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ABSTRACT 

 

Organizational climate has been one of the critical factors responsible for employee turnover 

intention in the work place. Because of this we investigated the relationship between 

organizational climate and employee turnover intention in manufacturing firms in Nigeria. 

We adopted cross sectional research design to assess a population of 250 respondents. The 

sample size of 153 respondents comprises of managers, supervisors and employees were 

approached with questionnaire to and obtained useful data for analysis. The data collected 

were analyzed using Kendal taub correlation coefficient statistic with the aid of SPSS version 

23.0.  The results indicate a relationship between organizational climate and employee 

turnover intention in manufacturing firms in Nigeria. Based on this finding, the study 

concluded that lack of effective organizational climate as evidenced in poor leadership, 

ineffective reward system, poor communication and lack of organizational identity are 

responsible for employee turnover intention which affected the organizational level of 

performance in manufacturing firms in Nigeria. Thus, management should provide friendly 

climate for employees by effective organizational climate through leadership, effective 

reward system, good communication and organizational identity to reduce employee turnover 

intention. 

 

Keywords: Organizational climate, Leadership, Reward System, Communication, 

Organizational identity. 
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Introduction 

Organizational climate has been recognized as the most crucial section of organizations in 

recent years. With the objective of making enterprises substantially more powerful and 

lucrative, workers' perspectives have become increasingly important. Organizational 

environment has gotten a lot of attention since it's linked to workers' perspectives. The whole 

working atmosphere has an impact on employee performance, which is referred to as 

organizational climate. Many studies have defined organizational climate as a set of 

observable aspects of the environment that employees receive directly or indirectly, 

influencing and encouraging their behavior (Holloway, 2012). The appellant's role models, 

qualities, attitudes, and a mood describing the life inside the company that is more focused on 

atmosphere and safety are referred to as organizational climate (Aiswarya & Ramasundaram, 

2012). 

 

As Haritha and Subrahmanyam (2013) noted, organizational climate is the main factor in the 

fruitful result of organizations, since organizations that can make situations that workers see 

as giving attention and in which they can accomplish their maximum capacity are noticed as 

the main origin of superior benefit. Organizational climate impacts the spirit and state of 

mind of an individual with respect to his work and his surroundings and it assigns the nature 

of cooperation, the amount of member’s sense of duty regarding organizational aim and the 

proficiency with which the aim moves toward getting converted into consequences.  

 

Individuals join a business with certain skills and knowledge in order to satisfy their desires 

and achieve their goals. As a result, the business is seen as promoting these closures; 

organizational responsibility is likely to be enhanced at some time. Freedman (2005) also 

stated that organizational environment may impact how employees perform inside a company 

since people's perceptions and actions are inextricably linked. 

 

As previously stated, organizational environment has a significant impact on employee 

behavior and hence on individual and organizational performance. Given that people are an 

organization's most valuable resource, it is reasonable to expect management to devote time 

to investigating factors that may influence their behavior. As a result, companies must 

recognize how the organizational environment impacts employee responsibility, which in 

turn affects the organization's purpose. In the Western world, several organizational 

environment studies have been conducted in a number of industries. However, there has been 

relatively little empirical research on the organizational climate in Nigeria's manufacturing 

industry, particularly for businesses based in Rivers State. 
 

Furthermore, several studies on organizational climates have found a strong link between 

organizational environment and employee turnover intentions. However, these studies were 

conducted on organizations in a foreign context, and the results of their specific 

investigations are few and few between. Similarly, the atmosphere of an organization differs 

from one to the next depending on its culture. Because organizational cultures change, the 

results of a study done in a foreign context may not be identical to those obtained in a 

domestic setting. Hence, the present study examined organizational climate in the domestic 

environment to ascertain the relationship between organizational climate and employee 

turnover intention in manufacturing firms in Nigeria. 

 

Statement of the Problem  

A favorable corporate climate is believed to be the impetus for staff retention rather than 

employee turnover to other companies. Employee turnover is reduced by a positive 
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organizational atmosphere, while the opposite is true in Nigerian manufacturing businesses. 

Employees' severe complaints about a lack of good leadership, a poor reward system, a lack 

of coordinated effort on the part of management, a lack of helpful nature, unfair practices, 

poor communication, and other relevant elements such as a lack of organizational identity all 

contribute to high employee turnover intentions. This has created the need to undertake the 

present study to ascertain how organizational climate affect employee turnover intention and 

to provide solution to the problem as we developed a framework and carefully examined four 

dimensions of organizational climate as it affect employee turnover intention. We also 

adopted social exchange theory and side bet theory of motivation to explain the relationship 

between organizational climate and employee turnover intention to solve this problem.   

 
 

Aim and Objectives of the Study 

The prime aim of the study was to examine the relationship between organizational climate 

and employee turnover intention in manufacturing firms in Nigeria. Furthermore, the 

objectives of the study are to; 

1. Study the relationship between leadership system and job satisfaction in 

manufacturing firms in Nigeria 

2. Assess the relationship between reward system and employee turnover intention in 

manufacturing firms in Nigeria  

3. Investigate the relationship between communication and employee turnover intention 

in manufacturing firms in Nigeria  

4. Examine the relationship between organizational identity and employee turnover 

intention in manufacturing firms in Nigeria 

 

Research Questions 
The following research questions guide the study: 

1. What is the relationship between leadership and employee turnover intention in 

manufacturing firms in Nigeria? 

 

2. What is the relationship between reward system and employee turnover intention in 

manufacturing firms in Nigeria? 

 

3. What is the relationship between communication and employee turnover intention in 

manufacturing firms in Nigeria? 

