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Abstract 

This study examined the relationship between extrinsic reward systems and employees’ 

commitment of deposit money banks in Port Harcourt. Cross-sectional survey design was 

used for the study. The study had a population of 315 respondents that cut across 10 selected 

deposit money banks in Port Harcourt. The study sample was 176 employees of deposit 

money banks in Port Harcourt derived from the use of systematic sampling technique. The 

data collected was subjected to analysis using Partial Least Squares (PLS) – Structural 

Equation Modelling (SEM) with the aid of Smart PLS 3.3.3. The result of the study showed a 

positive and significant relationship between extrinsic rewards and the measures of 

employees’ commitment (affective, continuance and normative commitment). The study 

concluded that rewards system is a driver of employees’ commitment in the Nigerian banking 

sector as confirmed by the result of the study. Arising from the findings and conclusion of the 

study, the study recommended that management of deposit money banks should ensure that 

adequate reward system is put in place to ensure that employees are better committed to their 

jobs. Furthermore, the study recommended that the organizational reward policies should be 

transparent in the sense that it gives equal and fair pay to employees in order to ensure that 

they are committed to the organization. 
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Introduction 

In this present world of globalization where business has gone beyond national boundaries, it 

is the duty of organizations to devise a means on how to earn the commitment, dedication of 

their employees in order to achieve their goals and still be relevant in business. The challenge 

of employee commitment has become very important to organizations seeking for 

productivity. Employee commitment entails the level of enthusiasm an employee has towards 

his/her tasks assigned at a workplace. Altarawneh and Albdour (2014), maintained that 

commitment to the organization involves three attitudes that are; identification with 

organizational goals, feelings of involvement in organizational tasks and feelings of loyalty to 

the organization. A committed employee means that there is loyalty to the organization in 

which they are currently employed and will strive to achieve the goals of the organization in 

which they work for. Ayman (2017), stated that if the organization makes the employees to 

be motivated and satisfied, they will be committed and their involvement will lead to increase 

in productivity and decrease in turnover rates. Furthermore, Hunjra (2010) argued that 

employees who have high commitment will contribute their energy and time to achieve the 

organization goals and values. Peace (2014) noted that increase in employees commitment 

level actually increase the organization performance. 

Park, Christie and Sype (2014) propounded that commitment workers may be more likely to 

be involved in organizational citizenship behaviour (OCB) meaning extra-role behaviours 

like creativity or innovation which often keeps organization competitive. Lambert and Hogan 

(2009) stated that committed employees are loyal to the organization, they would also share 

the organization values and identify with the goals of the organization. Anitha (2014) argued 

that employee commitment in the workplace is fundamental because it enhances the survival 

of firms in a competitive environment. The commitment of employees in money deposit 

banks is important due to the crucial role played by the industry. It plays a major role in 

economic development of the country. Klein, Molloy and Cooper, (2009) define employee 

commitment as the bond that exists between the organization and the employee. Employee 

commitment is a standout amongst organizations as it affects performance.  

According to Chen and Aryee (2007) the dedication of workers is an essential tool for 

effectively enhancing the execution of the organization. The commitment of an employee to 

any organization will be as a result of bond that has been created between the employee and 

the employer. Meyer, Stanley and Parfyonova (2012) defined commitment using a 

multidimensional approach, which are affective, continuance and normative perspectives. 

The affective dimension of commitment refers to the emotional attachment and involvement 

with an organization, the continuance aspect is the perceived costs of leaving an organization 

while the normative commitment refers to the felt responsibility to support and remain a 

member of an organization. 

Considering the need of employee commitment, it is assumed that employees will be 

committed and willing to stay longer in a firm that has a good reward system. Reward is one 

of the factors that have the ability to improve the commitment as well as productivity of the 

employees. According to Agila (1997), intrinsically motivated individuals will be committed 

to their work only when they find out that their job contains task that is intrinsically 

rewarding. In the same vein, extrinsically motivated persons will be committed to the extent 

that they can gain or receive external rewards for their job. 

