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1. Introduction 

The business environment is a dynamic and complex 

landscape, shaped by a mix of sociocultural factors 

that reflect the diversity of its workforce. Employees 

come from varied cultural backgrounds, contributing 

distinct values, beliefs, and perspectives that can 

influence their commitment and performance 

(Taborosi et al., 2023). This diversity requires Small 

and Medium Enterprises (SMEs) to adapt strategically, 

integrating social and cultural considerations to 

enhance competitiveness and employee engagement. 

Studies suggest that active employee engagement is 

essential for driving optimal performance (Faruk, 

2023). However, SMEs often face challenges as 

competitive pressures and increased workplace 

demands lead to diminished motivation and 

commitment among employees (Pepple, Akinsowon, 

& Oyelere, 2021), affecting overall organizational 

success (Virgiawan et al., 2021). 

In Nigeria, SMEs are particularly diverse, 

encompassing employees from numerous ethnic and 

cultural backgrounds, each with unique values that 

impact their work ethic and commitment. 

Understanding and aligning organizational values with 

employees' cultural values have been shown to 

enhance commitment (Pepple, Akinsowon, & Oyelere, 

2021). Recognizing individuality and cultural diversity 

within the workplace fosters an inclusive environment, 

which is essential for sustaining employee 

commitment and organizational cohesion. 

Employee commitment has become an essential focus 

within organizations, as it is closely linked to positive 

outcomes such as high performance, retention, and 

organizational success (Đorđević et al., 2020). Gao 

(SMEs) of Nigeria's South-South region. The study examines the impact of religious beliefs, financial disparity, 

and cultural norms on affective, normative, and continuance employee commitment. This study employed a 

descriptive research design to analyze the state of SMEs in Nigeria's South-South region, focusing on 

participants' characteristics, behaviours, and opinions through quantitative data collection. Using stratified 

random sampling, three states—Edo, Delta, and Rivers—were selected from the region, and structured 

questionnaires were distributed to a sample of 300 employees from 15 SMEs per state. Data were analyzed with 

SPSS, utilizing the Chi-square test to identify significant associations between socio-cultural factors and 

employee commitment across the sampled SMEs. The findings showed that religious beliefs, wealth distribution, 

and moral values significantly impact SME workers' commitment in South-South Nigeria. This indicated that the 

interplay of socio-cultural factors plays a crucial role in shaping employees' commitment within SMEs in South-

South Nigeria. The study recommends that business management create an inclusive environment that respects 

and supports employees' socio-cultural identities, including religious beliefs, to foster unity and collaboration. 

By integrating socio-cultural factors into organizational strategies, companies can enhance employee 

commitment, build a positive workplace culture, and improve overall performance. 
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and Bai (2011) assert that an individual's dedication to 

their work is often influenced by their job satisfaction 

and the opportunities for growth and respect within the 

workplace. Leaders who actively recognize and 

respect the diverse cultural backgrounds of their teams 

can create policies and practices that support 

commitment across cultural lines (Blank, 2021). 

Effective leadership in this context involves adopting a 

blend of transformational and transactional styles, 

allowing flexibility in meeting employees' needs and 

fostering commitment (Luitel, 2021). 
 

Committed employees contribute significantly to 

organizational effectiveness, as commitment fosters 

morale, motivation, and productivity, giving 

businesses a competitive edge (Wasiu, 2013; 

Akintayo, 2010; Salami, 2008). However, research 

indicates a widespread lack of employee commitment 

in many Nigerian workplaces (Inegbedion, 2022; 

Wasiu, 2013). This challenge is especially pronounced 

in the Niger Delta region, a culturally diverse and 

economically critical area due to its oil reserves, where 

ethnic diversity and regional distinctiveness play a 

pivotal role in shaping workplace dynamics (Mauer & 

Saelens, 2014). This region, comprising states such as 

Abia, Akwa Ibom, Bayelsa, and others, reflects the 

ethnic and linguistic diversity of Nigeria, each with 

cultural nuances that affect workplace interactions and 

employee engagement (Iguisi, 2014). 

 

Employee commitment remains crucial to 

organizational stability and productivity, making it 

essential to understand the interplay between socio-

cultural factors and organizational dynamics. Despite 

the recognition of these factors, limited research 

examines how these aspects specifically influence the 

distinct forms of employee commitment, namely, 

normative, affective, and continuance commitment. 

Studies on employee commitment often highlight the 

importance of financial incentives (Ihemereze et al., 

2023), work-life balance (Emre & De Spiegeleare, 

2021), and career growth (Al Balushi et al., 2022). 

Many studies focus on Western business contexts or 

treat socio-cultural variables as secondary factors, 

overlooking the direct impact of these elements on 

employee commitment in regions where socio-cultural 

factors play a defining role. This gap underscores the 

need for a study that rigorously examines how socio-

cultural dynamics affect employee commitment to 

SMEs in the South-South region in Nigeria. 

