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ABSTRACT

The title of this study is to examine the relationship between employee’s participation in decision
making on organizational performance. The specific objective of study is to include, to identify the
extent employees participate in the study organization. To examine the impact of employees
participation on organizational performance and to highlight some of the factor effecting workers
participation in the decision making. Research questions were acquired and hypothesis formulated to
help derive the study. The two major sources of data were used but the questionnaire is the most
extensively used instrument. The study was essentially survey design. The population of the study was
255 and a sample size of 156 was derived using the Taro Yamane formula. The data collected were
analyzed using tables and percentages while the hypotheses were tested using the chi-square statistical
tool. The findings arrived at include, the relationship between employee’s participation in decision
making lead to a sense of belonging and create cooperation and unity in the organizational productivity.
Employees’ participation in decision making positively affect their morale and enhances productive
efficiency in the organization. The level of education guarantees workers participation in decision
making process. Based on these findings, the following recommendations were made the level of
education gives rooms to workers participation and also create cooperation, unity, and increase their
morale and efficiency in job performance. The organization should device or creates a more conductive
environment where their employees can participate in some delicate decision to be made like

conference, seminars, and workshops.



CHAPTER ONE
INTRODUCTION

1.1 Background to the Study

Seeking innovative ways to gain a sustainable competitive advantage, one often
overlooked yet crucial factor is the role of employee voice in the decision making process.
Employee voice refers to the ability of employees to share their thoughts, ideas, and concerns

with management and influence decision making processes. This concept has gained significant
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attention in recent years due to its potential to drive innovation, improve employee engagement,
and enhance overall organizational performance. Decision according to the oxford advance
learner is the action of deciding a conclusion reached and a judgment arrived at. Therefore,
decision-making are 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 ofemployee making decision thinking being creative
and asking questions. 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 onthe above that the researchwishesto assessthe impact of
employee participation in decision making and also on organization productivity in Nigeria
private sector organization using Tuyil Pharmaceutical Ltd.

Interaction between management and employees affects many facets within the business
environment. Categorizations of these relationships respect of the project have been identified.
Withemployee voice in relations to organizational performance. The term"employee voice" has

arelativelylonghistory inacademicliterature,datingbacktothe2000swhenusedin relation to



employees' effort to change dissatisfying work situations. This was a focus on declining firms
and employees in terms of exist and voice.

The word 'voice' was argued that it made good sense for both companyand workforce to have a
'voice' mechanism. This is concluded that giving employees opportunities to voice their
dissatisfaction increased the likelihood that theywould staywith the organization. However, the
management literature contains two major conceptualizations. The first approach describes
speaking up behavior such as when employees proactively make suggestions for change. The
second uses the term to describe procedures that enhance justice judgments and facilitate
employee participation in decision making. This implies both informal and formal mechanisms
are required, though little attention has been given in the literature to an open organizational
culture that accepts and promote voice inthese ways. Summarizing the literature, it is concluded
that that the term voice is used to represent the intentional expression of work-related ideas,
information, and opinions".

There is now a renaissance in interest in participation, based on economic (generation of
higher levels of performance in the post mass production era), moral/ethic and pragmatic
grounds. Budd explores different dimensions of voice and argues that voice is dependent upon
employees being well informed. Employees canonlyuse their voice effectivelyiftheir ideas and
suggestionsare baseduponastrongunderstanding ofwhat ishappening intheorganization. This leads
on to concept of informed employee voice, which in turn, can potentially contribute to higher
levels of employee participation in decision-making in organization.

In today’s business environment there is intense competition, organizations are forced to seek
waysto bemoreflexible,adaptive,andcompetitiveastheyare facedwithcompetitive pressures, and
rapidly change in markets. Organizations are find out that employee are the most important
asset, Success depends on involving the workforce’s to generate new ideas and new innovation

to enable them have competitive advantage over competitors.
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1.2.StatementoftheProblem
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 thatsuch
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 these lower organization all level but the big question is qualified individuals really
available? These underlay the need for an investigation study.
Employee engagement is rapidly becoming central in the senior management lexicon within an
increasing number of organizations, concerned they are to maintain a competitive edge in ever
more demanding financial and market conditions. Reflecting the normative dimension to human
resourcesmanagement (HRM), it haslong beenarguedthat addedvalue derivesnot merelyfrom
competing on price or product quality, but also from the ability to extract a greater degree of
wiling employee commitment to corporate objectives. Hence, what matters is the way in which
employees choose to undertake their jobs and, crucially, the extent of discretionary effort' they
are prepared to expend. in these terms, raising levels of employee engagement is the latest in a
long line of managerial strategies aimed at releasing employee discretion and aligning employee
interests more closely with managerial goals, predicated on the assumption that this will in turn
boost organizational performance. Initiatives to increase employee engagement are now
widespread in both the private and public sectors in the UK, and it has become a keyperformance
indicatorformanyorganizations, whichquantifyengagement levels throughannual staff opinion
surveys, looking for improvements that will feed through into performance and customer service.
ResearchQuestions
Thefollowingaretheresearchquestions:

I. To what extent does employees’ formal voicing influence organizationalproductivity?

ii. Whatistheeffectofemployees’informalvoicingonorganizationalproductivity?
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iii. Whatarethelong-termeffectsofemployeevoiceonorganizationalsuccessand
sustainability?
V. Howdoesemployeevoicerelatetoemployeeempowermentandautonomy?
Objectivesof theStudy
Thepurposeofthisresearchstudyistoassesstheimpactofemployee’sparticipationin managerial decision
making in private sector organization in Nigeria a with reference to
TuyilPharmaceuticalLtdthemainobjectivesare.
I.  Toexamineifemployees’formalvoicinghaspositiveinfluenceonorganizational productivity
ii.  Toinvestigatewhetherthereissignificantrelationshipbetweenemployees’informal ~ voicing
on organizational productivity
iii.  Toexaminethelong-termeffectsofemployeevoiceonorganizationalsuccessand sustainability
iv.  Toinvestigatehowdoesemployeevoicerelatetoemployeeempowermentand autonomy.
ResearchHypothesis
Hol;employeesformalvoicingdoesnot havedirectinfluenceonorganizational productivity
Ho2; there is no significant effect of employees’ informal voicing on organizational
productivity
Ho3;Employeesformalvoicingdoesnothavelong-term effectson organizational success and
sustainability
Ho4:Employees’formalvoicingdoesnotrelatetoemployeeempowermentand autonomy
1.6.Justificationforthestudy
Generally, the finding from the research will improve and add to exiting literatures and serve a
source of reference to the management of private sector organizations and researchers for an

informedpolicymakingandrecommendationregardingsimilarresearchinfuture.Since, the
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perceived relevance of this study is base on the relationship between employees’ voice and it
impact on the organization performance. This study will reveal to the management of Tuyil
pharmaceutical, llorin through its finding on the need to create and sustain organization culture
that willencourageemployees’voice intheTuyilpharmaceutical. Theoutcomeofthisstudywill help
all student, academia and researchers in this field in the understanding of the concept of
employees’ voice . The studywill contribute to the existing literatures onthe need to understand
therelevanceofemployees’ voiceonorganizationalperformance inTuyilpharmaceutical, Ilorin.
ScopeoftheStudy

This study focus on employees’ voice and organizational performance as it contribute to
organization productivity and profitability by looking the relevance of employees’ joint
consultation both formalor informal voicing. The study however, covers all staff of Tuyil
pharmaceutical, Ilorin, kwara state Nigeria.

OperationalDefinitionofKey Terms

Employee : An individual who work part time under a contract of employment, whether oral or
written, express or implied and has recognized rightand duties. Aperson may banemployee in
employment law but have a different status for tax purpose. Employers must work out each
workers status in both employment law and tax law

Employees’ voice:Employees’ voice is the means by which employees communicate view on
employment and organization issue to their employer. It’sthe main way employee can influence
matters that effect them at work.For example, effective voice contributes towards innovation,
productivityand business improvement. The purpose is to gain employee input to improve work
organization and efficiency more generally, perhaps through quality circle or teamwork or
eliciting workforce engagement.

Joint Consultation: Avoice processthat canbe direct orindirect andone inwhich management
and employees (or their representatives) discuss and consider each other’s’ view prior to
management making a final decision.

