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Organisational trust, commitment and turnover intention in
employees of domestic and foreign banks in Ghana

Thomas Addae Nketsiah and Emmanuel Anokye Nkansah

Department of Psychology, University of Ghana, Legon, Ghana

ABSTRACT

The study examined the relationship between organisational trust, organisational
commitment and turnover intention among employees of banks in Ghana. Participants
were drawn from both domestic banks and foreign-owned banks. A cross-sectional
research design was adopted for this study and a sample of 128 participants was
conveniently selected for the study. A set of questionnaires measuring organisational
trust, organisational commitment and turnover intention were administered to the
participants. Analysis of the data revealed a significant negative relationship between
organisational trust and turnover intention. Also, a significant negative relationship
between organisational commitment and turnover intention was observed.
Organisational commitment was identified as the only significant predictor of turnover
intention and accounted for 43.6% of the variance in turnover intention. Further analysis
showed that the affective component (B = —.374, p < .001) accounted for the most
strength in reducing turnover intention than the continuance (3 = —.246, p < .01) and
normative components (B = —.245, p < .001). Organisational commitment was found to
be significantly higher in foreign banks than in domestic banks. The turnover intention
was significantly higher in domestic banks than in foreign banks. Concerning
organisational trust, no significant difference was observed between domestic and
foreign banks. Relevant stakeholders in the banking sector need to pay attention to the
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significant roles of organisational trust and organisational commitment in mitigating
the turnover intentions of their employees.

1. Introduction

In most countries, the banking sector is regarded as the bedrock of economic growth and development
(Dartey-Baah & Ampofo, 2015). The significance of the banking sector cannot be overstated, as it serves
as the fundamental component of the financial industry. Its viability holds paramount importance for
both the sector itself and the wider economy (Asaah et al., 2019). The significance of this endeavour is
emphasized by the Sustainable Development Goal (SDG) 8, which highlights the importance of strength-
ening the financial system to promote and expand access to these services. By doing so, it plays a piv-
otal role in fostering productive activities, generating decent employment opportunities, nurturing
entrepreneurship, stimulating creativity and innovation, and advancing financial inclusion.

Until 2017, Ghana's banking sector experienced significant growth due to favorable business condi-
tions, sector liberalization, and the enactment of relevant laws such as the Bank of Ghana Act, 2002
(Mekpor & Dartey-Baah, 2017). The expansion of the banking sector has brought about keen competi-
tion, resulting in new product development (Alhassan & Asare, 2016), and increasing pressure on employ-
ees to meet customer demands, deadlines, and extended working hours (Asumeng et al., 2015). Currently,
the banking sector of Ghana comprises twenty-three (23) banks (PwC, 2022). The list is dominated by
foreign-owned banks, accounting for fourteen out of the total, while local banks stand at nine (PwC,
2022). Foreign banks boast advanced technology, stringent governance, risk mitigation, and tax advan-
tages (Al-Harbi, 2019).
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However, despite the growth, management weaknesses persist, including insolvency, poor risk man-
agement, and non-performing loans (Aboagye, 2022). In 2017, Ghana faced a banking crisis due to a
high level of non-performing loans (19.7%) (PwC, 2018), significant for gauging asset and credit quality
(Torku & Laryea, 2021). To restore stability, the Bank of Ghana implemented regulatory reforms, increased
capital requirements, improved governance, and proactive supervision, including recapitalization, consol-
idation, and license revocation (Amenu-Tekaa, 2022). Ghana's banking sector grapples with intense com-
petition, bankruptcy, management changes, and minimum capital requirement increments (Addai et al,,
2022). Streamlining business processes through market research, strategy formulation, digitization, and
risk management is essential for addressing operational efficiency, liquidity, and profitability challenges
(PwC, 2019).

However, streamlining the business processes through organisational restructuring, downsizing or
termination of workers’ employment agreements poses a potential negative impact on some organ-
isational outcomes, such as the organisational trust of the employees (Tirelli & Goh, 2015).
Organizational trust refers to how employees identify with the organisation and are willing to estab-
lish long-term relationships with the organisation and also the employee’s perception that the
organisation has his or her interest at heart (Yu et al., 2018). Again, trust involves an employee’s
faith in management, sincerity and positive expectation. Organisational trust is essential in promot-
ing organisational efficiency, productivity, worker morale, team performance and organisational per-
formance (Tekinglindiiz et al, 2017) as well as strengthening organisational commitment (Tirelli &
Goh, 2015), organisational citizenship behaviour (Singh & Srivastava, 2016) and work engagement
(Jena et al., 2018).

The Central Bank’s rigorous oversight after the banking sector clean-up, combined with fierce compe-
tition among banks, has created a perceived environment of uncertainty among workers in the Ghanaian
banking industry. This uncertainty has been found to harm employees’ organisational commitment
(Harrison & Kelly, 2010). Organisational commitment is the ‘state in which an employee identifies with a
particular organization and its goals and wishes to maintain membership in the organisation’ (Miller,
2003, p. 73). Organisational commitment has been conceptualised in three different ways; the affective
component, the normative component and the continuance component (Meyer & Allen, 1991). Meyer
and Allen (1991) explain continuance commitment as an employee’s need to continue working for an
organisation based on the costs one perceives will come as a result of leaving. Normative commitment
is based on the feeling of obligation to remain with an organisation. The affective component is the
employee’s emotional attachment to, identification with and involvement in the organisation as well as
delight in being a member of the organisation. Organisational commitment has a positive impact on
organisational citizenship behaviour (Zayas-Ortiz et al.,, 2015) and potentially reduces the turnover inten-
tions of employees (Imran et al., 2017). On the other hand, low commitment potentially increases the
turnover intention of employees (Chong & Monroe, 2015).

In the face of this banking sector uncertainty, banks can maintain their relevance and competitiveness
in the industry with the right human resources (Mekpor & Dartey-Baah, 2017). The success or failure of
an organisation is heavily reliant on its human resources. In the event of job cuts, remaining employees
face increased pressure to perform at a high level or face potential job loss (Bamfo et al., 2018). Turnover
has emerged as a prevailing phenomenon across industries and this is a detrimental situation leading to
escalated expenses in areas such as recruitment, training, development, benefits, and compensation
(Falahat et al., 2019). Turnover intention is when employees of an organisation plan to leave their jobs
(Saeed et al, 2014). Turnover intentions are potential predictors of actual turnover behaviour (Cho &
Lewis, 2012). Employee turnover poses a serious business problem which cannot be simply solved by
salary increases and other costly extrinsic incentives alone (Sahi & Mahajan, 2014). Job satisfaction and
organisational commitment are antecedents of lower turnover intentions (Gyensare et al., 2015). Thus,
individuals experiencing more positive feelings about their work should experience higher job satisfac-
tion and lower turnover intentions.

Following the Central Bank’s clean-up measures, universal banks in Ghana were required to increase
their minimum stated capital from the existing GHS 120 million (USD 27.05 million) to GHS 400 million
(USD 90.19 million) by the end of 2018. As expected, the banking sector witnessed a decrease in the
number of banks, although the impact may not have been as significant as initially anticipated (PwC,
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2019). Currently, there are twenty-three (23) operating universal banks in Ghana, representing a 32%
decline from the previous count of thirty-four (34) banks.

