ISSN 2

jPe &Y

MANAGEMENT
w SCIENCE (EJMS) |

A publication of

Faculty of Management Sciences;
Al-Hikmah University, llorin, Nigeria

Volume 6, Number 1, 2019




Entrepreneurial Journal of Management Sciences Volume 6, Niumber 1, 2019

Editorial Team
Editor-in-Chief

Prof. (Mrs) S. L. Adeyemi
University of Ilorin, Ilorin

Deputy Editor-in-Chief
Dr. M.B.O. Yusuf
Al-Hikmah University, Ilorin

Editorial Advisers
Prof. A. Jimoh
University of Ilorin, Ilorin

Prof. T. O. Adewoye
‘Ajayi Crowther university, Oyo

" Prof. I. O. Taiwo
University of Ilorin, Ilorin

Prof. T. O. Asaolu
Obafemi Awolowo University, Ile-Ife

Dr. A Medupin
Former Dean, Management Sciences, Al-Hikmah University

Dr. M. A. Aremu
University of Ilorin, Ilorin

Dr. Mrs S.0. Onikosi-Alliyu
Al-Hikmah University, Ilorin

Business Manager:
Mrs. H. O. Afolabi and Mr. A.A. Salami
Faculty of Management Sciences,
Al-Hikmah University, Ilorin.

iii



gement Sciences

4 /,
Entreprencurial Journal of Mana Volume 6,

CONTENTS

Editorial Team L y
Note for Future Submission of Manuscript

PARTICIPATIVE MANAGEMENT AND EI‘VIPIT(‘)YEE JOB
PERFORMANCE IN A NIGERIAN MANUFACTURING INDUSTRY
AMOSA, Jimoh Rafiu; OMOLABI, Issa & SULEIMAN, Ahmed Aremu

EFFECTIVE AGRICULTURAL EXTENSION SERVICE: A STRATEGY
FOR IMPROVING FOOD PRODUCTION IN NIGERIA
Noah, O. A. & Abidoye, A. G.

INFLUENCE OF ENVIRONMENTAL ACCOUNTING ON THE
PERFORMANCE OF PHARMACEUTICAL COMPANIES IN NIGERIA
Mubaraq SANNI & Kayode David KOLAWOLE

ASSESSMENT OF TEACHERS> MOTIVATION AND JOB SATISFACTION
FOR SCHOOL PERFORMANCE IN KOGI STATE, NIGERIA

LAWAL, Azeez Tunbosun; MUSTAPHA, Adeniyi Mudashiru

ABOGUNRIN, Abiodun Peter & YUSUF, Suleiman

FINANCIAL DEVELOPMENT IN NIGERIA: THE ROLE OF
REMITTANCES

Mustapha Ayobanji Rafiu; Bakare-Aremu Babatunde & Sheu Mustapha

EFFECT OF BOARD CHARACTERISTICS ON FINANCIAL
PERFORMANCE OF QUOTED INFORMATION COMMUNICATION
AND TECHNOLOGY COMPANIES IN NIGERIA

Fakile Oluwaseye Grace & Adigbole Ezekiel Aiyenijo

WORKING CAPITAL MANAGEMENT AND FINANCIAL RETURNS
OF LISTED PETROLEUM FIRMS IN NIGERTA

Abdulai Agbaje Salami; Hakeem Babatunde Suleiman,

Karimu Adebayo Ishola &Rasaq Adebayo Iyanda

ENHANCEMENT OF ANTI-GRAFT WAR BY THE NIGERIA
GOVERNMENT ANTI-CORRUPTION BODIES VIA THE
INSTRUMENTALITY OF FORENSIC AUDIT: THE ACCOUNTANTS’
PERCEPTIONS

Suleiman. Hakeem Babatunde & Abdulai Agbaje Salami

Vi

1\'[””])0,- !, 20’9

1

=13

13-26

41-57

73-85

86-104

105-118

)



H Yy 7] / ’ > f
Entrepreneurial Journal of Management Sciences Volume 6, Number 1, 2019

