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CHAPTER ONE
INTRODUCTION
Background of the Study
Over the years, the practice of organizational management demanded that employer/management would expect that employees will do the work that is set before them. While this was a perfectly typical method of getting results through others in the early days of assembly line and scientific management, it is no longer true of today's business. The trend has changed in that management expects more from its employees than doing simply what is put before them. It has also changed in that employees expect that more can be got from them by simply working according to the direction of the boss Akpala (2008).
However, with the rise of such theories as "participative management" and with increasing recognition that employees often have something valuable to contribute (beyond the accepted units of their normal job duties). Many companies are now actively seeking ways of getting employees to participate more in decision affecting them. The worker on the other hand expects to be asked how he feels about his job, and what his ideas are on how the work can be done more easily, better and faster. The reason for this change in emphasis is that management has discovered that there is tangible business value in soliciting and using the ideas of people at all levels in the organization, Davis (2007).
As the main objective of every business organization is long-term survival and in addition to have a competitive advantage over and above its competitors rather than being like the biblical seeds that fell on the way side and perished. The secret of having this competitive advantage over others then lies on the performance of the enterprise. The increase in performance can only be achieved mainly through the organizational workforce. Increase in work life and performance in an enterprise starts with the mind. It starts with the improvement of an individual self-esteem and self-worth. It starts with helping an employee develop a higher degree of self-regard.
Decision according to the Oxford Advance Learner Dictionary 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. When most managers are honest, they will acknowledge that their employee often have greater knowledge about the work than they do, Adeola (2008). 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 performance in Nigeria public sector organization using some Selected Printing press as case study.
1.2	Statement of Problems
In Nigeria today, there has been lot of controversies 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.
[bookmark: _TOC_250016]The problem mainly lies on the fact that participation though obtained has not been clearly understood as well as its benefits. Some of the managers feel that the decision-making process is their sole prerogative and as such should be protected. Again, top management likes to remain aloof from its employee as to build an all-important air around themselves. In the light of the above, this study therefore is set to determine the extent of practice of participative decision making in government Press and few other firms and its influence on performance as well as ascertaining the benefits and problems arising from such practice.
1.3	Objectives of the Study
The broad objective of this study is to investigate the impact of employee’s participation in decision making on employees’ performance with reference to selected printing press firms. Other specific objectives are to
i. Examine the perception of employees towards participation in decision making of the organization.
ii. Examine the effect of employees’ participation in decision making on job satisfaction.
iii. [bookmark: _TOC_250015]Examine the effect of employees’ participation in decision making on job commitment.
1.4	Research Questions
To accomplish this research work, answers will be provided to the following questions
i. What is the employees’ perception towards participative management policy in an organization?
ii. What is the effect of employees’ participation in decision making on job satisfaction?
iii. What is the effect of employees’ participation in decision making on job commitment?
[bookmark: _TOC_250014]1.5	Research Hypotheses
In this study, the following hypotheses will be tested
Null Hypotheses
i. Employees do not have positive	perception towards participative management policy in an enterprise.
ii. Employees’ participation in decision making has no effect on job satisfaction.
iii. Employees’ participation in decision making has no effect on job commitment.
[bookmark: _TOC_250013]1.6	Significance of the Study
[bookmark: _TOC_250012]In all aspect this research work will be relevant to the managers and employees of selected printing press in Ado-Ekiti. It will also be beneficial to other public- sector organization in Nigeria. It is expected that this study will be beneficial to the management by giving enough insight into the benefits of employee participation in decision making, make clear to managers what participative management stands for hence, reducing the fear often harbored by these managers. Also, it will be of vital importance to government, employees, students of business Administration and the society at large are equally the potential beneficiaries of this study. The research work would provide a basis on which further research could be carried out.
1.7	Scope of the Study
[bookmark: _TOC_250011]Particularly this research work focuses on the impact of employee participation in decision making and organizational performance using Adlat Graphic Prints, Petoa Educational Publishers and Abuad Printing Press as case study. It evaluates the extent of employee participation in management decision making, the effect on satisfaction and performance of employees and the problems encountered in its practice will be examined.
1.8	Operational Definition of Terms
i. Employee/Worker
For the purpose of this study a worker is taken to mean any person who has undertaken to place his gainful activity in return for a remuneration, under the direction of another person who may be an individual, a private or public company or a corporation, who is styled the employer.
ii. Performance
The output per unit of a factor of production is called the "performance" of that factor. An organization's ability to transform inputs to output at the lowest possible cost is its performance.
iii. Participation
This will be regarded as the process by which people contribute ideas towards the solution of problems affecting the organization and allied matters.
iv. Employee Participation
This will be taken to be when those below the top of an enterprise hierarchy take part in the managerial function of enterprise.
v. Decision Making
This could be taken to mean an art considering and making a judgement concerning a particular issue or issues.



