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Abstract: This study investigated self-efficacy, emotional intelligence, achievement motivation and work-value
orientation as predictors of career commitment of bank workers in Imo State Nigeria. Using a descriptive
survey research design, two hundred bankers were randomly selected from ten banks in Owerri, Okigwe and
Orlu Senatorial districts of Imo State Nigeria. The instruments used were: Career Commitment Scale (CCS)
0.87, Achievement Motivation Scale-Revised 0.82, emotional intelligence scale 0.78, General Perceived Self
Efficacy Scale (GPSS) 0.90, and Work value orientation scale 0.88. Three research hypotheses were tested and
Pearson Product Moment Correlation (PPMC) was used to analyse data collected. The result of the study
revealed that the independent variables significantly predicted career commitment of bankers as thus; Self-
efficacy; r (198) = .440, p<.05.; Emotional intelligence r (198) = .528, p<.05. Achievement motivation, r (198)
=.635, p< .05 and work-value orientations, r (198) = .715, p< .05. Therefore financial institution(s) should
make working in the banks more attractive and rewarding by giving bankers good remuneration, condition of
service and appropriate attention to their career needs. If this is done bankers would be motivated to work and
be committed to their career.

Keywords: Achievement Motivation, Career Commitment, Emotional Intelligence, Work-Value Orientation,
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I.  Introduction

Nigeria bank industry is no doubt a major player in the socioeconomic development of the nation.
Research have shown that financial institutions (banks) contributes to the nation’s Gross Domestic Product
(Central Bank of Nigeria - CBN, 2008), and economic growth through its role of mediating between the
economic units that have surplus funds and those that require such funds to support their investment (Ebong,
2006). The sustenance of these noble roles depends on the level of commitment of its employees. Unfortunately,
there has been increasing cases of poor career commitment among bank workers in Nigeria. Observably, it is a
common occurrence in Nigerian banks where, many well dressed workers engage themselves in charting with
their cell phones, gist on unofficial issues, while long cue of customers stand to be attended to by them. This
level of personal-work role conflicts could in turn result to poor attention to official issues, inadequate response
to the daily needs of their customers and general organizational inefficiency. When the personal and social
demands interfere with the domain of work, the employees could experience less affective commitment to the
organization (Ajiboye, 2008). Poor career commitment of bank employees, especially in developing countries
like Nigeria, affects the quality of service, and consequently affects their satisfaction on the job.

One of the greatest contemporary challenge(s) facing organization(s) is engaging the services of
committed staffs that will support the attainment of organizational goals (Morakinyo, 2010). According to
Aborisade and Obioha, (2009) for the goals of an organization to be realized, human resources, amongst the
various factors of production, must be properly utilized to enable employees to generate the needed level of job
commitment for the attainment of the pre-determined objectives. In this regard, the progress and success of such
organizations depends on the performance of its workers. Owing to these contentions, several researchers have
highlighted the importance of workers commitment in organizations. Dixit and Bhati (2012) believe that
employees who are committed to their organization will bring about sustained productivity. Salami (2008) posits
that Organizations need committed workers in order to face the worldwide economic competition. Gbadamosi
(2003) argued that workers commitment enhances performance which leads to organizational effectiveness.
Similarly, Meyer, Allen, Gellatly, Goffin and Jackson (2000) reports that committed employees are more likely
to remain with the organization and strive towards the organization’s mission, goals and objectives. Employees
with high organizational commitment and value self-esteem are motivated to maintain a positive self-perception,
exert effort and engage in goal-directed behavior (Brockner, 1988).
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Although there is proliferation of studies on career commitment and other constructs, but there is
paucity of research which examined combination of variables such as self-efficacy, emotional intelligence,
achievement motivation and work-value orientation as predictors of career commitment of bank workers in
Owerri Imo State Nigeria. Therefore, this study is designed to fill such research gaps in Nigeria. Against this
background, this study investigated self-efficacy, emotional intelligence, achievement motivation and value
orientation as predictors of career commitment of bank workers in Owerri Imo State Nigeria.

