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Abstract 
The study examined the relationship between digital work platforms and employee loyalty in oil 
servicing firms in Rivers State. The objectives of the study were to investigate the dimensions 
of digital work platforms and measures of employee loyalty. The research was guided by two 
research questions and corresponding null hypotheses. The study was anchored on Social 
Exchange Theory (SET). A correlational research design was adopted. The population of the 
study comprised 17 oil servicing firms in Rivers State. The sample size was 17 oil servicing firms. 
Census sampling technique was adopted. Respondents were 255 made up of workers in the oil 
servicing firms. Structured questionnaire was used as instrument for data collection. Data were 
analysed using Spearman’s Rank Order Correlation Coefficient at significance level of 0.05 
through SPSS. The findings revealed a moderate positive and significant relationship between 
task automation and emotional attachment. A strong positive and significant relationship was 
identified between remote work and employee dedication. The study concluded that the 
adoption of digital work platforms significantly enhances employee loyalty in its various forms. 
It was recommended among other that oil servicing firms should intensify the optimization of 
task automation  and establish clear remote work frameworks to foster a more loyal and 
dedicated workforce. 
 
Keywords: Digital Work Platforms, Employee Loyalty, and Oil Servicing Firms 
 
Background to the Study 
Employee loyalty is the psychological bond and continuous devotion an employee has toward 
an employer, manifested in discretionary effort, intent to remain, and advocacy for the firm.  In 
the current oil-servicing business where project-based labor, remote operations, and specialized 
technical jobs are frequent employee loyalty is increasingly influenced by digital work platforms 
that mediate how work is assigned, monitored, and rewarded.  By changing job design, 
autonomy, feedback loops, and career trajectories, digital work platforms (DWPs)—which range 
from workforce management systems and remote monitoring dashboards to app-based gig 
platforms and AI-enabled scheduling tools—transform the employment relationship (Švagan, 
2024).  Because of this, platform-enabled elements like algorithmic allocation and performance 
data interact intricately with traditional drivers of loyalty like solid contracts, predictable career 
ladders, and in-person supervision and flexible scheduling (Laker, 2021). 
For oil-servicing firms - companies providing equipment, maintenance, and specialized 
personnel to upstream, midstream, and downstream operators DWPs bring both opportunity 
and risk for loyalty. On the opportunity side, platforms can improve work–life fit through flexible 
rostering and remote diagnostics, speed learning via integrated knowledge repositories, and 
signal investment in employees by offering transparent performance metrics and upskilling 
pathways (Miqdarsah & Indradewa, 2024). These features can enhance employees’ perceived 
employee value proposition (EVP), a critical antecedent of tenure and loyalty identified in 
sectoral studies (Belanger, et al., 2024). Conversely, platform features such as algorithmic 
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control, task atomization, and episodic engagement may erode affective commitment if workers 
perceive precarity, reduced voice, or weakened social ties to the organization (Švagan, 2024; 
Laker, 2021). 
Recent empirical work suggests the net effect of DWPs on loyalty depends on how platforms 
are designed and governed. Studies in platformized sectors show that when platforms 
incorporate transparent rules, opportunities for skill development, and mechanisms for fair 
evaluation, workers express higher trust and stronger episodic loyalty; when platforms 
emphasize short-term matching and opaque algorithms, loyalty tends to be transactional and 
fragile (Švagan, 2024; Cruz, 2023). In oil services specifically, industry analyses note that 
services and equipment firms often have below-average EVP scores and higher attrition 
compared with majors and national oil companies - a gap that digital HR and platform 
innovations can help close if deployed to strengthen career pathways and leadership practices 
rather than merely substituting for human management (Belanger et al., 2024). Based on the 
premise, this study seeks to examine the relationship between digital work platforms with its 
dimensions such as task automation, knowledge management system, remote work and 
employee loyalty with its measures such as emotional attachment, continuance commitment, 
and dedication in oil servicing firms in Rivers State. 
 