CHAPTER TWO
2.0	LITERATURE REVIEW
2.1	INTRODUCTION 
There is hardly any subject matter which had not been previously written about directly or indirectly by others. Therefore, the aim of this chapter is to evaluate these previous write-ups and to determine earlier accomplishments in the fields as well as to disclose where contributions are desirable. Much have been said and written about the impact of employees participation in decision making in Nigerian public sector. Employee‟s participation serves as training and testing group for future members of upper management, lack of qualified and oriented individuals undermine employee‟s participation in decision making and the availability of skilled individuals in organizational decision making promotes productivity. 
This chapter is broken into various subsections, review of relevant literature (theoretical review), concept of participation, factors that influence participation, prerequisites for participation, forms of employee participation, different needs for participation, views expressed concerning participation, constraints to participation, the range of options for employee participation, Arguments for participation, Arguments against participation.
2.2	CONCEPTUAL FRAMEWORK
Concept of Employee Participation and Decision Making According to Sofijanova and Chatleska (2013) Employee involvement is a course of involving and empowering employees on the job in order to use their effort towards achieving higher individual and organizational performance. Employee Participation is also defined as a direct participation or engagement of employee to help an organization fulfill its mission statement and meet its core objectives values by applying their own innovations, expertise, and efforts towards solving problems and making decisions (Bullock & Powell, N.Y).
Employee participation in decision making has been acknowledged as a managerial tool for regain organizational performance by striving for the shared goals of employees and employers. This is actualized by allowing workers contribution in developing the mission statement, establishing policies and procedures, pay determination, promotion, and determining perks. Employee participation in decision making has become a important topic in human resource management (HRM), and is regarded as one of the driving tools of employee voice, which many management scholars have observed to be a growing management concept (UK Essays,2013).


Employee Engagement
Employee engagement is a heightened emotional and intellectual connection that an employee has for his/her job, organization, manager, or co-workers that in turn influences him/her to apply additional discretionary effort to his/her work (Hughes & Rog, 2018).
Shuck and Reio (2013) define employee engagement as the cognitive, emotional, and behavioral energy an employee directs toward positive organizational outcomes. They go on to operationally define employee engagement as a series of psychological states (cognitive, emotional and behavioral) ultimately representing an intention to act that encompasses motivation-like qualities.
Staff Feedback
Feedback is a dynamic interaction process between source and recipient which offers information about performance and entails an evaluation of the quality of performance behaviours performance feedback is the information provided for past performance. (Bluedon, 2019).
Staff Innovation
Employee innovativeness is the measurement of innovative output and new method of performing task by employee of an organization. Employee innovativeness is defined as something that is invented for the first time and is commercially successful (Hansen and Wakonen, 2017). Catherine and Pervaiz (2014) define organizational innovativeness as an organization’s overall innovative capability of introducing new products to the market, or opening up new markets, through combining strategic orientation with innovative behavioural and process. The vast majority of researchers consider organizational innovativeness as a unidirectional phenomenon (Wilson, 2010).
Organizational Performance
Most commonly used methods for measuring organizational performance can be classified into five categories of performance that is financial performance, operational performance, customer satisfaction, employee satisfaction and learning and growth (Chen, 2018).
Financial performance can also be measured by return on investment, competitive position market share growth, overall profitability, sales volume growth, cash flow and Profit improvement (Yeung, 2016). Operational performance is measured by productivity, overall quality performance, timeliness, quality improvement, waste reduction, production performance improvement. Employee satisfaction is measured by employee morale, employee growth and employee productivity (Rahman, 2024).

Organizational productivity
This the capacity of an organization, institution or business to provide desired results with a minimum expenditure of energy, time, money, personal, material etc, organizational productivity is about assessing and improving the efficiency and effectiveness of public and private sector organizations. Organizational Productivity is an overall measure of the ability to produce a good or service. More specifically, productivity is the measure of how specified resources are managed to accomplish timely objectives as stated in terms of quantity and quality. Productivity may also be defined as an index that measures output (goods and services) relative to the input (labor, materials, energy, etc., used to produce the output).
Financial Performance
[bookmark: _GoBack]This is a subjective measure of how well a firm can use assets from its primary mode of business and generate revenues. The term is also used as a general measure of a firm’s overall financial health over a given period. Analyst and investors use financial performance to compare similar firms across the same industry or to compare industries or sectors in aggregate.
There are many stakeholders in a company, including trade creditors, bondholders, investors, employees and management, each group has its own interest in tracking the financial performance of a company. The financial performance identifies how well a company generates revenues and manages its assets, liabilities and the financial interest of its stake and shareholders.
There are many ways to measure financial performance, but all measures should be taken in aggregate, line items, such as revenue from operations, operating incomes, or cash flow from operations can be used as well as total unit sales.
2.2.1	FACTORS THAT INFLUENCE PARTICIPATION 
There are generally three (3) principal factors that influence the concept of participation. These are: 
1) THE ORGANISATION: 
For effective participation to take place, the organization must provide a psychological climate conducive for participation. This means first, that it must initiate and encourage a two way flow of information. If information is directed only one way down, there is no meaningful exchange between management and employees that can take place. Secondly, the organization‟s attitude towards its employees to participate effectively. They must be made to feel that their opinions and ideas mean something, that they are valued both as persons and as employees. 
As a general rule, theory and management philosophy tends to stifle participation, where the theory approach encourages it. It is true because participating, which grows out of the assumption of theory, offers substantial opportunities for ego satisfaction for the employees and thus can effect motivation towards organizational objectives. Next, the organization‟s effort to encourage participation must be sincere. If employee participation programmes are used as a gimmick to improve “morale” with little or no intent of using the employees‟ opinions or suggestions to influence decision, it becomes meaningless and often does more harm than good. 
According to Tannaembaum and Schmidt (1980) problems may occur when the manager uses a democratic façade to conceal the fact that he has already made a decision which he hope the group will accept as its own. They added that the attempt to make them think it was their idea in the first place is indeed a risky one. 
Finally, the organization must establish guideline as to the freedom managers can allow employees in making decision concerning work in their department. 
2) THE MANAGER: 
As a way of encouraging effective employee participation in decision making the manger must operate a two-way communication flow. His efforts 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 him of authority or his responsibility for making decisions. Also, the manager must realize that he has a dual responsibility, one to his organization and the other to his employees. Therefore, the desires and wishes of the employees must always be considered but when a conflict exists, the manager is obliged to support the goal of an organization.
3) THE EMPLOYEE: 
The degree at 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, no knowledge and competence with respect to the problem, his opinions and suggestions will have little values. In spite of this, however, his advice can be used to identify area of concern and collection of information. On the other hand, if the employee has considerate experience and training, his advice may prove beneficial in making decision. Therefore, by allowing the experienced and inexperienced to participate, both will feel that they have some control over their work



