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Abstract

All commitment-based organizations have come to term with believe that emplovees orgamaional commumen
contributes in no small measure to workforce stability. better customer service. morease SuSiness performane omd
productvity. In this study therefore, the researcher explores the factors whick are likely 1o affect emploves
organizational commitment in a manufactering industry A quantitative swrvey was comduciod and dar was collected by
personally administered questionnaires from 147 respondents consisning of both managemen: anid staff of Global Soaps
and Detergent Industry Morin. The data collected was processed and anahyzed using descriptive and iferential statistics
including Chi square and SPSS version 20. The results reveal that there is a significant relationship detween difherem
organizational factors and commitment of staff of the indusiry. Regression Co-cfficient reswulis also show thar all factons
that predict organizational commitment are positively related . Factors affecting the organizational commimwent of the |
workers include rewards, support from supervisor. favourable conditions of the job among athers This stwh has |
implications for managers HR Practitioners by exerting efforts in @ wav that organizations can easily retam ther
experienced human capital and reduce twrnover. The findings also recommend that commirmeni-based o canizanons nead

to continue to reinforce organizational support for their staff to strengthen organizational commumeni

1
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Introduction Employees are among the most important
Organizations are set up for the purpose of determinants and leading factors that determine the
achieving set goals which are possible if those who success of an organization in a competiuve
work in them are adequately organized, rewarded, environment. Besides that, if properly managed.
motivated and controlled so that they can perform employee commitment can lead to benefical

effectively. It is not only the workers that have a consequences such as increased effectivencess.
part to play in an the process of achieving performance, productivity, decreased turnover and
organizations’ goals, the managers also have to be absenteeism in an organization (Fionta, Bozeman,
effective in  planning, organizing, staffing, Young & Meurs, 2007). This s because an
administering and coordinating the activities being employee who is satisfied with his job would
carried out in the organization. Managers, owners of perform his duties well and be commuited to his job.
businesses and scholars have always sought for and subsequently to his organization Thus, 1t 1s o
ways to help organizations and individuals utmost importance for employers to know the
accomplish their goals and objectives. In order to do factors that can affect their employees’  Job
this, a lot of organizational variables have received satisfaction level since it would affect thet
the attention of social scientists. Among these commitment and  the performance  of ¢
variables is employees’ commitment which has been organization as well (Awang, .~'\hnmd. & Zin, 20100

widely discussed by industrial sociologists and other
social scientists.

-~ 136 -




o A

- Departmen )

survive and more ump .
# ﬁ_ﬂmhmw«ﬁ
oﬁ“u = ahiead! Qu
sov by which an orgamization could
:;‘ undﬁunﬂnhuﬁ:
‘ﬂm“"hm.ﬁ & the
\*ﬁlrmumof
: .maemnunmu”“::
Wﬁmmd“mmu

o el a5 e sysiem of work relabonshep cx
parkess guinde (1c comimsiment) 5wy f ‘::
g aramrabon thal wants o grow

aﬁmmm-d....m T
deonify those fiactors that operair = org
M‘MMkwofwd
sorkers @ an orgamzaton. While the focus of tas
ssearch will be on 2 mamfactarmg organizaton the
f#‘ﬁm“ﬁﬂkmmmh~b
cmplovees commuument (especully m the wea of
serking condition) as they fsciliase or wpede the
wrpmuzshos in achecving is 5ot gOals

Sitement of the Problem

hmhmhhk&idwwm
8 s charactenstc of mamy employees @ most
wpanzanons 1oday This =5 evsdent i the poor

w for s WM“‘QM
!m.hse
m%hMOHthm

meet the for as long as possible In order to
and & <ompetiliveness as well as ct ng

of private organizations in the global
world therefore, 11 15 necessary o und ¥
ﬁl'mmmlmdmmmlmm

safisfy the employees and ,
mm:,.ummm"?pmdlum

In m“i' organizational  factors  affecting
mﬁq.m commitment, the follawing research
mnmw
1)) “Mghmo‘mm.
0 an organzanon’
G} Does reward sysiem have any influence on
employees commitment o work?
() Does mode of supervision and or supervisor
support affects employees’ commiment 10
work”?
How do working condimons influence
employees commment”
(v) To what exient can these factos be
bamessed o facilieate commutment i the
arca of the stady scitng”

Aim sad Objectives of the Paper
The general am of this peper © 1o examine the
factors affecung cmployee's

commument As such. the specific  objectives

revolved around the followng:

] ww&mﬂmiaﬂmﬁnﬂ
rewards on employees’ commitment

() w wepufy the mpact of supervisor
siylessupport @ mducing  employees’
coMmMmItMEn 10 0fganiZanon

(w) W cxamne the mpact of working
environment  as it effects workers’
commiment

() m&dmnthedegltcwwhichﬂrabove
sisted  factors  nfluence organizational
commitment and develop sttedis (4]
reduce low commiunent among workers

