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CHAPTER ONE 
INTRODUCTION
1.1 Background to the Study
In every organization there are people who ensure that the system continues. The system cannot function well if decisions are made instantaneously. It can only excel where there is a planning process. Effective planning is an integral part of organizational strategies to ensure the smooth running of a system. Effective planning is always future oriented. It beings with the formulation of clean aims and objectives most organization have multiple objective related to their production, services and social dimension same objectives are short termed, once these objectives have been established, ways must be designed to pursue when successful in an bureaucratic set up like organization existing method of executive plans could only be modified due to laws and decrees of such entities organization.   
Effect of planning is not how precisely we can product future, but how to uncover things we must do today in order to have a future it bridges the gap between where we are now and where we want to be in a desired future. To do this, the organization must maintain a balance between organization result and means. This principle requires analytical and synthesizing ability on the part of the organization. To make empirical and viable decisions, the organization need tools or devices to get necessary information or the evaluation of various options for an administration, effect of planning and decision making  are never ending process, a process centered to the organization and administration.  
Organizational success largely depends on the effectiveness of planning and decision-making processes. In today's competitive business environment, companies must adopt strategic approaches to planning in order to align operations with corporate goals and respond effectively to external challenges. Planning involves setting objectives and determining the best course of action to achieve them, while decision-making entails selecting the most appropriate alternative from available options (Robbins & Coulter, 2022). These functions are vital in ensuring the efficient allocation of resources, risk management, and overall organizational growth.
BUA Cement Company, a major player in Nigeria's manufacturing and construction sectors, operates in a highly dynamic environment that demands sound strategic planning and timely decisions. With Nigeria's economic fluctuations, infrastructural challenges, and increasing market competition, organizations like BUA Cement must continually refine their planning and decision-making practices to remain resilient and sustainable (Ogunyomi & Adeniji, 2023).
1.2 Statement of the Problem
The lack of understanding the intricacies of importance of planning and decision making that sometimes influence organizational authority into making decisions and plans are unprofitable to the continuity of their operations.  In bid to solve this problem with viable solutions this study is sought out to look into different approaches of effect of planning as well as improving the effectiveness of decision making in order to create an atmosphere where workers in the organization will work together in a cordial environment through effect of good planning and decision making. Bad policy and inconsistence in decisions making are among the major challenges in organizational systems and have created many unresolved problems among leaders and their employees in our current workplace and entire society. 
Despite the critical role of planning and decision-making in achieving organizational objectives, many companies in Nigeria, including those in the manufacturing sector, continue to struggle with issues related to poor implementation of plans, delayed decision-making, and lack of strategic foresight. At BUA Cement Company, challenges such as inconsistent policy execution, limited employee involvement in decision-making, and inadequate data utilization may hinder optimal performance.
These issues raise concerns about the effectiveness of the company's planning and decision-making frameworks. If not addressed, such shortcomings can lead to inefficiencies, reduced productivity, and missed growth opportunities. Thus, this study seeks to examine how planning and decision-making affect organizational performance at BUA Cement Company, Nigeria, with the aim of identifying strategies for improvement and sustainable growth.

