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Abstract
This study examined the relationship between the components of conditions of service such as promotion and staff welfare, and academic staff job commitment. The descriptive research of the survey design was employed in the study. The population of the study consisted of all the One Thousand Four-hundred and fifty (1,450) academic staff of Federal University, Oye as at the time of this study (Academic Affairs, FUOYE, 2025). The sample for the study was 110 participants consisting of 10 HODs and 100 Academic Staff. The sample was drawn using Stratified and Simple Random sampling techniques. Two self – designed instruments tagged “Promotion and Staff Welfare Questionnaire (P&SWQ) and Academic Staff Job Commitment Questionnaire (ASJCQ) were used to elicit information from the respondents. The instruments were validated by research experts in Educational Management and Test and Measurement. The reliability of the instruments was ascertained using test-retest method while reliability coefficients of 0.80 and 0.78 were obtained for P&SWQ and ASJCQ respectively. The data collected were analysed using descriptive and inferential statistics. All hypotheses were tested at 0.05 level of significance. The study revealed that the levels of academic staff job commitment was high. The study also revealed that there was significant relationship between promotion, staff welfare and academic staff job commitment. It was recommended among others that university’s administrators should learn to monitor the process of promotion and staff welfare such that job commitment would be enhanced. University administrator should give more attention to the activities of the academic staff to sustain job commitment.
Keywords: Condition of service, Personnel service, Promotion, Staff Welfare, Academic Staff Job Commitment.