However, most studies conducted since then have focused on the financial, economic, and corporate
governance aspects (Antwi et al., 2017; Boateng, 2019; Doku et al., 2019; Ofori, 2020; Torku & Laryea, 2021),
and innovation capabilities (YuSheng & Ibrahim, 2020) neglecting the psychosocial well-being (Asumeng
et al, 2015) and organisational behaviours of employees, such as trust, commitment, and turnover inten-
tions. The primary goal of the banking sector clean-up was to address the crisis within the banking indus-
try and establish a stronger regulatory and supervisory framework, resulting in a more resilient sector.
However, this policy implementation led to the collapse and acquisition of several banks, significantly
reducing the overall number of operating banks in the country. Although the intention was to strengthen
the industry, concerns arose regarding the competition landscape and its characteristics (Oduro et al., 2022).

This study significantly contributes to our comprehension of employee behaviour during periods of busi-
ness uncertainties, particularly in the context of the Ghanaian banking sector crisis which was attributed to
corporate governance lapses (Torku & Laryea, 2021). It makes two noteworthy contributions: firstly, by high-
lighting the potential impact of an organisation’s country of origin on employees’ commitment and turn-
over, and secondly, by elucidating how trust and commitment in an organisation during turbulent times
such as banking sector crisis correlates with the turnover intentions of its employees.

2. Theoretical foundation and literature review

Social exchange theory (Blau, 1964), Inducement contribution model (March & Simon, 1958) and side-bet
theory (Becker, 1960) serve as the theoretical basis that explains how organisation trust and organisa-
tional commitment influence the turnover intentions of employees. According to the social exchange
theory (Blau, 1964), the establishment of exchange relations involves making investments that constitute
a commitment to the other party with mutual trust being the foundation of it (Karatepe et al., 2019).
Human relationships and organisational behaviour are rooted in an exchange process (Meira & Hancer,
2021). People weigh the benefits and risks of social relationships and when the risks outweigh the ben-
efits, they develop a negative attitude towards that relationship and may eventually terminate it
(Cropanzano et al., 2017). Organisations that reward their workers’ independence and trustworthiness by
valuing their contributions will reap the rewards of their workers’ commitment to the company (Ahmad
et al, 2020). In applying this theory to this study, an employee is more likely to make sacrifices, show
commitment and stay longer in an organisation when they perceive the organisational policies and rela-
tionship with employees as friendly and mutually fulfilling. This theory is complemented by the
Inducement-Contribution Model, which merges the incentives offered by an organization to its employ-
ees with the anticipated contributions from employees in exchange.

Inducement-contribution model (March & Simon, 1958) proposes that the provision of secure employ-
ment and long-term career growth by employers acts as inducements which can improve organisational
trust and motivate employees to make contributions and sacrifices to the organisation (Yu et al., 2018).
The inducement-contribution model establishes a link between organisational trust and turnover inten-
tions (Yu et al, 2018). Thus, employees induced with benefits are likely to develop trust, stay in an
organisation and perform jobs with greater effort. In applying this theory to this study, employees who
are assured of their long-term career growth in a bank will exhibit more trust towards the organisation
and be less likely to leave.

The Side-Bet Theory supplements the Social Exchange Theory and the Inducement-Contribution
Model by emphasizing employee commitment and the significance of investments in shaping
employee-organization relationships. While the Social Exchange Theory centres on resource exchange
through subjective cost-reward analysis, the Side-Bet Theory underscores investments made by
employees as a commitment to the organization (Brum, 2007). The side-bet theory (Becker, 1960)
holds that if employees remain in their positions, irrespective of how stressful the working conditions
are, they will remain committed to the organisation. According to this theory, the relationship between
employee and firm is based on the agreement of economic exchange behaviour, committed employ-
ees are committed because they have made investments by remaining in an organisation (Wang et
al., 2011).
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2.1. Organisational trust and turnover intention

Organisational trust has gained much research interest across a variety of social science disciplines in
recent times (Zeffane & Melhem, 2017). Building a flexible relationship between leaders and followers
requires a lot of trust (Ahmad et al,, 2020). Several studies have shown a strong negative relationship
between organisational trust and turnover intention (Imran et al.,, 2017; Tirelli & Goh, 2015). Tirelli and
Goh (2015) assert that employees who trust upcoming changes in organisational strategies and practices
tend to be more committed and stay during the change process. Organisational trust factors have a
significant positive effect on turnover intentions (Balkan et al, 2014; Zeffane & Melhem, 2017). Tiplic
et al. (2016) also found out that newly trained teachers were less likely to leave their profession when
they perceived a mutual trust between their co-teachers and themselves and also between their princi-
pals and themselves. In this environment of mutual trust, ‘the elements of competence, respect, personal
regard for others and integrity facilitate the accomplishment of objectives both at the personal and
organisational levels’ (Tiplic et al., 2016; p. 15). Data collected from IT professionals indicated an inverse
association between trust in management and turnover intentions (Haridas et al, 2022). The authors
posit that trust in management encompasses an employee’s confidence in their immediate supervisor
and the ability of top management to anticipate and navigate the organisation’s future. The obtained
results from a survey carried out in a large commercial bank located in Jamaica have provided significant
evidence that highlights the negative predictive nature of organisational trust in relation to turnover
intention. (Cruise & McLeary, 2018). Similarly, Uriesi (2019) found in a sample involving bank workers that
trust in managers negatively predicted turnover intention. The reviewed studies consistently demonstrate
a negative correlation between organizational trust and turnover intention across various industries.
Thus, the following hypothesis is proposed:

Hypothesis 1: There will be a significant negative relationship between organisational trust and turnover
intentions.

2.2. Organisational commitment and turnover intention

Organisational commitment is a factor that could influence the turnover intentions of employees (Pandey
et al, 2019). According to Valéau et al. (2013), the basis of affective and normative commitments is the
sense of pride and respect employees have towards their organisation. This sense of pride and respect
subsequently reduces their intentions of turnover. In a competitive global workspace, having dedicated
and committed employees have the potential of increasing revenues, increasing market shares, and
improving profit margins. As turnover is costly to organisations, commitment is generally assumed to be
a desirable quality that should be nurtured in employees because committed employees have been
found to be less likely to leave an organisation (Sahi & Mahajan, 2014). A study by Suliman and Al-Junaibi
(2010), further revealed that the affective component is more important than the continuance compo-
nent of commitment in predicting turnover intentions. Serhan et al. (2022) aimed to examine the poten-
tial indirect consequences of the work environment affected by the COVID-19 lockdown on the
relationship between organizational commitment and turnover intention among workers in an Islamic
bank. The study revealed a negative association between organizational commitment and turnover inten-
tion. Based on the significant impact of organisational commitment in mitigating turnover intentions, the
following hypotheses are proposed:

Hypothesis 2: There will be a significant negative relationship between organisational commitment and turn-
over intentions.

Hypothesis 3: Organisational commitment will account for more variance in turnover intention than organi-
sational trust.

2.3. Ownership of firm, organisational commitment, trust and turnover intention

Researchers in international business have theorized that multinational enterprises face costs when oper-
ating in foreign markets due to various factors such as cultural, political, and economic differences, as
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well as the need for coordination across geographic distances. These costs can put multinational enter-
prises at a competitive disadvantage in the global marketplace, a phenomenon known as the liability of
foreignness (Zaheer, 1995). Concerning the influence of ownership on employee dedication, certain stud-
ies indicate a reduced degree of commitment among employees employed in foreign companies in con-
trast to those working in domestic companies (Ono, 2007). However, Newburry et al. (2006) highlight
that foreignness could be viewed as beneficial due to the superior working environments, increased
access to technology, extensive international markets, and global networks of foreign companies, partic-
ularly those originating from developed nations.

