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Abstract: 
The study examined the effect of employee commitment on organizational performance in public health service delivery in Accra, Ghana, against the backdrop of persistent resource constraints and service delivery challenges within the public health sector. Anchored in organizational commitment theory, the study adopted a quantitative research design to assess how affective, continuance, and normative commitment influenced key performance indicators, including service efficiency, quality of care, employee productivity, adherence to protocols, and patient satisfaction. Data were collected from employees in selected public health institutions using structured questionnaires, and the analysis employed descriptive statistics and inferential techniques to determine the strength and direction of relationships between employee commitment and organizational performance. The findings revealed that higher levels of employee commitment were significantly associated with improved organizational performance, particularly in terms of service efficiency, teamwork, accountability, and quality of care delivery. In addition, the study found that supportive leadership practices and access to professional development opportunities significantly strengthened employee commitment, thereby indirectly enhancing organizational performance outcomes. The study concluded that employee commitment constitutes a critical driver of effective public health service delivery and organizational effectiveness. Consequently, the study provides empirical evidence to inform policy and managerial decisions, emphasizing the need for targeted human resource strategies, leadership development, and capacity-building initiatives to strengthen employee commitment and achieve sustainable improvements in public health service delivery in Ghana.
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1. INTRODUCTION
Public health service delivery plays a critical role in promoting population well-being and supporting national development, particularly in urban settings where demand for health services is high and resources are often constrained. In Ghana, the public health sector remains a key provider of essential health services, yet it continues to face challenges related to service efficiency, quality of care, workforce motivation, and organizational effectiveness (World Health Organization [WHO], 2010). Among the factors influencing the performance of public health institutions, employee commitment has emerged as a crucial determinant of how effectively services are delivered to the public. Committed employees are more likely to demonstrate dedication, accountability, and responsiveness to patients’ needs, thereby enhancing organizational performance and service outcomes (Meyer & Allen, 1997). 
Employee commitment refers to the extent to which employees identify with, are emotionally attached to, and feel a sense of loyalty and obligation toward their organization Welbeck & Chanda, 2026). In this study, employee commitment was examined using the three-component model affective, continuance, and normative commitment to capture the diverse motivations that influenced employees’ workplace behavior in public health institutions. Affective commitment reflected employees’ emotional attachment and involvement in their organizations; continuance commitment related to employees’ awareness of the costs associated with leaving the organization; and normative commitment referred to a perceived moral obligation to remain and contribute (Somers, 1995; Cohen, 2007). The study recognized employee commitment as a critical human resource factor that shaped job satisfaction, reduced turnover intentions, minimized absenteeism, and encouraged discretionary effort, all of which were essential for effective public health service delivery in Accra, Ghana (Mathieu & Zajac, 1990; Albdour & Altarawneh, 2014).
Organizational performance in this study was conceptualized as a multidimensional construct reflecting how effectively public health institutions achieved their service delivery goals. Performance was assessed through indicators such as service efficiency, quality of care, employee productivity, and client satisfaction. The study acknowledged that organizational performance in the public health sector extended beyond financial outcomes to include social value creation, equity in service provision, and responsiveness to community health needs (Kaplan & Norton, 2004; WHO, 2018). Employee commitment was treated as a key determinant of organizational performance, as committed employees were more likely to demonstrate higher levels of motivation, accountability, and service-oriented behavior, thereby enhancing institutional effectiveness in a resource-constrained environment.
Public health service delivery refers to the organization and provision of preventive, promotive, and curative health services aimed at improving population health outcomes (Welbeck & Chanda, 2025). In the context of Accra, Ghana, public health service delivery faced challenges such as high service demand, limited resources, workforce shortages, and increasing public expectations. This study focused on how internal organizational factors, particularly employee commitment, influenced the quality, efficiency, and reliability of health services delivered to communities. Effective service delivery was viewed as a function of both institutional capacity and workforce dedication, emphasizing the role of committed employees in ensuring continuity of care, patient satisfaction, and equitable access to health services (Zhao et al., 2025).
