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[bookmark: _Toc196734511]ABSTRACT 
This study examined the effect of job stress on employee commitment and organizational profitability in the banking sector using first monument bank (FCMB) as a study. The population of study comprised of junior, senior managers and top management. The sample for the study was given as 109. Out of the 109 questionnaires administered to the participants administered to the participants only 100 were returned while 9 were not returned. The study was analyzed using of tables and percentage while the two hypotheses were tested with the aid of ANOVA. The result from the research showed that in the first hypothesis there is a strong positive correlation between employee commitment and organizational performance. Further result indicated that in the second hypothesis there is positive relationship between employee commitment and compensation policy. The study concluded that employee commitment among employees must be handled with utmost seriousness if the profit of the organization is to be increased at any point in time which will also contribute maximally to the growth and development of organization. The study recommended that the management of the selected bank should ensure to invest in strategies that enhance and maintain high levels of employee commitment. This may include fostering a positive workplace culture, providing opportunities for skill development, and recognizing and rewarding outstanding employee commitment. The study recommended that the management of the selected bank should ensure that its compensation policies are fair, competitive, and reflective of employees' contributions. Recognizing and rewarding employees for their commitment and performance can significantly enhance commitment levels. Regularly reviewing and adjusting compensation policies to remain competitive in the job market is essential.
Key Words, employee commitment, organizational performance, compensation policy.
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[bookmark: _Toc196734513]INTRODUCTION
[bookmark: _Toc196734514]1.1 Background to the Study
Globally, the nature of work is changing, perhaps, in concert with the broader changing social contexts, relations and aspirations of social actors. Today, there is no more life-time employment, job stability, and predictable career paths. People are becoming more demanding both as consumers and as employees, based on new personal and existential goals. Indeed, today’s employees are ready to sacrifice financial gains for a more emotionally rewarding work-life balance.   Given these contexts, most firms cannot but be mindful of the influence of employees’ performance on their firm’s overall performance. Gunn (2013) affirms that employee commitment is a complex goal that employers continuously aspire to discover and that employers, seek means of enhancing the work-life balance for their employees, just as managers and business owners now focus on motivating staff through offering flexible working arrangements, more training and so on.   Employee commitment, whether affective, continuance and normative, is an important determinant of manufacturing firm’s performance.
Allen et al (2017) Most firms value the commitment of their employee with the goal of reducing absenteeism and operational inefficiency, so as to generally improve corporate turnover/performance. Employee commitment thus depends on how they can adapt to change, their level of satisfaction and knowledge, and so. This paper attempts to solve two problems.  First, while several scholars like Andrew (2019) have established the existence of positive and significant relationship between employee commitment and firm’s performance, very limited efforts have been made to replicate such studies in Nigeria’s peculiar business environment. This paper thus interrogated the effect of employee’s commitment on manufacturing firm, most of the existing studies on the subject matter, used employees’ commitment as a broad construct, that is, with little consideration of the core elements of commitment as identified by Allen (2018). Workers in the contemporary society are expressing a strong desire to pursue more than just a job. They are looking for employment opportunities that promise an extension of their interests, personality and abilities. They want a variety of things from their jobs besides a pay cheque and a few fringe benefits, and their commitment to the organization depends upon the degree to which their employer satisfies these wants (Agba, 2019).
High salaries, good working conditions, health and dental insurance, retirement plans, stock purchase programmes, reduced work hours, technological advancement, educational reimbursement, among others might seem to be the necessary ingredients for employee happiness and commitment at the place of work. Despite these benefits, there are many employees at all levels that appear to be dissatisfied with themselves, thereby impairing their commitment (Agwu, 2018, Mehmood, 2019). However, as organization battles to get the most from their existing employees in an environment characterized by skill shortages, the role of human resource practices in the organization in fostering employees’ engagement and commitment is paramount. In doing this, many organizations are aware of the significant impact both positive and negative that employees have on organizational performance and productivity (Osa and Amos, 2018).
Employees’ commitment is one of the job-related attitudes which has attracted the minds of scholars and practitioners in the field of Human Resources Management due to the impact it has on employees and organizational performance (Robbins, 2010). The literature suggests that individuals become committed to organizations for a variety of reasons, including an affective attachment to the values of the organization, a realization of the costs involved with leaving the organization, and a sense of obligation to the organization (Meyer and Allen, cited in Folorunsho et al., 2017). However, the role of human resource policies in the business in promoting employees' engagement and commitment is crucial as organizations fight to get the most out of their current employees in a setting marked by skill shortages. Many firms are aware of the enormous influence that employees have on organizational performance and productivity, both positively and negatively (Osa and Amos, 2015).
Due to its influence on both individual and organizational performance, employees' commitment is one of the job-related attitudes that has drawn the attention of academics and practitioners in the field of human resources management (Robbins, 2018). According to the literature, people join organizations for a variety of reasons, such as an emotional connection to the organization's values, realizing the consequences of quitting the company and feeling obligated to stay (Meyer and Allen, quoted in Folorunsho et al., 2020). Currently employees act like entrepreneurs when they work in a team and every member of the team tries his level best to prove himself the best amongst all others. Those things increase their commitment level in the organization that ultimately increases the performance of the organization. In the past, organizations provide job security to its employees to improve their commitment level in the organization and to improve their productivity. Higher level of employee commitment in the organization for individual projects or to the business is assumed as a major reason for better organizational performance that leads to organizational success (Zia-ur-Rehman et al., 2021).
Employee commitment has become one of the most popular work attitudes studied by practitioners and researchers. Akintayo (2017) and Tumwesigye (2017) noted that one of the reasons why commitment has attracted research attention is that organization depends on committed employees to create and maintain competitive advantage and achieve superior performance. When working as a team, employees behave like entrepreneurs, with each team member doing all possible to distinguish himself as the best among the rest. These items raise their level of dedication to the company, which in turn raises the performance of the company. In the past, businesses have given their employees job security in an effort to increase their devotion and productivity. According to Zia-ur-Rehman et al. (2015), a key factor in improved organizational performance that results in organizational success is a higher level of employee commitment to the organization, either to specific initiatives or to the company as a whole.


[bookmark: _Toc196734515]1.2 Statement of the Problem
Some characteristics of employees' low commitment in the workplace include high labor turnover, absenteeism, weak motivation, and low performance (Grawitch et al., 2007). According to a number of academic studies on human resource management practices, high commitment human resource practices increase organizational effectiveness by fostering an environment in which staff members are highly engaged and motivated to work toward organizational objectives (Grawitch et al.2018; Meyer 2018). According to Meyer and Parfyonova (2014), employees' personal lives and lowers their performance. According to Aminah (2018), employee performance is inversely correlated with work-family conflict. Work-family conflict has been shown to lower employee happiness and boost productivity.
When highly-rated individuals perform poorly and other employees resign or depart, employers can be perplexed. Even if they have taken aggressive steps to adopt fair compensation policies and human resources (HR) practices to encourage and retain employees, management occasionally struggles to comprehend why some workers are not dedicated to the firm. If workers are not motivated to reach their full potential and are not dedicated to their professions, it can be expensive. This study's primary objective is to investigate how employee job commitment affects organizational performance.
[bookmark: _Toc196734516]1.3 Research Questions
This research shall provide answers to the following relevant questions:
i. To what extend does employee’s job commitment have an effect on organizational performance at FCMB?
ii. Does employee’s job commitment influence job outcome at FCMB?
iii. How does fair compensation policy influence organizational performance at FCMB
[bookmark: _Toc196734517]1.4 Objectives of the Study
The main objective of this study is to examine the effect of employee’s commitment on organizational Performance. The study also aims at:
i. Examine the effect of employee commitment on job outcome in FCMB
ii. Establish whether quality of job motivation improve employees’ commitment to work in FCMB
iii. Determine the influence of employee’s commitment on service render at FCMB.
[bookmark: _Toc196734518]1.5 Research Hypotheses
The following hypotheses were formulated to guide this study and are in null
Ho1: Employee’s job commitment does not have significant effect on organizational performance.
Ho2: Employee’s commitment does not influence on service render at FCMB.
Ho3; Employees’ commitment does not have any effect on fair compensation policy which influence organizational performance at FCMB.
[bookmark: _Toc196734519]1.6 Significance of the Study
The findings from this study will help to highlight those areas where there are problems among staff and thus will be of great benefit to the authorities of higher institutions and the policy makers. The results of this study would hopefully be significant in the sense that it would enable both the Management of universities to better understand how the various motivational factors could be harnessed to inspire staff to increase and sustain Performance. The findings from this study would help to further highlight the likely problems of frustrations and how motivation can be used to either reduce or eliminate these problems amongst staff of the organization 
[bookmark: _Toc196734520]1.7 Scope of the Study
This study is on effect of employee’s commitment on organizational Performance. The study will also cover the various techniques of employee’s commitment and theories of motivation as they impact on employees Performance in an organization.
[bookmark: _Toc196734521]1.8 Definition of Terms
Employees: Are the workers in an organization, working for the accomplishment of the organizational goals. An employee is someone who works for another person who control what is to be done and how the job is performed. In this study, the employees are those staffs of the organization, the First City monument bank.
Performance: It is the relationship between the amount of one or more inputs and the number of outputs from a clearly identified process. That is the outcome performance of an organization or individual. The accomplishment of a given task measured against preset known standards of accuracy, completeness, cost, and speed. In a contract, performance is deemed to be the fulfillment of an obligation, in a manner that releases the performer from all liabilities under the contract.
Employees Commitment: Employees Commitment is considered to be a psychological immersion of an individual with his place of work through a proper identification or personal alignment with the goals and objective of the organization. It is the psychological attachment and the resulting loyalty of the employees in the organization.
Commitment: A commitment scheme allows one party to commit to a value, without disclosing it to a second party. It would be able to reveal the value at some later point, but without the possibility of changing it undetected by the second party.
















