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Abstract

Aim: The aim of this study is to investigate the organizational climate, transformational leadership style and
commitment among selected Nigerian Embassies as inputs to diplomatic excellence.

Methodology: Descriptive method of research was utilized. Participants were employees from the selected Nigerian
Embassies under study. The participants of the research were randomly selected irrespective or their rank and or
position. Participants were 100% of the employees from the different selected Nigerian embassies including the
diplomats. The questionnaires were distributed using google forms.

Results: There is significant difference in organizational climate, transformational leadership style and organizational
commitment in terms of organizational commitment and service commitment when grouped to nationality, nature of
work and work commitment and length of service. There is a significant relationship between organizational climate,
transformational leadership style and organizational climate.

Conclusion: The embassies under study may review the level of resilience of its employees with special focus on
cooperative awareness, commitment, and work enthusiasm. They may promote more consensus-oriented and
participation to further promote good governance. They may also further promote a culture of normative
commitment (sense of obligation to stay), continuance commitment (fear of loss) and affective commitment
(affection for the job) with special focus on the different age brackets to increase their passion and commitment for
their job. The management of the embassies under study may review equitable and inclusive, effective, and efficient
in its efforts towards good governance with special emphasis on the age brackets, and reconsider the different
dimensions of organizational resilience, commitment, and good governance to further boost its commitment to
resilience and good governance.

Keywords: organizational climate, transformational leadership style, Organizational commitment, employees,
Nigerian, embassies, diplomatic excellence

INTRODUCTION

Ozge (2016) discovered that organizational climates that reflect the clear role clarity aspects lead to a
greater level of employee satisfaction and performance in a review of studies looking at the relationship between
organizational climate and employee performance. Jianwei (2010) agreed that the work environment affects how well
a person performs at their job since it influences whether they receive the essential and pertinent training. A positive
corporate environment helps to increase employee job satisfaction by fostering open communication between senior
management and the workforce (Sanad, 2016).

The aforementioned demonstrates that company culture and leadership are inextricably linked. One of the
most well-known theories on modern leadership is transformational leadership, which is one of the numerous
leadership theories (Moolenar et al., 2010). According to the transformational leadership theory, a leader should act
and lead with the intention of achieving the greater benefit of the group they are leading (Warrilow, 2012).
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Engaging employees is necessary for the business to achieve its goals, but it is also crucial to maintain a
high degree of organizational commitment while focusing on the demands of the customer. According to Akintayo
(2010), employee commitment to the company is measured by how much they feel or show it. According to Zheng
(2010), employee commitment is primarily determined by how people feel about their company. Despite having a
broad vision, this mindset has several different parts.

In an embassy, the aforementioned is even crucial. To further develop their diplomatic relations and links
with the host nations, nations all over the world opened embassies. With its presence, they provide additional
services like visa issuance and message transmission from the home government to the host nation. More
importantly, the existence of embassies informs home countries about the political, social, economic, and military
conditions of the host nations.

Organizational atmosphere, transformational leadership style, and dedication are three key factors that
influence diplomatic success. The reason for this is that when diplomats are posted outside of their home nations, it
is necessary that they grasp the political atmosphere of the host country, how the majority of the workforce is led by
locals, and how critical it is to gauge their level of dedication.

While it is critical to emphasize that embassies are created to further develop diplomatic ties and
relationships with the host countries, it is also crucial to examine the internal workings of the various embassies
under consideration.