Owiredu and Kwakye (2020) discovered that foreign ownership has a substantial positive correlation
with the financial performance of banks in Ghana. This suggests that individuals tend to view foreign
employers as offering more attractive employment benefits, including higher salaries, better working
conditions, and faster promotion prospects, compared to domestic companies. Employees of foreign-owned
companies exhibited higher commitment, trust, and lower turnover intention, likely due to the higher
wages offered compared to domestic establishments (Ono & Odaki, 2011). Agyemang and Ofei (2013),
also observed that employees of private firms exhibited more organisational commitment than their
public counterparts. Ndlovu et al. (2021) emphasized that employee trust in the employing organisation
serves as a reliable predictor of affective organisational commitment, encompassing emotional attach-
ment, identification with, and involvement in the organisation. Drawing from the preceding discussions
regarding the influence of firm ownership on employees’ trust and commitment, the following hypothe-
ses are formulated:

Hypothesis 4: Employees of foreign-owned banks will experience more organisational commitment than
employees of domestic banks.

Hypothesis 5: Employees of foreign-owned banks will have more organisational trust than employees of
domestic banks.

Hypothesis 6: Employees of local banks will experience more turnover intentions than employees of
foreign-owned banks.

2.4. Conceptual framework

Based on the formulated hypotheses, Figure 1 depicts the proposed conceptual model, illustrating the
direct negative impact of organisational commitment and trust on turnover intention. It is proposed that,
together, organisational commitment and trust work in concert to mitigate turnover intentions.

3. Methodology
3.1. Research design, population and sample

A quantitative cross-sectional research design was employed in this study to gather numerical data for
statistical analysis and gain objective insights into organizational trust, commitment, and turnover inten-
tions among bank employees. This design enables the examination of relationships and facilitates
hypothesis testing. The study was targeted at the permanent employees of banks in Ghana. The study

Organisational
Commitment

T Turnover Intention
=

Organisational
Trust

Figure 1. Conceptual framework based on the hypothesis.
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was conducted in Accra, the capital of Ghana, and focused on 5 randomly selected banks out of the 23
unique banks in the city. These included two domestic banks and three foreign-owned banks. The
domestic banks started operating in Ghana in 1965 and 1990, while the foreign banks entered the mar-
ket in 1990, 2006 and 2008. The focus on banks operating in the capital city of Accra was driven by
practical considerations. As a major economic hub, Accra hosts a significant number of banks, both
domestic and foreign-owned, offering a diverse representation of the banking industry in Ghana.

A G*Power analysis was executed to determine the necessary sample size for multiple regression anal-
ysis in the study and to detect a medium-sized effect and an anticipated effect size of f2 = 0.15. The
analysis aimed to achieve a power level of 0.90. The power analysis, which included two predictor vari-
ables, revealed that a minimum sample size of 88 participants was essential to attain adequate statistical
power. Consequently, to ensure the robustness of detecting expected effects in the regression model, a
decision was made to recruit more than the minimum sample size (Lakens, 2022). However, due to prac-
tical constraints including time limitations and accessibility issues with participants, the study was able
to recruit 170 participants using convenience sampling.

3.2. Measures/instruments

3.2.1. Organisational trust inventory (OTI-SF)

This instrument was used to measure the organisational trust of the employees. This instrument which
was developed and validated by Cummings and Bromiley (1996), was used to measure organisational
trust in this study. Organisational trust inventory (OTI-SF) is a 12-item scale with a 7-point Likert-style
response format ranging from ‘strongly disagree’ (1) to ‘strongly agree’ (7). Some of the items include ‘I
think the people in this organisation tell the truth’ and ‘I think that the organisation does not mislead
us. The minimum and maximum scores of the scale were 1.0 and 7.0 respectively with a mean of 4.42.
A higher score indicated a higher level of trust and a lower score indicated a lower level of trust.

3.2.2. Organisational commitment

Three distinct scales developed by Allen and Meyer (1990) measuring the three dimensions of commit-
ment (affective, normative and continuance) were adopted in this study. All three dimensions making up
the commitment instrument have eight items each with a five-point Likert-style response. Some items
include ‘I am very happy being a member of this organisation; ‘It wouldn't be too costly for me to leave
my organisation now, and ‘l think that people these days move from company to company too often’
among other items. This scale had a minimum score of 1.0 and a maximum score of 5.0 with a mean
score of 3.32. A higher score on this measure was an indication of higher commitment and a lower score
was an indication of a lower commitment.

3.2.3. Turnover intention

The turnover intention scale (Bothma & Roodt, 2013) is a six-item scale with a Likert-style response rang-
ing from ‘highly unlikely’ (1) to ‘highly likely’ (5). Some of the items are ‘How often do you dream about
getting another job that will better suit your needs, and ‘How often have you considered leaving your
job’ The minimum and maximum scores on this scale were 1.0 and 5.0 respectively, with a mean of 3.38.
This indicated a moderate level of turnover intention. A lower score on this scale was an indication of
lower intentions of an employee to leave their present organisation whereas a higher score indicated the
high susceptibility of an employee to leave their present organisation.

3.3. Procedure

Primary data were collected from 170 permanent employees of some banks in Ghana following permis-
sion granted by their HR departments. The questionnaire was divided into four sections to capture infor-
mation on the demographic characteristics, organisational trust, organisational commitment, and turnover
intentions of the selected participants. It took an average of 20 minutes to complete the questionnaire
and data collection lasted for about 8weeks.
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Data collection did not interfere with the normal operations of the bank workers. Participants who
were willing were recruited during their lunch break periods and were provided with hard copies of the
questionnaires for completion. Those unable to finish the questionnaires during the break were permit-
ted to complete them within three days. After which, it was picked up personally in a sealed envelope.
Though a total of 170 questionnaires were sent out, 128 were retrieved and found to be useful for data
analysis. This represented a response rate of 75.29%. Data collected was entered into Excel for Microsoft
365 and imported into Statistical Package for the Social Sciences (IBM SPSS 25) for analysis. Although no
formal IRB approval was requested, permission was obtained from the HR Departments of the banks to
meet potential participants. Ethical considerations such as informed consent, confidentiality and anonym-
ity were adhered to.

4, Results
4.1. Demographic characteristics of the respondents

Table 1 provides a concise overview of the distribution of respondents based on age, tenure, owner-
ship, and educational level. The majority of respondents (83.60%) were in the 20-40 age range, while
a smaller proportion (16.40%) belonged to the 40-60 age range. In terms of tenure, 11.70% had a
tenure of less than a year, 65.60% had a tenure of 1-5 years, 19.50% had a tenure of 6-9 years, and
only 3.10% had a tenure of 10years and above. The data reveals that 53.90% of respondents worked
in banks with foreign ownership, while 46.10% were employed in banks with domestic ownership.
Furthermore, 11.70% held a diploma, 58.60% held a first degree, and 29.70% held a master’s degree
among the surveyed group.

4.2. Descriptive statistics

Table 2 shows the descriptive statistics of the study variables. The skewness and kurtosis of all the vari-
ables fell within the range of +1 to -1, which is indicative of normality (Mishra et al., 2019) and a pre-
requisite for the use of a parametric test (Orcan, 2020). Skewness and kurtosis statistics provide researchers
with a numerical evaluation of the distribution of data points relative to the mean, enhancing their
comprehension of the shape and attributes of the data (Kim, 2013). The mean score for organizational
trust was 4.42 (SD = .67), reflecting a moderate level of trust within the organization. Similarly, partici-
pants reported moderate levels of organizational commitment, with an average score of 3.32 (SD = .35).
Additionally, turnover intentions were also rated at a moderate level among participants, with a mean
score of 3.38 (SD = .56).

