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Abstract

This study examined the relationship between lateftitude Survey and Workers Commitment. Using<3r
Sectional Survey design, a sample size of 357 grapfrom the Banking Industry in the South-Sowuthezof
Nigeria was used as respondents. The results diramwnthe use of Spearman Rank Order Correlationvedo
that Internal Attitude Survey had a significant ifige association with workers continuance and ratime
commitment, but no significant association with kens affective commitment. This result suggest thlagén
employees views and feelings are known by manageruet positive steps taken to redress imbalances,
employees will be morally obliged to remain withetlorganization and will not be willing to leave the
organization because of possible loss in theirstment.

Keywords: Internal Attitude Survey, Affective Commitment, Gmuance Commitment, Normative
commitment

1. Introduction

Workers’ Commitment is a leading factor for sustgircompetitive advantage in organizations (Oladzjal
2011; Akintayo 2010; Meyer and Allen 1991). Thisntamtion has led to a proliferation of literatura o
Organizational Commitment (Farndale et al 2011;athiu and Asawo 2009; 2008, Gbadamosi 2003). It is
believed that committed workers will bring abouganmizational effectiveness and performance (Zabidle
2003; Drennan 1989; Angle and Perry 1981); attginimger term organizational goals (Farndale e2(dl1);
better quality, lower turnover, and greater capafut innovation and more flexible employees (Oladet al
2011); reduces turnover and increases performahoglé & Perry, 1981); produces a healthy organizsil
climate, increased morale, motivation and proditgtiBalami 2008).

Owing to the importance attached to organizaticeahmitment, there have been a lot of studies ortfeet of
organizational processes on commitment such asnpeshce (Zabid et al 2003; Oladejo et al 2011), &dary
rewards (Omolayo and Owolabi 2007), Effectivenessg(e and Perry 1981), psychological and demog@phi
factors (Salami 2008), structure (Ardrey et al 20Qdithdrawal intentions (Carmeli and Gefen 200&prk
family role (Akintayo 2010), human resources mamaget practice (Gbadamosi 2003).

Irrespective of these studies on organizationalrn@ment, it has been observed that there is ldtigpirical
research which identified the effect of internditatle survey on worker's commitment in Nigeria. ridas
researchers (Ahiauzu and Asawo 2009, 2008; Okp204)zhave found that most Nigerian workers exHihnit
levels of commitment to their organizations. Weidngd that when management is aware of employettads
towards the organization and its processes, thaypca in place effective mechanisms in improvingrkeos
commitment to the organization. In support of tAisnstrong (2003) is of the view thatttitude Surveys can
provide information on employee preferences, at&hagement on potential problem areas, diagnoseatise
of particular problems, and compare levels of jabisaction, commitment and more in different partshe
organization. There is a dearth of literature aneffect of Internal Attitude Survey to worker’'snamitment in
Nigerian Organizations. Therefore this study exadimow Internal Attitude Survey can improve Worker’
Commitment in the Nigerian Banking Industry. We iesved literature on internal attitude survey, waske
commitment and the relationship between workersmment and internal attitude survey. We explaioed
methodology and discussed our findings in line \aitin review of literature.

2. Literature Review
2.1 Internal Attitude Survey

A survey is a ““systematic collection of informatisom large study groups, usually by means ofringsvs or
questionnaires administered to samples of uniteerpopulation" (Rossi and Freeman, 1982:90% Tta system
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for collecting information to describe, compare,eaplain knowledge, attitudes and behaviour" (Fi8R5:1).
An important way of involving employees in decisiareking is by the use of attitude surveys (Armgjron
2003). Attitude Survey assists management in gatlpeiactual information about employee’s experienice
perceptions and expectations (Stone 2011). Emplaft@ade surveys can be designed to focus on grapk)
perceptions about a number of issues such as the@ers, jobs, work climate, training and developine
organisation design, organisation culture, manageragy/le, sources of stress, satisfaction or disfsation
(Gerstmann 2011).

