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Abstract 

This study examined the effects of organisational change on employee 

productivity in the banking sector in Nigeria. Following a comprehensive 

literature review, the study identified technological, cultural, employee 

attitude to change, leadership, and change in customers’ taste as the change 

strategies that can facilitate competitive advantage and attainment of set 

organisational goals. The primary data collection method was adopted 

employing questionnaire strategy. 102 respondents were selected as sample 

size. The study used the multiple regression statistical analysis through SPSS 

statistical package version 25 for analysis. The overall results revealed that 

organisational change has a positively significant impact on employee 

productivity. To this effect, technological, leadership, attitudinal and cultural 

changes in that order highly impact employee productivity in Union Bank 

even though they were rarely used to implement change. As a result, Union 

bank is advised to embrace convergent change management so as to be better 

equipped to maintain excellence in productivity and overcome external 

challenges such as competition. On the contrary, changes especially in 

customer taste do not influence the productivity of employees, perhaps due to 

the nature of their business operations (service). The study recommends 

among others that while implementing firm’s improvement strategies, Union 

Bank managers should look at the organisation’s technological change 

models, cultural change, employees’ attitude to change, and leadership change 

against their primary competitors.  
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1.  Introduction 

Nothing is static. The only thing permanent in life is change. The world 

is changing and so does the business environment. The rate of change 

experienced by business organisations seems to be increasing more and more 

especially since the last five decades. This is as a result of advancement in 

information and communications technology (ICT), globalisation, spread of 

democracy around the world (including hitherto fascist and communist 

countries like Russia) and liberalisation of economies across the globe. 

Recently, the COVID-19 pandemic broke out altering both the social and 

economic environments worldwide. While the former impressively improved 

the ways businesses are conducted globally, the latter brought about closure 

and restrictions to business operations worldwide. This has also led to 

increased business competition, and consequently improved the value of 

companies. The new phenomena require that a company needs to manage its 

organisational changes as they occur. Many organisations have confirmed 

frustrations given the cost and uncertainty associated with change (Korir & 

Mukolive, 2012). However, some organisations have claimed significant 

advantages arising from their ability to apply extensive change management 

to their old ways of doing things (Kim, 2018). An insight of organisations that 

have benefited from the introduction of organisational change was given by 

Martins (2011) in his study when he reported that the efficiency of US 

production employees improved by 4.5% per year from the 1990 figures as a 

result of the efficient management of the dynamics of change in the industrial 

economy. 

When there are changes in the internal and/or external environments 

of an organisation, such changes usually have direct or indirect effects on the 

employee’s productivity. Several factors such as rapid and unpredictable 

change in customer attitudes and change in information technology can make 

the introduction of organisational change inevitable. Organisations that can 

manage such changes are likely to survive long-term (Olajide, 2014).  

Organisations that are versatile and are able to predict the future of the industry 

are more likely to deal with the complexities of organisational change.  

The Union Bank of Nigeria, Plc (UBN) belongs to the banking sector 

whose services have so far remained one of the foremost in the country. The 

margin of survival or the ability to remain an industry leader has since become 

slimmer as competition becomes more furious in the industry especially with 

the rise of new generation banks. There are numerous new services and 

product categories that have made the bank (UBN) to constantly innovate. As 
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one of the known industry giants, UBN cannot afford to sit back and rest on 

its oars or rely on its previous success stories. As of today, there are 22 

functional commercial banks in Nigeria. Going by this number, no bank in 

Nigeria worth its salt can afford to fold its hands and look on. Managers of 

banks in Nigeria are continually on each other’s throats trying to outwit one 

another by devising new service delivery strategies while at the same time 

minimising the cost of change implementation. It has been suggested that 

many of the banks that went under during the 2001 bank consolidation 

exercise may have done so because they couldn’t effectively manage the 

change that occurred within the industry during the period. The poor survival 

rate indicates lack of a fundamentally valid framework of how to implement 

and manage organisational change. This is the crux of this study.  

