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ABSTRACT
This study investigated the Effect of Change Management on Job Satisfaction in Kam-Wire Manucaturing Organisation, the objectives of this study are to; investigate the impact of organizational change management on job 	satisfaction in 	Kam-Wire manufacturing firm; ascertain the relationship between organizational change on job satisfaction; identify the flexibility and adaptability to organization environment; and to assess the impact of managerial innovation to job environment. The research design adopted for this study was the descriptive survey design. A total number of 100 respondents were selected from the entire staff of first bank and questionnaire was distributed to them to obtain information and SPSS was used to analyzed the data. . A total number of 100 questionnaires were distributed to the staff of kam-wire manufacturing firm. Out of this, a total number of 80 were able to retrieved. The study revealed that the need for change brings a far-reaching impact on organization, its employees, and its pertinent stakeholders. It was also discovered that the organizational change comes with different challenges and it can significantly disrupt expectations about important issues or events. Therefore, it was recommended that the new roles should be concisely explained to the respective employees prior to implementing change, to stifle out any doubts, fears or resistance. It was also recommended that goals and objectives should be frequently redefined and relayed to all employees. This shall aid towards clearing up any misunderstanding and possible resistance to change.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the study 
The research is to assess the effect of change management on job satisfaction. Change is an effort that consist of actual physical changes to operation and different emotional stimulation which is painful in work place, though we all rationally recognize that progress means change and that we all need change to progress, but not even the prospect of attaining benefits from change will make every one ready  and willing. Change is intensively personal and Pistersen (2002) reckons that “for many people the specter of change produces what is sometimes called the factor fear, uncertainty and doubt”. Since change is widely accepted as almost top-down and induced the management, this also resist change, imposing an imperative for manager to overcome the resistance before it could bring the change forward.
Change is inevitable and there is general consensus that job satisfaction is influenced by a combination of job characteristics (role ambiguity, skill variety,) industrial (age, work, valued and organizational characteristics (readership or organizational age) the organizational change is out study is very complex as it revolves organizational downsizing, growth, job redesigned and change in organizational strategy. Focusing on more business like behavior. These different changes may affect job satisfaction differently. 
The recent global economic downturn among other internal and external challenges has created business organizations to strategically position themselves in order to survive the competitive environments which they operate. As a result, businesses across the world are constantly changing their operations and re-strategizing to overcome the stiff competition existing in the business world. it has been observed that seven important environmental challenges to businesses in recent times include rapid change, rise of the internet, workforce diversity, legislation, evolving work and family roles, globalization, skill shortages and rise of the service sector (gomez-meija, balkin, &crndy, 2015). Interestingly, change is an indispensable phenomenon in the life of every organization. thompson Strickland & gamble (2010) also observe that in the current business environment, many companies operate in industries characterized by rapid technological change, short product life cycles, competitive main curves, fast-evolving customer requirements and expectations, all of which occur in a manner that creates swirling market conditions and uncertainty. In fact, Armstrong (2013) identifies two main types of change: strategic and operational change. According to him, strategic change deals with broad, long-term and organization-wide issues such as strategic vision, mission and corporate philosophy. on the other hand, operational change relates to new systems, procedures, structures and technology that have immediate effect on work arrangements within a part of an organization.   

1.2	Statement of the problem 
One commonly used definition of “Managing change” refers to making of change in the planned and systematic manners with both parallel and sequential steps designed as part  Cof a comprehensive change management strategy. Basically, the objective in organizational change is to affectively implement new approaches, system and solutions in ongoing and functioning organization. Change is often viewed as problem organizations faces and how to motivate employees because of different output level (performance) by various employees, some perform extremely better than others the problem of job satisfaction range from poor pay, poor welfare scheme, poor health and transport programme and lack of habitable accommodation for staff.
1.3 Research Questions
a. To assess the impact of organizational change management on job satisfaction in 	Kam-wire organization in ilorin kwara state?
b. To know the relationship between organizational change in job satisfaction?
c. What is the flexibility and adaptability to organization environment?
d. What is the impact of managerial innovation to job environment?
1.4 Objectives of the study 
To investigate the impact of organizational change management on job satisfaction Kam-wire organization in Ilorin kwara state.
i. To ascertain the relationship between organizational change on job satisfaction
ii. To identify the flexibility and adaptability to organization environment
iii. To assess  the impact of managerial innovation to job environment 
1.5 Research hypotheses	
H1 	There is no significance relationship between organization change and job 	satisfaction 
H2 	There is significance relationship between effective communication and person                   	environment interaction.
H3 	There is significance relationship between managerial innovation and job 	environment. 
H4 	There is significance impact on flexibility, job environment and organization 	environment	
1.6	Significance of the study  
The significance of the study cannot be over emphasized, the management of Kam-wire organization in ilorin kwara state would benefit from the study, because it will enable them to know the reason for organizational change and the employees will also see the need to adapt to change so as to increase their productivity. The reason is that business world is moving fast and any organization that fail to recognize change will not be able to compete in business environment. The work will serve as source of references for future researchers that may like to further studying on the subject matter. 



1.7	Scope of the study 
The study is to assess the impact of change management on job satisfaction with particular reference to Kam-wire organization in Ilorin kwara state. The study will span 2006-2018.
1.8 	Definition of terms
TECHNOLOGICAL
INCUBATION
SMALL SCALE
 BUSINESS PERFORMANCE
















