Chapter One

Introduction
1.1 Background to the Study
Performance of secretaries to achieve maximum output in an institution is vital to the
development of such institution. An institution most of the time is judged by its
performance. For more than a decade, institutional environments have expefienced
radical changes as a result of greater competition among them due to their @ of
performance. Job performance can be described as accomplish .'Sgssigned
duties in accordance with organizational guidelines subject t.o t ngal constraints
of reasonable utilization of available resources. It is alsq@ibed as the extent to
which an organizational member contributes to 'a@vmg the objectives of the
organization'. It has become one of the%\?lcant indicators in measuring
organizational performance. Althoug c@{ormance is oftentimes determined by
financial figures, it can also be El ed through the combination of expected
behaviour and task-related Sp@%ffective job performance has positive effects on

the organization. For th rgilnization, it is a means by which it ensures productivity,
growth and SHWC:QQ

Similarly, %tlve job performance provides workers with economic gains, security,
S 'a@atus, family and social prerogatives. Performance is conceptualized as work
&mes that relate closely to task performance, such as the quantity and quality of
work done, and job related behaviours that consist of behavioural aspects useful in
achieving task performance. Having a job has always been a crucial factor in
Nigerian society as individuals are identified by their occupations. A person's job

reveals his/her personality, and it influences the nature of interactions he/she has



with people. It largely determines the individual's social status. Performance
therefore, offers a lot of benefits to organizations, individuals and the society at

large?.

A secretary is someone who has office skills in handling correspondences and has
the ability to assume responsibilities without direct supervision to provide
communication support services on matters of routine and administrative iss

professional secretary performs tasks that are essential for the smooth, e@%@n‘[ and
effective operations in an office. Executive function is just ceatral in every
organization and no office can easily function without a c5®? secretary. This

brings about their importance to the success, gro&éﬁ development of the

organization’. »Q'Q\
Secretaries are considered an import Qﬁ%@r good and effective performance in

any organization. It was stated thathimproved performance is achieved through the
employees in the organizat% 1l the 1980s, performance was usually interpreted
as the output of a combi tign of ability and motivation, given appropriate resources
and hence motiyati %ople became a key component of most management work.
Performance 'fueans what the organization hires one to do and do well. Performing
emplo@lp leaders to create excellent organizations. There are times when a new
@)yee is a good fit for a void that the organization needs to fill and improves
performance in that job. If a person is in the right job, there is a direct link to

performance. There is more commitment, satisfaction, and motivation for the

employee and better overall performance for the employee*”.

Three main determinants of performance were suggested, these are declarative

knowledge, procedural knowledge and skill and motivation®. Declarative knowledge



refers to knowledge about facts, principles, and objects. It represents the knowledge
of the given task’s requirements. Procedural knowledge and skill is, knowing how to
do it. These include cognitive skill, perceptual skill and interpersonal skill. The third
predictor of performance is motivation, which refers to a combined effect from three
choice behaviours-choices to expend effort, level of effort to expend, and choice to
AL
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Individual job performance is a multidimensional idea consisting of r%facets

persist in the expenditure of that level of effort®.

such as an employee’s output (job result), employee mode of accomplishing his or
her task (job behaviour), and the employee’s attitude toward§® I?er job (personal
traits). Job performance can be seen as an actio.n &@ievement considered in
relation to how well or how successful a per: r@done or executed an action.
Relating this view to secretaries in an orggatlon, job performance of secretaries
implies the total extent to which they @e to accomplish their job responsibilities,
the method they employ in accom‘@mg tasks and their attitude to work. Literature
has given much attention to\job performance of employees in an organization and
two major categorie,@:)\b performance have been identified to include task

performance anQ%Qextual performance’.

Task perfortance are set of activities in-role behaviour which are part of the formal
j@ascription expected of an employee to achieve and are part of the formal reward
system (technical core). It also addresses the requirements as specified in job
descriptions, and covers the fulfillment of the requirements that are part of the
contract between the employer and employee. Contextual performance consists of
behaviour that does not directly contribute to organizational performance but

supports the organizational, social and psychological environment. Examples of



these activities include volunteering for activities beyond a person's formal job
requirements, persistence of enthusiasm and application when needed to complete
important task requirements, assistance to others, following rules and prescribed
procedures even when it is inconvenient and openly defending organization

objectives’.

The level of job performance of secretaries could be high or low. This impl'e@at
there is a level of job performance that is expected by every organizati%%?om its
employees. This also includes secretaries whose primary functions include
supporting management, using a variety of project managerﬁ%.c%j?munication and
organizational skills to meet the organizational goa.ls a&@%ectives. The quality of
works of secretaries is hinged on the level of %@)erformance and has been the
concern of all stakeholders. Unfortunately,\it 1S observed that, the level of job
performance among secretaries in @%éemic institutions in Nigeria is low
compared to what is obtainalxl'&mong other faculty members of the same

educational sector. This Merformance could stem from poor leadership, in

conducive work envi '15, absenteeism, procrastination, among others®.

Job performaBQc‘ can be studied from the perspectives of the following measures; job
specific task performance, non- job specific task performance, communication and
@nstraﬁng effort, personal discipline and peer/team performance and
supervision/leadership. These measures are considered for this study. Job-specific
task performance means the ability of secretaries to perform some related specific
task. These include the ability to perform office routine work, attending to
information request, ability to attend promptly to request from other employees

among others. All these tend to enhance the job performance of secretaries. Non-job



specific task performance means the ability to always meet with deadline and also
providing input to growth of the organization. When secretaries tend to complete
their work at a stipulated time, they tend to achieve the goals and objectives of their
universities which in the long run enhance their performance. Communication and
demonstrating effort is another component of job performance which could stem
from good human relation among staff. These include using communication skills,

using information tools and technologies, creativity and diligence and p%}hng
competently under pressure®. However, probable factors that : ce job
performance of secretaries in government-owned tertiary insEitug'%s.'\n Oyo State are
Organizational characteristics and Employee comm,i&@[. Organizational
characteristics are those features that are resident ,@he tertiary institutions that
enhances job performance of secretaries. 'ﬁ%’%nizational characteristics that
would be looked into for the sake of 'i‘x&g%grch work are: organizational culture,

organizational reward system and (%n tional resources.

>

Culture of an organizationM ehavior, patterns and standards that bind it together.
It tells the employees work for it what is right and wrong, what to believe, what
not to believe, @to react and how to feel. Doing what is right in the organization
by the @yee could consequently enhance job performance. Some of the
nts of Organizational culture are autonomy and shared views/goals.
Autonomy is the practice or collection of practices involving hierarchical delegation
of responsibility, in order to provide employees with enhanced decision-making
powers to carry out primary tasks’. Previous research has shown that workers can be
highly autonomous in work, enthusiastic and free to participate in such activities and
thus improve their ability and motivation to further grow and prepare!'®. It is

affirmed that, when an employee has a certain degree of work autonomy, he or she



will decide on his or her balance of work and life that will contribute to improved job
satisfaction and efficiency'!. Shared views/goals refer to when employees have
similar view about meeting the goals of the organization. The essence of a shared
goal is that it is a reflection of connection among employees and management
towards an important undertaking'?. The coherence help employees to understand
how work is related across all the departments, levels and units in the institlition as
well as aligning the work of employees with the institution’s strategic dire@'&p\and
priorities'?. Sharing common goals enables employees to direct thei .'Tsﬂ to the
achievement of that particular goal, but for that to hflp& &*ere should be

interdependence and collaboration among employees. ,&%\

Organizational reward system is essential to own as it has become important

in managing employee's performance. This élemént of compensation is instituted to
motivate the employees. The reward Qst}hs are directly and indirectly involved in
the vision and mission of the @ization which benefit both employees and
organization. It consistswm organization’s integrated policies, processes and
practices for rewardi %f;}lployees in accordance with their contribution, skill and
competence aangr markets worth. It is a system developed within the framework
of the 0 @zation’s reward philosophy, strategies and policies and contains
a@ﬁ@ents in the form of processes, practices, structures and procedures which
willprovide and maintain appropriate types and levels of pay, benefits and other
forms of reward. However, it is important to motivate and keep the employees
motivated which has become an essential part of human resources and management
within organizations. Reward systems have a huge impact on organizations to retain
and motivate the employees and as a result of achieving high levels of performance'*.

Thus, organizations must develop programs such as reward systems to fulfil



employees' needs and motivate them to work. This is because a properly
administered system of rewards can provide good quality of employee performance;
failure of such can lead to low employee morale or unproductive performance of the
employees'>. Therefore, outcomes achieved by the organization through the reward

system can be measured using indicators that describe an employee's pattern of

N

Accordingly, salaries and wages are very significant elements of or '%onal

performance over time.

reward system which will go to a very large extent in prov1d1n§%}actlon and
enhance employee performance in an organization. @9‘&: aims to earn
income either in financial or non-financial form. Salary de? ned as a fixed amount

16

paid to the employees at regular intervals for their rmance and productivity in a
day™. §

It is also the main mechanism f nizations to reward employees.
Therefore, the organization must un@% eir preferences in a reward system.
The issue of salary is challengq@:erefore, organizations need to work hard at
communicating with perfoﬂ\@@and financial reward connection'’. Salary or wages
as a reward element i effective tool in increasing employee performance. Every
organization m@e ore determine the amount of salary of the employees that
align wit t@xeds of their life. An effective wage strategy is expected to contribute

on thewyiability of the unit of work, the realization of the vision and mission, as well

the achievement of the targets of work'®.

Rewards based on execution against spending plan, quality or different norms might
be utilized as prompt reward related motivating forces. This element of reward
system in the form of bonuses have gotten prevalent in organizations as methods for
furnishing representatives with a prompt buster for a culmination of a venture or

action. Bonus, is described as, the compensation over and exceeding the amount of
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pay that the employees received as a base salary or hourly rate of pay. Bonus plans
are one of important part in reward systems. This is because a bonus that will be
given to the employees will be based on their current performance in the
organization'’. It is a payment where the employees should not be expected to
receive as it is commonly discretionary or backwards-looking. However, it can be
considered as an extra amount of money paid by the organization when the en}plgg‘e
performance is outstanding over the whole year. This bonus plan is to enlqﬁg}the
performance and effectiveness of employees on their job. The pa .t\gﬁonus is
commonly made at the end of the performance period thaf I@eggn set up by an
organization's policies which is a year®’. It is used to rew@ extraordinary effort
made by the employees throughout the year to moﬁ)@t em and bonus also works

as an incentive that will encourage the empl es’%show outstanding performance

compare to low performers in the orge@@

An organization with positive a@@ﬁions could make accessible a system inside
which elevated levels o%tion could be cultivated through non-monetary
reward frameworks b %%angement of chances for learning and improvement”'.
Appreciation i@ga tice of recognizing and acknowledging the contributions,
efforts, d@vements of employees within an organization?>. Appreciation does
not c@ai negative feelings but a way to thank others on their achievements and has
an ‘erergetic quality that expresses an extraordinary feeling of thankfulness from one
person to another person. Employees truly appreciate when they are been rewarded
for a good job well done as they tend to put more effort in their subsequent task
which could in turn heighten their job performance. However, appreciation can be
classified into public, team, private or verbal and written forms which makes

employees feel valued by the organization.



Organizational resources are used to achieve goals and objectives in an organization.
They are resources in which we see, touch, and identify, among others. They include
buildings, lecture theatres, laboratories, libraries, hostels, administrative staff offices,
financial funding, office equipment, furniture, ICT facilities, and so on. They are
made available by organizations to help employees perform their daily activities
quicker and easier. They also include buildings and other machineries needed.fo‘rﬁh‘e
day to day running of the organization in order to improve job perfom@ In
addition, organizational resources consist of physical resources; . N?O chairs,
stationeries and other resources: financial, visible within and.o%l{%e.ﬁm organization.
There is no organization that can effectively operate witho;@\a‘king use of resources.
This is because organizational resources ease empldy@qu{ies, especially secretaries'

administrative activities in an institution. It thtg bgcomes hard for any institution to

operate without providing the needed h@sresources for the institution’*. When
1;&

resources are put in place, it gives% rable experiences to employees and helps

them actualize in the dim%& personality profile. Irresponsible employees can
change to be responsibl an'%l e more committed to their jobs in a conducive work
environment pr '@th necessary physical resources because such environments

reinforce theikgelf-actualizing traits.

ﬁ@ actor that could enhance job performance of secretaries is employee
comitment. Employee commitment is defined as the relative strength of an
individual’s identification with and involvement in a particular organization.
Employee commitment describes the employee’s state of commitment to the
organization, as well as the employee’s identification with the organization's values
and goals, when employees are committed to the organization, they tend to use all

their skills and talents to ensure that the goals and objectives of the organizations are



met. This could in turn enhance their job performance. When organizations recruit,
train, and then retrain skilled individuals, the overall stability of the organization is

maintained, both in terms of productivity and financial viability?°.

Most service-oriented organizations including tertiary institutions have recognized
that commitment of workforce is essential in the achievement of the organizational
success. Employee commitment incorporates a mind-set, which demonstrat% ir
dedication and attachment to their organization’’. Commitment have beégdmd to
be related to a variety of work-related outcomes such as increased>quality service
delivery, employee performance, organizational effectivene§s)\ﬂm%rgduced turnover
and withdrawer cognition. More so, employee CPHK@%M is very important in
today’s competitive information service delive &@onmem as tertiary institutions
are trying to keep pace and compete v% one another. In order for tertiary
institutions to justify their relevan@ the academic community, committed
employees which include secretariééfe required to achieve success in attaining their

goals by ensuring that they Rayg a high job performance?®.

'\
Employee compai 1@%@5 three components and these are affective commitment,

continuance ¢ommitment and normative commitment. Affective commitment is
deﬁnec‘i%n employee’s emotional attachment to, and involvement with an
1zati0n. It develops because of the attraction of the employee to the objectives
and values of the organization. When employees are emotionally attached to the
organization, they tend to be devoted to their roles and responsibilities as this could
enhance the level of their job performance. Continuance commitment is referred to as
reflecting a tendency of an individual to engage in consistent lines of activity based

on his/her recognition of the costs (or lost side bets), which includes perceived loss
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of personal investments and limited employment alternatives, associated with
discontinuing the activity?. In this form of commitment, the employee will not want
to leave the organization because of the investments he or she has made since the
beginning of the organization. It feels like a necessity to stay in the organization
thinking about the time and effort that it takes for the organization. For this reason,
employees who do not leave the organization may exhibit positive attitudes t.owards
his/her job which could in turn heightened his/her performance in the oranis@.

Normative commitment is the extent to which employees feel mor : 'B?‘@itted to
stay in the organization. This form of commitment develo.ps \(\rtue a sense of
indebtedness (that is, a felt debt arising from investments.@! by the organization
in the individual) to their organizations and this trig@in them a sense of duty and
responsibility toward the organization®’. Employees who are morally committed to
the organization due to the good reci (@gf the organization to them are more

often than not put more effort in theig job*which in turn boost their job performance.

>

Despite the fact that the liwe reviewed indicated that quite a number of studies
have been carried %ﬂ factors that play important role in influencing job
performance oQg‘tretaries. There still exists a dearth of studies focusing on
organiza @characteristics and employee commitment as possible factors that
%c@ﬂuence job performance. The need to empirically fill the identified gaps
necessitates this study. It is on this note that this study seeks to examine
organizational characteristics, employee commitment and job performance of

secretaries in government-owned tertiary institutions in Oyo State, Nigeria.
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1.2 Statement of the Problem

For some time now, the issue of job performance of employees in various
organizations in Europe, Africa and Nigeria has become worrisome. Literature
revealed that some organizations in European and African countries still experience
poor job performance which could be as a result of lack of motivation, lack of
commitment, absenteeism, leaving without permission, phone use, misuse .Of sick
leave, among others. Despite the various studies®*?* that have been con@ on
job performance among employees in Europe, America, Afric eria in
particular, the issue of poor job performance among empl9ye§ii{l persist which

may have inhibited government-owned tertiary instituti@om meeting the set

goals. QQ)

In respect to tertiary institutions in ngerla Qevel of performance of secretaries
has been observed and in particular @)&ce to government-owned institutions in
Oyo State. It is perceived that @é;@faries in the tertiary institutions display poor
attitude to work, unwillir%% to follow instructions and take responsibilities,
inappropriate argume, '\coworkers, poor prioritizing, lateness and absenteeism'©,
Literature reve@%at lack of commitment by secretaries could be as a result of
insufficié %ources, poor remuneration, delay in the payment of salary, lack of job
S @among others, all these could inhibit the job performance of secretaries and
ﬁ in turn hinder the objectives and goals of the institution'’. Thus, this study
intends to provide empirical evidence on organizational characteristics and employee
commitment on job performance of secretaries in tertiary institutions in Oyo State,

Nigeria.

12



1.3 Aim and Objectives of the Study

The aim of this study was to investigate the influence of organizational

characteristics and employee commitment on job performance of secretaries in

government-owned tertiary institutions in Oyo State, Nigeria. The objectives were to;
i. identify the level of job performance of secretaries in government-owned
tertiary institutions in Oyo State; . Cb.
ii. determine  organizational  characteristics  (organizational \’ﬁre,
organizational reward system and organizational resources),@v%nment-
owned tertiary institutions in Oyo State; . \%“

iii. identify the level of employee commitment among ,@aﬂes in government-

owned tertiary institutions in Oyo State. ¢ \QQ)

iv. examine the influence of organization h’%eristics (organizational culture,

organizational reward system and g@%ﬁonal resources) on job performance

of secretaries in government-owned tetrtiary institutions in Oyo State;

v. determine the influ nc@mployee commitment (affective, normative and
continuance) on joge'r\formance of secretaries in government-owned tertiary
institutions Q{ ‘%ate;

vi. ascertsi e combined influence of organizational characteristics and

em%%e commitment on job performance of secretaries in government-owned

anry institutions in Oyo State.

1.4 Research Questions
The following were the research questions for the study;
1. What is the level of job performance of secretaries in government-owned

tertiary institutions in Oyo State?

13



2. What organizational characteristics (organizational culture, organizational

1.5 Hypotheses ,%QO

HolZ
H021

H031

reward system and organizational resources) are practiced or in place in
government-owned tertiary institutions in Oyo State?

What is the level of employee commitment (affective commitment,
continuance commitment and normative commitment) among secretaries in

government-owned tertiary institutions in Oyo State?

[&\‘b

The following hypotheses were tested at 0.05 level of. si icance:

There is no significant influence of orga,a@bnal characteristics
(organizational culture, organizational reW@system and organizational
resources) on job performance of sectetarie§ in government-owned tertiary
institutions in Oyo State. N @

There is no significant @u ce of employee commitment (affective
commitment, conti%@(bémmitment and normative commitment) on job
performance of ec'{etaries in government-owned tertiary institutions in
Oyo StaQQQ

There, is no significant combined influence of organizational

‘%cteristics and employee commitment on job performance of secretaries

Q in government-owned tertiary institutions in Oyo State.

1.6 Significance of the Study

The findings of the study when published would be of immense significance to the

following stakeholders: secretaries, university management, employers of labour,

policy maker, human resource professionals and researchers.
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The result of this study would provide secretaries a better understanding of those
factors that may enhance their job performance. It would also make them to know
how to adjust to the varying work climate such as noise, unfriendly organizational
neglect in the provision of some benefits and rewards, among others without

inhibiting their job performance.

AL

The study would equip tertiary institution administrators with improved ma@ent
strategies and leadership attributes to boost the morale of their wor. . ﬁarder to
enhance productivity and boost job performance. It would.als rqvide invaluable
information to the university management in understandin&@factors that affect job
performance of secretaries. This would assist the m’q@men‘[ in creating conducive
organizational climate that is devoid of ten@% pressure that would enhance
commitment, hence increase job perf h@ln addition, it would make to know
how to reward secretaries handsom i’ahat they would be able to give their best in
terms of meeting the goals an@on of the university. It would also help them to
adopt the appropriate (%ﬁp attribute that would make secretaries and other
employees to alét) % in decision making that would be favourable to everyone
in the institétions. Also, it would enlighten employers of labour to employ

secreta‘r%'nat have what it takes to make the tertiary institutions to achieve its

@n and vision through effective job performance.

The result of this study would also be of immense benefit to policy maker and
educational administrator in the sense that they will be well informed of the
relevance of motivating workers, giving time out for workers such as taking of leave,
creating an enabling work environment where there would be collaborative effort

among the staff as these would lead to high job performance of secretaries. Also, it
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would make them to establish a good communication network within the institution
where secretaries could communicate with one another for effective job output. It
would also make human resource professionals to create a warmth work environment
that involves giving employees’ autonomy, adequate reward system, fairness in
judgment among superior and subordinates, cohesion among team, among others.

All these will be put in place to enhance the job performance of secretaries in_the
institution. Q}&\

0

Lastly, the result of this study would be of great help to other researchers who are
. . . o o W\ N .
interested in the factors influencing job performance of secre%qs an organization
as this will further increase the interventions created téhhance job performance
among employees. In addition, this study %ﬁ%ﬁ to contribute to scholarly
knowledge by providing empirical eV1dence n factors influencing job performance.
It could thus pilot upcoming researchérs a reference material on works related to it
so as to augment their own study ’6

1\)‘2)

The study focu @% influence of organizational characteristics and employee

1.7 Scope of the Study

commitment%l job performance of secretaries in government-owned tertiary
institutions in Oyo State. The level of job performance of secretaries was measured
‘@9 specific task performance, non-job specific task, communication and
demonstrating  effort, personal discipline and team performance and
supervision/leadership. The organizational characteristics scope for this study
includes: organizational culture, organizational reward system and organizational

resources.
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Employee commitment was measured using its indicators normative, affective and
continuance. The geographical scope of the study was Oyo State. The study covered
government-owned tertiary institutions in Oyo State which includes universities,
polytechnics and colleges of education. These include: University of Ibadan, Ibadan,
Ladoke Akintola University, Ogbomoso, The Polytechnic of Ibadan, Ibadan,
Adeseun Ogundoyin Polytechnic, Eruwa, Emmanuel Alayande College of Edycation,

Oyo (now Emmanuel Alayande University of Education) and Federal C@g} of

Education (Special), Oyo. ,%\QO

The respondents were secretaries from the govemment—ov&u%%'aary institutions
which includes males and females who were in d.iffeAe%&evels. The researcher is
particular about secretaries because they c z@e the larger percentage of
administrative staff and also, they circulaghe various information that emanate

from the head of the institution to 0th%§ff.

>

1.8 Limitation of the Stud @(b

The challenges the resgﬁch'e\r encountered includes retrieving information from the
t

respondents, wt{@

sufficient in ation for accurate data analysis and time factor for retrieval of

e secretaries, insincerity of the respondents in getting

inforrn‘a%.QThe respondents did not respond to the questionnaire in time due to
@ausy schedule as the researcher often visit those tertiary institutions that were
used in the study just to remind the secretaries about their prompt responses to the
items in the questionnaire. Also, due to the busy nature of secretaries, it was
observed that some of them gave haphazard responses, however, this did not affect
the originality of the findings. Financial constraints also affected the study as it is

expected that the researcher should reward the participants for their participation,
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however, few of the participants were rewarded. Also due to financial constraint, the
researcher was supposed to recruit four research assistants, however, only two
research assistants were later used in the study. Nevertheless, due to the researcher's

patience and determination, the study was successfully concluded.

1.9 Operational Definition of Terms
The following terms are operationally defined as they were used in the study: &
Job Performance: The extent to which secretaries in tertiary instituti i Oyo

State are able to achieve their job responsibilities and goals. é

.\%'\

Job Specific Task Performance: How well secretaries in Q&y institutions in Oyo

State could do tasks that make up the core technicﬁl‘\h&ulrements of a job and that

differentiate one job from another @

Non Job Specific Task Performance@capacity of secretaries in Government-
owned tertiary Institutions to p tasks or execute performance behaviors that

are not specific to their partiéular jobs.

'\
Communication @onstmting Effort: The act or an instance of communicating;

the impartin@ exchange of information, ideas, or feelings by secretaries in tertiary

institutk‘%n Oyo State

Pe;onal Discipline: A quality that enables secretaries in Oyo State tertiary
institutions to discover their unique strengths and control challenges and the ability

to focus on goals or tasks to achieve a specific result.

Supervision/Leadership: A process of professional learning and development that

enables secretaries in Oyo State tertiary institutions to reflect on and develop their
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knowledge, skills, and competence, through agreed and regular support with other

members in the institution.

Organizational Characteristics: Organizational features of government owned
tertiary institutions in Oyo State that could enhance job performance of the

secretaries.

AL

Organizational Culture: The manner of ensuring that the organizational env@ent

is supportive and motivational for secretaries in order to ir@eir job

performance. "
S

Organizational Reward System: Laid down incentive&@etivities in government-

owned tertiary institutions in Oyo State that are%a@ed to encourage secretaries in

maximizing performing their duties well. ‘%

Organizational Resources: Tangi%a ets that facilitate the job performance of

secretaries in govemment-(@btiary institutions in Oyo State.

Employee Commit %?’he psychological bond of secretaries to the tertiary

institutions, ianii)g a sense of job involvement, loyalty and belief in the values of

the institﬁ%i(é\n‘ which they work.

@zve Commitment: The feeling of compassion secretaries in government owned

tertiary institutions have towards the institutions

Continuance Commitment. The secretary's perception of considering the cost and

efforts spent in the tertiary institution they work.
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Normative Commitment: The secretary's feeling of obligation of duty to stay with the

tertiary institution.

Secretaries: Administrative staff in government-owned tertiary institutions in Oyo
State, whose duty mainly is supporting management, including executives, using a

variety of project management, communication and organizational skills.

&
&
i
&
$

Q’Q
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Chapter Two
Literature Review
This chapter encapsulates reviews (theoretical and empirical) literature of the
concept in the study. This is to make the concepts clearer within the context of the
study. Relevant related theories to the main construct of the study were also reviewed

as stated under the following sub-headings:

@*\

2.1 Conceptual Review

2.1.1 Overview of Job Performance E

2.1.2  Overview of Organizational Characteristics \%

46@

2.2 Theoretical Framework @
2.2.1 Campbell Theory of Job f\\@sance

2.2.2 Theory of Orgamzaf@ reativity

2.2.3 Allen and l\%@éel

2.1.3  Overview of Employee Commitment

2.3 Review of Empu;% t'tldles
2.3.1 rge@

;? @mployee Commitment and Job Performance

@ceptual Model

2.5 Summary of Literature Reviewed

nal Characteristics and Job Performance

Endnotes
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2.1 Conceptual Review

2.1.1 Overview of Job Performance

Job performance could be defined as the ability of any employee to successfully and
efficiently perform the duties and tasks assigned to him or her within the
organization. In addition, it is argued that employee performance is not just a matter
of only what a group of employees (teams) or an individual employee achigv%n
regard to the set goals and targets but it also has to do with how the employ@ an
individual employee is willing and motivated to uphold and pro .}Sﬁlues of
the organization'. Top managers and directors are assigned%v&gh the duty of
evaluating the employee performance of each staff membe&@h annual or quarterly
basis and identify gaps for improvement and tﬁé@ome up with strategies in
collaboration with the employees on how the@%rk on the gaps. Performance is

a measure that involves productivity, :ﬁ@yonsistency, and so on'. On the other

side, performance indicators invo ults and behaviours (criterion-based) and
education and training con@%instruments involving management development

and leadership training lt%@\eveloping essentials skills and attitudes of performance

management, reCi)@rmative) measures?.

