
 

  

International Journal of Humanities Social Science and Management (IJHSSM) 

Volume 3, Issue 6, Nov.-Dec., 2023, pp: 616-630                            www.ijhssm.org                 

                                      

 

 

 

| Impact Factor value 7.52 |                                 ISO 9001: 2008 Certified Journal                                 Page 616 

The Influence of Employees’ Participation in Decision 

Making On Employees’ Performance: A Case Study of 

Genesis Group Nigeria Limited. 
 

Salami Luqman Adeniyi 
Department of Human Resource Management, Highstone International University California, USA 

 

----------------------------------------------------------------------------------------------------------------------------- ---------- 

Date of Submission: 15-12-2023                                                                           Date of Acceptance: 30-12-2023 

----------------------------------------------------------------------------------------------------------------------------- ---------- 

 

ABSTRACT 

This study investigated the influence of employees’ 

participation in decision making on employees’ 

performance using Genesis Group Nigeria Limited. 

The specific objectives of the study were to 

determine the different ways employees’ can 

participate in decision making in Genesis Group 

Nigeria Limited; to determine the influence of 

employees’ direct involvement in decision making 

on employees’ performance in Genesis Group 

Nigeria Limited; to establish the influence of 

representative involvement in decision making on 

employees’ performance in Genesis Group Nigeria 

Limited and to identify obstacles to the involvement 

of personnel in decision-making in Genesis Group 

Nigeria Limited. The study adopted descriptive 

research design, using a structured questionnaire 

as research instrument. The population of the study 

consisted of all employees of Genesis Group 

Nigeria Limited and sample size was 341 

employees. Out of a total of 341 copies of 

questionnaire administered 322 copies of the 

questionnaire were retrieved and adjudged usable 

for the study. The data collected were statistically 

analyzed using both descriptive and inferential 

statistics. The result obtained show that employees 

use suggestion box to provide information for 

decision making in Genesis Group Nigeria Limited 

and that employees are allowed to set their goals in 

the organization; employees’ direct involvement in 

decision making positively affects the 

organizational performance; representative 

involvement in decision making positively impacts 

on employees’ motivation and performance. The 

study concluded that poor attitude of managers 

towards employees is an obstacles to the 

involvement of personnel in decision-making and 

that employees’ direct involvement in decision 

making has significant influence on employees’ 

performance in Genesis Group Nigeria Limited. 

The study recommended that management of 

organisations should encourage employees to come 

up with useful suggestions that would facilitate 

rational decision-making and consequently impact 

positively on employees’ performance and 

organizational productivity/profitability. 

.  

Keywords: Employee, Participation, Decision 

making, Involvement, Employee performance, 

Direct involvement; Representation. 

 

I. INTRODUCTION 
Presently, organizations have recognized 

the needs of employee involvement in achieving 

organizational objectives. Majority of organisations 

that employ participative management approach 

have recorded dramatic breakthrough in the area of 

operational cost, high profit margin and work 

productivity (Mambula, Francis & Zirra, 2021). 

Through employee participation, individuals are 

offers the chance carry job responsibility and 

partake in joint decision making for the whole 

welfare of the organisation (Management Study 

Guide, MSG, 2016). Employee Participation is a 

special form of entrustment in which the 

subordinate gain greater control, freedom of choice 

with respect to bridging the communication gap 

between the management bodies and employee 

(Ijeoma & Mbah, 2020). 

In some organisation, the power of 

formulating decision depends on the magnitude of 

confidence gains in a certain jobs. These avails an 

opportunity for employees to make 

recommendations and contributions needed to 

achieve organizational objectives. Employee 

involvement improves the relationship between 

manager and employee, it also encourages a strong 

sense of teamwork, makes employee feel important 

as a negative impact employee involvement can 

break leadership barrier and lead to chaos and 

uncertainty of commands (Kokemuller, 2022). 

According to research by MSG (2016) employee 
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participation has promoted the level of individuals’ 

satisfaction on the job. When people have that 

feeling that there are been involved on decision 

process of the organisation the find there salve, that 

only can motivate them to put in their best even 

when the cash reward is not fort coming they are 

not demoralized in making sure that organizational 

goal and objective is been achieved. Again 

employee involvement has seen as an important 

contributor to organizational success.  

Although employee participation has 

negative impact on employees’ and organizational 

performance, however, Chimaobi and Mbah (2020) 

noted that the benefits of employee participation 

outweighs the disadvantages.  Since organizations 

have different culture and human resources; it is 

advisable for them to have a well understanding of 

each other in order to establish a decision making 

style and adopt the best practice required to 

succeed in business environment (Ezeanolue & 

Ezeanyim, 2020) 

Employees’ participation represents 

increased involvement i.e. to many people involved 

in the decision making process of the organisation;, 

and this in turn can delay the entire decision 

making process because of a lot of disagreement 

among actors involved in the decision making 

process (MSG, 2016). More so, it takes time to 

verify the accuracy of information which may lead 

to delay in decision making process. Therefore, the 

effectiveness of any organisation hinges on 

efficient involvement of employees in decision 

making, (Ekwoaba, 2019) which results in 

employees’ self-esteem and self-worth and higher 

degree of self and organisational-regard. It is 

against this backdrop that this study seeks to 

examine the influence of employee’s involvement 

in decision making on employee performance with 

particular reference to Genesis Group Nigeria 

Limited, Lagos, Nigeria. 

Genesis Group of Limited has suffered 

staff incompetency as a result of non-employees 

involvement in staff planning and participation in 

decision making. It has now become obvious to 

Genesis Group of Limited that employees’ 

involvement in decision-making would ensure 

transparency, honesty and accountability. To 

ensure that hotels and restaurant activities are 

controlled effectively and manage performance 

against plans, focusing on continuous improvement 

in line with the company’s mission, vision and 

objectives, the company now thinks in the direction 

of employee involvement in decision making. 

