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CHAPTER ONE
INTRODUCTION

1.1 Background To the Study  
Decision according to the oxford advance learner is the action of deciding a conclusion reached and a judgment arrived at. Therefore, decision-making is the most germane activities of management of multifarious organization ranging from small-scale organization to multinational corporations.
Decision-making styles throughout organizations are changing because the task, the environment and the people have changed. We are no longer marching troops into battle; we do not want blind obedience. Competitive advantages are now the result of employee making decision thinking being creative and asking questions.
In the past years, organizational management practice demanded that employer/management would anticipate that workers will do the work that is put before them. Although this was perfectly a typical method of getting results through others in the early days of assembly line and scientific management, it is no longer accurate of today's business (Ezennaya, 2011). The trend has changed in that management expects more from its employees than doing merely what is placed before them. It has also changed in that workers expect that more can be got from them than by simply working according to the direction of the boss. Employee participation in decision making has been known as a managerial tool for improving organizational performance by striving for the shared goals of employees and managers (Ojokuku & Sajuyigbe, 2014). This is actualized by way of allowing workers’ input in developing the mission statement, establishing policies and procedures, pay determination, promotion, and determining perks. Employee participation in decision making has become a significant topic in human resource management (HRM), and is regarded as one of the chief ingredients of employee voice, which many management scholars have observed to be a `rising management concept (Ojokuku & Sajuyigbe, 2014). For instance, Japan household name and business success among many countries of the world is attributed to employee participation in decision making. Decision making is shared at all levels of management. Ezennaya (2011) further observed that in the United States of America (USA), Britain, Germany and other developed countries of the world, participatory management is one of the key factors that facilitated International Journal of Business & Law Research 8(3):79-88, July-Sept., 2020 © SEAHI PUBLICATIONS, 2020 www.seahipaj.org ISSN: 2360-8986 80 economic successes. In USA for example, industrial democracy is practiced, employees are encouraged to buy shares in companies thereby enabling them to have a say in the management of their organization. In other developed countries like Britain and Germany, participatory management is popular. In Britain, it is known as joint consultation while in Germany, it is known as co-determination. Even in Nigeria, participatory management has come a long way. The Nigeria Military Government in 1977 decided to democratize industrial ownership in Nigeria by promulgating the Nigerian indigenization decree part of which provides "that 10 percent total equity share of any enterprise on schedule, 2 and 3 should be reserved for workers". This is to ensure that workers have a sense of belonging in their respective organizations. Both the state and Federal government of Nigeria have in the past and also presently involved its citizenry in the management of affairs of the state. Notwithstanding these evidences of the existence of participative management in the Nigerians industrial set up, some Scholars are of the view that participatory management does not exist and cannot exist due to under development, inexperience in democratic process and economic instability caused by frequent changes in economic policy by the federal government (Rubyutsa, 2004). Participative decision making can be well practiced only in a stable economic environment because of its time-consuming nature and investment in training to enable workers have a contributing capacity (Ojokuku & Sajuyigbe,2014). Ezennaya 2011 is of the view that participative decision making can be possible in a certain sector of the economy and not in all government owned enterprises because of the government intention to mobilize popular support for development purposes. The author further avers that workers participation in the multinational companies, on the other hand has at best remained elusive. Most of these companies are controlled by and depend on their parent bodies abroad for policies and decision. Among the indigenous employers, particularly the small and medium sized organization, their attitude to workers is paternalistic and based on authoritarianism. Their activities are often shrouded on secrecy. They are suspicious of the workers and therefore cannot afford to share information and decision with them. It is against this background that it becomes necessary to assess the influence of employee participation in effective decision making on the performance of selected automotive components firms in south east Nigeria.
When most managers are honest, they will acknowledge that their employee often have greater knowledge about the work than they do. Clearly, effectiveness can only be achieved with their total involvement management at time, see decision to the heart of their job in that, they must always choose what is to be done who will do it where and most at time now it will be done.
It is based on the above that the research wishes to assess the impact of employee participation in decision making and also on organization productivity on beloxxi industries Ltd Lagos
1.2 Statement Of the Problems  
In Nigeria today, there has been lot of controversy as to whether an employee should participate in managerial decision-making or not. Many writers argued that employees should contribute in making decision especially where it affects them or their job. It is expected that such participation will serve as training and testing ground for future members of upper management.
The authors maintained that qualified reasonably honest and company-oriented individual are not available at this lower organizational level but the big question is are qualified individuals really available? These underlay the need for an investigation study.      
1.3	Objectives of The Study 
The purpose of this research study is to assess the impact of employee’s participation decision making on organizational productivity beloxxi industries ltd, Lagos
a. Examine the direct effect of consultative on organizational productivity
b. Determine the effect of employee engagement on organizational productivity
1.4            Research Question 
In an effort to accomplishing this research work effectively and perfectly the research presents the following 
1. To what extent does employees’ consultation affect organizational productivity?
2. To what degree does employee engagement affect organizational productivity?
1.5          Research Hypotheses
HO1	Employee consultation has no significance effect on organizational productivity.
HO2	Employee engagement has no significance effect on organizational productivity.


