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Abstract: Sustainability of commercial banks in Nigeria has, in recent decades, been
threatened by the increasing mass exodus of employee movement due largely to the seemly
lack of job security, poor remuneration, management style, and growing organisational
culture in commercial banks, which tends to give impetus to this conundrum. The purpose
of this study was to examine the moderating effect of organisational culture on employee
movement and the sustainability of commercial banks in Nigeria. This study thoroughly
evaluated the relationship between three variables that act as catalysts to employee
movement in Nigerian Commercial banks, i.e. job security, remuneration and management
style, and the moderating effect of organisational culture. A survey was developed for the
study on selected commercial banks. The population of the study was 986 and a sample
size of 285 was determined to be appropriate for the study using the Taro Yamane formula.
Data were collected from 285 employees from the selected banks using a questionnaire.
The study employed the descriptive statistic and multiple regression analysis for the test of
the hypotheses, while Confirmatory Factor Analysis (CFA) was used to provide complete
validation of the constructs in the measurement model. The study found that employee
movement has a significant effect on the sustainability of Nigerian commercial banks.
Specifically, employee movement constructs, such as job security, remuneration, and
management style, had significant effects on the sustainability of the Nigerian commercial
banks. Furthermore, organisational culture has a significant moderating effect on the
relationship between employee movement and the sustainability of commercial banks. The
managerial implication of the study is that the negative effect of employee movement on
the sustainability of the Nigerian commercial banks can be addressed by adopting and
implementing an employee-friendly organisational culture.
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Introduction style, and a growing organisational culture that

is giving impetus to this conundrum, leading to

In an era of global competition among i ) - -
a situation where highly skilled and experienced

financial institutions and the challenges faced

by commercial banks due to the COVID-19
pandemic and other economic upheavals
affectingnations, especially developing countries
and Nigeria in particular, the sustainability
of commercial banks is germane to support
the nation’s economic recovery and growth.
However, the sustainability of commercial
banks in Nigeria has, in recent times, been
threatened by the increasing spate of employee
movement due largely to the seemingly lack of
job security, poor remuneration, management

employees move out of commercial banks to
other sectors in search of job security, better
remuneration, and efficient management.

Ngwenelwa (2013) indicated that the
rate of employee movement in commercial
banks is alarming and is becoming a growing
concern for stakeholders because of its impact
on organisational operations and sustainability.
Employee movement is the frequency at which
employees come into an organisation in terms
of job engagement or employment and exit an
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organisation in the form of dismissal or in search
for greener pastures over some time (Pietersen
& Oni, 2014). Meanwhile, the sustainability of
commercial banks is the ability of the bank to
maintain its employees effectively and operate in
an environmentally, socially and economically
acceptable way, and continues to operate over
a long period (Renata, 2019). The continuous
increase in employee movement in commercial
banks in Nigeria has been attributed to job
insecurity, poor remuneration, lack of adoption
of efficient management style, sacks/layoffs,
downsizing and a growing organisational culture
with its attended consequences on organisational
operations; either increased training cost to
replace exit employees or technological transfers
and banks security.

Furthermore, organisational culture
plays a critical role in guiding the activities
and operations of firms. It encompasses the
philosophy, beliefs, values, and the guiding
principles governing the behaviour of people
(employees) and their activities (Girma, 2019).
The organisational culture of commercial banks
is central to employee movement intentions
and influences the behaviour and attitudinal
disposition of employees; its relationship with
co-workers, customers, and its operations, as
well as in determining the bank’s success and
sustainability. Unfortunately, most commercial
banks pay little attention to the influence
of the organizational culture in reducing
employee movement to enhance the bank’s
performance and sustainability. This situation
leads to employees’ search for secure and
better-remunerated employment, giving rise to
frequent movement of employees in commercial
banks.

Similarly, the organisational culture of
commercial banks has a profound influence
on employees, their operations, and practices
(Mutua & Simba, 2017). Its influence is felt and
expressed daily in the way employees interact
and operate, the intentions of employees to
leave the bank as well as the management
attitude in addressing such issues. The poor
attitude and behaviour of management in
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addressing the issues and factors contributing
to employee movements, such as job insecurity,
poor remuneration, and management style,
have raised concern. It explains why employee
movement has continued in commercial banks
for decades unabated, despite the influence
of such practices on a bank’s operations,
performance and sustainability, and why specific
customs and beliefs are shared among workers.

One pertinent problem that affects the
performance and sustainability of commercial
banks, and one that encourages employee
movement, is the issue of job security, where
employees are constantly in search of life-
long employment and opportunities for career
advancement. Additionally, another important
issue related to employee movement is the
lack of efficient management style, where
commercial bank managements do not adopt an
inclusive management style that gives employee
the opportunity to make contributions to a large
extent in decision-making and policymaking
process. Hence, giving employees a sense of
belonging will have animpact on the performance
and sustainability of a firm’s operations. The
issue of remuneration in terms of competitive
salaries for bank workers in recent years has
been observed as one of the fundamental factors
of employee movement. The salary structure
and other benefits should be able to attract
employee, retain and motivate them, which
discourages them from leaving an organisation.
Therefore, the numerous inconsistencies in
studies regarding the exact effect of employee
movement on sustainability prompted the study
to empirically examine the moderating effect
of organisational culture on the relationship
between employee movement and sustainability
of Nigerian commercial banks.

Literature Review
Theoretical Background

The theoretical foundation of this study hinged
on the four systems of management theory, and
Vroom’s valence and expectancy theory. The
theories form the underpinnings of the study and
highlight the relationship between the variables.
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System Four Management Theory

Renesis Likert, an organisational psychologist,
is well known for his leading studies on
management style (Likert, 1967). He developed
the Likert scale and the linking pin model
of management theory (Batermen & Snell,
1999). He conducted much research on human
behaviour as expressed in the workplace within
organisations. He appraised various types of
management/leadership styles and postulated
that to accomplish required profitability, high
productivity, effective workplace coordination,
harmony, and good staff relations, every
organisation must optimise the utilisation of
its human capital. After extensive research on
human behaviour within many organisations,
Likert (1967) concluded that there are four
basic management systems. He stressed that the
effectiveness, efficiency, and sustainability of a
firm or its departments is mostly influenced by
its management system. He characterised these
four systems as:

Exploitative-authoritative management
system: Here, decisions are imposed and
subordinates do not participate in the decision-
making processes. Motivation is characterised
by threats and the organisation uses fear and
intimidation to ensure employees complete
their tasks. Here, responsibilities are on
top management levels, while subordinates
practically have none. There is very limited or
poor organisational communication with less
teamwork. This situation discourages employees
and lowers workers’ morale, performance, and
leads to employee movement (Ian & Jonathan,
2007).

