International Academic Journal of Management & Marketing Annals
International
Journal
of Management
ISSN: 5741-3792 | Volume
8, Issue 1 | Academic
Pages 112135 |February,
2022 & Marketing Annals
Double Blind Peer Reviewed International Research Journal

www.accexgate.com
papers@accexgate.com

Effect of Operations Management Information System on
Employee Performance in Deposit Money Banks in South
East, Nigeria
Dr. Chimdi Felix lgbudu
Department of Management, Faculty of Business Studies, Ignatius Ajuru University of
Education Rumuolemini Phortharcourt Rivers State | chimdihara@gmail.com | O8149848329

Dr. Amakor Iheanyichukwu Godwin
Department of Management, Faculty of Business Studies, Ignatius Ajuru University of
Education Rumuolemini Phortharcourt Rivers State | dramakoragodwin@gmail.com |
08060987843
Abstract: This study examined “Operations Management Information System on Employee Performance
in deposit money banks in South East, Nigeria”. The dimensions of operations management information
system are vigor, dedication and absorption. The survey research design was adopted for the study. The
population of the study was 21 registered and licensed money deposit banks operating in the South East
zone while the sample size was 143. The questionnaire was adopted for the collection of Primary data
from the respondents. The analysis of the data was done and presented in tables and regression analyses
were used to test the hypotheses. The objectives of the study are to examine the relationship between
operations management information system and employee performance of deposit money banks in South
East, Nigeria and to examine the relationship between dimensions of operations management information
system and measures of employee performance in deposit money banks in South East, Nigeria. There is a
significant relationship between operations management information system and employee performance
in deposit money banks in South-East, Nigeria. Based on the results, this study concludes that operations
management information system significantly influences employee performance in deposit money banks in
South-East, Nigeria. It is highly recommended that: Managers of deposit money banks should make
organizations not to make large use of documents and formal methods by using information systems to
decrease the amount of useless relations. Managers of deposit money banks should employ operations
processing information system and other information system in their operations. It also recommended
that the senior managers of organisations by the help of management information systems increase their
relations and power range in recognizing problems and ease of decision making to increase the level of
focus in decisions and manipulation of organizers in decisions.
Keywords: Banks, Operations, Management, Information, System, Employee Performance, South East,
Organisation

INTRODUCTION
The role of operations management information System (OMIS) is vital now-a-days in the
business environment because it has evolved over time to become an integral part of business
operations. The use of operations management information system has increased in the last few
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years not only by firms, but also by individuals and even governments. Because of today’s global
environment where competition is very high, it is the basic requirement of an organization to
install operations management information system to compete in the market, to earn more
profitability, invest in innovation in their products, and to grow their businesses. All of these
factors transformed the information system from data processing systems to decision support
systems and became the foundation of the new business environment. (Yusuf Munirat etal, 2014)
As the name implies, operations management information system comprises of three key words
that are very important for the effective operations of any organization namely: Operations,
Management, Information and System. Operations are day to day activities of the organisation
geared towards achieving her pre-determined goals and objectives. Management is seen as an
organized body or group of people who work with and through people. The main purpose of the
management information system operations according to Intelligent Decision Support Methods
(1997) is to give managers feedback about their own performance; top management can monitor
the company as a whole. Information displayed by the management information system typically
shows "actual" data over "planned" results and results from a year before; thus it measures
progress against goals. (www.inc.com, 2020)
The increase in size, the complexity of the operations and the need to coordinate the various
parts of the organization necessitated the introduction of operations management information
system in corporate organizations. Corporate Institutions especially banks must put their
environment under surveillance in order to be aware of the new opportunities and this can only
be achieved by obtaining up to date information about their surroundings.
