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ABSTRACT

The most important asset of any business is its peoptiriag the employees are working at
their greatest potential enhances productivity and efficiesitiyough many issuesninhibit and
restrict an employee from working at their prime. Thigdg examines the relationship between
employee assistance programmes and employee commitmeeposit money banks in Rivers
State. The focus was on three major employee commithypes affective, normative, and
continuance commitment. The study was guided by three cbsebjectives. Literatures on the
concept of employee assistance programme, employee tmemh normative commitment,
continuance commitment and affective commitment werergwigwedn the study; and the study
was anchorednthe Social Exchange Theory. Accordiaghe study's findings, the organization's
employee assistance scheme policy netedbe carefully reviewedto make sure all of its
motivational strategies are successful. Baseithe findingsof the study, it was recommended that
Deposit money banks are encouratgeprovide fair employee assistance programmes for warkers
as happy workforce tends to be more committed and work hgvdtbgg in their best to achieve
organizational goals, Deposit money banks should havesia bat of Human Resource (HR)
polices in place that are intended to promote emplayekare, such as an effective safety
management system, employee pension scheme, in oriderdase the level of commitment of
their employees, amongst others.

Keywords. Employee assistance programmes, employee commitragettive commitment,

normative commitment, continuance commmitment.

1. INTRODUCTION

Any company's most valuable resource is its workforce. Atghonumerous factors can hinder
and prohibit a person from working at their best, ensutitay they are doing so increases
productivity and efficiency. Physical and psychologicabdiers are among these challenges, and
both employees and employers neat risk. These issues manifestabsenteeism, presenteeism,

stress, burnout, illness, and disability. Accordiaoglosuah (2012), numerous workshops,
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publications, and counseling activities may be offered to st&fé members' awareness of these
problems and their coping mechanisms. According to Attridgearal, Bjomson, Goplerud,
Herlihy, McPherson and Teems (2010), work organizations caimme or resolve these issues
by implementing an employee assistance program (EARpIdyee assistance programs (EAPS)
are initiatives sponsored by the employer with the gbassistingn the resolutiorof a varietyof
workplace issues. The source of these problems can b#heersonal or work related. Hence,
EAP typically provides screening, assessment, brief iatgion, referrals to other services and
case managements with longitudinal follow up for thesdlpms.

According to Steele (1998), EAP are work-based program®peatite within a workplace with
the aim of recognizing distressed employees, inspiringn tfeefind solutions, and giving those
employees who require these services adoessunselingor treatmentln the same vein, EAR
saidto have evolved in responseinfluences within and outside the workplace, into a diveese
of service groups with distinctive structure and serviée&P is defined by the Employee
Assistance Professional Association (EAPA, 2010) as the argdnization resources that make
use of particular key technologies to improve employeevaorkplace performance through the

prevention, detection, and resolutioipersonal and productivity concerns.

The Employee Assistance Program (EAP) is an emplspensored service designed to address
personal or family issues, such as mental health, sulbstngse, various addictions, marital
issues, parenting issues, emotional issues, and finandglal concerns, according Employees'
Assistance Society of North America (EASNA) (2010). Accordinge&SNA (2010), EAP
services are often offered by employers to their staffare intended to help staff members get
support for these issues so they may continue workindgbaimg) productive. EAPA went on to
define EAPas"a worksite-based program" intendedhelp (a) organizations address productivity
issues and (b) employee clients identify and addressparconcerns, such as, but not limited to,
health, marital, family, financial, alcohol, drug, legamotional, stress, or other personal issues

that may affect employee commitment.

Organizations are struggling performat their best levein today's rapidly changing business
environment and fierce global competition. Today, it is believed that emptoyemitment
is a natural process for people and companies to work well (Armstrong, 2012). Organizations

make a loof effortto encourage employee dedication. They are enhancing employee loyalty
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by employing various techniques. It is not unexpected that one of the keysfattan
organization's success is employee dedication. This is due to the desire efngéayee to
achieve his or her level of self-actualization motivation (Dorenbosch l&hggen, 2006).

Employers must therefore develop employee help progm@mmsrease commitment.