Objectives
This study aimed to investigate the organizational climate, transformational leadership style and
commitment among selected Nigerian Embassies to serve as inputs to diplomatic excellence.
Specifically, it sought answers to the following questions:
1. How may the profile of the respondents be described in terms of:
nationality,
gender,
civil status,
educational attainment,
nature of work,
length of service,
job status, and
monthly income?
2. How may the organizational climate of the selected Nigerian embassies be described in terms of:
role clarity,
respect,
communication,
reward system,
career development,
planning and decision,
innovation, and
quality of service?
3. How may the transformational leadership style of the selected Nigerian embassies be described in terms of:
a. idealized influence,
b. inspirational motivation,
c. intellectual stimulation, and
d. individualized consideration?
4. How may the level of commitment of the selected Nigerian embassies be described in terms of:
a. organizational commitment,
b. service commitment, and
c.  work commitment?
5. Is there a significant relationship between organizational climate, transformational leadership style and
commitment when grouped to profile variables?
6. What are the predictors of organizational climate, transformational leadership style and commitment?
7. Based on the results of the study, what inputs to diplomatic excellence may be proposed?
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METHODS

Research Design

The required data on the variables under study were gathered using the descriptive research approach.
Quantitative approaches are important because they place an emphasis on measuring things objectively and
analyzing data gathered from questionnaires statistically and numerically. Additionally, researchers evaluate
hypotheses about a person's attitude and actions based on monetary values and statistical evidence using the
quantitative technique of research (Babbie, 2010).

Population and Sampling
Through Google Forms, participants are 100% workers of the three Nigerian embassies that were chosen
(Nigeria, Angola, and Thailand).

Instruments

The researchers employed four primary data collection tools:

First section: a custom questionnaire on the respondents' sociodemographic characteristics.

The second component was a conventional organizational climate questionnaire by Adrain et al. al., (2017).

The third component was a transformational leadership style questionnaire created by Ghuzawvil (2021) that
was conventional but changed.

A typical questionnaire from http://www.employmentstudies.co.uk/ system/files/resources/files/mp19.pdf
served as the fourth component.

A qualified statistician performed a reliability test to assess the validity of using the various questionnaires.

Data Collection

Data on the factors under investigation were gathered via a questionnaire. The researchers asked the
study's ambassadors for authorization. The researchers distributed and retrieved after two weeks using Google
Forms.

Data Analysis
The Frequency Distribution and Percentage, Weighted Mean, T-Test, and ANOVA tools were used by the
researchers to total, tabulate, encode, and analyze data.

Ethical Considerations

Ethical considerations have significant importance for both respondents and the company being studied in
order to prevent deception. Therefore, prior to commencing the research, the researchers obtained informed consent
from the respondents and obtained approval from the designated embassies.

RESULTS and DISCUSSION

This section presents the interpretation of data obtained from the participants of the study. The information is
presented in themes with interpretation and implication. The presentation is organized based on the order of the
problems in the statement of the problem.

Table 1 presents summary of organizational climate based on the different dimensions.

Table 1
Summary Table for Organizational Climate

Indicators Composite Mean VI Rank

Role Clarity 3.76 Strongly Agree 1

Respect 3.60 Strongly Agree 2

Communication 3.50 Strongly Agree 4

Reward System 3.22 Agree 8

Career Development 3.43 Agree 6

Planning and Decision Making 3.46 Agree 5
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Innovation 3.34 Agree 7
Quality of Service 3.52 Strongly Agree 3
Composite Mean 3.48 Agree
Legend: 3.50 — 4.00 =Strongly Agree; 2.50 — 3.49 — Agree; 1.50 — 2.49 —Disagree; 1.00 — 1.99 —
Strongly Disagree

The respondents agree with a composite mean of 3.48 and a verbal interpretation of agree. Ranked 1 “Role
clarity” with a composite mean of 3.76 and a verbal interpretation of strongly agree. Ranked 2 “Respect” with a
composite mean of 3.60 and a verbal interpretation of strongly agree. Ranked 3 “quality of service” with a composite
mean of 3.52 and a verbal interpretation of strongly agree. Ranked 4 “communication” with a composite mean of
3.50 and a verbal interpretation of strongly agree. Ranked 5 “planning and decision making” with a composite mean
of 3.46 and a verbal interpretation of agree. Ranked 6 “Career development with a composite mean of 3.43 and
verbal interpretation of agree. Ranked 7 “innovation” with a composite mean of 3.34 and a verbal interpretation of
3.34.

