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ABSTRACT 

This study examined the relationship between Employee Relationship Management and 

Workplace Commitment of deposit money banks in Rivers Sate. Nigeria. The purpose of this 

article is to ensure that there is a cordial relationship in the workplace which will grantee 

efficiency and productivity. As a cross sectional study which adopted the individual unit of 

analysis of 360 employees using Taro Yemene sampling formulae, from a target population of 

3,243 employees from all the 19 deposit money banks in Rivers State. The article revealed strong 

significant relationship between the tested dimensions of Employee Relationship Management 

and Workplace Commitment. The article also revealed that, there is a significant positive 

relationship between discipline and workplace commitment of deposit money banks in River 

State. Nigeria. It is recommended that, management of deposit money bank should ensure that 

employee management is given attention to enable the achievement of emotional ownership in 

the workplace relationship. The article further revealed that, there is a significant positive 

relationship between Talent Identification and Workplace Commitment of Deposit Money Banks 

in Rivers State. Nigeria.  
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INTRODUCTION 

Business success largely depends on the relationship between employer and employee. A good 

business environment with the right relationship between employer and employee are bond to 

produce effective workplace commitment. With the increasing issues arising from the poor 

relationship between employers of labour and workers of organization, a total workplace 

commitment is definitely going to be in jeopardy, hence the increased threat on workplace 

commitment. Reliable employee and management relationship is vital to the workplace whether 

at the duration of hiring, throughout an employees’ tenure or at the time of separation, 

(Pradeep&Prabhu, 2011).Employee relationship management (ERM) has recorded great result in 

organizations such as fortifying corporate communication and culture, promoting organization's 

products, services and customer providing real time access to company's training, targeting facts 

to an employee based on their needs (Wargborn, 2008).  
 

 

Employees are the central point in the achievements of every organization. If the employees 

work with each other and share a good connection with employers they can accomplish their 

tasks much faster. Managing employee relationship is relevant and worthwhile to the 

organizational triumph and attaining competitive advantage. It is essential to have a strong 

relationship between employees and employers that leads to efficiency, motivation, and better 

performance.Looking at theimportant of employee workplace commitment and the threatening 
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situationsemployee commitment issuehas become one of the most investigated construct in the 

human resource discipline and social sciences as a whole. In the dynamic nature of work and 

business environment, with the pool of talent available and the competition among organizations 

regenerate the issue of employee commitment to echo more in the society and create more 

concern amongst top management of industry. Employees of today are always on the move to 

search for organization that can satisfy their want and fulfil their career expectations. So, the 

issue of workplace commitment in organization becomes serious issues in the management of 

employer and employee relationship. Furthermore, the employees of the organizations are the 

glue that holds the organization together. They are the brain behind the organization productivity 

and service delivery. As per Abushawish, (2013) good employer-employee relationship 

management is indispensable to the organization because it motivates employees to work better 

and produce more results.This demonstrates the power of relationship between employer and 

employee.  
 

Moreover, without the human side of the organization, the existence of the organization seized. 

The employers of the workforce in today’s business world made the employees the programmed 

machine as they struggle with time to accomplish their targets and try hard to take competitive 

advantage in most of the areas. Even if organizations want their employees to work like 

amachine, reality is a remote reaching effect because employees are human being, who cannot be 

switched off or on according to the demand of the job and hence affect employees commitment. 

However, effective employee relationship management is vital to workplace commitment. Awan 

and Tahir (2015) a good relationship with co-worker and with the supervisor is a crucial way to 

increase the productivity of the employees, Omotayoet al. (2015) in their study concluded that 

supervision is an important consideration for the satisfaction of the employees which is helpful to 

enhance their productivity level. From the results of this study we can interpreted that somehow 

employees’ productivity level can be increase through good an effective relationship with 

supervisors. According to Tsitmideliet al. (2016) the main factors that affect the workplace 

commitment of the employees is the relationship developed between the management and their 

subordinates. It was observed by another author that an effective employee relationship 

management in the workplace can enhance the commitment and quality of the employees and for 

an effective work performance; there must be a good employee relationship management in the 

concerned organization (Omisore, 2014).  