As evident in Genesis Group of Limited 

employee involvement has negative impact on 

organizational performance. As the name implies, 

it represents increased involvement, and i.e. to 

many people involved in the decision making 

process of the firm, and this in turn delay entire 

decision process because of a lot of disagreement 

among member bodies involved in the decision 

making process (MSG, 2016). More so, it takes 

time to verify the accuracy of information which 

may lead to delay in decision making process.  

Challenges facing employees' 

participation in Genesis Group Nigeria Limited 

include assumed poor knowledge and skill of 

employees; lack of trust of employees by top 

management that limit their participatory space; 

management unwillingness to share information 

with junior staff; and the traditional top-down 

decision making approach to management. It is 

based on these identified problems that this study is 

set to proffer a structured and accurate 

investigation that would reveal the impact of 

employee’s involvement in decision making on the 

employee performance. 

The broad objective of this study is to 

examine the effect of employee’s involvement in 

decision making on employee performance with 

particular reference to Genesis Group Nigeria 

Limited, Nigeria. The specific objectives of the 

study are to determine the different ways 

employees’ can participate in decision making in 

Genesis Group Nigeria Limited; to determine the 

influence of employees’ direct involvement in 

decision making on employees’ performance in 

Genesis Group Nigeria Limited; to establish the 

influence of representative involvement in decision 

making on employees’ performance in Genesis 

Group Nigeria Limited; and to identify obstacles to 

the involvement of personnel in decision-making in 

Genesis Group Nigeria Limited.  

The following research hypotheses will be tested to 

provide empirical support to the research. 

Ho1:  Employees’ direct involvement in decision 

making has no significant influence on employees’ 

performance in Genesis Group Nigeria Limited.  

Ho2:  Representative involvement in decision 

making has no significant influence on employees’ 

performance in Genesis Group Nigeria Limited 

 

In terms of significance of the Study, this study is 

designed to provide information to the populace on 

how Government Press and other few selected 

organisations have fared in their practice of 

involvement decision making and its contributions 

to employee performance, thereby enhancing 

organizational efficiency. 
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II. LITERATURE REVIEW 
2.1 Theoretical Review 

This is anchored on two relevant theories to lay 

foundation for study of employees’ participation in 

decision making on employees’ performance. 

These include Democratic participatory theory and 

Douglas McGregor motivation theory 

 

2.1.1 Democratic Participatory Theory 

The idea of Democratic participant theory 

was started by grass-root level media in 1960s. It 

emerged because of the dissatisfaction with other 

models such as Liberation theory, social 

responsibility theory among others. Carole 

Pateman (1970) propounded the Democratic 

Participatory Theory in her early work where she 

exposed the elitist bent in liberal theory and 

promoted a participatory vision of democracy. In 

participation and Democratic Theory, she criticized 

leading theorists of democracy, such as Robert 

Dathl and Giovanni Sartori, for justifying elite 

power on the basis of the perceived apathy and 

incompetence of the many. Democratic 

Participatory Theory emphasizes on conditions 

which are necessary for effective participation and 

functions performed by participation to the 

individuals and society. The theory assumes that 

increased participation is likely to increase the 

feeling of efficiency that ordinary citizens possess. 

This helps to increase the potential so that their 

actions can have an effect on public policy and lead 

to a greater sense of control over their communal 

lives. In essence, greater participation in one sense 

of life leads to greater participation in other 

spheres, i.e., the workplace (Pateman, 1970). 

Rosseau (1956) earlier contended that 

through participation in decision making, the 

individual sense of freedom is increased since it 

gives the worker a very real degree of control over 

the course of his life and structure of his 

environment. Again, it serves to increase the value 

of individual freedom by enabling him to be his 

own master. The theory viewed the political arena 

as a kind of market place in which individuals 

constantly attempt to maximize the benefits and 

minimize losses they could gather from the 

political process (Ezeanolue & Ezeanyim, 2020).  

Participatory Democratic theory is 

relevant to the present study as it encompasses both 

modes and sectors of participation, the revival of 

participatory democratic theory will prove to be a 

more effective tool for revealing the strengths and 

weaknesses of actual participatory democracies. A 

World Bank study found that participatory 

democracy in some developed countries seemed to 

result in considerable improvement in the quality of 

life for workers and residents (Pateman, 1970). 

The theory is believed to conserve and 

revive local cultures by promoting the right 

information, right to express, right to local data, 

freedom to take part in social actions. This theory 

is more relevant in liberal democratic developed 

countries than developing and least developed 

countries.  

 

2.1.2 Douglas McGregor Motivation Theory 

Useful frameworks for understanding 

employee motivation in the workplace can be 

provided by reviewing contributions of the need 

theories developed by these theorists (Ike, Ezeh & 

Etodike, 2017).  In 1960, Douglas McGregor 

formulated Theory x and Theory y suggesting two 

aspects of human behavior at work, or in other 

words, two different views of individuals 

(employees): (i) One of which is negative, called as 

Theory X and The other is positive, so called as 

theory Y. McGregor’s theory of X and Y explicitly 

explains management’s view of employees and its 

impact (Prach, 2015).  

According to McGregor (1960), the 

perception of managers on the nature of individuals 

is based on various assumptions. We can say that 

Theory ‘X presents a pessimistic view of 

employees’ nature and behavior at work, while 

theory Y presents an optimistic view of the 

employee’s nature and behavour at work (Prach, 

2015). If correlate it with Maslow’s theory, we can 

say that Theory x is based on the assumption that 

the employees emphasize on the physiological 

needs and the safety needs, while Theory y is based 

on the assumption that the social needs, esteem 

needs and the social needs, esteem needs and the 

self-actualization needs dominate the employees. 

