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ABSTRACT 
 
In a high turnover environment, inculcating organizational commitment among 
employees is a big challenge. We proposed a theoretical framework explaining 
how participative decision making affects commitment. For this, we modified the 
Jackson (1983) model explaining the effect of participation in decision making on 
communication and further extended it to organizational commitment in the 
perspective of Elele and Fields (2010). Participative decision was measured by 
employee engagement in decision making (EE), meeting load (ML) and 
management support (MS). These factors increases perceived influence among 
employees (PI), job-related communication (JR) and personal communication 
(PC). Moreover, through these communication factors, organizational commitment 
got increased. This is classified as affective commitment (AC), normative 
commitment (NC) and continuance commitment (CC). To establish its empirical 
validity, we conducted a survey based on a close-ended questionnaire, from 200 
employees, working in different organizations of Karachi. Data was analyzed using 
structured equation modeling and confirmatory factor analysis. The result 
suggested that JR communication effectively mediate employee engagement in 
decision making and both AC and NC. Similarly, personal communication and 
perceived influence also mediate the effects of meeting load on continuance and 
normative commitment respectively. Moreover, management support increases 
both perceived influence and job-related communication. And lastly, employee 
engagement has a significant positive effect on perceived influence. Overall 
findings backed our theory and explain the strong effect of participative decision 
making on commitment mediated by communication. 
 
Key words: Organizational commitment, affective commitment, normative 
commitment, continuance commitment, participation in decision making, 
employee engagement, perceived influence, job-related communication and 
personal communication. 

 
 
INTRODUCTION 
 
Background of the study 
 
One of the significant concepts in contemporary 
management is participative management (PM), their 
origin of which is traced by most writers in the academic 
literature to the post-World War II writings of scholars, 
such as Kurt Lewin, Douglas McGregor, Chris Argyris, H. 

Igor Ansoff, and Michael Porter (Kaufman, 2001). However, 
several management scholars have also written at more 
length on the origins and history of PM, such as Carroll and 
Schuler (1983) said that participatory management can be 
traced to the early 1960s, the writings of behavioral 
scientists, such as Douglas McGregor and Rensis Likert. 
Furthermore, Stanton (1993) believes that the origins of 
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PM to two behavioral scientists, Lester Coch and John 
French, who wrote in the late 1940s but on the issue of 
organizational change (Kaufman, 2001). Another opinion is 
stated that the writings of social psychologist, Kurt Lewin, 
inspired the concept of participatory management Cotton 
(1994). Participation as a management style was suggested 
in the classical Hawthorne experiments of the 1930s. The 
experiments represent that when small groups of workers 
feel their work environment is supportive, they gain more 
satisfaction and work better (Crane, 1979). Another story 
explained the origin of participatory management as the 
idea of industrial democracy, stated by Rockefeller, gained 
currency in the late 1910s and translated to the idiom of 
participatory management in the management field. 
However, researchers in the academic field had little 
success in interesting management in this 
concept.“Participative management should be looked at as 
an evolution of the organization that will ultimately lead to 
the achievement of corporate objectives.” In the 21st 
century, research shows that employees are starting to 
make more demands on their employers. 

They want to be parts of a team and they want more 
involvement in decision-making. Undoubtedly today for an 
organization to be successful, it should care for its 
employees as important assets and keep them satisfied. 
Employee empowerment or participative decision making 
is neither a new or simple management concept. Employee 
participation is a complex management tool that can be 
effective in improving performance, productivity and job 
satisfaction when applied properly (Nykodym et al. 2008). 
With increasing globalization, the industry is under intense 
pressure to produce high quality, specialized ‘high-tech’ 
products and services, all of which require a flexible and 
highly trained workforce. One of the intent of participation 
is developing a cooperative and strong workforce 
(Howcroft and Wilson 2003). Employee participation can 
be interpreted in three distinct ways. First, it can be seen as 
‘industrial democracy’. Second, it may represent that 
subordinate employees involve more in one or more 
aspects of organizational decision making. Third, it may 
show a specific evolutionary development to promote 
greater employee influence within the organization. 
Employee participation is the procedure whereby 
employees are engaged in decision-making processes, 
instead of just following up on orders. Employee 
involvement is a procedure for enabling employees to 
participate in managerial decision-making and 
improvement exercises suitable to their levels in the 
organization. The participation of employees describes the 
association of employees in decision making which is 
concerned about shared decision making in the work 
circumstance (Mitchell, 1973). 

As indicated by Noah(2008) it is an uncommon type of 
delegation where the subordinate gain greater control, 
freedom of choice concerning bridging the communication 
gap between the management and laborers. Employee’s 

non-participation in organizational decision-making may 
prompt low performance in an organization and can result 
in conflict between management and employees and lead to 
impassive to the decision-making reached by the 
organizational productivity. Business owners frequently 
fuss about the most ideal approach to expand employee 
motivation. Some might ponder in any case, why simply 
providing a paycheck isn’t sufficient. Taking a gander at 
what causes lost motivation and acknowledgment of the 
business' reliance on employees, uncovers that it is 
principal for employees to bring their excitement to the 
workplace to expand the company's productivity by 
including employees in decision making. There are no two 
different ways that employee participation is very essential 
and significant because employee participation promotes 
organizational peace in the concern, satisfies the desire of 
workers for self-expression and raises the profitability, 
production and productivity of workers. Employee 
participation leads to proficiency and viability, high 
performing and adequacy in an organization, which causes 
profitability in an organization. Along these lines, there are 
too many evidences that show a firm’s performance 
increment with the expansion in employee participation 
(Arthur, 1994; Daft and Lewin, 1993; Dennison and Mishra, 
1995). 
 
 
Problem statement 
 
There have been significant changes in the role of human 
resources today due to changes in an increasing complex 
environment. To address the changes in the environment, 
organizations should be supported by human resources 
that are qualified and competent as well as innovative, 
professional, open and flexible. Employee is a determining 
resource for the success of an organization, for the 
achievement of an organization is inseparable from the 
achievement and the role of its members. Latham et al. 
(1994) contend that there is much less research evidence 
for the value of employee involvement in quality decision 
making. Scholars have likewise contended that employees’ 
association in decision making may principally serve to 
make them like their jobs and organizations yet do little to 
increment the firm’s performance (Wagner, 1994). 
Employee commitment is also associated with high 
internal motivation (Colbert et al., 2004). This is in line 
with Wellins and Concelman’s (in Little, 2006) statement 
saying that employee commitment is an illusion 
encouragement that motivates an employee to show high 
performance. This encouragement is a combination of 
commitment, loyalty, productivity and belongingness. 
Employee’s feelings and attitudes toward their job and 
organization are then included in the definition. Perryman 
and Hayday, in Robinson, 2004, define employee 
commitment as a positive attitude of employees toward 
the attitude of the organization. An encouraged employee 
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is concerned about the organization's business and 
working as a team to improve the organization’s 
performance. Therefore, employee engagement is a 
positive attitude of an employee toward the organization 
and its values as indicated by commitment, dedication and 
loyalty to the organization, superior, job and coworkers. 

A committed employee is usually loyal and concerned 
about the future of the organization. The employee has the 
willingness to make extra efforts to achieve the goals of the 
organization to grow and develop. Coffman and Gonzalez 
(2002) classify three types of employees based on the level 
of commitment, namely: engaged (committed), not 
engaged (not committed), and actively disengaged (not 
willing to commit). The illustration furthers the idea that 
organizations could stand to benefit from implementing 
employee engagement and organizational commitment 
strategies. Organizations that change employee attitudes 
towards their work and the organization will have more 
satisfied employees.They will be willing to "go the extra 
mile," be at work when they are supposed to be, get their 
work done with quality, and stay with the organization. As 
we have seen in the examples above, this, in turn, will 
produce tangible results for the organization in the form of 
increased productivity (and a decrease in overtime 
needed), decreased turnover and associated recruitment 
costs to fill the open position, decreased safety incidents 
and associated costs, and higher sales volumes. As is the 
case of the importance of work commitment, 
communication is vital to keeping employees engaged in 
their work and loyal to the company. Another key to 
boosting successful work commitment is including top 
management in any downsizing or strategic organizational 
changes (Evans et al. 2009). When referring to the PDM 
approach, the key principle is to increase improvements in 
productivity, in which employees at all levels are more 
knowledgeable regarding decisions made to benefit the 
organization (Miller and Monge, 1986). As suggested by 
Miller and Monge (1986), the use of engagement will 
enhance the information use and flow within the 
organization. The reason for the importance placed on 
PDM is because managers will have a better understanding 
of problems and also may have a better understanding of 
how to solve problems (Rodgers and Hunter 1993). 
Preventing PDM may result in a loss of innovative 
suggestions and organizational efficiency and productivity. 
 
