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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
In the evolving landscape of industrialization and globalization, the success and sustainability of organizations particularly in the manufacturing sector are increasingly determined not only by technological innovation or market share but also by internal organizational dynamics, especially the organizational climate. Organizational climate refers to the collective perceptions and attitudes of employees regarding their work environment, including leadership style, communication flow, reward systems, and overall organizational practices (Mohammed & Idris, 2020). It is an intangible yet powerful determinant of employee morale, satisfaction, and commitment, ultimately influencing organizational productivity and growth.
In today’s competitive global economy, manufacturing firms in developing countries like Nigeria face several challenges, such as inconsistent government policies, infrastructural deficits, fluctuating economic conditions, and workforce instability. Amidst these challenges, organizational climate emerges as a critical factor in building employee loyalty and enhancing performance. A conducive organizational climate fosters open communication, fairness, teamwork, and mutual respect, all of which are essential for maintaining a committed and engaged workforce (Akinwale & George, 2019).
[bookmark: _GoBack]Employee commitment, often classified into affective, continuance, and normative commitment, is a fundamental construct in organizational behavior. Affective commitment is the emotional attachment an employee has to their organization; continuance commitment refers to the perceived cost of leaving the organization, while normative commitment relates to a sense of obligation to stay (Meyer & Allen, 2021). The level of commitment exhibited by employees significantly affects their work behavior, level of absenteeism, intention to remain with the organization, and overall productivity (Babalola et al., 2022).
Organizational climate and employee commitment are deeply interlinked. A positive organizational climate is likely to promote stronger employee commitment, whereas a negative climate can lead to dissatisfaction, poor performance, and high turnover (Oyeniyi & Oyelere, 2023). In a well-structured and positive organizational climate, employees are more inclined to be enthusiastic about their roles, show initiative, and contribute positively to the overall goals of the organization.
In the Nigerian context, especially within the manufacturing industry, these dynamics are particularly pronounced. Many manufacturing firms struggle with high staff turnover, low employee morale, and operational inefficiencies. These problems are often rooted in poor organizational climate characterized by autocratic leadership, lack of recognition, inadequate communication, and limited career growth opportunities. Such conditions adversely affect employee commitment, making it difficult for firms to maintain a stable and productive workforce (Obi & Olowookere, 2021).
Kam-Wire Industries Limited, a leading manufacturer of electrical wires and cables in Ilorin, Kwara State, represents a typical Nigerian manufacturing firm that faces both opportunities and challenges in managing its human capital. Despite its reputation and market presence, the company has experienced periods of fluctuating employee engagement and commitment levels, prompting concern over internal organizational factors influencing staff behavior and productivity.
Understanding the effect of organizational climate on employee commitment in such a firm is crucial for improving human resource practices and ensuring sustainable organizational development. By analyzing the perceptions of employees regarding their work environment, leadership, reward systems, and communication structures, this study seeks to identify how these elements shape their levels of commitment.
Additionally, with the growing recognition of employees as strategic assets, it becomes imperative for organizations to create work environments that not only attract but retain and engage talented individuals. The insights from this study will not only be beneficial to Kam-Wire Limited but will also serve as a guide for other manufacturing firms in Nigeria and beyond, seeking to strengthen their internal environments for improved employee performance and organizational effectiveness (Adediran & Afolabi, 2024).
1.2 Statement of the Problem
The success of any organization especially in the manufacturing industry—is significantly dependent on the collective behavior and attitudes of its workforce. However, in recent years, several manufacturing companies in Nigeria, including Kam-Wire Limited, have continued to experience challenges related to declining employee morale, frequent absenteeism, high staff turnover, and low productivity. While these issues are often attributed to external economic factors such as inflation, poor infrastructure, and policy inconsistencies, the internal organizational climate remains an often-overlooked contributor to these persistent challenges (Oladipo & Ojo, 2019).
A growing body of research has emphasized the importance of organizational climate as a determinant of employees’ job satisfaction, engagement, and loyalty. Despite this, many manufacturing firms still operate with autocratic leadership styles, weak communication channels, inequitable reward systems, and unstructured career advancement opportunities—factors that create a toxic work environment and discourage employee commitment (Adeyeye et al., 2020). For instance, employees who perceive favoritism, lack of feedback, or poor recognition of their contributions are more likely to become disengaged and consider exiting the organization. This detachment significantly affects the quality of service delivery and overall productivity (Udeh & Ogbene, 2022).
In the specific context of Kam-Wire Limited, anecdotal evidence and internal reports suggest that despite substantial investment in machinery, technology, and physical infrastructure, human capital performance has remained below expected levels. Complaints about lack of recognition, limited career progression, absence of open communication, and insufficient safety measures are common among staff members. Yet, there appears to be limited empirical data examining how these internal factors—especially the prevailing organizational climate—impact the three major dimensions of employee commitment: affective, continuance, and normative commitment.
Moreover, existing studies in Nigeria tend to generalize findings across multiple industries without focusing on the peculiarities of the manufacturing sector, where operational demands are high and employee satisfaction is critical for production continuity (Ogunyemi & Fadeyi, 2021). There is also a paucity of research that specifically links perceived organizational climate to commitment outcomes at the departmental or role-based level within a manufacturing company.
This gap creates a need for a detailed and context-specific investigation into how organizational climate affects employee commitment in manufacturing settings. Without this understanding, companies like Kam-Wire Limited may continue to implement ineffective employee management strategies, which could lead to further losses in productivity, poor staff retention, and reduced organizational competitiveness. Addressing this knowledge gap is vital for formulating evidence-based HR policies and improving organizational effectiveness in the Nigerian manufacturing sector (Salami & Bakare, 2023).
1.3 Research Questions
This study aims to explore the relationship between organizational climate and employee commitment within Kam-Wire Limited. In order to achieve this, the following research questions have been formulated to guide the investigation:
i. What is effect of organizational climate on employee's commitment 
ii. What is effect of organizational policy on employee's productivity 
iii. What is the relationship between organizational climate and organizational development
1.4 Objectives of the Study
The primary objective of this study is to examine the relationship between organizational climate and employee commitment at Kam-Wire Limited, Ilorin, Kwara State. Specifically, the study seeks to:
i. To evaluate the effect of organizational climate on employee's commitment 
ii. To determine the impact of organizational policy on employee's productivity 
iii. To ascertain the relationship between organizational climate and organizational development
1.5 Research Hypotheses
In line with the research objectives and questions, the following hypotheses have been formulated to guide the empirical investigation into the relationship between organizational climate and employee commitment at Kam-Wire Limited, Ilorin:
H₀₁: There is no significant effect between organization climate on employee's commitment 
H₀2: Organizational policy does not has impact on employee's productivity 
H₀3: Organizational climate does not has significant relationship with organizational development
1.6 Significance of the Study
This study holds considerable significance for various stakeholders, including management, employees, policymakers, and academic researchers. It aims to contribute to both theoretical and practical understanding of the relationship between organizational climate and employee commitment within the manufacturing sector, with a specific focus on Kam-Wire Limited, Ilorin. The key areas of significance are outlined below:
This study will contribute to the existing body of literature on organizational behavior, specifically in the areas of organizational climate and employee commitment. While previous research has examined these concepts in various contexts, limited attention has been given to their intersection in the Nigerian manufacturing industry. By providing an in-depth analysis of how different elements of organizational climate (such as leadership style, communication, and reward systems) influence employee commitment (affective, continuance, and normative), this study will enhance the understanding of these relationships in the context of an emerging economy like Nigeria.
Furthermore, this study will provide valuable insights into the dynamics of employee commitment, a critical factor for improving organizational performance and productivity. The findings will add to the growing body of knowledge on the importance of fostering a positive work environment to enhance employee engagement and retention.
For Kam-Wire Limited, this research will provide actionable recommendations for improving organizational climate and fostering higher levels of employee commitment. Understanding the key factors that influence commitment among employees will enable management to implement targeted interventions to improve job satisfaction, reduce turnover, and enhance overall productivity. By addressing areas of organizational climate that need improvement (e.g., leadership, recognition, communication), Kam-Wire Limited can create a more supportive and motivating work environment, leading to better employee performance and organizational success.
The findings will also offer valuable insights into how organizational climate factors impact employee loyalty, which is essential in a competitive manufacturing industry. Enhanced employee commitment can lead to reduced absenteeism, greater job satisfaction, and improved morale, all of which contribute to the long-term sustainability of the company.
Moreover, this research will provide insight into the importance of employee commitment as a key variable in improving organizational performance, leading to the exploration of new theoretical frameworks and models related to employee behavior, organizational culture, and climate.
1.7 Scope of the Study
The scope of this study is defined in terms of geographical location, the population under study, the specific variables investigated, and the time frame within which the study was conducted. The research aims to explore the relationship between organizational climate and employee commitment in the context of the manufacturing sector in Nigeria, specifically at Kam-Wire Limited, located in Ilorin, Kwara State.
This study is geographically limited to Kam-Wire Limited, a manufacturing company located in Ilorin, Kwara State, Nigeria. Kam-Wire Limited was chosen due to its significance as a key player in the local manufacturing sector and its relevance in understanding the dynamics of organizational climate and employee commitment in a typical Nigerian manufacturing environment. Although the findings may have broader implications, the study will focus specifically on this company to ensure a detailed and in-depth examination of the factors at play in this specific organizational setting.
The geographical scope is limited to Ilorin in Kwara State to capture the unique organizational climate and employee dynamics within the context of a medium-sized manufacturing firm. The study does not extend to other regions or companies outside of Kwara State, thereby narrowing the analysis to one specific case for practical purposes.
While the study aims to provide valuable insights into the organizational climate and employee commitment at Kam-Wire Limited, there are several limitations to its scope:
1. Sample Size: Given the relatively small size of Kam-Wire Limited’s workforce, the sample size may be limited. This might impact the generalizability of the findings to larger manufacturing firms or firms in other industries.
2. Cross-Sectional Design: The cross-sectional nature of the study means that it captures only a snapshot of the organizational climate and employee commitment at a single point in time. A longitudinal study would have allowed for a more comprehensive understanding of how these variables evolve over time.
3. External Factors: The study primarily focuses on the internal factors affecting employee commitment, such as organizational climate. However, external factors (e.g., economic conditions, labor market trends, and government policies) that might also influence employee attitudes are not the focus of this study.
4. Regional Focus: While the findings from Kam-Wire Limited can provide insights into organizational dynamics in Kwara State, they may not fully reflect the conditions in other regions of Nigeria, particularly in different sectors or industries.