Formal/ Direct Voicing: Where contract isbetween individualorsmallgroupofemployeesand

their immediate manager.
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Informal/ Indirect Voicing: Where contract is between management and an employees
intermediary, such as a shop stewardorother employee representative, who act athe agent for a
larger group of work

Participation: The sharing of power between employees (or their representatives) and
management in the making of joint decision

Involvement: Involvement or employee involvement can be define as creating an environmentin
which an employee participates more in a day activities of an organization
OrganizationalPerformance: organizationperformancecomprisestheactualoutputorresult of
anorganizationameasuredagainstitsintendedoutput(orgoalsobjectives)however performance
management appliesto teamsand organizationaswell. Organizationalperformance
involvetherecurringactivitiestoestablishorganizationalgoalsmonitorprogresstowardthe goals and
make adjustments to achieve those goals more effectively andefficiently
OrganizationalProductivity:Organizationproductivityisdeterminedbyaboardrangeof factor some
can be evaluate quantitatively while other required a qualitative analytical approach
Organization profitability: Aprofitable organization is the onethat generates more moneythan it
expends. Profitable organizations are businesses that use a variety of tactics to make a profit.
Profitability is the primary goal of all business ventures. Without profitability thebusiness will not

survive in the long run
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CHAPTER TWO
LITERATUREREVIEW

Introduction

Inthis chapter, we willexamine a wide range ofemployee voice mechanisms fromother studies.
We examine how voice is defined by manager and how they link voice with improve the
organizational performance or efficiency. The evidence suggests that employee voice is more
extensive in term of its ‘scope’ and ‘impact’ than a decade ago, although the ‘level’ at which
employees have a say remains the preserve of managerial control. The evidence also suggeststhat
the link employee voice and organizational performance is difficult. The conclusion argues that
organizations now face a diffuse and persistent range of concerns from highly articulate
employees. In this respect, managing employee voice will be closely related to managing
diversity. The last decadehasseenagrowing interest inthe motionofemployeevoice,bothfrom those
seeking higher levelsoforganizationalperformance and fromthose desiring better systems of
employee representation .However, the relationship between participation and performance
hasnot gone unchallenged. Inthis moderntime, employee voice is more extensive intermsofits
scope and impact than a decade ago, although the level at which employees have a say remains
the preserve of managerial control.

Conceptual Review

Employeesvoice

“Voice’ is a word that has been more widely used in the practitioner and academic literature on
human resources management [HRM] and industrial relations in recent years [Beardwell 2018;
Sako 2018;Roche, 2020;Benson2020] Inthe'best practice’HumanResource Management and
high-performance literature, voice is seen as a key ingredient in the creation of organizational
commitment [Lewin&Mitchell, 2012 Pfeffer,1998].

According to Freeman and Medoff [1984], the academic concept of ‘voice’ that it made good
sense for both company and workforce to have ‘voice ‘mechanisms .This had both a consensual

andaconflictualimage:theonehand,participationcouldleadtoabeneficialimpactonquality
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and productivity ;while on the other it could deflect problem which otherwise might ‘explode’.
Trade unions were seen as the best agents to provide voice as theywere independent and would
reduce exit.

According to Budd, Gollan, and Wilkinson,[2010],Employee voice is also a term that overlaps
withotherssuchas involvement, empowerment,and democracyand is linked to participation in
organizations. Marchington and wilkison [2005] suggest that there are three dimensions; direct
communication, upward problem-solving and representative participation. There are three levels
of approaches to employee voice which are individual /informal group, formal group, and
organization.

Table2.1:DifferentApproachestoEmployeeVoiceareintegratedatthree Levels

IndividualGroup FormalGroup Organization
Exchangeofviewsonspecific Collectivebargaining | Opportunity tohaveasay aspart of
issues culture

Problemsolving Joint consultation Partnershipapproachforlongterm

sustainabilityoftheorganization.

Managementdecisionmaking Teambriefings Survey.

Problemsolving

Managementdecision

making

This approach is base on three specific employee motives within the existing management
literature on silence and voice disengaged behavior based on resignation, self-protectionbehavior
based onfear, and otheroriented behavior based oncooperation. it isa usefulextension of the
concept that illustrate some of the underlying reasons that derive the way that discussed
primarily from the concept of pro social voice as this is where organization wide practice are

focused.ThisisnottodownplaytheimportanceofunderstandingDefensiveand Acquiescent
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Voice. Indeed, effective employee engagement practices need to ensurethat fear and resignation
are minimized in order to gain maximum benefits for the employee and the organization.

In an alternative approach, Dundon et al 2014 suggest four categories of employee voice;
individual dissatisfaction, collective organization as a counter to the power of management,
management decision —making, and mutuality a partnership for long term sustainability.

This extends the concept to include the idea that employees work in partnership with senior
manager for benefit oftheorganization. There were five broad ways inwhichthe manager spoke
about employee voice in general. The responses were analyzed after the interviews had been
completed and then grouped into categories using the definitions outlined below.

Performance

The accomplishment of a given task measured against preset known standards of accuracy,
completeness, cost, and speed. In a contract, performance is deemed to be the fulfillment of an
obligation, in a manner that releases the performer from all liabilities under the contract.
Organizationperformance

According to Richard et al. 2009organizationalperformance encompassesthree specific areasof
firm outcomes financial performance sales, market share, etc. , shareholder return total
shareholder return, economic value added, etc. . Organizational performance comprises theactual
output or results of organizations as measured against its intended outputs or goals and objectives
Communication/exchangeofviews

An opportunity for employees and managers to exchange views about issues, generally on an
individual basis but also through a collective consultation process.

Upwardproblem-solving: Anopportunityforemployeesto provide feedbackonspecifictopics, not
so much as a dialogue but more as a way of providing ideas to improve organizational
performance.

Collective representation: An opportunity for employee representative-union or nonunion-to
communication the views of the workforce to manager either through partnership or collective

bargaining.
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Engagement: A feeling onthe part ofstaffthat theyare able to express their views to managers in
an open environment and that management will provide support to allow this to happen.

Say about issues: The opportunity not just to have a voice on issues but an expected that these
views will be taken into account and may lead to changes in how decisions are made voice is
about corporate communications and the strategy is designed in such a way that all employees
can represent their views to management, rather than it just being the other way around. These
are clear expressions of managers seeing voice in terms of information exchange and discussion
with individual employees rather than through any collective mechanism. It was also apparent
from these definitions that employee voice was seen largely in terms of its contribution to
improvement in organizational performance.

Another group of respondents saw voice not so much as a dialogue or two-way exchange ofideas
but rather as the transmission of ideas to managers in order to improve organizational
performance, in short, upward problem —solving .we are not seeking to convey the impression
that this represents a situation in which changes are led by employees or that their voice is
actuallyheard bymanagerswhile making decisions. Nevertheless, the distinctive featureofthese
definitions was that theyall related to the potential for employee voice to impact upon outcomes
rather than just describing the processes that are used in organizations.
Differentperspectivesonemployeevoice

Autonomous teamwork: Employees working in groups who meet the criteria of; working
alongside each another ;have responsibility for their job task ;deciding how their task are to be
accomplished ;appointing their own team leader from among the members of the group.
Collective Bargaining: A process in which the representative of recognized trade unions and
employersnegotiate, consult and communicateto agreethe proceduraland substantive termsand
conditions of employment.

Depth of Employee voice: The extent to which employees or their representatives share in
decision-making outcomes with management.

Direct voice: Where contact is between individuals or small groups of employees and their

immediate manager.
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DoubleBreastingvoice; Thepracticeofsimultaneouslyrecognizingatradeunionatonecompany
location, while also implementing a non-unionvoice regime at another companyplant. Dual-
voicechannel: Thecombinationofunionandnon-unionemployeevoicepracticesina single workplace
or organization.
EmployeeDisengagement:Theresultofapooremploymentrelationsclimate, mistrustin
management, and possible worker resistance.

EmployeeEngagement: Astateofmindwherepeopleemploythemselvesphysically, emotionally and
cognitively in their job role towards organizational goals.

Employee involvement: The soliciting of employee views, opinions and Ideas to harness the
talents and cooperation of employees, but without the sharing of power in an eventual decision-
making outcome.

Employment Regulation: A set of rules and procedures governing the conduct of employment
relations and the establishment of workers’ rights that are determined by customs and /or
legislation.

Financial participation: Mechanisms that allow employees to share in the financial success of
their organization.

Formofemployeevoice

Indirect voice: where contact is between management and an employee intermediary, such as a
shop steward or other employee representative, who act as the agent for a larger group of
workers.

Joint consultation: a voice process that can be direct or indirect and one in which management
and employees or their representative discuss and consider each other’s’ views prior to
management making a final decision.

Level of employee voice: The hierarchical level in an organization at which a voice mechanism
takes place.

One —way communications: A direct form of voice where information is disseminated from

management, in the making of joint decisions.
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Participation: Thesharingofpowerbetweenemployeesortheirrepresentativesand management, in
making of joint discussions.

Partnership: Aconceptthatisnormallytakentoimplycooperationusuallybetween management and
trade unions based on the satisfaction of mutual as well as separate interests.

Representation gap: The different how much influence employees say they have would like to
have.

Scopeofemployeevoice: Therangeofissuesormatteronwhichemployeesortheir representative have
a say.

Two-way communication: A direct form of voice in which information is exchanged between
management and employees.
Upward-problemsolving:VVoicemechanismsthatallowemployeeseitherindividuallyorin small
groups to suggest solutions to management about work and /or quality issues.