Scope and Limitation of the Paper

The study wucmcdmnmongﬂnwmeﬂ
MmﬂobeHSmpsmchMgml Industry
florin, Kwara State The limitation envisaged with
the stuch hulo.bwuhlhertlmvemnmlmonly
hsted factors (1
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employees commitment m one ofgamzation
However cfforts will be made 1o ensure that dus

power of its findings

Significance of the Study

Among the resources availsble for use by the
organization. emplovees are the most valusble
simply because of the contributions they make 10 the
achsevernent of organizational goalss When
employces are satisfied with thew jobs they are
beiter encowraged o improve their performance
sunce they are conlented with the job Also. when
employees are happy with the work process, thew
fevel of commitment towards organizational goals
will be very lugh Behsviours such a3 shsentecum.
increased labowr turn-over. snd disloyalty become
common occisTences in the organizabon with hess
commitied workforce as rescawch has shown that
organezations that do not put moch cmphass oo
empioyee well-being be &t public or privase. most of
the ume parade employees who are mot commaned
o thear work (Wiener, Y 19820)

Thas study therefore s of 2 grost mmportance as o
will serve as, a gmde for formmuinting acceptable
staff-managemem cclanonstwp and pobcies whach
will lead 10 hugh employess commament, an 8d ®
cresting an argamization whach places each member
of staff in favourable condinoss for jab satsfactson.
sense of purpose and mcorporste socl mEgIRUOn
mito their workforce for imgh commmstment and
productivity Lastly, researcher hopes that s siudy
will serve as coatribution towards kmowiedge n
addition w eoriching past works on empioyecs’
commitment. clarify the obsacies mvolved ®
achicving employees” commitment and represents &
gscful sowrce of mformaton for fumwe rescarch
Wﬂnmm

Litersture Review :
A ot has been wrintien on the tssue of organization

and workers commmment as a result of the
importance organizations have on the cconomic and
socio-political aspects of buman lives. The concem
of most people bas beco on how to make these
organuzations achieve thewr set goals and this may
mhvﬂaﬂtlfﬂﬂyﬂﬂﬂ!m"’d
committed 10 thewr duties This section therefare
“g,ﬂ‘ﬁum‘ub-ddlﬁﬂlﬁ
mafiers on orgamzational factors  affecong
employees commutmest i organizstions uader the
follow ing sub-headings

i
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Orgasizational Commitment

mmcmmirdmnum
emotional sttachment 0, wentificaon wig, .;
mvolvement " the orgamization In M
measuring cCommilment g =
asscssmeni  of the congruence  betweey
ndividual's own vaiues and belicfs and those o g,
willingness to contribuie 10 oramzational gy
When employces arc sure that they will grow a0y
learn with their current employers, thew leve] o
commitment (o stsy with that partscular organizaue:,

@ tugher (Opkara, 2004)

several models of commutment have beey

i the 19805 and carly 19905 the Three
cmﬂoﬂdofmm
propounded by Meyer & Allen has gamed
substantial populanty snce s mccplion (Wam
20051 Meyer and Allen (1991 concluded tm =
mu';m::mzmuu
membershp =
orgamzation. Consequently, commiment mansdens
nself m wee celanvely disimel manners of
Affective. Continmance and Normative Accordng
10 the mode! indsviduals who bave strong affecow:
commumens remmn 0 the organizanos becamse
they feel they waml 0, some wub 2 srosgr
AUrMative commutment remaimn becanse they omsls
w and those with sUOBZ CONLINEAanCE COSENEImCR
reman becanse they need 1.
Affective Commitment simply 2
psychological attachment 10 orgamzatson. 2 5 2 e
of commatmers that enswed when there s o postree
micraction between the idivvdml aad the
organization because both bhave momslar wvabues
{Shore and Teunck, 19911 Those who sty m thew
organizations with a strong comoutment rctam ey
positon not only because they need the occupatos.
but also because they want it
Continnance Commitment- This has 1o do with e
costs associated with leaving an orgauzanon. As
counterpant 0 affecuve commitment, cmsplovess
wmmmm&n
leave a company for fear of losing thew besefiss
taking a pay cut, and not being able to find amather
yob (Murray, Gregowre, & Downey. 1991) Thea
confnmance commilment s relsted w0 owed
experrence and wist ome has ghvea ® B
organizalion There 13 thus dafficuin w “gvng 4
wp”~ and the unknown “opportunsty cost” of lkeavni
the organization or baving fow or no aliermatives
Normative Commitment- Percerved obligamons ©
reman with an ofganzaion m thes regasd B
mphcanons for the continamg particrpanion of O
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,a.\-w"“l in the orgamzation (Ayen & Phapool
gf). . Nommasva commitinent — explain ﬂl‘
;mr‘\"‘“' g who will remain with an oAl zation ,l‘m
e of theld biehef that it s the “vight and moy ‘1).
gung 10 40 (Meyat and Allen. 1991) \\?irncil :
mhman(l‘! 7y argued that sormative commit anl
o 4N arganization develops based on a \'\'llccu““ml
LSUres dat wdividuals feel during lhéir lﬁli‘t ot
scialization from family and culture anyd d:l'“l);
e sociahzation as newcomens  the or nm“u:',“*
o form of “psychological contract” betwe o
employee and ithe organization (Rowssenau, qu:l“ln

