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Introduc on 
Deposit money banks (DMBs) as financial ins tu on help to expedite economic opera ons in any 
country globally. This is more and specifically true in Nigeria, where other sectors relate with the 
DMBs in a direct or indirect way in order to effec vely perform their opera ons (Adewale, Dahiru, 
Aliyu & Bala, 2020). Consequently, the present-day economy of Nigeria is highly reliant on the 
ac vi es of DMBs; thus, it is unthinkable for the Nigerian economy to grow without a well-
func oning DMBs as they serve as a major financial intermediaries between sectors of the 
Nigerian economy. Unfortunately, some banks have not essen ally and actually live to 
expecta on due to low capital base, poor ra ng, indebtedness, and deficiency of commi ed 
workers, and increase rate of workers turnover (Adewale et al., 2020; Donli, 2004). Addi onally, 
Onyeukwu and Ekere (2018) expressed that low worker produc ve behaviour vis-à-vis 
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Abstract: The purpose of this paper was to examine the rela onship between leaders workplace spirituality 
and workers produc ve behaviour of deposit money bank in South-south, Nigeria. We adopted the cross-
sec onal research design as the research design method and the unit of analysis was at the individual level 
of employees in managerial and non-managerial cadre in the head offices of DMBs in the region. The study 
adopted ques onnaire as the research instrument distributed to 367 respondents as the sample size from 
the study popula on of 7598 employees in the head offices of the 19 DMBs in South-South Region of 
Nigeria. Data collected was analyzed using Pearson Product Moment Correla on with 0.05 level of 
significance given the choice of the confidence interval of 95%. Our findings revealed that leaders 
workplace spirituality posi vely and directly influence workers produc ve behavior. We therefore 
concluded that leaders’ workplace spirituality posi vely and directly influence workers produc ve 
behaviour of deposit money bank in South-south, Nigeria. Thus, we recommended that leader of DMBs 
should constantly encourage and exhibit spiritual values and virtues. 

Keywords: Workers Produc ve Behaviour; Workers Produc ve Behaviour 
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dissa sfac on and dearth of commitment had led to poor service offering in the sector which 
have resulted to failure of some banks and their subsequent closure. Currently, it is even more 
disturbing that some DMBs in the country have not met or exceed the an cipa on of its 
customers due to incessant and unending complain from customers, leading to some been 
merged and others acquired in order to survive (Umar, 2009). Thus, there is need to improve the 
produc ve behaviour of employees in the sector towards be er organiza onal performance 
which can be done through the adop on of workplace spirituality by leaders. 
Leaders’ workplace spirituality is considered as an effec ve approach to foster a very high level 
of worker produc ve behaviour which enhances firm’s produc vity, team crea vity, and 
organiza onal learning capacity (Aydin & Ceylan, 2009). Spiritual leader strengthen workers’ 
sense of belongingness within the workplace and help to increase feeling of purpose in them that 
facilitate the display of produc ve behaviour within the firm (Karadag, 2009) that generally 
influences the firm’s success. Similarly, Devendhiran and Wesley (2017) expressed that today, the 
exhibi on of spiritual virtues in the firm especially by business leaders are essen al factor in 
enhancing worker produc ve behaviour and performance within the workplace. Thus, when 
leaders display spiritual values, workers are reinvigorated to find value or meaning in their job; 
once meaning is found, workers are most likely to put on a tude that are produc ve in nature 
such as happiness, ambidexterity, commitment as well as sa sfac on. Leaders that exhibit 
workplace spirituality of compassion, love, integrity and humility leads effec vely that strongly 
impacts workers commitment, job sa sfac on of the worker as well as the general produc vity 
of the organiza on (Macey & Schneider, 2015). Leaders’ workplace spirituality perform essen al 
roles in impelling and inculca ng spiritual well-being within the workplace. When a leader shows 
and exhibit spiritual virtues such as love within the workplace, it produces work meaningfulness 
which makes the employee appreciated. Concomitantly, as leaders engage in this prac ce, 
workers gain a feeling of membership and feel valuable and appreciated that influences their 
work behaviour produc vely (Fachrunnisa, Adhiatma & Mutamimah, 2014). The reason been that 
leader’s workplace spirituality helps workers to build value as a result of the observa on about 
the values, character as well as the overall behaviour display by the leader in the firm which 
persuade them to follow suit and show dedicated produc ve work behaviour. Consequently, the 
purpose of this study is to examine the rela onship between leaders’ workplace spirituality and 
worker produc ve behaviour of deposit money banks in the South-south region of Nigeria. 
Addi onally, the research ques on for this study is: what is the rela onship that exist between 
leaders’ workplace spirituality and worker produc ve behaviour of deposit money banks in the 
South-south region of Nigeria? While the stated research hypothesis is: there is no significant 
rela onship between leaders’ workplace spirituality and worker produc ve behaviour of deposit 
money banks in the South-south region of Nigeria. 