Good reward system is therefore expected to contain elements that reward both intrinsically 

and extrinsically to trigger both extrinsic and intrinsic motivation as well as commitment 

from the employees. Pierce et al (2003) pointed that an effective reward system is not static 
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but constantly fine-tuned and its effectiveness often evaluated to ensure it constantly captures 

employee motivation. Danism and Usman (2010) further noted that reward systems must 

constantly increase the desire to attain high standards, increase employer satisfaction and give 

a feeling of competence and freedom. Reward systems have the ability to attract the right 

employee, keep them and constantly motivate them to deliver desirable performance.  

Rehman, Khan and Lashan (2010) stated that a reward system is the world’s greatest 

management too. Bayon (2013) is of the opinion that the level of employee commitment is 

subject to their level of motivation which comes as a reward of reward system the 

organization has put in place. As it is employees cannot be replaced like machines or forced 

to deliver under certain conditions, but when an organization takes it upon itself to satisfy the 

needs of its employees, it triggers a desire in the employees to return this favour with hard 

work and commitment. Chughtai (2008), posited that identifying the needs of the employees 

and answering it, is the most effective means of motivation to earn their commitment to the 

organizational goals and objectives. 

One of the major determining factors that gives organizations competitive edge over rival is 

the level of commitment of its employees (Shahid & Azhar, 2013). Going by the numerous 

works that have been done in relation to employee commitment, it is baffling that the 

revelations are that there is low level of employee commitment in the banking sector in 

Nigeria and many of the organizations are still suffering from poor level of commitment from 

employees. There has been seen from the high level of movement from one job to another in 

the banking sector in recent times due to the low level of commitment of the employees in the 

sector. The resultant effect of this is that the lack of commitment on the part of the employees 

is that it is detrimental to the overall performance, wellbeing and sustainability of the 

organization and the realization of its goal and objectives. In the view of Cohen (1993), he 

asserted that one in every four employees in the banking sector intent to leave in few years. 

And this has a negative effect on the organization as its results in inefficiency, low 

productivity, low morale on other employees and also the high cost of recruiting new 

employees in the organization.  

It is also worthy of note that when an employee who is not committed decides to remain in an 

organization, they are not adding anything to the organization as they are mostly 

unproductive and their non-commitment to the organization ultimately affect their level of 

service delivery and quality to the customers. It is also important to note that employees who 

are not committed to the organization may bring bad blood into the organization and will 

reduce the level of organizational performance and inability to meet up with organizational 

goals. Also, the rate of employee separation which is a result of low level of commitment has 

become so alarming recently and this act weakens the organization resilience and capability 

of the organization. Low employee commitment possesses many unbearable problems to the 

firm some of which manifest in the form of reduction in productivity, low morale of 

employees, poor industrial relations and cynical behaviour.  

Employee commitment is an added value to the organization because it helps the employee 

have a better understanding of the organizational goals. The manifestation of employee 

commitment can be seen from the level of commitment to assigned tasks, the creativity and 

innovation of employees in the workplace as well as sincerity carrying out their assigned 

duties (Riketta, 2002). Hurst (2002) noted that nurses between 25 and 30 were likely to leave 

as opposed to above 30 years and above therefore more focus should be put on strategies that 

retain employees within the above age group. Hence this study seeks to examine the 

relationship between extrinsic reward and employee commitment of deposit money banks in 

Port Harcourt, Rivers State.  
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Research Questions 

The following questions will guide the study 

i. What is the relationship between extrinsic reward and affective commitment of 

deposit money banks in Port Harcourt, Rivers State? 

ii. Is there a relationship between extrinsic reward and continuous commitment of 

deposit money banks in Port Harcourt, Rivers State? 

iii. What is the relationship between extrinsic reward and normative commitment of 

deposit money banks in Port Harcourt, Rivers State? 

Research Hypotheses 

The following null hypotheses were formulated and tested. 

i. There is no significant relationship between extrinsic reward and affective 

commitment of deposit money banks in Port Harcourt, Rivers State? 

ii. There is no significant relationship between extrinsic reward and continuous 

commitment of deposit money banks in Port Harcourt, Rivers State? 

iii. There is no significant relationship between extrinsic reward and normative 

commitment of deposit money banks in Port Harcourt, Rivers State? 