1.3 Research Questions
The following research questions were raised to guide this study
· There is effect of planning on decision making and organizational effectiveness
· There is a significant relationship between planning and decision making in organization
1.4 Objective of the Study
The main objective of this study is effect of planning on decision making and organization effectiveness.  But for the successful completion of the study; the researcher intends to achieve the following sub-objectives are:
i. ascertain the effect of planning on decision making in an organization;
ii. know whether effective decision making bring about harmonious relationship in an organization;
iii. ascertain the level of decision making for organizational effectiveness; and
iv.  examine the relationship between planning and decision making in organization.
1.5 Research Hypotheses
For the successful completion of the study, the following research hypotheses were formulated by the researcher;  
· There is no effect of planning on decision making and organizational effectiveness
· There is no significant relationship between planning and decision making in organization.
1.6 Scope and Limitation of the Study 
The geographical scope of this study is Bua Cement Company. The subject scope focuses on planning, decision making and organization. The researcher encounters some constrain which limited the scope of the study;
The limitations for this study include the research material available to the researcher is insufficient, thereby limiting the study. The time frame allocated to the study does not enhance wider coverage as the researcher has to combine other academic activities and examinations with the study. There is limited Access to the selected auditing firm makes it difficult to get all the necessary and required information concerning the activities.
1.7 	Definition of Terms
Planning: Planning is the process of thinking about and organizing the activities required to achieve a desired goal. It involves the creation and maintenance of a plan, such as psychological aspects that require conceptual skills
Decision: A conclusion or resolution reached after consideration.
Organization: An organized body of people with a particular purpose, especially a business, society, association, etc.
Effectiveness: This refers tothe capability of producing a desired result or the ability to produce desired output. When something is deemed effective, it means it has an intended or expected outcome, or produces a deep, vivid impression.
1.8 	Historical Background of the Area of Study
BUA Cement is a publicly listed firm headquartered in Nigeria, it produces and markets cement products in the country. It is the second largest producer in Nigeria after Dangote Cement. The company was formed through the consolidation of the cement interest of the BUA Group, promoters of Obu Cement Company and the Kalambaina Company majority owned Cement Company of Northern Nigeria.
BUA Group's entry into the cement market began in 2008 when the government gave them the license to import cement to a selected group of entrepreneurs. BUA initially began operations with a floating cement clinker, re-bagging the products before it went on to purchase controlling interest in the struggling Edo Cement plant. Majority of the firm's raw materials are found close to its plant locations in Edo and Sokoto States. The company was listed on the Nigerian Stock Exchange in January 2020 with a market cap of $3.2 billion.
In 2009, BUA Group purchased interest in Edo Cement Company, Okpella, a company that previously traded under the name of Bendel cement. As production was on a decline at the plant, BUA commissioned a new plant at Obu, a few kilometres from Okpella,production from the new clinker began in 2014, later another production line was added in 2019. Combined production capacity at its two lines is 6 million tonnes. The Cement Company of Northern Nigeria was incorporated in 1962 as the first cement manufacturing firm in the Northern Nigeria region. The first plant was built by a West German engineering firm at the cost of three million pounds.
The capacity of the first plant was 200,000 tonnes per annum producing through a dry process kiln. Throughout its operations, technical and management difficulties affected the running of the clinker. In 1988, a new 600,000 tonnes plant was commissioned and the old one was later decommissioned. The company was foundedby the Northern Nigeria Development Company and sourced its limestone from the Kalambaina formation nearby. BUA Group acquired controlling interest in CCNN in 2009 and in 2018, it facilitated the merger of its solely owned Kalambaina Cement with the publicly listed CCNN.The firm's Kalambaina plant includes investment in energy infrastructure such as a power plant to supply electricity and coal mining to fuel the plant.
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CHAPTER TWO
LITERATURE REVIEW
2.1	 Introduction
This chapter presents a review of existing literature on planning and decision-making within organizations, with a particular focus on their impact on performance and operational efficiency. It explores theoretical foundations, conceptual clarifications, and past empirical studies relevant to the subject matter. The purpose of this review is to provide a robust understanding of how strategic planning and decision-making influence organizational outcomes, using BUA Cement Company as a case study. The literature review also identifies gaps and provides a framework for analyzing the research findings.
2.2 	Conceptual Framework
2.2.1    Planning
Planning is the process of thinking regarding the activities required to achieve a desired goal. Planning is based on foresight, the fundamental capacity for mental time travel. The evolution of forethought, the capacity to think ahead, is considered to have been a prime mover in human evolution.  It is the process of deciding when, what, where and how to do a certain activity before starting to work. Various types of plans are operational, tactical and strategic plan, formal and informal plan, proactive and reactive plan and functional and corporative plan. The planning process comprises analysis of the environment, setting the objectives, develop premises, determine and evaluate alternatives, selection of the best alternative, formulation of the derivative plan, budget formulation, and implementation of the plan and follow up action. 
Planning is the process of deciding when, what, where and how to do a certain activity before starting to work. Various types of plans are operational, tactical and strategic plan, formal and informal plan, proactive and reactive plan and functional and Corporative plan. The planning process comprises- Analysis of the environment, Setting the objectives, Develop premises, Determine and evaluate alternatives, Selection of the Best alternative, Formulation of the derivative plan, Budget formulation, Implementation of the plan and Follow up action.
2.2.2   Decision Making
Decision Making is the act of making a choice among available alternatives. It is the process of making choices by identifying a decision, gathering information, and assessing alternative resolutions. Using a step-by-step decision-making process can help you make more deliberate, thoughtful decisions by organizing relevant information and defining alternatives.