Particularly within contexts where these factors are 

deeply embedded in employees’ day-to-day lives and 

work ethics. This research seeks to provide more 

contextually relevant findings that contribute to a 

clearer understanding of how these influences manifest 

in the business environment. 

2. Literature Review 

2.1 Theoretical Framework  

The study was Meyer and Allen (1991) three-

component model of the Organisational Commitment 

model. The model was proposed in their scholarly 

article titled "A Three-Component Conceptualization 

of Organisational Commitment.”  According to Meyer 

et al (2013) employee commitment is a consequence 

of affective attachment, the obligation felt to be in that 

organization and the cost of leaving. The model is built 

on the assumption that employee commitment is 

multifaceted and can be understood through three 

distinct components (affective commitment, 

continuance commitment, and normative commitment) 

(Meyer et al., 2013). These components are not 

mutually exclusive; rather, they interact in varying 

degrees to influence an employee's overall 

commitment (Ateke & Akani, 2018). The components 

can also vary in intensity among different individuals, 

and the relative strength of each component may 

fluctuate over time based on both internal and external 

organizational factors (Khandakar & Pangil, 2020). 
 

Affective commitment pertains to the emotional 

connection, sense of belonging, and active engagement 

that an employee experiences towards the 

organisation. (Haque, Fernando, & Caputi, 2020; 

Meyer, Allen, & Smith, 1993). Individuals who 

possess high affective commitment exhibit a robust 

and favourable emotional attachment to their place of 

employment (Van Der Werf, 2023).  Normative 

commitment encompasses an individual's perception 

of a moral duty or obligation to maintain their 

affiliation with the organisation (Van Der Werf, 2023). 

Sayan (2011) posited that the decision to remain with 

an organisation is contingent upon an individual's 

conviction regarding the significance of loyalty, duty, 

or adherence to moral principles which is represented 

by normative commitment. Continuance commitment 

pertains to the perceived expenses that are linked to 

the act of departing from an organisation (Keiningham 

et al., 2015). Employees who possess a strong sense of 

continuing commitment are more likely to remain in 
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their current employment due to their belief that 

quitting would entail personal sacrifices, like the loss 

of perks, spent time, or financial implications 

(Keiningham et al., 2015).  
 

By recognizing that commitment is not a one-

dimensional construct, the model provides a better 

approach to assessing employee loyalty and 

involvement (Haque et al., 2020). This model is 

instrumental for organizations seeking to enhance 

employee retention, as it highlights the different 

drivers of commitment, allowing for targeted 

interventions to improve organizational outcomes 

(Haque et al., 2020). Moreover, by acknowledging the 

role of both emotional attachment and rational factors 

like cost and obligation, the model helps organizations 

craft policies and practices that foster a more engaged, 

satisfied, and committed workforce (Somers et al., 

2020). The addition of conformance commitment by 

Ateke and Nwulu (2019) further enriches the model, 

broadening its applicability in understanding how 

employees adapt their behaviours to align with 

organizational norms and expectations. 

 

2.2 Conceptual Issues 

2.2.1 Employee Commitment 

Employee commitment reflects an individual's loyalty, 

sense of responsibility, and dedication to their 

workplace and its goals (Devyani & Meria, 2023). 

Olayinka and Adeniyi’s (2022) study shows the 

relationship between organisational justice and 

employees’ commitment that employees are more 

inclined to maintain their job positions when they 

perceive fair treatment within the workplace. This 

conclusion was drawn based on the analysis of a 

sample size consisting of 204 employees from the 

aforementioned organisation. According to the 

findings of Ogunbanjo, Awonusi, and Olaniyi (2022), 

it can be inferred that the work environment plays a 

crucial role in fostering and sustaining the 

commitment of library professionals towards their 

respective university libraries. There was a suggestion 

made on the provision of a conducive working 

environment for employees by management. 

Consequently, the enhancement of organisational 

commitment would yield a favourable working 

environment across all dimensions.  

2.2.2 Religion and Employee Commitment 

Organisational commitment improves when employees 

demonstrate their religious beliefs, which can 

undoubtedly have a good impact on organisations as 

shown in a study by Amiruddin et al. (2023). 

Amiruddin et al (2023) study showed that it is possible 

to encourage employees' organisational commitment 

by bolstering their religious beliefs and utilising the 

benefits of the results. In another research on 

workspace spirituality, Sulastini et al (2023) revealed 

the value of encouraging spirituality in the workplace 

and demonstrated how it could encourage academics 

to behave to achieve outstanding professional 

achievements. Sulastini et al (2023) further 

recommended that organisations make an effort to 

foster an atmosphere at work that meets workers' 

social and psychological needs for influence, 

attachment, connectedness, and inclusion. Their job 

attitudes and results are positively impacted by these 

good experiences of connectedness, which is 

advantageous to both the individual and the company 

and helps them achieve greater efficacy and 

sustainability in the current unstable economic climate. 

(Sulastini, Wijayanti, & Rajiani, 2023). 

