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Abstract. This study examines whether the level
of employees’ commitment in the OId
Generation Banks is significantly different from
what obtains in the New Generation Banks in
llorin metropolis, among others. Employees of
Deposit Money Banks operating in llorin
metropolis constitute the population of the study,
out of which 410 and 535 employees are from
Old and New Generation Banks respectively.
Simple random sampling technique was applied
in selecting 146 and 191 staff of the Old and
New Generation Banks respectively and
subsequently surveyed using a close-ended
guestionnaire instrument. The study employed
percentages, mean and standard deviation
descriptive statistical tools to summarize the
research data for further statistical processing.
Also, the study employed Mann-Whitney U-Test
inferential statistical tool to test the research
hypotheses. The study found that there is no
significant difference in the employees’
organizational commitment of the Old and New
Generation Banks. The study, therefore,
recommends that either of the banks should
focus on improving employees’ level of
commitment as a differentiation strategy for
gaining competitive human resources advantage
necessary for employee retention, talent
attraction, favorable customer switching, and
business growth and performance.
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1. Introduction

Understanding the determinant of employee
commitment in banks and institutionalizing
human resource policies to boost the
commitment levels is crucial and critical to the
attainment of banks’ corporate human resources
objectives such as low absenteeism, low
turnover intention, low turnover rate, increase
employee productivity and group performance
(Tett and May, 2003; Guest, 2003; Abu-Baker,
2010). According to Meyer and Allen (1991),
the components of organizational commitment
are affective, continuance and normative
factors/commitment; however, the specific
determinants of organizational commitments are
organizational rewards system, supervisory
support, favorable work conditions, career
development (Nyugen, Mai and Nyugen, 2014;
Khalid, Naeem and Khalid, 2016), promotion,
training and development, fair performance
appraisal, compensation, knowledge sharing,
task orientation (Govindasamy and Jayasingam,
2009), work environment and work life balance
(Umamaheswari and Joice, 2020), and employee
demographic dynamics (age, gender, family,
educational qualification, income, tenure)
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(Ogba, 2008; Akinyemi, 2014; Ogungbamila,
2014).

Past empirical literature have revealed that
employee commitment in commercial banks
vary base on the location of banks; classification
of banks as corporate entities, Strategic Small
Business Units (SSBUs) or public and private
banks; and human resource policies and
practices of banks. For example, Ogunkoya,
Elumah and Shabayo (2013) verified whether
there is significant difference in the
organizational commitment level of bank
employees in early-career stage, mid-career
stage and late-career stage. Also, Akinyemi
(2014)  investigated  whether  employee
commitment levels across Nigerian Banking
industry differs on the bases of employees’ age
(older versus younger age), tenure (longer-
tenure versus shorter tenure) and educational
qualification (higher versus lower education).
Yet, Mittal and Mittal (2015) evaluated
commitment levels of employees in the public
bank versus private banks in India. Since
research on employee commitment among bank
employees and bank organizations are ongoing,
this study seeks to contribute its quota by
empirically juxtaposing the level of commitment
in the Old Generation Banks (OGB) and New
Generation Banks (NGB) in Nigeria more so
that previous researches on organizational
commitment have overlooked this possibility.
Related studies by Jubril (2009), Akpan (2019),
Ekwe (2013), Sowunmi, Eleyowo, Salako and
Oketokun (2015), and Ekekwe (2017) classified
commercial banks in Nigeria into OGB and
NGB.

Banks’ human resource policies and practices
could affect employee commitment
considerably. Some aspects of human resources
policies and practices have been reported to be
better in OGB than in NGB in Nigeria (Jubril,
2009; Akpan, 2019; Sowunmi, et’al. 2015).
However, none of the past studies known to the
researcher has comparatively analyzed employee
commitment levels in the OGB and NGB.
Against these backdrops, this study seeks to
determine whether employees of the OGB are
richer in organizational commitment than
employee of NGB in llorin metropolis. The
subsidiary objectives of the study are:
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To determine whether level of employees’
affective commitment differ significantly in
OGB as compared to NGB in Ilorin metropolis:
- To examine whether level of employees’
continuance commitment differ
significantly between OGB and NGB in
llorin metropolis; and
- To ascertain whether employees’
normative commitment differ
significantly in OGB as compared to
NGB in llorin metropolis.

