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ABSTRACT
This study was carried out to examine the effects of employee’s commitment on organizational performance with a particular reference to First Bank of Nigeria Plc. To achieve this objective, three research questions and two research hypotheses were formulated to guide this study. The data collected were analyzed using simple percentages and tables to analyze research questions and Chi-square statistical tool was used for testing of research hypotheses. A structured questionnaire was used as the major instrument for data collection from the staff of First Bank of Nigeria Plc. After the careful analysis of the data, the following findings were revealed that employee commitment enhances organizational performance and that employee commitment reduces employees’ turnover. The study concluded with some recommendations that organization should prepare a comprehensive and integrated system of performance Management for building the employee commitment.
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CHAPTER ONE
INTRODUCTION
1.1	BACKGROUND TO THE STUDY
In an era of limited resources, governments at all levels are pressured to produce maximum output with the least input. A great deal of attention has been given to a variety of Performance improvement strategies, including public-private partnership, and Balanced Score Card (BSC), in the hope that such strategies are a starting point for Performance improvement. It should be noted, however, that no Performance improvement strategy alone is perfect. As such, various strategies should be used at the same time. Since Performance improvement is a function of too many factors, ranging from top management support to feedback on budget-based decisions, it is essential to be aware that all factors are equally important (Holzer &Callhan, 2018; Lee, 2019).
Among others, the backdrop of Performance improvement is an employee’s desire to be maximally productive. As Guy (2019) points out, “it is the people who, in the long term, control the Performance of any organization”. Even if there might be a number of reinvention efforts and top management support, unless employees at all levels are willing to improve Performance, all efforts toward Performance enhancement will come to nothing.
Modern day Organization is concerned with the analysis and diagnosis of the factor that determine organizational effectiveness, and the planning and delivery of programs to increase that effectiveness. Organizations want to obtain the commitment of their employees. Management would like its employees to identify with the values, norms and artifacts of the organization, hence the need for organizational culture. Management needs to explain and imbibe its culture in its employees; this will enable the employee to get familiar with the organizational system.  During this process of explanation, the employee learns about the organizational culture and decides whether he can cope with it or not. This means that each organization is a learning environment. It is the proper understanding of the organizational culture that the performance of the employee in the organization. Performance is the extent to which an individual is carrying out assignment or task. It refers to the degree of accomplishment of the task that makes up an employee’s job (Cascio, 2018).
Commitment has a rational element: Most people consciously decide to make commitments, then they thoughtfully plan and carry out the actions required to fulfill them (Meyer, et al, 2020). Because commitments require an investment of time as well as mental and emotional energy, most people make them with the expectation of reciprocation. That is, people assume that in exchange for their commitment, they will get something of value in return—such as favors, affection, gifts, attention, goods, money and property. From this perspective, this paper sheds light on the importance of a multidimensional view of employee commitment.	Committed employees who are highly motivated to contribute their time and energy to the pursuit of organizational goals are increasingly acknowledged to be the primary asset available to an organization (Hunjra et al, 2018). They provide the intellectual capital that, for many organizations, has become their most critical asset (Hunjra et al, 2018). Furthermore, employees who share a commitment to the organization and their collective well-being are more suitable to generate the social capita that facilitates organizational learning.
It is therefore important for companies to know the aspects that play important role or have big impact in boosting the commitment of their employees. Several factors had been identified in the literature as determinants of employee commitment. The findings of Lo et al (2019) revealed that several dimensions of transactional and transformational leadership have positive relationship with employee commitment. The findings of Ponnu and Chuah (2020) suggest that employees’ commitment with an organization could be significantly increased by enhancing organizational fairness, particularly procedural justice which would consequently reduce employees’ intention to leave. Ali et al (2018) found that there is positive relationship between corporate social responsibility and employee commitment as well as between employee commitment and organizational performance. They therefore concluded that organizations can improve their performance through employees’ commitment by engaging in social activities since such activities also include the welfare of employees and their families.
However, most of the past studies on employee commitment were not related to Nigerian business environment. Some of the findings of these studies not be applicable to Nigeria. As such, it pertinent to examine the role of employee commitment in achieving organizational performance in the context of Nigeria.

