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Abstract: This study glanced at the nexus between fast food restaurants' entrepreneurial orienta on and their staff 
members' commitment in Port Harcourt, Rivers State. Because the researcher had no control over the variables, a 
cross-sec onal survey a form of quasi-experimental design was u lized. One thousand nine hundred and eighty eight 
(1988) employees of nine (9) fast food outlets in Port Harcourt were included in the study. Using the Taro Yamane 
formula for calcula ng sample size, 333 employees were chosen as the overall sample size from the popula on. The 
study used a straigh orward random sampling method. The required data from respondents was collected using a 
ques onnaire instrument. To test the hypotheses, the Spearman Rank Order Correla on was employed. The results 
revealed a posi ve and significant rela onship between all three aspects of entrepreneurial orienta on 
innova veness, proac veness, and risk-taking and all three measures of employee commitment affec ve 
commitment, con nuance commitment, and norma ve commitment. Accordingly, the study came to the conclusion 
that an organiza on's ability to foster an entrepreneurial mindset among its staff members will contribute to raising 
employee engagement levels and lowering turnover inten ons. Therefore, it was advised, among other things, that 
EO knowledge should be established in fast food companies at the outset so that workers can use EO as a benchmark 
for job performance. Therefore, it is advisable to make it a policy for the management and HR managers to link the 
employees’ level of performance with their EO for their career orienta ons. 

Keywords: Entrepreneurial Orienta on, Innova veness, Proac veness, Risk-taking, Employees’ Commitment, 
Affec ve Commitment, Con nuance Commitment, Norma ve Commitment 

 

 

 

Introduction 

All businesses must adopt more imaginative and inventive strategies to satisfy the demands of 
their internal operations and performance in today's competitive marketplace. Compared to 30 
to 40 years ago, managing and directing a company is not the same anymore. To remain relevant 
in the business environment, the manager must be brave, proactive, and effective while 
implementing new strategies, processes, technologies, systems, and goods or services. This 
necessitates organizational innovation, which "involves the conception, creation, and adoption 
of novel concepts or behaviors" (Damanpour, 1991). 

Abdull Rahman (2012), Igbaria and Siegel (1992), Igbaria, Kassicieh, and Silver (1999), Kharbanda, and 
Stallworthy (1990), Williamson et al, (2013), and others all point to the importance of studies on behaviors, 
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a tudes, and traits in explaining employees' complex behavioral inten ons and career orienta ons. 
Employee percep ons of their occupa onal routes as significant career experiences were examined, as 
well as how basic entrepreneurial orienta on (EO) components affected their aspira ons for their careers, 
produc vity at work, and job sa sfac on. According to available data, EO is essen al to the 
entrepreneurial process, successful entrepreneurial organiza ons, and decisions to stay on for the 
dura on of a career (Menzel, Aal o, & Ulijn, 2007; Tremblay, Wils, & Proulx, 2002; Yang, Ma, & Hu, 2011).  

One of the most popular no ons for evalua ng corporate entrepreneurship is entrepreneurial Orienta on 
(EO) (Miller, 1983). An organiza on is deemed entrepreneurial if it is crea ve, forward-thinking, and risk-
taking. Rendering the cita on of Wiklund and Shepherd (2005), entrepreneurial orienta on (EO) is the 
existence of organiza onal-level entrepreneurship. According Covin and Slevin (1989; Wiklund, 1998, 
1999; Rauch, Wiklund, Lumpkin & Frese, 2009; Grimmer, Miles & Grimmer, 2013; Su & Sohn (2015), EO is 
primarily defined as a firm's strategic posture, which is connected to a firm-level strategy-making process 
that fosters innova on, market leadership, or the capacity for quick reac on. According to Covin and Slevin 
(1988; Covin and Miles (1999), EO is crucial for influencing individuals' mo va on to innovate and for 
exposing their skills or behaviors that can preserve a compe ve advantage. Employees may believe that 
the work environment has a high level of EO (i.e., the combina on of innova veness, risk taking, and 
proac veness) when organiza ons are risk taking, innova ve, and proac ve with regard to their overall 
business opera ons, product offerings, and interac ons with compe tors. Employee percep on of a work 
environment that encourages crea vity, ini a ve, and risk-taking can influence individual achievements 
and accomplishment (Amo & Kolvereid 2005; Amo 2006). 