H01: Religion does not have any impact on the 

commitment of SME workers in South-South Nigeria 

 

2.2.3 Wealth Distribution and Employee 

Commitment 

Wealth may be referred to as the total value of all the 

assets that a person or a household owns, such as 

money, property, stocks, bonds, and pensions 

(Eggleston et al., 2020). Wealth distribution is how the 

wealth of a society or a group of people is divided 

among its members (König et al., 2020). Wealth 

distribution shows the economic inequality or diversity 

within a population (König et al., 2020). In a study 

conducted by Fagbamigbe et al. (2015), an analysis of 

wealth quintiles unveiled significant disparities in the 

standard of living among Nigerian families across 

different geo-political zones, states, and rural-urban 

regions. These disparities had a profound impact on 

household health-seeking behaviour (Fagbamigbe et 

al., 2015). 

One of the primary challenges to employees' 

commitment, particularly in the workplace, is 

economic inequality, which manifests as a social class 

struggle among workers (Kish-Gephart et al., 2023). 

According to Bapuji (2015), social classes become 
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evident in environments characterized by high 

economic inequality, where the affluent constitute a 

minority. The unequal distribution of wealth affects 

employees in these classes disparately across 

dimensions such as cognition, emotion, and behaviour 

(Leana & Meuris, 2015). These variations influence 

individual behaviour within an organization and their 

interactions with others (Elfenbein, 2023). 

Furthermore, the widening gap between the rich and 

the rest shapes the broader institutional framework, 

impacting aspects like corruption, distributive policies, 

and protectionism (Bapuji, 2015). 

H02: Wealth distribution Employees have no effects on 

the commitment of SME workers in South-South 

Nigeria. 

2.2.4 Moral Values and Employee Commitment 

Moral values are the principles and standards of 

behaviour that guide individuals in distinguishing right 

from wrong and making ethical decisions (Wittmer, 

2019). These values often encompass honesty, 

integrity, respect, fairness, and responsibility (Wittmer, 

2019). In the workplace, moral values serve as a 

foundation for ethical conduct and guide interactions 

between employees and organizational stakeholders 

(Al Halbusi et al., 2021). The presence of strong moral 

values within an organization fosters an environment 

where ethical practices are prioritized, leading to a 

cohesive and respectful workplace culture (Al Halbusi 

et al., 2021). Martínez et al (2021) show that 

employees are more committed when their values 

align with the organization's moral principles, creating 

a sense of shared purpose and identity. According to a 

study by Burhan et al (2023), organizations that 

promote moral values such as fairness, transparency, 

and respect tend to experience higher levels of 

employee commitment. These values inspire trust and 

foster a supportive work environment, which 

strengthens employees’ emotional attachment to the 

organization (Obuba, 2023). 

 

However, a lack of moral values in the workplace can 

lead to ethical dilemmas, conflict, and employee 

disengagement (Newman et al., 2020). When 

employees perceive unethical practices or observe 

behaviour that contradicts their moral beliefs, their 

commitment may weaken, impacting both morale and 

productivity (Mostafa et al., 2021). Consequently, 

upholding moral values is not only essential for 

fostering employee commitment but also plays a 

crucial role in building a positive organizational 

culture, which in turn enhances overall performance 

and long-term success (Mostafa et al., 2021). 

H03: Moral Values do not influence the commitment of 

SME employees in South-South Nigeria 

 

3. Methodology 

3.1 Research Design 

The research design adopted in this study is 

descriptive, which is particularly suitable for providing 

a clear and detailed snapshot of the current state of 

SMEs in the South-South region of Nigeria. 

Descriptive research was chosen because it allows for 

the collection of quantifiable data that can describe 

participants’ characteristics, behaviours, and opinions 

(Doyle et al., 2020). Using a quantitative approach, 

specifically through a structured questionnaire, 

enabled the researcher to gather numerical data that 

could be statistically analyzed (Khoa et al., 2023). 

 

3.2 Data and Sources 

The questionnaire was adapted from Gearahayalsew's 

(2019) study on "Leadership Style and Employees' 

Commitment in Ethiopian Institute of Agricultural 

Research" and incorporated the Allen and Meyer 

(1999) three-component employee commitment 

questionnaire. The questionnaires were distributed in 

person and by mail to ensure broader coverage and 

participation from respondents across various SMEs. 
 

3.3 Population and Sample Size 

The population for the study consisted of 5,859 SMEs 

operating in three selected states—Edo, Delta, and 

Rivers—out of the six states in the South-South 

region. These states were selected using simple 

random sampling with 2,677, 1,524, and 1,658 SMEs 

respectively. The states were treated as distinct strata, 

and a stratified random sampling technique was 

employed to select 15 SMEs from each state. The 

sample size for the study consisted of 300 employees, 

selected using a combination of stratified and simple 

random sampling from the three states. 
 