CHAPTER TWO
LITERATURE REVIEW
2.0 	INTRODUCTION
Chapter one broadly introduced the research aim and objectives and presented an overview of the organization of this research project. but this chapter reviews explain critically the conceptual issues as well as the conceptual review of the study, the theoretical literature as well as reviewing the empirical literature related to the study.
2.1	Conceptual Clarification
2.1.1 Concept of job satisfaction 
There is general; consensus that job satisfaction is influenced by a combination of job characteristics (role ambiguity, skill variety) individual (age, work values) and organizational characteristics (leadership organizational age) (e.g. Glisson & Durick, 2017, Kalleberg 20018). Organizational change and reorganizations may influence job and organizational characteristics and as a result, job satisfaction. According to Mack.(2010) organization change causes employees to alter their ways of working. Based on their research, Mack (2010).conclude that, in general organizational changes result in increasing levels of job dissatisfaction, mainly as a result of increased uncertainty during the process of change. However, many scholars present different relationships between organizational change and job satisfaction. Main reason for this is the wide variety of organizational changes being studies. Organizational change can take different forms. Reorganizing the work practices, job redesign, organizational growth, organizational downsizing. Moreover, while some changes affect the entire organization, other changes affect only specific divisions, teams or jobs.
The organizational change in our study is very complex as it involves organizational downsizing, growth, job redesign and a change in organizational strategy, focusing on more business-like behavior. Those different changes may affect job satisfaction differently. According to Svensen (2007) job satisfaction will decrease if previous experiences with downsizing are negative. On the other hand, if previous experiences are positive this decrease in job satisfaction will not occur. Cross and Travaglione (2014) argue that organizational downsizing will result in higher levels of job satisfaction as the remaining employees will be happier than those who left. An important assumption here is that the least satisfied employees will (have to) leave the organization, which is not necessarily true in all organizational downsizing processes. With regard to work characteristics, organization downsizing results in increasing levels of work load when the same work has to be carried out by less employees. Following Karasek’s Model (2012), increasing workloads (job demands0 with the same amount of decision latitude will result in lower levels of job satisfaction.
Organizational growth (resulting in growing numbers of employees) in general results. In decreasing levels of job satisfaction (Beer, 2013). Organizational growth often results in many other (Organizational) changes in, for example leadership styles, organizational structure and employee’s attitudes that have negative effects on job satisfaction. Based on an extensive literature review Beer (2013) concludes that larger organizations report lower levels of job satisfaction. Based on Karasek’s model, more formalization and a larger distance towards colleagues and superiors decrease the levels of decision latitude, resulting in decreasing job satisfaction. Field and Johnson (2009) studied the effects of organizational growth in a volume association, mainly employing volunteers that grew from a single location small firm to a large organization operating from several different locations. The growth process involved incorporating more bureaucratic processes to manage the work processes and employees (including the volunteers), resulting in demotivation and lower levels of commitment. These concepts correlate with job satisfaction (Malhieu and Zajac, 2014).
Another important finding in field and Johnson’s case was that the changes heavily affected the volunteers work, but the volunteers were not involved in any decision making resulting in reduced commitment among the volunteers.
Job design is one of the main determinants of job satisfaction (Humphrey et al, 2007). Important models indicating this relationship includes the job demand-decision latitude model (Karasek, 2016), the job characteristics model (Hackman and Oldham, 2009) and the job Demands Resources model (Demerouti, 2001). Salanok and Pfeffer (2009) and Griffin (2001) show that job redesign result in improved job satisfaction when the job redesign results in an improved fit between job characteristics and employed needs or expectations. According to Karasek (2013) job redesign results in increased job satisfaction when decision latitude increases.
Increased levels of job satisfaction occur directly after the redesign process after which it stabilizes or declines to previous levels (Griffin, 2008). In an experiment by Hackman (Described in Salancik and Pfeffer, 2014) job satisfaction was measured before and after job redesign. Three kinds of job ‘redesign’ were conducted: job enrichment, no change and reduction of job variety. The results were positive for all three kinds of changes after the redesign process job satisfaction was higher than before. Salancik and Pfeffer conclude that the worker’s expectations were already focused towards the changing work characteristics and, therefore, influenced the worker’s expectation. They suggested that focusing on the dissatisfying work characteristics may have a positive effect on the experience of changing these characteristics. This is also known as the Hawthorne effect (see e.g. Blumberg, 2016). Based on these theories, we concluded that job redesign positively influences job satisfaction when it meets at least one or two characteristics: first job satisfaction increases if the job characteristics fit, secondly job satisfaction increases if the redesign process is aimed at changing dissatisfying work characteristics. The first characteristics results in the most sustainable increase in job satisfaction.
An organizational change aimed at a more business-like attitude requires a major transformation of the organizational culture (Gebhart et al, 2016). This will affect worker motivation and cooperation between workers. Noblet . (2016) showed that introducing private sector management strategies in public sector organizations resulted in structural, cultural and procedural changes that had negative effects on job satisfaction. Especially the focus on fund raising and accountability results in mixed feelings among volunteers as they are mostly intrinsically motivated to help people in need, not by efficiency (Field and Johnson, 2018).
2.1.2 Change management 
One commonly used definition of “managing change” refers to the making of change in a planned and systematic manner with both parallel and sequential steps designed as part of a comprehensive change management strategy. Basically, the objective in managing change is to effectively implement new approaches, systems and solutions in an ongoing and functioning organization. Throughout the process of implementing change, the organization controls the process and makes any mid-course corrections, as necessary and demanded by changing events. One of the most frequently occurring examples of this change is the application of IT to managing various organizational functions and outputs.
However, in most cases, such changes are triggered by events outside the organization such as market factors, new government policies or regulations, promulgation of new performance standards, changes in market structure, etc Dalziel, Murray and Schoonove (2015).
Typically, the organizations have little or no control over such factors but must quickly adapt to the changes necessitated by such events in order to.
i. Maintain their competitiveness,
ii. Continue to provide high quality and reliable service or product, and
iii. 	Continue to grow and be financially sustainable and profitable. Moohrman, Allan Mohrmann, Ledford, Cummings, and Lawler J. S (2010) stated that “managing change” is to respond to outside factors over which the organization has little or no control. The passage of the electricity Act 2013, the establishment of regulatory commissions in most states in India, and the emergence of new either autonomous or fully private distribution companies in India are examples of events external to the power industry and necessitate that changes be designed and implemented to serve the customer well. The Rural Electrification policy of the government of India is another example of a change external to the State Electricity Boards (SEBs) and distribution utilities that mandates a fundamental change in the power distribution business in India.
2.1.3 Flexibility and Adaptability to organization Environment
One of the most important qualities that a leader needs is flexibility and adaptability to the organization environment. Markets, by nature, a dynamic. Effective public sector governance requires continuous development of new policies and regulations in order to both promote the markets and ensure the provision of reliable, affordable, and acceptable quality of product/services. Therefore, any organization, especially the distribution utilities in India, are operating in a rapidly changing external environment which mandates that the organization be well prepared to change along with the changing environment. It is a leadership challenge to mould organizations to adapt to changes. Market forces further mandate that the change be anticipated and change implementation be proactive so that the organization is not left behind and set itself up for failure. How do good leaders do this? First, a good leader needs to be abreast of impending changes in the environment. This is accomplished by the leader through what is commonly referred to “networking” attending various conferences, national meeting, public hearings in the government legislative bodies and regulatory agencies, involvement in community event; keeping abreast of latest developments through news media and corporate meetings, and developing or acquiring an ability to translate vast quantities of data to information to facilitate change decisions.
The ability or degree of willingness to which one adapts in such situations essentially determines one’s level of flexibility-and possibly the heights they will achieve in the future. Here we’ll take a look at four skills to nurture as you embark on developing your team’s ability to adapt 
· Think creatively 
	Your team should be encouraging to explore different avenues for fostering creativity and 	accomplishing work goals with a new mindset.
· Embrace ambiguity 
	It is key for companies to encourage an environment where change is embraced, even 	when ambiguity is involved  
· exercise emotional intelligence 
	A much discussed focus of self-management skill courses, particularly those offered in graduate business programs, emotional intelligence means controlling and filtering one’s 	emotions in a constructive manner. This lead to easier adaptation when working with new 	teams and developing a better rapport with colleagues.
· Shift focus
	The ability to maintain or shift focus in accordance with an organization’s changing priorities is another critical skill that indicates higher level of adaptability and flexibility in employees. Those who maintain consistent focus on individual and teams based operational goals while using creative and critical thinking processes to solve challenges are critical in dynamic environment.
These are some of the top elements for building a workforce that is adaptable and flexible.With the adaptability of the business environment companies, the evaluation of flexibility is related, which is often associated with the ability of companies to respond and to adapt to changing and new situations. In the turbulent and dynamic business environment this flexibility depends on the diversity of skills owned by managers at different levels of management and its speed. 
2.1.4 Trust and Organizational Change
Studies have shown that trust in leaders is an important element of organizational change, either as an antecedent or consequence of relationships at work (saunders and thornhill, 2013; neves and caetano, 2019). For instance, lester and Kickul (2011) found that in a 32-item list of psychological contract valued most by employees, participants ranked trust and respect, open and honest communication as second and third respectively in importance. According to mollering (2016), trust develops from favorable expectations based on interpretations of reality aided by a suspension of disbelief and a leap of an individual’s faith. Research has also suggested that key attributes of employee participation, such as open communication, expressing new ideas, shared vision and common direction, as well as mutual respect, are key elements in fostering trust and managing organizational change (nyhan, 2010). in addition, inclusion and participation of employees into decision-making processes also indicates both the organization’s and management’s trust in their employees (erturk, 2018,). Similarly, studies have revealed that among others, one of the antecedents of perceptions of trust in the organization is contributions from employees (rhoades  2017; husted and michailova, 2012). This implies that employees may develop a certain trust for management and the organization when they feel they are valued, as well as partakers and contributors to organizational decisions. In effect, their trust in management may be affected should they experience non-involvement or perceive that their contributions don’t matter. for instance, lines., (2015) discovered that trust in management increases through participation in decision-making but decreased when employees experienced emotional strain.  it must be pointed out that the issue of trust is linked to the perception of fairness as demonstrated by frazier .(2010) who found a strong relation between perception of fairness and trust in immediate supervisor and higher-level management. As a result of these findings, it is expected that in managerial decisions regarding change, consideration would be given to the effect on employees and not only how it affects the organization’s performance.  
2.1.5 Effective communication
People in organizations typically spend over 75% of their time in an interpersonal situation; thus it is no surprise to find that at the root of a large number of organizational problems is poor communications. Effective communication is an essential component of organizational success whether it is at the interpersonal, intergroup, intragroup, organizational, or external levels. In this chapter we will cover the basic process of communication and then we will cover some of the most difficult communication issues managers’ face-providing constructive and effective feedback and performance appraisal 
· Effective communication requires deciphering the basic values, motives, aspirations, and assumptions that operate across geographical lines. Given some dramatic differences across cultures in approaches to such areas as time, space, and privacy, the opportunities for miscommunication while we are in cross cultural situations are plentiful. (Edward G. and wertheim 2016)
2.1.6 Managerial innovation.
Globalization is changing the economy and markets in which organizations operate. And there has been an increase in the E-business sector that is changing how work is distributed and performed with the use of Information and Communication Technology (ICT) resistance to change is often understood form the management standpoint as a perceived of organization’s members who refuse to accept an organizational change ( patriotic Lazarevic, 2014, Coghland, 2013). It is also defined as a multifaceted phenomenon, which introduce unanticipated delay, costs and instabilities into the process of a strategic change (Ansoff, 2018). Benmmels and Reshef (2011) understand it as any employee action attempting to stop or delay change. Moreover, managerial innovation becomes more important as a form of response to both competition and information technology trend (Brown and Hanley, 2016).
2.1.7 Change management and job satisfaction 
The current world economic crises and conditions have heightened awareness of the need for change organization voluntarily or involuntarily, are being challenged to change in order to service and develop. Hence, managers have to think and focus on what is truly important for successful organizational change. In service sector, the human centered approach in management process is one of the most important factor which may help in delivering the long term sustainable results. The success of organization changes and development efforts positively correlated with the extent to which these efforts activate the performance of human resources of an organization. If organization wants more from their employees (for example, a successful organization change forward higher quality of service delivery) they have to give more of what is attention to employee’s value and satisfaction.
Many organizational changes occur base on dealing with changes in the responsibilities of workers, their tasks and with the re-structuring of work places.
According to participating theorists, the overall objective of any organization is to achieve a satisfactory integration between the needs of firm and its workers. To effectively manage change organization can however use the following approaches in order to enhance employee’s satisfaction they are: Education and communication, participation, facilitation and support, Negotiation, manipulation and co-optation etc with less of coercion.
2.1.8 Organizational environment 
This domain of causal variables is extensively represented in the theoretical and empirical literature. Variables which have shown evidence as significant organizational antecedents to job satisfaction include structural variables such as size and "shape" ( Carzo and Yanouzas, 2017), complexity, centralization, and formalization ( George and Bishop, 2015); process variables such as prevailing decision-making and conflict management styles, team collaboration and role conflict; and such encompassing variables as "organizational climate" (Litwin and Stringer, 2017).
2.1.9 The job and job environment 
By far the major part of the job satisfaction research has been concerned with the proposition that an individual's job satisfaction is in substantial part a direct product of the objective characteristics of his job and its immediately relevant environment. Many hundreds of reports assert or imply such a proposition and present empirical data bearing upon it. These data are diverse in quality and scope and offer a somewhat bewildering array of correlations and choice of job characteristics for treatment, but they without doubt confirm the general proposition. Smith. (2013) report that in a number of replications in different settings, the amount of pay associated with a job correlates positively with degree of job satisfaction. No one is surprised at this, although some are surprised at the rather low magnitude of the correlations—perhaps about .20 for the employed population as a whole.
Many inquiries assume that the characteristics of jobs as perceived by the occupants may be substituted for "objective" characteristics or, in a stronger form, that the perceptions of job characteristics are indeed the causal reality. It is generally true that the correlations are stronger when based upon perceptions than when based upon independently and more objectively measured job characteristics even when this increment cannot be attributed to contamination by similarity or simultaneity of measurement methods (Quinn , 2013).
It is further established that the correlations between job characteristics and job satisfaction are highly interdependent with demographic, occupational, and personality factors in such a way that any underlying population relational constancy is likely to be well hidden or exaggerated by the presence of such uncontrolled variance. The promotional potential of a job is insignificantly correlated to job satisfaction among older workers, for example.
[image: ]Most past inquiry has aimed at locating and defining the job characteristics that are the more universal or more potent sources of job satisfaction. The resulting lists of relevant descriptors tend to be rather long, as well as open ended: additions arise from re conceptualization of variables and from extension of inquiries to new populations and job situations.
The processes that link job characteristics to job satisfaction are not very well understood, but almost certainly they involve something more than a simple additive effect of discrete, independent characteristics. Configurative and multiplicative models and contingency models, for example, are certainly applicable and will improve our understanding of job satisfaction as a direct response to job characteristics. Nevertheless, as noted earlier, even simple models have great power of explanation in this region of our map. It is known that a rather short, selected roster of job descriptors treated additively, and using a mixture of "objective" and "perception" descriptors, correlates about .74 with job satisfaction for a probability sample of employed people (Quinn et al., 2013). Even if methodological bias and perceptual distortions have inflated this result, the remaining relationship offers considerable guidance to the interpretation of job satisfaction and to programs for inducing it.
The explanatory power and simple clarity gained from treating job characteristics as a cause of job satisfaction is further enhanced by the substantial agreement existing among researchers with respect to the subjective categories that people use when describing or evaluating jobs. Factorial analyses—more than fifty of them in the last few years—agree in the finding that much of the total variance in job descriptors can be accommodated in a small number of underlying dimensions or variable clusters. Recent summaries of this work (Landy, 2012; Ronan and Marks, 2014) suggest that perhaps five or seven factors will serve for most applications. Two important caveats must be added, however: (l) not all five, or seven, general factors appear in all data sets; factors unique to a given organizational setting or subpopulation appear in all data sets and may sometimes outweigh the more global factors in their relational power to job satisfaction; and (2) existing factorial and clustering methods ignore or override plausible ideas concerning the patterning or interactions among any array of specific job descriptors.
The conclusion remains that the causes of job satisfaction lie substantially, although far from exclusively, in the immediate realities of jobs and job environments, and they lie even more strongly in the perceptions of these realities. Even with the limited knowledge now at hand, useful diagnoses of the causes of changes in job satisfaction are feasible. Further, it is feasible to develop general models to guide the optimization of the satisfying properties of jobs and job environments, as is illustrated by the propositions of Emery and Trist (2015) based on a combination of theory and empirical information described in( Hill,2013), or by the wholly empirical model of (Quinn2013).
2.1.10 Ability
There are very few reports on the role of individual abilities in the causation of job satisfaction. It is known from many studies of employment selection, however, that abilities known to be valid predictors of subsequent job performance often predict also to direct measures of job satisfaction or to behaviors (e.g., early voluntary quitting) that can be presumed to reflect job dissatisfaction. Furthermore, it is well established that self-report of a discrepancy between the abilities possessed and the abilities required by one's job is a strong and prevalent correlate of job satisfaction.
2.1.11 Personal environment interactions
While many environmental variables have displayed a direct relationship to job satisfaction, only a few such direct relationships have been reported with respect to the "person" variables. This is in accord with common sense: by definition job satisfaction is satisfaction with or about something experienced as "environment," for which there is some objective or commonly perceived reality. The role of person variables in the causation of job satisfaction or dissatisfaction is virtually always that of moderating the association between the environment and the satisfaction response. This observation, however, does not imply a minor role for the person variables; on the contrary, the major portion of the variance in job satisfaction appears to be unaccountable from environmental considerations alone.
2.1.12 Effect of change management on job satisfaction 
Handling a change in the workplace effectively can take time which can be technological economical, leadership, financial or social change may result to growth and profitability of an organization. The change process requires training and effective communication to employees affected by the change for example implementing a new continuous improvement system in a company requires training for all employees in the tools, method and processes the new system needs for success.
If the company does not handle change effectively it can have a detrimental effect on the moral of workers. Low employee moral or low satisfaction has negative effect on productivity which can cause a financial loss for the organization.
However, employee morale also results in increased absenteeism and high employee turnover. Including employees in the change process and effective communication throughout reduces moral problems attached with dissatisfaction. 
2.2 Theoretical framework
Since job satisfaction has a close link with motivation, this study is guided by two motivational theories namely  Herzberg's theory of Motivation- Hygiene theory analyzed as follows: -
2.2.1 Herzberg's theory of Motivation-Hygiene Theory
Frederick Herzbeg, et al, (1959) introduced the Hygiene Theory. The theory studied the
impact of attitude on employee motivation, by letting employees describe situations about
their jobs as either good or bad (Herzberg, 2004). The results of the study formed the
basis of Herzberg's Motivation-Hygiene Theory (also known as Herzberg's Two Factor
Theory.), published in his article "One More Time: How do You Motivate Employees",
the findings he drew influenced management and behavioral science studies, and form the basis of good motivational practice, although the model overlooks situational
variables such as productivity.
Herzberg‟s research determined factors affecting satisfaction or dissatisfaction in an
employee's work environment. Herzberg realized that factors enhancing job satisfaction
were dissimilar from those factors causing job dissatisfaction. He referred to them as
“motivators” and “hygiene”. Hygiene factors are maintenance factors which are
necessary to avoid dissatisfaction, but they do not result into any satisfaction by
themselves. Aspects of a job that are relating to job satisfaction vary from those that
relate to job dissatisfaction. Examples of satisfaction factors include; responsibility,
achievement, occupational advancement and growth, the work itself, etc. (Armstrong,
2009). Examples of dissatisfying/maintenance factors include company policies,
supervision, employee‟s relationship with co-workers & supervisors; safety and security,
work conditions, fair compensation, and administrative practices, (Herzberg, 1957).
These factors are largely on context of work, preventive and environmental in nature and
they enhance performance and prevent dissatisfaction, (Armstrong, 2009). As much as
the hygiene factors are viewed as dissatisfaction factors, their absence can be the cause of
dissatisfaction. On the other hand, motivator factors lead to increased levels of
satisfaction. Therefore, one needs to adopt a two-stage system to motivate, by eliminating
dissatisfaction and creating conditions for job satisfaction, (Nyantika et al. 2015).
Herzberg concluded that the term job dissatisfaction is not the opposite job satisfaction.
The opposite of job satisfaction is therefore No satisfaction. On the other hand, the
opposite of Dissatisfaction is No Dissatisfaction and not satisfaction. For instance,
promoting an employee in a hostile work environment will not lead to satisfaction. On
the other hand, creating a healthy work environment without provision of any of the
satisfaction factors, employee job satisfaction will still yet to be attained. According to
Herzberg, the characteristics associated with job dissatisfaction may be adequately
addressed, but people will neither be dissatisfied nor will they be satisfied. For
motivation to be attained, an employer should also focus on “motivator” factors like
recognition, (Calder 2013)