 
Gap analysis 
 
Studies have seen PDM to be positively related to job 
satisfaction and job performance (Lam et al., 2002). For 
example, Nielsen and Randall (2012) examined the links 
between pre-intervention working conditions and well-
being, levels of participation in planning and 
implementation, employees’ reports of changes in 
procedures, and intervention outcomes. Pre-intervention 

levels of autonomy and job satisfaction predicted the 
degree of employee participation in the planning and 
implementation of the intervention. Pre-intervention well-
being and social support were linked directly to the degree 
to which employees reported changes in existing work 
practices concerning teamwork. In any case, the connection 
between PDM and employee engagement is increasingly 
effective when an organization finds a way to encourage 
participation instead of attempting to force it (Stohl and 
Cheney, 2008). Irawanto (2015) also explored the 
relationship between employee participation in decision-
making and motivation. This result shows that there is a 
significant relationship between employee participation in 
decision-making and work motivation. 

Employee participation in the discussion on recent issues 
(participation consultation) with employers and among 
workers is likely to have a significant effect on increasing 
their motivation. Past investigations have also discovered 
that individuals’ degrees of participation in meetings was 
positively related to performance and greater commitment 
in doing the course of action decided upon during those 
meetings (Rosenberg and Rosenstein, 1980; Sagie and 
Koslowsky, 1996). Elele and Fields (2010) focus on the 
cultural differences or similarities between Nigerian and 
American employees. In this article he focuses on how 
participation in decision making affects differently with all 
the three organizational commitments that is, effective 
normative and continuance commitment. Findings 
suggested participation in decision making is positively 
related to affective and normative commitment whereas it 
is negatively related to continuance commitment. Bhatti 
(2013) also explores the impact of types of employee 
participation (that is, financial participation, direct 
participation and representative participation) on forms of 
organizational commitment (that is, affective commitment, 
continuous commitment and normative commitment). 

This study indicated that in Pakistani settings types of 
employee participation has a significant and positive 
relationship with forms of organizational commitment 
while in American settings financial participation, direct 
participation and representative participation has a strong 
and positive relationship with forms of commitment but the 
weak relationship as compared to Pakistan. However, a 
more diverse measure of participation in decision making 
needed which could include other factors such as by 
employee engagement in decision making, meeting load, 
and management support. Moreover they fall short in 
explaining how Participatory management leads to 
heighten commitment. We proposed a theoretical 
framework explaining how participative decision making 
affects commitment. For this, we modified the Jackson 
(1983) model explaining the effect of PDM on 
communication, and further extend it to organizational 
commitment in the perspective of Elele and Fields (2010). 
This is a novel attempt as no such study was carried out in 
Pakistan that explained this relationship trough a 



Journal of Business & Economic Management;  Ahmed and Siddiqui.    203 
 
 
 
mediation framework. 
 
 

Research objectives 
 
The purpose of this study is to examine the impact of 
employees’ participation in decision making on 
organizational performance. The objective is to 
investigate the degree to which PDM in meetings relates 
to engagement while accounting for theoretically 
meaningful mediators, employee engagement, meeting 
load and supervisor support. The causal effect of PDM 
was conducted to check their impact on perceived 
influence, job- related and personal communication and 
their onward influence on organizational commitment 
through normative, continuance commitment. 
Participative decision was measured by employee 
engagement in decision making (EE), meeting load (ML), 
and management support (MS). These factors increase, 
perceived influence among employees (PI), job-related 
communication (JR), and personal communication (PC). 
Moreover, thorough these communication factors, 
organizational commitment got increase. This is 
classified as affective commitment (AC), normative 
commitment (NC) and continuance commitment (CC). 
 
 

Other research objectives 
 

1. To determine the challenges that is associated with 
employee participation. 
2. To determine the effect of employee participation in 
decision making on organizational performance. 
3. To determine the effect of meeting load with the 
employee engagement in an organization.  
4. To determine the effect of management support with the 
personal communication in an organization. 
 
 

Significance 
 
The sole purpose of this research is to scrutinize the 
interrelation between employee’s participation in decision 
making on organizational performance. The specific aim of 
this study is to incorporate, recognize and inspect the 
extent employees participate in a research organization 
and to bring focus on the factors that affect workers' 
participation in decision making. This research would help 
improve the employees’ retention issues, as this is a 
challenge in many organizations. Demographical and 
market changes have created a more confident and 
demanding workforce, which makes it necessary for 
organizations to be competitive and work harder at 
meeting employees' needs to retain their loyalty. This 
would also enable better communication among 
stakeholders. Communication and decision making are a 
company’s sole factors essential for better functioning. 
Having personal communication in an organization can 

pose as a great distraction between the vision and mission 
of the company and your personal life. As a result the 
employees are deprived of the management support of the 
company. The results would also enable the discussion 
among the stakeholders with regards to employees’ 
engagement and participation in decision making. Meeting 
the load of an employee in an organization can reduce the 
productivity of the employees as it increases stress and 
tension that affects the employee engagement among 
themselves as the loudest and more knowledgeable can 
easily dominate the conversation. Tackling these issues 
would greatly improve productivity. 
 
 

LITERATURE REVIEW 
 

Organizational culture 
 

When the right people are found for the organization, they 
blend into the organizational culture. Organizations these 
days are going through a situation where the number of 
employees is large but the quality is lacking. Organizations 
are also finding it difficult to adapt to changing situations. 
An organization's culture has a profound impact on the 
effectiveness of the organization by influencing how 
decisions are made, how human resources are used and 
how people respond to environmental challenges. Sheridan 
(1992) in his study, has suggested that it is a possible 
dilemma for organizations interested in using culture as a 
retention tool. A culture that promotes strong 'relationship 
values' appears to increase the retention of both strong and 
weak employees. That is, it reduces both dysfunctional and 
functional turnover. Organizational culture is the behavior 
of human beings within an organization and the meaning 
that people attach to those behaviors. According to Needle 
(2004), organizational culture represents the collective 
values, beliefs and principles of organizational members 
and is a product of such factors as history, product, market, 
technology, and strategy, type of employees, management 
style, and national culture. Culture includes the 
organization's vision, values, norms, systems, symbols, 
language, assumptions, beliefs, and habits. Ravasi and 
Schultz ( 200 6) wrote that organizational culture is a set of 
shared assumptions that guide what happens in 
organizations by defining appropriate behavior for various 
situations. Schein (1992); Deal and Kennedy (2000) and 
Kotter (1992) advanced the idea that organizations often 
have very differing cultures as well as subcultures. Though 
a company may have its "own unique culture", in larger 
organizations there are sometimes coexisting or conflicting 
subcultures because each subculture is linked to a different 
management team. 
 
 

Participation in decision making 
 

PDM most comprehensive definitions were proposed by 
Heller et al., (1998) who suggest that it is “the totality of 
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forms, that is, direct (personal) or indirect (through 
representatives or institutions) and of intensities, i.e. 
ranging from minimal to comprehensive, by which 
individuals, groups, collectives secure their interests or 
contribute to the choice process through self-determined 
choices among possible actions during the decision 
process”. Influence sharing and joint decision-making is 
referred to as PDM. PDM is defined as the shared influence 
of managers and employees in a firm; it is also used as a 
motivational program with the function of enhancing both 
job satisfaction and individual performance. When 
employees are involved in making decisions, they gain a 
professional and personal stake in the organization and its 
overall success. This commitment leads to increased 
productivity as employees are actively participating in 
various aspects of the company and wish to see their efforts 
succeed overall. This is not only beneficial to company 
growth but is also on-the-job training for workers. The 
increase in responsibility expands employee skill sets, 
preparing them for additional responsibility in the future. 
Lundgren (1984) state that the goals of participation as 
with much leadership approach is to move towards high 
profitability and keep up a satisfied workforce. To him, 
participation looks to accomplish these objectives through 
the association of subordinates in the decision-making 
process. 