Literature is sparse on the impact of organisational change on 

employee productivity in the banking industry in Nigeria. It is not clear from 

literature if there has been any systematically developed framework on how to 

implement and manage organisational change in banks whether in Nigeria or 

anywhere else in the world. Therefore, this study attempts to add to the debate 

relating to organisational change and employees’ productivity and 

systematically develop a framework for doing so thereby expanding and filling 

both theoretical and practical knowledge gulf. In this study, technological 

change, cultural change, attitudinal change, leadership change, and change in 

customer taste are used as proxies for organisational change. In this light, this 

study aims to statistically evaluate the impact of organisational change on 

employee productivity in the banking industry in Nigeria with a focus on 

Union Bank Nigeria, Plc (UBN). Given this backdrop, the study posses the 

following research questions: 

1. What is the impact of technological change on employee productivity 

in the Banking sector of the Nigerian economy? 

2. What is the relationship between cultural change and employee 

productivity in the Nigerian banking sector? 

3. What is the impact of employee attitude on employee productivity in 

the Nigerian banking sector? 

4. What is the impact of leadership change on employee productivity in 

the Nigerian banking sector? 

5. What is the impact of change in customer taste on employee 

productivity in the Nigerian banking sector? 

 

To provide answers to these research questions and execute the research 

objective, the paper develops five hypotheses.  
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2.  Literature Review 

2.1.  Conceptual and Theoretical Review  
Literally, change means to transform or alter something so as to 

become different from the original state. Such change can be a deliberate act 

of management within the organisation or externally originated for the 

organisation (Kwizera et al., 2019), in which case, it will be beyond the control 

of the organisation. The concept of organisational change means a business 

change such that executive leaders, managers and frontline employers work in 

concert to successfully implement the needed process, technology or 

organisational changes (Korir & Mukolive, 2012). While Moran and Brighton 

(2011) defined organisational change as the process of continually renewing 

an organisation’s direction, structure and capabilities to serve the ever 

changing needs of both the external and internal customers, Burnes (2004) 

asserts that change is an ever present feature of an organisational life, both at 

the operational and strategic levels.  

The understanding of organisational change concept can be 

summarised into two discrete trajectories: one, as a task of managing change 

(from a reactive or proactive viewpoint) (Balogun & Hailey, 2004), and two 

as an area of professional practice (with considerable variation in competency 

and skill levels among practitioners) (Balogun & Hailey, 2004). Explaining 

the concept of organisational change from these two trajectories involves at 

least three meanings (Allen & Herbert, 2002). First, it can refer to the making 

of changes from within the organisation in a planned or systematic manner 

with the aim of effectively implementing new methods or technological 

innovations in the organisation. Such changes are usually internally created 

and are therefore within the control of the organisation. The second meaning 

involves a reaction or response to changes that occur in the organisation but 

over which the organisation has little or no control (e.g. technology, national 

legislation, social and political upheavals, the actions of competitors, unstable 

economic tides and so on). Such changes can be managed by an organisation 

either reactively or proactively (Warren et al., 2009).  

Management can enforce a change only with the cooperation of its 

workers. To accept a change means that the status-quo has to be altered 

(Lewin, 1948). The implementation of the changes that occur in organisations 

requires certain necessary modifications to the nature and configuration of 

organisational resources (economic, human, technological, information, and 

administrative). To do so the organisation should have a clear strategic plan to 

manage all potential role conflicts that arises and minimise the resistance to 

change from within the employees of the organisation. Changes implemented 

in organisations are usually the outcome of a decision-making process which 

the firm designs with anticipation (Rajagopalan & Spreitzer, 1996) in order to 

accomplish a competitive advantage in the industry (Burgelman, 1991). The 
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accomplishment of an extremely competitive position in the industry rests 

squarely on the top management team which usually does not only decide the 

scope of change to be implemented in the future but also decides the type of 

change to be identified and designed. However, the upper managers work on 

the process of strategy formulation (Khatoon & Farooq, 2016).  

This study is undertaken through the lenses of the theory of “force field 

analysis” propounded by Kurt Lewin in 1948. The theory postulates that there 

are two categories of forces – driving forces and restraining forces – in any 

organisation. One of the forces involves some employees who will accept 

organisational change and the other group who will reject or resist it. The 

driving forces make organisational change attractive to employees while the 

restraining forces labour to maintain the status quo or keep things as they are. 