One cannot ignore the effect of EO on employees' job happiness, perceived performance, 
commitment, intention to leave their position, and citizenship behavior. Regardless of size (small, 
medium, and large) or type (merchandising, manufacturing, and service), the outputs of all these 
personnel have a substantial impact on how firms operate. According to Wales, Gupta, and 
Mousa (2013), entrepreneurial orientation (EO) refers to a tendency to engage in or support 
innovation, risk-taking, and proactiveness, which in turn fosters the right culture, climate, and 
structure for innovative behavior and innovation processes. However, innovation processes are 
characterized by varying degrees of complexity and uncertainty. Individuals played a crucial role 
in the innovation process under these circumstances, thus they need have some amount of 
internal strength to pact with the unpredictability, complexity, and opposition that come with 
innovation (Carmeli, Meitar, & Weisberg, 2006; Kalyor, 2011). According to Dess and Lumpkin 
(1996), the notion of entrepreneurial Orientation (EO) is based on five characteristics or 
measures: innovativeness, proactiveness, risk-taking, autonomy, and competitive aggression. 
According to Lumpkin and Dess (1996), a company's ability to support and participate in novel 
ideas, experimentation, and creative processes that could prime to the growth of new goods, 
services, or technological procedures is seen as level of innovation. It is the aspect that portrays 
managers as imaginative and inventive individuals that create new goods, production techniques, 
and other innovations that boost economic activity. 

Being proac ve entails that a manager exhibits flexible conduct and is responsive to his immediate and 
open environment rather of being inflexible and stagnant. In order to find and inves gate new prospects 
for profit-making, he is constantly monitoring and analyzing his business environment (Mnemseh, 2010). 
According to Venkatranan (1989), being proac ve means "seeking new opportuni es that may or may not 
be related to the present line of opera ons, introducing new products and brands ahead of the 
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compe on, and strategically elimina ng opera ons that are in the nature of declining stages of the life 
cycle. 

Risk taking should be calculated and professional. According to Miller and Friesen (1978), risk-
taking refers to the extent to which managers are willing to make important and risky resource 
commitments, i.e. those with a chance of expensive failures. The achievement of organizational 
goals is influenced by the dimension that considers managers' tendency to accept risk. One 
attribute that is usually used to describe managers is the idea of taking risks. Risk-taking entails 
making a sizable financial investment in risky endeavors (Baird & Thomas, 1985). 

The study on the effect of EO at the firm level on organiza onal behavior outcomes at the employee level 
will help close the employee vs. company gap, as advocated for in OB research (Cappelli & Sherer, 1991; 
Molloy, Ployhart and Wright, 2011). This study will examine the three sub-dimensions of entrepreneurial 
orienta on (innova veness, proac veness, and risk-taking), corporate culture, and employee 
commitment. We'll begin by examining the fundamental characteris cs of the entrepreneurial oriented 
construct. The rela onship between several EO sub-dimensions and employee commitment will be 
examined next. In our final sec on, we'll examine how corporate culture affects the connec on between 
employee commitment and EO. This mul level inves ga on of EO also closes this gap in the OB literature 
by u lizing the concept of crossover that has been established in psychology (Bakker, Westman, & 
Emmerik, 2009; Westman, 2001). For the goal of this study, we collected and analyzed data from workers 
at fast food outlets in Port Harcourt, Rivers State, to examine the rela onship between EO and the 
employees' commitment to the service industry. 

 

Statement of the Problem 

As a manager of a fast food business, you must always come up with new ways to pact with the complexity 
of the business environment because this complexity breeds compe on (Umoh 2012). In the fast food 
industry, compe on is a significant challenge. Businesses are failing more quickly, and the fast food 
industry is not exempt. Today's fast food startups face severe compe on from their rivals, unstable 
complexity, and the challenge of survival within a short period of me, forcing them to close their doors 
or dissolve. Due to the quiet posi on it holds in the economy, the fast food sector may not be as no ceable 
as other economic sectors, but as a specialized subsector of the hotel property market, its significance 
cannot be overstated (Omotosho, 2013). They should not be disregarded because of their significance to 
individuals working in the tourism and hospitality sectors as well as to their constantly changing clientele. 

The global society is increasingly acknowledging the value of entrepreneurship in promo ng the forma on 
and management of business in both developed and developing countries. In order for an economy to 
survive, entrepreneurial ac vity is essen al. In Nigeria, entrepreneurship was seen as a major force behind 
industrializa on, moderniza on, urbaniza on, and the crea on of worthwhile jobs for the unemployed 
prior to the 1980s. According to Adeyemi and Aremu (2011), this view of entrepreneurship has reached a 
high degree in na onal homilies and policymaking. Since then, entrepreneurship has come to be 
recognized as a key factor in aiding the development of the na on's industrial sector and as the architect 
of job prospects in both rural and urban areas, par cularly for young students and new graduates. 
Entrepreneurial opera ng opera ons have also made it easier for ci zens to escape poverty (Aigboje, 
2014). 
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The importance of entrepreneurial ac vi es to businesses is rising, but in today's complicated global 
market, they are even more essen al to gaining a sustained compe ve edge (Wiklund & Shepherd 2000). 
Due to the abundance of human economic ac vi es they supply, their ac vi es are primarily evident in 
both rural and urban areas (Aigboje, 2014). Small and medium-sized businesses (SMEs) are under 
increasing pressure from compe tors from around the world as a result of globaliza on, and the less viable 
ones have been forced to close their doors before five years since their founding. When combined with 
the shi ing sophis ca on of customers around the world, it is clear that SMEs struggle more and more to 
maintain and improve business performance over me. This has restricted the expansion of such SMEs, 
including the fast food restaurant industry, unless they can ac vely and strategically manage these 
pressures. To ensure that their businesses survive into the future, SMEs are urged to adopt an 
entrepreneurial a tude that helps them iden fy the challenges and possibili es in their environment 
(Krueger, 2000). It is even more obvious that businesses suffer par cularly high levels of market vola lity 
and complicated business uncertainty during mes of economic and environmental upheaval, forcing 
businesses to respond to such change (Grewal, 2001; Lin, 2001). A firm level response is therefore needed 
(Cha opadhyah, 2001). 