3.4 Method of Data Analysis 

The collected data were analyzed using Statistical 

Package for Social Sciences (SPSS) software. The 

Chi-square test was employed for hypotheses since it 

is suitable for examining relationships between 
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categorical variables. The Chi-square test allowed the 

researcher to determine whether significant 

associations exist between leadership styles and 

employee commitment across the selected SMEs, 

providing insights into underlying patterns of 

employee behaviour within the organizations. 

4. Results and Discussion  

Hypothesis One 

H0: Religious beliefs do not have any impact on the 

commitment of workers in the business environment  

H1: Religious beliefs have an impact on the 

commitment of workers in the business environment  

                                                  Table 1: Chi-Square Tests 

 Value Df Asymp. Sig 

(2-sided) 

Pearson Chi-Square 1.260E3
a
 

28 .000 

Likelihood Ratio 1.266E3 28 .000 

Linear-by-Linear 

Association 

163.640 1 .000 

N of Valid Cases 2400   

a. 0 cells (.0%) have an expected count of less than 5. The 

minimum expected count is 36.63. 
 

The Chi-Square test results indicate a significant 

association between religious beliefs and the 

commitment of workers in the business environment. 

The Pearson Chi-Square value is 1260 with 28 degrees 

of freedom and an asymptotic significance (2-sided) of 

0.000, which is less than the typical alpha level of 

0.05. As a result, the null hypothesis (H0), which states 

that religious beliefs do not have any impact on worker 

commitment, is rejected. This outcome supports the 

alternative hypothesis (H1), suggesting that religious 

beliefs do indeed have an impact on the commitment 

of workers in the business environment. 

Hypothesis Two 

H0: Wealth distribution does not affect the 

commitment of SME workers in South-South Nigeria. 

H1: Wealth distribution has effects on the commitment 

of SME workers in South-South Nigeria. 

                                             Table 2: Chi-Square Tests 

 Value Df Asymp. Sig 

(2-sided) 

Pearson Chi-Square 6.804E2
a
 

28 .000 

Likelihood Ratio 657.577 28 .000 

Linear-by-Linear 

Association 

19.456 1 .000 

N of Valid Cases 2400   

a. 0 cells (.0%) have an expected count of less than 5. The 

minimum expected count is 16.63. 
 

The Chi-Square test results indicate a statistically 

significant relationship between wealth distribution 

and the commitment of SME workers in South-South 

Nigeria. The Pearson Chi-Square value is 680.4 with 

28 degrees of freedom and an asymptotic significance 

(2-sided) of 0.000, which is below the standard 

significance level of 0.05. Consequently, the null 

hypothesis (H0), which posits that wealth distribution 

does not affect worker commitment, is rejected. This 

finding supports the alternative hypothesis (H1), 

suggesting that wealth distribution does indeed impact 

the commitment of SME workers in South-South 

Nigeria. 

Hypothesis Three 
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H0: Moral values do not influence the commitment of 

SME employees 

H1: Moral values do not influence the commitment of 

SME employees 

                                Table 3: Chi-Square Tests 

 Value Df Asymp. Sig 

(2-sided) 

Pearson Chi-Square 1.035E3
a
 

20 .000 

Likelihood Ratio 1.065E3 20 .000 

Linear-by-Linear 

Association 

86.022 1 .000 

N of Valid Cases 1800   

a. 0 cells (.0%) have an expected count of less than 5. The 

minimum expected count is 44.83. 

 

The Chi-Square test results reveal a significant 

relationship between moral values and the 

commitment of SME employees. The Pearson Chi-

Square value is 1035 with 20 degrees of freedom and 

an asymptotic significance (2-sided) of 0.000, which is 

below the 0.05 threshold for significance. Thus, the 

null hypothesis (H0), stating that moral values do not 

influence employee commitment, is rejected. This 

result supports the alternative hypothesis (H1), 

indicating that moral values do influence the 

commitment of SME employees. 

4.1 Discussion of Findings 

The study discovered that religion significantly 

impacts the commitment levels of SME workers in 

South-South Nigeria. This indicates that a religious 

orientation may be an influential factor in shaping 

employees' work values, ethics, and dedication to 

organizational goals. This is in line with Héliot et al 

(2020) study which highlighted that religious beliefs 

serve as a motivator for higher commitment, as they 

often promote values such as honesty, loyalty, and hard 

work, which align with organizational expectations. 

Asutay et al (2022) also found that religious 

environments could positively impact job satisfaction 

and organizational commitment, particularly in 

collectivist cultures where communal values are 

emphasized. For SMEs, religious influences might 

shape an employee's perspective on work as a duty or 

calling, which can enhance engagement and reduce 

turnover (Saleh et al, 2023). 

The study discovered that wealth distribution 

significantly impacts the commitment of SME workers 

in South-South Nigeria. This indicates that equitable 

wealth distribution within SMEs may enhance 

employee commitment by fostering a sense of fairness, 

recognition, and financial security among workers. 