Literature Review 

Extrinsic Rewards 

Extrinsic rewards fulfil employees’ extrinsic factors or hygiene factors and thus do not let 

him start thinking about leaving the company. Examples include; pay rise, bonuses, paid 

leaves, annual recreational plan etc. Ahmed (2009) confirms that there is a statistically 

significant relationship between reward and recognition respectively, also motivation and 

satisfaction. Carraher et al (2006) advocate that there should be an effective extrinsic reward 

system to retain the high performers in the organization and reward should be related with 

their productivity. Extrinsic motivation is generated by some actions being done for people to 

motivate them. This motivation occurs from the external sources such as money, grades, 

criticism or punishments. Extrinsically motivated employees can work on a task even without 

being interested in it, knowing that the reward will provide them with satisfaction and 

pleasure after the task being completed. Unfortunately, extrinsic motivation has a short effect 

on the employees and with the new task to be done new rewards should be offered 

(Armstrong, 2013). 

According to Raza (2012), extrinsic rewards or in other words monetary rewards are the best 

source of employee motivation which would cater the expectations of individual employees 

in order to keep them motivated. Therefore, this way of motivation tends to be short term and 

should be repeated constantly to retain motivation and performance of the employees. By 

extrinsic rewards an organisation can boost the productivity and moral of workforce, 

therefore maximising and improving employees’ performance as well as the whole 

organisational performance (Danish & Usman, 2010). By reward system an organisation 

ensures that the employees have perception that they are valuable for the company and the 

management acknowledges the role they play in the progress of the company. In short, 

monetary rewards can play an effective role to maximise productivity of employees and has a 

critical role in maintaining high level of motivation among employees. 

Extrinsic motivation is generated by some actions being done for people to motivate them. 

This motivation occurs from the external sources such as money, grades, criticism or 

punishments. Extrinsically motivated employees can work on a task even without being 

interested in it, knowing that the reward will provide them with satisfaction and pleasure after 
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the task being completed. Unfortunately, extrinsic motivation has a short effect on the 

employees and with the new task to be done new rewards should be offered (Armstrong, 

2013). A study carried out by Andrew and Kent (2007) showed that extrinsic reward such as 

cash rewards are rated highly by employees at all levels and gives them some level of job 

satisfaction and recognition for their input in their organization. Monetary rewards, also, have 

the power of promoting different job positions making them more attractive for the 

employees, therefore, pushing workforce for constant skills improvement and development 

(Boehm and Lyubomirsky, 2008).  

According to Baron (1983) cited in Eshak et al (2016), extrinsic rewards are tangible rewards 

and the rewards are external to the job or task performed by the employees. They can be in 

terms of salary or pay, incentives, bonuses, promotion and/or job security. They are also 

called financial rewards. To Luthans (2000), they mean pay-for-performance such as 

performance bonus, job promotion, commission, tips, gratuities and gifts, etc. McCormick 

(1979) defines extrinsic rewards as those that are external to the task of the job such as pay, 

work condition, fringe benefits, security, promotion, contract of service, the work 

environment and conditions of work. He notes that such tangible rewards are often 

determined at the organizational level and may be largely outside the control of individual 

manager. In his opinion, other things included in it are competitive salaries/wages, increment 

in pay, bonuses and such indirect forms of payment. 

Extrinsic rewards are external to the job itself. They comprise such elements as pay, fringe 

benefits, job security, promotions, private office space, and the social climate (Kilimo, 

Namusonge, Makokha & Nyagechi, 2016). Other examples include competitive salaries, pay 

raises, merit bonuses, and such indirect forms of payment as compensatory time off (Mahaney 

and Lederer 2006). Firms are able to improve worker productivity by paying workers a wage 

premium a wage that is above the wage paid by other firms for comparable labor. A wage 

premium may enhance productivity by improving nutrition, boosting morale, encouraging greater 

commitment to firm goals, reducing quits and the disruption caused by turnover, attracting higher 

quality workers and inspiring workers to put forth greater effort (Goldsmith, Veum and Darity 