 
 

4. What is the relationship between organizational identity and employee turnover 

intention in manufacturing firms in Nigeria? 

Research Hypotheses 

The following proposed research hypotheses were formulated in their null form and were 

tested in the study: 

Ho1: There is no significant relationship between leadership and employee turnover intention 

in manufacturing firms in Nigeria. 

Ho2: There is no signification relationship between reward system and employee turnover 

intention in manufacturing firms in Nigeria. 
 

Ho3: There is no significant relationship between communication and employee turnover 

intention in manufacturing firms in Nigeria. 
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Ho4: There is no significant relationship between organizational identity and employee 

turnover intention in manufacturing firms in Nigeria. 

Scope of the Study 

The geographical scope of the study covered all manufacturing companies in Nigeria. The 

content scope of the study includes all the relevant literature as it relates to the concept of 

organizational climate and employee turnover intention in literature. The unit scope or level 

of analysis was at the individual level, which consisted of managers/supervisors in the 

manufacturing Companies in Nigeria because they are responsible for providing 

organizational climate to reduce high turnover intention by employees. 

  

Significance of the Study  

A good research study is a contribution to literature, in the same way; this work would be an 

invaluable contribution to literature in the subject matter under investigation. This study 

provided guidance to the employers in manufacturing organizations on how they can build a 

friendly, fair and ethical climate in the organization to reduce high level of employee 

turnover intention. Scholars and readers will find this piece of research very meaningful in 

the area of organizational climate and employee turnover intention as it will serve as 

foundation for future research. Manufacturing industry will see the need to provide 

favourable climate that is friendly, fair and ethical to reduce employee turnover intention.  

 

LITERATURE REVIEW 

Theoretical Framework 

This study adopted two theories that support the concept of organizational climate and 

employee turnover intention. These are social exchange theory and side bet theory. The main 

premise of social exchange theory is that people make decisions by consciously or 

unconsciously weighing the costs and benefits of a relationship or activity, with the goal of 

increasing their reward. This idea focuses on one-on-one interactions and is not intended to 

evaluate social behavior or change. According to social exchange theory, a person will 

evaluate the cost (bad consequence) of a social contact against the benefit (positive outcome) 

(positive outcome). These expenses and benefits might be monetary, time-based, or in the 

form of a service. Intangibles such as effort, social approbation, love, pride, respect, 

opportunity, and power are examples. Each person wants to get more from an interaction or 

relationship than they give. When a relationship costs a person more than it rewards them, 

they end it. But when a relationship provides enough rewards, they continue with it. What is 

or is not enough depends on various factors, including a person’s expectations and 

comparisons with other possible interactions and relationships. Another aspect of social 

exchange theory is that people expect equity in exchange. People expect to be compensated 

similarly for incurring the same expenditures, and they are dissatisfied when they are not. As 

a result of this idea, managers may approach their organizational environment in order to 

decrease high turnover intents and retain exceptional workers, therefore improving 

organizational performance toward goal accomplishment. 

 

Side-Bet Theory  

Becker developed the Side-Bet Theory in 1960. Side bets are defined as everything of value 

that an individual has invested, such as time, effort, or talents, that would be lost or regarded 

useless in a different setting. The more an employee put into the business in terms of time, 

retirement vesting, position, or prestige, the more they stood to lose if they left owing to a 

genuine or perceived scarcity of options to replace or compensate for their lost assets This 
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was supposed to explain and forecast stronger personal commitment to the organization by 

some employees than developing turnover intention. This extension of exchange theory is 

based on the idea that when investments or "side bets" grow in value, the attraction of other 

career paths or organizations decreases (Meyer & Allen, 1984). As a result, management may 

utilize this theory to address the issue of high employee turnover intentions. 

Conceptual Review  

To understand the relationship between organizational climate and employee turnover 

retention requires that a detailed framework be provided. The conceptual frameworks below 

describe the relationship between the dimensions of organizational climate and employee 

turnover retention. In this regard our attempt is to examine and discuss how each dimensions 

of organizational climate relates to employee turnover retention.  

            Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 
 

Fig 1. Conceptual Framework on Organizational climate and employee turnover intention 

Source: Dimensions of Organizational climate and employee turnover retention were adapted from the work of 

Subramanian and Shin (2013). 

 

Concept of Organizational Climate  

Organizational Climate is the activities, attitudes, values, beliefs, criteria, sentiments, 

methods, management, and technical techniques employed in the organization (Al Taweel, 

1999). Organizational climate, according to Al Thneibat (2005), is a combination of features, 

causes, regulations, and techniques that motivate employees to stay in the company and 

distinguish it from competitors. Organizational climate is also known as the environment or 

total social system of employees in the organization, which includes their culture, values, 

traditions, behavior patterns, social views, and other work techniques that influence activities 

and human and economic interaction. This demonstrates that the atmosphere of an 

organization is defined by whatever is responsible for its efficient functioning. As a result, for 

the purposes of this study, organizational climate refers to the various factors and 

requirements that top management provides to employees in order to determine their career 

path, such as leadership context, culture, regulatory requirements, style of management, 

communication systems designs, procedures, and employment regulations, all of which serve 

as a key driver affecting employee performance and vice versa.  

The term "climate" refers to the generally consistent nature of a firm's environment as 

experienced by individuals, influencing their actions and based on collective views of office 

workers. It depicts people's sentiments about their own companies, referring to aspects that 

interfere with objective qualities and subjective workplace attitudes. Every employee in 

various businesses hopes to work in a pleasant atmosphere. Because organizational climate 
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has a multi-faceted personality, there are many alternative definitions for it. As an example, 

organizational climate, according to Watkins and Hubbard (2003), is a sensation of wanting 

to work in a certain work setting for a specific boss. It's a measure of a worker's 

understanding of the aspects of their profession that affect how well they can do their duties. 