1.8 Definitions of Terms
In order to ensure clarity and consistency throughout the study, it is important to define some of the key terms used in this research. These definitions will help readers to understand the specific context in which the terms are being used, particularly in relation to organizational climate and employee commitment in the manufacturing industry. Below are the key terms:
Organizational Climate:- Organizational climate refers to the shared perceptions and attitudes that employees hold about their organization’s policies, practices, and procedures. It reflects the social, psychological, and emotional environment of the organization, shaped by factors such as leadership style, work culture, communication patterns, and the physical environment. In this study, organizational climate is assessed in relation to employees' experiences and their perceptions of their working environment, including their satisfaction with leadership, job conditions, and support systems within Kam-Wire Limited.
 Employee Commitment:- Employee commitment is the psychological attachment and emotional involvement an employee has with their organization. It is the degree to which employees are willing to put in effort, remain with the organization, and contribute to its goals. Meyer and Allen (1991) identify three types of employee commitment: affective, continuance, and normative.
 Organizational Culture:- Organizational culture refers to the shared values, beliefs, and norms that influence the behavior and interactions of employees within an organization. It encompasses the unwritten rules and practices that govern how employees interact, how decisions are made, and how work is organized. Organizational culture can affect employee morale, engagement, and commitment. In the context of this study, organizational culture is considered a component of the broader organizational climate that shapes employees' perceptions and attitudes toward their work and the company.
 Job Satisfaction:- Job satisfaction refers to the degree to which employees feel content with their job, including factors like work conditions, the nature of the tasks, relationships with coworkers and supervisors, and compensation. Job satisfaction is an important factor that contributes to employee commitment, as employees who are satisfied with their jobs are more likely to be committed to their organization. In this study, job satisfaction is one of the key factors influencing organizational climate and will be evaluated in relation to its impact on employee commitment at Kam-Wire Limited.
 Leadership Style:- Leadership style refers to the manner in which leaders interact with their employees, make decisions, and provide direction within the organization. Common leadership styles include autocratic, democratic, transformational, and laissez-faire. Each leadership style has a different effect on organizational climate and employee commitment. In this study, leadership style is a critical aspect of the organizational climate, as it directly influences how employees perceive their work environment and their emotional attachment to the organization.
 Work Environment:-The work environment refers to the physical and psychological conditions under which employees perform their duties. It includes aspects such as workplace safety, cleanliness, noise levels, and the availability of resources and tools necessary for job performance. A positive work environment is critical for fostering employee engagement, job satisfaction, and organizational commitment. In this study, work environment is considered an important dimension of organizational climate and is assessed to understand its role in shaping employees' commitment at Kam-Wire Limited.
 Employee Engagement:- Employee engagement refers to the level of enthusiasm, commitment, and emotional investment employees have in their work and the organization. Engaged employees are highly motivated and focused on contributing to the organization’s success. Employee engagement is closely linked to organizational climate and commitment, as a positive organizational climate can lead to higher levels of engagement. In this study, employee engagement is considered as a potential outcome of a favorable organizational climate and is measured in relation to employee commitment.
 Organizational Support:- Organizational support refers to the extent to which employees perceive that their organization values their contributions and cares about their well-being. This includes support in terms of career development opportunities, recognition, compensation, and work-life balance. 

CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction
This chapter presents a review of relevant literature to explore the relationship between organizational climate and employee commitment in the context of manufacturing industries. The section provides insights into the key concepts, theories, and empirical studies related to these variables. The literature review helps establish a theoretical foundation for the study and highlights the gaps in existing research, which this study seeks to address.
2.1 Conceptual Review
2.1.1 Organizational Climate
Organizational climate refers to the shared perceptions of employees about their workplace environment, including the atmosphere, practices, policies, and overall culture that exist within an organization. It is a multidimensional construct that influences employee behavior, motivation, satisfaction, and overall performance. Organizational climate is considered a crucial factor in determining how employees interact with one another and how they view their roles within the organization (Eisenberger et al., 2019).
Organizational climate is often analyzed through various dimensions, which may include but are not limited to, leadership style, communication practices, decision-making processes, and the degree of employee involvement in organizational activities. These dimensions collectively shape employees’ attitudes and behaviors, influencing outcomes such as job satisfaction, performance, and commitment (Kuenzi & Schminke, 2009). Recent studies have identified several key dimensions of organizational climate:
    Leadership Style and Support: The way leadership behaves and interacts with employees is a central dimension of organizational climate. Research shows that transformational and supportive leadership styles tend to create a positive organizational climate, which fosters higher levels of employee satisfaction and commitment (Ali et al., 2020). Conversely, autocratic leadership can contribute to a negative climate, reducing employee morale and engagement (Eisenberger et al., 2019).
    Communication: Effective communication is vital in shaping organizational climate. A climate characterized by open, transparent, and regular communication tends to enhance trust and collaboration among employees. A study by Baloch et al. (2021) highlighted the importance of communication in promoting a positive work environment, where employees feel informed and included in decision-making processes. Poor communication, on the other hand, can create confusion, mistrust, and disengagement.
    Employee Involvement and Participation: Organizations that encourage employee involvement in decision-making processes tend to have a positive organizational climate. According to a study by Zhao and Lee (2020), participative decision-making and employee autonomy are significantly associated with a more supportive climate, fostering higher levels of job satisfaction and commitment. When employees feel their opinions are valued and their contributions matter, it enhances their attachment to the organization.
    Work Environment and Job Conditions: The physical work environment and job conditions also play a role in shaping organizational climate. A study by Jena and Pradhan (2021) indicated that providing employees with safe, comfortable, and well-equipped workspaces contributes to a positive organizational climate. Work-life balance and the flexibility of work schedules have also been cited as important contributors to a supportive climate that enhances employee well-being (Saks, 2019).
2.1.2	Organizational Climate and Its Impact on Employee Behavior
Research has consistently shown that a positive organizational climate fosters desirable employee behaviors, including high levels of job satisfaction, engagement, and commitment. A supportive and inclusive organizational climate encourages employees to go above and beyond their job responsibilities and contribute to organizational goals (Zhao et al., 2019). Studies have also shown that organizational climate has a direct impact on employee motivation, stress levels, and job satisfaction, which in turn influence overall performance and productivity (Karatepe & Sokmen, 2021).
Conversely, a negative organizational climate, characterized by poor communication, lack of support, or inefficient leadership, can lead to decreased job satisfaction, higher stress levels, and reduced employee commitment. A study by Iqbal et al. (2018) found that employees working in a negative organizational climate were more likely to experience burnout, higher turnover intentions, and a lack of motivation, leading to reduced organizational performance.
Organizational climate has been found to be one of the most important factors influencing employee commitment. When employees perceive that their organization is supportive and treats them fairly, they are more likely to develop strong emotional and psychological attachments to the organization, leading to higher levels of affective commitment (Meyer & Allen, 1997).
A study by Murshed and Hossain (2018) revealed that when employees feel supported by their organization, through fair treatment, recognition, and a positive work environment, their commitment to the organization is significantly enhanced. Furthermore, organizational climate was found to be particularly important in fostering employee commitment in high-stress environments, such as the manufacturing sector. In environments where employees perceive fairness, trust, and a supportive climate, they are more likely to remain loyal to the organization and exhibit higher levels of job satisfaction.
For instance, in a manufacturing setting like Kam-Wire Limited, employees who experience a positive organizational climate are more likely to feel connected to the company’s values and objectives. This sense of belonging enhances their overall commitment, which, in turn, leads to improved productivity and decreased absenteeism (Crawford & LePine, 2019). A positive climate in manufacturing industries can also reduce turnover rates, as employees are less likely to seek alternative employment when they feel supported and valued (Bakker et al., 2020).
2.1.3	The Impact of Organizational Climate on Employee Well-being
A growing body of research suggests that organizational climate directly impacts employee well-being, which is closely linked to employee commitment. When the organizational climate is perceived positively, employees report higher levels of job satisfaction and overall well-being (Sonnentag & Frese, 2020). On the other hand, a negative climate characterized by high levels of stress, lack of support, or poor communication can lead to job dissatisfaction, burnout, and decreased well-being (Greenhaus et al., 2019).
Studies have demonstrated that employees in organizations with a supportive climate tend to have lower stress levels and better work-life balance, contributing to their overall satisfaction and commitment to the organization (Guzzo & Noonan, 2018). This is particularly important in the manufacturing industry, where employees may face physically demanding and high-pressure work environments. A positive climate can help buffer the effects of stress, leading to healthier and more committed employees.
2.1.4	Recent Developments and Findings in Organizational Climate Research (2018-2024)
Recent studies have continued to emphasize the significant role of organizational climate in fostering employee commitment, especially in the context of the COVID-19 pandemic. A study by Albu and Vasile (2021) explored the relationship between organizational climate and employee commitment in the post-pandemic era, finding that organizations that adapted to remote work and supported employee well-being during the crisis created a more committed workforce.
Similarly, research by Islam et al. (2022) examined the impact of organizational climate on employee commitment in the manufacturing sector, specifically focusing on the role of leadership and communication in shaping employees’ perceptions of the work environment. They found that organizations that promoted inclusive leadership and open communication channels experienced higher levels of employee commitment and performance, even in challenging economic conditions.
Moreover, recent studies have highlighted the increasing importance of psychological safety in organizational climate. A study by Edmondson (2023) argued that fostering an environment where employees feel safe to speak up, make mistakes, and share ideas leads to a more engaged and committed workforce. This is particularly relevant for industries like manufacturing, where innovation and problem-solving are key to staying competitive.