The scope of this study comprised staff of all
OGB and NGB located in llorin, Nigeria. The
OGBs are incorporated in Nigeria prior to
independence in 1960, while the NGBs were
incorporated after independence, mostly in
1980s and 1990s. Ilorin, the Kwara State’s
capital city, was chosen because all the deposit
money banks have branch offices in the City.
The study was conducted in year 2020 and the
literature scope is limited to organizational
commitment, including its determinants and
effects. The rest of the paper is structured as
follows: literature review, methodology, results
and  discussions, and conclusions and
recommendations.

2. Literature Review

Commitment is conceptualized as a force that
binds an employee towards achieving set targets
affectionately (emotionally), continually
(beneficially) and normatively (obligatorily)
(Meyer, Becker and Van-Dick, 2006). Ekienabor
(2018) regards employee commitment as “a
feeling of dedication to one’s employing
organization, willingness to work hard for that
employer and the intent to remain with that
organization” (p.5). To Sharma and Bajpai
(2010), employee commitment is the resolution
by individual employee to perpetuate his/her
association with an organization productively.
Employee commitment is the degree of
employees devotion to an organization and its
goals (Akintayo, 2010), the extent of attachment
and loyalty toward an organization (Angori,
2007), a strong desire to maintain membership
of an organization (Mowday, Porter and Steers,
1982), and some form of psychological bond
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between the employees and the organization
(Ogunkoya, et’al. 2013).

Employee  commitment  consists  three
components, namely affective, continuance and
normative commitment (Meyer and Allen,
1990). In essence, every employee possesses
varying degree of the three components:

Affective commitment connotes employees’
emotional attachment to an organization.
Clarifying further, Sanjo (2019) defines
affective commitment as the degree to which
employees enjoy their membership and identify
themselves with the organization. Usually,
employee with affective commitment “wants to
say” with an  organization.  Affective
commitment is influenced by personal
characteristics, structural characteristics, job-
related characteristics and work experience
(Mowday et’al., 1982).

Continuance commitment involves the “need
to stay” with an organization because of lack of
better alternative employment opportunities, or
when the cost and benefit of withdrawing
services from the current organization to join
new one is higher and lower respectively. The
potential risk of economic and social losses
arising from voluntarily withdrawal of service
motivates employees to sustain commitment.
Continuance commitment can be influenced by
employee’s personal investment with the
organization  (work  experience, pension
contribution, contribution to health insurance
scheme, membership of cooperative society) and
employer’s employment obligations (promotion,
incentives, fringe benefits, allowances, and
pension) (Akinyemi, 2014).

Normative commitment is the employee’s
sense of obligation to stay with a particular
organization despite availability of better
employment  opportunities to cash on
(Radosavljevic, Cilerdzic and Dragic, 2017). It
reflects the extent of employee’s loyalty to an
organization, and his/her readiness to make
personal sacrifices to stay and contribute to the

organizational growth. Societal norms and
culture (family, marriage, religion,
nationalization) and human resource

development policies can influence normative
commitment.
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Empirically, Ogba (2008) found that older bank
employees are more committed to the
organization than younger bank employees,
while low-income bank employees are more
committed than high-income bank employees in
Nigeria. However, Kaur and Sandhu (2010)
established that employees who are in the mid
and late stages of career are more committed
than employees in the early stage of career.
Ogunkoya (2013) established significant
difference in the organizational commitment
across career stages (e.g. early, mid and late
career stages) of employees in public and private
banks in Lagos, Nigeria. Akinyemi (2014)
reported that: older employees do not have
higher level of commitment than younger
employees; longer-tenured staff does not have
higher level of commitment than shorter-tenured
staff; and highly educated staff does not have
higher commitment than less educated staff in
Nigerian banks. Mittal and Mittal (2015)
confirmed that employee commitment in public
sector banks is significantly better than in
private sector banks in India. Component wise,
significant ~ difference  existed  between
normative, continuous and affective
commitment of public sector banks and private
sector banks’ employees (i.e. public banks’
employees are more obliged to stay with their
organization than private banks; the cost
associated with leaving public banks is more
than private banks; and public bank employees
are more attached to their organization than
employees of private banks, respectively).

Past related studies support classification of
banks into old generation banks (OGB) and new
generation banks (NGB). For example, Olajide
and Afolarin (2012) ratified that NGB’s building
are better maintained to support operational
services than OGB’s buildings. Jubril (2009)
found that rate of employee turnover in NGB is
higher than in OGB. Akpan (2019)’s study
revealed that: adequate and fair compensation is
significantly better in OGB than in NGB,;
employees in OGB have a more balanced
personal life than those in NGB; employees in
OGB have greater and better human capital
development opportunities that those in NGB,;
flexible work schedules, job assignment, and
employee relations are significantly higher in
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OGB than in NGB; and overall, the quality
working life (QWL) is significantly better in
OGB than in NGB in Nigeria.

