
 

 

 

 



 

 

 

 

 

 

i                                                                                                                                                               www.iqresearchjournal.com 

 

 

 

 

EDITORIAL BOARD 

Editor-in-Chief 

◆  Atanga D. Funwie (Professor) — Kesmonds International University / Nile University of Science & Technology / Green Hope 
University Somalia 

Deputy Editor-in-Chief 

◆  Dr. Mvogo Eloundou Guy Dieudonné, PhD, Public Health, Tropical Medicine and Infectious Diseases / Kesmonds 
International University 

Associate Editor-in-Chief 

◆  Tchouaffe Tchiadje Norbert (Professor) — Kesmonds International University / Massachusetts Institute of Technology USA 
/ Pan African University 

Editorial Assistants 

◆  Professor Tchakounte Franklin — Kesmonds International University / University of Ngaoundere 

◆  Professor Akah Roland Tiagha — Kesmonds International University / Walter Sisulu University South Africa 

◆  Professor Guiherme Schneider — Mexico 

◆  Professor Charles Fokunang — Cameroon Ethics Society / University of Yaounde 1 

◆  Professor Tassang Ndah Andrew — Kesmonds International University / University of Buea 

◆  Professor Daniel Tata — Switzerland 

◆  Professor Truly Bush — Germany 

◆  Professor Abraham Pius — The Academy of Advance Science, United Kingdom 

◆  Professor Celestina Neh Tassang — University of Buea 

◆  Professor Letlole Gabriel Gonnafela — Gonafela Institute South Africa / Kesmonds International University 

◆  Professor Patricia Samkia Asongwe — Ministry of Higher Education Cameroon 

◆  Professor Sama Dobit — University of Yaounde I 

◆  Professor Tony Ogiemen — American Heritage University of Southern California, USA 

◆  Professor Gabriel Lopes — Unilogos University, USA and Brazil 

◆  Professor Nukenine Elias — University of Ngaoundere 

◆  Professor Neossi Guena Mathurin — University of Ngaoundere / Ngaoundere Regional Hospital 

◆  Professor Angwanade Wilson — University of Ngaoundere 

◆  Professor Esther Ngah — University of Ngaoundere 

◆  Professor Yongho Shiwoh Louis — Kesmonds International University 

◆  Professor Asakizi Nji Augustine — Kesmonds International University  

◆  Professor Rudolph Q. Kwanue — Rudolph Kwanue University Liberia 

◆  Professor Mustaf Abdulle — President Green Hope University Somalia 

◆  Professor Mathan Muse — Green Hope University Somalia / Nile University of Science & Technology 

◆  Professor Lawrence Mwelwa — Queens College Zambia 

◆  Professor Ibrahim Abdi — Green Hope University Somalia / Nile University of Science & Technology 

◆  Professor Hussein Tohow — VC Green Hope University Somalia 

◆  Professor Henry N. Fonjock ,B.A, ACC,BIS Cert,MBA,PhD— Cameroon Cooperative Credit Union 

◆  Professor Zahir Shah — Professional Development Research Institute Pakistan 

◆  Professor Brian Siamani — Dean Faculty of Medicine, Gideon Roberts University Zambia 

◆  Professor Ernest Mutale — Ministry of Health Zambia 

◆  Professor Kouam Lawrence — Kesmonds International University / University of Ngaoundere 

◆  Professor Pascal Scheneller — Germany 

◆  Professor Francis Pol Lim — Philippine 

◆  Professor Mvondo M. Manuella — Kesmonds International University / University of Ngaoundere 

◆  Professor Tamo Simo Richard — Kesmonds International University / University of Ngaoundere 

◆  Professor Fodouop Simeon Pierre Tchegaing — Kesmonds International University / University of Ngaoundere 

◆  Professor Elie Baudelaire — EMIE Business School Paris France 

◆  Professor Sundjo Fabien — Kesmonds International University / University of Bamenda 

◆  Professor Gidoen Mwanza — Gidoen Robert University Zambia 



 

 

 

 

 

 

ii                                                                                                                                                               www.iqresearchjournal.com 

 

 

 

 

◆  Dr. Christina Jean Rahm — Institute of Clinical Research USA 

◆  Dr. Oscar Monono — Ballbridge University 

◆  Dr. Feugueng Micheal — Kesmonds International University United Kingdom 

◆  Dr. Penyia Elvis Che — Kesmonds International University / St John Paull II University Cameroon 

◆  Dr. Shei Claude Nfor — Shalom Institute Cameroon 

◆  Dr. Kagonbe Achille — Kesmonds International University / University of Ngaoundere 

◆  Dr. Doudou Raisa — Ministry of Scientific Research Cameroon 

◆  Dr. Zilefac Ebenezer Nwetlagwung — Kesmonds International University / Southeast University China 

Editorial Secretaries 

◆  Gana Christophe — Kesmonds International University 

◆  Kalwa Yvette — Kesmonds International University 

◆  Eng. Benson Lugalia — Kesmonds Group Limited 

◆  Eng. Pokam Tchinda Martial — Kesmonds International University / University of Ngaoundere 

◆  Dr. Kelly Kesten Manyi Atanga — Kesmonds International University / Jining Medical University, China 

◆  Dr. Pauline Wanjiru Gitiha — Kesmonds International University 

◆  Dr. Eng. Anyangwe C. Anyangom — Kesmonds Group Limited, Kesmonds Institute of Technology 

Editorial Board Members 

◆  Prof. Nicolas Guanzon Ong, Ph.D. — Department of Teaching Languages, University of Science and Technology of Southern 
Philippines 

◆  Prof. Ibrahim Hussein — Kesmonds Research Institute Uganda 

◆  Prof. Zapryan Assen — Higher School of Security and Economics, Plovdiv 

◆  Prof. Surendra Kumar Gautam — Department of Chemistry, Tri-Chandra Campus, Tribhuvan University, Kathmandu, Nepal 

◆  Prof. SENHADJI L. — Oran University Hospital, Department of Anesthesia-Intensive Care 

◆  Prof. Sabyasachi Pramanik — Department of Computer Science and Engineering, Haldia Institute of Technology 

◆  Prof. Meron Mersha — Quantum Optics and Information, Arba Minch University, Ethiopia 

◆  Prof. Dr. Zahir Shah — Kesmonds Research Institute, Pakistan 

◆  Prof. Dr. Bond Richard — California South University (CSU), Irvine, California, USA 

◆  Prof. Dr. Abubakar Mohammad — University of Technology, Baghdad, Iraq 

◆  Prof. Charlanne Miller — LIGS University Hawaii, Canada 

◆  Prof. Ali Usman — (Ethiopia) 

◆  Prof. Ali Abdul-Hussain Ghazzay — Department of Biology, University of AL-Qadisyah, Iraq 

◆  Prof. Nana Anabel — (Ghana) 

◆  Dr. Leonard Ake — Maitre-Assistant du CAMES, Enseignant-chercheur, Universite Boubacar Ba de Tillaberi 

◆  Dr. Wilson Dabuo Wiredu — MOCS, VC Academics Affairs, DMTU, Ghana 

◆  Dr. Wansso Blakwe Ahmed 

◆  Dr. Vijay Ramkisan Lakwal — Department of Zoology, Science and Commerce College, Jalgaon (MS), India 

◆  Dr. Veronica Blade — (Algeria) 

◆  Dr. Velinga Ndolok Aime Cesaire — Ph.D. in Public Health Epidemiology, UNDP Public Health Development Program 

◆  Dr. Uthman Simeon Adebisi — Obafemi Awolowo University, Nigeria 

◆  Dr. Tumi Humphred Simoben — Ph.D. in Public Health, Kesmonds Research Institute 

◆  Dr. Toffic Abdel Hassan — Plant Protection Research Institute, Agricultural Research Center 

◆  Dr. Thomas Abraham — Department of Hotel Management, Gondar, Ethiopia 

◆  Dr. Tchifam Berthe — Ph.D. in Public Health Epidemiology, Faculty of Medicine Garoua Cameroon 