Statement of the Problem 
Employee loyalty represents a vital component of organizational success, especially in the oil 
servicing industry, where technical expertise, safety consciousness, and consistent performance 
are essential to operational continuity. Loyal employees not only exhibit commitment and 
reduced turnover intentions but also contribute to higher productivity, better service delivery, 
and improved client satisfaction. However, in recent years, the increasing adoption of digital 
work platforms by oil servicing firms in Rivers State has transformed traditional employment 
relationships. These platforms are used to manage work assignments, monitor performance, 
and facilitate communication, yet their impact on employee loyalty remains uncertain. While 
digital platforms promise flexibility, transparency, and efficiency, they may also create 
perceptions of surveillance, job insecurity, and emotional detachment, which can undermine 
long-term commitment among employees. 
Most oil servicing firms in Rivers State have invested heavily in digital tools to coordinate 
operations across multiple sites, manage offshore activities, and connect remote workers. 
Despite these technological advancements, many of these firms continue to experience high 
employee turnover, declining morale, and reduced organizational identification. This suggests 
a possible disconnect between the adoption of digital work platforms and their intended human 
resource outcomes. However, existing studies on employee loyalty have largely focused on 
traditional organizational settings, leaving a gap in understanding how digitalized work 
environments influence loyalty in high-risk, project-based sectors such as oil servicing. Hence, 
the current study therefore seeks to fill this gap by examining the relationship between digital 
work platforms with its dimensions such as task automation, knowledge management system, 
remote work and employee loyalty with its measures such as emotional attachment, 
continuance commitment, and dedication in oil servicing firms in Rivers State. 
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Conceptual Framework 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 1.1: Conceptual framework showing digital work platforms and employee loyalty. 
Source: Dimensions of digital work platforms were adopted from Švagan, (2024). While 
measures of Employee Loyalty were adopted from Osho, (2023). 
 
Aim and Objectives of the Study 
The main purpose of the study is to examine the relationship between digital work platforms 
and employee loyalty in oil servicing firms in Rivers State. Specifically, the study seeks to: 
1. investigate the relationship between task automation and emotional attachment in oil 

servicing firms in Rivers State. 
2. assess the relationship between remote work and dedication in oil servicing firms in 

Rivers State. 
 
Research Questions 
The following research questions guided the study: 
1. What is the relationship between task automation and emotional attachment in oil 

servicing firms in Rivers State? 
2. What is the relationship between remote work and dedication in oil servicing firms in 

Rivers State? 
 
Research Hypotheses 
The following research hypotheses were formulated and tested: 
H01: There is no significant relationship between task automation and emotional attachment 

in oil servicing firms in Rivers State. 
H02: There is no significant relationship between remote work and dedication in oil servicing 

firms in Rivers State. 
 
Conceptual of Digital Work Platforms 
Digital work platforms are technology-enabled systems designed to facilitate, coordinate, and 
manage work-related activities through digital interfaces. They include applications, software, 
and online tools that enable communication, collaboration, project tracking, and performance 
evaluation among employees and organizations (Miqdarsah & Indradewa, 2024). These 
platforms operate across various forms from internal enterprise systems like knowledge 
management tools and workflow automation software to external platforms that connect 
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employers with freelance or remote workers. “In the contemporary workplace, particularly 
within technologically intensive sectors such as oil servicing, digital work platforms have become 
indispensable tools for operational efficiency, workforce coordination, and strategic decision-
making (Švagan, 2024). 
The growing adoption of digital work platforms has transformed traditional employment 
relationships by introducing new models of work distribution, supervision, and engagement. In 
oil servicing firms, these platforms support remote monitoring of field operations, data analytics 
for maintenance forecasting, and virtual collaboration across multiple project sites. According 
to Belanger, et al. (2024), the oil and gas industry has increasingly relied on digital platforms 
to connect workers across offshore and onshore sites, enhancing safety, communication, and 
productivity. However, while these technologies improve operational efficiency, they also 
reshape employee experiences, expectations, and perceptions of loyalty. 
 