Benevolent-authoritative management
system: In this system. leadership condescends
in the structure of master-servant conviction.
Motivation is principally by reward and
administrative staff takes full liability, while
the subordinates do not. There are limited
organisational communication and relatively
poor employee team spirit and teamwork.

Consultative management system: In this
system. superiors provide leadership and tend
to have some but not complete confidence in
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their subordinates. Motivation is substantially
by rewards and there is a level of worker
participation in decision-making processes.
Top-level personnel shoulder the responsibility
for attaining the organisation’s goals and
objectives, though management constructively
uses subordinates’ opinions and ideas.
However, while there is some level of employee
involvement in this system, major decisions
still rest on the senior management (Effiom, &
Anietie, 2018).

Participative group management system:
This is the leading system where superiors
and management have total conviction in
subordinates. Motivation is through economic
rewards as a result of goals accomplished.
Employees at every level of the organisation
take full responsibility for accomplishing the
organisation’s goals and objectives. There is free
flow of information within the organisation, and
subordinates fully participate in the decision-
making processes as they comfortably express
their ideas and opinions. Staff interrelationship
and cooperative teamwork is the norm in
this system. Group teams are connected by
employees who maintain membership in several
associations with colleagues to enhance the
performance and sustainability of the firm.

To attain optimum staff productivity and
organisational sustainability, managers need
to adopt an effective management system that
enhances employees’ participation in decision-
making processes and flow of information, while
discouraging frequent employee movement
from the organisation (Meaghan & Nick, 2002).
However, the four systems theories are not
without criticism. Critics question the simplistic
notion that a “happy worker is a productive
worker”. This notion, of course, ignores the
workers’ rational side, as well as thr eminent
and influential characteristics of the formal
organization (Baterman & Snell, 1999).

Also, Likert’s assertion of the ideal
organisation as an effective organisation
has been criticised for being too simplistic
about the complex nature of the problem of
effectiveness. Thus, there has been an increasing
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acknowledgment that paying much attention to
generic elements could disguise the fact that
there are contrasting features and views of
organisational effectiveness. Likert emphasises
that effective organisation is a function of staff
supportive relationship, which, if fostered,
would discourage employee movement and
boost employee’s sense of personal value and
worth. The axiom of this management variable is
that some leadership styles do foster workplace
harmony in achieving high productivity and
organisational sustainability, while others
may demotivate, trigger strive, conflict, and
employee movement.

Vroom’s Valence and Expectancy Theory

Vroom (1964) propounded a motivation theory
based on three major components: expectancy,
instrumentality, and valence. The theory was
established on the conception that motivation is
determined by an employee’s expectation that
work efforts contribute to performance, while
performance enhances work outcomes, and this
in turn determines the desired job rewards. He
opined that a worker would oftentimes exert a
high level of work effort, i.e. if they perceive a
strong association between work exertion, work
performance, and job rewards, and also work
rewards and personal goal satisfaction which
they seek (Chowdhury & Nazmul, 2017). Vroom
contends that a person’s motivation is a function
of expectancy that an outcome would follow
behaviour, which relates to how the individual
perceives the rewards.

However, valences and expectancies are
subject to an employee’s perception of the
circumstance. For instance, the belief that if they
exert more effort, that is work harder, they will
get promoted or a raise in remuneration, which is
expectancy and the valence is the attractiveness
value of the desired outcome (how strongly he
wants the outcome: promotion or pay raise).
Implicit from the analysis is that dissatisfaction;
frustration; job insecurity; feeling of alienation;
emotional bitterness and anger; and. eventual
employee movement usually result from the
inability of the organisation to meet employee
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expectancy (Nyaga, 2015). This situation
leads to employee movement and influences
organisational performance and sustainability.

Employee Movement

The issue of frequent employee movement has
continued to be a phenomenon of concern to
management and stakeholders in the banking
sector because of its effect on commercial banks’
operations, performance, and sustainability
in the long run. Employee movement is the
frequent movement of workers in and out of
commercial banks (Pietersen & Oni, 2014).
It is a situation where employees often move
out of commercial banks in search of better
job security, good remuneration, and effective
management style, among others (Ade et al.,
2015). Price (1997) views employee movement
as the proportional relationship between
employees in an organisation who depart within
a period divided by the number of staff in that
enterprise within the same period. Each time
an employee moves out of a commercial bank
to another organisation, whether willingly or
unwillingly, new staff must be employed and
trained to fill the gap of the departed employee
and such employee movement causes serious
disruption on the operations of the organisation
and increases the recruitment and training costs
of the organisation (Rasoava, 2015).

According to Armstrong (2009), employee
movement is the rate of staff leaving an
enterprise  through attrition, sacking, or
resignation within the period under review to
the number of staff in the firm’s payroll within
the same period. Tamunomeibi (2003) defines
employee movement as the rate at which an
organisation gains or loses staff. Marwan et al.
(2016) see employee movement as a measure of
the level at which already existing employees
exit an organisation and new entrants gain
access into the service of the firm in a given
period. Also, Meier and Hicklin (2007) view
employee movement as the frequency at which
an organisation brings in and loses employees.
In other words, employee movement may be
defined as the total figure or proportion of
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employees who depart from an organisation and
are replaced by newly recruited employees over
a period of time (Shinwoo, 2018).