This idea is dependent on the assumption that 
participants will maximize satisfaction, stimulates interest 
and in this manner incite high profitability. Lundgren holds 
that a manager may just welcome inquiries concerning a 
decision he has already effectively, made; or he may permit 
subordinates full opportunity to make decisions written to 
endorsed limit. He goes further to opine that participation 
results in the decision that is seen as being reasonable. This 
depends on the belief that everybody gets an opportunity to 
express his perspectives and to assess the perspective on 
others. "For a group that feels included is more satisfied 
and more profitable than one that does not feel included. 
Guest and Fatchett (1973) stated that the workforce 
(employees) is permitted to "state" as long as what they 
state has an understanding of management. At the time 
when they disagree with management, at that point they 
are taken away. For participation to effectively happen, the 
employee’s exertion of control should always lead to 
management adjustment or relinquishment of proposed 
plans that influence the employees. There is a lot of 
discussion over the subject of how much autonomy 
subordinates ought to have in modeling their own 
objectives, just as those of the unit where they work, and 
how unequivocally the manager should impose his or her 
perspectives with regards objective setting with 
subordinates. Generally, at one extreme is the position that 
subordinates ought to be approached to set their own 
objectives and those of their work unit. 

The basis for this methodology as indicated by its 
advocates is that it motivates subordinates to accomplish 

more or be increasingly productive. On the contrary pole 
are the individuals who take the view that if the boss 
doesn't know what to expect from subordinates, the person 
shouldn't have them on the finance and in this way should 
guide individuals on when and how to do it. Adeola (1994) 
characterizes participation as the active involvement of 
subordinates or followers in the making of decisions that 
legitimately influence them in the workplace. Participation 
in decision making is for the most part viewed as an 
indication of enlightened and democratic management. It 
might be through the giving and getting of information, 
achieving, suggesting and the sharing of experience among 
individuals of an organization. McFarland (1968) discloses 
to us that the base of participative decision making lies in 
the organization philosophy and administrative style and in 
the overall organizational atmosphere. Organizational 
climate as utilized by McFarland incorporates people, laws, 
economic and market situation and innovation. Vroom 
(1964) indicated two distinctions in the definition of 
participation. The main he calls "psychological" (you think 
you are participating in the decision that influence you), 
and the second "objective" (you really participate firmly in 
the decisions that influence you whether you know it or 
not). The idea of participation in an organization can 
subsequently be summarized as a procedure by which an 
organization endeavors to open the innovative possibilities 
of its people by including them in decisions influencing 
their work lives. It is an organized effort to empower 
employees at all levels in an organization to utilize their 
knowledge, aptitudes, and capacities more adequately in 
their work and to participate more completely in decisions 
about their work life. Ellon (1960) portrays participation as 
"a man's essential biological procedure". To him, man being 
a social animal looks for consistent association with others, 
his work let alone his attitude will undoubtedly be 
influenced by those connections. 

This is on the grounds that, to a large degree, the 
organizational processes not only impinge on his task as 
well as decide the determination of his job and duties. 
Jackson (1983) examined the effect of participation in 
decision making on perceived influence, role conflict, role 
ambiguity, personal and job-related communications, social 
support, emotional strain, overall job satisfaction, 
absenteeism and turnover intention. Solomon 4-group 
design was modified to include 2 post-tests; it was 
conducted in a hospital outpatient facility with 95 nursing 
and clerical employees who were randomly assigned to an 
increased-participation or a control condition and to a 
pretest or no-pretest condition. Outcomes were assessed 
after 3 and 6 months. Results showed to have a significant, 
negative effect on role conflict and role ambiguity and a 
positive effect on perceived influence. Role conflict and 
ambiguity were in turn positively related to emotional 
strain and negatively related to job satisfaction. Emotional 
strain was positively related to absence frequency and 
turnover intention. Perceived influence was positively 
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related to job satisfaction and positively related to turnover 
intention. Participation indecision making appeared to be 
an important causal determinant of role strains, which 
were in turn important precursors of both individual and 
organizational outcomes. 
 
 
THEORETICAL FRAMEWORK 
 
Organizational commitment 
 
Organizational commitment defines the emotional 
attachment of employee with his or her organization; it 
holds an important place in the study of organizations. 
Bateman and Strasser (1984) gave an operational definition 
of commitment that is “multidimensional in nature, 
involving an employee’s loyalty to the organization, 
willingness to exert effort on behalf of the organization, 
degree of goal and value congruency with the organization 
and desire to maintain membership”. Researchers have 
identified three different types of commitment e.g. affective 
commitment, continuance commitment, and normative 
commitment (Meyer and Allen, 1990). Organizational 
commitment is a very important aspect of an individual's 
work attitude as has been explained in previous sections. A 
study done by Porter et al. (1973) found that 
“Organizational commitment...proved to be a better 
predictor of turnover than job satisfaction”. The feelings 
someone places on their relationship with a given 
organization and how they identify with that organization 
can have a substantial effect on turnover, absenteeism, 
production, and other areas as well. Organizational 
commitment has emerged as a principal topic and has been 
studied in regard to its relationship with absenteeism, 
turnover, burnout, job satisfaction and job performance in 
the workplace. In order for an organization to develop 
organizational commitment within the workplace, they 
need to facilitate an employee's belief in the organization's 
goal's and values, a willingness to exert considerable effort 
on behalf of the organization and a definite desire to 
maintain organizational membership, among other things 
(Porter et al., 1973).One way to elicit organizational 
commitment in employees is to develop empowerment and 
empowered employees. 

Empowerment means giving employees the authority, 
skills and self-control to perform their tasks (Park and 
Rainey, 2007). Empowerment has been associated with 
increased motivation, satisfaction, organizational 
commitment and ultimately job performance. According to 
Park and Rainey (2007), “Empowered employees should 
have higher levels of motivation, commitment and other 
positive job attitudes”. There are several ways an employer 
can empower their employees in the workplace. These 
include: assigning tasks that will allow your subordinates to 
grow and take on additional responsibilities, explaining the 
reason for the task being given, giving clear and concise 

directions, allowing and encouraging questions from 
employees, demonstrating that you trust your employees, 
soliciting suggestions from your employees as to better 
ways of completing tasks and things of this nature that have 
a direct effect on the work being completed and the job 
itself (Bowden and Lawler, 1995). In conjunction with 
empowerment, employers also need to focus on creating 
meaningful, challenging and interesting work. Each of these 
conditions was found to be associated with affective and 
normative commitment (Park and Rainey, 2007). 
Increasing organizational commitment within employees 
through affective and normative commitment was shown to 
have a “significant effect on job satisfaction, perceived 
performance and quality of work” 
 
 

Normative commitment 
 

Normative commitment is the commitment of an employee 
towards his/her organization when they fell that they owe 
it to their organization to continue working there. 
Normative commitment refers to an employee’s feeling of 
obligation to remain with the organization where it based 
on the employee having internalized the values and goals 
of the organization. The potential antecedents for 
normative commitment include co-worker commitment 
where it including affective and normative dimensions, as 
well as commitment behaviors, organizational 
dependability and participatory management. Co-workers’ 
commitment is expected to provide normative signals that 
influence the development of normative commitment 
(Commerias and Fournier, 2002). 
 
 
Affective commitment 
 

Affective commitment refers to employees' perceptions of 
their emotional attachment to or identification with their 
organization. According to Mayer and Allen (1996), 
affective commitment refers to the employee’s emotional 
attachment to, identification with, and involvement in the 
organization based on positive feelings, or emotions, 
toward the organization. The antecedents for affective 
commitment include perceived job characteristics which is 
task autonomy, task significance, task identity, skill variety 
and supervisory feedback, organizational dependability 
that means the extent to which employees feel the 
organization can be counted on to look after their interests 
and perceived participatory management that mean the 
extent to which employees feel they can influence decisions 
on the work environment and other issues of concern to 
them. 
 
 

Continuance commitment 
 

Continuance commitment relates to how much employees  
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feel the need to stay at their organization. In employees 
that are continuance committed, the underlying reason for 
their commitment lies in their need to stay with the 
organization. 
 
 
Perceived influence 
 
Perception refers to our sensory experience of the world 
around us and involves both the recognition of 
environmental stimuli and actions in response to these 
stimuli. Through the perceptual process, we gain 
information about the properties and elements of the 
environment that are critical to our survival. Perception not 
only creates our experience of the world around us but also 
allows us to act within our environment. It is a process 
through which people choose, organize and interpret 
information in order to form a meaningful picture of the 
world. Organizational dependability and perceived 
participatory management are expected to instill a sense of 
moral obligation to reciprocate to the organization. 
 