McGregor theory y is relevant to the study 

of employees’ participation as such many 

organizations are using Theory Y. Theory y implies 

that the managers should create and encourage a 

work environment which provides opportunities to 

employees to take initiative and self-direction 

(Prach, 2015). Employees should be given 

opportunities to contribute to organizational well-

being. McGregor Motivation theory encourages 

decentralization of authority, teamwork and 

participative decision making in an organization. 

Theory y searches and discovers the ways in which 

an employee can make significant contributions in 

an organization (Prach, 2015). It harmonizes and 

matches employees’ needs and aspirations with 

organizational needs and aspirations. In today’s 

modern organizations, the need theory implies that 
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higher level needs are responsible for motivating 

people and interestingly, participating literature and 

research has identified employee participation in 

decision making to satisfy these needs (Zainnudin 

& Isa, 2011; Lunjew, 1994). Empirical evidence 

also supports positive association of some 

motivational constructs, pro-social behaviour such 

as organizational citizenship and performance 

(Adenike, 2011).  

 

2.3 Conceptual Framework  

In many organizations, the decision-

making task is undertaken by top management 

teams without the participation of lower-level 

managers and implementing such decisions taken 

by senior management sometimes becomes 

difficult, especially when those decisions are not 

favorable to the staff who are the implementers 

(Dede, 2019). However, Halawi & Haydar, (2018) 

iterated that employees are known as a source of 

idea generation, and they are the backbone of any 

organization. Therefore, workers have a 

tremendous need to participate and engage in 

organizations' decision-making process. Constantin 

& Baias (2015) suggested that management should 

take their views and voices into account in 

addition.  

Somech (2002) earlier argued that 

decentralized authority structures have the potential 

to achieve results than the traditional top-down 

bureaucratic structures. One of the most critical 

aspects of every organization's success or failure is 

the mobilization and focusing of people's power to 

achieve the organization's goals. The importance of 

employee participation practice is essential for the 

growth of organizations. It guarantees that 

employees are willing to engage in organizationally 

appropriate professional decision-making and 

market planning methods that are appropriate for 

their position within a corporation (Ekerman, 

2006). Previous research linked participative 

decision-making with organizational performance, 

employee performance and Job satisfaction (Princy 

& Rebeka, 2019; Srinivasan, 2021; Dede, 2019); 

some other studies considered employee 

commitment as a mediator variable (Phipps et al., 

2013; Butali & Njoroge, 2018).  

 

2.3.1 Employee Involvement  
According to Northouse (2004) Employee 

Involvement in Decision Making (EPDM) is rooted 

in the ‘‘theory Y’’ perspective of management. He 

therefore suggests that employees are 

fundamentally interested in performing well at 

work and will be more attached and committed to a 

work organization if their seniors value their 

contributions in making decisions that affect the 

nature of work. Although the effects of EPDM may 

vary with the nature of involvement, higher levels 

of EPDM have been found to be positively related 

to higher levels of organizational commitment, 

lower employee turnover, and higher employee 

productivity.  

EPDM may also lead to better labor-

management relations, stronger employee 

attachment to organizations, better quality 

decisions, and improved productivity (Elele & 

Fields, 2010) EPDM as a Human Resource 

practices acts as a signal to the employees that their 

contribution is valued by the management. In their 

review of review of employee involvement, Elele 

& Fields (2010) noted that employees most often 

will have more complete knowledge of their work 

than even their senior or supervisors. Decisions 

made in consultation with employees will be made 

with more information. Employees who are 

involved in decision making subsequently are 

better equipped to implement such decisions. 

Employees may also perceive their managers as 

valuing their contribution or that the managers are 

recognizing that employees are intelligent. This can 

lead to employee satisfaction and subsequently 

greater productivity.  

 

Employee Participation/Involvement Indicators  

Employee Participation is apprehensive 

with mutual decision making in the organization 

between employee and employer. It shows how 

businesses can advance their performance by 

engaging employee interest and dedication (Cotton, 

1993). Employee participation indicators include 

the following; employee motivation, organizational 

structure and employee commitment  

a. Employee motivation: By definition, 

motivation is as an internal or external driving 

moral that produces individual readiness to execute 

an action to an extreme (Nnabuife, 2009). 

According to the researcher, the driving force 

comes from an individual who motivates him/her to 

begin an action until the task is completed or 

achieved. On the other hand, Motivation has to do 

with why individuals behave the manner they do. It 

is an important organizational process because 

employees carry out a lot of tasks which in turn 

influences organizational productivity. Armstrong 

(2009) motivation is concerned with the strength, 

behaviors and factors that sway people to behave in 

certain ways. In the author argument he says that 

motivation encompasses the goal individual set to 

achieve and the way individual choose their goals 
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in the organization. Motivating people is about 

getting them to move in the direction you want 

them to go in order to achieve a desired result. 

Employees are motivated when the kwon that a 

path of action is likely to lead to the 

accomplishment of a goal and a valued reward. 

Motivation, regardless of explanation is an 

essential driver used by employees.  

b. Employee Commitment: Employee 

Commitment is defined as a state of psychology or 

sense of duty that characterizes employee 

relationship on carrying out work task (Manning & 

Curtis, 2009). It refers to an oath or guarantee that 

binds employee with others on accomplishing work 

task. Employee commitment is very important 

because of it requirement in increasing the standard 

task of organizational performances. It showed the 

extent to which employee’s visualized with 

organizational mission statement and encourage it 

efficiently.  

c. Organizational Structure: 
Organizational structure is described as a system 

that shows hierarchical power that flows from 

upper management level to subordinate 

management level. It is a structure by which tasks 

or coursework are shared, allocated and 

harmonized among firm’s associate. Put 

differently, it is a way in which different sub-units 

are arranged and interrelate with each other 

(Chiekezie, Nzewi & Orogbu, 2008). 