◆  Dr. Tatoh Adeline Manjuh — Ph.D. in Healthcare Administration, Limbe Referral Hospital Cameroon 

◆  Dr. Tateukam Alphonse — Doctor of Clinical Medicine, Kesmonds Research Institute 

◆  Dr. T. Christina Mondimu — University of Gondar, Ethiopia 

◆  Dr. Surachita Basu — (Bangalore, India) 

◆  Dr. Sujita Darmo, ST., MT — Mechanical Engineering, Mataram University, Indonesia 

◆  Dr. Shehuri Sharon — Department of Botany, Faculty of Biosciences, Nnamdi Azikiwe University, Awka, Anambra State, 
Nigeria 

◆  Dr. Rofrigo Jose Pablo — Universidad Empresarial De Costa Rica 

◆  Dr. Rintu Sayak — (India) 

◆  Dr. Resham Kumari — Professor Assistant of Agricultural Zoology, Plant Protection Department, Sohag University, Egypt 

◆  Dr. Renato Dan A. Pablo II — CSPE, Mabalacat City College 



 

 

 

 

 

 

iii                                                                                                                                                               www.iqresearchjournal.com 

 

 

 

 

◆  Dr. Ranendu Dutta Pukayastha — S.J.N.P.G College, Lucknow, India 

◆  Dr. Rajinder Singh Sodhi — Guru Kashi University, Ilorin, Nigeria 

◆  Dr. Rajat Mrinal Kanti, PhD, D. LITT — Physiotherapist, NIMHANS, Bangalore, India 

◆  Dr. Rafah Almutarreb — School of Computer Science and Technology, Algoma University, Canada 

◆  Dr. Rabindra Das Sinha — (Chennai, India) 

◆  Dr. R. Francis Kaundra — DMI-St. Eugene University, Great North Road, Chibombo District, Lusaka, Zambia 

◆  Dr. Priyanka Weerasekara — Faculty of Social Sciences & Languages, Sabaragamuwa University of Sri Lanka 

◆  Dr. Pawan Thapa — Department of Geomatics Engineering, School of Engineering, Kathmandu University, Nepal 

◆  Dr. Osman Ibironke — Abia State University Uturu, Nigeria 

◆  Dr. Osama Mohamed Anwar Nofal — Emeritus Professor, National Research Centre 

◆  Dr. Onwubere Isabella — Sub-Dean, Samuel Obiajulu University, Osun State, Nigeria 

◆  Dr. Onodugu Obinna Donatus — Department of Mathematics, Faculty of Physical Sciences, Abia State University, Nigeria 

◆  Dr. Ola Sayed Mohamed Ali — Girls-AL-Azhar University, Cairo 

◆  Dr. Okpala Sunday Ocheni — University of Mosul, College of Science, Biology Dept. 

◆  Dr. Obike Godwill Ukamaka, M.Sc, Ph.D. — (Medical Microbiology), Jos, Plateau State, Nigeria 

◆  Dr. Obafemi Emmanuel — Adekunle Ajasin University Akungba Akoko, Ondo State 

◆  Dr. Nzuzi Rafael — Bakhita African Schools, Butembo 

◆  Dr. Nwatu Celestine Chibuzu — Rivers State University, Nigeria 

◆  Dr. Nouma Simon Joachim — Ph.D. in Political Economics, Consultant and Auditor Bank of Central African States 

◆  Dr. Ngwa Mathias — Faculty of Laws and Political Sciences, University of Dschang, Cameroon 

◆  Dr. Nazar Hassan — PMAS Arid Agriculture University, Rawalpindi 

◆  Dr. Nadia Jamil — Department of Environmental Sciences, Hazara University, Mansehra 

◆  Dr. Mulani Moshin Anware — Sant Ramdas Art's, Commerce and Science College, Maharashtra 

◆  Dr. Muhammad Faroog — Assistant Professor (Economics), Okara University, Pakistan 

◆  Dr. Mohammad Usman Awan — Centre for Biotechnology and Microbiology, University of Swat 

◆  Dr. Mohamed Mustaf Abdulle — Green Hope University Somalia / Nile University of Science & Technology 

◆  Dr. Mochammad Munir Rachman, M.Si. — PGRI Adi Buana University Surabaya, Indonesia 

◆  Dr. Mahmoud Magdy Abbas — Plant Nutrition Dept., Dokki, Giza, Egypt 

◆  Dr. Lukong Hubert Shalanyuy — Kesmonds Research Institute 

◆  Dr. Liela Meta — Malla Reddy Institute of Technology and Science 

◆  Dr. Kheambo Didier — Ph.D. in Healthcare Administration, Kesmonds Research Institute 

◆  Dr. Khan Aneeka Habib — College of Business Administration, International University of Business Agriculture and 
Technology, Dhaka, Bangladesh 

◆  Dr. Kabul Amid Aabbasi — University of Karachi, Pakistan 

◆  Dr. Jesica Gate — (France) 

◆  Dr. Javnyuy Joybert, MBA, DBA — CEO CELBMD Africa, Douala Cameroon 

◆  Dr. Jason Chishime Mwanza — St. Eugene University, Lusaka, Zambia 

◆  Dr. Ilayaraja Degu Kathirkaman — Department of Geology, Gondar, Ethiopia 

◆  Dr. Ibrahim Mohammad Almoselhy — Food Science and Technology, Faculty of Agriculture, Ain Shams University, Cairo, 
Egypt 

◆  Dr. Hossain Johangir — Bangladesh 

◆  Dr. Habiba Aissatou — (Egypt) 

◆  Dr. Geofrey Kingibe — Department of Sustainable Agriculture, Tamale Technical University, Tamale 

◆  Dr. Frederick Mbogo Akoth, PhD — Department of Computer Science and Software Engineering, Bondo, Kenya 

◆  Dr. Francis Onyango, Ph.D. — Nairobi, Kenya 

◆  Dr. Fitsum Etefa — Ethiopian Institute of Textile and Fashion Technology [EiTEX], Ethiopia 

◆  Dr. Farhat Samreen — Federal Urdu University of Arts, Karachi, Pakistan 

◆  Dr. Fahid Faryal Yawar — Kabul Polytechnic University, Kabul, Afghanistan 

◆  Dr. Fadekemi Williams Oyewusi — Imo State Polytechnic, Umuagwo, Nigeria 

◆  Dr. Ezedimora Louise Ocheni — School of Special Education, Federal College of Education, Oyo, Oyo State 

◆  Dr. Emmanuel Muhairwa — Dodoma University of Dodoma, Tanzania 

◆  Dr. Emilia Kheambo, CPA(Z) — Senior Lecturer, Faculty of Commerce, GSBM 

◆  Lecture, Bijay Nera Poudel — Tribhuvan University, Trichandra Multiple Campus, Department of Psychology, Kathmandu, 
Nepal 

◆  Dr. Emili Burnley — (Canada) 

◆  Dr. Doudou Nafissatou — Ministry of Scientific Research Cameroon 



 

 

 

 

 

 

iv                                                                                                                                                               www.iqresearchjournal.com 

 

 

 

 

◆  Dr. Djibrilla Yaouba — World Bank Public Health Development Program Northern Cameroon / University of Ngaoundere 
Cameroon 

◆  Dr. Desmond Olushola — Microbiology Department, Kogi State University, Anyigba 

◆  Dr. Deric Chang Tektook — Iraq 

◆  Dr. Debashi Panna — India 

◆  Dr. David Dowland — Habibullah Bahar University College, Dhaka 

◆  Dr. Danish Armed, Joel Caleb — Uturu 

◆  Dr. Celestine Mulugeta Degu — College of Business and Economics, Wollega University 

◆  Dr. Camile Rodriguezz — (Malaysia) 

◆  Dr. Biokgololo Abeltine — Faculty of Commerce & Business Administration, Gaborone University College, Botswana 

◆  Dr. Bella Perez — (Canada) 

◆  Dr. Bashir Zainab — Social Studies Department, Tai Solarin College of Education, Omu-Ijebu, Ogun State, Nigeria 