2.2.2 John Kotter’s Eight Stage model of Organizational Change
Most models have assisted organizations to comprehend and implement changes and
developments (Scott, 2002). Such theories include John Kotter‟s eight-step model, Lewis
Kurt (discussed above), Beckhard‟s, the ADKAR model among others. Models and
theories of change draw on a range of theoretical stances, including social constructionist,
contingency, discourse and complexity theories (Luhman & Cunliffe 2013). Kotter
(1995) in his study established that roughly 70% of all major initiatives for change in
businesses fail. This failure is mainly because most organizations fail to do a holistic
approach required to make change management a success. In his books he describes a
model for understanding and managing change which entails an Eight-Step Process to
overcome resistance and become adept at change. 
According to Kotter (2002), leaders in organizations must first create a sense of urgency.
He proposes that for change to succeed, 75% of a company's leadership is required to
back the change. This entails extensive analysis of a business‟s the external and internal
environments using strategic tools of planning. He reiterated that in creating sense of
urgency, it is vital for leaders to understand their business environments before deciding
whether the state of the organization is ready for change (Calder, 2013). Kotter urged that
for change to be successful, 75% of a company's management should "buy into" the
change initiative. An organization‟s leadership needs to make people appreciate that
change is necessary for the organization to accomplish its objectives. Secondly, it is
expected that leaders should form the Guiding Coalition. This includes putting together a team of persons from several departments and levels to lead the change i.e. change
agents. One needs to create a multi-functional team from different levels with sufficient
power to lead the change by building the required urgency and momentum on the need
for change, and spearheading change implementation (Kotter 2002).
The third step is development of a vision and strategy to direct the change initiative. The
vision should be clear and easy to grasp and remember to enhance everyone‟s
understanding of why change is necessary. When people can see and understand the
intended outcome, then the directives they are given tend to be clearer and making moresense. This vision is vital because it enhances the understanding of the need for change; what and why. (Lunenburg, 2010). Fourthly, communicating the change vision particularly to those who will be affected is important. Leaders must ensure that people understand and accept the vision by demonstrating the kind of behaviour that they want from others and addressing peoples' concerns and anxieties honestly and openly. The fifth step is empowering broad-based action, where initiatives for change are applied through  practical activities after planning and talking. At this level, agents for change must ensure helpful structures are place, inspire and empower employees to take risks in pursuing the change objective. It is at this point where hurdles to obtain the vision must be done away with (Calder 2013).
The next step is referred to us creating short-term wins which entails planning of periodic visible and unambiguous wins and recognizing those who assist achieve them so as to inspire everyone. The wins must also be clearly related to the change effort. Nothing motivates more than success. This step therefore involves creating short-term achievable targets, with very limited room for failure. Each "win" achieved motivates the entire staff further. The seventh step involves consolidation of gains and production of more change. This means bringing “fresh blood” into the organization by changing structures, processes, systems and policies that do not fit well with the new change initiative. At this level, people and projects are developed to implement the change vision (Hornstein 2008). Kotter argues that declaration of change victory too early has led to failure of many change projects failure of many change initiatives. Quick wins should be treated as beginnings of what actions needs to be done for the attainment of sustainable change.
Success facilitates identification of enhancing factors and build on them as well as
inhibiting factors and improve on them. Lastly, in the eighth step the new approaches are anchored in the culture. According to Kotter (1995), sustainable change should be entrenched in the organizational culture although this might take a relatively long time.
Therefore, a mechanism needs to be established to ensure heirs to leadership continue
supporting the change, thereby institutionalizing the new methods through succession
planning. This will assist in making the change stick and become part of the core of the
organization.
2.3 Empirical framework
The correlational mapping of the phenomena under discussion must proceed through interactive theoretical and empirical work. The theoretical approaches and models employed so far have been relatively restricted in scope. They have been almost exclusively psychological in nature and often have rested on dubious or ambiguous assumptions. Next stages of development will require models which, while necessarily still incomplete, will be enlarged over existing models, so that they have causal implications, treat multiple causes and consequences, draw upon concepts and variables from several of the variable classes suggested in chapter 1, and provide linkages to established theoretical systems of sociology and economics as well as those of psychology.
There are a few examples available of theoretical efforts displaying some or all of these properties. One example is that of Lawler (2013) who proposes a causal model of the determinants of job satisfaction. His suggested model provides for initiatory causal forces from both personal and environmental sources, employs motivational assumptions, employs considerations of individual values and individualistic perceptual processes, as well as equity evaluation processes, and makes assumptions about the effects of different forms of resultant inequity. Mainly psychological in its roots, it is a model designed for application to individual phenomena. Analogous modeling is needed to treat job satisfaction at higher levels of aggregation and social interpretation. One recent analysis (Barnowc , 2016) found that a rather short roster of job descriptors, treated not separately but as an additive set (there were not significant interactions among them), generated a highly significant association with job satisfaction. The associations were of a magnitude that may exhaust the variance in satisfaction that is explainable from the attributes of the job itself and the micro-environment of the job. In short, confusion from many variables and small correlations arises from the noise of removable redundancy—but the redundancy must be discovered.









