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Abstract 

 

The study investigated the relationship between socio-cultural values and organizational 

commitment using a sample of 211 bank managers from three regions in Ghana. The study 

design was cross-sectional survey using questionnaire as the main instrument for data 

collection on: socio-cultural values and organizational commitment. The study was 

underpinned by the socio-cultural sub-system model. Data was analyzed using structural 

equation modeling (partial least square).The results of the study confirm the authors' 

hypotheses: Employees adherence to Socio-cultural values had a positive effect on 

organizational commitment. The findings of the study therefore suggest that employers and 

management should pay attention to employees’ socio-cultural values and consider integrating 

these individuals’ socio-cultural values into the organizational culture in order to promote 

employees commitment to work. It does also provide information for theory building and 

policy formulation as elaborated in the main study. 

 

Keywords: socio-cultural values; organizational commitment; workplace; Ghana 



 

Opoku Mensah, A. 

2  Consortia Academia Publishing  

 

Culture and work: Relationship between socio-cultural values and organizational 

commitment among bank managers in Ghana using SEM/PLS approach  

 

1. Introduction 

Every society has its own unique cultural values which guide the way the people live and take decision 

which affect the quality of work and other relationships. According to Hofstede (1980) and Pasa, Kabasakal, and 

Bobur (2001), socio-cultural values are values, attitudes and beliefs that are shared among a group of people in a 

society which make them distinct as a collective group from others. These values as indicated by Mugunthan 

(2013), Gyekye (2003), and Gbadamosi (2003) influence individuals’ attitudes and behavior wherever they find 

themselves including the workplace. This clearly suggests a possible link between employees’ socio-cultural 

values and organizational commitment at the workplace. 

Consequently, it is argued that socio-cultural values which continue to remain strong among individuals at 

the workplace in spite of all its conflicting values with organizational culture could influence work attitude 

specifically their organizational commitment. For instance, Akuoko (2008) indicated that despite the rapid 

changes the Ghanaian society has undergone, it still retains most of the norms of its traditional society for most 

of its people living in the traditional society. 

There are some empirical studies that assess culture and employees’ work attitudes; however, the attention 

has been on only one specific socio-cultural value (religiosity). Most of these studies were also done in countries 

such as USA and Western European countries. According to Ali, Akuahmoah-Boateng, Bowa, et al. (2001), the 

African culture has its own unique features which need to be investigated to find its influence on employees 

work attitudes in order to improve the management of organizations to make it more effective. In response to this, 

undertaking a holistic study to find out the kind of relationships that may exist between socio-cultural values 

holistically and employees organizational commitment have been explored in this study to expand our 

understanding of this relationship from an African perspective. 

1.1 Socio-cultural subsystem  

This subsystem takes into account an integral part of the social system theory which brings about the kind of 

relationship that exists between an organization’s culture and that of the individual ambient society in which they 

live and work. According to Nukunya (2013), culture influences productivity, work ethics and other aspects of 

the economy. This however, according to Apekey (2001), explains the bases for an individual’s behavior and 

attitude at work. Employees, to a large extent may maintain their cultural values even when they work in an 

organization that does not take into account their cultural values. Their indigenous values will still influence 

them. Apekey (2001) argued that Ghanaians’ cultural values have remained relevant in predicting and 

influencing the people’s attitudes and behavior. Some empirical works by Saari and Erez (2002) and Saari and 

Judge (2004) have confirmed that employees’ work attitudes are influenced by culture. 

From the above analysis, individuals will unconsciously transfer the societal cultural values to the 

workplace which may have influence on their work attitude (organizational commitment). Based on the 

socio-cultural subsystem view, the study dwells on the assumption that though every work settings has its own 

organizational culture, its members’ behaviors and attitudes toward work would be influenced by their 

societal-cultural values as well. 

2. Literature review 

Attitude toward authority is exhibited by showing “respect” which is considered as one of the cardinal 
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socio-cultural values among the people of Ghana (Gyekye, 2003). The Ghanaian culture frowns upon individuals 

who disrespect fellow human beings especially the aged even when they are wrong and you are right. The issue 

of respect at the workplace has become a critical issue to both employees and employers. Mayhew (2015) 

indicated that respect for co-workers inspires collegial work environment which have influence on their work 

attitudes such as organizational commitment and job satisfaction. Respecting each other at the workplace 

according to him fosters collaboration, synergy and cooperation which are considered as essential features for 

creating workforce that values productivity. Where there is no respect among employees or from subordinate to 

those in authority at the workplace the incidence of low commitment level is likely to arise. 

