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Key words: | Abstract: This study examined the effect of on organizational performance in

Employee, selected Access bank branches in Anambra state, Nigeria. The variables of
continuance and | interest were continuance commitment; normative commitment; and
normative organizational performance in selected Access bank branches in Anambra state.
commitment, This study is anchored on Emotional Occasions Hypothesis (AET) propounded
organizational by Howard in (1974). Survey research design was adopted. The population of
performance the study comprises 1836 employees of selected Access bank branches in

Anambra state, Nigeria, while the sample of 350 was determined with Borg and
Gall formula. A total of 369 copies of questionnaire were administered to the
respondents and 350 were duly completed and retrieved. The study adopted
face and content validity. Test-retest reliability and rank correlation coefficient
was employed to verify the internal consistency. Descriptive statistics like
frequency, mean and standard deviation and inferential statistics such as
ANOVA and multiple regression analysis were conducted using Statistical
Package for Social Sciences (SPSS) 23. The study concludes that employee
commitment has a positive significant effect on organizational performance in
selected access bank branches in Anambra state, Nigeria. The study revealed
that continuance commitment and normative commitment have positive
significant effect on organizational performance in Access bank branches in
Anambra state, Nigeria. The researcher recommends that banks ought to keep
up with employee efficiency and urge maintenance, in order to, limit employee
turnover, since the study has shown that normative commitment significantly
impact on organizational performance among the employees. Workplace ought
to give a free progression of correspondence and simple receipt of input for task
finished. Time away approach; for example, concentrate on leave, empathetic
leaves, vacation leaves, maternity leaves, paternity passes on, ought to be given
by the organization to their employees to improve continuance commitment.

Introduction various dimensions of challenges in terms of
With the prevailing growing global stiff workflow efficiency and optimal and proficient
competitive business environment, utilization of human and material resources
organizations are continually confronted with (Mojekeh, 2017) (Addae, & Wang, 2016).
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Arguably, the optimal performance of any
resourceful organization is dependent on the
diligence of the employees towards the overall
corporate objectives. Consequently,
understanding the idea of employee
commitment and its outcome is significant.
Commitment is not just a human connection
idea, it also includes producing human energy
and enacting human brain. Without
commitment, the execution of novel thoughts
and drives will be compromised (Bakker, 2013
andBecker, 2009).

Organizations accomplish their set targets when
skilled and focused employees are engaged
(Khan, 2013). Recruiting committed employees
who are equipped and prepared to give in their
best, in pursuit of the corporate objectives of the
association, has been one of the issues
confronting most organizations, particularly in
the service provisioning firms. Essentially, three
types of organizational commitment have been
investigated (Klein, Molloy and Brinsfield,
2012). They are full of feeling, continuance and
normative commitments. Every one of these
structures has various implications for
employees' overall behavior in the work
environment. Most business managers consider
every one of these employees behavioural
dispositions as they contribute or influence
organizational performance.

Human asset framework can work with the turn
of events or organizational abilities through
evoking employees' commitment to the firm
(Bridger, Kilmister and Slaven 2007). Thus,
organizations with fit and proper business
procedures, designs, practices and strategies,
could perform better. Cohen, (2007)
recommends "commitment" as an unmistakable
methodology for human asset, the executives
(HRM) whose constructive outcome will be felt.
Human asset of the board is considered as the
foundation, everything being equal. To further
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enhance performance, organizations are
attempting to further develop performance of
human resources. Daigle, (2007) pointed out
that there is parcel of strain on the
administration of organizations to transform
into a more amiable one. Epitropaki, and Martin,
(2015) have discovered that the feeling of
employees' commitment to organization turns
out to be better when effective time management
is being embraced by the organization.

It is important for each organization to have full
level of its employee commitment to have
remarkable performance on long haul premise
(Galais, and Moser, 2009). In Nigeria, employee
fulfillment and organizational commitment are
presumed to be the cause of low efficiency of
many organizations (Galais, and Moser, 2009).
Likewise as indicated by Gellatly, Myer and
Luchak (2016), there was huge and positive
connection between employee work fulfillments
to the employee performance. Glazer and Kruse,
(2008) showed that work fulfillment impact
emphatically to employee accomplishment.
Where there is an elevated degree of employee
commitment, there will be low turnover and
employees will perform better with less truancy
(Klein, 2009).There are sure things that truly
influence  employee = commitment like:
responsibility, less affirmation and less pay.
Dorgan (2014) characterizes commitment as the
upgraded utilitarian and functional
performance, including quality as the
fundamental head. Lambert (2008) inspected
realities of a positive relationship between
organizational commitment and occupation
performance. Low commitment has additionally
been related with low degrees of confidence.
Non-committed employees might portray the
organization in regrettable terms, to
untouchables, in this manner repressing the
organization's capacity to enroll great employees
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and diminished proportions of selflessness and
consistence.