Task Automation: Task automation refers to the application of digital technologies, artificial 
intelligence (AI), and software systems to perform repetitive, structured, or rule-based tasks 
with minimal human intervention. It involves the integration of algorithms, sensors, and data-
driven tools to streamline workflows, minimize errors, and enhance operational efficiency. In 
organizational settings, task automation serves as a core component of digital transformation, 
redefining how work is organized and executed (Adeyemi & Uzochukwu, 2023). Within oil 
servicing firms, task automation is increasingly employed in equipment maintenance, logistics 
management, safety monitoring, and data processing to reduce downtime and optimize 
productivity. By transferring routine tasks to automated systems, organizations can allow 
employees to focus on more strategic and innovative functions, ultimately improving 
performance outcomes (Okoro & Igwe, 2024). 
The implementation of task automation in oil servicing operations supports precision and 
consistency, especially in high-risk environments where human error can lead to costly 
incidents. For instance, automation in drilling and maintenance tasks enhances accuracy and 
reduces exposure to hazardous conditions. Moreover, automated data systems enable real-time 
monitoring and predictive maintenance, ensuring that potential equipment failures are detected 
early. According to Adebayo (2022), organizations adopting automation technologies report not 
only operational gains but also improved employee efficiency due to the reduction of 
monotonous work. However, these advancements also introduce challenges related to job 
security, employee adaptation, and trust in technology-driven decision-making. 
 
Remote Work: Remote work refers to a flexible work arrangement that allows employees to 
perform their job responsibilities outside the traditional office environment by utilizing digital 
communication, collaboration, and monitoring technologies. It is a model enabled by 
technological advancements such as cloud computing, virtual private networks, and digital work 
platforms that facilitate connectivity across geographical boundaries (Ikechukwu & Adeola, 
2023). In the context of oil servicing firms, remote work has become increasingly relevant due 
to the need for real-time coordination among field engineers, offshore operators, and 
administrative staff. This mode of work enables employees to perform essential functions such 
as data analysis, project coordination, and technical supervision from remote or hybrid locations 
while maintaining productivity and operational oversight (Okafor & Ogbonna, 2024). 
Remote work has been found to improve work–life balance, reduce commuting stress, and 
increase employee satisfaction when adequately supported with technology and clear 
communication channels (Obi & Ekanem, 2022). For oil servicing firms in Rivers State, remote 
work offers the opportunity to attract and retain skilled professionals, particularly in technical 
and administrative roles, without the constraints of physical presence. However, it also 
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introduces new challenges related to performance evaluation, collaboration, and maintaining 
employees’ sense of connection and loyalty to their organizations. 
 
Concept of Employee Loyalty 
Employee loyalty refers to the level of commitment, trust, and long-term dedication an 
employee demonstrates toward their organization. It encompasses an employee’s willingness 
to remain with the company, contribute to its success, and advocate for its values even in the 
face of challenges (Adebisi & Omoregba, 2023). Loyal employees tend to exhibit higher 
productivity, lower turnover intentions, and stronger alignment with organizational goals. In the 
context of oil servicing firms, where operations are technically demanding and safety-driven, 
employee loyalty plays a crucial role in ensuring consistent performance, teamwork, and 
adherence to operational standards. Loyalty in such environments extends beyond contractual 
obligations, reflecting a psychological and emotional attachment to the organization’s mission 
and culture (Onyema & Ijeoma, 2024). 
Employee loyalty can be categorized into affective, continuance, and normative dimensions. 
Affective loyalty reflects emotional attachment and identification with the organization; 
continuance loyalty involves the perceived cost of leaving; and normative loyalty relates to a 
sense of moral obligation to remain (Ezeh & Okonkwo, 2022). These dimensions collectively 
influence how employees respond to organizational policies, leadership, and technological 
changes. In today’s digital era, loyalty is increasingly shaped by the organization’s ability to 
create meaningful work experiences through fairness, recognition, and effective communication 
often mediated by digital work platforms. When employees perceive that the organization values 
their contribution and invests in their development, their commitment and retention rates 
increase significantly (Adamu & Isah, 2023). 
 