 

LITERATURE REVIEW 
 

Golden and Veiga (2008) found that employees who have high-quality relationships, and also 

worked widely, established the highest levels of commitment, satisfaction and productivity 

compared to those who worked less widely. Whereas employees with lower quality relationships, 

who worked widely in the virtual mode, established lower commitment, satisfaction but 

performed somewhat better, than those who worked a limited amount in this mode. By 

supporting the above results, Guan and Frenkel (2018) in their study shows that the employees 

who have strong bonding with their supervisors tend to have more job resources in the form of 

autonomy, supervisor support and developmental opportunity at work and tend to have more 

productivity. Ailabouniet al.(2008) in their study found that leadership skills of supervisors, 

security of job, competency of supervisors and knowledge of work on an individual level, 

transparency and accountability of management are the most important factors for enhancing the 

employees productivity. In contemporary organisations, employee commitment has become 
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major driver to organisational performance. It has now become indispensable tool for 

sustainability.  

 
 

The reason why commitment has drafted research concerns over these years can be traced to the 

desired constancy against competition. Committed employees are instrument for innovation and 

creativity, (Latham, 2008; Akintayo 2010 &Tumwesigye 2010). In a changing market world 

employee commitment is now considered a necessity for effective performance of individuals 

and organizations (Ivancevich 2010; Andrew 2017 & Albrecht 2010).). Various organizations 

are now resorting to promoting commitment in their capacity to increase its efficiency in order to 

achieve strategic goals through developmental programs that provide opportunities for career 

growth and promotion (Gul 2015; Markos&Sridhevi 2010; Dost &Ahmed 2011).  

 
 

In today’s highly competitive business environment among organizations, the employers in the 

business world made employees the programmable machine as they utilize the employee with all 

efforts and time to accomplish their targets and try hard to take competitive advantage for the 

success of the organization. Interestingly, even if the management of organizations want their 

employees to perform and work like machine, the truth is that, employees are human being, who 

cannot be switched off and on as a result of organizations work demand, hence a good employee 

relationship management is the magic factor to achieve workplace commitment. The manager of 

the organizations play the directing and controlling function that drives towards organizational 

goal achievement through the utilization of organizational resources. The achievements of 

organizational goals can never be actualized without proper management of the relationship 

between the employees who play the subordinate role. Organizations as a system whole should 

be treated as such. The employee should be seen and treated as insiders with strong force for 

organizational goal achievements and not outsiders who does not contributes or know anything 

about the organizational target objectives. Employee relationship management in the 

organization is very important to address the above said aspects, because an effective employee 

relationship management increases the commitment of the employees directly or indirectly. So, 

to build a healthy relationship between management and subordinates, Scott (2017) suggested 

some points such as manager should listen to the employees, involve them in decision making, at 

the end solicit feedback i.e. both praise and criticism which helps the employees to grow, the 

boss and the employees should work together, not to take a break from working, achieve the 

results collaboratively, and finally have the kind of career conversations that are not narrowly 

focused on career ladders, but to help each employee take a step in the direction of their dreams. 
 
 

 

 

 

 

 

 

 

 

Discipline 

The human element of the organization is one very critical productive asset that needs special 

management. A rationally organized social structure involves clearly defined patterns of activity 

and discipline, which must be functionally related to the purpose of the organization. The social 

sciences are more fluid and human behaviour more difficult to explain and analyzed. Individuals 

are unpredictable, unique with distinct characters, attitudes, aspirations, objectives, perceptions, 

beliefs etc. Accurate and precise prediction of the mind or behaviour of an individual even to the 

nearest second is difficult. Organizational leaders are familiar with the complexities that are 

innate in handling the social structure. Issues that likely arose from the inability to organize the 

social elements embrace conflicts, disorder and failure in goals achievements. Major disconnect 

that lack of order poses for organization can be imagined in a struggle between two opposing 
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ideas. With this existence, conflicts between a manager and an employee are most likely a 

continuous encounter in the workplace. Ensuring a sound relationship between the management 

and employees depends upon how it is regulated by management. One of the conditions for 

maintaining such relationship is that employees should uphold a particular performance and 

behavioural standards, (Nwinyokpugi, 2015). 