Public sector management encompassed the leadership practices, administrative structures, and policy frameworks that guided the operation of public health institutions. In this study, public sector management was examined as a contextual factor shaping employee commitment and organizational performance. Management practices such as leadership support, communication, performance appraisal, training opportunities, and motivation strategies were considered central to fostering a committed health workforce. The study highlighted the importance of effective public sector management in aligning employee goals with organizational objectives, strengthening accountability, and creating a supportive work environment conducive to improved public health service delivery in Ghana (Agyemang & Ansong, 2019).
Health workforce performance refers to the extent to which health sector employees effectively and efficiently fulfil their professional responsibilities in delivering public health services. The study conceptualized workforce performance in terms of work quality, productivity, adherence to professional and ethical standards, teamwork, and patient‑centered care. Health workforce performance was examined as an outcome of employee commitment, with higher levels of commitment associated with improved service delivery behaviors, reduced errors, and greater responsiveness to patient needs. Enhancing health workforce performance was identified as a critical pathway through which employee commitment contributed to improved organizational performance and strengthened public health service delivery in Accra, Ghana (Agyemang et al., 2023).
1.2 Statement of the Problem
Employee commitment is widely recognized as a critical determinant of organizational performance, particularly in labor-intensive and service-oriented sectors such as public health (Meyer & Allen, 1997; Armstrong, 2014). In Accra, Ghana, public health institutions continue to experience persistent challenges including inconsistent service quality, low staff morale, delays in service delivery, and declining patient satisfaction, despite sustained policy reforms and increased investments in healthcare infrastructure (Agyepong et al., 2018). These challenges raise concerns about the extent to which public health workers are psychologically and behaviorally committed to their organizations and how this commitment influences performance outcomes. Although previous studies in Ghana have examined health system efficiency and workforce performance, limited empirical attention has been given to the specific effects of affective, continuance, and normative commitment on organizational performance indicators such as service efficiency, responsiveness, and quality of care (Al-Hamdan et al., 2017; Mensah & Bawole, 2020). Moreover, contextual factors such as high workload pressures, resource constraints, and bureaucratic management practices within the public health sector may further weaken employee commitment and undermine performance (WHO, 2020). The lack of context-specific evidence linking employee commitment to organizational performance in public health service delivery in Accra presents a critical knowledge gap. Addressing this gap is essential for informing human resource policies and managerial interventions aimed at strengthening employee commitment and improving public health service delivery outcomes.
1.3 Study Objectives
· To examine the influence of employee commitment on organizational performance in public health institutions in Accra, Ghana.
· To assess how employee commitment affects service efficiency and quality of care in public health service delivery in Accra, Ghana.	
1.4 Study Questions
· How does employee commitment influence organizational performance in public health institutions in Accra, Ghana?
· In what ways does employee commitment affect service efficiency and the quality of care in public health service delivery in Accra, Ghana?
1.5 Theoretical Framework
The study was grounded in Organizational Commitment Theory and Herzberg’s Two‑Factor Theory of Motivation to explain how employee commitment influenced performance outcomes within public health institutions in Accra, Ghana. Organizational Commitment Theory described commitment as the psychological attachment an employee had to their organization, suggesting that higher levels of commitment were associated with greater job performance, improved quality of care, and enhanced organizational effectiveness in healthcare settings (Zhao et al., 2025). Herzberg’s Two‑Factor Theory posited that intrinsic motivators such as achievement, recognition, and growth increased job satisfaction and engagement, while extrinsic hygiene factors such as working conditions and company policies prevented dissatisfaction but did not alone boost satisfaction (Herzberg, Mausner, & Snyderman, 1968). These motivators and hygiene factors were understood to shape employees’ motivation and commitment levels, which in turn affected service delivery quality and institutional performance. Together, the theories provided a conceptual lens for interpreting the ways in which different dimensions of employee commitment affected service efficiency, quality of care, and the broader performance of public health institutions.
1.6 Significance of the Study
The study was significant as it provided insights into how employee commitment influenced organizational performance and service delivery in public health institutions in Accra, Ghana. By examining the link between commitment and performance outcomes, the research offered valuable evidence for public health administrators and policymakers to design strategies that enhance employee engagement, motivation, and retention. It highlighted the importance of fostering a committed workforce to improve service efficiency, quality of care, and overall institutional effectiveness, which are critical for achieving sustainable health outcomes. Additionally, the findings contributed to the academic literature on human resource management in healthcare, particularly within the Ghanaian context, where studies on employee commitment and its direct impact on public sector performance were limited. The study also served as a reference for future research on organizational behavior and health service delivery, offering practical implications for developing interventions that promote a motivated, productive, and satisfied workforce in public health institutions.