2000). As a result, people are attracted to well-paying jobs, extend extra effort to perform the 

activities that bring them more pay, and become agitated if their pay is threatened or decreased 

(Stajkovic and Luthans 2001). Extrinsic rewards are used to show that the company is serious 

about valuing team contributions to quality. The monetary rewards consist of a cash bonus 

allocated to each team member. The team bonus would be given separately from the salary. On 

the other hand, team rewards must be used in ways that avoid destroying employees’ intrinsic 

motivation to do their job. The need for continuous improvement requires employees to be 

innovators; devising novel solutions that improve a work process or that delight the customer. 

The use of extrinsic rewards that are tightly linked to team performance may teach team members 

to become money hungry and undermine their intrinsic interest in the work itself (Balkin and 
Dolan 1997). 

Extrinsic reward has been conceptualized by scholars in different ways. Judge et al. (2010) 

and Larkin et al. (2012) conceptualized extrinsic reward as issuance of a pay rise and salary 

bump to employees after their exceptional performance. According to Judge et al. (2010), 

employers use pay rise as a motivating factor to ensure that employees work hard to achieve 

high performance. Employees are more likely to perform better if at the end of an exemplary 

performance there is likelihood for a pay rise. They posit that regular pay regardless of the 

amount cannot serve as a source of motivation for an employee. For that reason, 

organizations ought to establish a pay structure where employees who perform well are 

rewarded using pay rise. This technique plays a major role in obtaining the best from 

employees. Conceptualization of extrinsic rewards as the issuance of bonuses at the back of 
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an exceptional performance by a corporate organization after a financial year was done by 

Anik et al. (2013) and Ahammad et al. (2015). According to Anik et al. (2013), bonuses can 

be a substitute for the issuance of pay rises to employees after an exceptional performance. 

Bonuses are issued to employees after a financial year when an organization has been able to 

surpass its expectations regarding financial performance. When employees feel that their 

exceptional performance is likely to lead to the issuance of bonus, they are likely to perform 

better. Ahammad et al. (2015), argue that it is important for organizations that match or 

surpass their performance financial to reward its employees for their role in achieving that. 

When this happens, employees will be more motivated and look forward to subsequent years 

to achieve higher performance and win more bonuses. 

In the views of Awan & Tahir (2015) and Yousaf et al. (2014), extrinsic reward has to do 

with the issuance of insurance policy covers to all employees. This, according to Nemeckova 

(2017) could be life or health insurance. Awan & Tahir (2015) opine that organizations 

should give insurance covers to some of the risks that the employees face. They proposed the 

issuance of a health insurance cover to ensure that employees do not worry about their 

medical bills. This promotes their motivation and ultimately their performance. In the same 

vein, Yousaf et al. (2014) posit that employees are worried about their social welfare as well 

as the social welfare of their loved ones especially their spouses and children. For that reason, 

eliminating this social welfare worry increases the employee focus and motivation which 

translates to better organizational performance. Conceptualization of extrinsic rewards as the 

establishment of a pension fund to all employees was done by Wang & Shultz, (2010) and 

Montizaan et al. (2010). According to Wang & Shultz (2010), the establishment of a pension 

fund works in similar dynamics as issuing insurance cover to employees. Establishment of a 

pension plan for all employees helps in safeguarding their financial security in old age. When 

an employer has safeguarded the financial security of an employee, the employee is 

motivated and more likely to focus on their work and performance (Montizaan et al., 2010). 

Extrinsic rewards are support to the direct satisfaction of money needs and intrinsic rewards 

which are found helpful for the acknowledgment of employees and that recognition is a 

motivation point for the employees to the work engagement. Most of the literature proves that 

the encouragement and the appraisal or the reward system of the employees result in the 

higher employee retention rates, productivity and job satisfaction. The organizations whose 

employees have the perception that the organization treats them in sufficiently well manner 

will get the best effort from their employees towards the work (Ajma, et al, 2015). 