This explains why people either easily accept organisational change or 

persistently resist it. Thus, effective organisational change management 

therefore requires that management adds some conditions favourable to the 

change being introduced and reduce the resisting forces (Connelly, 2017). The 

task of managing organisational change includes managing its impact on 

people. For management to achieve successful change in an organisation it 

needs to strengthen the driving forces and weaken the restraining forces 

(Lewin, 1948).  

It is the assumption of this study that both the management team and 

the employees of Union Bank of Nigeria (UBN) Plc. unanimously accepted 

the need to introduce certain necessary changes. But the next logical question 

is what would be the impact of such changes on the employees’ productivity? 

This has led to the undertaken of a comprehensive literature review in relation 

to the impact of organisational change on employees’ productivity.  

 

2.2.  Meaning of Employee Productivity  
Productivity can be described using various measures such as the 

efficiency and effectiveness of production. Literally, productivity describes 

the quality, state, or fact of being able to generate, create, enhance, or bring 

forth goods and services. It may also mean the production power, profitability, 

and generation of output. In Japan, productivity is defined as the ability or 

capacity to maximise the use of physical resources, human resources, and 

other factors at lower production costs, increase market expansion, increase 

employment and, a rise in living standards.  

The main focus of productivity is the human resource. The human 

resource is the driving force of productivity. It is the most important element 

needed to achieve the desired goals and objectives of any organisation as it is 

the only factor that gives effect to organisational change and guarantees the 

survival of the organisation using other resources. Accordingly, motivation, 

creativity, innovation, competitiveness, activity cost reduction, the 
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improvement in the quality of activities, work time reduction, job satisfaction, 

and the spirit to achieve goals positively affect the level of productivity 

(Tavakolia, 2010). Conversely, downsizing, mergers, innovations and 

restructuring of organisations usually decrease employee’s productivity 

(Khosa et al, 2016).  

Every organisation sets its own objectives (Diener & Seligman, 2004). 

Organisational objectives are usually achieved by the use of organisational 

resources. While the other resources are important on their own, it is the 

human resource that coordinates all other factors for the accomplishment of 

organisational goals. Notwithstanding the nature of tasks performed, all the 

activities are by design inter-related to achieve the set organisational targets 

(Ho, 2008). The separate performance by the individual employee when 

properly harnessed yields the best output for the organisation with great 

impact on the total production, sales, profit, progress and market position of 

the company in the market. Various factors like skills, training, motivation, 

dedication, welfare, management policies, fringe benefits, salary and 

packages, promotion, communication etc. are some of the incentives that 

encourage employees to work sincerely and give their best.  

According to some authors, service firms like the banking sector invest 

more on their work force in order to maintain long term relationship with them 

and increase their performance and job satisfaction (Karatepe et al, 2006). 

With such an effort guided by an appropriate motivation, a service company 

such as the UBN. Plc may grab the opportunities to become the industry leader 

(Khosa et al, 2016; Ho, 2008). Therefore, paucity of employee productivity at 

UBN is likely to be surmounted by appropriately introducing certain changes 

such as technological innovation, the right organisational culture, appropriate 

employee attitude/tolerance to change, effective leadership, and change in 

customer’s taste in its work processes.  

 

2.3.  Review of Empirical Literature  

2.3.1.  Organisational Change and Employee Productivity 
Previous studies (see for example: Nwinyokpugi, 2018; Obondo, 

2004; Ejuu, 2003) have investigated productivity phenomenon and how it has 

been affected by different variables including leadership change, motivation, 

etc. Several studies reported that the lack of corporate approach in the process 

of data collection is critical to the sustainability of change processes especially 

in large work environments such as the Union bank. Mullins (2010), for 

example, has argued that factors such as uncertain economic and political 

conditions, change in social attitudes, fierce competition, takeovers, 

acquisitions, technological developments and governmental interventions 

create an increasingly volatile environment for certain kinds of organisations 
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and consequently inhibit the effective performance and productivity of 

employees.  