The findings of the research are true in terms of the nature of the embassy. The reason being that the
embassy is a representative of a country and its role as well as the roles of those working there are very clear. Thus,
employees are expected to conform to certain standards within their assigned duties and responsibilities.

The result is not surprising because the embassies place importance on respect and mutual respect.
This is because the embassy employees are from different countries. In most cases from two different countries
(foreign country and the host nation). Sometimes there may be instances of disrespect when some employees
look down on the foreign country due to different values and culture so to speak. Nonetheless, while the
embassy recognizes these differences, employees are encouraged to respect one another’s differences and
mutual tolerance.

This is also the case in the Nigerian embassy with high sense of business intelligence that ensures that
information gets to the right person, through the right channel and at the right time. Effective communication and
more so communication among employees is very important in the embassies under study because the embassy is
not just like any other office. The embassy represents the image of a country and its role in the host country. Once
the chain of communication is broken, it may have an adverse effect on the different diplomatic functions of the

embassy.
Table 2
Summary Table for Transformational Leadership Style
Indicators Composite Mean VI Rank
1. Idealized Influence 3.38 Agree 2
2. Inspirational Motivation 3.40 Agree 1
3. Intellectual Stimulation 3.22 Agree 4
4. Individualized Considerations 3.27 Agree 3
Over-all Mean 3.32 Agree
Legend: 3.50 — 4.00 =Strongly Agree; 2.50 — 3.49 — Agree; 1.50 — 2.49 —Disagree; 1.00 — 1.49 —
Strongly Disagree

Table 2 presents summary of transformational leadership style with an overall mean of 3.32 and a verbal
interpretation of agree. Ranked 1 “Inspirational Motivation” with a composite mean of 3.40. The above result is true
to the embassies under study. Diplomats working at the different embassies understand the importance of inspiring
employees to do their job well. As such, they communicate the vision of the embassy to their employees such that
the employees understand it and create their own vision within the overall vision of the embassy. Inspirational
motivation is very important for the continued success of the embassies. With a clear vision well-articulated,
employees become self-motivated and inspired to do their best in their assigned tasks and responsibilities.

On the other hand, Al Qura'an (2015) aimed to determine how transformational leadership affected
managing organizational change from the managers' point of view. The subjects were Jordan Ahli Bank branch
managers. The results showed that organizational change management is impacted by transformational leadership.
As independent variables, structural change, technical change, and organizational change of personnel were found to
have positive correlations with the transformational leadership aspects of ideal influence, inspirational motivation,
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intellectual stimulation, individual thinking, and empowerment. Change management and the characteristics of
transformational leadership—ideal influence, inspiring motivation, intellectual stimulation, and empowerment—have a
positive relationship. This illustrates how transformational leaders try to improve the organization, which shows how
effective they are at creating and transforming companies. Because transformational leaders desire to make a
difference and assume the responsibility of bringing about change, this shows that transformational leadership is very
effective in creating and developing firms.

Table 3
Summary Table for Organizational Commitment

Indicators Composite Mean VI Rank
Organizational Commitment 3.41 Agree 2
Service Commitment 3.58 Strongly Agree 1
Work Commitment 3.20 Agree 3
Over-all Mean 3.40 Agree

Legend: 3.50 — 4.00 =Strongly Agree; 2.50 — 3.49 — Agree; 1.50 — 2.49 —Disagree; 1.00 — 1.49 —

Strongly Disagree

Table 3 presents summary on organizational commitment. Employees agree with an overall mean of 3.40
and a verbal interpretation of agree. Ranked 1 “service commitment with a composite mean of 3.58 and a verbal
interpretation of strongly agree.

Service commitment is very crucial in any given organization be it public or private. The employees in the
embassy are very committed to their work because they clearly understand the prestige that goes with working in an
embassy. Moreover, employees can address the demands of their workload because of the benefits they also get
aside from their salaries. This is also made possible due to the emotional attachments each embassy employee has
to the embassy thereby completing the various tasks assigned to them with enthusiasm and excitement.