Africans, specifically, Ghanaians are deemed very religious which is also considered as one of the important 

socio cultural values (Gyekye, 2003). Though some researchers suggested that religious values
1
 have little or no 

bearing on the way people view work hence have no link with work attitudes (Mortimer & Lorence, 1995; 

Lincoln & Kalleberg, 1985), others suggest that religiosity can influence organizational commitment, job 

satisfaction and Organizational Citizenship. 

According to Abdul, Jusoh, Amlus, and Halim (2013), a person’s ‘religious values’ have a positive influence 

on work attitudes (organizational commitment). A recent study by Roger and Franzen (2014) also revealed 

similar results which indicated that ‘religion’ have an effect on individual behavior. Other findings showed that 

religious beliefs influence several aspects of a person’s life, increase self-esteem and commitment (Ebrahimi & 

Nasir, 1996). This according to Gelder (2012) also influence the way individuals behave at the workplace. Other 

empirical works by Saari and Erez (2002) have also shown that employees’ work attitudes are influenced by 

culture whereas Abbott, White, and Charles (2005) found that common values affect organizational commitment 

of employees at the workplace. 

On the contrary, according to Tahmincioglu (2012), though, employees have religious rights in the 

workplaces, wearing their religion on their sleeve at work can be hazardous to their career. Prenkert (2012) 

argued that despite the fact that there are religious rights for employees who are covered under Title VII of the 

Civil Rights Act of 1964; religious conflict is becoming common in this modern world, compared to some few 

decades ago when the workplace was more homogenous. The controversy in the literature makes the focus of the 

study also very much relevant. 

2.1 Conceptual framework 

 

 

 

 

 

 

 

 

Figure 1. Hypothesized relationships between endogenous variable and exogenous variable as conceptualized in 

this study 

                                                      

1 Religious value: this value explains the believe in a supreme being which makes an individual lead a righteous life which is pleasing onto 

God such as being humble, respectful, speaking the truth, not hurting your neighbor, being kind and compassionate. 
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2.2 Hypotheses 

� H1: Socio-cultural values (SCV) will have a significant positive effect on organizational commitment.  

� H2: Socio-cultural values (SCV) will have a significant positive effect on affective commitment
2
.  

� H3: Socio-cultural values (SCV) will have a significant positive effect on continuance commitment
3
.  

� H4: Socio-cultural values (SCV) will have a significant positive effect on normative commitment
4
.  

� H5: SCVC (Communal values) will have a significant positive effect on affective, continuance and 

normative commitment.  

� H6: Socio-cultural values (Attitude toward others
5
) will have a significant positive effect on affective, 

continuance and normative commitment. 

� H7: Socio-cultural values (Family values
6
) will have a significant positive effect on affective, 

continuance and normative commitment.  

� H8: Socio-cultural values (Religious values) will have a significant positive effect on affective, 

continuance and normative commitment. 

� H9: Socio-cultural values (Moral values
7
) will have a significant positive effect on affective, 

continuance and normative commitment. 

3. Methodology 

Study Area - Bank managers in financial services sector from three regions (Greater Accra, Ashanti and 

Western Region) in Ghana. 

Population and Sample - The population for the study was Bank Managers
8
 in licensed commercial bank 

in Ghana. Participants were selected using purposive sampling technique which allowed the researcher to select 

only Bank Managers for the study.  

Instruments - Organizational commitment was assessed with the revised 19-item Organizational 

Commitment questionnaire by Allen and Meyer (2000). The responses were arrayed on a five-point Likert scale 

which ranged from (1) strongly disagree to (5) strongly agree. Cronbach’s alpha was 0.82. After the final 

measurement model analysis, affective commitment scale reported a Cronbach alpha coefficient of 0.99 with 4 

items that loaded well. Continuance commitment also reported Cronbach alpha coefficient of 0.99 with 5 items 

that loaded well. Lastly, normative commitment had a Cronbach alpha coefficient of 0.98 with 4 retained items. 