2.3	THEORETICAL FRAMEWORK
Theoretical models are body of knowledge that seeks to observe, understand and explain concepts and in the context of this study there are two basic theories underpinning this study. Among them include: Dual-model theory and Stakeholder theory to explain the concept of employee participation in decision making and commitment to the organisation.
2.3.1	Dual-Model Theory
This theory is based on human relations and the human resources models of management. These models form the dual-model theory advanced by Miles (1975). According to Miles (1975), managers subscribe to two management models which include: the human relations model and the human resources model. The human resources model has it that people not only feel useful to their organisations, but they are capable of exercising far more initiative, responsibility, and creativity than their present jobs, or work circumstances require or allow. Thus this model professes that the capabilities to contribute to the achievement of the objectives represent untapped resources, which are presently being wasted. This makes involvement of employees in decision making useful and therefore should be seen as part of the employees’ resourcefulness in contributing to the achievement of the organisational goals (Miles, 1975) cited by Sergiovanni and Carver (1980); Cascio (1989).
On the other hand, the human relations model accepts the fact that people share a common set of needs: to belong, to be liked and to be respected while the human resources model professes that people not only share the needs to belong and be respected, but they also desire to contribute effectively and creatively to the accomplishment of worthwhile organisational objectives. In addition, this model asserts that people want to feel useful to their organisation and therefore tend to co-operate willingly and comply with goals if the needs to belong and be liked are fulfilled. In this way, the task of the organisational executives is to make subordinates know that they are useful and important members of the team; to explain their decisions and to discuss subordinates’ objections to their plans. On routine matters, they encourage their subordinates in planning and in decision making. Therefore the executives’ basic task in reference to subordinates is to create an environment in which subordinates can contribute their full range of talents to the accomplishment of the organisational goals participating in decision making process.
Thus, they must allow and encourage subordinates to participate in important as well as routine decisions and they should work to expand the areas where subordinates can exercise self-direction and self-control as they develop and demonstrate the greater insight and ability (Miles (1975) cited by Sergiovanni and Carver, 1980); Cascio (1989).
2.3.2	Stakeholder Theory
The stakeholder model shows that all stakeholders, regardless of power or influence, are connected to a company by dyadic relationships. In other words, the actions and decisions made by stakeholders can have a direct effect on other stakeholders (Freeman, 1984). This theory asserts that organisation that takes into consideration the opinions of stakeholder interests will have a competitive advantage over organisations that do not (Lopez-De-Pedro, & Rimbau-Gilabert, 2012). Scholars have reported that by collaborating with stakeholders e.g. employees, uncertainty will decrease and organisations will prove to be more flexible to different situations. Hence, organisations will prove to be more successful in decision-making by interacting with customers, employees, communities and governments (Kotter & Heskett, 1992; Hillman & Keim, 2001; Harrison & Thompson, 2015).
According to McVea & Freeman, (2005), stakeholders should be looked at as real individuals and not as intangible individuals, so that managers of the firm consider co-operative aspects to help in making the proper organisational decision that have stakeholder interest as the main focus. In other words, this theory argues that there should be focus on the construction of value, decision-making processes and relationships/communication with real individuals, specifically internal stakeholders. Thus, organisations must incorporate stakeholder interests into organisational  management,  and  demand  full  participation  of  internal stakeholders within the decision-making processes (Hendry, 2001; Flak, Nordheim & Munkvold, 2008).
However, it is important to recognize that conditions vary regarding employee participation in decision making in terms of the desired amount of employee participation in decision making, the extent to which employees want to be involved in decision-making, and the “actual” amount of employee participation in decision making, how much employees should actually be involved in decision-making. Previous studies suggest that participation can be of great valuable if it allows for the integration of different knowledge and information to multiple issues, which is highly beneficial for the quality of the decisions being made (Black & Gregersen, 1997). This can be achieved with the use of interaction between management and employees, as when interaction increases, more information is being shared within the hierarchy structure (Eden, & Ackermann, 1998).
The importance of involving employees in decision-making is also apparent according to Miller & Monge (1986), in which it was reported that employees commonly obtain richer information and knowledge than that of managers, assisting in more informed decision-making. When referring to the employee participation in decision making approach, the key principal issue is to increase improvements in productivity, in which employees at all levels are more knowledgeable regarding decisions made in order to benefit the organisation through commitment (Miller & Monge, 1986). 
As suggested by Miller & Monge (1986), the use of engagement will enhance the information use and flow within the organisation. The reason for importance placed on employee participation in decision making is because managers will have a better understanding of problems and also may have a better understanding of how to solve problems. Preventing employee participation in decision making may result in a loss of innovative suggestions and organisational efficiency and productivity (Rodgers & Hunter 1993).
2.4	EMPIRICAL REVIEW
Irawanto (2015), examined employee participation in decision-making: evidence from a state-owned enterprise in Indonesia. The researcher employed descriptive statistics which data source was through primary with the aid of questionnaire. The study was subjected into multi regression analysis using SPSS software. The result from the research showed that there is a positive significant relationship between participation in decision making and motivation in state owned enterprise in Indonesia.
Isichei and Godwin, (2015) conducted on a research on Decision making and the hospitality industry in Nigeria, a study of selected hotels in the federal capital territory in Abuja. The study adopted descriptive method and data were sourced through primary means with the help of questionnaire. It used Multiple Regression method of analysis to generate result. The findings from the result showed that employee participation in decision making had great impact on the performance of hotels in Nigeria.
Abdulrahman (2016) examined Employee Participation in Decision-making (PDM) and Firm Performance. The study employed Descriptive Survey Design; and its data were collected through validated piloted questionnaire which were administered through mail to Three Hundred and Forty One (341) manufacturing firm. The result of the study revealed that there is a positive significant relationship that exist employee participation in decision making and firm performance.
Nuzhath (2014) studied Employee participation and its impact on their Performance. The researched employed Descriptive Survey Design; the data were sourced through questionnaire which was administered to employees (team leaders) of the BPOs of different companies and service sectors. The findings in different BPOs revealed that an excellent performance of the organization and employer-employee relation depends highly on employee participation in decision making. Based on that, the study conducted stated clearly that there is greater significant link between employee participation in decision making and their performance towards the organization.
Dede (2019) examined Employee Participation in Decision Making and Organizational Productivity: Case Study of Cross River State Board of Internal Revenue, Calabar. The Qualitative Data Collected Approach was employed by the researcher of this study which is the use of primary data with the help of questionnaire. The result showed that employees participate in the decision making of the organization becomes easy and creates a good working environment, increase workers commitment and satisfaction on decisions taken
and also increase employee’s moral since they feel recognized and part of team players in the organization and direct consequences of all these increase productivity within the organization.