Self-efficacy is the belief people have in their ability to perform in a certain way or engage in a specific
behaviour to achieve their desired goals. It is the belief that people are able to perform the actions required to
manage difficult or novel tasks and to cope with the adversity associated with demanding
situations (Bandura, 1997; Ivancevich, et al., 2005; Kreitner & Kinicki, 2004). Virginie and Marc (2010)
investigated the effect of national culture value and self-efficacy on organizational commitment in Haiti. The
result of the study showed that self-efficacy is highly significant, and is the main predictor of organizational
commitment. Perceived efficacy plays a key role in human functioning because it affects behaviour not only
directly, but by its impact on other determinants such as goals and aspirations, out come expectations and
perception of impediments and opportunities in the social environment (Bandura, 1995, 1997). They also
influence the course of action people choose to pursue the challenges and goals they set for themselves and their
commitment to them, how much effort they put forth in given endeavors, the outcomes they expect their efforts
to produce and how long they persevere in the face of obstacles. Masood, Rabia and Kashif (2013) found that
self-efficacy is fundamental to positive organizational results such as organizational commitment and job
satisfaction. Self-efficacy influences emotional response of individuals. Jobs become more enjoyable when
individuals are more competent and confident (Hartline and. Ferrell, 1996.). Moreover, self-efficacy also makes
employees more confident due to its underlying basic regulatory skill to resolve conflicts that might arise with
colleagues, to overcome dissatisfaction, deriving more job satisfaction (Bandura, 1977).

Also, emotional intelligence has been found to be predictive of human behavior. It is the ability to
perceive and express emotion, assimilate emotion in thought, understand and reason with emotion and regulate
emotion in the self and others (Mayer et al., 2000). In this regard, Cherniss (2001) reported that emotionally
intelligent people display cooperation, commitment and creativity which are important for organizational
effectiveness. Emotional intelligence (EI) has been linked to job performance and emotional labour (Prati, 2003;
Law et al., 2004). Understanding and regulation of one’s emotions as well as understanding other’s emotions are
factors that affect intrapersonal well-being and interpersonal relations which also affect workers. Some
researchers found that emotional intelligence was positively correlated with organizational commitment of some
workers (Carmeli, 2003; Nikolaou and Tsaousis, 2002; Rozell et al., 2004). Therefore, it is expected that
workers having high emotional intelligence will also be highly committed to their organizations.

Thus, achievement motivation is the desire to perform in terms of a standard of excellence or to be
successful in competitive situations. Persons who have high need for achievement (nAch) assume personal
responsibility for the solution of tasks or problems, set moderately difficult goals, take calculated risks, and have
strong desire for feedback on their performance as indexed by compensation (Lawson & Shen, 1998). Previous
researchers found significant relationship between need for achievement and organizational commitment (Dodd-
McCue and Wright, 1996; Mannheim et al., 1997). Most researchers agree that motivation is important in work
organizations; and that individual employees attempt to satisfy many needs through their work and through their
relationship with an organization (Li, 2006). Hence employees with high need for achievement will likely to be
more committed to their organizations.

Tahir. et.al (2008) reports that significant relationship exist between motivation and employees
performance. Motivation approaches definitely satisfy the needs of the employees and in return, the employee
repays it through their hard work. Identifying the needs and answering it is the most basic approach of every
organization to earn the commitment of the employees (Chughtai, 2008). With a well motivated workforce, an
employee’s performance can be manifested on the organizational effectiveness, which allows the individuals to
focus on the development of their work, in terms of behaviour, skills and knowledge, ethics and effectiveness. It
has been noted that motivation tends to energize the workforce which can result in their expected job
performance (Byham and Moyer, 2005). Again, the motivational process increases or influence the job
performance and other work outcomes of an individual that can reach to the employees’ outmost performance
and even their jobs satisfaction (Strain, 1995 and Chughtai, 2008).

Also, Malka and Chatman (2003) defined work value orientations as ‘work-related reinforcement
preferences, or tendencies to value specific types of incentives in the work environment. Thus, work value
orientations are individual preferences rather than ‘ought standards’ that should be preferred (Dose, 1997).
Intrinsic and extrinsic work value orientations probably give rise to the formulation and pursuit of intrinsic and
extrinsic work goals, respectively. Work goals are more specific than work value orientations because they refer
to a particular object or end state that is pursued (Oishi, Schimmack Diener, & Suh, 1998; Schwartz, 1994),
whereas work value orientations are more general and abstract, because they reflect employees’ general
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preferences towards their jobs. In tandem with many other value researchers (De Witte, 2004; Grouzet et al.,
2005; Rohan, 2000; Schwartz, 1994), work goals are considered to be expressions or manifestations of higher-
order work values.