Voice outcomes: The potential organizational benefits arising from employees having a voice,

which includes productivity, employee engagement and satisfaction, and lower labor

Union andnon-unionvoice

The question under discussion interested many researchers since concept of aunion appeared and
spread across industries. The field covered by industrial relations is verywide, but union vs non-
union section takes an important place in it. The main function ofa union is to advance and
protectthe interestsofitsmembers.Therearecraft unions, industrialandgeneralworkers,union, also
those for non-manual and professional groups. Most of these are affiliated to the voluntary body
called the Trades Union, which has as its objects ‘To promote the interests of all its affiliated
organizations and generally to improve the social and economic conditions of the
workers’(Beardwellet al 1994). Broader issues o national policy affecting trade unions are also
discussed with the discussed with the Trades Union and the government.

In many respects employee’s voice is seen in terms of either collective participation or as an

alternativetounionrepresentation.Manycommentatorswriteasifvoiceintendedtoundermine
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or compete with other ‘true’ representation structures. This follows the Ramsay(1997)view that
employers are only interested in participation for defensive purposes.
Non-unionismandemployeevoice

DundonandRobinson’(2004),definewhat non-unionmeansasthat it doesnotmeanthereareno trade
union members present in organization. The term non-union is concerned with a situation where
trade union recognition is absent as a means to determine either in whole or in part the terms and
conditions of employment. In some situations non-union may not mean the complete absence of
a trade union.Managers may choose to consult with a union with regard to certain sections of a
workforce while avoiding union recognition for other workers. According to Dundon et al.,
(2004), in other words, non-unionismdepicts a situation where management does not deal with a
trade union that collectively represents the interests of workers; of course non- union firms differ
in quite substantial ways. Some organizations may be non-unionized because management uses
one or more strategies to avoid a trade union channel for employee involvement.

In other organizations, non-unionism may be a fait accompli simply because collective
representation has never emerged or evolved. Guest and Hoque(1994) seek to map out the
diversity of non-union types by charting a range of Human Resource characteristics, including
employee voice and involvement, reporting what they classify as ‘good, bad, ugly and lucky’
forms of non-unionism.

Non-unionvoiceneedstoberesearchedforthree reasons:

First itisneglectedcomparedwithunion voice.

Secondly, union voice is a minority phenomenon with little immediate prospect of a return to
union-centered forms of participation. Thus the health of non union voice is critical to both
ordinary employees and public policy ideas for improving the representation gap (beyond
unionization). Third, manyofthe sectorswhichdominatethe economydo not have a traditionof
union representation and so union reflex is not a live issue.

Non-union voiceinpractice
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According to Dundon et al. (2004), how the broader interpretations about non-union voice
translate into actualpractice is ofcourseanentirelydifferent inother research, and asurprisingly
widerangeofpracticesare foundamongsampleofnon-unionorganizations.Thesignificant here is not
so much the existence of a greater or lesser number of schemes in any particular organization,
but the diversityofdifferent techniquesand theoverlap betweendirect and indirect forms of non-
union voice.

Non-unionrepresentativeparticipation

The extent of joint consultation among this sub-sample of non-union organizations is important,
although as might be expected, less prevalent than direct employee voice mechanisms. Thesenon
union collective —types mechanisms could be used to undermine union-centered systems of
worker representation, as noted in other studies (Dudon, 2002; Gall, 2004).

Perhaps more significant is that representative voice was diverse, taking a number of differentbut
overlapping forms inpractice that sometimesblur intoone another and include a mixofnon- union
consultative forums, partnership schemes.

Potentialoutcomes ofnon-union voice

According to Dundon et al., many ofthe respondents oftheir research insisted that the outcomes
asdistincttotheprocessesofvoice ~ —wereparticularlyimportant. Thewordsusedvaried between
‘influence’ and ‘say’, but broadly they coalesced around the notion of employees having some
influence over practices that matter to them. We are not seeking to convey the impression that
this represents a situation in which changes are led by employees or that their voice is actually
‘heard” by managers. It is apparent that non-union systems for employee voice, including
representative participation, are considerably less extensive in terms of scope and depth than is
the case for effective unionized systems of representation, such as collective bargaining.
Nonetheless, there does seem more than just dismissing nonunion voice processes as inferior to
union-based participation. Some ofthe distinctive feature ofsuch schemes is that theyallrelated
tothe potential for employee voice to impact uponoutcomes, rather just describing the processes
that are used in organization. In some situations, these outcomes are shallow and narrowin

scope,butinotherstheyarenot.Manyofthemanagersstressedtheimportanceofinformal
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mechanisms and processes- rather than just the formal structures- that are particularly important
in the mix of associated outcomes o non-union voice.
Characteristicsofemployeevoice
AccordingtoLiuetal.(2009)therearethreealternativecharacteristicofvoice;
e Discretionary(it’snotactuallyrequired):Referstoemployeevoicethatisvoluntarily expressed,
without being required or expected

Involvesemployeesspeakinguporsharing ideasbeyondtheirformaljobresponsibilities
ThisischaracterizedbyProactivecommunication, Initiative-taking, Willingnesstoshare opinions and
ideas
Benefits:

- Encouragesinnovationandcreativity

- Fostersasenseofownershipand engagement

- Canleadtoimproveddecision-making
Challenges

- Maybe seenasdisruptive orunnecessary

- Canbedifficulttomanageorrespondto

- Maycreate conflictsorpower struggles

e Challengeoriented: Referstoemployee voicethatis voluntarilyexpressed, withoutbeing
required or expected

Involvesemployeesspeakinguporsharing ideasbeyondtheirformaljobresponsibilities
ThisischaracterizedbyProactivecommunication, Initiative-taking, Willingnesstoshare opinions and
ideas
Benefits:

- Encouragesinnovationandcreativity

- Fostersasenseofownershipand engagement

- Canleadtoimproveddecision-making
Challenges

- Maybe seenasdisruptive orunnecessary
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- Canbedifficulttomanageorrespondto
- Maycreate conflictsorpower struggles
e Potentially risky (it may be viewed negatively or damage relationships). The risks
involved may explain why employees are ‘usually reluctant to voice their thoughts’
According to MacLeod and Clarke(2009)employee voice reflects on four broad
engagement drivers or enablers: leadership, engaging managers, integrity and voice.
Voice is described as “employees” views are sought out; they are listened to see thattheir
opinions count and make a difference. They speak out and challenge when appropriate”.
“Effective employee voice is about affording employees the employees the opportunity to
develop their knowledge and skills so thattheycancontribute to decisions normallyreserved for
management (Dundon & Gollan (2007). Several studies have shown that, a collective spirit of
employee voice inanorganization indicate a positive relationship betweenemployee voice in an
organizational performance (Patterson et al.1997; Sako, 1998; Gollan, 2001)
Employeevoiceisamulti- dimensionalconstruct
According to Van Dyne et al. (2003) it is incorrect to think of employee voiceas a single
construct and they propose three specific types of voices; Pro Social VVoice,Defensive Voice, and
acquiescent Voice.

Table2.2EmployeeVoiceisaMultiDimensionalConstruct

ProSocial Voice DefensiveVoice Acquiescent Voice

Examples: Expressing | Egs: Expressing ideas | Egs: Expressing
solution to problems | that  shift  attention | supportive ideas basedon

based on cooperation elsewhere based on fear | resignation

Suggesting  constructive | Proposing  ideas  that | Agreegingwiththegroup
ideas for change to | focusonothersto protect | duetolowself-efficacy to

benefit the organization the self make a difference
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Impactofemployeeinvolvementin workplace

The concept of employee participation and involvement has seen a growing interest from
different scholars and Human resource management. Many organizations are faced with the
challenges of managing and empowering their employees to actively participate in decision
making. In this current chaotic or disorderly economic environment, organizations require
creative and innovative employees who can take initiative, embrace changes, stimulate
innovation and cope with high uncertainty in the market. Most ofthe generation employees want
to work in companies that can actively listen and embrace their ideas.
Employeeinvolvementandempowerment

Before discussing the impact of employee participation /involvement in work place, it is
imperativeto definethe meaningofemployeeparticipation.According to Ackers,Wilkinsonand
Dundon (2006),employee participation is a process in which decision in organization is shared
among individual who are otherwise hierarchically unequal

Employee involvement involves in one on one approach between the employee andmanagement.
This is more direct method ofhandling a work project asthe individualemployee is include in all
aspect of the outcome of theproject. The employee affect the process itself by making decision
with management which both encourage the employee to become moreinvolved in the project
Participatory management practices involve subordinate staffs and their manager in sharing
information problem solving and decision making endeavors. Furthermore employee
participation is define more broadly by McCabe and Lewin (2000) as consisting oftwo element.
First is the expression of grievances or complaints n a work context by employee to the top
management of the organization. The second element is the participate of employees n the
decision making process o the company or organization. Thus employee participation does not
only involves decision making process but the entire welfare of the employees