In uujr study, §1alluc\: and Zajac (1990) concluded
that age 38 also considerably more strongly related
. ) (V]
auradinal than to behavieral commitment. Furih
S Wit
gqudy suggested  that older workers are more
s.amli‘cd wuh then job receiving better positions
and Ccognitively  satsfied” than others i the
orgamzation. The rescarcher also found that e
mumber of vear in positon sigmificantly positive
related t© nl{mﬂnml commitnzent, and length of
wrice sigmficantly engender posiive behavioral
commitment (Gregersen and Black, 1992)
Organizational ~ Rewards and Employees’
Commitment
Al the financial and non-financial benefits which an
employee gans by being a worker i an
arganization can be referred 1o, as organizationsl
rewards (Malhotra, Budhwar & Prowse 2007)
There are two Kinds of rewards which are intnnsic
and extnnsic rewards Insrinsic rewards come 10
intangible form. These may inclode recognibon,
sutonorny, and role in decision process Intrinsic
rewards 10 Rudolph and Kleiner (1989 12) are
psvchological incentives, such as input, thanks, job
rotation. job enlargement and rewards that belong 10
Maslow's upper, self-etficacy hierarchy of needs
e wnportance of intrnsic rewards 15 how they
build a climate and environmenl of trust and co-
operation among cmployees OF S Sujan (1986:43)
outhned, employees who are motivated intrinsically
“enjoy  performing job-related  tasks, such as
nfluencing customers and lcarning more aboul the
company  Extrinsic rewards on the other hand are
the tangible rewards. These rewards may include;
salary, fringe benefis, promotions and other
financial rewards which in Maslow’s Hierarchy of
Needs are at the lower end. It is usually viewed by
employees as a given and a must (Williamson,
Bumett. & Barol 2009). The provision of
wpam zational rewards to Fisenberger, Fasolo &
Davis-1 aMastro (1990)  indicates that the
agan zaton values and recognizes the contributions
{  emplovees for the Organizauon The

rparn zatwonal rewards show that organization 15

h Wival

ol
ll.ne":‘(:i:i:‘.‘::lmuq‘ l_"nn GO Vol 6 b ), 2007
Al af \-luluhnl.n' favuitly of Th yoctal § ;Imn
. ,_H ,l\_‘lllﬂ“n iy, Ado Fkifi (IS 1
heon o | e
avest in emplo :
are an Indicatio ':_‘Wtﬂ Moteaver, the rewards
smblovoss | |n ol organizations’ Interest in s
apprecini } the o of thelr recopnition and
rewards ‘,;" (Shote, 1, & Shore 7, 1995). The
likely t:; \: ‘\Fl:lrl' ln!rhuic or extrinsic therelore are
the o utll “‘I“h i feeling among, the employees that
m-\kcwunn ratlon values them and this will In wm
akes them more commited 1o thelr organization,

Avcording 1o 1 00§
organization enl e [ aunpprl o
| wmnees thinking of employees that
organization regards that they are performing their
[obs as expected. The rewards also develop feeling
that  orpanization honors  the  achievements  of
employees as it helps employees 1o develop esteem,
However, the falmess in the provision of rewards is
necessary in developing such feelings and making
emplovees committed 1o their organization. In a
suuly conducted by Landsman (2002) it was found
that i employees believe that their organization 13
{air in the distribution of rewards, and punishments,
they become more committed (o their employer,
Hence, rewards vary greatly in both type and scope
apd‘ employees' commiument according to Robert
K. (2005) can be improved not just by financial or
other non-tangible inducement but rather, with
properly admimstered rewards.