The following benefits (Gerstmann 2011; Stone 2@HL) be accrued to organisations for using attisugeeys:

* Organisations can assess what has happened imshamd what is happening presently: the outcomes
of decisions, and the effectiveness of policies piratttices can be appraised and evaluated; lessons
be learned for the future.

e Organisations can pre-empt the negative impacbtdrgial pitfalls: areas of low morale or frusteatj
latent discontent and dissatisfaction, and wastedsaof investment and effort can be identified and
addressed.

e Organisations would be able to have an awarenessus€es of morale, commitment and dialogue, and
will be able to predict how roles will merge cohsttg to achieve these.

* organisations can facilitate change: they can msgo altering circumstances in the environment and
maintain control by predicting areas of change tlogewith direction and pace, rather than merely
reacting to situations

« Employees get prompt feedback regarding the susmylts

« Employees' input is sought and used to get a ideustanding of the problems

« Employees' recommendations for improvements aieusty considered
« Employees get prompt feedback regarding managesragiton plans at all levels

* Managers, as employees of their respective bogséshe same feedback and opportunities to propose
solutions

« Management at all levels develop their own actiamg and are therefore more committed to them

e The fact that each manager's action plan is knownidor her boss and employees and the facthieat t
process will be repeated in one year, encourageageas to implement their plans.

Wallace et al (2009:263) posits that employee’sitAdes may be positive, negative, or neutral (vedd; may
vary in intensity (extremity); can be more or lessistant to change; and may be believed with rififfelevels

of confidence or conviction.” That means attitudevey is a means whereby management can get éred h
information about employees feelings and believgarding the organization. They may exhibit positive
negative or lackluster attitude, which has impimwas for the way they will help the organizatiorhewe their
aims.

The use of attitude surveys by Bartel et al (20fltheir research of banks revealed that bank iesmevhere
employees have positive attitude to the organisatiad superior sales performance. This to a laxgene
alerted management to the reasons for employeesiym or negative attitudes to the organisatiomjciv
enabled them to look for solutions in solving thimblem in order to improve commitment and orgatiozel
performance.

In their research, Wallest al (2009) found that attitude surveys are valuablenamagement because they can
be used to evaluate the organizations past policiesder to improve future trends. Attitude sursere very
beneficial to organizations when used appropriatblyt they can also act as a detriment to improving
employees’ commitment and loyalty to organizations.

According to Stone (2011) a major reason for atétsurvey failure is that employees believe thalhing was
ever done with the survey results, or that the grtiings were implemented. Hartley (2001) also {sodut that
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if a survey is not carried out properly or the fesnot disclosed to employees, there would bewdisabout the
system. Also when management does not take amynaitm the problems raised in the survey, thenkexsr
will be cynical about the whole process which vidad to low morale and lack of commitment. In ortter
improve workers commitment in Nigerian Organizasiowe examined the effect of Internal Attitude Syron
Commitment.

2.2 Workers Commitment

Organizational Commitment is a widely researchedstroict in the Management Literature (Meyer ancerll
1991, Mowday, Porter and Steers 1982, Swailes 28af®/le 1989, Etzioni 1975). Workers commitmenthe
organization has been defined in various ways:eéPat al (1974:604) defined it as “an attachmenthi®
organisation, characterised by an intention to menma it; identification with the values and goad$ the
organisation; and a willingness to exert extrareffm its behalf’. O’Reilly (1989:17) sees it an“mdividual's
psychological bond to the organisation, includingease of job involvement, loyalty and belief ie tralues of
the organisation”. Mowday, et al (1982:26) defiremenitment as “the relative strength of an indivichia
identification with and involvement in a particularganisation characterised by strong acceptaneebetief in
an organisation’s goals and values; willingnessxert effort on behalf of the organisation; andrargy desire
to maintain membership of the organisation.”

