepted norm, this led to improvement 
in standard of living. The world of work cannot prosper without human efforts 
and material resources. When an industry is established, the entrepreneur aims 
at providing certain goods or services on which he would expect some returns. 
The returns can only be made possible by the workers engaged in the establish-
ment. The human element is very vital to the growth of any establishment. 
People are needed to utilize the available resources. Hence there is a need to em-
ploy and motivate the workers. 

Today, the world of work is facing so many challenges among which are the 
changing requirements of work, the conditions of work, changes in employees, 
grievances, changes in technology, complexity of management, social and indus-
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trial changes, economic fluctuation, changes in the family set up, changes in po-
litical structure with their effects on industry among others. These changes are 
not without implications for industry and where the minds of the employees are 
not prepared for these changes, there may be adverse effects on industry [2]. 

Motivation, according to [3], refers to “the reasons underlying behaviour”. 
Paraphrasing [4] broadly define motivation as “the attribute that moves us to do 
or not to do something”. Intrinsic motivation is motivation that is animated by 
personal enjoyment, interest or pleasure. As [5] observed, “intrinsic motivation 
energizes and sustains activities through the spontaneous satisfactions inherent 
in effective volitional action. It is manifested in behaviour such as play, explora-
tion, and challenge seeking that people often do for external rewards”. [6] clari-
fies motivation as against manipulation. According to him “motivation is not 
about manipulation but is all about the need which prompts people to do things 
and providing ways of helping them to satisfying those needs through the man-
agement”. In its simplest form, motivation implies a stimulus to action inciting 
to action or promoted by the deliberate enticement of something. After recruit-
ing trained, compensated and appraised staffs of an organization, what will an 
organization do to retain her staff for a long period of time? It is believed by 
human relations exponents that people will continue to contribute to the effec-
tive and economical accomplishment of the organization if they are adequately 
motivated. All human beings have needs and all strive to satisfy these needs. 
Some needs are basic and must be satisfied, all strive to satisfy these needs may 
never be satisfied. The point at which each of our needs are satisfied differ from 
person to person. 

Motivational strategies are important in offering new ideas for running ex-
panding organizations and motivation insures that employees will work hard 
enough to see these ideas through to success [7]. To some extent, a high level of 
employee motivation is derived from effective management practices. To devel-
op motivated employees a manager must treat people as individuals, empower 
workers, provide an effective reward system, redesign jobs and create a flexible 
work place. 

Motivational incentives are driving forces which compel a worker to be dedi-
cated and diligent in his/her work. It is a drive to satisfy an unsatisfied need. It 
encourages people to achieve goals, influence output and helps to achieve orga-
nizational objectives. A well-motivated worker will perform optimally and in-
crease his/her productivity. 

Productivity in general has been defined in the Cambridge International and 
Oxford Advance Learner’s dictionaries as the rate at which goods are produced 
with reference to number of people and amount of materials necessary to pro-
duced it. On the other hand, productivity have been defined as the relation be-
tween output and input, has been available for over two centuries and applied in 
many different circumstances on various levels of aggregation in the economic 
system. It is argued that productivity is one of the basic variables governing 
economic production activities, perhaps the most important one. However, at 
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the same time as productivity is seen as one of the most vital factors affecting a 
manufacturing company’s competitiveness, researchers argue that productivity 
is often relegated to second rank, and neglected or ignored by those who influ-
ence production processes [8]. The definition of productivity is applied by 
economists at the industrial level to determine the economy’s health, trends and 
growth rate whiles at the project level, it applies to areas of planning, cost esti-
mating, accounting and cost control [9].  

Productivity is how efficiently a certain output of goods and services are pro-
duced or rendered and the value created by the production process [10]. It is a 
ratio of how well an organization converts input in form of resources labour, 
material, machinery into goods and services. Enhancing productivity and work-
ing conditions in organization is enhancing individual and collective capabilities 
in a systematic and permanent way. It is a proved fact that a comfortable worker 
is a productive worker, improved working conditions can be achieved using the 
right motivational incentives. It is based on the forgoing that this present study 
dwelt on the effectiveness of motivational strategies on productivity in selected 
financial institutions in Nigeria. 