When it comes with highlights in a successful performance, continuity commitment is regarded a dynamic
pointer (San-Martn et al., 2020). It may also be one of the influencing variables in an individual's performance, which
is connected to commitment in an organization (Meyer et al., 2019). According to Moussa et al. (2016), continuous
commitment happens when employees stay with the firm because they understand the costs of quitting. As a result,
the cost of quitting any company may forecast continued commitment.
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There is significant difference in organizational climate in terms of quality of service when grouped to
nationality since the computed p values is less than 0.05 level of significance.

Therefore. organizational climate in terms of quality of service differs when grouped to nationality. Filipino
respondents had higher organizational climate in terms of quality of service. On the other hand, there is no
significant difference in organizational climate in terms of role clarity, respect, communication, reward system,
career development, planning and decision, innovation and quality of service and transformational leadership style of
the selected embassies in terms of idealized influence, inspirational motivation, intellectual stimulation and
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individualized considerations when grouped to gender, civil status, educational attainment, nature of work, length of
service, job status and monthly income since the computed p values are greater than 0.05 level of significance. This
means that organizational climate in terms of role clarity, respect, communication, reward system, career
development, planning and decision, innovation and quality of service and transformational leadership style of the
selected embassies in terms of idealized influence, inspirational motivation, intellectual stimulation and individualized
considerations does not vary when grouped to gender, civil status, educational attainment, nature of work, length of
service, job status and monthly income.

Table 5
Differences_in Transformational Leadership Style when grouped to Profile Variables
Inspirational " Individualized
Profile Idealized Influence Motivation Intellectual Stimulation | Considerations
F P I D F P I D F P 1 D F P | D
Nationality | 3177 0025 S R |3181 0025 S R [369 0013 S R |[5109 0002 S R
Age 1125 0352 NS FR| 1369 0267 NS FR| 1076 0371 NS FR|0700 0558 NS FR
Gender 1030 0316 NS FR|1917 0174 NS FR| 2104 0155 NS FR|1219 0276 NS FR
Civil Status | 0603 0552 NS FR| 0559 0577 NS FR| 0518 0600 NS FR|0465 0631 NS FR
Educational
Attainment | 0031 0970 NS FR| 0001 0999 NS FR| 0005 0995 NS FR|0057 0945 NS FR
:;::"kw of 1465 0217 NS FR| 1546 0190 NS FR| 1591 0176 NS FR | 2377 0046 NS FR
;?:3:::’0' 0732 0576 NS FR|0911 0468 NS FR| 0429 0787 NS FR | 0949 0447 NS FR
Job Status | 0.033 0857 NS FR| 0043 0836 NS FR| 0138 0712 NS FR|0471 0497 NS FR
mz:::g 0179 0910 NS FR|0226 0878 NS FR| 0136 0938 NS FR|0115 0951 NS FR
Legend: Significant at p-value < 0.05; R - Rejected; FR — Failed to Reject; S

- Sig NS

- Not Sig

There is significant difference in transformational leadership style of the selected embassies in terms of
idealized influence, inspirational motivation, intellectual stimulation and individualized considerations when grouped
to nationality since the computed p values are less than 0.05 level of significance. Therefore, transformational
leadership style of the selected embassies in terms of idealized influence, inspirational motivation, intellectual
stimulation and individualized considerations varies when grouped to nationality. Filipino respondents had higher
transformational leadership style of the selected embassies in terms of idealized influence, inspirational motivation,
intellectual stimulation and individualized considerations.

On the other hand, there is no significant difference in transformational leadership style of the selected
embassies in terms of idealized influence, inspirational motivation, intellectual stimulation and individualized
considerations when grouped to gender, civil status, educational attainment, nature of work, length of service, job
status and monthly income since the computed p values are greater than 0.05 level of significance. This implies that
transformational leadership style of the selected embassies in terms of idealized influence, inspirational motivation,
intellectual stimulation and individualized considerations does not differ when grouped to gender, civil status,
educational attainment, nature of work, length of service, job status and monthly income.