From the above definitions commitment was concdizer as involving an individual's loyalty and befliin the
goals and values of the organization. Argyle (198®posed that commitment could be thought of io tvays:
calculative and affective commitment. Calculati@rmenitment according to him is an instrumental dttaent
to an organisation, while affective commitment iiseanotional attachment to the organisation. Sw4R2€€0)
believe that most researchers have not really oegitwvhat worker's commitment entails. That worker’s
commitment is a highly personalized construct thaly not be known to colleagues or management. Shrece
factors that make workers to be committed are mdtieey are difficult to assess, except througbrprietative
research. Cohen (2007) is of the view that Mowdagl €1982) Organizational Commitment Questionnére
problematic because it has overlapping items insttades, which are outcomes of commitment — pedone,
turnover behaviour - rather than organizational cdotment.

Irrespective of these criticisms, the most inflignturrent model of measuring workers commitmenttteir
organization is that of Meyer and Allen (1991). §h§ because several studies (Meyer and Allen 1991;
Herscovitch and Meyer, 2002; Irvirgyal 1997; Ko, et al, 1997) have been conducted tathesapplicability of

the three-component model of organisational commnittm These studies provide strong evidence for the
generalizability of Meyer and Allen’s (1991, 1997odel of commitment. Meyer and Allen (1991) define
workers commitment as “a psychological state thharacterizes the employees’ relationship with the
organization which has implications for the deaisio continue or discontinue membership in the wigion.”
They came up with the three component model ofrazgdional commitment:

Affective commitment is concerned with the individual’s emotional attarent and identification with the
organisation. Employees with affective commitmeay swith the organisation because they want toyTiave

a strong sense of belonging which increases theaivement in organizational activities. They arerenwilling

to help organizations’ pursue their goals (Meyat Aflen 1997). In their study, Rhoades et al (20@Lnd that
when employees perceive that there are favouraigen@zational rewards, procedural justice and sugery
support, their affective commitment increases. Resders (Bergman 2006; Jha 2011) have found ssopgort

in the use of Affective Commitment to describing rikers willingness in going the extra mile for their
organization.

Continuance commitmentis more calculative. Employees with continuancegitment are aware of the cost
associated with leaving the organisation and thay with the organisation because they want to. bte@nd
Ford (1987) found that employees with continuarmamitment stay with the organization because afck bf
alternative employment opportunities and the losgsvestments associated with leaving the orgaioizafaing
et al (2010) believe that continuance commitmemigtidimensional. They found in their researcht tharkers
who feel that they will lose their investmentshéy leave their organizations are more emotiorettigched and
morally obligated to their firms than workers wteef that they lack alternative employment oppotiesi

Normative commitment has to do with feelings of moral obligations enygles have to continue with the
organisation. This moral obligation arises as altes socialization of employees to the organiza goals
and values (Allen and Meyer (1990). Herscovitcll &meyer (2002), Meyer and Parfyonova (2010) found
strong support for Normative Commitment in theisgarches. Recent findings indicate that employacs a
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employees derive huge benefits when normative commemit is experienced as a moral duty becauseat is
stronger commitment than affective commitment (Megad Parfyonova 2010). This is contrary to earlie
findings of Meyer et al (2003) which demonstratbdttAffective Commitment is stronger that the otheo
forms of Commitment.

Meyer and Allen (1991) suggest that employees cgrergence all three forms of commitment to varying
degrees and the strength of each is influencediffgreht factors. Affective commitment is influenty the
extent to which employee’s needs and expectatidrmutathe organisations are matched by their actual
experience. Continuance commitment comprises ofgmedl sacrifice associated with leaving and limited
opportunities for other employment. While normata@mmitment is influenced by societal norms anducal

In a further research Meyer et al (2012:13) foumat if employees have a strong affective commitmtratir
normative commitment is also stronger. This makeskers believe that staying in the organizatiothés right
thing to do, “they are happier, more satisfied, enself-directed, healthier, more engaged, and millieg to
exert discretionary effort on behalf of the orgaian than when they are uncommitted or feel thay thave to
remain.” This view was also collaborated in Iversamd Buttigieg (1999) study. A strong Affective and
Normative Commitment will build a stronger Contimga Commitment because employees will be more aware
of the cost associated with leaving the organirafieyer et al 2012). With this in mind we examirbd effect

of Internal Attitude Survey to Workers Commitment.