Sock and Mui (2012) investigated the preferred work values and career commitment of Generation Y
teachers in Malaysia, as well as the moderating effect of cultural orientation on the work values-career
commitment relationship of Generation Y teachers. The finding indicates that work values explain 17% of the
variance of career commitment. In addition, intrinsic work values are correlated to career commitment at r = .36.
Cultural orientation is also found to have significant impact on the work values-career commitment relationship
of Generation Y teachers. Thus, Shahid, Asif, Mohammad, Muhammad and Ansir (2012) reports that the
prominent player in determining the career salience was culture. Culture was a combination of values, beliefs
and norms and it is shared among the individuals. Value orientation in any organization mostly focused on
internal system of organization and looking for competitive advantage, it encouraged openness to new thoughts
and prepared internal capabilities to adopt new ideas, process, or product successfully. Therefore, it is the
motivation of this study to investigate the predictive effect of self-efficacy, emotional intelligence, achievement
motivation and work-value orientation on career commitment of bank workers in Imo State.

Theoretical Framework

This study is anchored on Meyer and Allen (1997) three-components model (TCM) of organizational
commitment. The model argues that organizational commitment has three distinctive components: The
affective, continuance and normative commitments. The affective commitment is the individuals’ emotional
attachment to an organization. If employees have a high level of affective commitment, the employees will
enjoy their relationship with the organization and are likely to stay. Similarly, the continuance commitment is
the degree with which the employees believe that leaving the organization would be costly (Meyer &
Herscovitch, 2001). Thus, employees with high level of continuance commitment will stay with an organization
because they feel that they must stay. For example, they may feel quitting the job may lead to an unacceptable
length of unemployment. On the other hand, they may feel that they will lose a certain degree of status if they
leave a well-respected organization such as a top law firm, a well known bank or research company.
Furthermore, normative commitment is degree the employees feel obligated to the organization or believe that
staying is the right thing to do (Meyer and Allen, 1997). Thus, the application of this model to the present study
is crucial as it will offer the opportunity for understanding the functional components that could determine an
individual’s commitment in any work environment. The bank, therefore, is a very important sector of the
economy involved in various developmental functions. As such, the progress and success of the bank industry in
delivering these noble functions, practically depends on their employees level of commitment to work. In this
regard, the three component model (TCM) provides the bases for understanding workers commitment in
organizations.

Purpose of study

The purpose of this study is to investigate the predictive effect of self-efficacy, emotional intelligence,
achievement motivation and work-value orientation on career commitment of bank workers in Imo State. A
combination of these variables has not been used to investigate the career commitment of bank workers.
Therefore, this study is crucial because it will provide an insight on the relevance of these variables to career
commitment of workers.

Hypotheses

There is no significant relationship between self-efficacy and career commitment of bank workers.

There is no significant relationship between emotional intlligence and career commitment of bank workers.
There is no significant relationship between achievement motivation and career commitment of bank workers.
There is no significant relationship between work-value orientations and career commitment of bank workers.

II. Methodology

Research Design

This study adopted a descriptive survey research design in which the researcher cannot manipulate the
variable of interest. Questionnaire was the instrument used to collect data from the respondents on the studied
variables. The population for the study consists of all bank staff in Imo State Nigeria. A total of 200 participants
were used for the study. The number comprises of twenty (20) staff male and female randomly selected from ten
(10) banks in owerri, okigwe, and orlu senatorial districts of Imo State. This number amount to two hundred
(200) staff used for the study.
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Instruments

Career commitment was measured using a Career Commitment Scale (CCS) developed and validated by
Carson and Bedeian (1994), based on the conceptualization and definition of career commitment as ones
motivation to work in a chosen vocation. The scale consists of twelve (12) items designed on a 5-point likert
format ranging from strongly disagree to strongly agree. Increasing scores imply higher career commitment
while decreasing scores imply the converse. The scale has reported an internal consistency of 0.76 and a
reliability of 0.87 using a two week test re test procedure. Some of the items on the scale are (1) My Line of
work/career field is an important part of who I am (2) I do not feel emotionally attached to this line of
work/career field. (3) I strongly identify with my chosen line of work/career field.

Achievement Motivation was measured using the Achievement Motivation Scale-Revised (Lang & Fries,
2006). The AMS-R consist of 15 items with a 5-point rating scale and internal consistencies of .69 and .82,
respectively. The AMS-R is based on ideas by McClelland. This scale assumes that achievement motivation can
be viewed as a trait.

Emotional intelligence was assessed with emotional intelligence scale developed by Shutte, Malouff, Hall,
Haggerty, Cooper, Golden and Dornheim (1998): It is a thirty-three (33) item scale structured on a 5 point likert
format ranging from Strongly disagree (1) to Strongly agree (5). High score indicated increased level of
emotional intelligence, while low scores indicated decreased level of emotional intelligence. The scale reported
reliability co-efficient Cronbach alpha of 0.78 using a two week test re-test reliability technique (Shutte et al,
1998). Examples of items on the questionnaire are: 1) I am aware of my emotions as I experience them; 2)
When [ am in a positive mood, solving problems is easy for me; 3) I like to share my emotions with others; 4) I
have control over my emotions etc.