Kwizera, et al (2019) in their study of the effect of organisational 

change on employee performance among selected commercial banks in 

Bujumbura, Burundi concluded that organisational change has a significant 

effect on employee performance with structural and technological changes 

causing the greatest impacts. Results of several studies that investigated the 

impact of organisational change on employee productivity are not 

substantially different depending on the variables investigated and context 

studied. For example, results of Karanja (2015)’s study on the effects of 

organisational change on employee performance of postal corporation of 

Kenya indicated that there is an overall positive relationship revealing 

however that technology had the greatest influence. However, the nature of 

the context as a public organisation that provides some internship programme 

that generates several job opportunities could explain the result (Kwizera, et 

al., 2019). Joseph Isern and Caroline Pung, (a director and a consultant 

respectively at McKinsey and company, an online survey institute), 

investigated a five year data of 1536 companies. In the study, they submitted 

that 38% of the organisations surveyed reported that their recently introduced 

organisational change had a “completely” or “mostly” successful impact on 

their employee performance (Isern & Pung, 2007). But such performance can 

only come through if management has a clear understanding of the 

organisation’s capabilities and readiness to change among other things. 

Although transformations tend to feel chaotic by their dynamic nature, it is 

vital that organisational leaders take a disciplined approach to each of these 

requirements.  

Similarly, Wanza and Nkuraru (2016) found in their study that a strong 

organisational culture, a variable of organisational change, creates synergy 

and drive that encourage teamwork and enhance employee performance. They 

argued that structural changes, change in leadership, technological innovation 

and change in organisational culture positively impact the performance of 

employees. Also, Ahmed et al. (2013) reported a positive impact of 

organisational change on employee performance in the banking sector of 

Pakistan. Although the study was particularly on the banking sector of 

Pakistan, they however suggested that subsequent research should be extended 

to the other sectors of the Pakistan's economy. Similar studies on leadership 

and compensation in the corporate sector of Pakistan (Khan & Jabbar, 2013), 

attitude and practice in Maruti Suzuki (Kansal & Singh, 2016), technological 

changes, organisational leadership, structure and culture in the educational 

sector (Wanza & Nkuraru, 2016) and several others indicated a positive impact 

between organisational change and employee productivity at varying degrees.   
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Following comprehensive review of literature, this paper develops a 

framework (see figure 1) for organisational change and employee productivity 

and specifies some hypotheses to be tested based on claims by previous 

authors. The intention is to determine if the expected findings would 

corroborate the findings of previous authors. 

 
Figure 1: Organisational Change framework of a typical Bank in Nigeria 

 

2.3.2.  Technological Change and Employee Productivity 

Technology has become a very valuable asset to any organisation in 

today’s business environment. But the issue is the ability to identify the most 

appropriate technology for your organisation. Because, the right technology 

can vastly improve a company’s overall efficiency and performance in the 

market, as well as improve employee productivity, communication, 

collaboration, morale and engagement company-wide (Coppersmith, 2019). 

One of the new technologies that is gaining growing popularity and has 

assumed a strategic and practical position in organisations is information and 

communication technology (ICT). 

There is evidence that new technologies can improve the quality of care 

processes by enhancing communication, standardising processes, and 

enhancing workflow, especially when used in addition to existing care rather 

than as a substitution (Smith, 2007). ICT can support and drive innovative 

work practices and research in the banking sector (Westbrook et al., 2009). 

The context in which new technology is implemented determines its impact 

on staff and ultimately its sustainability (Peterson et al. 2014). The 

incorporation of ICT into the workplace has had a major impact on human 

resource utilisation especially in financial services (Anvari, 2007). Following 

from the results of the referred empirical studies, this study postulates that:   

 

H01: There is no positive relationship between technological change and 

employee productivity in UBN. 
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2.3.3.  Organisational Culture and Employee Productivity 