This is in line with Hareendrakumar et al (2020) 

assertion that when employees perceive that their 

financial contributions and efforts are adequately 

rewarded, their commitment to organizational goals 

and loyalty often increase. Ashraf (2020) noted that 

employees who perceive fair compensation are more 

likely to display loyalty and dedication to the 

organization. Similarly, Almerri (2023) argues that in 

contexts like Nigeria, where socio-economic 

disparities can affect worker morale, fair wealth 

distribution within organizations significantly 

contributes to reducing turnover and increasing 

commitment. 

The study discovered that moral values significantly 

impact the commitment of SME workers in South-

South Nigeria. This indicates that strong moral values 

within an organization can positively influence 

employee dedication, loyalty, and overall commitment 

by fostering an environment of trust, integrity, and 

mutual respect. This aligns with Sumlin et al (2021) 

finding that organizations with a strong ethical climate 

benefit from higher levels of employee commitment 

and job satisfaction. Agu et al (2024) study also 

asserted that when employees feel that their 

organization aligns with their moral beliefs, they are 

more likely to commit to its goals and remain loyal. 

Additionally, Akpa et al (2021) highlighted that moral 

and ethical organizational practices help build trust 

and reinforce employees’ sense of belonging, which is 

essential for commitment.  
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5. Conclusion and Recommendations 

This study examined the influence of socio-cultural 

factors within the business environment on employee 

commitment in the South-South region of Nigeria. By 

focusing on religious beliefs, wealth distribution, and 

cultural moral values as independent variables, the 

study explored their impact on affective, normative, 

and continuous commitment among employees, 

particularly in Small and Medium-Scale Enterprises 

(SMEs). Unlike previous research, which broadly 

addresses employee commitment in manufacturing 

sectors, this study highlights the unique socio-cultural 

dynamics of the Niger Delta region, where these 

factors play a pivotal role in shaping employees' 

dedication and loyalty to their organizations. 

The findings underscore that socio-cultural influences 

significantly shape employee commitment, 

demonstrating that religious beliefs, income 

distribution, and cultural values are crucial to 

employees’ affective, normative, and continuous 

commitment. Organizations in this region, therefore, 

must actively foster an inclusive environment that 

respects and values diverse socio-cultural 

backgrounds. By promoting inclusion and acceptance, 

companies can enhance employees' commitment 

levels, positively affecting organizational cohesion and 

productivity. These insights offer practical 

implications for organizational policies aimed at 

strengthening commitment through culturally sensitive 

approaches. 

Based on the conclusion, the study recommends that: 

i. SMEs should introduce regular training 

programs to increase cultural awareness 

among employees and management. These 

programs should focus on understanding and 

respecting the religious beliefs, cultural moral 

values, and income dynamics specific to the 

Niger Delta region. This initiative will 

promote inclusivity, reduce workplace biases, 

and enhance affective commitment. 

ii. Organizations should prioritize equitable 

wealth distribution through transparent and 

fair compensation policies. By addressing 

disparities in income distribution and offering 

competitive remuneration, companies can 

foster normative commitment, ensuring 

employees feel valued and motivated to 

remain loyal to their employers. 

iii. SMEs should align their core values and 

practices with the cultural and moral 

principles of the Niger Delta. This could 

include recognizing local cultural holidays, 

integrating ethical standards that resonate with 

the community, and encouraging participatory 

decision-making processes that reflect the 

region’s communal ethos. 

iv. Organizations should create spaces and 

opportunities for employees to practice their 

religious beliefs without prejudice or conflict. 

Examples include designated prayer rooms, 

flexible schedules for religious observances, 

and promoting interfaith dialogues. Such 

practices can strengthen affective and 

normative commitment by building trust and a 

sense of belonging among employees 

References. 

Agu, E. E., Iyelolu, T. V., Idemudia, C., & Ijomah, T. 

I. (2024). Exploring the relationship between 

sustainable business practices and increased 

brand loyalty. International Journal of 

Management & Entrepreneurship Research, 

6(8), 2463-2475. 

Akpa, V. O., Asikhia, O. U., & Nneji, N. E. (2021). 

Organizational culture and organizational 

performance: A review of literature. 

International Journal of Advances in 

Engineering and Management, 3(1), 361-372. 

Al Balushi, A. K., Thumiki, V. R. R., Nawaz, N., 

Jurcic, A., & Gajenderan, V. (2022). Role of 

organizational commitment in career growth 

and turnover intention in public sector of 

Oman. Plos one, 17(5), e0265535. 

Al Halbusi, H., Williams, K. A., Ramayah, T., Aldieri, 

L., & Vinci, C. P. (2021). Linking ethical 

leadership and ethical climate to employees' 

ethical behavior: the moderating role of 

person–organization fit. Personnel 

Review, 50(1), 159-185. 

Almerri, H. S. H. (2023). Investigating the impact of 

organizational culture on employee retention: 

Moderating role of employee engagement. 

Journal of System and Management Sciences, 

13(4), 488-507. 