The early concept of operations management information system (OMIS) came into existence or
place in the 1960’s and 1970’s when system analysis determines the information requirement of
the individual management in an organization and would design systems to supply that
information routinely and on demand. The gist of this appears to be that management
Information System of a function arise from the linked needs of deposit money banks and the
expertise of the computer and its other component professionals.(www.economicsdiscussion.net)
Operations management information system (OMIS) embraces data processing system and
control system, including decision making based on the facts communicated by the
administrative section of the organization as a whole and is concerned with the systematic
recording arrangement, filling, processing and dissemination of facts accruing in organizational
documents and control information for the organization in order to keep them informed of the
event or happenings in order to keep them informed of happenings in the organization for
whatever corrective actions necessary to achieve the objective of that particular organization.
Operations management information system is deemed to be a system which provides
organizations top management and even lower level management with appropriate information
based on data from both internal and external sources, to allow them make effective and timely
decisions that best achieve their organization goals and satisfy stakeholder requirements.
Newman (2001) assert that the conception of information catches the attention of different
professionals from different fields such as computer science, economics, business and
management, political science, statistics, communication and information studies. This is the
extent of role that management information system plays in an organization, more so in
commercial banks. If the commercial banks cannot appreciate the providence of operations
management information system, then their operational efficiency will be questioned, their
survival and growth stampeded.
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Operations management information system has been described as an academic discipline which
studies people, technology, organizations and the relationships among them. Operations
management information system is the key factor to facilitate and attain efficient decision
making in an organization. Currently, organizations are in the race for enhancing their capability
in order to survive in the competitions of the new century global market. Therefore,
organizations are attempting to advance their agility and ability level by improving the utilization
of operations management information systems which help them to be more efficient and highly
effective to meet the successive fluctuations and changes in the market. In an effort to achieve
this, many modern organizations, either mid or large sized are concerned with a cycle of
progressive investments and adopted new management information systems components. (Yusuf
et al, 2014)
During the last decade, a high percentage of financial organizations frequently used operations
management information systems to facilitate the provision of services and that the speed of the
adoption is expected to grow further as the technology expands. Suffice to note that many
deposit money banks, especially the selected ones in South east, Nigeria cannot operate
efficiently without operations management information system. Every deposit money bank is a
scene of many information flows affecting organization. This challenge calls for operations
management information system in the survival and growth of organizations, with due respects
to deposit money banks.
Statement of the Problem
Before the advent of operations management information system, there were poor global
interactions as organizations were localized and hardly relate with their international counter
parts. This resulted to disconnection from the outside world leading to stagnation and
backwardness of modern organizational activities, unclear and appropriate statement defining the
business the organization is involved in and the objective of the company: Such a clear statement
keeps management always on track and avoids the tendency of every problem becoming unique.
Also, documentations of changes in records, facts and histories were not properly kept in the
various deposit money banks visited. Where there is no proper authorization or documentation of
changes, the operations management information system stands the danger of being corrupted
intentionally. The aftermath of improper documentation results to expensive misunderstanding
and operational errors, as well as orientation process required for new employers and facilitating
the maintenance of changes to the system. Hence, these challenging situations informed this
study.
Objectives of the Study
The broad objective of this study was to examine the effect of operations management
information system on employee performance in deposit money banks in South East, Nigeria.
The specific objectives include:
i. to examine the relationship between operations management information system and
employee vigor in deposit money banks in South East, Nigeria.
ii. to examine the relationship between operations management information system and
employee dedication in deposit money banks in South East, Nigeria.
iii. to evaluate the relationship between operations management information system and
employee absorption in deposit money banks in South East, Nigeria.
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Research Hypotheses
The following hypotheses were adopted:
i. There is no significant relationship between operations management information system
and employee vigor in deposit money banks in South East, Nigeria.
ii. There is no significant relationship between operations management information system
and employee dedication of deposit money banks in South East, Nigeria.
iii. There is no significant relationship between operations management information system
and employee absorption in deposit money banks in South East. Nigeria.