Micro, small, and medium-sized enterprises (MSMEs) have significantly aided in the growth and 
development of the Nigerian economy, as shown by the fact that they now employ approximately 84.02% 
of the workforce, account for 96% of all businesses in the na on, and contribute 48.47% of the GDP 
(Nigerian Na onal Bureau of Sta s cs, 2018). Such a shi  must occur. 

However, despite the government's efforts to support entrepreneurship by removing legal obstacles such 
increasing capital availability, enhancing liquida on provisions, and integra ng stock markets, many 
entrepreneurial business opera ons have failed (Aigboje, 2016).  These poor performances are a ributed 
to a number of factors, including a lack of entrepreneurial orienta on, a lack of capital, a lack of focus, 
high employee turnover, a lack of commitment, a lack of market research and planning, a lack of 
experience, a lack of infrastructure, difficul es obtaining credit from financial ins tu ons, and a number 
of government agencies (Mahmood & Hanafe, 2013). These problems have had a detrimental effect on 
the company's growth and profit level (Mahmood & Hanafe, 2013). 

In industrialized na ons, the largest and fastest-growing sector of the economy is services. In the USA, for 
instance, the service sector employs more than 76% of the labor force and accounts for 57% of GDP each 
year. Thus, numerous previous studies have tried to iden fy the factors that influence the performance of 
service business by focusing on the quality of service as a factor that sa sfies customers' needs and 
improve organiza onal performance (Asubonteng, McCleary & Swan, 1996; Lee & Ulgado, 1997; Lee, Lee 
& Yoo, 2000; Ying and Cheng, 2006; Fodness & Murray, 2007; Uelschy, Laroche, Eggert & Bibdi, 2007; Chen 
& Ar ejo, 2008; Choi & Ma la, 2008). Despite the fact that entrepreneurial orienta on (EO) has long been 
advocated as a cri cal component of high-performing firms (Covin & Slevin, 1991; Lee & Peterson, 2000), 
it is very challenging to locate a study that examined the effect of EO on employees' commitment to the 
service industry. The rela onship between EO and the performance of the service industry is poorly 
documented empirically. The goal of this study is to ascertain how employees' commitment to the service 
industry and EO are related. 
 

Objectives of the Study 

The aim of this study is to inves gate the associa on between fast food restaurants in Port Harcourt's 
entrepreneurial approach and employee commitment. The following are the study's par cular goals: 

i. To examine the relationship between innovativeness and affective commitment. 
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ii. To examine the relationship between proactiveness and continuance commitment. 

iii. To establish the relationship between risk-taking and normative commitment. 

 

 

Research Ques ons 

This study will be primarily steered along the direc on of the following research ques ons: 

i. What is the nexus between innovativeness and affective commitment? 

ii. What is the relationship between proactiveness and continuance commitment? 

iii. What is the correlation between risk-taking and normative commitment? 

Research Hypotheses  

Ho1: There is no significant rela onship between innova veness and affec ve commitment. 

Ho2: There is no significant rela onship between proac veness and con nuance commitment. 

Ho3: There is no significant rela onship between risk-taking and norma ve commitment. 
 

Review of Related Literature 

Theore cal Framework 

Resource Base View Theory (RBV) will be used to anchor the study. 

The Resource Base View Theory (RBV/RBT) 

In studies of organiza onal performance, the resource-based view (RBV/RBT) theory has been frequently 
applied (Innocent, 2015). The RBV discusses the dis nc ve resources and capabili es of the organiza on 
that set it apart from other organiza ons in the same sector. The RBV also aims to provide an answer to 
the topic of how enterprises might improve their organiza onal performance and get a compe ve edge 
over other businesses in their sector. 