Emotional Attachment: Emotional attachment refers to the affective bond that employees 
develop toward their organization, characterized by feelings of belonging, pride, identification, 
and personal connection with the company’s goals and values. It is an essential component of 
affective commitment, influencing employees’ willingness to remain in the organization and 
perform beyond formal expectations (Akinwale & Daramola, 2023). Emotional attachment arises 
when employees perceive fairness, recognition, and respect in their work environment. In oil 
servicing firms where the nature of work is demanding, hazardous, and highly technical 
emotional attachment helps foster trust, teamwork, and organizational stability. Employees who 
feel emotionally connected to their organization are more likely to demonstrate loyalty, resist 
external job offers, and maintain high morale even under challenging operational conditions 
(Okoye & Edeh, 2024). 
This attachment is often cultivated through positive workplace relationships, supportive 
leadership, and alignment between personal and organizational values. When leaders 
communicate effectively, provide feedback, and show empathy, employees develop a deeper 
psychological connection that strengthens their commitment (Ugochukwu & Hassan, 2022). In 
contrast, environments marked by poor communication, excessive digital control, or lack of 
recognition can erode emotional attachment, leading to disengagement and turnover. The 
introduction of digital work platforms in oil servicing firms has further influenced how emotional 
attachment is formed. While digital systems enhance collaboration and information sharing, 
overreliance on virtual interactions can reduce interpersonal connection if not complemented 
by human-centered management practices (Ezenwa & Adebayo, 2023). 
 
Dedication: Dedication refers to an employee’s strong sense of enthusiasm, commitment, and 
pride in performing job responsibilities and contributing to organizational success. It embodies 
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an individual’s passion for work, perseverance in the face of challenges, and willingness to go 
beyond the minimum requirements of their role (Adebayo & Olatunji, 2023). Dedicated 
employees demonstrate high energy, resilience, and a proactive attitude toward achieving both 
personal and organizational goals. In the context of oil servicing firms, dedication is a critical 
behavioural trait, as the industry demands precision, teamwork, and consistent adherence to 
safety and operational standards. Dedication not only enhances performance but also 
strengthens employee loyalty, as individuals who are deeply committed to their work are less 
likely to leave the organization (Eze & Ofor, 2024). 
Dedication is often linked to the broader concept of work engagement, which includes vigor, 
absorption, and devotion to one’s duties. When employees are dedicated, they perceive their 
work as meaningful and align their personal goals with the mission of the organization (Okon & 
Ekanem, 2022). This sense of purpose creates a psychological bond that motivates employees 
to invest greater effort, even in demanding environments such as the oil servicing industry. 
Furthermore, the presence of digital work platforms and supportive management practices can 
enhance dedication by providing clarity, recognition, and opportunities for professional growth. 
For example, digital monitoring tools that track progress and reward outstanding performance 
can reinforce a culture of commitment and accountability (Olawale & Effiong, 2023). 
 
Theoretical Review 
Social Exchange Theory (SET): Social Exchange Theory, developed by Blau (1964), posits 
that relationships within organizations are based on reciprocal exchanges between employees 
and employers. When employees perceive that their organization provides valuable resources 
such as supportive digital work platforms, access to communication tools, and fair treatment 
they respond with positive attitudes such as loyalty, dedication, and long-term commitment. In 
the context of digital work platforms, when employees experience ease of collaboration, 
transparency, and empowerment through technology, they are likely to reciprocate with 
emotional attachment and continuance commitment (Ogunleye & Eze, 2023). For oil servicing 
firms in Rivers State, the use of efficient digital systems that simplify work processes and 
promote trust strengthens the employee–organization relationship, reducing turnover 
intentions. 
 