Interest in organisational culture has raised the arguments about what 

culture is, and how it should be analysed (Schein, 2004). Hence, it is said that 

culture is a subjective idea used in a broad sense with changing contextual 

symbolism (Martins, 2011). However, culture has been defined as a mixture 

of values, set of beliefs, communications and explanation of behaviour that 

provides guidance to people (Awadh & Saad, 2013). Organisational culture 

comprises the unwritten customs, behaviours and beliefs that determine the 

rules for decision-making, structure and power (Wambugu, 2014). Despite the 

variations, researchers recognise that the idea of business culture represents 

the distributed principles, actual presumptions, and behavioural objectives that 

regulate decision-making in an organisation (Cameron & Quinn, 2011). The 

productivity of employees following the established work patterns, 

regulations, values, and guidelines contributes in part to the establishment of 

strong organisational culture (Wanza & Nkuraru, 2016; Denison, 2004).  

There has been several empirical research on the effect of 

organisational culture on employee productivity. Results of all the previous 

research efforts generally indicate that there is a positive relationship between 

the two. For instance, Baca and Claudia (2005) found that norms, a dimension 

of organisational culture, positively impacts organisational performance 

through increased profitability. Also, value and norms have been tested and 

found to positively impact organisational productivity (Awadh & Saad, 2013). 

Their study reported that with cordial relationship amongst employees, an 

organisation can achieve competitive advantage; a proxy for organisational 

performance. Wambugu (2014) investigated the influence of organisation 

values, climate, leadership styles and work processes on employee's 

performance in a privately owned firm in Kenya. The overall result indicated 

that there exists a positive relationship between organisational value (a proxy 

for culture) and employee performance even though there was a diverse 

variation in the levels of impact amongst the different variables with work 

processes and systems having more effect on employee’s performance (Wanza 

& Nkuraru, 2016). Given the results found in literature, this study postulates 

that:  

 

H02: There is no positive relationship between cultural change and employee 

productivity in UBN. 

 

2.3.4.  Employee Attitude to Change and Employee Productivity 

Attitude refers to the way people think and feel about someone or 

something. It is a thought line which affects someone’s behaviour towards 

others or things. Not every employee in an organisation will react to 

organisational change in the same manner and the same temperament. While 
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some will easily accept change because they believe it will favour their career 

path and skills (Isern & Pung, 2007), others will show resentment because they 

believe such change will not support their course. Those who want the status 

quo to remain can express their anxiety by resisting new skills and knowledge 

acquisition needed to implement the new change, and thus resort to any 

methods possible to frustrate its implementation (Lin & Liu, 2012). Whether 

positive or negative, the attitude of an employee affects how such employee 

would approach their jobs because attitudes do have a ripple effect on those 

around them. Generally, a positive attitude has a positive impact on 

productivity while the reverse is also true. A worker with good attitude has a 

better performance index compared to that with poor attitude (Lines, 2005; 

Amenakis & Bedeian, 2001).  

Literature is replete with evidence of the effect of employee’s attitude 

towards change on employee productivity. Indeed, researchers (see for 

example: Holt et al., 2007; Mento et al., 2002; Armenakis et al., 1999; Kotter, 

1995; Sashkin & Burke, 1987) are in agreement on the significant role positive 

attitude of employees plays to obtain a successful change implementation. 

Based on the findings of previous studies, the present study hypotheses that: 

 

H03: There is no positive relationship between employee attitude to change 

and employee productivity in UBN. 

 

2.3.5.  Leadership Change and Employee Productivity 

Generally, a leader is that person whose behaviour guides others, and 

as a role model, people look up the leader for achieving their own goals (Khosa 

et al, 2015). Leadership as a function of a leader is the act of influencing 

employees towards the attainment of an organisational goal (Adekanmbi & 

Ukpere, 2020). A leader is one who has the power of reward and punishment 

and can award such appropriately and fairly to his employees. Leaders can 

also motivate their employees towards task achievement, giving incentives 

and moral support so that employees can put more effort into their work 

(Webb, 2007).  