Organizational structure also refers to the official 

and managerial arrangement between personnel 

and groups as regards to the dividing of tasks, 

responsibilities and power within the firm 

(Galbraith, 1987; Greenberg, 2011). Organizations 

exist to achieve its setting goals. These goals are 

classified into tasks or function required for the 

task and it is usually grouped into departments. 

Most departments in some firms are grouped into; 

marketing, sales, human resource, manufacturing, 

advertising, among others. 

 

2.3.2 Decision making  

Decision making permeates all aspects of 

the management process. To every manager 

therefore, notwithstanding his/her level in the 

organization, the importance of decision making 

can never be over emphasized. So also is the need 

for involvement of employees in such managerial 

decision. Employee involvement may be thought of 

as the growing and receiving of information, advice 

and suggestions and the sharing of experience 

among members of an organization. In 

management, it particularly applies to allowing 

employees to have a voice in shaping directly or 

indirectly what affects them. It therefore can be 

seen as a sharing process among managers and 

employees. 

Involvement of employees in managerial 

decision making is not applicable to all 

organization. Varying leadership style is 

characterized by the centralization of the decision 

making process on the manager himself. Being an 

autocratic leader, the manager is seen as one who 

commands and expects compliance. The dominant 

force involved is power. However, since the 

managers view authority as the only means of 

getting this done, performance of employees as 

expected is always minimal. Involvement should 

not be thought of as a single process or activity but 

rather as a whole range of processes and activities. 

Tannaebaum and Schimidt (2004) described it as a 

continuum of process ranging from the autocratic 

leadership style as also described as free rein 

management because of its very little control on 

influence over group members. 

The concept of involvement must be 

distinguished from delegation even though both 

terms seemingly are the same. Although in terms of 

involvement and delegation, the manager feels he 

is giving away ‘something’ especially a thing that 

will weaken his position, but the terms are still at 

variance with each other. Delegation involves the 

assignment of duties, authority and responsibility to 

subordinates. It is the vesting of decision making 

power in the subordinates, unlike involvement 

where the manger reserves the right to make the 

main decision and responsibility for such decision 

so made. 

 

2.3.3 Employee Involvement and 

Organizational Performance 

As mentioned earlier, Employee 

involvement is a special form of entrustment in 

which the subordinate gain greater control, freedom 

of choice with respect to bridging the 

communication gap between the management 

bodies and employee. It refers to the degree of 

employee participation in organizational strategic 

planning activities (Noah, 2008). Beardwell and 

Claydon (2007) also pointed that, Employee 

Participation also involves the sharing of power 

between management bodies and workers in 

decision making processes, either through direct or 

indirect participation. Participation in decision 

making encourages the involvement of manpower 

at all levels of an organization to analyze problems 

from different perspective, develop new strategies, 

and implements solutions in the workplace (Busck 

et al. 2010). It gives employees the chance to use 



 

  

International Journal of Humanities Social Science and Management (IJHSSM) 

Volume 3, Issue 6, Nov.-Dec., 2023, pp: 616-630                            www.ijhssm.org                 

                                      

 

 

 

| Impact Factor value 7.52 |                                 ISO 9001: 2008 Certified Journal                                 Page 621 

their human capital or intellectual capital, to 

improve quality of decision making in the 

organization.  

Organizational Performance is described 

as outcome of input as a result of setting a goals 

and objective of an organization by upholding 

mission statement as guarding principle to 

achieving the stated goals. (Richard et al. 2009). It 

consists of three specific areas of an organizational 

outcomes: (a) financial performance (profits, return 

on assets, return on investment); (b) product market 

performance (sales, market share); and (c) 

shareholder return (total shareholder return, 

economic value added) 

 

2.4 Empirical Review 

 Numerous researchers have researched on 

the relationship between employee participation in 

decision making and organizational performance. 

This has created both positive and negative point of 

view in the literature. Some of these researches 

conducted from different part of the world 

including Nigeria are reviewed below: 

Mambula, Francis and Zirra (2021) 

studied the relationship between involvements in 

decision making and organization productivity. The 

study adopted survey research design intended to 

investigate a Deposit Money Bank in Yola. The 

aim of the study was to find out how involvements 

in decision making were handled in the 

organization. The researchers used the simple and 

purposive sampling techniques to obtain a sample 

of 50 respondents for study, the questionnaire 

consisting of 20 questions on the various employee 

involvements in decision making in an organization 

and the data collected were analysed using tables 

and percentages. The study found that employee 

involvement in decision making is an effective tool 

to enhance productivity.  

Asokk, Gudda, Bhati and Vanishree 

(2021) investigated the impact of employee 

involvement in decision making on an 

organisational performance. The study utilized 

qualitative research surveys design. A 

questionnaire was as research instrument used to 

gather data for analysis. The research population is 

comprised of private workers and administrators. 

150 workers were hired by the members of the 

organization. The sample population related to this 

study was generated using a random sampling 

method. The researcher was presented with a five-

point Likert scale accompanying the questionnaire. 

There is significant relationship between employee 

involvement in decision making and organizational 

performance. The degree of dedication of an 

employee directly impact the sustainability and 

viability of every organization. Participation of 

workers has had positive repercussions and on the 

performance of management on employee attitude, 

dedication and growth.  