1.6       Significance Of the Study
In all aspect this research work will be relevant to the managers and employees of BELOXXI INDUSTRIES LTD LAGOS STATE
It will also be beneficial to other public sector organization in Nigeria. Also, it will be of vital importance to government, academically potential and future researcher on the issue of employee participation in managerial decision making.
This empirical is also germane to the researcher since it is a partial requirement for the award of higher national diploma in public administration and management.       
1.7 Scope Of the Study
Particularly this research work focuses on the impact of employee participation in decision making and organizational productivity using Beloxxi industries as a case study.  
1.8 Definition Of Terms 
i.	Decision making:	This selection from among alternative of a course of action.
ii.	Productivity:  A measure of how well resource is brought together in organization and utilized for accomplishing a set result.
iii.	Management:  These is made up of top and middle level management. Top management includes shareholder boards of directors and managing director while the middle management includes heads of department manager deputy and assistant deputy.
iv.	Germane:	Relevant important or pertinent 
v.	Heart of their job:  As it is used in the research work means their main job.

CHAPTER TWO
 LITERATURE REVIEW

2.1 The Concept of Participation 
As decision -making permeates all aspects of the management process in the organization, so also is the need for participation may be as a result of the growing and receiving information advice and suggestion and the sharing of experience among members of the organization.
In management particularly it applies allowing employee on level is and above to have a voice in participating in polices procedure and process that directly or indirectly affect them. However, in the process of sharing employee must be able to display an upward exertion of control over management decision.
The workforce (employees) has the right to “say” as long as what they say is in line with the agreement of management when they disagree with management they are taken away.
Participation of employees in managerial decision-making is not applicable to all organization varying leadership style is characterized by the centralization of the decision-making process on the manager himself. Being an autocratic leader the manger is seen as one who commands and expects compliance. The dominant force involved is power.
However, since the management view authority is the only means of getting things done performance of employee as expected is always mineral.
Participation according to Tannenbaum and Schmid 1974 pill is a continue process ranging from the autocratic leadership style which is also desired as a free vein management because of its little control or influence over group members. This description can be seen but in a modified form as put forward by Keith Davis as:
From figure I it is seen that between those two extremes of participation are various other methods of participation. These are the benevolent autocracy consultative management Mc Grag (2017, p125) described benevolent autocracy as:
A group of manager view participation as a useful item in their had of managerial tricks and also it can still be said to them as a manipulative device for getting people to do what they want under conditions which delude the participation into thinking. They have had a voice in decision-making the idea is up with the answer which the managers had the first place.
The participative democratic manager possesses the decision making itself to his group with himself as a member. However, before doing so, he defines the boundaries within which the decision must be made.
From figure 2.1 it is assumed that growing or sharing of information is an essential step in the process of participation and one of the first step in moving towards more complete participation. A manger before depending on himself over a situation at hand must vary his participative approaches.
According to Gust and Kinght (2016p 125) some observers have noted that while a continuum is a useful way of conceptualizing participation it does not in itself provides a definition furthermore if a definition does not use a control the some of the approaches falling on the continuum could not be classified as a genuine participation. 
The concept of participation must be distinguished from delegation even though both terms seemingly are the same. Although in terms of participation and delegation, the manager feels he is giving away something especially a thing that will pollute or weaken his position, but delegation involves the assignment of duties authority and responsibility to subordinate. And also, it is the vesting of decision power in the subordinate unlike participation, where the managers reserve the light to make the main decision and responsibility for such decision made.
Notwithstanding the above difference however a manager can inadvertently “delegate” decision making to his subordinates under the guide of participation, this is commonly found in the lassie fair style of leadership. Nevertheless, in this situation, the responsibility for the decision made still attaches to the manager. This distinction must be made therefore for a proper understanding of what participation involves and more specifically employee participation in managerial decision.                                       
Factors That Influence Participation 
There are generally three factors (principal) that influence the concept of participation. These are employees.
The organization: For effective participation to take place, the organization must provide a psychological climate conductive for participation. That means firstly it must initiate and encourage a two-way flow information. If information is directed only one way down there is no employee.
Secondly, the organizations attitude towards its employee to participate effectively, he must be made to feel that his opinion and ideas means “smelling” that is valued both as a person and as an individual. As a general rule theory x management philosophy tends to stifle participation, whereas the theory y approach encourages it.
This is true because participation, which grows out of the assumption of theory, offers substantial opportunities for ego satisfaction for the employee and this can affect motivation towards organization objectives. Next, the origination effort to encourage participation must be sincere. Finally, the organization must establish guideline as to the freedom manger can allow employee in making decision concerning work in their department.
The manager:   As a way of encouraging effective employee participation in decision making the manager must operate a two-ways communication flow. his effort to encourage participation must be sincere and the freedom he can allow employees in making decision concerning work in his department must not exceed the guidelines established by the organization.
He must always remember that participation does not relieve his of authority or responsibility for decision making and also the manager must realize that he has a deal responsibility one to his organization and the other to his employees.
Therefore, the desires be wishes of the employees must always be considered, but when a conflict exists, the manager is obliged to support the goals of an organization. He must always remember that participation does not relieve him of authority or his responsibility for making decisions.
The employee:   The degree to which an employee is allowed to participate in decision making depends to a great extent on his background and training if the employee has no background on the subject being discussed in other world no knowledge and competence with respect to the problems then his opinion and suggestions will have little value. Beside however his advice can be used to identify area of concern and collection of information. On the other hand, if, the employee has considerable experience and training, his advice may prove beneficial in making decision. Therefore, by allowing the experienced to participate both will feel that things have some control over their work.    
Prerequisite For Participation  
Before participation take’s place certain conditions must be met while some exists in their environment.
i. There must be time to participate before action is required for participation is hardly appropriate in emergency situation
Ii	The potential benefits of participation should be greater them it’s cost e.g employees cannot spend so much time participating then ignore their work.
Iii	The subject of participation must be relevant to the employee environment otherwise employee will look upon it merely as busy work also they should have the ability such as intelligence and knowledge to participate.     
Forms Of Employee Participation 
There are two different ways in which employee can take part in decision that affect them these are direct and indirect ways. Direct participation involves the individual himself relating to decision that concern him and direct participation centers on people representing employee in decision that affect them. Although focus is on direct participation it is still expedient to disuses the indirect mode of participation (Briefly) the two ways that have been established as the dormant means of indirect participation with the enterprise are:
a.	Collective bargaining 
b.	Joint consultation
Collective bargaining:  This type of participation is normally carried out between employee or their representative and the order representative by that is in a from of trade union. Its primary purpose is purely economic. This Nigeria federal ministry of employment, labour and productivity defined it as, negotiations about working conditions and terms of employment between an employer a group of employers and one or more employer organization on the one hand, one or more representative workers with a view to reach an agreement. Collective bargaining therefore ahs assumed a wider role other than the traditional negotiation of wages and conditions of services, however, for it to take place their exist about four preconditions these are:
(a) The parties must attain sufficient degree of organization 
(b) The must possess the necessary skill to manage the intricacies of the bargaining process. Thus, a sufficient degree of litany is essential.
(c) They must be ready to enter into agreement with each other within the framework of the agreement machinery establishment for the purpose.
(d) Collective agreement concluded must be observed by those to whom it applied to.
Joint Consultation:   Joint consultation is any method of establishing two ways communication between management and its employees in addition to these provided by normal day-to-day contact. It is formal machinery for dealing with employee as a group instead of dealing wining the individually is to avoid petitions and demonstrations.
The objective of joint consultation principally are:
1.	To enhance the achievement of increased productivity by involving the workers through their representatives in the planning of production process
2.	To set up a scheme for regular conduct between management and workers as means of improving communication and thereby lessening the interest and suspicion of the workers towards management plan and objectives 
3.	To meet the workers, demand for better insight into the management of the organization for which they work in this way, a moral right would be satisfied and increased co-operation and efficiency would result.      
There exist two systems of joint consultative committees. One is carried out for each of the main departments of a company white the other is carried out for the company as a whole.
This later aspect of its has some inherent problems as no role is envisaged for the branch union in that company which is supposed to have the single right to meet with management and discuss whatever it is that affect the workers. But according to image, (1985,), the role of the union to its leader is not important because where a union leader performs the dual role of negotiation and consultation.
There exists confusion as is often happens in Nigeria as to which matters are for consultation and which for negotiation.
Employee Presentation in Company Polaroid       
This is a new from employee participation in decision making that has emerged in recent times and is gaining much found though mostly in the advanced times and count e.g. it was started in west-Germany in the easy 1950’s and since then has been speeding. in west Germany for instance provision is made for as such as fifty percent representation of the workers on the board of directors of companies. In partial, this form of employee participation has existed in a limited number of cases. In most instances only nationalized concern practices it.
Direct Participation     
Writer agrees that the central aim of participation is to secure better greater employee involvement and thereby achieve a better use of manpower skills and abilities, many of which are talent unless they are released by leadership and managerial decision which seeks to expose these skills and abilities can take place in diverse ways.
Consultation Management  
This type of direct participation entails manager consulting with their employee in order to encourage them to think about issues and contribute to their own ideas before decision are made. However, they must be genuinely receptive to employee ideas so that employee do not see that shallowness of any participative procedure that is not supported by a real desire for employee ideas.
Groups Discussion  
This is a form of democratic management in which the manager refers a number of decisions to employee group do that groups ideas and influence can be made use of at time especially in its extreme form manager can lose control of whatever decision they refer to their group because it is based on a person “one vote line”
Briefing groups: These are swift and systematic means of transmitting information through an organization. Information of any kind is transmitted throughout the management system, and this is done by holding regular meetings of fairly short duration. The advantage of briefing group is that information is communicated through formal management channels in this way, effective supervision, which can be posed by other means of communication can be bolstered.
Work committees:  These are groups organized primarily to consider jobs because of their nature a lot of employees are involved in them and they seek ways to improve their own productivity work committee exits in both unionized and non-unionized concerns. Management must show continuous interest and employee must be having the capacity to offer ideals that are genuinely helpful. Types of work committee include qualify control committee & safety committees 
Suggestion programmes:  These are formal plans designed to encourage employees to make recommendation concerning their work and work place. They primarily exist by written communication.
Although, this from of direct participation is found all over the world it has some drawbacks for example, as suggestions are made by written communications the motivation that comes from face-to-face discussion of problems becomes lacking. Therefore, for a suggestion programme to be effective employees must be made to feel that their suggestions will also be considered.
In addition, they must be given assurance that their ideas will not cause more work or cause other employee to lose their jobs.
Individual contact:  This involves a day-to-day and face-to-face exchange of opinion information and experience between the manager and his employees on an individual basis. There are formal preparations required and the employee and a passion. In spite of these advantages however there are certain inherent disadvantages some manager are reluctant to encourage employee to express themselves concerning their jobs probably due to fear of losing control of their group and the work situation. Also, some managers feel that asking the advice of their employee show weakness of their leadership ability.
Different Needs For Participation  
According to David (1960,) some employee desire more participation than others.
Education and higher worker typically seeks more participation because they tend to have lower performance less satisfaction lower self esteem, more stress and other symptoms of tension and dissatisfaction. He added that the difference between ones desire and actual participation gives a measure of the match between a company’s practice and individual desire.
Arguments For Participation 
Many writers see participation as a ways of improving employee mortal and effectiveness in productivity.
Manager who allow subordinates to participate in their decisions achieve better result than those who keeps their subordinates arm’s length.
There are a lot of potential benefits of participation which makes it indispensable as including higher output better quality of work higher job satisfaction, greater commitment to goals better acceptance of change less absence reduced stress and turnover and greater self esteem. 
Argument Against Participation    
Some writers postulate that there are some risks connected with participation.
Megregor (1960) stated that the usual fear is that if employees are given an opportunity to influence decision affecting them, they will soon want to participate in matters, which should be done of their concern.
However, he was quick to counter this argument, he added that management who express this fear most actually tend to have very narrow conception with the growth of employee and their increasing ability to undertake responsibility, there will of course be an expectation that employees will become involved in an increasing range of decision making activities.
Another writer is on the opinion that “the manager who lets his subordinates alone to work out problems by themselves is different from the manager who promotes endless committee who is receptive to suggestion but makes the final decision himself.
In conclusion of this literature review we adopt that opinion that say’s effective use of participation is a consequence of managerial point of view which includes confidence in the potentialities of subordinates awareness of management dependency downwards and a desire to avoid some of the negative consequences of emphasis, management must realize its weakness in terms of ability to make a none best decision and hence involve employee in the making of this decision but believe in their ability make reasonable suggestions.  