 

Organizational climate, according to Bowen and Ostroff (2004), is defined as a shared 

understanding of what a company is like in terms of performance, schemes, processes, 

schedules, and compensations, and is based on shared understandings between workers 

within formal company departments and management. After looking at various definitions of 

organizational climate, the theme that goes across all of them is the need of ensuring 

employee stability and motivating them to enhance performance. 

 

In order to fulfill the economic, social, and psychological demands, management must create 

an acceptable organizational environment. The state of the organization's culture is 

represented by the organizational climate. The most frequent management challenge 

confronting businesses today is the hunt for a creative, flexible work environment that 

encourages job satisfaction and creativity while lowering the likelihood of high turnover 

(Permarupan et al., 2013).  Additionally, according to Mahajan Ashish and Benson (2013), 

organizational climate is the sum of individual-level justice judgments and shows the extent 

to which workers (as a group) believe their organization treats them fairly. Furthermore, 

organizational climate refers to workers' shared impressions of the policies, practices, and 

processes they encounter, as well as the behaviors they see rewarded and anticipated (Ostroff 

et al., 2003, Schneider & Reichers 1983, Schneider et al. 2011). As a result, the 

organizational environment is more likely to have a direct impact on the intention of 

employees to leave. 

 

Leadership 

When it comes to employee turnover, leadership plays a critical role in the growth of 

companies and individual success. If a leader wants to get the most out of his or her 

investments, for example, he or she must equip the followers with the tools they need to be 

effective and work toward a common goal. Employees will be demotivated and lose faith in 

their leaders if they fail to deliver on their promises. As a result, in order to increase 

employee performance, leaders must focus on both the external and internal requirements of 

their staff. To accomplish their own and organizational aims, leaders must establish a vision 

and then adapt it to corporate and individual goals by sharing this viewpoint and inspiring 

their workers to overcome difficulties that might otherwise cause them to quit the 

organization (Robbins 2003). A good leader provides direction to the organization and directs 

followers toward the correct goals. Although the definition of leadership has been debated in 

recent years (Grint, 1997, 2005; Tejeda et al., 2001), empirical research indicates that 

transformational leadership is an effective form of leadership at the organizational, sectoral, 

and national levels (Garcia-Morales et al., 2012; Gyensare et al., 2016; Howell and Avolio, 

1993; Nemanich & Keller, 2007), encourages cooperation and reduces employee turnover 

intention. Likewise, employees' preferences and proclivity to stay with the company 

significantly contribute to labor stability and organizational performance.  

 

Nevertheless, this option is only possible and practical if employees are happy with the 

organization's management style (Gyensare, 2013; Gyensare et al., 2016). As a result, when 

managers build pride in their workers, respect and trust them, treat them as people, and 

communicate high expectations with them, which are all characteristics of transformational 

leaders, employees are more likely to stay with their organization (Bass, 1990). This is reason 
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why many studies linked transformational leadership to voluntary turnover intention 

(Alexandrov et al., 2007; Burton and Peachey, 2009; Chang et al., 2013; Dimaculangan & 

Aguiling, 2012; Dupré & Day, 2007; Wells & Peachey, 2011). Therefore, our study asserts 

that organizational climate is responsible for high employee turnover intention in 

manufacturing firms in Nigeria and by providing good organizational climate will reduce 

high employee turnover intention and thereby improve employees as well as organizational 

performance. 

 

Rewards   
Rewards are all of the benefits that a worker receives from his or her occupational ties with a 

firm, whether monetary or non-monetary (Joseph et al., 2010). Along with the apparent 

increase plans of a corporation, reward acknowledges the sensation of being rewarded 

correctly and reasonably. If a worker believes that he is unlikely to receive a decent 

evaluation or increase despite accomplishing all tasks in such a working environment, he 

would most likely search for another employment (Jeswani & Dave, 2012). According to 

Saks (2006), substantial incentives and employee recognition encourage workers to be 

satisfied with their job and to believe that the firm is a good fit for them. Workers would be 

willing to respond via their higher degree of devotion to their company if they received 

acknowledgment or incentives from their employers. This also indicated that if some 

employees are dissatisfied with their compensation for their hard work, they may not be able 

to collect enough strength to cope with the current economic conditions, and this will be a 

deciding factor in whether they stay with the firm or not. Thus, management is in the position 

to plan for a good reward system to attract employees in order to reduce high employee 

turnover intention. 

 

Communication 

The happiness from personal and organizational relationships is reflected in communication 

as a component of organizational climate. It indicates how happy workers are with 

information flow on a variety of topics, including motivational aspects, communication 

attitudes, and problem comprehension and resolution. On a personal level, supervisory 

communication, for example, includes both upward and downward communication with 

supervisors, which aids in the smooth running of the organization. In all communication 

models, satisfaction with corporate communication is the most crucial, according to Downs 

and Hazen (Deconinck et al., 2008). As a result, communication satisfaction has been 

described as the level of satisfaction with various elements of organizational communication 

at the personal, group, and organizational levels (Mueller & Lee, 2002). In communication 

environment, supervisory communication, organizational integration, media quality, 

coworker communication, corporate information, personal feedback, and subordinate 

communication are all factors that influence satisfaction with communication. The extent to 

which workers are informed about their workplace environment and organization is referred 

to as organizational integration (Mueller & Lee, 2002). 