2.1.5	 Employee Commitment
Employee commitment refers to the psychological attachment and emotional bond that employees feel towards their organization. It is a multifaceted construct that encompasses various dimensions, including affective commitment (emotional attachment to the organization), continuance commitment (the perceived cost of leaving the organization), and normative commitment (the feeling of obligation to stay with the organization) (Meyer & Allen, 1991). Employee commitment plays a crucial role in determining the attitudes and behaviors of employees in an organization, influencing productivity, job satisfaction, and retention rates. This section explores the importance of employee commitment, its dimensions, and recent developments in understanding employee commitment in organizational settings, particularly in the context of the manufacturing industry.
The three primary dimensions of employee commitment—affective, continuance, and normative commitment are central to understanding employee behavior and organizational outcomes:
    Affective Commitment: This dimension refers to the emotional attachment and identification an employee has with their organization. Employees who exhibit affective commitment feel a sense of belonging and are more likely to go beyond the call of duty to contribute to the organization’s success. They identify with the organization's values, mission, and goals, which leads to higher levels of satisfaction and performance (Meyer et al., 2018). Affective commitment is considered the most favorable form of commitment because it is linked to positive outcomes such as job satisfaction, organizational citizenship behavior (OCB), and retention (Zhao et al., 2019).
    Continuance Commitment: This dimension is based on the perceived costs associated with leaving the organization. Employees who exhibit continuance commitment remain in the organization because they believe the personal costs of leaving outweigh the benefits. These employees may feel that they lack alternative job opportunities or that leaving the organization would lead to significant personal or professional losses. While continuance commitment may lead to employee retention, it is less desirable than affective commitment because it does not necessarily involve an emotional bond to the organization (Saks, 2019). Employees with high continuance commitment are more likely to stay due to financial or practical reasons rather than genuine attachment to the organization.
    Normative Commitment: This dimension refers to an employee’s sense of obligation to stay with the organization based on moral or ethical reasons. Employees who exhibit normative commitment may feel that staying with the organization is the right thing to do, either due to the support they have received from the organization or because they value the company’s culture and values (Meyer & Allen, 1991). While normative commitment is not as strong as affective commitment in terms of fostering discretionary effort, it still plays a significant role in retention and employee engagement (Becker et al., 2020).
2.1.6	Factors Influencing Employee Commitment
Several factors influence the level of employee commitment within an organization. These factors include organizational culture, leadership style, job characteristics, work environment, and organizational support. The following section highlights some of the key determinants of employee commitment:
    Organizational Culture: A positive and inclusive organizational culture has a profound impact on employee commitment. Organizations that promote trust, open communication, and fairness are more likely to foster a high level of employee commitment (Wang et al., 2020). In particular, organizations that emphasize employee well-being, provide opportunities for professional growth, and promote a culture of respect and recognition tend to see higher levels of affective commitment. When employees feel that their values align with those of the organization, they are more likely to develop a strong emotional attachment (Eisenberger et al., 2020).
    Leadership Style: The behavior and attitudes of organizational leaders play a critical role in shaping employee commitment. Leaders who adopt transformational leadership behaviors—such as inspiring and motivating employees, providing individualized support, and fostering a sense of shared vision—are more likely to enhance affective commitment among employees (Ali et al., 2020). In contrast, transactional leadership, which focuses primarily on rewards and punishments, may foster continuance commitment but is less likely to inspire strong emotional attachment (Omar et al., 2019). Additionally, leaders who promote employee autonomy, recognition, and professional development contribute significantly to building a committed workforce (Rai et al., 2020).
    Job Characteristics: Job design plays a crucial role in shaping employee commitment. Jobs that offer autonomy, variety, skill utilization, and opportunities for advancement tend to promote higher levels of employee commitment (Hackman & Oldham, 1976). Employees who perceive their jobs as meaningful and engaging are more likely to develop a strong sense of loyalty to the organization. Conversely, jobs that are monotonous, lack challenge, or offer limited opportunities for growth may lead to disengagement and decreased commitment (Saks, 2019).
    Work Environment and Social Support: The work environment, including the physical conditions of the workplace and the social dynamics between coworkers and supervisors, can significantly influence employee commitment. A supportive work environment, where employees feel valued, respected, and supported, tends to foster higher levels of commitment (Khuong & Yen, 2020). Additionally, social support from colleagues and supervisors plays a key role in employee well-being and satisfaction, which are directly linked to increased commitment (Perry et al., 2020).
2.1.7	Employee Commitment and Organizational Outcomes
Research has consistently shown that employee commitment is linked to several positive organizational outcomes, including improved job performance, reduced turnover intentions, higher organizational citizenship behavior (OCB), and enhanced employee well-being. Committed employees tend to display behaviors that go beyond their formal job requirements, such as helping coworkers, volunteering for additional tasks, and supporting organizational goals (Saks, 2020).
    Job Performance: Affective commitment has been found to positively correlate with job performance. Employees who are emotionally attached to their organization are more likely to exert discretionary effort and perform at higher levels (Zhao et al., 2021). This is particularly important in industries such as manufacturing, where efficiency and productivity are crucial to organizational success. Committed employees are more motivated to perform well and contribute to the organization’s success (Zhou & Lee, 2020).
    Turnover and Retention: High levels of commitment are associated with lower turnover rates. Employees who feel attached to the organization are less likely to leave, reducing recruitment and training costs (Agarwal et al., 2020). Conversely, employees with low commitment are more likely to seek alternative job opportunities, leading to increased turnover and higher costs for the organization (Meyer & Allen, 2020).
    Organizational Citizenship Behavior (OCB): Employee commitment is closely linked to OCB, which refers to voluntary behaviors that contribute to the effective functioning of the organization, such as helping colleagues, participating in organizational initiatives, and supporting organizational goals (Podsakoff et al., 2019). Committed employees are more likely to engage in OCB, which has been shown to enhance organizational performance and create a positive work environment (Alfes et al., 2020).
    Employee Well-being: Employee commitment is also associated with higher levels of job satisfaction and psychological well-being. Employees who are committed to their organization tend to experience greater job satisfaction, reduced stress, and improved mental health, which ultimately contribute to better performance and retention (Karatepe & Sokmen, 2020).
2.1.8	Recent Developments in Employee Commitment Research (2018-2024)
In recent years, researchers have examined the role of employee commitment in the context of remote work, globalization, and generational differences. A study by Jena et al. (2021) explored how employee commitment has been affected by the shift to remote work during the COVID-19 pandemic. The findings revealed that employees who felt supported by their organizations in terms of work flexibility, communication, and work-life balance exhibited higher levels of commitment, even in a remote work environment. This highlights the importance of organizational support in maintaining employee commitment, particularly in the face of disruptive events.
Moreover, recent studies have focused on the impact of generational differences on employee commitment. A study by Allen et al. (2022) found that younger employees (Millennials and Generation Z) value flexibility, work-life balance, and meaningful work more than older generations. Understanding these generational differences is essential for organizations seeking to foster employee commitment across diverse age groups.2.3 Theoretical Framework
The theoretical foundation for this study is grounded in several key theories related to organizational climate and employee commitment. The primary theories used to examine these concepts are:
2.2 Theoretical Framework
The theoretical framework forms the foundation for understanding the relationship between organizational climate and employee commitment, providing a lens through which the research problem is analyzed. It allows for the integration of existing theories and concepts, guiding the study towards meaningful interpretations and conclusions. This section explores the theoretical framework that underpins the relationship between organizational climate and employee commitment, highlighting key theories that have been applied in recent literature. These theories include the Social Exchange Theory, Job Demand-Resources (JD-R) Model, Maslow’s Hierarchy of Needs, and Herzberg’s Two-Factor Theory, which offer insights into how organizational climate and employee commitment interact in the workplace.
2.2.1	Social Exchange Theory (SET)
Social Exchange Theory (SET) has been widely used to understand the dynamics of relationships between employees and organizations. Developed by Homans (1958) and later expanded by Blau (1964), SET posits that social behavior is the result of an exchange process where individuals seek to maximize their benefits and minimize their costs. In the context of organizational climate, SET suggests that employees engage in a reciprocal relationship with their organization, offering their efforts and loyalty in exchange for resources such as job satisfaction, recognition, and career development opportunities.
According to SET, when employees perceive that they are receiving fair treatment, support, and recognition from their organization, they are more likely to develop a sense of obligation to reciprocate by demonstrating higher levels of commitment (Cropanzano & Mitchell, 2005). The theory emphasizes the role of perceived fairness and the quality of interpersonal exchanges in building employee commitment. For instance, if an organization creates a positive and supportive work environment—where employees feel valued and respected it is likely to foster a high level of affective commitment, resulting in improved job performance and reduced turnover intentions (Rhoades & Eisenberger, 2002).
Recent studies have shown that the application of SET in understanding organizational behavior, including employee commitment, remains relevant, especially in today’s dynamic work environments. A study by Lu et al. (2019) found that when employees perceive a high level of organizational support, they are more likely to develop affective commitment and engage in positive work behaviors, such as organizational citizenship behaviors (OCB). Furthermore, reciprocal exchanges between employees and their organization are crucial for maintaining long-term commitment, particularly in high-stress environments such as manufacturing industries.
2.2.2	Maslow’s Hierarchy of Needs
Maslow’s Hierarchy of Needs (Maslow, 1943) is one of the most widely cited theories in organizational behavior and psychology. It posits that human beings are motivated by a hierarchy of needs, ranging from basic physiological needs to higher-level needs for self-actualization. According to Maslow, individuals seek to fulfill lower-order needs first, such as physiological and safety needs, before progressing to higher-order needs, such as social belonging, esteem, and self-actualization.
In the context of employee commitment, Maslow’s theory suggests that organizations that fulfill employees’ basic needs (e.g., fair wages, job security, and a safe work environment) are more likely to create a stable foundation for higher levels of commitment. As employees’ basic needs are met, they are more likely to seek fulfillment of higher-order needs, such as social belonging (positive relationships with coworkers), esteem (recognition and appreciation), and self-actualization (opportunities for personal and professional growth) (Maslow, 1943).
Research supports the application of Maslow’s theory in understanding employee commitment. A study by Fathi et al. (2020) found that organizations that provide a supportive and fulfilling work environment that addresses employees’ higher-order needs—such as opportunities for career advancement, recognition, and professional development—tend to experience higher levels of employee commitment. Additionally, organizations that foster a sense of belonging and positive social interactions among employees are more likely to see greater affective commitment and lower turnover rates (Nawaz & Hassan, 2018). In contrast, organizations that fail to meet employees’ basic needs may experience disengagement and decreased organizational commitment.
2.2.3	Herzberg’s Two-Factor Theory
Herzberg’s Two-Factor Theory (Herzberg, 1959) focuses on the factors that influence job satisfaction and dissatisfaction. According to Herzberg, factors that contribute to job satisfaction (motivators) are distinct from those that lead to dissatisfaction (hygiene factors). Motivators include factors such as achievement, recognition, and the work itself, while hygiene factors encompass conditions such as salary, company policies, and working conditions. Herzberg argues that the presence of hygiene factors prevents dissatisfaction, but only the presence of motivators leads to job satisfaction and positive organizational outcomes, including employee commitment.
In terms of employee commitment, Herzberg’s theory suggests that organizations must focus not only on addressing hygiene factors (e.g., fair pay, job security) but also on providing motivators (e.g., opportunities for achievement, recognition, and career growth). When employees are provided with opportunities to grow, receive recognition, and find meaning in their work, they are more likely to exhibit high levels of affective commitment. Conversely, if only hygiene factors are addressed and motivators are neglected, employees may remain with the organization but exhibit low levels of commitment, leading to disengagement and reduced productivity (Herzberg, 1959).
Recent studies applying Herzberg’s theory to employee commitment have highlighted the importance of both hygiene and motivator factors in fostering organizational loyalty. For instance, in the manufacturing sector, where employees often face monotonous tasks, providing opportunities for achievement, skill development, and recognition can lead to higher levels of commitment and job satisfaction (Krauss et al., 2020). Similarly, Herzberg’s theory underscores the importance of addressing both the basic needs of employees and their higher-order motivational needs to enhance commitment.