Organizational performance actually is the total
net performance of the singular employees in the
organization. This is on the grounds that the
organization is the arrangement of the
employees under it. An organization
accomplishes nothing all alone with the
exception of the combined accomplishments of
the employees that make up the association. In
the monetary firms for example, its
accomplishment is an outflow of the level of
piece of the pie procured, level of employee
maintenance as well as the degree of
acknowledgment inside and outside the country
among other files. Employee commitment as a
singular mentality could be evoked through a few
elements, yet the way in which it bears on
organizational performance is troubling. It is
being argued that there is growing high
employee-turnover amongst financial
institutions, which makes it very imperative to
evaluate the effect of employees commitment on
the corporate performance of the financial firms.
Additionally, low commitment prompts high
turnover and higher commitment prompts
expanded performance (Meyer, 2009; Meyer,
and Parfyonova, 2010). Also, professional
stability upgrades the degree of commitment
(Parfyonova, 2009). Profoundly dedicated
employees ought to be recognized and
encouraged though appropriate maintenance
and motivational factors. Zickar, (2014) and
Vandenberghe, (2009) uncovered a negative
connection between employees turnover goals
and organizational commitment. Whitener,
(2011) revealed a positive connection among
commitment and occupation performance.
Employees who are focused on their separate
organizations, are more probable, not
exclusively, to stay with the firm. Employee
commitment can help organizations in various
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ways, for example, further developed
performance; diminished non-appearance and
turnover, accordingly bringing about supported
efficiency. Commitment to association is
decidedly connected with such beneficial results
as inspiration, and is adversely connected with
result as truancy and turnover (Grawitch., 2017).
Employees  with  elevated  degree  of
organizational commitment, give a safe and
stable labor force (Lambert, 2008), in this
manner giving upper hand to the organization.
In Nigeria, commitment influences the
individual existences of employees and their
outcomes in low performance of employees.
Work and family struggle is conversely
connected to employees' commitment. It is
expected that work and family struggle
diminishes employee fulfillment, increases
employee stress and diminishes performance.
Besides, investigations have demonstrated that
high commitment practices can function
effectively and synergistically for higher overall
performance of the organization. Moreover, high
employee commitment enhances corporate
performance, = workflow efficiency = and
administrative processes.

Regardless of various studies into employee
commitment and organizational performance,
greater part of studies zeroed in on employees'
fulfillment, rather than  organizational
performance. This is the focal point of this paper.
The broad objective of this study is to examine
the effect of employees' commitment on
organizational performance in selected access
bank branches in Anambra state, Nigeria.
Specifically, the study seeks to: i. determine the
effect of continuance commitment and
normative commitment on organizational
performance in selected access bank branches in
Anambra state, Nigeria.
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Hypotheses
The following null hypotheses were formulated
in line with the objectives of the study to give

direction to the study.
Ho.: Continuance commitment has no
significant positive effect on

organizational performance in selected
access bank branches in Anambra state,

Nigeria.
Ho-2: Normative commitment has no significant
positive  effect on  organizational

performance in selected access bank in

Anambra state, Nigeria.
Review of Related Concepts
Employee Commitment
Meyer, Stanley and Parfyonova (2012)
characterized commitment, utilizing a multi-
faceted methodology and consider it to have
emotional, continuance and normative points of
view. The full of feeling aspect of commitment
alludes to a profound connection to and
contribution with an association; continuance
commitment means the apparent expenses of
leaving an organization; and normative
commitment alludes to the felt liability to help
and stay an individual from an association. In
this manner, it tends to be recognized from
definitions, for example, the one over, that
employee commitment is a connection between
the employee and the organization with the end
goal that he/she (the employee) needs to keep
serving the organization and to assist it with
accomplishing its targets.
The significance of "employee commitment" is
all around caught by various creators. Yilmaz
and Cokluk-Bokeoglu (2008) explain that
employees with high organizational
commitment sentiments, influence
organizational performance in certain ways,
since they diminish the recurrence of performing
negative way of behaving and work on nature of
administration. A serious employee is a more

viable and useful person who has more
significant levels of fulfillment, devotion and
obligation. They keep on seeing that
organizational commitment, not just expands
the outcome in a specific job, yet additionally,
urges the person to accomplish numerous
deliberate activities, important for
organizational life and elevates expectation
framework achievement.