Although majority of the studies on rewards system
as its effects workers' motivation and organizational
commitment were primarily based on the impacts of
financial and non-financial rewards on cmployees’
commitment, there are many other intervening,
yoclo-cultural and organizational variables that can
impede the efficacy of rewards in facilitating
employees’ commitment. impact of organizational
variables  like  leadership styles,  appraisal
mechanism, retention and communication, cultural
diversity, supervisor support, working condition ete
which affect the level of workers' commitment
(Meyer & Allen 1991, Armstrong 2001, James, L, et
al, 1997) cannot be underrated

Supervisor Support and Employees'

Commitment

Many al times, employees feel that the support they

receive from their immediate supervisors may be

attributed to the support of the organization for them

(Eisenberger, R. et al 2002). Perccived supervisor

support no doubt strengthens a feeling of obligation
among cmployees 10 work in return for the
betterment of their organization and to help the
organization 10 achieve its objectives Such feelings
Shore, L. T (1995), Rhoades & Eisenbergery( 2002)
observed in urn INCrease the affective commitment,
and consequently the turnover and withdrawal of
employees from their organization decreases
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Awcording 0 Malatesta (19951 the norm of
fecaprociny also explains the increased obhgations o
supervisor and orgeuzation from the employees
based om support receved from  supervisor I
Support from the supervasor is low, emplovees can
possibhy  belwve that they may handle the
wnlavorable situaitons by adapting to new superisor
or by decreasing the frequency of contact to their
Supervisor while keeping up with routine job tasks.
It was however concluded that hosnle Supervisur
may have serous wnplications for the career in the
belief of e emplovees Therefore, better
relationships botween subordinate and  supervisor
result i employees” feeling of higher support from
the arganizaton (Fisenberger, R . et al 2002)

Emplovees foel that the supervisor is an agent of the
orgamzation with the mandate give directions and
valuating the performance of subordinases. In this
regard, emplovees fee! that the trestment they
recerve from them s an imdicahion of the onentation
of thew orpamzabon wowards them (Ersenberger, R
et al 1997% The kevel 10 which emplovees feel that
they recesve support from therr supervisor mvanably
affects the sansfacoon and  commitment  of
emplovees. engender emobonal attachment to thewr
orgamzabion and ensure job sansfacmon Hence, the
contriution of supervisor wwards the development
of orgamaationsl commetmeni among  employees
Landsman. (2008) observed camnot be over
emphasized

Many resemrches have mdicated that the quabity of
the supervisor-subordinate reiabonship will have a
sigmficant and posstive isflucece on the emphin ee's
ovorall level of job sesfaction as well as
commament The implcation therefore is  that
mfividuals arc lkely © have high levels of job
ssfaction and commutment if supervisors provide
them with support snd corporabion 1 completing
ther wshs (Ting, 1997) Sinular resufts were
reporied by Bullingsley and Cross (1992) as well as
Cramer (1993) who held that dissatisfacton with the
managemen!  supervision style 15 a  significant
predicior of yob dssatisfacuon and less employees’
commitment. This was evident in Gibson et al
991 work which reported that  emplovee
centered and b ceatered style of supervision
thought can results in production improvements,
However, afler & brief penod of time, unlike
emploves- cemtered the job-centered style creates
pressure that s memisted  (hough ahsenteeism,
grevance. poor smtades and high wm-over The
ahove finding were also corroborated by Staudt's
{ 1997 research based on social workers i which it
wa  found ™a! respondents who reporned
salisia on with SUpervision. were al50 morg likely

to be sanisfied with their jobs in general Chiegy,
(1991) maintains that supervisors who alloy, theye
employees to participate in decisions that affec )
own jobs will, in doing so, stimulate higher levels of
employee satisfaction and commitment o work

Working Condition and

Commitment :

Working conditions is another f'acgor that has ,
moderate impact on the employee's job satisfactiy,
and commitment (Luthans, 1992, Moorhead &
Griffen, 1992). According ln. Luthans (1998), i
people work n @ clean, f.rlcndly and  secureg
environment, they will find it easier to regularly
comie to work and feel at home while on duty bu if
the opposite happen, they will ﬁl'l‘d it difficult 1o
accomplish tasks and withdrawal attitude may likely
ensued Vorster (1992) also maintains that working
conditions which include job security, autonomy
and empowenment also have a significant impact on
employees' commitment. Thus, another imporant
factor leading to better performance, satisfaction,
and commitment is the favorable working/ job
conditions

Job security according in this regard to Meliz (1989)
implies the possibility that an employee remains in
the employment of an organization for a longer
penod with no such negative consequences as
diminished seniority, pay, or pension rights. Job
security may also take the dimension of the extent of
stability of employment for employees within an
organization and its provision reduces employee
turnover. increased job *satisfaction, higher physical
and psychological well-being of employees and
higher organizational  commitment (Amold &
Feldman 1982, Burke 1991, Morris 1993, Lim 1996)

Work discretion/autonomy is also an aspect of job
conditions deemed favorable by the employees. It is
the freedom 10 act independently. Discretionary
work environments however give employees access
to resources, information, provide learning and
growth opportunities which in turn facilitate
employees’ commitment. Those that have such roles
i their jobs perform better than others and
according to Laschinger & Wong (2006) are more
cominitted These and other conducive environment
and policies provided by employers of labour make
employees feel that their organizations value and
trust them and in exchange the possible result is the
mgher employees’ commitment.
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Theoretical Framework

