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ABSTRACT

The norms and values of goal driven organisaton is one of the important factors that affect employee’s
commitment. For organisaton to thrive well, especially in most of the developing countries such institution
must be fair in terms of culture. Therefore, this study determined organisational culture on employee’s
commitment: implication from Federal Colleges of Agriculture in Southwest Nigeria. Multistage sampling
procedure was used to select 180 respondents from Federal College of Agriculture, Akure and Federal College
of Agriculture, Ibadan through a well-structured questionnaire Data were obtained on respondents’ personal
characteristics, organisational culture and levels of employees’ commitment. Data were analysed using
descriptive (percentage, frequency count and mean), and inferential (Ordinary Least Squares (OLS) regression
statistics. Results revealed that 56.1% of the respondents were male, 85% were married, and 96.7% were first
degree holders with a mean age and monthly income of 38.7 years and ¥119,284.30 respectively. Results also
showed that leadership culture (x= 3.83), norms and values (x= 3.77) were identified as the most common
organisational cultures existing in the study institutions. Furthermore, personal factors (8 = 0.77, p < 0.05),
workloads (8 =-0.24, p <0.01), norms and values (8 = 1.23, p <. 0.05) were significantly related to employee’s
job commitment. The study concluded that excessive workload significant influenced employees’
commitment. Improvement on norms and values o that will ease excessive workload among the employees is

highly recommended.
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INTRODUCTION

Prominent among the factors that affect employees
productivity in any organisation is culture which could be said
as a general perception of the entire workforce (Abiona et al.,
2022; Abiona et al., 2021; Abbas et al., 2020; Candelario et
al., 2020 and Abiona et al., 2019 ). Organisational culture can
be comprehensively viewed as way by which members of an
organsation consciously think, make their decisions and how
they perceived the environment around them (Abiona et al.,
2022; Adam et al., 2020; Diana et al., 2020; Daniel, 2019;
Abiona 2015; Paauwe et al., 2013; Schein, 2004). Scholars
opined in their previous studies that certain organisational
culture aid in shaping individual attitude or employee’s
behaviour (Barkhuizen and Gumede, 2021; Alparslan and
Saner 2020; Davidescu et al., 2020; Arifin et al., 2019;
Abiona et al., 2019 Silverthom, 2004 and Rothwell et al.,
2012). For example, Abiona et al., (2020); Adeogun et al.,
(2019); Daniel (2019) and Silverthorne (2004) asserted that
bureaucratic organizational culture in Taiwan brought about
least worker’s job satisfaction. It was obvious from literature
that collective organizational culture serves as an important
role in the level of workers’ job satisfaction (Sinurat et al.,
2021; Lasta et al., 2021; Aini and Ariefiantoro, 2018 and
Rothwell et al., 2012). For organisation to thrive well,such
company or institution must create enabling organisational
culture. According to Abedi and Rostsmi, (2022); Adi,
(2022); Abiona et al., (2016); Adeogun et al., (2019) and
Martins and Terblanche (2003), culture as a concept has been
strongly associated with values, norms and beliefs which an
organization set as standard for employee to embrace in their
day to day activities. Cahya et al. (2021); Ahmad et al.,

(2020); Alparslan and Saner, (2020) and Abiona et al., (2014)
categorically stated that organisational culture has direct
influence on organisational products and their service
delivery. Atmojo and Igbal (2022); Haeruddin et al. (2021);
Ameswari et al. (2021); Abiona et al. (2018); and Schein
(2004) defined organisational culture as a dynamic binding
force within an organisation revolves around engaging,
interacting and shaping of an employees to give better gesture,
behavior and attitude by the management. Organisational
culture is the sum total of effective way of modifying
employee’s thinking and proposed actions to summon or
perfectly handle problems and opportunities before the
organization.

Moreover, It can also be seen as an established workable
template for an organisation. Hence, Schneider and Smith
(2004) see organisational culture a leadership by example
concept that must be adhered to if an organisation must
achieve its set aims and objectives. Itis also a set of forces that
shape and determine human behavior in any organisation
(Adi, 2022; Abiona et al., 2016; Adeogun et al., 2019). The
culture of an organisation can be said to be influenced by
several factors, prominent among which are national culture,
previous events in the organisation, personalities and the
socialization of individual members, past experiences of
organisation, literacy level and work settings (Atmojo and
Igbal, 2022; Ameswari et al., 2021; Abiona et al., 2018 and
abiona et al., 2016). This also takes into consideration values
and beliefs of such organisation. Therefore, this study
determines  organisational  culture on  employees’
commitment: implication from Federal Colleges of
Agriculture in Southwest, Nigeria. Specifically, the study
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addressed the following objectives; description of personal
characteristics of the respondents, determination of level of
organisational culture and determination of employee’s job
commitment in the study area.