Employee Commitment 

Employees’ commitment is a bond that bind the employee with the organization they belong 

to the point where employee is willing to let go his/her desire in order to enhance or achieve 

the goal of the firm (Omoankhanlen & Obomeghie, 2021). According to Caught and Shadar 

(2000) organizational commitment is the state in which a staff committed to assist in the 

achievement of the firms’ goals and it involves the worker’s levels of involvement, 

identification and loyalty. Visanh and Xu (2018) opined that the employee commitment is a 

fundamental factor which helps enhance the effective and efficient functioning of the 

organization which thus helps achieve the firm’s objectives. From the definition of Caught 

and Shadar (2000) the dimensions of commitment are involvement, identification and loyalty. 

Meyer and Allen (1991) identified three well known measures of organizational commitment 

which are affective commitment, normative commitment and continuance commitment. 

Thus, man is an emotional being and rational in making decision that tend to favour him. 

Employees are in continuous search of greener pasture which thus increases turnover within 

the organization. Employees’ commitment to the organization reduces turnover. When a 
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talented employee leaves the workplace, it reduces productivity, reduces moral and increase 

cost of recruitment and training (Ampomah & Cudjor, 2015). Hersovitch and Meyer (2002) 

opined that commitment serve as a force which bind employee to a sequence of action of 

importance to a specific or more targets. They postulated that the binding is the maintenance 

of the link or association with the commitment objective and is seen as the most essential 

outcome of commitment. Employees who are committed stay long or spend long period of 

time with a firm as compared to those or not committed to their establishment. Employees 

stay more in the firm when there is lack of alternative opportunity and when the cost of 

withdrawing from the organization is higher than the cost of staying. Dixit and Bhati (2012) 

identify the cost connected with leaving to include, time wasting, energy spends acquiring, 

attractive benefits and disruption of personal relationship. 

Despite the high rate of works on organizational commitment, there has been little move 

towards the establishment of a generally recognized meaning of commitment. Azeez (2015) 

asserted that organizational commitment is the feeling of employees’ devotion towards the 

organization they work. He further asserted that the devotion an employee has for the 

organization is largely dependent on the extent to which they believe in the value, norms, 

orientation and aims of the organization and their personal feeling of being involves in the 

mission of making the organization a prosperous one. In the same vein, Ng and Feldman 

(2008) noted that organizational commitment is the strong force that connects employees to 

their organizatons. Azeez et al (2016) affirmed that the work environment today requires that 

managers and leadership of organizations need some form of initiative and strategies that will 

help them in attracting and retaining talented employees. They further noted that the freedom 

and autonomy of committed employees in the accomplishment of day-to-day tasks, still 

requires the direction from the management. 

Affective Commitment  
The effective environment provides happiness to the employee and subsequently increases 

the emotional attachment with the organization (George et al., 2011). The affective 

commitment is immensely necessary for the organizations to create a strong willingness to 

the employees to stay in the organization and accepting its objectives and values, Allen & 

Mayer, (1990). 

The antecedent for affective commitment includes perceived job characteristic where there is 

task autonomy, task significance, task identity, skill variety and supervisory feedback, 

organizational dependability that mean extent to which employees feel the organization can 

be counted on to look after their interest, and perceived participatory management that they 

can influence decisions on the work environment and other uses of concern to them (Madi et 

al, 2012). In the view of Bal, et al, (2014), affective commitment reflects an emotional 

attachment and involvement in the organization. Affective commitment shows commitment 

that depends on emotional ties the employee develops with the organization through work 

experiences that are positioned (Tamunimiebi, 2019).  