H1: There is a positive and significant effect of perceived 
influence on normative commitment. 
 
Rowden, (2002) showed the factors that included 
perceived influence all create rewarding situations, 
intrinsically conducive to the development of affective 
commitment. 
 
H2: There is a positive and significant effect of perceived 
influence on affective commitment. 
 
Career satisfaction provides a more direct measure of 
career-related investments, which could be at risk if the 
individual leaves the organization. In general, whatever 
employees perceive as a sunk cost, resulting from leaving 
the organization are the antecedents of continuance 
commitment. 
 
H3: There is a positive and significant effect of perceived 
influence on continuance commitment. 
 
 
Job related communication 
 
Communication can be defined as the process of 
transmitting information and common understanding 
from one person to another (Keyton, 2011). It is the 
creation or exchange of thoughts, ideas, emotions and 
understanding between sender(s) and receiver(s). It is 
essential to building and maintaining relationships in the 
workplace. Although administrators spend most of their 
time communicating (sending or receiving information), 
one cannot assume that meaningful communication occurs 
in all exchanges (Dunn, 2002). Once a memorandum, 

letter, fax, or e-mail has been sent, many are inclined to 
believe that communication has taken place. However, 
communication does not occur until information and 
understanding have passed between the sender and the 
intended receiver. Job-related communication and 
commitment to the organization are very closely related to 
each other. Postmes et al. (2001) concluded that although 
employees feel committed with their organization when 
they communicate with their coworkers but commitment 
is more strongly related to the communication of top 
management (vertical communication). Allen (1990) 
described that the quality of communication between top 
management, supervisors and subordinates is strongly 
and positively related to organizational commitment. As 
mentioned earlier the quality of communication and its 
correctness of the results in the increased level of 
commitment. Employees feel more committed when they 
are communicated by the top management. This 
relationship was discussed by Postmes et al. (2001) and he 
also concluded that commitment is more strongly related 
to the communication of top management (vertical 
communication). 
 
H4: There is a positive and significant effect of job-related 
communication on normative commitment. 
H5: There is a positive and significant effect of job-related 
communication on affective commitment. 
 
Results also supported the hypothesis that job-related 
communication has a significant effect on continuance 
commitment and are positively related. The work of Allen 
(1990) also supports the findings of this study he stated 
that the quality of communication between top 
management, supervisors and subordinates is strongly 
and positively related to the continuance commitment 
 
H6: There is a positive and significant effect of job-related 
communication on continuance commitment. 
 
 
Personal communication 
 
Personal communication is that in which two or more 
people communicate with one another. Interpersonal 
communication is the process of transmitting information 
and common understanding from one person to another, 
which is very essential for the success of any organization. 
Therefore it must be effectively handled to ensure the 
attainment of the organization’s goals. Vardaman and 
Halterman define communication inside the organization as 
the flow of information, materials, perceptions and 
understandings among the various stakeholders of the 
organization, all the methods, media and means of the 
communication, all the networks, channel of commu-
nication or organizational structure, all the person – to – 
person interchange or interpersonal communication. They 
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include all aspects of communication and make it 
comprehensive because it advises that there are so 
plentiful things are going on in the organization. 
Communication competence is a variable that has a 
positive effect on employee performance. The results of 
the study Ridwan et al.(2016)shows that the contribution 
of personal communication to the performance of the 
principal is 30.4%, organizational commitment 20.6%, and 
supervision of 21.9% shows the highest individual 
contribution to the performance of the principal is 
personal communication. According to Marchalina and 
Ahmad (2017) there is a significant relationship between 
internal communication and employee commitment to 
change in affective commitment, ongoing commitment and 
normative commitment based on the empirical results 
found. Therefore, personal communication influences 
employee attitudes to be involved and committed to the 
organization 
 
H7: There is a positive and significant effect of personal 
communication on normative commitment. 
 
The results of this study as discussed above support 
previous studies, among others there is a positive and 
significant direct effect between personal communication, 
affective commitment and supervision to the principal's 
performance (Ridwan et al., 2016). 
 
H8: There is a positive and significant effect of personal 
communication on affective commitment. 
 
As discussed above continuance commitment is the degree 
that you stay with the organization because you believe you 
have to stay. The results of this study as discussed above 
support previous studies, among others there is a positive 
and significant direct effect between personal 
communication, continuance commitment and supervision 
to the principal's performance (Ridwan et al., 2016). 
 
H9: There is a positive and significant effect of personal 
communication on continuance commitment. 
 
 
Employee engagement 
 
Employee engagement is the heightened emotional and 
intellectual connection that an employee has for his or her 
job, organization, manager or co-workers that in turn 
influences him or her to apply additional discretionary 
effort to his or her work. It is the emotional commitment 
the employee has to the organization and its goals. Engaged 
employees care about their work and company thus use 
discretionary efforts e.g working overtime when needed 
without being asked to do so. Macleod and Charke (2009) 
pointed out that employee engagement is about 
establishing mutual respect in the workplace for what 

people can do or be. They also observed that engagement is 
two ways; organizations must work to engage employees 
who in turn have a choice about the level of engagement to 
offer the employer. Employee engagement requires a work 
environment that does not just demand more but promotes 
information sharing, provides learning opportunities and 
fosters a balance in peoples’ lives thereby creating the basis 
of sustained energy and personal initiative (Alfes et al., 
2010). Engagement is very vital in the workplace because it 
determines employees’ performance. Engaged employees 
perform better hence leading to organizational 
effectiveness and efficiency. 
 
H10: There is a positive and significant effect of employee 
engagement on perceived influence. 
 
There are many variables that may contribute to 
promoting employee engagement. These include coaching, 
career development, recognition, rewards, accountability, 
satisfaction, meaningful work, perceived safety, adequate 
resources, individual attention, alignment with 
organization's values, opinion surveys, effective 
communication, management's interest in wellbeing, 
challenging work, input in decision making, clear vision of 
organization's goals, and autonomy. Organizational 
communication serves as an avenue in which these 
variables may be disseminated, supported and 
communicated. While effective communication should be 
the goal of any organization, merely communicating is the 
first step. An organization that is silent can experience the 
worst outcomes as it forces employees to speculate, listen 
to the grapevine and turn to the media for information 
about their company (Hoover, 2005). In times of change 
and challenge, communication can be the key to sustaining 
the business. As Hoover elaborates, "even in a time of 
crisis, good communication keeps employees engaged and 
the organization moving forward. The Watson Wyatt 
Worldwide study of 2002 found that organizations that 
were, "highly effective communicators were 4.5 times more 
likely to have highly engaged employees, which positioned 
them for better financial results" 
 
H11: There is a positive and significant effect of employee 
engagement on job-related communication. 
 
Communication allows for transparency and a clear 
direction from top management. As Kernan and Hanges 
(2002) implied, when managers are able to provide 
employees with accurate and useful information about 
tasks and the organization, this eventually aids employees’ 
sensemaking and reduces uncertainty. On the other hand, 
22 employees claimed that when communication is not 
taken seriously, it may cause misunderstanding, which 
leads to a bigger problem at work. Other channels need to 
be used to resolve the misunderstanding. A leader who 
does not communicate well impacts an employee’s level of  
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engagement and thus performance. Twenty-six employees 
contributed to this concept. It seems that high-quality 
communication assists employees in understanding their 
tasks and what is expected of them. Further, it helps 
employees to understand the reasons behind 
organizational decisions and actions, and this indirectly 
motivates employees to achieve organizational goals and 
be a part of the organization. Overall, out of the 26 
employees who contributed to this concept, most spoke 
positively about their leader’s communication at their 
workplace. Information communicated by leaders helps 
employees to achieve assigned goals and this represents 
one job resource that facilitates engagement among 
employees. Additionally, communication from the leader 
plays a significant role in transferring leadership skills. 
 
H12: There is a positive and significant effect of employee 
engagement on personal communication. 
 
