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Abstract 
This study investigated the relationship between worker competence and employee loyalty of 

deposit money banks in Rivers State. A cross-sectional research design was adopted in the 

study. Two hundred and thirty-three (232) copies of the questionnaire were obtained and 

analyzed from the field survey. Spearman's Rank Order Correlation Coefficient statistical 

tool was used to find out the relationship that exists between the variables. The findings 

revealed a significant relationship between worker competence and measures of employee 

loyalty (trust, willingness to stay, and sense of ownership). It is concluded that worker 

competence is significantly related to employee loyalty of deposit money banks in Rivers 

State. The study recommended that the surveyed banks should strive to hire competent staff to 

manage the affairs of the organization as this will encourage healthy competition among 

employees and also promote honesty and teamwork among employees as this will lead to 

greater employee satisfaction. 

Key Words: Competence, Employee Loyalty, Trust, Willingness to Stay, Sense of 

Ownership. 
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Introduction 

Kumar and Shekhar (2012) described employee loyalty as the willingness to put one‘s 

personal needs aside for the betterment of a relationship. It refers to a person‘s preparedness 

to defend another person or entity irrespective of the opinion of others. Antonci and Antoncic 

(2011), posited that employees are loyal when they believe in the objectives of the company, 

accept the objectives as their own, work for their common welfare, and want to stay in the 

organization.  Dutta and Dhir (2021) in the study of Employee loyalty: Measurement and 

Validation suggested trust, willingness to stay and sense of ownership as parameters for 

measuring employee loyalty. Trust is one of the critical conditions that strengthen work 

engagement. This is because employees are more likely to engage in their work if they are 

self-motivated to perform their role where trust on the part of management is essential. 

Willingness to stay is the responsiveness of employees with high organizational commitment 

who have a strong identification with the organization, value the sense of membership within 

it, agree with its objectives and value systems, are likely to remain in it and finally are 

prepared to work hard on its behalf (Curtis & Wright, 2001). Sense of ownership gives an 

employee opportunity to experience the sharing environment and protect from those which is 

not good enough for them.  

On the other hand, psychological empowerment refers to intrinsic task motivation manifested 

in a set of four cognitions reflecting an individual‘s orientation to his or her work role: 

competence, impact, meaning and self-determination (Joo (Brian) & Shim, 2010). 

Empowering individuals could result in higher levels of work satisfaction, commitment and 

job performance (Liden, Wayne & Sparrow, 2000).  Spreitzer (1995) examined psychological 

empowerment in the workplace: dimensions, measurement, and validation and proposed 

competence, self-determination, impact and meaningful work as dimensions of psychological 

empowerment. This research utilized competence and self-determination for convenience. 

Competence is a sense of confidence in employee‘s abilities. Without competence, 

individuals will feel inadequate. Likewise, they will lack a sense of empowerment. Self-

determination reflects the extent of autonomy or freedom that is indispensable for a sense of 

empowerment (Joo (Brian) and Shim (2010). 

According to Hofstede (2001), organizational culture is the collective programming of the 

mind that distinguishes the members of one organization from another. Schein (2004) defines 

organizational culture as a pattern of shared basic assumptions that is learnt by the 

organization as it solves its problems of external adaptation and internal integration that has 

worked well enough to be considered valid and, therefore, to be taught to new members as 

the correct way to perceive, think and feel in relation to those problems. Organizational 

culture shapes organizations and provides a better understanding of complex organizational 

components, such as empowerment (Johnson, 2009; Kim, 2008; Sigler & Pearson, 2000). Joo 

(Brian) and Shim (2010) investigated' psychological empowerment and organizational 

commitment: the moderating effect of organizational learning culture'; Alneyadi, Al-Shibami, 

Ameen and Bhaumik (2019) examined moderating effect of organizational culture on the 

relationship between transformational leadership and human capital: An empirical study on 

public sector of UAE; Saha and Kumar (2017) explored organizational culture as a moderator 

between affective commitment and job satisfaction: empirical evidence from Indian public 

sector enterprises; Mande, Awiti, Imbambi and Aketch (2019) evaluated the moderating 

influence of organization culture in the relationship between workforce diversity and 

employee performance in public Universities in western Kenya; Chuttipattana and Shamsudin 

(2010) examined organizational culture as a moderator of the personality-managerial 

competency relationship: A study of primary care managers in Southern Thailand. 
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Extant literature as it relates to the study variables showed that various studies have been 

conducted in diverse industries (IT, high technology, pharmaceutical/chemical, service, 

manufacturing, etc. firms) investigating the relationship between psychological 

empowerment and employee loyalty (Kamselem et al., 2020; Nwachukwu et al., 2019; 

Nwokeiwu et al., 2018; Onyeizugbe et al., 2018; Zaki & Mohammed, 2018; Kumanwee, 

2017), while little attention has been paid to the moderating role of organizational culture on 

the relationship between psychological empowerment and employee loyalty in deposit money 

banks in Rivers State. 