[bookmark: _Toc196734522]CHAPTER TWO
[bookmark: _Toc196734523]LITERATURE REVIEW
[bookmark: _Toc196734524]2.0 Introduction
A review of related literature involves re-examination of the extent to which previous studies have been carried out in the field of study which the researcher is conducting a research work. This helps the researcher to familiarize himself with existing body of works already carried out in the field of her study. This chapter discusses the concept of employee’s commitment on organizational performance and the chapter will be divided into three; the clarifications, the theoretical framework and the empirical review. In research of this nature, it is very imperative to review relevant past literature on employee’s commitment, organizational performance and various mechanisms used in improving performance in organizational settings.
[bookmark: _Toc196734525]2.1 Conceptual Clarifications
2.1.1 Concept of Employee’s Commitment

Commitment is now acknowledged as a necessity for effectiveness of both employees (Armstrong 2017). Commitment is the employee's creativity and sincerity to their task and duty. Employees have different attitude toward the work which bombard a worker’s senses and can affect his moods and overall mental do, these attitudes to large extent affect their behavior at work and determine whether or not if they will be committed to their work and to the organization. According to Mowday (2019), commitment exists in different forms, commitment means when an employee is really sincere with organization and loyal to the work and organization. Steers (2018), defined employee commitment to congruence between the goals of the individual and the organization whereby the individual is identified with and extend effort on behalf of the general goals of organization. Commitment is the loyalty and oneness the employees have toward the organization.
 This is normally based on personal experiences with regard to organization policies and procedures and the interaction of employees may have as agent of the organization. Commitment is the readiness and willingness of employees to use their energy and skills for organization success and to give their loyalty to the organization. Commitment is the steady force that act to maintain individuals in the organization while the expectancy or fairness are not encountered or do not function. Commitment is a psychological state that coherent employees with the organization. Commitment suggests more of an attachment to the employing organization as specific tasks, environmental factors and the locations where the duties are performed [Mowday et al, 2017]. Commitment should be more consistent. All attitudes and actions that are controlled by an employee in a workplace and which contribute to the achievement of the goals of the organization are called commitment (Demirer, 2019). The concept of commitment, which defines to what extent the targeted job is performed, from an individual perspective, is the whole of the behaviors exhibited by the employee in order to contribute to the effort of the organization to reach its goals (Tekin&Deniz, 2019). At work, all behaviors that employees engage in are called job commitment (Keskin&Gündoğan, 2019). Commitment qualifies personnel to work together and elucidate corporate problem as effective teams because of their worth commitment [Khajehpoue, 2017].
commitment is a state of being in which an individual becomes bound by his actions to beliefs that sustain his activities and his own involvement. Commitment according to salancik can be increased and harnessed to obtain support for organizational ends and interests through such approaches as participation in decisions about actions. According to C.R Basu (2017); in work situation, high commitment may recover from need satisfaction, that is not only have needs but also higher level psychological or psychic needs, and job satisfaction. Commitment may be measured either by checking the extents to which the organization is achieving the results, that is objectives or by reference to the sentiments and attitudes of employees, towards their organization. Commitment has been defined as the degree of pledging or binding of the individual to a set of behaviors and motivates one to act (Kiesler,2017). Once identification with the organization begins, individuals are likely to become concerned with the broader interests of the organization including its reputation, survival, and continued success, that generates activity and resource exchange (reflecting enhanced concern between firm and employee) fostering further identification (Rousseau, 2019). Katzenbach (2018) describes an energized workforce as high performance (those that perform better than industry norms) and whose emotional commitment enables them to make and deliver products or services that constitute a sustainable competitive advantage. 
Commitment in the workplace or understanding how people become committed to an organization is multifaceted (Meyer & Allen,2019) consisting of the elements, antecedents and consequences, and forms such as organizational (affective), job, career, team, and supervisory commitment. Sufficient discriminate validity (reduction in concept redundancy) exists among organizational commitment, job commitment, career commitment and group(team) commitment to consider these as independent forms of commitment in the workplace. Commitment refers to a person’s dedication to a person, job or organization. It is reflected in the person’s “intention to persevere in a course of action” (Meyer & Allen, 2017). Soliven (2019) defines it more strongly as a sacred covenant, without which life is unimaginable. Commitment has always been believed as the driving force behind a person’s success. A person who has committed himself to a task will pursue it until its completion even if he experiences obstacles during the process. It is his commitment that will drive him to rise above the challenges.
Significance of commitment
There have been two schools of thought about commitment, one, the 'from control to commitment school," the other. "Japanese/excellence school.
From control to commitment: The importance of commitment was highlighted by Walton (2018) who saw commitment strategy as a more rewarding approach to human resource management in contrast to the traditional control strategy. His theme was that improved performance would result if the organization moved away from the tradition control oriented approach to workforce management, which relies upon establishing order, exercising control and achieving efficiency in the application of the workforce. He argued that this approach should be replaced by a commitment strategy. He suggested that workers respond best and most creatively, not when they are fighting controlled by management, placed in narrowly defined jobs, and treated like an unwelcome necessity, but instead, when they are given broader responsibilities, encouraged to contribute and helped to achieve satisfaction in their work. 
i. The Japanese/Excellence school: Attempts made to explain the secret of Japanese business success by such writers as ouchi (2018) and Pascale and Athos (2017) led to the theory that the best way to motivate people is to get their full commitment to the values of the organization by leadership and involvement. This might be called the hearts and minds approach to motivation and among other things it popularized such devices as quality circles. The Baton was taken up by Peters and Waterman (2017) and their initiators later in the 1980s. The approach to excellence was summed up Peters and Austain 2017 when they wrote "Trust people and treat them like adults, entrucise them by lively and imaginative leaderships, develop and demonstrate an obsession and your workforce will respond with total commitment. 
[bookmark: _Toc196734526]2.1.2 Problems with the concept of commitment 
A number of commentators have raised questions about the concept of commitment. This relate to three main problem areas, that is, its unitary frame of reference, commitment as an inhibitor of flexibility and whether high commitment does in practice result in improved organizational performance. Unitary frame of reference: A commitment frequency made about the concept of commitment is that it is too simplistic in adopting a unitary frame of reference in adopting a unitary frame of reference, in other words, it assumes unrealistically that an organization consists of people with shared interests. It has been suggested by people like cyert and March (2018), that an organization is really a coalition of interest groups where political processes are an inheritable part of everyday life. The pluralist perspective recognizes the legitimacy of different interest and values and therefore asks the question "commitment to what?" Thus, as coopey and Hartley (2016) put it, "commitment is not an all, or nothing affairs, through many managers might like it to be, but a question of multiple like it to be, but a question of multiple or competing commitments for the individual.
"Legge (2017) also raises this question in her discussion of strong culture as a key requirement to human resource management through a shared set of management through a shared set of managerially sanctioned values. However, managerial values for quality, service, equal opportunity and innovation are not necessarily wrong because they are management values. But it is reasonable to believe that pursuing a valve such as innovation could work against the interest of employees by for example, resulting in redundancies. And it would be quite reasonable for any employee encouraged to behave in accordance with a value supported by management to ask "what is in it for me?" it can also be argued that the imposition of management's values on employees without their having any part to play in discussing and agreeing them is a form of coercion. 
-Commitment and flexibility: It were pointed out by coopey and Hartley (2018) that." The problem for a unitarist notion of organizational commitment is that it fosters a conformist approach which not only fails to reflect organization reality, but can be narrowing and limiting for the organization." They argue that if employees are expected and encouraged to commit themselves tightly to a single set of values and goals, they will not be able to cope with the ambiguities and uncertainties that are endemic in organizational life in time of change. Conformity to improved values will inhibit creative problem joining, and commitment to present courses of action will increase both resistances to change and the stress that invariably occurs when change takes place. If commitment is related to tightly defined plans, then this will become a real problem. To avoid it, the emphasis should be on overall strategic directions. These would be communicated o employees with the provide that changing circumstances will require their amendment. 
In the meantime, however, everyone can at least be informed in general terms where the organization is heading and, more specifically, the part they are expected to play in helping the organization to get there if they can get involved in the decision-making processes on matters that affect than (which includes management's valves for performance quality and customer service) so much the better. Values need not necessarily be restrictive. They can be defined in ways that allow for freedom of choice within broad guidelines. Infect, the values themselves can refer to such processes as flexibility, innovation and responsiveness to change. Thus far from inhibiting creative problem solving, they can encourage. 
-The impact of high commitment: A belief in the positive value of commitment has been confidently expressed by Walton (2018). "Under lying all these human resources polices is a management philosophy, often embedded in a published statement, that acknowledges the legitimate claims of a company's multiple stakeholders, owners, employees, customers and the public. At the center of this philosophy is a belief that eliciting employee commitment will lead to enhanced performance. The evidence shows this belief to be well founded. However, a review of Guest (2018) of the mainly North American literature, reinforced by the limited UK research available, led him to the conclusion that, high organizational commitment is associated with lower labor turn over and absence, but there is no clear link to performance. It is probably wise not to expect too much from commitment as a means of making a direct and immediate impact on performance. It is not the same as motivation. Commitment is a wider concept and tends to be more stable over a period of time and less responsible to transitory aspects of an employee's Job. It is possible to be dissatisfied with a particular feature of a Job while retaining a reasonably high level of commitment to the organization as a whole. It is reasonable to believe that strong commitment to work is likely to result in conscientious and self-directed application to do the Job, regular attendance, no supervision and a high level of effect. Commitment to the organization will certainly be related to the intention to stay, in other words, loyalty to the company. 
-Commitment and mutuality; The nation of mutuality is closely associated with the concept of commitment. Mutuality in organization is said to exist when it is perceived generally that the interests of management and employees coincide. Management and employees are interdependent and both parties benefit from the inter dependence. Mutuality means that management is concerned in the wellbeing of employees as well as the success of the organization, and employees are just as concerned in the success of the organization as in their own well beings. The principle of mutuality is linked to the stake holder concepts, that management and employees as well as owners, customers and supplier have astake in the organization and full consideration should therefore be given to their mutual interests. Mutuality could be regarded as a unitarist of concept in that it assumes that there are no underlying and inheritable difference of interest between management and workers. The ideal of mutuality is part of the rhetoric of human resource management and Walton (2017) emphasized the importance of mutuality goals and mutual responsibility. 
-Mutual commitment strategy: A mutual commitment strategy will be based on the principle of high commitment management, which is aimed at eliciting a commitment so that behavior is primary self-regulated rather than controlled by sanctions and pressures external to the individual and relations within the organization are based on high levels of trust. The foundation of mutual commitment strategy should be a philosophy that recognizes employees as valued stakeholders in the organization. In the words of Kochan and Dyer (2016). Staffing polices must be designed and managed in such a way that they reinforce the principle of employment security and thus promote the commitment, flexibility and loyalty of employees. This does not guarantee lifetime employment, but it does imply that the first instinct in good times and bad should be to build and protect the firm's investment in human resources, rather than to add and cut people indiscriminately in knee-jerk responses to short term fluctuations in business conditions. 