 
Meeting load 
 
Meetings are an important context for understanding 
organizational behavior and employee attitudes. They 
provide a window into social dynamics in the workplace 
(Meinecke and Lehmann, 2015) and take up substantial 
work time for employees of contemporary organizations: a 
typical employee spends about 6 h per week in scheduled 
meetings (Rogelberg et al., 2006). Meetings are defined as 
work-related interactions between three or more people 
that have purpose and structure; they are usually 
scheduled in advance, last between 30 and 60 min, and can 
be conducted face to face as well as virtually 
(Schwartzman, 1986; Rogelberg et al., 2006). Employees' 
behaviors and experiences in meetings can affect many 
different aspects of their jobs and also influence the 
general success of an organization (Kauffeld and Leh, 
2012; Rogelberg et al., 2010). Unfortunately, meetings can 
be a nuisance rather than a site for productive 
collaboration and employees evaluate almost half of their 
meetings as ineffective (Lehman et al., 2010). In addition to 
wasting time and money, bad meetings negatively impact 
employee outcomes such as job satisfaction, co-worker 
trust and other job attitudes as well as well-being. 
Meetings where individuals openly participate in decision 
making may promote more positive outcomes for meeting 
attendees (Hinkel and Allen, 2013). Participation in 
decision making is the extent to which employers allow or 
encourage employees to share or participate in 
organizational decision-making. PDM in meetings is 
defined as the degree to which employees are allowed or 
encouraged to share their thoughts, feelings, and ideas in 
the formal meeting setting (Probst, 2005). Once 
organizations have created a work environment that 
employees perceive as safe, PDM may have the potential to 
influence employee attitudes and behaviors (Long, 1979). 

H13: There is a positive and significant effect of meeting 
load on perceived influence. 
 
The opportunity to express the thoughts, opinions and 
ideas allows employees to feel that they are being heard by 
supervisors and managers, valued for their contributions, 
and included in the organization in a meaningful way. The 
influence of PDM in meetings on employee engagement is 
also moderated by meeting load. For employees who have 
lower meeting load, and perhaps fewer such opportunities 
to interact with supervisors, there was a stronger 
relationship between PDM in meetings and employee 
engagement. One reason for this may be due to meetings 
that occur less frequently being relatively more important. 
Therefore the rare opportunity for employees to express 
their feelings, thoughts, and ideas (the occasion to engage 
in PDM in meetings) will be able to exert a relatively 
greater influence on post-meeting outcomes, such as 
employee engagement. Some research by Schmidt (1991) 
and Rajaram (1996) suggests that more distinct events are 
more salient in an individual’s memory, are processed to a 
greater degree, and therefore exert more of a relationship 
in the decision making processes. 
 
H14: There is a positive and significant effect of meeting 
load on job-related communication. 
 
Perception is a tricky subject because there are many 
different influencing factors and it is difficult to determine 
whether or not what a person perceived is true or false. In 
today’s world, people from all over the world, with different 
cultures, backgrounds, families, and societies are able to 
come together and work in the same environment. The way 
others are viewed is the first step to determining how one 
may approach them. Ignorance of these aspects may 
influence the interactions within a workplace. To ensure 
that interactions can take place without any conflicts, 
possible ways of identifying inaccurate perceptions can be 
explored. Also, ways of understanding between cognition 
and discrimination can be established. In order to 
understand possible ways to resolve disputes and 
strengthen relations and cooperation, psychological 
concepts are highly valued. The relations between 
individuals can be strengthened in a business setting 
through understanding the effects of perception on 
interactions. 
 
H15: There is a positive and significant effect of meeting 
load on personal communication. 
 
 
Management support 
 
Management plays an essential role in generating 
innovations by providing the appropriate environment, 
and making decisions that enhance the creation and 
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execution of knowledge successfully (Van de Ven, 1993; 
Storey, 2000; Aragón-Correa, et al., 2007). Ideal 
management shows a deep awareness of its follower's 
needs and provides an incentive, which is a source of 
encouragement and motivation for them to innovate and 
solve problems. Management helps employees to address 
their needs for empowerment, improve personality, 
accomplish achievement, and enhance self-efficacy. 
Businesses frequently forget to talk exactly what they 
want to complete as well as how the training may profit 
every single worker. Normally, the actual employees do 
not realize the actual long-term rewards of factors that 
have to be distributed to anyone earlier along the way. It 
really dings the full process since workers won’t have the 
capacity to carry out precisely exactly what they may be 
required to carry out following your coaching session. 
Therefore, management supports for HRD to enhance the 
employee perceived organizational support, which often 
raises the satisfaction of the employee for that particular 
organization. The coach has to plan, prepare and indicate 
encouragement along with empathy towards the 
individuals. The coach should be an energetic 
communicator, proactive thinker, an individual that 
develops on top of achieving training aims along with 
strategic aspects of the organization positioning main 
value. The coach plays a vital position with shifting the 
training to be able to perform effectively in a work 
situation. 
 
H16: There is a positive and significant effect of 
management support on perceived influence. 
 
Managers are required to gather, collate, analyze, store and 
disseminate many kinds of information. In doing so, they 
become information resource centers, often storing huge 
amounts of information in their heads, moving quickly 
from the role of gatherer to the role of disseminator in 
minutes. Although many business organizations install 
large, expensive management information systems to 
perform many of those functions, nothing can match the 
speed and intuitive power of a well-trained manager’s 
brain for information processing. Not surprisingly, most 
managers prefer it that way. As monitors, managers are 
constantly scanning the environment for information, 
talking with liaison contacts and subordinates, and 
receiving unsolicited information, much of it because of 
their network of personal contacts. In the disseminator 
role, managers pass privileged information directly to 
subordinates, who might otherwise have no access to it. 
Managers must decide not only who should receive such 
information, but how much of it, how often, and in what 
form. Increasingly, managers are being asked to decide 
whether subordinates, peers, customers, business partners 
and others should have direct access to information 24 
hours a day without having to contact the manager 
directly. 

H17: There is a positive and significant effect of 
management support on job-related communication. 
 
HR professionals may initially think of communication 
mainly in the context of delivering messages to employees 
about business issues, policies and procedures, but two-
way communication plays an essential role in a 
comprehensive communication strategy. Listening to 
employee issues and concerns build loyalty and drive 
improved productivity. Organizational leaders can learn 
through listening about issues or concerns before they 
become formal grievances or lawsuits. They can also 
discover potential employee relations issues and learn 
about attitudes toward terms and conditions of 
employment. Ineffective communication may increase the 
chances for misunderstandings, damage relationships, 
break trust and increase anger and hostility. 
 
H18: There is a positive and significant effect of 
management support on personal communication. 
 
 
RESEARCH METHODOLOGY 
 
Sample 
 
The survey was conducted among 200 residents of Pakistan 
which are randomly selected. After the process of data 
examination ad filtering, 200 questionnaires were valid for 
analysis. The surveyed respondents were heterogeneous 
with a wide variety of characteristics. Among surveyed 
respondents, the population of male participants was 58% 
higher than female respondent that is, 42%. The group aged 
between 20-30 years (65%) is the largest among the 
surveyed respondents. More than half of the respondents 
(60.4%) have a bachelor’s degree, 29.9% have a master’s 
degree and 8.6% population of the survey are 
undergraduates. 40.7% of the population belonging from 
different populations. Considering work experience of the 
sample population, 70.6% population was in the bracket of 
0-3 years, 15.5% has an experience of 6 years onward, and 
13.9% has an experience of 3-6 years. 
 
 
Instrument selection 
 
In this study, we use the primary data collection method. So 
we have collected this primary data by filling out the 
questionnaire from different employees working in 
different organizations. Questionnaire method was 
conducted to collect the primary data. The questionnaire 
was consisting of 29 questions adopted from previously 
used research. The measurement items were drawn from 
previously tested and validated scales adapted to best 
describe the organizational environment. We have made an 
effort to include the best items possible and kept the 
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questions straightforward. This includes questions using 
only scales that are reliable and valid in other published 
studies. PDM that included employee engagement in 
decision making (EE), meeting load (ML) and management 
support (MS), as well as other constructs like perceived 
influence among employees (PI), job-related 
communication (JR) and personal communication (PC) 
were adopted from Jackson (1983). Scale of organizational 
commitment classified as affective commitment (AC), 
normative commitment (NC), and continuance commitment 
(CC) were taken from Yoerger et. al. (2015).All scale items 
used in the survey instrument were examined using a five-
point scale I.e Likert scale ranging from strongly disagree 
(1) to strongly agree (5). The estimation of the structural 
model was accomplished through path analysis using 
software Smart PLS-3.To test our hypotheses, data were 
collected from participants via an online survey tool. A total 
of 200 participants completed the survey. Due to the nature 
of the study, only participants who indicated they were full-
time employees were included in the study. 
 