PARTICIPATIVE MANAGEMENT AND EMPLOYEE JOB PERFORMANCE IN
A NIGERIAN MANUFACTURING INDUSTRY

AMOSA, Jimoh Rafiu; OMOLABI, Issa Pi.D. & SULEIMAN, Altmed Arenu

ABSRACT

The denial of workers' active involvement in decision-making and the attendant negative
attitude to work necessitate the need for this study to examine the impact of participutive
management (PM) on employee job performance in a Nigerian Manufacturing Industry.
Other specific objectives were lo: examine the impact of participative managenienl o1
employee job performance; and, evaluation of the relationship between indirect participation
dimensions and employee job satisfaction. Questionnaire wdas served to 240 our of 600
employees of the manufacturing organisation through stratified, simple randonm scmpling
techniques. Two hypotheses formulated were tested through regression and correlaiion
analysis. The findings revealed that (PM) had a significant influence on emplovee job
performance (°=76.5%, p-value<0.05) and that indirect participation dimensions
employee job satisfaction correlated (P-value<0.05). The study concluded that PM remains
an important management sirategy for improving employee performance  wiih
recommendation that organisation should emphasize comprehensive task and contextual
performance behaviour strategy through the adoption of participative management.

Keywords: Participative management (PM), employee job performance, employee job
satisfaction, indirect participation, task and contextual performance

Introduction

Organisational success in the attainment of set goals and objectives do not only depend on
material endowments of the organisation such as money, technology, buildings and other
business development enhancers but also on the successful management of the human
elements of the organisation. The reason for the emphasis on the human clements is based on
the indisputable fact that organisations nced dynamic employees to operate their ke
activities, the modern sophisticated operational technologies notwithstanding. Employees
play a significant role in any organisation because they are the heart of the organisation.
Organisation simply cannot achicve their goals without them. Thus, employees need to be
motivated to persuade them to put in their best in cverything they do in the organisation
(Burhanuddin, 2013).

Now, the increased application of participative management by leaders of organisation has
increased the recognition that workers have something tangible to contribute beyond theu
normal day-to-day work. Many organisations are now seriously sceking ways of getting
workers to be more involved in decisions that will affect them in the work environiment
(Jonny, Fiona, & George, 2005). The paradigm shift is linked to the fact that employer has
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discovered that there are important business values in soliciting and using the ideas of
at all levels in the organisation. People

Employee participation in dccision.-mfllsing makes lh'en? feel cflated. and also satisfig |1 .
self-actualization necds; by so doing’ Increases their JOb'SatleaCllOH and evcntu'xns,lh,elr
performance (Owolabi & Abdul-l-la’m.eed,. 2011; Abdulai & Shafiwu, 2014), T(he},mb
valuable approach to boost producll.wty is by ftr’wmg .l"or the collective goals of IEOS[
employees and managers. By allmvmg'workers input 1'nt0.developing and CStabligh?th
policies and procedures etc., they can improve communication and increase morale a:g
satisfaction.

Participative management respects all members of an organisation as an infinite resource g,
to contribute knowledge and creativity to improving its ability to solve the main problen;
facing the organisation. By encouraging participative management managers are in effe
decentralising authority within their organisations. This often leads to improved decisjon
quality, increased commitment for employees to the decision outcomes which they haye

influenced, and, above all, it enhances their overall job performance (Abdulai & Shafiwy,
2014).

Knudsen (1995) stated that participation in decisions may not only give promises of a better
integration of the workforce, but also of higher efficiency, the effective management of
people and the all-important question of productivity which boast performance. Performance
is associated with quality of output, timeliness of output, presence/ attendance on the job.
efficiency and efficacy of work completed (Mathis & Jackson, 2009). Employee
Performance is the successful completion of tasks by a selected individual or individuals, as
set and measured by an organisation, to pre-defined acceptable standards while efficiently
and effectively utilising "available resource within a changing environment. It is based on
the foregoing that this study seeks to investigate the impact of participative management on
employee job performance in Nigeria Manufacturing Industry with particular reference to the

Nigerian Bag Manufacturing Company (BAGCO-LAGOS) - A Division of Flour Mills of
Nigeria Plc Lagos.

Statement of the Problem

The evil effect of inauthentic participation . management style that enjoyed tﬂC_‘l'C“\l
implementation by many organisational leaders has come with a reciprocating attitude of o“
commitment by employees towards implementation of decisions taken by top lnﬂ“i{Se"“' :

: » ) . : . sationd
This often obstructs the free flow of operation and stand as a barrier against organisatic
success which calls for some form of academic attention.

’ . . . . i > \’l(h
In many I.\Ilgena organisations, employees are faced with the dilemma of how 0 _COPe ';ﬁ ch
authoritative management style in the workplace while living in a democratic society “nhc
guarantees basic fundamental freedom. In fact, this ironical situation is held to be one 9

. 1
major. causes of the problems which are manifested. daily in the work lives of the moder!
employees (Derek, 2001).