◆  Dr. Baratha Dewannara — Bolton University, (UK) (Sri Lankan Branch) 

◆  Dr. Baba Batoure — Ph.D. in Health Economics, Director State Registered Nursing School Garoua Cameroon 

◆  Dr. Aya Khalil Ibrahim Hassan Moussa — Biological Anthropology Department, Medical Research Division, Cairo, Egypt 

◆  Dr. Asanath Dira — (Cairo, Egypt) 

◆  Dr. Ambarish Sachin Bhalandhare — Associate Professor of Economics, India 

◆  Dr. Ali Zehra Zaida — Guru Kashi University, Bathinda, Punjab 

◆  Dr. Ali Mushin Haji — Dean of College of Science, Al-Karkh University of Science, Baghdad, Iraq 

◆  Dr. Akinsola Gloria Adedoja M. Hamed — Department of Mathematics, Yobe State University, Damaturu, Nigeria 

◆  Dr. Adeshini Goke Francis — Al-Hikmah University, Ilorin, Nigeria 

◆  Dr. Adda Goudougou — Garoua General Hospital Cameroon 

◆  Dr. Abrima Francis — Post-Doctoral Researcher, American International University West Africa, The Gambia 

◆  Dr. Abraham Aziz — (Bangalore, India) 

◆  Dr. Abhishek B. — Assistant Professor, SRM University, Kattankualthur, Chennai, India 

◆  Chan Dong Hyun, Bs, Ms, Ph.D., Geology — The Chinese University of Hongkong 

◆  Dr. Abdul Malik — Minhaj University, Lahore, Pakistan 

◆  Dr. Abdul Hussain — Department of Botany, GPGC Parachinar, District Kurram 

◆  Dr. (Mrs.) T V Sanjeewanie — General Sri John Kotelawala Defence University, Sri Lanka 

◆  Dr. Mubeena Munirl — Oromia State University and Jimma University 

◆  Dr. Lingbe Soconde — Kesmonds International University / University of Garoua Cameroon 

◆  Dr. Garam Garam — Kesmonds International University / University of Garoua Cameroon 

◆  Dr. Edward Mutengechi — Makere University, Mulago Hospital Uganda 

◆  Dr. Awah Richard Ndoh — Cameroon Cooperative Society 

◆  Dr. Abel Tadesse Belle K. — Jigjiga University, Jigjiga, Ethiopia 

◆  Alobwede Pende Divine — Kesmonds International University 

◆  Aissatou Missira — Kesmonds International University 

◆  Paule Giovani Henriette — Kesmonds International University 

◆  Nsuh Larissa — Kesmonds International University 

◆  Nougho Nancy Merveille — Kesmonds International University 

◆  Nfon Sergius Nfon — Kesmonds International University / University of Garoua Cameroon 

◆  Ndapeyouene M. Zenabou — Kesmonds International University 

◆  Mbanwie Nadege Ambeck 

   ◆  Kalwa Yvette, Kesmonds International University 

   ◆  Gana Christophe, Kesmonds International University 

 

 

 



 

 

 

 

 

 

 

v                                                                                                                                                               www.iqresearchjournal.com 

 

 

 

 

Table of Contents 

Faction on Employee Commitment : Evidence from ENEO Cameroon, West Region. ...................................................... 98 

file:///C:/Users/KIU/Desktop/IQRJ/VOL5%20ISSUUE%203/IQRJ-V05I02-26005007.docx%23_Toc237963391


 

 
   98 

 

www.iqresearchjournal.com  
 Nweshi. P& al., 2026 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

 

 

 
 

 
 

Received : 28/05/2026___Revised : 09/07/2026___Accepted : 30/08/2026____Published : 01/09/2026 

www.iqresearchjournal.com  

 
Faction on Employee Commitment : Evidence from ENEO Cameroon, West Region. 

Nweshi Prisca¹ | Prof. Yongho Shiwoh Louis² | Dr. Penyia Elvis Che1 

 

Affiliations 

1.Kesmonds International 

University / Green Hope University, 

Cameroon 
2.University of Bamenda, Cameroon 

 

 

 

Corresponding Author:  

Nweshi Prisca 

Email: 
akwaamah@kesmondsuniversity.org 

 

Paper ID: IQRJ-V05I03-26007 

 

ABSTRACT 

This study examined the relationship between job satisfaction and employee 

commitment at ENEO Cameroon (The Energy of Cameroon) in the West Region, 

drawing on Social Exchange Theory (SET) as its theoretical foundation. Job 

satisfaction was assessed across five dimensions: promotional policies, working 

conditions, relationships with coworkers and supervisors, job security, and skills 

development. The study adopted a descriptive cross-sectional survey design. Data 

were collected through a structured bilingual questionnaire administered to 

employees, with 153 valid responses obtained from a population of 200, representing 

a response rate of 76.5%. The data were analysed using Pearson correlation in SPSS 

Version 26. The results showed a significant positive relationship between overall job 

satisfaction and employee commitment (r = .348, p < .001). Among the dimensions 

examined, promotional policies showed the strongest relationship with employee 

commitment (r = .348, p < .001), followed by working conditions (r = .312, p < .001), 

skills development (r = .271, p < .001), and job security (r = .253, p < .001). 

Relationships with coworkers and supervisors showed weaker but statistically 

significant associations (r = .048–.052, p < .05). The findings provided support for all 

four hypotheses tested. The study contributes to the application of Social Exchange 

Theory within the African utility sector and demonstrates the importance of 

workplace experiences in shaping employee commitment. The findings also offer 

practical implications for ENEO management, particularly in strengthening 

promotion practices, improving working conditions, supporting employee 

development, and enhancing job security as part of efforts to build a more committed 

workforce and reduce voluntary turnover. 

 

Keywords: job satisfaction, employee commitment, organizational commitment, 

Social Exchange Theory, utility sector, ENEO Cameroon, sub-Saharan Africa, human 

resource management, promotional policies, working conditions, skills development, 

turnover intention 
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INTRODUCTION 

In service-oriented organizations, 

employees play a central role in ensuring 

effective operations and providing quality 

services, human capital represents a 

strategically vital resource and at the same 

time, it is among the most difficult to sustain. 

Electricity distribution companies face 

several substantial operational demands 

because their employees are responsible for 

technical tasks, customer service, and 

activities that support reliable electricity 

supply. These organizations must sustain 

consistent operational performance while 

delivering high quality technical precision 

under hazardous conditions, and interface 

effectively with end consumers all of which 

depend basically on the commitment of their 

workforces. Employee commitment, defined 

by Meyer and Allen (1991, p. 67) as “a 

psychological state that characterizes the 

employee’s relationship with the 

organization and has implications for the 

decision to continue or discontinue 

membership,” Employee commitment is 

therefore important to the effective 

functioning of the organization and the 

reliability of the services it provides 

(Robbins & Judge, 2023). 

Quality service to customer. Job satisfaction 

reflects how employees perceive and 

evaluate different aspects of their work, 

including opportunities for advancement, 

working conditions, relationships with 

coworkers and supervisors, job security, and 

professional growth. 

Research indicates that job satisfaction is a 

key determinant of organizational 

commitment (Spector, 1997; Gupta & 

Agrawal, 2023). Social Exchange Theory 

(SET) provides a framework for 

understanding the relationship between 

employees’ experiences at work and their 

commitment to the organization. Blau, 1964; 

Cropanzano & Mitchell, 2005): When 

employees feel that they are treated fairly 

and supported by their organization, they 

may respond with stronger commitment, 

loyalty, and willingness to contribute to 

organizational goals. Conversely when 

employees are dissatisfied with their jobs, 

they may become less engaged, show less 

interest in their work, and may eventually 

consider leaving the organization. Such 

dissatisfaction may affect employee 

retention and, in turn, have implications for 

operational continuity and service quality 

(Gulo & Ardiansyah, 2025; Hutapea & 

Wulan-sari, 2025). 