Accordingto Guest (2012), commitmerd a socio-psychological condition characteribgd

a strong identification with one's place of employment and acceptance of thezatigats

aims and values. This means that effective commitment is evidence in an employer’s or an
employee’s emotional and total attachment to, identification with, and involvement in, the
organization that he/she finds himself/herself. The model createdelpgrMnd Allen is one

of the ones that has inspired the most research on employee commitmentT@@estinguish
between the different types of commitment, they gave them the namesvafterhimitment
(want to stay), continuation commitment (perceived costs of quitting), and mgema
commitment (felt obligatioto stay). Accordingo them, a single employee may exhibit more
than one of each type of commitment. When someone has an affective commitmesrte they
motivated to carry out a plan of action. It alludes to workers' sentimegsatoti affiliation

with, and participation in the company. Because leaving an organization would be expensive,
an employee with a continuous commitment wishes to maintain their relagiongh it.
Additionally, he or she might be without any other options. The third tygeramitment is
normative commitment, in which individuals believe they have a duty tonactparticular

way given how much the organization has invested in them. Employees that dataonstr
strong emotional commitment will be driven to perform at higher levels andlagetmore
significantly to the organization than those who demonstrate continuous or normative
commitment (Meyer & Allen, 1991). Employees are deemedbe dedicatedio an
organization, according to Sharma and Bajpai (2010), if they are willing tongrdheir
relationship with the organization and make a significant eff@thieve organizational goals.
Higher levels of performanca the individual and organizational levels would result from the
high levels of effort put forthy workers who have a high levafl organizational commitment.
Performance here refers to the benefits emanating from shares and those from the functioning
and operational activities of a firm or organisation (Rouf, 2012). For perfornmtanbe

effective, employers haue recognize the regiment desires and needs of the employees and
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how to make them worlasa teanin a diversified environment.

With respecto the influenceof employee assistance programmegmployee commitment, Kabir
and Parvin (2011) asserted that, to ensure the achieveménh @oals and improvement of
organizational performance, organization must createstasse programsto engender
commitment and cooperation within its employees throughcipslithat facilitate employee
satisfaction. Human resource satisfactisn closely relatedto highly motivated workers.
Employees who are motivated eventually become toyhle companyr devoteo it, which leads

to higher productivity, performance, and lower turnover rates(2009) also pointed out that
workers who feel committed to their jobs are less incliedisengage and more receptive to
change. Therefore, it is undeniable that these ideats s@ have potentially major repercussions

for a coreof devoted people who serve as the foundatioorganizational life.

Additionally, workers that achieve a high leséemployee commitment frequently feel extremely
happy and content in their positions and help to raisena@af@onal performance. Peace and
Mohammed (2014) also established that employees with higindément to an organization see
themselves as an integral part of the organization. Anythisigthreatens the organization is an
imminent danger to them as well. These workers actively caigriio the organization's mission
and values and are always looking for ways to improve theaik.wo essence, devoted workers
do their duties for the company as if it were their own, Wiroproves organizational success.
Additionally, Ehijiele (2018) discovered that affective, notie® and continuance commitment
all significantly affect organizational performance. Aseault, organizations must demonstrate a
high levelof commitmento their employeed they want to instill a sensd commitment in their
workforce. As a result, businesses must ensure thatetimpioyees are fully content by offering
the essential components and remedies that addresptéssing problems and advance their

wellbeing because doirgp will enhance the businesses' overall performance.

Statement of the Problem

Organizations are obligated to implement effective intergarprograms to enhance the quality
of the working lives of their workers given the currentogloproblems and workplace demands.

An Occupational Alcoholism Program (OAP), which offered suppmmvorkers with alcohol-
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related concerns like absenteeism and poor performammxg other things, first appeatadhe
1940s in the United States of America (Daniels et al., 2005)Idyers are helped by EAPs with
issues that employees encounter frequently. The progretasle a range of topics pertaining to
emotional and personal issues. The most frequent issuedanmarital issues, health ailments,
stress, and despair, among others. The organizationabemeént, social variables, intrinsic and
extrinsic factors, and social factors all have an thpaemployees' qualitgf work life. In order

to address employee well-being and achieve the crucial aggamal milestonesf performance,
productivity, and end outcomes, EAPs are the criticalstobhese interventionary programs'
advantages are economical since they address the root ohgsbpar performance. As a result,
this study will look into the connection between Riverge€dadeposit money banks' employee

commitment and their employee support program.