Motivational strategies have been considered as a very important tool in en-
hancing workers efficiency, productivity and organizational goals. In public en-
terprises, most of the employees are well compensated while in the private en-
terprises the management is expecting the best output from well not compen-
sated employees, inspite of the efforts and the commitment of employees in their 
workplace. Most often, workers feel abused, unappreciated and the work envi-
ronment is ill-equipped by the organization. Stressful work conditions, ever in-
creasing demands and layoffs are sometimes experienced by these workers. 
Workers are the productive cadre of any organization and they know the finan-
cial capacity of their organization. The management wants to maximize profits 
while the employees want good incentives to motivate them. The failure of the 
management to give incentives to workers result in less productivity which also 
affects the organizational goals. 

Towards this trend the main objective of this study is to examine the effec-
tiveness of motivational strategies on productivity in some selected financial in-
stitutions in Oyo State, Nigeria. While the specific objectives of this study are to: 
1. Assess the financial and non-financial strategies available to employees in 

First Bank of Nigeria and Union Bank of Nigeria. 
2. Ascertain the impact of motivational strategies on workers’ productivity. 
3. Examine the differences in motivational packages available to junior and se-

nior workers. 
4. Examine the problems associated with workers motivational strategies. 
5. Assess the view of the management towards workers motivational strategies. 

The following Research Questions guided the study so as to provide solutions 
to the problems of the study: 
1. What are the financial and non-financial strategies available to the employees 

in the selected private enterprises? 
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2. What are the impacts of motivational strategies on worker’s productivity? 
3. What are the motivational packages available to junior and senior workers? 

In the study the following Hypothesis were tested:  
1. There is no significant difference in the motivational packages available to ju-

nior and senior bank staff.  
2. There is no significant difference in work place productivity of bank staff. 

2. Structure of Research 

At first the study provides background information about motivation and prod-
uctivity importance on employee effectiveness. The statement of problem, re-
search question, research hypothesis and significant of the study was also in-
cluded. After which theories of motivation were discussed according to different 
authors. The study also provides information about the research methodology 
implemented for this study. The last phase presents procedure and findings of 
research, its conclusion, offers recommendation for future research in the area of 
motivation and productivity of employees. 

3. Theoretical Framework 

Maslow’s model [11], is a general one in which all needs interact with each other 
to some degree. Individuals advance up the hierarchy as each lower level need 
becomes satisfied. Therefore, to provide motivation for a change in behaviour, 
the manager must direct attention to the next higher level of needs that seek sa-
tisfaction. Management must provide an opportunity to satisfy these needs 
through creating a physical and conceptual work environment, so that people 
will be motivated to achieve organizational goals.  

The Herberg’s two factor theory is tied with Maslow’s basic model and pro-
vides directions and incentives that tend to satisfy these needs. Workers are 
highly motivated by financial rewards, organized supervision, well defined work 
rules, pleasant work environment and positive employee interaction and do not 
give much importance to achievement and self-actualization. According to [12], 
this creates room for job enrichment which also promotes freedom of operation 
and responsibility. 

[13] expectancy model, assumes that motivation to work is strongly deter-
mined by an individual’s perception that a certain type of behaviour will lead to 
a certain type of outcome and his personal preference for that type of outcome. 
The management must investigate the desirability of the rewards which are giv-
en on the basis of performance. Monetary benefits may be more desirable for 
some workers, the need to be formally appreciated may be more valuable re-
wards for others for similar task oriented activities. 