 

Employee perceptions of the flow of informal and horizontal communication are the result of 

coworker communication, which is a group-level communication. Employees' happiness with 

information related to the organization's general operation is reflected in corporate 

information that brings satisfaction as it convey information with respect to employees 

wellbeing. Personal feedback, which is a type of communication on a personal level, is 

determined by how well employees grasp the performance approach. Finally, subordinate 

communication provides personal happiness by combining supervisors' contentment with 

various factors such as subordinates' reactivity to downward communication and 
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communication saturation (Deconinck et al., 2008; Mueller & Lee, 2002). Thus, despite the 

types and forms of the communication, the aim is to achieve effective functioning of the 

organization which will reduce high employee turnover intention.  

 

Organizational Identity 

Another significant aspect of organizational climate to examine is the organization's identity. 

Organizational identity is described as a set of claims that people of the organization believe 

are central, unique, and long-lasting (Albert & Whetten, 1985). In many elements of an 

organization, it has an impact on the actions of both leaders and people. Organizational 

identity has been a new emphasis in organizational research during the previous decade. The 

goal of organizational identity is to address questions such as, "Who are we?" “What are we 

doing?” says the narrator. “How do we envision ourselves in the future?” The creation of 

organizational identity and its link to organizational image as reflected on personnel are the 

subjects of organizational identity research (Ashforth & Mael, 1989; Gia et al., 2000; Hatch 

& Schultz, 2002), Organizational identity is significant because it influences organizational 

members' and management's behaviors, interpretations, and decisions. Several studies have 

also found that corporate identity has a significant influence on employee loyalty to or 

departure from the company. 

 

The identity of an organization has an impact on both its leaders and its members. It has an 

impact on the decision-making activities of organizational leaders, for example. When 

management is unable to identify simpler, more precise, and measurable answers to specific 

organizational challenges, identity questions arise and attract management's attention (Albert 

& Whetten, 1985). Organizational identity also gives management and members of the 

organization a vital lens through which they may understand and make sense of what is going 

on in order to enhance the company's life (Dutton & Dukerich, 1991; Elsbach & Kramer, 

1996). 

 

Employee Turnover Intention 

According to Jackson (2003), turnover is defined as a process in which workers depart a 

company and the job vacancy must be filled by someone else. As previously stated, Hartono 

(2002) defines turnover intention as the degree or intensity of a person's desire to depart 

voluntarily. Employees' desire and intention to quit the organization at the current stage of 

their employment is referred to as turnover intention in this study. Employee turnover may be 

simply described as the departure of personnel from a company. Voluntary (where employees 

choose to leave the firm) and involuntary (where employers choose to fire employees to leave 

the organization) turnover has been studied at many levels in the management literature, 

including individual, group, and organizational levels (Shaw et al., 1998). The damage of 

turnover intention to organizational performance, including cost and low productivity, they 

are some of the most well-known negative consequences of turnover (Hancock et al., 2013). 

Three approaches have been used to describe the influence of turnover on organizational 

performance in the literature: cost-based, human capital, and social capital views (Heavey et 

al., 2013). Turnover has a detrimental impact on organizational performance because it raises 

the cost-based view, which includes both direct and indirect expenses (Allen et al., 2010). 

Furthermore, from a human capital standpoint, turnover may have a detrimental impact on 

organizational performance by eliminating important skills and knowledge accumulated 

through years of experience and training (Dess & Shaw, 2001). According to Ajzen (2006), 

intention is an antecedent of conduct since it indicates someone's preparedness to show 

behavior. 
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Conversely, according to Warsaw and Davis (1985), intention is the degree at which someone 

deliberately formulates a strategy to signal a certain future objective or not As Robbins 

(2001) noted, absenteeism, lethargy at work, greater work order infractions, increased 

protests against superiors, and substantially different employee conduct than normal are some 

of the indications of turnover intention in employee behavior. According to Robbins (2001), a 

person's voluntary (voluntary) or involuntary (involuntary) departure from an. organization 

(turnover) can occur (involuntary turnover). The term "voluntary turnover" or "quit" refers to 

an employee's voluntary decision to leave a company owing to the attractiveness of the 

present position and the availability of other positions. Involuntary turnover, on the other 

hand, refers to an employer's decision to end an employment relationship that is beyond of 

the employee's control. However, whatever types or forms of turnover intentions, the main 

idea is that it attracts cost to the organization especially when it is at high level. Therefore, 

management must seek ways to reduce high employee turnover intention in order to timely 

achieve the organizational set goal and objectives. 

 

Relationship between Organizational Climate and Employee Turnover Intention 

The degree to which such environmental elements are matched with employee demands and 

requirements determines whether they have good or negative effects. Putter (2010) wondered 

if there was a link between organizational atmosphere and performance. According to Putter's 

(2010) research, there is a strong link between organizational environment and enhanced 

productivity, sustainability, profit, and growth. The study also discovered that creating a 

positive organizational environment with top-level support and engagement plays a major 

role in improved performance. 

Organizational climate and performance has been the subject of a few studies. A significant 

number of studies simply reflect certain aspects of organizational environment and results 

that are unrelated to the variables. For example, organization between service climate and 

customer satisfaction (Dietz et al., 2004), relationship between risk taking climate and 

department awareness formation (Smith et al., 2005), and link between innovation climate 

and originality (Smith et al., 2005; Pirola-Merlo & Mann, 2004). Only a few studies have 

assessed the company based on specific aspects of its culture and other organizational results. 

For example, Baer and Frese (2003) discovered the organization among the climates for 

creativity, mental safeguards, and organizational practice in 47 mid-sized German businesses. 

The findings indicated that the climate for creativity and mental safety are positively related 

to two events: firm practice return on assets and firm goal achievement. 