However, some employee movements are
acceptable in commercial banks, especially in
a situation where entrants into the organisation
bring innovations or enable the bank to substitute
employees who no longer have anything useful
to offer. This is because fusing new talent in
the bank re-energises the workplace and boosts
the production capacity, returns on investment,
and sustainability of the bank (Francis, 2015).
Furthermore, in the face of financial constraints
and other challenges, most commercial banks
decide to reduce their staff strength to a size they
can comfortably and conveniently accommodate.
Those who also decide to maintain the status
quo do so by reviewing employees’ salaries
downwards to accommodate them. Employees
are constantly under pressure and threatened
with job loss should they fail to meet set
targets in commercial banks. This dampens
employee morale, leading to increased concern
about job security, which affects workers’
productivity and sustainability. These increasing
concerns about job security and other benefits
in commercial banks have caused increased
employee movement from commercial banks to
public sector organisations, where job security
is guaranteed, the pay notwithstanding (Nyaga,
2015). Successfully resolving the challenges of
employee movement and decisively tackling
the factors that motivate employees out of the
organisation require organisational cultural
backings. An organisation’s cultural value
strongly varies among firms. The relationship
that exists between employee job performance
and his retention varies with each organisation’s
cultural values (Eric, 2018). Employees mostly
get attracted to and cling to employment in
organisations they perceive to be compatible
with their values. Objectively, high employee
movement significantly affects commercial
banks’ performance and this has impact on its
long term sustainability.

Furthermore, most business organisations,
particularly commercial banks, failed to adopt
appropriate strategies to resolve issues with
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regards to employee job security, remuneration,
and management style to reduce the rate of
employee movement and maintain skilled/
experienced staff. As employees exit an
organisation, there is typically a need to fill the
gap to not allow disruptions in the operations.
The cost of this need is two-fold; the financial
and technical cost of recruitment, selection,
and training, which tends to escalate when
staffing exercises are carried out frequently
(Idiegbeyan-Ose et al., 2018). Similarly, the
exit of highly skilled staff with specialised
knowledge, especially when it occurs abruptly,
often disrupts bank operations. Equipping the
replacement adequately for the job calls for
experiences on training so that new employees
sufficiently cope with technology to which
that they may not have been exposed. The
capacity and readiness to receive training with
the new technology needed may sometimes be
lacking in the replacement staff. All these have
consequences and implications for commercial
banks’ performance and sustainability (Girma,
2019).

Tamunomiebi (2003) distinguishes
employee movement to be both internal and
external. Internal employee movement has to do
with employees coming into an organisation or
internally transferred from one office to another
within an organisation, while external employee
movement involves employees leaving an
enterprise to other organisations. Some internal
employee movement produces some reward,
such as increased morale, knowledge sharing,
and improved relationship among employees.
However, a high level of external employee
movement affects the performance of workers,
organisations, and the impact on the sustainability
of commercial banks. Employee movement
influences  performance and commercial
banks’ sustainability (Chowdhury & Nazmul,
2017). As indicated by Naidoo (2018), when
an experienced and skilful employee leaves a
commercial bank, there is often disruption and
disconnections among workers, and whoever
is drafted to fill the gap is required to undergo
training for the new tasks and the techniques
required to carry out the new assignment and
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this is often a cost to the bank. Also, such banks
often encounter a loss of essential organisational
knowledge when a skilful and experienced
employee leaves the bank (Anders & Bard,
2010).

However, employee movement could
be measured at the individual firms or at the
industrial level. Employee movement hurts
an organisation’s productivity, particularly in
commercial banks when experienced employees
leave too frequently and the existing workforce
contains a high proportion of inexperienced and
newly recruited employees (Anders & Bard,
2010). Employee movement may be willingly
or unwillingly stimulated. Willing employee
movement is movement at the volition of
an employee, whereas unwilling employee
movement involves involuntary or automatic
disengagement, layoff, retirement, downsizing,
or sacking (Steers & Porter, 1991). A typical
example of an organisation’s planned employee
movement was the 2004 bank recapitalisation
in Nigeria, which brought about the merger
of several commercial banks, leading to a
large movement of employees out of banks
and disruptions to the bank’s operations and
sustainability (Zeeshan et al., 2016).

Similarly, Steers and Porter (1991)
believe that employee movement also causes
organisational effectiveness to be reduced if
workers cannot stay on the job as expected by
the organisation and gain the needed experience
on the job. Testa (2008) reveals that frequent
employee movement of capable/talented
employees is detrimental and can cause serious
problems to an organisation. Also, experienced
and skilful employees who leave one bank may
be re-employed by a competing bank and this
could bring about a competing advantage for
one bank over the other. As indicated by Ubeku
(1975), increased employee movement may lead
to a leak of critical or classified information to
other organisations or private individuals, which
may be detrimental to a firm’s performance.
Also, increased employee movement in an
organisation serves as motivation to other
employees to continuously search for jobs with
enhanced job security and remuneration and
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then exit their organisations (Ian & Jonathan,
2007). Similarly, Testa (2008) asserted that
the financial implication of employing a sound
and competent staff is significant since the
replacement of departed employees implies
that the new staff should be able to replace the
existing employee effectively by being able to
fit into the vacuum and execute the task required
efficiently. To have a perfect replacement, the
organisation should be able to train the new
entrant on the new job and this increases the
training cost of the organisation (Kunu et al.,
2017).

However, commercial banks require skilled
and experienced employees in all the departments
to enhance a seamless operation. When the right
skill mix is available and retained, the objectives
of the bank could be achieved more effectively
because the attitudes of employees will be
coordinated towards achieving predetermined
goals (Olusegun, 2012). Although employee
movement increases administrative  costs,
interrupts the bank’s operations, work in
progress, and causes technical adversity to the
organisation, there are benefits attributed to it,
if the employee movement is carefully planned.
These benefits include the replacement of
underperforming employees with skilful and
innovative talent (Adnan, 2010). According to
Meaghan and Nick (2002), planned employee
movement by a firm can be a viable means
of  organisational transformation. = More
knowledgeable workers with lower salaries
could replace underperforming staff with huge
wage liability. Under this arrangement, the
organisation may experience some kind of
transformational reorganisation and unification
of several positions, which can improve
organisational productivity. However, Hill
(1979) contended that frequent employee
movement has serious implications on the
performance and sustainability of firms. Also, a
study by Santript and Ambalika (2013) indicated
that increased employee movement has serious
implications for organisational performance and
sustainability. Again, Ali (2015) indicated that
frequent exit of the experienced employee in
organisations has a significant negative effect
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on the firm’s overall productivity and long-
term sustainability. Therefore, for organisations,
particularly commercial banks, to address issues
such as job insecurity, employee remuneration,
and management style, they need to reduce
the motivation for employee movement and
retain skilful and experienced employees in
the organisation for improved performance and
sustainability of commercial banks.