2.2.2.1   Understanding the Importance of Decision-Making Process
A good understanding and the establishment of sound decisions and policies are very important for leadership in all businesses. Leadership is a functional one, meaning that leadership is at the service of collective effectiveness. People in leadership positions, be it in institutions, businesses, government, or nonprofit organizations are challenged every day with a myriad of leadership decision making in their individual company. These business leaders and managers are always making decisions that are associated with their subordinates, policy, planning, controlling, methods, training, and compensations do so often in a critical, complex, and challenging situations. Leadership decision-making is an integral part of any organization. It involves a sequence of activities that involves leadership’s courage, and evaluation, as well as “gathering, interpreting and exchanging information, creating and identifying alternative courses of action, choosing among alternatives by integrating the often differing perspectives and opinions of team members; and implementing a choice and monitoring its consequences”.
 As a process of selecting from the many different alternatives, organizational leaders must consider, analyze, and evaluate the best of all different alternatives from which advantages and disadvantages are known. This particular process will help them to make good decisions and enhance the successful operation of their business. The more skilled leaders are, the more likely they will feel confident in their abilities and competent to make good decisions. For it is only the leader that understands the nature and principles of decision making will be able cope with complex and challenging situations more effectively than the leader who does not possess any of the ideas. For example: the leader who had the knowledge and have studied the qualities and characteristics of organizational diversity stands a better chance of making decision on team building when compared with a leader who have not.
 Decision making is of vital importance in organization because it permeates through all managerial functions and all areas of business including; recruitment, selection, job description, organizing, planning, training, marketing, policy, and compensation among others put, it is the act of carrying out managerial tasks and responsibilities. According to Mumford, Zaccaro and Harding, problem-solving skills refer to a leader’s creative ability to solve new and unusual, ill-defined organizational problems. Nahavandi claims that a leader is anyone who influences individuals or groups within an organization, helps them in the establishment of goals, and guides them toward achievement of those goals, thereby enabling them to be effective.
2.2.2.2     Factors Influencing Leadership Decision Making
Organizational leadership is the plan the leaders have in place for the organization. They organize a plan in place to establish success and accomplish goals of a company. Decisions are made in organizations daily. These decisions, no matter how big or small, impact organization in a major way. It’s important for leaders to evaluate the situation before making a decision. As earlier indicated, many studies by different professions had shown that there are several important factors that may influence leadership decision making in organizations. These factors include:past experience, cognitive biases, age and individual differences belief in personal relevance, and an escalation of commitment as well as the influence what choices people make. Understanding the factors that influence decision making process is important to understanding what decisions are made. That is, the factors that influence the process may impact the outcomes. In like manner, the other major factors that can influence decision making include: leadership style influence, a variety of cognitive biases, change, technology, politics, communication, economic status, market cost, and social responsibility among other factors. 
The above mentioned factors can affect any organization in one way or the other. Dietrich in discussing leadership decision making strongly agrees that age, environment, socioeconomic status, biases, past experiences are among the relevant factors that influences decision making among organizational leaders and managers. There are three major leadership behavioral styles that can influence decision making in any organization. There are namely: autocratic, participative, and delegate leadership style. The autocratic also known as authoritative decision making is associated with a leader having a total control and ownership in making decisions in the organization. Here the leader makes decisions with no consultation or suggestion of ideas from his subordinates. This style works well when decisions have to be made quickly and in emergency situations. The participative or democratic style is more inclusive of the group. This is a leadership style that allows and encourages members of the group to express their ideas, and be involved in the decision-making process of the organization. The Laissez-faire otherwise known as delegate style allows the leader to delegate the decision-making responsibility to an individual or group. This style works well if the leader is surrounded by motivated, skilled and talented group of employees. 
The understanding of the culture of the people of any group by a leader is an authentic way of knowing them. Morgan describes culture as an active living phenomenon, through which people jointly create and recreate the world in which they live. The lack of the culture and knowledge of the people in your organization may affect your decision making in your business. The people’s culture is very important and what they think ought to be done in their society. Previous experiences can greatly affect future decisions. Juliusson, Karlsson, and Garling also indicated that past decisions may influence the decisions people make in the future. More recently, some researchers have stressed the importance of environmental, social, and emotional influences on decision-making. Fischhoff emphasizes the effect that context and interpretation can have on decision-making and Loewenstern stresses those visceral factors, such as sexual arousal or hunger, can greatly affect decision-making processes. Today, teams and organizations face rapid change like never before. Globalization and technology have increased the markets and opportunities for more growth and revenue. Leadership is human communication which modifies the attitudes and behaviors of others in order to meet shared goals and needs.
2.2.2.3      Ethics and Decision Making Models
Ethical codes in organizations are tool for clarifying acceptable behavior and provide guidance to managers when dealing with ethical dilemmas. Ethics is very important in business and each leader has an important role to play in ethical decision making in their organizations. Since ethics is defined as the philosophical study of moral behavior, of moral decision making or of how to live the good life. The expectation and common theme for any organizational leader and manager to play in ethical decision making process is dedication, trust, fairness, acting in good faith, and transparency. It is an essential configuration of organizational leadership and management. For instance, it will be of vital importance to have a valid framework in place that would encourage leaders to analyze and make ethical decisions while helping them avoid some complexities and ethical dilemmas in the system that cannot be resolved through the application and implementation of codes of ethics. In this regard, Corey suggested the following ethical decision making model to keep both leaders and decision makers informed in decision making process as well as in the resolution of ethical dilemmas.