Chimaobi and Mbah (2020) examined 

employee participation in decision making and its 

impact on organizational performance: Evidence 

from government owned enterprises, Port Harcourt, 

Nigeria. This study is anchored on Value Chain 

theory postulated by Michael Porter in 1985. The 

value chain theory links organizational activities 

and work performance. Descriptive research survey 

was adopted and the research instrument is a 

structured questionnaire. The population of study 

comprised of managers and employees of the 

selected firm in Port-Harcourt River state. The 

sample for the study was given as 125. Out of the 

125 questionnaires administered to the participant 

only 100 were returned while 25 were not returned. 

The study was analyzed using of tables and 

percentage while the three hypotheses were tested 

with the aid of ANOVA. The result from the 

research shows that employee participation in 

decision making has positive effect on 

organizational performance. The study concluded 

that there is significant relationship between 

employee motivation and competitiveness of 

Government Owned Enterprises. 

Ezeanolue and Ezeanyim (2020) 

investigated employee participation in decision 

making and organizational productivity in 

manufacturing firms in South-East, Nigeria. The 

main objective of the study was to investigate the 

potentials of employee participation in decision 

making, towards enhancement of organizational 

productivity. The study is anchored on Democratic 

Participatory Theory, which emphasizes on 

conditions which are necessary for effective 

participation and functions performed by 

participation to the individuals and society. The 

survey research method was adopted. The research 

area is South-East Geo-Political Zone of Nigeria 

which comprises five states namely, Anambra 

State, Enugu State, Imo State, Abia State and 

Ebonyi State.  

Dede (2019) research found that allowing 

all employees to participate in decision making is 

the best and help increases commitment level of 

workers as well as promoting creativity and 

innovation in the organization. It was further 

revealed that workers want to be part of the team in 

the organization even though the time involve for 

the participation of them is limited, and that 
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workers feel motivated when they are recognized in 

decision making.  

Oyebamiji (2018) studied influence of 

employees’ participation in decision making on 

organization performance using Ladoke Akintola 

University of Technology Teaching Hospital, 

Ogbomoso, Oyo State, Nigeria. The study anchored 

on Human capital theory because the theory plays 

at both the individual and organizational level in 

terms of creating value and stimulating new 

knowledge and innovation. Human capital theory 

argues that workers with higher skill levels receive 

higher compensation because they are more 

productive. A structured questionnaire was used to 

collect relevant information from the study’s 

participants. The study found that representative 

participation has positive and significant influence 

on organization performance. Additionally, 

representative participation independently 

contributes about 35% to the organization 

performance. This implies that representative 

participation in decision-making is a catalyst to 

organization performance.  

III. RESEARCH METHODS 
Research design is the framework of 

research methods and techniques chosen by a 

researcher to conduct a study (Prahlada, 2021). The 

design allows researchers to sharpen the research 

methods suitable for the subject matter and set up 

their studies for success. The study employs a 

descriptive survey design. In this study, survey 

design provided information used in the evaluation 

of employee involvement in decision making and 

employee performance. 

The rationale for adopting a descriptive 

survey design is due to the fact that it involves the 

use of questionnaire to gather data from a relatively 

large sample at a particular point in time with the 

intention of describing the nature of existing 

conditions, or identifying standards against which 

existing conditions can be compared.  Moreover, 

survey design is mainly used for empirical studies 

that seek to establish relationship between 

dependents and independent variables.  

Shukla (2020) defined population as a set 

of all the units which possess variable characteristic 

under study and for which findings of research can 

be generalised. The total population size of 

employees as at the time of this study was 2,321 

employees. The population figure was obtained 

from the company's website. Cox (2018) described 

the target population for a survey as the entire set 

of units for which the survey data are to be used to 

make inferences. Thus, the target population 

defines those units for which the findings of the 

survey are meant to generalize (Cox, 2018). 

The target population of the study 

consisted of all employees of Genesis Group 

Nigeria Limited. This population was made up of 

one thousand, three hundred and seventy-five 

(1,375) female and nine hundred and forty six 

(946) male. The large disparity in the male/female 

population is due to the fact that the company is 

into: Catering, Hospitality & Entertainment 

Conglomerate with business interest in Hotels, 

Restaurants, Cinemas, Shopping Malls, Property 

Development, Outdoor Catering, Industrial 

Catering/Camp Management and Food Production. 

 The sample frame from 

employees of Genesis Group Nigeria Limited was 

used to select the study sample. The proportionate 

stratified sampling method was applied to select 

participants for the study. These are staffs of the 

company who have shown willingness to 

participate in the research exercise. Yamane (1967) 

simplified formula for stratified sampling was 

applied to calculate the sample size of the study. 

 

 
Consequently, the sample size of the study is three 

hundred and forty one (341) employees of Genesis 

Group Nigeria Limited. 

To choose a sample from a large 

population, sampling procedures are utilized (Alvi, 

2014).The sample would comprise of junior staff, 

middle level staff and senior staff. For the purpose 

of effective sampling procedures, the entire staff is 

categorized into different strata according to the 

existing units or departments and a convenience 

https://www.slideshare.net/PrahladaG?utm_campaign=profiletracking&utm_medium=sssite&utm_source=ssslideview


 

  

International Journal of Humanities Social Science and Management (IJHSSM) 

Volume 3, Issue 6, Nov.-Dec., 2023, pp: 616-630                            www.ijhssm.org                 

                                      

 

 

 

| Impact Factor value 7.52 |                                 ISO 9001: 2008 Certified Journal                                 Page 623 

sampling technique was utilized to select sample 

from these stratified groups. 

Primary source of data was utilized in this 

study, specifically with the use of questionnaire as 

the research instrument which was administered to 

subjects in the study area. The administration of the 

questionnaire was carried out by the researcher 

with assistance of frontline staff of the company 

(Genesis Limited). A total of 341 copies of the 

questionnaire were distributed to gather 

information from the participant from Genesis Nig. 