CHAPTER THREE
Methodology
3.1 Introduction
This chapter encompasses the research design, population, sample and sampling techniques, research instruments, validity of the instrument, reliability of the instrument, method of data collection and method of data analysis.
3.2 Research Design
	The research design to be adopted for this study is the descriptive survey design. This design has to do with structuring questions on some specified subject so as to draw response from a defined population. This design (descriptive survey) is used because, as captured by Popoola (2014), it is a very useful, reliable and effective tool or means of ascertaining and eliciting the feelings, opinions, tastes, perception, attitudes interest as well as views of individuals. Descriptive research of design was used which involved the use of cross sectional research design that is a single time design of study that involves explanatory designs to give an explanation of the existent pricing strategies and competitive business environment in Nigeria
3.3	Research population
This means the total number aggregate of all unit which by virtue of a common characteristics may be define as belonging to the population. Kam-wire organization in ilorin kwara state was chosen as the case study. The research population therefore refers to the entire staffs of the organization which is 130.
3.4 	 Sample size and Sampling Techniques
The sample size for this study is determined using Taro Yamane’s formula. 
The formula is stated below:
n = 	       N
1 + N(e)2
Where,
n = sample size required
N = Total population
e = Margin of error.
c = Constant
n = 	       N
1 + N(e)2
n = 	       130
1 + 130 (0.05)2
n = 	       130
1 + 130 (0.0025)
130
1 + 0.33
n = 	       130
                    1.33
	n = 97.7 approximately 100
Therefore, the sample size for the study is estimated at 100.
The researcher will adopt stratified and simple random sampling techniques for this study. Stratified sampling procedure was used to divide the sample into three (3) different strata. Afterwards, simple random sampling was used to select sufficient respondents from each of the stratum to make up the sample size of 100 respondents.
3.5 Methods of data collection
	Questionnaire is the only instrument use for the study. The questionnaire contains sixteen items (16) spread across the four research questions and are based on likert-type. The statements are carefully structured to elicit relevant information on the relationship between strategy pricing and competitive business environment in Nigeria. The questionnaire will be made up of two sections; section A deals with personal data of the respondents while section B deals with the relationship between strategy pricing and competitive business environment in Nigeria.
	The Likert formula employed was strong agreed, agreed, disagreed strongly disagreed. 
3.6 Instrument of Data collection
	The questionnaire will be drafted by the research and subjected to expert criticism and advice. Their suggestion will be incorporated into the final draft to the supervisor both in word and arrangement; in order to ascertain that items contained on the questionnaire cannot confuse the respondents.