Employee loyalty is a leading factor for sustained competitive advantage in organizations 

(Oladejo, Akinpelu, Fagunwa & Morakinyo, 2011; Akintayo, 2010; Meyer & Allen 1991). 

This contention has led to a proliferation of literature on employee loyalty (Farndale, Ruiten, 

Kelliher & Hope-Hailey, 2011; Ahiauzu & Asawo 2012; 2009, Gbadamosi 2003). It is 

believed that loyal workers will bring about organizational effectiveness and performance 

(Zabid, Rashid, Sambasivan & Johari, 2003); attaining longer term organizational goals 

(Farndale et al 2011); better quality, lower turnover, and greater capacity for innovation and 

more flexible employees (Oladejo et al 2011); reduces turnover and increases performance 

(Angle & Perry, 1981); produces a healthy organizational climate, increased morale, 

motivation and productivity (Salami, 2008). 

Over the past few years, the rapid changes in the banking industry in Nigeria have constituted 

serious challenges in the maintenance of trust in the staff and proper running of the industry 

(Olabimitan, Ilevbare & Alausa, 2012). Perceived job insecurity in Nigerian banks is 

suspected to have increased disloyal behaviour such as fraud or stealing, sabotage, 

absenteeism, intentionally working slowly, taking excessive breaks, wasting the bank‘s 

resources and a host of other major and minor disloyal behaviour among bankers (Joe-

Akunne, Oguegbe & Aguanunu, 2014; Fagbohungbe, Akinbode & Ayodeji, 2012; 

Olabimitan et al., 2012; Olabimitan & Alausa, 2014; Owolabi & Bablola, 2011).  

The employment status of the employee has been cited as a reason why bankers display 

disloyalty (Eze, Omeje, Okonkwo, Ike, & Ugwu, 2019; Anwar, Aslam & Tariq, 2011; Diaz-

Mayans & Sanchez, 2003). The employment status of an employee refers to whether the 

employee‘s offer of employment is on core/permanent or contract basis.  Eze et al., (2019) 

also posited that an unsupportive organizational support will likely make disloyal employees. 

Appelbaum, Laconi and Matousek (2007) stated that employees that perceive their 

organizations as supportive are less likely to display disloyal behaviour in their organizations. 

Therefore, it is believed that the support organizations render to their employees towards their 

input and wellbeing can reduce employee disloyalty in the organization.  According to the 

Nigerian Bureau of Statistics (2010), many factors have led to some qualified personnel who 

possess the right knowledge, skills and abilities to leave banking and find greener 

opportunities in other lucrative sectors of the Nigerian economy. Perhaps, longer working 

hours, increased workload, poor managerial style, job insecurity, poor working environment, 

dissatisfaction with rewards and recognition, and lack of work-life balance have been 

responsible for the incessant turnover in the sector.  

There have been several studies on empowerment: employee empowerment and service 

quality delivery (Kamselem, Nuhu & Liman, 2020), employee loyalty and organizational 

commitment (Nwachukwu, Aminoiren, Epelle & Kalu, 2019), training, organizational 

commitment and turnover intention (Nwokeiwu, Ziska & Nwali, 2018), however, only a few 

scholarly works considered the perspective of employee loyalty (Onyeizugbe, Orogbu, 

Mande & Michael, 2018; Zaki & Mohammed, 2018). As a result, there is a paucity of 
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research on the link between psychological empowerment and employee loyalty. Secondly, 

there is insufficient literature on the moderating role of organizational culture, on 

psychological empowerment and employee loyalty. It is based on this fact that this research 

intends to examine the relationship between psychological empowerment and employee 

loyalty in deposit money banks by adopting organizational culture as a moderating variable. 