Limited. To support the ideas, concepts and 

perspective used in this study, secondary data were 

collected from existing scholarly published and 

unpublished materials including journal articles, 

books, online research materials and other relevant 

documents.  

This section is focus on data presentation 

and analysis of respondent’s opinion according to 

the stated objectives and research questions. For 

this purpose, the data analysis and presentation 

is divided into three parts. The first part is the 

analysis of respondent’s demographic 

information. The second section presents the 

results taken from statistical analysis of primary 

research questions, while the final part is the test 

of hypotheses and discussion of findings. The 

information gathered would be evaluated using the 

Statistical Package for Social Sciences (SPSS) 

version 20 software. The analysis will employ both 

descriptive and inferential statistics.  

 

IV. DATA ANALYSIS AND RESULT 
 Three hundred and forty one (341) copies 

of the questionnaires were administered on 

employees of Genesis Group Nigeria Limited, out 

of which three hundred and twenty two (322) 

copies of the questionnaire were returned and 

adjudged usable for the study. However, the 

administration of the questionnaire took several 

visits to the company’s branches to achieve 94.4% 

response rate from the respondents. Therefore, the 

analysis of data for this study is based on a total 

322 copies of the questionnaire properly completed 

and returned. 

 

4.3. Analysis of Demographic Data  

The demographic data (section A of the 

questionnaire) are analyzed using frequency 

distribution and simple percentages. The 

respondents’ biodata analysis are presented in the 

tables 1 – 5 below: 

 

Table 4.1: Analysis of Demographic Data 

 

Sex Frequency Percent Valid Percent Cumulative Percent 

Valid Male 158 49.1 49.1 49.1 

Female 164 50.9 50.9 100.0 

Total 322 100.0 100.0  

Age Frequency Percent Valid Percent Cumulative Percent 

Valid 25 - 30 yrs 37 11.5 11.5 11.5 

31 - 40 yrs 113 35.1 35.1 46.6 

41 - 50 yrs 96 29.8 29.8 76.4 

Above 50 yrs 76 23.6 23.6 100.0 

Total 322 100.0 100.0  

Marital Status Frequency Percent Valid Percent Cumulative Percent 

Valid Single 74 23.0 23.0 23.0 

Married 181 56.2 56.2 79.2 

Others 67 20.8 20.8 100.0 

Total 322 100.0 100.0  

Educational Qualification Frequency Percent Valid Percent Cumulative Percent 

Valid S.S.C.E/GCE 81 25.2 25.2 25.2 

NCE/OND 78 24.2 24.2 49.4 

HND/B.Sc/BA 48 14.9 14.9 64.3 

MBA/M.Sc/MA 74 23.0 23.0 87.3 

Professional 41 12.7 12.7 100.0 
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Total 322 100.0 100.0  

Years of Service Frequency Percent Valid Percent Cumulative Percent 

Valid Below 5 years 45 14.0 14.0 14.0 

6 - 10 yrs 132 41.0 41.0 55.0 

11 - 15 yrs 96 29.8 29.8 84.8 

16 yrs and above 49 15.2 15.2 100.0 

Total 322 100.0 100.0  

Source: Field Survey 2023 

 

Table 4.1 above accesses the gender 

distribution in the sample. Analysis of sex 

distribution of the respondents indicates that 49.1% 

were male while 59.9% of the respondents were 

female. This implies that that there are more female 

respondents than male respondents in the sample. 

Table 4.1 reveals that 11.5% of the 

respondents were within the age range of between 

25 – 30 years of age, 35.1% of them were in the 

age range of 31 - 40 years, 29.8% respondents were 

in the age range of 41-50 years, 23.6% of the 

respondents were within age range of above 50 

years. This implies that the bulk of our respondents 

are in the active population range. 

Table 4.1 shows that 23.0% of the 

respondents are single, 56.2% of them were 

married while 20.8% of the respondents were either 

divorced, separated or widowed (others). This 

shows that majority of the respondents are married.  

In terms of academic qualifications, Table 

4.1 indicates that 25.2% of the respondents hold 

SSCE/GCE, 24.2% of them have NCE/OND and 

its equivalent, 14.9% of the respondents were 

holders of HND/B.Sc/BA, 23.0% of the 

respondents were M.Sc/MBA/MA holders, while 

12.7% of the respondents hold professional 

qualifications. 

The Table 4.1 indicates that 14.0% of the 

respondents have below 5 years of experience with 

Genesis Group Nigeria Limited, 41.0% of the 

respondents have between 6 – 10 years’ experience, 

29.8% of them have between 11 – 15 years 

working experience, while 15.2% of the 

respondents have 16 years and above experience in 

the company. 

 

4.4 Analysis of Data for the Research Questions 

This section of the questionnaire was analyzed using means, standard deviations, frequency distributions and 

simple percentages, where need be. The analysis of the means (x) were interpreted as follows: 

Code:   Interpretation 

Below 1.45  = Strongly Disagree 

1.45 – 2.44  = Disagree 

2.45 – 3.44  = Neutral 

3.45 – 4.44  = Agree 

4.45  and above = Strongly Agree 

 

4.4.1 Ways Employees’ can participate in Decision Making 

 

Table 4.2: Mean and Standard Deviation of the Respondents’ views in the Questionnaire (Questions 1 - 6) 

Descriptive Statistics 

 Respondents View N Minimum Maximum Mean Std. Deviation 

Employees use Suggestion Box to 

provide information for decision 

making. 