2.3 Internal Attitude Survey and Workers Commitment

By using attitude surveys management can measuptogee’s commitment to the organisation (Gertsmann
2011). Research has revealed that employees’ conemit to the organisation depends on the level of
organisational support an employee feels; theioliement in decision making and the amount of feeéb
received about job role and performance (Portat &974; Mathieu and Zajac 1990). In support o tHartley
(2001) argue that the use of attitude survey isp @f developing employee’s commitment to the oizgtion.
Therefore when employees perceive management &inbere in their use of attitude survey and thay see
positive result arising from their participatiohetr trust in management will be built and it wédlhd to greater
commitment to the organisation. We infer from the\e that:

Ho;: there is no significant relationship betweenringét attitude survey and employees’ affective cotnmant.

Ho,: there is no significant relationship between ring¢ attitude survey and employees’ continuance
commitment

Hoas: there is no significant relationship betweenrinaét attitude survey and employees’ normative cotment

3. Methods

This study collected data from members of the bapkidustry in the South-South zone of Nigeria gsiross
sectional survey design. The population for thigdgtincluded all senior and junior employees in listed
banks in the Nigeria Stock Exchange. We used th@ames in the bank’s headquarters in the six si@péals

as our accessible population. The population figuas sourced from the bank’s nominal role. A tatifive
thousand employees made up the total populatioa.sBimple size for this study was determined usirgjcie
and Morgan’s (1970) table on sample size determinaOur sample size was three hundred and fifyese
employees. However when we distributed our questioe, the completed and usable copies for theysisal
was 315, representing 88.24% of respondents whoigely participated in our study. The instrumen¢di$or
data collection was the questionnaire and in-damrview. The questionnaire was divided into tveatons.
Section A comprised of demographic information sashage, gender, length of stay in the organizadimh
educational qualifications. Section B elicited msgent's views concerning the study variables. The
questionnaire adopted the 5-point Likert Scalengativhere respondents were asked how stronglyabgese or
disagree with a statement or series of statemdrd. Stale used for measuring Internal Attitude Sumwas
sourced from literature and tagged Internal Até®lrvey Scale (IASC). Workers Commitment was nmeaksu
using Allen and Meyer’s (1990) Organizational Cormm@nt Questionnaire (OCQ) which we adapted for our
study. The OCQ measured affective commitment, noatice commitment and normative commitment.
Affective commitment had nine items, while continua and normative commitment had eight items e&lé.
variables that were employed for this study wereraad from existing literature and had been preeteand
validated in previous studies (Allen and Meyer, @9®eyer and Allen 1991; Herscovitch and Meyer, 200
Pittorino 2008). Therefore the variables had castvalidity. Cronbach Alpha was used to test fdiability in

our study. Cronbach alpha is commonly used in rebet test internal reliability. According to resehers
(Bryman and Bell 2003; Nunally and Berstein 1994d &ekaran 2003) an alpha coefficient of 0.80 regaly
accepted as a good level of internal reliabilitytteg instrument, though an alpha level of 0.7 $® aonsidered
to be efficient. For test of reliability the follomg Cronbach Alpha Coefficients were obtained far scales:

63



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) g
Vol No.28, 2013 STE

Internal Attitude Survey (0.722), Affective Commimt (0.771), Continuance Commitment (0.724), and
Normative Commitment (0.708). Hence all our varghhad internal reliability.