REVIEW OF RELATED LITERATURE
Operations Management Information System
Management Information System is a computerized database of operations of an organisation
organized and programmed in such a way that it produces regular reports on operations for every
level of management in a company. (www.inc.com). Operations Management is concerned
essentially with the utilization of resources, i.e., obtaining maximum effect from resources or
minimizing their loss, under-utilization or waste. Operations management is also concerned with
the achievement of both satisfactory customer service and resource utilization.
(www.wisdomjobs.com).
According to Rayton & Yalabik, (2014) employee Vigor is characterized by high levels of
energy and mental resilience while working, the willingness to invest effort in one’s work, and
persistence even in the face of difﬁculties. Williams, Maha, et al, (2010) defines employee
dedication as the type of engagement in which the employee is engaged due to the feeling that
his services are retained in the organization, and there will be no need to think of looking for job
elsewhere. Employee Absorption refers to a sense of detachment from an employee’s
surroundings, a high degree of concentration on employee’s job, and a general lack of conscious
awareness of the amount of time spent on the job (Rayton & Yalabik, 2014).
Contemporary business organizations are not in the position of processing information for its
own sake; instead they process information in order to improve organizational performance and
produce profits (Kenneth & Laudon et al., 2004). Information is becoming the foundation for
many new services and products. Decision makers need both internal information about their
organization and the external information about its environment to draw conclusion in the
process of decision making. Business organizations rely on information systems to carry out and
manage their operations, interact with their customers and suppliers and compete in the business
environment. Companies use information systems to reach their potential customers with
targeted messages over the web, to process financial accounts, and to manage their human
resources. Furthermore, Buckingham et al., (1987) stated that information system is a system
which assembles, store, processes, and delivers information relevant to an organization in such a
way that the information is accessible and useful to those who wish to use it, such as managers,
staff, clients and citizens.
The term operations management information systems, popularly abbreviated as OMIS
according to Lucey (2005) has become synonymous with computer; yet, both concepts are not
exactly the same because management information systems existed in the life of pre-modern
organizations long before the advent of the computer technology. This argument is substantiated
by the fact that computer was not in use when organizations kept records using traditional and
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manual mechanisms to manage information. It is important though to pinpoint that the computer
takes credit for increased interest in operations management information systems because it eases
and facilitates data processing as well as adds new vistas of interesting career options in
management information systems (Ottih, 2005).
With faster access to needed information through operations management information systems,
managers are able to make effective and timely decisions regarding investments, employment,
new products and many more as it concerns their organizations. By decision making, we refer to
the process of choosing certain lines of action from among numerous alternatives. Decisions are
basically an integral chunk of management and it occurs in every level for example top
management, middle management and lower management and in every function like marketing,
accounting, human resources, and production (Lucey, 2005).
The effectiveness or otherwise of any organization is dependent on the quality of decisions that
informs its operation. If decisions are right, it translates in positive organizational outcomes, but
where organizational activities are executed in conditions of poor decisions resulting from
insufficient or inaccurate information, such organization could be doomed. This is why decision
making is a major determinant of organization’s success or failure.(www.sciencedirect.com)
As a key consideration, operations management information systems is a highly complex and
delicate arena that calls for a lot of caution to be taken by its managers. It is for this reason, that
it is recommendable for organizations to ensure that they carefully select the individuals who are
placed to control the systems. The more cautious and professional a person is, the better the
person gets an assurance of positive prospects of a management information system with regards
to decision making and other related areas of business (Lingham, 2006).
Management Information System provides a fitting platform for good decision making (Kumar,
2006). Essentially, without the established systems of getting information in operations
management information system, it would be extremely difficult for organizations to make their
decisions. This is because they would be forced to making baseless information due to lack of
confirmed information. Moreover, operations management information system normally lays a
firm foundation for the establishment of concrete decisions through its systematic tools, timely
information and adequate managerial policies and regulations. (www.aabri.com). Operations
management information systems statutes regarding businesses act as guidelines to business
owners when making critical decisions about their businesses. As a result, managers and key
decision makers are bridled from overstepping their boundaries or exceeding their business
mandate. This is very crucial as it helps in keeping businesses checked and balanced thus
ensuring that only proven decisions are considered while the untried ones are thwarted. More
importantly, the capacity to guide decision-making facilitates progress and improvement of the
operations in a company (Lingham, 2006).