322 1.00 5.00 3.8416 1.21122 

Employees are allowed to set their 

goals in the organisation. 
322 1.00 5.00 3.6460 1.25755 

Employees are included in leadership 

committees of the organisation. 
322 1.00 5.00 3.9068 1.15092 

Employee are allowed to be part of 

board meeting and to participate fully. 
322 1.00 5.00 3.1646 1.38556 
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The company operate open door 

policies that allows employees to make 

contributions to business strategies 

322 1.00 5.00 3.6087 1.19017 

In the organisation when it comes to 

Common Financial Language 

employees are given a voice. 

322 1.00 5.00 3.8509 1.18248 

Valid N (listwise) 322     

Source: SPSS Analysis 2023 

 

Table 4.2 shows that respondents agreed 

with the views that employees use suggestion box 

to provide information for decision making in 

Genesis Group Nigeria Limited; Employees are 

allowed to set their goals in the organisation; 

Employees are included in leadership committees 

of the organization. The also agreed that the 

company operate open door policies that allows 

employees to make contributions to business 

strategies, and that employees are given a voice in 

the organisation when it comes to Common 

Financial Language, while the respondents were 

neutral on whether employee are allowed to be part 

of board meeting and to participate fully with mean 

scores of 3.84, 3.64, 3.90, 3.60, 3.85, 3.16 and 

standard deviations of 1.21, 1.25, 1.15, 1.19, 1.18 

and 1.38 respectively. 

 

4.4.2 Employees’ Direct Involvement in Decision Making 

 

Table 4.3: Mean and Standard Deviation of the Respondents’ views in the Questionnaire (Questions 7 - 

11) 

Descriptive Statistics 

 Respondents View N Minimum Maximum Mean Std. Deviation 

Positively affects the organizational 

performance. 
322 1.00 5.00 3.7112 1.14948 

Enhances realization of company’s 

objective. 
322 1.00 5.00 3.5124 1.24612 

Important to ensure favorable 

organizational performance. 
322 1.00 5.00 3.6988 1.20200 

Help job coordination and improve 

employees’ efficiency overtime. 
322 1.00 5.00 4.2081 1.08954 

Contribute to increase in employees’ 

commitment and productivity. 
322 1.00 5.00 3.7919 1.29107 

Valid N (listwise) 322     

Source: SPSS Analysis 2023 

 

Table 4.3 shows that respondents agreed 

with the view that employees’ direct involvement 

in decision making positively affects the 

organizational performance; it enhances realization 

of company’s objective; employees’ direct 

involvement in decision making is important to 

ensure favorable organizational performance, the 

respondents also agreed that employees’ direct 

involvement in decision making help job 

coordination and improve employees’ efficiency 

overtime and further agreed that employees’ direct 

involvement in decision making to increase in 

employees’ commitment and productivity with 

mean score of 3.71, 3.51, 3.69, 4.20, 3.79 and 

standard deviations of 1.14; 1.24, 1.20, 1.08, and 

1.29 respectively. 

 

 

 

 

 

 

 

 



 

  

International Journal of Humanities Social Science and Management (IJHSSM) 

Volume 3, Issue 6, Nov.-Dec., 2023, pp: 616-630                            www.ijhssm.org                 

                                      

 

 

 

| Impact Factor value 7.52 |                                 ISO 9001: 2008 Certified Journal                                 Page 626 

4.4.3 Influence of Representative Involvement in Decision Making 

 

Table 4.4: Mean and Standard Deviation of the Respondents’ views in the Questionnaire (Questions 12 - 

16) 

Descriptive Statistics 

 Respondents View N Minimum Maximum Mean Std. Deviation 

Positively impacts on employees’ 

motivation and performance 
322 1.00 5.00 3.6708 1.25689 

Boost employees morale and sense 

of belong to the organization. 
322 1.00 5.00 3.6304 1.26173 

Representative involvement 

enhances prospect for future 

growth. 

322 1.00 5.00 3.5994 1.23969 

Has positive impact on employees’ 

commitment to set goals. 
322 1.00 5.00 4.2422 1.08387 

Results in high employees’ 

productivity. 
322 1.00 5.00 3.5807 1.33068 

Valid N (listwise) 322     

Source: SPSS Analysis 2023 

  

Table 4.4 indicates that respondents 

agreed with the view that representative 

involvement in decision making positively impacts 

on employees’ motivation and performance; 

representative involvement in decision making 

boost employees morale and sense of belong to the 

organization; representative involvement enhances 

prospect for future growth; representative 

involvement in decision making has positive 

impact on employees’ commitment to set goals, 

they respondents also with the view that 

employees’ representative involvement in decision 

making results in high employees’ productivity 

with mean scores of 3.67, 3.63, 3.60, 4.24, 3.58 and 

standard deviations of 1.25, 1.26, 1.23, 1.08 and 

1.33 respectively. 

 

4.4.5 Other Questions on Employees’ Performance 

Table 4.5: Mean and Standard Deviation of the Respondents’ views in the Questionnaire (Questions 22 - 

26) 

Descriptive Statistics 

  Respondents View N Minimum Maximum Mean Std. Deviation 

Employees are committed to superior 

job performance 
322 1.00 5.00 3.8727 1.12709 

The employees are motivated to 

work in the best of their ability. 
322 1.00 5.00 3.7081 1.24875 

The company records better 

profitability than rivals as a result of 

employees’ participation. 

322 1.00 5.00 3.9255 1.18428 

Employees’ put more effort in the 

job. 
322 1.00 5.00 4.1273 1.11598 

Lack of employees’ involvement 

causes decline in job performance. 
322 1.00 5.00 3.9255 1.23577 

Valid N (listwise) 322     

Source: SPSS Analysis 2023 

 

Table 4.5 shows that in terms of 

employees’ performance, respondents  agreed with 

the view that employees are committed to superior 

job performance; the employees are motivated to 

work in the best of their ability; and that the 

company records better profitability than rivals as a 

result of employees’ participation. The further 

agreed that  employees’ put more effort in the job; 

and that lack of employees’ involvement causes 

decline in job performance with mean score of 
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3.87, 3.70, 3.92, 4.12, 3.92 and standard deviations 

of 1.12, 1.24, 1.18, 1.11 and 1.23 respectively.  