 

In today’s workplace, discipline and documentation go hand in hand. Most disciplinary action 

policies are progressive. This means that as rule violations increase, so do consequences. 

Therefore, to protect the organization, adequate documentation of the rule violation and the 

consequences must exist. Over the years, the concept of employee management discipline has 

grown. Managers realize that discipline is a part of the job. They also realize that there must be 

disciplinary action within an organization to maintain some sense of control. Discipline in an 

organization is intended to promote a minimum acceptable behaviour by employees. It is defined 

in terms of adherence to the company/organization rules, regulations, systems and processes. 

Discipline ensures smooth functioning and helps in creating a healthy workplace environment. 

Additionally, managing a group of people in a workplace is a complex task. Organizational 

leaders are familiar with the complexities that are in   occurrence in managing an organization 

conflict. It represents between a managers and an employee are most likely a continuous 

encounter in the workplace. Ensuring a sound relationship between the management and 

employees depends upon how it is regulated by the manager. One of the conditions for 

maintaining such relationship is that employees should uphold a particular performance and 

behavioural standards, (Jegadeesan, 2008). Should the employees do not comply with these 

standards, it is assumed that disciplinary measures are enforced to improve their performance and 

maintain the healthy relationship.  

. 

Leadership Supports 

Leadership is all about leading others to accomplish predetermine goals and objectives. The 

concept support leadership (SL) was first proposed by House and Mitchell (1975) in path-goal 

theory. Support leadership is defined as a form of leadership style characterized by a friendly and 

approachable leader who shows concern for his followers' conditions, welfare, and needs. In this 

case, leaders often do little things that show that the work of their followers is highly valued.In 

general, leadership can be regarded as an organizational factor that is able to determine the 

direction of organizational development. In this case, the leader is responsible for various aspects 

of the organization, including followers who are members of the organization. If leaders can 

fulfill all of their responsibilities, they will be able to motivate and direct their employees 

(Novitasari, 2020). Considering the importance of a leader in organizations, research on 

leadership is increasingly being carried out in order to understand and identify the traits, styles, 

dyadic relationships, group relationships, processes, and interventions from leaders to followers 

(Yelamanchili, 2019). Furthermore, along with various studies in the future, the idea of SL also 

developed, giving rise to various definitions with various emphases. In his research, Shin et al. 

(2016) stated that SL is a leadership style that focuses on meeting the needs and welfare of 

followers and creating a comfortable climate for interacting within the organization. The needs, 

welfare, and climate are more directed to social and emotional support, which is manifested 

through leader behavior.  
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The leader's behavior can be in the form of sympathy, caring, listening, and so on. Meanwhile, 

Yu (2017) emphasizes SL as leader behavior that aims to satisfy needs, develop positive 

attitudes, and follower confidence. Just like the two previous ideas, leaders with SL are also 

characterized by concern and respect for followers. This arises as a result of a close relationship 

that is intertwined with continuous interaction. In line with Yu, Chih et al. (2018) emphasize SL 

as a leader behavior that supports followers' satisfaction with their needs and well-being. In 

addition, leaders with SL also try to create a friendly and psychologically supportive work 

environment for followers.  
 

Talent Identification  

The increasing changes and the competition in the business environment today require 

organizational leaders to identify talented individuals and bring them into the organization.Talent 

management is one critical concept that has been discussed so much in the social sciences. The 

concept was coined by the McKinsey in their report titled ‘the global talent war’ many years ago. 

Since thenthe concept has been given much attention by scholars result to talent management. 