CHAPTER THREE
RESEARCH METHODOLOGY
[bookmark: _TOC_250006]3.0	INTRODUCTION
This chapter focused on a clear and concise description of the procedures and manner through which this research work was conducted. Data has to be gathered for proper analysis and investigation of employee‟s participation in decision making in public sector organizations using Dangote Flour Mill, as a case study. 
Therefore, an attempt was made in this chapter to show the “how” of this research by considering areas such as design of the study, research instruments, population of the study, sample and sampling techniques, method of data analysis and reliability of instrument.
[bookmark: _TOC_250005]3.1	DESIGN OF THE STUDY
The research design used in any study is determined by the nature of the research problems and the objectives of the study.
The research design appropriate and which was chosen for this academic research is the descriptive survey which involves studying the employee‟s participation in decision making in Matufacturing sector using Dangote Flour Mill, as a case study. 
The reason for this is to make for easier acceptance, the evaluative assessment and comments of respondents as representing the impact and extent to which employees participate in managerial decision making in Dangote Flour Mill.
[bookmark: _TOC_250003]3.2	POPULATION OF THE STUDY
Population can be defined as a group from which a sample is drawn. It can be anything depending on what you are studying. Harper (1971) viewed population as the group of people or items from which information can be obtained.
The population to be survey must be clearly defined before any research can be carried out. Therefore, the population of the study focused on the four functional departments of Dangote Flour Mill of Nigeria located at the head office Asa Dam Oko Erin namely; Commercial/Accounts, Administration/Personnel, Production/Operations and Marketing/Sales.
Respondents for this study consists of managers, officers and staff responsible for the daily execution of key tasks within the organization and are therefore capable of providing the required information.
3.3	SAMPLE AND SAMPLING TECHNIQUES
It is virtually impossible to cover the views of the entire staff in all the branches of Dangote Flour Mill, operating across the country, owing to time and financial constraints. 
However, a sample size of fifty staff working at the Head office was chosen for the conduct of this study. 
The sample size was chosen using a non- probability method of sampling whereby staff covered were picked as having the requisite understanding of the subject and who were most likely to provide required information based on the judgment of the researcher. 
The organization was divided into four strata based on it‟s four functional areas covering Commercial/ Accounts, Administration /Personnel, production /operation and Marketing /Sales.
20 respondents were picked from the Administration/personnel department due to their high understanding of the subject on focus. 10 each were picked from the remaining three departments. This is necessary so as to ensure the validity of the judgement or outcome of the research. We can apply Yaro Yamane‟s model for finding the sample.
The formula is as thus;
n =   	
1+Ne
Where,
n	=	Sample size
N	=	Total population I	=	Constant
e	=	Margin of error

57
1+57(0.05)2
= 50
3.4	METHOD OF DATA COLLECTION
Since the descriptive survey research design has been chosen for this research study, therefore the research instrument which was applicable and chosen is the questionnaire drawn to elicit information on the research topic from the respondents. 
The questionnaire was constructed as a quick way to cover the scope of the question that was asked from the respondents during the interview process. Though, there is no generally acceptable laid down procedures specially for the construction of a good questionnaire, the researcher followed by acceptable rule in order to serve as a guide in the construction of the questionnaire and the interview conducted. Misleading, ambiguous and bias questions were avoided.
ORAL INTERVIEW
Interview was also conducted on the general manager and the heads of departments of the four functional areas/departments of Power Holdings Company of Nigeria Enugu, to know their taken on employee’s participation in decision-making in Nigeria Public sector.
Finally for easy editing and reference purpose, questionnaires were arranged in a logical sequence and numbered.
In attempting to carryout this research work, the sources of data collection are;
1. PRIMARY SOURCE: This data was collected directly from the sample population under study through the use of questionnaire constraining structured questions explaining clearly the objective of the survey and the data requirement, which were prepared in standard questions with exact wordings to be answered uniformly by the respondents indicating their level of agreement or disagreement.
2. SECONDARY SOURCE: This data was also sourced from relevant journals, company’s policy manual, annual reports existing research materials from learned scholars and available textbooks on the research topic.
[bookmark: _TOC_250000]3.5	METHOD OF DATA ANALYSIS
For proper analysis and interpretation of the data to address the problems stated, questions and hypothesis, the use of tables and statistical mode of data presentation formed the basis for analysis. The frequency of answer was shown by providing a frequency table for responses to each of the relevant questions in the questionnaire. In analyzing the employee’s participation in decision making in Nigerian public sector a case study of Power Holding Company of Nigeria Enugu, the chi-square method was used. Chi-square method which is denoted by X2 and pronounced Kai square is a parametric hypothesis testing statistical technique.
The chi-square formula is shown below.
X2 = Ei(oi – ei)2
ei
Where,
X2 = Chi square
	Ei
	=
	Summation of all item in 1 term