Additionally, all the major scales exhibited reliability scores surpassing the benchmark of 0.7
(Tavakol & Dennick, 2011). The turnover intention scale, while slightly below the conventional

Table 1. Demographic characteristics of the study participants

(n=128).

Variables Frequency Percentage (%)
Age

20-40 107 83.60
40-60 21 16.40
Tenure

Less than a year 15 11.70
1-5 84 65.60
6-9 25 19.50
10years and above 4 3.10
Ownership

Foreign 69 53.90
Domestic 59 46.10
Educational level

Diploma 15 11.70
First Degree 75 58.60
Master’s Degree 38 29.70

Source: Authors’ primary research.



8 (&) T.A.NKETSIAH AND E. A. NKANSAH

Table 2. Descriptive statistics of measures.

Mean SD Min Max Skewness Kurtosis Cronbach Alpha
Org. trust 4.42 .67 1.00 7.00 -.16 =27 .76
Org commitment 3.32 35 1.00 5.00 =17 -.36 .80
Turnover intention 3.38 .56 1.00 5.00 15 -.01 .65

Source: Authors’ primary research.

Table 3. Inter-correlation matrix of study variables.

Variable 1 2 3 4 5 6 7 8
1. Tenure 1

2. Age 62%* 1

3. Trust -.07 —-.02 1

4. Commitment —-.06 —-.06 S51** 1

5. Turnover Int. .10 .03 —.34%* —.65%* 1

6. Affective -.09 .05 70%* 81%* —.55%* 1

7. Continuance —-.06 .04 18 84** —.51%* 49%* 1

8. Normative .04 .07 25%% 65%* —44%* 28%* 43 1

Source: Authors’ primary research.
Note: **p < .01.

Table 4. Multiple regression analyses for organisational commitment and organisational trust
as predictors of turnover intention.

Variable B SE B
Organisational commitment —.261 .031 —.671%**
Organisational trust .004 .038 .008

Source: Authors’ primary research. R? = 445, Adjusted R? = 436, AR? = 445, ***p < ,001.

threshold at .65, still indicated an acceptable reliability index (Eum et al., 2007). Ensuring the reli-
ability of the measurement tool is crucial for maintaining the integrity of the study’s findings (Surtci
& Maslakci, 2020).

4.3. Hypotheses 1 and 2: Relationship between organisational trust, turnover intention and
organisational commitment

From Table 3, a significant negative relationship is observed between organisational trust and turnover
intention (r=-.34, p < .01) confirming hypothesis 1. Similarly, hypothesis 2 which stated that there would
be a significant negative relationship between organisational commitment and turnover intention
(r=-.65, p > .01) was also supported.

4.4. Hypothesis 3: Predictors of turnover intention

Table 4 shows the results of the multiple regression analysis for organisational commitment and organ-
isational trust as predictors of turnover intention.

From Table 4, a significant regression model (F=48.95; p < .001) was observed and this accounted for
43.60% of the variance in turnover intention (R? = .445, Adjusted R? = .436). Organisational commitment
(B = —.261; p < .001), was the only significant predictor of turnover intention. This result confirmed
hypothesis 3 which stated that organisational commitment would account for more variance in turnover
intention than organisational trust.

Following the outcome of hypothesis 3, a further analysis was conducted to investigate the unique
contributions of the components of commitment in the variance of turnover intention. Table 5 shows the
results of the multiple regression analysis for the components of organisational commitment as predic-
tors of turnover intention.

From Table 5, a significant regression model (F=32.81; p < .001) was observed and this accounted for
43.50% of the variance in turnover intention (R?> = .449, Adjusted R? = .435). Affective commitment (8 =
—.374; p < .001), had the largest impact in reducing turnover intention.
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Table 5. Multiple regression analyses for the dimensions of organisational commitment as pre-
dictors of turnover intention.

Variable B SE B

Affective commitment -.291 .060 —.374%**
Continuance commitment -.185 .068 —.246%*
Normative commitment —-.308 .093 —.245%*%

Source: Authors’ primary research. R? = 449, Adjusted R? = 435, AR? = 449, **p < .01, ***p < .001.

Table 6. Summary of independent t-test.

Variable N Mean SD t Sig
Organisational commitment

Foreign 69 88.10 12.66 1.95 .02
Domestic 59 84.16 9.84

Organisational trust

Foreign 69 63.48 9.58 1.38 94
Domestic 59 61.24 8.69

Turnover Intention

Foreign 69 15.78 4.96 -28 .00
Domestic 59 17.95 3.56

Source: Authors’ primary research.

4.5. Hypotheses 4, 5 and 6: Comparison of employees of foreign and local banks on
organisational commitment, organisational trust and turnover intentions

Table 6 shows the summary of the independent t-test comparing employees from foreign and
domestic-owned banks on organisational commitment, organisational trust and turnover intentions.

The independent t-test conducted to compare the two sets of employees on commitment yielded a
statistically significant difference [t (126) = 1.95, p <0.05]. Employees in foreign banks (M =88.10, SD=12.66)
had higher commitment levels than employees in domestic banks (M=84.16, SD=9.84). The fifth hypoth-
esis which stated that the organisational commitment level in foreign-owned banks will be significantly
higher than that of employees of domestic banks was supported. Concerning organisational trust, there
was no statistically significant difference [t (126) = 1.38, p>0.05] between employees of foreign-owned
banks (M=63.48, SD=9.58) and employees of domestic banks (M=61.24, SD=8.69). Hypothesis 6 which
stated that employees of foreign-owned banks will have more organisational trust than employees of
domestic banks was not supported. Again, as shown in Table 6, employees from domestic banks
(M=17.95, SD=3.56) showed significantly higher levels of turnover intention [t (126) = —2.8, p<0.05]
than those employees from foreign-owned banks (M=15.78, SD=4.96). This supports the last hypothesis
which predicted that turnover intention will be significantly higher in employees of domestic banks than
in foreign-owned banks.

5. Discussion

The study found a significant negative relationship between organisational trust and turnover intention
among workers in Ghanaian banks. This evidence is consistent with other research findings (Haridas
et al.,, 2022; Imran et al., 2017). The outcome of this study shows that a decrease in an employee’s trust
in an organisation corresponds to an increase in their intentions of leaving that organisation. This finding
can be explained by the Inducement Contribution Model (March & Simon, 1958), which clarifies that
organisational trust can be developed in employees when they are assured of secured employment and
long-term career growth in an organisation. Arguably, the Ghanaian banking sector has experienced the
most layoffs than other sectors due to the frequent occurrences of mergers and acquisitions within the
industry. This leaves the employees in a state of uncertainty about their future with their banks thus
looking out for other potential job opportunities where their job security and career growth may be
assured.

Again, it was found that organisational commitment had a significant negative relationship with turn-
over intention. This finding is corroborated by other studies (Pandey et al., 2019; Serhan et al., 2022). This
situation can be explained from the perspectives of the Social Exchange Theory (Blau, 1964) and the
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side-bet theory (Becker, 1960). In these theories, organisational commitment is underpinned by mutual
trust between employees and employers. An employee is likely to make sacrifices, show commitment
and stay longer in an organisation when they perceive the organisational policies and relationship with
employees as friendly and mutually fulfilling. However, as in the case of the dissolved and consolidated
banks in Ghana, management actions and inactions brought about sanctions from the central bank
(Torku & Laryea, 2021). This could potentially lead to a mistrust between employees and management
which could go on to reduce their levels of commitment towards their organisations.