()
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Besides, the refusal of organisational Icaders to recognise the human factor in industrial sct
up through greater involvement of employees in its management decision-making tends to
create several human problems in this setting. A worker is a social being who brings his
personality, hopes, aspirations, anxieties, feclings and attitude to the workplace. In this
regard, he derives pleasure and satisfaction in his work like any other spheres of his life.
Conversely, when he discovers that his work does not afford him the opportunity to realise
his potentials (for instance, through strict management control) he tends to employ ncgative
behaviours like absentecism, apathy, low commitment and low productivity and ultimately

low performance. It is on the basis of the above that this study addressed the following
questions:

Research Questions

i What is the level of impact of participative management on employec job
Performance ?
ii. Is there any significant relationship between indirect participation and

employee job satisfaction?

Objective of the Study

The main objective of this study was to examine whether or not participative management

influences employees’ job performance in a typical Nigeria manufacturing industry. The

specific objectives were to:

i. examine the impact of participative management on employee job performance.

il. evaluate the nature of relationship that exist between indirect participation and
employee job satisfaction.

Rescarch Hypotheses

HO,. Participative management does not have any significant impact on employce job
performance.

HO,: Indirect participation has no significant relationship with employce job satisfaction.

Literature Review

Concept of participative management

Participative management is the act of involving the workers in the decision-making process
of an organisation. It is a process where subordinates share significant degree of decision-
making power with their immediate superiors. It involves employees across different levels of
the hierarchy in decision-making. Participative management can be explained to mean a
deliberate action or structure employed by an organisation/employer that allow
employees/subordinate to contribute to the decision-making process. It gives room to
employee in terms of suggestion on a course of action an organisation should take in
achieving their set objectives (Abdulai & Shafiwu, 2014).

Participative management represents a new paradigm shift in the world of management which
has not been appreciated and accepted by all organisation but it has proven from evidences
that it is a great management structure all organisation should adopt. Management theorists
use different terms to explain the term ‘participative management’. Among thesce are
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employee

hilosophy that respects all members of an ‘on_'ganisa!ion as an -inﬁnite resource able i,
pi °§§p " knowledge and creativity towards improving its ability to survive the Main
Contt)rllenlitte"qcing managers. It refers to the extent of employec?’s contribution or CXpression of
g:)?nion in‘ he organizations core strategic structure (Owolabi & Abdul-Hamed, 2011),

to brldglng lhe

Forms of Employee Participation . B
There are two notable ways in which employees can take part in decisions that affect them

These are: indirect and direct participants.

Indirect participation
The two indirect ways that have been established as the dominant means of participation with
the enterprises are: (a) collective bargaining and (b) joint consultation

Collective Bargaining: This form of indirect participation is usually carried out between
employers or their representatives and the representatives of the employees (that come in
form of trade union). Its primary purpose is purely economic. Collective bargaining is a
process by which the representatives of the organisation meet and attempt to work out a
contract with the employees’ representatives, the union. Bargaining is the process of cajoling,
debating, discussing, and threatening in order to bring about a favourable agreement for those
represented. The actual process of negotiating a collective bargaining agreement-involves a
number of steps: (1) pre-negotiation; (2) selecting negotiators; (3) developing a bargaining

strategy; (4) using the best tactics: (5) reaching a for
o i1 12 : > nal : 6
ratifying the contract (John,201 0). g contractual agreement; and (6)

Joint Co ion: This i :
nsultation: This is any method of establishing a two way communication between

is formal machinery for deali m afidition to those provided by normal day today contact. It
- individually 50 as to avoiq eztlirtlig with employees as a group instead of dealing with them
principally are: petitions and demonstrations. The objectives of joint consultations

TI\)Iirect Participation
€wman, Joseph and §
ummer

greater employee i"VOIVemem(iggO)l agree that the aim of participation is to sccure betteh
atf)tlhtle?l: many of which are laieht :]Treby achieve a better yse of manpower skills and
eltort. The process i €55 the o
of direct S Y are released by leadershi manager'?
participation of ¢mployees in manzzlgeria(:c(;fatlils)i:r?dwhich ieeks

4
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to expose those skills and abilities, can take place in diverse ways such as consultative
participation which entails managers consulting with their employees in order to encourage
them to think about issues and contribute their own ideas before decisions are made.