Research Questions 
The following research questions are asked to guide the effort of the researcher to achieve the 

objectives of the study. 

i. What is the relationship between competence and trust in deposit money banks in 

Rivers State? 

ii. What is the relationship between competence and willingness to stay in deposit 

money banks in Rivers State? 

iii. What is the relationship between competence and sense of ownership in deposit 

money banks in Rivers State? 

Research Hypotheses 

Following the research questions, seven null hypotheses will be formulated & tested to 

establish the relationships between the variables. 

H01: There is no significant relationship between competence and trust in deposit money 

banks in Rivers State. 

H02: There is no significant relationship between competence and willingness to stay in 

deposit money banks in Rivers State. 

H03: There is no significant relationship between competence and sense of ownership in 

deposit money banks in Rivers State. 

Literature Review 

Competence 

Competence is a provision of collaborative performance, recognition of diversity and 

collective demonstration of cultural competence, education, and experience to undertake 

innovation. The first step to becoming a successful leader is proficiency in technical, project 

management, interpersonal and political skills and demonstrating a commitment to the 

organization (Yukl, 2013). Leadership ability, skills, experience, and knowledge are 

paramount while showing computer literacy, risk and change management skills to mitigate 

constant corporate failures, failed merger and acquisition deals that threaten organizational 

success (Jacobs, Witteloostuijn, & Christe-Zeyse, 2013). When leaders are interested in the 

future of an organization, such leaders take steps to train young talents with succession in 

mind (Nwankpa, 2016). Top executives influence collective learning, best practices, 

knowledge management, digitally enabled structures, flexibility, and innovation as critical 

values in corporate culture (Yukl, 2013). A leader‘s in-depth insight into decision-making is a 

mediating factor affecting collective learning, human capital and competitive advantage 

(Yukl, 2013). Failure in leadership competency leads to a lack of confidence and loss of 

employee support. Achieving sustainable competitive advantage in today‘s organizations 

require proactive and effective management of change, systematic and purposive data 

management for probable research outcome (Brown, Treviño & Harrison, 2005). 

Woodruffe (1991) describes competency as a term covering anything that can affect the 

performance of an individual job indirectly or directly. He further explained competence to 

mean a component of a given task that can be carried out by the worker, this includes 

behaviours that underpins an effective execution of the job. Competences are the qualities an 

individual comes with to the organization and behaviours connected to better job 
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performance. In order words, it has to do with the performance, or the execution of a given 

job effectively and efficiently as well as the behaviour needed for competent execution of a 

given job or performance. 

Furthermore, Zeb-Obipi (2007) defined worker competence management as a way of 

managing the competences of the organization‘s employees to attain better performance. Zeb-

Obipi (2007) further explained that worker competence management is a process that is made 

up of goal-directed, interconnected activities performed by organization‘s managerial 

functions of planning and controlling. More so, worker competence management was also 

defined by Income Data Services (IDS) (1997) as the process of discovering the competences 

that differentiate a better performance of a worker from others in the organization, 

constructing a framework and adopting it as the basis for recruiting, selecting, developing as 

well as rewarding workers in the organization. Lawler (1994) observed four factors that 

necessitate worker competence management which includes the change in production, from 

mass production to consumer-focused production, as well as the fact that today‘s 

environment has become a knowledge-based environment. The second factor is globalization 

bringing about lots of competition and if today‘s organizations are to survive, they must 

effectively manage their human asset as they play major roles in ensuring the success of the 

organization in a competitive environment. The third factor has to do with today‘s frequently 

changing environment while the fourth one has to do with the adoption of fatter 

organizational structures. The above forces explain the significance of competences and 

competence management in today‘s organizations (Nunes, Martins, and Duarte, 2007). 

The concept of competence is often poorly defined in the literature. In fact, a general 

consensus seems to be lacking concerning the meaning of this frequently used concept. One 

example may illustrate this point. According to one view, competence is considered as an 

attribute of the employee, that is, as a kind of human capital or a human resource that can be 

translated into a certain level of performance. According to another widely held view, 

competence is defined in terms of the requirements of the tasks that constitute a certain job. 