 

Borucki and Burke (1999) conducted a major study including over 30,000 workers from 594 

stores of a prominent US retailer. In terms of service atmosphere, staff service practice, and 

shop finance practice, the results showed an optimistic company. The number of studies on 

the organization of global climate and practice repercussions is limited. Patterson et al. 

(2004) investigated the impact of work joy on the link between global organizational 

environment and production in 39 manufacturing firms with a total of 4503 employees. Five 

of the entire 17 climatic extents and organizational production showed a positive noteworthy 

connection. Gelade and Ivery (2003) conducted additional global climate study at a retail 

bank branch network with 14,390 employees, finding that the global climate was positively 

linked with sales versus goal, staff retention, accounting accuracy, customer satisfaction, and 

overall organizational performance. 

 

In a study of 50 general store locations of a large supermarket chain, Koene et al. (2002) 

revealed that planning had a substantial impact on the organizational climate. Various studies 
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have shown a link between transformative leadership and specific organizational climate 

perspectives, such as climate for advancement (Jung et al., 2003) and climate for 

inclusiveness (Jung et al., 2003; Richardson & Vandenberg, 2005). In this sense, the 

organizational climate has a big impact on how administration works with its subordinates. 

This indicates that how directors implement human resource strategies will have a huge 

impact on the organizational atmosphere and the perspectives of organizational employees. 

 

Castro and Martins (2010) define an organization's climatic condition as a comparably 

acceptable aspect of an organization's internal circumstances that distinguishes it from other 

organizations, and it is the result of the members' attitudes and plans. Most significantly, 

high-level administration issues orders to employees, which is the basis for assessing 

situations in order to use them as a source of tension for directing action. These are the 

characteristics of the conditional components of the organization, according to Haritha and 

Subrahmanyam (2013); the environment may have a significant impact on a person's 

personality and attitudes. It is an organization's feelings. Environmental elements are nothing 

more than ephemeral concepts that might change at any time. Participants in an organization 

can express their thoughts and opinions, forming a unified voice. 

The two elements have a favorable relationship, according to research. In their study on the 

relationship between committed staff and organizational atmosphere, Mastaneh et al. (2011) 

discovered that there is a significant link between the two. They utilized seven organizational 

climate measurements, including, compensation, proximity, supporting, and character rules. 

Their findings show that all metrics are forcefully connected to organization performance.  

 

Arora et al. (2012) used a meta-logical analysis method to determine the quality of the link 

between organizational climate and organizational accountability. After screening through 

256 studies, they looked into 106 significant ones. McMurray et al. (2004) conducted study 

on the relationship between organizational commitment and organizational climate. They 

discovered a strong link between organizational accountability and climate. Their findings 

showed that when people's responses to the organizational environment were confident, so 

were their responses to organizational responsibility, and vice versa. When a respondent's 

introductions to the organizational climate were negative, so were their introductions to 

organizational duty. This implies that there is an organizational environment that might 

influence a representative's sense of responsibility for their company. Overall, as previously 

said, there is some work that portrays the relationship between organizational environment 

and representational responsibility from a variety of angles and perspectives. Some few 

publications also repeat related topics and findings, which the author included just to 

illustrate that the discoveries are similar yet come from a wide range of perspectives. Many of 

the research concluded that there was a strong link between corporate environment and 

employee commitment. 

 

METHODOLOGY 

The study adopted cross sectional research design. Research design, according to Baridam 

(2001), is a framework or strategy that is used to guide the collection and analysis of data for 

a study. Because the variables were not within the researcher's control, the cross sectional 

survey research, which is a component of quasi-experimental research design, was used in 

this study. The survey instrument was created in such a way that it will produce relevant 

findings. We examined 230 respondents in six (6) manufacturing companies in Nigeria as 

population for the study. The firms and their unit population include; Nigeria Bottling Co. Plc 
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45 respondents: Dangote Group Nig. = 50: General Agro Industry Limited = 37: Unilever 

Nigeria Plc = 35: Nigerian PABOD Breweries 47: Unilever Nigeria Plc 48.  This brings the 

total population size to 230 respondents.  

Sample Size Determination 

The accessible population of the study was very large, therefore, Taro Yamene’s sampling 

technique was used to determine sample size. The formula and the computation are shown 

below. 

  

n =
𝑁

1 + 𝑁 𝑒 2
 

N = Population size 

e  = Level of significance (0.05) 

2 = Power of level of significance 

 

Computing the sample size for the study by applying the formula becomes;  

n =
250

1 + 250 0.05 2
 

n =   153 
 

Hence, the sample size becomes 153. The rational for questionnaire distribution was 

ascertained by computing the population's individual sample proportions for each 

manufacturing business The formula for calculating individual samples was as follows; 

  nh  = nNh 

      N 

Where:  nh = The number allocated to each manufacturing firms to be  

    computed. 

  n = Total sample size 

  N = The population size purposively selected. 

  Nh = Number of heads of department/managers supervisors. 

 

The data gathering technique was a questionnaire. This study's primary data was gathered 

from a primary source. The information gathered from this source is firsthand information 

obtained directly from the event. As a result, it serves as a foundation for the study's real data. 