2.1.3 Developing a commitment strategy
When developing commitment strategy, it has first to be accepted that the interests of the organization and of its members do not necessarily coincide. It can be asserted by management that everyone will benefit from organizational success in terms of security, pay, and opportunities for advancement. But employees and their trade unions may be difficult to convince that this is the case if they believe that the success is to be achieved by such actions as disinvestment downsizing, cost reductions affecting pay and employment, tougher performance standards or tighter management controls. Secondly, management must not define and communicate values in such a way as to inhibit, flexibility, creativity and the ability to adopt to change. Strategies have to be defined in broad terms with caveats that they will be amended if circumstances change values have to emphasize the need for flexibility, innovation and team working as well as the need for performance and quality. Thirdly, too much should not be expected from campaigns to increase commitment. Management may reduce employee turnover, increase identification with the organization and develop feelings of loyalty among its employees. They may increase job satisfaction, but there is no evidence that higher levels of job satisfaction necessarily improve performance. 
The approaches to creating a high commitment strategy for organization as described by beer and others 2016) and Walton (2019) are the development of career ladders and emphasis on trainability and commitment ad tightly valued characteristics of employees at all levels in the abandonment of potentially rigid job descriptions, the ending of status differentials, a heavy reliance on team structure for discriminating information (team benefiting), structuring work (team working) and problem solving (quality circles). Wood and Albanese (2017) added to the list job design as something management consciously does in order to provide jobs which have a considerable level of intrinsic satisfaction, policy of no compulsory lay-offs or redundancies and permanent employment guarantees with the possible use of temporary workers to cushion fluctuations in the demand for labor; new forms.
[bookmark: _Toc196734527]2.1.4 Employees commitment
The business organizations know about the significance of employee commitment and its part in motivating employees. The motivation behind this study was to recognize the effect of Employees' Commitment how it has   the psychological attachment and the resulting loyalty of an employee to an organization (Anwar, 2018). In today's competitive world each organization is confronting new difficulties in regards to maintained efficiency and creating committed workforce. Presently a day's no organization can perform at top levels unless every employee is focused on the organization’s goals. Consequently, it is critical to understand the idea of commitment and its practical result. A vast quantity of studies has been directed to explore the idea of organizational commitment (OC). Still, commitment is the most difficult and researchable idea in the fields of management, organizational behavior (Abdulla et al. 2017). 
Employee commitment is a key element in achieving organizational performance. This is confirmed by Whitener, who argues that high level commitment is crucial to improve production and achieving sustainable competitive advantage. Through the years, organizations have been faced with the major challenge of obtaining competitive committed employees who are willing to do their best to pursue the objectives of the organization (Andrew 2019). The employees who are not willing to give their best tend to have low levels of employee commitment (Dost &Ahmed 2018). According to Mathotaarachchi et al (2018), low levels of employee commitment are found in employees who are not committed to organizational goals and objectives but to personal success. They search for alternative jobs and once they get it, they resign. Unlike low level committed employees, highly committed employees view themselves as an integral component of the organization, these employees are aligned with the organization (Mathotaarachchi et al. 2018). Committed employees perform their jobs more than management expectations. It is a psychological state that binds an employee to an organization thereby reducing the problem of employee turnover and as a mind-set that takes different forms and binds an individual to a course of action that is of important to a particular target. Employee commitment is a feeling of dedication to one’s employing organization, willingness to work hard for that employer, and the intent to remain with that organizational attachment of the individual to the organization. Sharma and Bajpai (2019) assert that employees are regarded as committed to an organization if they willingly continue their association with the organization and devote considerable effort to achieving organizational goals. The high levels of effort exerted by employees with high levels of organizational commitment would lead to higher levels of performance and effectiveness of both the individual and the organizational levels. 
There are so many researches have been done on finding the new methods to how to increase the commitment of the employees in the organization, as a result of these researches the organizational performance is dependent upon the organizational commitment. Voluntary turnover and different working behaviors’ studies are playing a supporting role for employees’ performance, organizational citizenship and absenteeism (O'Reilly & Chatman, 2017). However managerial perceptions of employee’s commitment have not yet been taken into considerations irrespective of a lot of research in this area. All previous studies-based employee mainly on the employee self-reports of commitment. Also, managers are also contributing towards the commitment of the employees. These contributions may also have an effect on the allocation of rewards on their behalf. The perseverance of this study was to prepare a solid method to judge the effectiveness of the employee commitment in the organization.
Commitment is the knowledge, skills, abilities and experience of the workforce, which is useful to the organization only if the employees are willing to apply it to the achievement of the goals of the organization. Commitment is the measure of the strength of the employee’s identification with and involvement in a particular Organization (Matheus& Zajac,2017). Today Employees are increasingly self-assured of their value to employers, and would consciously choose to work for those organizations that meet the above workplace expectations. Organizations that demonstrate commitment to employees will attract and retain the desired workforce and will ultimately win the battle for the workforce share (Madigan et al.,2017)
Employee Commitment is important for higher level of commitment which lead to several favorable organizational outcomes, such as employees identify the organization and also their motive to commit to its goals. Biljana (2017) stated that the commitment of employees is an important issue because it may be used to predict employee’s performance, absenteeism and other behaviors. Employees who are committed to their respective organization are more likely not only to remain with the organization, but also likely to exert more efforts on behalf of the organization and work towards its success and therefore are also likely to exhibit better performance that the uncommitted employees. Hellriegelet al. (2017) argue that, as with job satisfaction, the sources of commitment may vary from person to person. Employees‟ initial commitment to an organization is determined largely by their personal attributes and how well their early job experiences match their expectations. Later, employee commitment continues to be influenced by job experiences, with many of the same factors that lead to job satisfaction are also contributing to employee commitment or lack of commitment: pay, relationships with supervisors and co-workers, working conditions, and opportunities for advancement. Over time, employee commitment tends to become stronger because individuals develop deeper ties with the organization and their co -workers as they spend more time with them; seniority often brings advantages that tend to develop more positive attitudes; and opportunities in the job market may decrease with age, causing workers to become more strongly attached to their current job (Hellriegel et al.2015). 
Employee commitment has been defined as the degree to which the employee feels devoted to their organization (Akintayo,2018). Moreover, Ongori (2017) describes employee commitment as an effective response to the whole organization and the degree of attachment or loyalty employees feel towards the organization. Reetta (2018) sees it as a psychological stat e that binds an employee to an organization thereby reducing the problem of employee turnover and as a mind-set that takes different forms and binds an individual to a course of act i on that is of important to a particular target. It is therefore, important to note that all these definitions take into cognizance employees‟ loyalty and affection. Researchers of employee commitment (Becker, 18) identified that commitment is primarily a function of individual behavior and willingness of individuals to give their energy to the organization through actions and choices over time. In other words, Becker (2017) described commitment as the tendency to engage in consistent lines of activity, such as intent to stay in the organization. Schneider et al (2017) demonstrated that when the goals of the organizations and the members of the organizations integrated or congruent, attitudinal commitment occurs. Therefore, attitudinal commitment represents a state in which an individual identifies with a particular organization and its goals, and maintains membership in order to facilitate these goals.
Employee Commitment remains a vital issue to be considered in academic institutions because with the presence of committed employees, absenteeism, delays and displacements and other negative behaviors that hamper productivity will be reduced if not completely eliminated (Alipour & Kamaee, 2017).   Commitment is that thing that makes an employee to like the job he or she is doing and be willing to put in more efforts. Employee commitment is considered to be a psychological immersion of an individual with his place of work through a proper identification or personal alignment with the goals and objective of the organization. Gbadamosi defines employee commitment as an individual attitude towards the organization and the individual acceptance of the goals of the organization as well as his readiness to exert more positive energy on behalf of the organization. Employees’ commitment is an employee disposition to subscribe the goals and missions of the organization and be eager to remain with that organization. Employee commitment has both positive and negative implications. An over committed employee may become overzealous which can result to dysfunctional behaviors leading to poor performances. There is also a situation where an employee may be committed to his job, without being committed to the organization. Arokiasamy and Nagappan argue that for the fact that employee commitment directly affects the quality of output of university lecturers, concerted effort must be made in treating it as an important factor by university management. Zhuwao, (2019) Employee commitment plays an important role in the success and survival of the organization.
[bookmark: _Toc196734528]2.2.1 Organizational commitment	
Early researchers of organizational commitment (Becker, 2017) identified that commitment is primarily a function of individual behavior and willingness of individuals to give their energy to the organization through actions and choices over time. In other words, Becker (2016) described commitment as the tendency to engage in consistent lines of activity, such as intent to stay in the organization. Schneider et al (2017) demonstrated that when the goals of the organizations and the members of the organizations integrated or congruent, attitudinal commitment occurs. Therefore, attitudinal commitment represents a state in which an individual identifies with a particular organization and its goals, and maintains membership in order to facilitate these goals. Organizational commitment can be perceived in three distinct dimensions which include continuance commitment, affective commitment and normative commitment. Continuance commitment refers to the commitment the employee experience towards the organization because of investments they have made or because of the costs associated with leaving the organization (Dipboye,2018). This form of commitment develops when employees realize that they have accumulated investments they would lose if they left the organization or because their alternatives are limited.
In support of Andrew, (2017) argues that maximum effort exerted by employees with high levels of organizational commitment leads to high levels of performance and efficiency at both the individual and the organizational levels. There have been a few measures and definitions about organizational commitment. Organization commitment alludes to the employee’s passionate connection to, recognizable proof with, and contribution in the association, as per (Damit et al. 2019), Organizational commitment is described as employees' ability to add to organizational objectives. At the point when employees are certain that they will develop and learn with their present bosses, their level of duty to stay with that specific organizations higher Commitment appears when a man, by making a side wager, joins unessential premiums with a predictable line of action. (Anwar & Climis, 2017), relates commitment with (Anwar &Ghafoor, 2017), the nature of the relationship of the part to the framework overall. (Prabhu et al. 2020) characterizes commitment as "The eagerness of social performing artists to give their vitality and reliability to social frameworks (Ali, 2016), the connection of identity frameworks to social relations, which are seen as self-expressive (Anwar &Qadir, 2017) characterized organizational commitment as the conduct that associates representatives to the organization.
Organizational commitment is t is the individual's mental connection to the organization. The premise behind huge numbers of these studies was to discover approaches to enhance how specialists feel about their works so that these laborers would turn out to be more dedicated to their organization. Organizational commitment predicts work variables, for example, turnover, hierarchical citizenship conduct, and employment execution. A percentage of the elements, for example, part stretch, strengthening, work shakiness and employability, and appropriation of authority. Steers [2016] defined employee to congruence between the goals of individual and the organization whereby the individual is identified with and extend efforts on behalf of the general goals of the organization. Employee commitment remains a vital issue to be considered in academic institutions because with the presence committed employees, absenteeism, delay and displacement and other negative behavior that hampered profitability will reduced if not completely eliminated [Alipour and kamaee, 2015]. Commitment is that thing that makes employee to like the job he or she is doing and be willing to put more effort [Bashaw and Grant, 2018]. Employee commitment is considered to be a psychological immersion of an individual with his place of work through a proper identification or personal alignment with goals and objectives of the organization [Dolan,2017]. Employee commitment is a method in which an individual is identified in an organization plus is being committed to its objectives and incline to maintain membership in the organization [, McCaul and Dodd, 2017]. 
Organizational commitment is defined as “a state in which the employee identifies with a particular organization and its goals, and wishes to maintain membership in the organization (Robbins, 2001). Newstrom (2017) calls it employee loyalty. Schultz and Schultz (2016) say it is manifested in the employees’ acceptance of organizational values and goals and his loyalty to the organization reflected by his continual desire to remain in the organization. McMahon (2017) claimed that it is what binds an employee to the organization. Liou (2018) attributes the success of an organization to the employees’ commitment and participation. She said that a high commitment environment improves employee retention rate, reduces operating costs and promotes employee performance and efficiency. Allen and Meyer (2017) believe that strong organizational commitment causes employees to work harder in order to achieve the objectives of the organization. An employee with high level of organizational commitment sees himself as a true member of the organization and is more likely to embrace company values and beliefs and will be more tolerant of minor sources of dissatisfaction (Lai, 2016).
they posit that employee commitment is an employee disposition to subscribe to the goals and mission of the organization ad be eager to remain in the organization. Employee commitment is the extent to which workers agree to the values and goals of organization and are willing to maintain their membership with the organization, it is seen as the degree or level at which the employees is attracted to the organization. Committed employees provide a great support to the organization because they perform and act for accomplishment of organizational goals. Meyer and Allen [2016] states that employees’ commitment is a psychological state.
a) characterize the employee relationship with organization.
b) have implication for the decisions to continue membership in the organization. Employee commitment has both positive and negative implications. An over committed employee may become overzealous which can result to dysfunctional behavior which can lead to poor performance [ Mowday, Porter and Steers, 2016]. There is a situation where the employee is committed to his job but he is not committed to the organization. Okpara [2017] claim that employee commitment is reflected in employee readiness to contribute to the attainment of the organizational goals. An employee’s level of binding with the organization increases when employees are certain that they will be nurtured and progress in their field as the organization matures, this emotional attachment of the employee prevent him from leaving the organization Idrees, 2019]. 