Table 6

Differences in Organizational Commitment_when grouped to Profile Variables

Organizational Service Commitment Work Commitment
Profile Commitment

F P I D F P 1 D F P I D
Nationality 3531 0016 S R 5536 0001 S R 2466 0062 NS FR
Age 0692 0563 NS FR | 1036 0388 NS FR | 2349 0088 NS FR
Gender 1510 0226 NS FR | 2421 0128 NS FR | 2082 0157 NS FR
Civil Status 0502 0609 NS FR | 0277 0759 NS FR | 0718 0494 NS FR
Educational Attainment 0060 0942 NS FR | 0105 0901 NS FR | 1195 0314 NS FR
Nature of Work 2459 0040 S R | 2040 0083 NS FR | 1885 0107 NS FR
Length of Service 1710 0169 NS FR | 1248 0308 NS FR | 5366 0002 S R
Job Status 0045 0833 NS FR | 0773 0385 NS FR | 2877 0098 NS FR
Monthly Income 0834 0484 NS FR | 0398 075 NS FR | 0899 0451 NS FR

Legend: Significant at p-value < 0.05; R - Rejected; FR - Failed to Reject. S — Significant; NS -
Not Significant

There is significant difference in assessment in organizational commitment in terms of organizational
commitment and service commitment when grouped to nationality; in organizational commitment when grouped to
nature of work and work commitment when grouped to length of service since the computed p values are less than
0.05 level of significance.
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Thus, assessment in organizational commitment in terms of organizational commitment and service
commitment differs when grouped to nationality; in organizational commitment varies when grouped to nature of
work and work commitment is affected by length of service Respondents who are Filipino had higher assessment in
organizational commitment in terms of organizational commitment and service commitment. Respondents who are
from government had greater assessment in organizational commitment in terms of organizational commitment while
those who are 7-9 years in service had higher assessment in organizational commitment in terms of work

commitment.
Table 7
Relationship between Organizational Climate and Transformational Leadership Style
Inspirational intellectual Individualized
Idealized Influence Motivation St - c Ly -

Indicators r P 1 D . P I D r P I D r P 1 D
Role Clarity 595" <0001 S R | 626" <0001 S R| 553" <0007 S R| 608" <0001 S R
Respect 631" <0001 S R | 626" <0001 S R | 577" <0001 S R| 641" <0001 S R
Communication 733" <0001 S R| 814" <0001 S R 734" <0001 S R 740" <0001 S R
g‘"’""’ 620** <0001 S R| 669 <0001 S R| 706" <0001 S R| 743" <0001 S R

ystem
Career Eyges s 6O SRR s pee <
Dovelopment | 629" <0.001 S R [ 669 <0001 S R| 688" <0001 S R| 656" <0001 S R
Planning and
Decision 761" <0001 S R | 755" <0001 S R| 774" <0001 S R| .760** <0001 S R
Making
Innovation 872* <0001 S R| 827" <0001 S R | 834" <0001 S R | 771" <0001 S R
Quakity of 840** <0001 S R | 795 <0001 S R | 760" <0001 S R|.735" <0001 S R

Legend Significant af p-value < 0 05, R — Rejected, FR — Faied fo Reject, S
- Signficant. NS - Not Significant

** Correlation is

significant at the 0.01

lovel (2-taled)

There is significant relationship between organizational climate in terms of role clarity, respect,
communication, reward system, career development, planning and decision, innovation and quality of service and
transformational leadership style of the selected embassies in terms of idealized influence, inspirational motivation,
intellectual stimulation and individualized considerations since the computed p values are less than 0.05 level of
significance. Thus, the higher the assessment in  organizational climate in terms of role clarity, respect,
communication, reward system, career development, planning and decision, innovation and quality of service the
higher also the transformational leadership style of the selected embassies in terms of idealized influence,
inspirational motivation, intellectual stimulation and individualized considerations