There is need for the management to provide opportunities for training to 
improve skills in order to improve the relationship between effort and perfor-
mance. The performance appraisal methods and the associated performance re-
wards may not be equitable. The management must re-evaluate the appraisal 
techniques and formulate policies that strengthen performance reward relation-
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ship as just and equitable. 
The incentive theory of motivation, not all incentives is created equal and the 

rewards that motivate a person might not be enough to inspire another person 
to take action. Physiological, social and cognitive factors can play a role in which 
incentives can motivate. The value of an incentive can change over time and in 
different situation. Incentives only become powerful if the individual places im-
portance on the reward. 

On this background the study would be of significant in the areas where there 
are problems among employees and thus would be of great benefit to the man-
agement and policy makers in general. Also, serves as blueprint for industrialists 
in the private sectors, the general public and the government. Finally, the find-
ings would help in human resources practices. 

4. Methodology 

The researched employed is descriptive survey research design. This method was 
adopted because it helps to describe, record, analyse and interpret the conclusion 
that exists in the study. The population of the study comprises of the junior, se-
nior and management staff of the regional head offices of First Bank of Nigeria 
and Union Bank of Nigeria in Ibadan, Oyo State. First Bank of Nigeria with one 
hundred and twenty five (125) and Union Bank of Nigeria with one hundred 
and seventeen (117) staff. A total population of two hundred and forty two (242) 
members of staff in both organizations. However, purposive sampling technique 
was used to select eighty (80) respondents for the study from each organization. 
A total of one hundred and fifty (150) respondents were selected from both or-
ganizations. Thirty management staff, seventy senior staff and fifty junior staff 
was selected. The questionnaires were administered on employees found at their 
duty posts directly at the regional head offices used for the study. 

The instrument adopted for the data collection in this study is questionnaire 
tagged Motivational Strategies on Productivity Scale (MSPS). It is purposely de-
sign to elicit information from the staff of First Bank of Nigeria and Union Bank 
of Nigeria, Ibadan. 

The questionnaire consists of two parts; one part was made up of demograph-
ic data to obtain information on variables such as age, sex, educational qualifica-
tion, occupational status cadre, length of service and department. The second 
part was made of some structured questions with the intention of testing the re-
search hypotheses designed for this study. The question items were constructed 
on a four likert scale which is as follows: Strongly Agree, (SA) Agree (A), Disag-
ree (D) and Strongly Disagree (SD). 

The face and content validity of the instrument was determined through ex-
perts opinions in the field from the faculty and the researcher’s Supervisor who 
critically scrutinized the different items contained in the instrument, suggestions 
and amendments were made. The reliability test and re-test method was adopted 
to establish the reliability of the instrument. The tests yielded agreeable result 
which confirmed the reliability of the instrument, through a pilot study con-
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ducted with twenty (20) randomly selected respondents from Princeton Health 
Limited, Ibadan who were not part of the study. The result of r = 0.69 confirmed 
the accuracy of the instrument. Analysis of this study was done through the use 
of simple percentages, frequency counts and inferential statistics of ANOVA, 
Chi-Square and Multiple Regression analysis which was used as parameter for 
the analysis of data for the validation or rejection of the research hypotheses.  

5. Analysis of Research Question 

Research Question 1: What are the financial and non-financial strategies 
available to employees in First Bank of Nigeria and Union Bank of Nigeria? 

Table 1 showed that 98 (65.3%) respondents agreed that leave allowance, bo-
nus and other benefits are paid as at when due while 52 (34.7%) respondents 
disagreed, 124 (82.7%) respondents agreed that there is availability and accessi-
bility of medical insurance scheme to employees while 26 (17.3%) respondents 
disagreed, 120 (80.0%) respondents agreed that pension scheme is available to all 
staff while 3 (20.0%) respondents disagreed, 128 (74%) respondents agreed that 
bonus and fringe benefits are readily available to employees, 111 (74.0%) res-
pondents agreed that employees are promoted as at when due while 39 (26.0%) 
respondents disagreed, 107 (71.3%) respondents agreed that training is encour-
aged when due while 43 (28.6%) respondents disagreed and 114 (76.0%) res-
pondents agreed that working environment provided by the organization is 
friendly to the worker while 36 (24.0%) respondent disagreed.  