Reliability of Instrument
	In establishing the reliability of the Instrument (Questionnaire), the test re-test method will be adopted.
Procedure for Data Collection
	In order to achieve a well winded research, the researcher had to acquire an introduction letter from the Kwara State University business administration department and presented at Kam-Wire manufacturing firm  for data collection which will organized with the help of designed questionnaires, which when filled by the respondents will be retrieved on the spot
3.7 Method of Data Analysis 
The data collected were analyzed using both descriptive and inferential statistics with the use of SPSS. Specifically descriptive statistics of mean rank ordering were used to answer the research questions and inferential statistic of Pearson Moment correlation coefficient (PPMC) statistics was used to test the hypotheses formulated at 0.05 level of significance..
3.8	Historical background of the case study



CHAPTER FOUR
Data Presentation Analysis and Interpretations
4.1	Introduction
This chapter deals with the presentation and analysis of data collected through questionnaire administered to respondents of Kam-wire Manufacturing Organization. The questionnaire distributed to staff of organization was designed to address and answer certain issues raised in the research.
4.2	Characteristics of respondents
[bookmark: _Toc112262403]Data analysis is the statement of the result which summarizes all the data in the research work. Data collected through questions and interviews conducted on the subject matter. A total number of 100 questionnaires were distributed to the staff of Kam-wire Manufacturing Organization. Out of this, the researcher was able to retrieve a total of 80. This will form the basis of analysis for this research the data collected were analyzed through the use of tabular methods and percentages. The responses. Collected are tabulated and analyzed as follaows: 4.3 Data Presentation
[bookmark: _Toc112262404]


4.3	DATA PRESENTATION 
TABLE 4.1 DEMOGRAPHICS OF THE RESPONDENTS
	Demographics
	Variables
	Frequency
	Percentage

	Gender


Age Distribution




Marital Status




Educational Background



Position



Work Experience
	Male
Female
Total
30-39
40-49
50-59
60 and above
Total
Single
Married
Divorced
In-courtship
Total
SSCE
OND/NCE
HND/B.Sc
MSc/PhD
Total
Lower level staffs
Middle level manager
Lower level staffs
Total
1-5yrs
6-10yrs
Total