2.2.2.4   Communication in Decision Making
A good understanding and the establishment of a valid communication and decision-making are of such significance to leaders and managers in the creation of clear policies in all their individual organizations and businesses. While leadership is a functional one, meaning that leadership is at the service of collective effectiveness communication in the other hand is arguably one of the single most important aspects of organizational management tool. Communication is the primary function of any effective leader in an organization. In any business operations, valid, effective, and share communication are of great importance to the leaders and manager of every organization. Although organizational leadership has become increasingly complex in both purpose and structure and therefore requires suitable methods of leadership decision systemic styles to address this challenge. One of these suitable methods centers on effective communication and the provision of good working environment. Communication is one most essential skill that contributes to any successful business. While some of the importance roles of effective leadership in present-day business improvement have been stressed, there is a continuing global debate about the leadership decision making approaches that are most beneficial to maintainable major organizational improvement. It is also useful to be aware that, in today’s society, organizational leadership, decision-making, growth, effective management, and organizational success are based on the quality of the decisions policy makers. Thus, the establishment of appropriate approach, ways of improving communication, and quality of decision making in any organizations must include appropriate channel for all communications, awareness of how perception, culture, channel, and language can create, provide a valid working relationship and climate, encourage feedback, mutual respect and trust, rromote dialogue and group consensus, listen effectively, be clear with words used as intended meaning may be misinterpreted and be aware of the culture and diverse nature of the employees. 
Leadership is all about getting people to work together to make things happen that might not otherwise occur or prevent that which ordinarily would take place. Leaders must cultivate a meaningful relationship in all businesses that requires clear, honest, and reciprocal communication. Leadership position involves motivating others and one way to accomplish this is through a process of sharing information in the system decision making. It is believed that in organizations, leaders have a moral responsibility to take care of their followers and help them develop their personal cares, to be a consultant for followers’ personal problems. They must decide on their values and set goals to insure a fruitful decision-making process. Therefore, before making a final decision or taking any course of action, leaders must discover or create a set of alternative courses of action and gather information about each. Having gathered the information with which to make a decision, they must apply information for each course of action to predict the outcomes of each possible alternative and make a decision for implementation. Communication is both complex, irreversible (it is difficult to take back messages that have been sent), and it involves more than just one person sending a message to another. Instead, communication can be seen as the primary defining characteristic of every leader that involves the negotiation of shared interpretations and understanding in the entire organization. Leaders need followers and followers need leaders in order to accomplish the desired goals and outcomes in their individual organizations.
2.2.2.5	  Managerial Decision-Making and Related Issues
Company management in the 21st century is quite difficult and complex. Management decisions are often define as the fate of the employees, so as of the company, therefore it is necessary to investigate the decision-making process and related issues comprehensively. Manager's decision depends on a number of factors, namely: the manager's knowledge, experience and possibility of understanding the process and objective factors. It should be mentioned that, professional managers will be well aware of the responsibility for the decisions made. Solutions to be taken by a manager can be viewed from different angles. For example, decisions by its nature can be: programmed and non-programmed. Program decisions are made for fulfillment of repetitive and routine tasks. And non-programmed solutions are used in a unique and difficult situation; they are innovative in essence, because newly created problems are settled by unconventional solutions. For achieving constant high level, the company needs to elaborate certain standards for action in standard scenarios. 
Development of such standards provides that there will not be operational shortcomings on the equal level. One of the principles of the world giant company “Toyota” says "standardized processes and actions are the basis and motivator for constant improvement". It definitely should be mentioned that the process standardization does not involves the constant freezing and receiving as constant reality. The organization is a living organism, and therefore, it is necessary to update standardized processes - for better satisfaction of users, which will be possible through ensuring a healthy, high-level corporate culture and good will in the company. Decision-making is related to some kind of compromise. Hierarchically we distinguish the strategic, tactical and operational decisions. Strategic and partially tactical decisions are non-programmed and programmed decisions are mostly made on operational level. Management may have three different approaches to decision-making: intuitive decisions; reasoning-based solutions; rational decisions. Intuitive solutions - people often make decisions on the base of feelings (inner voice, heart sound, instinct, intuition), which has not yet been studied and play importance and a very big role in the successful people-business, as well as in science and other spheres of activity.
Intuitive decision is a choice made with the sense of inner confidence. Manager’s knowledge, experience and understanding of the responsibility for the outcome determine the accuracy of intuitive decision. The success of the company impossible without very well thought out and thoughtful decision made by the management, however, very well thought-out decision may have no effect, as many of the company's example shows. Businesses in itself imply a risk, even according to the definition of business, it is: "own risk-based entrepreneurial activities", and the risk implies that there always is remained "something" unexpected in entrepreneurial activity. Here the question arises, how to work in an environment where each investment has so much vital importance, accumulation of which in the market economics is very difficult. 
Certainly there is no clear answer, but there are shown ways of different successful entrepreneurs and geniuses, which give recommendations regarding adoption decisions in undefined environment. For example, Albert Einstein used to say that "intuition - it is a sacred gift and the rational thinking - good service. "As Einstein says - rational thinking, which may also be confused with logical thinking - holds great practical value, but do not forget that it is a tool. The world's richest man - Bill Gates adds:" In part you have to rely on your intuition ". It is not simple - based on - the so-called untouched and not direct proof feelings, but it is necessary. As Steve Jobs says, "Your time is limited, so do not lose it for another human life. „Do not be bound by dogma, which is the result of other people's thinking. Do not allow other people to vote, and do not suppress own inner voice and most important, have the courage to follow your heart and intuition. They somehow always know what you want to be become, everything else is secondary." Therefore in our opinion, it is clear that, to be based on own intuition and inner voice is one of the important and crucial in the process of achieving success.  
Discussion taken on the basis of decisions – discussion-based decision can be considered as a result based on knowledge, experience, logic and mutual agreement of certain group of people. Decision on the base of judgment is made on the basis of mutual reasoning – through summarizing thoughts of qualified staff and if necessary external consultants. The great advantage of such decision is the synergy that will provide the selection of the best alternative, but it is necessary to say that compared with individual decisions it requires more time and is less flexible. Rational solution to the problem: the rational way of problem-solving process is very efficient and effective. In addition, as the practice shows, it is quite usable. Rational decision-making process includes the following steps connected to each other logically: problem diagnosis, selection of decision-making criteria and restrictions, outlined alternatives, evaluation of alternatives, selection of alternatives and implementation. 