Impactofemployeeparticipation/involvementin workplace
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The impact of employee participation/ involvement is versatile and diverse. Determining the
most effective employee involvement strategy is determined by specific organizational goals.
According to Webb and (1999), some organization gives their employee reward and recognition
for performing their duty diligently. All these method improve and strengthen thecommunication
between the employee and the top management of an organization

When an employee participates in a business activity it means h shares the activity with other.
These other form one team with the employee and the team are responsible for completion of a
goal or project. The team provides the forum where the employee can suggest ideas to make the
item more efficiently and make decisions about his portion of the team’s project. Whether the
level of the employees’ involvement is major or minor all team member are encouraged to
participate Employee’s job satisfaction plays a vital role in the way carry their duty and
responsibility. Most employees resign from their job since they feel not satisfied with their
responsible or job description. According to Walton (1995) job satisfaction is pleasurable or
positive emotional state resulting from the appraisal of job experience

Most companies strive to employ and maintain productive employees in their organization.
Productive employees come up with new ideas and strategies to enable the organization survive
in the tumultuous economic environment. According to Robinson (2004) productivity is a
performance measure that includes both efficiency and effectiveness. Effective and high
performing “organization have a culture that encourage employee involvement hence employee
are more willing to get involved in a goal setting making or problem solving activities results
higher employeeperformance” Accordingto Guest andHoque(1994)arguethat most employee
commit themselvesto decisions and goals thattheyhave takenpart in formulationwhich make them
feel that they own the goal and objective that they have been actively involved in formulation
Exampleofemployeeinvolvementprograms

Employee involvement programs promote company loyalty by encouraging employees to take

mentalownershipofthe business. Theprogramscanalso improveproductivity, workplace safety
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andthecompanyfuture.Examplesofemployee programsincludesuggestionboxessafety
committees and idea weeks.

Differentformsofemployeevoice

Twofinding stoodout fromemployee voice were: 1. Embracing upward problemsolving voice
mechanisms. 2. Second is representative participation.

Upwardproblemsolvinginpractice
Alltheorganizationdownwardcommunicationisoneformoranotherwithaboutonethird making use of
electronic media

.Twowaycommunicationsaremajorformofvoiceat allthesitese.g.staffmeetings
.Theusesofemployeeattitudesurveysareusedinorganizatione.g.questionnaire
.Thematrixteme.g.groupbrainstormingconsultancye.g.union meetings
Representativeparticipationinpractice

About two-thirds of the organization had some form of joint consultative committees (JCCs)
were more common in larger multi site workplace and about half the unionized workplace had
JCCs compared with all but one of the non union firms

Several organization specifically set up non union channels alongside the union frame work or
include non union forms of employee voice was more than an isolated example indeed joint
consultation inone formoranother waswidespread atorganizationthat did not recognize unions for
collective bargaining purposes.

Collective representation

The final form of voice that we consider is collective representation which existed at about two
thirds ofthe organization. Trade union have always provided a channel for independent voice to
employers either through collective negotiation about wages and conditions or through the
pursuit of individual employee grievances

Additionally while most other forms of voice that have been considered thus far are concerned
withhow employees cancontribute ultimatelytoimprove organizationalperformance collective
representation can provide challenges to current priorities and perspectivess well.

Theimpactonorganizationalperformancemayalsobepositivebutthisanbeindirect
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The formand impactofcollectiverepresentationvariedsubstantiallyamongtheorganizationand this
depended on alia the levelof membership the type ofunion and managerial attitudes toward
collective representation.

Perceivedbenefitofemployeevoice

Given that isolating cause and effect is problematic, one way in which voice may be seen to
impact on employee behavior and performance is the indirect linkage between practice and
outcome.Many of the managers commented that voice contributed to improved performance
because it generated a better environment in which work. The impact of voice can be seen in
terms of performance and the way the business sparkles.
Therationaleforwhyemployersbotherwith voice
Therationalebehindtheemployersbotherwithvoicehas beencategorizedunderthreeheadings.

Table2.3:Rationalebehindemployers’botherswithvoice.

Employeecontributions. ImprovementsinTheWay Improved Performance, As

People Are Managed. Perceived byTheManagers

Interviewed.

Employee attitude  and | Tappingintoemployeeideas. Productivityandindividuals

behaviors. performance.

Loyalty. The informative and | Lower absenteeism and (in a
educational role of wvoice | few cases) new business
along with relations with | arising from employee voice.

recognized trade union.

Commitmentandcooperative

relations.
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Along with employee

suggestions.

Employeecontributions

According to the customer service Manager at Bet.comsome improvement in employee attitude
and behaviorsasaresult ofemployee voice, eventhoughto varying degreesdoes haveapositive
impact on employee commitment, even though precise details were difficult to quantify. For
instance, at consultancy Co, a voice mechanism called strategydays” allowed workers to have a
say” over the future direction of the company. To enhance performance is problematic, theredoes
seem to be a strong pattern to suggest that the range of issues to which employeescontribute are
far- reaching and extensive.

2.2.4.7.2.Improvedmanagementsystems

Inadditionto improvement arising fromemployee contributions, there are also spin-offsthat are
believed to improve people management system and processes.
2.2.4.7.30rganizationalperformance

Managerial impressions ofthe relationship between voice and performance may be that superior
organizationalperformanceprovidesthespaceand  resourcestoexperiment  withemployeevoice.
Managers expressed their belief that there is a clear link between voice and performance. The
Human Resource Manager at scotchem felt that it would be impossible to gain significant
improvements without a large element of voice. Interestingly he suggested that a majoradvantage
of voice was that it greased the wheels of industry”. In that sense the link between voice and
performance has a resonance with other indirect benefits such as a more co-operative
environment. The Manufacturing Director of scotchem also felt they were very clear, tangible
benefit that had actually emerged from voice: quite dramatic and remarkable improvements in

quality and productivity
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While it was difficult to actually differentiate the impact of employee voice compare with any
other aspect of employment relations at each of the organizations, allof the manager felt that, in
their experience, voice was a major contributor to performance improvements.
In this respect, voice was seen as an informal part of daily operations. If staff felt unable to
express their voice, either through a lack of confidence or a belief that it would not be taken
seriously, there was little point in having the system in the first place. The overwhelming
impression gained is that voice typically revolves around two-waycommunications. This is then
seen as a way to enhance employee contributions and thus lead to improved level ofperformance.
Privatesectororganizations
According to Mullin, (organization can, traditionally, be distinguished in terms of two generic
group: private enterprise organization and public-sector organization. The distinction can be
made on the basis of ownership and finance, and profit motive. private enterprise organizationare
owned and financed by individuals, partners, or shareholders in a joint stock company.
TheoreticalReview
SocialExchangeTheory
Socialexchange can be traced bydifferent scholars. Fromthe studyofthe economy, Adamsmith
and David Ricardio, the architects of modern capitalism, suggested that any philosophy
promoting any hard work for money was dangerous for the nation. Everyone must harbor strong
belief in their own ability to generate income. Some, such as John Malthus argued against any
form of public welfare, since the coddling ofthe poor will enable them to generate more oftheir
pitiful kind (it is actually a kinder act to simply let them die away). John Stuart mill’s
utilitarianism was more humane, suggesting that every act of every human being should be
classified according to it utility. Useless activities were scorned. All these philosophies, upon
which American capitalism and our economy is centrally based, emphasized the economy or
personal value of behavior. The idea was that hard work benefits the individual and the nation,
while frivolity benefits no one. Social exchange theory has its origin in structural anthropology

(Levi-straus),Behavioralpsychology(Skinner,albertBandura),utilitarianeconomic(Ricardo,
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Adamsmith, mill), sociology(George Homans, Peter Blaus), and social psychology (Thibaut
&Kelly).

Focusofsocialexchangetheory

Individual interact for profit or the expectation of it. Remember that behavioral psychology
[a.k.a. operant conditioning, stimulus-response psychology] explains all behavior in terms of its
reward seeking/punishment avoiding motivation. Out of a very basic desire to seek reward and
avoid punishment, individual [ a.k.a. organism, subject, units] create sets of strategies that they
believe will increase odds in their favor. We learn what is rewarding by emitting an array of
behaviors until one of them result in a positive reinforcement.

Thus, throughout life, but beginning in infancy, we are trained [i.e., we learn, our behavior is
modified] so thatourbehavior and thought processes are consistent withthe goals ofthe persons
doing the socializing. The fact that those socialization agents working for the state [ i.e., the
society, the culture, the larger set of values] brings the psychology of this development theory
into the social world.

BasicAssumptionsofsocialExchange Theory

1. People who are engaged in interaction are rationally seeking to maximize profits [Could this
be a selfish and hedonistic view of human nature?]. Thus, Social Exchange [SE] theory into the
social world.

2. Most gratification among humans is located in others. Dyads or small groups are the unit of
analysis.

3. People have access to information about social, economic, and psychological aspects of
interaction that allows them to consider alternative, more profitable situations relative to their
present condition.

4. People are rational and calculate the best possible means to compete in rewarding situations.
The same is trueofpunishment avoidance situations. SE is organismic mechanistic to the extent
that the individual is not in control of the expectations for his/her behavior. Individual reactions
are narrowly defined as acceptable

5. Peoplearegoalorientedinafreelycompetitivesystem.SE isaformalTheory.
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6. Exchangeoperateswithinculturalnorms.

7. Socialcreditispreferabletosocialindebtedness.SEisNomothetic

8. The more deprived the individual feels in the terms of an act, the more the person will assign
value to it. Again, SE is homothetic-based on general laws.

FamilyDevelopmentTheory

The family Developmental Framework [FDF] is the result of a combination of factors. Family
studies have long been sensitive to the charge that it is a “soft” science, and thus, chooses to
name any theory a framework, rather than a theory. It has something to do with the language of
science, and not the actual predictive, explanative, or descriptive power of the ideas in family
studies. The mainconcept inthe FDF isthe family life cycle idea. Simplyput, it istheorized that all
families that are in the same stage of the family life cycle will resemble each other in important
ways.

The concept “family life cycle” is used as a demographic factor [Sorokin, Zimmerman,Rountree,
Loomis, 2008]. It is seen as a control variable in research, and social status. Family size at
various stages of the life-cycle has also been related to family economics and poverty. Family
life cycle is also a process variable [Glick, Duvall], associating changes in interactive processes
[symbolic interaction] with changes in the family constellation [number and ages of members].
FromHuman Development theories, FDF theories borrowed Havighurst’s concept of the
development task [e.g., a “task which arises at or about a certain period in the life of an
individual]. The successful completion of development tasks leads to the individual’s growth,
development, maturation, happiness and success with later, more difficult tasks. The failure of
achievementofdevelopment tasksleadsto unhappiness, lowself-concept,anddifficult withlater
tasks. Theoretically, families have developmental tasks too. Imagine a young couple, madly in
love. One of theirfirst developmental tasks is to pare down theirfriendship network to only those
who support their union. In other words, the couple will alter their single lifestyles to a common,
coupled one.

Family Developmental Framework proponents first posed a definitional dilemma: What is

family?Severaldefinitionsviedfor*bestdefinition”Status, fromthevague[ “Anyfamilygroup

32



that tends to be more or less a closed system of social interaction.... in order to explain events
within the family of interaction, we must often have recourse to events outside the system, butwe
mayalso veryfrequentlyexplain familyevents bymeans ofother familyevents.” [ Waller & Hill,
1951]

Given this type of thinking, it is easy to conceptualize those interacting personalities, each at a
different stage of development, all contributing to the relative development of all others.
However, giventhe statisticalfact ofabnormalityamong human beings, conceptualizing isabout all
that ever get done with this theoretically analysis. The notion of family structure, taken from
structuralfunctionalism, describes a family idealwithpositions tied together byroles and guided
by norms. Here the family has functional value for society, as well as for individuals. The
concepts of role strain, role clusters, and development of personality are borrowed fromsymbolic
interaction theory.

Understanding individual development is aided by human development ideas, such as the
acquisition of language. In fact, Piagetian ideas about development through adolescence and
Eriksonian notions about the developmental stages through to adulthood are also part of the
theory. Concept of the sequential regularity of normal family history [e.g., every family goes
through the same stages], family careers, and ole sequences follow the line of simple age/role
content ratios, including the number of children, ages of family members, parental marital
stability, and so onIndividualDevelopment occursina growing, changing family, therefore, it is
theoretically important to consider the individual in the context. In other words, the individual
stages from infancy through early childhood and school age to adolescence are mediated by the
quality of individual family members and the integrity of family structure.

The stages of family life begin with Young Adulthood and the Transition to marriage. These are
research topics on their own, with a very large body of supporting literature. According to FDF,
we should view families in the process of growth and development, like an ongoing cycle of
events. At any given point in the lifecycle of a particular family, there are “grandparental” and

“New Generational” families in the process of demise and birth.
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There are generally agreed upon ages for developmental tasks to be completed. Of course, these
change from one historical era to the next. Thus research has attempted to operationalize the
concept of developmentalism. However, in every case the family developmental framework
never has predicted behaviors or conditions any better than age of respondent or length of
marriage. Methodologically, developmental research demands longitudinal sampling, which is
expensive. There have been some intergenerational studies, but only a few.
Disadvantagesofthetheory

Little empirical support for strict “stage” development past the Piagetian ideas of formal
operations. Critical periods versus important phases. Nearly impossible to operationalize all
variables and follow whole families across multiple lifespan. Problems of internal consistency
some propositions generated fromthis perspective violate each other: Nature vs Nurture is still a
controversy, but developmental theories house both sides of the dispute.

In conclusion of this theory, it stipulates that an individual/employees’ voice may be influenced
by the family, traits, background and credo which he hails from.

Gapin literature

With the aid of exact literatures which shows that, the relationship between voice and
engagement ispartially mediated bybothtrustsin senior management and, to a lesser extent,the
employee-line manager relationship.

However, in light of the study reflections above, employee voice should be encouraged and
enabled, but engagement initiatives must be based upongenuine reciprocaltrust ratherthanused to
mask work intensification, and debates should focuson how best to develop those managerial
skills necessaryto cultivate discretionaryeffort for the positive benefit ofbothorganizations and

their employee.
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CHAPTERTHREE

METHODOLOGY
Preamble
In orderto present a coherent contribution to bodyofknowledge, a studyneeds to be systematic
and logical in nature. This chapter is therefore concerned with the systematic method used in
carrying out the study. It includes the problem description of research methods, research design
and population of the study, sample size determination, sampling technique, sources of data
collection , research instruments, model specification and methods we of data analysis. The aim
of this study is to study effect of entrepreneurial culture on organization outcome, a research
endeavor deemed best served by quantitative methods [Ward,2007]
ResearchDesign
The methodologicalapproachthat willbe used in this studyisa cross-sectional survey(i.e a case
study design). A case study design is used because it helps in the description of the situation or
relationship between the Studyand the target population. According to Burns and Grove, (2003)
research design is defined as a method for planning a study with maximum control over factors
that may interfere with the validity of the findings. This will be conducted Tuyil Pharmaceutical
Staff. Primary data will be elicited using structured questionnaire design to collect information
needed to answer the research questions. The data which will be collected would be analyzed
using quantitative technique
Populationof Study
Apopulationismadeupofallconsideredelementsorsubjectsorobservationrelatingtoa
phenomenonofinteresttotheresearcher(Asika,2000).Forthepurposeofthisstudy,the population
consist of the permanent staff TuyilPharmaceutical, llorin, as at August 2023/2024.
Thetotalstaffis150.Accordingto(Stutley&BaileyascitedinStienstra,etal2012)ifthe population

ofyourstudylessthan30and50respectivelytheresearcher shouldstudyall.

Becausethestaffpopulationismorethan30and50hence,samplesizedeterminationwillbe determined.
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SampleTechniqueandSample Size
According to Nnamdi (2012) defined sample as a representative of the population and can alsobe
defined as the proportionoftotalnumber ofanelement ina population. The sample is usually taking
from the target population of study site where information will actually be gathered. Hence,
sample will be selected from staff in each of the department and levels in Tuyil Pharmaceutical,
lorin.
SamplingTechniques

Sampling techniques can be either probability sampling technique or non probability sampling
techniques. Probability sampling techniques include sampling include simple random sampling
systematic sampling stratified sampling cluster area sampling while non probability techniques
include convenience sampling judgmental sampling and quota sampling techniques. This
research will adopt the probability sampling techniques using the sampling technique method
which aid the ability to cover the specified area of research and give all members equal chances
of participation s well s prevent every element of bias associate with data collection. Lottery
method will be used to recruits participant in this study.
SamplesizeDetermination
A representative sample is a miniature or replica of the population, at least to the characteristics
under investigation. The sample size will be determined using the Taro Yamani formula to
determine the sample size, withthe applicationofanapproximationofa 95% confidence and 5%
error tolerance
TheTaroyamaniformulaisgiventhus; n
=N

1+N(e)"2
Where,n=samplesize N=
population
e=levelofsignificance
Thereforesubstitutingthenumberbelowtodeterminethesamplethesamplesize forthestaffs N =

total population of staffs =140
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n=?
a=0.05:
n=140
1+0.052(140)
=140 =103.70

1.35
Thereforethedeterminedsamplesizeforthestaffis104.
Using the above Taro yamaniformula the research willsample ofTuyilpharmaceuticalstaff104
structured questionnaire will be distributed across Tuyil pharmaceutical selected.
SampleFrame
Inthis studythe sample frame comprises ofpermanent staffs ofTuyilpharmaceuticalllorinas at
2024
DataCollectionMethod
Dataisawordreferring to allnecessaryraw informationcollected fromthevarioussourceonthe site
data can be sourced primarily or secondarily. Primary data often refer to a raw dataobtained from
the questionnaire interview and other sources. This source of data is used to obtain first hand
information while the secondary data are the processed information that kept in record for
different purpose. Theyalso information collected fromopinions of experts onthe same subject.
The secondary data include publish works record journals report etc during the cause of this
research data will be collected using the secondary sources of Tuyil pharmaceutical, Ilorin .
InstrumentsforDataCollection
Reliabilityofresearchinstrument
Reliability ensures that instrument at everypoint in time consistently measure what is design to
measure is depending on stand objectives given same results or slightly variationwith
explanation Okafor (2009) as well stated that there are three principle method of testing
reliability of research instrument namely; test, reset method, split half method and test forinternal
consistence for the purpose of this research, the researcher will make use of test re set and split
half method
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Validityofresearch instrument

There are formethodofmeasuring externalvalidityis face content criteria and content.Face and
content validity will be carried out in this work. Content validity will be used to measure the
appropriateness of wording of the instrument and the object of study and the face validity will
enable the researcher to make claim to have measure what is intended to have measure (Steven
2010). To ensure content validity of this instrument, the researcher will confirm if the format
intend to use in designing the instrument is appropriate for obtaining the required information
form the respondent.

Methodof dataanalysis

Descriptive and inferential statistics will used to analyze the data. The type of descriptive
statistics employed were frequency distribution and simple percentage to analyze personal dataof
the respondents and research questions in the study. The hypotheses are being analyzed through
inferential statistics through ANOVA and regression using the statistics package for social
science (SPSS).

ModelSpecification

Oprationalisaionistheprocessofbreakingconstructsinto variableto enhance measurement. The
constructs re divided into both independent (x) and dependent (y) variables as follows;

Y=f(X)

Y=(yl,y2,y3.....yn)

X=(x1,x2,x3...Xn)

CONSLIUCEX ... oo employees’voice(EV)
CONSLIUCLY ..o Organizationalperformance

X Y
Employees’voice organizationperformance
X1=formal voicing yl=organizationalproductivity
X2= informal voicing y2=organizationalprofitability

In view of the variables stated above, the focus of this research will be on:

X-Employees’voice Y-Organizationperformance (OP)
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X1=informalvoicing »y1=0rganizationproductivity

X2=informalvoicing »y2=0rganizationalprofitability
LimitationsoftheStudy

Thisresearch isconstrained bylimited resourcesavailable to conduct the study. Major limitation to
this study deadline set by the research work. Second that there is absolutely no grant or funding

to support this research works.
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CHAPTERFOUR
DATAPRESENTATION,ANALYSIS,INTERPRETATIONANDDISCUSSIONOF
FINDINGS

Introduction

This section focuses on the presentation, analysis and interpretation of the data gathered. The
data obtained for the study is presented in the table analyzed and interpreted using frequencies
andsimplepercentages. Thebio dataoftherespondentswas first dealt withafterwhichtheMain focus
of the study was treated.

Thestatisticalpackage forsocialscience(SPSS)packages wasusedtoanalyze frequenciesand testing
the hypotheses.

PresentationofData

Atotalnumber of140questionnairesweredistributed.Atotalof120cOpieswerereturnedand analyzed.

Questionnaire Respondents Percentage(%)
Returnedand useful 120 85.7

Not Returned 20 14.3

Total 140 100.0

Fieldsurvey: 2025
DATAANALYSISAND INTERPPRETATION
Thequestionnairewasdividedintotwo parts;

PartAThiscontainedrespondents’Demographicdata

PartBThisformsthefocusofrespondent’sassessmentforevaluation

AnalysisofDemographicData Table

4.1 Sex
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Frequency percent Valid percent Cumulative
percent
Male 80 66.7 66.7 66.7
Validfemale 40 33.3 33.3 100.0
Total 120 100.0 100.0
Fieldsurvey: 2025
Thetable  belowshowsthesexdistributionoftherespondent.Ilt  showsthat  66.7%aremales

while33.3% arefemales. This impliesthattherespondentsaremadeupofmoremalesthan
females
Frequencies percent Valid percent Cumulative
percent
30-34 30 25.0 25.0 25.0
35-39 70 58.3 58.3 83.3
Valid
40-above 20 16.7 16.7 100
Total 120 100.0 100.0

Fieldsurvey: 2025

Thetable aboveshowstheage ofthe respondent.ltshowthat25.0%arebetween30-34years

58.3arebetween5- 39years, whilel6.7arebetween40 yearsandabove. This impliesthatthe respondents

consist more of the range of 35-39 years.

Table4.3
Frequency percent Valid percent Cumulative
percent
Christianity 40 33.3 33.3 333
Islam 80 66.7 66.7 100.0
Valid 0 0 0
Others 120 100 100
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Total

Fieldsurvey: 2025

Thetableaboveshowsthereligiousoftherespondents. It showsthat 33.3%areChristian66.7% practice

Islam.
Tabled.4

Frequency Percent Valid percent Cumulative

percent

Single 30 25.0 25.0 25.0
Married 70 58.3 58.3 83.3
Valid 100.0
Divorced 20 16.7 16.7
Total 120 100.0 100.0

Fieldsurvey: 2025

Fromthetableabove25.0%oftherespondentsaresingle, 58.3%aremarried, while16.7%are divorced.

This implies that we have more of married respondents.

Table4.5 EducationalBackground

Frequency Percentage Cumulative
Percentage
HND 10 8.3 8.3
B.Sc. 20 16.7 25.0
M.Sc. 50 41.7 66.7
OtherHigherCertificates 40 33.3 100.0
Total 120 100.0

Fieldsurvey: 2025

Fromthetableabove, 8.3%areHND, 16.7%areB.ScHolders, 41.7%areM.ScHolders, whie 33.3%have

other forms of higher qualification.
TestofQuestionnaire

IntheabovetablesSD —StronglyDisagree, D —Disagree, U-Undecided, A-Agree, andSA- Strongly
Agree
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Table4.6YourOrganizationGivestheEmployeesOpportunityofBeenHeardintheWork Place

Frequency | percent Valid percent Cumulative
percent
StronglyDisagree 30 25.0 25.0 25.0
Disagree 20 16.7 16.7 41.7
Neutral 20 16.7 16.7 58.4
Valid
Agree 30 25.0 25.0 83.4
Stronglyagree 20 16.6 16.6 100.0
Total 120 100.0 100.0

Fieldsurvey: 2025

The table above shows the response of the respondents on their attitude towards the voice

opportunity given to the employees in the work place. From the responses given by the

respondents,25.0%stronglydisagree,16.7%disagree,16.7%wereunabletodecide,25.0% agree,

16.6%strongly agree.

Table 4.7 Thereisagoodcommunicationsystembetweentheorganizationandthe

employees
Frequency percent Valid percent Cumulative
percent
strongly 30 25.0 25.0 25.0
disagree
Disagree 20 16.7 16.7 41.7
Neutral 20 16.7 16.7 58.4
Valid
Agree 30 25.0 25.0 83.4
Stronglyagree 20 16.6 16.6 100.0
Total
120 100.0 100.0

Fieldsurvey: 2025
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The table above shows the response of the respondents on their views towards the

communicationsystembetweentheorganizationandtheemployees.Fromtheresponsesgiven bythe

respondents, 25.0%stronglydisagree, 16.7%disagree, 16.7%were unable to decide, 25.0%agree

and 16.6%strongly agree.

Table4.8TheOrganizationimprovesmoreinlistening to thevoiceoftheemployees

Frequency percent Valid percent Cumulative
percent
strongly 30 25.0 25.0 25.0
disagree
Disagree 20 16.7 16.7 41.7
Neutral 20 16.7 16.7 58.4
Valid
Agree 30 25.0 25.0 83.4
Stronglyagree 20 16.6 16.6 100.0
Total
120 100.0 100.0

Fieldsurvey: 2025

Thetableaboveshowstheresponseoftherespondentsontheir attitudetowardstheorganization

attentiveness to the employees. From the responses given by the respondents, 25.0%strongly

disagree, 16.7%disagree, 16.7%were unable to decide, 25.0%agree and 16.6%strongly agree.

Table 4.9 Employeesarebeen encouragedtocontributetotheprogressofthe

organization

Frequency percent Valid percent Cumulative
percent
strongly 30 25.0 25.0 25.0
disagree
Disagree 20 16.7 16.7 41.7
Neutral 20 16.7 16.7 58.4
Valid
Agree 30 25.0 25.0 83.4
Stronglyagree 20 16.6 16.6 100.0
Total
120 100.0 100.0

44




The table above shows the response of the respondents on their preception towards the
participationofemployeestowardstheprogressoftheorganization. Fromtheresponsesgivenby the
respondents, 25.0%strongly disagree, 16.7%disagree, 16.7%were unable to decide, 25.0%agree
and 16.6%strongly agree

Table4.10Theproduction rateoftheorganization increasesin afast rate.