Aim and Objectives

The main goal of this research is to determine the raktiip between employee assistance
programmes and employee commitment in deposit moneyshanRivers State. The specific

objectivesof the study will include the following;

1. To determine the relationship between employee assisianoggammes and affective

commitmentin deposit money banks Rivers State;

2. To determine the relationship between employee assisfaogeammes and normative

commitmentin deposit money banks Rivers State;

3. andto determine the relationship between employee assisfaocgammes and

continuance commitmeirt deposit money banks Rivers State.

Theoretical Framework

Social Exchange Theory is one of the theoreticahéaorks used in this investigation. This
hypothesis served as the study's theoretical framework tAddry is discussed in this section as

follows:

Social Exchange Theory

WWw.ijrp.org



Onyah, Enubiaka Innocent / International Journal of Research Publications (1JRP.ORG) @ IJ RP. 'ORG
ISSN: 2708-3578 (Online)
215

The social exchange theasjthe most effective tool for illuminating the signifit@eof employee
commitment. The social exchange hypothesis is based encanomic view of human behavior,
accordingo which interpersonal interactions are driven by the dé&simaximize gains and reduce
losses. According to the fundamental tenet of the seg@tange theory, relationships that offer
more benefits than costs will result durable mutual trust and attraction (Blau, 1964).
Additionally, these social interactions include botmetary gains and psychological benefits like
prestige, loyalty, and approbation. For instance, inwoekplace, a supervisor may give a
subordinate support and financial incentives in exchangéh@subordinate's competence and
personal sacrifices. Turnovierthe organization has been the behavioral correlatemmitment
that has been examined the most. This emphasis on turrtbeeigh, might be a mistake.
Employees must consistently complete their taskdandilling to engage in activities outsiadé
their roles in order for an organization to functiofeetively (Organ, 1988). Therefore, it makes
sense to infer that the type of commitment employegsréence will have an impact on their
willingnessto contribute to the efficacy and performancetaf business.

Employees who aspire to belong to the company (afflecommitment) may be more motivated
to work hard for it than those who must belong (continuaeecemitment) or feel compelled to
belong (normative commitment). It's interesting to ndi&t tmost research using measures of
affective commitment has found positive connectiong/éeh commitment and performance. It's
feasible that a duty to stay comes with a duty to dauntej in which case normative commitment
would likewise favorably influence effort and output. Thielihood that commitmento
perseverance would improve performance is probably the lowestiolfees that stay with the
company solely out of necessity may not see much of avation to go above and beyond what
is necessary to stay a member of the company. Empglogquire personnel who are prepared to
go above and beyond the call of duty and exhibit extrabel@avior (Gilbert & Konya, 2020).
Affective commitment strongly influenced the predictiof concern for quality, sacrifice
orientation, and willingness to share information, accortlingesearch by Randall, Fedor, and
Longenecker (1990). Continuity commitment did not significaimtigrove the prediction of any
of these behaviors, and normative commitment only helpitd the prediction of sacrifice
orientation. Thus, these results support the idea tleathtike components of commitment have

different effects on behavi@t work other than turnover.

Conceptual Review
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Employee Assistance Programme

The stressful challenge$ sophisticated technology, work and family life demandg ttmmmutes,
and the ever changing economy, amongst others, demand Itognpeanges to be made at the
workplace. Hence, employees need to be accommodated footheiqur of optimal workplace
performance, productivity and business goals, including thenmmzation of quality and keeping
low costs. Employees must find a balance between thesopal and professional lives since
businessem both the public and private sectors must value their wockf Employee Assistance
Programs (EAPs), a valuable business strategy, provide n@amicesto enhance overall
organizational performance, including the assurafcgiality and efficient service and customer
satisfaction. The levalf pleasure and contentment among employees hasralideveffect on the
workplace. Additionally, they feel good about themselwdsch improves employee morale, job
satisfaction, inspires workers, and lowers staff turno&ecording to Bunn (2010), EAPs are of
importanceo forward-thinking employers and these programs cantheipto address the main
reason for lost performance. An employer with anldistaed EAP unit can offer, attract and
improve talent more than employers withanEAP (Grobler et al., 2006). Additionally, achieving
engaged workers, excellent performance, organizational greidyand job happiness are goals.