2.3 	THEORETICAL FRAMEWORK
 Efficiency of Plans
This concept stresses that a plan is efficient when it contributes to purpose and objectives as offset by the cost and other unsought consequences required formulating and operating such plans. As such a plan too high attracts unnecessarily high costs. Also, even though the concepts of efficiency implies the normal ratio of input to output in terms of money, labor hours or units of production to include such values as individual and group satisfaction. In all, it can be concluded that if managers do not plan to some degree, they would have no idea of whether or not the organization is accomplishing its purpose. Dixon (1970) provides four reasons why planning is important for good management. He highlights that planning aids the process of control, because mangers have a benchmark against which they can measure the actual results achieved,  helps to make the operations of organization more economical, focuses attention on the organization’s real objectives and helps to offset the effects of uncertainty and change.
 He however, warns that this does not imply that planning remove, or even transcend the presence of risk, but it does make managers more aware of the risk involved. However, Plans emerge or are formulated during the planning process. These plans also differ. In fact it has been argued that failure of some managers to recognize that variety of plans has often caused difficulty in making planning effective.Koontz at el (1980) typologies plans as purpose or missions, objectives, strategies, policies, rules, procedures, program and budgets. They are however, very cautious in categorizing plans based on some rigid time frames. According to them, the time frame allocated to a particular plan depends largely on what they term “the commitment principle” this principle states that logical planning encompasses a period of time in the future necessary to foresee, as much as possible the fulfillment of commitment involved in decisions made today. They basic assumption upon which this principle rests is that, since in general planning and the forecasting that underlies it is costly, an organization should probably not plan for a longer period than is economically justifiable. Yet it is risky and wasteful to plan for a shorter period. According to J.Aitag he went further to explain what planning is all about and also what are the levels of planning which means all managers participate in the planning process to some degree. Participation in the planning process will depend on the size and the goal of the firm and the specific function of the manager.
2.3.1   Important Parts of Planning
Aitag explains that planning horizon is an important part of any plan in the planning horizon, the length of time the plan specifies for activities to be carried out. Three planning horizon can be identified: long range, intermediate and short range.
i. Long-range planning: Thisinvolves identifying those activities to be performed over an extended period of time. Long range plan may extend for several decades. Long range planning is different from strategic planning, which is primarily concerned with how the organization will position itself among competing firms in a market. Long-range planning identifies the activities to be performed that will lead to the accomplishment of official goals. One important feature, a long-range plan is necessarily different from shorter planning horizons in a plan covering 20 years.
ii. Intermediate Planning: Thisidentifies activities be carried out over a period of five years at the middle levels of the organization. Intermediate planning is critical in most cases to the success. Intermediate planning is focused more on the activities that have to be carried out with a planning horizon that contains fewer uncertainties. 
iii. Short-range Planning: Developing plans for implementation within a planning horizon of less than one year is often referred to as short-range planning. Short-range plans may specify activities to be carried out that will achieve certain production levels each week. While short-range plans are necessary for most organizations, they can have drawbacks. Often managers become so focused on short-range plans. Ultimately, this can lead to failure in the accomplishment of organizational goals. There are several steps in planning process used by large, diversified corporation.
 Leadership
In general, leadership decision making (LDM) among other qualities and functions of a leader offers an ongoing creativity and important new insights into leadership and management activities in all organizational operations. The purpose of this study was focused on identifying the factors influencing success in decision making among organizational executives, leaders, mangers, and supervisors in organizations’ practices. Organization is undoubtedly a systemic network that is both complex and dynamic in nature. In organizations, tough quality and sound decision making are the major element and essence of leadership. The other goal of this work is to discover a scientific break-through which is based on the experience, knowledge, and the skills of the selected participants of this study with the aim of improving quality decision making among leaders and overall accomplishment of organizational goals, objectives, and performance.
 In this regard and for effectiveness, a leader must have self confidence in order to gather and process information and solve problems. For them a person riddled with self-doubt would never be able to take the necessary actions nor command the respect of others. Leaders must know what decisions to make and keep the interest of all stakeholders involved. Followers will be less committed to the team if the leader doubts their decisions. They must show followers that they are able to acknowledge when they are wrong and move forward to a better solution. 
Another significant problem that encouraged this work is the lack of knowledge on how to design positive decision environment, healthy communication skills, and essential tools for leadership decision making in the entire organization. Many leadership practitioners and scholars believed that any organization faced with negative policy and decisions by its leadership and management will continue to fail, their people will be often left to ponder the cause, and that organization would be unproductive in their business while giving way to employees to break the circle for both job performance and goal accomplishment. For instance, said, “Authentic leaders exemplify high moral standards, integrity, honesty, and authentic leaders acknowledge their personal limitations and shortcomings, and are therefore less likely to adopt a defensive attitude about organizational problems”. 
Furthermore, creative policy development and decision making among organizational leaders and management are of vital importance to the growth, development, and success of any business establishments. For instance, choosing the best alternative from many alternatives and making a good decision in critical matters and challenging situations is always a good strategy of solving problems in most organizations. Thus, the problem in most organizations is that problems tend to present themselves in non-associated symptoms. And the tendency of organizational members and business executives is often to address symptoms of the problem irrespective of the facts that members may “know” that the problem they are addressing is just a mere symptom. This point contributes among other factors, one of the major loopholes in decision making by managements and organizational leaders. However, being able to see problems from a variety of other perspectives from within the organization allows for a better understanding of the problem.
2.3.2 	Major Factors that Influence Leadership Decision Making in Organizations
Many studies by different professions had shown that there are several important factors that may influence leadership decision making in organizations. These factors include: past experience, cognitive biases, age and individual differences belief in personal relevance, and an escalation of commitment as well as the influence what choices people make. People make decisions about many things differently and under different circumstance or situation. For example, a decision about a new product may rest with those in product management, manufacturers, marketing research and finance. They make political decisions; personal decisions, including medical choices, romantic decisions, and career decisions; and financial decisions, which may also include some of the other kinds of decisions and judgments. Quite often, the decision making process is fairly specific to the decision being made. Some choices are simple and seem straight forward, while others are complex and require a multi-step approach to making the decisions.