Job perfo e is commonly used, yet a poorly defined concept in industrial and
0 r@tional psychology. Job performance is the branch of psychology which deals
ﬁworkplace, and also part of human resource management*. Job performance is
an important construct that relates to organization outcome and success. When
conceptualizing performance, it would be pertinent to differentiate between an action
(behaviour) aspect and an outcome aspect of performance®. It could be emphasized
that the behaviour aspect refers to what the individual does in the work situation.

Every organization hires people for performance purposes and these people are
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expected to perform well. Performance is not defined by the action itself, but by the
judgmental and evaluative processes, the author added. It could be noted that
performance does not have to be directly observable actions of an individual. It can
consist of mental productions such as answers or decisions, but performance needs to
be under the individual’s control, regardless of whether the performance of interest is
mental or behavioural- Job performance could be seen from a psychological Eoint of
view. It could be described as an individual level variable. That is, perfor%‘@e is
something a single person does. This differentiates it from m : assing

constructs such as organizational performance or national pe mance which are
[ ]

higher level variables. &%\
. Q‘Z)

Job performance is the value of the set of emp@@ehaviors that contribute either
positively or negatively to organizational 1 accomplishment. This definition of

‘N

job performance includes behaviours that dre within the control of employees, but it
places a boundary on which @ours are relevant to job performance. Job
performance can also be sé&g)s every meaningful activity and behaviour that the
employees engage in@si}) place of work®*. Job performance could be viewed as all
the behaviours %ﬁ/ees engage in while at work. This definition may be termed
vague bé @all behaviours are not relevant and specific to one’s task. It refers to
h @1 someone performs at his/her work that is, relevant behaviour/performance
AN

ecific tasks or organizational goals®.

Job performance is the act of performing; of doing something successfully; using
knowledge as distinguished from merely possessing it. Performance consists of
observable behaviours that people do in their jobs that are relevant to the

organizational goals*. It could be asserted that, one of the key features of job
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performance is that, it has to be goal relevant, and that performance does not include
activities where effort is expended toward achieving peripheral goals. For example,
the effort put towards the goal of getting to work in the shortest amount of time is not
performance, except where it is concerned with avoiding lateness. It is suggested that
performance definitions should focus on behaviours rather than outcomes. This is
because a focus on outcome could lead the employees to find the easiest wetxo

achieve the desired results, which is likely to be detrimental to the organiza(z'ﬁ\s\fnce

other important behaviours will not be perfected®. ,%\QO

Eight factors model of performance based on factor analytic'a@g;%h that attempts
to capture dimensions of job performance existing acro @\j%obs are identified. They
are: task specific behaviours, non-task speeifi haviours, written and oral
communication, individual’s efforts, persg%gnscipline, the degree to which a
person helps out others in a job, sup%)g‘y or leadership competence, monitoring
group and individuals’ progress s goals, and interpersonal skill. Task specific
behaviours in a job refer to thoge behaviours that an individual undertakes as part of
a job. They are the ¢ %}l;%tantive tasks that delineate one job from another. Task
performance co@e defined as the behaviour that is directly involved or related to
the majo t@unctions. It refers to the effectiveness and proficiency with which
W;§5 perform activities that contribute to the attainment of the organization’s
0

goals. The task specific behaviours of an office manage relates to the work of a

secretary in meeting the goals of the organization®.

Task performance can be dimensional. Non-task specific behaviour or what is called
contextual performance is also dimensional. Non-task specific is the behaviour an

individual is required to undertake which does not pertain to a particular job but is
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indirectly related to the main task functions. It refers to those activities which do not
necessarily contribute to the technical core of the organization, but which helps the
social and psychological environment of the organization for the achievement of the
goals. Contextual performance could be defined as the performance that is not
formally required as part of the job but that helps to shape the social and
psychological context of the organization. For instance, opening a restaurant where
staff and students can eat during the work hours, establishing a kiosk for th%& of
little things the secretaries or fellow colleagues might need and e ; @@1 home
visits to colleagues are all employees’ non-task specific b.eha i ugs. They are not

really secretaries’ core task but can promote a healthy orga,@nal climate.

Written and oral communication is another @g\n of job performance. This
|

refers to activities where the incumbent is uated, not necessarily on the content
of a message, but on the adeptness \@ﬁ he/she communicates. The way and
manner secretaries are communipé‘g’ to can make them increase or decrease their
effort in the organization, N:) could influence the job performance of secretaries.
Maintaining and 1 %}1@ communication skill in the organization serve as
important too@% can promote secretaries’ job performance. Effective
communi @1 skill could be seen in the ability of secretaries to: inform other
ﬁ“@e about the rule and regulations guiding their rules in the organization,
in the management when he/she would not be at work for obvious reasons, send

messages to them through on any issue pertaining to his/her movement and other

personal reasons among others®.

Performance domain also includes personal discipline. Individuals would be

expected to be in good standing with the law. A manager who orders that employees
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should be punctual to work, should be punctual to work as well. His/her performance
can as well be assessed based on the degree of discipline in the organization in terms
of positive and conducive organizational environment or climate. In jobs where
people work or are highly interdependent, performance may include the degree to
which a person helps out the groups and his/her colleagues. This might include
acting as a good role model, coaching, giving advice or helping to maintairl group
goals’. Many jobs also have a management supervisory or leadership comp%gc It
could be opined that the individual will be relied upon to unde .}19;1 of the
things delineated under the previous factors and in addition., w@e\responsible for
meting out rewards and punishments for good and unru viours respectively.
This aspect of performance happens in '@'Qage- to- face manner.

Managerial/administrative performance of aﬁ%& entails those aspects of a job

which serve a group or the class, but dth;%g%lve direct supervision’.

A managerial task of secretary cq@e setting organizational goals or responding to
external stimuli to assist a N n achieving its goals. In addition, a secretary might
be responsible for momi I;é a group and individuals’ progress towards goals. This
dimension refth) secretaries’ effort in maintaining effective work/community
relations®: uld be added that each of these factors consists of a number of sub
fi o@vhlch may vary between different jobs. Among these five components, some
ﬁtm have sub-dimensions again. For instance, the management/administrative
factor comprises of sub-dimensions like planning, organizing, directing, and
motivating the subordinates; training, coaching and developing the workers; and
finally, communicating effectively and keeping the workers informed®. Greater
attention is recently paid to specific aspects of task performance, especially, in the

areas of innovation and customer-oriented behaviours®.
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Taxonomy of job performance was proposed and developed for the U.S. Navy. This
model is significantly broader and breaks performance into only four dimensions.
They are task-oriented behaviours, interpersonally-oriented behaviours, down time
behaviours and hazardous behaviours. Task-oriented behaviours are similar to tasks
specific behaviours. This dimension includes any major task relevant to someone’s
job’. Relating this to secretaries’ job, it includes the job of the secretaries in e %e
job delivery (deep knowledge of the job), the achievement of specific ob%&es and
organizational goals, organizational management and communication skill.
Interpersonally-oriented behaviours are represented by aﬁ%@%gction the focal
employee has with other employees. These can be tz@ﬂed or non-task-related.
This dimension differentiates this model fro @pbell’s taxonomy because it
included behaviours like small talks, socialising”and so on, that are not targeting

organizational goals. This has to do with N social interaction among secretaries and

other workers which otherwise is@pect of organisational climate®.

Q

Down-time behaviours gzz\mong the dimensions of performance. It could be noted
that down-time I@%rs are behaviours that employees engage in their free time
either at worw off-site and that down-time behaviours that occur off-site are only
considg%ub performance when they subsequently affect job performance. For
@Qe, outside behaviours that can cause absenteeism!?. Destructive/Hazardous
behaviours are another aspect of performance. The authors were of the view that
destructive behaviours refer to such activities of secretaries that will make the
organization ineffective or unable to achieve the instructional objectives and the
organizational goals. Such behaviours include absenteeism and lateness to work?>.

The behaviours could also include: poor knowledge of the subject matter, lack of
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deep knowledge and skill in the use of pedagogy or appropriate ideology,
ineffectiveness in classroom management/organization/maintenance/control, non-
commitment to duty and poor human relational skills. All these factors may likely

affect the lecturers’ job performance negatively!'’.

Contextual performance includes not only behaviours like helping co-workers or
being a reliable member of the organization, but also making suggestions ab%%
to improve work procedures. It could be added that contextual performa@s two
facets: Interpersonal facilitation and job dedication. Continuing, it ‘eguld be noted
that interpersonal facilitation includes, “cooperative, conside'ra@j'ilelpful acts that
assist co-workers’ performance. Job dedication includ& -disciplined, motivated
acts such as working hard, taking initiaﬁ%@following rules to support
organizational objectives'!. Contextual formance and related elements of
performance like organizational citiz@e aviour, pro-social organizational and
extra-role performances contrib%%organizational effectiveness!!. Organizational
citizenship behaviour hawe components which is suggested as: altruism,
conscientiousness, ci '%‘I’L\le, courtesy and sportsmanship. Some of the aspects of
organizational Q@%neity include helping co-workers, students (Counsels the

students %ir academic and personal problems), protecting the organization and

pf—s%'al organizational behaviour!!"

Apart from performance being multi-dimensional, it is also seen as a dynamic
concept. By implication, individual performance is not stable over time. Variability
in an individual’s performance over time reflects learning processes and other long-
term changes as well as temporary changes in performance. Individual performance

changes as a result of learning. It appears that performance initially increases with
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increasing time spent in a specific job and later reaches a pick. During early phases
of skill acquisition, performance relies largely on ‘controlled processing’, the
availability of declarative knowledge and the optimal allocation of limited resources,
whereas later in the skill acquisition process, performance largely relies on automatic

processing, procedural knowledge and psychomotor abilities'?.

Performance can be looked at from a situational perspective. A situ; 1
perspective focuses on situational aspects which can act as facil%?s and
impediments for performance. It refers to factors in the individuals’ environment
which either supports or hinders performance'>. Academi *l@s}?speaks on this
because one might wish to contribute to organizatiogré@rovement but could be
hindered by lack of further training and devel or other work place factors.
System theory and behavioural science theoty alSo fit in here. If all the conditions
necessary to give enabling environm@f ective job performance are not there,
the lecturer could be hindered&% perform.  Performance can be regulated.

Performance regulation per&@:)lve identifies goal setting, feedback among others as

enhancing performa@f%al setting is seen as a performance improvement

intervention. FQ@%(

Proper trai and development could improve the skills of secretaries. It could be

as a positive effect on performance if it is task-related.

n c@at a combination of a goal-setting intervention with a feedback intervention
ﬁs in better performance than a goal-setting intervention alone. Every secretary’s
effective job performance boils down to how he/she would perform in the task that
he/she is being given to do in the organization. It could be affirmed that positive
reinforcement is also a performance regulation intervention which could enhance

employees’ job performance'.
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Job performance has been identified as the significant key for organizations to gain
competitive advantage and superior productivity. Although, competitive advantage is
more relevant to private sector, it can be extended to public sector by including
‘serving the public’ because it is the ultimate objective of the public sector.
Literature has proved that work performance could help public organization to
improve service delivery. Realizing its importance, public organizations seem to Cgl‘y
attention on work performance in relation to formulating policies andqiab}nce
service delivery'®. This is because individual public employee’s lev . mance
acts as a mirror for overall public performance at large. H.en mblic employees
must possess relevant knowledge, skills, and abilitie&@g\execute task-related
responsibilities. Public service employees also mu's@ willing to “walk the extra
miles” in striving to perform at a level bé@%{pectaﬁon& With respect job

performance in tertiary institutions, t‘i}@j employee’s performance is closely
u

related to customer satisfaction, b the service delivery take place during the
contact moments between em@%e and customer. Therefore, employee’s work
performance is crucial }eﬁy organization and high work performance among
employees is a % management challenge for providing excellent job and

also meetin%&\eao jectives and goals of the institution'.

2, G)wrview of Organizational Characteristics

Organizational characteristics are those features that are resident in an organization
or institution that enhances job performance. The organizational characteristics for
the purpose of this study are; organizational culture, organizational reward and

organizational resources.
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Culture is the social glue that keeps organizations integrated and controlled through
informal, non-structural means — shared values, beliefs, understandings and norms.
Culture in this sense contributes to the avoidance of fragmentation, conflict and
tension. Culture serves as a sense-making and control-gaining mechanism that can
guide and shape attitudes and behaviours. It has also been described as a set of values,
beliefs, and behaviour patterns that differentiate one organization fronz other

organizations. Organizational culture is a system of values that subconsci@nd

silently drive people to make each choice and decision in the organq@o

Organizational culture includes the norms that the memb@g'gm organization
experience and describe as their work settings. Such @ms shape how members
behave and adapt to get results in the organizati s been described as how the
members of an organization interact with eac ﬁr and other stakeholders. Another
successful and perhaps more spemﬁc@tlon of organizational culture states that
organizational culture is a set of , symbols and rituals, shared by the members
of a specific orgamzaﬁo?\y@ch describes the way things are done in an

organization in order ‘%g\'f):: both internal management problems and those related

to customers, s@& and environment!”,

L

Cultmé@ﬁned as shared values, regulations, behavioural principles, and

@gions influencing the interaction and cooperation between individuals, groups,
and teams in the process of carrying out organizational goals. These values and
norms show the proper way to relate each other, thus they should provide the same
understanding to all of the organization members in carrying out their work?°.
Culture is the special atmosphere or belief created by the members of an organization,

and it could not be imitated by other organizations'8. Culture is also the behavioural
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principles and expectations influencing the interaction and cooperation between
individuals, groups, and teams in the process of carrying out organizational goals.
Organizations which have culture fit to the organizational strategies and have
abilities to increase the commitment of employees will become good learning
organizations. When employees describe organizational culture of their firms, they

tend to describe the traits of rational, hierarchical, group, and developmental

cultures!s. Q’)&\

N0

Although there is no consensus on the definition of organizational ctltute, a cursory
look at most of the definitions indicated that organizational ‘c@ aeﬁnitions share
a number of specific characteristics. First of all, the é}ymclude the concept of
sharing, indicating that organizational cultur s@ﬁy developed within groups.
Secondly, organizational culture is con51der e a social construction, related to
each organizations and employees’@:j\on history, working environment and
specific events. Thirdly, many(gmtlons imply that organizational culture is
multidimensional and mlwtefed and includes many cognitive and symbolic
strata'®. Authors al ‘%r’éed that organizational/corporate culture referred to
something that Qlj%tic, historically determined (by founders or leaders), related to
things a ®ogists study (like rituals and symbols), socially constructed (created
and I@e ed by the group of people who together form the organization), soft, and
&ult to change. The definitions seem to share some similarities in terms of the
artifact but differ in that some authors emphasized that culture is a dynamic evolving
process while other authors also assumed the mechanical existence of culture!®.

Researchers have affirmed that a strong corporate culture is good for business
because it serves three important functions. First, corporate culture is a deeply

embedded form of social control that influences employee decisions and behaviour.
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Second, corporate culture is the social glue that bonds people together and makes
them feel part of the organizational experience. This social glue is increasingly
important as a way to attract new staff and retain top performers?°. Corporate culture
assists the sense-making process i.e., it helps employees understand organizational
events enabling them to communicate more efficiently and effectively thereby
reaching higher levels of cooperation with each other because they share common

mental models of realities?°. Q’)&\

<

The powerful, pervasive role culture plays in shaping organiza:%‘l life lends
credibility to speculations that cultural factors may be linked \\x@g)?ceptional levels

of organizational performance. A commonly hypothesiébhnk suggests that if an

organization’s culture is to contribute to or e a@performance, it must be both
“strong” and possess distinctive “traits”: &ﬂar values, beliefs, and shared
behaviour patterns. Some scholars h@ﬁmmed that positive cultural traits boost
performance in proportion to the(éé(gth of their manifestation®!. Strong, powerful
cultures have been hailedé\@%ys to improved performance and as almost always
being the driving fo@h’i\nd continued success in businesses. Organization with
strong culture a@%to generate an almost tangible social force field of energy that
empowe @oyees and drives the organization toward superior performance.
Seve% anagement researchers have connected strongly shared values with
&\itment, self-confidence, ethical behaviour and reduced job stress enhances
employee performance?!.

It could be deduced from the above explanations that some firms may obtain
sustained superior financial performance from their organizational cultures; firms

without such cultures cannot expect to engage in managerial activities that generate

such performance. In order for an organization culture to provide sustained
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competitive advantages, and thus, by implication, be a source of sustained superior
financial performance, three conditions must be met. First, the culture must be
valuable; it must enable a firm to do things and behave in ways that lead to high sales,
low costs, high margins, or in other ways add financial value to the organization®?.
Because superior financial performance is an economic concept, culture, to generate
such performance, must have positive economic consequences. Second, the .culture
must be rare; it must have attributes and characteristics that are not commé}the
cultures of a large number of other organization. Also, such a .ﬁSQ\ust be
imperfectly imitable; firms without these cultures cannot eng 5‘1 activities that
will change their cultures to include the required characg&%\ws, and if they try to

imitate these cultures, they will be at some disad\?a.@e (reputational, experience,

etc)??. QQ

Cultures, both weak and strong, have @%l influence on organizational behaviour.
However, in strong cultures “ev knows the goals and strategic vision of the
corporation, and they are wﬁ@ggtogether towards achieving them. Thus, in a strong
culture employees’ gQ ate aligned with management’s goals while in a weak
culture, memb@als differ from management’s strategic direction?’. Finally
knowirll%% ture of an organization allows employees to understand both the
or ar@lti n’s history and current methods of operation. This insight provides
guﬁnce about expected future behaviours. Organizational culture can foster
commitment to the organization’s philosophy and values. This commitment
generates shared feelings of working toward common goals. That is, organizations
can achieve effectiveness only when employees share values. Organizational culture,
through its norms, serves as a control mechanism to channel behaviours toward

desired and accepted behaviours. This can also be accomplished by recruiting,
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selecting, and retaining employees whose values best fit the values of the

organization??,

There are four main types of organizational culture: clan culture, adhocracy culture,
hierarchy culture, and competition culture. Clan culture involves an employee-
oriented leadership, cohesiveness, engagement, and teamwork. Adhocracy culture
involves the features of an innovative, creative, and adaptable nature. Hie@
culture involves rules and regulations for the management of organizatim% 1vities.

W

Competition culture involves addressing rivalry and market achieveient towards

corporate goal and objectives?. . @“

The values of human association, cooperation, attath@rust, loyalty, and support
are part of a clan or supportive culture. It is cg@hat in a clan culture, business
managers must work cooperatively to motivate and inspire staff members to create
an exceptional culture within the coQahy. Collaboration, engagement, and open
communication are all part of@ culture. Business leaders are said to promote
cooperation and employee}g?owerment in a clan culture. Business managers are
assumed to foster @ 2 engagement and commitment to the company since
dedicated emKl' are more likely to successfully carry out their duties and fulfill
their ob@s. Clan culture's only goal is to improve employees' performance by

ing involvement, cooperation, dedication, a sense of ownership, obligation,
and accountability. According to research, clan culture and organisational
performance are favourably correlated. Yet, it is stated that rather than improving
organisational efficiency and productivity, the clan culture concerns issues of
employee interactions. It reconciled both points of view by defending the clan

culture's indirect contribution to improving performance and recognising the clan

culture's direct contribution to improving effectiveness and efficiency?.
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In adhocracy or entrepreneurial culture, the word comes from ‘Ad hoc’, which
suggests something as being temporary, specialised and dynamic. They follow the
mentality of ‘tents rather than palaces’ so that when circumstances change and he
need arises, they can change effortlessly. Their goal is toward flexibility, creativity
and mostly adaptability and this often leads to an uncertain, ambiguous workplace.
The adhocracy culture often encourages individuality, risk-taking and plamf&s&r
the future scenario. It is believed that innovation and change are ir%%eant to
enhance the performance of the organization. Business managers. in adhocracy
culture devote more resources for research and developmeﬂt@ygpire employees
to pursue innovative business ideas. It is indicated thati@’h’ risk taking, creativity,
diversity, independence, and adaptability as th%@nd assumptions of adhocracy
culture. Organizational members in an adb%racy culture need clear direction for
their work assignments regarding the@p;&ance and impact of such works towards
the organizational goals. A p%’g relationship was found between adhocracy

culture and innovative entr%@eurial orientation?’.
'\

Hierarchy culture @s establishing effective control systems across the
organization.){‘liaosited that organization members obey the rules and regulations

of hie\’a%culture, where each operation is carried out with pre-defined procedures
@D@s. Clear communication, consistency, and stability are the values and
assumptions of hierarchy culture. This is frequently the more formal culture,
frequently found in organized organizations that place a high value on efficiency,
predictability, and smooth operation. The environment in these types of businesses is
typically unchanging, with each employee's role being formally defined within their

own boundaries. As a result, very formal rules are followed in this type of structure,
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which results in a balance between the products produced and the services provided.
The success of this structure depends on how successfully the hierarchy's separate
roles for decision-making, standard norms, and procedures are maintained. The sole
focus of hierarchy culture is efficiency and effectiveness. A negative relationship

was found between hierarchical culture and customer integration. Also, a negative

D

Competition or market culture involves gathering customer and etitor

relationship was found between hierarchy culture and corporate performance.

information, appropriate goal setting, planning and decision-m@ task focus
leadership, and market aggressiveness and achievemem)\(@is" obvious in a
competitive culture that members of the organisation h%"&C‘Pear goals to maximise
their remuneration through market success. @;:ommunication, competition,
competence, and achievement are said to, bé-the fundamental components of
competition culture. Business managé)% perate in a competitive environment
focus on the efficiency of the ex@business environment through market control
and ensure their competitiﬁé%nrough market success. Business managers need to
understand their clie d the market's priorities if they want to succeed in a
cutthroat envirc@ljg. It is further indicated that business managers need to sustain

custome d@ leadership since the customer satisfaction is a priority in the

com;@ti culture.

The other priority for business managers in competition culture is to satisfy their
business owners. The sole focus of competition culture is high revenue, high market
share, high profits, fast growth, and productivity. In an effective organizational
culture, business managers use the values, behaviours, and strengths of employees to

make the business sustainable and competitive in the marketplace. The proper
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alignment of fair competition and stakeholder return is vital for the effectiveness of

organizational culture?.

Organizational Reward System is the second measure studied. Reward system is
essential to the organization as it has become important in managing employee's
performance. Over the last 25 years, other elements in compensation have evolved to
provide employers with a broad scope of reward, and thus, it motivat@e
employees. The reward systems are directly and indirectly involved in th ion and
mission of the organization that gives sense to the employee that‘%«ard system
will benefit both parties. Reward systems have a huge imp% Brganizations to

retain and motivate the employees and as a result ieving high levels of

performance?’. Q&

It is a well-known fact that reward systemg{:%vital aspect of any organization which
can actively engage and renew th o%}l sense of commitment and mission of an
organization. A properly adminisicred system of rewards policy can provide
incentive for quality Workn}ﬁﬁip and enhance efficient staff performance?®. In like
manner a poorly ad@t 'eZd reward system can lead to low morale, unproductive
performance%' times to high level of staff turnover. Rewards system are
outcov@vents in the organization that satisfy work related needs. Rewards

are much more than just bonus plans and stock options but while they often
include intrinsic incentives, they also include extrinsic types like promotions non-
monetary bonuses, vacation holidays or simple “thank you” from a manager. Since
high morale and productivity go hand in glove, it is however, imperative on
managers to reward employees when they hit organizational targets and stretched

standards set by the organization. As earlier stated, a properly administered system of

rewards has the capacity not only to improve incentives for quality workmanship and
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staff performance but also strategically attract skilled employees to join the
organization whereas the reverse may lead to unproductive performance and even to

a high incidence of staff turnover®*.

Reward system can generally be described as any process within an organization that
encourages, reinforce or compensate people for taking a particular set of action. In
other words, organizational rewards system refers to ways and modalities (qua{és)
by which workers in organization can be motivated and stimulated t more
interest and effort that will lead to attainment of the organizatiolr%als for the
success and the good of the organization. Another researcher@e'd organizational
reward as those motivational tools which an organiz@iﬁg:%ladopts to reward its

workers for higher or improved productivit}lzs@e rewards or incentives vary

from one organization to another. There is<need for workers to be motivated by
providing variables or liable chan@%

confidence in the service. These (né;%d systems in an organization may include but

ill boost their morale or level of

not limited to the followirﬁ'\egaancement opportunity or improvement process in
service of job securit od salary and wages, adequate medical health facilities,
canteen service@ejg)n scheme, credit for job well done (recognition), housing and
transport @ ance, good management/workers relation, physical working

cond@n such as good office accommodation, and so on?’.

There are several ways to classify rewards, the most common types are: Intrinsic
Rewards and extrinsic Rewards. The Intrinsic rewards are the personal satisfaction
gotten from the job itself. This is seen when an employee experiences feeling of
achievement or personal growth from the job, he is seen to have intrinsically

rewarded. Intrinsic reward can be defined as act of doing activity for its inherent
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satisfaction rather than for some separate consequence. It fulfils employee’s intrinsic
factors or motivators, thus motivating the employees. Extrinsic rewards include
money, promotions and other benefits. They are external to the job and come from an
outside source, usually management. If an employee receives a salary increase or a
promotion, this would be labeled as an extrinsic reward?. An intrinsically motivated
individual will be committed to his work to the extent to which the job inh.erently
contains tasks that are rewarding to him or her. And an extrinsically %%ted
person will be committed to the extent that he can gain or receive x. ﬁ@ewards
for his or her job. If a reward is intrinsic to the job, such. desite Qr motivation is
intrinsic. But, if the reward is described as external to ;@X’b, the motivation is
described as extrinsic. Good remuneration has been'@ver the years to be one of

the policies the organization can adopt to inﬁ%&eir workers’ performance and

thereby increase the organization prodt‘ti})@s

Monetary rewards system for jgé&rformance includes promotion, commission,
bonuses and fringe benefitS\ Seme researchers are of the opinion that employing
commissions as a re otivates employees in some situations?’. However, heavy
reliance on co@n}smns to reward employees may cause concern about high-
pressure -related techniques, coercive activities, ethical work issues and
b @rs. Furthermore, extrinsic motivators provided by the compensation plan
andteward system may result to aggressive sales, overstocking customers and being
less reactive to customers’ demands. Accordingly, prizes have commonly become a
form of commission which most employees expect. Expected rewards decrease the
intrinsic motivation for rewards activity. Unexpected rewards increase motivation. In
fact, research has suggested that outcome-based control systems provide little

nutrient and feedback tend to garner less organizational commitment. It indicates that,
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while frequently used, financial rewards might not be the only type of rewards
sought by employees and that demographic variables may determine the value that a
member of an organization places on financial rewards, as opposed to non-financial

rewards?’.