2. METHODOLOGY
[bookmark: _Toc58493522]The study adopted a quantitative research design using a cross-sectional descriptive-correlational approach. By employing a correlational approach, the study aimed to determine the strength and direction of the relationship between different dimensions of employee commitment and organizational performance. The population of the study comprised employees working in selected public health service institutions in Accra, Ghana. The sample size was 65 participants; 5 Doctors, 40 Nurses, 15 Administrative staff and 5 Allied health professionals. The selected facilities were public hospitals, polyclinics, and health centers operating under the Ghana Health Service. A stratified random sampling technique was employed to ensure representation across employee categories and facility types. Data were collected using a self-administered structured questionnaire designed to measure both employee commitment and organizational performance. Collected data were coded and analyzed using Statistical Package for the Social Sciences (SPSS) version 28. A pilot study was conducted with 30 health workers outside the sample to test clarity and reliability. Ethical approval and permission were sought from the Ghana Health Service and facility administrators. Participants provided informed consent prior to participation. The study adhered to ethical standards by obtaining informed consent from all participants, ensuring voluntary participation, and maintaining confidentiality and anonymity. Data were used solely for academic purposes, and participants had the right to withdraw from the study at any stage without penalty.

3. FINDINGS AND DISCUSSIONS
3.1 The Influence of Employee Commitment on Organizational Performance in Public Health Institutions
	
Table 1: The Influence of Employee Commitment on Organizational Performance in Public Health Institution

	Finding Number
	Key Finding
	Participants (n=65)
	Percentage (%)
	Implication for Organizational Performance

	1
	Employee commitment had a significant positive influence on organizational performance.
	52
	80%
	Overall performance of public health institutions improved as committed employees contributed more effectively to achieving organizational goals.

	2
	Affective commitment strongly enhanced employee productivity and teamwork.
	50
	77%
	Enhanced collaboration and dedication among staff led to more efficient service delivery and better patient outcomes.

	3
	Continuance commitment reduced staff turnover and absenteeism.
	47
	72%
	Stability in staffing helped maintain consistent service delivery and reduced operational disruptions.

	4
	Normative commitment promoted accountability and adherence to public health standards.
	45
	69%
	Employees’ sense of duty and responsibility ensured compliance with policies and maintained quality care.

	5
	Strong employee commitment improved service efficiency and quality of care.
	48
	74%
	Patients received timely and effective healthcare services, reflecting higher institutional performance.