Amiruddin, M. M., Alshahrani, S. H., Dwijendra, N. 

K. A., Al‐Hawary, S. I. S., Jalil, A. T., Muda, 

userpc
Typewritten text
206



POLAC INTERNATIONAL JOURNAL OF ECONS & MGT SCIENCE (PIJEMS)/Vol.11, No. 1 December, 2024/ PRINT ISSN: 2465-7085, ONLINE ISSN: 2756-4428; www.pemsj.com 
 

 

 

I., Sunarsi, D. (2023). Religious behaviours 

and commitment among Muslim healthcare 

workers in Malaysia. Theological 

Studies/Teologiese Studies, 79(1). 

https://doi.org/10.4102/hts.v79i1.8177 

Ateke, B. W., & Akani, G. H. (2018). Perceived 

organizational support and commitment of 

customer-contact employees of eateries in Port 

Harcourt. International Journal of Innovative 

Psychology and Social Development, 6(2), 47-

53. 

Ashraf, M. A. (2020). Demographic factors, 

compensation, job satisfaction and 

organizational commitment in private 

university: an analysis using SEM. Journal of 

Global Responsibility, 11(4), 407-436. 

Asutay, M., Buana, G. K., & Avdukic, A. (2022). The 

impact of Islamic spirituality on job 

satisfaction and organisational commitment: 

exploring mediation and moderation impact. 

Journal of Business Ethics, 181(4), 913-932. 

Babatunde, A. O. (2020). Oil pollution and water 

conflicts in the riverine communities in 

Nigeria’s Niger Delta region: challenges for 

and elements of problem-solving strategies. 

Journal of Contemporary African Studies, 

38(2), 274-293. 

Blank, A. (2021). 7 Ways Leaders Increase Employee 

Commitment. Forbes. Retrieved from 

https://www.forbes.com 

Burhan, Q. U. A., Khan, M. A., & Malik, M. F. (2023). 

Achieving transparency in business processes 

by developing and implementing ethical 

climate: an integrated model of ethical 

leadership and engagement. Business Process 

Management Journal, 29(3), 757-776. 

Devyani, S., & Meria, L. (2023). How job insecurity 

affects organizational commitments through 

job satisfaction. APTISI Transactions on 

Management, 7(3), 231-242. 

Doyle, L., McCabe, C., Keogh, B., Brady, A., & 

McCann, M. (2020). An overview of the 

qualitative descriptive design within nursing 

research. Journal of Research in 

Nursing, 25(5), 443-455. 

Đorđević, B., Ivanović-Đukić, M., Lepojević, V., & 

Milanović, S. (2020). The impact of 

employees’ commitment on organizational 

performances. Strategic Management, 25(3), 

28–37. 

https://doi.org/10.5937/straman2003028d 

Elfenbein, H. A. (2023). Emotion in organizations: 

Theory and research. Annual Review of 

Psychology, 74(1), 489-517. 

Eggleston, J., Hays, D., Munk, R., & Sullivan, B. 

(2020). The Wealth of Households, 2017. 

Washington, DC, USA: US Department of 

Commerce, US Census Bureau. 

Emre, O., & De Spiegeleare, S. (2021). The role of 

work–life balance and autonomy in the 

relationship between commuting, employee 

commitment and well-being. The International 

Journal of Human Resource 

Management, 32(11), 2443-2467. 

Fagbamigbe, A. F., Bamgboye, E. A., Yusuf, B., 

Akinyemi, J. O., Issa, B. K., Ngige, E., . . . 

Abatta, E. (2015). The Nigeria wealth 

distribution and health seeking behaviour: 

evidence from the 2012 national HIV/AIDS 

and reproductive health survey. Health 

Economics Review, 5(1). 

https://doi.org/10.1186/s13561-015-0043-9 

Gao, L., & Bai, X. (2014). A unified perspective on the 

factors influencing consumer acceptance of 

internet of things technology. Asia Pacific 

Journal of Marketing and Logistics, 26(2), 

211–231. https://doi.org/10.1108/apjml-06-

2013-0061 

Gearahayalsew Paulos. (2019). Leadership Style and 

Employees’ Commitment in Ethiopian Institute 

of  Agricultural  Research.  A  Thesis  

Submitted to the  Department of  Educational  

Planning and Management in Partial 

Fulfillment of the Wants for a Master of Arts 

Degree in Educational Leadership and 

Management. AAU 

Gupta, N., & Sharma, V. (2016). Exploring employee 

engagement—A way to better business 

performance. Global Business Review, 

17(3_suppl), 45S-63S. 

Haque, A., Fernando, M., & Caputi, P. (2020). How is 

responsible leadership related to the three-

component model of organisational 

commitment? International Journal of 

Productivity and Performance Management, 

70(5), 1137–1161. 

https://doi.org/10.1108/ijppm-10-2019-0486 

Hareendrakumar, V. R., Subramoniam, S., & Hussain, 

N. (2020). Redesigning rewards for improved 

fairness perception and loyalty. Vision, 24(4), 

481-495. 