Theories are relevant 1 research work as they help
o to understand and predict the likely outcome of
rescarch efforts. Upon the importance of theory in
rescarch. some theones wall be put forward w© help
in snaly 2ing the relanonshap between argarizational
factors (rewards SYSIOm. SUPETVISOr support and
working condibon ) and employees ootEniacnt

Secial Fxchange Theory This theon sply
provides  an  CCDMOMIC metaphor  to social
relaonshups  The theory § fandamenial prnciple 18
that hwnans m social siapons choose behaviors
that maximize their likelthood of meeung self
ierests in (hose situstions. The theory s major
ssumpuions s that

n ndividuals are generslly muonal and
engage in calculations of costs and benefits m socal
exchanges In this respect. they exast as both ranonal
actors and reactors 0 socal exchanges Thus
sssumplion reflects the perspective that sociual

(W) those engaged 1n interschions are rafronally
seeking to maxumize the profits or benefits to be
gamed from those sitations, especially in terms of
meeting basic usdividual needs  In thus respect,
social exchange theory assumes social exchanges
between of among two or wore individuals are
efforts by participants 1o fulfill basic needs

(1) exchange processes that produce payolls of
rewards for individuals tead ® panerming of social
mieracions These patierns of social mieraction not
enh serve individuals’ needs but also constrain
mdivdaals i how they may ulnmately seek 10 meet
Pumg neods

Jouraal of Health and Socual lssues (JOHESD Vol 6 No 1, 2017
Department of Socsology Faculty of The Secial Sciences
Exiri State University, Ado Elati (EKSU

(iv)  ndividuals are goal-oriented in a freely
competitive  social system. Because of the
competitive nature of social systems, exchange
processes lead to differentiation of power and
privilege in social groups (Thibaut & Kelley, 1959)

Reciprocity Theory:  The central argument of the
theory as advanced by Ammin & Fischbacher (2005)
15 that People are reciprocal if they reward kind
actions and punish unkind ones and that reciprocity
s a powerful determinant of human behavior. The
theory assumes that,

(1) reciprocity is a behavioral response to
perceived kindness and unkindness, where
kindness comprises  both distributional
faimess as well as fairness intentions.

(w) people cvaluate the kindness of an actifm
not only by 1ts consequences but also by its
underlying intenuon.

) identical consequences trigger different
reciprocal  responses in different
environments

(i)  Fnally, the theory explains why outcomes
tend to be far in bilateral interactions
whereas extremely unfair distributions may
arise in compehitive markets.

These two theories are very applicable to this study
i the sense that the theorv of social exchange refers
that those who are treated fairly by others will repay
s a phenomenon of exchange between the two
parties entering 1nto an exchange relationship and
Organizational setungs are also charactenized by
such cxchanges In other world, the provision of
equitable rewards, cordial supervisor-subordinate
relationship and conducive working environment by
emplovers are expected © in tum  reinforce
employees' performance and wcrease productivity
which 1n the matn goal of organizations.

However, the norm of reciprocity may come to play

in the exchange relationships  within  the

orgaruzation. Thus, when employees identify their
goals with the goals of the organization, they exert
extra effort, and keep attached to the employer who
supports those (Somech & Bogler, 2002) or become
more committed to their work as a result of
provision of different kinds of support from the
orgamization where they work  As explained by the
norm of reciprocity  theory  the introduction of
certain rewards system may also not go down well
with some employees due 1o some perceived
unfairmess in its distnbution
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e the case of hostile supevviscl fof INStance, L'l't‘d
floancial reward may not reduce PO VEL 85 workers
can devide 10 move W0 another organization that pay
hoss but provide 3 frendly and socured working
condition environment. This further pring forth the
aced for  orgamizational 10 develop mutua"."
benchicial motinationreward policies and waorking
environment that would stimulate cmployees’ sense
of attachment and commitment (o the goal(s) of their

onganUanons

Metbodology

This section 18 devoted 10 the research methodalogy.
On thas ground, a survey method will be employed
as research design for thus study  The survey method
in this regard s considered the best approach and a
device  which  allows  researchers 10 ohtain
information about a larger population from 3 iy
poron of it which can be seen as truly represeniing
that larger populaion In every  senst, Way or
manner The study population of the research will be
made up of both the stafl and management of Global
Scaps and Detergent Company Horm, Kwara State.