The minimum score on the scale was 19 and the maximum 95.  

Socio-cultural value scale developed by Opoku Mensah (n.d) was used in measuring socio-cultural values at 

work
9
. The scale consists of eighteen-items with five index variables: Moral values (3 items), religious values (3 

                                                      
2 Affective commitment refers to an employee’s attachment with his or her working institution and the organizational goals. 
3 Continuance commitment refers to an employee’s organizational commitment because of the kind of work-relationships that exist and 

other benefits, or the material benefits gained from being with the organization 
4 Normative commitment has to do with the sense of obligation of an employee, based on his values and norms 
5 Attitude toward others: this describes ‘good character’ (Gyekye, 2003). It describes the kind attitude and behavior that is acceptable in a 

particular society. 
6 Family values: having the belief that whatever behavior one exhibit outside the home is more often than associated with the family we 

belong. This value makes one conscious of whatever behavior/ action they exhibit.  
7 Moral values are described to be intrinsic and it is mostly anchored in people’s beliefs about what is right and wrong. 
8 For the purpose of this study Bank Managers formed the sample. It is argued in the literature that employees who occupy managerial 

positions are expected to perform multiple tasks and also have to show examples of positive work attitudes for subordinates to follow. 
9 They are societal values which individuals transfer to the workplace which has the possibility of influencing their attitudes and behavior. 



 

Relationship between socio-cultural values and organizational commitment using SEM/PLS approach  

International Journal of Research Studies in Management 5 

items), communalism
10

 (5 items), Attitude toward others (4 items) and family values (3 items). Five-point 

response Likert scale ranged from (1) strongly disagree to (5) strongly agree) was used. The scale reported a 

Cronbach alpha of 0.72 suggesting that the items on the scale have relatively high internal consistency. After the 

final measurement model analysis, Moral values reported a Cronbach alpha of 0.35 after deletion of an item 

which did not load well. Attitude toward others (Cronbach alpha of 0.98) with 3 retained items, Religious and 

family values reported 0.96 and 0.97 respectively with 3 items each which loaded well. Communalism reported 

Cronbach alpha of 0.97 with 5 items which also loaded well. The minimum score on the scale was 18 and the 

maximum 90. 

Data analysis - Partial Least Squares (PLS) structural equation modelling technique
11

 was adopted to 

measure the interrelationships. Organizational Commitment as a construct was measured as a second-order or 

higher-order formative construct using the reflective-reflective type of hierarchical component modelling (Ringle, 

Sarstedt, & Straub, 2012). Such higher-order models allow for the forming of a new (higher-order) variable as a 

composite of several other constructs (lower-level). This is advantageous since it reduces the number of 

relationships to be tested in the structural model thereby ensuring more parsimonious model as well as dealing 

with issues of highly correlated sub-variables which may result in collinearity and discriminant validity issues 

(Hair, Hult, Ringle, & Sarstedt, 2014). Therefore, Organizational Commitment is the higher-order construct 

which comprises Affective Commitment (AFFCOM), Normative Commitment (NORMCOM) and Continuous 

Commitment (CONCOM). The reflective-reflective model for measuring the second-order formative construct 

follows the same reflective procedure in assessing the measurement model, therefore initial and final results of 

each of the lower-order construct are presented in the tables below. Socio-Cultural Values are first modelled as a 

second-order formative construct similar to Organizational Commitment. This is because the construct has 5 

separate dimensions which must all be available to measure the socio-cultural values of respondents. Note that 

whereas socio-cultural value is the higher order construct, the lower order constructs include: attitudes towards 

others (SCVATO), communalism (SCVC), family values (SCVF), moral values (SCVMV) and religious values 

(SCVR). 

4. Results 

4.1 Measurement model 

Table 1 shows the final measurement model after deleting items that did not load well which improved the 

validity and reliability of the indicators. The AVE now stands at 97.82% signifying a high communality over and 

above the minimum threshold of 50%. Similarly, the reliability of the construct is between 99.26% and 99.45% 

as indicated by the Cronbach’s alpha and Composite Reliability respectively; finally, all loadings are above 0.9 

which provides a sufficient assurance of discriminant validity at the indicator level. 

Table 1 

Affective Commitment – Final Measurement Model 

Items 
 

Loadings Mean SD 

I am very happy being a member of this organization. COMAFF1 0.989 4.4123 0.5216 

I enjoy discussing about my organization with people 

outside it. 

COMAFF2 0.9842 4.4123 0.5216 

I really feel as if this organization’s problems are my own. COMAFF3 0.9893 4.4171 0.5224 

I think that I could easily become as attached to another 

organization as I am to this one.(R) 

COMAFF4 0.9936 4.4076 0.5207 

Note. AVE: 0.98; Composite Reliability: 0.99; Cronbach Alpha: 0.99 

                                                      
10 Communalism: This societal value refers to this value underpins and guides the type of social relations, attitude and behavior that ought to 

exist between individuals who live together in a community. This is demonstrated by showing love and seeing to the well-being of other 

people in the community. 
11 This technique forms the regression aspect of the analysis which helps to establish the kind of relationship that exists between exogenous 

variable and endogenous variable. 
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Not surprisingly, the validity and reliability measures improve when an item ‘COMCONT8’ was deleted. 

AVE improved to 0.9599 from an initial 0.8067 while Composite Reliability and Cronbach alpha changed from 

0.9758 and 0.9311 to 0.9917 and 0.9895 respectively. All loadings were above 0.9 providing a good basis for 

discriminant validity. Also, the Means and Standard deviations for all manifest variables are quite similar, which 

shows good homogeneity in the variance of the individual manifest variables. 

Table 2 

Continuous Commitment- Final Measurement Model 

Items 
 

Loadings Mean SD 

If I wasn’t a member of this organization, I would be 

sad because my life would be disrupted. 

COMCONT9 0.9874 4.3175 0.4666 

I am loyal to this organization because I have 

invested a lot in it, emotionally, socially, and 

economically. 

COMCONT10 0.9828 4.3081 0.4628 

I often feel anxious about what I have to lose with 

this organization 

COMCONT11 0.9745 4.3270 0.4702 

Sometimes I worry about what might happen if 

something was to happen to this organization and I 

was no longer a member. 

COMCONT12 0.9758 4.3128 0.4647 

I am dedicated to this organization because I fear 

what I have to lose in it. 

COMCONT13 0.9781 4.3081 0.4628 

Note. AVE: 0.96; Composite Reliability: 0.99; Cronbach Alpha: 0.99 

 

Just like Affective Commitment and Continuous Commitment, the reliability and convergent validity 

measures for the latent variable are all above the thresholds for Normative Commitment. This is probable 

because these Commitment variables have had sufficient theoretical and empirical testing in previous research 

and have been adequately validated. However, there were concerns of discriminant validity since some manifest 

variables had very low loadings. Loadings of 0.3349 and 0.1987 are very low and warrant that the manifest 

variables corresponding to these loadings be deleted. Therefore, two items ‘COMNORM18’ and 

‘COMNORM19’ were deleted to ensure parsimony in the measurement model. The loadings of the manifest 

variables therefore ranged from 0.9728 to 0.9780 which are adequately high. 

Table 3 

Normative Commitment- Final Measurement Model 

Items 
 

Loadings Mean SD 

I feel that I owe this organization quite a bit 

because of what it has done for me. 

COMNORM14 0.9780 4.3602 0.4812 

My organization deserves my loyalty because of 

its treatment towards me. 

COMNORM15 0.9679 4.3649 0.4826 

I feel I would be letting my co-workers down if I 

was not a member of this organization. 

COMNORM16 0.9728 4.3460 0.4768 

I am loyal to this organization because my values 

are largely its values 

COMNORM17 0.9610 4.3507 0.4783 

Note. AVE: 0.94; Composite Reliability: 0.98; Cronbach Alpha: 0.98 

 

Final measurement model for moral values for example sees large improvements in the AVE and the 

Composite reliability measures. AVE is now 0.6062 which is above the 0.5 threshold. Composite reliability is 

now also above the 0.7 band. Cronbach’s alpha however remains below the minimum acceptable value of 0.7. 