Sustainability

Sustainability of enterprises, particularly
financial institutions such as banks, is important
because of the significant role they play in
enhancing economic growth in any nation.
Sustainability of commercial banks is the
ability of financial institutions to operate in an
environmentally, socially, and economically
acceptable way while maintaining its human
resources and carry out its activities innovatively
and creatively to exist over a long period
(Renata, 2019). It is a business approach, where
financial institutions operate their business to
create long-term value profitably by reducing
harm to employees, society, economics, and
the environment. Enterprise sustainability,
particularly financial institutions are critical to
the long-term stability, prosperity, and economic
growth of a nation. Sustainability of financial
institutions enables commercial banks to
maximise their opportunities while minimising
the negative impact of its operations on the
environment, the society, and on the employees,
which could trigger employee intention and
eventually lead to employee movement in the
firm (David & Sebastian, 2016).

According  to  Stankevicienea  and
Nikonorova (2014), long-term sustainability
of commercial banks enables the banks to
maintain and manage its operations, customers
and employees efficiently to enhance the
bank’s long-term sustainability and reduce
employee movement in and out of the bank
with its accompanying consequences. Focusing
on building sustainable employees has several
benefits and significantly reduces employee
movement. Building sustainable employees
in commercial banks enhances the efficiency
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and skills of workers in financial transactions
over a long period, and it enhances security,
and reduces the rate of worker’s movement,
as well as training costs for new employees.
Increasingly, commercial banks in Nigeria are
taking strategic decisions on their organisational
culture to support their business sustainability
and reduce employee movement. The culture
of an enterprise plays a vital role in reducing
employee movement while also enhancing its
sustainability (Tommasetti et al., 2019). The
organisational culture of commercial banks is
the values, customs, and philosophy governing
the operations of banks, including the attitude
and behaviour of management towards issues
that lead to workers’ movement (Francis, 2015).

The concept of enterprise sustainability in
commercial banks has continued to gain wide
acceptability and applicability because of its
significant role in minimising the negative
impact of bank operations on the environment,
society, build sustainable employees and
reduce workers’ movement in the enterprise
(Wong et al., 2016). Embracing sustainability
enables commercial banks to meet customers’
expectations, boost business efficiency,
motivate employees, enhance reward for good
behaviour, reduce worker’s movement, and
improve environmental, social, and economic
performance. Therefore, the integration of
sustainability ideology into commercial banks’
business practices is becoming a mainstay to
enhance commercial banks’ success by building
sustainable employee over a long term.
Organisational  Climate
Movement

and  Employee

The organisational culture of enterprises
influences the performance, sustainability, and
employee movement of firms because the culture
of an organisation influences the activities
and behaviour of employees and management
(Mutua & Simba, 2017). Organisational culture
serves as a guiding principle, philosophy, beliefs,
and values that affect the behaviour, attitude and
actions of management and employees in an
organisation (Girma, 2019). The organisational
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culture of a firm, particularly commercial banks,
is pivotal to employee movement and influences
organisational performance and sustainability
(Idiegbeyan-Ose, et al., 2018).

An organisational culture that values
employees may have a positive impact on
employee movement compared with a culture
that pays little to no attention to the value
of employees (Eric, 2018). Organisational
culture also affects the manner in which
employees relate how knowledge is shared,
and how operations of the firm are organised
and executed. It encompasses shared beliefs,
values, and ideologies that guide the actions
of workers, including actions and intentions
that lead to employee movement (Bosomtwe
& Obeng, 2018). An organisational culture that
fails to check salient issues, such as job security,
remuneration, and management style, may
encourage employee movement in an enterprise.

Organisational culture refers to
peoples’ behaviour that is an integral part
of an organisational setting and defines the
connotations humans attach to their actions
(Esra et al., 2011). It is an expression and
symbolisation of an organisation’s visions,
values, beliefs, norms, and ecthics among
employees. It defines the collective behavioural
pattern and assumptions inculcated into
members of the firm, as well as how they relate
and interact with one another in the organisation
with the aim of enhancing performance and a
firm’s sustainability. Ravasi and Schultz (2006)
posited that a firm’s culture is the shared mental
suppositions that direct the firm’s decisions
by describing adequate behaviour for various
situations. There is no universal organisational
culture since it varies from one organisation to
another. Organisations have different cultures
and subcultures, which influence the behaviour
of people (Kotter & Heskett, 1992; Deal &
Kennedy, 2000).

An organisation’s cultural value strongly
varies among firms. The correlation that
exists between a worker’s job performance
and his retention or intention to move from
one organisation to another varies with each
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organisation’s cultural values (Linz et al., 2006;
Dessler, 2008; Michael & Crispen, 2009). Issues
related to workers’ job security, remuneration,
management style, and other human resource
issues are indeed strongly influenced by the
organisation’s cultural value (Osibanjo &
Adeniji, 2013). Employees mostly get attracted
to and cling to employment in organisations
they perceive to be compatible with their values.
Organisations with little or no job security, poor
remuneration, and lack of effective management
styles are likely to witness high employee
movement, which could influence organisational
performance and sustainability (Nnamani &
Agu, 2012).

Firms must continually strive for
healthy, robust, and performance-oriented
organisational cultures that promote efficiency
and discourages frequent employee movement
in order to enhance organisational sustainability,
particularly in commercial banks. Amah and
Daminabo-Weje (2013) posited that firms with
flexible culture accomplish their goals better
than firms with inflexible culture. A flexible
culture allows for the initiation of changes that
tend to address topical issues, such as frequent
employee movement, which may impact
the operational performance of a firm, while
an inflexible culture reduces organisational
effectiveness and productivity. Bosomtwe
and Obeng (2018) further posit that the long-
term goal achievement of an organisation’s
cultural policy significantly correlates with the
organisation’s performance and sustainability.
Eric (2018) indicated that organisational culture
impacts employee movement, performance, and
sustainability of the firm. Therefore, firms need
to pay special attention to their organisational
culture because of its impact on worker’s
behaviour and actions, which could impact on
the sustainability of firms.