 
Statistical procedure 
 
Statistical techniques to analyze the data were Partial 
Least Square (PLS) and Structural Equation Modeling 
(SEM) by using SmartPLS3. 
 
 
DATA ANALYSIS AND RESULTS 
 
Descriptive statistics  
 
Demographic analysis  of  the  report  was  carried  out  
with  the  questions  provided  to  the individuals belonging 
to different age groups, educational sector and profession. 
This is shown in Table 1. The results are indicated as 
percentages which shows that the participation of 03% 
with less than 20 years of age are involved, 65% of 20-30 
years age group, 22.5% of 30-40 years of age group, 7.5% of 
40-50years of age group and only 02% of above 50 years of 
age were involved. The educational analysis indicates that 
8.6% were undergraduates, 60.4% were graduate, 29.9% 
were Msc degree holders and 1.1% were Ph.Ds. The 
professional sectors to which the individuals belonged to 
shows that26.6% were teachers, 09% were doctors, 13.1% 
were engineers, 10.6% had businesses and40.7% belonged 
to other professions.  
 
 
INFERENTIAL STATISTICS 
 
Structural equation modeling 
 
To test the study hypothesis we have used the structural 
equation model (SEM) whereas the testing was gone  

Table 1: Demographic profile. 
 

Variables Options Percentages (%) 

Age Less than 20 03 

 20-30 65 

 30-40 22.5 

 40-50 7.5 

 Above 50 02 

   

Education Undergraduate 8.6 

 Graduate 60.4 

 Master 29.9 

 Ph.D 1.1 

   

Profession Teacher 26.6 

 Doctor 09 

 Engineer 13.1 

 Business 10.6 

 Other 40.7 

 
 
 

through Smart PLS software. Moreover, to evaluate the 
indirect and direct effects of all the constructs the testing 
was done. The use of (SEM) structural equation model has 
been observed to be a foremost procedure that has been 
used below different regression models and methods 
(Barron and Kenny, 1986). This is seen in Table 2. It used to 
evaluate the structural relationship between exogenous 
and endogenous variables. It includes factor analysis and 
multivariate analysis. Moreover, the equation of regression 
targets at explaining each construct to assess the cause and 
effect relationship while all of the factors in the causal 
model could demonstrate their cause and effect at the exact 
time. Likewise, the idea of using this model ensures to apply 
the technique of bootstrapping which has been viewed as 
reasonable for both small and large sample sizes and does 
not require any kind of indirect effect (Hayes, 2013). To 
check all direct and indirect effects, a technique has been 
implemented which is known as bootstrapping (Shrout and 
Bolger, 2002). 
 
 

Measurement of outer model 
 

The goal of the measure of fit in the measurement model is 
to study the reliability and validity of the instrument and 
to check its reliability and validity we perform the test of 
convergent validity and discriminant validity in software 
naming Smart PLS. 
 
 

Composite reliability 
 

Reliability implies the stability of questionnaire outcomes. 
For a similar target population, at whatever point the 
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Table 2: Descriptive analysis. 
 

Variables Questions Descriptive  Stats Confirmatory factor analysis 

  Mean S.D O.L T Stat P  values 

Affective  commitment I would be happy to spend the rest of my career with the  organization 0.812 0.044 0.817 18.584 0.000 

  I really feel as if the organization’s problems are my own 0.852 0.040 0.855 21.636 0.000 
       

Normative  commitment  I don’t really feel part of a family at my organization -0.494 0.105 -0.509 4.868 0.000 

  I don’t feel emotionally attached to the organization -0.484 0.121 -0.501 4.133 0.000 

 The organization has a great deal of persona l meaning to me 0.651 0.064 0.654 10.284 0.000 

 I do not feel a sense of belonging to the organization -0.390 0.123 -0.403 3.286 0.001 

 I do not feel any obligation to remain with my current employer 0.380 0.090 0.379 4.226 0.000 
       

Continuance  commitment Even if to my advantage, I do not feel it is right to leave the  organization 0.740 0.051 0.742 14.690 0.000 

 I would feel guilty if I leave the organization right now 0.758 0.042 0.758 18.142 0.000 

 The organization deserves my loyalty 0.686 0.052 0.687 13.280 0.000 

 I would not leave the organization right now because of a sense of  loyalty 0.814 0.029 0.815 27.793 0.000 

 I owe a great deal to my organization 0.827 0.026 0.829 31.951 0.000 

 It would be very hard to leave the organization right now even if I  wanted to 0.772 0.104 0.785 7.558 0.000 
       

Perceived  Influence Too much of life would be interrupted if I decided to leave the  organization  0.819 0.120 0.847 7.041 0.000 

 Right now staying in the organization is as much of necessity as of  desire 0.782 0.126 0.812 6.462 0.000 

 I believe I have too few options to consider leaving the  organization right now 0.760 0.118 0.786 6.667 0.000 

 One of the negatives of leaving the organization would be scarcity  of alternatives 0.822 0.095 0.095 8.818 0.000 

 Leaving would require considerable sacrifice and other  organizations’ benefits do not match up 0.819 0.113 0.844 7.491 0.000 

 In general I have much to say and influence over what goes on in  my job 0.785 0.032 0.784 24.706 0.000 

 My immediate supervisor asks my opinion when a problem comes  up which involves my work 0.827 0.031 0.828 26.963 0.000 

 If I have a suggestion for improving the job setup in some way, it  is easy for me to get my ideas 
across to my supervisor 

0.811 0.031 0.812 25.816 0.000 

 I feel I can influence the decisions of my immediate supervisor  regarding the things about which I 
am concerned 

0.783 0.037 0.783 21.009 0.000 

       

Job-Related communication There are people in my organization that talk most about work 1.000 0.000 1.000 - - 
       

Personal  communication There are people in my organization that talk most about personal  things 1.000 0.000 1.000 - - 
       

Employee  engagement I am proud of the work that I do 0.907 0.019 0.907 47.209 0.000 

 I am immersed in  my work 0.872 0.030 0.874 29.186 0.000 
       

Meeting load I attend a lot of meetings in a week 0.879 0.028 0.880 31.038 0.000 

 The meetings are time consuming 0.859 0.032 0.859 26.682 0.000 
       

Management  support My management willingly helps me when I need a special support 1.000 0.000 1.000 - - 
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questioner reutilizes the questionnaire it will give a similar 
outcome. It demonstrates inside consistency and 
repeatability of the survey is high. The primary measure 
for unwavering quality is to maintain a strategic distance 
from unfairness in research. In this manner, it tends to be 
improved by testing the pursuit procedure and 
investigation, as is done utilizing diverse research and 
examination techniques or different researchers. This also 
incorporates the dependability and legitimacy of the 
exploration. The reliability of the measurement 
instruments was evaluated using composite reliability. All 
the valu+es were above the normally used threshold value 
that is, 0.70. This is the accepted reliability value range. 
Estimation of reliability can be done by the degree of 
constancy that lies amongst various variables (Hair, 2010). 
Table 3 shows composite reliability. 
 
 

Factor loadings significant 
 

A table of descriptive statistics also mentioned loadings 
used in (CFA) confirmatory factor analysis. Construct with 
the loading of .5 are consider as strong loading variables 
whereas the constructs with the loading of below .5 are 
considered as less is better to be removed from the table. 
 
 

Convergent validity 
 

Convergent validity is the level of agreement in at 
least two measures of a similar construct (Carmines 
and Zeller, 1979). Convergent validity was assessed 
by inspection of variance mined for each factor 
(Fornell and Larcker, 1981). Conferring to Fornell 
and Larcker (1981), if the variance extracted value is 
greater than 0.5 then convergent validity is 
established and the result is drawn that the loadings 
are good but less than 0.5 are termed as less effective 
for the study. Table 4 displays the result. The result 
reveals that the factor loading for the models 
construct that ranges from 0.477 to 1.000 in this 
study is almost in the acceptable level of 0.50. As the 
factor loading of ML2 is 0.477 is less than 0.5 but 
loadings of 0.4, 0.5, 0.6, 0.7 can be acceptable if the 
AVE is greater than 0.5. Composite reliability that is 
ranged from 0.720 to 1.000, exceed the 0.70 
threshold. Thus, we can say that the measures have 
acceptable reliabilities. AVE that ranged from 0.516 
to 1.000 is greater than the acceptable level of 0.50. 
 