The construct recorded an alpha score of 0.3529. While this looks unacceptable, in PLS-SEM modelling, more 

reliance is placed on the results of the Composite reliability than the Cronbach’s alpha (Hair et al., 2014; 

Henseler, Christian Ringle, & Sinkovics, 2009). This is because the Cronbach’s alpha provides a severe 

underestimation of the internal consistency reliability of the latent variable in PLS model (Henseleret al., 2009). 

Therefore since the Composite reliability indicator satisfies the minimum acceptable threshold of 0.7, internal 
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consistency has been achieved. For the second construct, attitude toward others, the problem was with the 

loadings of the fourth manifest variable ‘SCVATO4’. Removing this item improved the AVE from 0.7435 to 

0.967 while the reliability indices for Composite reliability and Cronbach’s alpha improved from 0.9124 and 

0.8495 to 0.9887 and 0.9829 respectively. Factor loadings ranged from 0.9799 to 0.9863 which indicate good 

discriminant validity at the item level. 

Table 4 

Socio-Cultural Values at work- Final Measurement Model 

1. Moral Values    

 
AVE: 0.61; CR: 0.75; Cronbach Alpha: 0.35  Loadings Mean SD 

 
We should always be faithful to one another. SCVMV1 0.7367 4.3507 0.4783 

 

It is important to lead a good life for others to 

follow. 

SCVMV2 0.8184 4.3839 0.5852 

2. Attitude Toward Others    

 AVE: 0.97; CR: 0.99; Cronbach Alpha: 0.98  Loadings Mean SD 

 

Employees/subordinates should obey superiors 

instructions even when they think they do not 

agree with them 

SCVATO1 0.9799 4.2891 0.5664 

 

Employees should follow organizational 

policies even when they think the policies are 

unfair to them 

SCVATO2 0.9863 4.2559 0.5528 

 

Subordinates should always humble and support 

their superior’s decisions, even if they do not 

agree with him 

SCVATO3 0.9839 4.2512 0.5507 

3. Religious Values    

 
AVE: 0.93; CR: 0.97; Cronbach Alpha: 0.96  Loadings Mean SD 

 

My religious beliefs are what really lie behind 

my whole approach to work 

SCVRV1 0.9761 4.2512 0.5507 

 

My faith sometimes restricts some of my actions 

at work. 

SCVRV2 0.9548 4.2417 0.5463 

  
I believe whatever happens to me in life has 

spiritual causes. 

SCVRV3 0.9590 4.2749 0.5609 

4. Family Values    

 
AVE: 0.94; CR: 0.98; Cronbach Alpha: 0.97  Loadings Mean SD 

 

My family expectations influence my behaviour 

at the workplace 

SCVF1 0.9857 4.3033 0.4608 

 

Meeting my family demands comes first before 

my work 

SCVF2 0.9679 4.3175 0.4666 

 
A person should always think about their family 

when making important decisions 

SCVF3 0.9574 4.3175 0.4666 

5. Communalism    

AVE: 0.90; CR: 0.98; Cronbach Alpha: 0.97  Loadings Mean SD 

Sharing work ideas at the workplace is 

important. 

SCVC1 0.9629 4.327 0.4702 

It is always important to be united as members 

of an organization 

SCVC2 0.9765 4.327 0.4702 

We mourn and laugh together at the workplace SCVC3 0.9296 4.3128 0.4647 

I see myself and other employees belonging to 

one group 

SCVC4 0.9453 4.3128 0.4647 

  

Experienced employees should mentor 

inexperienced employees at the workplace. 

SCVC5 0.9204 4.3033 0.4608 

 

A minimum loading of 0.6 is required for inclusion in the model. For all first order constructs (sub 

constructs of OC and SCV), this criteria is achieved. Factor loadings for these sub constructs range from 0.7001 

to 0.9936 which indicates good discriminant validity at the item level. From the table, however, the minimum 

loadings for the two second order constructs (OC and SCV) are lower than the acceptable levels. This is because 

they are not being directly measured but are a composite of several sub constructs. Therefore, achieving 
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discriminant validity at the sub construct level provides reasonable validity at the higher order level. Additionally, 

OC and SCV are measure formatively (as second order formative constructs) which does not place much 

reliance on validity and reliability but rather on theoretical justification (Hair et al., 2009). 