Employee Movement and Sustainability of
Commercial Banks in Nigeria

Due to increasing competition, particularly
in the financial sector, the sustainability of
commercial banks depends not only on its
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financial performance and technology, but to a
large extent on its employees. This is because
the employees are the building block of any
organisation in which they utilise their skills and
expertise in an innovative and creative way to
carry out activities effectively and enhance the
sustainability of banks in the long run (Pietersen
& Oni, 2014). Employees of commercial banks
are often challenged to acquire, expensive to
train and sustain, and difficult to retain due
to the seemingly lack of job security, poor
remuneration, and management styles of
some commercial bank managers in Nigeria.
This situation leads to frequent employee
movement in commercial banks, which affects
their performance and sustainability. Thus, it is
pertinent to emphasise that commercial banks’
ability to retain their skilled employees and
reduce frequent employee movement is strategic
to its long-term sustainability (Ade et al., 2015).
There is no doubt that the performance and
sustainability of commercial banks are very
germane to the economic development and
growth of any nation. However, commercial
banks in Nigeria have over the years been faced
with frequent employee movement, and this leads
to poor performance over a long period of time.
When an employee moves out of a commercial
bank, present employees have to fill the gap
until a new employee is appointed and trained
to resume the duties of the departed employee.
Employee movement out of a commercial bank
has an impact on workers’ performance because
their daily work routines are disrupted and also
morale is lowered (Ian & Jonathan, 2007).

Consequently, when experienced
employees move out of commercial banks, they
often take away valuable operational knowledge
or intellectual assets with them. Seasoned
bankers with proven experience and expertise
serve as morale boosters for work teams and
help new or younger staff progress quickly and
understand the operational intricacies. Frequent
employee movement forces managers to focus
their attention on staffing rather than deploy
their energy in strengthening other vital areas of
operations. Incessant employee movement poses
a challenge to the operations of commercial
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banks due to the sensitive nature of bank
operations, which causes disruption to workers’
output and organisational performance and
sustainability. Despite the huge implications of
frequent employee movement, some movement
is inevitable and acceptable, particularly when
it is planned and properly managed by the bank
management, which is targeted at filling the skill
and expertise gap. However, some employee
movements could severely reduce workers’
morale, bank performance, and customers’
patronage, damage the bank’s reputation and
have a negative impact on the sustainability of
the bank (Tamunomiebi, 2003).

Furthermore, employee movement may
arise due to job insecurity, poor remuneration,
poor management style, disengagement,
redeployment, dismissal, retirements, or layoffs,
which is often detrimental to the effectiveness
of employees and weakens banks’ operational
efficiency (Ali, 2015). According to Naidoo
(2018), most of the times, frequent employee
movement in commercial banks destabilise the
social pattern of relationships among employees
and teams as skilful and experienced employees
move out of commercial banks, and this has an
impact, to a large extent, on the productivity
of workers. This situation has the potential of
raising concerns among co-workers, as well
as negative perceptions about job security,
remuneration, and management style, which
may damage the bank’s reputation and customer
patronage. As employees frequently move out
of commercial banks, the operational efficiency
of the banks is likely to drop, owing to the
operational vacuum created (Francis, 2015).

Similarly, workers’ productivity and
commitment, which constitute the major
propellants that accelerate performance in
commercial banks, tend to diminish as employees
become threatened by the unceasing movement
by employees from commercial banks (Linz et
al., 2006). Also, adaptation to banks’ operational
technologies and technological transfer/
knowledge is often impacted when there is
frequent employee movement in banks. In
commercial banks, where professional bankers
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move out frequently, it becomes challenging
for new employees to adapt quickly to the
bank’s operation and other job responsibilities,
while the procedural transfer of knowledge is
completely eroded. This situation increases
training costs and reduces funds, which could
have been invested in other part of the bank’s
operations (Obiero, 2014).

According to  Nqwenelwa  (2013),
frequent movement of employees in and
out of commercial banks could significantly
influence the sustainability of commercial banks
and lower the morale of workers, which will
impact negatively on worker’s performance
and efficiency. However, a study by Effiom and
Anietie (2018) found that increased employee
movement influences worker’s performance,
reduces the morale of co-workers, and
significantly influences long-term sustainability.
Similarly, Ali (2015) found that frequent
employee movement in commercial banks is
attributed to a lack of job security and poor
remuneration, and the situation leads to poor
performance as skilled employees move out of
the banks. Eric (2018) indicated that increased
employee movement in and out of commercial
banks have a negative impact on the efficiency
of workers, as well as the bank’s performance,
which significantly influences the firm’s long-
term sustainability. Therefore, it becomes
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pertinent for commercial banks to pay particular
attention to issues that drive the motivations
for employee movement, such as job security,
worker’s remuneration and management styles,
among others.

Figure 1 shows the conceptual framework
and establishes the relationship between the
variables. The independent variable employee
movement was measured in the dimensions of
job security, remuneration, and management
style, and the dependent variable was
sustainability, while organisational culture was
used as the variable to moderate the relationship
between employee movement and sustainability
of commercial banks. The hypotheses of the
study were stated thus:

H,: Job security has a significant effect on the
sustainability of commercial banks

H,: Remuneration has a significant effect on the
sustainability of commercial banks

H,: Management style has a significant effect
on the sustainability of commercial banks

H,: Organisational culture has a significant
moderating effect on the relationship
between employee movement and
sustainability of commercial banks

Organisational

Culture

Employee movement

Job security

J

Remuneration

Management
Style

'L Sustainability

Figure 1: Conceptual framework
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Method

To plan systematically for the collection,
analysis, and interpretation of data, the study
employed a quantitative approach by utilising
survey research design as the methodology
for the study. The study population comprises
986 employees of the selected deposit money
banks operating in Calabar, Cross River State.
However, the sample frame for the study was 12
commercial banks operating in Calabar, Cross
River State. The stratified sampling technique
was used for the study. The commercial banks
were divided into three strata of four banks each.
The simple random technique was applied to
select one bank from each stratum. At the end of
the sampling exercise, three commercial banks
that constitute the sample of this study were
randomly selected. To determine the sample
size in a logical and scientific manner, the Taro
Yamene formula was applied to the population
of the study to determine a sample size of 285
for the study. However, to select the actual
respondents from each of the three selected
commercial banks used for the study, a table of
random numbers at an interval scale determined
from the population of each commercial bank
based on the sample size of the banks was used.