3. Methodology

The study is premised on a cross-sectional
survey research design. Since all the
Commercial Banks (the OGB and NGB)
licensed by Central Bank of Nigeria (CBN) to
provide banking services in Nigeria are
mandated to establish branches in state capitals,
the employees of all the OGB and NGB in
Ilorin, Kwara State’s capital embody the
population of the study. However, only deposit
banks that consented to participating in the
survey were considered (e.g. all the OGB and
four out of the 12 NGB). The total sampling
frame of the OGB is 410 employees (e.g. First
Bank of Nigeria [FBN], 190; United Bank for
Africa [UBA], 145; and Union Bank Nigeria
[UBN], 75), that of the NGB is 535 employees
(Access Bank [ABN], 180; Polaris Bank [PBN],
200; Guarantee Trust Bank (GTB), 115; and
Stanbic-IBTC Bank [SBN], 40), and the overall
total being 945 employees. A total sample size
of 281 employees which represent 30 percent of
the population was first arrived at using Yamane
(1976) formula. To minimize the effects that the
sampling and non-sampling error would have on
the results and findings, the sampling size was
increased by 20 percent of 281 employees (e.g.
56 employees) to obtain higher sample size of
337 employees (e.g. FBN, 67; UBA, 52; UBN,

4. Results

4.1. Demographic statistics

27; ABN, 64; PBN, 41; GTB, 72; SBN, 14),
representing 36 percent of the research
population. According to (Khadka, 2019),
“sampling error can be reduced by increasing the
size of sample or confidence level. When the
size of a sample increases, the ratio of sample
size to population size also increases that lessens
the sampling error”, p. 2219. Thereafter, the
employees were sampled using simple random
sampling  technique.  Questionnaire  was
administered to the bank employees through the
Human Resource Units of the banks.

The stand-alone research variable (employee
commitment) and its components (affective,
continuance and normative commitment) were
measured using multiple items placed on a 7-
points Likert’s scale as suggested by Meyer and
Allen (1991). The research hypotheses (Ho;:
Level of employee commitment does not differ
significantly in old generation banks as
compared to new generation banks; Ho,: Level
of employee’s affective commitment does not
differ significantly in old generation banks as
compared to new generation banks; Has: Level
of employee’s continuance commitment does
not differ significantly in old generation banks
as compared to new generation banks; and Hg,:
Level of employee’s normative commitment
does not differ significantly in old generation
banks as compared to new generation banks)
were tested using Mann-Whitney U-test; all tests
were at 95 percent confidence interval and
facilitated with STATA.

Out of 337 copies of questionnaire that were distributed, 307 (95%) copies were returned and found
usable for data processing. Specifically, 134 and 173 copies of the questionnaire were returned from OGB

and NGB respectively.
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Table 1: Employees’ demographic profile

Demographic | Category Old Generation Bank New Generation Bank All banks
factors Freq. Percent Freq. Percent Freq. Percent
Gender Male 55 41 93 54 148 48
Female 79 59 80 46 159 52
Age 21-25 30 23 34 20 64 21
26-30 50 38 79 46 129 42
31-35 35 26 42 24 77 25
36+ 19 14 18 10 37 12
Education OND 27 20 30 17 57 19
HND 30 23 49 28 79 25
BSc 47 34 69 40 116 38
Master 30 23 25 14 55 18
Marital status | Single 53 40 85 49 138 45
Married 81 60 88 51 169 55
Years of work | 1-5 years 54 40 89 51 143 47
experience 6-10 years | 42 31 56 32 98 32
with the | 10 years+ | 38 29 28 16 66 21
current bank
Total 134 100 173 100 307 100

Source: Field survey, 2020

Table 1 shows that female staff (59%) outnumbered their male counterparts (41%) in the OGB, male staff
(54%) outnumbered female staff (46%) in the NGB, and female staff (52%) outnumbered male (48%) in
both banks. In terms of age, 61% and 66% of the OGB’ and NGB’s staff respectively are 30 years old or
less, while the balance of 39% and 34% respectively are 31 years old or more. As regards educational
qualification of banks’ staff, the OGB has the most educated personnel (master degree = 23%) compare to
NGB (master degree = 14%); however, majority of the staff possess bachelor degree in both banks: 34%
in OGB and 40% in NGB. Majority of the respondents are married in both banks. The OGB has 40% staff
with ‘1-5 years’ work experience, which is lower when compared to NGB’s 51%; however, the OGB has
more staff with over 10 years work experience (29%) compare to NGB (16%).