	70
30
80
40
15
15
10
80
25
40
5
10
80
15
20
55
10
100
68
15
17
100
30
50
80
	62.5%
37.5%
100%
32.5%
25%
25%
17.5%
100%
25%
45%
17.5%
12.5%
100%
13.7%
16.2%
58.7%
11.2%
100%
72.5%
13.75%
13.75%
100%
37.5%
62.5%
100%


Source: Field Survey, 2025
Item 1 in table 4.1 shows that the male has the highest number of count of 62.5% and female has 37.5%. However, based on this figure, it can be deduced that majority of the respondents are males. 
Item 2 in table 4.1 shows that 26 (32.5%) respondents were between the ages of 30-39 years, 20 (25%) respondents were between the ages of 40-49 years. 20 (25%) respondents were between the ages of 50-59 years, while 14 (17.5%) respondents were between the ages of 60 years and above. The data interprets that, majority of the respondents were between the ages of 30-39 years and this category knows more about the Effect Of Change Management On Job Satisfaction In  kam-wire manufacturing company.
Item 4 shows that 2.6% of the respondents are single, 58.7% respondents are married. 16.2% respondents are divorced, 13.7% respondents are In-courtship are 11.2%. The highest percentages are single because it is due to the geographical area where the sample size is drawn and which the case study is based upon. The data interprets that, majority of the respondents are single.
Item 3 in table 4.1 affirmed that the highest educational background and percentage are those with HND/BSc background with 58.7%, and 13.7% of the respondents has 0'level background, OND/NCE holders with 16.2%, MSc/PdD holders with 11.2% and other is 0%. This indicates that all respondents are all able to read and write and as such, could answers questions correctly. 
Item 5 in table 4.1 shows that 58 (72.5%) respondents were lower staffs, (13.75%) respondents were middle level manager, top level manager were (13.75%). The data shows that, majority of the respondents were lower level staff. 
Item 3 in table 4.1 show that 37.5% were 1-5years work experience while 6-10years were 62.5%,  the highest percentages are this indicates are 6-10years work experience, all respondents are all able to read and write and as such, could answers questions correctly.
4.4 TEST OF QUESTIONNAIRE
	Table 4.2  THE NEED FOR CHANGE BRINGS A FAR-REACHING IMPACT ON ORGANIZATION, ITS EMPLOYEES, AND ITS PERTIMENT STAKEHOLDERS

	
	Frequency
	Percent

	Valid
	Strongly agree
	40
	50

	
	Agree
	20
	25

	
	Strongly disagree
	16
	20

	
	Disagree
	4
	5

	
	Total
	80
	100.0

	
	
	
	


Source: Researcher’s Field Work 2025
Table 4.2 shows that 50% of the respondents strongly agree that the need for change brings a far-reaching impact on organization, its employees, and its pertiment stakeholders, 25% agreed that the need for change brings a far-reaching impact on organization, its employees, and its pertiment stakeholders, 20% of the respondents strongly disagreed, the need for change brings a far-reaching impact on organization, its employees, and its pertiment stakeholders 5% of the respondents disagree the need for change brings a far-reaching impact on organization, its employees, and its pertiment stakeholders
	TABLE 4.3 ORGANIZATIONAL CHANGE COME WITH DIFFERENT 
CHALLENGES AND IT CAN SIGNIFICANTLY DISRUPT EXPECTATIONS 
ABOUT IMPORTANT ISSUES OR EVENT

	
	Frequency
	Percent

	Valid
	Strongly agree
	39
	58.3

	
	Agree
	21
	29.2

	
	Strongly disagree
	4
	4.2

	
	Disagree
	16
	8.3

	
	Total
	80
	100.0

	
	
	
	


Source: Researcher’s Field Work 2025
Table 4.3 shows that 58.3% of the respondents strongly agree that organizational change come with different challenges and it can significantly disrupt expectations about important issues or event, 29.2% agreed that SMEs facilitate economic growth and bring about equitable Development, 4.2.% of the respondents strongly disagreed, SMEs facilitate economic growth and bring about equitable Development 8.3% of the respondents disagree SMEs facilitate economic growth and bring about equitable Development





	Table 4.4 THERE IS A SIGNIFICANT RELATIONSHIP BETWEEN 
ORGANIZATIONAL CHANGES AND JOB SATISFACTION

	
	Frequency
	Percent

	Valid
	Strongly agree
	40
	50

	
	Agree
	21
	26.25

	
	Strongly disagree
	10
	12.5

	
	Disagree
	9
	11.25

	
	Total
	80
	100.

	
	
	
	


Source: Researcher’s Field Work 2025
Table 4.4 shows that 50% of the respondents strongly agree that there is a significant relationship between organizational changes and job satisfaction, 26.25.% agreed that that there is a significant relationship between organizational changes and job satisfaction, 12.5% of the respondents that there is a significant relationship between organizational changes and job satisfaction 11.25 % of the respondents disagree that  that there is a significant relationship between organizational changes and job satisfaction
	Table 4.5 WORKERS ARE PROMOTED WHEN THE NEED ARISES FOR HIGH PERFORMANCE

	
	Frequency
	Percent

	Valid
	Strongly agree
	39
	48.75

	
	Agree
	31
	38.75

	
	Strongly disagree
	2
	2.5

	
	Disagree
	8
	10

	
	Total
	80
	100.0

	
	
	
	


Source: Researcher’s Field Work 2025
Table 4.5 shows that 48.75% of the respondents strongly agree that workers are promoted when the need arises for high performance, 38.75% agreed that workers are promoted when the need arises for high performance, 2.5% of the respondents workers are promoted when the need arises for high performance, 10% of the respondents disagree that workers are promoted when the need arises for high performance.
	Table 4.6 EFFECTIVE CHANGE MANAGEMENT HELPS ORGANIZATION 
TO FILL THE GAP BETWEEN THEIR GOAL AND CURRENT RESULTS

	
	Frequency
	Percent

	Valid
	Strongly agree
	40
	50

	
	Agree
	28
	35

	
	Strongly disagree
	6
	7.5

	
	Disagree
	6
	7.5

	
	Total
	80
	100.0

	
	
	
	


Source: Researcher’s Field Work 2025
Table 4.6 shows that 50% of the respondents strongly agree effective change management helps organization to fill the gap between their goal and current results, 35% of the respondents strongly disagree effective change management helps organization to fill the gap between their goal and current results, 7.5% of the respondents strongly disagree effective change management helps organization to fill the gap between their goal and current results, 7.5% of the respondents disagree  effective change management helps organization to fill the gap between their goal and current results.
	Table 4.7 THE NEED FOR CHANGE COULD BE INITIATED INTERNALLY OR EXTERNALLY (INTERNAL OR EXTERNAL BUSINESS ORGANIZATION)

	
	Frequency
	Percent

	Valid
	Strongly agree
	45
	66

	
	Agree
	25
	25

	
	Strongly disagree
	5
	4.2

	
	disagree
	5
	4.2

	
	Total
	80
	100.0

	
	
	
	


Source: Researcher’s Field Work 2025
Table 4.7 shows that 66% of the respondents strongly agree that the need for change could be initiated internally or externally (internal or external business organization), 25% of the respondents agreed the need for change could be initiated internally or externally (internal or external business organization),  4.2 .% of  the respondent strongly disagree  that the need for change could be initiated internally or externally (internal or external business organization), 4.2 % of  the respondents disagree that the need for change could be initiated internally or externally (internal or external business organization).