Introduction
Employee commitment is of immense significance within organizations globally. Numerous studies have substantiated that such commitment significantly influences the successful functioning of organizations. A committed employee exhibits a profound inclination to remain affiliated with an organization and demonstrates a readiness to engage in behaviours that exceed the expectations of their assigned duties. Commitment, which encompasses dedication, loyalty, and engagement, is vital for realizing organizational objectives and cultivating a constructive work atmosphere. Academically committed staff are more likely to devote themselves to their teaching, research, and administrative responsibilities, thereby enhancing the quality of their work and increasing overall productivity.
Employee commitment is regarded with high esteem across workplaces worldwide. Research has underscored that commitment substantially affects the effective performance of an organization. Kaegon and Okere (2023) characterized teachers’ job commitment as a psychological state that defines a teacher’s association with their profession, influencing the decision to persist within that role. Meyer, Stanley, and Parfyonova (2012) approached commitment from a multidimensional perspective, identifying it as comprising affective, continuance, and normative dimensions. They posited that the affective aspect of commitment pertains to an emotional connection to and involvement with an organization; continuance commitment reflects the perceived costs associated with leaving an organization; and normative commitment indicates a felt obligation to support and remain affiliated with an organization. Thus, it can be deduced from the aforementioned definitions that employee commitment constitutes a bond between the employee and the organization, wherein the employee is motivated to continue serving the organization and assist in achieving its objectives.
According to Nweke and Zeb-Obipi (2020), when organizations fulfill or surpass the expectations of employees, those individuals are encouraged to demonstrate commitment to the organization. This suggests that commitment is indicative of an organization’s provision of an enabling environment that allows employees to reach their full potential. With committed employees, there would be reduced absenteeism, enhanced productivity, and a greater likelihood of employees remaining in their positions. Commitment embodies a belief that reflects the strength of an employee’s connection to an organization. In this context, Ahmed (2024) contended that the vitality of any profession is contingent upon the level of commitment exhibited by its members”. Similarly, Togunloju, Adedapo, and Fakunle (2023) asserted that “employee commitment reflects a sense of dedication to one’s employing organization, a willingness to exert effort on behalf of that employer, and an intention to remain with that organization, signifying the individual's attachment to the organization.
A promotion typically denotes a transition to a new, more responsible role within an organization, accompanied by increased authority and potentially enhanced compensation. The occurrence of promotion, whenever it transpires, entails two facets: the financial implications and the elevation of position within the organizational hierarchy. Gomez in Oginni (2020) posited that job promotion serves as a source of fulfillment for employees, and satisfied employees tend to exhibit greater loyalty to their organization.
It seems that the promotion process is experiencing delays, resulting in certain academic staff being deprived of their rightful promotions. Promotions within an organization ought to be grounded in criteria such as educational attainment, job performance, and specialized knowledge, and must be substantiated to avert employees from resorting to political maneuvering to influence management for incentives and advancement. According to Ughamadu, Ezeaku, Nwagwu, and Ikegbunam (2024), the act of promoting personnel can be interpreted as an endorsement of their commendable performance. Thus, consistent evaluations of employee performance can furnish the necessary guidance for individuals to enhance their contributions and attain promotions. In alignment with this perspective, Adedapo, Ajayi, and Togunloju (2020) determined that training, advancement, and employee welfare exhibit a significant correlation with the productivity of academic staff. Similarly, Obi and Ebelechukwu (2024) demonstrated a positive association between teacher promotions and their commitment to their roles within any formal institution. Educators who diligently strive toward the institution's objectives anticipate promotions as a form of reward for their contributions. In contrast, Ogah and Akinbo (2024) identified robust relationships between transparent, merit-based promotions and favorable employee behaviors, such as increased job satisfaction, effective task completion, and proactive goal attainment. The research also indicated that entangled and politicized promotion systems lead to disengagement, diminished efficiency, and a lack of alignment with organizational objectives.
Recent investigations by Oyebisi and Oyewole (2021) indicated that promotion practices anchored in meritocracy are likely to bolster the motivation and productivity of public servants. Conversely, Okafor (2022) suggested that when promotions are perceived as politically influenced or lacking transparency, they can have adverse effects on organizational performance. Employee dedication within the public sector, especially among university academic staff, is significantly shaped by the perceived equity and transparency of promotion mechanisms. Consequently, the research conducted by Setyawati, Woelandari, and Rianto (2022) posited that when promotions are based on clear criteria that resonate with employees' aspirations for career progression, their commitment to organizational objectives is enhanced.
The concept of welfare encompasses efforts aimed at ensuring the physical, mental, moral, and emotional well-being of individuals. The Labour Welfare Committee, as referenced in Rao, Patro, and Raghunath (2015), defined welfare as facilities and amenities that include sufficient rest and recreational opportunities, salary and medical provisions, arrangements for commuting and housing for workers located away from their residences, along with other services” amenities, and measures contributing to the working conditions of employees.
The researcher noted that emphasizing staff welfare schemes as a motivating factor for job commitment is warranted by the observation that a comprehensive staff welfare program attracts high-quality academic personnel, thereby augmenting their commitment levels.
Organizations, whether in the “public or private sector, should implement welfare initiatives as these enhance employee morale, mitigate risks and uncertainties, reduce turnover and absenteeism, and bolster employee commitment and productivity. Hence, enhancing the quality of the working environment through the provision of employee welfare facilities is instrumental in achieving organizational objectives. For the faculty members of institutions of higher education, such as universities, to demonstrate a profound commitment to their professional responsibilities, it is imperative for the administration to prioritize their well-being. Igbogu (2018) contended that the provision of welfare packages for educators significantly enhances their job commitment. Similarly, Marzulo, as referenced by Zakariya and Achimugu (2023), affirmed that dedicated employees constitute a valuable asset to organizations, as they exhibit greater support and productivity compared to their less committed counterparts. Wokoma and Obasi (2023) indicated that organizations that allocate resources towards employee well-being and customized welfare initiatives are more likely to experience enhanced retention rates, heightened engagement, and overall improvements in organizational performance.
A research study conducted by Akintoye and Afobruku (2022), titled Staff welfare package and organisational performance: a theoretical discourse, elucidated that the influence of staff welfare provisions on organizational efficacy is of significant scholarly interest within the realm of human resource management. In alignment with this perspective, Wokoma and Obasi (2023) concluded that welfare packages for staff could cultivate a constructive organizational culture and strengthen employee relations.
The perception that the job commitment of academic staff has been declining for an extended period has motivated the researcher to undertake this investigation. Stakeholders in education, along with the general public and society at large, have noted the diminishing commitment among academic personnel. The public’s awareness of this issue has sparked considerable concern and ensuing debate, despite the presence of qualified individuals, as their commitment continues to wane.
It has been noted that the job commitment of academic staff at Federal University, Oye – Ekiti is perceived to be suboptimal, attributed to the absence of timely promotions and inadequate welfare packages within the institution. This situation may stem from the observation that some faculty members appear to be increasingly disengaged from their professional duties. A number of these academic staff seem to lack commitment, which has adversely impacted the quality of teaching, research, and community engagement that are fundamental to their roles and responsibilities.
Consequently, the objective of this study is to investigate the correlation between service conditions (namely, promotion and staff welfare) and the job commitment of academic personnel at Federal University, Oye – Ekiti, Nigeria.
Research Hypotheses
The following null hypotheses formulated to pilot the study:
1. There is no significant relationship between job promotion and academic staff job commitment.
2. There is no significant relationship between staff welfare and academic staff job commitment
Methodology
	The descriptive research design of the survey type was adopted for the study. The design was considered appropriate because it has a wide range of scope and coverage, which make generalization possible. A survey research studies a small sample from a large population from where inference could be drawn about the characteristics of the defined population. The population for the study consisted of all academic staff of Federal University, Oye Ekiti, Nigeria. The sample for the study consisted of 10 HODs and 100 academic staff selected from 100 Departments in 10 Departments of the University, through multi stage sampling procedure.
	The data for the study were collected through the use of two sets of self - designed questionnaire. The first one tagged Condition of Service Questionnaire” (CSQ), was administered on the academic staff. The second tagged “Academic Staff Job Commitment Questionnaire (ASJCQ) was administered on the Heads of Departments (HODs). The data obtained for the study were analysed using both descriptive and inferential statistics. The descriptive statistics used included Pearson Product Moment Correlation. The research questions were answered using frequency counts, percentage scores, mean and standard deviation. The hypotheses formulated were tested using Pearson Product Moment Correlation (PPMC). The hypotheses formulated were tested at 0.05 level of significance. 
Testing of Hypotheses 
Hypothesis 1: There is no significant relationship between promotion and academic staff job commitment
In order to test this hypothesis, respondents’ scores on CSQ and ASJCQ were computed and statistical analysed using Pearson Product Moment Correlation (PPMC) at the 0.05 level of significance. Table 1 shows the results of the correlational study.
Table 1: Relationship between promotion and academic staff job commitment
	