I"articipative Management and Job Satisfaction

job satisfaction is a positive feeling about a job resulting from an evaluation of its
characteristic (Judge & Robins, 2009). According to Venter (2003), employee participation in
decision-making may increase levels of job satisfaction and, consequently, motivation.
Motivation refers to processes that account for an individual’s strength, direction, and
persistence of effort towards attaining organisational goals (Judge & Robbins, 2008).

Theoretical Framework

Likert Theory of Management (1981)

Rensis Likert (1903-1981) is a behaviourist and revolutionist (in the words of Warren Bennis)
who made rich contribution to the theory of organisational humanism. In the course of his
researches, Likert developed certain ideas and approaches important to understanding
leadership behaviour. He has also propounded the concepts of participative management and
supportive relationships.

Systems of Management
Likert research at the university of Michigan over the years has revealed to him that the best

managerial producer (i) is supportive in that he lends support and help to those reporting to
him; (ii) facilitates people’s work with the necessary tools, training and other resources
necessary to ensure action; (iii) encourages interactions, talks and mutual help among all
members of the work group; (iv) expects high performance standards. Likert refers to this

type of management as ‘System 4’ or participative-Group management.

Human Relations Theory
Human Relations theory was introduced by Professor Elton Mayo with the aim of proving the

significance of the human aspect of production as regards organisational productivity other
than machines (Perry, 2017). It was developed to address the problem faced by Taylors®
‘scientific management theory’. Hence, Human Relations theory emphasises employee as
human being and should be treated as such (Chand, 2017). The features of Human Relations
theory are the individual employee, informal organisations, and participative management.

Individual employee refers to the recognition and appreciation of each person within the
workplace. Employees are considered as the main assets of an organisation in terms of their
skills. Hence, the theory suggests that individual employee should be respected and treated
well. In the long run, organisational overall productivity will increase as individual employee

steps up his performance.

Informal organisation is another aspect of Human Relations theory that focuses on informal
social aspects of workers whose overriding need is the desire to belong and to be accepted_by
his/her work group (Chand, 2017). It means that the manager should encourage the formation
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examined in terms of team influence on key work-related issues and representative voice
through the degree of worker representatives’ influence on multiple collective voice issues. It
was found that neither type of voice bore a significant relationship to labour productivity
when examined solely but that team voice significantly contributed to enhanced worker
efficiency when considered in conjunction with representative voice.

Gap in Literature

The past studies reviewed dwelled much on the impact of participative management on
employee productivity in printing organisation and other industry. Only few dealt with
participative management and its effect on general employee performance in manufacturing
industry in Nigeria. Nevertheless, the ones that investigated the impact of participative
management on employee performance studied universities (Education Sector) in far away
Indonesia with different organisation culture and operational regulations with Nigeria.

Methodology

The study adopted a survey design to inquire the impact of participative management on
employees’ job performance by administering a well-structured questionnaire to 240
respondents who were randomly selected from the staff population of 600 in the Nigerian
Bag Manufacturing company (BAGCO-LAGOS). Using Taro Yamani sample size
determination formula, the stratified sampling technique was adopted for the distribution of
the questionnaire to the two strata of respondents (i.e. the management staff and other
categories of staff in the organisation under study). Out of the 240 copies of questionnaire
administered, only 231 were adequately filled and returned which brings the response rates to
96%. Data collected were used to test the stated hypotheses through multiple regression and
correlation analysis with the aid of statistical packages for social science (SPSS) software.

Data Presentation and Analysis
The collated data were presented using the formula stated in the methodology and the results

are as shown in tables 1-4.

Testing of Hypotheses
The hypotheses raised for attaining the objectives of this study were tested through the
application of correlation and regression analysis.

Hypothesis One
Ho;: Participative management does not have any significant impact on employees’ job
performance

Table 1: Model Summary

Model R R Square Adjusted R Square | Std. Error of the
Estimate
1 655" 7165 wE]! 76434

a. Predictors: (Constant), Decision making, Management function,
Communication/Interaction, Leadership process, Motivation
Source: Researcher’s computation, 2017
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= ble 1 above reveals the correlation coefficient _of 0.655 which signifies that

. tahle ‘ nagement is strongly related to employees’ job performance, More ¢ the R
pamclpﬂlll\’e m? (;%65 in the table suggested that participative management accoypyeg for
Zggz:c;;/:lco? em.plo.yees’ g performﬂ.ﬂce while the rcm'aining 23% in employeeg® job
performance is accounted for by other variables not captured in our mode.