This is indeed an important distinction, and in the following we will use the term competence 

to refer to the former meaning, and the term qualification to refer to the latter meaning.  More 

specifically, the term competence will be used to refer to the capacity of an individual (or a 

collective) to successfully (according to certain formal or informal criteria, set by oneself or 

by somebody else) handle certain situations or complete a certain task or job (Ellström, 

1997). This capacity may be defined in terms of perceptual motor skills (e.g. dexterity); 

cognitive factors (different types of knowledge and intellectual skills); affective factors (e.g. 

attitudes, values, motivations); personality traits (e.g. self-confidence); and social skills (e.g. 

communicative and cooperative skills). Using this definition as a point of departure, the 

notion of qualification may now be defined as the competence that is required by the task, 

and/or is implicitly or explicitly prescribed, for example, by the employer. 

As implied by this distinction, an individual (or a collective) may possess a range of 

competencies that are not qualifications, that is, competencies that are not required by the 

task(-s) at hand or prescribed by, for example, the employer. Conversely, a certain job may 

require qualifications that do not correspond to the actual competencies of the individual (or 

the collective). Thus, the concept of qualification focuses on competencies that for one 

reason, or another are valued by an internal or external labour market, that is, competencies 

that have an exchange value.  In addition, it is in many situations necessary to make the 

following distinctions (for an extended discussion, see Ellström, 1997). First, given the view 

that competence is an attribute of an individual, a distinction can be made between: (i) formal 

competence, measured, for example, in terms of the years of schooling completed or by the 
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credentials received by an individual and (ii) actual competence, i.e. as defined above: the 

capacity of an individual to successfully handle a certain situation or to perform a certain 

task. Although actual competence differs, by definition, from formal competence and it is, 

indeed, often the case that one possesses formal competence without actual competence and 

vice versa, measures of formal competence are often used as an indicator of actual 

competence (Warhurst & Thompson, 2006).  Concerning individual factors, previous 

experiences and factors like self-confidence are likely to be of importance (Colquitt & 

LePine, 2000; Illeris, 2006). Concerning job-related factors, the formal and informal 

organization of the workplace with respect to worker autonomy, participation, task 

characteristics and feedback are likely to have a strong impact on the competence that an 

individual actually uses to perform his/her job (Ellström, 2006; Kock, Gill, & Ellström, 

2007). 

One of the most influential theoretical paradigms in competence research is derived from a 

distinction between competence and performance used by the linguist Noam Chomsky 

(1980). Chomsky understood linguistic competence as a universal, inherited, modularized 

ability to acquire the mother tongue. A limited system of linguistic principles, abstract rules, 

and basic cognitive elements (competence) combined with a specific learning process allows 

each normal human to acquire the mother tongue, including the ability to create and 

understand an infinite variety of novel, grammatically correct sentences (performance). 

Linguistic competence thus underlies creative, rule-based language learning and language 

use. Chomsky‘s linguistic competence model, admired and cited, but also criticized and 

challenged, is frequently used in the cognitive sciences, especially in psycholinguistics and in 

cognitive developmental psychology. In addition, many models have incorporated individual 

components of the competence-performance model, including the ideas of: (I) Domain 

specificity, (II) an inborn system of modularized principles and rules, (III) Rule-based 

learning, and (IV) Performance whose quality depends not only on universal principles, but 

also on learning experiences and the learner's/actor's current situational context.  Currently, 

the concept of competence has been expanded even further with concepts such as 'social 

competence' and 'emotional competence' (Weber & Westmeyer, 1998). In these examples, 

'competence' has replaced an earlier, intelligence-based concept (Social intelligence: Cantor 

& Kihlstrom, 1987: Emotional intelligence, Goleman, 1995). Weber & Westmeyer (1998) 

suggest using 'social-' or 'emotional competence‖ rather than 'social-' or 'emotional 

intelligence' because ―. These concepts have the advantage that assessments can be carried 

out in a concrete, substantive context and measures can be described, thus allowing 

statements about what competence is‖. 

Employee Loyalty 

In terms of effect, loyalty reflects the feelings towards the organization (Buchanan, 1974). An 

emotional response is having a strong belief in the goals and values of the organization, along 

with a desire to retain organization membership (Mathieu & Zajac, 1990). For the betterment 

of the organization, a loyal employee is willing to make any personal sacrifice 

unconditionally. Such employees neither harm the organization nor indulge in opportunism 

(Dooley & Fryxell, 1999). Loyalty is a psychological state of the relation between the 

organization and its employee (Allen & Grisaffe, 2001) which strengthens the employee‘s 

decision to continue with the organization. Coughlan (2005) suggests that because of this 

implicit promise, the employee abides by global moral principles while striving to achieve 

individual and collective goals (Becker et al., 1996; Powers, 2000; Wu & Norman, 2006). 