Variables
	
  N
	
 Mean
	
   SD
	
r-cal
	
	
P-value 

	Promotion
	100
	12.7224
	3.15575
	
0.174*
	
	
0.000

	
Job commitment
	
100
	
59.6189
	
10.54175
	
	
	



*P<0.05
Table 1 showed r-cal (0.174) is significant at 0.05 level of significance. The result is significant (p-value < 0.05) and the null hypothesis was rejected. Thus, there was significant relationship between promotion and academic staff job commitment.
Hypothesis 2: There is no significant relationship between staff welfare and academic staff job commitment. 
In order to test this hypothesis, respondents’ scores on items relating to staff welfare in CSQ and job commitment in ASJCQ were computed and statistical analysed using Pearson Product Moment Correlation (PPMC) at the 0.05 level of significance. Table 2 shows the results of the correlational study.
Table 2: Relationship between staff welfare and academic staff job commitment
	Variables
	N
	 Mean
	   SD
	r-cal
	P-value 

	Staff welfare
	100
	13.2473
	2.81261
	
0.526*
	
0.000

	
Job commitment
	
100
	
59.6189
	
10.54175
	
	



*P<0.05
Table 2 showed r-cal (0.526) is significant at 0.05 level of significance. The result is significant (p-value < 0.05) and the null hypothesis was rejected. Hence, there was significant relationship between staff welfare and academic staff job commitment
Discussion of Findings 
The study revealed the following:
The study revealed that there was significant positive relationship between promotion and academic staff job commitment. This implies that if academic staff as and when due, it would motivate them to put in their best in discharge of assigned duties and result to their effective and efficient productivity. This finding is in line with the conclusion of Adedapo, Ajayi and Togunloju (2020) that training, promotion and staff welfare were significantly related to academic staff productivity. In the same vein, the finding is in agreement with the study of Obi and Ebelechukwu (2024), who revealed that teachers’ promotion positively relates with teachers’ job commitment in any formal organisation.  
The study further showed that was significant positive relationship between staff welfare and academic staff job commitment. This implies that adequate provision of staff welfare packages would enhance academic staff job commitment. This is in agreement with the study of Akintoye and Afobruku (2022), which investigated Staff welfare package and organisational performance: a theoretical discourse” and revealed that, the effect of staff welfare packages on organisational performance is of great interest and importance in the field of human resource management. In consonance with this, Wokoma and Obasi (2023) concluded that staff welfare packages could foster a positive organisational culture and improve employee relations.
Conclusion
Sequel to the findings of this study, it was concluded that promotion and staff welfare, were important variables that contributed to academic staff job commitment. It was also concluded that, if academic staff promotion is adequately and sincerely done, as and when due, it could go a long way to enhance their job commitment. It was finally concluded that staff welfare, if properly taken care of, could enhance academic staff job commitment in universities.
Recommendations
Based on the findings of this study, the following recommendations were made.
1. Management of Federal University, Oye Ekiti, Nigeria should ensure that academic staff who meet up with the promotion criteria are promoted as and when due, without any form of favouritism, as a way of motivating them to continue with their good job performance and commitment for the benefit of the students in the teaching and learning process in the university.
2. Management of Federal University, Oye Ekiti, Nigeria should continue to intensify efforts in providing fringe benefits such as conveniences, offices and furniture, healthcare facilities, transportation, and other welfare packages for academic staff, which will encourage them to create a sense of commitment and dedication that will enhance their performance in the university.
3. The management of Federal University, Oye Ekiti, Nigeria should disengage from the old and singular way of compensation, which is salary/wages, but adopt yearly recognition of academic staff to encourage them for their hard work in order to boost their morale to sustain and improve their job commitment in the university. 
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