Table 5 

Summary of the Final Measurement Model for Construct 

Construct AVE 
Composite 

Reliability 

Cronbach 

Alpha 
Loadings Range Items

a 

Organizational Commitment (OC) 0.6293 0.9501 0.9402 0.2845 –0.9493 (19
 a
)

 
13* 

  Affective Commitment (AFFCOM) 0.9782 0.9945 0.9926 0.9842 – 0.9936 (7
 a
)

 
4* 

  Continuous Commitment (CONCOM) 0.9599 0.9917 0.9895 0.9745 – 0.9874 (6
 a
)

 
5* 

  Normative Commitment (NORMCOM) 0.9408 0.9845 0.9790 0.9610 – 0.9780 (6
 a
)

 
4* 

Socio-Cultural Values (SCV) 0.5275 0.9432 0.9332 0.2300 – 0.8782 (18
 a
)

 
16* 

  Attitudes Towards Others (SCVATO) 0.9670 0.9887 0.9829 0.9801 – 0.9862 (4
 a
)

 
3* 

  Communalism (SCVC) 0.8971 0.9776 0.9712 0.9207 – 0.9764 (5
 a
)

 
5* 

  Family Values (SCVF) 0.9417 0.9798 0.9690 0.9573 – 0.9857 (3
 a
) 3* 

  Moral Values (SCVMV) 0.6042 0.7516 0.3529 0.7001 – 0.8474 (3
 a
) 2* 

  Religious Values (SCVR) 0.9281 0.9748 0.9612 0.9551 – 0.9760 (3
 a
) 3* 

Note. a(Initial Number of items.  *Final items 

 

Values in the diagonal section for most latent variables are largely greater than its correlations with other 

variables. The main issue is with some of the dimensions of socio-cultural values of respondents. For example, 

whereas the squared AVE of religious values at work (SCVR) is 0.9634, the correlation between SCVR and 

SCVATO stands at 0.9715 which is larger than the squared AVE. This raises concerns on the discriminant 

validity of the model at the construct level. However, it needs to be remembered that socio-cultural value is 

being measured as a second order construct. Therefore, SCVR, SCVATO, SCVC, SCVF and SCVMV are all 

lower order constructs of the higher order construct- socio-cultural values. Since one of the main reasons for the 

use of socio-cultural values as a second-order formative construct is because of the possible collinearity among 

the sub constructs (Ruiz, Gremler, Washburn, & Carrion, 2010; Mathwick, Malhotra, & Rigdon, 2001), this 

finding provides both the necessary justification for the use of the second-order construct and enough assurance 

that possible issues with these correlated variables have been duly catered for. 

Table 6 

Discriminant Validity Test 

 Factors Mean SD 1 2 3 4 5 6 7 8 

1 AFFCOM 31.04 2.57 0.9890 

2 CONCOM 26.03 2.42 0.1373 0.9797 
3 NORMCOM 25.68 2.25 0.1802 0.8646 0.9699 
4 SCVATO 17.04 1.83 0.3301 0.0785 0.1308 0.9834 
5 SCVC 21.58 2.21 0.1463 0.3353 0.2969 0.2841 0.9472 

6 SCVF 12.94 1.35 0.1165 0.2885 0.2267 0.2773 0.9461 0.9704 
7 SCVMV 13.04 1.02 0.5193 0.7109 0.8270 0.2591 0.2431 0.1643 0.7773 
8 SCVR 12.77 1.60 0.3177 0.0769 0.0987 0.9715 0.2888 0.2867 0.2237 0.9634 
Note. Values in bold diagonal are the squared roots of the AVEs. 