Questionnaires were employed in data collecting because they allowed respondents to 

meaningfully answer questions. The study's questionnaire was separated into two sections: A 

and B. Section A collected data on the respondents' demographic characteristics or profiles, 

whereas Section B gathered data on the independent and dependent variables. An operational 

measurement of the variables was supplied to enable a meaningful analysis and to provide 

clarity in understanding. Only measuring instruments with proven validity and reliability 

were utilized to measure the variables for this investigation. These variables are 

operationalised as follows;  

 

The independent variable is organizational climate and its dimensions include; leadership, 

reward system, communication, and organizational identity. Four items by Furnhan and 

Goodstein (1997)’s organizational climate questionnaire were modified and used in 

measuring these variables on the Likert 4-point scale ranging from strongly agree to strongly 

disagree. Where strongly agree scores 4-point, Agree = 3-point, disagree = 2-point and 

strongly disagree = 1-point. Four items by Furnhan and Goodstein (1997) were adopted in 

measuring each of these variables on a Likert 4-point scale. The dependent variable is 
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employee turnover intention. Five items by Anwar and Shukur (2015) were used in 

measuring this variable on the Likert 4-point scale ranging from strongly agree to strongly 

disagree. Strongly agree scores 4-point, Agree = 3-point, disagree = 2-point and strongly 

disagree = 1-point.  

 

Content and face validity were adopted. The reliability of the instrument was 0.7 and above 

as proposed by Nunnally (1978). The results show that Leadership = 0.820; Reward = 0.980; 

communication = 0.813; organizational identity = 0.850; employee turnover intention= 0.74. 

The idea behind reliability of instrument was that, the number of items used in measuring the 

variable must produce a reliability alpha score of 0.7 or above (Nunnally, 1978), it means that 

the measuring instrument is highly reliable. Based on the nature of the study, Kendal taub 

Rank Order Correlation Coefficient was used to test the level of significance of the 

relationship between organizational climate and employee turnover intention. 

 

Results and Discussion of Findings 

This section deals with how the results are presented and interpreted. This will be 

accomplished in a variety of ways, including the use of charts and contingency tables to 

illustrate frequency and data distribution. The six manufacturing companies received 153 

copies of the questionnaire. 145 questionnaires were filled out and returned since they were 

relevant for data analysis. This indicates that 95% of the participants attempted to complete 

the questionnaire, indicating that the questionnaire was distributed and retrieved successfully.  

Analysis of Demographic Data 

The demographic data of the respondents was evaluated, including gender, age, educational 

qualifications, marital status, and years of employment in the company. Table 1 displays the 

response rate and proportion of respondents who fell into each of the response groups based 

on their gender. 

  Table 1: Respondents’ Gender Distribution 

Gender Respondents Percentage rate 

Male 76 49.4% 

Female 69 47.6% 

Total  145 100 % 

  Source: Research survey (2021). 

Table 1 reveals that males account for 76.4% of the respondents, while females account for 

63.6%. This shows that men make up the majority of the responders. 

Table 2: Respondents Marital Status 

Marital Status Respondents Percentage rate 

Single  84 58% 

Married   61 42% 

Total  145 100 % 

Source: Research survey, (2021). 

Table 2 shows that 84 of the respondents (58 percent) were single, whereas 61 (42 percent) 

were married. This indicates that the majority of those polled were single. 
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Table 3: Age of the Respondents  

Source: Research survey (2017). 

From the table 3, 56 (39%) indicated that they are between the age of 21-30 years, 44 (30%) 

indicated 31-40 years. 26 (18%) indicated between 41-50 years, and 19 (13%) responded to 

51 years and above. Therefore, most of the respondents indicated between 21-30 years. 

Table 4: Reports on Years of service. 

Respondents’ Years of service Response  Percentage Rate 

1-5years  48 33.00 

6-10 years 46 32 

11-15 years 28 19 

16-20 years  15 10 

Above 20 years 8 6 

Total 145 100% 

Source: Research  Survey, (2021). 

Table 4 shows that 48(33%) of the respondents indicates that they have served the 

organization between 1-5 years. 46(32%) indicated between 6-10 years. 28(19%) indicated 

between 11-15 years. However, 15(10%) indicated between 16-20 years, and only 8(6%) 

showed above 20 years. From the response rate of the respondents have served the between 

for 1-5 years. 

Table 5: Education Qualification of Respondents 

Education Qualification Response Rate Percentage 

OND/HND 43 30.00 

B.Sc 52 36.00 

Masters 36 24.00 

Others 14 10.00 

Total  145 100% 

Source: Research Survey, (2021). 

Table 5 above, reports that 43(30%) are OND/HND certificate holders, 52(36%) are B.Sc 

degree holders. 36(24%) are masters degree holders, and 14(10%) indicated others. Thus, the 

most of the respondents’ are B.Sc degree holders.  

Analysis of Research Questions 

The null research questions stated in chapter one were analyzed on a Likert 4-point scale 

based on the responses generated by respondents. They were asked whether they disagree or 

agree with the items that explain if there is a significant relationship between two variables.  

 

Age   Responses Rate Percentage Rate 

21-30 years 56 39.00 

31-40 years 44 30.00 

41-50 years 26 18.00 

51 and above 19 13.00 

Total 145 100% 
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Analysis of Research Question One  

What is the relationship between leadership and employee turnover intention in 

manufacturing firms in Nigeria?  

To answer this question, other related questions were asked in the questionnaire and the 

response rates to this question were recorded on Likert 4-point scale as indicated in table 6. 

Table 6: Analysis of Research Question One 

Response categories  Frequencies  Percentage 

Strongly agree 65 45 

Agree  38 26 

Undecided 6 4 

Disagree  21 15 

Strongly Disagree 15 10 

Total  145 100% 

Source: Research  Survey, (2021). 

Responses in table 6 shows that 65(45%) of the respondents strongly agree with the 

relationship between leadership and employee turnover intention. 38(26%) agree; 6(4%) 

could not decide whether such relationship exists. 21(15%) disagree and 15(10%) strongly 

disagree. Thus, from the result, most of the respondents strongly agree. 