Leaders and managers in any organization should weigh all necessary options and the outcomes of their decisions while being aware that each of the decisions made may either affect the organization as a whole, shareholders or any member of the organization. For a sound and comprehensive decision making, leaders should understand that all rational decision making processes requires a great deal of time and a valid sharing or knowledge of information. They should be able to use the best type of leadership decision making style described into determine the systemic process to apply in any given situation as well as the people or group to be involved in the decision making process. Since leadership and management activities in organizations involve change, inspiration, motivation, and influence, management and effective leadership, both leaders and managers must then strive to focus on the process of setting and achieving the goals of their businesses through the functions of management, with reference to strategic planning, organizing, directing, controlling, and goal accomplishments.
2.3.2 	The Roles of a Leader in Organizational Decision Making
Everyday leaders make decisions. Decision making is the key role of leadership and people always associate leadership in business and politics with making good decisions and a great emphasis on being the head of a group. Leaders must be effective in their organizational decision making by pulling rather than pushing; by inspiring their subordinates rather than ordering them; by enabling people to use their own initiative and experiences rather than by denying their efforts or constraining their experiences and actions in the organization. It of vital importance to know that functional leadership is not usually defined by a specific set of behaviors but instead by generic responses that is prescribed for and will vary by different problem, issues, challenges, circumstances, and different situations. In their views, Hackman and Walton maintained that: the emphasis switches from “what leaders “should do” to “what needs to be done for effective performance”. Every organization is a systemic whole and network that is dynamic, challenging, complex in nature, and established for the purpose of serving the common good, and goal accomplishments. While no leader exists and operates outside the organization, all organizations need leaders to exist, and survive in all its operations. According to study, leaders must know how to lead as well as manage. Otherwise, without leading as well as managing effectively, today’s organizations face the threat of extinction.
 In the view of Glanz, the crux of good leadership is the ability to make thoughtful, reasoned decisions. In order to be the best judge, a leader should have critical thinking skills. They must respond quickly to situations. They must also reflect and be able to point out areas that need improvement. Good judgment in the context of educational leadership requires that the leader have a firm grounding in the educational enterprise, combined with a keen sense of awareness of the complex factors that impinge on school practice. According to Northouse leadership is defined as: “a process whereby an individual influences a group of individuals to achieve a common goal”. For him, a leader must be willing to take responsibility and tasks, pursue goals, self-confident, exercises initiative in social situations, and willing to accept consequences in all organizational decisions. 
The paradigm of Northouse, which states that leadership is a process whereby an individual influences a group of individuals to achieve a common goal, clearly focused on the leadership decision making in organizations. It conceptualizes and identifies the five basic elements common to the phenomenon of leadership. These five components include the following elements, and themes that form the core “consensus” components of how leadership is currently conceptualized in the views of Northouse: leadership is a process; emerges out of a reciprocal relationship of influence; occurs in a community or group context; involves goal attainment around shared visions, purposes, and values and intentional about making real or concrete change
A greater attention to the above paradigm and five components of organizational leadership and management decisions should provide distinct insight into effective decision making process in all situations. Both employers and employees should know that sometimes mistakes may happen and the important decisions made by intelligent, responsible people with the best information and intentions may go wrong. For instance: the Iraq war and the meltdown of the financial markets in 2008. In such situations, effective leaders are required to acknowledge their mistakes and take the necessary steps to either repair, correct, or amend the situation. For in every organizational activity, constant, clear, and quality leadership is necessary for success. The way leaders behave and what they choose to do will be judged ultimately by the purpose or motivation of those actions and the values that guide their leadership decisions and behaviors. Leana(1999) has found that leader behavior strongly influences the number of alternative solutions proposed and discussed by groups and the actual final decisions made by them. Due to the complexities associated with many organizations, leaders and managers should through sound decision making be able to influence the growth and development of their businesses by bringing in new strategic techniques, technologies, training and development of employees, updating of policies, as well as keeping to the moral standards while maintaining the mission and vision of the organization. 
2.4 	EMPIRICAL REVIEW
Every business and institutional leader should be held to common standards, with rules and procedures that are clear, firm, fair, and consistent while treating all involved in their company with dignity, prudent, and respect irrespective of their differences. In making good decisions and working effectively well among workers in the organizations, it is necessary that leaders should be deemed as a strategic aim of the organization. However, leaders must have self-confidence, plan ahead, listen, seek correct information, be analytical, and where necessary get their subordinates involved in the decision making process while avoiding not to act in a hurry. There must be a set of steps to incorporate the above elements into a sound decision making process. These elements allow business leaders ability to translate intentions into reality by aligning the energies to the organization behind an attractive goal. As a leader you are expected to make decisions that are in the best interest of the whole organization. In affirmation and support of the above statement; Jacobs and Jaques (2000) stated: Executive leaders “add value” to their organizations in large part by giving a sense of understanding and purpose to the overall activities of the organization. In excellent organizations, there almost always is a feeling that the “boss” knows what he is doing, that he has shared this information downward, that it makes sense, and that it is going to work.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 	Introduction
This chapter focuses on methodology to be used to this research work successfully. It explains the research design. It also gives details about the population and sample used for the research.
3.2  	Research design
The researcher used descriptive research survey design in building up this project work the choice of this research design was considered appropriate because of its advantages of identifying attributes of a large population from a group of individuals. The design was suitable for the study as the study sought to effect of planning on decision making and organizational effectiveness.
3.3  	Sources of data collection 
Data were collected from two main sources namely: Primary source and Secondary source 
Primary source:
These are materials of statistical investigation which were collected by the research for a particular purpose. They can be obtained through a survey, observation questionnaire or as experiment; the researcher has adopted the questionnaire method for this study.
 Secondary source:
These are data from textbook Journal handset etc. they arise as byproducts of the same other purposes. Example administration, various other unpublished works and write ups were also used. 
 3.4	 Population, Sample and sampling of the study 
Population of a study is a group of persons or aggregate items, things the researcher is interested in getting information on the study effect of planning on decision making and organizational effectiveness. 200 staff of Bua Cement Company was selected randomly by the researcher as the population of the study.
Sample is the set people or items which constitute part of a given population sampling. Due to large size of the target population, the researcher used the Taro Yamani formula to arrive at the sample population of the study.
n= N
    1+N (e) 2
n= 200
1+200(0.05)2
= 200
1+200(0.0025) 
= 200               200
1+0.5      =      1.5       = 133.

