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competitive edge. 

•  

whose main connection to the organization is hinged on continuance commitment stay put because 
the workers need to do so.  Andrew 2 0 1 7  in his study reported that staff commitment, that is, 
affective, normative and continuous commitment  are s ignificantly associated with organizational 

McMahon quoting (2007' Allen and Meyer 1990 ;  put forward a three-component representation of 
organizational commitment to include affective (emotional, commitment, continuance 
continuation commitment, and normative as a rule commitment. 

Affective commitment involves staff emotional connection to an organization. A Worker's 
emot ional  connection to, involvement and identification with an organization i s  affective 
commitment. The workers who are working on affective basis w i l l  continue to work for their 
establ ishment because it is  their desire to do so. Their staying with the establishment noted 
Wolowska (2 0 1 4,  is because they see their individual employment connection as compatible with 
the goals and what the organization represents. 

Continuance commitment on the other hand refers to staff feeling of responsibil ity to remain with 
the organization no matter the circumstance. According to Meyer, Stanley, Herscovitch 
Topolnytsky (2 0 0 2) ,  continuance commitment has to do with a worker's understanding the cost 
associated with his leaving his present organization. Continuance commitment is mathematical by 
nature due to weighing of costs together with the danger associated with departing the present 
organ izat ion .  Meyer, Stan ley, Herscovitch and Topolnytsky 2002 noted further that workers 

longing to sustain organizational membership. 

B i n  Dost, Ahmed, Shafi, & Shaheen [2 0 1 1  and AL-Jabari and Ghazzawi [2 0 1 9  believed that a 
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comes to factors that contribute to turnover B in Dost, Ahmed, Shafi, & Shaheen, 2 0 1 1 %  
Organizational commitment 
establ ishment and its goa ls .  
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Also, talk about the frustrations that workers encounter in their workplace and make them to proffer 
consumer, and once taken care of increases staff 

• 

29 

Library leaders should distribute authori with members in order to influence actions in the 

Managements' should exhibit commitment to their workers via showing constant and genuine 

to their library. When the workers feel at home and comfortable, they will put in more effort 
• 

towards the library and tend to remain a member of the library for a long time . 

•  

satisfaction as well as energy to work. 
Feel ing a Fit with the Library 

Being more productive, wil l ing ess to develop and aligning well with colleagues are characteristics 
of workers who receive energy from their work Wainwright, 2 0 1 9 .  T o  enable workers gain 
energy from what they are doing, management should guarantee a correct match between workers 
and their job. If there is a mismatch, training should be provided to take care of the lapse. If the 
mismatches continue for a long time, effort should be made to assist workers find another suitable 

work within or otherwise. 

•  

The influencers include: 

Clear Library Goals 
Knowing the companies objectives helps employees cooperate more efficiently with one another 
and further, reduces the time and resources wasted on issues that do not have any bearing on the big 
picture. Allow each section/each team to interpret the organizational goals to form their own goals. 

•  

This will make every thing more specific and enables the goals to be aligned to one another. 

Gaining Energy from ork, 

•  

Organizational commitment has positive effects, such as feelings of attachment, affiliation, 
ownership and citizenship behaviour which enhances organizational effectiveness Dixit, & Bhati, 

•  

'  

2 0 1 2% .  According to Kimpakorn and Tocquer 2007 and Asiedu, Owusu Sarfo and Adjei 2 0 1 4 %  
employee commitment concept as a rule is measured through job performance as wel l  as with the 
rate with which workers consider turning over or not in the establishment . 
How to Increase Employee Commitment 
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were chosen for the research. Stratified and quota sampl ing method were used to arr ive at I 5 0  
l ibrar ians for the study, though 1 2 8  of them responded to the questionnaire that was used for the 

Method 

The study des ign was descr ipt ive survey des ign .  Th i s  design was adopted because i t  would enab le  
the researcher to de te rm i ne  the current  status of the extent of organizational commi tment  of l ibrary 

�  �  

staff i n  N iger ian  un ivers i t ies .  The researcher found that it was not poss ib le  to co l l e c t  data from the 
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Number of Respondents Items 

C l e a r  l i b r a r y  goals 
F e e l i n g  a  fit w i th  the l i b r a r y  
G a i n i n g  energy from work 

SIN 

Adapted from Wainwright  2019  

4 .  A w o r k  e n v i r o n m e n t  that i s  c h a l l e n g i n g  
5 .  L e a d e r s h i p  styles 

3 .  

I  .  

')  

reward needs addressing.  

According to Tella,  A y e n i ,  &  P o p o o l a  (2 0 0 7) ,  to increase organizational commitment level, there 
must be enhanced communication, training programmes, education, as well  as initiatives to enhance 

Researches on commitment presented strong indication that affective as well as normative 
commitments are completely related while continuance commitment is not posit ively associated 
with organizational outcomes - effectiveness and cit izenship conduct Al-Jabari, & Ghazzawi, 
2 0 1 9% .  As a result of th is  finding,  it i s  necessary that library managers should note down their staff 
comm i t ment  pattern and put up a l i ne  of action for enhancing those var iab les that are significant to 
l ibrary objectives. MacMahon (2007' reported that age posit ively correlated with normative and 
affective commitment, but not so with continuance commitment. Again, MacMahon [2007 citing 
Meyer and Al len  1 9 9 1 ),  in a confirmatory factors analysis reported that job satisfaction and 
organizat ional  commitment among workers s ignificant ly predicted job characteristics, promotion, 
sat isfaction, extr ins ic and intr ins ic exchange, inc lud ing extrinsic and intr ins ic reward. These factors 
were related to organizational commitment and could help in sustaining the result of this  present 

study.  

though a strong association between job satisfaction and organizational commitment was found 
ear l ier ,  more recent investigation a l luded to the notion that commitment arises because of 
satisfaction. Yet, a good number of previous researches treat commitment and satisfaction 

differently, part icular ly as it concerns downsiz ing in modern day organizat ions .  

Staff work attitudes such as organizational commitment and job satisfaction seem to be of interest 
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