Analysis of Research Question Two  

What is the relationship between rewards and employee turnover intention in manufacturing 

firms in Nigeria? 

To answer this question, other related questions were asked in the questionnaire and the 

response rates to this question were recorded on Likert 4-point scale as indicated in table 7. 

Table 7: Response to Research Question Two 

Response categories  Frequencies  Percentage 

Strongly agree 56 39 

Agree  35 24 

Undecided 9 6 

Disagree  32 22 

Strongly Disagree 13 9 

Total  145 100% 

Source: Research  Survey, (2021). 

From the responses in table 7, it indicates that 56(39%) of the respondents strongly agree 

with the relationship between rewards and employee turnover intention. 35(24%) agree; 

9(6%) could not decide whether such relationship exists. 32(22%) disagree and 13(9%) 

strongly disagree. Thus, from the result, most of the respondents strongly agree. 

Response to Research Question Three 

What is the relationship between communication and employee turnover intention in 

manufacturing firms in Nigeria? To answer this question, other related questions were asked 
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in the questionnaire and the response rates to this question were recorded on Likert 4-point 

scale as indicated in table 8. 

Table 8: Response to Research Question Three 

Response categories  Frequencies  Percentage 

Strongly agree 50 35 

Agree  36 25 

Undecided 24 17 

Disagree  14 10 

Strongly Disagree 21 15 

Total  145 100% 

Source: Research Survey, (2021). 

Responses on table 8 indicates that 50 (35%) of the respondents strongly agree with the 

relationship between communication and employee turnover intention. 36 (25%) agree; 24 

(17%) could not decide whether such relationship exists. 14(10%) disagree and 21 (15%) 

strongly disagree. Thus, from the result, most of the respondents strongly agree. 

 Response to Research Question Four 

What is the relationship between organizational identity and employee turnover intention in 

manufacturing firms in Nigeria? 

To answer this question, other related questions were asked in the questionnaire and the 

response rates to this question were recorded on Likert 4-point scale as indicated in table 9. 

Table 9: Response to Research Question Four 

Response categories  Frequencies  Percentage 

Strongly agree 64 44 

Agree   34 23 

Undecided  13 9 

Disagree   28 19 

Strongly Disagree  6 4 

Total   145 100% 

Source: Research  Survey, (2021). 

Responses in table 9 indicates that 64 (44%) of the respondents strongly agree with the 

relationship between organizational identity and employee turnover intention. 34 (23%) 

agree; 13 (9%) could not decide whether such relationship exists. 28 (19%) disagree and 6 

(4%) strongly disagree. Thus, from the result, most of the respondents strongly agree. 

Testing of Hypotheses  

In this section, all the null statement of hypotheses were tested to generate findings.  Tables 

10 to 13 contain the results of the findings. 
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Source: SPSS Version 23.0 Output (2021) 

Test of Hypothesis One 

From the result on table 10, leadership correlates with employee turnover intention at 0.857, 

p-value = 0.000<0.05 level of significance. This shows a strong positive correlation. Thus, 

the study rejects the null hypothesis and accepted a significant relationship between 

leadership and employee turnover intention in manufacturing firms in Nigeria. 

Test of Hypothesis Two 

From table 10, reward system correlates with employee turnover intention at 0.866, p-value = 

0.000<0.05 level of significance. This indicates a strong positive correlation. Thus, the study 

rejects the null hypothesis and accepted a significant relationship between reward system and 

employee turnover intention in manufacturing firms in Nigeria. 

Test of Hypothesis Three 

From table 10, communication correlates with employee turnover intention at .722, and the p-

value is 0.000<0.05 level of significance. This indicates a strong positive correlation. Thus, 

the study rejects the null hypothesis and accepted a significant relationship between 

communication and employee turnover intention in manufacturing firms in Nigeria. 

Testing of Hypothesis Four 

From table 10, organizational identity correlates with employee turnover intention at .726, 

and the p-value is 0.000<0.05 level of significance. This indicates a strong positive 

correlation. Thus, the study rejects the null hypothesis and accepted a significant relationship 

between organizational identity and employee turnover intention in manufacturing firms in 

Nigeria. 

Table  10      Correlations 

 
Leadershi
p 

Reward 
system 

Communica
tion 

Organizatio
nal Identity 

Employee 
turnover 
Intention 

Kendall's 
tau_b 

Leadership Correlation 
Coefficient 

1.000 .878
**
 .839

**
 .831

**
 .857

**
 

Sig. (2-tailed) . .000 .000 .000 .000 

N 46 46 46 46 145 

Reward system Correlation 
Coefficient 

.878
**
 1.000 .897

**
 .876

**
 .866

**
 

Sig. (2-tailed) .000 . .000 .000 .000 

N 46 46 46 46 145 

Communication Correlation 
Coefficient 

.839
**
 .897

**
 1.000 .854

**
 .722

**
 

Sig. (2-tailed) .000 .000 . .000 .000 

N 46 46 46 46 145 

Organizational 
Identity 

Correlation 
Coefficient 

.831
**
 .876

**
 .854

**
 1.000 .726

**
 

Sig. (2-tailed) .000 .000 .000 . .000 

N 46 46 46 46 145 

Employee turnover 
Intention 

Correlation 
Coefficient 

.857
**
 .866

**
 .722

**
 .726

**
 1.000 

Sig. (2-tailed) .000 .000 .000 .000 . 

N 145 145 145 145 145 

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

In this section, the results of the tested hypotheses were discussed in order to generate 

appropriate findings. Each statement of null hypotheses was ascertained to compare the result 

with past studies that support the present findings as indicated in the next subheadings.  