 

Discriminant validity 
 

Discriminate validity can be defined as any single 
construct when it differs from other constructs in the 
model (Carmines and Zeller, 1979). Discriminate validity 
results are satisfactory when the constructs are having an 
AVE loading more than 0.5 which means that a minimum 

of 50% of the variance was taken by the construct (Chin, 
1998). Discriminate validity is established if the elements 
which are in diagonal are significantly higher than those 
values in off-diagonal in the parallel rows and columns. 
Discriminant validity tests are being conducted to see 
whether non-related ideas or measurements are unrelated 
or not. An effective assessment of discriminant legitimacy 
demonstrates that a trial of an idea isn't exceptionally 
associated with different tests intended to quantify 
hypothetically various ideas. Table 5 shows discriminant 
validity. 

 
 
Model fit measures 

 
The fitness of the model in SEM-PLS is defined by various 
measures such as standardized root-mean-square 
residual (SRMR), and the exact model fits like d_ULS and 
d_G, Normed Fit Index (NFI), and χ2 (Chi-square). The 
model fit measures consisting of the measured value of 
both the saturated model, as well as the estimated model, 
are reported in Table 6. The saturated model assesses the 
correlation between all constructs. The estimated model, 
on the other hand, takes model structure into account and 
is based on the total effect scheme. 

 
 
Hypothesis testing 

 
In PLS-SEM, bootstrapping is one of the key strides, which 
gives the data of constancy of factor guesstimate. Sub-tests 
are drawn everywhere from the first example including 
substitution, in this process (Hair et al., 2017). 
Bootstrapping provides information on the stability of the 
coefficient estimate. In this process, a large number of sub-
samples are drawn from the original sample with 
replacement (Hair et al. 2016). After running the bootstrap 
routine, SmartPLS shows the t-values for structural model 
estimates derived from the bootstrapping procedure. The 
results of path coefficients for all the hypotheses are shown 
in Table 7. The t-value greater than 1.96 (p < .005) shows 
that the relationship is significant at 95% confidence level 
(α = 0.05). There are paths showing whether the 
relationship between measured and latent variables is 
significant or not. The path diagram is shown in Figure 1. 
Findings confirm that employee engagement to job-related 
communication has a positive impact and on a perceived 
influence as the p-value (0.012 and 0.000 respectively, are 
less than p-value 0.05) statistically significant in the 
hypothesized direction. Thus, H1 and H2 are supported. 
Employee engagement to personal communication has a 
negative impact as the p-value (0.552 respectively, is 
greater than p-value 0.05) statistically insignificant in the 
hypothesized direction and hence H3 is not supported. Job- 
related communication to the affective commitment and 
normative commitment has a positive impact as the p-value 
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Table 3: Composite reliability. 
 

Variables Composite reliability 

Affective commitment 0.192 

Continuance commitment 0.924 

Employee engagement 0.885 

Job related communication 1.000 

Meeting load 0.862 

Management support 1.000 

Normative commitment 0.859 

Personal communication 1.000 

Perceived influence 0.878 
 
 
 

Table 4: Convergent validity. 
 

Variables Cronbach's  

Alpha 

Composite  

Reliability 

Average Variance  

Extracted (AVE) 

Affective commitment 0.254 0.192 0.417 

Continuance commitment 0.903 0.924 0.670 

Employee engagement 0.741 0.885 0.793 

Job related communication 1.000 1.000 1.000 

Meeting load 0.679 0.862 0.757 

Management support 1.000 1.000 1.000 

Normative commitment 0.803 0.859 0.516 

Personal communication 1.000 1.000 1.000 

Perceived influence 0.815 0.878 0.643 
 
 
 

Table 5: Discriminant validity. 
 

  AC CC EE JR ML MS NC PC PI 

AC 0.645         

CC 0.545 0.819        

EE 0.494 0.396 0.891       

JR 0.437 0.455 0.456 1.000      

ML 0.432 0.416 0.554 0.394 0.870     

MS 0.620 0.459 0.481 0.489 0.518 1.000    

NC 0.707 0.701 0.517 0.533 0.434 0.638 0.718   

PC 0.067 0.180 0.034 0.089 0.148 0.032 0.132 1.000  

PI 0.503 0.631 0.516 0.501 0.463 0.529 0.574 0.091 0.802 

 
 
 

Table 6: Model fit measure. 
 

  Saturated Model Estimated Model 

SRMR 0.082 0.229 

d_ULS 2.920 22.848 

d_G 0.958 1.472 

Chi-Square 1,048.347 1,374.375 

NFI 0.681 0.582 
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Table 7: Path coefficients. 
 

  Standard Deviation T Statistics P Values 

EE -> AC 0.048 2.250 0.025 

EE -> CC 0.020 0.503 0.615 

EE -> JR 0.100 2.528 0.012 

EE -> NC 0.050 3.904 0.000 

EE -> PC 0.095 0.595 0.552 

EE -> PI 0.073 3.912 0.000 

JR -> AC 0.066 6.607 0.000 

JR -> NC 0.078 4.133 0.000 

ML -> AC 0.042 1.042 0.298 

ML -> CC 0.022 1.639 0.102 

ML -> JR 0.090 0.965 0.335 

ML -> NC 0.045 2.183 0.029 

ML -> PC 0.092 2.201 0.028 

ML -> PI 0.081 1.728 0.085 

MS -> AC 0.052 2.694 0.007 

MS -> CC 0.020 0.413 0.680 

MS -> JR 0.091 3.559 0.000 

MS -> NC 0.061 3.801 0.000 

MS -> PC 0.095 0.488 0.626 

MS -> PI 0.085 3.779 0.000 

PC -> AC 0.063 0.441 0.659 

PC -> CC 0.061 2.940 0.003 

PC -> NC 0.054 1.219 0.223 

PI -> NC 0.077 5.230 0.000 

 
 

 
 
Figure 1: The path diagram. 
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 (0.000 and 0.000 respectively, are less than p-value 0.05) 
statistically significant in the hypothesized direction. 
Hence, H4 and H5, both of these hypotheses are supported. 
A meeting load to personal communication has a positive 
impact as the p-value (0.028 is less than p-value 0.05) 
statistically significant in the hypothesized direction. 
Hence, H7 is supported. The meeting load to the H6 and H8 
has a negative impact as the p-value (0.335 and 0.085 is 
greater than p-value 0.05) statistically insignificant in the 
hypothesized direction. Hence H6 and H8 are not 
supported. Management support to personal 
communication has a negative impact as the p-value (0.626 
is greater than p-value 0.05) statistically significant in the 
hypothesized direction. 

Hence, H10 is not supported. Management support to the 
job-related communication and perceived influence has a 
positive impact as the p-value (0.000 and 0.000 is smaller 
than the p-value 0.05) statistically significant in the 
hypothesized direction. Hence H9 and H11 are supported. 
Personal communication to the affective commitment and 
normative commitment has a negative impact as the p-
value (0.659 and 0.223 is greater than the p-value 0.05) 
statistically insignificant in the hypothesized direction and 
hence H12 and H14 are not supported. Personal 
communication to the continuance commitment has a 
positive impact as the p-value (0.003 is smaller than p-
value 0.05) statistically significant in the hypothesized 
direction. Hence H13 is supported. Perceived influence to 
the normative commitment has a positive impact as the p-
value (0.000 is smaller than p-value 0.05) statistically 
significant in the hypothesized direction. Hence H15 is 
supported. All hypotheses are significant when the t-value 
is greater than 1.645 and the p-value is less than 0.05. T-
values of all hypotheses are greater than 1.645 except the 
impact of employee engagement on personal commu-
nication, meeting load on job-related communication, 
management support on personal communication, 
personal communication to affective commitment and 
personal communication to normative commitment (t-
value 0.595, 0.965, 0.488, 0.441, 1.219) hence, these 
hypotheses are rejected. 
 
 

Mediation effects 
 

The result suggested that job-related communication 
effectively mediate employee engagement in decision 
making and both affective and normative commitment. 
Similarly personal communication and perceived influence 
also mediate the effects of meeting load on continuance 
and normative commitment respectively. This is shown in 
Table 8.  
 