Measurement

A three-section, five-point structured Likert-
type measurement instrument (questionnaire),
ranging from one for strongly disagree to
five for strongly agree, was developed and
administered on the sampled employees in
the selected banks to gather data for the study.
Section A measured employee movement
(job security, remuneration, and management
style), Section B evaluated sustainability, and
Section C focused on organizational culture.
All the items that measured the constructs were
adapted from empirical studies on employee
movement and labour turnover. Section A of
the instrument involves 15 items that measured
employee movement; each dimension, job
security, remuneration, and management
style, had five items each and were adapted
from a study by Francis (2015). The items in
Section B, which evaluated sustainability, were
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adopted from Obiero (2014), while items that
measured organisational culture in Section C
were adapted from Nqwenelwa (2013). All the
items adapted were modified to suit the present
study. Descriptive statistics was used for data
analysis, and multiple regression analysis was
also used to test the hypotheses, while the
Confirmatory Factor Analysis (CFA) was used
to provide complete validation of constructs in
the measurement model.

Results and Discussion

The necessary data screening, identification
of missing values, and outlier analysis were
performed. The outlier analysis was carried
out using the Mahalanobis Distance (D?) and
five outliers were discovered after the analysis
showed that five cases have a D? probability
value of above 0.001, which indicated outliers
and they were deleted. The remaining 280 cases
that had values lower than 0.001 were retained
and were used for the study. However, to ensure
that the assumptions of the regression analysis
were properly met, homoscedasticity and
multicollinearity tests were performed.

Confirmatory Factor Analysis (CFA)

The CFA analysis was used to validate the in-
strument and determine whether the measures of
the constructs were consistent and the data fit the
measurement model. In CFA, items with factor
loading of less than (<0.50) were deleted from
the model. Accordingly, to achieve the model fit,
one item each in the job security, remuneration
and sustainability constructs were deleted, while
two items each in the management style and
organisational culture constructs were deleted
from the model due to the low factor loading as
presented in Table 1.

According to Kline (2010), it is
recommended to report the Root Mean
Square Error of Approximation (RMSEA),
Comparative Fit Index (CFI), Chi-Square test
(x2), and Standardized Root Mean Square
Residual (SRMR) to determine the goodness of
fit of the measurement model. After the deletion,
all the indices revealed that the model achieve
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goodness of fit (y2/ df = 2.11, RMSEA = 0.06,
CFI = 0.94 and SRMR = 0.07) as the indicators
were satisfactory and met the acceptable cut-off
marks in all indices (y2/df< 3, RMSEA < 0.06,
CFI > 0.9 SRMR< .08). All the retained factor
loading items exceeded the acceptable threshold
of (>0.50). The Cronbach’s alpha ranged from
0.784-0.893, which satisfactorily meets the
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recommended internal consistency value of
(>0.60). The Composite Reliability (CR) ranged
from 0.769-0.889, and the Average Variance
Extracted (AVE) ranged from 0.511-0.675,
which exceeded the acceptable values of (>0.60
and >0.50), respectively, in all the constructs,
indicating that the model satisfactorily meets the
recommended threshold.

Table 1: Summary of CFA result for the constructs
(x2/ df =2.11, RMSEA = 0.06, CFI = 0.94 and SRMR = 0.07)

Cronbach
Variables Item LF;C(;?;g Alpha R AVE
0.846 0.818 0.542
Job Security (JS) JS1 0.81
JS2 0.78
JS3 0.76
JS4 Deleted
JS5 0.71 0.784 0.801 0.517
Remuneration (R) R6 0.72
R7 0.75
R8 Deleted
R9 0.81
R10 0.82 0.821 0.833 0.589
Management Style (MS) MS11 0.74
MS12 Deleted
MS13 0.86
MS13 0.77
MS14 Deleted
MSI15 0.84 0.811 0.769 0.511
Sustainability (S) S1 0.83 0.893 0.889 0.675
S2 0.85
S3 0.82
S4 0.86
S5 0.87
S6 Deleted
Organisational Culture (OC) OCl1 0.61 0.814 0.819 0.576
ocC2 0.69
0C3 Deleted
oc4 0.70
oCs 0.83
0Co6 Deleted
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In conducting the homoscedasticity test,
Levene’s test of equality of variances was
conducted to determine if the variables were
homoscedastic. The result of Levene’s test
in Table 2 indicated that the variance was
homogeneous among the variables.

In conducting the multicollinearity test,
tolerance value and Variance Inflation Factor
(VIF) were used to establish whether there
were very high intercorrelations among the
predictor constructs. The rule of thumb is that
tolerance should not be lower than 0.10 and
VIF should not be above 10 (Hair et al., 2010).
The result in Table 3 revealed that there were
no multicollinearity issues as the tolerance value
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were all above .10 and VIF were far less than the
cut-off value of 10.

The analysis of the descriptive statistics test
is presented in Table 4. The analysis revealed
that job security as a measure of employee
movement had a mean average value of 4.5632
with variance and standard deviation of 0.423
and 0.7545, respectively, ranging from 2.00 to
5.00 as the minimum and maximum values, as
well. Remuneration as an employee movement
measure had an average value of 4.0231, a
variance value of 0.510, and a standard deviation
value of 0.7012. Remuneration has 1.00 and
5.00 as its minimum and maximum values,
respectively. Management style had an average

Table 2: Levene’s test of homogeneity of variances

Constructs Levene Statistic dfl df2 Sig.
Job Security 1.523 1 277 219
Remuneration 452 1 277 478
Management Style .289 1 277 .589
Organisational Culture 384 1 277 469
Sustainability 1.921 1 277 246
Table 3: Summary of collinearity statistics of variables
Constructs Collinearity Statistics
Tolerance VIF