Organisational commitment was found to be the only significant predictor of turnover intention.
Further analysis revealed that the affective component of commitment had the greatest influence in
reducing the turnover intentions of workers. This is consistent with some research findings (Suliman & Al
Obaidli, 2011). The affective component is the employee’s emotional attachment to, identification with
and involvement in the organisation as well as delight in being a member of the organisation (Ndlovu
et al,, 2021). Among many Ghanaians, working in a bank comes with some prestige and it is one of the
most highly sought-after jobs among many. The few who get the opportunity to work within the bank-
ing industry would strive to remain with the banks due to the delight they take in being known as
workers of a bank.

Comparatively, it was observed that employees of foreign-owned banks had significantly higher levels
of organisational commitment than employees of domestic banks. This outcome is similar to Agyemang
and Ofei (2013) results which revealed that employees of private organisations had a higher organisa-
tional commitment than their public counterparts. In the light of the Social Exchange Theory, because
of the upper hand foreign banks have over their domestic counterparts in developing countries in terms
of attractive employment benefits (Owiredu & Kwakye, 2020), resource mobilisation and utilisation
(Al-Harbi, 2019), employees in foreign banks would return this gesture by showing more commitment to
their organisations.

The turnover intention was also found to be higher in employees of domestic banks than their coun-
terparts in foreign-owned banks. In the wake of the strict monitoring by the Central Bank in Ghana, only
domestic banks have been identified to have been involved in some managerial and operational ineffi-
ciencies. This development may have potentially put their employees on their feet in anticipation of any
similar future occurrence. Thus, they are looking for alternative job sources to jump to in the event of
any closure, merger, or acquisition. However, no significant difference in their organisational trust was
observed.

5.1. Implications

This study has highlighted the importance of organisational commitment and trust in reducing the turn-
over intentions of employees in some Ghanaian banks. From a practical perspective based on the find-
ings of this study, relevant stakeholders in the banking industry and more specifically, the Human
Resource Departments of domestic banks can ensure that psychosocial well-being and other positive
organisational behaviours such as commitment are promoted in the employees in such a difficult and
uncertain period like this. This would enhance their faith and trust in their organisations and motivate
them to stay and help in achieving the goals of the organisation. This can be achieved through employee
empowerment programmes and other human resource policies and practices that would ensure job
security and long-term career growth of the employees.

The limitation of this study is that the data was collected from employees working in banks in Accra.
Another limitation is that the study did not include data from the merged banks. Despite these limita-
tions, the study remains viable and contributes to academic discourse in several ways. Firstly, it offers
insights into the specific context of employees in banks located in Accra. Although the sample may not
be representative of all banks in Ghana, the study provides a foundation for understanding the dynamics
within this particular setting. The study’s findings are noteworthy, revealing a significant negative rela-
tionship between organizational trust and turnover intention, as well as a significant positive relationship
between organisational trust and commitment. These findings contribute to the existing literature on
trust, commitment, and turnover intention in the banking sector, highlighting the importance of
trust-building strategies in mitigating turnover and fostering employee commitment.
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To increase generalizability, there is a need for future researchers to involve many bank employees
from across the different regions in Ghana and from the merged banks. Again, future studies may explore
other mediating or moderating factors that affect the relationship between organisational trust, commit-
ment, and turnover intention of bank employees.

5.2. Conclusion

Banks in Ghana are going through a challenging period trying to meet the high-performance standards set
by the Central Bank. These challenges have led to the dissolution and consolidation of some domestic
banks. Some are also working out mergers and acquisition plans. However, despite a lot of action happen-
ing on this front, most of the studies have been from the financial and economic perspectives much to the
neglect of Organisational Psychology and Human Resource Management perspectives. Given that employ-
ees are the biggest assets of any organisation, this study provides evidence to show the relationship
between organisational trust, organisational commitment, and turnover intentions of bank employees. A
significant negative relationship was found between organisational trust and turnover intention. Likewise, a
significant negative relationship was also found between organisational commitment and turnover intention.

Organisational commitment was the only significant predictor of a reduction in turnover intentions
with the affective component being the highest predictor in reducing turnover intentions. Additionally,
it was found that employees of domestic banks were more likely to plan on leaving their jobs than their
counterparts working in foreign-owned banks. Organisational commitment was also higher among
employees of foreign-owned banks than employees of domestic banks. However, no significant differ-
ence was found between foreign and domestic banks in terms of organisational trust. The findings of
this research support the importance of organisational trust and organisational commitment in reducing
turnover intentions.

Disclosure statement

No potential conflict of interest was reported by the authors.

About the authors

Thomas Addae Nketsiah holds a first-class degree in psychology from the University of Ghana. He is an avid
researcher with interests in industrial and organizational psychology and the banking sector. Currently, he works as
a banking professional with significant experience in risk management and plans to pursue a career in academia.

Emmanuel Anokye Nkansah is a PhD candidate in the Department of Psychology at the University of Ghana, spe-
cializing in industrial and organizational psychology. His thesis focuses on the experiences and the well-being of
workers in Ghana's gig economy.

ORCID
Emmanuel Anokye Nkansah http://orcid.org/0000-0002-2989-4509

References

Aboagye, A. Q. Q. (2022). Ghanaian banking crisis of 2017-2019 and related party transactions. African Journal of
Management Research, 27(1), 1-15. https://doi.org/10.4314/ajmr.v27i1.1.

Addai, P, Mottey, R, Afrifah, M., & Osei Boakye, A. (2022). Job insecurity and turnover intentions among banking
sector employees: The moderating role of organizational support and ethical leadership. SEISENSE Journal of
Management, 5(1), 17-30. https://doi.org/10.33215/sjom.v5i1.736

Agyemang, C. B, & Ofei, S. B. (2013). Employee work engagement and organizational commitment: A comparative
study of private and public sector organizations in Ghana. European Journal of Business and Innovation Research,
1(4), 20-33.

Ahmad, M. S, Igbal, F, Siddique, R., Abbas, S. & Fakhr, Z. (2020). Responsible leadership and workplace deviant
behaviour: modelling trust and turnover intention as mediator. Leadership & Organization Development Journal,
41(7), 939-952. https://doi.org/10.1108/LODJ-05-2019-0212


https://doi.org/10.4314/ajmr.v27i1.1
https://doi.org/10.33215/sjom.v5i1.736
https://doi.org/10.1108/LODJ-05-2019-0212

12 . T. A. NKETSIAH AND E. A. NKANSAH

Al-Harbi, A. (2019). The determinants of conventional banks profitability in developing and underdeveloped OIC
countries. Journal of Economics, Finance and Administrative Science, 24(47), 4-28. https://doi.org/10.1108/
JEFAS-05-2018-0043

Alhassan, A. L., & Asare, N. (2016). Intellectual capital and bank productivity in emerging markets: evidence from
Ghana. Management Decision, 54(3), 589-609. https://doi.org/10.1108/MD-01-2015-0025

Allen, N. J,, & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance and normative com-
mitment to the organization. Journal of Occupational Psychology, 63(1), 1-18. https://doi.org/10.1111/j.2044-8325.1990.
tb00506.x

Amenu-Tekaa, K. S. (2022). Financial sector regulatory and supervisory framework in Ghana - The pre and post 2017
banking crisis. International Journal of Economics, Commerce and Management, 1, 1-29.