The study was carried ot a municipalityin KwaZulu-Natal, South Africa’'s public sector.

Other principles of EAPs entail mutual understanding betwegmagement and union; and also
complementing the confidentiality of data; dealing with pdgls emotional, matrimonial or
domestic distress (Bar-Cohen, 2014); including legal oret@y problems; numerous addictions;
issues of harassment; job-related strain or job ainfiurthermore, companies need to take
cognizance of reduced company costs, retaining valued employees, employees’ behavioral well-

being and resolving work-related problems.

The concept of "quality of work life" is connected to arpmee’s happiness at work., including
employee satisfaction, physical and psychological hedfforkers and enhancing productivity of
both workers and the organization. The reseaf@@WL attracted interesh the 1990s, ani has
since raised concerns among organizations and their pesplerces over work satisfaction and
organizational success (Sinha, 2012). According to Sirgy €2@01), QWL indicates the impact
of the workplace on work life satisfaction, satisfaction in ‘non-work life domains’, and also

satisfaction with overall lifeAn employee's QWL and working experience improve their healt
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and psychological well-being (Srivastava, 2007). It is argetiihere managers and employees
can create trust. The idea behind work-life balance is thdfjgiaand personal life should not be
considered as competing concerns. It is envisioned as-way@rocess that takes into account
the demandsf both employers and employees. Some researchersdeores hierarchical
perspective on quality of life at work with non-work domamisch as life satisfaction (top of the
hierarchy), job satisfaction (midddé the hierarchy), and more work-specific aspects, aspay,

coworkers, and supervisor (lowerthe hierarchy) (Sinha, 2012).

Grover (2009) claims that welfare contributess maintaining strong employee morale and
motivationin order to keep theiwn board for a longer perioaf time. The welfare measures don't
necessarily have to be financial; they can take any shaftgrn. The monitoring of working

conditions, the development of a health infrastructareHe workplace, industrial relations, and

employee assistance programs all fall under the umbretimployee welfare.

Employee Assistance Programme (EAP) has its rooteiedhy workplace alcohol programs in
the United States (Buon, 2007). More specifically in the 194@8 the support of Alcohol
Anonymous (AA) the first workplace EAP programs for ‘alcoholic’ employees were established

in companies such as DuPont and Eastman Kodak. During the 196§lsnpsovere developed
rapidly in the United States. During this time, occupatiovelfare work and chaplaincy services
were introduced into some workplaciswvas not until the early 1980s, ttsatEAP approach was

adopted in countries sualsUK, Australia and New Zealand (Buon & Compton, 2003).

However, more and more EAPs are being made availablesttothl workers, who are most
frequently the local employee$a multinational company with@dS base. Particularlin Europe,
EAPs frequently provide services that internal welfdifecials or occupational social workers
already do. The global EAP does offer outsourcing oppoigsribr HR Managers who wish to
trim internal professional staff and tligoften a key selling point for the global provider (Hopkins,
2005). Training, hiring, health and safety, and other humswurce activities are among the EAPs

that are typically outsourced. These are all excellemdidates for outsourcing (Storey, 1992)

The EAP industry has a commendable heritage baoithe fundamental principles compassion
and integrity. Sadly, the outlook points to a change faonmtegrity-based reaction to one that is
compliance-based. Occupational social workers have hiligrioffered assistance to workers,

especiallyin northern European nations (Hopkins, 2005). This vioskmilarto some featuresf
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EAP work, especialljn Germany ando a lesser extenh France. Multinational corporations and
Pan-European organizations have only recently stevtiealveanimpactin other part®f Europe.
This, combined with the welfare traditiommany Western European countries and, more recently,
EU policy regarding a ‘healthy workplace’, has led to the beginnings of more substantive growth

in EAP provision in the recent few years (Hopkins, 200%e Tertified Employee Assistance
Professional (CEAP) credentialof some interesb existing professionais some counties. Even
though this frequently viewed as an ‘American’ credential, many countries in Europe lack good

certification for workplace counseling.