ENEO Cameroon operates as the primary 

electricity distribution, generation, and 

transmission utility in Cameroon under a 

concession contract with the State. Like 

many electricity utilities in sub-Saharan 

Africa, ENEO Cameroon faces several 

challenges, including aging infrastructure, 

increasing electricity demand, the retention 

of skilled employees, and the need to 

maintain good service delivery and the 
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imperative to expand access to underserved 

populations while sustaining service quality 

(African Development Bank, 2024; IEA, 

2024). In this context, retaining committed 

employees is vital for maintaining effective 

and reliable operations. However, although 

utility sector workforces are central to 

development across Africa, empirical 

evidence on the relationship between job 

satisfaction and employee commitment in 

Cameroon’s electricity sector remains 

limited. 

Accordingly, this study examines this 

relationship in the context of ENEO 

Cameroon. Drawing on Social Exchange 

Theory and the multidimensional view of job 

satisfaction by Luthans (1998) and Spector 

(1997), it investigates how five specific 

satisfaction dimensions promotional 

policies, working conditions, coworker and 

supervisor relationships, job security, and 

skills development influence organizational 

commitment among non-managerial and 

supervisory employees at ENEO Cameroon’s 

West Region operations. The study pursues 

four objectives: (1) to assess the effect of 

promotional policies and working conditions 

on commitment; (2) to examine the role of 

interpersonal relationships; (3) to 

investigate the influence of job security and 

skills development; and (4) to derive 

evidence-based managerial 

recommendations. Four hypotheses were 

formulated (H₁–H₄), all predicting significant 

positive relationships, were tested. 

The study is organized into several sections.: 

the subsequent section outlines the 

theoretical and conceptual framework. This 

is followed by a review of relevant literature, 

a description of the methodology, 

presentation of findings, and discussion. The 

managerial recommendations, and finally 

the conclusion, limitations, and future 

research directions. 

THEORETICAL AND CONCEPTUAL 

FRAMEWORK 

2.1 Social Exchange Theory 

Social Exchange Theory, was first articulated 

systematically by Blau (1964) and later 

extended by Cropanzano and Mitchell 

(2005), It forms the theoretical foundation 

for this study. SET holds that social 

relationships including the employment 

relationship are governed by the norm of 

reciprocity (Gouldner, 1960): When one 

party receives favorable treatment from 

another, there is often an expectation that 

the benefit will be returned over time. Unlike 

economic exchange, which is characterized 

by specific, formally stipulated obligations 

and instantaneous exchange. Social 

exchange can gradually build relationships 

based on trust, commitment, and the feeling 

that the organization provides support 

(Eisenberger et al., 1986; Rhoades & 

Eisenberger, 2002). 

In organizational contexts, SET suggests that 

when employees perceive their organization 
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as investing in their welfare through 

transparent promotion practices, safe and 

supportive working conditions, positive 

interpersonal dynamics, employment 

stability, and career development they 

reciprocate stronger commitment, loyalty, 

and willingness to contribute beyond formal 

job requirements. This logic may extend to 

sub-Saharan African organizations, where 

employees’ relationships with coworkers, 

supervisors, and the organizations shape 

how they interpret workplace support and 

benefits. (Inegbedion, 2024; Ahmad et al., 

2023). 

Recent studies have also used SET to explain 

employee attitudes and workplace 

relationships across diverse organizational 

settings. Ahmad et al. (2023) conducted a 

systematical review of over 180 SET-based 

studies and confirmed that reciprocal 

organizational support is a key predictor of 

employee commitment across different 

contexts. Simbula et al. (2023) demonstrated 

through longitudinal analysis that 

supervisor and coworker support 

strengthen attachment through reciprocal 

exchange processes, while Xuecheng et al. 

(2022) similarly link supportive leadership 

to higher retention via SET mechanisms. In 

the African utility sector, SET helps explain 

how employees’ experiences with different 

aspects of their work may be related to their 

commitment to the organization. 

2.2 Conceptual Framework and 

Hypothesis Development 

Based on SET, this study examines job 

satisfaction through five dimensions and 

considers their relationship with employee 

commitment. Figure 1 presents the 

conceptual framework, illustrating how each 

satisfaction dimension constitutes different 

aspects of the workplace that employees 

experience and evaluate as part of their 

relationship with ENEO Cameroon. These 

experiences are expected to relate with their 

level of organization. commitment. The 

functional model is specified as: 

EC = β₀ + β₁PP + β₂WC + β₃CR + β₄JS + β₅SD + 

ε 

where EC = Employee Commitment 

(dependent variable); PP = Promotional 

Policies; WC = Working Conditions; CR = 

Coworker and Supervisor Relationships; JS = 

Job Security; SD = Skills Development; β₀ = 

constant; β₁–β₅ = coefficients (all 

hypothesized to be positive, β > 0); ε = error 

term. Based on the conceptual framework 

and previous studies. The following 

hypotheses were developed: 

Research Hypotheses 

H₁: Overall job satisfaction has a significant 

positive influence on employee commitment 

at ENEO Cameroon. 

H₂: Promotional policies and working 

conditions have a significant positive 

influence on employee commitment. 

H₃: Coworker and supervisor relationships 

have a significant positive influence on 

employee commitment. 
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H₄: Job security and skills development have 

a significant positive influence on employee 

commitment. 

 

Figure 1. Conceptual Framework: SET-Based Model of Job Satisfaction Dimensions and 

Employee Commitment at ENEO Cameroon, West Region. Adapted from Blau (1964) and 

Cropanzano & Mitchell (2005). 

LITERATURE REVIEW 

Job satisfaction denotes the degree to which 

employees experience positive evaluations 

of their jobs and work environments 

(Spector, 1997; Luthans, 2011). Since 

Hoppock’s (1935) early work, researchers 

have increasingly distinguished between 

employees’ evaluations of job conditions and 

their emotional responses to the work 

experience (Judge & Kammeyer-Mueller, 

2012). Content theories, notably Maslow’s 

(1943) Hierarchy of Needs, Herzberg’s 

(1966) Two-Factor Theory, and Alderfer’s 

(1972) ERG Theory, focus on the needs that 

employees seek to satisfy through their 

work.  Process theories, such as Adams’s 

(1965) Equity Theory and Vroom’s (1964) 

Expectancy Theory, focus on how employees 

interpret their work experiences and form 

judgments about whether their expectations 

and needs are being met. In this study, job 

satisfaction is examined through five 

dimensions identified in Luthans’s (1998) 

framework and supported by previous 

research in organizational behavior. 

3.1.1 Promotional Policies 

Promotional policies refer to employees’ 

perceptions of the fairness, transparency, 

and accessibility of career advancement 

within the organization (Adams, 1965). 

From the perspective of SET, fair promotion 

practices can communicate that the 

organization recognizes employees’ 

contributions and is willing to invest in their 
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development. (Blau, 1964). Al Doghan et al. 

(2023) found a significant relationship 

between perceived fairness in promotion 

and affective commitment among employees 

in service organizations. Nguyen and Malik 

(2022) confirmed that procedurally fair 

promotion processes strengthen 

organizational attachment and reduce 

turnover intentions. In the African public and 

parastatal sector, Limited opportunities for 

advancement, particularly where promotion 

procedures are perceived as unclear, heavily 

based on seniority, or influenced by other 

considerations, may contribute to employee 

turnover and disengagement (African 

Development Bank, 2024). For utility 

organizations, establishing and consistently 

applying fair and merit-based promotion, 

procedures may therefore help strengthen 

employees’ commitment to the organization 

for utility organizations seeking to enhance 

workforce commitment. 

3.1.2 Working Conditions 

Working conditions encompass the physical 

and psychosocial environment in which 

employees perform their duties, including 

workplace safety, resource availability, 

workload demands, and overall 

organizational climate (Luthans, 1998) Good 

working conditions can reduce work-related 

stress and contribute to employees’ 

perception that the organization cares about 

their well-being. From a SET perspective, 

such perceptions may be associated with 

stronger employee commitment Bibi et al. 

(2023) established that conducive working 

environment positively affect commitment 

through elevated job satisfaction and 

workplace engagement. Aboramadan et al. 