4. Data Analysis and Results

Frequencies and percentages were used to classifyflemographic data. Our variables were subjeabed t
univariate and bivariate analysis. Inferentialistais using Spearman Rank Order Correlation Cciefit was
used to establish the association between Intéitiaiilde Survey and Worker’'s Commitment. The res@iiom

our demographic data indicated that majority of Wwakers had been working for the bank between da8y
which represents 47.94% of respondents, 24.8% afkers had been working between 4-5years, while
employees who had worked between 4-8years repesbehR% of respondents and those with over 8years
represented 7.6% of respondents. Males workinghé danking industry were 168 representing 53.3% of
respondents, while females made up the remainingd@nd were 147 in number. 47.3% of respondents we
between the ages of 20-29, 45.7% were betweengie af 30-39, 6.7% were between the ages of 41d9 a
only one person was 50 and older. RespondentsBaitihelor's degree were 157 in number represen®ngf4,
Diploma/Certificate 85 (27%), Post Graduate Ded@@d€21%) and West African Examination Certificateits
equivalent were 7 in number representing 2.2% spoadents. This indicates that most workers wegélyi
educated in the banking industry in Nigeria.

We obtained the following mean scores for eachatdes using univariate analysis. Tables 1, 2, 3dagide the
mean scores for each variable. Internal Attitudes&u(IASC) had six items on the scale, affectieenmitment
(ACS) had 9 items, continuance (CCS) and normdhiieS) had eight items each.

Table 1 Descriptive Statistics of Internal Attitude Survey

IASC1 | IASC2 | IASC3 | IASC4 | IASC5 | IASC6

N Valid 315 315 315 315 315 315
Missing 0 0 0 0 0 0

Mean 2.4254 | 2.0349 | 1.7841 | 1.7619 | 1.9524 | 1.6508
Std. Deviation 1.25302| 1.12671| 1.21995| 1.17449  1.24190| 1.20718
Skewness -.563 -.271 -.067 -.003 -.361 -.002
Std. Error of Skewneq .137 137 137 137 137 137
Minimum .00 .00 .00 .00 .00 .00
Maximum 4.00 4.00 4.00 4.00 4.00 4.00

Source: SPSS COMPUTATION

Table 2 Descriptive Statistics of Affective Commitrant
ACS1 | ACS2 | ACS3 | ACS4 | ACS5 | ACS6 | ACS7 | ACS8 | ACS9

N Valid 315|315 | 315 | 315 315 | 315 | 315 315 | 315
Missing 0 0 0 0 0 0 0 0 0

Mean 1.8825 | 2.7841 | 2.5175 | 2.1048 | 1.6063 | 1.5810 | 2.3778 | 1.4921 | 1.6317
Std. Deviation | 1.39683 1.04260| 1.30732| 1.27137| 1.08726 1.10972 1.29679| 1.09534| 1.36760
Skewness 049 | -1.374 |-852 |-320 | 278 |.364 | -809 |.364 | .214
Std. Error of 137 | 137 | 137 | .37 | 137 | 137 | 437 | .37 | 137
Skewness

Minimum 00 00 00 00 00 00 00 00 00
Maximum 400 400 400 400 400 | 400 | 400 400 | 4.00

Source: SPSS COMPUTATION
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Table 3 Descriptive Statistics of Continuance Comrttnent

CCS1 | CCS2 | CCS3 | CCS4 | CCsS5 | cCcsb6 | cCcs7 | ccss

N Valid 315 315 315 315 315 315 315 315
Missing 0 0 0 0 0 0 0 0

Mean 2.1238 | 1.8571 | 2.3079 | 2.2349 | 2.1651 | 2.0857 | 2.1714 | 2.1937
Std. Deviation 1.26965| 1.18989| 1.26079| 1.36682| 1.32036| 1.29512| 1.31472| 1.25833
Skewness -.103 .062 -.674 -.567 -.407 -.178 -.201 -.206
Std. Error of Skewneq .137 137 137 137 137 137 137 137
Minimum .00 .00 .00 .00 .00 .00 .00 .00
Maximum 4.00 4.00 4.00 4.00 4.00 4.00 4.00 4.00