Concerning different stakeholders, an exhibition of employee loyalty includes loyalty to the 

company, job, supervisors and co-workers (Powers, 2000). Loyalty is a characteristic 

visualized in terms of person–workplace interaction. The workplace includes supervisors, 
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peers, subordinates, organizational job roles and responsibilities. Hence, it becomes pertinent 

to understand employee loyalty in the workplace (Wan, 2012). Thus, employee loyalty can be 

defined staying with the company rather than searching for jobs, working late to complete an 

assignment, not divulging confidential information of the company, advocating, abiding by 

rules in the absence of strict monitoring, prioritizing company goals over individual 

achievements, abstaining from spreading incorrect information or refraining from making 

profit from company‘s resources, buying company‘s products and advocating them to the 

community, contributing in charities sponsored by the organization, suggesting improvement, 

participating beyond expected role behaviour, assisting co-workers in achieving their goals, 

following orders and not taking undue advantage of any policy (Powers, 2000). 

Trust 

Employee loyalty and trust are two desirable yet difficult to obtain objectives (Mehta et al., 

2010). Concerning socio-economic situations, trust helps to reduce the uncertainty of a 

situation (Singh, 2008). Trust is an essential component of employee loyalty (Gucer & 

Demirdag, 2014; Costigan et al., 1998). Presence of organization trust encourages employees 

to indulge in extra role behaviour (Singh & Srivastava, 2016). Successful interaction among 

employees is dependent on trust (Fard & Kamiri, 2015; Widjajani et al., 2017), which affects 

performance significantly. Elaborating on the implications of social cognitive theory 

perspective, Ozyilmaz et al. (2017) suggest that an employee‘s trust in his/her own self would 

interact with the person‘s trust in the organization, to predict job behaviour. It is a cognitive 

dimension of ‗employee loyalty‘ (Ladebo, 2005). Interpersonal trust includes vulnerability to 

the actions of others, with the understanding that the other would also indulge in the act of 

fostering trust (Mayer et al., 1995). There are three dimensions of trust: firstly, an expectation 

that the exchange partner will be benevolent; secondly, vulnerability to the risk that the other 

may not live up to the expectation; and thirdly, dependency (Whitener et al., 1998). 

Employees feel safe among their peers and managers if they are trustworthy. They are 

optimistic about improvements (Hirschman, 1970) and remain faithful by displaying 

allegiance (Ferri-Reed, 2011; Lee & Jablin, 1992).  It also helps generate cooperative 

behaviour, promote effective response to crises, reduce conflicts, facilitate the quick 

formation of ad hoc workgroups and decrease transaction costs (Rousseau et al., 1998). 

Lower trust level leads to psychologically distressing situations while increase trust fosters 

employee satisfaction, thereby promoting loyalty (Dirks & Ferrin, 2002; Matzler & Renzl, 

2006). Thus, organizations should engage in generating trust among employees. Singh and 

Srivastava (2016) suggest that organizations should promote an environment of trust so that 

employees engage in extra role behaviour. This would help enhance both individual and 

organizational effectiveness. Research suggests that recognition, compensation, career 

development, supervision and promotion, are strong predictors of trust which make an 

employee feel that the organization cares for and supports them (Narang & Singh, 2012). 

Trust relates to the impact of integrity in that followers have confidence in leaders perceived 

as high on integrity. Leadership trust is defined as ―the employee‘s willingness to accept 

vulnerability on the basis of positive expectations of the intentions of the leader‖ 

(Engelbrecht et al. 2017, p. 369). Trust brings about an increase in work engagement and 

trust can be perceived to be present when an employee is fully committed to the work through 

focused energy and a positive state of mind.  Identified factors of employee dissatisfaction 

explain the lack of trust, commitment, and support given to change initiatives and leadership 

in general and established a lack of reciprocal process between leadership and followership 