[bookmark: _Toc196734529]2.2.2 Types of employee’s commitment
a. Affective commitment: Affective commitment identifies with the number of employees need to stay at their organization. In the event that an employee is affectively committed to their organization, it implies that they want to stay at their organization (Othman & Abdullah, 2016). They commonly relate to the organizational goals, feel that they fit into the organization and are fulfilled by their work. Employees who are affectively committed feel esteemed, go about as representatives for their organization and are for the most part extraordinary resources for organization. If you have a high level of affective commitment (Abdullah & Othman, 2016), you enjoy your relationship with the organization and are likely to stay (Abdullah & Othman, 2021). You stay because you want to stay. An employee of a business who displays affective commitment to their company will often identify strongly with the company and its objectives, and might turn down offers to move to a new company, even if they seem more attractive financially (Anwar & Abdullah,2021).
Affective commitment Is understood as the employee's constructive emotional bonding to the organization. Such an employee strongly associates himself/ herself with organizational goals and seeks to stay with the organization because he/she wishes to do so (Anwar &Abdul, 2021). Affective commitment is the poignant and sentimental relationship between employees and the organization that is an emotional attachment which an employee has towards the organization where he or she work and at the same time, has a strong belief in its value. This is in line with Dixit and Bhati [2018]: Luthan, 2017.], which says that affective commitment is seen as a relative strength of an individual employee identification with and involvement with a particular organization. That is why Herscovitch and Meyer [2017] posits that an individual with an affective commitment believes in the goals and values of the organization, put in maximum efforts toward achieving these goals and intend to stay with the organization. Employees who are affectively committed feel valued, act as an ambassador for their organization and are generally great assets for the organization [Ahmad and Roslan, 2017]. Employees who are committed take initiative to resolve organizational problems.
b. Continuance commitment: Here the emotional quotient is largely moot and the employee perceives it to be very costly to lose organizational membership (Gardi et al. 2020). This could be for a host of reasons right from financial costs of salary and benefits to social costs of ties and reputation. Such an employee stays with the organization because he or she is tied in (Prabhu et al. 2020). Continuous commitment which demonstrates the risk to the person of specific losses that the employee would cause if they somehow managed to leave organization. Here the dedication of the representative to the organization is because of the reason that the choice of quitting from the organization is excessive for the worker. He/she sees high cost from losing the enrollment of the organization. This expense incorporates the (monetary cost, for example, annuity and (social cost, for example, (fellowship with the collaborators. There is more commitment to the organization in duration duty since he she "needs to" (Anwar &AbdZebari, 2018). According to Becker (2017) is a type of commitment which forms as a result of the cost that must be paid by the individual who discontinues his/her activities. The basic future of this commitment which is defined by Kanter (2018) as the cognitive-continuance commitment is that it is correlated with gain in continuance and cost in discontinuance or withdrawal. The reason for the employees desired to stay in the organization is the sense of deprivation from the present/prospective salary gains, statue, freedom and promotional opportunities. Becker grounds continuance commitment on two main factors: individual investments in the organization and the individuals perceived lack of alternatives. Employees cannot easily give up the investments they have made through their talents/knowledge, the time and energy they have spent and transfer to another organization. For this reason, they have the tendency to continue in their organizations.
c. Normative commitment: The basis of this type of commitment is the benefits accomplished by the employees from the organization and his feeling of indebtedness, gratitude and respect to the organization in return for the reciprocal good relations that he/she developed with the organization, For Allen and Meyer (2017), the reason for employees continuing to work for the organization is his/her feeling of responsibility for the organization. According to Wiener (2018), the motivating factor behind reaching organizational goals and targets employees feeling of normativity and for the employee this feeling is moral and right. This is, under the influence of familial, cultural life, individual experiences and his/her identification with the organization the belief developed that it is right and morally appropriate for the employee to stay in the organization. There is an obligatory notion at play here. The employee feels to return the value commitments made in him/ her by the organization (Anwar &Shukur, 2018). The loyalty aspect is strong- either due to individualized value perceptions that direct behavior or due to social norms that apply to the context and relate with the environment the organization belongs to (Sultan et al.2020). Normative commitment refers to the commitment or obligation that the individual feels because of the advantages, for example, preparing, training, and learning opportunities, profession development given by the organization to the person. The sentiment commitment makes the individual more dedicated as the inclination that the organization has contributed on the individual makes him stay in the organization to "reimburse the obligation" the worker stays with the organization in standardizing responsibility since he "ought to" (Anwar &Shukur, 2018).Normative commitment is seen as a state in which an employee feels obliged to remain in the organization that is an employee stays with the organization because he or she is morally and ethically bound to do so. A good example is when an employee just develops a new project which has cost the organization a huge amount of money. The employee will be morally bound to stay with the organization because leaving the organization will make the organization lose the investment. According to Igbinowanhia [2018], normative commitment is value laden where similarities between employees’ values and organizational values take prominence. Normative commitment develops through employee beliefs that employer offers more than should be given. As these beliefs grow, the employee’s perception of moral responsibility to keep working with the organization, notwithstanding, the extent to which the organization improves the employee’s status and achievement overtime [Dixit and Bhati, 2019].
[bookmark: _Toc196734530]2.2.3 Performance
Performance is the time test of any strategy. Performance is about deploying and managing well the components of the causal model that leads to the timely attainment of stated objectives within constraints specific to the firm and to the situation. Performance is a complex interrelationship between seven performance criteria: effectiveness, efficiency, quality, productivity, quality of work life, innovation, and profitability/budget-ability. Effectiveness (i.e. measuring output to determine if they help accomplish objectives). Efficiency (i.e. measuring resources to determine whether minimum amounts are used in the production of these outputs).
This is the level to which a goal is attained.  The term “performance” describes an evaluated contribution to the attainment of organizational goals. o Andersen and Fagerhaug (2017): We believe it is sufficient to have reached a point where performance has replaced productivity and is generally accepted to cover a wide range of aspects of an organization – from the old productivity to the ability to innovate, to attract the best employees, to maintain an environmentally sound outfit, or to conduct business in an ethical manner. o Hauber (2017): The term “performance” describes the contribution of specific systems (organizational units of differing sizes, employees, and processes) to attain and validate the goals of a company. 
O Wettstein (2016): Performance can be understood as the degree of stakeholder satisfaction. Performance is the level of attainment achieved by an individual, team, organization or process. o Grüning (2018): Performance is understood as the ability of a company to achieve goals, i.e. meet expectations, and is therefore influenced by results in a wider sense, but also by the corresponding goal setting.  Performance refers to the degree of the achievement of objectives or the potentially possible accomplishment regarding the important characteristics of an organization for the relevant stakeholders. Performance requires a comprehensive vision of interdependence between internal and external parameters, quantitative and qualitative, technical and human, physical and financial management of (Alazard, 2018). The concept of global performance is used to assess the implementation of sustainable development strategies. For others (Reynaud, 2017), overall performance is the aggregate of economic performance, social performance and environmental performance. For the sustainable development of a company, the strategy and value creation can’t be analyzed strictly using financial terms. Corporations must apply the principle of balanced development, based on various aspects. A notorious example is the concept of multidimensional performance evaluation theory focuses on the Triple Bottom Line. The theory underlies the balanced development of the economic entity, in terms of social and economic environment (Secara, 2017). performance also requires involvement in all three areas of action of reporting: economic performance, social performance and environmental performance. 
The concept of Triple Bottom Line (TBL) focuses on entities not only economic value added, but also by social and environmental values that they create, or have them destroyed (Elkington, 2016). The strict sense of the TBL is used as a framework for performance measurement and reporting entity on three dimensions: social, environmental and economic. Triple Bottom Line (TBL) concept developed by John Elkington, advocates the idea that a company's overall performance should be measured by its contribution to triple economic prosperity, environmental quality and social capital. In the current context of sustainable development, the accent regarding the issue of maximizing overall performance of the entity is put on the fact that this should happen only in the conditions in which it maximize (optimize) in the same time the performances for all participants in economic life of a company (stakeholders) and not just those of shareholders. In this sense, the key to driving adoption of company policies should start from the approach.
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Various scholars have studied the relationship between employee commitment and organizational performance. According to Ivancevich, (2018) performance of an organization is directly related to commitment level of employees. Chen, et al. (2019)) studied the relationship between organizational commitment, and job performance and found that there is a positive relationship between organizational commitment and performance. Their study suggested that companies needed to strengthen their employees’ commitment towards organization in order to enhance organizational performance. Mathotaarachchi (2018) in support highlighted that it is necessary for every organization to have full levels of employee commitment in order to have outstanding performance on long term basis. The investigation of the relationship between the three commitments (affective, continuous & normative) and organizational performance. The research findings revealed that there exists positive relationship between the three commitments and organizational performance. It was also proved from the results that there exists strong correlation between the three independent variables and organizational performance. The three commitments were taken as independent variables and organizational performance as the dependent variable.
The results revealed a positive relationship between employee commitment and employees’ job performance. Therefore, job performance emerged as a determinant of employee commitment. In concluding the research, Khan, (2019) advised managers to pay special attention to antecedents of employee commitment and all the factors which foster employee commitment so as to increased employee performance and consequently increase organizational productivity.
Employee commitment was found to have effects on the organizational performance in the study area. Based on the regression results, it was found that employee commitment models have effects on performances for the organization. As a result, recommendations were provided to increase commitment by designing motivational package, and establishing sustainable regular training program in the company. The study revealed a high degree of correlation between employee commitment and its factors and organizational development.
Dost and Ahmed (2018) In the research it was acknowledged that organizational efficiency can be improved by engaging workers in decision making which will eventually improve their active involvement within the organization. Irefin and Mechanic (2019) conducted a survey on selected stuff focusing on the impact of employee commitment on organizational performance and employee turnover. The results showed that the degree of employee commitment of First city monument bank employees is very high.  The research findings showed that there is a positive relationship between the three commitments which are affective, continuance and sustained productivity of the organization.
 They found that employees having greater commitment perform well and employees having a positive attitude towards work are highly satisfied compared with those employees who are less inclined towards their work. Patrick Owens (2019) also found in his studies that committed employees contribute to higher organizational efficiency and a very low level of employees shift from the organization.
[bookmark: _Toc196734532]2.3 Theoretical Review
Three theories were defined as the basis for the study namely; the Social Exchange Theory, Leader–Member Exchange Theory and Social Identity Theory.
[bookmark: _Toc196734533]2.3.1 Social Exchange Theory:
The Social Exchange Theory (SET) was developed by scholars such as Homans (2007) and Blau (2007) to explain what influenced social behavior. Humans in an essay entitled “social behavior” was interested in the psychological conditions that induce individuals to engage in exchange. Homans stated that social behavior is an exchange of both material goods and non-material ones. Homans explained that persons that give much to others try to get much from them, and persons that get them. This process of influence tends to work out at equilibrium to balance the exchanges. In an exchange, what one gives may be a cost, just as what one gets may be a reward. Blau was interested in exchange as the elementary particle of social life, in which social structures are rooted. Blau analyzed exchange processes as the micro-foundation of macro sociological phenomena. Blau stated that mutual bonds emerge in social interaction as persons who incur obligations reciprocate. Marescaux, Winne and Sels (2018) explains that SET proposes that HRM practices initiate a positive exchange relationship to which employees reciprocate with positive attitudes and behavior towards the organization and/ or job. Geetha and Mampilly (2017) argue that the basic principle with SET is that employees view satisfying HRM practices as an organization’s commitment towards them. Employees thus reciprocate this through positive behaviors like employee commitment. They are thus more likely to exchange their commitment for resources and benefits provided by their organization. For example, when individuals receive economic and socio-emotional resources from their organization they feel obliged to respond in kind and repay the organization. SET argues that obligations generate through a series of interactions between parties who are in a state of reciprocal interdependence. The core belief in SET is that relationships evolve over time into trusting, loyal, and mutual commitments as long as the parties abide by certain “rules” of exchange. The rules of exchange usually involve reciprocity or repayment rules such that the actions of one-party lead to a response or actions by the other party. Studies such as the study by Chew and Chan (2018) have SET as their theoretical basis. In summary, the propositions of SET indicate that social exchanges employees obtain from organizations such as HRM practices may lead to employee commitment.
[bookmark: _Toc196734534]2.3.2 Leader–Member Exchange Theory
The Leader–Member Exchange (LMX) theory was developed by Dansereau, Graen and Haga (2009) to describe the dyadic process by which roles and expectations are developed for a leader with each subordinate. They explained that approaching leadership as an exchange relationship which develops within the vertical dyad over time during role making activities leads to high exchange relationships. Accordingly, in the relationship, the degree of latitude a superior granted to a member to negotiate his/ her role is predictive of subsequent behavior on the part of both superior and member. They expounded that in LMX, superiors employ both leadership and supervision techniques within their units. With a select subset of their members, superiors develop leadership exchanges (influence without authority), and with others, superiors develop only supervision relationships (influence based primarily upon authority). O’Donnell and Taber (2009) indicate that The Leader–Member Exchange (LMX) propounds that high-exchange relationships characterize high-level of trust, liking, and respect (employer-employee relationships) and involve expectations of mutual exchange. The leader provides outcomes desired by subordinates, such as interesting tasks, additional responsibilities, and larger rewards and the subordinates reciprocate with commitment to work and loyalty to the leader. In low-quality exchange relationships, subordinates only perform the formal requirements of their jobs, and the leader does not provide extra benefits. Overall, LMX proposes that organizational characteristics relate to employee commitment. In this paper, LMX is the basis for appraising organizational characteristics that relate to employee commitment.