Source: SPSS COMPUTATION

Table 4 Descriptive Statistics of Normative Commitrant

NCS1 | NCS2 | NCS3 | NCS4 | NCS5 | NCS6 | NCS7 | NCsS8

N Valid 315 315 315 315 315 315 315 315
Missing 0 0 0 0 0 0 0 0

Mean 2.2730 | 1.8190 | 2.3175 | 2.3111 | 1.8825 | 2.0952 | 1.9778 | 1.6476
Std. Deviation 1.37136| 1.20599| 1.28719| 1.43157| 1.22689| 1.17178| 1.31484| 1.35426
Skewness -.398 .352 -.591 A70 .496 077 .024 .079
Std. Error of Skewneq .137 137 137 137 137 137 137 137
Minimum .00 .00 .00 .00 .00 .00 .00 .00
Maximum 4.00 4.00 4.00 12.00 | 4.00 4.00 4.00 4.00

Source: SPSS COMPUTATION

From table 5 below, the overall mean score (x)ri¢ernal Attitude Survey (IASC) = 1.93 which is lowhis
may indicate that most respondents believe managesoes not really appreciate their contributiansards
decision making in the organization. This posshayg an effect towards their level of commitmentsese the
mean for Affective Commitment (ACS) =1.99, is lolosving that the use of internal attitude surveysioet
make employees emotionally attached to their ba@kstinuance Commitment (CCS) =2.1, and Normative
Commitment (NCS) = 2.04 are moderately high indirgathat workers are probably committed becausg the
have fewer alternatives for other employment amdnaorally obliged to stay with their firms.

Table 5 Descriptive statistics of variables

N Mean Std. Deviation Skewness
Statistic Statistic Statistic Statistic Std. Error
IASC 315 1.9349 .77884 192 137
ACS 315 1.9975 .64236 .364 137
CCSs 315 2.1425 .75092 .028 137
NCS 315 2.0405 .74410 .591 137
ValidN (listwise) 315

Source: SPSS COMPUTATION

For our bivariate analysis the Spearman Rank CZderelation Coefficient was used to establish th&paiation
between Internal Attitude Survey and Workers Commaitt. To accept or reject our null hypotheses vapteti
Kathari's (2006) decision rule: when the statidtieat of significance (P-value) is less than (.85 P<0.05, we
reject our null hypotheses; when P>0.05, we aceaphull hypotheses. Our confidence interval wasaséhe
0.05 (two tailed) level of significance. Table Gepents the result of the association between litektitude
Survey (IASC) and Workers Commitment — Affectiven@nitment (ACS), Continuance Commitment (CCS),
and Normative Commitment (NCS).
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Table 6 Association between Internal Attitude Surve and Worker's Commitment
IASC ACS CCS NCS
Spearman's rho IASC Correlation Coefficient | 1.000 .041 274(*) .388(**)
Sig. (2-tailed) . 464 .000 .000
N 315 315 315 315

** Correlation is significant at the 0.01 levek@iled).

The result of the correlation in table 6 above shdlat for hypothesis one the coefficient r = 0.@tl p =
0.464, therefore our first null hypothesis is atedp There is no significant relationship betweaternal
Attitude Survey and affective commitment.

For hypothesis two from table 6, r = 0.274** and |©.000. Our second null hypothesis is rejectectréhs a
significant positive relationship between InterA#titude Survey and Continuance Commitment at tiod Gevel
of significance.

From Table 6, for hypothesis three r = 0.388** gnet 0.000, therefore our third Null hypothesis égected.
There is a significant positive relationship betwéeternal Attitude Survey and Normative Commitmanthe
0.01 level of significance. Therefore we restatedto/potheses thus:

Ho1: there is no significant relationship between in&t Attitude Survey and Affective Commitment.