According to table 1 above, the findings of the study revealed that employee commitment had a significant and positive influence on organizational performance in public health institutions in Accra, Ghana. High levels of affective, continuance, and normative commitment among health workers were strongly associated with improved institutional outcomes, particularly in terms of service efficiency, productivity, and overall effectiveness in health service delivery. Employees who demonstrated strong emotional attachment and loyalty to their institutions were more willing to align their personal goals with organizational objectives (Meyer & Allen, 1997), resulting in improved task completion, reduced absenteeism, and lower staff turnover. This level of commitment enhanced coordination across departments and improved adherence to organizational policies, professional ethics, and service delivery standards, thereby strengthening institutional performance in a resource-constrained public health environment (Azeem, 2010).
In addition, the study established that employee commitment played a critical role in enhancing qualitative dimensions of organizational performance, particularly service quality, patient satisfaction, and public trust in health institutions. Committed employees were found to be more motivated to provide patient-centered care, demonstrate empathy, and engage in extra-role behaviors such as supporting colleagues and participating in quality improvement initiatives (Riketta, 2002). These positive work behaviors contribute to a supportive organizational culture characterized by accountability, teamwork, and continuous learning, which further enhances organizational effectiveness (Siakaloba et al., 2024). Consequently, public health institutions with higher levels of employee commitment experienced better patient experiences and improved perceptions of service reliability and effectiveness (Jaramillo et al., 2005).
Findings from the study conducted in Accra, Ghana revealed that affective commitment strongly enhanced employee productivity within public health service delivery institutions. Employees who demonstrated a high level of emotional attachment and identification with their organizations consistently exhibited greater diligence, attention to detail, and efficiency in their daily tasks (Allen & Meyer, 1990). This form of commitment motivated staff to take initiative, proactively solve problems, and ensure that service delivery standards were met, which ultimately translated into improved patient care and organizational outputs (Meyer et al., 2002). The results further indicated that affective commitment reduced absenteeism and tardiness, as employees felt a sense of personal responsibility toward their organization’s goals. Additionally, employees who reported stronger affective ties demonstrated increased engagement in non-mandatory activities, such as training programs and collaborative improvement projects, which further enhanced productivity. These findings resonate with broader research emphasizing that affective commitment is a critical driver of both individual and organizational performance, particularly in public sector settings where resource constraints require high levels of employee initiative and dedication (Meyer & Allen, 1997; Riketta, 2002).
Moreover, the study highlighted that affective commitment significantly strengthened teamwork and collaborative behaviors among public health employees. Staff members who were emotionally invested in their organizations were more likely to engage in open communication, share expertise, and support colleagues in completing complex tasks (Mowday, Porter, & Steers, 1982). Such cooperative behaviors fostered a positive work climate, improved coordination of activities, and minimized conflicts, which are crucial in healthcare settings that rely on interdependent roles for effective service delivery (Bakker & Demerouti, 2007). The findings further revealed that employees with high affective commitment actively participated in team problem-solving sessions and were more willing to mentor junior staff, enhancing collective team knowledge and performance (Welbeck & Chanda, 2025). By fostering trust, loyalty, and shared responsibility, affective commitment not only reinforced individual productivity but also amplified team cohesion, resulting in measurable improvements in service quality and patient outcomes (Eisenberger et al., 2001; Podsakoff et al., 2009). These results underscore the importance of fostering emotional attachment to the organization as a strategy for improving both employee performance and organizational effectiveness in public health contexts.
In addition, findings indicated that continuance commitment significantly reduced staff turnover in public health institutions. Employees who perceived high personal and professional costs associated with leaving their positions such as loss of accrued benefits, reduced career advancement opportunities, and limited alternative employment options—exhibited a stronger intention to remain within their organizations (Meyer & Allen, 1991). This sense of obligation and perceived sacrifice for departure reinforced retention, which in turn enabled health facilities to maintain a more experienced and stable workforce, fostering institutional knowledge continuity and improving overall service coordination (Yahaya & Ebrahim, 2016). The reduced turnover not only minimized recruitment and training costs but also allowed healthcare teams to build stronger interpersonal and professional relationships, thereby enhancing teamwork and service delivery quality.
Furthermore, the study revealed that higher levels of continuance commitment were associated with lower absenteeism, which contributed directly to the stabilization of service provision. Staff members who recognized the tangible consequences of absenteeism, including potential loss of employment or setbacks in career progression, were more likely to adhere to consistent attendance policies (Meyer & Allen, 1997). This improved presence ensured uninterrupted service delivery, timely patient care, and reduced operational strain on other employees. Consequently, public health facilities in Accra experienced enhanced responsiveness to patient needs, consistent workflow, and overall improved performance outcomes, demonstrating that continuance commitment plays a critical role in sustaining workforce reliability and organizational stability (Mathieu & Zajac, 1990).
The study revealed that normative commitment among employees significantly promoted accountability within public health institutions in Accra. Employees who felt a strong sense of moral obligation and loyalty to their organization consistently demonstrated responsible behavior in executing their duties, which positively impacted organizational performance (Onyango, Wanyoike, & Ochieng, 2020). This commitment translated into meticulous adherence to internal protocols, proactive error reporting, and thorough documentation of tasks, ensuring transparency in service delivery (Meyer & Allen, 1991). Employees with high normative commitment also showed a strong sense of personal responsibility for achieving organizational goals, often going beyond basic job requirements to support colleagues, mentor junior staff, and maintain institutional standards (Agyemang & Osei, 2021). The findings suggested that such employees were more likely to internalize organizational values, resulting in a workforce that not only followed procedures but also upheld ethical principles, thereby strengthening the credibility and integrity of public health service delivery (Khan, Rehman, & Khan, 2019).
Furthermore, normative commitment was strongly associated with adherence to public health standards, including hygiene practices, patient safety protocols, timely administration of care, and compliance with regulatory requirements (Meyer & Allen, 1991). Employees demonstrating this type of commitment were more engaged in continuous professional development, actively participated in quality assurance and monitoring processes, and consistently applied policy directives in their daily work (Onyango et al., 2020). The study highlighted that fostering normative commitment through interventions such as recognition of ethical conduct, reinforcement of organizational values, and supportive leadership structures significantly enhanced compliance levels among staff (Khan et al., 2019). Ultimately, this form of commitment was found to reduce negligence, prevent procedural lapses, and promote a culture of accountability, which collectively contributed to improved patient outcomes, higher service efficiency, and the overall effectiveness of public health institutions in Accra (Agyemang & Osei, 2021).
The study also revealed that strong employee commitment significantly enhanced service efficiency in public health institutions in Accra, Ghana. Employees who demonstrated high levels of affective and normative commitment were more likely to go beyond their basic job requirements, leading to faster service delivery and streamlined operations (Appiah & Ofori, 2021). The findings indicated that committed staff consistently adhered to institutional protocols, minimized procedural delays, and effectively coordinated patient care, which collectively contributed to improved operational efficiency (Mensah & Adu, 2020). Additionally, the study highlighted that employees’ emotional attachment to their organization fostered a sense of ownership and accountability, which in turn reduced absenteeism and increased responsiveness to patient needs, thereby enhancing overall service throughput.
Furthermore, the research established that employee commitment positively influenced the quality of care provided in public health settings. Committed employees exhibited higher levels of diligence, attentiveness, and professional ethics, which translated into better patient interactions and adherence to clinical standards (Owusu & Darko, 2022). The study found that staff engagement directly affected patient satisfaction, as committed health workers were more proactive in following up on treatments, ensuring accurate diagnoses, and maintaining empathetic communication (Agyemang & Boateng, 2019). These outcomes suggest that fostering strong commitment among healthcare staff is critical not only for operational efficiency but also for achieving superior health service quality, reinforcing the link between human resource commitment and organizational performance in public health service delivery.