(2022) similarly found that supportive work 

environments strengthen emotional 

attachment to the organization. Working 

conditions are particularly important for 

utility employees because some of their 

duties involve physically demanding and 

potentially hazardous work around 

electrical infrastructure. For these 

employees, adequate safety measures and 

appropriate work resources are important 

not only for job satisfaction but also for their 

well-being and the continuity of electricity 

services. 

3.1.3 Coworker and Supervisor 

Relationships 

Relationships with coworkers and 

supervisors can influence how employees 

feel about their work and their organization. 

This is consistent with the social support and 

reciprocity principles emphasized by SET. 

Good relationships among coworkers can 

encourage teamwork and mutual support. 

Similarly, supportive supervisors can help 

build trust, provide guidance, and create a 

work environment in which employees feel 

comfortable expressing their concerns 

(Karatepe et al., 2023). Elshaer and Azazz 

(2022) reported that coworker relationship 

quality enhances commitment by creating 

collaborative and psychologically safe work 

environments; Karatepe et al. (2023) 

demonstrated that supervisor support 

significantly predicts commitment through 

trust and engagement mechanisms. The 

quality of workplace relationships may be 

particularly relevant in Cameroon, where 

social relationships and respect for 

workplace hierarchy can influence 

interactions between employees and their 

supervisors and coworkers. 
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3.1.4 Job Security 

 Perceived job security refers to employees’ 

confidence that their employment will 

remain stable. When employees feel secure 

in their jobs, they may be more likely to view 

the organization as dependable and 

supportive, which is consistent with the 

principles of SET (De Witte et al., 2024). In 

contrast, uncertainty about continued 

employment may create anxiety and lead 

some employees to withdraw from their 

work, which may weaken their commitment 

to the organization (Shrestha & Mishra, 

2023). De Witte et al. (2024) confirmed in a 

longitudinal European study that perceived 

job security positively influences both 

affective and normative commitment; 

Shrestha and Mishra (2023) replicated this 

finding in Asian service organizations. Job 

security may be particularly important in the 

Cameroonian context because stable formal 

employment is highly valued. Employees 

who perceive their jobs as secure may 

therefore develop a more positive 

relationship with their organization and 

demonstrate stronger commitment 

3.1.5 Skills Development 

Training, mentoring, and professional 

development are important ways through 

which organizations can support their 

employees. From the perspective of SET, 

employees may respond positively to these 

opportunities because they indicate that the 

organization values their development 

(Becker, 1964; Alshaabani et al., 2024). 

Jehanzeb and Mohanty (2022) found that 

opportunities for continuous learning were 

associated with stronger employee 

commitment, partly because employees 

viewed such opportunities as evidence of 

organizational support and investment in 

their careers. Alshaabani et al. (2024) 

confirmed that training programs positively 

affect commitment through elevated job 

satisfaction and heightened career 

confidence. The electricity sector is also 

changing as utilities adopt technologies such 

as smart grids, renewable energy systems, 

digital platforms, and other forms of 

technology-enabled service delivery. These 

changes require employees to update their 

skills regularly. Training and development 

may therefore help organizations retain 

skilled employees while preparing them to 

respond to changing job requirements. 

3.2 Employee Commitment 

Organizational commitment denotes the 

psychological bond and identification that 

attaches employees to their organizations 

and motivates contribution to organizational 

goals (Meyer & Allen, 1991; Mowday et al., 

1979). The concept of organizational 

commitment has developed over time. 

Becker’s (1960) side-bet theory viewed 

commitment in terms of the investment’s 

employees accumulate in an organization 

and the costs they may face when leaving. 

Meyer and Allen (1991) later proposed the 

widely used three-component model of 

commitment. The 3CM distinguishes 
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affective commitment (emotional 

attachment and identification), continuance 

commitment (perceived cost of leaving), and 

normative commitment (felt obligation to 

remain based on internalized loyalty norms) 

(perceived cost of leaving), and normative 

commitment (felt obligation to remain based 

on internalized loyalty norms). 

Meta-analytic research indicates that 

affective commitment has particularly 

strong relationships with job satisfaction, 

employee performance, organizational 

citizenship behavior, and lower voluntary 

turnover, this makes affective commitment 

particularly relevant when organizations 

seek to strengthen employee attachment and 

retention (Meyer et al., 2002; Solinger et al., 

2018). For this study, employee commitment 

is treated as an overall construct rather than 

being examined through the three separate 

components of the 3CM. This approach is 

consistent with the study’s focus on the 

general relationship between job satisfaction 

and employee commitment on the overall 

influence of job satisfaction dimensions 

rather than the differential prediction of 

commitment components. Future research 

employing the full 3CM would enable 

investigation of whether specific satisfaction 

dimensions differentially predict affective, 

continuance, and normative commitment, 

such an approach could provide a more 

detailed understanding of how different 

aspects of job satisfaction relate to each form 

of commitment 

3.3 Empirical Evidence and Research 

Gaps 

The relationship between job satisfaction 

and organizational commitment has 

received considerable attention in 

organizational behavior research. Gupta and 

Agrawal’s (2023) meta-analysis of 27 studies 

found a consistent positive relationship 

between job satisfaction and organizational 

commitment across the studies included in 

their analysis. Gomes and Marques (2022) 

demonstrated that satisfaction mediates the 

organizational justice-commitment 

relationship in Portuguese organizations. In 

African contexts, Inegbedion (2024) 

confirmed satisfaction as a mediator in 

Nigerian manufacturing firms; Azeez (2017) 

established significant effects in Nigerian 

public sector organizations. Internationally, 

Nguyen and Tran (2022) found satisfaction 

predicts affective commitment in 

Vietnamese utility-sector employees, with 

promotional opportunities and supervisor 

support as particularly influential 

dimensions, a finding closely paralleling the 

present study’s hypotheses. 

Despite these findings, three important gaps 

remain in the literature. First, no published 

study has empirically examined satisfaction-

commitment dynamics within the 

Cameroonian utility sector, where cultural, 

institutional, and economic conditions may 

influence how these relationships are 

experienced and understood. Second, sub-

Saharan African organizational research has 
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concentrated disproportionately on public 

administration and manufacturing, leaving 

employees in the utility sector, who often 

work under distinctive technical and 

operational conditions, have received 

comparatively little attention. Third, there is 

also limited evidence on which specific 

aspects of job satisfaction are most closely 

related to employee commitment in 

developing-country settings where 

organizations operate with limited 

resources.   

The present study responds to these gaps by 

examining the relationship in Cameroon, 

focusing specifically on employees in the 

electricity utility sector and considering five 

dimensions of job satisfaction. 

METHODOLOGY 

4.1 Research Design and Context 

This study adopted a quantitative, 

descriptive Cross-sectional designs 

appropraite for examining relationships 

among variables at a particular point in time. 

This design is also suitable for organizational 

behavior studies where access to employees 

over an extended period may be difficult 

(Creswell & Creswell, 2018). (Creswell & 

Creswell, 2018. The study was conducted 

among ENEO Cameroon employees in the 

West Region. The region was selected 

because of the presence of employees 

working in different operational 

departments and the researcher’s access to 

the organization during the period of data 

collection. The West Region is one of 

Cameroon’s ten administrative regions and 

includes both urban and industrial areas that 

depend on reliable electricity services. One 

limitation of the cross-sectional design is 

that it does not allow causal relationships to 

be established. This limitation is discussed in 

the concluding section. 

4.2 Population, Sample, and Procedure 

The target population comprised all non-

managerial and supervisory employees of 

ENEO Cameroon working within the West 

Region, totaling approximately 200 

individuals distributed across four 

operational departments: technical 

operations, customer service, administrative 

support, and maintenance. Senior executives 

and board-level personnel were excluded 

because their employment conditions, 

compensation, and organizational 

responsibilities differ considerably from 

those of frontline and middle-level 

employees. Including them could therefore 

affect the validity of the findings for the 

employee groups targeted in this study. 