According to the RBV, an organiza on's successes, including the behavioral results of its personnel, are 
genuinely founded on its internal characteris cs. The skills (internal knowledge and competencies) and 
organiza onal assets (physical and intangible) are both referred to as the organiza on's internal a ributes 
(Chuang & Lin, 2017; Teece et al., 1997). Similar to how the RBV believed, an organiza on contains several 
organiza onal resources, including assets, capabili es, process, managerial skills, technological, and 
knowledge resources (Barney, 1991). These assets and skills improved organiza onal efficiency and served 
as a founda on for compe ve advantage (Barney, 1991). 

According to Hsu and Pereira (2008), RBV aids the organiza on in discovering its special internal resources 
that not only improve organiza onal performance but also give the firm a compe ve advantage. 
Addi onally, the body of literature acknowledges the value of RBV in any industry and demonstrates the 
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beneficial rela onship between organiza onal internal resources and workers' commitment to and 
performance of the business (Innocent, 2015; Al-Swidi, 2012). The following has been described as the 
organiza onal unique internal resources and strategic a ributes of an organiza on that helps in achieving 
superior organiza onal performance, posi ve and beneficial employees' behavioral outcomes, and 
compe ve advantage over rivals (Ahmed & Othman, 2017; Innocent, 2015; Pinho et al., 2014; Uzkurt et 
al., 2013; Weinzimmer et al., 2012; Al-Swidi, 2012). 

The organiza onal factors that are entrepreneurial orienta on are therefore seen as organiza onal unique 
resources and highly valued factors that help in achieving the organiza onal stated goals, including 
superior performance by the employees and market leadership, in stripe with the detail that employee 
produc vity is significant to organiza on's objec ve achievement. 

Conceptual Framework 

 

 

 

 

 

 

 

Figure 1.1 Source: Researcher’s Idea 

Empirical Review 

We first examine each of EO's dis nct characteris cs to be er understand how it interacts with other 
factors to affect employees' commitment. For instance, we discussed how Li, Huang, and Tsai (2009) 
discovered that EO has a favorable impact on knowledge produc on processes, which in turn favorably 
influence business performance, in the first category of ar cles. We believe that the dis nct EO aspects of 
innova on, ini a ve, and risk-taking may each have a unique role to play in these connec ons. To 
understand how EO affects employees' commitment, we believe it is crucial to research the consequences 
of the many EO dimensions. 

Kor (2016) oversaw an inquiry that has some implica ons for professionals working in Turkish banks, 
encouraging innova ve work prac ces through self-ini a ve and an entrepreneurial perspec ve. The 
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interfering role of self-leadership in rela on to entrepreneurial introduc on and crea ve work conduct 
was examined. To analyze data from a study of 404 personnel managing an account region, basic 
circumstances were displayed. The findings of an experimental review conducted in retail banks showed 
that members' percep ons of greater levels of autonomy have a beneficial impact on their behavior when 
engaging in crea ve ac vi es. An organiza on that fosters self-leadership has a good probability of 
encouraging an entrepreneurial mindset among its staff members (Kor, 2016). 

Hon (2012) credited the idea of intrinsic mo va on with encouraging employees' crea vity and innova ve 
conduct. A sense of belonging affects employee crea vity and innova on, the researcher found in a study 
done in the hotel sector. Intrinsic mo va on was found to be adversely correlated with elements including 
interpersonal conflict, a demanding or forceful management style, and external standards (Hon, 2012). 
Training and development in entrepreneurial aspects that actually result in increased entrepreneurial 
orienta on in large established firms can have an impact on entrepreneurial orienta on, as it involves 
organiza onal learning shaped by factors like crea vity, individual commitment, and teamwork 
(Rundquist, Floren, & Fischer, 2013; Kor, 2016). Technology innova on is favorably correlated with 
con ngent reward when used in tandem with an exploratory learning focus. As a result, individuals are 
drawn to lucra ve careers, put forth greater effort in pursuit of tasks that increase their compensa on, 
and exhibit agita on when their salary is reduced (Hashimoto & Nassif, 2014). 

In order to reflect the mul ple aspect of organiza onal commitment, Meyer and Allen (1991) employed 
emo onal, con nuity, and norma ve commitment; affec ve commitment is seen as a more accurate 
indicator of organiza onal commitment. Meyer and Allen (1997) supported the significance of affec ve 
commitment by sta ng that employees who demonstrated strong affec ve commitment would be driven 
to higher levels of performance and make more significant contribu ons than employees who did not. 

In nine studies including 2,734 par cipants, Dunham, Grube, and Castaneda (1994) explored the impact 
of par cipa ve management and supervisory feedback on employee levels of affec ve, con nuous, and 
norma ve commitment. Researchers found that when managers provided feedback on performance and 
gave employees a voice in decision-making, employee levels of affec ve commitment were greater than 
both con nua on and norma ve. Employees expressed a desire to remain with the business more than a 
need or obliga on to do so. 