But before talent is managed, talent need to beidentified. The McKinsey report referred talentas 

“the best and brightest” and their “A-level” employees who rank in top 10 to 20% of the 

organization,  (Beechler& Woodward, 2009). 

 

However, a high potential performer would also be those people who are defined as talent for the 

purpose of the organization – be it top performers, high potentials, senior managers suitable for 

director positions, or people suitable for critical roles in the organization, (Blass, 2007).Actually, 

Ulrich (2006) defined talent as the multiplication of the 3Cs – competence of the individual, 

commitment to the work and the company and real contribution through meaning and purpose of 

the work.However, it is difficult to make a specific definition for every organization as different 

organizational demands would determine the different understanding of the word “talent.” 

Indeed, the Chartered Institute ofPersonnel and Development (CIPD) report has observed that 

talent identification requires human resources 
 

(HR) professionals and their clients to understand how they define talent, who they regard as 

talented and what their typical background might be, (Iles, Chuai, &Preece,2010). Talent could 

therefore be either the elite of the organization, or people with specific skills important to the 

organization, (Jamaica, Zep-Obipi, &Asawo, 2022). 

 
 

Emotional Ownership   

Emotional ownership is a psychological attachment employee developed with the organization 

they work for. It is a set of feelings and values employee give to their organization that makes 

them act and behave like the organization they work for is theirs. Emotional ownership is not a 

one day thing. Employee that has spent longer years with good experience in organizations is 

quick to developed emotional feelings to the organization than a new employee just hire into the 

organization. Pierce, Kostova, and Dirks (2001) define emotional or psychological ownership as 

a state in which individuals feel as though the target of ownership (material or immaterial in 

nature) or a piece of it is ‘theirs’.  A feeling of ownership could turn agents into psychological 

principals (Sieger, Zellweger, & Aquino, 2013) or promote employees to act in the best interests 

of the organization (Hernandez, 2012; Henssen, Voordeckers, Lambrechts, & Koiranen, 2014). 

These and other pro-organizational attitudes, behaviours and individual-level outcomes 
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determined by emotional ownership (Dawkins,Tian, Newman, & Martin,, 2017; Zhang, Liu, Xu, 

& Cheung, 2021) make it desirable for companies to strive for their employees to feel as though 

as they own the  organization.  For this reason, Pierce and Furo (1990) argue that employee 

ownership can become a powerful phenomenon when it goes far beyond formal/legal ownership 

rights. Olckers, van Zyl, andvan der Vaart, (2017) even state that a company’s pursuit of 

performance has no greater ally than an employee who feels ownership. Research has found that 

psychological ownership is linked to a variety of desirable attitudes and behaviours of employees 

(Dawkins et al., 2017), such as entrepreneurial behaviour, (Siegeret al., 2013), stewardship 

behaviour, (Henssen and Koiranen, 2021; Henssenet al., 2014,), and other extra-role behaviours 

(Dawkins et al., 2017).  

 

In an organizational context, emotional or psychological ownership could be seen as a way in 

which employees relate to, or feel psychologically ‘attached’ to, their organization, (Dawkins et 

al., 2017) or as a bond that employees build to the organization for which they work,(Bernhard, 

2011). When emotional or psychological ownership emerges, employees feel as though they are 

the owners of the organization and that the business is “theirs” (Pierce et al., 2001; Wagner, 

Parker, & Christiansen, 2003; Dawkins et al., 2017). Following Wagner et al. (2003) and 

O’Driscoll, Pierce, and Coghlan (2006), experiencing psychological ownership could be seen as 

an important aspect in shaping the relationship between an employee and his/her organization. 