Burnes (1978) was the one who developed the initial ideas of 

transformational and transactional leadership in the political context (Khatoon 

& Farooq, 2016). However, Bass (1985) refined those concepts and introduced 

them into the organisational context. Transformational leaders get involved in 

recognising the need for a change, create a new vision, and then institutionalise 

such a change (Tichy & Devanna, 1990). Studies on leadership identified 

charismatic and visionary leaderships as other variants of leadership (House, 

et al., 1991). Notwithstanding the type of leadership, they all share common 

characteristics and perspectives such as articulating a vision, fostering 

acceptance of group goals, and providing individualised support. Every 
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successful and effective leader changes the basic values, beliefs, and attitudes 

of followers such that they are willing to perform beyond the minimum levels 

specified by the organisation (Podsakoff et al., 1996). Therefore, the level of 

success in the implementation of organisational change and the level of 

performance of employees in organisations depend, to a large extent, on the 

commitment of the leadership (Khosa et al, 2015). In short, a leader is that 

individual in an organisation who has the ability to influence employees to 

work efficiently and achieve organisational goals (Wang, et al 2005).  

To implement organisational change, successful organisational leaders 

should combine both the formal and informal organisational structure as their 

principal instrument of action (Khatoon & Farooq, 2016) as well as pay 

attention to organisational culture and provide a new basis for cohesion 

(Hirschhorn, 2000; Almaraz, 1994). Given the results of past studies, this 

study hypotheses that: 

 

H04: There is no positive relationship between leadership change and 

employee productivity in UBN.  

 

2.3.6.  Change in Customer Taste and Employee Productivity  

Beginning from Canada, Laroche et al. (1986) and Constantine et al. 

(2006) separately conducted different surveys and found that speed of 

services, and factors relating to the competence and friendliness of bank 

personnel and convenience of location were the major factors which 

consumers perceive as important in their selection of a bank. Zineldin (2005) 

conducted a survey of 19 potential factors which customers consider as 

important in the selection of a bank. These factors include reputation, 

recommendation by others, interesting advertisement, convenience of 

location, opening hours and high technological services. The study revealed 

that friendliness and helpfulness of personnel, accuracy in account/transaction 

management, and availability of loans and provision of services were the most 

important factors. In the same vein, Irfan et al (2012) undertook a study that 

focused on finding out the main attributes that determine the customer’s 

choice of bank for supplying mortgage products. The results indicated that the 

choice of customers for a mortgage product depends on all the independent 

variables like quality of services, cost of mortgage product, confidence level 

of customers as built by the bank in addition to the perceived convenience of 

the customers. 

Omo (2011) investigated the determinants of banks selection criteria 

by banking and business customers in Nigeria and to determine the 

determinants of bank selection choices in Nigeria. The findings of the study 

revealed that the safety of funds and the availability of technology based 

service(s) are the major reasons for customers’ choice of banks. Ulengin 
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(1998) indicated that customers in developing nations are more interested in 

the functional quality of financial services than the technical quality 

dimension. The study reported that as there were no big differences among 

financial products offered by banks and the quality of financial products 

offered by banks are much beyond expectations of the customers, delivery 

channels and customer relations gain importance in staff productivity. The 

study concluded that, on an average, respondents of the survey prefer the 

extended customer loyalty programmes, the continuous information flow from 

the bank, the offsite ATMs, the minimum waiting time in the branches and a 

simplified application form for all accounts.  

Colgage and Hedge (2001) conducted a study by investigating the 

problems that influence both switching behaviour and complaints made by 

bank customers prior to exit in order to provide a more comprehensive 

understanding of the process of switching retail banking services. They 

concluded that the most important customer taste selection criteria are 

convenience, bank reputations, quality of products and services, interest rates 

and fees, education and personnel contacts, facilities, branch environment, 

services and after service satisfaction. Their research on bank customers of 

Greece showed that bank selection criteria like location, convenience, quality 

of service (attention to the customer, personalised services, no queues) seem 

to influence the staff productivity. Phuong and Har (2000) undertook a study 

of customers’ taste decisions in Singapore using the analytical hierarchy 

process (AHP) through a study of banking preferences of college students. The 

findings indicated that the most important criteria affecting such decisions are 

higher interest rate for saving, convenient location and overall quality of 

service. They are followed by the availability of self bank facilities, charges 

on services provided by banks, low interest rate on loans, long operating hours, 

availability of student privileges and recommendations by friends and parents 

specifically. Based on the findings of previous studies as found in literature, 

this paper postulates that: 

 

H05: There is no positive relationship between change in customer taste and 

employee productivity in UBN 

 

3.      Research Methodology 

Organisational change factors are the independent variables while 

employee performance is the dependent variable. In this research paper, 

nominal and Likert scales were used in the questionnaire (Khosa1 et al, 2015). 