H,: there is a significant positive relationship beém Internal Attitude Survey and Continuance Commeitt
Hs: there is a significant positive relationship beémn Internal Attitude Survey and Normative Commitine

This result is consistent with the in-depth intewiwe conducted. We took notes in recording padici's
responses. The questions were based on our sursgyment and elicited information about bankeesvgi of

the use of internal attitude survey and how it @fetheir commitment to their organization. Two tgipants
from the six states were selected and a total efvievbanking personnel were interviewed. Partidipaaport
that from time to time management gives them qaestire to fill regarding their views on companguss.
Sometimes management interviews some workers tothgg@t opinion concerning changes in the banking
structure to know employees reaction to such changkis was done especially when the Automatedetell
Machine (ATM) was introduced to the bank operatiofisere were strong rumors that employees would be
retrenched as these machines will do the jobs @t staff. Contributions for improvement made byptyees
were sometimes implemented. This makes employeekternal Attitude Survey as just a “defense maigm
used by management to be seen as actually doiirgdbeand caring about workers views”. When asKetie

use of internal attitude survey increases theirmm@ément to the organization, one participant repdat “|
would leave this bank in a second, if | can getettdv offer somewhere else”. Most were of the vibat
management is only interested in increasing their worth and therefore everyone is out for his/bem
interest. Some Interviewees assert that manageinetit superior and does not really care aboutr thiews.
Management believes workers should be happy to diefully employed, since there are thousands of
unemployed people seeking employment. Thereforel®mes were seen as being highly expendable. If
management require special skills they can easidgch them from other sister banks. Therefore their
commitment to the organization is calculative. Wiasked to elaborate on the commitment bit, theqipaints
said they were paid handsomely and they also hawes 9enefits which they would not want to give yp b
leaving the bank. As one participant commented fthg is good, we can't get a better pay elsewhecep in

the oil companies and we all know it is difficuit jet employment there. Most of us have tried aieéd. So
this is our next best job”. Hence workers exhibitttnuance commitment in the banking industry igétia.

5. Discussion of Findings

From the results of our findings, Internal Attitu®urvey has a significant positive effect on Waosker
Continuance and Normative Commitment. Internal tAtke Survey does not have a significant effect on
Workers Affective Commitment. Empirical evidence ef@mann 2011, Armstrong 2003) has shown that
Attitude Surveys enables organizations to haveveareness of employee’s sources of morale, commitiaugch
dialogue. Our findings also support this view. By tuse of Attitude Survey, bankers in Nigeria halie
management is sincere about involving employeekeaision making in the organization. This has haeféect

on their continuance and normative commitment la@véhe organization. Omolayo and Owolabi (2008 szl
commitment as an exchange relationship wherebyihatls attach themselves to the organization turnefor
certain rewards and outcomes. Workers in the NagBanking Industry have a continuance commitmeiiedr
organizations. They are aware of the cost assaciatth leaving the organization and stay with thieémks
because they do not want to lose such benefits iShin line with Omolayo and Owolabi (2007) fingmthat
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employee’s commitment increases if it is backedvith monetary rewards. Continuance commitmentdisst-
benefit approach (Maholtra and Mukherjee 2004). &est al (1990:715) state that "accrued investmants
poor employment alternatives tend to force indigiduto maintain their line of action and are resilole for
these individuals being committed because they rteédThis shows that bankers in Nigeria stay ie th
organization because they would not want to logér thension and other material benefits. Workerghim
Nigeria Banking Industry belief that managementinterested in their views and would implement their
contributions for improvement, would make them puthat extra effort on behalf of the organizati®ince
attitude surveys are used to assess employeedattitand perceptions about relevant work-relatedesss
workers perception of its efficacy is very impottawhen they see that it is very effective in paytng their
views to management and management is influencathking changes through the exercise, workers woald
committed because they will see that they haveevimi¢che organization.