Continuance Commitment

Continuance commitment is related with the
expense of leaving an organization or remaining,
to profit from ventures and capitals (Allen and
Meyer, 2021). Buitendach and de Witte (2015)
figure that continuance commitment can be
conceptualized as the propensity of employees to
feel focused on their organization, in view of the
related expenses of leaving the organization.
Meyer and Allen (2014) keep up with that
continuance commitment alludes to anything of
significant worth that an individual might have
put resources into an organization (for example
time, cash, exertion of mental energy) that will
be lost or be considered useless, assuming such
individual were to leave the organization.
Continuance commitment alludes to an
attention to the expenses related with leaving the
organization. The possible expenses of leaving
an organization incorporate the danger of
burning through the time and exertion spent
obtaining nontransferable abilities, losing
alluring advantages, surrendering status based
honors, or removing family and upset individual
connections.

Normative Commitment

Normative commitment mirrors a sense of
responsibility to proceed with business.
Employees with an elevated degree of normative
commitment feel that they should stay with the
association. Wiener (2012) recommends that the
sense of responsibility to stay with an association
might result from the assimilation of normative
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tensions applied on a person before passage into
the organization (family or social direction), or
following section (organizational direction).
Notwithstanding, normative commitment may
likewise create when an association gives the
employee "awards ahead of time" (paying
schooling cost), or causes tremendous costs in
giving work (eg head-hunting charges or the
expenses related with work preparing).
Acknowledgment of these speculations makes
employees feel a commitment to respond by
conceding to the organization until the
obligation has been reimbursed (Scholl, 2021).
Organizational Performance

Armstrong (2006) defines performance in
output terms, as the achievement of objectives
and how these objectives are achieved. High
performance results from appropriate behavior,
especially discretionary, and the effective use of
the required knowledge, skills and core
competencies. Performance may be understood
differently depending on the person involved in
the assessment of the organizational
performance, for instance, performance can be
understood differently from a person within the
organization, compared to one from outside
(Lebans & Euske 2006). To define the concept of
performance is necessary, to know elements and
characteristics to each area of responsibility. To
report an organization's performance level, it is
necessary to be able to quantify the results
(Petkovic, 2008). Gilbert and Ivancevich (2000),
stated that performance refers to the act of
performing or carrying into execution or
recognizable action, achievement or
accomplishment in the undertaking of a duty.
Cascio (2006) defines performance as working
of individuals in an organization, to be more
effective. Zaman et al (2011) indicated that there
is a significant and positive relationship between
performance and reward. The other approach in
defining organizational performance that has in
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the recent past gained popularity in numerous
organizations is the Balanced Scorecard (BSC)
methodology by Kaplan & Norton (1992). In this
method, performance of an organization is
measured using four key perspectives namely
financial, customer, internal processes and
Learning, and Growth/innovation. Richard et al.
(2009) are of the view that organizational
performance encompasses three specific areas of
firm outcomes: financial performance, product
market performance and shareholders returns.
Armstrong, (2010) added that performance is a
means of getting better results from the whole
organization or teams or individuals within it, by
understanding and managing performance
within an agreed framework of planned goals,
standards and competence requirements.
Performance is the accumulated end results of all
the organization's work processes and activities
(Santos & Brito 2012). It is about how effectively
an organization transforms inputs into outputs
(Robbins. 2009) and comprises the actual
output or results as measured against its
intended outputs. Liptons (2013) proposes that
performance is the ability of the firm to prevail.
There is hardly a consensus about its definition,
and this limits advances in research and
understanding of the concept of performance
(Santos &Brito, 2012). As the debate on what
organization performance rages on, the
approach on how to measure it has attracted
even more scholarly attention (Liptons, 2013).
Review of Related Theories

This study is anchored on Emotional Occasions
Hypothesis (AET) propounded by Howard in
(1974). The hypothesis makes sense of how
feelings and mind-sets impact employee
commitment, organizational performance and
occupation fulfillment. It stresses the linkages
between employees' inner impacts, for example,
discernments, feelings, mental states and
employees' responses to such episodes that
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happen in their workplace, which influence their
work performance, commitment and occupation
fulfillment. This hypothesis f ocuses on that full
of feeling work ways of behaving are made sense
of by employee's temperament and feelings,
while mental based conduct is the best indicator
of occupation fulfillment.