2.2 Theoretical Framework
The study is anchored on Subjective Expected Utility theory (SEU) developed by L. J. Savage in 1954. The theory holds that a rational agent always attempt to maximize its reward by choosing the action with the highest expected utility. The theory of subjective expected utility combines two subjective concepts: first, a personal utility function, and second a personal probability distribution (usually based on Bayesian probability theory). In decision theory, subjective expected utility is the attractiveness of an economic opportunity as perceived by a decision-maker in the presence of risk. According to Savage (1954) the quality of human capital available in organizations reflects the quality of decisions and choices made, thus such decisions ultimately result in organization performance. The development of subjective expected utility theory (SEU) was a major intellectual achievement which gave for the first time a formally axiomatic statement of what it would mean for an agent to behave in a consistent, rational manner. It assumed that top management which are decision makers possessed a utility function which is an ordering of all possible outcomes of choices by preference, that all alternatives among which choice could be made were known, and the consequences of choosing each alternative could be ascertained. SEU theory thus suggests that top management must be effective in their organizational decision-making by pulling rather than pushing; by inspiring their subordinates rather than ordering them; by enabling people to use their own initiative and experiences rather than by denying their efforts or constraining their experiences and actions in the organization (Anderson, 2017). By applying subjectively these assigned probabilities, SEU theory opened the way to fusing subjective opinions with objective data, an approach that if adopted for effective decision-making in Organizations have a tendency of facilitating high performance.
 2.3	Empirical Review
 Abdulrahman (2016) examined the influence of employee participation in decision-making on firm performance in Saudi Arabia’s manufacturing sector. The author who used Regression analysis and Z-test (approximated by the independent samples t-test) for the study found that a significant positive relationship exists between Participative Decision Making (PDM) and firm performance, thus suggesting that PDM is an essential component influencing firm performance. Isichei and Ukandi (2015) investigated employees’ participation in effective decision making in the hospitality industry in Abuja, Nigeria. They used linear correlation and regression for analysis of data and found that employees’ participation in effective decision making impacts on the performance of hotels in Nigeria. Abdulrahman and Al-Imam (2016) examined the influence of employee participation in decision making on firm performance in Saudi Arabia’s manufacturing sector. The authors found a significant positive relationship between Participatory decision making (PDM) and firm performance, suggesting that PDM is an essential component influencing firm performance. They concluded that the higher the level of employee participation in decision-making, the higher the level of firm performance. Asif Kiyani, Mohammand Arif Khattak, Ahmed and Rabia (2015) conducted a study to explain the effect of emotional Chukwuemeka ….. ..Int. J. Business & Law Research 8(3):79-88, 2020 84 intelligence on employee’s participation in effective decision making. The data were analyzed by using SPSS in which correlation and regression test were applied to check the results. The results indicated that there is a highly significant and positive relationship between emotional intelligence and participation in effective decision making. Shaed, Ishak and Ramli (2015) assessed the variables that had correlations with Employees’ Participation in Decision Making (PDM). The findings of their work revealed that variables that had positive correlations with PDM were gender, education level, job experiences, organizational performance, Ugwu, Okoroji, & Chukwu, (2019) investigated the extent of the relationship between participative decision making and employee performance in selected hotels in Owerri, Imo State, Nigeria. The specific objective determined the relationship between leader behavior and employee commitment. Findings showed that there is a positive relationship between leader behavior and employee commitment in the selected hotels in Owerri, Imo State. Dede, (2019) examined the relationship between employee participation in decision making and organizational performance among staff in Cross River State Board of Internal Revenue, Calabar. Finding from the study indicated that when employees participate in decision making implementation becomes easy, and creates a good working environment, increases commitment and satisfaction on decisions taken and also increases employee’s moral since the feel recognized and as part of the team in the organization and the direct consequence of all this improved performance. Isichei, & Damachi, 2015) investigated employee’s participation in decision making and the hospitality industry in Nigeria, a study of selected hotels in the federal capital territory in Abuja.. Findings in the study showed that employee’s participation in decision making impacts on the performance of hotels in Nigeria. Nwanah, Abomeh, & Okafor. & Mba (2019) studied participatory decision making and organizational goal attainment. The study found out that: Employee participation in decision making significantly improves job performance (X2 cal = 2.554 > X2 0.5 = 0.6763); employee participation in decision, making relates to employee motivation (Fc –test = 21 .56 > ft 1 = 2.01); the policy of employee participation in decision-making is significant in organizational goal attainment (X2 Cal = 1.887 > X2 0.5 = 0.6763). Farooq, Farooq, and Reynaud, (2019) studied if Employees’ Participation in Decision Making Increase the level of Corporate Social and Environmental Sustainability. The findings demonstrate that employee participation has a strong positive effect on all the components of sustainability (environmental and societal). Odero, & Makori, (2017) examined the relationship between employee involvement and employee performance of part time lecturers in public universities in Kenya. The study adopted descriptive survey research design to collect data from as ample of 60 part time lecturers from four public universities in the western region of Kenya. Thus the study found that employee involvement had a great influence on employee performance. Muindi (2019) examined the relationship between participation in decision making and job satisfaction among academic staff in public University of Nairobi. The findings indicate that a significantly strong positive correlation was found to exist between job satisfaction and participation in decision-making (ρ=0.888). Mutai (2015) identified the types of participative mechanisms used at Moi University and investigated the views of employees toward participatory management system. It was concluded that participatory management has not been very effective in Moi University because of management’s reluctance to share power, non-liberal information sharing, and crisis of confidence and lack of preparedness on the part of workers representations. 


CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Source Of Data 
If I should say any research source used in any study is determined by the nature of the research problems and by the objective of the study.
The sources of this data is focused at investigating the impact of employee participation in decision making and organization productivity using beloxxi industries as a case study, the use of descriptive survey method is considered logically sound and library techniques is also adopted.    
3.2 Population Of Study 
The researcher found out that work force was graded into:
Senior staff
Intermediate staff and 
Junior staff
The senior staff who included all managers’ deputy managers and expatriate numbered one hundred and eighteen (118).
The intermediate staff comprised of all supervisor numbering two hundred and thirteen (213) and technicians that is skilled manpower accounts engineers etc which numbered one hundred and eleven (111).
The junior staff called direct workers or artisans is company-trained labourers and are one hundred and eighty four (184).
Due to the nature of the research problems the research considered that direct workers or trained labourers would have little to contribute and so the senior and intermediate staff are only as the population for the purpose of determing  the  sample size.
Total population size is equal to 188 +324= 442
3.3 Determination Of Sample Size 
The sample size used for this investigation is first determined by obtaining information as to the population of  Emenite Enugu;
Senior staff	=	118
Intermediate staff	=	324
Total population size	=	442
The formula for the determination of sample size from a heterogeneous population.
N	=	N
		1+Ne2
Where 
N	=	Sample size sought
N	=	Population size
E	=	A constant 
Therefore 	 N	=442
E	=	0.05
N	=	?
NB The choice of 0.05 level significance (ie.95% confidence level) is purely an exclusive decision of the research replacing the value above with the formular, we have:
N	=	442
		1+442 (0.05)2
n	=	442
		2.105
3.4 Sample Technique  
The research faced the problem of how to determine the proportion from each grade of staff that should be included in the sample for this the researcher-applied statistic using Burelif’s proportioned allocation formular 
nh	=	nNh	where
nh	=	The number of units allocated to each stratum (ie senior and intermediate staff)
n	=	Total sample size which is 210
Nh	=	the total population for each stratum (senior staff = 118 
Intermediate staff = 324)
n	=	The population size
Computing the number of senior staff, it should be include in the sample size denoted by nhi 	=	nNhi
Where 
Nhi	=	The size of sample stratum sought 
n	 =	Total sample size (201)
nhi 	=	210 x 118
		442
	=	24780
		442
nhi 	=	56.06
nhi	=	56
Hence, the number of senior staff included in the size (Nh is fifty-six (56) 
Similarly, the number of the intermediate staff included in the sample size (n) is 
nh2	=	210x 324
		442
	=	68040
		442
	=	153.9366
	=	154
Checking for accuracy 
N	=	nhi +nh2
210	=	56 + 154 = 210
Sample from senior staff 	=	56
Sample from intermediate staff 154
Total sample size	=	210
3.5 Selections And Construction Of Research Instrument  
The research relied on the following for the construction of research instrument 
1.	Questionnaire method: This is the instrument used in selecting primary data. It is randomly administered to statistically detrained size of two hundred and ten (210) drawn from a population of approximately (442) made up of senior 3.3 explains in detail how the population and size are determined.
2.	Interview methods: This method is employed to obtain certain information that is not possible enough through the questionnaires method unstructured interview is conducted with a few individual within the sample frame to find out their opinion about the subject matter of the research
3.	Libraries:	Extensive and intensive use of the libraries both public and private ones are made. Secondary data are obtained from materials such as book, periodical journals magazines and dailies such data are used mainly to provide the theoretical framework for the study.
3.6	Administration Of Research Instrument (Questionnaire) 
To make sure that the questionnaires is administered to a cross section of the work force in the sample frame and in the company the research decided to share out the questionnaire according to the divisions in the company which comprised:
Finance 
Personnel 
Marketing and technical divisions with the aid of some employee of the company the research was able to identify the intermediate work in each division. The questionnaires are given out ensuring a fair spread (general manager and other manager) and expatriate workers who are very much in the minority are represented.
3.7 Instrument Return Rate
The questionnaire are administered to the respondents with the information that the research would be around the next day to collect them. The reasons for his are quite understandable. On completions a good number of people responded two hundred and ten questions are fully completed and returned.