 In effort to arrive at reliable findings from 

analysis of data, the data must be subjected to 

statistical procedure or mathematical analysis. 

Pearson Correlation statistical tool was used to test 

the hypotheses postulated in the study. Hence, 

correlation statistical technique was used to 

evaluate whether or not the values that have been 

empirically obtained correlate significantly with 

those, which would be expected under a certain set 

of theoretical assumptions. Statistical Package for 

Social Sciences (SPSS ver. 23.0) was used to test 

the relationship between the variables in the four 

stated hypotheses.  

 

Hypotheses I. 

In the null form the hypothesis I, stated 

that employees’ direct involvement in decision 

making has no significant influence on employees’ 

performance in Genesis Group Nigeria Limited. 

The hypothesis was tested with the use of Pearson 

Correlation statistical method. The result of the 

analysis is presented in Table 4.6 below

. 

Table 4.6: The summary of Correlation Coefficient between Employees’ direct involvement in decision-

making and Employees’ performance in Genesis Group Nigeria Limited. 

Correlations 

Employees’ direct 

involvement. 
Employees’ 

performance. 

Employees’ direct involvement. Pearson Correlation 1 .260
**

 

Sig. (2-tailed)  .000 

N 322 322 

Employees’ performance. Pearson Correlation .260
**

 1 

Sig. (2-tailed) .000  

N 322 322 

**. Correlation is significant at the 0.01 level (2-tailed). 

  

Table 4.6 a Pearson correlation was run to 

determine the relationship between ‘Employees’ 

direct involvement’ and ‘Employees’ performance’ 

in Genesis Group Nigeria Limited. It is seen that 

the Pearson correlation coefficient, r, is 0.260**, 

and that this is statistically significant (p.000< 

0.05). There is a strong, positive correlation 

between ‘Employees’ direct involvement’ and 

‘Employees’ performance’ Genesis Group Nigeria 

Limited, which is statistically significant (r = 

0.260, n = 322, p< 0.05). Therefore, employees’ 

direct involvement in decision making has 

significant influence on employees’ performance in 

Genesis Group Nigeria Limited. 

 

Hypothesis II. 

In the null form, the hypothesis II stated that 

Representative involvement in decision making has 

no significant influence on employees’ 

performance in Genesis Group Nigeria Limited. 

The hypothesis was tested with the use of Pearson 

Correlation statistical method. The result of the 

analysis is presented in Table 4.12 below. 

 

Table 4.7: The summary of Correlation Coefficient between Representative involvement in Decision 

making and Employees’ performance in Genesis Group Nigeria Limited. 

Correlations 

Representative 

involvement  

Employees’ 

performance 

Representative involvement  Pearson Correlation 1 .288
**

 

Sig. (2-tailed)  .000 

N 322 322 

Employees’ performance Pearson Correlation .288
**

 1 

Sig. (2-tailed) .000  

N 322 322 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

In Table 4.17 a Pearson correlation was 

run to determine the relationship between 

‘Representative involvement’ and ‘Employees’ 

performance’. It is observed that the Pearson 
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correlation coefficient, r, is 0.288
**

, and that this is 

statistically significant (p .000< 0.005). There was 

a strong, positive correlation between 

‘Representative involvement’ and ‘Employees’ 

performance’ which was statistically significant (r 

= .288, n = 322, p< .05). Therefore, it is found that 

representative involvement has significant impact 

on Employees’ performance in Genesis Group 

Nigeria Limited. This result suggests that 

representative involvement in decision making has 

significant influence on employees’ performance in 

Genesis Group Nigeria Limited. 

 

V. CONCLUSION AND 

RECOMMENDATIONS 
The findings emanating from analysis data 

collected for this study led to the conclusion that 

employees are given a voice in the organisation 

when it comes to common financial language, 

employees’ direct involvement in decision making 

help job coordination and improve employees’ 

efficiency overtime. The study also concludes that 

the representative involvement in decision making 

has positive impact on employees’ commitment to 

set goals. It was confirmed that poor attitude of 

managers towards employees is an obstacles to the 

involvement of personnel in decision-making and 

involvement in decision-making motivates 

employees to put more effort in the job. The study 

found a strong, positive correlation between 

employees direct involvement and employees’ 

performance’ Genesis Group Nigeria Limited, 

which is statistically significant. Therefore, further 

concludes employees’ direct involvement in 

decision making has significant influence on 

employees’ performance in Genesis Group Nigeria 

Limited. The study concludes that representative 

involvement in decision making has significant 

influence on employees’ performance, since it is 

found that representative involvement has 

significant impact on employees’ performance in 

Genesis Group Nigeria Limited. 

The findings of this study are applicable to 

any type of company, particularly those that face 

significant obstacles to employee engagement in 

decision-making. Management of organisations 

should encourage employees to come up with 

useful suggestions that would facilitate rational 

decision-making and consequently impact 

positively on employees’ performance and 

organizational productivity/profitability. 

Organizations should also build their business in a 

way that would enable free flow of decision-

making within their company, allow for complete 

employee involvement, and increase organizational 

decision-making process efficiency.  It is 

recommended that organisations should 

occasionally engage in employees’ training and 

development program in order to build capacity of 

employees as to improve employees' knowledge 

and skill in decision-making. Organisations should 

create enabling environment for participative 

decision making; this would reduce conflicts of 

interest labour and management.  
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