Full of feeling occasions hypothesis keeps up
with that good instigating (up lifts), as well as,
pessimistic inciting (bothers) profound episodes
at work are recognizable and have a huge mental
effect upon laborers work fulfillment. The after
effect of inward factors, for example, perception,
feelings, mental states and outside emotional
responses showed through work fulfillment,
works performance and employee commitment?
The hypothesis likewise sets a positive
relationship among  work fulfillment,
commitment, acknowledgment, piece of the pie
and maintenance or turnover in the association.
Laborers who report low fulfillment are probably
going to take part in arranged stopping, though
employees who report high work fulfillment will
remain, show elevated degree of commitment,
impact organizational piece of the pie locally and
universally and perpetually prompts
acknowledgment of the employees and the
association locally and all around the world. The
expansion in piece of the pie of the organization's
items/administrations because of general
acknowledgment of  the association's
contributions impacts both the employees and
the association locally and universally and too

lead to increment in the benefit of the
association.
Continuance commitment and

Organizational Performance

The partner to full of feeling organizational
commitment is continuance organizational
commitment, which considers that people don't
leave an organization inspired by a paranoid fear
of losing their advantages, accepting a decrease
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in salary, and not having the option to secure
another position (Murray, Gregoire, and
Downey, 2011). Then, continuance commitment
is connected with one's insight and what one has
given to an organization. There is in this way
trouble in "surrendering it" and the unexplored
world "opportunity cost" of leaving the
organization or having not many or no other
options. What's more, Meyer et al. (2013)
expressed that abilities and instruction are not
effectively moved to other organizations, which
will in general expand laborers' commitment to
their ongoing associations.

The people who stay inside their organization
with a solid continuance commitment, are there
since they need it. Continuance commitment
reflects monetary connections to the
organization in light of the expenses related with
leaving the association. Investigation into
continuance commitment proposes that this part
comprises of two related sub-aspects: a
disregard for one's own needs and saw absence
of choices (Dunham 2014; Meyer 2010). Both
giving up of one's own priorities and saw absence
of work choices increases the expenses related
with leaving the association.
Normative Commitment
Organizational Performance
Normative commitment make sense of the
employees with solid normative commitment
will stay with an association by uprightness of
their conviction that it is the "right and moral"
what should be done (Meyer and Allen, 1991).
Wiener and Gechman (2017) contended that
normative commitment to the association
creates in view of an assortment of tensions that
people feel during their initial ' socialization
from family and culture and during their
socialization as novices to the organization.
Other than that, normative commitment could
likewise create due to the "mental agreement”

and
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between an employee and the organization
(Roussenau, 2015).

Moreover, normative commitment can increase
when a singular employee feels faithful to his
manager or mindful to work for the advantages
that he gets from the organization because of the
craving to remunerate the blessings gotten from
the establishment (Meyer 2013). The normative
part of commitment concerns the employee's
conviction around one's liability to the
organization. Employees who are normatively
dedicated to the organization remain on the
grounds that "they accept that it is the right and
moral thing to do" (Wiener, 2012).

Empirical Reviews

Teferi, (2017) examined the effect of employee
commitment  practice on  organization
performance with special reference to catering
and tourism training institute. Explanatory
method of research was adopted. A
questionnaire designed to collect the data on the
factors related to rewards like pay/salary,
benefit, promotion, working condition,
responsibility, recognition and organization
performance. Total number of Respondents in
this study was 75 with 6 non-response rate.
Primary data was gathered using adopted
questionnaires. Descriptive statistics was used to
summarize the data. This includes Percentage,
frequencies mean and standard deviation.
Tables and other figural presentations were
appropriately used. Correlation analysis was
used to identify the relationship between
employee commitment and organization
performance. The findings obtained indicated
that employee commitment have a positive
influence on organization performance.
Omokorede, (2017) studied  employee
commitment and organization performance of
selected manufacturing companies in Lagos
State, Nigeria. This study adopted survey
research design. The target population
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comprised of 3105 staffs of technical /production
department in the three manufacturing
companies in Lagos state Nigeria Taro Yamane’s
formula was used to determine the sample size of
459 Respondents. Data were analyzed using
descriptive statistics (Frequencies, percentages,
inferential statistics (regression).The findings
revealed that there was a significant positive
relationship between sense of accomplishment
and employee task performance. Recognition &
appreciation has a significant positive effect on
organizational performance. Salary & wages has
no significant positive effect on organization
performance. Fringe benefits have a significant
positive effect on employee’s performance. It was
concluded that employee commitment variables
had positive effect on organizational
performance .It was recommended that
organizations should ensure that they provide
the needed motivation, compensation or
remunerate that will spur employees to act
towards commitment their task performance.
Ahmed and Sadia (2017) explored the
relationship between employee commitment
and organizational performance of private banks
in Pakistan A sample of 92 Respondents in three
districts (Lodhran, Vehari, Khanewal) of south
Punjab, Pakistan was taken from HBL, ABL,
MCB, UBL and BOP banks. In order to analyze
the data, regression analysis has been used. The
result of this study reveals that there is the
presence of a relationship between employee
commitments on organizational performances in
the banking sector in Pakistan.