Prior research indicates that companies can foster and enhance the development of psychological 

ownership by applying different management practices (O’Driscollet al., 2006; Wagner et al., 

2003) referring to the three routes mentioned above or through an organizational culture that 

reinforces stewardship (Davis et al., 2010; Bormann et al., 2021; Neubaum, Thomas, Dibrell, & 

Craig, 2017). If employees develop psychological ownership toward their organization, this 

psychological connection can result in positive work-related attitudes and behaviour, (Ramos, 

Man, Mustafa, & Ng, 2014; Zhang,Liu, Xu, & Cheung, 2021). Thus, triggering and enhancing 

the development of their employees’ psychological ownership might be worthwhile for 

companies for different reasons. 
 

METHODOLOGY 

According to Saunders et al., (2009) a population is a well-defined or set of elements, people, 

services, group of things or family unit that are being investigated. Bryman and Bell (2003) 

stated that a population must be defined by certain attainable and estimative boundaries which 

allow for the clear justifications of properties and features. The population of a study is infinite 

where all the element of the population cannot be accessed in which condition, the researcher 

resort to an accessible population. The population of this study comprises of 19 deposit money 

banks in Rivers State out of the 22 banks. The other three banks (ProvidusBank, SunTrust and 

Globus Bank) were excluded from this study due to their new entry into market in Port Harcourt, 

Rivers State, Nigeria. Therefore, the target population respondents of this study involve 

employees of the deposit money banks in Rivers State, drawn from their Rivers State office. The 

Deposit money banks and their employee strength in Rivers state are presented below:  

 

DATA ANALYSIS AND RESULTS  

There are various methods of data analysis available for researcher to employ in a given study. 

However, the study objectives of a given study determine the type of method of data analysis 

that a researcher deployed in the analysis of study data. Relying on this, the objectives of the 
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study is to investigate the relationship between two variables, (employee relationship 

management and workplace commitment in deposit money banks in Rivers State). The 

Pearson’s Product Moment Correlation Coefficient wasused for our data analysis. And our 

analysis confidence interval is set at 95% and at 0.5 level of significance. 

Below is the Pearson’s Product Moment Correlation Coefficient formula. 

 

 

 

Table 1: Correlations Matrix for Discipline and Workplace Commitment 

 Discipline Loyalty Creativity 

Discipline 

Pearson Correlation 1 .916
**

 .971
**

 

Sig. (2-tailed)  .000 .000 

N 287 287 287 

Loyalty 

Pearson Correlation .916
**

 1 .921
**

 

Sig. (2-tailed) .000  .000 

N 287 287 287 

Creativity 

Pearson Correlation .971
**

 .921
**

 1 

Sig. (2-tailed) .000 .000  

N 287 287 287 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: SPSS Output 2023 version 20.0 

RQ1: How does discipline influences workplace commitment of deposit money banks in 

Rivers State, Nigeria? 

The correlation coefficient (r) result in table 4.17 was used to answer the research question 1 

stated in the chapter one of this study. Table 4.17 shows a Pearson Product Moment Correlation 

Coefficient (r) of 0.916 on the relationship between discipline and loyalty. This value implies 

that strong relationship exists between the variables. The direction of the relationship indicates 

that the correlation is positive; implying that an increase in loyalty was as a result of the adoption 

of discipline. Therefore, there is a very strong positive correlation between discipline and loyalty 

of deposit money banks in Rivers State, Nigeria. 
 

Similarly, Table 4.17 shows a Pearson Product Moment Correlation Coefficient (r) of 0.971 on 

the relationship between discipline and creativity. This value implies that a strong relationship 

exists between the variables. The direction of the relationship indicates that the correlation is 

positive; implying that an increase in creativity was as a result of the adoption of discipline. 

Therefore, there is a very strong positive correlation between discipline and creativity of deposit 

money banks in Rivers State, Nigeria. 
 

Therefore, to enable us accept or reject hypotheses 1 and 2 as well as generalize our findings to 

the study population the p- value was used as shown below: 
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Ho1:There is no significant relationship between discipline and loyalty of deposit money 

banks in Rivers State, Nigeria 

Similarly displayed in the Table 4.17 is the statistical test of significance (p-value) which makes 

possible the generalization of our findings to the study population. From the result obtained from 

Table 4.17, the sig- calculated is less than significant level (p = 0.000 < 0.05).  Therefore, based 

on this finding the null hypothesis earlier stated is hereby rejected and the alternate upheld. Thus, 

there is a significant relationship between discipline and loyalty of deposit money banks in 

Rivers State, Nigeria. 