Frequency percent Valid percent Cumulative
percent
strongly 30 25.0 25.0 25.0
disagree
Disagree 20 16.7 16.7 41.7
Neutral 20 16.7 16.7 58.4
Valid
Agree 30 25.0 25.0 83.4
Stronglyagree 20 16.6 16.6 100.0
Total
120 100.0 100.0

Fieldsurvey: 2025

The table above shows the response of the respondents on their perception towards the high

productivityoftheorganization. Fromtheresponsesgivenbytherespondents, 25.0%strongly

disagree, 16.7%disagree, 16.7%were unable to decide, 25.0%agree and 16.6%strongly agree.

Table4.11There ishigh productivitybytheemployeesintheOrganization.

Frequency percent Valid percent Cumulative
percent
strongly 30 25.0 25.0 25.0
disagree
Disagree 20 16.7 16.7 41.7
Neutral 20 16.7 16.7 58.4
Valid
Agree 30 25.0 25.0 83.4
Stronglyagree 20 16.6 16.6 100.0
Total
120 100.0 100.0
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Fieldsurvey: 2025

Thetableaboveshowstheresponseofthe respondentsontheir perceptiontowardsthehigh

productivityrate ofthe organization . Fromthe responses given by the respondents, 25.0%

stronglydisagree, 16.7%disagree, 16.7%wereunable to decide, 25.0%agreeand 16.6% strongly

agree.

Table4.12Theorganizationrecordshighprofitthroughthesalesproceedsofthe organization.

Frequency percent Valid percent Cumulative
percent
strongly 30 25.0 25.0 25.0
disagree
Disagree 20 16.7 16.7 41.7
Neutral 20 16.7 16.7 58.4
Valid
Agree 30 25.0 25.0 83.4
Stronglyagree 20 16.6 16.6 100.0
Total
120 100.0 100.0

Fieldsurvey: 2025

Thetableaboveshowstheresponseoftherespondentsontheir viewstowardstheprofit madeby the

organization. Fromthe responses given by the respondents, 25.0%stronglydisagree, 16.7%

disagree, 16.7%were unable to decide, 25.0%agree and 16.6%strongly agree.

Table4.13Theproductioncapacityimprovesthe aidsoftheemployeesofthe organization

Frequency percent Valid percent Cumulative
percent
strongly 30 25.0 25.0 25.0
disagree
Disagree 20 16.7 16.7 41.7
Neutral 20 16.7 16.7 58.4
Valid
Agree 30 25.0 25.0 83.4
Stronglyagree 20 16.6 16.6 100.0
Total
120 100.0 100.0
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Fieldsurvey: 2025

Thetableaboveshowstheresponseoftherespondentsasregardsthecapacityoftheemployee of the

organization. From the responses given by the respondents, 25.0%strongly disagree,

16.7%disagree, 16.7%were unable to decide, 25.0%agree and 16.6%stronglyagree

Table4.14Adequatesystemsareputinplaceforeffectivelymanagingorganization productivity

Frequency percent Valid percent Cumulative
percent
strongly 30 25.0 25.0 25.0
disagree
Disagree 20 16.7 16.7 41.7
Neutral 20 16.7 16.7 58.4
Valid
Agree 30 25.0 25.0 83.4
Stronglyagree 20 16.6 16.6 100.0
Total
120 100.0 100.0

Fieldsurvey: 2025

The table above shows the response of the respondents on their attitude towards the adequate

systemsput inplacetowardsthe productivityoftheorganization. Fromtheresponsesgivenby the

respondents, 14.3%strongly disagree, 15.0%disagree, 12.9%were unable to decide, 30.4%agree

and 27.5%strongly agree.

TestofHypothesis

Re-statementofhypothesis

Hol:Employees’formalvoicingdoesnothavepositive influenceonorganizationalproductivity.

Ho2:Therenosignificant relationshipemployees’informalvoicingonorganizational profitability.
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Ho3:Employees’formalvoicingdoesnot havepositive influenceon organizational

profitability.

Ho4:There isno significant relationshipbetweenemployees’informalvoicingon

organizational productivity.
Ho5:Employees’formalvoicingdoesothavepositiveinfluenceonorganizationalproductivity.

ModelSummary

Model R Rsquare Adjusted R Std.Error of
Square TheEstimate
1 630 397 395 2.83518

a.Predictors:(Constant),formalvoicing
aDependantVariabe: Productivity
bPredictors:(Constant),FormalVoicing
InterpretationofResultsandDecision

The result from the model summarytable above shows the impacts of formal voicing on the
productivity of employees’ activities in the university system to be 39.7%(R square 0.397). the
AnovatableshowstheFcalas182.910at 0.001levelofsignificance. This impliesthat employee formal

voicing has significant impact on employee productivity.

Coefficients
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Understndized Standerdized T Sig
Coefficient Coefficient
B Std Beta
(constant) 4.09 541 7.442 .000
1Formal .032 630 13.524 .000
voicing

a. DependentVariable:Productivity

Thecoefficienttableshowsasimple modelthat express formalvoicingandproductivity. The

modelshowsConstant andBwhichisthevalueofcoefficient. VValues fromthetable above

shows that for every deviation increase in Productivity, FormalVoicing contributed

42.8%.Thus, we reject the null hypothesis and embrace the alternate hypothesis.

Ho2:Thereisnosignificantrelationshipbetweenemployees’informalvoicingon organizational

profitability.
ModelSummary
Model R Rsquare Adjusted R Std.Error of
Square TheEstimate
1 873 .761 761 2.30502
aPredictors:(Constant),InformalVoicing
ANOVA
Model Sum of Df Meansquare F Sig.
squares
Registration | 4730.439 1 4730.439 890.332 .000
Residual 1477.047 278 5.313
Total 6207.486 279
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a DependantVariabe:Profitability
b Predictors:(Constant),InformalVoicing
InterpretationofResultsandDecision

The result from the model summary table above shows the impacts of informal voicing
profitabilityto be 76.2%(R square 0.762). The Anova table shows the Fcalas 890.332 at 0.001
levelofsignificance. Thisimpliesthat informalvoicinghassignificant impact onprofitabilityof the

university.
Coefficients
Model Understndized Standerdized T Sig
Coefficient Coefficient
B std.
Beta

(constant) 2.784 440 6.327 .000
1 formal .768 .026 873 29.838 .000
voicing

a.DependentVariable:Productivity

Thecoefficienttableshowsasimplemodelthat expressinformalvoicingandprofitability. The model
shows Constant and B which is the value of coefficient. Values fromthe table above shows that
for everychange increase in Profitability, InformalVoicing contributed 76.8%.

Thus,werejectthenullhypothesisandembracethealternatehypothesis.

Ho3:Employees’formalvoicingdoesnot havepositiveinfluenceonorganizational profitability.

50




ModelSummary

Model R Rsquare Adjusted R Std.Error of
Square TheEstimate

1 .705 497 495 3.35152
a.Predictors:(Constant),formalvoicing

ANOVA
Model Sum of Df Meansquare | F sig

squares

Registration 3084.791 1 3084.791 274.526 .000
Residual 322.695 278 11.233
Total 6207.486 279

a DependantVariabe:Productivity
b Predictors:(Constant),FormalVoicing
InterpretationofResultsandDecision

The result from the model summary table above shows the impacts of formal voicing on the
organizationprofitabilityintheuniversitysystemtobe49.7%(Rsquare0.497). TheAnovatable shows
the Fcal as 274.626 at 0.001 level of significance. This implies that employee formal voicing has

significant impact on organization profitability.

Coefficients
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Understndized Standerdized Sig
Coefficient Coefficient
B Std Beta
(constant) 5.529 .620 8.915 .000
1 formal 705 16.572 .000
voicing .894 .054

a.DependentVariable:Productivity

The coefficient table show a simple modelthat express formal voicing and profitability.

The modelshowsConstant andBwhichisthevalueofcoefficient.VValuesfromthetable above

shows that every increase in Profitability, Formal\Voicing contributed 0.894%.

Thus,werejectthenullhypothesisandembracethealternatehypothesis.

Ho4:Thereisnosignificantrelationshipbetweenemployees’informalvoicingon organizational

productivity.
ModelSummary
Model R Rsquare Adjusted R Std.Error of
Square TheEstimate
1 927 .859 .859 1.36978
a Predictor:(Constant),informalvoicing
ANOVA
Model Sum of Df Meansquare F sig
squares
Registration | 3183.302 1 3183.302 1696.593 .000
Residual 521.609 278 1.876
Total 3704.911 279

ADependantVariabe: Productivity
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B  Predictors:(Constant),informalVoicing

InterpretationofResultsandDecision

The result from the model summary table above shows the impacts of informal voicing on the
productivity of the university to be 85.9%(R square 0.859). The Anova table shows the Fcal as
1969.593 at 0.001levelofsignificance. This impliesthat informalvoicing hassignificant impact on

the productivity of the university.