The Nominal scale shows the demographic profile of respondents while the 

Likert scale measures the impact of organisational change on employee’s 

productivity in the banking sector in Nigeria. While the population comprises 

all the employees of the 22 commercial banks in Nigeria, the employees of 
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Union Bank of Nigeria (UBN) plc totalling 2,322 form our sample frame. To 

achieve an appropriate sample size (actual sample size) in order to reduce the 

effect of non-response, the study applied the Saunders et al (2007) formula: 

%

100*

r

a
r

x
x 

 
Where: 

ax = the actual sample size 

x  = adjustable minimum sample size 

%rr = estimated response rate expressed as a percentage 

 

Taking 322 as the adjusted minimum sample size given that the 

population is approximately 2,322 employees at a 5% level of certainty 

(Saunders et al, 2007), the actual sample size of this study can be calculated 

as:  

339
95

100322


x
xa

 
 

The sample size chosen for this research paper is 339 employees of 

UBN. 339 copies of questionnaire were distributed among 339 employees 

selected using the simple random sampling style. However, only 182 out of 

the 238 copies of the questionnaire retrieved from respondents were usable. 

The data gathered from the questionnaire were entered into SPSS version 25 

to compute the regression analysis. The test re-test reliability test was carried 

out on the research instrument. The questionnaire was presented to colleagues 

who made necessary suggestions, corrections and amendments. The final copy 

that was eventually distributed was confirmed to have content validity and was 

also found reliable as shown in table 1 wherein all items recorded higher than 

0.6 Cronbach’s alpha as recommended by Gliem & Gliem (2003). 
Table 1: Test of Instrument Reliability 

 
Source: Survey data, 2020 
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3.1.  Model Specification 

The multiple linear regression method was used to analyse the data 

specified as follows.  

)(OrChfEmPer  .................................................................................... (1) 

Where:  

EmPro = Employee Productivity;  

OrCh = Organisational Change 

But, 

),,,,log( steCustomerTaLeadershipAttitudeCulturalicalTechnofOrCh   
Thus, 

),,,,log( steCustomerTaLeadershipAttitudeCulturalicalTechnofEmPer 
 

Where: 

Technological Change = TechCh;  

Cultural Change = CulCh;  

Attitude to Change = AttCh; 

Leadership Change = LeadCh;  

Customer Change in Taste = CusTasteCh 

Therefore, 

 ),,,,( CusTasteChLeadChAttChCulChTechChfEmPer  .........................(2) 

)(  CusTasteChLeadChAttChCulChTechChfEmPer ...........(3) 

Transforming equation (3) into a proper linear regression equation, we have 

 CusTasteChaLeadChaAttChaCulChaTechChaaEmPer 543210

.......................................................................................................................(4) 

Where: a1…a5 are the regression coefficients and µ = stochastic error term 

 

4.  Result of the Test of Hypotheses and Discussions   

4.1.  Result of the Test of Hypotheses  
As earlier specified, hypotheses were tested using the SPSS version 25 

and the result is depicted in table 1. 

 
Variables                 1            2           3           4           5           6 

1. TechCh              1 

2. CulCh             0.671       1 

3. AttCh              0.565    0.705      1 

4. LeadCh           0.608    0.694    0.698      1 

5. CusTasteCh    0.563    0.560    0.421    0.481       1    

6. EmPro             0.648    0.539    0.498    0.623     -0.759       1 

Table 2: Results of the Hypotheses Test conducted with SPSS version 25 
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4.2.  Discussions 