(Burke, 2013). Leaders model exemplary, visionary, selfless, competent and trustworthy 

behavior to gain needed followership expected for the high-quality relationship. Leadership 

trust motivates followers‘ commitment and satisfaction to leaders and organizations and less 
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inclined to engage in unethical behavior (Asencio, 2016). Ethical leadership is tied to 

perceptions of the degree to which leaders behave ethically by differentiating through their 

honesty, trustworthiness, and fairness. Balanced decision-makers consider the ethical 

consequences, provide employees with consistent expectations, and follow through with 

organization-constrained, normatively appropriate behavior. Unlike ineffective leadership 

that failed to meet high standards of fairness and transparency, behaviors and characteristics 

exemplified in ethical leadership are likely to engender feelings of indebtedness to which 

employees respond through the demonstration of organizational citizenship behavior (Sharif 

& Scandura, 2014). Public sector leaders promote good governance by maintaining trust 

between the government and the citizenry and guiding employees with sincerity of purpose, 

respect for diversity, social justice, self-reliance and recognition of welfare and rights of 

employees. 

Willingness to Stay 

According to Branham (2005), there are seven main reasons why employees leave, which are 

lack of recognition, low pay, unfulfilling jobs, inadequate career advancement, poor 

management practices, untrustworthy leadership, and disordered work cultures. While a 

positive work climate needs to be formed, productive and professional, a conducive 

workplace also requires to be a positive one. Employees working in a positive work 

environment exhibit more supported trusted and motivated to do their best. These employees 

are happier with their job and more inclined to stay with their company longer.  Employees 

who trust their organization‘s management do better, are more satisfied, more loyal, and are 

less prone to oppose changes (Dirks & Ferrin, 2002). Trust, as an essential lubricant of the 

social system (Arrow, 1974), must be set in organizations. Trust is not only significant to 

build the enduring relations with the external stakeholders; it is a vital element to increase the 

internal ties (Serkan, 2018). The eagerness of employees to work and stay in an organization 

depends on the level to which they are sufficiently motivated (Adams & Hicks, 2000). 

Therefore, the primary objective of this study is to examine the relationships between trust 

and motivation practices and employee intent to stay.  The intention is a psychological 

antecedent for the actual behavior (Ajzen & Fishbein, 1980), individuals‘ intention to stay or 

quit, perform or not to perform a behavioral act can be the critical determinant of action. 

Intention to stay is the opposite of turnover intention (Kim, Price, Mueller & Watson, 1996) 

are negatively correlated, (Steers & Mowday, 1981). Employee turnover hinders the 

organization‘s work reaching its goals, profit of the organization and damaging the 

organization. Intention to stay is defined as employees‘ intention to stay in the existing 

employment relationship with their current employer on a long-term basis. 

Vandenberg and Nelson (1999) defined employees‘ intention to quit as an individual‘s 

predicted probability that they are permanently departing from their organization soon. 

Unwelcome, unwanted, and voluntary attrition that companies encounter when valued 

employees quit accepting another job is a more significant issue than the incidence of 

organizational layoffs reported (Mobley, 1982). This perspective is growing significantly as 

the competition for talent management is leading and consistently growing. People want to 

know that their participation in the organization is appreciated. To retain employees in the 

company, they want to feel part of the organization. For the problem about employees 

leaving, specific appropriate actions need to be taken as organizations are striving for talent 

(Mitchell, Holtom, & Lee, 2001). 

 

Sense of Ownership 

According to Cockshaw and Shochet (2010) workplace belongingness can be defined as the 

extent to which a person feels included, supported and at one with their psychosocial 
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workplace environment. Their study indicates workplace belongingness is related to 

emotional wellbeing (depression, anxiety, stress). It should be noted that depressive 

symptoms can influence the level of belongingness an individual experience, and scholars 

have opined that the workplace, as a social environment, plays a significant part in the 

subjective wellbeing of employees. A relation between work engagement and belonging can 

also be argued. For example, Van Dick, et al (2004) proposed that organizational 

identification (tendency to conform to norms and integrating organizational values with 

subjective self-concept) is linked with job satisfaction and influences turnover intention. 