The finding indicated that the financial strategies available to employees in 
First bank Nigeria and Union Bank of Nigeria are, leave allowances, bonus and  
 
Table 1. Frequency distribution of financial and non-financial strategies available to em-
ployees of first bank of Nigeria and union bank of Nigeria. 

s/n Statements SA A D SD Total 

1 
Leave allowances, bonus are  

paid as at when due  
(maternity, paternity, study) 

44 
29.3% 

54 
36.0% 

20 
13.3% 

32 
21.3% 

150 
100.0% 

2 
There is availability and  

accessibility of medical insurance 
scheme to employees 

73 
48.7% 

51 
34.0% 

20 
13.3% 

6 
4% 

150 
100.0% 

3 
Pension fund scheme is  

available to all staff 
50 

33.3% 
70 

46.7% 
10 

6.7% 
20 

13.3% 
150 

100.0% 

4. 
Bonus and fringe benefit  

are readily available 
60 

40% 
68 

45.3% 
12 
8% 

10 
6.7% 

150 
100.0% 

5 
Employees are promoted  

as at when due 
44 

29.3% 
67 

44.7% 
19 

12.7% 
20 

13.3% 
150 

100.0% 

6 
Training is  

encouraged when due 
42 

28% 
65 

43.3% 
22 

14.6% 
21 

14% 
150 

100.0% 

7 
Working environment  

provided by the organization  
is friendly to the work 

63 
42.0% 

51 
34.0% 

16 
10.7% 

20 
13.3% 

150 
100.0% 
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fringe benefits paid when due, availability and accessibility of medical insurance, 
pension fund scheme and the non-financial strategies are promotion as at when 
due, training and friendly work environment. 

Research Question 2: What is the impact of motivational strategies on 
worker’s productivity? 

Table 2 showed that 94 (62.7%) respondents agreed that motivational strate-
gies makes workers pout in their best always while 56 (37.3%) respondents disa-
greed 80 (53.3%) respondents agreed that fat salaries are best tools with which 
management use to motivate and increase productivity while 70 (46.7%) res-
pondents disagreed 88 (58.7%) respondents agreed that motivational strategies 
influence workers attitude towards work done while 62 (41.3%) respondents 
disagreed, 85 (56.7%) respondents agreed that motivational strategies impact on 
the morale of workers at work while 65 (43.3%) respondents agreed that motiva-
tional strategies help workers to meet their needs while 75 (50%) respondents 
disagreed. The x2 value of 47.11 is greater than the table value of 12.07 at 0.05 
level of significance. 

The finding indicated the motivational strategies that have significant influ-
ence on productivity of workers as it makes worker put in their best always, 
management use it as a tool to motivate and increase productivity, influence 
workers attitude towards work done impact on the morale of workers and helps 
workers to meet their needs. 

Research Question 3: What are the problems associated with workers 
motivational strategies? 
 
Table 2. Chi-square analysis showing the impact of motivational strategies on worker’s 
productivity. 

N Statement SA A D SD x2cal df x2crit P RMC 

1 
Motivational strategies 

makes workers put  
in their best always 

44 
29.3% 

50 
33.3% 

20 
13.5% 

36 
24.0% 

47.11 12 12.07 0.15 sig 

2 

Fat salaries are best  
tools with which  

management use to  
motivate and increase 

productivity 

39 
26.0% 

41 
27.3% 

37 
24.7% 

33 
22.0% 

3. 

Motivational strategies 
influences workers  

attitude towards  
work done 

39 
26.0% 

49 
32.6% 

30 
20.0% 

32 
21.3% 

4. 

Motivational strategies 
impact on the  

morale strategies  
impact on the morale  
of workers at work. 