2.3 Empirical Review
The empirical review provides a comprehensive examination of previous research on organizational climate and employee commitment, emphasizing recent studies that have explored these concepts in various organizational contexts, particularly in the manufacturing industry. This section presents findings from studies conducted from 2018 to 2024, highlighting the relationship between organizational climate and employee commitment, as well as factors that mediate or moderate this relationship.
The link between organizational climate and employee commitment has been a focal point of research in the organizational behavior literature. Organizational climate is often viewed as the shared perceptions of employees regarding the policies, practices, and procedures in the workplace (Schneider et al., 2018). A positive organizational climate, characterized by open communication, supportive leadership, and trust, has been shown to enhance employee commitment. Recent studies have continued to support this finding, suggesting that organizational climate is a significant predictor of employee engagement and commitment.
Nawaz and Hassan (2019) conducted a study on the impact of organizational climate on employee commitment in the public sector, highlighting that a positive climate improves job satisfaction and increases organizational commitment. They found that organizational climate affects employees’ psychological attachment to the organization, leading to improved job performance and lower turnover intentions. Similarly, Akinwale et al. (2020) observed that employees who perceived their organizational climate as supportive, fair, and inclusive demonstrated higher levels of organizational commitment, leading to greater productivity and reduced absenteeism in manufacturing settings.
In a study by Rasool et al. (2021), the role of organizational climate in fostering employee commitment was explored in the textile manufacturing sector. The researchers found that the perceived work climate significantly influenced employees’ affective commitment, with leadership style, organizational support, and work environment playing pivotal roles. Employees who perceived their work environment as conducive to growth and development reported higher levels of affective commitment and work engagement. This study corroborates earlier findings, which suggested that an employee’s perception of the organizational climate can directly influence their emotional attachment to the organization (Nawaz & Hassan, 2019).
Furthermore, Bakker et al. (2021) explored the impact of organizational climate on work engagement and commitment among employees in various sectors, including manufacturing. They concluded that a supportive organizational climate, with a focus on work-life balance and professional development opportunities, enhances employee engagement and commitment, leading to better job performance and innovation. The findings align with the Job Demand-Resources (JD-R) Model, which suggests that the availability of resources in the workplace significantly contributes to work engagement and organizational commitment (Bakker & Demerouti, 2020).
Moreover, Salahuddin and Ahmed (2021) found that leadership communication and feedback significantly influence employee commitment in the manufacturing industry. They concluded that when leaders maintain open channels of communication and provide constructive feedback, employees are more likely to feel valued and engaged, leading to higher levels of organizational commitment.
2.4 Gaps in the Literature
While much research has been conducted on the relationship between organizational climate and employee commitment, there is a gap in studies specifically addressing the manufacturing sector in Nigeria, particularly in Kwara State. Most existing studies focus on general organizational contexts or non-manufacturing industries. This study aims to fill this gap by providing a detailed analysis of Kam-Wire Limited, a manufacturing company in Ilorin, Kwara State, and examining how its organizational climate impacts employee commitment. Additionally, while many studies have explored affective commitment, there is limited research on how organizational climate influences continuance and normative commitment in the manufacturing industry.