	0i
	=
	Observed frequency

	Ei
	=
	Expected frequency







CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS

4.0	INTRODUCTION
This chapter focuses on the analytical aspect of the research work. The general report of activities conducted on the primary data collected from the sample population was made for proper presentation and analysis of responses generated from the administered questionnaire. 
The presentation was divided into two parts. Section I covered the classification of respondents according to Sex, Age, Educational Background, Department, Status (position within the organization) and Working Experience. Section II covered the classification of responses according to the research questions and hypothesis.
4.1	PRESENTATION AND ANALYSIS OF DATA
The result was presented in tables and analyzed using percentage while the chi square test was used for the hypothesis. A total of fifty copies of the questionnaire were administered on respondents working in the four functional areas of the organization at the Head Office out of which forty copies were successfully completed  and  return  representing  80%  of  the  total  number distributed while ten copies were not returned which represents 20% of the total questionnaire administered.
DISTRIBUTION AND COLLECTION OF QUESTIONNAIRE ADMINISTRATION
TABLE 1
	QUESTIONNAIRE
	NO. OF RESPONDENTS
	PERCENTAGE

	Returned
	40
	80%

	Not Returned
	10
	20%

	Total
	50
	100%


Source: Field Survey Questionnaire, 2025.
Table 1 shows that out of 50 copies of questionnaire administered at Power Holding Company of Nigeria, only 40 that is 80% were returned as duly completed. While 10 that is 20% were not returned.

TABLE 2 - ANALYSIS OF RESPONDENTS BY SEX QUESTION 1
	SEX
	NO. OF RESPONDENTS
	PERCENTAGE %

	MALE
	28
	70%

	FEMALE
	12
	30%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
From the above analysis, there are more males than females in the staff composition. The reason for this may be because of the nature of the work which often require more human capital which is always available among the male folk. Hence, management must be careful not to favour one gender with the right to participate in decision making thereby neglecting the other to prevent non- compliance with organizational goals and objectives.
TABLE 3 – ANALYSIS OF AGE DISTRIBUTION OF THE RESPONDENTS
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	20 – 30 Years
	20
	50%

	31 – 40 Years
	16
	40%

	41 years and above
	4
	10%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 3 indicates that the active workplace in age 20 – 30 years and 31 – 40 years represents 50% and 40% of staff that are aware of employee participation in the organization while only 10% or ages 41 and above belong to the older staff. This proportion is good for easy assessment of employee‟s participation in decision making.




TABLE 4 – ANALYSIS OF EDUCATIONAL BACKGROUND
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	SSCE/GCE
	9
	22.5%

	OND
	20
	50%

	HND/B.Sc
	10
	25%

	OTHER HIGHER CERT.
	1
	2.5%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 4 indicates a total of 77.5% or 31 respondents that have sound educational background, ranging from OND, HND/B.Sc and other higher certificate as having a great understanding of employees‟ participation and its impact in increasing productivity in an organization.
TABLE 5 – ANALYSIS OF RESPONDENTS DEPARTMENT
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	Commercial/Accounts
	10
	25%

	Administration/Personnel
	14
	35%

	Production/Operations
	6
	15%

	Marketing/Sales
	10
	25%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 5 shows that all the departments responded well to the questionnaire and it is an indication that all departments are aware of the impact of employee‟s participation in decision making in the organization.


TABLE 6- ANALYSIS OF RESPONDENTS STATUS
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	Top management
	2
	5%

	Middle level management
	14
	35%

	Junior Staff
	24
	60%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 6 shows both Junior Staff and middle level management staff responded well to the questionnaires which leads to the conclusion that a true picture of impact of employees‟ participation in decision making in the organization will be obtained. 24 or 60% of the respondents were Junior staff, fourteen (14) or 35% of the respondents are middle level management staffs and only two (2) or 5% are top management staff.
TABLE 7 – QUESTION 6: HOW LONG HAVE YOU BEEN WITH THE ORGANISATION?
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	Below 1 year
	2
	5%

	1 – 5 years
	14
	35%

	6 – 10 years
	14
	35%

	11 years & above
	10
	25%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 7 indicates that 25% of respondents have served the company for eleven years and above, 35% have served the company for between one and five years, while only 5% have served the company under two years. We can therefore, conclude that up to 95% of the respondents who have served the organization for between one year and eleven years plus must understand what employee‟s participation in decision making is all about.
TABLE 8 – QUESTION 7: DOES MANAGEMENT STAFF MAKE DECISIONS WITHOUT PRE AND POST DISCUSSION AND CONSULTATION WITH EMPLOYEES?
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	Yes
	22
	55