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.1 Presentation Of Data  
The researcher presented in this chapter, the answer supplied to the questionnaires by the respondents. A table with simple percentages was employed to clarify the relationship between the data.
As stated in chapter three, a sample size of 210 was statistically draw from a population of 442 management (senior) and intermediate staff. A total of two hundred and ten (210) questionnaires were administered to cover the determined sample size. On completion of the exercise, the same 201m questionnaires were duly completed and returned.
DO MANAGEMENT STAFFS MAKE DECISION WITHOUT PREAND POST DISCUSSION CONSULTATION WITH EMPLOYEES  
	Rating 
	No of respondents 
	% of respondents 

	Yes
	88
	57.1

	No
	44
	28.6

	Don’t know 
	22
	14.3

	Total
	154
	100


Table 1, above shows the response on whether management staffs make decision without pre and discussion and consultation with employee. A critical look at table shows that 88 respondents (57.1%) said that management staff do not make decision without pre and post decision and consultation with employee.
Means while notwithstanding, 22 respondents (14.3%) said they “don’t know” whether the management staff make decision without pre and post discussion and consultation with employees.
T2 DOES MANAGEMENT CHANGE DECISION WHEN REJECTED BY EMPLOYEES       
	Rating 
	No of respondents 
	% of respondents 

	Yes
	36
	23.4

	No
	100
	64.9

	Don’t know 
	18
	11.7

	Total
	154
	100


Source: researcher’s questionnaires 
An examination of table 2 shows that 36 respondents representing 23.4% said that the management do change it’s decision when rejected by the intermediate staff (employee but the majority of the respondents said that the management do change its decision when rejected by employee this number was found to be 100 respondents or 64.9% yet the rating “don’t know” whether management does change its decision when rejected by employees source 18 respondents or 11.7%.
The intermediate staff is further asked to describe the extent of employee participation in decision-making.

T3 TO WHAT EXTENT DO EMPLOYEES PARTICIPATE IN DECISION MAKINGS   
	Rating 
	No of respondents 
	% of respondents 

	Yes
	36
	32.4

	No
	98
	63.6

	Don’t know 
	20
	13.0

	Total
	154
	100


Source: researcher’s questionnaires 
From table 2, 36 respondents, representing 23.4% described the extent of employee participation in decision making to be adequate while 98 respondents or 635 say’s it is inadequate. 20 respondent or 13.0% maintained they “don’t know”
T4 HOW OFTEN DO EMPLOYEE MEET TO DISCUSS WITH MANAGERS  
	Responses 
	No of respondents 
	% of respondents 

	Always 
	40
	26

	Sometime 
	84
	54.5

	Never 
	30
	19.5

	Total
	154
	100


Examination of table 4, revels that 40 respondents said that intermediate staff meet always to discuss with managers. 84 respondents, representing 54.5% say’s it is some time while 30 respondents representing 19.5% asserted that employee never meet to discuss with managers.
DIVISION OF RESPONDENTS     
The research had decided earlier to share the questionnaires proportionately equal among the four divisions in the company.
Thus, more questionnaires were given to the finance division. Table 5, gives the picture reflecting the staff grade components. It however shows that 60 questionnaires representing 28% went to the finance department. 50 questionnaires representing 245 went to each of the other intermediate staff of the finance division 38 were given to the intermediate staff of the other divisions.
T5 DIVISION OF RESPONDENTS 
	Division 
	Staff
	Staff grade 

	
	
	Senior staff 
	Intermediate staff

	Finance 
	60
	28
	20
	35.8
	40
	25.9

	Personal 
	50
	24
	12
	21.4
	38
	24.7

	Marketing 
	50
	24
	12
	21.4
	38
	24.7

	Technical
	50
	24
	12
	21.4
	38
	24.7

	Total
	154
	100
	56
	100
	1.54
	100






THE FACTORS THAT ARE CONSIDERED BEFORE AN EMPLOYEE IS INVOLVED IN DECISION MAKING
	Responses 
	No of respondents 
	% of respondents 

	Bank of the organization 
	12
	21.4

	 Educational questions 
	8
	14.3

	Experience   
	8
	12.3

	All of the above
	28
	14.5

	Total
	154
	100


Source: front researcher’s questionnaires 
Table 6 shows that factors to be considered before an employee is involved in decision making are ranks in the company educational qualification and ability this inference is confirmed by the data in table 6 on the other hand table 7 revealed the description of the level of employee participation in decision making in the company. A look at table 8 indicates that 6 respondent representing 10 7% said that employee participate fully in decision making 19 respondents representing 33.9% say’s it is partially while the majority said that employee do not participate in decision making in Anambra motor manufacturing company Enugu & this number was found to be 31 or 55.4 percent 
	Responses 
	No of respondents 
	% of respondents 

	Employee participation fully in decision making 
	6
	10.7

	Employee participate partially in decision making 
	19
	33.4

	Employed do not participate in decision mainly 
	31
	55.4

	Total
	154
	100


In table 8, depicts of the responses of respondents on their description of the level of productivity when employee are not involved in decision making a critical observation of table 8 shows that ii respondents representing 19.6% asserted that productivity would be high when employee are not involved in decision making. But 17 respondents representing 3.4% asserted that productivity is medium when employees are not involved in decision making while 28 respondents 50% believed that productivity is low when employee are not involved in decision making
T8 DESCRIPTION OF THE LEVEL OF PRODUCTIVITY WHEN EMPLOYEE ARE NOT INVOLVED IN DECISION MAKING
	Responses 
	No of respondents 
	% of respondents 