3.5	Method of Data Collection 
The major research instrument used is the questionnaires. This was appropriately moderated. The secretaries were administered with the questionnaires to complete, with or without disclosing their identities. The questionnaire was designed to obtain sufficient and relevant information from the respondents. The primary data contained information extracted from the questionnaires in which the respondents were required to give specific answer to a question by ticking in front of an appropriate answer and administered the same on staff of the two organizations: The questionnaires contained structured questions which were divided into sections A and B.
3.6     Techniques For Data Analysis
The data collected was not an end in itself but it served as a means to an end. The end being the use of the required data to understand the various situations it is with a view to making valuable recommendations and contributions. To this end, the data collected has to be analysis for any meaningful interpretation to come out with some results. It is for this reason that the following methods were adopted in the research project for the analysis of the data collected. For a comprehensive analysis of data collected, emphasis was laid on the use of absolute numbers frequencies of responses and percentages.  Answers to the research questions were provided through the comparison of the percentage of workers response to each statement in the questionnaire related to any specified question being considered.
The simple percentage method is believed to be straight forward easy to interpret and understand method. The researcher therefore chooses the simple percentage as the method to use.
The formula for percentage is shown as. 
% = f/N x 100/1 
Where f = frequency of respondents response 
N = Total Number of response of the sample 
100 = Consistency in the percentage of respondents for each item contained in questions. 