Héliot, Y., Gleibs, I. H., Coyle, A., Rousseau, D. M., & 

Rojon, C. (2020). Religious identity in the 

https://doi.org/10.4102/hts.v79i1.8177
https://doi.org/10.1186/s13561-015-0043-9
https://doi.org/10.1108/ijppm-10-2019-0486
userpc
Typewritten text
207



POLAC INTERNATIONAL JOURNAL OF ECONS & MGT SCIENCE (PIJEMS)/Vol.11, No. 1 December, 2024/ PRINT ISSN: 2465-7085, ONLINE ISSN: 2756-4428; www.pemsj.com 
 

 

 

workplace: A systematic review, research 

agenda, and practical implications. Human 

Resource Management, 59(2), 153-173. 

Iguisi, O. (2014). Cultural Values and motivation in 

Nigeria work settings. In Advances in 

electronic government, digital divide, and 

regional development book series (pp. 231–

249). https://doi.org/10.4018/978-1-4666-

4639-1.ch018 

Ihemereze, K. C., Eyo-Udo, N. L., Egbokhaebho, B. 

A., Daraojimba, C., Ikwue, U., & Nwankwo, 

E. E. (2023). Impact of monetary incentives on 

employee performance in the Nigerian 

automotive sector: a case study. International 

Journal of Advanced Economics, 5(7), 162-

186. 

Inegbedion, H. (2022). Motivators of employee 

commitment at multinational organisations in 

emerging economies: Empirical evidence from 

Nigeria. Humanities and Social Sciences 

Communications, 9(1). 

https://doi.org/10.1057/s41599-022-01169-6 

Keiningham, T. L., Frennea, C. M., Aksoy, L., Buoye, 

A., & Mittal, V. (2015). A five-component 

customer commitment model: implications for 

repurchase intentions in goods and services 

industries. Journal of Service Research, 18(4), 

433-450. 

Khandakar, S. A., & Pangil, F. (2020). The role of 

affective commitment on the relationship 

between human resource management 

practices and informal workplace learning. 

Higher Education, Skills and Work-based 

Learning, 11(2), 487–507. 

https://doi.org/10.1108/heswbl-01-2020-0004 

Khoa, B. T., Hung, B. P., & Hejsalem-Brahmi, M. 

(2023). Qualitative research in social sciences: 

data collection, data analysis and report 

writing. International Journal of Public Sector 

Performance Management, 12(1-2), 187-209. 

Kish-Gephart, J. J., Moergen, K. J., Tilton, J. D., & 

Gray, B. (2023). Social class and work: A 

review and organizing framework. Journal of 

Management, 49(1), 509-565. 

König, J., Schröder, C., & Wolff, E. N. (2020). Wealth 

inequalities. In Handbook of labor, human 

resources and population economics (pp. 1-

38). Cham: Springer International Publishing. 

Kraus, M. W., Piff, P. K., Mendoza-Denton, R., 

Rheinschmidt, M. L., & Keltner, D. (2012). 

Social class, solipsism, and contextualism: 

how the rich are different from the poor. 

Psychological Review, 119(3), 546. 

Leana, C. R., & Meuris, J. (2015). Living to work and 

working to live: Income as a driver of 

organizational behavior. The Academy of 

Management Annals, 9(1), 55-95. 

Luitel, M. (2021). Employee engagement and 

commitment. Retrieved from 

https://www.wdnexus.com/blog/employee-

engagement-and-commitment 

Martínez, C., Skeet, A. G., & Sasia, P. M. (2021). 

Managing organizational ethics: How ethics 

becomes pervasive within 

organizations. Business Horizons, 64(1), 83-

92. 

Meyer, J. P., & Allen, N. J. (1991). A three-component 

conceptualization of organizational 

commitment. Human Resource Management 

Review, 1(1), 61–89. 

https://doi.org/10.1016/1053-4822(91)90011-z 

Meyer, J. P., Allen, N. J., & Smith, C. (1993). 

Commitment to organizations and 

occupations: Extension and test of a three-

component conceptualization. Journal of 

Applied Psychology, 78(4), 538–551. 

https://doi.org/10.1037/0021-9010.78.4.538 

Meyer, J. P., Kam, C., Goldenberg, I., & Bremner, N. 

L. (2013). Organizational commitment in the 

military: Application of a profile approach. 

Military Psychology, 25(4), 381-401. 

Mostafa, A. M. S., Farley, S., & Zaharie, M. (2021). 

Examining the boundaries of ethical 

leadership: The harmful effect of co-worker 

social undermining on disengagement and 

employee attitudes. Journal of Business 

Ethics, 174(2), 355-368. 

Newman, A., Le, H., North-Samardzic, A., & Cohen, 

M. (2020). Moral disengagement at work: A 

review and research agenda. Journal of 

Business Ethics, 167, 535-570. 