[bookmark: _Toc196734535]2.3.3 Social Identity Theory
The Social Identity Theory (SIT) was advanced by Tajfel (2004) explain the psychological basis for intergroup discrimination. Tajfel propounded that individuals assign emotional values to themselves based on their knowledge of themselves within groups and they compare their groups with other groups. On their part, Tajfel and Turner proposed that individuals concerned define themselves and are defined by others as members of a group. Accordingly, a collection of individuals who perceive themselves to be members of the same social category, share some emotional involvement in this common definition of themselves, and achieve some degree of social consensus about the evaluation of their group and of their membership of it. Boroş (2018) indicates that social identity was explained as that part of an individual's self-concept which derives from one’s knowledge of his/ her membership of a social group (or groups) together with the value and emotional significance attached to that membership.
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There are so many researches have been done on finding the new methods to how to increase the commitment of the employees in the organization (Porter, Mowday, & Steers, 2019), as a result of these researches the organizational performance is dependent upon the organizational commitment. Voluntary turnover and different working behaviors’ studies are playing a supporting role for employees’ performance, organizational citizenship and absenteeism (Mowday et al.,2017). However managerial perceptions of employee’s commitment have not yet been taken into considerations irrespective of a lot of research in this area. 
According to Murphy & Cleveland, 2021, research was made that focusing on the behavioral side of employee evaluation through job behavior aspects. Extensive, very different and effective side of managerial thinking’s regarding the employees has been found which are not still addressed till now.
According to Werner, 2021, there is recent research evidence those personal aspects like temperament and employee performance is considered important this found a gap to find out the focus on rewarding employees personal attributes such as employee commitment. Initially, mainly the focus is on the appraisal systems on the personal characteristics that then makes the measures beneficial in the organization
According to Fisk and Taylor (2019), research was made that it is better to enhance the structural development of the organization and then making them public for all the employees so that they can be committed more to the achievement of the organization which gives the employees 
According to Feldman's (2019), his research provides a frame-work by work on cognitive procedures for understanding how employee commitment can be used to develop the organizational assessments. 
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The review of the literature has been explained as simply employees’ attitude to organization. This explanation of employee commitment is broad in the sense that employees’ attitude encompasses various components. Equally human resources also are one of those resources of an organization that does not only enlarge the efficiency of the organization, and also act as a pure source of competitive advantage. Keeping in mind the success of organization is based on the employed commitment and its focus toward the achievement of the main goals of the organization. Thus, it was found that the low commitment is conducting to high exchange rate more, while higher level of satisfaction in the work through the job security enhance high level of organizational performance. 
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This chapter describes the methodology that was used to conduct the study and also explain the reasons why they were used. The chapter describes the research design, population of the study, sample size and sampling techniques, sources of data, research instruments, validity and reliability of the instrument, method of data collection and method of data analysis.
[bookmark: _Toc196734541]3.2 Research Design 
The study adopts a survey research approach which helps to evaluate the effect of employee’s commitment on organizational performance in First City Monument Bank Plc. The survey to be carried out will use selected First City Monument Bank Plcs in Ilorin, Kwara state. The data collection instrument to be used is questionnaire; which is a formalized instrument for getting information directly from a respondent concerning behavior, 1level of knowledge. And/or attitudes, belief and feelings Donald & Hawkins, (2017). The questionnaire is chosen rather than observation because of the impossibility of carrying out the observation in different First City Monument Bank Plc branches in Ilorin, Kwara State. Simultaneously without surveillance equipment. A simultaneous observation is necessary because customers' arrival at their banks is not normally distributed over the days of the Week. In fact, it is not even normally distributed over the whole day. And because of the cost implications, and the associated personal biases, it was not possible to recruit freelance field workers to help in the direct observation. Questionnaires were therefore administered to both junior and senior staffs in the Banks.
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In the opinion of Agyedu, Donkor and Obeng, population of a study refers to a complete set of individuals (subjects), objects or events having common observable characteristics in which the researcher is interested. They further stressed that; population constitutes the target of a study and must be clearly defined and identified. Population means the total collection of elements about which researcher wishes to make some inference. The target population for the study is the employees in the selected banks [First city monument bank]
Table 3.2.1 Population of the staff of First City Monument Bank Plc Branches in Ilorin Metropolis.
	       BRANCH 
	   NUMBER OF STAFF