Leadership and Employee Turnover Intention  

The results of hypothesis one demonstrate that incentives and the likelihood of employee 

turnover have a strong relationship. Ene's (2020) research on transactional leadership style 

and employee desire to stay in insurance firms, backs up this conclusion. The tests were 

conducted using a 95% confidence interval and a significance level of 0.05. Employee desire 

to stay in insurance firms has a favorable and substantial link with transactional leadership, 

according to empirical studies. According to Ene (2002), when subordinates are promised 

incentives, they are more likely to accomplish their tasks in line with agreements, put in more 

effort, and are motivated to work. This means that effective leaders create a vision and then 

adapt it to corporate and individual goals in order to accomplish their personal and 

organizational goals by sharing their perspective and motivating their people to overcome 

obstacles (Robbins, 2003).  

Reward system and Employee Turnover Intention 

The result of hypothesis two suggests that the incentive system has a substantial impact on 

the likelihood of staff turnover. Mendis (2017) and Gyensare (2017) both corroborate this 

conclusion (2017). Mendis (2017) discovered that incentives had a strong and direct impact 

on employee turnover intentions. This supports the theory that extrinsic, social, and intrinsic 

incentives increase employee turnover intentions in both public and private enterprises. The 

findings also demonstrate that the incentive system has an impact on turnover intention and 

that it is a strong predictor of labor turnover. Transformational leadership, according to 

Gyensare et al. (2017), reduced the likelihood of turnover in the public sector. During the 

covid-19 epidemic, Yücel (2021) discovered that transformative leadership reduced employee 

turnover intents and improved staff performance. 

 

Communication and Employee Turnover Intention 

The outcome of hypothesis two suggests that there is a substantial link between 

communication and employee turnover intentions. The findings of Clampitt and Downs 

(1993) and Mohamad Mohamad (2008) shows that communication satisfaction was highest 

in supervisory and subordinate communication, according to Clampitt and Downs (1993). 

Communication was also shown to influence employee turnover intention in Mohamad's 

(2008) study. Nwagbara et al. (2013) investigated the influence of effective communication 

on staff turnover intentions at Nigeria's first bank. The study discovered that there is a 

significant level of employee turnover due to a lack of effective communication (or a near 

absence of effective communication) between management and other employees, particularly 

those working at the bank's cash register and on the floor. This means that when there is a 

lack of satisfactory communication, employees are more likely to consider leaving. 

Organizational Identity and Employee Turnover Intention 

Organizational identity has a substantial link with employee turnover intention, according to 

the study of hypothesis four on organizational identity and employee turnover intention. 

Several research back up this conclusion (Van Dick et. al., 2004; Wan Huggins et al. 1998). 

Several research have been published in the last several years that show a link between 
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organizational identity and employees' reported turnover intentions (Van Dick et. al., 2004). 

Organizational identity has substantial, negative associations with turnover intention, 

according to meta-analytic research (Wan Huggins et al. 1998; Meyer et al., 2002; Riketta, 

2005). 

Conclusion and Recommendations 

This study identified the relationship between organizational climate and employee 

commitment using both descriptive and inferential statistical methods data analysis. Since it 

is a quasi-experimental study using cross sectional survey design, questionnaire was used in 

data collections. The findings of the study revealed that organizational climate through its 

dimensions have a significant relationship with employee commitment in manufacturing 

firms in Nigeria  

Conclusion 

Organizational climate as a predictor variable influenced employee turnover intention in 

manufacturing firms in Nigeria. This finding was based on the significant relationship found 

between the dimensions of organizational climate and employee turnover intention in 

manufacturing firms in Nigeria. Thus, the study conclude that companies that promote good 

leadership, have a good reward system, make communications a critical part of their daily 

routine and provide organizational identity are on the highest standards of governance in 

reducing the level of employees turnover to other organizations and thereby secure capable 

employee that will improve their organizational performance and generate returns on 

investments. Therefore, lack of effective organizational climate as evidenced in poor 

leadership, ineffective reward system, poor communication and lack of organizational 

identity are responsible for employee turnover intention which affected the organizational 

level of performance in manufacturing firms in Nigeria. 
 

Contributions to Knowledge  

This study broaden the scope of the concept of organizational climate through development 

of conceptual framework which was used to explain the relationship between organizational 

climate and employee turnover intention in manufacturing firms in Nigeria. This framework 

will add to existing ideas on the relationship between organizational climate and employee 

turnover intention. Our study promotes the idea of organizational climate and employee 

turnover intention within Nigerian work environment to improve literature in Nigerian 

context of managing workforce. 

Areas for further research 

This study identified the relationship between organizational climate and employee turnover 

intention in manufacturing firms in Nigeria and construction of a framework on the concepts 

that explain the relationship. Hence, future scholars may build on this framework based the 

gap found. The findings from this study may not be acceptable by other firms in other 

sectors; therefore, future research studies may be necessary to examine how organizational 

climate affect firms in such sectors. Lastly, not all dimensions of organizational climate as it 

affects employee turnover intention were discussed in this study. This demands that further 

study should examine other dimensions of organizational climate and employee turnover 

intention in this field of study. 
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Recommendations 

Organizational climate as a predictor variable influenced employee turnover intention in 

manufacturing firms in Nigeria. Therefore, the study recommended that management should 

promote good leadership, have a good reward system, make communications a critical part 

of their daily routine and provide organizational identity are on the highest standards of 

governance in reducing the level of employees turnover intention. Doing so will thereby 

secure capable employee that will improve the organizational performance and generate 

returns on investments. 
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