Literature Review 
Theore cal Framework 
This study adopted social exchange theory as the theore cal founda on. Blau (1964) developed 
the social exchange theory, which emphasizes the importance of reciprocity in behavior. 
Reciprocity is a key component of social exchange according to the theory of social exchange. As 
a result of the social exchange process, a party's responses are influenced by what the other party 
does (Blau 1964). Reciprocity makes it less likely that employees will take ac ons that harm their 
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bosses or undermine the efficacy of their leadership. As a result, the theory states that when a 
person gives another person a reward, resource, or other perceived commodity, the providing 
party expects the receiving party to reciprocate (Bernerth & Walker, 2009). Worker a tudes and 
job performance may be explained by the theory's conceptual founda ons, such as work 
sa sfac on and employees' dedica on to their jobs (Kang & Stewart, 2007). The mo va ng 
founda on for employee behavior and the improvement of the a tude of employees has been 
usefully described in this way. As stated by the social exchange theory, when employees perceive 
an op mum degree of support from their organiza on by showing moral virtues like humility, 
love, integrity including a sense of harmony by leaders, workers tend to entertain the idea that 
they have to put in more effort to repay the firm as regards demonstra ng produc ve behaviour 
like job sa sfac on, commitment, work happiness and become more ambidextrous. That means, 
the exhibi on of spiritual virtues and characters and worker produc ve behaviour go in pari-pasu. 
Thus, when leaders act spiritually regarding humility, integrity, love and forgiveness, their 
subordinates will be tempted to reciprocate the goodwill they received, with be er and posi ve 
work a tude or outcome. 
 