Udu, and Ameh. (2016) examined the effects of
employee commitment on organizational
performance with particular reference to First
Bank Nigeria, PLC Enugu Zone offices. The study
adopted Affective Events Theory (AET)
propounded by Howard in 1974 which explains
how emotions and moods influence employee
commitment, organizational performance and
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job satisfaction. With a staff strength of 94 and a
sample of 56 data were generated from
Respondents through structured questionnaire
which was analysed using chi-square. With P-
value = 0.003, P-value = 0.011 and P-value =
0.000 respectively results show that there is a
strong positive significant relationship between
employee commitment and larger market share,
pursuance of international recognition and
employee retention in First Bank of Nigeria Plc.
Enugu Zone. The implication 1is that
management of banks should always secure and
retain committed employees as employee
commitment has been identified as a parameter
to measure organizational performance
considering the variables in terms of larger
market share, international recognition of banks
and employee retention in the banks.
Methodology

The study adopted a descriptive survey design.
Descriptive studies are said to be a type of survey
design that can give specific or group
characteristics for a sampled population
(Kothari, 2006). This study was carried out in
Anambra state, Nigeria. The collected data were
analyzed using quantitative data analysis
methods. Descriptive statistics such as mean and
standard deviation were wused to present
quantitative data in form of tables. Data from
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questionnaire were coded and entered into the

computer using Statistical Package for Social

Science (SPSS Version 21) for analysis. The study

employed means, standard deviations and

correlations to determine the effect of each
independent variable on the dependent variable.

Employee commitment and organizational

performance was regressed against the two

independent variables using the regression
model. The study employed Simple Multiple

Regression Analysis (MRA) method to evaluate

the effect of employee commitment on

organizational performance in selected access
bank branches at .05 level of significance

PRESENTATION AND ANALYSIS OF

DATA

The total population of the study is 1836 and the

sample size of 350 was determined used for the

study.

Analysis of Data (Hypotheses Testing)

Hypothesis one

Ho: Continuance commitment has no significant
positive effect on organizational
performance in selected access bank
branches in Anambra state, Nigeria.

Hi: Continuance commitment has a significant
positive effect on organizational
performance in selected access bank
Anambra state, Nigeria.

Coefficients?
Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) .674 .080 8.416 .000
Continuance commitment .753 .044 .627 17.220 .000
a. Dependent Variable: Organizational Performance
R = 0.627 Interpretation:
R2 =0.393 The relapse amount of squares (317.735) is not
F = 206.529 exactly the leftover amount of squares (490.752),
T =17.220 which demonstrates that a greater amount of the
DW =0.143 variety in the reliant variable is not made sense

of by the model. The importance worth of the F
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measurements (0.000) is under 0.05, and that
implies that the variety clarified by the model is
not expected for possibility.

R, the connection coefficient which has a worth
of 0.627, demonstrates that continuance
commitment significantly affects organizational
performance. R square, the coefficient of
assurance, shows that 0.39.3% of the variety in
organizational performance is made sense of by
the model.

With the straight relapse model, the blunder of
gauge is low, with a worth of around .03514. The
Durbin Watson insights of 0.080, which is not
more than 2, shows there is no autocorrelation.
Continuance commitment coefficient of 0.627
shows that continuance commitment
meaningfully affects organizational
performance, which is genuinely huge (with t =
17.220). In this way, the invalid speculation
ought to be dismissed and the elective theory as
needs be  acknowledged. @ Continuance
commitment affects organizational performance
in chosen Access bank branches in Anambra
state, Nigeria.