A total of 165 members of staff will be considered
w secking informabion  CONCCIMANG the research
topic. The company has eight (8) departments and
they inchade  produchion techrscal, sales and
marketing, sdmnistralon and personnel, laboratory,
logistics, store, and For the purpose of
this rescarch, represceaiaiinves will be drawn from
cach departmens as follow production 38, techrucal
15. sales and markeung 35, personnel  and
administration 20, sccounds  and audiing 10,
laboratory 10, dogustcs 15, slore 10, and purchasing
1S notaling 165. From these strata the sample will be
chosen by applymg random sclection technigque on
cach straium to ensure that the numbcr proportional
w® each department's share of the total population i3
pot exceeded Swratified sampling ensures the
representation of different clement of the population
and also ensures that the researcher oblaing
relatively homogenous class (Asika, 1990)

The hasic research instrument that will be used to
ehcnn nformanon s the questionnaire which
contained series of questions necessary to elicit
mivemation  on  research  vanables  from  the
respondents  The questionnaice was distributed 10
the employees and managenvsupervisors (0
complete. The choice of questionnaire among other
sescarch instruaments 1s because 11 saves time instead
of having 1o meet of meeting each respondent on a
ome to one basis In amalyzing the data collected
from the fieid the following steps were taken

Sonaal Jssoes (JOHESH Vol 6 Kg 4 o
of Socialogy Faculty of The Secig &_;‘
i State Unive sy Ade: e (e

Jealth and
) ;.u;-i menl

Joamal of } l
H

ounts and the percentage of respongey,,
rch questions l\wlli be calculateg

sented; [nferential statistics in form of chi-squyge
prwumd-dcgmc of significance will be useqd |
:J\c;:gn;inc the relationship bt"“‘"’e" structures iy,
organization and cmployees c_on:p‘ntnlmem, The
supervisor support, favaiabls Wlﬁli)l"‘g condition
logether with the dependent varioble (employeey
commitment would also re - measured using (he
multiple  regression models. In running the
regression the data from l!'lﬁ questionnaires would by
coded for analysis using SPSS version 21,

[ requency €
(o the resed

Briel Background of Global Soaps and Detergent
ndusts
lr},.s ingtlslw is a division of Doyin Groups of
Companies and the Administrative Hendquarters of
the Company is 1n Lagos. It was incorporated ip
1984 and commenced production in December
1988 Initrally, the industry started with brands such
as Fresh detergent, Washrite detergent, Grand soap
etc and subsequently, Hi-clean toothpaste, Prime
tea, Vogue s0ap, and many other products have been
introduced, and all have been enjoying high
patronage.  In addition, the industry has over
hundred (100) deports and outlets in Nigeria. In
1988, the industry was awarded with the Nigerian
Institute of Standard Quality Certificate (NISO) to
commensurate its efficiency.

The day-to-day administration of the industry is in
the hands of the General Manager who oversee
activities of all other departments of the industry.
The operations of the industry suffered a little
setback in the recent past, it is still producing with
close to three hundred employees.

Results and Discussions
Table 1: Bio-data of the Respondents

Respouse Rate Frequemcy  Perceniage
) " (%e)
Retrgved and analysed 147 891
Reirieved but rejected 7 42
Not Retrieved 1" o7
TOTAL 165 100
SEX
Male 98 00!
Female 49 1l
TOTAL 147 100
MARITAL STATUS
Single iR n?
Marted 86 588
Divorced 4
27
Onyers 9 6l
TOTAL 147
_._..‘r—'/’
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The above table shows reason why employees
would not want to lcave their
employer/organization. The need to continue (0
meet their ends mean, identification with the
organization as well as lack of alternative job
(Affective and Continuance) were the most cited
reasons for many employess not to quit their job
while only 143 percent stay back due their
psychological/moral attachments  with the
organization. The data therefore confirmed Murray,
Gregoire, & Downey (1991) submission that some
individuals do not leave a company not because they
are satisfied with the job but for fear of losing their
benefits, taking a pay cut, and not being able to find
another one when they eventually quit.

Table 3 Assessment/Rating Employees’
Commitment

o Rescarches s Frcld Wark (201 5)

The above table gves & mssght wmio  the
demo characteristscs of respondents starung
‘m‘%;% pumber of soccessfully processed

which stands 3t §9.1% of the wargeled
sampling size. Magoniy of respondeals were male
while female consutute only 33.3 percent  Those
ibat fail into the casegary of divorced, widows were
m minority with only 8.8 percent of the Wl&
While majority of employee in the study seiting are
within the age range of 26-40 those with primary
and xcmjg education are proptrﬂfmui)- in 286
= 25 8 pevcent respecuvely The total number of
327 percent who amended tertiary nstitution are
moslly found n management and intermedisie
cadres while 30 6 percent of the enlire respondents
occupred  lower cadres. While 422 percent of
respondents have spent mort than 11 years in the
orgamization. 17.0 percent have just spent between
onc 10 ten years

Table 2: Distribution of Respondenis on Reasons

for not leaving the Organizahon

Sente Fregueacy Percentage (o)
‘Eﬂ of 8 112

sgabualos  @oals

| A flecuve )

fack of altemmalive 40 271

Toly o waane

Moral tecsarn] b1 ] 41

gl

ARl of the abure " 33

147 160
T1OTAl

‘ower Researcher » Frekd Wark (2015)