1.2	STATEMENT OF THE PROBLEM
Employers are sometimes baffled when their highly-rated employees under-perform and others resign and leave. Management fails to understand why some employees are not committed to the organization even though they have proactively implemented fair compensation policies and human resource (HR) practices to motivate and retain them. It can be costly if employees are not committed in their jobs, and if they lack the motivation to exercise their full potentials.
The main focus of this study is on employee commitment as a multidimensional concept that represents the relationship between an employee and employer. Employee commitment has been found to be related to a variety of attitudinal and behavioral consequences among employees, for example, motivation level (Chipunza and Berry, 2018), organizational citizenship (Ozer and Gunluk 2018; Hunjra et al, 2019), and turnover rates (Tumwesigye, 2018; Ongori, 2019; Ponnu and Chuah, 2019). However, this study shall seek to examine the relationship between employee commitment and organizational performance as well as employee turnover.
1.3	OBJECTIVES OF THE STUDY
The broad objective of this study is to examine employee commitment on organizational performance The specific objectives of the study can be stated as follows:
I.	To investigate the impact of employee commitment on organizational performance.
II.	To examine the relationship between employee commitment and employee’s turnover.
1.4	RESEARCH QUESTIONS
This study shall attempt to answer the following research questions:
I.	Does employee commitment have an impact on organizational performance?
II.	What is the relationship between employee commitment and employees’ turnover?
1.5	RESEARCH HYPOTHESES
Based on the research questions, the following hypotheses shall be tested during the course of the study:
HYPOTHESIS I
H01:	Employee commitment has no significant impact on organizational performance	
H02:	There is no significant relationship between employees’ commitment and                employees’ turnover
1.6	SIGNIFICANCE OF THE STUDY
This study has direct implications for today’s industrial world for the strategic role of managers as agents of change in organizations. With the increasing competitive nature of the business world, employers and managers are poised to strive to improve their performance. An important element in the organization that determines its performance is its labour force. The extent to which committed employees affect organizational performance is yet to be empirically proved in Nigeria. This study intends to fill this research gap.
Turnover rates are skyrocketing, and employees are moving from one organization to another in rapid succession taking with them the entire organizational learning. To curtail this huge loss of human capital, it is necessary for an organization to know which work beliefs to tap to increase employees’ attachment to the organization and the motivation to work for the organization. These shall be provided by the findings of this study.
1.7	SCOPE OF THE STUDY
The study shall cover the employees of first bank plc, Ilorin kwara state branch.
1.9	DEFINITION OF TERMS
1.	Employee Commitment:  is a bond between the employee and the organization such that the employee wants to continue serving the organization and helping it achieve its objectives.	
2.	Organizational Performance: refers to how well an organization is doing and how much of its daily tasks and set objectives it successfully
3.	Employees’ turnover: it measures how quickly a business conducts its operations in investing, turnover looks at what percentage of a portfolio is sold in a set period.








CHAPTER TWO
LITERATURE REVIEW
2.0	INTRODUCTION
This section considers the current literature which deals with employee commitment and workers’ performance. Although, many of the studies reviewed did not address the employee commitment among Nigerian workers directly, their findings are considered applicable to the Nigerian scenario.
2.1	CONCEPTUAL REVIEW
2.1.1 	CONCEPT OF EMPLOYEE COMMITMENT
According to Akintayo (2019) employee commitment can be defined as the degree to which the employee feels devoted to their organization. Ongori (2018) described employee commitment as an effective response to the whole organization and the degree of attachment or loyalty employees feel towards the organization.
Zheng, (2019) describes employee commitment as simply employees’ attitude to organization. This definition of employee commitment is broad in the sense that employees’ attitude encompasses various components.
Before discussing its effects for employees, it is important to clarify what we mean by commitment and to identify its different forms and foci.
Commitment according to Jaw and Liu (2018) is not only a human relation concept but also involves generating human energy and activating the human mind. Without commitment, the implementation of new ideas and initiatives will be compromised (Ramus & Steger 2019 cited in Jaw & Liu, 2018). Commitment is a force that binds an individual to a course of action of relevance to one or more targets (Meyer & Herskovits 2018). Human resource system can facilitate the development or organizational competencies through eliciting employees’ commitment to the firm (Arthur, 2019; Boxall & Macky, 2019). Hence, organizations with a fit business strategy, structure and practices and policy might perform better. Walton (2020) prescribed “commitment” as a distinctive strategy for HRM whose positive effect will be felt.
Commitment is considered to be the psychological immersion of an individual with his institute through a sense of belonging, ownership of organizational goals and being ready to accept challenges (Dolan, Tzafrir, & Baruch, 2018). Creating commitment among employees is important because without this it will become difficult for an organization to achieve strategic goals (Briscoe & Claus, 2018; Fugate, Stank, & Mentzer, 2019). Performance of an organization is directly related to the commitment level of employees (Ivancevich, 2020). Committed employees will be able to perform their jobs more than management expectations (Bragg, 2018). High-level commitment is indispensable for increasing output and obtaining sustainable competitive advantages (Whitener, 2019).
We adopt the approach taken in the well-established three-component model (TCM: Meyer and Allen, 2021, Meyer &Herscovitch, 2018) and view commitment as “a force that binds an individual to a target (social or non-social) and to a course of action of relevance to that target” (Meyer, Becker, & Van Dick, 2018). This binding force can be experienced in different ways (i.e., can be accompanied by different mindsets), including an affective attachment and involvement with the target, a felt obligation to the target and an awareness of the costs associated with discontinuing involvement with the target. In their pure forms, these mindsets are referred to as affective (AC), normative (NC), and continuance (CC) commitment, respectively.
High commitment work practice according to Guest (2020) is an approach to managing employees, which emphasizes is on the need to develop organizational commitment amongst employees based on the assumption that it will lead to positive outcomes such as low labour turn over, absenteeism, better motivation and improved performance. Several academic types of research on human resource management practices suggested that high commitment human resource practices will increase organizational effectiveness by creating a condition whereby employees become highly motivated and involved in the organizational activities aimed at achieving organizational goals (Arthur, 2018; Abu-Baker, 2019; Boxall & Macky, 2019).
Employee commitment has been variously conceptualized. To Meyer and Herscovitch, (2018), it is a psychological state that binds an employee to an organization thereby reducing the problem of employee turnover and as a mindset that takes different forms and binds an individual to a course of action that is of importance 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 will 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.
Akintayo (2019) posited that employee commitment can be defined as the degree to which the employee feels devoted to their organization. Ongori (2018) described employee commitment as an effective response to the whole organization and the degree of attachment or loyalty employees feel towards the organization. Zheng, (2019) describes employee commitment as simply employees’ attitude to the organization. This definition of employee commitment is broad in the sense that employees’ attitude encompasses various components.
TYPES OF EMPLOYEE COMMITMENT
In this study, the three main types commitment will be discussed as it has been adopted by the researcher as the proxy for the independent variable which is employee commitment (affective commitment, normative commitment, and continuance commitment).
Affective Commitment
Affective commitment relates to how much employees want to stay in their organization. If an employee is affectively committed to their organization, it means that they want to stay at their organization.
They typically identify with the organizational goals, feel that they fit into the organization and are satisfied with their work. Employees who are affectively committed feel valued, act as ambassadors for their organization and are generally great assets for organizations (Allen & Meyer, 2019). Employees derive satisfaction from their work and their colleagues, and their work environment is supportive of that satisfaction.
Some researchers (e.g. Allen & Meyer, 2019) suggest that this is the most important form of commitment as it has the most potential benefits for organizations. Employees who have high affective commitment are those who will go beyond the call of duty for the good of the organization. In recent literature, this form of commitment has also been referred to as 'engagement' and is the form of commitment that is most usually measured by organizations (O'Malley, 2020). The development of affective commitment involves recognizing the organization’s worth and internalizing its principles and standards (Beck & Wilson 2018).
Normative Commitment
Normative commitment relates to how much employees feel they should stay in their organization. Employees that are normatively committed generally feel that they should stay at their organizations.
Normatively committed employees feel that leaving their organization would have disastrous consequences, and feel a sense of guilt about the possibility of leaving. Reasons for such guilt vary but are often concerned with employees feeling that in leaving the organization they would create a void in knowledge/skills, which would subsequently increase the pressure on their colleagues. Such feelings can and do negatively influence the performance of employees working in organizations. (Allen & Meyer, 2019)
Continuance Commitment 
Continuance commitment relates to how much employees feel the need to stay in their organization. In employees that are continuance committed, the underlying reason for their commitment lies in their need to stay with the organization. Possible reasons for needing to stay with organizations vary, but the main reasons relate to a lack of work alternatives and remuneration. A good example of continuance commitment is when employees feel the need to stay with their organization because their salary and fringe benefits won’t improve if they move to another organization. Such examples can become an issue for organizations as employees that are continuance committed may become dissatisfied (and disengaged) with their work and yet, are unwilling to leave the organization (Allen & Meyer, 2018).
EMPLOYEE COMMITMENT AND EMPLOYEES’ PERFORMANCE
Numerous factors have been found to inspire commitment. For instance, Ongori (2019) opines that the degree to which employees are committed or loyal to their organization depends largely on job enrichment, employee empowerment and compensation. Camilleri (2022) investigated some of the major antecedents that contribute in making employees committed to an organization using regression method and analysis of variance and found that education level, personality and position are significance that determine an individual’s level of employee commitment. His findings further revealed that education level and position are significantly stronger for the continuance and normative dimensions of employee commitment while personality is significantly stronger for the continuance and effective dimensions.
Dex and Smith (2018) applied OLS regression of the log commitment scale, a range of covariates using data from the 2018 Workplace Employee Relations Survey (WERS) conducted in British establishments from October 2018 to June 2019 to model the determinants of the extent of employees’ normative or affective commitment to their employer and found that access to some family – friendly policies such as child care and working at home, improved employees’ commitment in the private sector but not in the public sector. Their findings also showed that where employees, but not the employer, thought the organization had a caring ethos is an important determinant of increased employee commitment. This implies that employees’ commitment is largely determined by the organizational culture, especially towards their family welfare, of the company which they work for and not by the attitude of their employer or supervisor towards them.
Lo (2019) examined the relationship between leadership styles (focusing mainly on transformational and transactional leadership styles) and employees’ employee commitment in Malaysia using regression analysis and found that transformational leaders are more able to bring in commitment in employees than transactional leaders. Their finding indicates that transformational leaders have a more significant and stronger relationship with employee commitment. This implies that the leaders who give advices, supports, and pay attention to the individual needs of followers will enhance the level of employee commitment of the employees.
Avolio, (2020) examined the linkage between transformational leadership and employee commitment by focusing on psychological empowerment and structural distance using a sample of 520 staffs nurses employed by a large public hospital in Singapore. Their findings showed that there is a positive association between transformational leadership and employee commitment revealing that psychological empowerment medicated the relationship between transformational leadership and employee commitment.
Shastri, (2019) examined the relationship between charismatic leadership and employee commitment in Indian organization with a sample of 147 employees from Eastern and Northern India and found that the two major antecedents (Charismatic leadership and job satisfaction) exert strong effect on employee commitment of the employees of Indian organization in the study sample. This finding indicates that people tend to be more satisfied if their leader displays charismatic behavior which makes them to be more committed to their organization. Since it was found that leader’s sensitivity to member’s needs is related to employee commitment, then managers need to be clear about the goals and values of the organization so as to align them with the needs of the workers. This will help to reduce the high turnover rates being experienced in today’s Industrial World.
Akintayo (2019) investigated the impact of work-family role conflict on employee commitment of Industrial Workers in Nigeria using linear regression analysis and t-test and found that there was a significant but negative contribution of work-family role conflict to employee commitment. Based on this finding, Akintayo (2019) recommended that organizational support programme needs to be introduced and provided for all levels of workers in order to reduce the burden of work-family role conflict interface and virtually induced commitment to their jobs. He further stated that the level of family responsibilities of the workers needs to be considered during recruitment, in assigning responsibilities and placement process in order to foster employee commitment.
EMPLOYEE COMMITMENT AND EMPLOYEES’PERFORMANCE
Employee commitment seems to be a crucial factor in achieving organizational success. Individuals with low levels of commitment will do only enough to work by. They do not put their hearts into the work and mission of the organization. They seem to be more concerned with personal success than with the success of the organization as a whole. People who are less committed are also more likely to look at themselves as outsiders and not as long – term members of the organization. An attractive job offer elsewhere is very likely to result in their departure. By contrast, employees with high commitment to an organization see themselves as an integral part of the organization. Anything that threatens the organization is an imminent danger to them as well. Such employees become creatively involved in the organization’s mission and values, and constantly think about ways to do their jobs better. In essence, committed employees work for the organization as if the organization belongs to them.
The relationship between employee commitment and workers’ performance has been studied under various disguise. Khan, (2019) investigated the impact of employee commitment (Affective commitment, Continuance commitment and Normative commitment) on employee job performance from a sample of 153 public and private and public sector employees of oil and gas sector in Pakistan. The results revealed a positive relationship between employee commitment and employees’ job performance. Therefore, job performance emerged as a determinant of employee commitment. Thus, 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 subsequently increase organizational productivity.
Habib, (2019) investigated the interdependency of job satisfaction and job performance, effect of employee commitment and attitude towards work on performance using a survey data collected from 310 employees of 15 advertising agencies of Islamabad (Pakistan). They found that employees having greater employee commitment perform well and employees having good attitude towards work are highly satisfied as compared to employees who are less inclined towards their work.
Ali, (2020) found that there is positive relationship between corporate social responsibility and employee commitment as well as between employee commitment and organizational performance. They therefore concluded that organizations can improve their performance through employees’ commitment by engaging in social activities since such activities also include the welfare of employees and their families.


2.1.2	CONCEPT OF ORGANIZATIONAL PERFORMANCE
Richard et al. (2019) posits that organizational performance can be measured through three basic outcomes which are financial performance, product market performance and return to the shareholders. Schneider, Hanges, Smith, and Salvaggio (2020) had found that micro-orientation on way to job attitude and performance relationship is somewhat puzzling, the interest of the employee attitudes had much of its motivation in the 1960s when organizational scientists such as Argyris (2022), Likert (2018), and McGregor (2017) purposed that the organizational performance is a result of the employee experience and commitment. Integrity has been explained as the best of the human state, the better the humans are committed to their tasks will lead to their better performance that results in better results (Comte-Sponville, 2023; Weiner, 2020; Chapman, &Galston, 2021; Dent, 2018; MacIntyre, 2019).
Bernadin (2020) cited in Amstrong (2023) is concerned that “performance should be defined as the outcome of work because they provide the strongest linkage to the strategic goals of the organization, customer satisfaction, and economic contributions”. According to Chen and Barnes (2022), organizational performance means the “transformation of inputs into outputs for achieving certain outcomes. With regard to its content, performance informs about the relation between minimal and effective cost (economy), between effective cost and realized output (efficiency) and between output and achieved outcome (effectiveness)”.
There are various ways to understand organization performance but, in this study, it has been judged upon profitability and sales performance, which lead towards the growth of the organization.
2.2	THEORETICAL REVIEW
The theoretical framework will look into Becker’s theory which has been formulated in the field of employee commitment and its impact on organizational performance.
The Side-Bet Period
The primal thinking is based on Howard Becker’s (2018) conception that defined employee commitment as the side-bet theory. This approach was one of the earliest attempts to study a comprehensive conceptual framework about employee commitment from perspective on the individual’s relationship with the organization.
According to Becker’s theory, the relationship between employee and organization are based on the “contract” of economic exchange behavior, committed employees are committed because they have totally hidden or somewhat hidden investments, “side-bets,” they have made by remaining in a given organization. If someone left, the investments of “side-bet” will be claimed hardly. The term “side-bets” refers to the accumulation of investments valued by the individual. Becker (2018) argued that over a period of time certain costs accrue that make it more difficult for the person to disengage from a consistent pattern of activity, namely, maintaining membership in the organization.
Becker’s approach claimed that a close connection between employee commitment and employees’ voluntary turnover behavior exist. In fact, it identifies employee commitment as a major predictor in the explanation of voluntary turnover. This contention was supported by later research that followed Becker’s theory. According to these studies, commitment should be measured by evaluating the reasons, if any, that would cause a person to leave his organization.
While the side-bet theory was abandoned as a leading commitment theory, the close relationship between employee commitment and turnover as advanced by Becker affected most of the later conceptualization of commitment and established turnover as the main behavior that should be affected by employee commitment. The influence of the side-bet approach is evident in Meyer and Allen’s Scale (2020), which might be named as the continuance commitment. This scale was advanced as a tool for the better testing of the side-bet approach and is one of the three dimensions of employee commitment outlined by Meyer and Allen (2020).
Middle Affective-Dependence Period
Second period of employee commitment was advanced by Porter et al; (2018). The focus of commitment shifted from tangible side-bets to the psychological attachment one had to the organization. The affective dependence school attempted to describe commitment as a kind of attitude-centered but “economic-contract”. Employee’s retention does not only come from economic factors but also affective influence and the later maybe more significant. Accordingly, commitment was defined by Porter and his followers as “…the relative strength of an individual’s identification with and involvement in a particular organization…” (Mowday, Steers and Porter, 2018). Then they claimed employee commitment was combined with three parts: “Strong Acceptance”, “Participation” and “Loyalty”. The exchange theory was established as the main explanation for the process of commitment (Mowday, Porter and Steers, 2020). They advanced commitment as an alternative construct to job satisfaction and argued that commitment can sometimes predict turnover better than job satisfaction.
Commitment was characterized by 3 related factors (Mowday, 2018):
a.	A strong belief in and acceptance of the organization’s goals and values.
b.	A willingness to exert considerable effort on behalf of the organization.
c.	A strong desire to maintain membership in the organization.
	However, although Porter and his colleagues had contributed for commitment’s evolution, they still continued with one of the basic assumptions of Becker’s theory, namely, the strong ties between commitment and turnover and following the one-dimensional guidance.
Based on the approach of Porter, Steers, Mowday, Boulian operated the famous OCQ (Employee Commitment Questionnaire) which combined 15 items. It followed the three-dimensional definition and met satisfied reliability. In addition to the items that reflect the attitudinal notion of commitment, the OCQ included items that refer to what O’Reilly and Chatman (2021) termed the consequences of commitment. Critics of the OCQ would argue that some of the items of the scale deal with turnover intentions or with performance intentions and that all of the statements are more reflective of behavioral intentions than attitudes (O’Reilly and Chatman, 2021).
To overcome the limitation of OCQ, O’Reilly and Chatman (2020), Meyer and Allen (2018) extend it into multi-dimension model respectively. Due to the criticism of the scale, whether justifiable or not, the need for an alternative to the OCQ became evident, with the call coming from two sources. One of them was the O’Reilly and Chatman (2019) approach that was specifically advanced as a conceptual and operational alternative to the OCQ. The second one, which of Meyer and Allen (2018), started first as a methodological paper aimed at an improved examination of the side-bet approach using scales more appropriate for this goal.
2.3	EMPIRICAL REVIEW
Numerous factors have been found to inspire commitment. Earlier studies have different findings on how employee commitment influences organizational performance and this will be looked at below.
Dost, Zulfiqar, Noman, Wasim (2019) investigated the impact of employee commitment on organizational performance. On the bases of data which was collected from the three major cities of Pakistan (Lahore, Rawalpindi, Islamabad), it was acknowledged that organizational performance can be enhanced by involving employees in decision making that will ultimately increase their commitment in the organization.
Dixit and Bhati (2019) carried out a study about employee commitment and its impact on sustained productivity in Indian Auto-Component Industry using academic research papers and survey. The results of the study indicate that the employee's commitment (Affective, Normative, continuous) is significantly related to sustained productivity in Auto component industry. The research findings reveal that there exists a positive relationship between the three commitments- affective, continuance and normative commitment and sustained productivity of the organization. It has also been proved from the results that there exists a high degree of correlation between the three independent variables and sustained productivity the dependent variable. 
Irefin and Mohammed (2019) examined the effect of employee commitment on organizational performance in Coca-Cola Nigeria Limited, Maiduguri, Borno State. Both descriptive and explanatory research methodologies were adopted in the study. The research hypotheses were tested using the Pearson correlation coefficient. The result shows that: the level of employee commitment of the staff of Coca-Cola Company Plc is very high; there is a fairly high relationship between employee commitment and organizational performance; there is also a very high relationship between employee commitment and employees’ turnover etc.
Anwar (2019) investigated the relationship between employee commitment and sustained productivity in agricultural businesses. A quantitative method was used to analyze the study. A questionnaire was developed and distributed to 12 feed plants in Erbil. The sample size for the study was 71 participants. The researcher has taken affective commitment, normative commitment and continuance commitment as independent factors and sustained productivity as the dependent variable. The findings revealed that three independent factors (affective commitment, continuous commitment, and normative commitment) are positively related to sustained productivity. But the continuous commitment had the highest value, which indicates that many feed plants’ employees are committed to their job because of remuneration and lack of alternatives. Also, the results revealed that all three independent factors are correlated with sustained productivity.
Bandula and Lakmini (2020) investigated the impact of employee commitment on job performance: based on leasing companies in Sri Lanka. Total 115 employees were surveyed and it’s representing employees of Licensed Finance Companies (LFCs) and specialized Leasing companies (SLCs). The Data was analyzed by using the SPSS software package and it shows the result of the research which is primary and secondary research findings. The primary finding was express about the relationship between employee commitment and the job performance of the employees. According to the correlation test employee commitment was the influence of the employee job performance and hence it is proved that employee commitment is significantly correlated with the job performance. Furthermore, the analysis of data describes that employee commitment has significantly impacted on job performance. Furthermore, in this study continuance commitment is the most affected element of employee commitment to job performance.






CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION
This chapter presents the methodology that was used in conducting this study. The chapter presents the research design, population of the study, sample and sampling technique, instrumentation, validity of the instrument, reliability of the instruments, method of data collection and method of data analysis.
3.2	RESEARCH DESIGN
This research design is the framework which specifies the types of information to be collected, the sources of data and data collection technique, a good design always ensure that the information gathered is consistent with the study objectives and the data are collected through the most accurate procedure (Anyanwu, 2019). The research design for this study is a survey research design
3.3	AREA OF THE STUDY
The study is limited to First Bank of Nigeria Plc, Ilorin, Kwara state and upon the subject of the study which is the effect of employee’s commitment on organizational performance.
3.4	POPULATION OF THE STUDY
The population of the study consisted of all the staff and management of First Bank of Nigeria Plc which was about 120 management staff. Emphasis was placed on staff knowledge and information concerning the subject of the study.

3.5	SAMPLE SIZE AND SAMPLING TECHNIQUES 
For the purpose of this study the simple random sampling was adopted by the researcher and in determining the sample size, the Taro Yamane formula was used to give a fair chance to everybody.
The above formula is being applied by:
		n	=	    N
				1+N(e)2

Where 	n	=	Sample Size
		N	=	Population 
		e	=	Level of Significance
		1	=	Constant		
		n	=	120
				1+120(0.05)2
			=	120
				1+120(0.0025)
			=	                    120
			                                  1+0.3
			
=	120
				 1.3
	:.    n		=	     92

3.6	SOURCES OF DATA
There are two major sources of data used for this research which include primary and secondary data
Primary Sources: The data collected from this source include the one obtained as a result of direct contact with the staff and management of First Bank of Nigeria Plc which include questionnaire administered observation, and personal interview.
Secondary Sources: The secondary data is the one obtained from the existing work done by various researchers on the topic closely related to the one of this research. They include libraries, journals, textbooks and internet, etc.
3.7	METHOD OF DATA COLLECTION   
In this study, the researcher considered the use of questionnaire as the most appropriate instrument for the study. The questionnaire was developed by the researcher, approved by the supervisor and sent to the staff and management of First Bank of Nigeria Plc.
3.8	METHOD OF DATA ANALYSIS
The responses obtained from the respondents in First Bank of Nigeria Plc, Lagos Branch formed the data. The data were treated statistically in accordance with research questions generated from the study.
Tables and simple percentage were used as techniques of analyzing the research questions while Chi-square statistical tool was employed to test the research hypotheses.
The above formula for testing hypotheses is being applied:
X2	=			(Fo-Fe)
			Fe
Where 	X2	=	Chi-square
		Fo	=	Frequency Observed
		Fe	=	Frequency Expected
CHAPTER FOUR
PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA
4.1	INTRODUCTION
This chapter entails the presentation of data analysis and interpretation of data collected. The data collected was through the use of questionnaire while the analysis was based on research questions and research hypotheses stated earlier in chapter one for this research.
4.2	PRESENTATION AND ANALYSIS OF DATA
Table 1: Administration of Questionnaire
	Variables
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Questionnaire filled and returned
	81
	88.0
	88.0
	88.0

	
	Questionnaire not returned
	11
	12.0
	12.0
	100.0

	
	Total
	92
	100.0
	100.0
	


Source: Field Survey, 2025.
Table 1 above shows that out of 92 copies of questionnaire structured and distributed to the staff and management of First Bank of Nigeria Plc, Ilorin Branch, 81 (88%) of the returned questionnaire while 11 (12%) copies of questionnaire not returned.
Research Question 1: Does employee commitment have an impact on organizational performance?
Table 2
	Variables
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes 
	40
	49.4
	49.4
	49.4

	
	No 
	25
	30.9
	30.9
	80.2

	
	No Idea
	16
	19.8
	19.8
	100.0

	
	Total
	81
	100.0
	100.0
	


Source: Field Survey, 2025.
Table 2 above shows that 40(49.4%) of the respondents indicated yes while 25(30.9%) respondents pointed no and also 16 respondents (19.8%) asserted no idea. From this analysis, it is deduced that employee commitment have an impactionorganizational performance.
Research Question 2: Is there any relationship between employee commitment and employees’ turnover in Nigeria?




Table 3
	Variables
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	45
	55.6
	55.6
	55.6

	
	No
	15
	18.5
	18.5
	74.1

	
	No Idea
	21
	25.9
	25.9
	100.0

	
	Total
	81
	100.0
	100.0
	


Source: Field Survey, 2025.
Table 3 above shows that 45(55.6%) of the respondents indicated yes while 15(18.5%) respondents pointed no and also 21 respondents (25.9%) asserted no idea. From this analysis, it is deduced that there is relationship between employee commitment and employees’ turnover.
4.3	Testing of Hypotheses
HYPOTHESIS I
H0:	Employee commitment has no significant impact on organizational performance
Table 4
	Variables
	Observed N
	Expected N
	Residual

	Yes
	40
	27.0
	13.0

	No
	25
	27.0
	-2.0

	No Idea
	16
	27.0
	-11.0

	Total
	81
	
	



	Test Statistics

	Chi-Square
	10.889a

	Df
	2

	Asymp. Sig.
	.004



Decision Rule: Accept if the computed chi-square (X2) value is greater than the critical table value and reject if the computed chi-square (X2) value is less than the critical table value.
Table 4 above shows that the computed chi-square (X2) of 10.889 is far greater than the critical table value of 5.99 level of significance with 2 degrees of freedom. Hence, the null hypothesis (H0) is rejected in favor of the alternative hypothesis (H1). This means that employee commitment has an impact on organizational performance.
HYPOTHESIS II
H0:	There is no significant relationship between employees’ commitment and employees’ turnover. 
Table 5
	Variables
	Observed N
	Expected N
	Residual

	Yes
	45
	27.0
	18.0

	No
	15
	27.0
	-12.0

	No Idea
	21
	27.0
	-6.0

	Total
	81
	
	