 
Concept of Leaders Workplace Spirituality  
The concept of leaders’ workplace spirituality is very complex and dynamic to define as several 
academics have defined it variously, thus, Markow and Klenke (2005) expressed that more than 
seventy defini ons of leaders’ workplace spirituality exist, however, no single, concrete and 
widely accepted defini on has been found s ll. The word spirituality has its origin in La n word 
called spiritus meaning breath, energy, courage, vigor, and soul (Simpson, 1960). The word 
spirituality is usually depicted as a religious word, even so it has a more basic meaning. Spirituality 
may be conceived as the life force that moves us, thus, it is what makes humans different from 
statues and robots. Earlier, Fairholm (1996) defines the term spirit as the vital, refreshing push or 
guide for a person that consequently affects his or her iden ty, values, memories, sense of 
humour which combine leading principles of unity, kinship, internal wisdom and authority. 
Spirituality is the subtle, life cer fying ability in one’s self and others as highlighted by Anderson 
(2000). Likewise, Lean (2002) defined spirituality as a mental disposi on or a tude that 
embraces spirit as integral to one’s job, behaviour, thinking, and success. In order words, it is a 
personal quali es, embedded within self, and it is an unconscious impression that pushes and 
mo vates individuals towards posi ve ends or visions that are beyond self (Fernando, Beale & 
Geroy, 2009). Spirituality was further characterized by Mitroff and Denton (1999) as seeking a er 
a defini ve objec ve throughout everyday life and submi ng to it all through life. Spirituality is 
affiliated to a people own quali es like love, friendship, resilience, fulfillment, obliga on and 
agreeable personal inclina ons towards self and others. It is regarded as a disposi on for self and 
others on the normal premise of affec on, tranquility, certainty, cordial feelings, awareness of 
certain expecta ons etc.  
Frequently, scholars associate search for significance with spirituality which is a common topic in 
the literature on spirituality. Hence, in its most profound form according to Tisdell (2003), 
spirituality is about meaning-making or finding meaning in a person’s life, which means in a 
person’s job or in the design of the universe (Estanek, 2006). In the pursuit for significance, one 
is checking out both the external actual world that is seen by the facul es and the inward 
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profound world that has been influenced and smi en by similar facul es. In another defini on, 
spirituality is associated with unselfish inspira on which is known with the concept of devo on 
(Duval & Carlson, 2019). Hence, a spiritual life is one connected with benevolent deeds. 
Spirituality is to be experienced. It is not passive or latent. It makes life more than physical and 
chemical processes. It is a lifestyle and not a series of enchanted, disconnected encounters.  
Because of the danger of conver ng or persuading just as intrusion of protec on, a few scholars 
have communicated doubt about spirituality in the work environment, contending that it tends 
to be used as an avenue for controlling and taking advantage of workers to meet the ego s cal 
or materialis c des na ons of some leaders (Cavanagh & Bandsuch, 2012). Nonetheless, leaders’ 
work environment spirituality can subsist without changing or forcing followers or employees; 
accordingly, spirituality puts itself out there not in many words or teaching, but in the 
exemplifica on of spiritual quali es like modesty, respectability, and in the showing of spiritual 
conduct like communica ng concern and care. Numerous leadership specula ons set 
accentua on in the need for leaders to verbalize a mo va ng vision, however what is important 
is not so many words but instead ac ons: the degree of posi ve quali es illustrated, the regard 
and sympathy displayed to other people. Spiritual quali es like trus ness, authen city, and 
tranquility have been repeatedly observed to be key element of leaders’ achievement: spiritual 
quality like honesty, has been viewed as the primary component for causing follower regard and 
trust (Meng, 2016). Accordingly, as the leader treats others with respect and empathy, recognize 
others, exhibit fairness, express care, listen a en vely, and appreciate workers’ talents and 
commitments, employees’ work mentality will probably become posi ve.  
The mo ve behind leaders’ workplace spirituality is to seize advantage of the key necessi es of 
the leader and the follower, ensuring spiritual well-being through a sense of calling and 
involvement, assis ng to formulate a vision with esteem propor onality across all people, with 
every organiza onal groups and level (Fry & Cohen 2009). A spiritual leader is that person that 
brings their own quest for meaning and self-awareness and other spiritual characteris cs into 
their job. Today, business associa ons are seeing the need to look beyond the main focus in order 
to make a more solid, more useful associa on. Subsequently, Narayanswamy (2008) 
communicated that spirituality is essen al in leadership to foster balanced leaders. He further 
expressed that if leaders accept their feeling of spirituality they will actually be empowered to 
deal with the conten ons, mysteries and ambigui es that make a significant part of the pressure 
a leader faces.  
Leaders with spiritual characteris cs are frequently viewed as compelling, visionary and ready to 
move past the present impediments (Sikula & Sikula, 2005). Spiritual leaders are viewed to be 
more inspired by the demand to have an effect rather than to just earn enough to go by and will 
be more focused around mutual objec ve or social targets (Speck, 2005). Consequently, spiritual 
leaders are concerned with higher-request demands and tries to formulate a persuasive 
connec on between them and employees. Spiritual leaders are very ac ve and can alter the 
manner others see and act. They assume control over condi ons and impact others' a tude and 
ac vi es with the view of comple ng a shared objec ve which would in the end bring advantage 
for the organiza on at last. Hoppe's (2005) percep on shows that spiritual superiors have the 
power to assemble trust and empathy. This suggests that without the intercession from spiritual 
leaders, trust and empathy would wilt and bite the dust, even inside an ocean of generosity.  
Workers Produc ve Behaviour 
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Workers produc ve behaviour is the inclina on an employee has toward the various parts of their 
workplace (Carpeter, Talya & dan Erdogan, 2009). It is the assessment or individual interests of 
business related focuses of an employee (Rike a, 2008). Worker produc ve behaviour involves 
the different poten al ways a worker is most likely going to turn out in a workplace or in an 
establishment. It clarifies the different commitments a worker is saddled with the responsibility 
to work towards the accomplishment of the organiza onal goals. Employees’ produc ve 
behaviour is the ac vity or conduct that is relevant to the realiza on of organiza ons missions 
(Kuvaas, 2006). It is an outcomes of ac vi es performed by the workers in the organiza on. 
Subsequently, it is the tendency of an employee to react either decidedly or contrarily to his or 
her work environment. Posi ve work perspec ves help to foresee produc ve prac ces; nega ve 
work mentali es help to an cipate unfortunate prac ces. When employees are disappointed 
with their posi ons and low in obliga on to the organiza on, assortment of outcomes may follow 
par cularly if the sen ments are both solid and persevering like mental withdrawal (for instance, 
fantasizing at work), actual withdrawal (for instance, unapproved nona endances, early takeoffs, 
expanded breaks, or work log jams), or much over demonstra ons of animosity and reprisal for 
assumed wrongs. Nega ve work outcome incorporate uneasiness, stress, nona endance and 
turnover goals and lower level of organiza onal responsibility, work performance, work 
sa sfac on, and establishment membership which can contrarily influence the en re 
organiza onal success. Organiza ons exists to succeed and accomplish great goals which can only 
be accomplished via the show of posi ve produc ve behaviour by employees. This has ini ated 
expansion in research on work environment a tude and conduct like employee responsibility, 
work sa sfac on, job bliss and employee ambidexterity because of their latent capacity 
advantages to the individual and organiza ons. This is mainly because employees with posi ve 
produc ve conduct will most likely not exhibit low produc ve behaviour and are typically 
profoundly produc ve who relate to organiza onal aims and organiza onal quali es (Samad, 
2011). Accordingly, Armstrong (2006) communicated that occupa on related perspec ves, for 
instance, work sa sfac on and organiza onal commitment affect the success of the organiza on. 