The relationship between technology and employee productivity 

shows that p-value is 0.000 which is less than the p-value (p < 0 .001). It shows 

that H0 is rejected and H1 is accepted. Therefore, there is a strong positive 

relationship between technological change and employee productivity. The 

Pearson correlation analysis shows the (r value) is 0.648 or approximately 

65%, which is within the range of 0.3-0.7 indicating a more than average 

effect. As a result, we conclude that there is a positive impact of technological 

change on employee productivity. Thus, to embrace a new technology in the 

operations and service delivery of bank services ultimately increases 

employees’ productivity. Also, the relationship between cultural change and 

employee productivity is positive at 0.539 (approximately 54%) indicating 

more than average influence. The impact of employee attitude to change and 

employee productivity is positive at o.498 or approximately 50% indicating a 

moderate influence. Leadership change also showed a positive relationship 

with employee productivity. The correlation analysis shows that (r-value) is 

0.623 (62.3%) showing that leadership has a high effect on employee’s 

productivity. A good and effective leadership will show capacity and ability 

to influence even those with negative tendencies toward change (Drucker, 

2003). The table also shows that though there is a high impact of change in 

customer taste on employee productivity, the relationship is negative at p > 

0.01 indicating that the higher or more frequently there is a change in 

customer’s taste, the lower the level of employees’ productivity. Culture is 

shown in the result to have a statistically significant impact on employee 

productivity at Union Bank, Plc. with r-value at 0.539 indicating a 54% 

positive effect. Thus, with a one unit change in culture, there is likely to be a 

54% change in worker’s productivity. As shown in table 2, technological 

change has the greatest positive impact on workers’ productivity at Union 

Bank, Plc and therefore, management should focus more on developing its 

technological possibilities. On the other hand, customer taste has the greatest 

negative impact. The implication is that management must ensure that it 

monitors consistently what the people want and adhere strictly to their 

marketing concept philosophy in addition to relationship marketing as it is 

presently doing.    

 
5.  Conclusion and Recommendations 

5.1.  Conclusion  
In this research paper, an investigation of organisational change 

towards employee productivity in the banking sector of Nigeria was 

conducted. The study explored the relationship of employee productivity and 

some selected variables used as proxies for organisational change. These 

include: technology, organisational culture, employee’s attitude to change, 
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leadership, and change in customer’s taste. The results of the statistical 

analysis revealed that the strongest impactful factor on employee productivity 

in the Union Bank operations is the technological change while the lowest 

influential factor affecting the employee productivity in Union Bank is change 

in customer’s taste probably as a result of the nature of banking operations. 

Thus, it goes without saying that understanding the factors that impact 

employees’ productivity is the first step and a sure way to not only understand 

how to improve employees’ productivity but it will also enable the manager 

to strategically develop ways to enhance employees’ level of productivity.  

One of the limitations of this study is that we cannot generalise our 

results to cover the entire banking industry in Nigeria because our scope of 

investigation was limited to the Union bank Plc. However, if all 22 

commercial banks in Nigeria have the same characteristics as the Union bank 

and share the same measurement parameters, most of the results obtained for 

Union bank may be true for others. Researchers are advised to increase the 

number or choose all 22 commercial banks for investigation or possibly select 

other sectors of the Nigerian economy with increased sample size. This will 

likely increase the validity and generalisability of the research findings as it 

relates to the impact of organisational change on employee productivity. 

 

5.2.  Recommendations 
This study has exposed the implications of change on employee 

productivity, one of which is that it helps organisations to obtain total 

commitment of all the employees to work together in order to enhance work 

output and overall staff productivity. But to achieve this, management should 

perform its responsibility to ensure that employees are not only properly 

selected and trained but should also be informed that they can be responsible 

for achieving the desired organisational results (Drucker, 2003). 

In view of the findings, this study recommends that: 

● Managers should evaluate company actions and procedures to figure 

out methods to improve technological needs, cultural change, 

employee attitudes, leadership change and change in customer taste. 

● Managers should have the grand strategy of discovering methods they 

can use to increase the needed change that will enable them to become 

competitive or even become industry leaders just as the Union Bank. 

● Managers should develop modalities for evaluating service delivery 

procedures that will enable them to spot areas where they can improve 

their functions and eliminate redundancies among management and 

employees. This could lead to automating procedures, improving 

facilities, applying technologies, and exercising workers freedom.  
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