MATERIALS AND METHODS

The research study was carried out in Federal Colleges of
Agriculture and College of Agriculture, Ibadan in Southwest,
Nigeria. The Institutions are on a mission dhelp the nation
reduce its unemployment rate, increase food security, and
equip its students with the skills required to be self-reliant
through agriculture. Also, both Colleges conduct research and
generate technologies that will enhance  agricultural
production, improve food security and livelihood of the
citizen in country.

A multistage random sampling technique was used to select
the respondents from the study areas. Out of 579 respondents
in the two selected College of agriculture, 31% were selected
which is equivalent to 180 respondents that were interviewed
for the study. The data for the study were obtained using a
structured questionnaire. The questionnaire was designed into
sections to generate information about personal employee’s
data, organisational culture data and employee’s job
commitment data. Organistaion culture was measured with 3
domains (Leadership, norms and values and workload) and
also the effects on employee’s job commitment was further
measured using 5 points Likert typed rating scale (Strongly
agree =5, agree = 4, undecided= 3, disagree = 2 and strongly
disagree =1) to the statement relating to job commitment in a
positive direction. Descriptive and inferential statistics were
further used for data analysis. Ordinary Lease square
regression analysis and T-test were used to determine the
effects of organisation culture on employee’s job
commitment.

RESULTS AND DISCUSSION

Personal Characteristics of the Respondents

Table 1 presents results of personal characteristics of the
respondents in study areas.

Age: The mean age of the respondents was 38.7 years with
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45.6% between the ages of 31-40 years. This implies that
respondents in the study institutions are still in their youthful
and active stage which enables hem to carry out their tasks
effectively. This study is quite in line with that of Abionaet al.,
2022; Abiona et al., 2020; Adeogun et al., 2019 and Abionaet
al., (2017) who asserted that more than half of the employees
in agricultural institutes in SouthWest Nigeria are within the
age range of 31-50years. Several authors Adi, (2022); Abiona
et al., (2016) and Adeogun et al., (2019) and Kahn et al.,
(2013) opined that employees tend to have more sense of
obligation and become matured as they grow older in their
workplaces.

Sex: Majority (56.1%) of the respondents were male while,
43.9% were female. This implies that both sexes were well
represented in the study institutions; although, male staff were
predominant in the study institutions. This result agrees with
the findings of Ibeun (2002) who reported that maleemployees
have higher opportunities than female employees in terms of
employment, most especially in agricultural institutes. This
result also corroborates the assertion of Abiona et al., (2018) and
Abiona (2015) who said most organisations in south-west
Nigeria are predominantly male and this could also be as a
result of rigorous and stressful activities carried out in the study
institutions.

Monthly Income: The mean monthly income of the
respondents was N119,284.30 with 36.1% earning between
¥N101,000 and ¥150,000. It is worthy to note that most of the
respondents earn 200 US dollar per month, this implies that
the respondents are fairly paid in the study institutions
compared to other counters in most developed countries. This
corroborates the findings of Ayansina et al., (2020) that if any
employee earns better in an organisation, it will have a great
deal on their level of commitment in the organisation.

Years of work experience: The mean years of experience of
the respondents was 11.1 years, with 31.7% ofthe respondents
had 6 — 10years of work experience. This result is a clear
evidence that, employees have stayed in the organisation
enough to share theirview on how organisational culture
affects their job commitment in the organisation.

Table 1: Personal Characteristics of the respondents (n=180)

Variables Frequency Percentage Mean
Age

21 — 30years 14 7.8

31 — 40years 82 45.6 38.7years
41 — 50years 65 36.1

> 50years 19 10.6

Sex

Male 101 56.1

Female 79 43.9

Monthly Income

<100000 36 20.0

101000 — 150000 65 36.1 N119,284.30
151000 — 200000 38 21.1

201000 — 250000 19 10.6

251000 — 300000 15 8.3

>300000 7 3.9

Years of work experience

<5 43 23.9 11.1years
6-10 57 31.7

11-15 48 26.7

16 -20 23 12.8

21-25 8 4.4

>25 1 0.6

Data: 2023
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Organisational Culture in the Study Institutions (n = 180)
Table 2 presents organisational cultures of the respondents in
the study institutions. This was examined with 3 domains such
as leadership, norms and values and workloads.