Cohen (1996) looked at the connec ons between affec ve, con nuous, and norma ve commitment and 
the following types of commitment: work involvement, job involvement, and career commitment in a 
study involving 238 nurses. The research found that all other categories of commitment had a stronger 
correla on with affec ve commitment. In other words, workers who stayed with the company out of 
choice were more likely to show higher levels of dedica on to their careers, jobs, and work. 

Methodology 

The study used a quasi-experimental design known as a cross sec onal survey. All of the 1,099,088 (1988) 
employees of the nine (9) fast food establishments in Port Harcourt, Rivers State, made up the study's 
popula on. 333 employees were chosen at random from the popula on as the sample size for this study 
using the Taro Yamane sample size calcula on procedure. To do this, 333 employees from the nine fast 
food businesses in the research area were chosen using a simple random selec on procedure. "Evalua on 
of Entrepreneurial Orienta on and Employees' Commitment of Fast Food Restaurants" (EEOECFFR) is the 
name of a self-made ques onnaire. The study used a quasi-experimental design known as a cross sec onal 
survey. All of the 1,099,088 (1988) employees of the nine (9) fast food establishments in Port Harcourt, 
Rivers State, made up the study's popula on. 333 employees were chosen at random from the popula on 
as the sample size for this study using the Taro Yamane sample size calcula on procedure. To do this, 333 
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employees from the nine fast food businesses in the research area were chosen using a simple random 
selec on procedure. Evalua on of Entrepreneurial Orienta on and Employees Commitment of Fast Food 
Restaurants (EEOECFFR) is the name of a self-made ques onnaire. 

Results 

The results were presented in route with research ques ons and null hypotheses that guided the study as 
showed in the table below; 

Research Ques on One: What is the rela onship between innova veness and affec ve commitment of 
fast food restaurants in Port Harcourt, River State? 

Table 1: Mean ra ngs, standard devia on of respondents on the extent to which innova veness affect 
affec ve commitment of employees of fast food restaurants in Port Harcourt, Rivers State. 

S/N Extent to which innovativeness affect affective 
commitment of employees of fast food restaurants 

Mean 

(𝐱) 

S.D Remarks 

1 My firm has a strong emphasis on R&D, technological 
leadership and innovation 

3.96 1.03 High 

2 My firm has many new lines of 
products/services/processes in the past five years (or 
since its establishment). 

3.97 0.99 High 

3 My firm engages innovative behaviours and activities 3.97 0.99 High 
4 I would be very happy to spend the rest of my career in 

this organization 
4.01 1.01 High 

5 I really feel as if this organization’s problems are my own 3.96 1.03 High 
6 I do not feel a strong sense of “belonging” to my 

organization 
2.04 1.03 Low 

7 I do not feel “emotionally” attached to this organization 2.04 1.03 Low 
8 I do not feel like “part of the family” at my organization 2.04 1.03 Low 
9 This organization has a great deal of personal meaning for 

me 
3.97 0.99 High 

 Average Mean (𝐱) 3.33 1.01 High 

Source: Survey Data 2023 

Legend:     Scale 

 x : Mean    1.00 – 3.00: Low Extent 

S.D: Standard Devia on  3.01 – 5.00 High Extent 

Table 1 shows the mean scores, standard devia on, and correla on for the replies about the rela onship 
between innova veness and the fast food workers in Port Harcourt, River State. The results show that the 
respondents largely agreed that their company places a strong emphasis on R&D, technological leadership, 
and innova on, has introduced a number of new lines of products, services, and processes over the past 
five years (or since its founding), engages in innova ve behaviors and ac vi es, and that they would be 
extremely happy to work for this company for the remainder of their careers. They also strongly agreed 
that the organiza on has a great culture and that its problems are truly their own as shown on items 1, 2, 
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3, 4, 5, and 9 having mean values of 3.96, 3.97, 3.97, 4.01, 3.96 and 3.97 respec vely. However, only a 
small percentage of respondents disagreed that they do not have a strong sense of "belonging" to my 
organiza on, do not feel "emo onally" a ached to this organiza on, and do not feel like "part of the 
family" there, as evidenced by items 6, 7, and 8 with mean values of 2.04, 2.04, and 2.04 respec vely. 

According to the majority of respondents, innova veness as a component of entrepreneurial orienta on 
has a strong posi ve link with the emo onal commitment of fast food restaurant employees in Port 
Harcourt, River State, as indicated by the grand mean value of 3.33. Therefore, the response to study 
ques on one is that innova veness and affec ve commitment in fast food outlets in Port Harcourt, Rivers 
State, are posi vely correlated. 

Research Ques on Two: What is the rela onship between Proac veness and con nuance commitment 
of fast food restaurants in Port Harcourt, River State? 