 

4.2 Structural Model 

The structural model is the theoretical model (Haenlein & Kaplan, 2004) which is the regression side of the 

PLS-SEM assessment. The results of the structural model, after bootstrapping and blindfolding algorithms, have 

therefore been presented in Tables 7 and 8. Two models are tested in table 7. First model looks at how SCV 

affects OC at the composite level. The second model then looks at the effect of SCV on the sub components of 

organizational commitment. From the table, 
2R  values range from 7.83% to 14.38%. Although high 

2R  

values are preferable, in exploratory assessments, low 
2R  values are sometimes expected. All 

2
Q  values are 

positive signifying that the models have reasonable predictive relevance. 
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Table 7 

Path Coefficients 

Model 
  

Coefficient S.E t stat Sig.  2R  
2

Q  

           

1. 
SCV →  OC 0.3792 0.0696 5.4444 0.000 *** 0.1438 0.142 

          

 SCV →  AFFCOM 0.2796 0.0676 4.1335 0.0000 *** 0.0783 0.0764 

2. SCV →  CONCOM 0.3435 0.0745 4.612 0.0000 *** 0.1181 0.1123 

 SCV →  NORMCOM 0.3330 0.0716 4.6518 0.0000 *** 0.1111 0.1038 
Note. p<0.05*, p<0.01**, p<0.001*** 

 

Now to the path coefficients, starting with model 1, the results of the SEM/PLS analysis indicates that 

socio-cultural values have a significant positive effect on organizational commitment (β = 0.3792, p < 0.001). This 

means that persons who have higher socio-cultural values have higher levels of commitment towards the 

organization. This significantly positive effect is seen irrespective of the dimension of commitment under 

consideration. This is because, from model 2, SCV is seen to have significantly positive effects on affective 

commitment (β = 0.2796, p < 0.001), continuous commitment (β = 0.3435, p < 0.001) and normative 

commitment as well (β = 0.3330, p < 0.001). Judging from the coefficients, SCV seems to have greatest impact 

on continuous commitment and normative commitment compared to its impact on affective commitment. 

To provide additional information on the mechanism through which SCV affects organizational commitment, 

the sub dimensions of SCV are also regressed on OC at the composite level and at sub construct levels in model 

3 to model 6. This is presented in Table 8. 

Table 8 

Path Coefficients 

Model 
  

Coefficient S.E t stat Sig.  2R  
2

Q  

 SCVATO →  OC -0.2588 0.1962 1.3189 0.1878   

 SCVC →  OC 0.0576 0.1512 0.3812 0.7032   

3. SCVF →  OC 0.1161 0.1480 0.7846 0.4331  0.7335 0.7198 

 SCVMV →  OC 0.8378 0.0267 31.4068 0.0000 ***  

 SCVR →  OC 
0.146 0.1931 0.756 0.4500    

 SCVATO →  AFFCOM 0.0311 0.2389 0.1302 0.8965    

 SCVC →  AFFCOM -0.0965 0.1910 0.5048 0.6139   

4. SCVF →  AFFCOM 0.0659 0.1840 0.358 0.7205  0.2195 0.2053 

 SCVMV →  AFFCOM 0.4817 0.0663 7.2665 0.0000 ***  

 SCVR →  AFFCOM 0.1887 0.2455 0.7687 0.4424    

 SCVATO →  CONCOM -0.4705 0.3667 1.2828 0.2002    

 SCVC →  CONCOM 0.0342 0.2377 0.1439 0.8856   

5. SCVF →  CONCOM 0.1783 0.2329 0.7654 0.4444  0.6799 0.6505 

 SCVMV →  CONCOM 0.7256 0.0446 16.2517 0.0000 ***  

 SCVR →  CONCOM 0.3107 0.3611 0.8603 0.3900    

 SCVATO →  NORMCOM 0.0047 0.1471 0.0322 0.9743    

 SCVC →  NORMCOM 0.1193 0.1147 1.0406 0.2986   

6. SCVF →  NORMCOM 0.0141 0.1148 0.1225 0.9026  0.8617 0.8039 

 SCVMV →  NORMCOM 0.8233 0.0266 30.9959 0.0000 ***  

 SCVR →  NORMCOM 0.1286 0.1509 0.8522 0.3945    
Note. p<0.05*, p<0.01**, p<0.001*** 

 

Unlike previously, 
2R  values here are quite large. They range from 21.95% to 86.17%. Using the criteria by 

Cohen, Cohen, West and Aiken (2003) and Rahman et al (2013), these values are substantial. All 
2

Q  values are 

reasonably large and positive signifying that the models have predictive relevance. 

Looking at the path coefficients in model 3, all dimensions of SCV is seen to have a positive effect on OC 
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except SCVATO which has a negative impact on OC. Irrespective of this, only SCVMV has a significant impact on 

OC (β = 0.8378, p < 0.001). 