 

DISCUSSION 
 

According to the previously researched articles of different  

authors on employees’ participation in decision making on 
organizational performance they have focused on different 
factors such as affective commitment, normative 
commitment, continuance commitment, job-related strains 
and employee engagement. According to their findings, 
participation in decision making is positively related to 
affective and normative commitment whereas it is 
negatively related to continuance commitment. On the 
other hand it is unrelated to personal communication as 
well as job-related communication. On the contrary, 
participation in decision making has a significant 
relationship on personal and job-related communication. 
The results of this study showed that there is a significant 
and positive influence of employee participation and 
involvement on organizational performance. Results 
further revealed that organizational commitment perceived 
influence, job-related communication and personal 
communication moderated the relationship between 
employees’ participation and organizational performance. 
The findings confirm that job-related communication has a 
positive impact on affective commitment and employee 
engagement as the p-value (0.026, are less than p-value 
0.05) statistically significant in the hypothesized direction. 
As in job-related communication managers tell 
subordinates what their tasks are and how to accomplish it 
in this way they have a positive relationship with employee 
engagement as well as affective commitment. Job-related 
communication to the meeting load and affective 
commitment has a negative impact as the p-value (0.826 
respectively, is greater than p-value 0.05) statistically 
insignificant in the hypothesized direction. As the meeting 
load of an employee in an organization can reduce the 
productivity of the employees as it increases stress and 
tension that affects the job-related communication and 
affective commitment in this way it shows the negative 
effect. 

Job-related communication to the management support 
and affective commitment has a positive impact as the p-
value (0.007 respectively, is greater than p-value 0.05) 
statistically significant in the hypothesized direction. As the 
management of the organization supports job-related 
communication and affective commitment as it leads 
towards the accomplishment of goals and vision of the 
organization and in this way it shows the positive effect. 
Personal communication to the employee engagement and 
affective commitment has a negative impact as the p-value 
(0.826 respectively, is greater than p-value 0.05) 
statistically insignificant in the hypothesized direction. As 
too much personal communication and gossips can 
permeate a negative workplace and cause the team to 
fracture into smaller groups that are not able to provide the 
results the company needs. Personal communication to the 
meeting load and affective commitment has a negative 
impact as the p-value (0.682 respectively, is greater than p-
value 0.05) statistically insignificant in the hypothesized 
direction. Through personal communication within the 
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Table 8: Mediation effects. 
 

  Standard Deviation (STDEV) T Statistics (|O/STDEV|) P Values 

EE -> JR -> AC 0.049 2.238 0.026 

MS -> JR -> AC 0.052 2.709 0.007 

EE -> JR -> NC 0.037 2.195 0.029 

MS -> JR -> NC 0.042 2.513 0.012 

EE -> PI -> NC 0.039 2.934 0.004 

MS -> PI -> NC 0.049 2.653 0.008 

 
 
organization employees would be unable to fulfill the 
meeting deadlines which may negatively harm affective 
commitment. Personal communication to the management 
support and affective commitment has a negative impact as 
the p-value (0.847 respectively, is greater than p-value 
0.05) statistically insignificant in the hypothesized 
direction. Having personal communication in an 
organization can pose as a great distraction between the 
vision and mission of the company and your personal life. 
As a result the employees are deprived of the management 
support of the company as well as the affective 
commitment. Personal communication to the employee 
engagement and continuance commitment has a negative 
impact as the p-value (0.615 respectively, is greater than p-
value 0.05) statistically insignificant in the hypothesized 
direction. 

As too much personal communication and gossips can 
permeate a negative workplace and cause the team to 
fracture into smaller groups that are not able to provide the 
results the company needs as a result it may negatively 
affect the continuance commitment. Personal 
communication to the meeting load and continuance 
commitment has a negative impact as the p-value (0.102 
respectively, is greater than p-value 0.05) statistically 
insignificant in the hypothesized direction. As through 
personal communication within the organization 
employees would be unable to fulfill the meeting deadlines 
which may negatively harm the continuance commitment. 
Personal communication to the management support and 
continuance commitment has a negative impact as the p-
value (0.680 respectively, is greater than p-value 0.05) 
statistically insignificant in the hypothesized direction. 
Having personal communication in an organization can 
pose as a great distraction between the vision and mission 
of the company and your personal life. As a result the 
employees are deprived of the management support of the 
company as well as the continuance commitment. Job-
related communication to the employee engagement and 
normative commitment has a positive impact as the p-value 
(0.029 respectively, is less than p-value 0.05) statistically 
significant in the hypothesized direction. As in job-related 
communication managers tell subordinates what their 
tasks are and how to accomplish it in this way they have a 
positive relationship with employee engagement as well as 
normative commitment. 

Job-related communication to the meeting load and 
normative commitment has a negative impact as the p-
value (0.376 respectively, is greater than p-value 0.05) 
statistically insignificant in the hypothesized direction. As 
the meeting load of an employee in an organization can 
reduce the productivity of the employees as it increases 
stress and tension that affects the job-related 
communication and normative commitment in this way it 
shows the negative effect. Job-related communication to the 
management support and normative commitment has a 
positive impact as the p-value (0.012 respectively, is less 
than p-value 0.05) statistically significant in the 
hypothesized direction. As the management of the 
organization supports job-related communication and 
normative commitment as it leads towards the 
accomplishment of goals and vision of the organization and 
in this way it shows the positive effect. Personal 
communication to the employee engagement and 
normative commitment has a negative impact as the p-
value (0.668 respectively, is greater than p-value 0.05) 
statistically insignificant in the hypothesized direction. As 
too much personal communication and gossips can 
permeate a negative workplace and cause the team to 
fracture into smaller groups that are not able to provide the 
results the company needs and it may ultimately harm 
normative commitment. Personal communication to the 
meeting load and normative commitment has a negative 
impact as the p-value (0.312 respectively, is greater than p-
value 0.05) statistically insignificant in the hypothesized 
direction. 

Through personal communication within the 
organization employees would be unable to fulfill the 
meeting deadlines which may negatively harm normative 
commitment. Personal communication to the management 
support and normative commitment has a negative impact 
as the p-value (0.710 respectively, is greater than p-value 
0.05) statistically insignificant in the hypothesized 
direction. Having personal communication in an 
organization can pose as a great distraction between the 
vision and mission of the company and your personal life. 
As a result the employees are deprived of the management 
support of the company as well as the normative 
commitment. Perceived influence on the employee 
engagement and normative commitment has a positive 
impact as the p-value (0.004 respectively, is less than 
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p-value 0.05) statistically significant in the hypothesized 
direction. As it creates a value and level of trust between 
the employees within the organization in this way it may 
positively affect employee engagement and normative 
commitment. Perceived influence on the meeting load and 
normative commitment has a negative impact as the p-
value (0.095 respectively, is greater than p-value 0.05) 
statistically insignificant in the hypothesized direction. 
Perceived influence on the management support and 
normative commitment has a positive impact as the p-value 
(0.008 respectively, is less than p-value 0.05) statistically 
significant in the hypothesized direction. 
 
 
CONCLUSION 
 
This study was on the impact of employee participation in 
decision making on organizational productivity. Three 
objectives were raised which included: To assess the 
impact of employee participation in management decision, 
to investigate the impact of employee participation in 
management decision on organizational commitment. In 
line with these objectives, 18 research hypotheses were 
formulated and the null hypothesis was posited. The sole 
purpose of this research is to scrutinize the interrelation 
between employee’s participation in decision making on 
organizational performance. The specific aim of this study 
is to incorporate, recognize and inspect the extent 
employees participate in an organization and to bring focus 
on the factors that affect workers' participation in decision 
making. The results thesis has shown that participation in 
decision-making can create a difference in workers 
performance, raises productivity, production and efficiency 
of the employee of any organization. Also, participation in 
the decision-making method allows each employee to voice 
their opinions, and to share their knowledge with others. 
While this improves the relationship between managers 
and staff, it also encourages a strong sense of teamwork 
among workers. The researcher, therefore recommends 
that employees should be involved in the decision-making 
of organizations because it raises the morale of workers by 
making them feel they are part of the organizations, 
increase workers performance, raises productivity, 
production and efficiency of the employee of any 
organization. The research concludes that the way 
employees’ participation in decision making is entrenched 
is reflective of the overall efficiency of the organization. 
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