General Perceived Self Efficacy Scale (GPSS) developed by Schwarzer and Jerusalem (1995) was used to
assess the self efficacy of the participants. It is a 10 item statement using a four point scale ranging from (1) Not
at all true to (4) Exactly true. The scale reported high internal consistency with a cronbach ranging from .75 and
.90 (Schwarzer & Jerusalem, 1995). Examples of items on the questionnaire are: 1. I can solve most problems if
I invest the necessary effort as a banker 2. I can handle whatever comes my way as a banker, etc

Work value orientation of participants was measured using intrinsic and extrinsic work value scale by Knoop
(1994). The scale contains eight items that represented intrinsic and extrinsic work values. Most of the four
intrinsic work value items (i.e. ‘an opportunity to use initiative’, ‘a job that is interesting’, ‘a job that meets
one’s abilities’, ‘a responsible job’) and most of the four extrinsic work value items (i.e. ‘good pay’, ‘good job
security’, ‘not too much pressure’ and ‘generous holidays”) are identical to items used in previous research (Ros
et al., 1999). Participants reported the extent to which they valued each of them (1 4 important; 0 % not
important). The scale reported reliability co-efficient Cronbach alpha of 0.88.

Procedure

The researchers seek the permission of the management and staffs of the banks used for the study. The purpose
of the study was equally explained to them after which the instruments were administered on them and collected
back.

Method of Data Analysis

The data collected were analysis using Pearson Product Moment Correlation.

III.  Results
Hypothesis One
There is no significant relationship between self-efficacy and career commitment of bank workers.

Table 1. PPMC summary showing significant relationship between self-efficacy and career commitment
of bank workers.

Variables N Mean SD R Df P
career commitment of bank workers 200 41.23 10.23 440 198 Sig
self-efficacy 200 24.34 4.92

Table 1 shows that self-efficacy significantly correlates with career commitment of bank workers r (198) = .440,
p<.05. The mean and standard deviation for self-efficacy is 24.34 and 4.92 respectively. With this result the Ho:
is thus rejected.

Hypothesis Two
There is no significant relationship between emotional intelligence and career commitment of bank workers.
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Table 2 PPMC summary showing significant relationship between emotional intelligence and career
commitment of bank workers

Variables
career commitment of bank workers
emotional intelligence

N
200
200

Mean
41.23
45.51

SD
10.23
11.19

R
528

Df
198

P
Sig

Table 2 shows that emotional intelligence correlates with career commitment of bank workers r (198) = .528, p<
.05. The mean and standard deviation for emotional intelligence is 45.51 and 11.19 respectively. With this result
the Ho: is thus rejected.

Hypothesis Three

There is no significant relationship between achievement motivation and career commitment of bank workers.

Table 3. PPMC summary showing significant relationship between achievement motivation and career
commitment of bank workers

Variables N Mean SD R Df P
career commitment of bank workers 200 41.23 10.23 .635 198 Sig
achievement motivation 200 52.15 16.14

Table 3 shows that achievement motivation significantly correlates with career commitment of bank workers, r
(198) = .635, p< .05. The mean and standard deviation for achievement motivation is 52.15 and 16.14
respectively. With this result the Ho: is thus rejected.

Hypothesis Four
There is no significant relationship between work-value orientations and career commitment of bank workers.

Table 4. PPMC summary showing significant relationship between work-value orientations and career
commitment of bank workers

Variables N Mean SD R Df P
career commitment of bank workers 200 41.23 10.23 715 198 Sig
work-value orientations 200 54.28 18.11

Table 4 shows that work-value orientations significantly correlates with career commitment of bank
workers, r (198) =.715, p<.05. The mean and standard deviation for work-value orientation is 54.28 and 18.11
respectively. With this result the Ho: is thus rejected.