Functions of Employee Assistance Programme

Many expertsn the field still view Roman and Blum's (1988) classificabdthe basic
functions of an EA as the foundation for defining and paahending the distinctive
characteristicef anEAP. They are:

¢ |dentificationof employees™ behavioural problems based job performance issues.

e Providing supervisors, managers, and union stewards withteagheceon howto use the

policies and procedures for employee help.
e Availability and appropriate us# constructive confrontation strategy.
e Create micro-linkage with counselling, treatment, and atbermunity resources.

e Build and sustain micro-linkages between the work orgéaioz and counselling, treatment

and other community resources.

e Remaining focusednemployee alcohol and drug misuse issues because titdtasthe
most potential to resuih recovery and real financial benefits for the company.

e Act asa consultanto the entire organizatioon matters involving personal difficulties that

have an impaabn employee wellbeing.

Employee Commitment
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Organizational success may be impacted by employee comnitBEm@ployee commitment is
well recognized to reduce absenteeism, the desire to lealeureover, and to increase job
satisfaction and productivity.

"Employee commitment” has been defined in a number oswale definition provided by
Meyer, Stanley, and Parfyonova (2012), which takes a nmkidsional approadio commitment
definition and views it from affective, continuatiomdanormative viewpoints, is arguably the
most thorough of these definitions. Normative commitrmefers to the sense of duty to uphold
and support an organization. Affective commitment refers tonastienal attachment to and
involvement with an organization. Continuance commitmeférs to the perceived costs of
leaving an organization. Therefore, it is clear fromrdgdns like the one above that employee
commitment is a bond between the employee and the eoymipat makes him or her (the
employee) wisho keep serving the organization and aidiing achieving its goals.

The level of involvement and identification that em@ey have with their organization's values,
mission, and goals is referrad as organizational commitment, accorditig Price (2011).
Accordingly, commitment among employees is the desirg llage to remain with a company
because they have faith in its goals and ideals. Employeenitment, according to Armstrong
(2012),is definedasthe loyalty and attachment that employees ha@ecompany an connected

to how they feel about the institution. Therefore, cotmmant signifies both the behavioural

tendencies and the feelings that employees have towaddganization.

According to Lee (2010), employee commitment entails a wisrl@ralty and readiness to work
hard for a company. This suggests that an employee's coembitim an organization is an
emotional state that represents their relationshigstiwe organization and their decistmrremain

there. According to Armstrong (2012), organizational commitnethe connection between a
company and its individual employees. Employees take irtouat how closely their personal

goals and values align with those of the organization.

Affective Commitment
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Affective commitments the term usetb describe a worker's emotional connectioa company
(Price, 2011)It refersto how much employees value their staaessompany members. Employees
that are affectively committed are perceitedhave a sensef identification and belonging, which
pushes them to enhance their participation in an orgamsitactivities, according to Rhoades
(2001). Additionally, affective commitment encourages emm@eye want to work for the firm
long-term ando be willing to fulfill its goals.

Continuance Commitment

According to Lee (2010), continual commitment is the understanding byloyegs of the
expenses associated with leaving the company. As a resaietsf own investments, which are
nontransferable, continuation commitmethe desirg¢o stay with a company. According Price
(2011), an employee has a continuation commitment whenréueyre the perks and pay that
come with staying with a company. Additionally, it could hapgevorkers think they won't be

able to find work elsewhere @rthey think the company is responsible for their success.

Coetzee (2005) claims that continuous commitment is calloeiligsit nature because it is based on
a worker's perception by assessing the risks and expetestesl @ leaving an organization. It
focusesna reviewof the financial advantages being affiliated with the organization. According
to Beck and Wilson (2000), organizational members who do notifigevith the organization's
values and aims but who do earn favorable extrinsic lienasi a result of their exertions in
bargaining become more committed over time. Because eofctimulative investments that

employees have madiethe company, they are persuadedtay there.

Nor mative Commitment

According to Lee (2010), normative commitment refers to aop&rssense of duty to keep
working. It results from the duties that an employeetthdse company and from the individual's
ideals. According to Coetzee (2005), employees who haighdevel of normative commitment

believe they should stay with the company. The intexatzon of normative pressures applied to
an employee prior to entering the organization may bec#tuse of the feeling of obligation to

remain with the company (Muncherji and Dhar, 2011). AccgrdnPrice (2011), normative
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commitment can develop when a firm gives its personnedfiie in advance. As a result, the
workers may feel compelled repay the favor and thereby commaithe company. Accordingp
Meyer and Allen (1990), who are mentioned by Coetzee (2006)ative commitment develops
asa resulof anemployee's moral duties. This suggests that people bélisvaorally acceptable
to stay employed by a company whether or not they are hajppytheir jobs. As a result of
employees' desireto return the organization's investmeint them, normative commitment

develops. These kinadg workers continue to work for the company otihecessity.