	FCMB Abdul Azeez Attah
	30

	FCMB Murtala Mohammad Way
	30

	FCMB Taiwo Road
	30

	        TOTAL
	90
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3.4 Sample Technique and Size
[bookmark: _Toc196734544]3.4.1 Sampling Size
It will be impossible to collect data on the whole population, considering the size, as well as the time, available to the researcher. Thus.to avert such constraint the Researcher was forced to draw sample from the whole population. According to Field (2017), whenever it impossible to access the entire population, it is possible to collect data from sample and use the behavior within the sample to infer things about the behavior of the worker. Field also states that the bigger the sample size, the likely it reflects the whole population. The research selects the sample size for this study using Taro Yamane formula which is stated
n= [image: ][image: ]
Where:
N= population size
n=sample size required
e=error term (5%)
Based on the formula above,
n= [image: ]90
1+90(0.005) ²
n= 90 
1+90(0.0025)2
n= 90
1.225		n= 74
Based on Yamane formula, the sample size of one hundred and nine staffs were selected.
[bookmark: _Toc196734545]3.4.2 Sampling Technique
The sampling technique adopted for this research work is probability sampling there by both stratified l and simple random sampling technique was used. Stratified sampling is the process of dividing members of the population into homogeneous subgroups before sampling. Stratified sampling was used to highlight the bankers within the population of interest in First City Monument Bank plc., Murtala Mohammad Way, Ilorin, Kwara State, Nigeria.
Simple random sampling is a subset of individuals (a sample) chosen from a larger self (a population). Each individual is chosen randomly and entirely by chance, such that each individual has the same probability of being chosen at any stage during the sampling process. This sampling procedure is considered appropriate to this research work because the study, based on his knowledge and understanding of the population, to ensure that as much as possible biasness is removed or is minimized and a fair representation is obtained, the population of the study was stratified into flexible working arrangement base view of the employee. To select respondents from each stratum simple random sampling design was employed.
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Both primary and secondary sources were used in collecting data for this work.
[bookmark: _Toc196734547]3.5.1 Primary Data
The main sources of data for this work are the administered questionnaires, and oral interviews. The questionnaires which formed the main source of data were structured and distributed among staffs of the selected banks both junior and senior staffs. As a corollary, the interviews covered those areas that were not taken care of by the questionnaires. The questions comprise of open-ended questions to enable the respondent explain their experience.
[bookmark: _Toc196734548]3.5.2 Secondary Data
Secondary data, were sourced from textbooks, magazines, audited annual reports and newspapers, and journals including government agencies' publications on the subject matter which gave the Researcher information about the effect of employee’s commitment on organizational performance. The internet as well as other relevant publications was also consulted.
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The research instruments were validated by pre-testing the questionnaires. The aim of this validation clearly, was to ensure that the intended respondents understood the questions clearly, without any ambiguity, and hoping to fine-tune the questionnaires should the need arise. For pre-testing, the questionnaires were administered to three senior staff of First City Monument Bank Plc here in Ilorin, Kwara State.
[bookmark: _Toc196734550]3.7 Method of Data Collection 
The data was collected with the use of questionnaire. The questionnaire comprises of section A and section B. The section A comprises of the respondent bio-data while section B looked at the effect of employees’ commitment on organizational performance on banking system. Data were collected from both n junior and senior staffs of the banks. The five likert scale was used to measure response, this includes; Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D) Strongly Disagree (SD).
3.8 Method of data analysis
This study verified that the collected data will be analyzed and interpreted in order to answer the study’s difficulties, questions, objectives, and hypotheses. The method of data analysis to be used in this study will be basically survey analysis and statistical inferential methods. The statistical inferential method to be used in the data analysis of this study is the simple linear regression model. Regression analysis was used to evaluate the presented assumptions statistically.
The study uses Statistical Package for Social Sciences (SPSS) in order to analyses and test the reliability of the data.
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This chapter consists of the following: data presentation, analysis of data and data interpretation. The chapter presents the data of the study that were collected through the administered questionnaires on effect of employees’ commitment on organizational performance, the data was presented in a tabular form and analyzed through the use of frequency distribution table, percentage and regression to express the results of the analysis that the researcher can form an option thereafter.  A total of one and hundred and nine (74) copies of questionnaire were administered of which of one hundred (70) were duly filled and returned. This was presented in the table below.  
[bookmark: _Toc196734554][bookmark: _Hlk97284664]4.1. Descriptive analysis of demographic data
	Table 4.1.1: The response rate of questionnaires administered

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Retrieved
	70
	94.6
	94.6
	94.6

	
	Non-retrieved
	4
	5.4
	5.4
	100.0

	
	Total
	74
	100.0
	100.0
	


Source: Field survey, 2025.
The table 1 above shows the response rate of the administered questionnaires. Out of a total 74 questionnaires administered, it was shown on the table that a total of 70 questionnaires were answered and retrieved, this represents approximately 94.6 percent response rate, while the remaining 4 questionnaires representing approximately 5.4 percent response rate were not retrieved. This implies that, there was high response rate. The implication of this is that the sample gotten is of meaningful percentage thereby making it useful for the study.  
	Table 4.1.2: Gender of the Respondents

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
Valid
	Male
	44
	63
	63
	63

	
	Female
	26
	37
	37
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table 2 shows the gender of the respondents. 44 of the respondents (63%) were male while 26 amount to (37%) were female. This implies that majority of the FCMB employees are male in the study area whom I believe that they could enhance employee’s commitment. 
	Table 4.1.3: Age of the Respondents

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
Valid
	18-28years
	18
	24
	24
	24

	
	29-39 years
	25
	36
	36
	60

	
	40-50years
	16
	23
	23
	83

	
	51 years and above
	11
	17
	17
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table 3 shows the age of the respondents. 18 of the respondents (24%) fall within the age range of 18-28 years of age, majority of the respondents 25 (36%) fall within the age range of 29-39 years, 16 of the respondents (23%) fall within the age group of 40-50 years while 11 of the respondents (17%) fall within the age group of 51years and above. This implies that larger percentage of the respondents fall above age of 29 years, this indicates majority of the FCMB employees are matured.
	Table 4.1.4: Educational Qualification

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	SSCE
	7
	10
	10
	38

	
	OND/NCE
	22
	32
	32
	70

	
	B.Sc/HND
	27
	38
	38
	90

	
	M.SC/MBA/MPA
	14
	20
	20
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025	
The table 4.1.3 shows the educational qualification of the respondents. 7 of the respondents (10%) were SSCE holders, 22 of the respondents (32%) were OND/NCE holders, 27 among the respondents (38%) were B.Sc/HND holders, while 14 of the respondents (20%) were with M.SC/MBA/MPA certificate. The implication here is that majority of those who partook in the study were educated, which indicate that FCMB employees have required qualification.  
	Table 4.1.5: Marital Status

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Single 
	27
	38
	38
	38

	
	Married 
	22
	32
	32
	70

	
	Engaged 
	14
	20
	20
	90

	
	Divorced
	7
	10
	10
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table 4.1.3 shows the respondents rate on marital status, result reveals that 38% of the respondents are single, 32% are of the respondents are married, also 20% of the respondents are engaged while 10% of the respondents are divorced. This implies that all respondents are matured and engaged with family affairs. 
	Table 4.1.6: Working Experience 

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Less than 5 years
	21
	30
	30
	30

	
	6 – 10 years
	 20
	28
	28
	58

	
	11 – 15 years
	14
	18
	18
	68

	
	16 – 20 years
	10
	14
	14
	86

	
	21 years and above
	5
	10
	10
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
Table 4.1.6 shows that working experience of the respondents, this reveals that 30% of the respondents are less than 5 years’ experience in working with the FCMB, 28% of the respondents are between 6-10 years of experience, 18% of the respondents are 11-15 years of experience, also 14% of the respondents are 16-20years of experience while remaining 10% are having 21 years an above experience working with FCMB. This implies that all respondents have required experience to give appropriate that needed on this study.     
	Table 4.1.7: Job Status 

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Junior 
	34
	48
	48
	48

	
	Senior 
	22
	32
	32
	80

	
	Top Manager
	14
	20
	20
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table above shows the results of the job status of the individual respondents in study area, this reveals that 48% of the respondents are junior in cadre, 32% of the respondents are senior in cadre while 20% of the respondents are top managers. This implies that this study cut across all cadres of the job. 
	Table 4.1.8: Bank Branch 

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Fcmb abdulazeez Attah
	27
	38
	38
	38

	
	Fcmb Murtala Mohammad Way
	22
	32
	32
	70

	
	Fcmb Taiwo Road
	21
	30
	30
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
Table 4.1.8 shows the number of respondents in each of the branch of FCMB in Ilorin metropolis, 38% of the respondents are Fcmb abdulazeez Attah branch, 32% of the respondents are Fcmb Murtala Mohammad Way branch while 30% of the respondents are Fcmb Taiwo Road branch. This implies that data from this study cut across all branches of FCMB in Ilorin metropolis.   
[bookmark: _Toc196734555]4.2 Data Presentation
This section presents the responses of the respondents on the variables used to address the research objectives and testing the hypotheses.
	Table 4.2.1: I am committed to my current job

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Strongly Agreed
	32
	45
	45
	45

	
	Agreed
	29
	42
	42
	87

	
	Undecided
			4
	6
	6
	93

	
	Disagreed
	5
	7
	7
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table revealed the respondents’ opinion on whether the employee are committed to their current job. 32 of the respondents (45%) strongly agreed, 29 of them (42%) agreed, 4 amounting to (6%) could not decide while 5 out of the respondents (7%) disagreed. The implication was that majority of the respondents are committed to their current job
	4.2.2 Recognition of the performance of employee influence job outcome

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Strongly Agreed
	30
	43
	43
	43

	
	Agreed
	27
	39
	39
	82

	
	Undecided
	4
	5
	5
	87

	
	Disagreed
	7
	10
	10
	97

	
	Strongly Disagreed
	2
	3
	3
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table shows the respondents view on if recognition of the performance of employee influence job outcome. 30 out of the total respondents (43%) strongly agreed, 27 of the sampled population (39%) agreed, 4 of the entire sampled size (5%) could not decide, 7 of the respondents (10%) disagreed, while 2 of the respondents (3%) strongly disagreed. The implication of this was that majority recognize that performance of employee influence job outcome



	Table 4.2.3: The organization must have a wellness club or benefit program in order to influence job outcome

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Strongly Agreed
	20
	28
	28
	28

	
	Agreed
	31
	44
	44
	72

	
	Undecided
	6
	9
	9
	81

	
	Disagreed
	6
	9
	9
	90

	
	Strongly Disagreed
	7
	10
	10
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table shows the respondents view on if the organization must have a wellness club or benefit program in order to influence job outcome. 20 of the respondents (28%) strongly agreed, 44 of the total respondents (44%) agreed, 31 of the respondents (9%) could not decide, 6 of the respondents (9%) disagreed, 6 of them (10%) strongly disagreed. The implication is that majority of the respondents were agreed that organization must have a wellness club or benefit program in order to influence job outcome
	Table 4.2.4: The organization maintain competitive benefits ( eg medical insurance)

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Strongly Agreed
	18
	25
	25
	25

	
	Agreed
	38
	54
	54
	79

	
	Undecided
	3
	5
	5
	84

	
	Disagreed
	6
	9
	9
	93

	
	Strongly Disagreed
	5
	7
	7
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table shows the respondents view on whether the organization maintain competitive benefits ( eg medical insurance). 18 out of the total respondent (25%) strongly agreed, 38 of the population (54%) agreed, 3 of the population (5%) could not decide, 6 of them (9%) disagreed, while 5 of the respondents (7%) strongly disagreed. The implication of this was that promotion of product through close associates contributes towards repeated purchase. This means that respondents were agreed that the organization maintain competitive benefits ( e.g medical insurance)
	Table 4.2.5: The organization must offer monthly allowance

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Strongly Agreed
	29
	41
	41
	41

	
	Agreed
	22
	32
	32
	73

	
	Undecided
	5
	7
	7
	80

	
	Disagreed
	7
	10
	10
	90

	
	Strongly Disagreed
	7
	10
	10
	100

	
	Total
	70
	100.0
	100.0
	


 Source: Field survey, 2025
The table shows the respondents view on whether the organization must offer monthly allowance. 41% strongly agreed, 32% of agreed, 7% could not decide, 10% disagreed, while 10% strongly disagreed. The implication of this was that the adoption of attractive post induces purchase of product. This implies majority of the respondents agreed that organization must offer monthly allowance.