Methodology 
The study was carried out in DMBs opera ng in the South-South States of Nigeria that included 
Edo, Delta, Bayelsa, Rivers, Akwa-Ibom and Cross River State. We adopted the cross-sec onal 
research design as the research design method and the unit of analysis was at the individual level 
of employees in managerial and non-managerial cadre in the head offices of DMBs in the region. 
The study adopted ques onnaire as the research instrument distributed to 367 respondents as 
the sample size from the study popula on of 7598 employees in the head offices of the 19 DMBs 
in South-South Region of Nigeria. The ques onnaire was a five point Likert structured 
ques onnaire which consist of four ques ons and 5 respond choices with point scales ranging 
from 1 to 5: 1-strongly disagree; 2- disagree; 3- indifference; 4- agree and; 5- strongly disagree for 
each of the variables covered in the study. Leader’s workplace spirituality was used as the 
predictor variable while workers produc ve behavior was the criterion variable. The validity of 
the research instrument was further tested using face and content validity. More so, Cronbach’s 
Alpha was used in tes ng the reliability of the research instrument showing a Cronbach’s Alpha 
greater than 0.7; for the study variables. Furthermore, a total of 319 retrieved ques onnaire from 
the 367 distributed ques onnaire were useful which were used for data analysis using Pearson 
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Product Moment Correla on with 0.05 level of significance given the choice of the confidence 
interval of 95%. 

Data Analysis and Result 
The Associa on between Leaders Workplace Spirituality and Worker Produc ve Behaviour 
Table 1:  Rela onship between leaders workplace spirituality and worker produc ve behavior 
of DMBs in South-South Region of Nigeria 

 variables                   n        r                 
  

df            crt.r          p-value Remarks 

Leaders WS     319    0.983  
 

317         .1045         0.001 Significant 

Worker Productive Behaviour 
 

 
P< 0.05; significant at 0.05 level of significance  
Source: Field Survey Data, 2021. 

Table 1 showed the rela onship between leaders workplace spirituality and worker produc ve 
behaviour of DMBs in South-South Region of Nigeria. The results revealed a very strong and 
posi ve significant rela onship between leaders workplace spirituality and worker produc ve 
behaviour: r (317) = 0.983, crit.r = .1045, p = 0.001, (p < 0.05). The result indicate a direct 
rela onship exist between the two variables, sugges ng that DMBs in South-South Region of 
Nigeria with high work spirituality also reported high work produc ve behaviour. Thus, the null 
hypothesis was rejected, consequently, posi ve and direct significant rela onship exist between 
leaders’ workplace spirituality and workers produc ve behaviour of DMBs in South-South Region 
of Nigeria.  A ached is the sca ered graph on the rela onship.  

 
 