Descriptive statistics
Relevant descriptive statistics (mean, median [p50] and standard deviation [sd.]) for the two banks’
Affective Commitment (AC), Continuance Commitment (CC) and Normative Commitment (NC) are

presented in Table 2.

Table 2: Descriptive statistics for OGB and NGB

Stats Old Generation Bank New Generation Bank
AC CcC NC AC CcC NC

Mean 451 4.66 4,72 456 | 454 4.69

p50 5 5 5 5 5 5

Sd. 1.39 1.23 1.30 1.37 1.42 1.48

Min. 1 1 1 1 1 1

Max. 7 7 7 7 7 7

N 134 134 134 173 173 173

Decision parameter: Mean 1.00-1.50 = Strongly uncommitted; Mean 1.51-2.50 = uncommitted; Mean 2.51-3.50 =
slightly uncommitted; Mean 3.51-4.50 = Neutral; Mean 4.51-5.50 = Slightly Committed; Mean 5.51-6.50 =
Committed; Mean 6.51-7.00 = strongly committed
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Legend: AC-Affective commitment; CC-Continuous Commitment; NC-Normative Commitment; Sd-Standard
deviation; Min- minimum; Max-Maximum; N-Number of observations

Sources: Researcher computation, 2020

Table 2 shows that both employees of OGB and NGB are ‘slightly committed’ to their banks in all the
three component of organizational commitment, namely AC, CC and NC. Comparatively, the degree of
‘slight CC’ and ‘slight NC’ is higher among employee of OGB (CC mean=4.66 & NC mean=4.72) than
NGB (CC mean =4.54 & NC mean=4.69). However, the level of employees’ ‘slight AC’ is higher in
NGB than OGB (mean AC =4.56>4.51) respectively. To determine whether these observed slight
differences in AC, CC and NC of OGB and NGB are statistically significant, Mann-Whitney test was
conducted.

Test of Hypotheses

Table 3 shows results of the first test (Ho,: Level of employee’s commitment does not differ significantly
in old generation banks as compared to new generation banks).

Table 3: Two-Sample Wilcoxon rank-sum (Mann-Whitney) Test for Employees Commitment in Old and New
Generation Banks

Two-sample Wilcoxon rank-sum (Mann-Whitney) test

gen| obs ranksum expected
- +
newgen| 173 26902 26642
oldgen| 134 20376 20636
-- +

combined | 307 47278 47278

unadjusted variance 595004.67
adjustment for ties -38768.81

adjusted variance  556235.86

Ho: ec(gen==newgen) = ec(gen==oldgen)
z= 0.349

Prob> |z| = 0.7274

P{ec(gen==newgen) >ec(gen==oldgen)} = 0.511

Source: Researchers Computation, 2019(Output from STATA 13)

Given that the Mann-Whitney test’s p-value for Ho, is 0.7274, which is greater than 0.05 alpha value, the
null hypothesis is retained; thus, level of employee’s commitment does not differ significantly in old
generation banks as compared to new generation banks. Table 3 further shows that the probability of level
of employees’ commitment is greater in New Generation Banks than in Old Generation Banks (e.g. 0.511
or 51.1%) which is slightly above average.

The second hypothesis (Hy;:  Level of employee’s affective commitment does not differ significantly
in old generation banks as compared to new generation banks) is duly tested and the results are displayed
in Table 4.
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Table 4: Two-Sample Wilcoxon rank-sum (Mann-Whitney) Test for Employees’ Affective Commitment in Old and
New Generation Banks

Two-sample Wilcoxon rank-sum (Mann-Whitney) test

gen| obs ranksum expected

- +

newgen| 173 26835 26642
oldgen| 134 20443 20636
-- +

combined| 307 47278 47278

unadjusted variance 595004.67
adjustment for ties -29077.19

adjusted variance  565927.47

Ho: ac(gen==newgen) = ac(gen==oldgen)
z= 0.257
Prob> |z| = 0.7975

P{ac(gen==newgen) > ac(gen==oldgen)} = 0.508
Source: Researchers Computation, 2020(Output from STATA 13)

Table 4 shows that the p-value of Mann-Whitney Test (0.7975) is greater than the alpha value of 0.05,
suggesting that the Ho, be accepted. That is, no statistical significant difference exists between the two
banks’ employee level of Affective Commitment. None the less, the probability of level of employees’
affective commitment is higher in the New Generation Banks as against the Old Generation Banks (e.g.
0.508 or 50.8%).