Antwi, G. O., Banerjee, R, & Antwi, J. (2017). Interest rate spread on bank profitability: The case of Ghanaian Banks.
Journal of Accounting, Business and Finance Research, 1(1), 34-45. https://doi.org/10.20448/2002.11.34.45

Asaah, J. A, Yunfei, S., Wadei, K. A,, Frimpong, K., & Nkrumah, A. (2019). Cultural orientations and product innovation
in the Ghanaian banking sector. The Service Industries Journal, 40(7-8), 518-541. https://doi.org/10.1080/02642069.
2019.1569635

Asumeng, M. A, Acquah-Coleman, R., & Dadzie, J. J. (2015). Addressing psychosocial hazards and improving employ-
ee psychological wellbeing in the Ghanaian banking industry: Application of organization development interven-
tion using action research model. American Journal of Applied Psychology, 4(5), 120. https://doi.org/10.11648/j.
ajap.20150405.12

Balkan, M. O., Serin, A. E., & Soran, S. (2014). The relationship between trust, turnover intentions and emotions: An
application. European Scientific Journal, 10(2), 73-85. http://eujournal.org/index.php/esj/article/view/2581

Bamfo, B. A., Dogbe, C. S. K., & Mingle, H. (2018). Abusive customer behaviour and frontline employee turnover in-
tentions in the banking industry: The mediating role of employee satisfaction. Cogent Business & Management, 5(1),
1522753. https://doi.org/10.1080/23311975.2018.1522753

Becker, H. S. (1960). Notes on the Concept of Commitment. American Journal of Sociology, 66(1), 32-40. https://doi.
org/10.1086/222820

Blau, P. (1964). Exchange and power in social life. New York: Wiley.

Boateng, K. (2019). Credit risk management and performance of banks in Ghana: The ‘camels’ rating model approach.
International Journal of Business and Management Invention, 8(02), 41-48.

Bothma, C. F. C,, & Roodt, G. (2013). The validation of the turnover intention scale. SA Journal of Human Resource
Management, 11(1), 476-516. https://doi.org/10.5465/annals.2015.0099.

Brum, S. (2007). What impact does training have on employee commitment and employee turnover? In Schmidt
Labor Research Center Seminar Research Series. Retrieved from http://www.uri.edu/research/Irc/research/papers/
Brum-Commitment.pdf

Cho, Y. J., & Lewis, G. B. (2012). Turnover intention and turnover behavior: Implications for retaining federal employ-
ees. Review of Public Personnel Administration, 32(1), 4-23. https://doi.org/10.1177/0734371X11408701

Chong, V. K., & Monroe, G. S. (2015). The impact of the antecedents and consequences of job burnout on junior
accountants’ turnover intentions: A structural equation modelling approach. Accounting & Finance, 55(1), 105-132.
https://doi.org/10.1111/acfi.12049

Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V. (2017). Social exchange theory: A critical review with the-
oretical remedies. Academy of Management Annals, 11(1), 479-516. https://doi.org/10.5465/annals.2015.0099

Cruise, P. A, & McLeary, C. (2018). The effect of socio-affective variables in the relationship between organizational
trust and employee turnover intention. International Journal of Economics and Management Engineering, 12(6),
784-790. https://doi.org/10.5281/zenodo.1317276#.XO6Tnoks0-l.mendeley

Cummings, L. L, & Bromiley, P. (1996). Trust in organizations: Frontiers of theory and research. In Kramer, Roderick, Tyler,
Tom (Eds.), The Organizational Trust Inventory (OTI): Development and Validation. California: SAGE Publications, Inc.

Dartey-Baah, K., & Ampofo, E. Y. (2015). Examining the influence of transformational and transactional leadership
styles on perceived job stress among Ghanaian banking employees. International Journal of Business and
Management, 10(8), 161-170. https://doi.org/10.5539/ijom.v10n8p161

Doku, J. N., Kpekpena, F. A, & Boateng, P. Y. (2019). Capital structure and bank performance: Empirical evidence from
Ghana. African Development Review, 31(1), 15-27. https://doi.org/10.1111/1467-8268.12360

Eum, K. D., Li, J,, Jhun, H. J,, Park, J. T, Tak, S. W., Karasek, R., & Cho, S. . (2007). Psychometric properties of the Korean
version of the job content questionnaire: Data from health care workers. International Archives of Occupational and
Environmental Health, 80(6), 497-504. https://doi.org/10.1007/s00420-006-0156-x

Falahat, M., Gee, S. K., & Liew, C. M. (2019). A model for turnover intention: Banking industry in Malaysia.Asian
Academy of Management Journal, 24(Supp. 2), 79-91. https://doi.org/10.21315/aam;j2019.24.52.6

Gyensare, M. A., Otoo, E. A, Asare, J.-A., & Twumasi, E. (2015). Antecedents and consequence of employee turnover
intention: Empirical evidence from Ghana. Management Science Letters, 5, 781-796. https://doi.org/10.5267/j.
msl.2015.5.010

Haridas, J., Ture, R. S, & Nayanpally, A. K. (2022). Organizational career management and turnover intentions:
Mediating role of trust in management. European Journal of Training and Development, 46(1/2), 257-275. https://
doi.org/10.1108/EJTD-09-2020-0136


https://doi.org/10.1108/JEFAS-05-2018-0043
https://doi.org/10.1108/JEFAS-05-2018-0043
https://doi.org/10.1108/MD-01-2015-0025
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.20448/2002.11.34.45
https://doi.org/10.1080/02642069.2019.1569635
https://doi.org/10.1080/02642069.2019.1569635
https://doi.org/10.11648/j.ajap.20150405.12
https://doi.org/10.11648/j.ajap.20150405.12
http://eujournal.org/index.php/esj/article/view/2581
https://doi.org/10.1080/23311975.2018.1522753
https://doi.org/10.1086/222820
https://doi.org/10.1086/222820
https://doi.org/10.5465/annals.2015.0099
http://www.uri.edu/research/lrc/research/papers/Brum-Commitment.pdf
http://www.uri.edu/research/lrc/research/papers/Brum-Commitment.pdf
https://doi.org/10.1177/0734371X11408701
https://doi.org/10.1111/acfi.12049
https://doi.org/10.5465/annals.2015.0099
https://doi.org/10.5281/zenodo.1317276#.XO6Tnoks0-I.mendeley
https://doi.org/10.5539/ijbm.v10n8p161
https://doi.org/10.1111/1467-8268.12360
https://doi.org/10.1007/s00420-006-0156-x
https://doi.org/10.21315/aamj2019.24.s2.6
https://doi.org/10.5267/j.msl.2015.5.010
https://doi.org/10.5267/j.msl.2015.5.010
https://doi.org/10.1108/EJTD-09-2020-0136
https://doi.org/10.1108/EJTD-09-2020-0136

COGENT BUSINESS & MANAGEMENT ’ 13

Harrison, J. L., & Kelly, S. J. (2010). Perceived environmental uncertainty’s effect on commitment in business-to-busi-
ness channels. Marketing Intelligence & Planning, 28(6), 792-803. https://doi.org/10.1108/02634501011078165