There is significant relationship between transformational leadership style of the selected embassies in
terms of idealized influence, inspirational motivation, intellectual stimulation and individualized considerations and
level of commitment in terms of organizational commitment, service commitment and work commitment since the
computed p values are less than 0.05 level of significance. Since the computed p values are less than 0.05 level of
significance. This implies that the higher the transformational leadership style of the selected embassies in terms of
idealized influence, inspirational motivation, intellectual stimulation and individualized considerations the higher the
level of commitment in terms of organizational commitment, service commitment and work commitment.

Table 8
Relationship between Organizational Commitment and Transformational Leadership Style
Organizational Service Commitment Work Commitment
Commitment
Indicators r P I D r P I D r p I D
Idealized Influence 872" <0001 S R| .844™ <0001 S R| 582" <0001 S R
Inspirational Motivation | 888" <0001 S R | 839" <0001 S R| 569" <0001 S R
Intellectual Stimulation 868" <0001 S R| .814™ <0001 S R | 557" <0001 S R
Individualized - - .
Considerations 873 <0001 S R|.767 <0001 S R | 502 <0001 S R
Legend: Significant at p-value < 0.05; R — Rejected; FR — Failed to Reject; S —

Significant; NS — Not Significant
** Correlation is significant at
the 0.01 level (2-tailed)

There is significant relationship between transformational leadership style of the selected embassies in
terms of idealized influence, inspirational motivation, intellectual stimulation and individualized considerations and
level of commitment in terms of organizational commitment, service commitment and work commitment since the
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computed p values are less than 0.05 level of significance. since the computed p values are less than 0.05 level of
significance. This implies that the higher the transformational leadership style of the selected embassies in terms of
idealized influence, inspirational motivation, intellectual stimulation and individualized considerations the higher the
level of commitment in terms of organizational commitment, service commitment and work commitment.

Table 9
Relationship between Organizational Climate and Organizational Commitment
Organizational
Commitment Service Commitment Work Commitment
Indicators r P I D r P I D r P I D
Role Clarity 555 <0.001 S R 546 <0.001 S R 334" «<0.001 S R
Respect 564 <0001 S R 572 <0001 S R 332 <0001 S R
Communication 774" <0001 S R 745 <0001 S R 612 <0001 S R
Reward System 657 <0001 S R 572* <0001 S R 566" <0001 S R
Career Development 782** <0.001 S R 712 <0.001 S R 496 <0.001 S R
Malking? 8nd Decision 782" <0001 S R| 678 <0001 S R| 543 <0001 S R
Innovation 784" <0001 S R 793" <0001 S R 529" <0001 S R
Quality of Service 801" <0.001 S R 863 <0.001 S R 546" <0.001 S R

Legend: Significant at p-value < 0.05; R - Rejected, FR ~ Faled to Reject; S -~ Significant; NS -
Not Significant

**. Correlation is significant at the 0.01

level (2-taled)

There is significant relationship between  organizational climate in terms of role clarity, respect,
communication, reward system, career development, planning and decision, innovation and quality of service and
level of commitment in terms of organizational commitment, service commitment and work commitment. since the
computed p values are less than 0.05 level of significance. Therefore, the greater the assessment in organizational
climate in terms of role clarity, respect, communication, reward system, career development, planning and decision,
innovation and quality of service the higher the level of commitment in terms of organizational commitment, service
commitment and work commitment.