Leadership (x = 3.83)

Leadership regards to perception of individual employees
concerning their work relationship with one another in the
organisation. In any culture leadership is the status that
someone occupy to guide, control, coordinate, motivate and
manage the affair of people under them(Abiona et al., 2022;
Abion et al., 2021; Abiona et al., 2020; Abiona et al., 2019
and Abiona et al.. 2018). Leadership (x = 3.83) is one of the
key factors in any culture that can determine commitment of
any employee in an organization. this result implies that, good
leadership in any institution will bring harmonious working
relationship among the employees, clear communication
between superior and subordinates. This result indicates that
perfect communication between employees will increase their
committed level. It is worthy to note that, smart leaders
changes mode and procedure of work by aiding quick
completion of task among the respondents. Notable scholars
(Adekunle, 2020; Onuegbu and Okeke, 2018; Dalluay and
Jalagat, 2016) said good superior officers must have the skill
of addressing or solving immediate problem which could
bring about positive rewards to the entire organization.
Abionaetal., (2021); Mamza et al., (2020); Adekunle (2020);
Onuegbu and Okeke (2018); Dalluay and Jalagat (2016) and
Babatunde and Emem (2015) were of the opinion that,
working in a stable and saved cultural environment will
propel the employee to be committed to the achievement of

Table 2: Organisational Culture in the Institution
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organisationl goals and objectives. Organsation with good
culture will help the employees to be more productive, happy
and be willing to spend their quality time in building the
image of the organisation (Abiona et al., 2014; Stoetzer, 2010;
Gustafsson et al., 2005).

Norms and Values (x = 3.77)

In any organisation, there are basic rules and principles that
govern work environment within the organisation which
employees must comply with, especially in a goal driven
organisation(Metin and Asli, 2018; Al- matari and Omira,
2017 and Paauwe et al., 2013). Most of the norms and values
are the pointers that guides and directs most of the activities of the
employee in their respective duties.

Workload (x = 3.55)

Workload is the responsibility or task assigned to individual
on a daily basis. According to Agustine and Nawangsari,
(2020); Afzal et al., (2019); Liu et al., (2018)and Paauwe et
al., (2013), workload is one of the factors that depict whether
employee will be committed to an organisation or not. The
result revealed that, workload is the distribution of work is an
equitable among employees which becomes burdensome
when some of the employee and reduce staff productivity. It
is worthy to note that; workload is much when some
colleagues are on leaves or when some display some deviant
behavior which could affect some dedicated staff therefore
reduce their commitment with the organization (Abiona et
al.,2020; Akca and Kiigiikoglu, 2020; Afzal et al., 2019; Lei
etal., 2019 and Liu et al., (2018).

Organisational culture Mean SD
Leadership 3.83 1.26
Norms and Values 3.77 1.12
Workload 3.55 1.26
Data; 2023

Employees” Commitment in the Study Institutions

Table 3 shows major commitment identified among the
respondents of Federal Colleges in Southwest Nigeria as;
career commitment (x = 3.41), individual commitment (x =
4.06), service commitment (x = 4.02) and employees’
satisfaction (x = 3.91). it worthy to note that individual are
committed to their organisation through punctuality, meeting
deadlines and also shouldering the challenges of the
organization by providing adequate solution. This results is in
line with the assertion of notable authors( Abiona et al., 2022;
Syardiansah et al., 2020; Tripathi et al., 2020; Feng et al.,
2019; Ogohi et al., 2019 and Noor, 2018) who were of the
opinion that individual will be committed if they are part of
the visions and missions of the organisation. More so, service
commitment was identified as way by which respondents
were committed to their organisations because of acceptance
of tasks and working towards the target of the organisations.
This results support the findings of Abiona et al., 2021;
Ghiyats and Aulia, 2020; Purnomo et al., 2020 and Abiona
and Oragwu (2019); Nugraha et al., (2018) who were of the
opinion that employees in a profit driven organisation will be
adhered to the service of that organisation based on the project
or assignment at hand. Furthermore, based on individual and
service commitment of the respondents in the study areas, it
was identified that employee’s satisfaction was also one of the
reasons while they are committed to their institutions. That is,
it is difficult for a dis-satisfied employee to be committed and