Empirical Review

Sukanebari and Konya (2020) looked studied the connection betiaeeenntinued commitment
of manufacturing enterprises in Port Harcourt, Nigeria, tardemployee support program. The
results of the study showed a substantial correlatiowdssn employee support programs and
manufacturing companies' commitment to continuing operatioRsrt Harcourt, Nigeria. Thus,
the study came to the conclusion that employee support pregnaran important predictor of
manufacturing enterprises’ commitmeot continuing operationsn Port Harcourt, Nigeria.
According to the study, managers of manufacturing compatiesid be encouraged to offer
equitable pay and benefits to their employees becausgatea employees are more likely to

work hard and give their ab accomplish organizational objectives.

In Deposit Money Banks in Port Harcourt, Graham-Douglas anori€a2019) lookedat
organizational commitment and the employee assistanogrgm. According to the study's
findings, organizational commitment anehployee assistance programs are significantly
correlatedn Port Harcourt's deposit money banks. The study foundDiadsit Money Banki
Port Harcourt might increase their employees' affectisemative, and continuance commitment
levels by offering employee assistance programs. The study recommended that Deposit
Money Banks should seek out ways to integrate work flow and degagnthrough lateral
transfers. By such transfers, workers are exposed wdheprocesses and operations of related
units and are able to bring alongside their expectations,opie@Experiences in previous roles

which will enable them perform better and enjoy such changositions.

In telecoms firms in Port Harcourt, Tamunomiebi (2019) ingastid the connection between

employee support programs and employee commitment. Aogaalempirical data, employee
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dedication and employee support programs are positivedy significantly relatedin Port
Harcourt's telecommunications industry. The study camehe conclusion that employee
assistance programs at telecommunications businesd&sti Harcourt had a major impact on
employee commitment. One of the study's recommendatiaeghat management at work treat
workers fairly and with respect by acknowledging their opinionsrder to make them feel

appreciated by the businesses they work for.

In Port Harcourt, researchers Dumbari, Oparanma, and Bahtgrhe (2019) looked at the
connection between employee commitment anethEoyee support program. The resufghe

test of the hypotheses revealed a substantial correlagioveen employee support programs and
indicatorsof employee commitmernih Port Harcourt mobile telecommunications companies. The
study recommended that management of telecommunicatiopacoes should adopt procedures
that will eliminate potentials for gross injusticaswell ashaving a basic set of Human Resource
(HR) policesin place that are intendéd promote fairness, su@sstandardized salary scales and

development programmes.

Conclusion

The study made conclusion that the performance ofrgan@ation is a determinarb its
employee’s service packagew its employees. The study made conclusions that employ
assistance schemes policy needs to be scrutinized arghaization to ensure all the motivation
practices are effective. Organizations have initiatathseling service to employees to motivate
them and ensure performance is enhanced. Employees needliog from different life’s
problems. Accordingo the study's findings, a company must make sure that vamapisyee aid
initiatives are started. Employee dedication shoutdoeancreased by compromising their health

and safety.

Recommendations

Onthe basi®f the study's findings, the following suggestions are made:
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1. Deposit money banks are encouraged to provide fair emplegestance programmes for
workers, as happy workforce tends to be more committed aridhaod by putting in their
bestto achieve organizational goals.

2. Inorder to improve the morale and dedication of workers@siemoney institutions, the
long-term health and safeby employees should nbe compromised.

3. Toguarantee that employees feel appreciated by the biesntésy work for, deposit money
bank management should respect and treat them with kdbyesffering both financial
and non-financial compensation.

4. In order to boost employee engagement, deposit mondg Istaould have a foundational
setof human resource (HR) policiegsplace that are designémlpromote employee welfare,

suchasanefficient safety management system and employeeqrepkin.
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