Continuance Commitment 

The continuance commitment is initiated from the employees needs to stay in the 

organization by considering and understanding of costs of leaving and willingness to remain 

in the organization because of „Nontransferable‟ investment of employees. The 

nontransferable investment includes retirement, relationships with other employees, and 

exceptional things of the organization Allen & Mayer, (1990), Brockner et al, (1992). The 

continuance commitment comprised of a number of years employment, the unique benefits 

received by the employees from the organization (Hunt & Morgan, 1994).  
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Normative Commitment 

 Meyer & Maltin (2010) opined that latter observation regarding normative commitment is 

consistent with recent findings; demonstrating that normative commitment can have two 

faces, one reflecting a moral imperative and the other reflecting indebted obligation (Meyer 

& Parfyonova, 2010). Firstly, the moral imperative mindset is experienced when normative 

commitment combines with strong affective commitment. Secondly, the indebted obligation 

mindset results from a combination of strong normative commitment and continuance with 

weak affective commitment. Also, Lee & Chen (2013) asserted that normative commitment 

relates to obligation employee may feel they owe the organization for being given a job when 

they need it most. That in no small measure will increase or boost the employee level of 

commitment especially in a society where there is an army of unemployed people. 

Methodology 

The target population consists of the 24 money deposit banks Port Harcourt, Rivers state. Out 

of the 24 deposit money banks, 10 deposit money banks were selected for the study due to 

easy accessibility. However, the accessible population of this study covers of 315 employees 

drawn from the ten (10) selected deposit money banks Port Harcourt. In determining the 

sample size for this study, the Yamane’s (1968) formula for sample size determination was 

used to arrive at a sample size of 176. 

Partial Least Squares (PLS) – Structural Equation Modelling (SEM) with the aid of Smart 

PLS 3.3.3, was used to examine the relationship between Extrinsic Reward Systems and the 

measures of Employees’ Commitment. 

Hypotheses Testing 

Hypothesis one: There is no significant relationship between Extrinsic reward and Affective 

commitment. 

Figure 1 revealed that there is a significant relationship between Extrinsic reward and 

Affective commitment (p = .000 and β =0.727) hence we find that Extrinsic reward is 

associated with Affective commitment and the association is positive. This means that, an 

increase in Extrinsic reward will lead to a corresponding increase in Affective commitment 

and vice versa. Based on the decision rule of p < 0.05 for null rejection; we therefore reject 

the null hypothesis and restate that there is a significant relationship between Extrinsic 

reward and Affective commitment. 

Hypothesis two: There is no significant relationship between Extrinsic reward and 

Continuance commitment. 

Figure 1 revealed that there is a significant relationship between Extrinsic reward and 

Continuance commitment (p = .000 and β =0.709) hence we find that Extrinsic reward is 

associated with Continuance commitment, however, the association is a strong positive 

relationship. This means that, an increase in Extrinsic reward will lead to a corresponding 

increase in Continuance commitment vice versa. Based on the decision rule of p < 0.05 for 

null rejection; we therefore reject the null hypothesis and restate that there is a significant 

relationship between Extrinsic reward and Continuance commitment. 

 

Hypothesis three: There is no significant relationship between Extrinsic reward and 

Normative commitment. 
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Figure 1 revealed that there is a significant relationship between Extrinsic reward and 

Normative commitment (p = .000 and β =0.743) hence we find that Extrinsic reward is 

positively associated with Normative commitment. This means that, an increase in Extrinsic 

reward will lead to a corresponding increase in Normative commitment vice versa. Based on 

the decision rule of p < 0.05 for null rejection; we therefore reject the null hypothesis and 

restate that there is a significant relationship between Extrinsic reward and Normative 

commitment. 

Discussion of Findings 

Relationship between Extrinsic reward and Affective commitment 

The bivariate hypotheses between Extrinsic reward and Affective commitment reveal a 

noteworthy relationship between the two variables. The Path Coefficient reveals β = 0.727, p 

= 0.000 which implies that Extrinsic reward has a significant relationship with Affective 

commitment. Thus, the null hypothesis was rejected and the alternate hypothesis was 

accepted. The result of the Path Coefficient (β) is 0.727. This thus reveals that there is a 

strong positive significant relationship between Extrinsic reward and Affective commitment. 

Thus, enhancing Extrinsic reward will help enhance Affective commitment. Thus, the first 

objective of the study which sought to examine if Extrinsic reward relates with Affective 

commitment was achieved. This finding agrees with that of Khan, Farooqi and Khan (2010) 

who found out that reward program in form of pay and benefits have a positive and direct 

relationship with employee’s affective commitment. 