Thus, they suggest fostering identification and belonging in an organization could have 

positive effects on job satisfaction and decrease turnover intentions.  The achievement of 

organizational objectives largely depends on employee behavior. Employee behavior in turn, 

is influenced by the strength of the organizational identity and employee identification (Jong, 

Bartels, Douwes, Pruyn. 2006). Organizational identification can affect both the satisfaction 

and behavior of employees and the effectiveness of the organization (Albert, Ashforth & 

Dutton, 2000; Ashforth & Mael, 1989; Hall & Schneider, 1972; Lee, 1971; O‘Reilly & 

Chatman, 1986).  As companies grow in size and become more globally dispersed, the issue 

of identity and commitment to the organization, especially for employees in virtual, remote or 

geographically distributed teams, has become a crucial concern for organizations. Albert and 

Whetten (1985), Ashforth and Mawl (1989), and Dutton, Dukerich and Harquail (1994), 

Wisenfeld and Raghuram (1999) argue that ‗organizational identity‘, which can be defined as 

members‘ shared beliefs about the organization‘s central, enduring and distinctive 

characteristics, may be a critical factor in holding virtual organizations together.‖ 

Relationship between Psychological Empowerment and Employee Loyalty 

 Literature has identified a positive relationship between psychological empowerment and 

individual performance outcomes such as job satisfaction (Maynard et al., 2012), 

organizational commitment (Avolio et al., 2004) and task performance (Chamberlin et al., 

2018; Huang, Iun & Liu, 2010). Psychological empowerment has also been shown to affect 

creativity (Zhang & Bartol, 2010), innovative behaviour (Spreitzer et al., 1999), 

organizational citizenship (Huang et al., 2010) and employee career success (Dust et al., 

2018). The focus on the affective reactions of individuals as the unit of analysis in this 

literature is supported by the evidence that empowerment is perceived in a similar way by 

both individuals and teams and, therefore, team performance can be viewed as a function of 

individual performance (Maynard et al., 2012; Seibert et al., 2011). Despite the evidence for 

the mediating role of psychological empowerment on work performance, the project 

management literature is yet to examine its effect on project performance. This is because of 

the prescriptive focus of the traditional project management, which is relevant to contexts 

with predictable activities (Keegan & Turner, 2002). The scope and solution uncertainty 

associated with innovative projects, however, calls for creativity and flexibility in order to 

facilitate the evolutionary and non-linear innovation processes (Kapsali, 2011). Agile project 

management creates a context in which staff creativity provides solutions to complex 

problems (Gren, Goldman & Jacobsson, 2020). The literature has identified the ability of 

agile teams to solve complex problems (Cooper, 2019; Paluch, Antons, & Brettel, 2020), but 

does not explain how agile teams are able to propose and implement creative ideas as 

solutions to complex problems. 

Methodology 

A target population of eight hundred and nineteen representatives of employees becomes the 

sampling frame. Using Krejcie and Morgan (1970) formula, a sample size of 262 employees 

was determined. Although, only 232 questionnaires were retrieved. Spearman‘s Rank 

Correlation Coefficient was used to test the hypotheses.  

https://www.sciencedirect.com/science/article/pii/S026378632030079X#bib0003
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Discussion of Findings  

Positive Relationship between Competence and Trust 

Table 1 revealed that the Spearman Correlation coefficient is 0.829 which reflect a strong 

positive linear relationship between competence and trust. And the correlation test is highly 

significance at (p<0.005). Positive relationship means that as competence increases trust also 

increases.  Following this finding, the study concludes that there is a relationship between 

competence and trust. Therefore, null hypothesis was rejected. Competence significantly 

affects trust. 

The findings indicated that competence would enhance trust. This is in line with the work of 

Kooh and Opara (2020) who found that competence-based trust has positive and significant 

relationship with organizational performance of quoted pharmaceutical firms in Nigeria. The 

authors posited that trust plays a key role with the underlining reality that despite the best of 

intentions, supply chain managers are not all the time able to foster trust in all the 

partnerships that involve channel members across the supply chain. Furthermore, a study in 

the oil and gas industry (Olu-Daniels & Nwibere, 2014) revealed a positive and significant 

relationship between trust and organizational resilience within the upstream sector of the oil 

and gas industry in South-South, Nigeria. This finding was also in line with the findings of 

Zaki and Mohammed (2018) in their research on psychological empowerment and its 

relationship with organizational loyalty among first line managers found strong positive 

statistically significant correlations between total psychological empowerment and its 

dimensions which include meaning, competence, determination, impact and organizational 

loyalty among first line managers. 

Positive Relationship between Competence and Willingness to Stay   
Table 2 revealed that the Spearman Correlation coefficient is 0.767 which reflect a strong 

positive linear relationship between competence and willingness to stay. And the Correlation 

test is highly significance at (p<0.005). Positive relationship means that as competence 

increases willingness to stay also increases.  