Table 5 shows the result for the test of the third hypothesis (Hes: Level of employee’s continuance
commitment does not differ significantly in old generation banks as compared to new generation banks).

Table 5: Two-Sample Wilcoxon rank-sum (Mann-Whitney) Test for Employees’ Continuance Commitment in Old
and New Generation Banks

Two-sample Wilcoxon rank-sum (Mann-Whitney) test

gen| obs ranksum expected

-- +

newgen| 173 26363 26642
oldgen| 134 20915 20636
-- +

combined | 307 47278 47278

unadjusted variance 595004.67
adjustment for ties -32649.18

adjusted variance  562355.49

185



KIU Journal of Social Sciences

Ho: cc(gen==newgen) = cc(gen==oldgen)
= -0.372
Prob> |z| = 0.7099

P{cc(gen==newgen) > cc(gen==oldgen)} = 0.488
Decision: Reject Ho - Significant Difference
Source: Researchers Computation, 2020(Output from STATA 13)

Based on the result of Mann-Whitney Test (P=0.7975 > 0=0.05), the norm is to accept the Hoyy
(employee’s continuance commitment does not differ significantly in old generation banks as compared
to new generation banks). In furtherance, the probability of employees’ continuance commitment in New
Generation Banks exceeds that of Old Generation Banks (e.g. 0.488 or 48.8%).

In Table 6 below, the Mann-Whitney results of the forth hypothesis (Hq4: Level of employee’s normative
commitment does not differ significantly in old generation banks as compared to new generation banks)
are presented.

Table 5: Two-Sample Wilcoxon rank-sum (Mann-Whitney) Test for Employees’ Normative Commitment in Old
and New Generation Banks

Two-sample Wilcoxon rank-sum (Mann-Whitney) test

gen| obs ranksum expected

-- +

newgen| 173 26787 26642
oldgen| 134 20491 20636
-- +

combined | 307 47278 47278

unadjusted variance 595004.67
adjustment for ties -29687.46

adjusted variance  565317.21

Ho: nc(gen==newgen) = nc(gen==oldgen)
z= 0.193
Prob> |z| = 0.8471

P{nc(gen==newgen) >nc(gen==oldgen)} = 0.506

Source: Researchers Computation, 2020(Output from STATA 13)

The Mann-Whitney U (z=0.193) is not significant at p-value of 0.8471. Therefore, the Hy, (employee’s
normative commitment does not differ significantly in old generation banks as compared to new

generation banks) stands, even though the probability of employees’ normative commitment in New
Generation Banks exceeds that of Old Generation Banks by 0.506 or 50.6%.
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5. Discussion of findings

All the four null hypotheses are accepted,
denoting that the level of employees’
commitment, including affective, continuance
and normative commitments, is not significantly
different in OGB as compared to NGB. This is
rather inconsistent with the finding of related
study by Mittal and Mittal (2015) and Akpan
(2019). However, the probability that employee
commitment  (affective, continuance and
normative) are greater in NGB than OGB
confirms the findings of related study by Olajide
and Afolarin (2012) and Jubril (2009).

The research findings have several managerial
implications. First, the finding of ‘no significant
difference in employee commitment level of the
OGB and NGB’ presents an opportunity to the
banks’ human resource managers to rejig the
human resource policies that have direct bearing
on employee commitment so as to ‘make a big
difference’ or create disequilibrium level of
commitments in the banking industry. Second,
any of the banks that is able to significantly
improve on its employees’ commitment level
can derive competitive advantage in human
resources capable of attracting best talents from
competing banks. Third, the attracted staff can
influence customers switching behavior, which
can translate to improved turnover, profit and
growth.

6. Conclusions and Recommendations

Employee commitment is an en effective
employee retention strategy that can cascade
into higher employee productivity,
organizational performance and profitability.
Employees’ commitment levels may differ
among individual employees or groups of
employees working in the same or different
organization(s) like banks, which may have far
reaching consequences: good and bad. Thus, this
study examines whether the organizational
commitment of employees working with the
OGB and NGB differs significantly. Based on
the study’s findings, it can be concluded that the
level of organizational commitment by OGB’s
employees do not differ significantly from what
obtains in NGB in llorin metropolis. The study,
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therefore, recommends that either of the banks
should focus on improving employees’ level of
commitment as a differentiation strategy for
gaining competitive advantage. The banks (OGB
and NGB) that act first, fast and rightly may
derive the benefits from such competitive
advantage.
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