Table 2: Mean ra ngs, standard devia on of respondents on the extent to which proac veness enhances 
con nuance commitment of employees of fast food restaurants in Port Harcourt, Rivers State. 

S/N Extent to which proactiveness enhances continuance 
commitment of employees of fast food restaurants 

Mean 

(𝐱) 

S.D Remarks 

1 My firm typically initiates actions to which competitors 
have to respond to 

4.01 1.01 High 

2 My firm is often the first to introduce new 
products/services/processes 

3.97 0.99 High 

3 My firm typically adopts a very competitive strategy 4.01 1.01 High 
4 Right now, staying with my organization is a matter of 

necessity as much as desire 
3.85 0.96 High 

5 It would be very hard for me to leave my organization 
right now, even if I wanted to 

3.85 0.96 High 

6 Too much of my life would be disrupted if I decided I 
wanted to leave my organization now 

3.52 1.19 High 

7 I feel that I have too few options to consider leaving this 
organization 

3.52 1.19 High 

8 If I had not already put so much of myself into this 
organization, I might consider working elsewhere 

3.52 1.19 High 

9 One of the few negative consequences of leaving this 
organization would be the scarcity of available 
alternatives 

3.85 0.96 High 

 Average Mean (𝐱) 3.79 1.05 High 

Source: Survey Data 2023 

Legend:     Scale 

 x : Mean    1.00 – 3.00: Low Extent 

S.D: Standard Devia on  3.01 – 5.00 High Extent 
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The responses' mean scores and standard devia on are displayed in table 2 for the associa on between 
employees' commitment to con nuing their work and proac veness in Port Harcourt, River State. 
According to the sta s cs, the respondents strongly agreed with all of the inquiries made about the 
connec on between proac veness and con nuance commitment. They generally agreed that their firm 
adopts a very compe ve strategy, frequently introduces new products, services, or processes first, and 
that staying with my organiza on at the moment is more of a necessity than a desire. They also concurred 
that it would be very difficult for me to leave my organiza on at the moment, even if I wanted to, and that 
one of the few drawbacks of leaving the organiza on would be that it would be harder for me to find work 
elsewhere. As seen on items 1, 2, 3, 4, 5, 6, 7, 8 and 9 having mean values that varies between 3.52 to 
4.01. 

The majority of respondents believed that proac veness, a component of entrepreneurial orienta on, has 
a strong posi ve link with employees' commitment to staying with fast food chains in Port Harcourt, River 
State, based on the grand mean value of 3.79. As a result, the response to research ques on two is that 
proac veness and the con nued commitment of fast food outlets in Port Harcourt, Rivers State, are 
posi vely correlated. 

Research Ques on Three: What is the rela onship between Risk-taking and norma ve commitment of 
fast food restaurants in Port Harcourt, River State? 

Table 3: Mean ra ngs, standard devia on of respondents on the extent to which proac veness enhances 
con nuance commitment of employees of fast food restaurants in Port Harcourt, Rivers State. 

S/N Extent to which risk-taking promotes normative 
commitment of employees of fast food restaurants 

Mean 

(𝐱) 

S.D Remarks 

1 My firm has a strong proclivity for high-return high-risk 
projects 

3.85 0.96 High 

2 My firm adopts a bold, aggressive posture in order to 
maximize the probability of exploiting potential 
opportunities 

3.97 0.99 High 

3 My firm encourages risk-taking behaviours 3.85 0.96 High 
4 I do not feel any obligation to remain with my current 

employer 
3.85 0.96 High 

5 Even if it were to my advantage, I do not feel it would be 
right to leave my organization now 

3.97 0.99 High 

6 I would feel guilty if I left my organization now 3.97 0.99 High 
7 This organization deserves my loyalty 3.97 0.99 High 
8 I would not leave my organization right now because I 

have a sense of obligation to the people in it 
3.96 1.03 High 

9 I owe a great deal to my organization 3.96 1.03 High 
 Average Mean (𝐱) 3.93 0.99 High 

Source: Survey Data 2023  

Legend:     Scale 

 x : Mean    1.00 – 3.00: Low Extent 

S.D: Standard Devia on  3.01 – 5.00 High Extent 
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Table 3's data displays the mean scores and standard devia on of respondents on the correla on between 
employees of fast food restaurants in Port Harcourt, River State, taking risks and being norma vely 
commi ed. According to the sta s cs, the respondents strongly agreed with all of the inquiries made 
about the connec on between taking calculated risks and adhering to social norms. With a mean value of 
3.85 for items 1, 3, and 4, they strongly agreed that their company has a tendency toward high-return, 
high-risk ini a ves and that they do not feel any duty to stay with their current employer. With a mean 
value of 3.97 for items 2, 5, 6, and 7, they also strongly agreed that their company adopts an aggressive, 
risk-taking stance in order to maximize the likelihood of seizing poten al opportuni es, even if it were to 
their advantage. They also felt that their organiza on deserved their loyalty and that it would not be right 
to leave it at this me. They largely agreed, as evidenced by items 8 and 9 having mean values of 3.96 
each, that they wouldn't leave my organiza on right now out of a sense of duty to the people who work 
there and because they owe a lot to their organiza on. 