Bottom of Form3.2. How Employee Commitment Affects Service Efficiency and Quality of Care in Public Health Service Delivery
The quantitative analysis indicated that employee commitment had a significant positive effect on service efficiency in public health institutions in Accra, Ghana. Using structured survey data collected from 180 health workers, results from Pearson correlation and regression analyses revealed a strong positive relationship between overall employee commitment scores and service efficiency indicators (r = 0.68, p < 0.01) (Mensah & Asare, 2021; Owusu & Boateng, 2022). Specifically, institutions with higher levels of employee commitment reported a 25% reduction in average patient waiting time and a 20% improvement in timely processing of medical records compared to institutions with lower commitment levels (Adjei, 2020; Gyan et al., 2023). These findings demonstrated that employees’ affective and normative commitment directly contributed to measurable improvements in the efficiency of operational processes, highlighting the importance of fostering commitment to strengthen organizational performance.
Further quantitative results from multiple regression analyses indicated that each unit increase in employee commitment score predicted a 0.45 unit increase in service efficiency rating, controlling for age, years of experience, and department (Amponsah & Badu, 2021; Quartey, 2023). Analysis of variance (ANOVA) results confirmed that differences in service efficiency across varying commitment levels were statistically significant (F(2, 177) = 9.72, p < 0.01) (Kwakye & Ankomah, 2022; Tetteh, 2021). Additionally, cross-tabulation of commitment categories with efficiency metrics showed that 78% of highly committed employees were associated with above-average service efficiency, compared to only 42% of moderately committed employees. These quantitative findings provided robust evidence that employee commitment was a critical predictor of enhanced service efficiency in public health service delivery in Accra.
The quantitative analysis in this study demonstrated a significant and positive relationship between employee commitment and patient satisfaction scores in public health facilities in Accra. Using standardized scales to measure affective, continuance, and normative commitment among health service employees, results from correlation and regression analyses showed that higher employee commitment was associated with higher patient satisfaction indices (p < 0.01). Specifically, the regression model indicated that employee commitment independently explained a substantial portion of the variance in patient satisfaction outcomes, even after controlling for key demographic and organizational factors (e.g., facility size, staff–patient ratios). These findings align with broader health services research indicating that employees’ attachment to organizational goals and their willingness to apply discretionary effort positively influences patient perceptions of care quality and satisfaction (Al Mamun et al., 2021).
Moreover, the magnitude of the effect varied by type of commitment, with affective commitment emerging as the strongest quantitative predictor of patient satisfaction in this context. This suggests that employees who are emotionally invested in their organization’s mission and values are more likely to engage consistently in behaviours that enhance measurable aspects of patient experience, such as prompt service delivery and adherence to clinical protocols. The results are consistent with existing quantitative research in healthcare settings that links overall employee commitment with improved patient outcomes and service quality metrics (Mathieu & Zajac, 1990).
The study found that employees with higher levels of commitment were significantly more likely to adhere to established clinical protocols and safety standards in public health service delivery, reinforcing the notion that organizational commitment fosters compliance with safety practices. Employees who reported strong commitment consistently followed guidelines for infection prevention, use of personal protective equipment (PPE), accurate record‑keeping, and timely reporting of safety incidents—behaviours aligned with a robust safety culture and organizational expectations. This finding is supported by broader research showing that organizational commitment and management support are positively associated with employee safety behaviour, which in turn promotes adherence to safety protocols and reduces errors in health‑care settings (Christian et al., 2009; Clarke, 2010). Moreover, literature indicates that when workers perceive strong institutional commitment to safety and wellbeing, they are more likely to internalize and comply with established safety standards (Cooper & Phillips, 2004).
These compliance behaviours were shown to enhance overall organizational performance outcomes, as units with higher adherence to safety protocols demonstrated lower rates of procedural errors, better patient outcomes, and improved operational efficiency. The results align with evidence linking commitment‑driven safety cultures to stronger performance in healthcare environments, where commitment strengthens staff engagement with safety processes and protocols (Flin et al., 2006; Hofmann & Morgeson, 1999). In the context of public health facilities similar to those in Accra, this suggests that committed employees not only follow safety standards more consistently but also contribute to quality service delivery by minimizing adverse events and fostering trust in health services (Ibid, 1999). Overall, the findings underscore the importance of nurturing employee commitment as a strategic means to reinforce adherence to protocols, enhance safety standards, and drive positive institutional performance (Muleya et al., 2024).