	No
	12
	30

	Don’t know
	6
	15

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 8 above shows the response on whether management staff make decisions without pre and post discussion and consultation with employees. A critical look at Table 8 shows that 22 respondents (55%) says that management staff makes decision without pre and post discussions and consultants with employees while 12 or 30% says that management staff do not make decision without pre and post discussion and consultations with employees. Notwithstanding 6 or 15% of respondents don‟t know whether management staff make decisions without pre and post discussions and consultations with employees.
TABLE 9 – QUESTION 8: DOES MANAGEMENT CHANGE DECISION WHEN REJECTED BY EMPLOYEES?
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	Yes
	8
	20

	No
	28
	70

	Don‟t know
	4
	10

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
An examination of Table 9 shows that 8 respondents representing 20% says that management changes its decision when rejected by employees, while 28 or 70% of the respondents says that management does not change its decision when rejected by employees and 4 or 10% of respondents don‟t know whether management changes its decision when rejected by employees.
TABLE 10 – QUESTION 9: TO WHAT EXTENT DOES EMPLOYEE PARTICIPATE IN DECISION – MAKING?
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	ADEQUATE
	13
	32.5%

	INADEQAUTE
	20
	50%

	DON‟T KNOW
	7
	17.5%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
AS it can be seen from Table 10, 13 respondents representing 32.5% described the extent of employee participation to be adequate while 20 or 50% of the respondents asserted that the extent of employee participation in decision – making is inadequate. However 7 or 17.5% of the respondents maintained that they don‟t know the description they would give as to the extent of employee participation in decision-making in the company.
Let us recall at this juncture, employees participate in decision- making only in trivial issues like changing of duties and never on serious ones. Also, the purpose of most meetings with employees was to brief them about new decisions that have even taken by the management. In fact, management consults employees for advice and suggestions but little use is made of such advice and suggestions. Therefore, management is more autocratic than democratic as it makes decisions irrespective of worker‟s feelings and expects compliance. For that reason, employees cannot reject a management decision and even if there is objection to such a decision, management does not normally change such decisions. However, the only meaningful participation by employees in decision-making is mostly through the workers‟ union especially during collective bargaining. The respondents concluded that there is under participation by employees in decision-making in the company and thus, emphasized that employees‟ desire be more meaningful participation than they are getting at the moment.



TABLE 11 – QUESTION 10: HOW OFTEN DOES EMPLOYEES MEET TO DISCUSS WITH MANAGERS?
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	ALWAYS
	15
	37.5%

	SOMETIMES
	24
	60%

	NEVER
	1
	2.5%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 11 indicates that 15 or 37.5% of the respondents say that employees always meet to discuss with managers while the majority of them said that employees sometimes meet to discuss with managers. This number was found to be 24 (60%) of the respondents. However, only (2.5%) respondent asserted that employees never meet to discuss with managers.
TABLE 12 – QUESTION 11: FACTORS THAT ARE CONSIDERED BEFORE AN EMPLOYEE IS INVOLVED IN DECISION-MAKING.
	VARIABLES
	RESPONDENTS
	PERCENTAGE %

	Rank in Organization
	10
	25%

	Educational Qualification
	5
	12.5%

	Experience
	5
	12.5%

	All of the above
	20
	50%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 12 shows that rank in the organization, experience and educational qualification are factors that are considered before an employee is involved in decision–making. This inference is confirmed by the data in Table 12 in which 20 (50%) of respondents said that all the above factors are considered before an employee is involved in decision-making. A further examination of Table 12 indicated that the factors “educational qualification” and experience” secured the same number and percentage of respondents. This is found to be 5 respondents (12.5%) each respectively. Thought a critical examination of table 12 indicates that 10 (25%) of respondents asserted that rank of the employee in the company influences whether he/she could be involved in decision-making in the company.
TABLE 13 – QUESTION 12: DESCRIPTION OF LEVEL OF EMPLOYEE PARTICIPATION IN DECISION – MAKING.
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	Employees participate Fully in
decision-making
	
5
	
12.5%

	Employees participate

Partially in decision-making
	
14
	
35%

	Employees do not participate
in decision-making
	
21
	
52.5%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 13 reveals the description of level of employees‟ participation in decision making in the company. A look at table 13 indicates that 5(12.5%) said that employees participation fully in decision making while 14(35%) respondents opined that employees participate partially in decision-making in the company. However, 21(52.5%) of the respondents said that employees do not participate in decision making in Power Holding Company of Nigeria, Enugu.





TABLE 14 – QUESTION 13: DESCRIPTION OF LEVEL OF PRODUCTIVITY WHEN EMPLOYEES ARE NOT INVOVLED IN DECISION-MAKING
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	Productivity is High
	6
	15%

	Productivity is Medium
	11
	27.5%

	Productivity is Low
	23
	57.5%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 14 depicts the responses of respondents on their description of the level of productivity when employees are not involved in decision-making. A critical examination of table 14 shows that 6 (15%) respondents asserted that productivity is high when employees are not involved in decision making while 11(27.5%) of the respondents asserted that productivity is medium when employees are not involved in decision making and 23(57.5%) respondents believed that productivity is low when employees are not involved in decision-making.
TABLE 15 – QUESTION 14: HOW OFTEN DOES MANAGEMENT STAFF DELEGATE AUTHORITY FREELY TO SUBORDINATES.
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	ALWAYS
	5
	12.5%

	SOMETIMES
	14
	35%

	NEVER
	21
	52.5%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 15 indicates that 5(12.5%) of respondents maintained that the management staff always delegate authority to the subordinates while 14 (35%) of respondents said that the management sometimes delegate authority freely to subordinates. Notwithstanding, 21 (52.5%) of respondents maintained that management never delegates authority freely to subordinates.
TABLE 16 – QUESTION 15: THE IMPACT OF UNSKILLED EMPLOYEE PARTICIPATION IN DECISION MAKING ON PRODUCTIVITY
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	HIGH PRODUCTION
	3
	7.5%