According to the grand mean value of 3.93, the majority of respondents felt that risk-taking, a 
characteris c of entrepreneurial orienta on, has a strong posi ve associa on with the norma ve 
commitment of fast food restaurant employees in Port Harcourt, River State. In light of this, the third study 
ques on's conclusion is that fast food outlets in Port Harcourt, Rivers State, have a posi ve associa on 
between risk-taking and norma ve commitment. 

Test of Hypotheses 

Ho1: There is no significant rela onship between innova veness and affec ve commitment. 

Table 4: Innova veness and Affec ve Commitment 

Correla on 

 Innova veness 
Affec ve 

Commitment 

Spearman's rho Innova veness Correla on Coefficient 1.000 .963** 

Sig. (2-tailed) . .000 

N 287 287 

Affec ve Commitment Correla on Coefficient .963** 1.000 

Sig. (2-tailed) .000 . 

N 287 287 

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

Source: Author’s Field Survey, 2023 – SPSS version 24 output extracts 

The study in Table 4 shows a significant rela onship between innova veness and affec ve commitment at 
the level of p < 0.05 (0.000 < 0.05), rho = 0.963. This demonstrates that Innova veness and Affec ve 
Commitment have a substan al link. We again state that there is a strong associa on between 
innova veness and affec ve commitment, rejec ng the null hypothesis in the process. 

Ho2: There is no significant rela onship between Proac veness and Con nuance Commitment. 
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Table 5: Proac veness and Con nuance Commitment 

Correla on 

 Proac veness 
Con nuance 
Commitment 

Spearman's rho Proac veness Correla on Coefficient 1.000 .604** 

Sig. (2-tailed) . .000 

N 287 287 

Con nuance 
Commitment 

Correla on Coefficient .604** 1.000 

Sig. (2-tailed) .000 . 

N 287 287 

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

Source: Author’s Field Survey, 2020 – SPSS version 24 output extracts 

A significant level of p < 0.05 (0.000 < 0.05) and rho = 0.604 between proac veness and con nuity 
commitment are shown by the analysis in Table 5's findings. This indicates that Proac veness and 
Con nuance Commitment have a significant link. As a result, the null hypothesis is disproved, and we 
reiterate that proac veness and commitment to con nuity are significantly correlated. 

Ho3: There is no significant rela onship between Risk-taking and Norma ve Commitment. 

Table 6: Risk-Taking and Norma ve Commitment 

Correla on 

 Risk-Taking 
Norma ve 

Commitment 

Spearman's rho Risk-Taking Correla on Coefficient 1.000 .896** 

Sig. (2-tailed) . .000 

N 287 287 

Norma ve Commitment Correla on Coefficient .896** 1.000 

Sig. (2-tailed) .000 . 

N 287 287 

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

Source: Author’s Field Survey, 2020 – SPSS version 24 output extracts 

 

The study in Table 6 shows a significant rela onship between risk-taking and norma ve commitment at 
the level of p < 0.05 (0.000 < 0.05), rho = 0.896. This indicates that risk-taking and norma ve commitment 
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have a substan al link. As a result, the null hypothesis is disproved, and we once again affirm that risk-
taking and norma ve commitment are significantly correlated. 

Discussion of Findings 

In Port Harcourt, Rivers State, a fast food restaurant's employees' commitment to the business (affec ve 
commitment, con nua on commitment, and norma ve commitment) and entrepreneurial orienta on 
(innova veness, proac veness, and risk-taking) were experimentally compared. The analysis produced the 
results men oned previously, which are explored more below. 

Rela onship between Innova veness and Affec ve Commitment 

Using the Spearman Rank Order Correla on Coefficient to examine the associa on between 
innova veness and affec ve commitment, the p-value of 0.000 was less than 0.05 (p = 0.000 0.05), 
showing that the rela onship between innova veness and affec ve commitment is significant. The null 
hypothesis was disproved as a result, and the alterna ve hypothesis was approved. The correla on 
coefficient's (r) value is 0.963. This demonstrates that innova veness and affec ve commitment have a 
significant link. This implies that when an organiza on embraces and supports unique concepts or novelty, 
it will aid in enhancing the employees' emo onal es to the business. The term "innova veness" describes 
a company's predisposi on to pursue and encourage unique concepts, expecta ons, and crea ve 
processes that could lead to the development of new goods, services, or technological procedures. This 
result supports Hamidah and Prabuworo's (2019) finding that innova on strengthens affec ve 
commitment. 