	Productivity is high 
	11
	19.6

	Productivity is medium 
	17
	30.4

	Productivity is low 
	28
	50.0

	Total
	154
	100


 Source Researcher’s Questionnaires 
The research however sought to know the impact of the adequacy or inadequacy of employee participation in decision making on productivity. The responses on the impact of inadequate employee participation in decision making on productivity is shown below.
TABLE 9: THE IMPACT OF INADEQUATE EMPLOYEE PARTICIPATION IN DECISION MAKING ON PRODUCTIVITY  
	Rating 
	No of respondents 
	% of respondents 

	High productivity 
	26
	16.9

	Medium productivity 
	31
	20.1

	Low productivity 
	97
	63.0

	Total
	154
	100.0


  A close look at table a shows that 26 respondents or 16.9 asserted that the impact of inadequate employee participation in decision making on productivity was high productivity. Yet 31 stated that the impact of inadequate of employee participation in decision making on productivity results to medium productivity while the majority agree that the impact of inadequate employee participation causes low productivity which is 97 or 63%
TABLE 10 THE IMPACT OF ADEQUATE EMPLOYEE RESPONDENT IN DECISION MAKING    
	Responses 
	No of respondents 
	% of respondents 

	Productivity is high 
	90
	58.4

	Productivity is medium   
	38
	24.7

	Productivity is low 
	26
	16.9

	Total
	154
	100


 Source Researcher’s Questionnaires 
From table 10 majority of the respondents maintained that the impact of adequate employee participation in decision-making on productivity result to high product, which is 90 respondent representing 58.4%. Yet 38 asserted that productivity at medium when adequate employee participation in decision-making is allowed. While 26 respondents said that the impact results to low productivity.
The respondent further said that the impact of inadequate employee participation in decision-making cannot be over emphasis. It was discovered from the comment made by the employee that they seek to know the basis on which decision that affect them were made. The respondents suggested the encouragement of adequate employee participation in decision-making in the company.

4.2 ANALYSIS OF DATA (TESTING OF HYPOTHESES)      
HO1:	Employee consultation has no significance effect on organizational productivity.
HO2:	Employee engagement has no significance effect on organizational productivity.
MANAGEMENT STAFF MAKES DECISION WITHOUT PRE AND POST DISCUSSION AND CONSULTATION OF EMPLOYEE 
	Rating
	No of respondents 
	% of respondents 

	Yes
	32
	18.67

	No
	16
	18.67

	Don’t know
	8
	18.67

	Total
	154
	56.00



Using   chi-square method to test the above hypothesis 
	=	x2	(O-E)2 x (O-E)2
			   e	      e
Where 
O	=	Observed frequency 
E	=	Expected frequency 
X2	=	Chi-square
Ky	=	Row column 
Degree of freedom (DF)	=	k	=	3-1 = 2
Level of significance (a) =0.05
:. E	=	56
		3
	=	18.67
Note:	
The of creases in the expected frequency (E) over the observed frequency of 56 above is by approximation. The critical level = 5.991.  This can be traced at the point in chi-square table
Where DF(2) interested with the level of significance 
D	=	0.05
:.X2	=	(32-18.67)2  +(19-18.67)2 + (8-18.67)2
		18.67			18.67		18.67
	=	177.6889    + 7.1289 +183.8489
		18.67		  19.67         18.67
	=	9.517 +0.3882+ 6.0980
	=	X2	=	15.997
Now on comparing the results since the calculated chi-square (x)2 is greater than the critical value (15.997)>5.991). We reject Ho and accept Hi our conclusion is that management staff makes a decision with the pre and post discussion and consultation with employee.
HO1:	Employee consultation has no significance effect on organizational productivity.
HO2:	Employee engagement has no significance effect on organizational productivity.

	Rating
	O
	E

	Yes
	36
	51.33

	No
	100
	51.33

	Don’t know
	18
	51.33

	Total
	154
	153.99


D.F	3-1 =2
Level of significant 	=	0.05
Critical value 	=	5.991  
	=	x2	(O-E)2 x (O-E)2
			   e	      e
:. E	=	154
		3
:. X2	=	(36-51.33)2  +(100-51.33)2 + (18-51.33)2
		51.33			51.33	        51.33
	=	235.0089   + 2369.7689 + 1110.8889
		51.33		  51.33         51.33
	=	4.5 78 +46.15 + 21.64
	=	X2	=	72.368
Summary of result: after testing the appropriate hypothesis, the researcher concluded that:
Management staff makes decision with pre and post discussion and consultation with employee the management of beloxxi also changes division when employee reject them.