    CHAPTER FOUR
PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA
4.1	 Introduction
This chapter presents analyze and interpret the data collected during the field survey.  This presentation will be based on the responses from the completed questionnaires. The result of this exercise will be summarized in tabular forms for easy references and analysis. It will also show answers to questions relating to the research questions for this research study. The researcher employed simple percentage in the analysis. 
4.2       Data Presentation Analysis 
The data collected from the respondents were analyzed in tabular form with simple percentage for easy understanding.  A total of 133 (one hundred and thirty three) questionnaires were distributed and 133 questionnaires were returned.







Table 1: Demographic Data of the Respondents
	Sex
	Frequency
	Percent (%)

	Male
Female
Total
	77
56
133
	57.9
42.1
100

	Qualification
	Frequency
	Percent (%)

	Primary/S.S.C.E/Equivalent
NCE/ND/DIPLOMA
BA/BSC/HND
MBA/MSC/PHD
	
40
71
96
11
133
	
18.3
32.6
44
5
100

	Position
	Frequency
	Percent (%)

	Management
Senior staff
Junior staff

	37
50
46
133
	27.8
37.6
34.6
100



Source: Researcher’s Field Survey 2025
From the above table it shows that 57.9% of the respondents were male while 42.1% of the respondents were female.  The table shows that 37 respondents which represents 27.8% of the respondents are management, 50 respondents which represents 37.6 % are senior staff, 46 respondents which represents 34.6% of the respondents are junior staff.



4.3 	Testing of Hypotheses
There is no effect of planning on decision making and organizational effectiveness
	Table 2: There is no effect of planning on decision making and organizational effectiveness

	Response 
	Observed N
	Expected N
	Residual

	Agreed
	40
	33.3
	6.8

	strongly agreed
	50
	33.3
	16.8

	Disagreed
	26
	33.3
	-7.3

	strongly disagreed
	17
	33.3
	-16.3

	Total
	133
	
	



	Test Statistics

	
	There is no effect of planning on decision making and organizational effectiveness  .

	Chi-Square
	19.331a

	Df
	3

	Asymp. Sig.
	.000

	a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 33.3.


Decision rule: 
There researcher therefore reject the null hypothesis that state there is no effect of planning on decision making and organizational effectiveness as the calculated value of 19.331 is greater than the critical value of 7.82. Therefore the alternate hypothesis is accepted that state that there is effect of planning on decision making and organizational effectiveness.
Test of Hypothesis Two
There is no significant relationship between planning and decision making in organization
	Table 3:There is no significant relationship  between planning and decision making in organization

	Response 
	Observed N
	Expected N
	Residual

	Yes
	73
	44.3
	28.7

	No
	33
	44.3
	-11.3

	Undecided
	27
	44.3
	-17.3

	Total
	133
	
	



	Test Statistics

	
	There is no significant relationship between planning and decision making in organization

	Chi-Square
	28.211a

	Df
	2

	Asymp. Sig.
	.000

	a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 44.3.


Decision rule: 
There researcher therefore reject the null hypothesis that  state that there is no significant relationship between planning and decision making in organization as the calculated value of 28.211 is greater than the critical value of 5.99. Therefore the alternate hypothesis is accepted that state that there is a significant relationship between planning and decision making in organization
4.4	SUMMARY OF THE FINDING
	These particular chapters present analyze and interprets the data and the findings in this research work.
	These chapters also talks on how effective planning and decision is to the staff.
	It also states how information was gotten from the staffs and the council of the Ilorin Bua cement company. This chapter also states some effective tools to the decision in an organization.





CHAPTER FIVE 
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1   Summary
This study was on effect of planning on decision on decision making and organizational effectiveness. Four objectives were raised which included; to ascertain the effect of planning on decision making and organizational effectiveness, to ascertain whether effective decision making bring about harmonious relationship in an organization, to ascertain the level of decision making for organizational effectiveness, to ascertain the relationship between planning and decision making in organization. In line with these objectives, two research hypotheses were formulated and two null hypotheses were posited. The total population for the study is 200 staff of Bua Cement Company was selected randomly. The researcher used questionnaires as the instrument for the data collection. Descriptive Survey research design was adopted for this study. A total of 133 respondents made up managers, human resource managers, senior staff and junior staff was used for the study. The data collected were presented in tables and analyzed using simple percentages and frequencies. 
5.2 Conclusion   
            Many decisions in organizations are made by groups, teams, or committees. The benefits of group decision making include: more knowledge and expertise is available to solve the problem; a greater number of alternatives are examined; the final decision is better understood and accepted by all group members; and there is more commitment among all group members to make the final decision work.
5.3 Recommendations
The study recommended that that in order for an organization to achieve objective, there must be adequate training and development of high competent personnel who will be motivated to take quality decision that can lead to effectiveness in an organization. Organization should go into research and development to it remote and unmediated environment that could lead to good decision that could aid its operation. Promotion should be done periodically and based on merit. More incentives should be introduced to encourage workers perform optimally.
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