remain loyal with their organization. Based on this respondent
were committed because they were pleased with the nature
and schedule of task which give them confidence and respect
and peers in other organization. also, most of the respondents
in the study areas were free to take initiative, help to protect
the image of the organisation and reduce most of the deviant
behaviors in their organisations (Bezdrob and Sunje, 2021;
Seema et al., 2021; Wang et al., 2020; Maswani et al., 2019;
Lorincova et al., 2019; Qureshi et al., 2019; Vipraprastha et
al., 2018 and Valaei and Rezaei 2016). It also important that,
if employees are well satisfied with the growth and
development of their career, effective job delivery will be
easier. Based on the observations from the study areas,
respondents were committed seriously to their career
development because they were proud of their profession and
willing to pass it to younger generations. This has helped most
of the respondents to carve niche for themselves which made
more productive and attractive to other organisations. This
results is supported with notable authors ( Abiona et al., 2020;
Bezdrob and Sunje, 2021; Seema et al., 2021; Dai and Akey-
Torku, 2020; Patricia and Asoba, 2020; Rothausen and
Henderson, 2019) who were of the opinion that, most of the
employees in a reputable organisations want to be identify
with their profession which serve as mirror image of the
organisation.
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Table 3: Employees’ commitment
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Employees’ commitment Mean SD

Career Commitment 4.14 0.91
Individual commitment 4.06 0.98
Service commitment 4.02 0.99
Employees’ satisfaction 3.91 1.06

Data: 2023

Implications of Organisational Culture and Employees’
Commitment

The results of linear regression analysis of the components of
organisational culture, personal factors, norm and values and
workloads on employees’ commitment, in Table 4 shows that
all the variables were significantly (p<0.05) contributed to
employees’ commitment in the study locatons. The R? valueof
0.631 indicated that 63.1 percent of variance in employees’
commitment was explained bycomponents of organisational
culture. Examining each component of organisational culture
however revealed that personal factors (8 = 0.77), workloads
(R =-0.24) and norms and values(R = 1.23) have contributed
significantly to employee’s commitment at (p<0.01), (p<0.05)
and(p<0.01) respectively. Beta values for personal factor and
workload are 0.77 and -0.24 respectively, which means that, if
there will be a change of one unit in personal factor, it will
bring about 0.74 increase in employees’ commitment whereas
one unit increase in employees’ work load, will reduce
employees’ commitment by 0.24. There is a direct
relationship between personal factors and employees’
commitment which implies that harmonious working
relationship among the employees enhances their

commitment to the organisation. That is, this result implies
that, working in a stable environment where employees get to
know one another very well helps to facilitate work and
reduces pressure. This finding is in tandem with Macias-
Velasquez et al.(2021); Nasurdin et al.(2018); Turung et
al.(2018); Naidoo (2018); Stoetzer (2010) who opined that
when employees are able to deal or interact with their bosses,
peers, and subordinates very well, this will positively
influences their commitment with the organisation. More so,
the negative significant relationship between workload and
employees’ commitment implies that, the more the workload
of employees, the less their commitment to the organisation.
Notable scholar (Agustine and Nawangsari, 2020; Afzal et al.,
2019; Liu et al., 2018; Paauwe et al., 2013 and Chang, et al.
2010) were of the opinion that, increase workload may lead to
occupational stress for the employees. Also, the assertion of
Abiona et al.,(2020); Akca and Kiigiikoglu, (2020); Afzal et
al., (2019); Lei et al., (2019) and Liu et al., (2018); Chang, et
al. (2010) that unpredicted workload, role overload and
cumbersome job description demoralizes employees which
could also make them to disobey the culture of their
organisation.

Table 4: Implication of Organisational Culture and Employees’Commitment

Predictor Coefficients StandardError T
Constant 43.774 4.500 9.728
Age 0.014 0.06 2.333**
Sex 0.032 0.01 1.784*
Years of experience 0.091 0.08 2.532**
Monthly income 0.372 0.08 1.891*
Personal factor 0. 768 .189 4.062***
Workload -.239 224 -1.98*
Norms and Values 1.230 215 5.716***
R2 0.631
Adjusted R? 0.653
F ratio 10.11

Data: 2023
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will help employeesto increase their performance at work.
The study also concluded that, norms and value were
positively significantly related to employee’s commitment in
the study area. Furthermore, the study concluded that
workload was negatively significant to employees’
commitment thereby decreasing employees’ level of
commitment in the study institutions. The findings of this
study showed that Agricultural organization should focus
more on how to improve the leadership skills of the
employees so as to get them more committed and loyal to
organization.
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