However, motivating power of financial Reward system ends up on receiving the
rewards, yet non-financial Reward system may continue motivating long a e
transfer of the award. Nevertheless, non-financial reward system had %@qually
significant impact on performance outcomes as financial Reward system. Therefore,
. o o . )
the assumption among organizations that motivation an(@r rmance can be
improved simply by offering greater financial rewa@mres findings that non-
financial rewards equally motivate the sales for: ;@in some instances even better

than financial rewards hence the increased %nmal strain on organizations, to focus

on non-financial Reward system, also Qfe}td to as non-financial motivators?’.

The theoretical basis for ne@(b an effective incentive motivator has been given

attention over the year gthe most general sense, money has been shown to attract,

motivate, and @%

performancex%l when withheld, money can act as a punisher. Money is the

Q

incentiv t is exchanged for other desirable outcomes such as goods, services, or

oyees as well as to serve as reinforce of employee

@eges. Other forms of financial reward system are available; lump-sum bonuses
are used pay method for employees’ motivation. Lump-sum bonuses are cash
payments to employees which will not be added to employees’ base wages and
cannot cause larger fixed labour costs on long run. It is also a part of compensation
that is not guaranteed and are usually paid in recognition of some level of

performance attainment or goal achievement?®.
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To make financial reward system more effective, attention must be given to
administrative or application processes. The close by the financial reward systems
are tied to performance. Studies have shown that reward contingencies moderate the
performance turnover relationship in that higher performers reported more turnover
intentions when rewards were not perceived as contingent on performance. However,
high-performing turnover is greater under the condition of low reward cont%%y
because the choices of changing jobs will definitely increase as rew @equlty
increases. Therefore, if a weak pay-for-performance connection exists, turnover of

the best people may occur because they perceive that the %@yance will not be

sufficiently rewarded?.

Another theoretical consideration of ﬁnanmak@%system circles around the pay
plan that is focused on the group. Gr@u&(‘%entlve systems include plans, which
payouts are contingent on the ad& nt of group and often include a formal
employee involvement compor@%roﬁt sharing and gain sharing are common, but
lump-sum bonuses deliv. red 0 a group in recognition of employee’s performance
levels is quic %mg other plans®. There is initial evidence that well-
designed pa)\‘pit{s based on group performance can maximize productivity.
Fmand%wards are very important for improving employee performance some
%‘ ers suggest that financial reward system may not be the most sought-after.
However, non-financial rewards system, such as achievement and recognition, are
effective in motivating employees and are an important part of a organizational
motivational mix. Similarly, non-financial reward system can be carefully adjusted to

produce a strong impact on the motivation of employees?’.
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In order to use non-financial motivators such as job dimensions (challenge, variety,
feedback and autonomy) and leadership characteristics (support and trust) to improve
sales performance, it is important to examine the nature of their roles in influencing
the intrinsic and extrinsic motivation of employees. Nonfinancial Reward system in
organizations is most closely associated with recognition and performance. Although
the non-financial incentive of recognition does not have as extensive thes)re‘tibczjl
foundation as that of money, we argued that the conceptual differentiatio%@een
recognition and social recognition is important. Formal pro : QQ.lch as
employee of the month, social recognition is more infE) acsknowledgment,
attention, praise, approval, or genuine appreciation for K%\Well done from one
individual or group to another. Although social recdg@on has been given relatively
less attention than formal recognition in most ﬁ%'%ations, research has shown that;

if social recognition is provided on a Cq@fm‘[ basis so as to manage employee
g#

behaviour, it may be a powerful i% ¢ motivator for performance improvement.
In addition, managers seem to %ﬁk social recognition as an incentive, even though

this finding has been ne Cgﬁ in the literature®.

Researchers ha@ti led some impact of organizational rewards system. This is
establi%@h in the form of productivity when organization who recognize and
rewa@h r workers for their efforts provide good incentives for them to perform
better and be more productive. It encourages competitions within the work place and
also stimulate workers to meet personal and organizational goals. Secondly, it
improves moral. The state of employee’s morale may lead to poor job performance,
burnout and increased absenteeism and insubordination and this can stem from
workers not feeling good about their jobs. So, organization often create work place

reward system to encourage a positive work environment and to improve employee’s
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morale furthermore, reward program increases employee engagement and improve

attitude towards companies, inspiring workers to do their job well and stay longer?°.

Unscheduled absence cost organizations money, absenteeism affects customers'
services because workers are not available to assist client. Attendance based reward
system offers employee incentives to adhere to the schedule and maintain perfect
attendance which in turn support organization bottom line. Some orgarﬁ@n
choose to offer extra financial reward to employees such as bonus and Qor%zlon to
motivate workers to be more productive, but despite the pote‘%‘[o increase

productivity, performance base incentives can have n@sﬂ effect of the

organization as follows™. QQ;&%

One drawback of motivating employees W@%}ial rewards like bonus and
commission is that such rewards are O@nconsistent for example, if a small
business has a profitable year it mi%i—éble to rewards all of its workers with large
annual bonus and vice versa. [ loyees receive smaller rewards than they expect
or less than they have g@in the past, it may hurt their morale. Team work is

very vital to p@@r

than the individuals of the team would be able to accomplish

n many organizations, a team of workers can often get
more done toge
alone”.%nncial incentive like bonuses can inhibit teamwork because they often
@Qndividual’s achievement rather than group achievement which can cause
competition and divisiveness. - Burn-out: Another potential drawback of financial
rewards is that it can lead to burn-out. Bonuses and other financial rewards tend to
reward workers who put in extra hours meaning that workers may work long days,

night and weekends in an effort to boost their chances of receiving rewards but this
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may cause employee to feel over worked and can lead to problems like low morale

and lower productivity per hour spent at work?.

Reward is the advantages that result from completing a task, providing a service, or
carrying out a responsibility. It is believed that reward is one of the key instruments
that organisations use to encourage their workforce. Every corporation needs skilled
and motivated human resources in the current, fiercely competitive b'uK ]
environment in order to remain competitive. One of the most crucial maﬁ%ﬂ%lring
variables is human resource. These days, the world is changi@ickly. New
replacements, entrants, technologies, processes, and goods® @rﬁtantly entering
the market. Most organizations have problems to decide %;\ t reward systems and
which reward system suit the most for the e @es A properly administered
system of rewards can provide good quality employee performance. If the
organization does not have a proper @;ﬁ

low employee morale, the unpro% performance of the employees, or it can lead

to high turnover rate amoné&v%%)yee”.

tem, it will lead to problems such as

%w
It is expressed the @ positive impact on employee performance could only be
achieved if ﬂ‘i, rd system meets the needs and expectations of employees. Most
comme@ards are categorised as intrinsic and extrinsic where extrinsic rewards
r promotions, commission, bonus, awards, while intrinsic rewards are
performance appreciation, social recognition, improved working conditions,
diversification in job description, increasing responsibilities and in turn enhances job

performance™.

The third measure is Organizational Resources. These have been defined differently

by different authors. Broadly construed, organizational resources are any assets that
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an organization might draw on to help it achieve its goals®'. More specifically,
“resources include all assets, capabilities, organizational processes, firm attributes,
information, knowledge, etc. controlled by a firm that enable the firm to conceive of
and implement strategies that improve its efficiency and effectiveness. Also,
resources are the tangible and intangible assets firms use to develop and implement
A

It is described as resources which are used to accomplish objectives or n an

their strategies®!.

organization. They are resources that we can feel, move, perceivg%see. These
resources are produced by humans and helps to carry out m&k@{}ﬁactivities much
quicker and easier. They include objects like; desks, cl%&%loors and rooms. It is
also referred to as objects such as notebooks, w, r@uides and chart which helps
educators to make lessons much clearer to a ﬁr. Physical resources comprise of
offices, laboratories, libraries and ottﬁ.p);}!l | infrastructures. Physical resources
in the workplace consists of m that aid effective discharge of duties in an

office, thus, determine the éﬁéﬁcy and inefficiency of an employee*”

'\

There exist man @ resources in an organization. Scholars have offered a
variety of cl@'éai

physiw@s and technologies, administrative resources and organizational

ies, and the intangible resources of reputation and political acumen?2.

ions for resource types. These may include: financial resources,

Administrative resources include the top decision-making structure for any
organization because, the growth of an organization is limited by the bundle of
productive resources controlled by a firm and by the administrative framework used
to organize the use of these resources. Also, administrative resources govern
productive resources which directly contribute to achieving organizational goals. In

other words, administrative resources make decisions about selecting and deploying
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other resources. The value of administrative resources is reflected in the quality of

administrative decisions which ultimately influence firm performance?®.

Financial resources are basic resources that can be used to acquire other resources
such as purchasing equipment, paying workers, and buying advertising. Ample
funding is indispensable to provide agencies with the administrative and technical
capacity to make sure that they achieve statutory objectives®*. Physical reS@s
include the physical technology used in an organization, an organization’ @ment,
its geographic location, and raw materials. In a similar way, this‘t%k resources
include fixed assets (such as land, building, and equipment), @{a‘[erials that will

be used in creating products, and general supplies u%y’ the operation of the

organization’?, Q’Q\Q

The availability of essential organizationak\\‘ai%urces is of great significance in every

organization as it creates conducg"veg\ﬁronment for employees, it motivates the

employees in the implementa@)

employees and it assist im actualization of goals and high performance. The

'\
availability and acc@l' of physical resources makes little or no impact except

their duties, and it gives job satisfaction to

they are beinQ or the purpose or function which will contribute to the goals and
object@\e organization. It is the utilization of available physical resources in

e that makes the measurement of the success rate of an organization possible.
Without the utilization of physical resources available in the workplace, it will be
difficult to measure how well employees is faring in their routine activities. In
addition, the utilization of available physical resources in the workplace makes it
easy for experimentation, enthusiasm, research, and creativeness to take place among

employees™.
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These resources play an essential role in putting into operation different types of job
duties which leads to increase in productivity and profitability. When an individual,
for instance, carries out the task of writing article and there is a deadline to complete
that article, resources such as papers, pens, books, other reading materials and
technologies will be needed in order to carry out the task of research writing
effectively and efficiently as well as meet the deadline. Hence, it is well-unde.rstood,
resources facilitate the execution of job duties in a well-organized mar%f»\l"he
possession of necessary resources will render a vital contributi .'Sgcoming
barriers. The use of equipment, tools, devices, and teclzno!%esS facilitates the
achievement and completion of tasks in a rapid manner. A&Gg&sult, individuals will
acquire a sense of delight and satisfaction®. ‘ \QQ)
S

Resources are principal to the continued gﬁce of any organization. In the
university system, availability of mo@swal resources as well as utilization of
those resources are essential for Q‘l&%‘ainmem of the university goals and objectives.
No matter how qualified stilful employees could be, their ability in the
institution and utilizati %’ﬁhysical resources is necessary for their job performance
and satisfaction@‘n institutions, secretaries are engaged in number of job duties and
responsibi % which includes; preparation of minutes of meetings, reports,
s @eets and other documents; writing articles, research papers, project
ggement, management of financial resources among others. The availability of
physical resources such as conducive work environment, electricity, good office
furniture, internet facility and technological gadgets, will make an important
contribution 1in putting into operation effective discharge of duties and
responsibilities in a well-organized manner. When the secretaries make use of the

physical resources to carry out their job efficiently, they will acquire the feeling of
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job satisfaction and pleasure. As a result, achieve institutional goals, meet the
expectations of their boss or leader and thus, lead to up-gradation of the overall
structure of the institution. Employees in general should as well be disciplined in the
utilization of the available physical resources and avoid wastage, they should
inculcate the traits of integrity and ethics, implement the traits of diligence,
resourcefulness and carefulness, hence, the need to understand the signiﬁca.lnce of

physical resources when they are available for implementation of job d 1\and
responsibilities>. ,%\QO

Organisational (leadership) structure is one type of organi;a\& [resources. The
growth of a firm is limited by the bundle of productive r%*gcges controlled by a firm
and by the administrative framework used to or 1}% e use of these resources. It is
argued that administrative resources gove&@iuctive resources which directly

contribute to achieving organizational@ajé‘f

make decisions about selectin@ deploying other resources. The value of

n‘other words, administrative resources

administrative resources is‘h\ﬂ%ed in the quality of administrative decisions which
ultimately influence performance. The top decision-making structure of an
agency is often@e by the management of the organisation, but, once it is part
of the a n@ tructure serves as an administrative resource governing productive
resm@%m number of members and the term length of these members in the top
dedision-making structure of an agency are valuable resources because these
members’ decisions can help agencies provide enhanced public service and better
performance by increasing the willingness of tax-payers to pay or decreasing its costs.
These administrative resources are also rare in that they have variations across
agencies. That is, agencies do not have the same number of members and term length

of these members in the top decision-making structure.

52



Financial resources are basic, valuable, and scarce resources that can be used to
acquire other resources such as purchasing equipment, paying workers, and buying
advertising. Money is obviously critical in the organisation because money is
necessary for the hiring of the staff and for conducting the technical analyses and the
monitoring of compliance. Also, ample funding is indispensable to provide agencies
with the administrative and technical capacity to make sure that they gchieve
statutory objectives. Q')&\
S

Physical resources include the physical technology used in an‘%\mfzation, an
organization’s equipment, its geographic location, and raw )@Sﬁls. As physical

S

resources, it is suggested raw materials, plant, an%@pment, manuals and
blueprints, and computer hardware and softwar ],J@s,imilar way, it is affirmed that
physical resources include fixed assets (suc Qd, building, and equipment), raw
materials that will be used in creati@%u ts, and general supplies used in the
operation of the organization. financial resources can be used flexibly to
purchase equipment, pay&xogérs, and buy advertising, physical resources are
relatively inflexible i they are more directly connected with the operation of an
organization an@gh evement of organizational goals than financial resources.
N
Q

2.1.3QO rview of Employee Commitment

@nitment is a very multidimensional concept and therefore somewhat hard to
define. Commitment has been studied much, and it still remains one of the most
challenging and researched in the fields of management, organizational behaviour
and human resource management®®, There have been numerous ways to define
commitment in the past years and researchers from different fields like to emphasize

different aspects of it. Often commitment is seen as a force that binds individual to a
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course of action that is relevant to one or more targets. Those targets can be directed
to people, for example family or friends as well as to various institutions, like sports,

community groups or work organization®’.

Employee commitment in the workplace can further be divided into different aspects.
Employee may be committed to career, occupation, goals, teams, leaders or
organization as such?’. Some researchers conducted a review of previous stucﬁc{@d
conceptualizations on commitment. They argue that it is well reco that
employees develop more than one work-relevant commitment. Efz%.ough all of
these are to be seen in the workplace and affect empio‘& Total workplace

commitment, they all have their own characteristics’’. Q)

What is good to notice, is that these various c@@lm will exist at the same time
and employees always have many commi@s to different institutions and people,
for example, family, friends, s or@ community groups. Therefore, it is
unrealistic to expect total con@em to the organization®®. Commitment in the
workplace has been quite My studied since 1950’s. On the other hand, it was
pointed out that, @ : quite rational reason behind that, since employee
commitment K@ected to many things we consider important — work satisfaction,
sicknes%gd absences and willingness to change job, just to mention few. Despite

% amount of studies and interest towards commitment, there is still

disagreement about what it is, how it develops and affects behaviour3®.

Employee commitment is seen as a psychological attachment to an organization. It
reflects “the degree to which employee internalizes or adopts the characteristics or

2939

perspectives of the organization Commitment can be formed by three

independent mechanisms: compliance, identification and internalization. Compliance

54



is shallowest of them all and is connected to rewards. Person adopts certain attitudes
and behaviours in order to gain specific awards. Identification is step further into
deeper commitment. Employee feels proud to be part of that specific organization
and thus accepts and respects its’ values and accomplishments. He or she wants to

establish or maintain good relationship with that specific group®.

However, what separates that from the internalization is that he or she does n(!t@pt
those values as his or her own. Therefore, internalization occurs finally, w@o ere is
value congruence between the person and the organization. E‘\%yee accepts
organization’s values because those are very similar to his or % %0, The fact that

S

this model was first one to make clear distinction betwe instrumental exchange

AN

and psychological attachment as forms of cor@has been noted as benefit for
t

this model. Instrumental refers to corngi t based on rewarding, while
psychological attachment is the deepe< foﬁ}; .

There have been few matters th@/e received critique in this model. Internalization
and identification correlate}y&ively with intend to stay with an organization, while
compliance acts in & '(:site way actually correlating positively with turnover.
This is furthgk n in the results implicating that the longer the tenure, the less
likely A@ commitment is based on compliance*!. Since it is often thought that

@e commitment reduces the likelihood of turnover, there has been questioning
whether compliance can be thought as a form of employee commitment at all''®,
Another point that has received critique in this model is that internalization and
identification come very close to each other as concepts, and even include some of
the same elements*!. One of the most widely used theories in employee commitment

is Allen and Meyer’s (1990) three-component model. It has been the leading

approach in studying employee commitment for more than 20 years. It sees
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commitment as having three separable forms: affective commitment, continuance

commitment and normative commitment*2.

Affective commitment is employees’ emotional attachment to organization,
identification with organization and involvement in organization. Employees, who
have strong affective commitment, stay in the organization because they want to.
Members who are committed on an affective level stay with the organization be@\%e
they view their personal employment relationship as congruent to th s and
values of the organization. Therefore, this form of commitment is based on desire.
However, there has not been a uniform conclusion on whﬁ@ the mechanisms
involved in creating it, but it was proposed that any V%&ﬂ% that will increase the

Q

probability of the following three matters will@ ividual to become affectively

1
committed®. First, an individual becomes inﬁol , meaning motivated by his or her

own will or absorbed in the flow, Q}‘\pﬁ

recognizes the value or relevan%é‘%the entity or the course of action to him or

e of action. Second, an individual

herself. Last, associationw e entity or a course of action will shape an

individual’s identity. fthe three forms, affective commitment has been studied

the most*3. C)Q
N

Affecti%kgnitment is a work related attitude with positive feelings towards the

tion. This type of attitude is “an orientation towards the organization, which
links or attaches the identity of the person to the organization™*. Affective
commitment is the relative strength of an individual's identification with and
involvement in a particular organization. The strength of affective employee
commitment is influenced by the extent to which the individual's needs and
expectations about the organization are matched by their actual experience. It is also

described as value rationality-based commitment, which refers to the degree of value
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congruence between an organizational member and an organization**. The employee
commitment model of Meyer and Allen indicates that affective commitment is
influenced by factors such as job challenge, role clarity, goal clarity, and goal
difficulty, receptiveness by management, peer cohesion, equity, personal importance,
feedback, participation, and dependability. Affective commitment development
involves identification and internalisation. Employees’ affective attachment to their
organizations is firstly based on identification with the desire to establish a r@ﬁ;\mng
relationship with an organization. Secondly, through internalisati .Tﬁ,s fers to
congruent goals and values held by individuals and the c:r%a& aﬁson. In general,
affective commitment is concerned with the extent to wh@ individual identifies

with the organization®. . \QQ)

Continuance commitment is defined as awaréné€ss of the costs associated with
leaving the organization. It is calcwca.ﬁ}& nature because of the individual’s
perception or weighing of cosié‘%d risks associated with leaving the current
organization. Continuancééﬂnitment is commitment based on the costs that
would occur if the n)left the organization. Therefore, people having high
continuance co@n@e stay in the organization because they need to*®. In other
words, 1 cost too much to leave. This would be the case, for example, if
em I@e as used a lot of time and resources to learn something that can only be
Qin that particular company or at the time there are no similar or better

employment opportunities available than the current position*.

Continuance commitment can be regarded as an instrumental attachment to the
organization, where the individual's association with the organization is based on an
assessment of economic benefits gained.  Organizational members develop

commitment to an organization because of the positive extrinsic rewards obtained
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through the effort-bargain without identifying with the organization's goals and
values?’. The strength of continuance commitment, which implies the need to stay, is
determined by the perceived costs of leaving the organization. Continuance
commitment will therefore be the strongest when availability of alternatives are few

and the number of investments are high. This argument supports the view that when

N

It is also ascertained that accrued investments and poor employment alte %tend

given better alternatives, employees may leave the organization®®,

to force individuals to maintain their line of action and are resﬁ%{e for these
individuals being committed because they need to. This impl@gt'lndividuals stay

in the organization, because they are lured by other acc%ﬂ}%ed investments which

Q

they could loose, such as pension plans, sen%@sorganization specific skills®.

The need to stay is “profit” associated with contitued participation and termination
of service is a “cost” associated withﬁ%@1 . The profit notion was supported by
describing the concept contir@ employee commitment as an exchange
framework, whereby per(ﬂ@e and loyalty are offered in return for material
benefits and rewards. refore, in order to retain employees who are continuance
committed, the@z ion needs to give more attention and recognition to those

elemer@bst the employee’s morale to be affectively committed®.

dimension of the employee commitment model is normative commitment.
Normative commitment refers to person’s feelings of obligation to stay with the
organization. In other words, employees remain in the organization because they
ought to do so. It is proposed that normative commitment is influenced by person’s
experiences both before and after entering the organization. This means that not only
organizational socialization but also socialization that occurs in the families and

society at large also affects how employee’s normative commitment develops.
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Employees with normative commitment feel that they ought to remain with the
organization. In terms of the normative dimension, the employees stay because they

should do so or it is the proper thing to do*°.

Until today, this is the one that has been studied the least out of these three. Despite
the popularity and support of the model, there is still quite large dispute whether
normative commitment can be differentiated from affective commitment®®, {@n
though there have been factor analyses, which result better fit whe &ise are
separated, the question arises from the fact that correlations betw{m%}fective and
normative commitment are found to be very high. In a larg\ EDanalysis it was
found that the correlation between these two factors. ]"Q)&%ough there are many

factors affecting employee commitment that ;t}@ompany cannot control, like

personal and environmental factors, they cﬁ ement strategies to minimize the
i

effects of these’!. Human resourcé pg}d'

employees’ work and thus enable@ to better combine personal life with work. On

can provide more flexibility to

the other hand, one envirorf%r% factor affecting the commitment is the availability
of other job opportuni Directly organization cannot affect that, but for example
by making s@t its’ remuneration is competitive and employees have

opport% r career advancement, it can affect how attractive those other
op o@ﬁ ies are’’.

Normative commitment is described as “the work behaviour of individuals, guided
by a sense of duty, obligation and loyalty towards the organization”. Organizational
members are committed to an organization based on moral reasons. The normative
committed employee considers it morally right to stay in the organization, regardless
of how much status enhancement or satisfaction the organization gives him or her

over the years>2. The strength of normative commitment is influenced by accepted
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rules about reciprocal obligation between the organization and its members. The
reciprocal obligation is based on the social exchange theory, which suggests that a
person receiving a benefit is under a strong normative obligation or rule to repay the
benefit in some ways. This implies that individuals often feel an obligation to repay
the organization for investing in them, for example through training and development.
It was argued that “this moral obligation arises either through the process of
socialisation within the society or the organization”. In either case it is b x’n a
norm of reciprocity, in other words if the employee receives a be . ﬁg@es him

or her, or the organization under the moral obligation to respond i kigldness52’53.

N

Employee commitment develops through stages, which@‘b&tlined as compliance,
identification and internalisation. The first st e@ﬁh is the compliance stage
centralizes around the employee accepting t e@uence of others mainly to benefit
from them, through remuneration ({.p)%o ion. At this stage, attitudes and
behaviours are adopted not bec éof shared beliefs but simply to gain specific
rewards. The nature of em y@commitment in the compliance stage is associated

with the continuance di Sion commitment, where the employee is calculative with

the need to stay@o ganization when evaluating the rewards. This implies that at

this stag; e@dyees stay in the organization because of what they receive’’.

%@)nd stage, namely identification occurs when employees accept the influence
of others in order to maintain a satisfying self-defining relationship with the
organization. Employees feel proud to be part of the organization; they may regard
the roles they have in the organization as part their self-identity. Employee

commitment at this stage is based on the normative dimension. The individual stays
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because he or she should and is guided by a sense of duty and loyalty towards the

organization.

The last stage which is the internalization stage takes place when the employee finds
the values of the organization to be intrinsically rewarding and congruent with his or
her personal values. Employee commitment at this level is based on the affective
dimension. The employee at this stage develops not only the sense of belong] t
passion to belong to the organization hence the commitment is based-oré%/ant to

stay” basis. The values of the individual are therefore congruent with those of the

There are different levels of employee commitmeﬁt@%ﬁ include: Higher level of

group and the organization®.

employee commitment. A high level of employee\commitment is characterised by a

strong acceptance of the organizatioﬁﬁ and willingness to exert efforts to

remain with the organization. Hi% oyee commitment means identifying with
one’s employing organizai% e “will to stay” suggests that the behavioural

tendencies at this level %gc osely with affective dimension of commitment, where
individuals stayé@hey want to™>.

The nex iQnoderate level of employee commitment. The moderate level of
e l%e commitment is characterised by a reasonable acceptance of organizational
& and values as well as the willingness to exert effort to remain in the
organization. This level can be viewed as a reasonable or average commitment,
which implies partial commitment. The willingness to stay is an attribution of a
moral commitment associated with the normative dimension of commitment. The
individuals stay in the organization because they should do so’®.Lower level of

employee commitment is characterized by a lack of neither acceptance of
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organizational goals and values nor the willingness to exert effort to remain with the
organization. The employee who operates on this level must be disillusioned about
the organization; such an employee may stay because he or she needs to stay as
associated with the continuance dimension. Given an option they will leave the

organization®>,

There are a variety of factors that shape employee commitment. Such factors@e
the following: job-related factors; employment opportunities; « d raphic
characteristics; positive relationships; organizational structure; and management
style. Job-related factors explain employee commitment as 'a@o?tant job-related
outcome at the individual level, which may have an @ﬂ%ct on other job-related
outcomes such as turnover, absenteeism, job ef] role and performance or vice
versa®®, The job role that is ambiguous g €ad to lack of commitment to the
organization and promotional 0pp0rt®can also enhance or diminish employee
commitment. Other job factors ould have an impact on commitment are the
level of responsibility an(m{[)nomy. It was stated that “the higher the level of

responsibility and a %;) connected with a given job, the lesser repetitive and

more interestith)ls, and the higher the level of commitment expressed by the

person w[’éé\ﬁ”%.

‘@next factor is employment opportunities. The existence of employment
opportunities can affect employee commitment. Individuals who have a strong
perception that they stand a chance of finding another job may become less
committed to the organization as they ponder on such desirable alternatives. Where
there is lack of other employment opportunities, there is a tendency of high level of

employee commitment. As a result, membership in the organization is based on
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continuance commitment, where employees are continuously calculating the risks of

remaining and leaving>’.

Employee commitment can also be affected by the employee's demographic
characteristics such as educational qualification, years of service and marital status. It
could be stated that employees with higher degree tend to have low commitment to
the organization, this could possibly be because the organizations cannot me:&\%ir
high expectations and it could also be that they tend to focus on altem@reater
work opportunities elsewhere. While those with lower degree téend to be more

committed because there is less opportunity for them elsewhé&“

Q'}%

Another demographic characteristic that may aff@ employee commitment is
associated with work experience. Work expeﬂ%’% the early stage has little or no
effect on employee commitment, whil I@%te employment stages whereby years
of work experience has been acc i&éd, employees tend to gain seniority and
connections within an orga%@%ence increase commitment to the organization™.
However, marital statu§%f g\n employee is believed to have a positive influence on
employee com 't@ This is assumed to be because married employees,
especially thlf\e‘ with children are most times the breadwinners of their families;
hence t ave more personal responsibilities and larger financial load than their
Counterpart. As a result of this, they have more reasons not to risk leaving the

organization®’.