Hypothesis two

Ho: Normative commitment has no significant
positive effect on organizational performance in
selected access bank branches in Anambra state,
Nigeria.

Hi: Normative commitment has a significant
positive effect on organizational performance in
selected access bank branches in Anambra state,
Nigeria.
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Coefficients?
Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Beta
Error
(Constant) -.199 .040 5.019 .000
1 Normative 1.1 016 68.916 .000
Commitment 135 ’ 955 9 ’
Dependent Variable: Organizational
Performance
R = 0.955

R2 =0.912
F = 4749.478
T = 68.916
DW =o0.041
Interpretation:

The relapse amount of squares (1158.105) is
more prominent than the leftover amount of
squares (121.187), which shows that a greater
amount of the variety in the reliant variable is
made sense of by the model. The importance
worth of the F measurements (0.000) is under
0.05, and that implies that the variety cleared up
by the model isn't expected for possibility.

R, the connection coefficient which has a worth
of 0.955, demonstrates that normative
commitment emphatically affects organizational
performance. R square, the coefficient of
assurance, shows that 0.91.2% of the variety in
organizational performance is made sense of by
the model.

With the direct relapse model, the blunder of
gauge is low, with a worth of around .51439. The
Durbin Watson insights of 0.041, which isn't
more than 2, demonstrates there is no
autocorrelation.

Normative commitment has a coefficient of
0.955 shows that normative commitment affects
organizational performance, which is genuinely
critical (with t = 68.916). In this way, the invalid
speculation ought to be dismissed and the
elective speculation appropriately
acknowledged. In this manner normative
commitment affects organizational performance
in chose access bank Anambra state, Nigeria.
Discussion of Findings

This study examined the effect of employee
commitment on organizational performance in
selected access bank branches Anambra state,
Nigeria. The data generated and analyzed the
above result

Continuance commitment
Organizational Performance

and
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The result of the first hypothesis revealed that
continuance commitment had a significant
positive effect on organizational performance in
selected access bank branches in Anambra state,
Nigeria. This submission supported these
findings by Murray, Gregoire, & Downey, 2011;
Meyer et al. 2013; Dunham et al., 2014; Meyer et
al., 2010 by asserting that continuance
commitment has a significant positive effect on
organizational performance.

Tetrick (2015) Meyer and Allen 2007; Beck &
Wilson, 2010 and 2014 agreed with the finding
that continuance commitment has a significant
positive effect on organizational performance.
They indicate that continuance commitment
relates to how much employees feel the need to
stay at their organization. In employees that are
continuance committed, the underlying reason
for their commitment lies in their need to stay
with the organization. Possible reasons for the
need to stay with organizations vary, but the
main reasons relate to a lack of work alternatives
and remuneration.

Normative Commitment
Organizational Performance
The second hypothesis observed that normative
commitment had a significant positive effect on
organizational performance in selected access
bank branches in Anambra state, Nigeria. This
finding is supported by Wiener and Gechman
2017; Roussenau, 2015 and Wiener, 2012 agreed
that normative commitment to the organization
develops, based on a collection of pressures that
individuals feel during their early socialization
from family and culture and during their
socialization as newcomers to the organization,
which lead to organizational performance.
Meyer and Allen 2010; Iverson & Buttigieg, 2009
and Wiener and Vardi (2010 agrees with the
submission that normative commitment has a
significant positive effect on organizational
performance. Employees with normative
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commitment feel that they ought to remain with
the organization and describe normative
commitment as “the work behavior of
individuals, guided by a sense of duty, obligation
and loyalty towards the organization
Conclusion
In light of the previous findings, we consequently
state that exceptionally dedicated employees,
contribute significantly to organizational
performance.  Typically, the idea of
organizational commitment matters, since both
normative and continuance commitment affect
organizational performance. Accordingly, it is
relevant that the concentrate in this manner
presumes that employee  commitment
significantly affects organizational performance
in chosen Access bank branches in Anambra
state, Nigeria
Suggestions
1. Banks ought to keep up with employee
efficiency and urge maintenance, in order to,
limit employee turnover, since the review has
shown that normative commitment enormously
impact the degree of organizational performance
among the employees.
2. Work climate ought to give a free progression
of correspondence and simple receipt of
criticism for task finished and time away
strategy, for example, concentrate on leave,
caring departs, holiday leaves, maternity leaves,
paternity passes on, ought to be given by the
organization to their employees to improve
continuance commitment.
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