A sample of 153 employees was selected 

from the ENEO West Region Human 

Resources register using simple random 

sampling. A computer-generated random 

number sequence was used to select the 

participants. This yielded a response rate of 

76.5%, exceeding the 70% threshold 

recommended for survey-based 

organizational research (Baruch & Holtom, 
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2008) and satisfying the minimum sample 

size of 100 required for correlational studies 

(Cohen, 1992). The achieved sample 

provides adequate statistical power (1 − β ≥ 

.80) to detect medium effect sizes (r ≥ .30; 

Cohen, 1992) at the α = .05 significance level. 

4.3 Instrumentation and Measurement 

Data were collected through a structured, 

self-administered questionnaire developed 

in both English and French to accommodate 

ENEO’s bilingual workforce, Data were 

collected using a structured, self-

administered questionnaire prepared in 

both English and French to accommodate the 

bilingual nature of the ENEO workforce. The 

instrument comprised two sections. Section 

A elicited demographic information: gender, 

age group, educational qualification, length 

of service, and departmental affiliation. 

Section B contained established scales used 

to measure the study constructs, with all 

items rated on a 5-point Likert scale (1 = 

Strongly Disagree to 5 = Strongly Agree). 

Job satisfaction was measured using an 

adaptation of Spector’s (1997) Job 

Satisfaction Survey (JSS), modified to 

operationalize five dimensions: promotional 

policies (5 items), working conditions (5 

items), coworker relationships (4 items), 

supervisor relationships (4 items), job 

security (4 items), and skills development (4 

items) totaling 26 satisfaction items. 

Employee commitment was assessed using a 

9-item adaptation of Mowday et al.’s (1979) 

Organizational Commitment Questionnaire 

(OCQ), capturing identification with 

organizational goals, willingness to exert 

effort on behalf of the organization, and 

desire to maintain organizational 

membership. 

Before the main data collection, the 

questionnaire was pilot-tested with 20 

employees from a similar utility organization 

in a neighboring region. The pilot test was 

conducted to assess the clarity of the items, 

the time required to complete the 

questionnaire, and the reliability of the 

scales. Pilot feedback prompted minor 

wording refinements; all scales The 

Cronbach’s alpha values were above .70 for 

all scales (range = .71–.84), indicating 

acceptable internal consistency (Nunnally & 

Bernstein, 1994) (Nunnally & Bernstein, 

1994). Table 3 summarizes the reliability 

statistics. 

4.4 Data Analysis 

Data were analyzed using SPSS Version 26. 

Descriptive statistics means, standard 

deviations, frequencies, and percentages 

were used to summarize respondent 

demographics and variable distributions. 

Before conducting the correlation analysis, 

the assumptions required for Pearson 

correlation were examined. Normality was 

assessed using Normality was assessed using 

the Kolmogorov-Smirnov test and Q-Q plots. 

Linearity was examined using bivariate 

scatter plots, while homoscedasticity was 

assessed through residual analysis. The 

results did not indicate any serious violation 
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of these assumptions. Pearson product-

moment correlation was then applied to 

assess the strength and direction of the 

relationships between the dimensions of job 

satisfaction and employee commitment. 

Statistical significance was set at α = .05 

(two-tailed); effect sizes were interpreted 

using Cohen’s (1992) benchmarks: weak (r = 

.10–.29), moderate (r = .30–.49), strong (r ≥ 

.50). 

RESULTS 

Table 1 presents the demographic 

characteristics of the 153 respondents. Male 

respondents accounted for 62.1% (n = 95) of 

the sample, while the remaining respondents 

were female. Respondents aged 35–44 years 

constituted the largest age group, 

representing 44.4% (n = 68) of the sample. In 

terms of educational attainment, 45.8% (n = 

70) of the respondents held bachelor’s 

degrees, while 29.4% (n = 45) held master’s 

degrees. Regarding length of service, the 

largest group had worked with ENEO for 5–

10 years (38.6%; n = 59). Technical 

operations accounted for the largest 

departmental group (34.0%; n = 52), 

followed by customer service (26.1%; n = 

40). The demographic distribution of the 

respondents is presented in Table 1. 

 

5.1 Sample Profile 

 

Table 1. Demographic Characteristics of Respondents (N = 153) 

Characteristic n % 

Gender   

Male 95 62.1 

Female 58 37.9 

Age Group   

25–34 years 42 27.5 

35–44 years 68 44.4 

45–54 years 35 22.9 

55 years and above 8 5.2 

Educational Qualification   

Diploma/Certificate 28 18.3 

Bachelor's Degree 70 45.8 
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Characteristic n % 

Master's Degree 45 29.4 

Doctorate 10 6.5 

Length of Service   

Less than 5 years 35 22.9 

5–10 years 59 38.6 

11–15 years 38 24.8 

More than 15 years 21 13.7 

Department   

Technical Operations 52 34.0 

Customer Service 40 26.1 

Administrative Support 34 22.2 

Maintenance 27 17.6 

Note. Percentages may not sum to 100.0 due to rounding. 

 

 

5.2 Descriptive Statistics 

Table 2 presents the means and standard 

deviations of the study variables. Overall job 

satisfaction had a mean of 3.26 (SD = 0.72), 

while employee commitment had a mean of 

3.29 (SD = 0.69). Based on the 5-point Likert 

scale, both values fall within the moderate 

range (2.61–3.40). 

Among the job satisfaction dimensions, 

working conditions recorded the highest 

mean (M = 3.42, SD = 0.68), followed by skills 

development (M = 3.38, SD = 0.71). 

Supervisor relationships had a mean of 3.12 

(SD = 0.76), while job security recorded a 

mean of 3.15 (SD = 0.82). These were the two 

dimensions with the lowest mean scores. 

Table 2. Descriptive Statistics for Study Variables (N = 153) 

Variable M SD Level 

Job Satisfaction (Overall) 3.26 0.72 Moderate 

Promotional Policies 3.18 0.79 Moderate 
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Variable M SD Level 

Working Conditions 3.42 0.68 Moderate-High 

Coworker Relationships 3.31 0.74 Moderate 

Supervisor Relationships 3.12 0.76 Moderate 

Job Security 3.15 0.82 Moderate 

Skills Development 3.38 0.71 Moderate-High 

Employee Commitment 3.29 0.69 Moderate 

Note. M = mean; SD = standard deviation. Scale interpretation: 1.00–1.80 = very low; 1.81–2.60 = 

low; 2.61–3.40 = moderate; 3.41–4.20 = moderate-high; 4.21–5.00 = high. 

5.3 Scale Reliability 

Table 3 presents the Cronbach’s alpha 

coefficients for the measurement scales. All 

coefficients were above the .70 threshold 

recommended by Nunnally and Bernstein 

(1994). The overall job satisfaction scale 

recorded a Cronbach’s alpha of .86, 

indicating acceptable internal consistency 

among the items. The scales were therefore 

considered reliable for further analysis. 

 

 

Table 3. Cronbach's Alpha Reliability Coefficients for Study Scales 

Scale No. of Items Cronbach's α 

Overall Job Satisfaction (composite) 26 .86 

Promotional Policies 5 .78 

Working Conditions 5 .81 

Coworker Relationships 4 .74 

Supervisor Relationships 4 .71 

Job Security 4 .76 

Skills Development 4 .80 

Employee Commitment (OCQ) 9 .84 

Note. All α values exceed the minimum threshold of .70 (Nunnally & Bernstein, 1994)

 5.4 Correlation Analysis and Hypothesis 

Testing 
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Table 4 presents the Pearson correlation 

results and the corresponding hypothesis-

testing results. Figure 2 provides a visual 

presentation of the correlation coefficients. 

The results showed positive relationships 

between the study variables, although the 

strength of the relationships varied across 

the job satisfaction dimensions. 

H₁ was supported. Overall job satisfaction 

positively correlated with employee 

commitment (r = .348, p < .001), indicating a 

moderate positive relationship). This 

replicates the foundational finding of the job 

satisfaction-commitment literature (Gupta & 

Agrawal, 2023) within the novel context of a 

Cameroonian utility organization. 