Assumptions of Social Exchange Theory (SET) 
1. Relationships Are Based on Reciprocal Exchange: This assumption holds that 
interactions between employees and the organization are governed by mutual exchange. 
Employees invest their time, skills, and loyalty, while organizations reciprocate through 
supportive digital work systems, fair policies, and professional growth opportunities. When 
employees perceive that digital platforms make their work easier and that management values 
their contributions, they reciprocate with loyalty, dedication, and sustained performance. 
2. Rewards Influence Employee Commitment: SET assumes that individuals evaluate 
relationships based on perceived rewards and benefits. In this study, the rewards may come in 
the form of access to efficient digital tools, training opportunities, and improved communication 
through technology. When digital platforms enhance efficiency and recognition, employees view 
the organization positively and develop a stronger emotional and continuance commitment to 
it. Conversely, when digital systems are unfair or excessively monitored, the perceived rewards 
diminish, weakening loyalty. 
3. Fairness and Trust Strengthen Exchange Relationships: Social Exchange Theory 
posits that fairness and trust are central to sustaining long-term relationships. Employees 
remain loyal when they trust that the organization will continue to provide equitable 
opportunities and transparent digital practices. Within oil servicing firms, fairness in how digital 
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platforms are used for evaluations, task assignments, or communication promotes trust, which 
in turn strengthens emotional attachment and commitment. 
4. Cost–Benefit Evaluation Determines Employee Behaviour: According to SET, 
individuals weigh the potential benefits against the costs of maintaining a relationship. In this 
study, employees assess whether the digital work environment provides sufficient value such 
as learning opportunities, convenience, or job stability relative to its demands or stressors. 
When the benefits outweigh the costs, employees are more likely to remain loyal and engaged. 
If the perceived costs (e.g., digital overload or surveillance) are higher, loyalty tends to decline. 
5. Long-Term Relationships Evolve Through Continuous Interaction: SET assumes that 
loyalty and commitment develop over time through repeated positive exchanges. In oil servicing 
firms, continuous exposure to supportive digital platforms fosters familiarity, trust, and 
satisfaction. Over time, these positive digital experiences evolve into emotional attachment and 
long-term commitment. Thus, employee loyalty is not instant but cultivated through consistent 
and rewarding interactions facilitated by technology. 
 
Implication of Social Exchange Theory (SET) to this study 
The relevance of Social Exchange Theory (SET) to this study on digital work platforms and 
employee loyalty in oil servicing firms in Rivers State lies in its ability to explain the reciprocal 
nature of the employer–employee relationship within a technologically driven work 
environment. SET provides a theoretical foundation for understanding how employees’ loyalty 
is influenced by the perceived fairness, support, and benefits derived from digital work platforms 
provided by their organizations. When employees perceive that these platforms enhance their 
productivity, communication, and work-life balance, they are likely to reciprocate with higher 
levels of emotional attachment, dedication, and continuance commitment. Conversely, if the 
digital systems are perceived as exploitative, stressful, or unfairly managed, employees may 
withdraw or exhibit low loyalty. Thus, SET underscores that employee loyalty in digitalized work 
settings is not automatic but is built through consistent, fair, and mutually beneficial exchanges 
between employees and employers facilitated by technological tools and systems. 
 
METHODOLOGY 
The study adopted a cross-sectional survey research design. The population of the study was 
17 registered oil servicing firms in Rivers State. Data obtained from finelib (2025). They were 
chosen because they were accessible and functional as at the time of carrying out this study. A 
census sampling technique was used because the population was small. Respondents were 255 
workers drawn across various occupational categories to ensure broad representation. Data 
were collected using a self-designed questionnaire. The instrument was validated by experts, 
and its reliability was confirmed through a test–retest procedure, yielding a coefficient of 0.71, 
which indicated acceptable consistency. Questionnaires were administered to respondents 
across the firms, and completed copies were retrieved. A total of 255 copies were administered 
across 17 oil and gas servicing companies in Rivers State. Out of these, 211 copies were 
successfully retrieved, while 44 copies were not returned, representing an overall retrieval rate 
of 83%. Data were analysed using mean and standard deviation, while hypotheses were tested 
with Spearman’s Rank Order Correlation Coefficient at a 0.05 significance level via SPSS.  
 
Results 
H01: There is no significant relationship between task automation and emotional attachment in 
oil servicing firms in Rivers State. 
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Table 1: Correlations between task automation and emotional attachment 

 

Task 

Automation 

Emotional 

Attachment 

Spearman's rho Task 

Automation 

Correlation 

Coefficient 

1.000 .342** 

Sig. (2-tailed) . .000 

N 211 211 

Emotional 

Attachment 

Correlation 

Coefficient 

.342** 1.000 

Sig. (2-tailed) .000 . 