The study found that teamwork and collaboration were pivotal in enhancing organizational performance in public health service delivery, particularly where employee commitment was high. Teams functioning with strong collaboration characterized by shared decision‑making, mutual support, and coordinated communication reported smoother workflows, fewer coordination breakdowns, and more effective problem resolution. These findings echo broader healthcare research showing that effective teamwork significantly improves clinical and organizational outcomes, with a medium‑sized positive effect on performance across diverse healthcare settings (Salas et al., 2024; Weiss et al., 2019). In addition, interprofessional collaboration has been identified as an essential strategy for organizing complex healthcare services where integration of diverse professional expertise leads to improved service delivery and patient care (Reeves et al., 2017).
Moreover, the analysis indicated that employee commitment strengthened the beneficial effects of teamwork and collaboration on performance outcomes. Makombo et al (2024) in their study observed that staff who are more committed to the organization are more likely to invest effort in collaborative processes, support colleagues, and engage in proactive team behaviours that contribute to higher organizational productivity. This aligns with research demonstrating that organizational commitment is positively linked to collaborative work attitudes and supportive team cultures, which in turn enhance job performance and team effectiveness (Arifin, 2024; Gurtner et al., 2010). Thus, fostering both employee commitment and effective teamwork emerges as a strategic approach to improving performance outcomes in public health organizations, reinforcing the reciprocal and reinforcing relationship between these constructs.
The findings indicated that workload pressures in healthcare settings significantly undermined employee commitment and organizational performance, particularly where staff were stretched thin by high patient volumes and inadequate staffing levels. Research in Ghanaian clinical environments showed that endemic workload and resource limitations forced staff to ration care, improvise solutions, and adopt coping behaviours that ultimately detracted from their engagement and ability to advocate for safe, high-quality services. About 68% of employees reported experiencing high levels of stress and burnout due to excessive workloads, while 54% indicated that these pressures negatively affected their motivation and emotional attachment to the organization. Employees who faced excessive workload often experienced diminished willingness to contribute beyond basic job requirements, which contributed to delays in service delivery and lowered overall organizational efficiency. These adverse effects of workload were linked to reduced willingness among healthcare professionals to speak up about safety concerns and to limited capacity for sustained organizational commitment, suggesting a key pathway through which workload pressures weakened overall health service delivery effectiveness (Agyemang et al., 2021; Boateng et al., 2022).
In addition to workload, resource constraints such as shortages of equipment, supplies, and infrastructure were found to compound employee commitment challenges and negatively influence organizational performance outcomes. Studies in resource-limited Ghanaian hospitals showed that insufficient material and staffing resources created frustrating work environments where employees struggled to meet care demands, leading to emotional exhaustion and burnout that further diminished commitment and performance. Inadequate resources not only impeded employees’ ability to perform core functions effectively but also shaped their perceptions of organizational support, contributing to lower job satisfaction and higher turnover intentions. These findings aligned with broader health systems research showing that persistent under-resourcing intensified job stress and burnout among health workers, undermining their ability to engage fully with their roles and weakening institutional performance in public health service delivery (Mensah et al., 2020; Osei et al., 2021).
Professional development was found to be a cornerstone in enhancing employee competence and subsequently strengthening organizational performance in the healthcare sector. In public health settings, structured opportunities for skills enhancement such as targeted training programs, continuous learning workshops, and professional growth initiatives enable health workers to build both clinical and managerial competencies that are crucial for delivering quality care (Kumi et al., 2025). These development activities not only improve technical capabilities but also empower employees with updated knowledge necessary for adapting to evolving healthcare demands, which aligns with broader evidence that highlights the strategic role of professional development in shaping human resource capacity and service outcomes in healthcare organizations (Kumi et al., 2025). Enhanced competence through professional development thereby contributes to higher productivity, improved adherence to best practices, and reduced skill gaps among frontline health workers.
Furthermore, competence gained via professional development has a reinforcing effect on employee commitment, which in turn positively impacts organizational performance in public health service delivery. Empirical evidence from studies on organizational support for career development in healthcare contexts indicates that when healthcare workers perceive strong support for career development, including training and up skilling opportunities, their organizational commitment increases significantly, which can lead to improved performance outcomes such as reduced turnover and greater workforce stability (Wu & Liu, 2022). This pattern suggests that professional development initiatives designed to build capacity and competence not only strengthen individual skills but also cultivate a more committed workforce, better able to contribute to service quality, efficiency, and overall organisational effectiveness in healthcare settings.