30 
20.0% 

55 
36.6% 

34 
22.6% 

31 
20.7% 

5. 
Motivational strategies 

helps workers to  
meet their needs 

37 
24.7% 

38 
25.3% 

33 
22.0% 

42 
28.0% 
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Table 3 showed that 95 (63.3%) respondents agreed that favourism is a prob-
lem associated with workers motivated strategies while 55 (36.7%) respondents 
disagreed, 93 (62.0%) respondents agreed that bad management is a problem 
associated with motivational strategies while 57 (38.0%) respondents disagreed, 
98 (65.3%) respondents agreed that insincerity is a problem associated with mo-
tivational strategies while 52 (34.7%) respondents disagreed, 103 (68.7%) res-
pondents agreed that motivational tools are not properly provided while 47 
(31.3%) respondents disagreed 85 (56.7%) respondents agreed that indiscrimi-
nate use of incentives to motivate worker is a problem associated with motiva-
tional strategies wile 65(43.3%) respondents disagreed.  

The finding showed that the problems associated with motivational strategies 
are favourism, bad management, insincerity, motivational strategies are not 
properly provided and indiscriminate use of incentives to motivate workers. 

Research Question 4: What is the management view towards workers 
motivational productivity? 

Table 4 showed that 43 (28.7%) agreed that management see as a way to mo-
tivate junior staff, 40 (26.7%) agreed that management see motivational strate- 
gies a way of encourage workers commitment to work, 37 (24.7%) agreed that 
management see motivational strategies as tools for enhancing productivity, 30  
 
Table 3. Frequency distribution of responders view on the problems associated with 
workers motivational strategies. 

N Statement SD A D SD Total 

1. Favourism 
55 

36.7% 
40 

26.7% 
20 

13.3% 
35 

23.3% 
150 

100.0% 

2. Bad Management 
60 

40.0% 
33 

22.0% 
40 

26.7% 
17 

11.3% 
150 

100.0% 

3. Insincerity 
49 

32.7% 
49 

32.7% 
30 

20.0% 
32 

21.3% 
150 

100.0% 

4. 
Motivational strategies  
not property provided 

53 
35.3% 

50 
33.3% 

22 
14.7% 

25 
16.7% 

150 
100.0% 

5. 
Indiscriminate use of  

incentives to motivate workers 
40 

26.7% 
45 

30% 
30 

30% 
35 

23.3% 
150 

100.0% 

 
Table 4. Frequency distribution of respondents view on management towards workers 
productivity. 

S/N Statement Frequency Percentage 

1 
Management see motivational strategies as  

a way to motivate junior staff 
43 28.7 

2. 
Management see motivational strategies as  

way to encourage workers commitment to work 
40 26.7 

3. 
Management see motivational strategies as  

tools for enhancing productivity 
37 24.7 

4. 
Management see motivational  

strategies for achieving organizational goals 
30 20.0 

 Total 150 100.00 
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(20.0%) agreed that management see motivational strategies for achieving orga-
nizational goals. 

The finding showed that respondent agreed that management view motiva-
tional strategies as way to motivate junior staff, encourage workers to be com-
mitted to work, enhancing productivity and for achieving organizational goals.  

6. Hypotheses Testing 

Hypothesis 1: There is no significant difference in the motivational packages 
available to junior and senior bank staff. 

Table 5 revealed that there is significant difference in the motivational pack-
ages available to junior and senior bank staff; t(148) = 5.249, p > 0.05. Hence the 
null hypothesis is not accepted. This implies that the motivational packages, 
available to junior and senior bank staff differ. This could be as a result of their 
positions in banks, educational attainment and designation. 

Hypothesis 2: There is no significant difference in workplace productivity of 
bank staff based on years of experience. 

Table 6 revealed the difference in the workplace productivity of bank staff 
based on years of experience; F(3,146) = 28.37, p < 0.001. Hence the null hypo-
thesis is rejected. Therefore there is a significant difference in the workplace 
productivity of bank staff based on their years of experience. The table further 
reveals that staff within 1 - 5 years of experience (mean = 40.09) displayed the 
highest workplace productivity tendency. Followed by those staff within 6 - 10 
years of experience (mean = 36.47), those within 11 - 15 years of experience 
(mean = 31.07) and the bank staff within 16 - 20 years of experience (mean = 
26.66).This implies that staff within 1 - 5 yrs and 6 - 10 years of experience are 
more likely to display high productivity (that is, their mean value is above the 
grand mean = 34.1667). 
 