Imran, R., Allil, K., & Mahmoud, A. B. (2017). Teacher’s turnover intentions: Examining the impact of motivation and
organizational commitment. International Journal of Educational Management, 31(6), 828-842. https://doi.
org/10.1108/IJEM-05-2016-0131

Jena, L. K, Pradhan, S., & Panigrahy, N. P. (2018). Pursuit of organisational trust: Role of employee engagement, psy-
chological well-being and transformational leadership. Asia Pacific Management Review, 23(3), 227-234. https://doi.
org/10.1016/j.apmrv.2017.11.001

Karatepe, O. M., Ozturk, A., & Kim, T. T. (2019). Servant leadership, organisational trust, and bank employee outcomes.
The Service Industries Journal, 39(2), 86-108. https://doi.org/10.1080/02642069.2018.1464559

Kim, H.-Y. (2013). Statistical notes for clinical researchers: assessing normal distribution (2) using skewness and kur-
tosis. Restorative Dentistry & Endodontics, 38(1), 52-54. https://doi.org/10.5395/rde.2013.38.1.52

Lakens, D. (2022). Sample Size Justification. Collabra: Psychology, 8(1), 1-28. https://doi.org/10.1525/collabra.33267

March, J. G, & Simon, H. A. (1958). Organizations. New York: Wiley.

Meira, J. V. d S., & Hancer, M. (2021). Using the social exchange theory to explore the employee-organization rela-
tionship in the hospitality industry. International Journal of Contemporary Hospitality Management, 33(2), 670-692.
https://doi.org/10.1108/IJCHM-06-2020-0538

Mekpor, B., & Dartey-Baah, K. (2017). Leadership styles and employees’ voluntary work behaviors in the
Ghanaian banking sector. Leadership & Organization Development Journal, 38(1), 74-88. https://doi.org/10.1108/
LODJ-09-2015-0207

Meyer, J. P, & Allen, N. J. (1991). A three-component conceptualization of organizational commitment. Human
Resource Management Review, 1(1), 61-89. https://doi.org/10.1016/1053-4822(91)90011-Z

Miller, K. (2003). Organisational behaviour: Global and Southern African perspectives. In Robbins, S. P, Odendaal, A.,
Roodt, G., (Eds.), Values, attitudes and job satisfaction. Cape Town, South Africa: Pearson Education.

Mishra, P, Singh, U., Gupta, A., Sahu, C,, & Keshri, A. (2019). Descriptive statistics and normality tests for statistical
data. Annals of Cardiac Anaesthesia, 22(1), 67-72. https://doi.org/10.4103/aca.ACA_157_18.

Ndlovu, T.,, Quaye, E. S., & Saini, Y. K. (2021). Predicting organisational commitment: The role of line manager com-
munication, employee trust and job satisfaction. South African Journal of Business Management, 52(1), 1-11. https://
doi.org/10.4102/sajbm.v52i1.2355

Newburry, W., Gardberg, N. A., & Belkin, L. Y. (2006). Organizational attractiveness is in the eye of the beholder: The
interaction of demographic characteristics with foreignness. Journal of International Business Studies, 37(5), 666—
686. https://doi.org/10.1057/palgrave.jibs.8400218

Oduro, R., Andoh, F. K., & Gadzo, S. G. (2022). Dynamics and drivers of competition in the Ghanaian banking indus-
try. International Journal of Global Business and Competitiveness, 17(2), 175-191. https://doi.org/10.1007/
$42943-022-00046-y

Ofori, E. (2020). The effects of Ponzi schemes and revocation of licences of some financial institutions on financial
threat in Ghana. Journal of Financial Crime, 30(2), 583-593. https://doi.org/10.1108/JFC-01-2020-0003

Ono, H. (2007). Careers in foreign-owned firms in Japan. American Sociological Review, 72(2), 267-290. https://doi.
org/10.1177/000312240707200207

Ono, H., & Odaki, K. (2011). Foreign ownership, human capital, and the structure of wages in Japan. The International
Journal of Human Resource Management, 22(15), 3036-3050. https://doi.org/10.1080/09585192.2011.560862

Orcan, F. (2020). Parametric or non-parametric: Skewness to test normality for mean comparison. International Journal
of Assessment Tools in Education, 7(2), 255-265. https://doi.org/10.21449/ijate.656077

Owiredu, A., & Kwakye, M. (2020). The effect of corporate governance on financial performance of commercial banks
in Ghana. International Journal of Business and Social Science, 11(5), 18-27. https://doi.org/10.30845/ijbss.v11n5a3

Pandey, P, Singh, S. & Pathak, P. (2019). Factors affecting turnover intentions in the Indian retail industry.
International Journal of Human Resources Development and Management, 19(2), 166-182. https://doi.org/10.1504/
1JHRDM.2019.10018450

PwC. (2018). Banking Survey Having secured the new capital ; (Issue August). Retrieved from https://www.pwc.com/gh/
en/assets/pdf/2018-gh-banking-survey.pdf

PwC. (2019). 2019 Ghana Banking Survey. Banking reforms so far: Topmost issues on the minds of bank CEOs.

PwC. (2022). Why banks can no longer ignore ESG : Views from Ghanaian bankers-2022 PwC Ghana Banking Survey Report
(Issue October). Retrieved from https://www.pwc.com/gh/en/assets/pdf/ghana-banking-survey-report-2022.pdf

Saeed, I, Waseem, M., Sikander, S., & Rizwan, M. (2014). The relationship of turnover intention with job satisfaction,
job performance, leader member exchange, emotional intelligence and organisational commitment. International
Journal of Learning and Development, 4(2), 242-256. https://doi.org/10.5296/ijld.v4i2.6100

Sahi, G. K, & Mahajan, R. (2014). Employees’ organisational commitment and its impact on their actual turnover
behaviour through behavioural intentions. Asia Pacific Journal of Marketing and Logistics, 26(4), 621-646. https://doi.
org/10.1108/APJML-01-2014-0015

Serhan, C., Nehmeh, N., & Sioufi, I. (2022). Assessing the effect of organisational commitment on turnover intentions
amongst Islamic bank employees. ISRA International Journal of Islamic Finance, 14(2), 141-156. https://doi.
org/10.1108/1JIF-01-2021-0008


https://doi.org/10.1108/02634501011078165
https://doi.org/10.1108/IJEM-05-2016-0131
https://doi.org/10.1108/IJEM-05-2016-0131
https://doi.org/10.1016/j.apmrv.2017.11.001
https://doi.org/10.1016/j.apmrv.2017.11.001
https://doi.org/10.1080/02642069.2018.1464559
https://doi.org/10.5395/rde.2013.38.1.52
https://doi.org/10.1525/collabra.33267
https://doi.org/10.1108/IJCHM-06-2020-0538
https://doi.org/10.1108/LODJ-09-2015-0207
https://doi.org/10.1108/LODJ-09-2015-0207
https://doi.org/10.1016/1053-4822(91)90011-Z
https://doi.org/10.4103/aca.ACA_157_18
https://doi.org/10.4102/sajbm.v52i1.2355
https://doi.org/10.4102/sajbm.v52i1.2355
https://doi.org/10.1057/palgrave.jibs.8400218
https://doi.org/10.1007/s42943-022-00046-y
https://doi.org/10.1007/s42943-022-00046-y
https://doi.org/10.1108/JFC-01-2020-0003
https://doi.org/10.1177/000312240707200207
https://doi.org/10.1177/000312240707200207
https://doi.org/10.1080/09585192.2011.560862
https://doi.org/10.21449/ijate.656077
https://doi.org/10.30845/ijbss.v11n5a3
https://doi.org/10.1504/IJHRDM.2019.10018450
https://doi.org/10.1504/IJHRDM.2019.10018450
https://www.pwc.com/gh/en/assets/pdf/2018-gh-banking-survey.pdf
https://www.pwc.com/gh/en/assets/pdf/2018-gh-banking-survey.pdf
https://www.pwc.com/gh/en/assets/pdf/ghana-banking-survey-report-2022.pdf
https://doi.org/10.5296/ijld.v4i2.6100
https://doi.org/10.1108/APJML-01-2014-0015
https://doi.org/10.1108/APJML-01-2014-0015
https://doi.org/10.1108/IJIF-01-2021-0008
https://doi.org/10.1108/IJIF-01-2021-0008