	MEDIUM PRODUCTIVITY
	10
	25%

	LOW PRODUCTION
	27
	67.5%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table to shows that 3(7.5%) of respondents asserted that the impact of unskilled employee participation in decision-making on productivity was high productivity. 10 (25%) respondents said that the impact of unskilled employee participation said in decision- making on productivity is medium productivity. However, the majority of the respondents 27 (67.5%) agree that the impact of unskilled employee participation was low productivity.
TABLE 17-QUESTION 16: THE IMPACT OF SKILLED EMPLOYEE PARTICIPATION IN DEICISION MAKING ON PRODUCTIVITY.
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	HIGH PRODUCTION
	29
	72.5%

	MEDIUM PRODUCTIVITY
	8
	20%

	LOW PRODUCTION
	3
	7.5%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 17 indicates that majority of the respondents representing 29 (72.5%) said that the impact of skilled employee participation in decision-making on productivity is high productivity, while 8 (20%) of the respondents asserted that productivity is at medium when skilled employee participation is at medium when skilled employee participation in decision is allowed. But 3(7.5%) respondents said that the impact of skilled employee participation in decision-making on productivity is low.
TABLE 18 – QUESTION 17: THE	IMPACT OF	EMPLOYEES PARTICIPATION ON THE EMPLOYEE’S EFFICIENT TO WORK.
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	POSITIVE
	30
	75%

	NEGATIVE
	8
	20%

	NO EFFECT
	2
	5%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 18 indicates indications that 30(75%) of the respondents assert that the impact of employee’s participation on the employee’s efficiency to work is positive, while 8 (20%) of respondents maintained that the impact of employee’s participation on the employee’s efficiency to work is negative and 2 (50%) of respondents said that employee’s participation has no effect on employee’s participation.
TABLE 19 – QUESTION 18: DOES EMPLOYEE’S PARTICIPATION SERVE AS TRAINING AND TESTING GROUND FOR EMPLOYEES?
	VARIABLES
	NO. OF RESPONDENTS
	PERCENTAGE %

	YES
	23
	57.5%

	NO
	11
	27.5%

	DON‟T KNOW
	6
	15%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025
Table 19 depicts the responses of respondents on whether employee’s participation serves as training and testing ground for employees. A look at the table shows 23(57.5%) of respondents asserted that employees participation serves as training and testing ground for employees while 11 (27.5%) of the respondents asserted that employees participation does not serve as training and testing ground for employees and 6 (15%) of respondents don’t know if employee’s participation serves as training and testing ground for employees.
4.2	TESTING OF HYPOTHESIS
The hypothesis is tested using the chi-square statistical tool.

X2 = Σi(oi – ei)2
ei
	Where,
	oi
	=
	Observed frequencies

	
	Σi
	=
	Summation of all item in 1 term

	
	ei
	=
	Expected frequency



X2	= Chi-square The level of significance is 0.05
HYPOTHESIS I
Hi: Employees‟ participation serves as training and testing ground for future members of upper management.
TABLE 19 – QUESTION 18: DOES EMPLOYEES’ PARTICIPATION SEVES AS TRAINING AND TESTING GROUND FOR EMPLOYEES?
	VARIABLES
	RESPONDENTS
	PERCENTAGE %

	YES
	23
	57.5%

	NO
	11
	27.5%

	DON‟T KNOW
	6
	15%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025

	VARIABLES
	Oi
	Ei
	Oi – Ei
	(Oi – ei)2
	(Oi – ei)2 Ei

	YES
	23
	13.3
	9.7
	94.09
	7.07

	NO
	11
	13.3
	- 2.3
	5.29
	0.39

	DON‟T KNOW
	6
	13.3
	- 7.3
	53.29
	4.01

	Total
	40
	
	
	
	11.47


Source: Field Survey Questionnaire, 2025
	X2
	= 11.47

	Where Ei = Sum of responses
	
=
	
40
	
= 13.3

	No of categories
	
	3
	


To determine the degree of freedom
n – 1 = 3 – 1 = 2 level of significance is 0.05 X2 critical value is 5.991
Decision Rule: If X2 calculated is greater than X2 critical value accept the alternative hypothesis. Otherwise do not reject the alternative hypothesis.
Decision: Since X2 calculated (11.47) > X2 critical value (5.991), the alternative hypothesis is accepted which means that employees participation serves as a training and testing ground for future members of upper management.
HYPOTHESIS 2
Hi:	Lack of qualified and company oriented individuals undermine employees‟ participation in decision-making.
TABLE 20 – QUESTION 19: DOES INEFFICIENT AND INCOMPETENET INDIVIDUALS UNDERMINE EMPLOYEES’ PARTICIPATION?
	VARIABLES
	RESPONDENTS
	PERCENTAGE %

	YES
	26
	65%

	NO
	8
	20%

	DON‟T KNOW
	6
	15%

	Total
	40
	100%


Source: Field Survey Questionnaire, 2025.