Job Security .534 1.731

Remuneration 451 2.563

Management Style .545 1.912

Organizational Culture 467 1.932

Table 4: Descriptive statistics of all the variables
Variables N Minimum Maximum Mean S.t d'. Variance
Deviation
Job Security 280 2 5 4.5632 7545 423
Remuneration 280 1 5 4.0231 7012 S10
Management Style 280 2 5 4.2015 .6224 .601
Sustainability 280 1 5 4.1117 5812 458
Organisational Culture 280 1 4 4.3141 .6452 466
Valid N 280
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value of 4.2015, a standard deviation of 0.6224,
and a variance value of 0.601; with a range from
a minimum value of 2.00 to a maximum value of
5.00. The descriptive statistics analysis further
showed that the sustainability of Nigerian
commercial banks had minimum value of 1.00
and the maximum value of 5.00. Its mean
value was 4.1117, a variance value of 0.458,
while its standard deviation was 0.5812. Lastly,
organisational culture had an average value of
4.3141, a variance value of 0.466, and a standard
deviation value of 0.6452. Its minimum value
was 1.00, while its maximum value was 4.00.

Table 5 shows the result of the correlation
matrix analysis of the study variables. The
correlation coefficient of the relationship
between job security and remuneration
of r=0.207 revealed a positive correlation
relationship between both variables and was
found to be significant at a 1% significance level.
The correlation coefficient of the relationship
between job security and management style
of r=0.197 revealed a positive correlation
relationship between both variables and was
found to be significant at a 1% significance
level. Furthermore, the correlation coefficient
of the relationship between job security and
the sustainability of r=0.207 revealed a positive
correlation relationship between both variables
and was found to be significant at a 5%
significance level. The correlation coefficient
of the relationship between job security and
organisational culture of r=-0.035 revealed a
negative correlation relationship between both
variables and was found to be insignificant.
The correlation coefficient of the relationship
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between remuneration and management style
of r=0.311 revealed a positive correlation
relationship between both variables and was
found to be significant at a 1% significance level.

Also, the correlation coefficient of the
relationship  between  remuneration and
sustainability of r=0.254 revealed a positive
correlation relationship between both variables
and was found to be significant at a one percent
significance level. The correlation coefficient
of the relationship between remuneration and
organisational culture of r=0.199 revealed
a positive correlation relationship between
both variables and was found to be significant
at a 1% significance level. Similarly, the
correlation coefficient of the relationship
between management style and sustainability
of r=0.551 revealed a positive correlation
relationship between both variables and was
found to be significant at a 1% significance
level. Additionally, the correlation coefficient
of the relationship between management style
and organisational culture of r=0.346 revealed
a positive correlation relationship between both
variables and was found to be significant at a
1% significance level. Lastly, the correlation
coefficient of the relationship between
sustainability —and  organisational culture
of r=0.512 revealed a positive correlation
relationship between both variables and was
found to be significant at 1% significance level.

Hypotheses Testing

The regression analysis of the study was
conducted to ascertain the relationship between
the dependent variable (sustainability of

Table 5: Correlation matrix

Variables
Job security 1
Remuneration 207%*
Management style 197%* S11%* 1
Sustainability .149* 254%* S51%* 1
Organisational culture -.035 .199%* 346%* S12%* 1

*correlation is significant at the 0.05 level. ** Correlation is significant the 0.01 level
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Nigerian commercial banks), the explanatory
variables (job security, remuneration, and
management style) and the moderating variable
(organisational culture). Without the moderating
variable (organisational culture), given the result
in Table 6, the value of R2 (0.835 = 83.5%) and
the adjusted R2 (0.833 = 83.3%), it was revealed
that there is approximately an 83.5% and 83.3%
variance in the sustainability of Nigerian
commercial banks, which can be explained by
factors such as job security, remuneration and
management style, respectively. The remaining
16.5% and 16.7% variations in the sustainability
of Nigerian commercial banks could be due
to some other factors. The F-statistics value
of 464.647 in Table 7, with its corresponding
probability of 0.000, showed that the
relationship between employee movement and
sustainability of Nigerian commercial bank’s
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equation model was statistically significant at
a 5% level of significance. Given the multiple
regression results in Table §, the constant
variable revealed that employee movement (job
security, remuneration, and management style)
had a significant effect on the sustainability of
Nigerian commercial banks. By implication,
a unit change in employee movement affected
significantly the sustainability of Nigerian
commercial banks by 6.654 units as the case
may be.

The explanatory variable job security has
(B=-0.409, p=.000), which implies that a unit
change in job security would bring about a
0.409-unit significant effect on the sustainability
of Nigerian commercial banks. The second
explanatory variable remuneration has (f =
0.856, p=.000), which implies that a unit change

Table 6: Model summary®

Std. Error of the Durbin-
Model R R Square Adjusted R Square Estimate Watson
1 9142 .835 .833 1.134 251
a. Predictors: (Constant), Job security, remuneration, management style
b. Dependent Variable: Sustainability
Table 7: ANOVA?
Model Sum of Squares Df Mean Square F Sig.
1 Regression 1793.215 3 597.738 464.647 .000°
Residual 355.056 276 1.286
Total 2148.271 279
a. Dependent Variable: Sustainability
b. Predictors: Job security, remuneration, management style
Table 8: Coefficients®
Model UnCstanda.rdised Standar.dised .
B oefficients Coefficients T Sig.
Std. Error Beta
1 (Constant) 6.654 1.022 6.512 .000
Job Security 409 .047 284 8.679 .000
Renumeration .856 .049 .537 17.575 .000
Management Style .305 .037 .260 8.303 .000

a. Dependent Variable: Sustainability
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in remuneration would bring about a 0.856
unit significant effect on the sustainability of
Nigerian commercial banks, while keeping other
variables constant. Lastly, explanatory variable
management style has (=0.305, p=.000), which
implies that a unit change in management style
would bring about a 0.305 unit significant
increase in the sustainability of Nigerian
commercial banks, while keeping other variables
constant. The Durbin-Watson value of 2.51 was
an indication that there is no autocorrelation in
the sample. Based on the result, hypotheses H,
H,, and H, were validated and accepted, which
implies that job security, remuneration, and
management style has a significant effect on the
sustainability of Nigerian commercial banks.