 

Ho2:There is no significant relationship between discipline and creativity of deposit money banks 

in Rivers State, Nigeria 

Also displayed in the Table 1, is the statistical test of significance (p-value) which makes 

possible the generalization of our findings to the study population. From the result obtained from 

Table 4.17, the sig- calculated is less than significant level (p = 0.000 < 0.05).  Therefore, based 

on this finding the null hypothesis earlier stated is hereby rejected and the alternate upheld. Thus, 

there is a significant relationship between discipline and creativity of deposit money banks in 

Rivers State, Nigeria. 

Therefore, the results for the first set of hypotheses with regards to the relationship between 

discipline and workplace commitment measures are stated as follows: 

i. There is a very strong positive significant relationship between discipline and loyalty of 

deposit money banks in Rivers State, Nigeria. 

ii. There is a very strong positive significant relationship between discipline and creativityof 

deposit money banks in Rivers State, Nigeria. 

 

Ho3:There is no significant relationship between leadership support and loyalty of deposit money 

banks in Rivers State, Nigeria 

Similarly displayed in the Table 4.18 is the statistical test of significance (p-value) which makes 

possible the generalization of our findings to the study population. From the result obtained from 

Table 4.18, the sig- calculated is less than significant level (p = 0.000 < 0.05).  Therefore, based 

on this finding the null hypothesis earlier stated is hereby rejected and the alternate upheld. Thus, 

there is a significant relationship between leadership support and loyalty of deposit money banks 

in Rivers State, Nigeria. 

 

Ho4:There is no significant relationship between leadership support and creativity of deposit 

money banks in Rivers State, Nigeria 

Also displayed in the Table 4.18 is the statistical test of significance (p-value) which makes 

possible the generalization of our findings to the study population. From the result obtained from 

Table 4.18, the sig- calculated is less than significant level (p = 0.000 < 0.05).  Therefore, based 

on this finding the null hypothesis earlier stated is hereby rejected and the alternate upheld. Thus, 

there is a significant relationship between leadership support and creativity of deposit money 

banks in Rivers State, Nigeria. 

Therefore, the results for the second set of hypotheses with regards to the relationship between 

leadership support and workplace commitment measures are stated as follows: 

i. There is a strong positive significant relationship between leadership support and loyalty 

of deposit money banks in Rivers State, Nigeria. 



Journal of Office and Information Management (JOIM)           Vol. 7, Issue 1,2  November, 2023 
 

250 
 

ii. There is a very strong positive significant relationship between leadership support and 

creativity of deposit money banks in Rivers State, Nigeria. 

 

RQ3: How does talent identification influences workplace commitment of deposit money banks  

          in Rivers State, Nigeria? 

The correlation coefficient (r) result in table 4.19 was used to answer the research question 3 

stated in the chapter one of this study. Table 4.19 shows a Pearson Product Moment Correlation 

Coefficient (r) of 0.919 on the relationship between talent identification and loyalty. This value 

implies that strong relationship exists between the variables. The direction of the relationship 

indicates that the correlation is positive; implying that an increase in loyalty was as a result of the 

adoption of talent identification. Therefore, there is a very strong positive correlation between 

talent identification and loyalty of deposit money banks in Rivers State, Nigeria. 
 

Similarly, Table 4.19 shows a Pearson Product Moment Correlation Coefficient (r) of 0.931 on 

the relationship between talent identification and creativity. This value implies that a strong 

relationship exists between the variables. The direction of the relationship indicates that the 

correlation is positive; implying that an increase in creativity was as a result of the adoption of 

talent identification. Therefore, there is a very strong positive correlation between talent 

identification and creativity of deposit money banks in Rivers State, Nigeria. 