Seale Frequency Percentage (Ys)
Very high 30 204
High ] 530
Low ] 18
YVery low T 43
Total 147 180

Somrce Roscarcher s Ficld Work (2015)

The above table shows rating of employees on
commitment scale with majority of respondents
rating themselves averagely on high scale. Only
26 6 respondents were in low and very low category
compared to 20.4 and 53.0 who rated themselves
very high and high respectively. The rating also
confirm assisted testing the validity of the measured
rating scale for other commitment rating techniques
in this study

Table 4: Respondents’ View on Organizational
Rewards (Tangible and Non-tangible)

Scale Frequency Percentage (%)
Very Adequale 26 17.7
Maoderate 76 51.7
Not Adequate 40 272
1 Can't Say 5 34
Total 147 100

Source Rescarcher's Field Work (2015)

Fifty one point seven percent of respondents in this
table believed both tangible and intangible rewards
received from their organization are moderate and
have been stimulating them to work more. The
brought to the fore the validity of Eisenberger,
Fasolo. and Davis-LaMastro (1990) asserted that
organizational rewards show that orgamization is
keen 1o invest in employees and the rewards are an
indication of organizations’ interest in its employees
in the form of their recognition and appreciation and
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that rewards whether, imrinsic or extrnsi are hkely
w develop s feeling among the employees (hat the
organization values them and makes them mort
committed to their organization Although, 272
percent of them stll perceived the rewards as not
adequate compared to what they have invested in the
course of the job, Little below 4 pervent can’t even
say whether or not they have been short paid or not
being adequately rewarded

Table 5: Respondents’ View on the Impact of
Supervisor's Support

Seale Frequency Percentage (%e)
Highh 42 Mo
favourshic

Favourabic " 534
Maoderate 1 73

Naot favourable 5 4

Total 147 |, . R

source Rescarcher's Freld Work (201%)

The above table reveals that majonty of the
respondents with more than 80 percent enfoin
favourable  supervisor-subordinate  relationship
which many research have shown was a good omen
for job sausfachon and employess’ commuitment
However, more than 3 percent clmmed not to be
enjoying favourable supervisor support, a condition
that may be affecung thew organizatonal
commutment.

Table 6: Respondents’ View on the Nature of
Working Condiions

Scale Fregueacy Pam—;‘:r
Highly 1% 48
condnoive

Conducrve 80 $4 5

Faw {o 10

Not conducive if 102

Total 147 160

Sowve Rescarcher's Field Work ¢2019)

Majority of respondents in the above confirmed
they are emjoving a conducive working condition
which according 1o Herzberg (1966) 15 ghly
favorable as it engenders security, aulonomy and
empowerment which can make employee remains in
the empleyment of an organization for a longer
period with no such negative consequences as
duminished semornty, pay. or being exposed (o
hazards More than 30 percent were not saiisfied
with this vanable as they seen thewr working
condition as fair and not conducive Significant parts
of thus set of employees are from production and
technial departments of the organizalion seting
being stdied.

\e= 10 67, d(+9 Significance= 0.05 X't= 16919
=19 67> X't= 160 919 Thus, reject Hy and aceept
H

Dectsion Rule: The table above shows the crosg
whulation  ef  respondents’  percephion  of
organizational  rewards and the level of theyr
commitment  The calculated chi-square from the
table is X'¢= 19 67, with the degree of freedom of 9
at 005 level of significance and table X*t= 16 910,
Since the calculated chi-square is greater than the
entical value, the Hy 15 hereby rejected. Therefore,
there 15 significance  relationship  between
organizational rewards and employes commitment
in the sudy setting.

Table 8: Cross Tabulation of Supervisor Suppont
and 1 evel of Employees Commitment

Responidents views Employre Commilment Level Toul
on Supervisar
Support

Veny Hgh tow Ven

High Low
Lighly U an 10 \ °
Favourable
Favourabie H Al | 15 2 "8
Maodsrate 9 5 6 2 a
Not Favowable 1 1 1 5

JOTAL 10 N 2 ) W

Sowrce Rescarcher's Field Work (2015)
X2¢733 22, d09 Sigmificance 0.05 X2t= 16 019

X2¢=33 22> X2t= 16 919, Thus, reject HO and
accept H1

Decision Rule: The above result proves that there is
o significant  relationship  between  supervisot
/manager support and employees” commitment. This
is  because  the  calculated  chissquare vl
X'¢=33.22, is greater than the critical value N T
16919 and thus necessitated the rejection of pull
typothesis (Ho) This conforms to the Tandsman
(2008) conclusion, where he found a SUON
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Table 7: Cross 1 abulation of Organizau R -
and Level of Fmployees Commitment ?
[\ ,
“Respondenis Fopleyce Commitment Level g 4
\Alﬂl'! on ‘ i
Organization |
Rewards Very High Low  Very ~— |
Heh Low
‘IILI‘ ‘ 1
! uate 4 4 3 a |
;:\ = s :2 ?‘ :1! L H |
Not Adeguate 5 ‘; ‘ ' ? ;
L Can LS® 1 : L ! ’
Total 10 3 -3 :
o ' »
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a0 hetween organizational commitment and
S0 eupport lor W orkers.
AL 55