The working environment is also identified as another factor that affects employee
commitment. One of the common working environmental conditions that may affect
employee commitment positively is partial ownership of a company. Ownership of

any kind gives employees a sense of importance and they feel part of the decision-
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making process. This concept of ownership which includes participation in decision-
making on new developments and changes in the working practices, creates a sense
of belonging. A study conducted also indicates that managers who participate in

budget decision making tend to have a high level of employee commitment®°.

Another factor within the work environment that may affect employee commitment
is work practices in relation to recruitment and selection, performance ap:@(&l,
promotions and management style. It was concluded that the low level &@%doloyee
commitment of constables could be attributed to inappropriate\selection and
promotion which lead to the perpetuation of managerial styl'e.éd e?1avi0ur that has
a negative effect on employee commitment of subor@}% .The organization as a
workplace environment is built up of workin r@nships; one of which is the
supervisory relationship. The superviso% relationship can affect employee
commitment either positively or ne@”. A positive supervisory relationship
depends on how work-related pr s such as performance management are being
implemented in the organization. When individuals find the supervisory relationship
to be fair in its practi %@y tend to be more committed to the organization. Other
work relationsh@juch as teams or groups, which exist in the workplace, can affect
employee @nitment. Organizational members can demonstrate commitment when
t @ able to find value through work relationships. Employee commitment and
attachment to the organization can be increased through efforts made to improve the

organizations social atmosphere and sense of purpose!33.

In essence, when work
relationships reflect mutual respect to individuals, they are able to commit

themselves to the organization®.
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Organizational structure also plays an important role in employee commitment.
Bureaucratic structures tend to have a negative effect on employee commitment. The
removal of bureaucratic barriers and the creation of more flexible structure are more
likely to contribute to the enhancement of employee commitment both in terms of
their loyalty and attachment to the organization. The management can increase the
level of commitment by providing the employees with greater directi(.)n and
influence®. The answer to the question of employee commitment, moral%%lty
and attachment may consist not only in providing motivators, b a. emove
demotivators such as styles of management not suited ‘Eo gir.)context and to
contemporary employee aspirations. A management style@ncourages employee
involvement can help to satisfy employee's desire fb@powerment and demand for
a commitment to organizational goals. l‘%&gued that more flexible and
participatory management styles can %@y and positively enhance employee

commitment. Organizations need todenstire that their management strategies®*.

P
2.2 Theoretical Frz}gv'v\ork
221 Campbd)@v of Job Performance
The job perﬂ&@wance theory was propounded by Campbell in 1990. The author
describe general latent structure of job performance in terms of eight distinct
@smns. The eight factors are: job specific task proficiency, non-job-specific task
proficiency, written and oral communication, demonstrating effort, maintaining
personal discipline, facilitating peer and team performance, supervision and
management or administration®. Job-specific task proficiency is defined as the
degree to which the individual can perform the core substantive or technical tasks

that are central to a job and distinguish one job from another. Non-job-specific task
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proficiency, on the other hand, is used to refer to tasks not specific to a particular job,
but is expected of all members of the organization. Demonstrating effort captures the
consistency or perseverance and intensity of the individuals to complete the task,
whereas maintenance of personal discipline refers to the eschewment of negative

behaviours (such as rule infractions) at work®”.

Management or administration differs from supervision in that the former i‘c@s
performance behaviours directed at managing the organization that are d%& from
supervisory or leadership roles. Written and oral communications reflect that
component of the job performance that refers to the proﬁcié%g%ggn incumbent to
communicate (written or oral) independent of the COK@E%SOf the subject matter.
These eight dimensions are sufficient to descri@ ent structure of performance
at a general level which could be high ot‘&w . It could be pointed out that the
salience or importance of these eight @n;\\isions differs across occupational groups.
Further, each of the eight factors@’roposed to have sub-factors that will also vary
in their degree of salience&v&s occupations. The true score correlations between

these eight dimensio@&e assumed to be small enough to consider them distinct.

Each dimension\is likely to produce rank ordering of employees that is different®.

In con@a, theory of job performance is perhaps the most central construct in
@psychology. Explanation of this construct is important for many functions that
one engages in one’s profession. Explaining the content domain of the construct of
job performance is a critical component of our job performance as industrial and

organizational psychologists. This theory is relevant to this study because it

emphasizes those components in an organization that could enhance the productivity
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of employees as it goes a long way in making organizations to meet its goals and

objectives.

2.2.2 Theory of Organizational Creativity

The theory of organizational creativity proposed by Woodman and Sawyer in 1993
offers insights into how creativity can be fostered and harnessed within organi.zations.
The theory emphasizes the importance of both individual and contextual %& in
stimulating creative thinking and innovation. The key components . N ry are:
Individual creativity: Woodman and Sawyer recognize that E:r@\‘%tx 1s a product of
individual cognitive processes and behaviors. They identifK@%f key components of
individual creativity: Expertise: It refers to the kh %ﬁ;e, skills, and experience
that individuals possess in a particular doma@%’tise provides a foundation for
generating creative ideas and solutions 'Q{\:}%e thinking skills: These are cognitive
abilities such as divergent thinking, “pfoblem-solving, and the ability to make

connections between seemﬁ) elated concepts. Individuals with strong creative
ilg$ y to come up with novel and useful ideas. Intrinsic

thinking skills are moa%l
motivation: Intri i@ivaﬁon refers to the internal drive and passion individuals
have for thei gg When people are motivated by personal interest and enjoyment,
they a@re likely to engage in creative endeavors and persist in the face of
@nges. Organizational context: Woodman and Sawyer argue that the
organizational context plays a crucial role in fostering creativity. They highlight
three dimensions of the organizational context: Resources: Organizations need to
provide the necessary resources, such as time, funding, and materials, to support
creative endeavors. Adequate resources enable individuals to explore new ideas and

take risks without fear of failure. Organizational support: Supportive organizational
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structures, policies, and leadership practices are essential for promoting creativity.
This includes encouraging open communication, tolerating ambiguity, and valuing
diverse perspectives. Organizations that provide a safe and supportive environment
for creative expression are more likely to harness the creative potential of their
employees. Task characteristics: The nature of the work itself can influence
creativity. Tasks that are challenging, complex, and open-ended tend to sti.mulate
creative thinking. Additionally, opportunities for autonomy and decisio%%ng
empower individuals to explore different approaches and experime .'ﬁ@ ideas.
Creative outcomes: The theory also considers the outcorzles geativity within
organizations. Woodman and Sawyer highlight two ty@ creative outcomes:
Creative performance: This refers to the generati@ novel and useful ideas,
products, or solutions. Organizations that priﬁ%&reative performance are more
likely to innovate and adapt to 'q@kpg market conditions. Innovation
implementation: Creative ideas n Qbe implemented to have an impact. The
theory emphasizes the i oﬂ@‘ of organizational processes that facilitate the
implementation and diffusion of innovative solutions. These processes involve

'\
collaboration, eqe)@b%ta ion, and feedback mechanisms to refine and refine ideas.
0

Inclusively, V‘Q

the inte between individual factors, organizational context, and creative

man and Sawyer's theory of organizational creativity recognizes

@mes. By understanding and leveraging these components, organizations can
cultivate a culture of creativity and innovation, leading to a competitive advantage in
today's dynamic and rapidly evolving business environment®’. The theory described
organizational creativity as “the creation of a valuable, useful new product, service,
idea, procedure, or process by individuals working together in a complex social

system”. This is a multilevel, interactionist model describing organizational
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creativity as a complex interplay of individual creativity, group creativity, and
organizational creativity that has an impact on the creative process and, therefore, on
the creative product. External influences such as intra organizational influences, as

well as intra individual factors, are included in this theory.

The theory is based on the assumption that contextual issues either inhibit or
facilitate creativity in organizations. The model is rooted in an individual—co%%&—
based creativity model that builds the relationship between or@& and
organizational characteristics where individual and team creativity (with components
of domain-relevant experience, creativity-relevant skills and ;@;?@s, and intrinsic
motivation) feed the work environment, while the wo&@&%nment (organizational
motivation, management practices, and reso%x@ turn, affects individual and
team creativity. It describes a complex int@ion of person and situation, which is
repeated at each level of a social or@xion. It means that group creativity is a
function of individual creative ]ahé‘%’r

While, organizational cr tly\\lty) is a function of the creative outputs of its component
groups and cot)x@ 4iluences, which includes organizational culture, reward
systems, reso\iq:‘e constraints, the larger environment outside the system, and so on.
The pinnacle of this theory takes roots from the complex mosaic of individual, group,
rganizational characteristics and behaviors occurring within the salient

situational influences, both creativity constraining and enhancing, existing at each

level of social organization®®.

In a nutshell, this theory provides a key to the understanding organizational
effectiveness and survival. It is a function of individual characteristics, group

characteristics, and organizational characteristics. Individual characteristics consist
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of cognitive abilities, personality, intrinsic motivation, and knowledge. Group
characteristics consist of norms, cohesiveness, size, diversity, roles, task and
problem-solving approaches. Organizational characteristics consist of culture,

resources, and rewards®.

The theory is relevant to the study because it has the ability to address influences
across various levels of organizational characteristics. These cross-level in %s
are represented by the social influence and contextual influence. It is %ﬁd that
these cross-level influences are particularly important in identifying and
understanding group and organizational characteristics that b ﬁ\; ?mce and inhibit
creative behavior in complex social systems and acr&@text& The weakness of
the model is that it limits creativity into the indi 'd@nd team level, seeing them as
similar kinds of processes, based on individg%cognition—based creativity. In contrast,
innovation is considered as a work Qi)hlment or as organizational-level desired
outcome. Thus, the model do@t explain creativity as organizational-level
phenomena, but, instead, itN))us is on particular creative individuals and groups,

and on the contextua ;}58.

2.2.3 Allen gﬁeyer Model of Employee Commitment

The Nﬂ%and Meyer model is the first contemporary theory of employee

@%nent which was propounded by Allen and Meyer in 1990. This theory was
used to study a wide range of conceptual framework on employee commitment from

the view point of individual's connection with the organization®®.

Employee commitment was initially viewed as two dimensional namely, affective
and continuance. The first dimension, namely affective commitment was defined as

“positive feelings of identification with, attachment to and involvement in the work

70



organization”, and the second dimension, namely continuance commitment is “the
extent to which employees feel committed to their organization by virtue of the costs
that they feel are associated with leaving”. After further research, a third dimension,
namely normative commitment was added. It is a sense of obligation an employee
has to the organization, a feeling of staying with the organization because it is the

right thing to do®,

Affective commitment represents the individual’s emotional attachment to the
organization. It is the employee’s emotional attachment to, identification with, and
involvement in the organization. Employees who are committed to an organization
on an affective basis, continue working for the organization because they want to.
Affective commitment is a work-related attitude with positive feelings towards the
organization. It was also maintained that this type of attitude is an orientation
towards the organization, which links or attaches the identity of the person to the
organization. The second dimension of the tri-dimensional model of organizational

commitment is continuance commitment®s.

Continuance commitment is the awareness of the costs associated with leaving the
organization. It is calculative in nature because of the individual’s perception or
weighing of costs and risks associated with leaving the current organization. The
strength of continuance commitment, which implies the need to stay, is determined
by the perceived costs of leaving the organization. Therefore, continuance
commitment will be the strongest when availability of alternatives is few and the
number of investments are high. This argument supports the view that when given

better alternatives, employees may leave the organization®®,
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The last dimension of the employee commitment model is normative commitment
which is defined as a feeling of obligation to continue employment. Internalized
normative beliefs of duty and obligation make individuals obliged to sustain
membership in the organization. The strength of normative commitment is
influenced by accepted rules about reciprocal obligation between the organization
and its employees. The reciprocal obligation is based on the social exchange theory,
which suggests that a person receiving a benefit is under a strong normative
obligation or rule to repay the benefit in some way. This implies that individuals
often feel an obligation to repay the organization for investing in them, for example

through training and development®-°,

It was argued that this moral obligation arises either through the process of
socialization within the society or the organization. In either case it is based on a
norm of reciprocity, in other words if the employee receives a benefit, it places him
or her, or the organization under the moral obligation to respond in kindness. The
Allen and Meyer model for employee commitment is related to this study because it
has given an explanatory fact about the commitment of an employee in an
organization. The output of a secretary of any institution depends on the attitude and
behaviour of such individual as Allen and Meyer model is considered to relate to
process in which a secretary becomes locked in the institution and how he or she is
able to deal with it, as a result, determines the commitment of such secretary in the

institution.
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2.3 Review of Empirical Studies

2.3.1 Organizational Characteristics and Job Performance

Overtime, studies have ascertained varying levels of job performance among
secretaries. A study investigated the job performance of staff in public universities in
Southwest, Nigeria. The study revealed a fair job performance with variables such as
professional practice, contribution to the overall development of the organ%%ﬁ,
ability to attend swiftly to clients’ request as well as meeting minimum r%%éments
for promotion”. Another study was conducted to investigate the level of job
performance of employees in Colleges of Education in Nigéﬁ@%g results showed
that the mean score for job performance of emyl(&%&vas X=55.68, SD=5.25
indicating moderate level of job performance’'. investigated the level of job
performance of employees in universitie%ﬁlorthCentral, Nigeria. Findings
showed a mean score of 3.00 which 1@% a moderate level of job performance of
employees in universities in Np&entral, Nigeria. Their study described the
notable barriers of academig, staff job performance to include lack of appropriate
reward for expanded %rgles, lack of status, lack of recognition, social security,

social facilities,@cynotion, wages, social services and physical working conditions”!.

A surveé?@nversity libraries in Ankara found out that academic librarians’ low
form

ance is caused by poor physical working conditions, non-recognition

with'the work conducted, not obtaining respect with the job conducted, job security,

promotion, wages, social status and social services’.

In terms of publications output, the study reported a low job performance of
employees in universities in Southwest Nigeria. The study investigated job

performance as part of the productivity of the employees in colleges of education in
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Nigeria. Their study revealed that librarians were less productive in terms of
publication output”®. Likewise, a study found that the job performance of employees
in Benue State, Nigeria, was at a low level. It was also argued that the secretaries’
poor job performance, if allowed to continue, may affect the academic culture of
Nigerian Universities’®. The study also confirmed that employers had complained of
the low quality of performance of librarians in Nigeria. The job performanc.e of an

employee is very important because one operation in the library is con@ to

another’*. ,%\QO

In another study conducted on the impact of demogrép@griables on job

performance among lecturers in colleges of educatio&@%mrth east Nigeria. The
correlational survey design was adopted for Eh@s@ The population of the study
comprised 1,331 lecturers from the five gbhc (Federal and State) Colleges of
Education in the North East, Nigeria@ly\sample size for the study consisted 307
lecturers obtained using Taro e’s formula. Proportionate stratified random
sampling technique wasw to draw the sample for each college while
disproportionate stratj %ﬁﬂdom sampling technique was used to select the number
of lecturers pe@ool in each college for fair representation. The instrument for
collectin @m this study was the questionnaire and result revealed that the level of
jo ormance of lecturers was moderate. The author recommended that the
ﬁManagement in collaboration with National Commission for Colleges of
Education (NCCE) and Tertiary Education Trust Fund (TETFUND) should intensify
effort to provide staff development opportunities to lecturers to improve their job

performance in different task areas’.
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Another study was conducted on lecturers’ work stress and job performance in
Kwara State Colleges of Education. The aim of the study was to investigate the
relationship between work stress and job performance among lecturer in Kwara State
Colleges of Education. Three research questions and three null hypotheses were
raised to guide the study. The correctional research design was used for the study and
questionnaire was the instrument used in the collection of data. Data was ar.lal%e‘d
using the descriptive and inferential statistics and result revealed that the le%'@’job

performance among staff in Kwara State College of education was h@\

A study was conducted on employee motivation and job perf(@gg The study was
aimed at examining the effect of employee motiva:tig@%erformance in ultimate
company limited, Doula, Cameroon. The stu ed a survey research design.
Both quantitative and qualitative data werg%e in the study. Observation, focus
groups, and interviews and questionn%%xere employed to obtain information. The
total population was 18 and all Wé‘bﬁed for the study. The result revealed that the
employees’ job performanc moderate’”’. A study was investigated to determine
job performances of istrative staff in South West Nigerian Universities. The
study’s purposQVjﬂ to investigate the job performance of administrative staff in
federal a (Qate universities in south West, Nigeria. The study employed a
d I@Ve survey design. The total population for the study was 400 with a sample
ﬁl which was selected through multi-stage sampling process. An instrument
titled “Job Performance Questionnaire” was used to collect data. The data was
analyzed using Pearson Product Moment correlation coefficient. The findings
revealed that the level of job performance of administrative staff in federal and state

universities was moderate’®. A study investigated job satisfaction and job

performance of supervisors at the work place. The purpose was to investigate the
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relationship between job satisfaction and job performance. The population of the
study was 25 supervisors. Data was secondary data which were analyzed using
Pearson product Moment Correlation Coefficient. The finding revealed that the level
of job performance of employees was moderate. The author affirmed that the reason
behind the moderate level of job performance of employees was because they were
AL
S

Another similar study was conducted on work motivation and performa%lével in

not well motivated and reinforced”®.

day and night shift of employees in call centres, Lahore Pakistan. The.purpose of the
study was to investigate the influence of motivation on tﬁe@fy?mance level of
employees working in day and night shift in selecte.d K@mes. The study adopted
the descriptive survey design. Four researc q@ons guided the study. The
population of the study comprised of 586 loyees working in all call centres on
day and night shifts. A sample of 160@\by@es working in day and night shifts (80
employees from day shift and %%’ployees from night shifts) who had adequate
timing was drawn fromxge)gpopulation using purposive sampling technique.
Instrument for data %c'ﬁon was the question and data was analysed using
descriptive an@ential statistics. Results revealed that the level of job
perforrp%é&J employees was moderate. It was also found that some of the
chall¢figes that inhibit job performance of employees were lack of employee

recognition, irregular payment of salary and wages, irregular promotion

opportunities, inadequate training opportunities and undemocratic leadership styles®’.

A study was carried out on job rotation and staff performance of secretaries in
customs organization of Golestan and Mazandaran providences. The purpose of the

study was to investigate the relationship between job rotation and staff performance
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in customs organization of Golestan Mazandaran provinces. The study used a
correlation survey design. Five research questions and 5 hypotheses were formulated
to guide the study. The population for the study was 161 while the sample size was
114. The instrument used in the collection of data was the questionnaire. Result
indicated that the level of job performance of secretaries in customs organization of
AL
2N

A study on the influence of job rotation on performance, skill Variati%ﬁd job

Golestan and Mazandaran providences was high®!.

satisfaction of Bank employees in Gilan was conducted, with the“purpose of the
study was to investigate the effect of job rotation on perfo@g by considering
skill variation and job satisfaction of Bank employees.&@%&iptive survey design was

employed for the study and result revealed th%@l of job performance of bank

employees was high®2, ‘\%

Three organizational characteri@ ere reviewed: organizational culture,

organizational reward syst% ganizational resources.

%'»
Organizational q)@%nd Job Performance

In a study é&t e effect of organizational culture on job performance among
employe Wairtsild Limited, Kenya using the survey research design with the
% population comprising of a stratified census sample of 63 members of staff
from the organization at different levels. The data has been collected using
questionnaires and analysed using descriptive statistics, to determine whether
organization culture really affects the employee's performance. The researcher has
provided an introduction letter from the university as assurance that the information

would be treated with maximum confidentiality, as reluctance to provide some
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personal information was an anticipated limitation of the study. Collected data was
analysed using SPSS software and data represented in graphs, charts and tables for
better understanding and interpretation. Since employee's job performance is one of
the important factors for a business to compete in this global market, the purpose of
this study is to explain and empirically test the effect of the four elements of
Organization culture namely; organization values, organization climate, lea.dership
styles and work processes to the employee's performance. The results of %‘Qﬂﬁdy
suggest that managers should focus on the factors that have a si .a\;t fect on
employee performance, if they want to enhance their busines.ses‘ﬁsﬁS on the results,
this study was able to revealed that organizational valu Q%e a more significant
effect to employee's job performance at Wirtsila, thq@he organization climate as is
mostly assumed as a vice versa relationship. Oyerly”a positive relationship between
organization culture and employee per Gg@y was established, however the effect
diversely varied amongst the Variaggkth work processes and systems in Wirtsila

having more effect to emp%@formance“.

In an examined study, %e'}nﬂuence of culture on job performance of employees in
Indonesia usin@e survey design and simple random sampling technique.
Populatio é\he study comprised 146 employees and questionnaire was the
izﬁgn used in the collection of data and data was analysed using the descriptive
and”inferential statistics. Result showed that there was significant relationship
between culture and job performance. Therefore, the finding supports the importance
of organizational culture, because the organizational culture is the guideline for the

desired way of thinking and behavior to achieve organizational goals®*.
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In a research conducted, the analysis shows there was a significant correlation
between all the variables (organizational culture: belief and norms, individual
autonomy, individual responsibility, conflict tolerance, structure, risk tolerance, and
support.  organizational citizenship behavior: altruism, conscientiousness,
sportsmanship, courtesy and civic virtue). It means that the culture of the
organization influences the formation of OCB®. In another study on the relat.ionship
between organizational culture and job performance in US adopting the d@ive
survey and simple random sampling. Questionnaire was the inst : t in the
collection of data and data was analysed using the des.cri e.jand inferential
statistics. Result showed that the organizational culture {@ significant positive
relationship to the employees' self-ratings of org’ma@fuonal culture®s. In another
similar study conducted on the inﬂuenc@%ganizational culture on job

performance among employees using tt:é ,@y design and simple ransom sampling.

The instrument used in the collec’@ data was the questionnaire and data was
analysed using the descr'pti@nd inferential statistics. Result revealed that

organizational culture has a significant effect on performance, in contrast to research

conducted to QQat organizational culture has no significant effect on

performancegf\‘

In_a @h conducted to determine the influence of organizational culture and
competence on job satisfaction and organizational citizenship behavior and employee
performance using the survey and purposive sampling. The samples in this study
were employees of PT PLN (Persero) Kalimantan Main Unit, Mahakam Plant
Control Management Unit which amounted to 182. The analytic data used by the
author is Structural Equation Model (SEM). Hypothesis testing is conducted with

multivariate analysis conducted through the WarpPLS program. The results showed
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that organizational culture has a positive and insignificant effect on employee job
satisfaction, competence has a positive and significant effect on employee job
satisfaction, organizational culture has a positive and insignificant effect on

employee organizational citizenship behaviour®®.

A researcher conducted a study on the impact of organizational culture on employee
performance in Mogadishu, Somalia using the cross sectional study and con%zs‘{@nt
sampling to collect 90 questionnaires from University of Somalia in %ﬂdishu,
Somalia. Employees were provided a questionnaire with four main ‘sonstruct which
measuring competitive culture, entrepreneurial culture, t@g@al culture and
employee performance. However, using correlation coe@ent, the study found that
there was a significant impact of organization Q@fe on employee performance.
the authors concluded that concluded that organization culture has a great influence
on performance as it dictates how thi gs %

one, organization’s philosophy, work

environment, performance target%& rganizations stability®.

Another study was held 0 as ess the correlation between the type of work culture
and various va @ act of culture on performance. The data was analyzed by

using MlcroN

order r(%duct the study, a structured questionnaire was used. The results of the

cel and the Statistical Package for Social Sciences (SPSS). In

%gon show that various types of culture impact on the motivation level and
therefore, the organization needs to nurture and develop the right type of culture in
the organization to foster the motivation level of the employees working in the
organization. The goal is not just to survive, but also to prevail, prosper, and achieve

something much broader and bigger than mere survival®.
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A scholar examined the impact of organizational culture on job performance among
employees among National Agency for Food and Drugs Administration and Control
(NAFDAC), Nigeria using the survey design and purposive sampling. It views
organizational culture as shared values, beliefs and norms that influence the way
employees think, feel and behave in the workplace. It assumes that a positive
organizational culture will enhance employees’ performance. Data collecte.d were
analyzed using descriptive and inferential statistics. Results from the data@%sis
indicated that significant relationship exists between organizati .ﬁﬂre and
increased employee commitment/productivity in NAFDAC .andﬁqgnmends among
others: continuous staff training, increased governn;&%\funding, continuous
improvement of employees’ condition of serviée;t&)ntinuous improvement of

employees’ condition of service, sustenance @@evailing organizational culture

of decentralization and current team bu:' Ed,@sfortsgl.

In a study on the impact of %’Qiational culture on job performance among
employees in India using Qgoss—sectional design and convenient sampling?®!.
Questionnaire was t %faument used in the collection of data and data was
analysed usinngy descriptive and inferential statistics. Result showed that
organiza @culture has deep impact on the variety of organizations process,
e l%es and its performance. This also describes the different dimensions of the
ﬁe. Research shows that if employees are committed and having the same norms
and value as per organizations have, can increase the performance toward achieving
the overall organization goals. Balance Scorecard is suggested tool to measure the
performance in the performance management system. More research can be done in
this area to understand the nature and ability of the culture in manipulating

performance of the organization. Managers and leaders are recommended to develop
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the strong culture in the organization to improve the overall performance of the

employees and organization®?.

Another study conducted to identify the variation in cultural values had a significant
effect on the rates at which the newly hired employees voluntarily terminated
employment. The relationship between the employees' job performance and their
retention also varied significantly with organizational culture values. The éu@al
effects were stronger than the combined exogenous influences. The re&%%llcated
positive relationship between organizational culture and employee performance®. A
researcher also examined the impact of organizational @j@ on employee
performance and productivity from the perspectives Qh}nultinational companies

operating especially under the telecommunic 'o®etor of Bangladesh in South

%) ogy focusing on a case study of

m
Gramenphone (GP) (a subsidiar@

telecommunication based subséé‘% in Bangladesh. The paper argues that

Asia. The paper has applied qualitative

cleron in Norway), the leading

organizational culture s%giggmtly influences employee performance and
productivity in the d@c”emerging context®®. A scholar examined the impact of
organizational 1@& on job performance among employees using the survey design
and pu ié\sémpling. Analysis of data from 392 respondents who participated in
the s@%nﬁrms the fit of the proposed model to the data. The finding revealed
&here was significant relationship between organizational culture and job
performance of employees. The model presented in the study represents an initial
attempt to describe and evaluate the effects of various dimensions of organizational
culture. It appears that the comparison of visible aspects of culture across and within
organizations can provide useful information for guiding the directions of

organizations®’.
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A scholar examined the influence of organization cultural and employee commitment
to employee performance direct or indirectly to the job performance. Data collection
was done by questionnaire. The research samples were 127 employees. The research
used descriptive analysis to determine characteristic and description of respondent
for each variable indicator. While to test the relation among variable by using
inferential analysis with Partial Least Square (PLS) method and Sober Tes.t. The
results showed that organizational culture does not influence directly to the @Q}Xyee
performance. Organizational culture able to influence performan 1. ted by
job satisfaction, While employee commitment influence si.gni IU’Iy to employee

performance directly or indirectly through work satisfactio@

-QQ)

Another study was conducted to find the in e@of organizational culture on
employee performance within software h@s working in Pakistan. Primary and
secondary data were used in this stud@%nary data was gathered via questionnaire
and formal and informal intewie%’éﬁtomer service, employee participation, reward
system, innovation and rﬁv% ing and communication system, are considered
variables for this s : @ample size is (n=110) therefore, descriptive statics,
correlation anngyssion analysis have been used. The overall results support that
culture 0 %anizations has the significant positive impact on employee’s job

pio@nce at selected software houses in Pakistan. Employee’s participation is a
m

o8t important factor for achieving organizational goals®’.