N 211 211 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: Survey data, 2025 
The correlation result in table 1 shows a Spearman’s rho coefficient of 0.342 with a p-value 
of 0.000, indicating a moderate positive and statistically significant relationship 
between task automation and emotional attachment among employees of oil servicing firms in 
Rivers State. Since the p-value is less than the 0.01 significance level, the null hypothesis (H₀₁), 
which states that there is no significant relationship between task automation and emotional 
attachment, is rejected. This implies that as automation increases improving efficiency, reducing 
workload, and minimizing errors employees tend to develop stronger emotional attachment to 
their organizations. 
 
H02: There is no significant relationship between remote work and dedication in oil servicing 
firms in Rivers State. 
 
 
 

Table 2: Correlations between remote work and dedication 

 Remote Work Dedication 

Spearman's rho Remote Work Correlation 

Coefficient 

1.000 .631** 

Sig. (2-tailed) . .000 

N 211 211 

Dedication Correlation 

Coefficient 

.631** 1.000 

Sig. (2-tailed) .000 . 

N 211 211 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: Survey data, 2025 
Table 1 reveals a Spearman’s rho correlation coefficient of 0.631 with a p-value of 0.000, 
indicating a strong positive and statistically significant relationship between remote 
work and dedication among employees in oil servicing firms in Rivers State. Since the 
significance level is below 0.01, the null hypothesis (H₀₃) is rejected. This implies that remote 
work arrangements enhance employees’ dedication by providing flexibility, autonomy, and 
improved work-life balance. Employees who are allowed to work remotely tend to be more 
focused, enthusiastic, and willing to go the extra mile in achieving organizational goals. 
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Discussion of Findings 
Task Automation and Emotional Attachment 
The findings showed a moderate, positive, and statistically significant relationship between 
task automation and emotional attachment among employees of oil servicing firms in Rivers 
State, indicating that increased automation strengthened employees’ emotional connection 
to their work and organization. This relationship suggests that automation enhances 
efficiency, reduces stress, and minimizes repetitive tasks, thereby fostering job satisfaction 
and a sense of value and motivation. The result supports studies by Olaoye and Adebanjo 
(2023) and Adebayo and Olufunke (2022), which found that automation boosts morale and 
emotional connection, though it contrasts slightly with Mohammed et al. (2023), who 
warned that excessive automation may reduce emotional ties. Overall, the findings highlight 
that when appropriately managed, automation functions as a supportive tool that enhances 
both performance and emotional attachment, contributing to greater organizational loyalty.” 
 
Remote Work and Dedication 
The findings showed a strong positive and statistically significant relationship between 
remote work and dedication among employees of oil servicing firms in Rivers State, 
indicating that increased access to remote work opportunities enhanced employees’ focus, 
enthusiasm, and commitment to their roles. This relationship suggests that remote work 
improves work-life balance, reduces stress, and fosters trust, leading to higher engagement 
and dedication. The result aligns with studies by Oladipo and Ajayi (2023) and Ogunleye 
and Bello (2022), which found that flexible and remote work arrangements increase 
dedication and job satisfaction, as well as Chukwu and Okeke (2024), who noted that 
remote work strengthens emotional connection when supported by digital tools and clear 
evaluation systems. Overall, the study highlights remote work as a strategic practice that 
promotes employee motivation, autonomy, and sustained commitment. 
 
CONCLUSION 
The study revealed that digital work platforms specifically task automation and remote work 
had significant positive relationships with the two dimensions of employee loyalty in oil 
servicing firms in Rivers State: emotional attachment and dedication. These findings indicate 
that employees develop stronger loyalty when organizational processes are automated and 
flexible work arrangements are provided. Grounded in Social Exchange Theory, the results 
suggest that employees reciprocate organizational support enabled by digital tools with 
higher commitment and engagement. Overall, the study concludes that strategically 
adopting digital technologies enhances both operational efficiency and the psychological 
connection employees have with their organizations, thereby promoting a loyal, motivated, 
and sustainable workforce. 
 
RECOMMENDATIONS 
The following recommendations was made among others that: 
1. Oil servicing firms should intensify the adoption and optimization of task automation 

technologies to simplify workflows and minimize repetitive tasks. 
2. Oil servicing firms should establish clear and supportive remote work frameworks that 

balance flexibility with accountability. 
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