0SS Tabulation of Working Condition

pie ¥t 3 ‘
w Level of pmployees Commitment
o e
e Tal YWY Emplovee Commitment Level Total
v '..v..rkl‘
asdiion EE———
" Very r High T Low | Ven |
High | I ow
iy oS _u )
¢ 45“ Ve 13 80
(r_}_? JESRET L T L
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A Rescarcher §
Ve 33 14, 3r=9 Sigmficance= 0.03 Ve 16910
yiee13 44> Xr= 16.919. Thus, reject He and accept
H

pecision  Rule: The above cross-labulated data
ophes that the null Wypothesis (Ho) should be
reected Invariably there XISt sugmﬁc;\nt
rlaionship  between working condioon and
emplovees commitment i the stuhy conducted
since the calculated cho-square raiue Xc=13.44, is
greater than the critscal vahe X°t= 16919 with 9 as
&gree of freedom 3t 0 05 level of significance This
wend also reflected the work of Steers (1977) where
he found that there = & positive sigruficant
correlation between organizational commutment and
favorable job condinions

Table 10 Regression C oefficients
Non-standardized CoefTiaents sandardized Coefficionts

e —————

e ———————————

Modd "

T (Consant) ~——004 4% g917 121
Cnganzatvonal Rewends 0212 %7 s Q6o
SRpETs 0T suppedt freb LR} ue? w
ke U oad ivans F ) k) 449 1159

e Kc:tu:j\”ﬂ"—‘ Field Work tsing SPas versian 21
ApabvEis

a Dependent Venable oC AdjustedR T~ 4679
Square = 0384 Significance = 0 004

The regression coeflicients 1n the {able above show
the independent vanables (organizational rewards,
superTvisor support and job conditions) together and
explain a variation i the dependent variable All the
repTesson coefficients shown in the table reveals
that they are positively related 10 the dependent
varmable of organizational commitment. However,
the bela coellicient for organizational rewards is ol
the least level a8 compared to other variables. An
morease of one percent N grgam zational rewards
creases the commitment up 10 2 percent. However,

onchade that 1f highet rewards are given by the

—efforts 0 positions

i cnmiaatn. . 0

Jowrnal of }
e l:t:ﬂﬂrml Issues (JOHLESDH Vol 6 No 1, 2047
i of Sociology, Faculty of The Saceml Sciences
. __Ekiti State University. Ado-Ekiti (FRSU,

organizati i i

c“}: lnolfnuon‘ higher will be the commitment among

Cmrs' )f?ts lq\va:ds their organization. This result 1s
1stent with our theoretical framework

L*;;(CSJC?;M sr::gn:ssmr} coefTicient in the mblg 18
upport from supervisor. Supervisor
support has a considerable cffect on employees’
commitment towards their orgenization. If the
support from the supervisor is increased by 1
percent, the officer will show an increase of 16
percent commitment towards the industry. Hence,
this study has statistical support to show the strength
of corrclation between each independent variables
and the dependent as the table has shown that a
higher level of support from the supervisor is likely
0 Increase commitment among employees. The
l_nhle has also shown that by making job conditions
favorable up to one percent, the commitment among
employee increnses by 83 percent.

Conclusion and Recommendation

Employec engagement 10 their organization is no
Jdoubt a very vital instrument that propels all
commitment-based Organizations. Many researchers
have cstablished the fact that, the continuous
survival of any work organization however can be
said 10 significantly require the cooperation and
commitment of the labour force in addition to all
other factors of production such as land and capital.
Motivating employees 10 work and be committed to
organization toward achieving organizational goals
and objectives {herefore remain one of the most
significant challenges for any management (eam

(Floyd & Waaldridge. 1994:49; Guth & Macmillan,

ST Bee 19RO

In order to contnbute 1o the pool of knowledge and
organizations  for global
compelitiveness however, the study investigates the
salient organizational factors which influence the
commitment  of workers in @ manufacturiog
industry Although, the study does not cover all
yariables which have been established to promote
organizational commitment, the work 1s unigue in its
own scope as it has further established  the
relationship  between  three major factors  of
organizational rewards, support from supervisor, job
conditions, and commitment of employees towards
their organization based on the phenomenon of
exchange and reciprocity The results suggest that if
the organization wants 10 have a higher commitment
of its officers, the outlined factors in the study may
be improved. Thus, employees 1 turi will exhibit
such behaviors as beneficial to the organization. 1n
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