IV.  Discussion of the Findings

The study indicates that self-efficacy significantly correlates with career commitment of bank workers r
(198) = .440, p< .05. This suggests the fact that when bank workers are self-efficacious, they tend to be more
productive, result oriented and committed to their career. This is in line with Virginie and Marc (2010) assertion
that self-efficacy is highly significant, and is the main predictor of organizational commitment. Perceived
efficacy plays a key role in human functioning because it affects behaviour not only directly, but by its impact
on other determinants such as goals and aspirations, out come expectations and perception of impediments and
opportunities in the social environment (Bandura, 1995, 1997). Self-efficacy also influence the course of action
people choose to pursue the challenges and goals they set for themselves and their commitment to them, how
much effort they put forth in a given endeavor, the outcomes they expect their efforts to produce and how long
they persevere in the face of obstacles. Masood, Rabia and Kashif (2013) found that self-efficacy is
fundamental to positive organizational results such as organizational commitment and job satisfaction.
Likewise, Dixit and Bhati (2012) believe that employees who are committed to their organization will bring
about sustained productivity. Salami (2008) posits that Organizations need committed workers in order to face
the worldwide economic competition.

The result of the study shows that emotional intelligence correlates with career commitment of bank
workers r (198) = .528, p< .05. This development indicates that for employees to enjoy their job and be
committed to it, they need to develop and express emotional intelligence competence. Working in the bank
requires a banker to have the capacity to understand their clients emotions, feelings and be sensitive to their
verbal and non verbal attitudinal and behavioural dispositions. If this quality is lacking, bankers could
experience frequent frustrating conflict with their customers and this could negatively affect their commitment
to their job. Thus, emotional intelligence has been found to be predictive of human behaviour. It is the ability to
perceive and express emotion, assimilate emotion in thought, understand and reason with emotion and regulate
emotion in the self and others (Mayer et al., 2000). In this regard, Cherniss (2001) reported that emotionally
intelligent people display cooperation, commitment and creativity which are important for organizational
effectiveness. Emotional intelligence (EI) has been linked to job performance and emotional labour (Prati, 2003;
Law et al., 2004). Understanding and regulation of one’s emotions as well as understanding other’s emotions are
factors that affect intrapersonal well-being and interpersonal relations which also affect workers. Some
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researchers found that emotional intelligence was positively correlated with organizational commitment of some
workers (Carmeli, 2003; Nikolaou and Tsaousis, 2002; Rozell et al., 2004). Therefore, it is expected that
workers having high emotional intelligence will also be highly committed to their organizations.

Also, the result of the study revealed that achievement motivation significantly correlates with career
commitment of bank workers, r (198) = .635, p< .05. This implies that when bank workers achieve their daily
target or meet departmental or organisational goal expectations they could feel that sense of fulfilment,
accomplishment and satisfaction. In view of these, they would be committed to their career and career
advancement. Thus, achievement motivation is the desire to perform in terms of a standard of excellence or to
be successful in competitive situations. Persons who have high need for achievement (nAch) assume personal
responsibility for the solution of tasks or problems, set moderately difficult goals, take calculated risks, and have
strong desire for feedback on their performance as indexed by compensation (Lawson & Shen, 1998).
Researchers found significant relationship between need for achievement and organizational commitment
(Dodd-McCue and Wright, 1996; Mannheim et al., 1997).

Furthermore, the findings of the study shows that work-value orientations significantly correlates with
career commitment of bank workers, r (198) =.715, p<.05. This implies that the kind of value experienced and
expressed at work environment has positive or negative implication on workers level of commitment to their
career. In support of this contention is Sock and Mui (2012) report of the fact that work values explain 17% of
the variance of career commitment. In addition, intrinsic work values are correlated to career commitment at r =
.36. Cultural orientation is also found to have significant impact on the work values-career commitment
relationship of Generation Y teachers. Also, Shahid, Asif, Mohammad, Muhammad and Ansir (2012) reports
that the prominent player in determining the career salience was culture. Culture was a combination of values,
beliefs and norms and it is shared among the individuals. Value orientation in any organization mostly focused
on internal system of organization and looking for competitive advantage, it encouraged openness to new
thoughts and prepared internal capabilities to adopt new ideas, process, or product successfully.

V.  Recommendation
Based on the findings of this study, the researchers wish to make the following recommendations:

Financial institution(s) should make working in the banks more attractive and rewarding by giving
bankers good remuneration, condition of service and appropriate attention to their career needs. If this is done
bankers would be motivated to work and be committed to their career.

Bankers should ensure that they develop positive attitude to their career by being ethical, selfless and
attentive to the needs of their customers and adhere to the challenging demands of their job by being
emotionally literate in their relationship with others.

The bank authorities should ensure that their employees are not unnecessarily stressed with work
overload as this could lead to the experience of occupational stress and burnout whose consequence more often
than not has negative implication on employees well-being.

VI.  Conclusion
The economy growth of any nation requires the function of an effective financial sector that would help
stimulate economic activities. Therefore, it is necessary that the banking industry and their employees are giving
the needed support to function efficiently as to enhance societal growth and sustainable development.
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