Obuba, M. O. (2023). Evaluating the moral 

components of authentic leadership on 

employees’ productivity. A literature 

review. Open Journal of Leadership, 12(1), 

89-115. 

Ogunbanjo, B., C.L.N., Awonusi, S. O., & Olaniyi, I. 

(2022). Correlations between work 

environment, affective, normative, and 

continuance commitments of library personnel 

in public university libraries in South-west 

Nigeria. Library Philosophy and Practice, 1-

12. 

https://doi.org/10.4018/978-1-4666-4639-1.ch018
https://doi.org/10.4018/978-1-4666-4639-1.ch018
https://doi.org/10.1057/s41599-022-01169-6
https://doi.org/10.1108/heswbl-01-2020-0004
https://www.wdnexus.com/blog/employee-engagement-and-commitment
https://www.wdnexus.com/blog/employee-engagement-and-commitment
https://doi.org/10.1016/1053-4822(91)90011-z
https://doi.org/10.1037/0021-9010.78.4.538
userpc
Typewritten text
208



POLAC INTERNATIONAL JOURNAL OF ECONS & MGT SCIENCE (PIJEMS)/Vol.11, No. 1 December, 2024/ PRINT ISSN: 2465-7085, ONLINE ISSN: 2756-4428; www.pemsj.com 
 

 

 

Olayinka, Y. S., & Adeniyi, A. O. (2022). 

Organizational Justice and employees’ job 

commitment in Beloxxi industries limited 

Agbara, Ogun state, Nigeria. The Journal of 

Accounting and Management, 12(1) 

Pepple, D., Akinsowon, P., & Oyelere, M. A. (2021). 

Employee Commitment and Turnover 

Intention: Perspectives from the Nigerian 

Public Sector. Public Organization Review, 

23(2), 739–757. 

https://doi.org/10.1007/s11115-021-00577-7 

Salleh, S. M., Zahari, A. S. M., Said, N. S. M., & Ali, 

S. R. O. (2016). The influence of work 

motivation on organizational commitment in 

the workplace. Journal of Applied 

Environmental and Biological Sciences, 6(58), 

139-143. 

Saleh, T. A., Sarwar, A., Khan, N., Tabash, M. I., & 

Hossain, M. I. (2023). Does emotional 

exhaustion influence turnover intention among 

early-career employees? A moderated-

mediation study on Malaysian SMEs. Cogent 

Business & Management, 10(3), 2242158. 

Sarfo, C. A., Zhang, J. A., O'Kane, P., 

Podgorodnichenko, N., & Osei-Fosu, K. K. 

(2022). Perceived corporate social 

responsibility and employee ethical behaviour: 

do employee commitment and co-worker 

ethicality matter?. Journal of Management & 

Organization, 28(1), 184-201. 

Small and Medium Enterprises Development Agency 

of Nigeria (SMEDAN). (2013). Smedan and 

National Bureau of Statistics collaborative 

survey: Selected findings. Retrieved from 

https://www.smedan.gov.ng 

Somers, M., Birnbaum, D., & Casal, J. (2020). An 

empirical test of conceptual arguments to retire 

the three-component model of work 

commitment: Implications for commitment 

research. Personnel Review, 49(3), 887-902. 

Sulastini, Wijayanti, T. C., & Rajiani, I. (2023). 

Workplace Spirituality as an alternative model 

for promoting commitment to change and 

Change-Oriented organisational citizenship 

behaviour. Administrative Sciences, 13(3), 86. 

https://doi.org/10.3390/admsci13030086 

Sumlin, C., Hough, C., & Green, K. (2021). Impact of 

Ethics Environment, Organizational 

Commitment, and Job Satisfaction on 

Organizational Performance. Journal of 

Business and Management, 27(1), 53-78. 

Taborosi, S., Strukan, E., Poštin, J., & Konjikušić, M. 

(2020). Organizational commitment and trust 

at work by remote employees. Journal of 

Engineering Management and 

Competitiveness. 10. 48-60. 

10.5937/jemc2001048T. 

Van Der Werf, R. (2023). 3 key types of organisational 

commitment - effectory. Retrieved from 

https://www.effectory.com/knowledge/3-key-

types-of-organisational-committment/ 

Virgiawan, A. R., Riyanto, S., & Endri, E. (2021). 

Organizational culture as a mediator 

motivation and transformational leadership on 

employee performance. Academic Journal of 

Interdisciplinary Studies, 10(3), 67. 

https://doi.org/10.36941/ajis-2021-0065 

Wittmer, D. P. (2019). Ethical decision-making. 

In Handbook of Administrative Ethics (pp. 

481-507). Routledge. 

 

 

https://doi.org/10.1007/s11115-021-00577-7
https://www.smedan.gov.ng/
https://www.effectory.com/knowledge/3-key-types-of-organisational-committment/
https://www.effectory.com/knowledge/3-key-types-of-organisational-committment/
https://doi.org/10.36941/ajis-2021-0065
userpc
Typewritten text
209