To ascertain the moderating effect of
organisational culture on the relationship
between employee movement and the
sustainability of Nigerian commercial banks,
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the R-Square Change in Table 9 shows the
increase in variation explained by the addition
of the moderating variable (organisational
culture). The result in the model summary, Table
9 revealed the R-Square Change value of 0.016
and Sig. F Change of 0.000, indicating that there
is a statistically significant moderation between
organisational culture and employee movement
on the sustainability of Nigerian commercial
banks. This implies that there is a 1.6% increase
in the variation explained by the addition of
organisational culture. However, with the
addition of the moderator, organisational culture
in the explanatory variables, the value of R? (0.
841 = 84.1%) and adjusted R* (0.838 = 83.8%)
revealed that the model accounted for 84.1%
and 83.8% variance in the sustainability of
Nigerian commercial banks, respectively. The
F-statistics value of 362.951 in Table 10, with
its corresponding significance of 0.000, showed

Table 9: Model summary of the moderating effect of organizational
culture on the relationship between employee movement and sustainability

Adjusted Std. Change Statistics
Model R R Error R ¥ Sig. F
Square Square EOf- the Square Change fl di2 Change
stimate Change
1 9142 .835 .833 1.134 .835 464.647 3 276 .000
2 917° .841 .838 1.115 .016 10.398 1 275 .000
a. Predictors: (Constant), Job security, remuneration, management style
b. Predictors: (Constant), Job security, remuneration, management style, organisational culture
Table 10: ANOVA®?
Model SS('I‘:;:S Df S“:ﬁ:;‘e F Sig.
1 Regression 1793.215 3 597.738 464.647 .000°
Residual 355.056 276 1.286
Total 2148.271 279
2 Regression 1806.151 4 451.538 362.951 .000¢
Residual 342.120 275 1.244
Total 2148.271 279

a. Dependent Variable: Sustainability

b. Predictors: (Constant), Job security, remuneration, management style

c. Predictors: (Constant), Job security, remuneration, management style, organisational culture
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that the moderating effect of organisational
culture on the relationship between employee
movement and sustainability of Nigerian
commercial bank’s equation model was
statistically significant.

Table 11 indicated that a unit change in
employment movement enhanced significantly
the sustainability of Nigerian commercial banks
by 6.703 units. The explanatory variable job
security moderated by organisational culture
has (f=0. .318, p=.000), which implies that a
unit change in job security would bring about
a 0.318-unit significant enhancement in the
sustainability of Nigerian commercial banks.
The second explanatory variable remuneration
moderated by organisational culture has (B=0.
813, p=.000), which implies that a unit change
in remuneration would bring about a 0.813-unit
significant enhancement in the sustainability of
Nigerian commercial banks while keeping other
variables constant. Lastly, explanatory variable
management style moderated by organisational
culture has (B=0. 235, p=.000) which implies
that a unit change in management style would
bring about a 0.235-unit significant increase in
the sustainability of Nigerian commercial banks
while organisational culture has (f=0. 165,
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p=-000), which implies that a unit change in
organization culture would bring about a 0.165-
unit significant increase in the sustainability
of the commercial banks. Based on this result,
hypothesis H, was validated and accepted.
which implies that organisational culture has a
significant moderating effect on the relationship
between employee movement and sustainability
of commercial banks.

Conclusion

Frequent employee movement in and out of
commercial banks would impact the efficiency
of workers, as well as the bank’s performance,
which significantly influences its long-term
sustainability. Therefore, it becomes pertinent
for this study to pay particular attention to this
subject, with core interest on the moderating
effect of the organisational culture employed in
the banking system in Nigeria. The numerous
inconsistencies in studies regarding the exact
effect of employee movement on sustainability
prompted the study to empirically examine the
moderating effect of organisational culture on
the relationship between employee movement
and the sustainability of Nigerian commercial

Table 11: Coefficients®

Unstandardised Standardised

Model Coefficients Coefficients
t Sig.

B Std. Beta
Error
1 (Constant) 6.654 1.022 6.512 .000
Job Security 409 .047 284 8.679 .000
Remuneration .856 .049 .537 17.575 .000
Management Style .305 .037 260 8.303 .000
2 (Constant) 6.703 1.005 6.671 .000
Job Security 318 .054 220 5.857 .000
Remuneration 813 .050 510 16.330 .000
Management Style 235 .042 .201 5.588 .000
Organisational 165 051 149 3.225 000
Culture

a. Dependent Variable: Sustainability

b. Predictors in the Model: (Constant), Management style, remuneration, job security
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banks. The hypotheses of the study were
tested and the results revealed that employee
movement has a significant effect on the
sustainability of Nigerian commercial banks.
Specifically, employee movement constructs,
such as job security, remuneration, and
management style, have significant effects on
the sustainability of the Nigerian commercial
banks. Furthermore, organisational culture has a
significant moderating effect on the relationship
between employee movement and the
sustainability of commercial banks. Given the
moderating effect of organisational culture on
the relationship between employee movement
and the sustainability of Nigerian commercial
banks, employee movement has an overall
significant positive effect on the sustainability
of Nigerian commercial banks. Specifically,
the various employee movement measures (job
security, remuneration, and management style)
individually impacted the sustainability of
Nigerian commercial banks significantly.

The managerial implication of the study is
that the negative effect of employee movement on
the sustainability of Nigerian commercial banks
can be addressed by adopting and implementing
an employee-friendly organisational culture.
However, the present study was not without
limitations. First, the study was geographically
limited to selected commercial banks in Calabar,
Cross River State. The findings can be different
when the variables are investigated in other
countries or regions. Second, the onetime
data collection using a questionnaire without
utilising a longitudinal survey over a period of
time posed a limitation to the research. Lastly,
the study only investigated three constructs of
employee movement, which appear to miss
out some other relevant variables that may also
have significant effects on the sustainability of
commercial banks. Thus, future research can
integrate other related variables of employee
movement in the study to investigate their
influence on the sustainability of banks in other
countries and continent with a different cultural
background, as well its applicability in different
sectors of the economy, like education, oil, and
gas, telecommunication, etc.
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