Relationship between Extrinsic reward and Continuous commitment 

The bivariate hypotheses between Extrinsic reward and Continuous commitment reveal a 

noteworthy relationship between the two variables. The Path Coefficient reveals that β = 

0.709, p = 0.000, which implies that Extrinsic reward has a significant relationship with 

Continuous commitment. Thus, the null hypothesis was rejected and the alternate hypothesis 

was accepted. The result of the Path Coefficient (β) is 0.709. This thus reveals that there is a 

significant relationship between Extrinsic reward and Continuous commitment. Thus, 

enhancing Extrinsic reward will help enhance Continuous commitment. Thus, the second 

objective of the study which sought to examine if Extrinsic reward relates with Continuous 

commitment was achieved. This finding agrees with that of Omoankhanlen and Osawe's 

(2018) work showed a significant relationship between extrinsic reward system and employee 

commitment. Yousaf and associates (2012) resolved that employees who continuously 

participate in social exchange processes develop their own perception about the rewarding 

system. 

Relationship between Extrinsic reward and Normative commitment 

The bivariate hypotheses between Extrinsic reward and Normative commitment reveal a 

noteworthy relationship between the two variables. The Path Coefficient reveals that β = 

0.743, p = 0.000, which implies that Extrinsic reward has a significant relationship with 

Normative commitment. Thus the null hypothesis was rejected and the alternate hypothesis 

was accepted. The result of the Path Coefficient (β) is 0.743. This thus reveals that there is a 

significant relationship between Extrinsic reward and Normative commitment. Thus, 

enhancing Extrinsic reward will help enhance Normative commitment. Thus, the second 

objective of the study which sought to examine if Extrinsic reward relates with Normative 

commitment was achieved. This finding agrees with that of Samuel (2021) who revealed a 

positive and significant relationship between extrinsic reward and normative commitment. 
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Conclusions 

The commitment of employees in any organization is vital to the survival and wellbeing of 

such organization, the nature of business notwithstanding. Employee commitment enhances 

the performance of an organization and determines how competitive the organization will be 

in the industry. In deposit money banks, commitment of the employees is paramount for the 

organization to be able to stand the test of time and compete at a high level. Looking at the 

results obtained from the analysis carried out on the obtained data on the relationship between 

rewards system and employees’ commitment, it clearly shows that for organizations to have 

committed employees given the fact that the banking industry has one of the highest rates of 

employee turnover, it is important to have a reward system that will be able to aid retention of 

employees in deposit money banks in Port Harcourt. The more effective the organizations are 

able to set up their reward system, the more committed the employees will be in the 

organization to ensure their survival, performance and competitiveness. 

Extrinsic rewards was found to be positively related to the level of affective, normative, and 

continuance commitment of employees in every organization. This goes to show that the use 

of salaries, incentives, bonuses amongst other influence the commitment of employees to the 

organization.  

Furthermore, it was found that organizational reward policies influence the commitment of 

the organization. The result of the analysis revealed that, where the reward policy of the 

organization is favourable to the employees, it will improve their commitment thereby 

enhance the performance of the organization as a whole. Conclusively, the study has shown 

that reward systems put in place by an organization influences the level of commitment the 

organization enjoys from its employees and where the reward systems are not favourable, it 

will bring about counterproductive behaviours. 

Recommendations  

Based on the findings and conclusion of this study, the following recommendations are 

hereby proffered. 

1. Management of deposit money banks should ensure that salaries that are 

commensurate with the work being done by employees are given to them to ensure 

that their affective commitment is enhanced. 

2. Management should note that the use of bonuses and other financial rewards are given 

to ensure that the commitment of employees are continuous thereby enhancing the 

performance of the organization. 

3. There should be other incentives given to employees to make them feel settled in the 

organization thereby attracting and retaining talents through their commitments to the 

organization. 
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Figure 1: Extrinsic reward and Measures of Employee Commitment 

Source: SmartPLS 3.3.3 Output on Research Data, 2022 

 

 