A scholar examined the impact of moderating effects of organizational culture on
HRM and employee’s performance in an attempt to contribute to the pool of
knowledge and practice. This is empirically proven through quantitative and

qualitative approach in nongovernmental organization in Nigeria. The study finding
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suggested certain factors influence the moderating effects of organizational culture;
they have positive influence on increasing employee’s performance and human

resource management”s.

Organizational Reward System and Job Performance

A lot of studies have been conducted to investigate the relationship b.etween
organizational reward system and job performance. A study was done to ir%@ate
the effect of reward system on employee performance among selecte ; %cturing
firms in the Litoral Region of Cameroon. Specifically, the Stl.ldy aQined the degree
to which profit sharing affects employee commitment; as}&%\ns the effect of flat-
rate systems on employee work values; and appm@gge influence of collective
bargaining reward systems on employee cohe$iveness. 538 employees drawn from a
population of 5146 employees of t %&sed manufacturing firms within the
Cameroon Littoral Region were s@ for the study. Percentages and regression
analysis were employed in a ng the data. The findings revealed that, profit

sharing had a significantly positive effect on employee commitment in

'\

manufacturing C;{é%a rate systems had a significantly negative effect on

employee W()% ues in manufacturing firms; and collective bargaining reward
system‘s%d a significantly positive impact on employee cohesiveness in

@turing firms. The study concluded that there is a positive link between

reward systems and employee performance®.

A research was conducted to investigate the impact of reward system on
organizational performance in Brentwood Suppliers Limited in Lusaka, Zambia. The
purpose of the study was to explore the impact of reward systems on employee

performance; assess the effectiveness of existing reward system and whether there
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was a correlation between reward system in the organization and an increase in the
performance of the employees. Descriptive statistics and correlation analysis were
employed in analyzing the data. The findings revealed that the existing reward
system of Brentwood suppliers was ineffective and must be revised; there was a

relationship between rewards systems and employee performance'®,

In a similar study, the effects of employee rewards policy on orgaﬁi@n
performance in public primary schools in Rachuonyo North Sub County %&arﬁed
out. A total of 349 questionnaires were returned for analysis of datax This was 87%
return rate on the Questionnaires. The study found out 'tl{\‘%f:?e is a positive
correlation between employee benefits and organizatio@e%ormance. Employee’s
compensation accounts for 5.5% of the o a@n performance. Employee
Incentives is positively correlated with or§§on performance by 38.7% while
promotion accounts for 34.6%. T@%y further found out that Employee

compensation significantly a ’Q)sitively affect organization performance.

Employee Promotion signim{ﬁ? affect organization performance!!.

N
Furthermore, an th@ch examined reward system and employees’ performance
using selecteg pubtic secondary schools in Lagos State. The findings revealed that
there %sglgniﬁcant relationship between employee’s performance and salary
@Q, employee job allowances and performance and in-service training and
employee’s performance!®?. Similarly, another studies were carried out to examine
the impact of financial and non-financial rewards on employee motivation in Astro
films (PVT) situated in Lahore City of Pakistan. A questionnaire was developed to
guess the opinion of employees working in these organizations. A semi structured

interview was conducted for getting an insight about their motivation. The
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researchers found from the survey that there are different factors that affect the
motivation of employees which can be classified into two categories; financial and

non-financial rewards!®.

Another research investigated the effect of reward system on health care workers’
performance in teaching Hospital. It examined the relationship among monetary and
non-monetary rewards and employees’ performance in University of C& r
Teaching Hospital (UCTH). Desk survey was used in gathering relevant i%\ation.
Primary sources were questionnaire, observation and interview, whilé\se¢ondary data
were gathered from internet, textbooks, journals and librart@?quare statistical
tool was used and the findings revealed the monetary r@? had a positive impact

on employees’ performance while non-monet% rds had a negative effect on

employees performance!%. %

The impact of reward systems % organizations performance in Tanzanian
banking industry was carr% »The data was analyzed with use of descriptive
statistics (SPSS and ex% '2\1 d data presented as frequency distribution tables and

histograms. Th@@

Mwanza city)\ffe oth extrinsic (salary, bonus and promotion) and intrinsic (praise,

Q

recogni nd genuine appreciation) rewards to their employees. However, the

f this study showed that the three commercial banks in

@ound that employees were not satisfied with the current reward packages and
salary level was viewed to be too low and did not reflect cost of living in Mwanza
city. The study further indicated the intrinsic (non-financial) rewards were not

satisfactory to employees!®.
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Organizational Resources and Job Performance

Scholars have made several attempts to conceptualize the term ‘organisational
resources’ in different contexts and perspectives. For instance, it was defined as the
sum of the interrelationships that exist within the employees and between the
employees and the organizational environment in which the employees work. It was
also viewed by a scholar as the entirety which comprises the totality of .forces,
actions and other influential factors that are currently and, or potentially c%ﬁg\mng
with the employee’s activities and performance at the workplace!®, : nitions
therefore imply that the organizational resources can be .asK ed,‘to anything or
anyone around the employee that can either make or K@he employee’s work
progress and outcomes. Organizational resources cé@qo% three components which

include the technical, the human and the physi@%onmentm.

Some studies have grouped the org@ﬂa resources into conducive and toxic
environments'?”1%  In their Vie@b‘blhe conducive organizational resources give
pleasurable experiences to%gyees and helps them actualize in the dimension of
personality profile whi @ toxic physical resources give painful experiences and
de-actualize er@es behaviour. A researcher maintained that irresponsible
emploz%é\&hange to be responsible and be more committed to their jobs in a
cond@ve environment because such environments reinforce their self-actualizing
traits. However, the reverse is the case in a toxic environment. The resources factors
concern the office layout, designs, and structures, while the psychosocial factors
have to do with the working conditions, role congruity and social support from

management'%%,
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The impact of organizational resources on academic staff job performance was
examined in Ugandan public universities, using Kyambogo University as a case
study. Different significant physical factors that are relevant to job performance were
highlighted. Two hundred and ninety-four academic staff were sampled for the study.
The data collected were analyzed using descriptive statistics and Pearson Product
Moment Correlation Coefficient. The results revealed that the prevailing p.hysical
resources of the university significantly affects the job performance of the @nic
staff; although the factors exist at a low level in the institution! .. archer
focused on the effect of physical environment on bank emPle\‘ s’.\performance in
Nakuru Town, Kenya. The physical environment \y@\ﬁeasured using the
psychosocial, physical, and work life balance factor’s@gﬁundred and seventy-three
non-managerial employees formed the sample@%stionnaire was administered to

elicit data from the respondents. Tgﬁg%ere analyzed using the descriptive

statistics and multiple regression % . Findings from the analysis revealed that
physical features of the w rk@ environment have no significant impact on the

performance of the em ygss while that of the psychosocial and work-life balance

factors had sign@%pact“o.

In an inv @tlon on the influence of physical resources on job performance using
a l@eering company sampled 85 employees. They made use of the quantitative
&)dology indicating a cross sectional survey. The study measured physical
environmental factors using noise, space, light and color, air, and employees’
satisfaction. The data collected via the survey from the sampled employees showed
that physical environmental factors such as ventilation and light, noise, among others
constitute the major conditions that negatively affect job performance of the

employees'!!. Similarly, a scholar investigated the effect of physical resources on
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employee performance through work discipline. The study sampled 208 employees
from PT. GatraMapan, Indonesia. Questionnaire was used to collect data from the
employees and analyzed using the path analysis. The study found that work
discipline can serve as a mediating influence between the workplace environment

and employees’ performance. It was also discovered that physical resources itself

[&\‘b

2.3.2 Employee Commitment and Job Performance . \QO

also influences the employees’ performance and discipline at the workplace!!2.

A study found a positive relationship between “affective commitment” and job
satisfaction, a significant negative relationship between “co'r@“ag?e commitment”
and job performance, and a positive relationship b?tv&@){hormative commitment”
and job performance'’®. The study also u%\that the level of employee
commitment was moderate. It was concluded\that" when employees are committed to
their work which could as a result of@n}beneﬁt emanating from the management
of the organisation, they tend toq@\ their best for the organisation which in turn
enhance their job perforrw and with this, the goals and objectives of the
organisation could %?evedm. In another similar study conducted on the
influence of e@ee commitment on job performance among library personnel in
Southwe @eria using the descriptive survey and purposive sampling technique.
T @i g revealed that there was significant influence of employee commitment
on job performance among library employees. It was also revealed that there were no
significant differences in the library personnel affective, continuance, and normative
commitment based on gender, age, marital status and years of experience. However,
there was a significant difference in the affective commitment of library personnel
based on their years of experience. This study therefore, concludes that years of work

experience in the organization have an impact on the affective attachment of the
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library personnel to the organization. It is thereby recommended among others that
management should pay attention to policies geared towards improving employee

commitment to the organization'!*,

A study examined the impact of employee commitment among employees in
selected organization in India using the survey design and purposive sampling. One
hundred and thirty-five employees were used in the study and questionnaire .{K e
instrument used in the collection of data and data was analysed using bhe%%ﬁiptive
and inferential statistics. Result revealed that there was significant impact of
employee commitment on job performance. It was also f(')a@f);g in employer’s
stand point, role ambiguity, job control, job ins&@y, career advancement,
performance appraisal, and positive team experi e been claimed significantly
affecting employee commitment. In cgtras , factors affecting employee’s
commitment are locus of control, ag@\enure in organization, task self-efficacy,
culture, job satisfaction, and emp engagement! '3,

1\)‘2)

Another study on inv tig?tlng the relation among job satisfaction, perceived
organizational % employee commitment, job satisfaction is divided into
two categoriéﬁwnamely, internal and external satisfaction. External satisfaction is
related‘%ctors such as payment, promotion, admiration and interaction with
gues; whereas employees’ satisfaction is related to values, social status,
position; and professional responsibility indicate internal satisfaction. Individuals’
assessment of their job and expression of satisfaction or dissatisfaction can be
regarded as the general outcome of their job constituents. It was found that

employee commitment had influence on job performance among employees''.
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A study conducted in five Lebanese banks on the relationship between employee
commitment and job performance, results showed that job performance and
employee commitment were significantly correlated and satisfaction was a predictor
of commitment!'”. This is similar to a study conducted which was also found that
there is a significant and positive correlation between employee commitment and job

118

performance''®. In a study carried out on the employees working in the service and

production industry, results showed a significant relationship between @ive
commitment and job performance. Results also showed that ther 1. ificant
relationship between normative commitment and job perf.orn]%e\ It was also
discovered that there is a significant and positive relatio ﬁg\between continuance

commitment and job performance!'. In contrast, ﬁ@er study conducted showed

that there is no significant correlation betwés@%tinuance commitment and job

performance'?, Q‘)\‘\%

A study examined the relati%’%' between employee commitment and job
performance academic sta mbers in a selected higher education institution in
South Africa using thg=~d¢ r?ptive survey and purposive sampling. The study utilized
a self—administ@ questionnaire to solicit data from 302 participants randomly
selected &outh African higher education institution. Correlations were used to
te ‘@ther there is any relationship between the variables. T-tests and ANOVA
&also used in this study. Results showed a significant positive relationship
between affective commitment as well as continuance commitment and job
performance, but no significant relationship between normative commitment and job
performance was found. The results also show that there is a significant difference in

job performance between male and female academic staff members. The results
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show that there is no significant mean difference between employee job performance

as well as employee commitment in terms of age'?!.

A study examined the influence of employee commitment on job performance
among employees in Finland adopting the descriptive survey and purposive sampling.
One hundred and seventy employees were selected and questionnaire was the

instrument used in the collection of data. Result revealed that there was sig‘{@at

influence of employee commitment on job performance of employ i@g‘ﬁother
study conducted on “exploring the job performance and employe‘eénmitment of
employees in information technology environment”, ai'n%Aa"’examining the
relationship between employees’ job performar.lce @%&measured by the job
performance survey) and employee commit an measured on the employee
commitment scale. A quantitative survey design was used to achieve the research
objectives. Sample of the study was @from 195 employees at four information
technology firms in South Africa 1, 86 usable surveys were returned, yielding a
moderate response rate of%&cent. The job performance Survey measured nine
facets of job perfo %Bay, fringe benefits, promotion, supervision, contingent
rewards, opera@g::gtions, co-workers, nature of work and communication, as
well as t @?ﬂl job performance. The questionnaire on job performance consisted
0 % of 36 items, while employee commitment was measured using the three-
dim¥€nsional Meyer, Allen and Smith’s (1993) instrument, originally developed by
Allen and Meyer (1990). The affective, continuance and normative organizational
scales comprised six items, modified from the original questionnaire consisting of 24
items. Response was made on a 7 — point Likert scale. Descriptive and inferential

statistics were used to analyse the data collected. Pearson-Product Moment

Correlation and stepwise multiple regression analysis were used to test the research
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hypotheses. The findings of the study suggest a significant relationship between job
performance and affective and normative commitment variables, as the respondents
were satisfied with pay, fringe benefits, promotion (advancement), supervision,
contingent rewards, nature of work, communication and relationship with co-workers,
and seem to feel more emotionally attached to and involved with their respective
AL
2N

The above study is somewhat related to the current research in that they b%ﬂ)cused

organizations'?3.

on exploring the relationship between two important work-related\ variables: job
. . . A .
performance and employee commitment. Both studies also @ d almost similar
instruments to measure job performance and empl&@%&eommitment. The only
marked difference is that this study’s measu%e@as based on a 7-point Likert
scale, while the present measurement was bg%i on a modified 4 — point Likert scale.

Another difference lies in the number @performance indices used!'?.

In another study on evaluat'% ployee commitment of employees in universities:
z'\a University”, aimed at evaluating the influence of

A case study of Islarg%
affective factors: a%‘%nder, educational level and job background on university
staff emplo& commitment, using Mathew Employee Commitment Model. A
sample‘%mlation of 127 (out of 192) employees (97 faculty members and 95
@rsﬂy staff) were selected based on random sampling. A 7 — point scale
questionnaire adopted from Mowday, et. al., 1982 was used for data collection.
Based on the research hypotheses in this study and sampling groups, descriptive
statistics, frequency distribution, percentages, mean, standard deviation, variance
analysis, t-test and correlation matrix were used to analyse the data collected. Results

obtained indicate that age increase or decrease has no significant influence on
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employees’ employee commitment. Also, there is no significant relationship between
employees’ job background and employee commitment; no significant relationship
between gender and employee commitment; and no significant relationship between
faculties and employees in terms of employee commitment'?*. This study is related
to the present effort in that they both focused on important job-related variable of
employee commitment of employees in university environments. Howev.er, the

earlier research is an evaluative case study of a particular university, whq‘%e,}the

current effort is a correlational survey, involving two majg@i@ s: job

A study on “the impact of work-related Variabl&éﬁ librarians’ employee

performance and employee commitment.

commitment and job performance”, examine th@rﬂuence of five work-related
variables (role conflict, role clarity, job au%omy, job performance, feedback and
job involvement) on employee commiitm \and job performance among Malaysian
university librarians. Two resea estions were formulated to guide the study.
The study adopted descrw survey design, while questionnaire was used as
instrument for data ¢ %0'1)1 A proportionate stratified random sampling technique
was used to ngpg a sample size of 222 respondents, comprising mainly
professio @trained librarians. Surveys were distributed to 222 respondents, while
%@16 ones were returned, yielding a response rate of 63 percent. The findings
reveal that of the five work-related variables that were employed, all were found to
be correlates of employee commitment. However, only four variables were found to
correlate significantly with job performance: role conflict, role clarity, job autonomy,
and job performance feedback. Out of the four work-related correlates, only two
were found to significantly predict the variation in job performance. Collectively,

these two accounts for 16.3 percent of the variance in job performance. Hence, the
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impact of work-related variables was stronger for employee commitment (31.8
percent of the variance) than for job performance (16.3) percent of the variance).
Only role clarity was found to be a significant correlate, as well as a significant

predictor of both employee commitment and job performance'?>.

A study investigated the relationship between employee commitment and job
performance among secretaries in tertiary institutions in Oyo State, Nigerf&"&e
findings revealed a positive and significant relationship between ﬂoyee
commitment and job performance'?®. Another study examined ‘%m\ﬂuence of
employee commitment on job performance of secretaries m@aﬁ universities in
Southwest Nigeria. The results showed that employee CQQment had a significant
and positive effect on job performance!?’. ,@ investigated the impact of
e

employee commitment on job performance §,\ taries in Oyo State, Nigeria. The

findings showed a positive and (sig ificant relationship between employee

8

commitment and job perform?@?.

committed to the organis% ey tend to give their best to the organization by

This means that when employees are

ensuring that all the g ¢bby the institutions are met.

Q

Another studkigﬁsitigated the impact of employee commitment on job performance
of secm@\ Enugu State, Southeast Nigeria. The results showed a significant and

relationship between employee commitment and job performance'?’. A
study examined the relationship between employee commitment and job
performance of secretaries in selected universities in Southeast Nigeria. The findings
revealed that employee commitment had a positive and significant influence on job

performance'°,

Another similar study examined the influence of employee
commitment on job performance of secretaries in selected secondary schools in

Anambra State, Southeast Nigeria. The results showed that employee commitment
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had a positive and significant effect on job performance'®!. Another study examined
employee commitment and job performance of non-teaching staff in Nigerian
universities found a positive and significant relationship between employee

commitment and job performance!.

A study examined the impact of organizational commitment on job performance of
employees in Nigerian federal universities found that there is a positive relaﬁ@
between organizational commitment and job performance!®. A study,e &d the
impact of employee commitment on job performance of emplogl%&n Nigeria’s
downstream oil and gas industry, they found that there is Q\QR itive relationship
between employee commitment and job performance'*, é&er study examined the

effect of employee commitment on job perfo&%g in selected Nigerian banks

found that there is a significant positive relationship between employee commitment
and job performance'?>. ( ‘\\‘

In a study that examined ern@ae commitment and job performance in North

central, Nigeria using the deseriptive survey and purposive sampling technique. The

'\
study used a samfle& secretaries working in various organizations in the region.

It was found.t ployee commitment has a positive and significant effect on job

perforv%gamong secretaries in North Central Nigeria!*®. Another study
i %ﬂed employee commitment and job performance using the descriptive
survey and purposive sampling. The study used a sample of 200 secretaries working
in public and private organizations in North Central Nigeria. It was found that
employee commitment has a significant effect on job performance among secretaries

in Nigeria'?’.
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Similarly, a study examined the influence of employee commitment on job
performance of secretaries using the cross-sectional design and purposive sampling.
The study used a sample of 120 secretaries working in various organizations in North
Central Nigeria. It was found that employee commitment has a significant effect on
job performance among secretaries in Nigeria'®8. A study examined employee
commitment on job performance adopting descriptive survey and simple {an‘dﬁ‘m
sampling technique. The study used a sample of 300 secretaries working @lic
and private organizations in North Central Nigeria. Result fou .}%\ployee
commitment is positively related to job performance among fecrgigs in Nigeria'?’.
A study examined employee commitment and job p&@hance: A study of
secretaries in selected Ghanaian organizations’j@g descriptive survey and
purposive sampling. The study found a poSitive Telationship between employee

commitment and job performance :h]@:ecretaries in Ghana. The authors

concluded that organizational c@ ent has a significant impact on job

performance and recomm nd@at employers should invest in strategies that

increase employee coq%lt'r\nent”o. Another similar study investigated employee
r

commitment antj)

Ghana adoptili%survey design. Result showed that there was a positive relationship

ormance: A study of secretaries in public universities in

between loyee commitment and job performance among secretaries in public
@rsnies in Ghana. The authors recommended that employers should improve the
working conditions of secretaries to increase their commitment and job

performance'#!.

A study employee commitment and job performance among secretaries in the
banking sector in Ghana using survey design and purposive sampling. The study

found a positive relationship between employee commitment and job performance
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among secretaries in the banking sector in Ghana. The authors suggested that
employers should provide training and development opportunities for secretaries to
enhance their commitment and job performance!*?. A study examined the
relationship between employee commitment and job performance of secretaries in
Kenya and the mediating role of job satisfaction using descriptive design and simple
random sampling technique. The results showed a positive relationship b.etween
employee commitment and job performance, and job satisfaction partially Q%d}ted
this relationship. The study concludes that employee commj .7}; d job
satisfaction are important factors that contribute to job fopnance among

secretaries in Kenya!®. »&%\

Another study examined the influence of O, sﬂ t10na1 Commitment on Job
tie

Performance of Secretaries in Public Univer Kenya using survey design. The

results showed a significant p@é‘r lationship between organizational
commitment and job performancs‘é‘%e study suggests that enhancing organizational
commitment can lead to N%ed job performance among secretaries in public
universities in Kenya'# ‘% Ifébther study examined the relationship between employee

commitment a@

Agricult e@ estock and Fisheries in Kenya. The results showed a significant

rformance among secretaries working in the Ministry of

posit'@r ationship between employee commitment and job performance. The study
recemmends that organizations should focus on enhancing employee commitment to
improve job performance among secretaries!®>. Another study investigated the
influence of employee commitment on job performance of secretaries in selected
organizations in Kenya. The results showed a significant positive relationship

between employee commitment and job performance. The study suggests that

98



organizations should invest in programs that enhance employee commitment to

improve job performance among secretaries!*6.

A study examined employee commitment and job performance of secretaries in
Nigerian universities using descriptive design and purposive sampling. The study
also found a positive relationship between employee commitment and job
performance of secretaries in Nigerian universities. The study suggeste@t

N

secretaries who were committed to their job were more likely to be pro@o' ¢ and
efficient'¥’. Another similar study examined employee comm t and job

performance of secretaries in Nigerian universities adopting @Qey design. The

study found that employee commitment was a si%@mt predictor of job

S

performance among secretaries in Nigerian un q@}es The study also found that
job satisfaction mediated the relationship b éj employee commitment and job
performance'*8.A study examined th@&n e of employee commitment and job
performance of secretaries in seleétéd South African universities using descriptive
design. The study used a é{&of 150 secretaries from five universities in South
Africa and found that oyees who were committed to their jobs were more likely
to be producti@ fficient in their work. It was also found that employee

commit néax a significant positive influence on job performance of secretaries in

Sout%fr an universities'*’.

Another study examined employee commitment and job performance of
administrative staff in selected South African universities using descriptive design.
The study used a sample of 179 administrative staff members from two universities
and found that employees who were committed to their jobs were more likely to be

satisfied with their work and perform better. It was also found that employee
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commitment is positively related to job performance of administrative staff in higher
education institutions in South Africal®. A study investigated employee
commitment and job performance of administrative staff in Nigerian universities.
The study used a sample of 200 administrative staff members from two universities
in Nigeria and found that employees who were committed to their jobs were more
likely to be productive and efficient in their work The study also found a sigr.liﬁcant
positive relationship between employee commitment and job perfor%@ of
administrative staff in Nigerian universities, which may have re V.\?@ South

Africa given the similarities in the education system!>!. ﬂ.)

N
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2.4 Conceptual Model

Independent Variables
Dependent Variable
Organisational Job Performance
Characteristics
e Job specific task
- Organisational Culture Hol performance
- Organisational Reward e Non-job specific
System task
- Organisational Resources Ho3 e Communication
" and demonstrating
Employee Commitment effort
- Normative Commitment o Personal discipline
- Affective Commitment o and team
0 > performance
- Continuance Commitment
e Supervision/leader

ship

Figure 2.1: Conceptual Medel'on Organizational Characteristics, Employee
Commitment and Job Perfopmance

Source: Researcher!S\Fieldwork, 2023

A conceptuai\miodel gives a working strategy, a scheme which contains general,
principal eoncepts and their relationships. The framework proposed links on the
inferactions between the dependent and independent variables of the study.
Organizational characteristics and employee commitment are the independent
variables while job performance is the dependent variable. The conceptual model
proposes relationships and interactions between the components of the independent
variables and job performance of secretaries in government-owned tertiary

institutions in Oyo State. It suggests that organizational characteristics and employee
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commitment are some of the key determinant of job performance of secretaries in

government-owned tertiary institutions in Oyo State.

Furthermore, the conceptual framework expresses that there is an independent and
joint relationship among the independent variables (organizational characteristics and
employee commitment) on job performance of secretaries in tertiary institutions in
Oyo State. The conceptual framework is anchored on theory of organiz; 1
creativity, Allen and Meyer Model of Employee Commitment and Joh%ﬂupbell
theory of job performance. Theory of organizational creativity was used to explain
the organizational characteristics. Some of the measures @Jgre adapted for
organizational characteristics are organizational. c&@%& organizational reward
system and organizational resources. Theory b@n capital contingency theory
was used to explain the employee commi%ﬁ. Some of the measures that were
adapted for employee commitm@Xw normative commitment, affective
commitment and continuance co ent. For job performance, Campbell theory of
job performance was usMause it examined and elucidated how one’s job
performance could %egsured by laying emphasis on some measures. The
measures used Qr)%s study were job specific task performance, non-job specific

task per ce, communication and demonstrating effort, personal discipline and

pﬁ/@n performance and supervision/leadership.

2.5 Summary of Literature Reviewed

The review shows that there have been few studies conducted on influence of
organizational characteristics and employee commitment on job performance of
secretaries in government-owned tertiary institutions in Oyo State. Factors that

hinder job performance among employees in Africa have also received attention. It
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was revealed from the literature that some of the major components of job
performance are job specific task performance, non-job specific task, communication
and demonstrating effort, personal discipline and team. It was also revealed from the
literature that the job performance of secretaries could be high or low. When the job

performance of secretaries is low it could affect the organization goals and objective.

Literature that were revealed on job performance were mostly conducted ‘a@g

employees in organisations while few studies only focus on secretarigsJin the

universities. Some of the studies that were conducted to examing%level of job

performance of employees revealed that the job perform é\‘ "mployees were

either low or moderate. This is not encouraging enm@yca? it could impinge on

achieving the goals of such organisations. some of these studies were
éfr

purely quantitative, without giving the emp % ee hearing on factors that could

affect their performance. Also, a fo@

could serve as a search light(g‘%those factors underpinning employees; job

discussion could be adopted as this

performance. Though, som&%ﬁse studies gave room for further studies.

From the literat r@d it was shown that there is a lack of research that
explores the %pi‘*of specific organizational characteristics on the job performance
of sec@s in universities in Oyo state. For instance, while some studies have
@‘ at job satisfaction, organizational culture, and leadership style are essential
factors that influence job performance, there is a need for more research to determine
the relative importance of each of these factors in the context of universities in Oyo
state.