In addition, most operations management information system programs are endowed with the
capacity to give real-time updates of the occurrences in company or system. By real-time,
scholars simply refer to immediate updates of occurrences in a system. These immediate updates
help managers to take necessary actions as deemed appropriate especially during the discovery
and management of crises. This augments progress and improvement in company operations
through timely decision-making(www.aabri.com).
As a fundamental point, a good number of operations management information system used
today can perform multiple tasks all at the same time. This potential to multitask increases
efficiency in a company since several business operations can be conducted simultaneously.
With special regards to decision making, the capacity to multitask ensures that decisions are
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made speedily when compared to those systems which can only handle one task at a time.
Jahangir (2005) stated that some Management Information System allow multiple users to access
the same content all at the same time without any discrepancies. This potentiality boosts
accountability from the business operators since multiple people can access a particular content
and verify whether they are consistent or whether they are not. As a matter of fact, most
organizations tend to suffer due to poor accountability from those charged with the mandate to
manage certain details. This safeguard action of some management information system is what
macroeconomists refer to as the “gate-keeping” role of management information system in
decision making and overall well-being of the organization.
According to Lucey, (2005) describes management information system as a system that convert
data from internal and external sources into information and communicates that information in
an appropriate form to managers at all levels in all functions to enable them make timely and
effective decision for planning, directing and controlling the activities for which they are
responsible.
Theoretical Review
Operations management is concerned essentially with the utilization of resources, i.e., obtaining
maximum effect from resources or minimizing their loss, under-utilization or waste. The extent
of the utilization of the resources’ potential might be expressed in terms of the proportion of
available time used or occupied, space utilization, levels of activity, etc. Each measure indicates
the extent to which the potential or capacity of such resources is utilized. This is referred as the
objective of resource utilization. (William J. Stevenson, 2001)
Operations management is also concerned with the achievement of both satisfactory customer
service and resource utilization. An improvement in one will often give rise to deterioration in
the other. Often both cannot be maximized, and hence a satisfactory performance must be
achieved on both objectives. All the activities of operations management must be tackled with
these two objectives in mind, and many of the problems will be faced by operations managers
because of this conflict. Hence, operations managers must attempt to balance these basic
objectives. Operations Management concern with the conversion of inputs into outputs, using
physical resources, so as to provide the desired utilities to the customer while meeting the other
organizational objectives of effectiveness, efficiency and adoptability. It distinguishes itself from
other functions such as personnel, marketing, finance, etc. by its primary concern for ‘conversion
by using physical resources’. The following are the activities listed under production and
operations Management functions: (William J. Stevenson, 2001)
1.
Location of facilities.
2.
Plant layouts and Material Handling.
3.
Product Design.
4.
Process Design.
5.
Production and Planning Control.
6.
Quality Control.
7.
Materials Management.
8.
Maintenance Management.
1.

Location of Facilities
Location of facilities for operations is a long-term capacity decision, which involves a long-term
commitment about the geographically static factors that affect a business organization. It is an
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important strategic level decision-making for an organization. It deals with the questions such as
‘where our main operations should be based?’
2. Plant Layout and Material Handling
Plant layout refers to the physical arrangement of facilities. It is the configuration of
departments, work centres and equipment in the conversion process. The overall objective of the
plant layout is to design a physical arrangement that meets the required output quality and
quantity most economically.
2. Product Design
Product design deals with conversion of ideas into reality. Every business organization have to
design, develop and introduce new products as a survival and growth strategy. Developing the
new products and launching them in the market is the biggest challenge faced by the
organizations.
3. