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Abstract 

The study was conducted to investigate the relationship between Autonomy and employee 

commitment in deposit money banks in Port Harcourt. The cross-sectional survey design was 

employed for the study which had a population of 450 employees of 8 deposit money banks in 

Port Harcourt, Rivers State. From the population of the study, a sample of 212 employees 

was selected using simple random sampling technique. Data was collected through the 

questionnaires personally administered to the respondents. Spearman’s Rank Order 

Correlation Coefficient statistical tool was employed in testing the hypotheses, while partial 

correlation was used in testing the moderating influence of organizational structure on the 

relationship between organizational climate and employee commitment. The result of the 

study showed that there exists a relationship between autonomy and measures of employee 

commitment.  The study therefore recommended that management should create an enabling 

environment that will boost employee level of commitment in the banks. 

Keywords: Autonomy, Affective, normative, commitment, banks, climate 

 

 



Research Journal of Management Practice | ISSN: 2782-7674 

Vol. 3, Issue 1 (January, 2023) | www.ijaar.org/rjmp  

  

59 

 

Introduction 

Commitment to the organization has been examined by different scholars from different 

aspects, such as Employee commitment to the job, which involves his time and energy in the 

job. Bakker and Lesiter (2010) posited that employees who are energetic and dedicated to 

their work are productive and can make a true difference to the organization that want to be 

highly efficient and effective. According to Vance (2006) commitment is distinctively 

manifested, for example individuals devote their energy and time to fulfill the obligations in 

their jobs and consciously decide to make commitment, then they thoughtfully plan and carry 

out the actions required to fulfill them.  Employee commitment to work is reflected in their 

job performance. And the other is Employee commitment to the organization, where his 

emotions, sense of obligation and the risk of losses are put into consideration by the 

employee. For the purpose of this study, Employee commitment to the organization will be 

the focus. Nwekpa, Offor & Ezezue (2020) stated that Employee commitment is 

psychological attachment of a worker to an organization. Turunen (2011) noted that 

committed employees bring about an increase in sales volume, productivity, effectiveness 

and efficiency. Employees who are not committed to the organization engage in withdrawal 

behavior. 

However, management plays a major role in the commitment of employees, as a result, the 

perception of the management of employee commitment has not really been considered in 

most cases. The roles can be viewed in form of reward allocation as a means of motivation 

for commitment. Observations have been made on the effective and different sides of 

management thinking regarding employees is yet to be addressed.  As management can 

organize trainings that can enhance employee’s level of commitment to the organizations. 

Andrew (2017) posited that committed employees develop a bond with the organization and 

that creates better organizational performance. Mowday, Porter and Steers (1982) stated that 

committed employees tend to have better attendance records and longer job tenure than less 

committed employees. Employees who are engaged in the work and committed to their 

organizations give the companies crucial competitive advantage (Vance 2006). O’Reilly 

(2008) states that an organization gains success due to employee’s commitment and 

participation. However, because commitment involves a lot of time, mental and emotional 

energy to fulfill them on the job responsibilities, people actually expect something of value in 

return for it, such as favors, affection, gifts, attention, goods, money and properties. 

Notwithstanding the dramatic changes in the global economy over the years, has made a 

significant implication for commitment between the employees and employer. To be effective 

in the business world, organizations must inspire employees to apply their whole capabilities 

in their jobs, performance should be at the top level and seek to develop a proactive, 

responsible and committed workforce. But Meyer and Allen (1991), posited that employee 

who wants to be committed in the organization due to their primary focus will only still 

remain committed in respective of the structure. 

 However, a well-defined organizational structure is a determinant of employee commitment. 

The perception of the employee about their work environment is a motivating factor for their 

level of commitment. When an employee perceived that the organizational structure is 

favorable, he tends to be more productive. The relationship existence between variables in 

this study is paramount to examining the level of employee commitment to the organization. 

To enhance employee commitment, providing opportunities for personal development is 

paramount such as create a positive first impression of the firm’s competence. Then the 

employer will set the stage for growth of long-term employee commitment. In a nutshell, 

organizational structure plays a vital role in the attitude of employee as a formal structures 
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and managerial policies influences the behavior of employee in the organization. According 

to Fisk and Taylor (1984), it is better to enhance the structural development of the 

organization and then make it public for all the employees. Organizational structure is a way 

or method by which organization activities are divided, organized and coordinated 

(Monavarian, Asgari, & Ashma 2007). According to Hatch (2014) organizational structure is 

the framework of the relations on the jobs, systems, operating process, people and groups 

making efforts to achieve the goals. The Nature of the organizational climate influences the 

employee performance. Monavarian, Asgari & Ashma (2007) opined that helping the 

information flow is one of the facilities provided by structure for the organization. However, 

the ideal or vision of the organization members has a greater impact on performance than 

actual behaviors. Oluwafemi (2010) states effectiveness of management depend on how 

effective and efficient organizational employees are committed to their jobs. Feldman’s 

(1981, 1986) provides a frame-work by work on cognitive procedures for understanding how 

employee commitment can be used to develop the organizational assessments. 
 

 

 

 

 

 

 

 

 

 

Fig. 1 Operational Framework 

 

Theoretical Framework 

Affective Event Theory 

Affective Event Theory was propounded and developed by Howard M. Weiss and Russell 

Cropanzano (1996) to explain how emotions and moods influence job performance and job 

satisfaction. Affective Event Theory (AET) emphasizes that emotions are central to how 

employees handle both positive and negative situations at work. According to the affective 

event theory, emotions are critically important to how the employees handle situations at the 

workplace situations. This theory encompasses cognitions, behavior, attitudes and other 

crucial psychological constructs to explain job behavior and performance. The models state 

that there is a relationship between the employee’s internal influences and their reactions to 

incidents that happen during their workday affect their performance, job commitment and 

long-term job satisfaction. This theory primarily builds on the already established cognitive 

appraisal models and has gathered support from many areas of study in the field of emotions 

to create a more encompassing theory of work behavior. 

Autonomy 

Affective commitment 

Normative commitment 



Research Journal of Management Practice | ISSN: 2782-7674 

Vol. 3, Issue 1 (January, 2023) | www.ijaar.org/rjmp  

  

61 

 

Affective events theory proposes that there are two paths to job behaviors, both of which are 

at least partially influenced by affective reactions to events at work. However, cognitive 

processes play an essential role in the creation of these reactions. The theory builds on past 

theoretical successes while also adding a few new elements in explaining job behavior.AET 

is about how the work environment emotionally affects workers and does not take into 

account any outside influences. Fishers (2002) posited that the Affective Event Theory 

suggests that a stable work environment features such as job and role characteristics act by 

predisposing the more or less frequent occurrence of particular type of real-time events in the 

work place. AET proposes that some behaviors are directly driven by spur of the moment 

feelings rather than by attitudes. 

Autonomy  

Heckman and Oldham (1976) were the first to define Job autonomy in job characteristics 

model, were they explained that organizations provide individuals with the ability to schedule 

work and determine the degree of freedom, independence and self-determination of work 

procedures. The use of an employee’s initiative in designing highly motivated professions is 

the important part of the job because according to Heckman and Oldham (1976), autonomy 

makes an employee feels capable and creative. Business autonomy is an important 

psychological variable that contributes to employee’s performance. Managers define 

Autonomy as an important part of business as it supports employee’s creativity and enable 

them to take risks while applying their own idea (Davis 1994). Autonomous employee has 

the freedom to add value to the work they are doing by using their own training and 

experience in terms of the duration of their work.  

Autonomy motivates close supervision of employee’s work to ensure that the job is properly 

done and individual responsibility is carried out. Autonomy of an individual in an 

organization brings about discipline in the organization and influences work-related behavior. 

Turner and Lawrence (1965) used Autonomy as a “requisite task attribute found to promote 

job satisfaction and lower absenteeism among employees”. Evan (1996) researched on the 

autonomy of related organizations, he discovered that the less autonomous organizations had 

more power. Like some tenets of political and resource dependency theories, these findings 

reflect the power gained by controlling resources (Pfeffferr and Salancik, 1978). Newman 

(2010) also defined Autonomy as the ability of the employee to determine the way and 

manner in which they carry out their job. It is an important intrinsic motivator and should be 

positively related to employee commitment as it helps to satisfy the internal psychological 

needs of the individual employees. Effective delegation can bring proper autonomy in the 

organizational climate (Choudhury, 2011). 

A sound autonomy generates an organizational climate where employee organizational 

commitment can be nurtured and developed. Employee organizational commitment is 

positively related to autonomy. Matthew & Zajac (1994) are of the opinion that management 

emphasizes discipline, authority and control, commitment to the organization will be eroded, 

or it simply will not develop in the first place. They also stated that lack of close supervision 

can result to reduced performance and employee stress. So many researchers have dealt on 

the positive impact of job autonomy. Zhou (2020) evaluated that recently, studies have found 

that job autonomy is not a kind of resource that can always have positive impact, excessive 

job autonomy will have a negative impact on employees and the organization.  

Excessive Job autonomy can reduce employee happiness and scholars have confirmed this 

view through empirical research. Baltes et al. (1999) also stated that highly flexible work 
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time reduced work efficiency compared with less flexible work time. They believe that a high 

level of flexibility can be inconvenient, not beneficial, for employees who are highly 

dependent on their colleagues to complete their tasks. Lu et al.., (2017) opined that excessive 

job autonomy will aggravate employees job burnout, and cause unethical behavior of 

employee.  Excessive job autonomy can also trigger counterproductive behavior by 

employees. Robinson & Bennett (1995) emphasized that counterproductive behavior is the 

voluntary behavior of organization members that violates important organizational norms and 

threatens the well-being of the organization or its members. Counterproductive can be as 

fraud, theft, falsification of documents and abuse of company time or assets. Unethical 

behavior can also result from excessive job autonomy 

Affective commitment 

Affective commitment is an emotional involvement of an employee with the organization. 

When an employee feels this emotional attachment to the organization, that employee is 

affectively committed to the organization (Wu & Liu, 2014). Allen and Meyer (1994) 

Affective commitment refers to the emotional aspects of employees regarding their 

involvement in an organization. They also opined that strong affective committed employee 

tends to be loyal to the organization. As a result of need and dependence on work activities 

that cannot be abandoned, affective commitment can arise. In order for organization to build 

strong employee attitudes and beliefs to follow organizational values to realize organizational 

goals, this affective commitment is formed. This will help employee maintain their 

membership in the organization (Kumari & Afroz, 2013).  

Employee’s affective commitment can be determined by the level of income, job satisfaction, 

and job security of the employee in the organization, which emotionally creates a pleasant 

and comfortable situation. Collaboration with managers and colleagues will give an employee 

a sense of satisfaction with the work. Affective employee can also be affected by the 

individual’s active participation in the decision making process in a working environment. 

Banks in Nigeria has adopted this method of welcoming employee’s participation in decision 

making in order to be at the competitive edge and ensure employee’s affective commitment 

to the Bank. This is because the banking industry is a competitive industry and a bank can 

perform at its highest level in a competitive environment when employees are committed to 

the organizational goals and objectives and work effectively to achieve these goals. An 

affectively committed employee is emotionally attached to the organization and involved 

with the activities of the organization to ensure productivity and organizational success. 

Work experience in an organization, promotion possibilities are factors that influences 

Affective commitment of an employee (Stallworth, 2004). 

Normative Commitment 

Normative commitment is the sense of obligation an employee feels to remain in the 

organization. Tuty, Calvin & Agung (2019) viewed normative commitment as the feeling of 

employees about the obligations that must be given to the organization based on certain 

norms and rules. Normative commitment continues to work for the organization because of 

the pressure of the norms and rules, including work time, work discipline, and reward system 

for work performance. However, this commitment is a reflection of the feeling of rights and 

obligations as an organization employee. According to Dwiarta (2010), a strong normative 

commitment will be formed if employees are able to internalize the norms and rules 

regarding work obligations applied consistently and consequently, and are considered useful 

in meeting their needs. Normative commitment enhances organizational support to its 
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employees and its permission for them to engage in active participation, in setting goals, 

planning and making policies of the organization as well as contribution to the development 

of procedures and implementation of action. Normative commitment gives an employee the 

reason to remain in an organization as a moral obligation that should be done properly. 

Methodology 

Research Design 
The study adopted Cross-sectional survey for the purpose of this research. The researcher 

adopted the Cross sectional design because it can be conducted very fast and inexpensive. It 

also provides direct access to information by gathering data from primary sources. 

Population of the Study 

  The population for this study comprises of all employees of deposit money banks in Port 

Harcourt metropolis in Nigeria. 8 Banks out of 18 Banks were chosen for the study in Port 

Harcourt Metropolis Nigeria as they have license with international authorization to operate 

and also among the Tier 1 capital Bank and Tier 2 capital Bank. 

 

Table 1: Names of Banks, Address and Number of Employees in selected banks. 

S/N Name of Bank Branch   Address Population 

1 Access Bank Plc Plot 10 Trans-Amadi Industrial layout Port 

Harcourt. 

60 

2 First City Monument Bank 

Plc 

Plot 66-67 Trans-Amadi Industrial layout, 

Port Harcourt. 

65 

3 First bank of Nigeria 

Limited 

#280 Peter Odili Road Port Harcourt. 68 

4 Guaranty Trust Bank Plc Plot 23, Trans Amadi Industrial Layout, 

Port Harcourt. 

50 

5 Stanbic IBTC Plc 171 Waterlines along Aba Road, Port 

Harcourt. 

57 

6 Union Bank of Nigeria Plot 468 Trans- Amadi Industrial Layout, 

Port Harcourt. 

25 

7 United Bank of Africa Plc 63A Olu Obasanjo Road, Port Harcourt. 62 

8 Zenith Bank Plc 22/24 Port Harcourt Aba Express Old, Port 

Harcourt. 

63 

 Total  450 

Source: Branch Operational Manager of each bank. 

Sample size and Sampling Techniques 

The study made use of the simple random sampling technique in selecting respondents from 

the selected banks. This technique was adopted because it creates room for every employee in 

the bank, both managers, permanent staff and contract staff of the bank to participate in the 

administration of the questionnaire and also reduces the researcher’s bias in selecting 

respondents as sample. The study adopted the Taro Yamene’s model for the determination of 

the sample size. Taro Yamene’s model formula 

𝑛 =  
𝑁

1 + 𝑁  𝑒 2
 

Where: 

n = Sample size  
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N = Population size  

e = The error of sample  

 Appling this formula in determining the sample size of this study, we have; 

𝑛 =  
450

1 + 450  0.05 2
 

𝑛 =  
450

1 + 450  0.0025 
 

𝑛 =  
450

2.125
 

𝑛 = 212 

 Hence, the sample size for this study is 212 employees. 

In determining the distribution of questionnaire to each firm, the Bowleys (1964) formula 

will be used, given as; 

𝑛ℎ =  
𝑛𝑁ℎ

𝑁
 

Where;  nh =  The number of questionnaire for each firm 

  Nh =  The number of employees in each firm 

  n = The total sample size  

  N =  The population. 

Therefore, the number of questionnaire distributed to each firm is shown in table 3.2 

Table 2:  Names of Banks, Address and Number of Employees in selected banks. 

S/N Name of Bank Population Sample Size 

1 Access Bank Plc 60              28 

2 First bank of Nigeria Limited 68              33 

3 First City Monument Bank Plc 65              31 

4 Guaranty Trust Bank Plc 50              24 

5 Stanbic IBTC Plc 50     24 

6 Union Bank of Nigeria 25              13 

7 United Bank of Africa 62 29 

8 Zenith Bank 63              30 

 Total 450              212 

Source: Branch Operation Manager of each bank. 

Data Analysis Technique 

The Spearman’s Rank Order Correlation Coefficient statistical analysis was employed in 

analyzing the hypothesis in order to ascertain the relationship between the variables. This was 

carried out through the use of Statistical Package for Social Sciences (SPSS) version 21.  
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Autonomy and Affective commitment 

 
Correlations 

 Autonomy 
Affective 

Commitment 

Spearman's rho Autonomy Correlation Coefficient 1.000 .339
**
 

Sig. (2-tailed) . .000 

N 185 185 

Affective Commitment Correlation Coefficient .339
**
 1.000 

Sig. (2-tailed) .000 . 

N 185 185 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: Author’s Field Survey (2021) - SPSS version 25.0 output extracts 

Ho1: There is no significant relationship between Autonomy and Affective 

commitment of bank employees in Port Harcourt metropolis Nigeria.  

The result of the analysis in the table above shows a significant level p< 0.05 (0.000< 0.05), 

rho = 0.339 between Autonomy and Affective commitment. This means that there is a 

significant relationship between Autonomy and Affective commitment. The null hypothesis 

is rejected, and we restate that there is a significant relationship between Autonomy and 

Affective commitment. 

Autonomy and Normative commitment 

 
Correlations 

 Autonomy 
Normative 

Commitment 

Spearman's rho Autonomy Correlation Coefficient 1.000 .422
**
 

Sig. (2-tailed) . .000 

N 185 185 

Normative Commitment Correlation Coefficient .422
**
 1.000 

Sig. (2-tailed) .000 . 

N 185 185 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: Author’s Field Survey (2021) - SPSS version 25.0 output extracts 

Ho2: There is no significant relationship between Autonomy and Normative 

commitment of bank employees in Port Harcourt metropolis Nigeria. 

The result of the analysis in the table above shows a significant level p< 0.05 (0.000< 0.05), 

rho = 0.422 between Autonomy and Normative commitment. This means that there is a 

significant relationship between Autonomy and Normative commitment. The null hypothesis 

is rejected, and we restate that there is a significant relationship between Autonomy and 

Normative commitment. 

Discussion of Findings 

Based on the above findings, the study realized 

Autonomy and Affective commitment 

The bivariate hypothesis between autonomy and affective commitment reveal a noteworthy 

relationship between the two variables. The spearman correlation coefficient reveal that the 

p-value of 0.000 was less than 0.05 (p=0.000<0.05) which implies that Autonomy has a 
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significant relationship with Affective commitment. Thus the null hypothesis was rejected 

and the alternate hypothesis was accepted. The result of the correlation coefficient (r) is 

0.339. This thus reveals that there is a significant relationship between autonomy and 

affective commitment. Thus, enhancing Autonomy will help enhance Affective commitment. 

Thus the first objective of the study which sought to examine if autonomy relates with 

Affective commitment was achieved. This finding agrees with that of Choudhury (2011) who 

believed that sound autonomy generates an organizational climate where employee 

organizational commitment can be nurtured and developed. 

Autonomy and Normative commitment 

The bivariate hypothesis between autonomy and normative commitment reveal a noteworthy 

relationship between the two variables. The spearman correlation coefficient reveal that the 

p-value of 0.000 was less than 0.05 (p=0.000<0.05) which implies that autonomy has a 

significant relationship with Normative commitment. Thus the null hypothesis was rejected 

and the alternate hypothesis was accepted. The result of the correlation coefficient (r) is 

0.422. This thus reveals that there is a significant relationship between autonomy and 

normative commitment. Thus, enhancing autonomy will help enhance normative 

commitment. Thus the second objective of the study which sought to examine if Autonomy 

relates with normative commitment was achieved. This finding agrees with Dwiarta (2010) 

who asserted that Autonomy increases normative commitment. Lu et al. (2017) opined that 

excessive job autonomy will aggravate employees’ job burnout, and cause unethical behavior 

of employee.   

Conclusion 

In carrying out this study, the researcher encountered some limitations. Though these 

limitations did not invalidate the study, but were capable of watering down the potency. The 

limitation of the study stem from the following: A sample of Selected Banks was used instead 

of the entire population. The result would have been different if the whole population was 

used.  The use of questionnaire as a primary data is also a limiting factor as it restricted the 

researcher to the information given by the respondents only unlike the secondary data which 

would have given the researcher a different view and insight of previous study. The cross-

sectional survey collects data from different individuals at a particular point in time, observes 

variables without influencing them and not taking the environment into consideration. Unlike 

the Longitudinal study that capture the dynamic nature of the man and the environment. 

The analyses of data in line with the hypotheses of the study indicates that the study draws of 

the following conclusion on organizational climate and employee commitment in money 

deposit Bank in Port Harcourt, Nigeria. From the data analyses in the previous chapter the 

result identified the existence of significant relationship between the two variables. This 

study shows that job autonomy is a predictor of employee commitment, the criterion variable. 

The analysis stated that a conducive organizational climate will enhance employee 

commitments and productivity. 

Recommendations 

1) To enhance the relationships between autonomy and affective commitments of bank 

employees, favorable decisions should be made in regards to the employee’s. And in 

order to ensure that the employee have sense of obligation for the organization, the 

management should endeavor to organize trainings and seminars that will make the 

employee dutiful to his job. 



Research Journal of Management Practice | ISSN: 2782-7674 

Vol. 3, Issue 1 (January, 2023) | www.ijaar.org/rjmp  

  

67 

 

2) To encourage the employee on the job for high level of productivity in the 

organization, the communication level between managers and employees, and 

amongst employee on productive measures to be taken in advancing the organization. 

3) Since the employee is concerned with personal losses, it is therefore important for 

bank management to come up with insurance policy that will create financial 

empowerment for the employee in case he leaves the  
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