Table 5. T-test showing difference in the motivational packages available to junior and 
senior bank staff. 

Groups N Mean St. DV Crit-t Cal-value df P 

Senior Staff 110 37.2133 10.06728 1.96 5.249 >0.05  

Junior Staff 40 31.1200 10.03947   148 0.281 

 
Table 6. One Way ANOVA summary table showing differences in workplace productiv-
ity of bank staff based on years of experience. 

Years of  
experiences 

N Mean 
Std.  

Deviation 
Sum of  
Squares 

df 
Mean  

Square 
F Sig. 

1 - 5 yrs 41 40.0952 10.57346 7348.758 3 2449.586 28.373 0.000 

6 - 10 yrs 55 36.4744 11.42761 25554.909 146 86.334 

 
 

 
 

11 - 15 yrs 39 31.0741 5.48584 32903.667 149  

16 - 20 yrs 15 26.6667 8.25126 
 

Total 150 34.1667 10.49027 
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7. Conclusions 

This study has examined the effectiveness of motivational strategies on produc-
tivity in selected financial institutions in Oyo State, with reference to First Bank 
of Nigeria and Union Bank of Nigeria. 

This result found that there is positive relationship between motivational 
strategies and employees’ productivity. The result demonstrated that the finan-
cial strategies available to employees are leave allowances, bonus and fringe ben-
efits paid when due, availability and accessibility of medical insurance, pension 
fund scheme and the non-financial strategies are promotion as at when due, 
training and friendly work environment contribute immensely to high produc-
tivity of employees. The finding indicated that motivational strategies have sig-
nificant influence on productivity of workers as it makes worker put in their best 
always, management use it as a tool to motivate and increase productivity, in-
fluence workers attitude towards work done impact on the morale of workers 
and helps workers put in their best. The findings showed that the problems as-
sociated with motivational strategies are favourism, bad management, insinceri-
ty, motivational strategies are not properly provided and indiscriminate use of 
incentives to motivate workers. The findings showed that respondent agreed that 
management view motivational strategies as way to motivate junior staff, en-
courage workers to be committed to work, enhancing productivity. The finding 
revealed that there is significant difference in the motivational packages available 
to junior and senior bank staff the null hypothesis is not accepted. The finding 
also revealed the difference in the workplace productivity of bank staff based on 
years of experience. Hence the null hypothesis is rejected. From the study, moti-
vational strategies are essential tools in enhancing productivity in the banking 
industry.  

8. Recommendations 

Based on the findings of this study the following recommendations were made: 
• Management of these private enterprises are advised to plan very well when 

considering motivational strategies aimed at increasing productivity of the 
workers. 

• To effectively handle the problems that emanate from productive capacity of 
workers, the management needs to improve salaries, benefit from time to 
time, organise training, re-training, and improve the working condition of 
workers.  

• Also give a sense of recognition, belongingness, chance to contribute and 
flexibility in approaches to conflicts with the workers. The expectation of this 
review is to increase motivation and simultaneously induce greater productiv-
ity among worker. 

• Employees’ with longer years of experience (above 10 years) should be in-
duced by the management with more motivational strategies for higher prod-
uctivity. 

• The management needs to periodically review the motivational packages 
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available to staff.  

9. The Limitation and Suggestion for Further Studies 

The study is only limited to two banks at Ibadan head offices. This was due to 
time and financial constraints. Intending researchers can enlarge the scope to 
other branches of these banks as well as other banks. The study of motivation 
and productivity cannot be exhausted in a single study. Researchers can also 
carry out the study in other organizations such as government establishments 
and private enterprises. 
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