Following this finding, the study concludes that there is a relationship between competence 

and willingness to stay. Therefore, null hypothesis was rejected. Competence significantly 

affects willingness to stay. As indicated in the findings, competence has a positive effect on 

willingness to stay. This agrees with Murgianto, Sulasmi and Suhermin (2016) who found 

that commitment, competence and work satisfaction respectively have significant effect on 

the motivation of employees and willingness to stay in the organization. Also, Ekweozor and 

Zeb-Obipi (2020) found that competence planning, competence development and 

competence monitoring have strong and significant relationships with flexibility of deposit 

money banks in Rivers State. Furthermore, Akabike (2020) found that functional 

competency has a significant positive influence on the performance of manufacturing in 

South-East, Nigeria.   

Positive Relationship between Competence and Sense of Ownership 
Table 3 revealed that the Spearman Correlation coefficient is 0.714 which reflect a positive 

linear relationship between competence and sense of ownership. And the Correlation test is 

statistically significant with a p-value of 0.004. Positive relationship means that as 

competence increases sense of ownership increases. Following this finding, the study 

concludes that there is a relationship between competence and sense of ownership. 

Therefore, null hypothesis was rejected. Competence significantly affects sense of 

ownership. Analysis result shows that competence has a positive relationship with sense of 

ownership. This agrees with Pierce, Kostova and Dirks (2001); Beggan (1992) posited that 
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people generally become more attached to things they feel they possess than similar things 

that they do not feel they possess. Since feeling a sense of attachment and belonging are the 

essence of employee loyalty. In other words, feeling possessive toward the organization 

should lead to high levels of employee loyalty. Through a sense of ownership for the 

organization, employees view it as a place in which to dwell – a place that provides a 

psychic comfort and security (Dittmar, 1992). Also, this finding supports that of Kumanwee 

(2017) in their examination of psychological empowerment and employee affective 

commitment in manufacturing firms in Rivers found competence as a dimension of 

psychological empowerment had a positive significant relationship with the measures of 

employee affective commitment.  

Recommendations 

Based on the findings of this study, the following recommendations are made: 

1. Deposit money banks studied must recognize the need to adopt empowering practices 

within their bank that contribute to higher levels of employee autonomy and 

competence. This can be accomplished by establishing a working atmosphere in 

which management shows faith and confidence in staff, by delegating authority for 

decision-making and control over tasks. 

2. Deposit money banks should exhibit trust-building behaviours in order to create a 

supportive work atmosphere, which is critical in attempting to develop a loyal 

employee. 

3. DMBs should establish a learning organization in which all members of the 

organization work together. Learning increases awareness, which aids in the quest of 

a loyal employee. 

4. Deposit money bank management should recognize that in order to stay informed 

about what is going on in the world, employees must have access to the right 

information that will enable them to form appropriate expectations of the firm's task 

as well as the environment, which can be achieved through competence development 

through training, coaching, and mentoring. 
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Appendices 

Hypothesis One 

HO1:  There is no relationship between competence and trust. 

Table 1: Analysis of the effect of competence on trust 

 

 
CE 

TR 

Spearman's rho  CE  Correlation Coefficient  1.000  .829  

  Sig. (2-tailed)  .  .000  

N  232  232  

TR                                      Correlation Coefficient  .829  1.000  

 Sig. (2-tailed)  .000  .  

N  232  232  

Source: SPSS 21.0 output on research data 

 

Hypothesis Two 

HO 2:  There is no significant relationship between competence and willingness to stay. 

Table 2: Analysis of the effect of competence on willingness to stay 

 

  
CE  WS 

Spearman's rho  CE  Correlation Coefficient  1.000  .767  

  Sig. (2-tailed)  .  .000  

N  232  232  

WS  Correlation Coefficient  .767  1.000  

 Sig. (2-tailed)  .000  .  

N  232  232  

Source: SPSS 21.0 output on research data 
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Hypothesis Three  

HO 3: There is no significant relationship between competence and sense of ownership.  

Table 3: Analysis of the effect of competence on sense of ownership. 

 

 
CE 

SO 

Spearman's rho  CE  Correlation Coefficient  1.000  .714  

  Sig. (2-tailed)  .  .004  

N  232  232  

SO                                      Correlation Coefficient  .714  1.000  

 Sig. (2-tailed)  .004  .  

N  232  232  

Source: SPSS 21.0 output on research data  