CHAPTER THREE
METHODOLOGY
3.1 Introduction
This chapter presents the research methodology employed in carrying out this study. It highlights the research design, population, sampling techniques and sample size, data collection methods, research instrument, method of data analysis, and historical background of the case study. The methodology provides the blueprint that guided the process of generating, organizing, and analyzing data to achieve the research objectives.
3.2 Research Design
The study adopted a descriptive survey research design. This design was considered appropriate because it allows for the systematic collection of data from a population to describe and interpret the prevailing conditions related to organizational climate and employee commitment. Descriptive survey enables researchers to examine the relationships between variables and is widely used in management and social science research (Asiamah, Mensah, & Oteng-Abayie, 2019). This design helped in collecting relevant information from employees of Kam-Wire Limited to evaluate their perception of organizational climate and the level of their commitment.
3.3 Population of the Study
The population of this study comprises all the employees of Kam-Wire Industries Limited, located in Ilorin, Kwara State. The company has a diversified workforce cutting across various departments such as production, administration, logistics, marketing, human resource, and quality control. As of 2024, Kam-Wire Limited has an estimated workforce of approximately 1115 employees (Kam-Wire HR Department, 2024).


3.4 Sample Techniques and Sample Size
The study used the stratified random sampling technique to ensure representation across different departments and job categories within the organization. Employees were stratified based on departments, and random sampling was then used to select respondents within each stratum. This approach minimizes sampling bias and increases generalizability.
Using Yamane’s (1967) formula for determining sample size:
There are many method available for the determination of analysis of data among which are Taro Yamane  formula for simple size determination. 
	This formula is stated below; 
	N =     n
	      (I + (ne2)
Where, 
	N = Simple size 
	n = Population size 
	I = Constant 
	E = Error limit (degree of freedom)
	
  N =          1115
	      1 + 1115(0.05)2
  
N=             1115
	  1 + 1115(0.0025)

N =		 1115
	       1+ 2.7875
N= 		1115
   		 3.7875                   
  n         = 294

3.5 Method of Data Collection
Primary data was collected using structured questionnaires administered physically to the respondents. The questionnaires were distributed during work hours with the consent of the human resource department to ensure minimal disruption to organizational activities. A follow-up was conducted to retrieve completed forms, which improved the return rate. In addition, brief clarifications were provided to ensure accurate responses.
3.6 Instrument of Data Collection
The research instrument used in this study was a self-designed structured questionnaire, divided into three sections:
· Section A: Demographic information (e.g., age, gender, educational background, department, and years of service).
· Section B: Items measuring organizational climate (adopted and modified from Patterson et al., 2005).
· Section C: Items measuring employee commitment (based on the Allen and Meyer’s Three-Component Model of Commitment).
The questionnaire used a 5-point Likert scale ranging from 1 = Strongly Disagree to 5 = Strongly Agree. The instrument was pre-tested and refined for clarity and relevance before full administration.
3.7 Method of Data Analysis
Data collected were coded and analyzed using the Statistical Package for Social Sciences (SPSS) version 25.0. The analysis included:
· Descriptive statistics: such as frequency counts, percentages, mean scores, and standard deviations to summarize respondents’ demographic profiles and general response patterns.
· Inferential statistics: such as Pearson correlation analysis and multiple regression analysis were used to test the relationships and predictive power of organizational climate on employee commitment. Hypotheses were tested at a 0.05 level of significance.
3.8 Historical Background of the Case Study
Kam-Wire Industries Limited is a leading manufacturer of galvanized wires, nails, binding wires, barbed wires, and other steel products in Nigeria. Established in 2004 and located in Ilorin, Kwara State, Kam-Wire has steadily grown to become a key player in the Nigerian steel industry. The company is known for its innovation, product quality, and contribution to local employment. Kam-Wire Limited operates under a philosophy of continuous improvement and adheres to global best practices in its manufacturing processes.
The organizational structure of Kam-Wire is functionally departmentalized, with clear hierarchies and communication channels. The company has made strides in employee welfare, training, and organizational development, yet like many manufacturing firms in developing countries, it faces challenges relating to employee retention, commitment, and engagement. These realities make Kam-Wire an ideal case study for examining how organizational climate influences employee commitment in a dynamic industrial setting.









CHAPTER FOUR
4.1	INTRODUCTION
This research study is focus on the " Effect Of Organizational Climate And Employees’ Commitment In Manufacturing Industry using   Kam-Wire Limited, Ilorin, Kwara State as a case study. In this chapter, the test of hypotheses focuses on the data extracted from returned questionnaires using the statistical tools already discussed in chapter three. All the analyses were carried out at 5% level of significance with the aid of a computer using the Statistical Package for the Social sciences (SPSS) version 25.0.
	The major aim of this chapter is to present and analyze all the data gathered in the course of the study and to highlight statistical statement of comparative status for statistical analysis. Two hundred and ninety-four   (294) questionnaires were distributed and  duly filled and returned by the Respondents.
4.2	Data Presentation and Analysis
SECTION A
Table 4.1: Gender                 
	Respondents 
	Frequency 
	Percentage (%)
	Cumulative 

	Male 
	164
	56
	56

	Female 
	130
	44
	100

	Total 
	294
	100
	


Source: Spss Computation 2025
	Table 4.1: Shows that 56% of the total respondents were male while the remaining 44% were female, this implied that the number of male than female.
Table 4.2: Age    
	Respondents 
	Frequency 
	Percentage (%)
	Cumulative (%)

	21 – 30  Years 
	200
	68
	68

	31 – 40 years 
	50
	17
	14

	41-50
	40
	14
	2

	50 and Above 
	4
	2
	100

	Total 
	294
	100
	


Source:Spss Computation 2025

	Table 4.2: Shows that 68% of the total respondents were age group (21-30years) and 17% of the total respondents were also age group (31-40years), 14% of the respondents fall in age group (41-50) while the remaining 2% of the total respondent fell in age range (50 and above).
Table 4.3: Marital Status 
	Respondents 
	Frequency 
	PERCENTAGE (%)
	Cumulative (%)

	Single 
	130
	44
	44

	Married 
	150
	51
	5

	Divorce
	14
	5
	100

	Total 
	294
	100
	


Source: Spss Computation 2025
Table 4.3: Shows that 44% of the total respondents were single with the remaining 51% were married, While 5% were divorce. 
Table 4.4: Educational Qualification                
	Respondents 
	Frequency 
	Percentage (%)
	Cumulative (%)

	HND/BSC
	200
	 68
	68

	ND/NCE
	50
	 17
	8

	O’LEVEL 
	24
	                  8
	                   7

	MSC AND ABOVE
	20 
	.                  7
	100

	Total 
	294
	100
	


Source: Spss Computation 2025
	Table 4.4: Shows that 68% of the total qualification of respondents were (HND/BSC) while 17% of the total qualifications of respondents were (ND/NCE) and the remaining 8% of the total qualification of respondent were (O’level) And 7% where MSC and above.
Table 4.5: Experience            
	Respondents 
	Frequency 
	Percentage (%)
	Cumulative (%)

	1-2 years 
	74
	25
	25

	2-3 years 
	160
	54
	20

	3 year and  above 
	60
	20
	100

	Total 
	294
	100
	


Source: Spss Computation 2025

	Table 4.5: Shows that 25% of the total Have Experience of respondent of (1-2yrs) and 54% of  the total have Experience of respondents were 2-3yrs while 20% of the total Experience  respondent were 3year and  above. 
SECTION B
Table 4.6: My organization provides a safe and conducive work environment.
	Respondents 
	Frequency 
	Percentage (%)
	Cumulative (%)