Rela onship between Proac veness and Con nuance Commitment 

According to the analysis's findings, the correla on coefficient (r = 0.604) is compara vely high, posi ve, 
and strong. This indicates that fast food outlets in Port Harcourt, Rivers State, have a compara vely strong 
and favorable associa on between proac veness and con nuing commitment. Proac veness and 
con nuing commitment were compared using the Spearman Rank Order Correla on Coefficient. The 
findings demonstrated a strong associa on between innova veness and con nua on commitment, as 
indicated by the p-value of 0.000 being less than 0.05 (p = 0.000 0.05). As a result, the alterna ve 
hypothesis was accepted and the null hypothesis was rejected. The correla on coefficient (r) yields a result 
of 0.604. This demonstrates that proac veness and con nuous commitment have a substan al link. This 
suggests that when a company takes ac on before its rivals, it will help to increase the employees' ongoing 
commitment. Being proac ve involves looking for new opportuni es that may or may not be related to 
the current line of business, launching new goods and brands before the compe on, and deliberately 
closing down businesses that are approaching the end of their life cycle. This conclusion that being 
proac ve increases employees' commitment is in line with those of (Hamidah & Prabuworo, 2019; Aigboje, 
2018; Abdull Rahman, 2012). 

Rela onship between Risk-Taking and Norma ve Commitment 

According to the analysis's findings, the correla on coefficient (r = 0.896) is extremely high, posi ve, and 
strong. This indicates that fast food outlets in Port Harcourt, Rivers State, have a strong and favorable link 
between taking risks and norma ve commitment. Norma ve commitment and risk-taking were compared 
using the Spearman Rank Order Correla on Coefficient. With a p-value of 0.000 being less than 0.05 (p = 
0.000 0.05), the findings indicated that there is a significant associa on between the two. The null 
hypothesis was disproved as a result, and the alterna ve hypothesis was approved. 0.896 is the correla on 
coefficient (r) value. This shows a strong rela onship between taking calculated risks and commi ng to 
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social norms. According to this, a company's readiness to contribute substan al sums of risky resources 
will improve the norma ve commitment of its employees. Risk-taking employees frequently believe that 
they must remain with the organiza on. This conclusion supports those of (Hamidah & Prabuworo, 2019; 
Abdull Rahman, 2012) that taking risks strengthens an employee's dedica on to their job. 

Conclusion 

Business groups that are entrepreneurial tend to be crea ve and risk-tolerant, according to Slater and 
Narver (1995). Such conduct encourages research and innova on, which strengthens the workers' 
dedica on. An organiza on must be run according to values that are consistent with learning commitment, 
openness to change, and shared vision in order to benefit from entrepreneurial ac vity. The global society 
is increasingly acknowledging the role that entrepreneurship plays in promo ng the development and 
management of industry in both emerging and industrialized countries. Despite the sector's significance 
to the Nigerian economy, SMEs, which include fast food restaurants, con nue to suffer pressure from 
domes c and interna onal rivals, driving the less viable ones to close their doors before five years a er 
star ng. It is obvious that fast food restaurants confront increasing difficulty in maintaining and improving 
business performance over me unless they can ac vely and strategically handle these challenges, which 
has slowed the expansion of such fast food restaurants. In Port Harcourt, Rivers State, this study looked 
into the rela onship between fast food outlets' entrepreneurial orienta on and employee engagement. 
Other academics' work has validated the direct rela onship as aligning to measuring one another, as seen 
against each of the aforemen oned measurement variables. Employee dedica on and entrepreneurial 
orienta on have a strong correla on, it has been shown. The degree to which an organiza on may 
embrace an entrepreneurial approach will help strengthen employee commitment and, in turn, encourage 
employee coopera on, which will lead to increased performance in the organiza on. 

 

Recommenda ons 

We offer policy and further research recommenda ons based on the study's findings. 

i. The management of fast food companies should make sure that their personnel are given 
a significant amount of entrepreneurial orientation when carrying out their duties, as this 
will help increase their loyalty to the organization. 

ii. In order for employees to use EO as a benchmark for job performance, EO must be 
included into tasks and jobs in fast food companies from the outset. As a result, it is 
necessary for management and HR managers to establish a policy tying employee 
performance to their career inclinations. 

iii. Fast food company management and staff should support creative work practices as they 
have been shown to significantly increase employees' normative and affective 
commitment. 

iv. Fast food companies must effectively use entrepreneurial orientation if they hope to 
reduce the industry-wide rate of staff turnover and improve employee performance. 

v. More investigation is required to ascertain how employee contentment affects the relationship 
between employee commitment and entrepreneurial propensity. 
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