Figure 1: Sca ered graph between leaders workplace spirituality and worker produc ve 
behaviour. 
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Discussions of Findings 
The analysis of collected data in table 1 showed that leaders' workplace spirituality posi vely and 
directly influences workers' produc ve behavior, which is also in accordance with the findings of 
scholars (such as Chen & Yang, 2013; Devendhiran & Wesley, 2017) who have shown that leader's 
ability to inspire people by displaying spiritual virtues has a direct impact on the produc vity of 
workers, who are more inclined to put on produc ve behaviors like sa sfac on, fulfillment, 
ambidexterity and dedica on to the company. Compassion, love, honesty, and humility are all 
characteris cs of great leadership that have a significant influence on staff dedica on, job 
happiness, and the overall success of a business (Macey & Schneider, 2015). Love, honesty, and 
humility, according to Mansor, Ismail, Alwi, and Anwar (2013), are the primary strengths of 
workplace spirituality, which they iden fied and highlighted for workplace leaders. To improve 
worker produc vity and job performance, leaders must cul vate an atmosphere of workplace 
spirituality, which serves as a more stable founda on for employees' produc ve behavior (Kaya, 
2015). Leaders' workplace spirituality not only meets the emo onal needs of workers, but also 
focuses on mee ng the fundamental needs for spiritual survival of the workers by inspiring the 
workers to seek interes ng and meaningful work that enhances their produc ve behavior 
(Guillen, Ferrero & Hoffman, 2015; Fry, 2003). Workplace spirituality focuses on mo va ng 
employees by demonstra ng spiritual beliefs and virtues in the workplace, but it also enhances 
intrinsic mo va on, which leads to more produc ve behavior on the part of employees (Deci & 
Ryan, 2000). 
Leaders' spirituality in the workplace has been shown to have a significant impact on employee 
engagement and produc vity, according to Kazemipour, Amin, and Pourseidi (2012), who found 
that spirituality in the workplace accounted for a 16 percent and 35 percent varia on in employee 
ci zenship behavior and employee commitment, respec vely. Thus, according to Giacalone and 
Jurkiewicz (2003), leaders' workplace spirituality gives employees with a feeling of completeness 
and transcendence that promotes their personal contentment at work. Leaders' workplace 
spirituality helps leaders recognize spiritual quali es reinforced by meaningfulness, which is also 
crucial in ins lling spiritual virtues in the firm's employees (Duchon & Plowman, 2005). It is the 
goal of leaders' spirituality to connect with the basic needs of their followers for emo onal well-
being via membership and significance in genera ng a purpose for each employee that will create 
be er levels of produc ve behavior and commitment (Fry & Matherly, 2006). Thus, spirituality in 
leadership facilitates the processes through which employees strive to iden fy their own calling 
and meaningful life that coincide with common company objec ves, helping to deliver pleasure 
and well-being to the workers in this way employee well-being is enhanced, which leads to job 
sa sfac on, company dedica on and employee pleasure in the workplace (Fry & Slocum, 2008). 
The spiritual prac ces of leaders in the workplace inspire intrinsic drive in employees, which is 
crucial for the effec ve presenta on of produc ve work behavior. Because leaders' displays of 
spiritual virtue aid in the achievement of employees' individual happiness and loyalty, which is 
necessary for increasing their produc ve a tude (Krishnakumar & Neck, 2002). Consequently, 
Pawar (2017) said that leaders who are spiritual may increase the force of collabora on, trust, 
and the efficacy of organiza onal systems toward increased worker produc vity by raising the 
expecta ons of their followers. Leaders who have spiritual values create a goal-oriented and 
worker-oriented atmosphere that encourages good behavior from their employees. As a result, 
the leader/organiza on meets its objec ves, increasing produc vity, decreasing staff turnover, 
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and increasing the survival rate of the company. Worker produc vity improves as a result of the 
spirituality of the company's execu ves, since employees are more likely to iden fy with a leader 
who cares about their well-being. Thus, Akbar, Udin, Wahyudi, and Djastu  (2018) said that 
leaders' spirituality is a key mo vator of posi ve and produc ve employees' a tudes, which in 
turn boosts the firm's overall performance. 
Addi onally, spiritual leadership increases the scope of an employee's thinking to include the 
company's core values, the company's opera onal procedures and systems, and the employee's 
core beliefs and goals as a whole, thereby enhancing their produc vity (Yang, Liu, Wang & Zhang, 
2019). Encouragement of bigger life objec ves, meaningful work and transcendence as well as a 
feeling of community in the workplace aid to foster more produc ve behavior among workers 
(Baykal & Zehir, 2018) that creates an atmosphere where workers feel valued and dedicated, 
which leads to a greater level of posi vity in the workplace. According to Crossman (2011) as 
spiritual leaders s ck to spiritual virtues at workplace, workers are more likely to stay commi ed 
to an organiza on. As a result, employees who have spiritual leaders are more engaged, loyal, 
and eager to follow the leader. Workers who have leaders who prac ce spiritual characteris cs 
have a be er chance of being a ached and pleased in their workplaces than workers who don't 
have such leaders. As a result, leaders with spiritual characteris cs build up employees' feeling of 
belongingness and generate a purpose of meaningfulness inside them, which impacts their 
a tude posi vely. 

Conclusion and Recommenda ons 
According to the findings of this paper, a leader's workplace spirituality has a significant impact 
on workers produc ve behavior of workers of DMBs in the South-South region of Nigeria. As a 
result, we find that leaders’ workplace spirituality has a significant impact on employee 
produc ve behavior. Through the display of workplace spirituality by their leaders, Nigerian DMBs 
in South-South Nigeria can boost their employees' produc ve behavior. When leaders' workplace 
spirituality is poor, organiza ons would report low levels of worker produc ve behavior. 
Consequently, we recommend that leaders of DMBs in the South-south region of Nigeria should 
be more a en ve to the emo ons they express to employees every day within the bank as their 
mood creates a cultural blueprint for employees that determine the employees' level of 
produc ve behaviour. Furthermore, leader of DMBs should constantly encourage and exhibit 
spiritual values and virtues. 
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