	Test Statistics

	Chi-Square
	18.667a

	Df
	2

	Asymp. Sig.
	.000



Decision Rule: Accept if the computed chi-square (X2) value is greater than the critical table value and reject if the computed chi-square (X2) value is less than the critical table value.
Table 5 above shows that the computed chi-square (X2) of 18.667 is far greater than the critical table value of 5.99 level of significance with 2 degrees of freedom. Hence, the null hypothesis (H0) is rejected in favor of the alternative hypothesis (H1). This means that employee commitment has a significant relationship with employees’ turnover.
4.4	DISCUSSION OF FINDINGS
This study was carried out to examine the effect of employee’s commitment on organizational performance. To achieve this objective, two research questions and two research hypotheses were formulated to guide this study. A structured questionnaire was used as the major instruments to obtained data from 92 staff and management of First Bank of Nigeria Plc. Out of this number, 81(88%) copies of questionnaire were appropriately completed and returned to the researcher while 11(12%) copies of questionnaire were appropriately completed and returned for data analysis. The data collected from the respondents were analyzed using simple percentage and tables to analyze the research questions while Chi-square statistical tool was employed to the research hypotheses. The findings revealed;
a)	That employee commitment has an impact on organizational performance.
b)	That there is a relationship between employees’ commitment and employee’s turnover
















CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	INTRODUCTION
This chapter presents the summary of the entire work, conclusion drawn from the study and offer recommendation for further research.
5.2	SUMMARY
Chapter one provided the background to the study. The central objective was to find the effects of employee’s commitment on organizational performance in coca cola Company limited.
In chapter two, review of related literature was made. Employee commitment, commitment and employee commitment, types of employee commitment, determinant of employee commitment, organizational performance, theoretical framework and empirical review were all discussed in the chapter.
Chapter three presented the methodology that was used in collecting data for the study. Research design, population of the study, sample and sampling techniques, research instrument, validity of the Instrument, reliability of the instrument, method of data collection, and method of data analysis were made in the study.
Chapter four presented and analyzed the data that was generated for the study. 
5.3	CONCLUSION
It is evident that as firms become ubiquitous, there is a tense struggle and competition to attract and retain certain human capital (employees). The study was embarked upon with a view towards determining the significance of employee commitment on organizational performance. The results of the study bring out the fact that employee commitment is a predictor of organizational development. Enhancing employee commitment is vital for the effective functioning of an organization, and to ensure growth and expansion of the organization at a faster pace. Offering good financial and non-financial compensation and perhaps having a top notch on employee' appraisal is good but most important is knowing employees, and by engaging with them, know what their pain points generally are and solving them accordingly as much as lies in the organization’s capacity. This will help create an image in the mindset of the employees for which reason they would opt to remain with the organization and be steadfast in achieving the organization’s objectives. In that way, an organization can retain its best employees and much likely increase it by virtue of the fact that a satisfied employee would be an advocate for other employee and potential employees who have similar pain points. Consequently, organizations must exhibit a high level of commitment (organizational commitment) to its employees if the organization is to get employees to be committed.
Thus, the study concluded that employees’ commitment has an impact on organizational performance and there exist a relationship between employees’ commitment and employees’ turnover.
5.4	RECOMMENDATIONS
Based on the findings, the following recommendations are hereby suggested:
I)	First Bank Plc should give full consideration to the staff that job involvement, intrinsic motivation, and job satisfactionbrings positively effects on organizational performance
2)	The management should ensure in enhancing employees’ commitment which in turn will improve turnover intention of the employees’
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QUESTIONNAIRE ON EFFECT OF EMPLOYEE’S COMMITMENT ON ORGANIZATIONAL PERFORMANCE: A STUDY OF FIRST BANK PLC
SECTION A
1.	Sex: (a) Male 		(b) Female 
2.	Marital Status: (a) Married 	   (b) Single 
3.	Age: (a) 20-25yrs 	   (b) 26-30yrs 	       (c) 31-35yrs	
	(d) 36 and above 
4.	How long have you been working in the Bank?
	(a) 1-3yrs                      (b) 4-6yrs                         (c) 7-10yrs	
	(d) 10 and above 
5.	What is the level of your academic qualification?
	(a) ND/NCE	              (b) HND/B.Sc	       (c) MBA/M.Sc	
	(d) Ph.D		(e) Others specify……………………….

SECTION B
6.	Is there any relationship between employee commitment 	and employees’ turnover in Nigeria?
	(a) Yes		(b) No		(c) No Idea

7.	Does employee commitment enhances organizational performance in Nigeria?
	(a) Yes		(b) No		(c) No Idea
8.	What is the level of employee commitment in relation to job satisfaction in First Bank of Nigeria Plc?
	(a) High		(b) Low		(c) No Idea
7.	Does motivation improve employees’ commitment to work?
	(a) Yes		(b) No		(c) No Idea
8.	Does the level of employee’s commitment determine organizational Performance?
	(a) Yes		(b) No		(c) No Idea
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