H₂ was also supported. Promotional policies 

showed a positive relationship with 

employee commitment (r = .348, p < .001). 

Working conditions were also positively 

correlated with employee commitment (r = 

.312, p < .001). Equaling the overall job 

satisfaction coefficient indicating that career 

advancement perceptions may be the single 

most commitment-relevant facet of job 

satisfaction in this context.  

H₃ received statistical support based on the 

reported significance levels. Coworker 

relationships were positively associated 

with employee commitment (r = .048, p = 

.042), while supervisor relationships also 

showed a positive relationship with 

employee commitment (r = .052, p = .038). 

However, the reported correlation 

coefficients indicate very weak relationships. 

H₄ was supported. Job security was 

positively correlated with employee 

commitment (r = .253, p < .001), while skills 

development also showed a positive 

relationship with employee commitment (r = 

.271, p < .001) 

 

 

 

 

Table 4. Pearson Correlation Matrix and Hypothesis Testing Results (N = 153) 

Variable → Employee 

Commitment 
r p H Decision Effect Size 

Overall Job Satisfaction .348 <.001 H₁ Supported Moderate 

Promotional Policies .348 <.001 H₂ Supported Moderate 

Working Conditions .312 <.001 H₂ Supported Moderate 

Coworker Relationships .048 .042 H₃ Supported Weak 

Supervisor Relationships .052 .038 H₃ Supported Weak 

Job Security .253 <.001 H₄ Supported Moderate 
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Variable → Employee 
Commitment 

r p H Decision Effect Size 

Skills Development .271 <.001 H₄ Supported Moderate 

Note. r = Pearson product-moment correlation coefficient. ***p < .001; *p < .05 (two-tailed). Effect 

size benchmarks: weak = .10–.29; moderate = .30–.49; strong ≥ .50 (Cohen, 1992). Shaded r values 

indicate moderate effects. 

 

Figure 2. Pearson Correlation Coefficients for Job Satisfaction Dimensions Predicting 

Employee Commitment (N = 153). Red line denotes r = .30 moderate-effect threshold (Cohen, 

1992). ***p < .001; *p < .05. 

DISCUSSION 

6.1 Promotional Policies and Working 

Conditions 

Promotional policies emerged as the strongest 

correlate of employee commitment (r = .348, p < 

.001). This finding is aligned with Social 

Exchange Theory (SET), which suggests that 

employees are more likely to develop positive 

attitudes toward an organization when they feel 

that their contributions are recognized and 

rewarded fairly. Employees who perceive 

promotion opportunities as fair and accessible 

may therefore develop stronger commitment to 

the organization. This finding is consistent with 

Al Doghan et al. (2023) and Nguyen and Malik 

(2022), and it extends their findings to the 

Cameroonian electricity distribution sector.  

The result suggests that transparent and fair 

promotion practices could strengthening 

employee commitment at ENEO Cameroon. 

Working conditions also showed a positive 

relationship with employee commitment (r = 

.312, p < .001). This finding is particularly 

relevant in the electricity distribution sector, 

where some employees work under conditions 

involving electrical hazards, outdoor exposure, 

and physically demanding maintenance 

activities. The quality of the working 
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environment may therefore influence 

employees’ perceptions of safety, wellbeing, and 

organizational support. This finding is in line 

with Bibi et al. (2023) and Aboramadan et al. 

(2022), and extends their findings to the African 

utility context. From the perspective of SET, 

employees who perceive that the organization 

provides suitable working conditions may be 

more likely to develop positive attitudes toward 

the organization and remain committed to it. 

6.2 Interpersonal Relationships 

Coworker relationships (r = .048, p = .042) and 

supervisor relationships (r = .052, p = .038) 

showed positive but very weak relationships 

with employee commitment. Although the 

relationships were statistically significant based 

on the reported p-values, the small correlation 

coefficients suggest that interpersonal 

relationships have a limited association with 

commitment in the ENEO West Region context. 

This finding is partly consistent with Social 

Exchange Theory (SET), which suggests that 

positive interactions and support in the 

workplace can contribute to stronger employee 

attachment to the organization. It also agrees 

with the findings of Karatepe et al. (2023) and 

Elshaer and Azazz (2022). One possible 

explanation for the weak relationships is that 

employees may already experience a reasonable 

level of support from their coworkers and 

supervisors. If so, differences in the quality of 

these relationships may have limited influence 

on differences in employee commitment. 

Another possible explanation is that employees 

may attach greater importance to other aspects 

of their employment, such as promotion 

opportunities, job security, and skills 

development. These factors may be more closely 

related to their commitment than interpersonal 

relationships. Further qualitative research could 

help to explain why coworker and supervisor 

relationships showed such weak associations 

with employee commitment in this study. 

6.3 Job Security and Skills Development 

Job security was positively associated with 

employee commitment (r = .253, p < .001), while 

skills development also showed a positive 

relationship with commitment (r = .271, p < 

.001). Based on the effect-size criteria used in 

this study, both relationships are weak. 

Nevertheless, the significant results indicate that 

job security and skills development are relevant 

aspects of employees’ commitment to ENEO 

Cameroon. The finding on job security is 

important in the Cameroonian context, where 

employment stability may be an important 

consideration for employees. Employees who 

perceive their jobs as stable and dependable may 

be more willing to maintain a long-term 

relationship with the organization. This 

interpretation is consistent with De Witte et al. 

(2024), who highlighted the importance of job 

security in employees’ work-related attitudes. 

From the perspective of Social Exchange Theory, 

employees who perceive greater security in their 

employment may respond with stronger 

commitment to the organization. Skills 

development also showed a positive relationship 

with employee commitment. Employees who 

perceive that ENEO provides opportunities to 
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improve their knowledge and skills may view 

such opportunities as evidence that the 

organization values their professional 

development. Training, mentorship, and 

professional development opportunities may 

therefore contribute to stronger employee 

commitment, consistent with Alshaabani et al. 

(2024) and Jehanzeb and Mohanty (2022). This 

finding is particularly relevant to the electricity 

distribution sector, where changes in technology 

and work practices require employees to update 

their skills regularly. Providing opportunities for 

employee development may therefore help 

ENEO strengthen employees’ commitment while 

supporting their ability to perform changing 

work requirements 

6.4 Theoretical Contributions 

This study contributes to the literature on 

organizational behavior and human resource 

management in three main ways. First, the 

findings provide empirical support for the 

application of Social Exchange Theory (SET) in 

the Cameroonian utility sector. The positive 

relationships observed between the dimensions 

of job satisfaction and employee commitment 

are generally consistent with the basic argument 

of SET that employees’ attitudes toward their 

organization may be influenced by how they 

perceive the treatment and support they receive 

from the organization. The findings therefore 

provide further evidence that SET can be useful 

for understanding employee attitudes in a 

developing-country context. 

Second, the findings show that the different 

dimensions of job satisfaction do not have the 

same strength of association with employee 

commitment. Promotional policies and working 

conditions showed stronger relationships with 

commitment than coworker and supervisor 

relationships, while job security and skills 

development showed weaker positive 

relationships. This suggests that treating job 

satisfaction as a single, uniform construct may 

overlook differences in the importance of its 

individual dimensions. Future studies could 

examine these relationships using structural 

equation modeling and the Meyer and Allen 

(1991) three-component model of 

organizational commitment to determine 

whether different satisfaction dimensions are 

more strongly related to affective, continuance, 

or normative commitment 

Third, the study adds to the limited empirical 

evidence on the relationship between job 

satisfaction and employee commitment in sub-

Saharan African utility organizations. Much of 

the existing literature has focused on Western 

and Asian settings, making evidence from 

African utility organizations particularly useful. 

The findings are broadly consistent with studies 

such as Azeez (2017) in Nigerian public sector 

organizations and Inegbedion (2024) in Nigerian 

manufacturing firms. This similarity suggests 

that the relationship between satisfaction and 

commitment identified in previous studies may 

also be observed in other sub-Saharan African 

organizational settings, although the strength of 
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the relationships may differ across sectors and 

employee groups. 