	Table 4.2.6: The organization should provide fair and equitable reward scheme

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Strongly Agreed
	15
	22
	22
	22

	
	Agreed
	25
	36
	36
	58

	
	Undecided
	8
	11
	11
	69

	
	Disagreed
	15
	21
	21
	90

	
	Strongly Disagreed
	7
	10
	10
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table shows the respondents view on if the organization should provide fair and equitable reward scheme 22% strongly agreed, 36% agreed, 11% could not decide, 21% disagreed, while 10% strongly disagreed. The implication of this was that the adoption of fun content in marketing a product stimulates more buying behavior. The implication is that majority agreed that organization should provide fair and equitable reward scheme
	Table 4.2.7: The organization should recognize and praise the effort of the employee in order to perform better which increases commitment

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Strongly Agreed
	31
	44
	44
	44

	
	Agreed
	17
	24
	24
	68

	
	Undecided
	11
	16
	16
	84

	
	Disagreed
	6
	8
	8
	92

	
	Strongly Disagreed
	6
	8
	8
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table shows the respondents view on whether the organization should recognize and praise the effort of the employee in order to perform better which increases commitment. 44% strongly agreed, 24% agreed, 16% could not decide, 8% disagreed, while 8% strongly disagreed. This implies that majority of the respondents agreed that organization should recognize and praise the effort of the employee in order to perform better which increases commitment
	Table 4.2.8: The level of commitment affects my performance

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Strongly Agreed
	27
	39
	39
	39

	
	Agreed
	31
	44
	44
	83

	
	Undecided
	4
	6
	6
	89

	
	Disagreed
	5
	7
	7
	96

	
	Strongly Disagreed
	5
	4
	4
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table shows the respondents view on whether the level of commitment affect employees’ performance. 39% strongly agreed, 44% agreed, 6% could not decide, 7% disagreed, while 4% strongly disagreed. Majority of the respondents strongly agreed that level of commitment affect performance.
	Table 4.2.9: I am determined to give my best effort at work

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Strongly Agreed
	15
	22
	22
	22

	
	Agreed
	32
	45
	45
	67

	
	Undecided
	8
	12
	12
	79

	
	Disagreed
	4
	6
	6
	85

	
	Strongly Disagreed
	11
	15
	15
	100

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table shows the respondents view on whether employees determined to give their best effort at work. 22% strongly agreed, 45% agreed, 12% could not decide, 6% disagreed, and 15% strongly disagreed. It can be observed from the response of the respondents that majority believes that employees determined to give their best effort at work
	Table 4.2.10: The organization must use non-monetary benefit to influence the commitment of the employees which will have effect on job outcome

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	

Valid
	Strongly Agreed
	39
	55
	55
	55

	
	Agreed
	16
	23
	23
	78

	
	Undecided
	4
	5
	5
	83

	
	Disagreed
	10
	14
	14
	97

	
	Strongly Disagreed
	2
	3
	3
	3

	
	Total
	70
	100.0
	100.0
	


Source: Field survey, 2025
The table shows the respondents view on if the organization must use non-monetary benefit to influence the commitment of the employees which will have effect on job outcome. 55% strongly agreed, 23% agreed, 5% could not decide, 14% disagreed, while 3% strongly disagreed. This implies that majority of the respondents agreed that organization must use non-monetary benefit to influence the commitment of the employees which will have effect on job outcome


[bookmark: _Toc196734556]4.3    Hypotheses Testing 
Hypothesis One
Ho1: Employee’s commitment does not have significant effect on job outcome.
	Table 4.3.1a: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.710a
	.504
	.502
	.666

	Source: SPSS Output, 2025
a. Predictors: (Constant), Employee’s job commitment 


Table 4.3.1a presents the model summary. It shows that the correlation coefficient r is 0.710 (i.e. r = 0.710) which indicates that there exists a positive relationship between job outcome (dependent variable i.e. the variable being predicted) and employee’s job commitment (which are predictors or independent variables). It is also clear from the table that the r2 which is the coefficient of determination is 0.504. This implies that 50.4% of variations in job outcome can be explained by the effect of employee’s job commitment while the remaining 49.6% is explained by other factors that are not captured in the model.
	
Table 4.3.1b: ANOVAb

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	177.566
	1
	177.566
	400.265
	.000b

	
	Residual
	174.343
	69
	.444
	
	

	
	Total
	351.909
	70
	
	
	


Source: SPSS Output, 2025
a. Dependent Variable:  job outcome
b. Predictors: (Constant): Employee’s job commitment
[bookmark: _Hlk523650335]The analysis of variance table (ANOVA) presents that, the F- statistics gives 400.265 with p-value of .000 which is less than 0.05. On the basis of this, the null hypothesis which states that Employee’s job commitment does not have significant impact on job outcome is rejected while the alternative hypothesis is accepted. In addition, the analysis shows that the regression sum of square value (177.566) is greater than the residual sum of square of (174.343). This implies that the model accounted for most of the variations in the dependent variables (job outcome) which indicate that the model is fit.
Table 4.3.1c: Coefficientsa
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.616
	.123
	
	5.007
	.000

	
	Employee’s job commitment
	.767
	.038
	.710
	20.007
	.000

	Source: SPSS Output, 2025
a. Dependent Variable: job outcome



From the coefficient of table 4.3.1c, it could be seen that the overall significant effect for the independent and the dependent variable is less than 0.05 significant levels. Therefore, there is a significant effect of the independent variable on the dependent variable which implies that the null hypothesis is rejected and the alternative hypothesis is accepted. The Beta value of 0.710 for employee’s job commitment (independent variable) implies that improvement in the use of Employee’s job commitment will lead to 71.0% positive effect on the job outcome. However, since the t-statistics indicates the precision with which the regression coefficient is measured, the result of the t -statistics (20.007) indicates an accurate measurement of the regression.
Hypothesis Two
H02: Employee’s commitment has no significant influence on service render in FCMB.
	Table 4.3.2a: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.841a
	.707
	.705
	.503

	Source: SPSS Output, 2025
a. Predictors: (Constant),    Employee’s commitment


Table 4.3.2a presents the model summary. It shows that the correlation coefficient r is 0.841 (i.e. r = 0.841) which indicates that there exists a strong positive relationship between service render (dependent variable i.e. the variable being predicted) and employee’s commitment (which are predictors or independent variables). It is also clear from the table that the r2 which is the coefficient of determination is 0.707. This implies that 70.7% variation in service render can be accounted for by Employee’s commitment while the remaining 29.3% is explained by other factors that are not captured in the model.



Table 4.3.2b: ANOVAb
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	241.127
	1
	241.127
	952.479
	.000b

	
	Residual
	99.491
	69
	.253
	
	

	
	Total
	340.618
	70
	
	
	


Source: SPSS Output, 2025
a. Dependent Variable: service render
b. Predictors: (Constant), Employee’s commitment
The analysis of variance table (ANOVA) presents that, the F- statistics gives 952.479 with p-value of .000 which is less than 0.05. In addition, the analysis shows that the regression sums of square value (241.127 is greater than the residual sum of square of (99.491). This implies that the model accounted for most of the variations in the dependent variables (service render). On the basis of this, the null hypothesis is rejected while the alternative hypothesis is accepted.
	Table 4.3.2c: Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.290
	.115
	
	2.534
	.002

	
	Employee’s commitment
	.909
	.029
	.841
	30.862
	.000

	Source: SPSS Output, 2025
a. Dependent Variable: service render 


From the coefficient of table 4.3.2c, it could be seen that the overall significant effect for the independent and the dependent variable is less than 0.05 significant levels. Therefore, there is a significant effect of the independent variable on the dependent variable which implies that the null hypothesis is rejected and the alternative hypothesis is accepted. The Beta value of 0.841 for Employee’s commitment (independent variable) implies that employee’s commitment has 84.1% positive influence on the service render. In addition, the t-statistics indicates the precision with which the regression coefficient is measured, the result of the t -statistics (30.862) indicates an accurate measurement of the regression.
Hypothesis Three
HO3: Employees’ commitment does not have any effect on fair compensation policy which influence organizational performance at FCMB.
	Table 4.3.3a: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.848a
	.719
	.717
	.585

	Source: SPSS Output, 2025
a. Predictors: (Constant), employees’ commitment


Table 4.3.3a presents the model summary. It shows that the correlation coefficient r is 0.848 (i.e. r = 0.848) which indicates that there exists a strong positive relationship between compensation (dependent variable i.e. the variable being predicted) and employees’ commitment (which are predictors or independent variables). It is also clear from the table that the r2 which is the coefficient of determination is 0.719. This implies that 72% variation in compensation policy can be explained by the employees’ commitment while the remaining 28.0% is explained by other factors that are not captured in the model. 
Table 3: ANOVA
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	345.339
	1
	345.339
	1008.685
	.000b

	
	Residual
	134.550
	69
	.342
	
	

	
	Total
	479.889
	70
	
	
	


Source: SPSS Output, 2025
a. Dependent Variable: employees’ commitment
b. Predictors: (Constant), compensation policy 
The analysis of variance table (ANOVA) presents that, the F- statistics gives 965.729 with p-value of .000 which is less than 0.05. On the basis of this, the null hypothesis is rejected while the alternative hypothesis is accepted. Furthermore, the analysis shows that the regression sum of square value (345.339) is greater than the residual sum of square of (134.550). This implies that the model accounted for most of the variations in the dependent variables (compensation policy).
	Table 4.3.3c: Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.281
	.101
	