The existing literature mainly focuses on the impact of organizational characteristics

on job performance, with limited attention paid to the mediating role of employee
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commitment. Therefore, more research is needed to examine the extent to which
employee commitment mediates the relationship between organizational
characteristics and job performance among secretaries in universities in Oyo state.
Also, most studies on this topic have used quantitative research methods, with
limited attention paid to qualitative approaches. Therefore, there is a need for more
qualitative studies that explore the experiences and perspectives of secretalries in

universities in Oyo state regarding the influence of organizational character@md

employee commitment on job performance. ,%\QO

. °
Most of the literature that were reviewed were quantitative@s of survey type,
there is a need for more longitudinal studies tha[{gvéstigate the influence of
organizational characteristics and employee c@nt on job performance over an

extended period. Most studies in this area %been cross-sectional, providing only a

snapshot of the relationship betwee&ﬁwﬂriables.

In addition, the existing ite%jlre has mainly focused on the perspectives of

management and organizatienal leaders, with limited attention paid to the views of

secretaries therrel)%%erefore, more studies are needed to explore the experiences

organizatignal characteristics and employee commitment on their job performance.

and persge @5 of secretaries in universities in Oyo state regarding the influence of
@vudy that was conducted on job performance, it was revealed that the instrument
that was used in the study was questionnaire as this may not give more insight on
why the job performance of secretaries was low or high. The study did not seek the

opinion of the respondents while they were not performing up to their optimal level.

Further study should adopt the qualitative approach by interviewing the respondents
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in order to get first-hand information from them as regarding some impediment to

their job performance.

The studies in this area have primarily focused on the job performance of secretaries,
with little attention paid to the factors that influence their job satisfaction and
motivation. Therefore, more research is needed to examine the relationship between
job satisfaction, motivation, and job performance among secretaries in univerﬁ@n
Oyo state. The existing literature has mainly focused on the impact of pr@onal
characteristics and employee commitment on job performance a \secretaries,
with little attention paid to the potential moderating effects o 1dual differences
such as personality traits, skills, and experience. Thereft %ere is a need for more

research to investigate how individual differe c@ay moderate the relationship

between organizational characteristics, emplayeé-€ommitment, and job performance

among secretaries in universities in O(o s&‘.

Literature reviewed revealed t ensed organizational characteristic could inhibit
job performance. Factors SN organizational culture, reward and resources can go
a long way in enhaéé% 'l; performance in the organization. It was also revealed
that there 1&@ rational reason behind that, since employee commitment is

conne@%@lany things we consider important — work satisfaction, sickness related

@ and willingness to change job, just to mention few.

Employee commitment was measured using its indicators normative, affective and
continuance. Theory of job performance was used to anchor the study. However,
while researchers globally have conducted many studies on job performance among
secretaries, few in a systematic way have investigated the influence of organizational

characteristics and employee commitment on job performance of secretaries in
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government-owned tertiary institutions in Oyo State. From the available literature, it
is apparent that majority of the studies were conducted outside Africa. Very few of

these studies were carried out in Nigeria. This is the gap to be filled in this study.
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Chapter Three

Methodology
This chapter presents the method that was used to carry out the study. The section
contains explanation of the procedures that was followed in arriving at the outcome of the
study. The different sub-sections include: research design, population of the study, sample
and sampling technique, description of research instrument, validity of r‘n@h
instrument, reliability of research instrument, method of data collection and%%&lod of
data analysis. The stages and steps that was taken while carrying out the research are

arranged accordingly as reflected. .%\ E

@

3.1 Research Design \
This study adopted the descriptive survey resea ’%gn and a quantitative research

approach. A descriptive survey design des T@condition or phenomenon as it exists
naturally without manipulations. It m g‘gsed to justify current practice and make
judgment and also to develop t ori@%or the purpose of this study, descriptive research
enabled the researcher to Ka;\nine the relationship between measures of different
variables obtained a @ time. This method is appropriate because it is found useful
in the collectionQ data on phenomena that cannot be directly observed. The method
enables the‘%rcher to collect data from a sample population that is representative of
the t@opulationl. The data collected and analyzed would give a better understanding
of the extent of the influence of organizational and employee demographic characteristics
on job performance of secretaries in tertiary institutions in Oyo State Ibadan. Quantitative

approach was applied to analyse responses of selected sample from the government-

owned tertiary institutions in the study area.
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3.2 Population of the Study

The population of this study comprised all the secretaries in government-owned tertiary

institutions in Oyo State. This included both male and female who are newly employed

and those who have been in the service for years. Table 3.1 shows the total number of

secretaries in these government-owned tertiary institutions.

Table 3.1: Population of Secretaries in Government-Owned Tertiary Institutions in

Oyo State

Q'»&\%

S/N  Name of Institution Number of
Secretaries ,%.\QO
1 University of Ibadan 96
2 Ladoke Akintola University 67 ° @”
3 The Technical University, Ibadan 31 »&%
4 The Polytechnic of Ibadan . QQ)
5 Adedoyin Ogunsanya Polytechnic, Eruwa Q’&
6  The Oke Ogun Polytechnic, Saki 32
7  Emmanuel Alayande College of C@ 42
Education, Oyo ’6
8  The College of Education, Lanl % 61
9 Oyo State College of Agriculture, Igbo- 32
Ora %:
10 Federal College @i (Special) 56
11 School of N\Q,dg and Midwifery, 48
Eleyele‘,%
12 College Hygiene and Health 62
'@%gy, Eleyele, Ibadan
Total 635

Sources: Institutions’ Establishment and Research Field data, 2021
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3.3 Sample and Sampling Technique

To determine the sample size for the study, the research advisors sampling table by Krejcie
and Morgan was used? (see appendix II). Using a confidence level of 95% and 5% margin
of error, the sample is given as 248.

Based on the determined sample size, a specific number of respondents in each institution
will be determined by applying a proportional technique to get the value that each
secretaries will have concerning the specified sample size Q’)&\

No of secretaries per institution \
X 248

Total No. of population

Table 3.2: Proportionate Sample Size %\
S/N  Name of Institutions % of Popu].at " Sample for each
for each Institution
Instlt](t%&
1 University of Ibadan 96/685)x 100 = 15.1/100 x 248 =
%7 15.1 37
2 Ladoke Akintola University of< . \ 35x 100 = 10.6/100 x 248 =
Technology, Ogbomoso 10.6 26
3 The First Te@e; 31/635 x 100 = 4.8/100 x 248 =12
University, Ibadan \) 4.8
4 The Polytechni Q%P\ Ibadan, 57/635 x 100 = 8.9/100 x 248 =22
Ibadan 8.9

5 The  Ibara a Polytechnic, 51/635x 100 =8 8/100 x 248 =20

e
6 %@ke Ogun Polytechnic, 32/635x 100=15 5/100 x 248 =12

ki

7 D Emmanuel Alayande College 42/635 x 100 = 6.6/100 x 248 = 16
of Education 6.6

8 The College of Education, 61/635 x 100 = 9.6/100 x 248 =24
Lanlate 9.6

9 Oyo  State  College of 32/635x 100=15 5/100 x 248 =12
Agriculture, Igbo-Ora

10  Federal College of Education 56/635 x 100 = 8.8/100 x 248 =22
(Special), Oyo 8.8
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11 School of Nursing and 48/635 x 100 =
Midwifery, Eleyele, Ibadan 7.5

12 College of Hygiene and Health 62/635 x 100 =
Technology, Eleyele, Ibadan 9.7
Total 635

7.5/100 x 248 =19

9.7/100 x 248 =24

248

Source: Researcher’s Work (2023)

Table 3.3 Sample size for each Institution .

S/N  Name of Institutions Sample Sipeé\ ;

1 University of Ibadan . {Qa‘

2 Ladoke Akintola University of Technology, %26
Ogbomoso . \ "

3 The First Technical University, Ibadan @ 12

4 The Polytechnic of Ibadan, Ibadan ‘ é 22

5 The Ibarapa Polytechnic, Eruwa @ 20

6 The Oke Ogun Polytechnic, Saki ® @ 12

7 Emmanuel Alayande Colleg oidjjcation 16

8 The College of Educatio%@n;ate 24

9 Oyo State College o%ﬁculture, Igbo-Ora 12

N :

10 Federal Colle %ducatlon (Special), Oyo 22

11 School ursing and Midwifery, Eleyele, 19
Ibada&\‘

12 ege of Hygiene and Health Technology, 24

Q@leyele, Ibadan
Total 248

3.4 Description of the Research Instrument

The instrument used for data collection in this study was the questionnaire. This technique is

preferred because of the high literacy level of the study population. Questionnaire was chosen

as the instrument because it is appropriate in getting to large number of respondents and their
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dispersion time. The questionnaire was adapted®*%> and was modified to suit the study. The
questionnaire is an acceptable instrument in non-experimental studies. The questionnaire is
tagged “Organizational Characteristics Employee Commitment Job Performance
Questionnaire” (OCECJPQ). The questionnaire contains scales to measure the various
constructs of the research model. The questionnaire is divided into four (4) sections with
AL
2

Section A elicited information on demographic characteristics of the responcgg)which

focus on the variables of the study. The sections are: A, B, C and D.

included; gender, religion, age, marital status, highest academic qualification, years in service
and monthly income. ‘ @“

Section B elicited information on job performance of sec.reu&%&%ng standardized scale
which was adapted for the study. This section has five s with a total of twelve items.
The first sub-scale measured job specific task perfogﬁy secretaries and it contains three
items such as; I have the ability to perform of@ﬁine works efficiently; I attend promptly
to requests from other staff. The seg&’% sub-scale measured non-job specific task
performance by secretaries and it (Ms three items which include; I always meet up with
deadline; I am willing to take@sd}a responsibilities to help my colleagues. The third sub-
scale measured commu@% and demonstrating effort of secretaries and it consists of three
items such as; @ use communication skills effectively; I am competent in using
informati t@s and technologies. The fourth section measured personal discipline and
peer/teangﬂformance by secretaries and it comprises three items which includes; I am
always regular and punctual at work; I perform my work schedule on time. The fifth sub-
scale measured supervision/leadership by secretaries and it contains three items which
includes; I can solve problems on my own; I can perform better with little or no supervision.

The scale has a four-point Likert scale with ranked options: Very High (VH) = 4points,

High(H) = 3points, Low (L) = 2points, Very Low (VL) = 1point
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Section C elicited information on organizational characteristics using standardised scale
adapted for this study. This instrument was used to evaluate the fundamental elements of the
organization which reflect the established norms, values and attitudes of the organization’s
culture and influence individuals’ behaviour either positively or negatively. The section has
three sub-scales. The first is the Organizational culture which has four items such as; my
work group offer support and encouragement to help each other when necessa%%y
boss/supervisor does not play favorites/discrimination. The second is organizati%%feward
system with four items which include; My salary commensurate with the ‘work I do; the
anticipation of bonus enhances my performance at work. The '(@? Organizational
resources scale which contains four items such as; my ofﬁﬁ@')gpacious and conducive;
cabinets/drawers are available to keep files and other c@ﬁs properly. The scale has a
four-point rating scale with ranked options: Strongly, Agtee (SA) = 4pts, Agree(A) = 3pts,
S

N\

Disagree(D) = 2pts, Strongly Disagree (SD)\= 1\ as Cronbach alpha of 0.86. All the

items were adapted for the study. The sc s revalidated and its Cronbach alpha internal
consistency was reported. V

Section D elicited informatio %ﬁployee commitment using standardised scale which was
adapted for the study. T@ction has three sub-scales. The first is the affective commitment
which includes i )\1&6; this institution has a great deal of personal meaning for me; I
would be e%happy to spend the rest of my career in this institution. The second is
normati&mitment with four items such as; I feel obliged to remain with my institution; |
owe a great deal to this institution. The third is continuance commitment scale which
contains four item such as; too much of my life would be disrupted if I leave my institution
right now, staying with my job at this institution is a matter of necessity as much as desire.
The scale has a four-point rating scale with ranked options: Very High (VH) = 4pts, High (H)

= 3pts, Low (L) = 2pts, Very Low (VL) = 1pt.
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3.5 Validity of the Research Instrument

To establish the face and content validity of the instrument that was used for the study, the
face and content validity of the questionnaire was established by the thesis supervisor and
other experts in the field of Office and Information Management. Copies of the instrument
were given to the project supervisor and the two experts who are in the field of Information
Management and Measurement and Evaluation. These experts looked at the instrur.nent in
order to point out the researcher‘s statement that were poorly worded and those th@}not
agree with the purpose of the study. They examined the instrument for co .\?l‘@veness,
relevance of contents, clarity of instructions and statements, poss;ibl m.‘?iguities, errors
and/or omission. The project supervisor and other was useful K@!wering the research
questions and in testing the hypotheses that was employed fq@js study. Comments and the

observation of these experts in conjunction with the :ﬂ@& s comments were considered

in the final draft of the questionnaire. : %

3.6 Reliability of the Research Ins ru@‘

The reliability of the measurin gl;ument was done through a pilot study. The pilot study
helped to ensure consis @% ependability of the scale and the ability to elicit data that
answer the research ék'stlon of the study. This was carried out by using 30 copies of the
questionnaire v@was administered on secretaries in Obafemi Awolowo University, Ile Ife
who we@tmde the scope of the study but have similar characteristics with the study
population.  Split half method was used and the data that obtained was subjected to
Cronbach’s alpha test to establish the internal consistency of the items in each of the scales.
From the result obtained, the items in the scales displayed strong reliability value by
satisfying the rule of thumb for internal consistency with a Cronbach alpha value of above

0.77.
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The result of the reliability test that was conducted revealed that job performance has a
reliability coefficient of 0.81, organizational characteristic; 0.77 and employee commitment;

0.81. The values mean that each scale used for this study was reliable.

3.7 Method of Data Collection

An introductory letter was collected from the Head of Department of InfOI;mation
Management, Lead City University, which was addressed to the authorities of th%&t\ary
institutions where the secretaries are working by introducing the researche . roject.
The letter described the reasons for the survey and solicited the secr?tar' ’ k\elp in promptly
filling and returning the questionnaire. The promise of anonymi@lhe respondents and
confidentiality of the results was in the questionnaire cover’p@qhe secretaries were made
to know the essence of the study, as the data to be coﬁ% from them would only be used
for academic purpose. The copies of the ques 'G@WHe personally administered by the
researcher to the secretaries in the govern@l =owned tertiary institutions under the study
with the help of two research ass'sta@%ho were trained for three days and paid after

rendering their services. The secretaries were given ample time to complete the questionnaire,

after which the completeécﬁ@rwere retrieved and collated for analysis.

3.8 Method of D alysis

The data@@d for this study were analysed using Statistical Package for Social Sciences
(SPSS) version 21. Specifically, frequency tables, percentages, mean and standard deviation
were used to answer research questions 1, 2 and 3. Multiple regression analysis was used to

test hypotheses 1, 2 and 3. All the three hypotheses were tested at 0.05 level of significance.
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Chapter Four

Results and Discussion of Findings

This chapter presents results and discussions of findings. Section I is a
presentation of the descriptive analysis using frequency counts, percentage and mean.
Section II presents the results to the research questions and hypotheses, which the
study set out to answer and test. Section III presents the discussion of ﬁndingé&\(b‘
o

This section is descriptive and it presents the results of d og{aphlc

4.1  Demographic Data Analysis

characteristics using frequency distribution tables. The tabL@presentatmn follows.

Table 4.1: Response Rate

Institutions ‘\rQAE\'equency Percentage
University of Ibadan, Ibadan A 37 14.9
Ladoke Akintola University of @&y, 18 7.3
Ogbomoso

Federal College of Education Speei yO 12 4.8
Emmanuel Alayande College of Education, Oyo 16 6.5
College of Education, @%“ 11 4.4
First Technical ngaréity, Ibadan 15 6.0
Oke Ogum@chnic, Saki 12 4.8
T chnic of Ibadan 22 8.9
Federal College of Animal Science 20 8.1
School of Nursing, Eleyele 13 52
Ibarapa Polytechnic, Eruwa 18 7.3
Oyo State College of Agriculture, Igbo Ora 7 2.8
Total 201 81.0%

Source: Field Survey, 2023
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The target respondents in the study were secretaries in government-owned tertiary
institutions in Oyo State. A total of 248 questionnaires were administered, 201 were
filled and returned, which represent 81.0% response. The other 47 (18.9%) copies of
questionnaires were found incomplete and unusable due to the respondents not

providing complete information needed.

Table 4.2: Demographic Information of the Respondents N \Cb,
Demographic Characteristics Frequency ng&ﬂﬁge
Gender Male 27 w.4
Female 174 86.6
Age 20-30 years \% 11.9
31-40 years 22.9

41-50 years QQ) 88 43.8

51 years and ab@ 43 21.4

Highest Educational ‘% 2.0
Qualification HND 75 37.3
B.Sc Q) 88 43.8

(% 34 16.9

Work Experience years 27 13.4

6 10 years 16 8.0

.@ 11-15years 92 45.8
 Q 16-20 years 66 32.8

Source: F ZQIW 2023

Table 4. hows that 27 (13.4%) were males and the rest 174 (86.6%) were females.
@hows that there are more working females than males working as secretaries in
the tertiary institutions being studied. The secretarial profession has always been
considered a profession for female gender. However, males are also being engaged
in it. It also shows that 24 (11.9%) of the respondents were between the age range of
20-30 years, 46 (22.9%) were between 31-40 years, 88 (43.8%) were between 41-50

years while 43 (21.4%) were Slyears and above. It could be inferred that the
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respondents whose age fell between 41-50 years were the majority. However, 34.8%
of the respondents were 40 years and below which shows that younger employees
are being absorbed into the system. Also, four (2.0%) had OND as their highest
educational qualification, 75 (37.73%) had HND, 88 (43.8%) had B.Sc while 34
(16.9%) had masters. It could be seen that majority of the employees working as
secretaries in tertiary institutions are graduates with either HND or B.Sc whicll make
up 81.1% of the respondents. A few (16.9%) hold Masters degree. T@'ﬁh‘?{e
reveals that 27 (13.4%) had 1-5 years work experience, 16 (8.\%&!orked
between 6-10 years, 92 (45.8%) had 11-15 years work expe.rif\‘ w%nle 66 (32.8%)
had 16-20 years work experience. It could be inferred tha@ndents who had 11-
15 years work experience were the majority (45.8%@%8wed by those with 16-20
years of experience (32.8%). In general,&@ ecretaries working in tertiary

institutions are well experienced in thei’ j@jewever, there are new entrants in the

profession shown by 13.4% who h% *5years of experience.

4.2 Analysis of Research Qéﬁns

Research Questio@&lhm is the level of Job Performance of Secretaries in

Government-Owed Tertiary Institutions in Oyo State?

Table Qvel of Job Performance of Secretaries in Government-Owned
Tertiary\Institutions in Oyo State
N
S/N Items I VH H L VL X Std.df
Job specific task performance
1. have the ability to perform office 145 56 - - 3.72 0.449
routine works efficiently (72.1%)  (27.9%)
2.  attend promptly to requests from 124 77 - - 3.61 0.487
other staff (61.7%)  (38.3%)
3 have the ability to attend to 126 75 - - 3.63 0.485
information requests (62.7%)  (37.3%)
Average mean 3.65
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S/N

10.

11.

12.

13.

14.

15

Items VH

Non job specific task performance

always meet up with deadline 125
(62.2%)

providing input to growth of the 114

unit/department (56.7%)

am willing to take on extra 117

responsibilities to help my colleagues (58.2%)
Average mean

Communication and Demonstrating

Effort

can use communication skills 106
effectively (52.7%)
am competent in using information 82

tools and technologies (40.8%)
can perform efficiently and 105
effectively under pressure (52.2%)

Average mean
Personal discipline and Peer/Team

H

67
(33.3%)
87
(43.3%)

83
(41.3%)

95
(47.3%)

107

(4%2;@5\

perform my work schedule on 1
time ib)@. 0)

am always regular and punctual at % 152

Work (75.6%)
P

am very cooperative and sho 145

team spirit (72.1%)
Average @'\
Supervision/lea@rﬁp
can perfo r with little or 129
NO SUPELYiSi (64.2%)
always-make sure to be a good 124
to others (61.7%)
can solve problems on my own 108
(53.7%)

Average mean

44
(21.9%)

45
(22.4%)

56
(27.9%)

63
(31.3%)

76
(37.8%)

88
(43.8%)

1
(53.2%) §0°
RS
84 WaSJ i

VL L

9 -
(4.5%)

1 -
(0.5%)

(6.0%)

4 -
(2.0%)

9 -
(4.5%)
1 -
(0.5%)

5 -
(2.5%)

3.35

3.46

3.45

3.78

3.74

3.72

3.75

3.60

3.61

3.51

3.57

Std.df

0.579

0.497

0.505

0.501

0.590

0.608

0.414

0.484

0.449

0.576

0.499

0.549

Grand mean: 3.61

Key: VH=Very High, H=High, L= Low, VL=Very Low

Decision Rule: High =4.00-3.00, Moderate =2.99-2.00, Low =1.99-1.00, Very Low

=0.99-0.00

Source: Fieldwork, 2023.
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Table 4.3 reveals the level of job performance of secretaries in government-owned
tertiary institutions in Oyo State. The scales used in measuring organizational
characteristics were: very high, high, low, very low. For the purpose of reporting,
very high and high were merged to become high (H) while, low and very low were to
become low (L). Results shows that 201 (100%) rated high that they have the ability
to perform office routine works efficiently while none was rated low. 201 glOO%)
rated high that they attend promptly to requests from other staff while none Q’i}&}[ow.
201 (100%) rated high that they have the ability to attend to infi .?YSHGequests
while none rated low. Also, 192 (95.5%) rated high that th.e@axs meet up with
deadline while 9 (4.5%) rated low. 201 (100%) rated higk@\hey provide input to
growth of the unit/department while none rated low? @%&.5%) rated high that they

are willing to take on extra responsibilities t&@%eir colleagues while 1 (0.5%)
rated low. Q‘)\‘\%

Furthermore, 201 (100%) rate?&%h that they can use communication skills
effectively while none rateﬁ%g.) 189 (46.0%) rated high that they are competent in
using information to@d\technologies while 12 (6.0%) disagreed. 189 (94.0%)

agreed that the(cjgp rform efficiently and effectively under pressure while 12

(6.0%) r%e@!’v. Also, 201 (100%) rated high that they can perform their work
e

sche%

regylar and punctual at work while 4 (2.0%) rated low. 201 (100%) rated high that

time while none rated low. 197 (98.0%) rated high that they are always

they are very cooperative and show team spirit while none rated low. 192 (95.5%)
rated high that they can perform better with little or no supervision while 9 (4.5%)
rated low. 200 (99.5%) rated high that they always make sure to be a good example
to others while 1 (0.5%) rated low. 196 (97.5%) rated high that they can solve

problems on their own while 5 (2.5%) rated low.
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With a grand mean of 3.61, it could be inferred from the decision rule that the level
of job performance of secretaries in government-owned tertiary institutions in Oyo
State was moderately high. This means that the different job activities that are
performed by secretaries are not well encouraged, as this could inhibit the goals and

objectives of the institutions.

S/N  Statements SA A D SD {bs Std.dev
Organizational Culture Q) ’
1 I make most of the decisions that 57 87 57 = \QO 3.00 0.755
affect the way I do my work. (28.4%) (433%)  (28.4%)
[ ) ﬂ
2 My work group offer supportand 79 121 1 \ - 3.39  0.499
encouragement to help each other  (39.3%) (60.2%) Y
when necessary
3 My supervisor knows what my 70 9 6 34 - 3.18  0.698
strengths are and tells me. (34.8%) (4 % (16.9%)
4 My boss/supervisor does not play 56 83 62 - 297 0.768
favorites/discrimination (27.9% m)‘\\ 41.3%)  (30.8%)
Avera ean 2.39
Organizational Reward Syt%éb
5 The anticipation of bonus 59 69 56 17 2.85 0.944
enhances my perform t) (29.4%) (34.3%) (27.9%) (8.5%)
work Q
6 My salary ¢ rate with the 29 55 69 48 2.32 0.995
work I d Q (14.4%) (27.4%) (343%)  (23.9%)
7 Promotien encourage my level 101 60 30 10 325 0.889
@ances at work (50.2%) (29.9%) (14.9%)  (5.0%)
8 Pérformance related bonus 90 73 28 10 321 0.864
motivate me to be more (44.8%) (36.3%)  (13.9%) (5.0%)

committed to my job
Average mean 291
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10

11

12

Statements SA A D SD X
Organizational Resources

My office is spacious and 104 40 47 10 3.18
conducive (51.7%) (19.9%) (23.4%) (5.0%)

There are functional computers at 105 32 34 30 3.03
my work place (52.2%) (15.9%) (16.9%)  (14.9%)

There are enough stationeries in 79 37 58 27 2.84
my office (39.3%) (18.4%)  (28.9%)  (13.4%) . ‘b,
Cabinets/drawers are available to 111 54 19 17 '&3.29

keep files and other documents (55.2%) (26.9%)  (9.5%) 8 5@)0
properly \
3.09

Average mean

Std. dv

0.960

1.134

1.094

0.952

7

Grand mean: 2.80

Research Question Two: What Organizational Charac't@ (organizational
culture, organizational reward system and orgamzatl(@sources) are practiced or
in place in government-owned tertiary 1nst1tut% o State?

Table 4.4: Organizational Characteri g Government-Owned Tertiary

Institutions in Oyo State
Key: SA=Strongly Agree, A=Agree, iﬂ‘é ree, SD=Strongly Disagree

Decision Rule: Highly practlce@‘()() 3.00, Moderately practiced =2.99-2.00,
Fairly practiced = 1.99-1.00; t practiced =0.99-0.00.

Source: Fleldwork

Table 4. @Qals that organizational characteristics (organizational culture and
organizatignal reward system) are moderately practiced while (organizational
@ces) are moderately in place in government-owned tertiary institutions in Oyo
State. The scales used in measuring organizational characteristics were: strongly
agree, agree, disagree, and strongly disagree. But for the purpose of reporting,
strongly agree and agree were merged to become agree (A) while, disagree and
strongly disagree were to become disagree (D). Result shows 144 (71.7%) agreed

that they made most of the decisions that affect the way they do their work while 57
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(28.4%) disagreed. 200 (99.5%) agreed that their work group offer support and
encouragement to help each other when necessary while 1 (0.5%) disagreed. 167
(83.1%) agreed that their supervisor know what their strengths are and tells them
while 34 (16.9%) disagreed. 139 (69.2%) agreed that their boss/supervisor do not

play favorites/discrimination while 62 (30.8%) disagreed.

Also, 128 (63.7%) agreed that the anticipation of bonus enhance their perform’a&%at
work while 73 (36.4%) disagreed. 84 (41.8%) agreed that their salary co%ﬂsurate
with the work they do while 117 (58.2%) disagreed. 161 (80.1%) “agreed that
promotion encourage their level performances at work whil‘e@%éb%) disagreed.
163 (81.9%) agreed that performance related bonus r@'wated them to be more
committed to their job while 38 (18.9%) disagr \sthermore 144 (71.6%) agreed
that their office is spacious and conducwe w& (28.4%) disagreed. 137 (68.1%)
agreed that there were functional co@ s at their work place while 64 (31.8%)
disagreed. 116 (57.7%) agreed @ere were enough stationeries in their offices

while 85 (42.3%) disagreed® (82.1%) agreed that cabinets/drawers are available

to keep files and othe @ﬁients properly 36 (18.0%) disagreed.

With a grand\n‘l of 2.80, it could be inferred that organizational culture and

organi@\g reward system are moderately practiced while organizational

s are moderately in place in government-owned tertiary institutions in Oyo

State, although more than half (58.2%) disagreed that their salary is commensurate

with the work they do.
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Research Question Three: What is the level of employee commitment among

secretaries in government-owned tertiary institutions in Oyo State?

Table 4.5a: Level of Employee Commitment among Secretaries in Government-

Owned Tertiary Institutions in Oyo State

Extent to which Respondents agree to the Statements

S/N Statements VH H L VL X Std. dev
Affective Commitment
1 I would be very happy to spend 65 22 75 39 2.56  1.135
the rest of my career in this (32.3%) (10.9%) (37.3%) (19.4%)
organization. . ‘b‘
2 I feel a strong sense of belonging 47 100 44 10 Q) 92 0.805
to this organization (23.4%) (49.8%) (21.9%) ;ép&
3 This organization has a great deal 40 109 42 2.89  0.773
of personal meaning for me (19.9%)  (54.2%) (.2 *(5.0%)
4 TIreally feel as if this 61 @‘? 280 1.030
organization’s problems are my (30.3%) (33 8"/6& 4%) (14 4%)
own. &
Average mean 2.79
Normative Commitment g
5 This organization deserves my 105 16 1(0.5%) 3.43 0.661
loyalty. (5 (39.3%) (8.0%)
6 I feel obliged to remain with m %5)\ 79 46 11 299  0.880
organization %( 2.2%) (39.3%) (22.9%) (5.5%)
7 Iwould not leave my Q;b' 57 90 35 19 292 0913
organization right nowﬁ?)se of (28.4%) (44.8%) (17.4%) (9.5%)
my sense of obligati%t% it.
8 I owe a gre d&[ s 58 77 56 10 291  0.873
organizati‘n (28.9%) (38.3%) (27.9%) (5.0%)
\ Average mean 3.06
inuance Commitment
9 %g now, staying with my job at 67 89 43 2(1.0%) 3.10 0.761
s organization is a matter of (33.3%) (44.3%) (21.4%)
necessity as much as desire.
10 One of the few negative 71 75 53 2(1.0%) 3.07 0.809
consequences of leaving my job (35.3%) (37.3%) (26.4%)
at this organization would be the
scarcity of available alternatives
elsewhere
11 Too much of my life would be 74 33 41 53 2.63 1.226
disrupted if I leave my (36.8%) (16.4%) (20.4%) (26.4%)

organization
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S/N Statements VH H L VL X

12 It would be very hard for me to 74 34 79 14 2.84
leave my job at this organization  (36.8%) (16.9%) (39.3%) (7.0%)
right now even if [ wanted to
Average mean 291

Std. df

1.009

Grand mean: 2.92

Key: VH=Very High, H=High, L= Low, VL=Very Low

Decision Rule: High =4.00-3.00, Moderate =2.99-2.00, Low =1.99-1.00, Very Low
= (0.99-0.00 Source: Fieldwork, 2023 . %‘

Table 4.5 reveals the level of employee commitment among .se@ in
government-owned tertiary institutions in Oyo State. The scales L%n\ casuring
employee commitment were: very high, high, low and very bvﬁmfor the purpose
of reporting, very high and high were merged to become @%—I\) while low and very
low were to become low (L). Result reveals tha@lQS%) indicated to a high
extent that they would be very happy to sp the rest of their career in their
organization while 114 (56.7%) indicé)d:k%w. 147 (73.2%) indicated high that they
feel a strong sense of belonging to %{ organization while 54 (26.9%) indicated low.
149 (74.1%) indicated to a@é}(tent that their organizations have a great deal of
personal meaning for *%u'while 52 (25.9%) indicated a low extent. 129 (64.1%)
indicated to a E@)@e that they really felt as if their organization’s problems are
their ow 72 (35.8%) indicated low. Also, 184 (91.5%) indicated high that
their @atiom deserve their loyalty while 17 (8.5%) indicated low. 144 (71.5%)
indicated to a high extent that they feel obliged to remain with their organization
while 57 (28.4%) indicated low extent. 147 (73.2%) indicated to a high extent that
they would not leave their organization right now because of their sense of obligation
to it while 54 (26.9%) indicated low. 135 (67.2%) indicated to a high extent that they

owe a great deal to their organization while 66 (32.9%) indicated low extent.
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Furthermore, 156 (77.6%) indicated to a high extent that right now, staying with
their job at their organization is a matter of necessity as much as desire while 45
(22.4%) indicated low extent. 146 (72.6%) indicated high that one of the few
negative consequences of leaving their job at this organization would be the scarcity
of available alternatives elsewhere while 55 (27.4%) indicated a low extent. 107
(53.2%) indicated to a high extent that too much of their life would be disrlipted if
they leave their organization while 94 (26.8%) indicated a low extent. 10@%)
indicated to a high extent that it would be very hard for them to .\3@ job at

their organization right now even if they wanted to while 93 (46%))‘indicated a low

extent. \
&

With a calculated grand mean of 2.92, it coulc%:&ed that the level of employee

commitment of secretaries in government-owned=tertiary institutions in Oyo State is
moderate. This means that secretarie@e e their jobs if they get a better offer

from other organizations. %

4.3 Test of Hypotheses \)

'\
Hol: There 1 @'Qsi ificant influence of organizational characteristics
a;gl

(organizati
o

‘%ﬂ:es) on job performance of secretaries in government-owned tertiary

QQnstitutions in Oyo State.

al culture, organizational reward system and organizational

Table 4.6a: Influence of Organizational Characteristics (organizational culture,
organizational reward system and organizational resources) on Job
Performance of Secretaries

Std. Error of the
Model R R Square  Adjusted R Square Estimate
1 5942 352 342 3.50695
a. Predictors: (Constant), Organisational Resources, Organisational Culture,

Organisational Reward System
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Table 4.6b: Influence of Organizational Characteristics (organisational culture,
organisational rewards, organisational resources) on Job Performance of

Secretaries
Sum of
Model Squares Df Mean Square F Sig.
1 Regression 1318.117 3 439.372 35.725 .000°
Residual 2422.838 197 12.299
Total 3740.955 200

a. Dependent Variable: Job Performance
b. Predictors: (Constant), Organisational Resources, Organisational Culture,
Organisational Reward System

Table 4.6c: Influence of Organizational Characteristics (organisational culture,

organisational rewards, organisational resources) on Job Performance of
Secretaries

Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta T Sig.

1 (Constant) 12.598 1.083 11.633 .000
Organisational culture 1.379 141 626 9.807 .000
Organisational reward ~132 109 084 -1210 228
system
Organisational resources -.101 .075 -.084  -1.338 182

a. Dependent Variable: Job performance

Source: Fieldwork, 2023

Table 4.6a, 4.6b%anid 4.6c reveal that organizational characteristics (organizational
culturej®organistional reward system and organizational resources) are potent
predicters of job performance. It was analysed by using regression analysis. Table
4.6 reveals the most potent factor was organizational culture (Beta = .626, t= 9.807,
p<0.05) while organizational reward system (Beta = -.084, t= -1.210, p>0.05) and
organisational resources (Beta = -.084, t= -1.338, p>0.05) did not contribute to the
prediction of job performance. This implies that organizational culture contributes

62.6% to job performance of secretaries in government-owned tertiary institutions in
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Oyo State. It was also revealed that the three measures of organizational
characteristics combined revealed a positive relationship with job performance
(R=.594) and accounted for 34.2% (Adj.R>= .342) variance in the prediction of job
performance. However, there was significant influence of organizational

characteristics  (organizational culture, organisational reward system and

organizational resources) on job performance of secretaries; F3, 197) = 35.725; p<0 05.

Therefore, Hol is rejected. Q’}\
Ho2: There is no significant influence of employee c@m&tmen‘[ on job

performance of secretaries in government-owned tertiary 1®Ions in Oyo State.

Table 4.7a: Influence of Employee Comm@t on Job Performance of

Secretaries
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 5012 251 239 3.77199

a. Predictors: (Constant), continuance _commitment, affective_commitment,
normative_commitment

Table 4.7b: Influence (Nmployee Commitment on Job Performance of
Secretaries !&'\

Sum of
Model Squares Df Mean Square F
1 Regression 938.053 3 312.684 21.977
Residual 2802.902 197 14.228
Total 3740.955 200

Sig.
.000°

~a. Dependent Variable: Job Performance
b. Predictors: (Constant), continuance _commitment, affective commitment,
normative_commitment
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Table 4.7c: Influence of Employee Commitment on Job Performance of

Secretaries
Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta T Sig.

1 (Constant) 22.236 .986 22.544 .000
Affective commitment 361 .103 271 3.511 .001
Normative commitment 153 126 .095 1.211 227
Continuance commitment -.670 .089 -.491 -7.499 .000

a. Dependent Variable: Job Performance

Source: Fieldwork, 2023

N©O
Table 4.7a, 4.7b and 4.7c show that employee commitment (affi c:i'\;%ommitment,
normative commitment and continuance commitment) arf&@%t predictors of job
performance. It was analysed by using regression .ana&%&. The most potent factor
was continuance commitment (Beta = -.491, t@%, p<0.05) followed by affective

commitment (Beta = .271, t= 3.511, i@ while normative commitment (Beta

=.095, t= 1.211, p>0.05) did notrco ute to the prediction of job performance.
This implies that continuanc%(bmmitment and affective commitment tend to
increase the quality of job performance of secretaries in government-owned tertiary
institutions in Oyo @29.1% and 27.1% respectively. It was also revealed that
the three mea&ggf employee commitment combined has positive relationship with
job pef%ﬂnce (R=.501) and accounted for 23.9% (Adj.R>= .239) variance in the
:‘o of job performance. However, there was significant influence of employee
commitment (affective commitment, normative commitment and continuance

commitment) on job performance of secretaries; F, 197 = 21.977; p<0.05. Therefore,

Ho2 is rejected.
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Ho3: There 1is no significant combined influence of organizational
characteristics and employee commitment on job performance of secretaries
in government-owned tertiary institutions in Oyo State.

Table 4.8a: Combined Influence of Organizational Characteristics and
Employee Commitment on Job Performance of Secretaries

Model R R Square  Adjusted R Square Std. Error of the Estimate
1 277 .077 .067 4.17682
a. Predictors: (Constant), Employee commitment, organisational characteristics
Table 4.8b: Combined Influence of Organizational Characteristics and
Employee Commitment on Job Performance of Secretaries
Sum of

Model Squares Df  Mean Square F Sig.
1 Regression 286.679 2 143.340 8.216 .000°

Residual 3454.276 198 17.446

Total 3740.955 200

a. Dependent Variable: Job Performance
b. Predictors: (Constant), Employee commitment, organisational characteristics

Table 4.8¢: Combined Influence of Organizational Characteristics and
Employee Commitment on Job Performance of Secretaries

Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta T Sig.

1 (Constant) 18.857 1.307 14.432 .000
Organisational 209 052 303 3.994 000
characteristics
Employee commitment -.110 .047 -.179 -2.359 019

a. Dependent Variable: Job performance

Table 4.8a 4.8b and 4c reveals the significant combined influence of the independent
variables (organizational characteristics and employee commitment) to the prediction
of job performance of secretaries in government-owned tertiary institutions in Oyo
State. The result yielded a coefficient of multiple regressions R = 0.277 and multiple
R-square = 0.077. This suggests that the two factors combined has positive

correlation with job performance (R=.277) and accounted for 6.7% (Adj.R2= .067)
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variance in the prediction of job performance of secretaries. The other factors
accounting for the remaining variance are beyond the scope of this study. The result
from the regression analysis shows that there was a significant combined influence of
organizational characteristics and employee commitment on job performance of
secretaries, Fp, 198) = 8.216; P<0.05. It was also revealed the most potent factor was
organizational characteristics (Beta = .303, t= 3.994, p<0.05) and en}plgg‘e
commitment (Beta = -.179, t= -2.359, p<0.05) contributed to the predicti%%ob
performance. This implies that organizational characteristic a. QQ\ployee
commitment are indices of job performance of secretaries iq) ernment-owned

tertiary institutions in Oyo State, therefore, Ho3 is rejected»&%\

>
4.4 Discussion of Findings Q

4.4.1 Level of Job Performance of Si&@ys in Government-Owned Tertiary

Institutions in Oyo State

Result revealed that the level of jp&formance of secretaries in government-owned
tertiary institutions in OMate is moderate. This means that secretaries in
government-owned t ‘%"}nstitutions are working just to ensure that the goals,
mission and mission of the institutions are met. However, more measures could be
put in pla é}he management of the universities to ensure that the job performance
@@arles is heightened. The finding corroborates a study that was conducted to
investigate the level of job performance of employees in Colleges of Education in
Nigeria. The results showed that the mean score for job performance of employees
was good indicating moderate level of job performance!. The finding also supports
another study investigated the level of job performance of employees in universities
in North-Central, Nigeria. Findings showed a mean score of 3.00 which indicated a

moderate level of job performance of employees in universities in North-Central,
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Nigeria.  Their study described the notable barriers of academic staff job
performance to include lack of appropriate reward for expanded new roles, lack of
status, lack of recognition, social security, social facilities, promotion, wages, social
services and physical working conditions. The finding also negates a study that was
conducted in university libraries in Ankara found out that academic librarians’ low
job performance is caused by poor physical working conditions, non-reco.gnition

with the work conducted, not obtaining respect with the job conducted, job \ity,

promotion, wages, social status and social services?. ,%.\QO

The finding also validates a study that was conducted on lectuf@;i( stress and job
performance in Kwara State Colleges of Educatio.n.&@)&im of the study was to
investigate the relationship between work stres nQ}b performance among lecturer
in Kwara State Colleges of Education. and, result revealed that the level of job
performance among staff in Kwara @College of education was high®. The
finding also corroborates a study @as conducted on employee motivation and job
performance which was awat examining the effect of employee motivation on
performance in ulti %I'ﬂpany limited, Doula, Cameroon. The study adopted a
survey research es%. oth quantitative and qualitative data were used in the study.
Observati )\o‘cus groups, and interviews and questionnaire were employed to
%@formation. The result revealed that the employees’ job performance was
moderate*. The author recommended that when employees are well remunerated,

they tend to be more productive which could make the goals and objectives of the

organization to be achieved.

The finding also goes in line with a study that was investigated to determine job

performances of administrative staff in Southwest Nigerian Universities. The study’s
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purpose was to investigate the job performance of administrative staff in federal and
state universities in Southwest, Nigeria. The study employed a descriptive survey
design. The data was analyzed using Pearson Product Moment correlation coefficient.
The findings revealed that the level of job performance of administrative staff in
federal and state universities was moderate’. The finding also goes in line with
another study that investigated job satisfaction and job performance of superv.isors at
the workplace. The purpose was to investigate the relationship bet@%&ob
satisfaction and job performance. The finding revealed that : of job
performance of employees was moderate. The author afﬁrm?d t th’e reason behind

the moderate level of job performance of employees was @e they were not well
4.4.2 Organizational Characteristics t&o e practiced or in place in
n

Government-Owned Tertiary InstitQtlo‘}t}f

Result showed that that organiz@el culture, organizational reward system and

motivated and reinforced®.

yo State

organizational resources ar@%ee and moderately-practiced in government-owned
tertiary institutions in State. This means that the culture put in place, available
resources and t@ar system adopted by the management of the institutions are
commis téﬁh the needs of the secretaries as this have a positive influence on
their é‘éformance. Also, when secretaries are well rewarded due to their high job
@Mmance they tend to put more effort to ensure that they do better than their
previous performance. The finding supports a study that examined the effect of
organizational culture on job performance among employees in Wértsild Limited,
Kenya and result showed that organizational values has a more significant effect to
employee's job performance at Wirtsild, than the organization climate as is mostly

assumed as a vice versa relationship. Overly a positive relationship between
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organization culture and employee performance was established, however the effect
diversely varied amongst the variables with work processes and systems in Wirtsila
having more effect to employees performance’. The result also validates a study that
was conducted to investigate the impact of reward system on organizational
performance in Brentwood Suppliers Limited in Lusaka, Zambia and result showed
that the existing reward system of Brentwood suppliers was ineffective and must be

revised; there was a relationship between rewards systems and @s%ee

performance?. ,%\

The finding also supports a study that affirmed that co@x organizational
resources give pleasurable experiences to employees an@s them actualize in the

dimension of personality profile while the to%i@myswal resources give painful

experiences and de-actualize employees’ b r. A researcher maintained that
irresponsible employees can change é)&e onsible and be more committed to
their jobs in a conducive envir?%%t because such environments reinforce their
self-actualizing traits. Ho% e reverse is the case in a toxic environment. The

resources factors co ‘the office layout, designs, and structures, while the

psychosocial f@a e to do with the working conditions, role congruity and

social il% m management’.

’ evel of Employee Commitment among Secretaries in Government-
d Tertiary Institutions in Oyo State

Result showed that the level of employee commitment of secretaries in government-
owned tertiary institutions in Oyo State is moderate. This means that secretaries
could leave their jobs if they get a better offer from other organisations. Employers

of labour could put all devise they know together just to ensure that secretaries put
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all their effort and be committed to the institution. They could provide secretaries
incentive and also ensuring that they are taken care of in all ramification both at work
and when on leave as this could make them to be more committed to the organization.
The finding lends credence with a study that found that the level of employee
commitment was moderate. It was concluded that when employees are committed to
their work which could as a result of some benefit emanating from the manaégen‘lber‘lt
of the organisation, they tend to put in their best for the organisation whi%&q\um
enhance their job performance and with this, the goals and N 39@ of the
organisation could be achieved!®. The finding also goes iI.I li

N\

investigated the relation among job satisfaction, perceived @‘izational support and

vw'st a study that

employee commitment and result showed that Indh{lﬁg’ assessment of their job
and expression of satisfaction or dissatisfatﬁi%%l be regarded as the general

outcome of their job constituents and i @so found that employee commitment
0

had influence on job performance@ employees!!. The finding also validates a
study carried out on the employee¢s working in the service and production industry,
results showed a signif%u'l\t relationship between affective commitment and job
performance. 1@@%0 showed that there is a significant relationship between
normative cofamitment and job performance. It was also discovered that there is a
signiﬁg%nd positive relationship between continuance commitment and job

@mancelz.

4.4.4 Influence of Organizational Characteristics on Job Performance of
Secretaries

Result revealed that there was significant influence of organizational characteristics
(organizational culture, organisational reward system and organizational resources)
on job performance of secretaries. This means that the culture of the organisation

such as obeying the rules and values, the kind of rewards given to the secretaries
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such as good salary, remuneration, promotion among others tend to influence the job
performance of secretaries. Also, the physical resources such as good ventilation,
furniture, internet among other also tend to influence the job performance of
secretaries. The finding validates a study that was conducted on the relationship
between organizational culture and job performance in US and finding showed that
the organizational culture had a significant positive relationship to the em@o&s’
self-ratings of organizational culture'. The finding also supports another %*&}(hat
was conducted on the influence of organizational culture on job pe . \S@among
employees using the survey design and simple ransom samglinglq result revealed
that organizational culture has a significant effect on p@lance, in contrast to

research conducted to proof that organizational culq@ws no significant effect on

performance', @

The result also goes in line with a sthy& impact of organizational culture on

employee performance in Mogag'b Somalia and result showed that there was a
significant impact of orgaﬂi@%ﬂal culture on employee performance. the authors
concluded that organiZation culture has a great influence on performance as it
dictates how @r@ afe done, organization’s philosophy, work environment,
perform céxgets and organizations stability!>. The finding also corroborates a
study~that examined the effects of employee rewards policy on organization
petfermance in public primary schools in Rachuonyo North Sub County and result
revealed that that there is a positive correlation between employee benefits and
organization performance. Employee’s compensation accounts for 5.5% of the
organization performance. Employee Incentives is positively correlated with

organization performance by 38.7% while promotion accounts for 34.6%. The study
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further found out that employee compensation significantly and positively affects

organization performance!¢.

The finding validates a study the influence of physical resources on job performance
using an engineering company sampled 85 employees and measured physical
environmental factors using noise, space, light and color, air, and employees’
satisfaction. Result revealed that physical environmental factors such as Vetﬂ@h
and light, noise, among others constitute the major conditions that negatfé%é affect
job performance of the employees'’. The finding also suppc;% study that
investigated the effect of physical resources on employee pﬁ'% e through work
discipline and found that work discipline can serve as a % iating influence between
the workplace environment and employees’ per r{@ e. It was also discovered that

physical resources itself also influences the empldyees’ performance and discipline

at the workplace'®. Qj\\‘

4.4.5 Influence of Employee (%(Q‘nitment on Job Performance of Secretaries

Result showed that there was significant influence of employee commitment

'\
(affective comm::rr@o ative commitment and continuance commitment) on job

performance of etaries. This means that when secretaries are committed to their

institud%%ey tend to be more productive their job performance could be
l@ged. The finding substantiates a study influence of employee commitment on
job performance among employees in university libraries in Southwest Nigeria using
the descriptive survey and purposive sampling technique. The finding revealed that
there was significant influence of employee commitment on job performance among
library employees. It was also revealed that there were no significant differences in

the library personnel affective, continuance, and normative commitment based on
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gender, age, marital status and years of experience. However, there was a significant
difference in the affective commitment of library personnel based on their years of
experience. This study therefore, concludes that years of work experience in the
organization have an impact on the affective attachment of the library personnel to
the organization. It is thereby recommended among others that management should

pay attention to policies geared towards improving employee commitment to_the

organization'’. Q’)&\

0

The finding also lends credence to a study impact of employee commitment among
employees in selected organization in India using the survé)@g?l and purposive
sampling. One hundred and thirty-five employe?s &%&used in the study and
questionnaire was the instrument used in the col o@of data and data was analysed
using the descriptive and inferential sta%cs. Result revealed that there was
significant impact of employee comr@n}'t on job performance. It was also found
that in employer’s stand point, mbiguity, job control, job insecurity, career
advancement, performanc%praisal, and positive team experience have been
claimed significantly, ang employee commitment?, The finding validates a
study conducte@Qwe Lebanese banks on the relationship between employee
commitm Qnd job performance, results showed that job performance and
e l%e commitment were significantly correlated and satisfaction was a predictor
AV

mmitment?!,

4.4.6 Combined Influence of Organizational Characteristics and Employee
Commitment on Job Performance of Secretaries

Result revealed that there was a significant combined influence of organizational
characteristics and employee commitment on job performance of secretaries. This

means that organizational characteristics and employee commitment could have
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influence on the job performance of secretaries in the tertiary institutions. The
finding certifies a study the impact of moderating effects of organizational culture on
HRM and employee’s performance in an attempt to contribute to the pool of
knowledge and practice. This is empirically proven through quantitative and
qualitative approach in nongovernmental organization in Nigeria. The study finding
suggested certain factors influence the moderating effects of organizational c.:ulture;
they have positive influence on increasing employee’s performance an%'i}'han
resource management. The finding is also in line with a study t t.'i\?‘@ued the
impact of reward systems on the organizations performanc.e i aqzanian banking
industry was carried out. The findings of this study showed&ﬁg\the three commercial
banks in Mwanza city offer both extrinsic (salﬁ@)onus and promotion) and

intrinsic (praise, recognition and genuine apd@%l) rewards to their employees.

However, the results found that emploie@%y not satisfied with the current reward

packages and salary level was Vie% e too low and did not reflect cost of living

in Mwanza city. The stud ﬁ@ indicated the intrinsic (non-financial) rewards

were not satisfactory to ‘gp'leyeesH.

The finding als@% a study that investigated the effect of physical resources on
employe ance through work discipline. The study sampled 208 employees
from@ . GatraMapan, Indonesia. The study found that work discipline can serve as
&diating influence between the workplace environment and employees’
performance. It was also discovered that physical resources itself also influences the
employees’ performance and discipline at the workplace?’. The finding goes in line
with a study “exploring the job performance and employee commitment of
employees in information technology environment”, aimed at examining the

relationship between employees’ job performance (as measured by the job
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performance survey) and employee commitment as measured on the employee
commitment scale. Result showed that the study suggests a significant relationship
between job performance and affective and normative commitment variables, as the
respondents were satisfied with pay, fringe benefits, promotion (advancement),
supervision, contingent rewards, nature of work, communication and relationship
with co-workers, and seem to feel more emotionally attached to and involvgd with

their respective organizations®. Q}i\

%'\%
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Chapter Five
Conclusion
This chapter presents and discusses the summary of findings, conclusions and
provides useful recommendation, contributions to knowledge and suggestions for

further studies.

5.1 Summary of Findings ) \‘b‘

The study examined organizational characteristics and employee commit%%)on job
performance of secretaries in government-owned tertiary institutions_in Oyo State,
Nigeria. The study adopted descriptive survey research desig\%?eve the purpose
of the study. This is a type of design that seeks to @ﬁﬁ? investigation among
variables by observation, which the researc .@s not have control over the
variables of interest and therefore cannot %ﬁ late them. The population of the
study included secretaries of govem@\wned tertiary institutions in Oyo State.
The whole two hundred and fort@t secretaries who had spent different years in
service were used as the&w%’e size in the study using stratified proportionate
sampling, out of whi %sﬁlundred and one questionnaires were collated and used
for the analysis,@iﬂgcluded 27 males and 174 females. The findings revealed that:
1. i @grand mean of 2.09, it was found that the level of job performance of
Ge retaries in government-owned tertiary institutions in Oyo State, Nigeria
Q was moderate.
2. With a grand mean of 2.29, it was found that organizational culture,
organizational reward system and organizational resources are in place and

well-practiced in government-owned tertiary institutions in Oyo State.
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3. With a calculated grand mean of 2.08, it could be inferred that the level of
employee commitment of secretaries in government-owned tertiary
institutions in Oyo State was moderate.

4. There was significant influence of organizational characteristics
(organizational culture, organisational reward system and organizational
resources) on job performance of secretaries in government-owned :[ertiary
institutions in Oyo State; Adj R? = 0.342; F3, 197) = 35.725; p<0.05. Q')&\

5. There was significant influence of employee commi .\Sﬁffective
commitment, normative commitment and continuan.ce ﬁmﬁiitmen‘[) on job
performance of secretaries in government-owned Q&y institutions in Oyo
State; Adj R? =0.239; F, 197 = 21.977,; p<0.'()ﬁ$%

6. There was a significant combined inﬂﬁ%’gof organizational characteristics
and employee commitment on j h@rmance of secretaries in government-
owned tertiary institutions% State; Adj R? = 0.067; F, 195y = 8.216;

contributed 6.7%

P<0.05. Both orgﬁisfl al characteristics and employee commitment
tq\ e prediction of job performance of secretaries in

govemn@t)@ tertiary institutions in Oyo State.

5.2 Con @1

B eQn the findings of the study, it could be affirmed that job performance of
&aries could be enhanced when the management of tertiary institution provide
good reward system, availability of resources and also have a good organisatonal
culture in place as this could also make the secretaries to be committed to their job.
It could be concluded that both organizational characteristics (organizational culture,

organistional reward system and organizational resources) and employee
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commitment have significant influence on job performance of secretaries in
government-owned tertiary institutions in Oyo State.