Our findings show that workers in the Nigeria Bamgkilndustry are normatively committed to their
organizations. They feel morally obliged to remaiith the organization owing to some moral obligatior
societal expectations. Most workers in Nigeria oigd their employment through the godfather syndram
through personal contacts. This brings on a feetihgot wanting to let that contact down or to leers as
ungrateful by ditching their jobs. According to 8ah (2004) Normative Commitment is only naturakdo the
way people are raised in a society. Nigeria beioglkectivist society, it is expected that peopié mormally be
influenced by societal obligations. Meyer and AllE®91:88) posit that “this moral obligation ariseisher
through the process of socialization within theistycor the organisation”. Normative commitmentlise to the
perceived need to reciprocate (Meyer & Allen, 199EBmployees feel they are morally obliged to stayhe
organization because of feelings of reciprocity.Jdoald and Makin (2000) believe that reciprocalgdtion is
based on social exchange theory, whereby a perborhas received a benefit from the organizatiamider a
strong normative obligation to repay. For instartmg sending workers for training and development
programmes, workers are morally bound to the omgdiain. Wiener (1982) sums this up when he stdtat t
normative commitment is influenced by cultural/féati and organizational socialization processes.tHa
Nigeria Banking Industry the use of Internal AttiuSurvey as a form of Employee Voice has had &iy®s
effect on workers continuance and normative comeitim

6. Conclusions and Implications
We concluded from our study that:
1. The use of Internal Attitude Survey as a form offfagee Voice in the Nigerian Banking Industry does
not have a significant effect on workers Affect@emmitment.
2. The use of Internal Attitude Survey as a form ofgogee Voice in the Nigerian Banking Industry
significantly increases workers Continuance Comraitm
3. The use of Internal Attitude Survey as a form offioyee Voice in the Nigerian Banking Industry
significantly increases workers Normative Commitien

Thus, the use of internal attitude survey as a fofmemployee voice significantly increases emplayee
continuance and normative commitment. Therefore #tiidy has theoretical implications as it confirthe
findings of other researchers. Our findings supptre results of (Gertsmann 2011; Porter et al 1®M&thieu
and Zajac 1990) that employees commitment to tjarozation depends on the level of organizationppsrt
an employee feels; their involvement in decisiorkimg and the amount of feedback received aboutrgdds
and performance. When management is sincere inghef attitude survey, employees will see positesults
arising from their participation, thus their commént to the organization will increase. In our gtedhployee’s
continuance and normative commitment increasechbyuse of attitude survey. This also supports Battal
(2011) findings that employees with positive attéuo their organizations will exhibit greater coimment and
organizational performance. Somers (2009) found #maployees who had high levels of continuance and
normative commitment had the lowest level of abseism in the organization. According to Coetzed8@he
perceived cost associated with leaving the orgéinizas influenced by the threat of losing attraetbenefits
such as money, seniority based privileges or wgdtia time and effort spent in acquiring nontraradiée skills.
The moral obligation to remain with the organizatis influenced by family or cultural orientatioNigerians
are strongly influenced by family or cultural oriation because most employments are obtained oteirilge
connection the worker has to those in authorityhim organization. According to Ahiauzu (1999:21f8)mily,
ethnic and tribal relationship between a job seelmd the existing members of an organization shaead
considered an advantage to the job seeker, whilsidering him or her for employment in that orgaiian’.
Therefore employees who got their jobs through faror tribal connection would have a strong moral
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obligation to remain with the organization becahséshe would not want to disappoint the person plated
him/her in the job position. In support of this,sétier and Mansell (2009) found in their researcit th
participants that had high power distance and ciiMist orientation (like Nigeria) reported highkvels of
continuance and normative commitment, owing toléinger social pressures and costs associated @athing
an organization.

Therefore when managers are cognizant of the typeramitment employees have to the organizatiow thid
be able to channel this towards achieving orgaioizat objectives. Effort should be made by to fiodt
employees views about the organization. Interntdude surveys should be carried out periodicadlyget
employees contributions. All employees should bmbaraged to participate in decision making in oiz@tions.
Innovative contributions should be implemented eswlards given to the employee. This will increasekers
commitment in the organization.
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