Coefficients
Understndized Standerdized T Sig
Coefficient Coefficient
B Std Beta
(constant) 1.100 253 4.341 .000
1formal .908 0.22 927 41.190 .000
voicing

aDependentVariable:Productivity

The coefficient table shows a simple model that expresses facilities, equipments and
effectiveness. The model shows Constant and B which is the value of coefficient. Values from
the table above shows that for every change increase in Productivity, InformalVoicing

contributed 90.8%.Thus, we reject the null hypothesis and embrace the alternate hypothesis.

4.9Discussionof Findings

This study examines the relevance of employees voice on organizational performance, the
variable used for how dependent construct employee voice are formal voicing and informal
voicing, while for the independent construct organizational performance, the variables are
profitability and productivity. Four questions were asked and the results derived showedinformal

voicing has significant impact on the productivity of the university.
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CHAPTERFIVE

SUMMARY,CONCLUSION AND RECOMMENDTIONS
Introduction
This chapter of this research work gives an overview of the research work from chapter one to
four. This chapter also examine the theoretical and empirical findings as discovered by the
researcher. The purpose of this study is to examine the relevance of employee voiceon
organizational performance. Four hypotheses of the research which was tested using correlation
and regression analysis.
SummaryoftheWork
This research work started with chapter on the introductory part discussing the background of
understanding on the term employee voice techniques, followed by he research problems,
objectives, questions, hypotheses nd the organization of the two construct for explanation and
measurement mechanism. Under employee voice, variable are formal voicing and informal
voicing , while for the independent constructorganizationalperformance, the variables are profit
ability and productivity.
Chapter two comprises o the conceptual framework, empirical framework, empirical framework
and gap in literatures. The conceptualframework discussed the variables relevant to the study.
The chapter three expressed the methodology that was adopted to obtain data which is the
hallmark of research. Chapter four analyzed the data gathered from the field work applying due
statisticaltools and the results were duly interpreted
Findings
The findings. For this studyare divided into two part namely; theoretical findings and empirical
findings. The theoretical finding are abstracted from the literature review in chapter two whilethe
empirical findingsare derived from data generated from the field by the researcher.
1. Family Developmental Framework (FDF) is the result of a combination factors. Family
studies have long been sensitive to the charge that is a “soft” science, and thus, chooses to name
any theory a framework, rather than a theory. It has something to do with the language

ofscience,andnottheactualpredictive,explanative,ordescriptivepoweroftheideasinfamily
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studies. The main concept in the FDF is the familycycle idea. Simplyput, it is theorized that all
family that are in the same stage of the family life cycle will resemble each other in important
ways.

2. In the work of Jeremy Wright, when he concluded a theory on time management that every
individual should make for everything, and everything will simply fit well where it is supposedto
fit.

3. Most of the employees in the university are made up of males tan female as the frequency
distribution from the research conducted shows that 66.7%are males ns 33.3%are females. In
addition to this, most of the workers are married. Most of the employees are M.Sc holders.

4. The study found out that employee formal voicing has significant impact on employee
productivity.

5. The study also revealed that informal voicing has significant impact on Profitability of the
university.

6. This study also found out that the formal voicing has significant impact on organizational
profitability.

Conclusion

Employee voice is essentially about managing interaction between management and employees
withinthe businessenvironment. Categorizationoftheserelationshipare inrespect oftheproject have
been identified, with employee voice in relations to organizational performance. There is a
significant growth | thee adoption of employee voice technique to accomplish orderdifferent
sectors, which requires employees’ participation.

Recommendations
Basedonthefindingsofthestudy,thefollowingrecommendationscanbesummarizedthus:

e Organizations should create a well detailed work layout, including assigning resources
and estimatingthe participationofthe employees fromthe lowest ranked employee tothe
highest ranked employee.

¢ Organizations should manage issues such as, forecasting of future occurrence, customer

relationship,quality,communicationandsooneffectively. Andtoensurethatthe
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organizationandallstakeholdershavethecommonunderstandingonhowthe organization
future will be managed.

e Employeevoiceplanshouldbereviewedonaregularbasistodeterminehow organizations are
progressing in terms of schedule cooperation.

De-LimitationoftheStudy

Taken only one university for the study is relatively small compared to the number ofuniversities
in Nigeria. And also, the result of the finding cannot be generalized on other universities across
the globe.

SuggestionsforFurtherStudies

This research work focus on the relevance of employee voice on organizational performance.The
studyexamine the effect ofonlytwo factorsonemployee voice. Herebysuggest that further studies
in the research topic be carried out using more factors a variables.

ContributiontoKnowledge

Thisresearchwillcontributesignificantlytothesparseknowledge intheareaofemployeevoice.
Also,thestudywillbeusefulfor developingpolicies intheorganization. Firmscanusetheresult of the
finding to make decisions and help to change their performances. The studyserves as an
additionto existing literatures inthis area evaluating and validating the findings realized priorto

this study and carried out in other parts of the world.
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APPENDICES
APPENDIX |
Questionnaire
Introduction:

We appreciate your participation in this questionnaire, which aims to explore the impact of
employee voice in decision making on sustainable competitive advantage at Tuyil
Pharmaceutical Ltd. Your responses will be kept confidential and used solely for research
pUrposes.

Sectionl:Demographics

1. Department:

2. Job Title:

3. LengthofService atTuyilPharmaceuticalLtd:

Section 2:FormalEmployeeVoiceand Productivity

1. How often do you participate in formal employee voice mechanisms (e.g., regular meetings,
surveys)?
(a)Daily (b)Weekly  (c)Monthly  (d) Rarely  (e)Never

2. Howwouldyouratetheimpactofformalemployeevoiceonyourproductivity?
(a)Verypositive (b)Somewhatpositive (c)Neutral (d  Somewhat  negative

(e)Verynegative
3. Howdoesformalemployeevoice influenceyourdecision-makingprocesses?

(a)Veryinfluential (b)Somewhatinfluential (c)Not veryinfluential
(d)Notatallinfluential
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4. Whatfactorsfacilitateorhinderthepositiveimpactofformalemployeevoiceonproductivity?
(Select all that apply)

(a)Leadershipsupport (b)Clearcommunicationchannels (c) Employee engagement
(d)Organizationalculture (e)Other(pleasespecify)

5. Canformalemployeevoicepredictorganizationalproductivityand performance?
(a)Stronglyagree (b)somewhatagree  (c)Neutral (d)Somewhatdisagree

(e)Stronglydisagree

Section3:InformalEmployeeVoiceandProductivity*

1. Howoftendoyou participateininformalconversationsaboutwork(e.g.,chats,social media)?
(a)Daily (b)Weekly  (c)Monthly  (d)Rarely (e)Never

2. Howdoesinformalvoiceaffectinnovationand creativity?
(a)Verypositive (b)Somewhatpositive (c)Neutral (d)Somewhatnegative

(e)Verynegative

3. Howdoesinformalemployeevoiceinfluenceteamworkand collaboration?
(a)Verypositive (b)Somewhatpositive (c)Neutral (d)Somewhatnegative

(e)Verynegative

4. Doyounoticeadifferenceinproductivitybetweenorganizationsthatencourageinformal employee
voice and those that don’t?

(a)Significant differences (b)Somedifferences(c)Nodifferences (d)Unsure

5. Caninformalemployeevoiceimproveorganizationalproductivitybyincreasingemployee

satisfaction?
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(a)Stronglyagree (b)somewhatagree  (c)Neutral (d)Somewhatdisagree

(e)Stronglydisagree

Section4:Long-termEffectsofEmployeeVoice

1. What arethelong-termconsequencesofignoringorsuppressingemployee voice?
(a)Decreasedproductivity (b)Increasedturnover (c)Reduced innovation
(d)Alloftheabove (e)Other(pleasespecify)

2. Howdoesemployeevoiceinfluenceorganizationaladaptabilityand resilience?
(a)Verypositive (b)Somewhatpositive (c)Neutral (d)Somewhatnegative

(e)Verynegative

3. Whatistherelationshipbetweenemployeevoiceandorganizationallearningand innovation?
(a)Verypositive (b)Somewhatpositive (c)Neutral (d)Somewhatnegative

(e)Verynegative

4. Canemployeevoicepredictorganizationalsustainabilityandlong-termsuccess?
(a)Stronglyagree (b)somewhatagree  (c)Neutral (d)Somewhatdisagree

(e)Stronglydisagree
5. Howdoesemployeevoice impactorganizationalreputationandstakeholder relationships?

(a)Verypositive (b)Somewhatpositive (c)Neutral (d)Somewhatnegative

(e)Verynegative
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Conclusion:

Thank you for taking the time to complete this questionnaire. Your input is valuable to us, and

we will use it to improve our decision-making processes and enhance our sustainablecompetitive

advantage at Tuyil Pharmaceutical Ltd.
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