Therefore, to enable us accept or reject hypotheses 5 and 6 as well as generalize our findings to 

the study population the p- value was used as shown below: 

Ho5:There is no significant relationship between talent identification and loyalty of deposit 

money banks in Rivers State, Nigeria 
 

Similarly displayed in the Table 4.19 is the statistical test of significance (p-value) which makes 

possible the generalization of our findings to the study population. From the result obtained from 

Table 4.19, the sig- calculated is less than significant level (p = 0.000 < 0.05).  Therefore, based 

on this finding the null hypothesis earlier stated is hereby rejected and the alternate upheld. Thus, 

there is a significant relationship between talent identification and loyalty of deposit money 

banks in Rivers State, Nigeria. 
 

Ho6:There is no significant relationship between talent identification and creativity of deposit 

money banks in Rivers State, Nigeria 

Also displayed in the Table 4.19 is the statistical test of significance (p-value) which makes 

possible the generalization of our findings to the study population. From the result obtained from 

Table 4.19, the sig- calculated is less than significant level (p = 0.000 < 0.05).  Therefore, based 

on this finding the null hypothesis earlier stated is hereby rejected and the alternate upheld. Thus, 

there is a significant relationship between talent identification and creativity of deposit money 

banks in Rivers State, Nigeria. 

Therefore, the results for the third set of hypotheses with regards to the relationship between 

talent identification and workplace commitment measures are stated as follows: 

i. There is a very strong positive significant relationship between talent identification and 

loyalty of deposit money banks in Rivers State, Nigeria. 

ii. There is a very strong positive significant relationship between talent identification and 

creativity of deposit money banks in Rivers State, Nigeria. 
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DISCUSSION OF FINDINGS  

The study findings reveal that there is a strong relationship between employee relationship 

management and workplace commitment of deposit money banks in Rivers State, Nigeria. This 

finding collaborate with the study conducted by Ansong, Akuoko and Dwumah (2012) concludes 

that employee relations is to take care of the connection between employer and employees with 

the top objectivity to attain the very best level of efficiency regarding goods and services, 

employee motivation using preventive steps to fix issues that negatively impact the working 

conditions. Also, the study finding support Sarmad, Shahzad, Abbas and Khan (2011) when they 

strongly suggested that employees relations is concerned with the social economic connection 

which forms and centre around a contract between the parties to execute work in return for 

employment benefits such as remuneration which in turn increases workplace commitment. 

 

 

CONCLUSION 

The employee still remains a do-without factor in the success of any kind of organizations where 

works are done. Even in the event of artificial intelligence (AI) employee still stands tall among 

any kind of competition because they are the mover of organizational success. 
 

The study based on the findings concludes that employee relationship management positively 

influences workplace commitment of deposit money banks in Rivers State. Precisely, the study 

concludes that through discipline deposit money banks can positively enhance workplace 

commitment. Similarly, the study concludes that through leadership supports, deposit money 

banks can positively enhance workplace commitment. 

The article demonstrated that through the moderating effect of organizational policy, especially, 

the HR policy, the positive relationship between employee relationship management and 

workplace commitment of deposit money banks in Rivers State will be actualized. This implies 

that, without effective organizational policy of the employee relationship management on 

ground, the full workplace commitment cannot actualize well. 

 

RECOMMENDATION 

Based on the findings and conclusion of this study, the following recommendations were made. 

i. Management of deposit money should ensure employee management are giving more 

attention to enable the achievement of emotional ownership as it is seen to have positive 

significant relationship with workplace commitment. This implies that, when people feel 

belonging to the organization they work for, there are more chances for them to be more 

committed to the workplace. 
 

ii. Management of deposit money banks should ensure organizational policies, especially 

the human resource policy are design such that the employees are taking cognizance of 

both welfare and otherwise as it seen to have positive moderating effect between 

employee relationship management and workplace commitment. 
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