Model 4 shows how the sub components affect affective commitment. Although mostly positive impact, 

there is no statistical evidence with this sample to reject the hypothesis that SCVC, SCVATO, SCVF and SCVR 

have a significant impact on affective commitment. SCVMV however has a significantly positive impact on 

affective commitment (β = 0.4817, p < 0.001). This pattern becomes evident when model 5 and model 6 are also 

considered. Out of all the dimensions of SCV, only SCVMV is seen to have a significant impact on affective 

commitment (β = 0.4817, p < 0.001), continuous commitment (β = 0.7256, p < 0.001) and normative 

commitment (β = 0.8233, p < 0.001). For all of these significant effects, positive impacts were observed. 

5. Discussions 

As expected, the SEM/PLS analysis demonstrated that there was a significant positive effect of 

socio-cultural values on organizational commitment (affective commitment, Continuance commitment and 

normative commitment). This indicates that managers greatly adhered to their socio-cultural values (moral 

values, attitude toward others, religious values, family values and communalism). In fact, evidence has shown 

that adherence to socio-cultural values improved the Bank Managers organizational commitment which 

corroborates some previous studies (e.g., Abdul et al., 2013; Gelder, 2012; Mayhew, 2015). What accounted for 

the positive effect of socio-cultural values as a composite on the managers’ organizational commitment was 

specifically their adherence to moral values mainly though the other values such as religious values, communal 

values, family values and attitude toward others also had some positive effects on some of the components of 

commitment. What seemed worthy of note is the value the manager place on moral values. 

It is noteworthy that the manager’s moral value was more salient in influencing their organizational 

commitment as found in some previous studies (e.g. Abdul et al., 2013 and Gelder, 2012). This is evident in 

Gyekye’s (2003) book in which he indicated that Ghanaians are brought to have good morals from infancy. 

Children who exhibit bad moral attitudes are disciplined by their parents or even other elders in the society. 

These moral values guide individuals’ behavior and attitude wherever they may find themselves. Good morals 

capture doing the right thing at all time. For this reason an employee will show commitment to his or her job 

because he/she knows that he is being paid to work and therefor have to be committed to his work in order to 

increase productivity. 

The managers, however, did not consider their family values, communal living and attitude toward others as 

prominent cultural values to have any positive effect on some components of commitment at work. These were 

also statistically irrelevant in explaining the managers’ organizational commitment. This provides ample 

evidence that the findings are appropriate for theory building. 

6. Conclusion 

The results revealed a strong influence of socio-cultural values on organizational commitment (affective 

commitment, continuance commitment and organizational commitment). The findings provide support for 

socio-cultural subsystem model and also supported Nukunya (2013) who indicated that culture influences 

employees’ work ethics and attitudes. Adhering to socio-cultural values by the bank managers had a significant 

positive effect on their organizational commitment. The findings of this study provide enough evidence for 

policy prescription at the workplace that will incorporate employees’ socio-cultural values with the 

organizational culture which in effect will increase organizational commitment level of workers. 

6.1 Practical implications 

The findings of the study provide some practical implications for policy makers, employers and employees. 

It suggests that employers and management should consider integrating employees’ socio-cultural values into the 
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organizational culture to embrace employees’ values and make them feel cherished by the organizations which in 

effect will increase organizational commitment. Considering only the organizational culture alone may not be 

appropriate since individuals belong to a society which has its own cultural values and expectations. So to argue 

that individuals should leave their socio-cultural values behind when they come to work may be difficult, hence 

may affect their attitudes toward work negatively. Industrial and Organizational Psychologists and Human 

Resource Managers should now appreciate and understand that in designing work, creating any work 

environment or work culture, employees’ socio cultural values that pertain to the location of the organization 

must be taken into consideration 

6.2 Practitioner points 

� The findings of the study clearly indicate the need for incorporating the cardinal cultural values into 

the work culture to satisfy employees hence to have positive attitudes towards work to employees who 

cherish their cultural values and cannot leave them at home since they are also part and parcel of who 

they are. 

� Practitioners should be flexible enough at the workplace and create a flexible working atmosphere for 

employees to make them feel more cherished or important at work. 
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