[image: ]Figure 1: How Employee Commitment Affects Service Efficiency and Quality of Care in Public Health Service Delivery

5. CONCLUSION
The study concluded that employee commitment played a significant role in enhancing organizational performance in public health service delivery in Accra, Ghana. The findings demonstrated that affective, continuance, and normative commitment collectively influenced key performance outcomes, including service efficiency, quality of care, teamwork, adherence to protocols, and patient satisfaction. Higher levels of employee commitment were associated with improved productivity, reduced absenteeism and staff turnover, and more consistent compliance with public health standards. The quantitative evidence further indicated that supportive leadership practices, opportunities for professional development, and favorable working conditions strengthened employee commitment, which in turn translated into improved organizational effectiveness. Overall, the study affirmed that fostering employee commitment is a critical strategic approach for strengthening public health institutions and achieving sustainable improvements in service delivery and health system performance.

4. RECOMMENDATIONS
The following are actions that should be taken on the basis of the findings of this study; 
· The Ministry of Health and the Ghana Health Service should strengthen employee commitment in public health institutions by implementing structured recognition, reward, mentorship, and regular staff engagement mechanisms to enhance motivation and service performance.
· The Ministry of Health, in collaboration with the Ghana Health Service and professional training institutions, should invest in continuous capacity building, clear career progression pathways, and professional development opportunities to improve employee competence and organizational performance.
· Facility managers, supported by the Ministry of Health and the Ghana Health Service, should promote effective leadership practices, participatory decision-making, and open communication systems to foster a positive organizational culture and sustained employee commitment.
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