MANAGERIAL RECOMMENDATIONS 

The following five evidence-based, prioritized 

recommendations are derived directly from the 

empirical findings and theoretical framework of 

this study. They are directed at management of 

ENEO Cameroon and comparably positioned 

sub-Saharan African utility organizations, 

ranked by the strength of empirical evidence 

supporting their expected impact on 

commitment. 

Recommendation 1: Establish Merit-Based, 

Transparent Promotion Systems (Priority: 

Highest) 

Promotional policies showed the strongest 

relationship with employee commitment (r = 

.348, p < .001). Management should therefore 

give particular attention to the fairness and 

transparency of promotion practices. ENEO 

should establish clear promotion criteria based 

on performance, competencies, qualifications, 

and relevant experience, and communicate these 

criteria to eligible employees. Promotion 

decisions should be properly documented, and 

employees should have an opportunity to seek 

clarification or raise concerns about promotion 

decisions where necessary. Regular reviews of 

the promotion process and feedback from 

employees could also help management identify 

areas that require improvement. These 

measures may strengthen employees’ 

perceptions of fairness and, in turn, support 

stronger commitment to the organization. 

Recommendation 2: Invest Systematically in 

Physical and Psychosocial Working 

Conditions (Priority: High) 

Working conditions showed a moderate positive 

relationship with employee commitment (r = 

.312, p < .001). Management should therefore 

continue to improve the physical and 

psychosocial conditions under which employees 

perform their duties. ENEO should conduct 

regular workplace safety assessments, provide 

appropriate personal protective equipment, and 

ensure that employees have suitable tools and 

technical resources for their work. Attention 

should also be given to ergonomic conditions in 

both office and technical work environments. In 

addition, management should consider issues 

such as workload, availability of work resources, 

and unnecessary administrative procedures. 

Employee wellbeing programme’s and regular 

assessments of the organizational climate could 

help management identify and respond to 

concerns affecting employees’ working 

conditions. 

Recommendation 3: Institutionalize 

Continuous Skills Development Programme’s 

(Priority: High) 

Skills development showed a weak but 

statistically significant positive relationship with 

employee commitment (r = .271, p < .001). ENEO 

should therefore strengthen opportunities for 

employees to develop and update their skills. 

Training programmer’s could be designed with 

input from employees and aligned with both 

organizational needs and individual career goals. 

Areas such as smart-grid technology, renewable 

http://www.iqresearchjournal.com/


 

 
  116 

 

www.iqresearchjournal.com  
  Nweshi. P& al., 2026 

 

 

energy systems, digital customer service, and 

demand-side management could be considered 

where they are relevant to employees’ roles. The 

organization could also provide support for 

professional certification, mentorship 

programmer’s, cross-functional learning, and 

access to appropriate e-learning platforms. 

Individual Development Plans could be used to 

identify employees’ training needs and monitor 

their professional development over time. These 

measures may help employees perceive greater 

organizational support for their career 

development and contribute to stronger 

commitment. 

Recommendation 4: Enhance Employment 

Security Through Transparent Governance 

(Priority: Moderate-High) 

Job security showed a moderate association with 

commitment (r = .253, p < .001) This suggests 

that ambiguity and inconsistent application of 

employment policies reduce the anxiety that 

erodes commitment. ENEO should codify and 

clearly communicate comprehensive 

employment governance policies covering 

performance management, disciplinary 

procedures, organizational change where 

restructuring is operationally necessary, 

advance notice protocols, retraining options, and 

clear severance teams should be established. 

Regular, transparent management that explains 

the rational for organisational changes can 

reinforce employee’s confidence in the 

organization’s employment commitments with 

SET dynamics. This kind of transparency helps 

maintain the trust that underpins reciprocal 

commitment  

Recommendation 5: Strengthen Supervisory 

Leadership Capability (Priority: Moderate) 

Although coworker and supervisor relationships 

had the weakest links to employee commitment, 

leadership quality remains a critical day to day  

aspects of the workplace policies  not to be 

overlooked. ENEO management should provide 

supervisors with training in areas such as 

emotional intelligence, coaching, performance 

feedback, and conflict resolution. Regular 

feedback from employees could also be used to 

assess the quality of supervisory relationships 

and identify areas for improvement. In addition, 

peer learning among supervisors and 

mentorship programme’s could help managers 

share effective approaches to employee support 

and supervision. Improving supervisory 

practices may contribute to a more supportive 

working environment and strengthen employee 

commitment over time. 

CONCLUSION, LIMITATIONS, AND FUTURE 

DIRECTIONS 

This study examined the relationship between 

job satisfaction and employee commitment 

among ENEO Cameroon employees in the West 

Region. Guided by Social Exchange Theory (SET), 

the study used Pearson correlation analysis to 

examine the relationships between six 

dimensions of job satisfaction and employee 

commitment among 153 respondents. The 

findings showed positive relationships between 

all six dimensions and employee commitment, 

although the strength of these relationships 

varied across the dimensions. 
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Promotional policies and working conditions 

showed the strongest relationships with 

employee commitment, with correlation 

coefficients of .348 and .312, respectively. Skills 

development (r = .271) and job security (r = 

.253) showed weaker positive relationships, 

while coworker relationships (r = .048) and 

supervisor relationships (r = .052) showed very 

weak relationships based on the reported 

results. Overall job satisfaction had a mean of 

3.26 (SD = 0.72), while employee commitment 

had a mean of 3.29 (SD = 0.69), indicating 

moderate levels for both variables. These 

findings suggest that Eneo Cameroon could still 

improve how employees ‘view their jobs and 

their commitment to the organization. 

specifically, greater attention to promotion 

practices and working conditions may be useful 

to strengthen employee commitment at ENEO 

Cameroon. 

The study Advances the literature in three main 

ways. First, it provides empirical evidence on the 

application of Social Exchange Theory to the 

relationship between job satisfaction and 

employee commitment in the Cameroonian 

utility sector. Second, the findings show that the 

various dimensions of job satisfaction do not 

have equal relationships with employee 

commitment. This supports the argument that 

analyzing job satisfaction at the dimensional 

level can provide more detailed information than 

treating job satisfaction as a single construct. 

Third, the study adds to the limited empirical 

evidence on job satisfaction and employee 

commitment in sub-Saharan African utility 

organizations. 

Several limitations should be considered when 

interpreting the findings. First, the cross-

sectional design means that the study cannot 

establish causal relationships between job 

satisfaction and employee commitment or 

examine how these relationships change over 

time. Future studies could use longitudinal 

designs to address this limitation. Second, the 

study relied on self-reported data, which may 

increase the possibility of common bias. Future 

research could reduce this risk by collecting 

information at different points in time or using 

data from more than one source. Third, the study 

was limited to employees in the ENEO West 

Region, which may limit the extent to which the 

findings can be generalized to employees in 

other regions of Cameroon or to other utility 

organizations. Finally, Pearson correlation was 

used to examine the relationships between the 

variables. Although this was appropriate for the 

study objectives, correlation does not show the 

independent contribution of each job 

satisfaction dimension when the other 

dimensions are considered simultaneously. 

Multiple regression or structural equation 

modeling could provide further insight into 

these relationships 

Future research could therefore extend this 

study in several ways. Longitudinal studies could 

examine changes in job satisfaction and 

employee commitment over time. Comparative 

studies could also include employees from 

different regions of Cameroon and other African 
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utility organizations. Researchers could use 

multiple regression or structural equation 

modeling to examine the relative contribution of 

each job satisfaction dimension and to test 

possible mediating and moderating 

relationships. Qualitative studies could further 

explore why some dimensions, particularly 

promotional policies and working conditions, 

appear to have stronger relationships with 

commitment than interpersonal relationships. 

Future research could also examine the three-

component model of organizational 

commitment to determine whether different 

dimensions of job satisfaction are more closely 

associated with affective, normative, or 

continuance commitment. Other factors, 

including gender, educational attainment, length 

of service, and departmental affiliation, could 

also be examined as potential moderators. 
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