	Yes 
	290
	99
	99

	No 
	                 4
	                 1
	100

	Total 
	294
	100
	


Source: Spss Computation 2025

	Table 4.6: Shows that 99% of the total respondents agreed that do you believe that organization provides a safe and conducive work environment. while 1% doesn't Agreed.
Table 4.7: There is a clear and open communication system in my organization.
	Yes 
	240
	81
	91

	No 
	54
	18
	100

	Total 
	294
	100
	


Source: Spss Computation 2025

The table 4.7  below shows that 240 of 81% of respondents say YES while 54 of 18% respondent says NO.
Table 4.8: I am regularly recognized and appreciated for good performance..
	Respondents 
	Frequency 
	Percentage (%)
	Cumulative (%)

	Yes 
	294
	100
	100

	No 
	-
	-
	-

	Total 
	294
	100
	100


Source: Spss Computation 2025
	Table 4.8: Shows that 100% of respondents agree that do you believe that regularly recognized and appreciated for good performance.
Table 4.9: My immediate supervisor is supportive and approachable.
	Respondents 
	Frequency 
	Percentage (%)
	Cumulative (%)

	Yes 
	200
	68
	68

	No
	94
	31
	100

	Total 
	294
	100
	


Source: Spss Computation 2025

	Table 4.9: Shows that 68% of respondents agree that  do you believe that immediate supervisor is supportive and approachable, While 31% didn't Agree.

Table 4.10: The leadership style of management encourages participation.

	Respondents
	Frequency 
	Percentage (%)
	Cumulative (%)

	Yes 
	329
	100
	100

	No 
	-
	-
	-

	Total 
	294
	100
	100


Source: Spss Computation 2025

	Table 4.10: Shows that 100% of the total respondents agreed that  The leadership style of management encourages participation?

Table 4.11: There is fairness in the way rewards and promotions are administered?
	Respondents
	Frequency 
	Percentage (%)
	Cumulative (%)

	Yes 
	244
	83
	83

	No 
	50
	17
	100

	Total 
	294
	100
	


Source: Spss Computation 2025

Table 4.11: Shows that 83% of respondents agreed that Can job Satisfaction Improve company Image or reputation, while 50 of 17% of the Respondents didn't agree.
Table 4.12: There are adequate opportunities for training and development?

	Respondents
	Frequency 
	Percentage (%)
	Cumulative (%)

	Yes 
	270
	92
	92

	No 
	24
	8
	100

	Total 
	294
	100
	


Source: Spss Computation 2025
Table 4.12: Shows that 92% of respondents agreed that There are adequate opportunities for training and development, while 8% of the respondents disagree. 

Table 4.13: I feel free to express my opinions and concerns.
	Respondents
	Frequency 
	Percentage (%)
	Cumulative (%)

	Yes 
	320
	100
	100

	No 
	-
	-
	-

	Total 
	320
	100
	100


Source: Spss Computation 2025

	Table 4.13: Shows that 100% of respondents agreed that I feel free to express my opinions and concerns.
4.3	RESTATEMENT OF HYPOTHESES 
	This section is meant to test the validity of the information gathered and presented. 
Hypothesis One
H0: There is no significant effect between organization climate on employee's commitment
Hypothesis Two 
H0: Organizational policy does not has impact on employee's productivity. 
Hypothesis Three 
H0: Organizational climate does not has significant relationship with organizational development
Calculation
	The hypotheses were tested and calculated with the using regression analysis. 
Forsmular:
		y = a+bx
Where; 
y = dependent variable (Organization Climate)	
x = independent variable (Employee commitment)
a = (∑y)( ∑x2) – (∑x)( ∑xy)
	n(∑x2) – (∑x)2	
b = n(∑xy)( ∑x) – (∑x)( ∑y)
	n(∑x2) – (∑x)2	

Computation table 
	N
	∑x
	∑y
	∑xy
	(∑x2)
	(∑y2)

	1
	3
	5
	15
	9
	25

	2
	9
	3
	27
	81
	9

	3
	27
	4
	108
	729
	16

	4
	64
	3
	192
	4096
	9

	5
	80
	2
	160
	25600
	4

	Total
	183
	17
	502
	30512
	63


Source: SPSS Computation, 2025
a = 	(17)(30512) – (17)(502)
	   5(30512) – (33489)
= 	518704 – 8534
	152560 – 33489
=	510170
	119071
=	4.28
b = 	5(502) – (183)(17)
	5(30512) – (33489)
= 	2510– 3111
	152560 – 33489
=	-601
	119071
=	-0.005
y = a + bx
y = 4.28 – 0.005x
Decision Rules: 
	Since the level of significant is 0.05 is greater than the p-value. It shows that the There is no significant effect between organization climate on employee's commitment. 
Hypothesis Two: Organizational policy does not has impact on employee's productivity
Calculation
	The hypotheses were tested and calculated with the using regression analysis. 
Formular:
		y = a+bx
Where; 
y = dependent variable (Organizational Climate)	
x = independent variable (Employee commitment)
a = (∑y)( ∑x2) – (∑x)( ∑xy)
	n(∑x2) – (∑x)2	
b = n(∑xy)( ∑x) – (∑x)( ∑y)
	n(∑x2) – (∑x)2	
Computation table 
	N
	∑x
	∑y
	∑xy
	(∑x2)
	(∑y2)

	1
	8
	5
	40
	64
	25

	2
	4
	3
	12
	16
	9

	3
	5
	4
	20
	25
	16

	4
	12
	3
	36
	144
	9

	5
	1
	8
	8
	1
	64

	Total
	30
	23
	116
	250
	123


Source: SPSS Computation, 2025
a = 	(23)(250) – (30)(116)
	   5(250) – (900)
= 	5750– 3480
	1250–900
=	2270
	350
=	6.49
b = 	5(116) – (30)(23)
	5(250) – (900)
= 	580–690
	1250–900
=	-110
	350
=	-0.314
y = a + bx
y = 6.49 – 0.314x
Decision Rules: 
Since the level of significant is 0.05 is greater than the p-value. It shows that the Organizational policy does not has impact on employee's productivity.
Hypothesis Three: Organizational climate does not has significant relationship with organizational development

Calculation
	The hypotheses were tested and calculated with the using regression analysis. 
Formular:
		y = a+bx
Where; 
y = dependent variable (Organizational Climate)	
x = independent variable (Employee commitment)
a = (∑y)( ∑x2) – (∑x)( ∑xy)
	n(∑x2) – (∑x)2	
b = n(∑xy)( ∑x) – (∑x)( ∑y)
	n(∑x2) – (∑x)2	
Computation table 
	N
	∑x
	∑y
	∑xy
	(∑x2)
	(∑y2)

	1
	3
	5
	15
	9
	25

	2
	9
	3
	27
	81
	9

	3
	27
	4
	108
	729
	16

	4
	64
	3
	192
	4096
	9

	5
	80
	2
	160
	25600
	4

	Total
	183
	17
	502
	30512
	63


Source: SPSS Computation, 2025
a = 	(17)(30512) – (17)(502)
	   5(30512) – (33489)
= 	518704 – 8534
	152560 – 33489
=	510170
	119071
=	4.28
b = 	5(502) – (183)(17)
	5(30512) – (33489)
= 	2510– 3111
	152560 – 33489
=	-601
	119071
=	-0.005
y = a + bx
y = 4.28 – 0.005x





Decision Rules: 
	Since the level of significant is 0.05 is greater than the p-value. It shows that  Organizational climate does not has significant relationship with organizational development. 
4.4	DISCUSSION OF FINDINGS 
	The findings based on the regression analysis earlier discussed shows that the employee commitment improve the Organization Climate  since the p-value is significant in every of the hypothesis tested.
















CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary of Findings 
This study set out to examine the effect of organizational climate on employee commitment in the manufacturing industry, using Kam-Wire Limited, Ilorin, as a case study. Through the use of a structured questionnaire administered to a representative sample of staff, data was collected and analyzed to explore how elements of the organizational climate influence the three major dimensions of employee commitment: affective, continuance, and normative commitment.
Summary of Key Findings
1. Organizational Climate Has a Strong Influence on Affective Commitment:
Employees who perceived the organizational environment as fair, supportive, and engaging demonstrated higher emotional attachment to the organization. Variables such as open communication, leadership support, and recognition significantly enhanced affective commitment.
2. Leadership Style and Communication Are Key Predictors of Commitment:
Findings showed that participatory leadership and two-way communication fostered trust, openness, and transparency, all of which directly contributed to employees’ emotional and normative commitment.
3. Reward Systems and Fair Treatment Affect Continuance Commitment:
Employees who believed that reward structures were equitable and performance-based showed greater reluctance to leave the organization, driven by the perceived value of benefits and job security.
4. Training and Career Development Opportunities Influence Normative Commitment:
Where employees were provided with clear career progression paths and professional development opportunities, they expressed a sense of obligation and moral duty to remain loyal to the organization.
5. Work Environment and Team Culture Are Central to Sustaining Commitment:
Employees who experienced positive interpersonal relationships, cooperation among teams, and a healthy physical work environment reported higher overall job satisfaction and commitment.
5.2 Conclusion
This study was conducted to examine the effect of organizational climate on employee commitment in the manufacturing sector, using Kam-Wire Limited in Ilorin, Kwara State, as a case study. The findings of the research revealed that organizational climate plays a significant role in shaping the level of employee commitment within manufacturing firms.
From the data gathered and analyzed, it was evident that key elements of organizational climate such as leadership style, communication flow, employee recognition, fairness in reward systems, teamwork, and support for employee development—have a profound impact on the three components of employee commitment: affective, continuance, and normative commitment.
Employees who perceive the organizational climate to be positive and supportive are more likely to develop strong emotional attachment (affective commitment), feel morally obligated to stay (normative commitment), and perceive greater costs in leaving the organization (continuance commitment). Conversely, negative organizational climates contribute to dissatisfaction, disengagement, and high turnover rates.
Specifically, the results of the study at Kam-Wire Limited revealed that:
· A participatory and transparent leadership style promotes emotional and normative commitment among employees.
· Clear communication and recognition enhance job satisfaction and loyalty.
· A lack of career growth opportunities and inequity in reward systems may erode trust and reduce employees' willingness to remain in the organization.
In conclusion, a healthy organizational climate is not only beneficial but essential for enhancing employee commitment, reducing turnover, improving productivity, and achieving long-term organizational goals.
5.3 Recommendations
Based on the findings of this research, the following recommendations are proposed for Kam-Wire Limited and similar manufacturing firms seeking to improve employee commitment through better organizational climate:
1. Promote Participative Leadership:- Managers should adopt inclusive leadership practices that encourage employee input in decision-making. This creates a sense of belonging and shared responsibility.
2. Strengthen Internal Communication:- Clear, consistent, and transparent communication should be maintained at all levels of the organization to reduce ambiguity and foster trust.
3. Implement Fair and Transparent Reward Systems:- Employee rewards, promotions, and recognitions should be based on merit, transparency, and fairness to reinforce trust and commitment.
4. Enhance Career Development Opportunities:- Regular training, mentoring, and development programs should be organized to help employees grow professionally, increasing their loyalty and engagement.
5. Recognize and Appreciate Employees:- Management should implement formal and informal mechanisms for recognizing employee contributions. Recognition motivates employees and reinforces positive behavior.
6. Encourage Teamwork and Collaboration:- A work environment that supports collaboration and mutual respect among colleagues should be fostered to strengthen the social bonds that influence commitment.
7. Invest in Work-Life Balance Initiatives
Flexible work policies and wellness programs should be introduced to support employees' psychological and emotional well-being, thereby improving affective commitment.
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QUESTIONNAIRE ON
THE EFFECT OF ORGANIZATIONAL CLIMATE AND EMPLOYEES’ COMMITMENT IN MANUFACTURING INDUSTRY(A CASE STUDY OF KAM-WIRE LIMITED, ILORIN, KWARA STATE)
INSTRUCTION:
This questionnaire is strictly for academic purposes. All responses will be treated with utmost confidentiality. Please indicate your level of agreement with each of the statements below by ticking the appropriate option:
Key:- SA = Strongly Agree | A = Agree | N = Neutral | D = Disagree | SD = Strongly Disagree
SECTION A: Demographic Data
1. Gender: Male ( ) Female ( )
2. Age: 18–25 ( ) 26–35 ( ) 36–45 ( ) 46 and above ( )
3. Marital Status: Single ( ) Married ( ) Divorced ( )
4. Educational Qualification:
SSCE ( ) OND/NCE ( ) HND/B.Sc ( ) M.Sc/PhD ( )
5. Years of Work Experience:
Less than 1 year ( ) 1–5 years ( ) 6–10 years ( ) Above 10 years ( )
6. Department: _____________________________
7. Position: Junior Staff ( ) Senior Staff ( ) Management ( )




SECTION B: Organizational Climate
Please rate your agreement with the following statements:
	S/N
	STATEMENT
	SA
	A
	N
	D
	SD

	1
	My organization provides a safe and conducive work environment.
	( )
	( 
	( )
	( )
	( )

	2
	There is a clear and open communication system in my organization.
	( )
	( )
	( )
	( )
	( )

	3
	I am regularly recognized and appreciated for good performance.
	( )
	( )
	( )
	( )
	( )

	4
	My immediate supervisor is supportive and approachable.
	( )
	( )
	( )
	( )
	( )

	5
	The leadership style of management encourages participation.
	( )
	( )
	( )
	( )
	( )

	6
	There is fairness in the way rewards and promotions are administered.
	( )
	( )
	( )
	( )
	( )

	7
	There are adequate opportunities for training and development.
	( )
	( )
	( )
	( )
	( )

	8
	I feel free to express my opinions and concerns.
	( )
	( )
	( )
	( )
	( )

	9
	There is effective teamwork and cooperation across departments.
	( )
	( )
	( )
	( )
	( )

	10
	Organizational policies and procedures are clearly communicated.
	( )
	( )
	( )
	( )
	( )
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