There is significant relationship between  organizational climate in terms of role clarity, respect,
communication, reward system, career development, planning and decision, innovation and quality of service and
transformational leadership style of the selected embassies in terms of idealized influence, inspirational motivation,
intellectual stimulation and individualized considerations since the computed p values are less than 0.05 level of
significance. Thus, the higher the assessment in  organizational climate in terms of role clarity, respect,
communication, reward system, career development, planning and decision, innovation and quality of service the
higher also the transformational leadership style of the selected embassies in terms of idealized influence,
inspirational motivation, intellectual stimulation and individualized considerations

Table 10
Predi s of O C;
Unstandardized Standardized
Coefficients Coefficients ¢ Sig. Interpretation
B Std. Beta
Error

Constant 161 0.54 301 0.008
Nationality 0.04 0.03 0.08 116 0.262 Not Significant
Age -0.10 0.05 -0.17 -2.19  0.043 Significant
Gender -0.05 0.08 -0.04 -0.62  0.541 _ Not Significant
Civil Status -0.18 0.08 -0.16 -2.39 0.029 Significant
Educational Attainment 0.00 0.05 0.01 0.09 0932 Not Significant
Nature of Work -0.04 0.01 -0.19 -2.73 0.015 Significant
Length of Service 0.06 0.03 0.17 2.07 0.055 Not Significant
Job Status -0.06 0.13 -0.04 -0.50 0627 Not Significant
Monthly Income -0.09 0.04 -0.16 -2.43  0.027 Significant
Role Clarity -0.24 0.19 -0.18 -1.25 0.230 Not Significant
Respect 0.01 0.15 0.01 0.04 0968 Not Significant
Communication 0.35 0.14 0.38 251 0023 Significant
Reward System 0.23 0.10 0.25 225 0039 Significant
Career Development 0.07 0.09 0.09 0.81 0.427 Not Significant
z‘g;'(“;“g and Decision 46 011 017 141 0179 Not Significant
Innovation -0.08 0.11 -0.10 -0.78 0.444  Not Significant
Quality of Service 0.59 0.14 0.63 430 0.001 Significant
Idealized Influence 0.19 0.18 0.24 1.05 0.308 Not Significant
Inspirational Motivation -0.53 0.19 -0.71 -284 0012 Significant
Intellectual Stimulation 0.61 0.19 0.95 3.15 0.006 Significant
Individualized
Considerations -0.31 0.16 -0.43 -1.91 0074 Not Significant
Legend: Significant at p-value < 0.05, R — Rejected, FR - Failed fo Reject, S — Significant, NS — Nof
Significant
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Regression analysis showed that organizational commitment was governed by multiple significant predictors
which include age, civil status, nature of work, monthly income, assessment in organizational climate in terms of
communication, reward system and quality of service and transformational leadership style of the selected
embassies in terms of inspirational motivation and intellectual stimulation since the computed p values are less than
0.05 level of significance.

The results of regression analysis showed that age, civil status, nature of work, monthly income,
assessment in organizational climate in terms of communication, reward system and quality of service and
transformational leadership style of the selected embassies in terms of inspirational motivation and intellectual
stimulation are the key factors to organizational commitment.

Conclusions

1. Result revealed that majority of the employees are Nigerians, between 30-39 and 40-49 years old, males,
married, college graduates, engaged in different job assignment, employed between 1yr and below, regular
job status with a monthly income of 30,000 and above.

2. Respondents strongly agree on the dimensions of organizational climate in terms of role clarity, respect,
communication, and quality service.

3. Respondents agree on the dimensions of transformational leadership. Respondents strongly agree on the
dimensions of organizational commitment in terms of service commitment.

4. There is significant difference in organizational climate, transformational leadership style and organizational
commitment in terms of organizational commitment and service commitment when grouped to nationality,
nature of work and work commitment and length of service.

5. There is a significant relationship between organizational climate, transformational leadership style and
organizational climate.

Recommendations

1. The researchers recommend that the management may consider a stronger orientation, guidance, and
career planning since majority of their employees are between lyear and below in the organization.

2. The management may develop a more concrete plan to further strengthen the climate of the embassy in
terms of reward system, career development, planning and decision making and a more innovative idea.

3. The management may create a committee to further study the different dimensions of transformational
leadership style and organizational commitment to further strengthen the commitment level of the
employees.

4. Future researchers may ensure full participation of the respondents as well as expand the scope of study to
include other variables not utilized in this study.
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