CHAPTER FIVE
SUMMARY OF FINDINGS, RECOMMENDATIONS AND CONCLUSION
5.1 Summary Of Findings   
With reference to the objective of this study the finding enumerated below are based on oral interviews and facts gathered form the questionnaires. The data presented and analyzed on table 1 revealed that the majority of the respondents agreed that management staff makes decision with pre and post discussion and consultation with employees.
However, it is appropriate that management consult employee during decision making as this help them make relevant decision more especially on the area affecting the employee. The reasons is because the employee are closer to the customer/public they can stand in a better position to inform management about customer behaviour on their product public view of their product and also furnish management with information concerning their competitors and these will aid management in decision making.
This testimony is however rejected by hypothesis 2, which accepts by employees. The discrepancy between data presented and analyzed in table 1 and 2 above and their corresponding tested that hypothesis may be as a result of erroneous information supplied by any of the respondent because management changes more especially when such decision is to the collective determent of the employee and management.
The study also reveals that the extent to which employee participate in decision making of the company is inadequate. It was further highlighted in the study that employees do not always meet to discuss with manager they do that occasionally (sometimes).
The study shows that a total of 154 questionnaires were administered to the intermediate staff and 56 questionnaires to senior staff respectively. These staffs were employed in the following division finance personnel marketing and technical division. The study reveals that general manager and management staff only makes majority decision in the company. 
The study also reviews that staff ranks educational qualification and experience are the determining factor for employee participation in decision making.
Also, it went further to review that production is low when employee did not participate in decision-making. Therefore, management staff should cultivate the habit of delegating authority freely to the subordinates; and any delegation of responsibility to employee must be merge with equal authority to enable the employee carry out the task effectively.         
5.2 CONCLUSION 
In conclusion since companies utilizes rank education and experience in determining who should be involved in decision-making there is need to institute and encourage study leave with or without pay and part-time programmes to enable the employee acquire additional qualification, competence and position in the organization.
Also, manager should always remember that participation of employee does not relieve him of authority or his responsibility for making decisions the last work rest on him.
He must realize that he has a dual responsibility the responsibility to his organization and other to his employee there the desires and wishes of the employee must be measured against the goal and objectives of the organization            
5.3 RECOMMENDATIONS
In other to improve high productivity and better labour management relations the below recommendation is made;
The organization   
The BELOXXI Ltd should provide a psychological climate conducive for effective employee participation for decision making to take place. It should encourage and initiate a two- way flow of information, so as to ensure a meaningful exchange between management and employees.
As a means of encouraging employee to participate affectivity, he must be made to feel that his opinion and ideas mean “something” and that he is valued both as a person and an employee.
Also, the organization effort to encourage participation must be sincere. If employee opinion and suggestion influence decision, it become meaningless and often does more harm than good. BELOXXI Ltd should establish guidelines as to the freedom managers could allow employee in making decision concerning work in their departments.
The manager          
As a way of encouraging effective employee participation, the manager must operate a two-way communication flow. His effort to encourage participation must be sincere and the freedom he will give employee in decision-making concerning work his department must not exceed the guidelines established by the organization.
The employee   
The usefulness of employee suggestions and advise in the growth of the company cannot be over emphasized employee should therefore, be allowed to participate in management decision making the benefits of such participate includes higher output better quality of work higher job satisfaction greater commitment to goal better acceptance of change less absence reduced stress and turnover and greater self-esteem.
However, the degree to which an employee is to a great extent on his background and training therefore employee should design appropriate method of improving their education and background so as to be able to contribute meaningful in decision making process in the organization.           
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APPENDIX B
Instruction: please tick in this questionnaire, the answer which appears to you as the right answer it comprises sector A-C
SECTION A 
1.	Into which of the following range of age do you fall
a.	Under 25year	[	]
b.	26-35year		[	]
c.	36-45year		[	]
d.	46 year and above	[	]
2.	How long have you served in the company 
a.	Less than 1years	[	]
b.	1-5 year		[	]
c.	5-10year		[	]
d.	11-15 year		[	]
3.	To which grade staff do you belong? 
a.	Management (senior) staff	[	]
b.	Intermediate staff			[	]
4.	Under which division are you?
a.	Finance division 		[	]
b.	Personnel division 		[	]
c.	Marketing division 	[	]
d.	Technical division		[	]

SECTION B   
5.	Who makes majority decision in your company?
a.	General manager	[	]
b.	Management (senior) staff	[	]
c.	Intermediate staff (employee)	[	]
d.	All of the above			[	]
d.	A and B above			[	]
6.	Which of the following factors do you consider before an employee is involved in decision making?
a.	Rank in the organizational 	[	]
b.	Educational qualification 	[	]
c.	Experience in the field being discussed 	[	]
d.	All of the above			[	]
7.	Which of the following best describes your company’s level of employee participation in decision-making 
a.	Employee participation in decision making	[	]
b.	Employee participates fully in decision making	[	]
c.	Employee participates fully in decision making	[	]
8.	Do you without prior discussion or consultation with your subordinates or do no special meeting is used explain the decision 
a.	Yes		[	]
b.	No		[	]
c.	Don’t know	[	]
9.	Which employee are not involved in decision making which of the following is best levels of their productivity
a.	Productivity is high	[	]
b.	Productivity is medium	[	]
c.	Productivity is low		[	]
10.	How is the rate of employee moral in your company
a.	High 				[	]
b.	Medium			[	]
c.	Low 				[	]
SECTION C             
11.	How often do you delegate authority to subordinate?
a.	Always 		[	]
b.	Sometimes		[	]
c.	Never 		[	]
12.	How further would you like researcher to know on the extent and impact of employee participation in decision making in your company.
a………………………………………………………………
b………………………………………………………………...
13.	What suggestion would you like to proffer so as to ensure maximum democratization of your company’s decision making
a………………………………………………………………
b………………………………………………………………...
14.	How often do you meet to discuss with management 
a.	Always		[	]
b.	Sometimes		[	]
c.	Never 		[	]
15.	What is the nature of such meeting with your manager? 
a.	Communication of decision already taken by management [ ]
b.	Consultation with employee 		[	]
c.	Discussion on job routine and other related issues 	[	] 
d.	Other (please specify)	[	]
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