	2.790
	.004

	
	employees’ commitment
	.889
	.028
	.848
	31.750
	.000

	Source: SPSS Output, 2025
a. Dependent Variable: compensation policy


From the coefficient of table 4.3.3c, it could be seen that the overall significant effect for the independent and the dependent variable is less than 0.05 significant levels. Therefore, there is a significant effect of the independent variable on the dependent variable which implies that the null hypothesis is rejected and the alternative hypothesis is accepted. The Beta value of 0.848 for employees’ commitment (independent variable) implies that employees’ commitment has significant effect on compensation policy. Also, the t-statistics indicates the precision with which the regression coefficient is measured, the result of the t -statistics (31.760) indicates an accurate measurement of the regression.
[bookmark: _Toc196734557]4.4. Discussion of Research Findings
In this final section of chapter four, an attempt is made to highlight and discuss some of the major findings presented above. In order to address the issues in this research work, three (3) research hypotheses were tested using regression. On the whole, the following are noticeable study:
Analysis of the first hypothesis demonstrated that null hypothesis is rejected while alternative hypothesis is accepted, this implies that employees’ commitment has positive and significant effect on job outcome. This research not only strengthens the existing body of knowledge but also underscores the significance of employees’ commitment in the context of the First City Monument Bank and other financial institutions as a whole. This result also aligns with Bandiera, Barankay, and Rasul, (2007). This conclude that there is a significant relationship between availability of compensation strategies and employee job outcome. 
The findings of Hypothesis Two, which explores the influence of employees’ commitment on service render, result reveals that null hypothesis is rejected while the alternative hypothesis is accepted, this implies that employees’ commitment has positive and significant effect on service render by FCMB. This result above is in line with Ellis (2011) whose study concluded that compensation management as tool for improving service rendering in the public sectors.
Analysis of the third hypothesis demonstrated that null hypothesis is rejected while alternative hypothesis is accepted, this implies that employees’ commitment has positive and significant effect on compensation policy. This research not only strengthens the existing body of knowledge but also underscores the significance of employees’ commitment in the context of the First City Monument Bank and other financial institutions as a whole. The study is in line with the study of Porter, Mowday, & Steers (2019) whose study concluded that organizational commitment has positive and significant effect on organizational performance. 




[bookmark: _Toc196734558]CHAPTER FIVE
[bookmark: _Toc196734559]SUMMARY, CONCLUSION AND RECOMMENDATION
[bookmark: _Toc196734560]5.0 Preamble
This chapter presents the summary of findings, the conclusion reached after the research work has been thoroughly analyzed. The researcher makes useful recommendations that would help the financial institutions in the competitive era. 
[bookmark: _Toc196734561]5.1 Summary of findings
The findings from Hypothesis one, examine the effect of employee commitment on job outcome in FCMB. The study found a strong positive relationship between employee commitment and job outcomes, with 50.4% of job outcome variations explained by employee commitment. The analysis also revealed that employee commitment significantly impacts job outcomes, as evidenced by the rejection of the null hypothesis. Moreover, improvements in employee commitment can lead to a 71.0% positive effect on job outcomes. These results suggest that fostering and enhancing employee commitment is crucial for improving job performance, and they provide solid evidence for the importance of employee commitment in the workplace.
The findings from Hypothesis two, which examines the impact of employees’ commitment on service render in FCMB. The study's findings indicate a strong and positive relationship between employee commitment and service quality at FCMB, with a correlation coefficient (r) of 0.841. This suggests that there is a significant connection between the two. The coefficient of determination (r2) of 0.707 shows that 70.7% of the variation in service quality can be explained by employee commitment, while the remaining 29.3% is attributed to other unaccounted factors. The analysis, including the ANOVA and regression sum of squares, demonstrates that the model effectively accounts for most of the variations in service quality. Consequently, the null hypothesis is rejected in favor of the alternative hypothesis, indicating that employee commitment significantly influences service quality at FCMB. The Beta value of 0.841 implies an 84.1% positive influence of employee commitment on service quality, and the t-statistics (30.862) indicates a precise measurement of the regression coefficient.
The findings from Hypothesis two, which examines the impact of employees’ commitment on compensation policy in FCMB. The study's findings show a substantial and positive relationship between employees' commitment and the fair compensation policy at FCMB. About 72% of the variation in compensation policy can be attributed to employees' commitment, with the remaining 28% influenced by other factors. The analysis, including ANOVA and regression sums, supports these findings by demonstrating that the model effectively accounts for most of the variations in compensation policy. This leads to the rejection of the null hypothesis and the acceptance of the alternative hypothesis, indicating that employees' commitment significantly affects the fair compensation policy. The results emphasize the importance of employees' commitment in shaping the compensation policies at FCMB, which, in turn, can influence the bank's organizational performance.
[bookmark: _Toc196734562]5.2 Conclusions
Based on the research findings, the study draws the following conclusions that;
From the objective one, it hypothesized that employee Commitment has no significant effect on job outcomes. The research indicates a strong positive relationship between employee commitment and job outcomes at FCMB. This suggests that nurturing and enhancing employee commitment can lead to improved job performance within the organization. This study concluded that employee commitment is positively impact job outcomes and overall productivity.
From the objective two, it hypothesized that employees’ commitment has no significant effect on service render. Although the details of the findings related to job motivation and its effect on employee commitment were not provided, it can be inferred that motivating employees effectively may contribute to higher levels of commitment. Therefore, this study concluded that employees’ commitment has a positive and significant effect on service render in FCMB
From the objective three, it hypothesized that employee commitment has no significant effect on compensation policy. The study reveals that employee commitment significantly influences the fair compensation policy at FCMB. This finding underscores the importance of recognizing and rewarding employees' commitment to work through fair compensation practices. It implies that fair and competitive compensation policies can contribute to higher employee commitment and, in turn, impact the organization's performance. This study concluded that employees’ commitment has positive and significant impact on compensation policy in FCMB.  

[bookmark: _Toc196734563]5.3 Recommendations
Based on the conclusions drawn from the study, the following recommendations can be made for First City Monument Bank (FCMB) and similar organizations:
i. FCMB management should ensure to invest in strategies that enhance and maintain high levels of employee commitment. This may include fostering a positive workplace culture, providing opportunities for skill development, and recognizing and rewarding outstanding employee commitment.
ii. The bank should implement effective job motivation programs aimed at increasing employee engagement and commitment. Motivated employees tend to be more committed to their work, leading to improved performance. These programs may involve regular feedback, training, and career development opportunities.
iii. FCMB should ensure that its compensation policies are fair, competitive, and reflective of employees' contributions. Recognizing and rewarding employees for their commitment and performance can significantly enhance commitment levels. Regularly reviewing and adjusting compensation policies to remain competitive in the job market is essential.
[bookmark: _Toc196734564]5.4 Suggestion for further studies
There are several avenues for further research in the realm of employee commitment and its impact on organizational performance. Here are some suggestions for future studies:
i. Conduct comparative studies across different industries to understand how the relationship between employee commitment and organizational performance varies. Exploring how commitment influences performance in diverse sectors could provide valuable insights for organizations in various fields.
ii. Investigate the long-term effects of employee commitment on organizational performance. Longitudinal studies tracking commitment levels and performance over several years could offer a comprehensive view of this relationship.
iii. Explore the influence of culture and global factors on the connection between employee commitment and organizational performance. Research into how commitment is perceived and its effects in different cultural contexts and regions would be enlightening
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[bookmark: _Toc196734566]APPENDIX I
LETTER OF INTRODUCTION AND QUESTIONNAIRE

SECTION A
· What is your age?	18-28years ()29-39 years ()40-50years ( ) 50-60 years ()
· gender? Male () Female ()
· Marital Status:   Single ( )      Engaged (  )       Married (  ) separated (  )
· What is your highest education qualification? Certificate/SSCE ( ) OND/NCE ()HND () B.sc ( )    Master ( )
· Job status:    Junior (  )   Senior manager(  )   Top management (  ) 
· Working Experience: Less than 5 years ( ) 5years ( ) 6 – 10 years ( )               11 – 15 years ( )    16 – 20 years ( )21 years and Above ( )
· Fcmb abdulazeez Attah( ) Fcmb Murtala Mohammad Way ( ) Fcmb Taiwo Road ( )






SECTION B
EMPLOYEES COMMITMENT ON ORGANIZATIONAL PERFORMANCE (TICK WHERE APPLICABLE)
Using the scale below, please, carefully, answer the statement below by ticking the option that best satisfies your response to the following statement Strongly Agree [SA]=5; Agree[A]=4; Undecided [UND]=3; Strongly Disagree [SD]=2; Disagree=1
	S/N
	To what extent does employee commitment affect organizational performance
	Disagree
	Strongly Disagree
	Undecided 
	Agree
	Strongly agree

	1
	I am committed to to my current job
	
	
	
	
	

	2
	The level of commitment affects my performance
	
	
	
	
	

	3
	I am determined to give my best effort at work

	
	
	
	
	

	4
	I am inspired to meet my goals at work
	
	
	
	
	



SECTION C
	S/N
	Does employee’s commitment influence job outcome
	Disagree 
	Strongly Disagree
	Undecided 
	Agree
	Strongly Disagree 

	1
	Recognition of the performance of employee influence job outcome
	
	
	
	
	

	2
	 The organization must have a wellness club or benefit program in order to influence job outcome 
	
	
	
	
	

	3
	The organization must use non-monetary benefit to influence the commitment of the employees which will have effect on job outcome
	
	
	
	
	



SECTION D
	S/N
	How does fair compensation policy influence organizational performance 
	Disagree 
	Strongly Disagree 
	Undecided 
	Agree 
	Strongly Agree 

	1 
	The organization maintain competitive benefits (e.g. medical insurance)
	
	
	
	
	

	2
	The organization must offer monthly allowance
	
	
	
	
	

	3
	The organization must use monetary reward such as base pay, commission incentive, bonus etc
	
	
	
	
	

	4
	Money is the crucial incentive to work commitment so the pay policy of the organization must attract and retain effective and suitable employees 
	
	
	
	
	



SECTION E
	S/N
	Ways in increasing the commitment of employees in the organization 
	Disagree 
	Strongly Disagree 
	Undecided 
	Agree
	Strongly Agree 

	1
	The organization should provide fair and equitable reward scheme
	
	
	
	
	

	2
	The organization should recognize and praise the effort of the employee in order to perform better which increases commitment
	
	
	
	
	

	3
	The organization must use training and development which will increase the commitment of the employees 
	
	
	
	
	

	4
	The organization should observe long time improvements at work which also increases commitment 
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