14 (&) T.A.NKETSIAH AND E. A. NKANSAH

Singh, U., & Srivastava, K. B. L. (2016). Organizational trust and organizational citizenship behaviour. Global Business
Review, 17(3), 594-609. https://doi.org/10.1177/0972150916630804

Suliman, A. A, & Al-Junaibi, Y. (2010). Commitment and turnover intention in the UAE oil industry. The International
Journal of Human Resource Management, 21(9), 1472-1489. https://doi.org/10.1080/09585192.2010.488451

Suliman, A. M. & Al Obaidli, H. (2011). Organizational climate and turnover in Islamic banking in the UAE.
International Journal of Islamic and Middle Eastern Finance and Management, 4(4), 308-324. https://doi.
org/10.1108/17538391111186555

Surtcd, L., & Maslakgi, A. (2020). Validity and reliability in quantitative research. Business & Management Studies: An
International Journal, 8(3), 2694-2726. https://doi.org/10.15295/bmij.v8i3.1540

Tavakol, M., & Dennick, R. (2011). Making sense of Cronbach’s alpha. International Journal of Medical Education, 2,
53-55. https://doi.org/10.5116/ijme.4dfb.8dfd

Tekinglindiz, S., Top, M., Tengilimoglu, D., & Karabulut, E. (2017). Effect of organisational trust, job satisfaction, indi-
vidual variables on the organisational commitment in healthcare services. Total Quality Management & Business
Excellence, 28(5-6), 522-541. https://doi.org/10.1080/14783363.2015.1099428

Tiplic, D., Lejonberg, E., & Elstad, E. (2016). Antecedents of Newly Qualified Teachers’ Turnover Intentions: Evidence
from Sweden. International Journal of Learning, Teaching and Educational Research, 15(5), 103-127. http://www.ijlter.
org/index.php/ijlter/article/view/615

Tirelli, A., & Goh, S. C. (2015). The relationship between trust, learning capability, affective organisational commitment
and turnover intentions. International Journal of Human Resource and Management, 15(1), 54-67. https://doi.
org/10.4102/sajhrm.v11i1.392

Torku, K., & Laryea, E. (2021). Corporate governance and bank failure: Ghana'’s 2018 banking sector crisis. Journal of
Sustainable Finance & Investment, 0(0), 1-21. https://doi.org/10.1080/20430795.2021.1981210

Uriesi, S. (2019). The effects of work stress and trust in managers on employee turnover intentions. CES Working
Papers, XI(3), 211-222.

Valéau, P, Mignonac, K., Vandenberghe, C,, & Gatignon Turnau, A.-L. (2013). A study of the relationships between
volunteers’ commitments to organizations and beneficiaries and turnover intentions. Canadian Journal of Behavioural
Science / Revue Canadienne Des Sciences Du Comportement, 45(2), 85-95. https://doi.org/10.1037/a0027620

Wang, Hui, Tsui, A. S, & Xin, K. R. (2011). CEO leadership behaviors, organizational performance, and employees’
attitudes. The Leadership Quarterly, 22(1), 92-105. https://doi.org/10.1016/j.leaqua.2010.12.009

Yu, M. C,, Mai, Q, Tsai, S. B, & Dai, Y. (2018). An empirical study on the organizational trust, employee-organization
relationship and innovative behavior from the integrated perspective of social exchange and organizational sus-
tainability. Sustainability (Switzerland), 10(3), 1-14. https://doi.org/10.3390/su10030864.

YuSheng, K., & Ibrahim, M. (2020). Innovation capabilities, innovation types, and firm performance: Evidence from the
banking sector of Ghana. SAGE Open, 10(2), 215824402092089. https://doi.org/10.1177/2158244020920892

Zaheer, S. (1995). Overcoming the liability of foreignness. Academy of Management Journal, 38(2), 341-363. https://
doi.org/10.2307/256683

Zayas-Ortiz, M., Rosario, E., Marquez, E., & Grufieiro, P. C. (2015). Relationship between organizational commitments
and organizational citizenship behaviour in a sample of private banking employees. International Journal of
Sociology and Social Policy, 35(1/2), 91-106. https://doi.org/10.1108/1JSSP-02-2014-0010

Zeffane, R, & Melhem, J. S. B. (2017). Trust, job satisfaction, perceived organizational performance and turnover in-
tention: A public-private sector comparison in the United Arab Emirates. Employee Relations, 39(7), 1148-1167.
https://doi.org/10.1108/ER-06-2017-0135


https://doi.org/10.1177/0972150916630804
https://doi.org/10.1080/09585192.2010.488451
https://doi.org/10.1108/17538391111186555
https://doi.org/10.1108/17538391111186555
https://doi.org/10.15295/bmij.v8i3.1540
https://doi.org/10.5116/ijme.4dfb.8dfd
https://doi.org/10.1080/14783363.2015.1099428
http://www.ijlter.org/index.php/ijlter/article/view/615
http://www.ijlter.org/index.php/ijlter/article/view/615
https://doi.org/10.4102/sajhrm.v11i1.392
https://doi.org/10.4102/sajhrm.v11i1.392
https://doi.org/10.1080/20430795.2021.1981210
https://doi.org/10.1037/a0027620
https://doi.org/10.1016/j.leaqua.2010.12.009
https://doi.org/10.3390/su10030864
https://doi.org/10.1177/2158244020920892
https://doi.org/10.2307/256683
https://doi.org/10.2307/256683
https://doi.org/10.1108/IJSSP-02-2014-0010
https://doi.org/10.1108/ER-06-2017-0135

	Organisational trust, commitment and turnover intention in employees of domestic and foreign banks in Ghana
	ABSTRACT
	1. Introduction
	2. Theoretical foundation and literature review
	2.1. Organisational trust and turnover intention
	2.2. Organisational commitment and turnover intention
	2.3. Ownership of firm, organisational commitment, trust and turnover intention
	2.4. Conceptual framework

	3. Methodology
	3.1. Research design, population and sample
	3.2. Measures/instruments
	3.2.1. Organisational trust inventory (OTI-SF)
	3.2.2. Organisational commitment
	3.2.3. Turnover intention

	3.3. Procedure

	4. Results
	4.1. Demographic characteristics of the respondents
	4.2. Descriptive statistics
	4.3. Hypotheses 1 and 2: Relationship between organisational trust, turnover intention and organisational commitment
	4.4. Hypothesis 3: Predictors of turnover intention
	4.5. Hypotheses 4, 5 and 6: Comparison of employees of foreign and local banks on organisational commitment, organisational trust and turnover intentions

	5. Discussion
	5.1. Implications
	5.2. Conclusion

	Disclosure statement
	About the authors
	ORCID
	References