Using Chi-square, we have
	VARIABLES
	Oi
	Ei
	Oi – Ei
	(Oi – ei)2
	(Oi – ei)2 ei

	YES
	26
	13.3
	12.7
	161.29
	12.13

	NO
	8
	13.3
	- 5.3
	28.09
	2.11

	DON‟T KNOW
	6
	13.3
	- 7.3
	53.29
	4.01

	Total
	40
	
	
	
	18.25


Source: Field Survey Questionnaire, 2025
	X2
	= Σ(oi – ei)2
Ei

	
	The level of significance is 0.05
	

	
ei = Sum of responses =
	
40
	
= 13.3

	No of categories
	3
	


Where,
	oi ei
	
=

=
	Observed frequencies Expected frequency





X2 = 18.25

Degree of freedom = n – 1

= 3 – 1 = 2 level of significance is 0.05 X2 critical value is 5.991
Decision Rule:
Accept alternative hypothesis if X2 calculated value is greater than X2 critical value. Otherwise, do not reject the alternative hypothesis.
Decision: Since X2 calculated value (18.25) > X2 critical value (5.991), we accept the alternative hypothesis, which states that lack of qualified and company oriented individuals undermine employees‟ participation in decision making. It is further evidently in Table 20 where 65% of respondents agreed that inefficient and incompetent individuals undermine employees‟ participation in decision making.

productivity is high.

CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.0	INTRODUCTION
This chapter focused on the summary arising out of the findings and analysis carried out in the previous chapters. Conclusions thereon were stated. Recommendations were made for not only the benefit of both the manager and employees of Power Holding Company of Nigeria Enugu, but at the organisation at large.
5.1	SUMMARY OF FINDINGS
Employees‟ participation is a feature in all organizations, whether small, medium or large, but the procedures, methods and levels of participation used by small, medium and large organisation often differ significantly. Similarly, there are variations in employees‟ participation procedure from one section of the business to another. The objective of the study was not to define employee participation only, but to find out its impact on the productivity of an organisation. In chapter one, the problem being investigated was clearly stated and this was aimed at considering and assessing the impact of employees‟ participation in decision making on the productivity of  Power Holding Company of Nigeria (PHCN) Enugu, also, theoretical framework was made on the research. In chapter two, all known literatures that were relevant to the study under focus were reviewed.
On methodology, in chapter three, descriptive information on statements of study population, sampling technique and size, research instrument, methods of data collection and the analysis were given. As a result of the critical presentation and analysis of data in chapter four, various facts as regard employees‟ participation in decision making were unveiled. For instance, the following observations were made by the researchers as a result of the study carried out:
1. The extent to which employees‟ participation in decision making of the company is inadequate.
2. The Study also revealed that staff rank, educational qualifications and experience are the determining factors for employee participation in decision making.
3. It was further highlighted in this study that employees do not always meet to discuss with managers, they do that occasionally (sometimes).



5.2	CONCLUSION
The following conclusions were made from the findings of this study:
Employees‟ participation serves as training and testing ground for future members of upper management. Also lack of qualified and company-oriented individuals undermine employees‟ participation in decision making at lower organizational levels.
The availability of skilled individuals in organizational decision making promotes productivity. Management is encouraged to make decisions with pre and post discussion and consultations with employees. They should also change their decisions when rejected by employees as it may not be favorable to the employee or may be capable of hindering objectives.
However, the extent to which subordinates participate in decision making is inadequate, management should henceforth improve the degree of employees‟ participation in decision making.
This is because, if employees participate adequately in decision making, it will result to high productivity in the organisation.
Managers should be meeting frequently with the employees to discuss issues about the organisation as this will help to widen the employees‟ knowledge and also increase their understanding as it pertains to decision making and their aspect of the job.
Since the yardstick of employees‟ participation in decision making is on his staff qualification, rank and experience on the job, it is worthwhile that management train and development employees to keep pace and these criteria.
5.3	RECOMMENDATIONS
In a view to improve and ensure high productivity and better labour management relations, the following recommendations are made;
THE ORGANIZATION
Dangote Flour Mill, Asa Dam should provide a psychological climate conductive for effective employee participation in 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 way of encouraging employees to participate effectively, he must be made to feel that his opinions and ideas mean something and that he is valued both as a person and an employee. Also, the organization‟s effort to encourage participation must be sincere. If employees‟ participation programmes are used as gimmick to improve „moral‟ with little or no intent of using employees‟ opinion and suggestion to influence decision, it becomes meaningless and often does more harm than good. Dangote Flour Mill, Asa Dam should establish guidelines as to the freedom managers could allow employees in making decisions concerning work in their departments.
Also, since the company utilizes rank, education and experience in determine who should be involved in decision making there is need to instigate and encourage study leave with or without pay and part time programmes to enable the employees‟ knowledge, competence and position in the organisation. Also, the organisation should allow the experienced and inexperienced to participate in decision. This will make both feel that they have some control over their work.
THE MANAGER
As a way of encouraging effective employee participation in decision-making the manager must operate to two-way communication flow. His effects 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 relieve him of authority or his responsibility for making decisions. The last word rests with him. 
Also, the manager must realize that he has a dual responsibility – the manager‟s responsibility to his organization and the other of his employees. Therefore, the desire and wishes of the employees must be measured against the goals and objectives of the organization.
Management should try and develop group discussions among employees. Decisions can be referred to these groups and in this way, they will develop a perception of common work goals and requirements including the production standard expected of them, an eventually influenced decision-making in the company.
THE EMPLOYEE
The importance of employees‟ advice and suggestions in the growth of the company cannot be overemphasized. Employees should therefore be allowed to participate in management decision- making, the benefits of such participation include 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.
However, the degree of 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  words  no  knowledge  and competence with respect to the problems, then his opinion and suggestions will have value. Therefore, employees should design appropriate method of improving their educational background so as to be able to contribute meaningful in decision making process in the organization. Inspite of the poor background however their advice and opinion can still provide information in the area of concern. By attending meeting, both the experienced and inexperienced will feel that they have some control of their work. it is hoped that the implementation of the above recommendations by the Power Holding Company of Nigeria Enugu would guarantee a better employee management relation and this, will improve the level of productivity.
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