	Table 4.8 FAILURE TO ANTICIPATE, PLAN, FOCUS AND ADAPT TO CHANGE 
WILL LEAD TO DOWN FALL OF AN ORGANIZATION

	
	Frequency
	Percent

	Valid
	Strongly agree
	50
	62.5

	
	Agree
	17
	21.25

	
	Strongly disagree
	5
	6.25

	
	Disagree
	8
	10

	
	Total
	80
	100.0

	
	
	
	


Source: Researcher’s Field Work 2025
Table 4.8 shows that 58.2 % of the respondents strongly agreed that failure to anticipate, plan, focus and adapt to change will lead to down fall of an organization, 29.2 .% of the respondents agreed that failure to anticipate, plan, focus and adapt to change will lead to down fall of an organization,  4.2 .% of  the respondent strongly disagree that failure to anticipate, plan, focus and adapt to change will lead to down fall of an organization 8.3 % of  the respondents disagree that failure to anticipate, plan, focus and adapt to change will lead to down fall of an organization.


	Table 4.9 EFFECTIVE CHANGE MANAGEMENT IS THE REASON BEHIND THE COMPETIVENESS AND SURVIVALOF AN ORGANIZATION

	
	Frequency
	Percent

	Valid
	Strongly agree
	45
	56.25

	
	Agree
	25
	31.25

	
	Strongly disagree
	7
	8.75

	
	Disagree
	3
	3.75

	
	Total
	80
	100.0

	
	
	
	


Source: Researcher’s Field Work 2025
Table 4.9 shows that 56.25% of the respondents strongly agreed that effective change management is the reason behind the competiveness and survival of an organization, 31.25% of the respondents agreed that effective change management is the reason behind the competiveness and survival of an organization,  8.75% of  the respondent strongly disagree that effective change management is the reason behind the competiveness and survival of an organization 3.75% of  the respondents disagree that effective change management is the reason behind the competiveness and survival of an organization.






	Table 4.10 RESISTANT TO CHANGE, COMMUNICATION AND IMPLEMENTATION COST ARE ESSENTIAL HINDRANCE TO ORGANIZATIONAL CHANGE

	
	Frequency
	Percent

	Valid
	Strongly agree
	43
	53.75

	
	Agree
	27
	33.75

	
	Strongly disagree
	7
	8.75

	
	Disagree
	3
	3.75

	
	Total
	80
	100.0

	
	
	
	

	
	
	
	


Source: Researcher’s Field Work 2025
Table 4.10 shows that 53.75% of the respondents strongly agreed that resistant to change, communication and implementation cost are essential hindrance to organizational change, 33.75% of the respondents agreed that resistant to change, communication and implementation cost are essential hindrance to organizational change,  8.75% of  the respondent strongly disagree that resistant to change, communication and implementation cost are essential hindrance to organizational change, 3.75% of  the respondents disagree that resistant to change, communication and implementation cost are essential hindrance to organizational change.



	Table 4.11 INITIATION OR ADAPTABILITY TO ORGANIZATIONAL CHANGE 
ENHANCES THE PERFORMANCE OF COMPETIVENESS OF ORGANIZATION

	
	Frequency
	Percent

	Valid
	Strongly agree
	40
	50

	
	Agree
	21
	26.25

	
	Strongly disagree
	10
	12.5

	
	Disagree
	9
	11.25

	
	Total
	80
	100.0

	
	
	
	


Source: Researcher’s Field Work 2025
Table 4.11 shows that 50% of the respondents strongly agreed that initiation or adaptability to organizational change enhances the performance of competiveness of organization, 26.25% of the respondents agreed that initiation or adaptability to organizational change enhances the performance of competiveness of organization,  12.5% of  the respondent strongly disagree that initiation or adaptability to organizational change enhances the performance of competiveness of organization 4.2 % of  the respondents disagree that initiation or adaptability to organizational change enhances the performance of competiveness of organization.
4.5 Test of Hypotheses 
Presentation and Analysis of Data: according to hypotheses 
Hypothesis 1
 H0: SMEs job creation and employment have no impact on National Development. 
H1: : SMEs job creation and employment have impact on National Development. 
X2cal = ∑(O - E)2/ E 
Where:	 O = the observed frequency of responses 
E = the expected frequency of responses 
If X 2cal > X2tab, We accept the alternative hypothesis; H1
 If X2cal < X2tab, we reject the alternative hypothesis; H1
DOES EFFECT OF CHANGE MANAGEMENT ON JOB SATISFACTION IN KAM-WIRE MANUCATURING ORGANISATION HAVE NO IMPACT ON NATIONAL DEVELOPMENT
	Responses
	Observed frequency
	Expected frequency
	Residual

	Yes
	50
	40
	10

	No
	30
	40
	-10

	Total
	80
	80
	0


Source: Field survey 2025
	Table 4.4.1: The X2 calculation can be made

	
	
	Observed Frequency
(O)
	Observed Frequency
(E)
	(O – E)
	(O – E)2/E
	Total

	Responses
	YES
	50.0
	40.0
	10.0
	100/40
	2.5

	
	NO
	30.0
	40.0
	-10.0
	100/40
	2.5

	
	Total
	80
	80
	0
	
	5.0


Source: Field survey 2025
X2cal, = 5.0
Degree of freedom 	n – 1
 = 2-1 
    = l
Level of significance = 5% or 0.05
Therefore, X2tab, with degree of freedom at 5% level of significance = 3.84
From the values calculated above, we observe that: 
X2cal, = 5.0
 X2tab, 3.84 
This means that X2cal, > X2tab, we therefore accept the alternative hypothesis because SMEs job creation and employment have positive impact on National Development.
Hypothesis 2
 H0: SMEs brings about economic growth equitable Development.
H1: SME does not brings about economic growth equitable Development.
X2cal = ∑(O - E)2/ E 
Where:	 O = the observed frequency of responses 
E = the expected frequency of responses 
If X 2cal > X2tab, We accept the alternative hypothesis; H1
 If X2cal < X2tab, we reject the alternative hypothesis; H1
DOES EFFECT OF CHANGE MANAGEMENT ON JOB SATISFACTION IN KAM-WIRE MANUCATURING ORGANISATION BRINGS ABOUT ECONOMIC GROWTH EQUITABLE DEVELOPMENT?
	Responses
	Observed frequency
	Expected frequency
	Residual

	Yes
	70
	40
	30

	No
	10
	40
	-30

	Total
	80
	80
	0


Source: Field survey 2025
	Table 4.4.2: The X2 calculation can be made

	
	