5.3 Recommendations

Based on the findings of the study, the following recommendations are made:

1. Management of government-owned tertiary institutions should give good
reward such as high pay, bonuses, leave as and when due, remungration,
promotion among others to secretaries, all these could enhance @Ob
performance. ,%.QO

2. Since secretaries are expected to provide quality servic@he\ institution, it is
expected that management of such tertiary i&ﬁgﬁons, need to give
information to secretaries on a timely basi qfLis has to do with their

performance expectation. This could @’?eved by communicating the set

standards to secretaries right fi 'r@day they were employed as this will
g&

prepare their mind of what } ected of them and thereby making them to

be committed to th%@ institution and their job performance could also
be heightened.
N
3. Manage \& tertiary institution should focus on developing work
envird@en‘[s that increase secretaries' affective commitment since doing so
‘%enable them to strive towards achieving organisational goals and
Q objectives, which will improve their job performance as a whole.
4. Free flow of communication should be encouraged at work, and receiving
feedback on a job well done should be made friendly.
5. Management of tertiary institution should also offer their secretaries leave of

absence policies, such as study leave, compassionate leave, maternity leave

and paternity leave as this could strengthen secretaries’ continuance
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commitment to the organisation and this could in turn enhance their job
performance.

6. Management of tertiary institution should improve its organizational culture
by impacting on secretaries’ career and development; this will help in
heightening their job performance and in turn meeting the institution’s

QO

7. Management of tertiary institution should provide resources ég} as

mission and vision.

ventilated office, computers, internet facilities, printers, ph icts’among

others to various offices of the secretaries as this co&gnrlch their job

performance. &%\

5.4 Contributions to Knowledge

This thesis has successfully developed a &al framework that is helpful for
future research in this area. Besides, th1 %y has provided new insight on those
factors that could enhance job peﬂé‘g‘ance of secretaries in tertiary institutions. Also,
the study has revealed that«&r)secretaries to be more productive in their places of
work, there should A’g'(;od reward system, positive organizational -culture,
availability of r@ces should be put in place by the management of the institutions
as all the @1 d also make secretaries to be committed to the institution. Also, it
h contributed in the sense that secretaries would know that without the
p;onion of needed resources to their various office, their level of job performance
may be inhibited and thus, hindering their ability to meet the goals of the institution.
In view of the fact that research reports affirm that job performance of secretaries is

one of the factors that is often overlooked in the effective development and

achievement of tertiary institutions’ goals, there is a dire need to further investigate
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the job performance of secretaries in government-owned tertiary institutions in Oyo

State with an aim to providing a needed yet over looked area of need.

The literature reviewed in this study has conceptually given a better understanding
and knowledge of organisational characteristics, employee commitment and job
performance. Further, the same study is encouraged to be done in other countries
using both government and private tertiary institutions. The literature has conﬁ@d
geographically as it focused mainly on tertiary institutions in Oyo state \60 could

serve as a basis for other researchers to make reference to this wo@en choosing

the scope of their studies. . @“

Lastly, this thesis has empirically contributed to the gﬁg;&g body of knowledge on
organizational characteristics and employee @@mem on job performance of
secretaries in government-owned tertiary @tions in Oyo State, it would serve as

a resource material for other researg‘hegyﬂw want to carry similar studies.

5.5 Suggestions for Furthxs@‘s

A study of this nature %d.\a so be carried out using secretaries from universities in
Southwest Nig @% samples should be used so that the result could provide a
wider re re%\t?tion of the populace. A study on organisational characteristics,
employee. commitment and job performance of secretaries in government-owned
@chnics in Southwest Nigeria could also be examined. Also, the influence of
organisational characteristics, demographic factors and job performance of
information managers in federal universities in Southwest universities could be
investigated. More so, future research undertakings could be on qualitative research
to bring out salient features around the topic which quantitative research may not

bring forth. In this way, observations from life experiences for instance will be handy
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in describing the real situation pertaining to job performance of secretaries. This
means that the use of interview and focus group discussion could be used to collect

data from the respondents.
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LEAD CITY UNIVERSITY, IBADAN
FACULTY OF COMMUNICATION AND INFORMATION SCIENCES
DEPARTMENT OF INFORMATION MANAGEMENT
OCECJP QUESTIONNAIRE

Dear Respondent,

I, Popoola Kofoworola, a Ph.D student from the above named university and this
questionnaire is designed to elicit information on the topic 'Orgamzatlonal
Characteristics, Employee Commitment and Job Performance of Secr%&% in
Government-owned Tertiary institutions in Oyo State. Your respons Q@es‘uons
outlined below will contribute immensely to meeting the s&@jectives of the

research work. All information supplied will be treated w1;®fost confidentiality as

they will only be used for academic purpose. Thank'

SECTION A: Personal Data ®
Please tick (V) the appropriate option @the gap where necessary.

1. Age: a. 20-30 years () b. <l@years () c.41-50 years () d. 51 years and

above ()

2. Gender: @‘@( ) (b) Female ( )

3. Educatio lification: a. OND () b. HND ( )c.B.Sc( ) d. Masters ( )

k Experience: a. 1-5 years () b. 6-10 years ( ) c. 11-15years ( ) d. 16

and above ()
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SECTION B: Job Performance Scale (JPS)

Instruction: Please tick (v' ) the option that best suit your perceived personal rating

on items given

Note: Very High (VH) = 4pts, High (H) = 3pts, Low (L) = 2pts, Very Low (VL) =

Ipt ¢
oy
To what extent do you agree with the following statements? . QO 7
A
S/N ITEMS @H L |[VL

A

Job specific task performance

S

1. I have the ability to perform office routine work@v

efficiently \Q\

a N
2. I attend promptly to requests from ot er Staff
20
3 I have the ability to attend to @ation requests
\
Non job specific task p ance
a’d
4. I always meet up wWeadline
P P
5. I providing i@ growth of the unit/department
AQ

6. I am w@ to take on extra responsibilities to help my

N\

C??.»] ucs

.
%

>C6mmunicati0n and Demonstrating effort

7. I can use communication skills effectively

8. I am competent in using information tools and
technologies

0. I can perform efficiently and effectively under pressure
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Personal Discipline and Peer/team performance

10. | I perform my work schedule on time

11. | I am always regular and punctual at work

12. | I am very cooperative and show team spirit

Supervision/leadership

13. | I can perform better with little or no supervision

NS

14. | I always make sure to be a good example to others

O,
VYo P

15 | I can solve problems on my own

. \%ﬂ
SECTION C: Organizational Characteristics Scale @

INSTRUCTION: Please tick (V) in the approﬂ%é%ﬂumn the option that best
NOTE: Strongly Agree (SA) = 4@gree(A) = 3pts, Disagree(D) = 2pts, Strongly

Disagree(SD) = 1pt w%

RN

expresses your opinion.

SD

1 I make mw the decisions that affect the way I do my work.

Organizational @e' SA |A |D
AQ

2 \y@& éroup offer support and encouragement to help each

Q@”mer when necessary

3 My supervisor knows what my strengths are and tells me.

4 My boss/supervisor does not play favorites/discrimination

Organizational Reward System

5 The anticipation of bonus enhances my performance at work

6 My salary commensurate with the work I do
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7 Promotion encourage my level performances at work
8 Performance related bonus motivate me to be more committed

to my job

Organizational Resources
9 My office is spacious and conducive

—ON
10 | There are functional computers at my work place \C
Q&

11 | There are enough stationeries in my office i \QC;‘
12| Cabinets/drawers are available to keep files and other -

documents properl ° '3

pper S

SECTION D: Employee Commitment Scale (EC§)$

&

INSTRUCTION: Please tick () in the appro@ column the option that best

expresses your opinion

NOTE: Very High (VH) = 4pts,

Ipt

>
<
N

Hig@)x— 3pts, Low (L) = 2pts, Very Low (VL) =

To wh ent do you agree with the following statements?

S/N

C )Q& Statements

VH

VL

AffectiveCoriimitment

AQ

1 I w‘(@bve very happy to spend the rest of my career in this
\%tution.

2 feel a strong sense of belonging to this institution

3 This organization has a great deal of personal meaning for me

4 I really feel as if this institution’s problems are my own.

Normative Commitment
5 This organization deserves my loyalty.
6 I feel obliged to remain with my institution
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I would not leave my institution right now because of my sense

of obligation to it.

8 I owe a great deal to this institution
Continuance Commitment

9 Right now, staying with my job at this institution is a matter of
necessity as much as desire.

10 | One of the few negative consequences of leaving my job at this . (b
institution would be the scarcity of available alternatives Q' \
elsewhere < Q(')

I\

11 | Too much of my life would be disrupted if [ leave my institutioﬁ?*’

>

12

£ \ N
It would be very hard for me to leave my job at this instih@ !

right now even if [ wanted to %
&
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Sample Size Table

Appendix 11

'@' research-advisors.com/tools/SampleSize.htm

Sample Size Table*

From The Research Advisors

Required Sample Size’

Confidence = 95% Confidence = 99%

Population Size Margin of Error Margin of Error
5.0% 3.5% 2.5% 1.0% 5.0% 3.5% 2.5% 1.0%
10 10 10 10 10 10 10 10 10
20 19 20 20 20 19 20 20 20
30 28 29 29 30 29 29 30 30
50 44 47 48 50 47 48 49 50
75 63 69 72 74 67 71 73 75
100 80 89 94 99 87 93 96 99
150 108 126 137 148 122 135 142 149
200 132 160 177 196 154 174 186 198
250 152 190 215 244 182 211 229 246
300 169 217 251 291 207 246 270 295
400 196 265 318 384 250 309 348 391
500 217 306 37T 475 285 365 421 485
S00 234 340 432 565 315 416 490 579
700 248 370 481 653 341 462 554 672
800 260 396 526 739 363 503 615 763
1,000 278 440 606 906 399 575 727 843
1,200 291 474 674 1067 427 636 827 1119
1,500 306 515 759 1297 460 712 959 1376
2,000 322 563 869 1655 498 808 1141 1785
2.500 333 it 952 1984 524 879 1288 2173
3.500 346 641 1068 2565 558 a77 1510 2890
5,000 357 G78 |1 7€ 3288 586 1066 1734 3842
7,500 365 710 1275 4211 610 1147 1960 5165
10,000 370 727 1332 4899 622 1193 2098 6239
25,000 378 760 1448 6939 G546 1285 2399 9972
50,000 381 72 1491 8056 655 1318 2520 12455
75,000 382 776 1506 8514 658 1330 2563 13583
100,000 383 778 1513 8762 659 1336 2585 14227
250,000 384 782 1527 9248 662 1347 2626 15555
500,000 384 783 1632 9423 663 1350 2640 16055
1,000,000 384 783 1534 9512 663 1352 2647 16317
2,500,000 384 784 1536 9567 663 1353 2651 16478
10,000,000 384 784 1536 9594 663 1354 2653 16560
100,000,000 384 784 1537 9603 663 1354 2654 16584
300,000,000 384 784 1537 9603 653 1354 2654 16586

T Copyright, The Research Advisors (2006) All rights reserved

Q

Source: Krejciek& Morgan, 1970* Copyright, 2006, The Research Advisors

(http://research-advisors.com), All rights reserved.
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Demographic Information

Output

Demographic Information of Respondents

Age
Cumulative
Frequency Percent Valid Percent Percent
Valid  20-30 24 11.9 11.9 11.9
31-40 46 229 229 34.8
41-50 88 43.8 43.8 56.2
51yearsandabove 43 21.4 21.4 100.0
Total 201 100.0 100.0
. \%'\
&
Gender
Cumulative
Frequency Percent Valid Percent Percent
Valid Male 27 13.4 13.4 134
Female 174 86.6 86.6 100.0
Total 201 100.0 100.0
S
A
Educational Qualification
Cumulative
Frequency Percent Valid Percent Percent
Valid OND 4 2.0 2.0 2.0
HND 75 373 373 393
B.SC 88 43.8 43.8 83.1
MASTER 34 16.9 16.9 100.0
Total 201 100.0 100.0
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WorkExperience

Cumulative
Frequency Percent Valid Percent Percent
Valid  1-5YEARS 27 134 134 134
6-10YEARS 16 8.0 8.0 214
11-15YEARS 92 45.8 45.8 67.2
16YEARSABOVE 66 32.8 32.8 100.0
Total 201 100.0 100.0
.
O
Level of job performance of secretaries . Q}&\
3
Statistics
B1 B2 B3 B4 B5 B6 B7 B8 B9 B10 | B11 | B12 | B13 B14 B15
N Vali
g 201 201 201 201 201 201 201 201 201 201 201 201 201 201 201
Miss
) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
ing
Mean 3.573 3.52 | 3.34| 3.45| 3.78] 3.73 | 3.71| 3.603 3.507
3.7186 3.6083 | 3.62373 | 3.6722 3.5829 3.6088
2 72 517 73 19| 63 86 0 6
Std. 4967 .500| .590| .608| .414| .484| .449| .5760 .5487
44943 48735 .48484  .57903 .50525 .49865
Deviation d. 50 01 15 54 90 43 1 2
4%'\
~N
B1
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 145 721 721 72.1
Agree 56 27.9 27.9 100.0
Total 201 100.0 100.0
B2
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Cumulative

Frequency Percent Valid Percent Percent
Valid Strongly Agree 124 61.7 61.7 61.7
Agree 77 38.3 38.3 100.0
Total 201 100.0 100.0
B3
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 126 62.7 62.7 62.7
Agree 75 37.3 37.3 100.0
Total 201 100.0 - % :
S
2
B4
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 125 62.2 62.2 62.2
Agree 67 33.3 33.3 95.5
Disagree 9 4.5 4.5 100.0
Total _\). 201 100.0 100.0
A0
B5
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 114 56.7 56.7 56.7
Agree 87 43.3 43.3 100.0
Total 201 100.0 100.0
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B6

Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 117 58.2 58.2 58.2
Agree 83 41.3 41.3 99.5
Disagree 1 5 5 100.0
Total 201 100.0 100.0
D
B7
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 106 52.7 52.7 52.7
Agree 95 47.3 47.3 100.0
Total 201 100.0 100.0
. Q‘Q .
PN\
B8
Cumulative
Frequency Percent Valid Percent Percent
Valid StronglyAgree 82 40.8 40.8 40.8
Agree 107 53.2 53.2 94.0
Disagree 12 6.0 6.0 100.0
Total 201 100.0 100.0
A C\Q
B9
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 105 52.2 52.2 52.2
Agree 84 41.8 41.8 94.0
Disagree 12 6.0 6.0 100.0
Total 201 100.0 100.0
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B10

Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 157 78.1 78.1 78.1
Agree 44 21.9 21.9 100.0
Total 201 100.0 100.0
N
B11
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 152 75.6 75.6 75.6
Agree 45 224 224 98.0
Disagree 4 2.0 2.0 100.0
Total 201 100.0 100.0
QQ"
A
B12
Cumulative
Frequency Percent Valid Percent Percent
Valid StronglyAgree 145 721 721 72.1
Agree 56 27.9 27.9 100.0
Total 201 100.0 100.0
~ (\'Q )
B13
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 129 64.2 64.2 64.2
Agree 63 31.3 31.3 95.5
Disagree 9 4.5 4.5 100.0
Total 201 100.0 100.0
B14
Cumulative
Frequency Percent Valid Percent Percent
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Valid StronglyAgree 124 61.7 61.7 61.7
Agree 76 37.8 37.8 99.5
Disagree 1 5 5 100.0
Total 201 100.0 100.0
B15
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 108 53.7 53.7 53.7
Agree 88 43.8 43.8 97.5
Disagree 5 25 25 100.0
Total 201 100.0 100.0
Organizational characteristics %'\\¢3
Ry
Statistics
C1 C2 C3 C4 C5 C6 C7 C8 C9 C10 C11 C12
N Valid 201 201 201 201 201 201 201 201 201 201 201 201
Missi
0 0 0 0 0 0 0 0 0 0 0
ng
Mean 3.0000 | 3.3911 | 3.18209 2.9690 | 2.8542 2.31766 | 3.24746 | 3.21791 | 3.1792 3.0312 2.83642 | 3.29871
Std. Deviation .75498 | .49865 | .69840 .76753 194398 | .99494 | .88899| .86378 .95966 1.13666 | 1.09449 .95201
A
Cc1
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 57 28.4 28.4 28.4
Agree 87 43.3 43.3 71.6
Disagree 57 28.4 28.4 100.0
Total 201 100.0 100.0
C2
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Cumulative

Frequency Percent Valid Percent Percent
Valid Strongly Agree 79 39.3 39.3 39.3
Agree 121 60.2 60.2 99.5
Disagree 1 5 5 100.0
Total 201 100.0 100.0
C3
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 70 34.8 34.8 34.8
Agree 97 48.3 48.3 83.1
Disagree 34 16.9 16.9 100.0
Total 201 100.0 100.0
. Q\)
SO
C4
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 56 27.9 27.9 27.9
Agree 83 41.3 41.3 69.2
Disagree 62 30.8 30.8 100.0
Total 201 100.0 100.0
S
N
Q
Q®
C5
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Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 59 294 294 29.4
Agree 69 343 343 63.7
Disagree 56 27.9 27.9 91.5
Strongly Disagree 17 8.5 8.5 100.0
Total 201 100.0 100.0
N
C6
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 29 14.4 14.4 14.4
Agree 55 27.4 27.4 41.8
Disagree 69 34.3 34.3 76.1
Strongly Disagree 48 23.9 23.9 100.0
Total 201 ’QSO 100.0
.
Ok
P
0\
Y
Cc7
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 101 50.2 50.2 50.2
Agree 60 29.9 29.9 80.1
Disagree 30 14.9 14.9 95.0
Strongly Disagree 10 5.0 5.0 100.0
Total 201 100.0 100.0
Ccs8
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Cumulative

196

Frequency Percent Valid Percent Percent
Valid Strongly Agree 90 44.8 44.8 44.8
Agree 73 36.3 36.3 81.1
Disagree 28 13.9 13.9 95.0
Strongly Disagree 10 5.0 5.0 100.0
Total 201 100.0 100.0
N
C9
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 104 51.7 51.7 51.7
Agree 40 19.9 19.9 71.6
Disagree 47 234 23.4 95.0
Strongly Disagree 10 5.0 5.0 100.0
Total 201 ’\10?).0 100.0
O
C10
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 105 52.2 52.2 52.2
Agree 32 15.9 15.9 68.2
Disagree 34 16.9 16.9 85.1
Strongly Disagree 30 14.9 14.9 100.0
Total 201 100.0 100.0
C11
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 79 39.3 39.3 39.3




Agree 37 18.4 18.4 57.7

Disagree 58 28.9 28.9 86.6

Strongly Disagree 27 13.4 13.4 100.0

Total 201 100.0 100.0

C12
Cumulative
Frequency Percent Valid Percent Percent

Valid Strongly Agree 111 55.2 55.2 55.2

Agree 54 26.9 26.9 82.1

Disagree 19 9.5 9.5 91.5

Strongly Disagree 17 8.5 8.5 100.0

Total 201 100.0 i %)

A\
N
. Q‘Z)
Level of Employee Commitment ®
AN
D8 D9 D10 D11 D12

N Valid 201 201 201 201 201

Missing 0 0 0 0 0
Mean 2.0896 1.9005 1.9303 2.3632 2.1642
Std. Deviation .872897 .76161 .80940 1.22574 1.00892

4%'\
QQQ
N
S
D1
Cumulative
Frequency Percent Valid Percent Percent

Valid Strongly Agree 65 32.3 32.3 32.3

Agree 22 10.9 10.9 43.3

Disagree 75 37.3 37.3 80.6

Strongly Disagree 39 194 19.4 100.0

Total 201 100.0 100.0
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D2

Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 47 234 23.4 23.4
Agree 100 49.8 49.8 73.1
Disagree 44 21.9 21.9 95.0
Strongly Disagree 10 5.0 5.0 100.0
Total 201 100.0 100.0
. )\%'\
&
D3
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 40 19.9 19.9 19.9
Agree 109 54.2 54.2 74.1
Disagree 42 20.9 20.9 95.0
Strongly Disagree 10 5.0 5.0 100.0
Total 201 100.0 100.0
4%'»
QQQ
N
Q
Q®
D4
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 61 30.3 30.3 30.3
Agree 68 33.8 33.8 64.2
Disagree 43 214 21.4 85.6
Strongly Disagree 29 14.4 14.4 100.0
Total 201 100.0 100.0
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D5

Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 105 52.2 52.2 52.2
Agree 79 39.3 39.3 91.5
Disagree 16 8.0 8.0 99.5
Strongly Disagree 1 5 5 100.0
Total 201 100.0 100.0 —
N
. xﬁ N
D6
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 65 32.3 32.3 32.3
Agree 79 39.3 393 71.6
Disagree 46 22.9 22.9 94.5
Strongly Disagree 11 55 55 100.0
Total 201 100.0 100.0
'\)Q‘P
4%'»
QQQ
N
<O
~MN\
‘ D7
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 57 28.4 28.4 28.4
Agree 90 44.8 44.8 73.1
Disagree 35 17.4 17.4 90.5
Strongly Disagree 19 9.5 9.5 100.0
Total 201 100.0 100.0
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D8

Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 58 28.9 28.9 28.9
Agree 77 38.3 38.3 67.2
Disagree 56 27.9 27.9 95.0
Strongly Disagree 10 5.0 5.0 100.0
Total 201 100.0 100.0 —
N
. XA N
D9
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 67 33.3 33.3 33.3
Agree 89 443 44.3 77.6
Disagree 43 214 214 99.0
Strongly Disagree 2 1.0 1.0 100.0
Total 201 100.0 100.0
@O‘
4%'\
QQQ
X.
D10
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 71 35.3 35.3 35.3
Agree 75 37.3 37.3 72.6
Disagree 53 26.4 26.4 99.0
Strongly Disagree 2 1.0 1.0 100.0
Total 201 100.0 100.0
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D11

Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 74 36.8 36.8 36.8
Agree 33 16.4 16.4 53.2
Disagree 41 204 20.4 73.6
Strongly Disagree 53 26.4 26.4 100.0
Total 201 100.0 100.0
. \%'\
S
D12
Cumulative
Frequency Percent Valid Percent Percent
Valid Strongly Agree 74 36.8 36.8 36.8
Agree 34 16.9 16.9 53.7
Disagree 79 39.3 39.3 93.0
Strongly Disagree 14 7.0 7.0 100.0
Total 201 100.0 100.0

Influence of\Or

S

izational Characteristics on Job Performance of Secretaries

‘%overnment-Owned Tertiary Institutions in Oyo State.

o

Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 .5942 .352 .342 3.50695

a. Predictors: (Constant), organisational_resources,

organisational_culture, organisational_reward_system
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ANOVA?

Model Sum of Squares Df Mean Square F Sig.

1 Regression 1318.117 3 439.372 35.725 .000°
Residual 2422.838 197 12.299
Total 3740.955 200

a. Dependent Variable: JOB_PERFORMANCE
b. Predictors: (Constant), organisational_resources, organisational_culture, >
organisational_reward_system
Coefficients?
Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 12.598 1.083 11.633 .000
organisational_culture 1.379 141 .626 9.807 .000
organisational_reward_syste 132 109 084 1210 208
m
organisational resources -.101 .075 -.084 -1.338 182

a. Dependent Variable: JOB_PERFORMANCE

&

Ho2: There will be no Mcant influence of employee commitment on job

performanc@etanes in government- owned tertiary institutions in

Oyo Sta
Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 5012 .251 .239 3.77199

a. Predictors: (Constant), continuance_commitment,

affective_commitment, normative_commitment
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ANOVA-®

Model Sum of Squares Df Mean Square F Sig.

1 Regression 938.053 3 312.684 21.977 .000°
Residual 2802.902 197 14.228
Total 3740.955 200

a. Dependent Variable: JOB_PERFORMANCE

b. Predictors: (Constant), continuance_commitment, affective_commitment,

normative_commitment

Coefficients?

NS

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta T Sig. |
1 (Constant) 22.236 .986 22.544 .000
affective_commitment .361 103 271 3.511 .001
normative_commitment .153 126 .095 1.211 227
continuance_commitment -.670 .089 -.491 -7.499 .000

a. Dependent Variable: JOB_PERFORMANCE

\Dr
P

Ho3: There will bfz%o\ significant combined influence of organizational

charactﬁetl)é%d employee commitment on job performance of secretaries

1?: g ment-owned tertiary institutions in Oyo State.

Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 2772 .077 .067 4.17682

a. Predictors: (Constant), Employee_commitment,
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organisationa_characteristics

ANOVA?

Model Sum of Squares df Mean Square F Sig.
1 Regression 286.679 2 143.340 8.216 .000°

Residual 3454.276 198 17.446

Total 3740.955 200
a. Dependent Variable: JOB_PERFORMANCE
b. Predictors: (Constant), Employee_commitment, organisationa_characteristics UL

.

w@%
&'\
C)QQ Appendix IV
N

Pilot Study Output

Job P@Jance Scale

Reliability Statistics

Cronbach's
Alpha N of Items
.809 20
Item Statistics
Mean Std. Deviation N

VARO00001 1.3667 49013 30
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VAR00002 1.5333 50742 30
VARO00003 1.3667 49013 30
VAR00004 4.2667 1.28475 30
VARO00005 1.4333 .50401 30
VARO00006 1.5000 .50855 30
VAR00007 1.4333 .56832 30
VARO00008 4.3667 1.12903 30
VARO00009 1.6000 49827 30
VARO00010 1.7333 44978 30
VAR00011 1.6667 .75810 30
VAR00012 5.0000 1.25945 30
VAR00013 1.4333 .50401 30
VAR00014 1.6667 71116 30
VARO00015 1.5000 .50855 30
VAR00016 4.6000 1.30252 30
VARO00017 1.7000 .59596 30
VAR00018 1.5333 57135 30
VAR00019 1.8333 .69893 30
VAR00020 5.0667 1.33735
R
Scale Statistics
Mean Variance | Std. Deviation N of ltems
46.6000 55.214 7.4?&60 20
'\
Organisational ea@‘%stics
)
Reliability Statistics
Cronbach's
Alpha N of ltems
773 15
Y
Scale Statistics
Mean Variance Std. Deviation N of ltems
40.4667 51.223 7.15702 15

Employee Commitment Scale

Reliability Statistics

Cronbach's

N of Items
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Alpha

.811 15
Item Statistics
Mean Std. Deviation N
VARO00001 1.8667 .97320 30
VAR00002 1.6000 .67466 30
VARO00003 1.6333 .71840 30
VARO00004 1.6333 .88992 30
VARO00005 6.7333 2.93532 30
VAR00006 1.5000 77682 30
VARO00007 1.6667 .84418 30
VARO00008 1.5333 .73030 30
VARO00009 1.4667 .68145 30
VARO00010 6.1667 2.61406 30
VAR00011 1.7333 1.01483 30
VARO00012 2.0667 .98027 30
VARO00013 2.0667 1.20153 30
VAR00014 1.9333 1.08066 30
VAR00015 7.8000 3.92516 \/ 30
N
Scale Statistics
Mean Variance Std. Deviation N of Items
41.4000 166.386 12.89908 15

QQ

QQ@

>

]
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