Table 2: ANOVA®

Model Sum of Df Mean Square F Sig.
Squares
Regression 81.790 140 1.134 1.941 .000°
1 Residual 5.669 5 584
Total 87.459 145

a. Dependent Variable: Employee Job Performance ‘
b. Predictors: (Constant), Decision making, Management function,

Communication/Interaction, Leadership process, Motivation
Source: Researcher’s computation, 2017

Table 2 presents the analysis of variance (ANOVA) with F-statistic value of 1.941, which

suggests a significant effect of participative management on employees’ job performance as
the probability value 0.000 is less than 0.005 level of significant.

Table 3: Coefficients®

Model Unstandardized Standardized t |Sig.

Cocfficients Coefficients
B Std. Error Beta
(Constant) 3.261 .662 4.9291.000
Management function 125 .080 .1291.560 |.001
Leadership process .035 081 037 .4341.000
Motivation 187 .087 .190(2.157.003
Communication/Interaction .039 .085 041 .460.000
Decision making .099 .082 .1021.205.000
a. Dependent Variab]

‘ e: Employee Job Performance
Source: Researcher’s computation, 2017

Table 3 shows the cocfficient values of the participative management variables where
mal?a.gcmcnt 'function, leadership process, motivation, communication/interaction and
de_cmon making were statistically significant and thyg affect employees’ job performance
with probability value less than 0.05. With this it sufficed to say that participative
managcm.cnt has significant impact on employees: job performance. Therefore, the m!”
h.ypolh.csm Was rejected while (he alternative hypothesis was accepted. This outcome is 11
line Wl'th the finding of Burhanuddiy (2013) where he averred that participative management
has a significant impact on employce performance,

Hypothesis Two

Ho,: Indirect participation h

a8 no significant relationship with employee job satisfaction.

3
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Table 4: Corrclations

Volume 6, Number 1, 2019

Work's | Trade | Worker |Sharcholding | Employee job
council | union | director satisfaction
Pcarson |
Correlation
Work's council  Sig. (2-
tailed)
N 231
Pearson
Correlation 158 l
Trade union Sig. (2-
tailed) 093
N 231 231
gea‘rson. 613 7m0 ]
) orrelation
Worker Sig. (2
. c- =
director tailed) .002 .000
N 231 231 231
beanson- 802| 711 565 l
Correlation :
Shareholding Slg. (2- 000l 003 000
tailed)
N 231 231 231 231
Feason 648| 620" 686 780" 1
! Correlation
Employee job Sig. (2-
satisfaction e .004 .002 .000 .000
tailed)
N 231 231 231 231 231

**_Correlation is significant at the 0.01 level (2-tailed).
Source: Researcher’s computation, 2017.

Table 4 reveals the relationship among indirect participation variables and employee job
satisfaction. The relationship between work’s council and worker director was found to be
highly positive and statistically significant with shareholding and employee job satisfaction.

As a result of the outcome of the analysis above, most of the variables were found to have
positive and statistically significant relationship among cach other. Therefore, the null
hypothesis was rejected while the alternative was accepted i.e. indirect participation has a
significant relationship with employee job satisfaction. The outcome of this study tallies with
that of Jaewon, John and Frit (2010) where they found that team voice significantly enhanced
worker’s efficiency when considered in conjunction with representative voice. It is clear that
when worker’s efficiency is enhanced, certainly he /she will be satisfied with such a job.

9
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Conclusion and Recommendations

lusion o . .
"(F:}?: cst:dy concluded that participative management has a great influence on employee jop

as the feeling of involvement in decisions that 'afffzct the employees often
Perf_omsal:lcl:m {o a higher performance. Similarly, the .role.s of indirect participative System
motlgsaaz a tool for securing employees’ job in the organisation as there are always strength ip
serv S :

large number or group movement.

Recommendations |
Based on the conclusion drawn above, the study recommended as follows:

i.  Management should encourage effective workers’ participation in decision making,
involvement in organisation’s policy and objective setting, and problem solving
effort as this will enhance management staff relations and thus boast organisationa]
productivity that will ultimately lead to overall employee performance which-is good
for the survival of the organisation.

li.  Management should endeavour to engage in consultative engagement with workers
through the means of workers union, shareholding etc that provides avenue for
industrial peace and harmony and ultimately leads to employees’ job satisfaction.
When workers are satisfied, they are likely to have the feeling of ownership and
thereby discourage negative turnover and other competitive advantage deflators.
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