	Observed Frequency
(O)
	Observed Frequency
(E)
	(O – E)
	(O – E)2/E
	Total

	Responses
	YES
	70.0
	40.0
	30.0
	900/40
	22.5

	
	NO
	10.0
	40.0
	-30.0
	900/40
	22.5

	
	Total
	80
	80
	0
	
	45.0


Source: Field survey 2025
X2cal, = 45.0
Degree of freedom 	n – 1
 = 2-1 
= l
Level of significance = 5% or 0.05
Therefore, X2tab, with degree of freedom at 5% level of significance = 3.84
From the values calculated above, we observe that: 
X2cal, = 45.0
 X2tab, 3.84
This means that X2cal, > X2tab, we therefore accept the alternative hypothesis because SMEs brings about economic growth equitable Development.
4.6	Summary of Findings 
The following are the findings of the study.
1. The study revealed that the need for change brings a far-reaching impact on organization, its employees, and its pertinent stakeholders.
2. It was also discovered that the organizational change comes with different challenges and it can significantly disrupt expectations about important issues or events.
3. The study revealed that there might be significant relationship between organizational change and job satisfaction.
4. The study also indicated those workers are promoted when the need arises for high performance.
5. The study revealed that effective changes management helps organizations to fill the gaps between their goals and current results.
6. The study revealed that the need for change could be initiated internally or externally (internal or external business environment).
7. The study revealed that failure to anticipate, plan, focus and adapt to change will lead to down fall of an organization. 
8. The study revealed that effective change management is the reason behind the competitiveness and survival of an organization.
9. The study revealed that resistance to change, communication and implementation costs are essential hindrance to organizational change.  
10. The study revealed that the initiation or adaptability to organizational change enhances the performance and competitiveness of organization.
4.7	Discussion of Findings  
Table 1 clearly shows the presentation and analysis of responds gathered from the respondents. The table shows that the need for change brings a far-reaching impact on organization, its employees and its pertinent stakeholders. This is supported with the means score value of 4.2 which is greater than the cutoff point of 3.0. Table 7 shows that the organizational change comes with different challenges and it can significantly disrupt expectations about important issues or events. This was agreed on has the means score value is 4.6.
Table 8 and 9 shows that there might be significant relationship between organizational changes and job satisfaction and those workers are promoted when the need arises for high performance. This was supported by the means score of 3.7 and 4.3 respectively, which is greater than the cutoff point.
Effective change management helps organizations to fill the gap between their goals and current results also the need for change could be initiated internally or externally (internal or external business environment). Thus tab le revealed by table 10 and 11 which have the means value of 4.0 and 4.4 respectively.    
Table 12,13, 14 and 15 shows that the analysis of the respondents, indicating that failure to anticipate, plan, focus and adapt to change will lead to down fall of an organization, that effective change management is the reasons behind the competitiveness and survival of an organization. The resistance to change, communication and implementation costs are essential hindrance to organizational change and the initiation or adaptability to organizational change enhances the performance and competitiveness of organization. These is supported with the means score value of 4.3, 4.4, 4.4 and 4.4 respectively.






CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	Summary of finding
The study is to assess the Effect of change management on job satisfaction with a specific reference to Kam-wire Manufacturing Organization
Basically, the objective in organizational change is to effectively implement new approaches, system and solutions in ongoing and functioning organization. Change is often viewed as problem, organizations faces and how to motivate employees because of different output level (performance) by various employees, some performance extremely better than others the problem of job satisfaction range from poor pay, poor welfare scheme, poor health and transport program and lack of habitable accommodation for staff. 
The researcher introduces the background of the study stamen of the problem, objectives of the study and scope and limitations of the study were highlighted in chapter one.
Chapter two of the research work contained the review of related literature on the conceptual definition of change management, employee disposition desire to change employee/union resistance to change, after math of change; blessing or course, effect or career development of employees on job performance, reason for managers and employee’s resistance to change were highlighted in this chapter.
Chapter three contained the methodology of the study, sample size and instrument for data collection. The researcher administered questionnaire to the staff of FBNH to gather their opinion on change management in an organization. The responses gather through questionnaire were analyzed in chapter four and the researcher come up with the findings.
The findings revealed that the need for change brings a far-reaching impact on organization, its employees, and its pertinent stakeholders.  Organizational change comes with different challenges and its can significantly disrupt expectations about important issues or events. The study also shows that there might be significant relationship between organizational change and job satisfaction. Effective change management helps organizations to fill the gaps between their goals and current results. 
5.2	Conclusion
Based on the findings of this study is can be concluded that the need for change in an organization cannot be over emphasized because it brings a far-reaching impact on organization, its employees and its pertinent stakeholders. It can also be concluded that the organizational change comes with different challenges and it can significantly disrupt expectations about important issues or events and as such there might be a significant relationship between organizational change and job satisfaction.
Also, workers are promoted when the need arises for high performance, effective change management helps organizations to fill the gap the gaps between their goals and current results. From the findings it was concluded that the need for change could be initiated internally or externally (internal or external business environment). It must be noted that failure to anticipate plan, focus and adapt to change will lead to down fall of the organization.  
Lastly, effective change management is the reason behind the competitiveness and survival of an organization, resistance to change, communication and implementation costs are essential barrier to organizational change and the initiation or adaptability to organizational change enhances the performance and competiveness of organization.
5.3	Recommendations 
Based on the findings, the following recommendations were made;
1. The new roles should be concisely explained to the respective employees prior to implementing change, to stifle out any doubts, fears or resistance.
2. Goals and objectives should be frequently redefined and relayed to all employees. This shall aid towards clearing up any misunderstanding and possible resistance to change.
3. Employees should be given freedom to evolve and try innovative ways of doing their jobs without the fear of being penalized for mistakes.
4. Employees should be encouraged to speak up if they feel that change is causing a conflict.
5. Extra incentives should be made available for employee to further encourage and reward compliance.     
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QUESTIONNAIRE
SECTION A
Personal data (characteristics of respondents) kindly tick as appropriate in the boxes provides below to show your option.
1. Education background
a. Primary						[	]
b. Secondary						[	]
c. Tertiary						[	]
2. Sex
a. Male							[	]
b. Female							[	]
3. Years of experience
a. 1-5 years						[	]
b. 6-10 years						[	]
c. 11-15 years						[	]
d. 16 year and above					[	]
4. Position in the company
a. Management staff					[	]
b. Operative staff						[	]
c. Other level						[	]
SECTION B
	S./No
	Statement
	SA
	A
	U
	SD
	Total

	1.
	The need for change brings a far-reaching impact on organization, its employees, and its pertinent stakeholders
	
	
	
	
	

	2
	Organizational change come with different challenges and it can significantly disrupt expectations about important issues or event
	
	
	
	
	

	3.
	There is a significant relationship between organizational changes and job satisfaction
	
	
	
	
	

	4.
	Workers are promoted when the need arises for high performance
	
	
	
	
	

	5.
	Effective change management helps organization to fill the gap between their goal and current results
	
	
	
	
	

	6.
	The need for change could be initiated internally or externally (internal or external business environment)
	
	
	
	
	

	7.
	Failure to anticipate, plan, focus and adapt to change will lead to down fall of an organization 
	
	
	
	
	

	8.
	Effective change management is the reason behind the competiveness and survival of an organization
	
	
	
	
	

	9.
	Resistant to change, communication and implementation cost are essential hindrance to organizational change 
	
	
	
	
	

	10.
	Initiation or adaptability to organizational change enhances the performance of competiveness of organization.
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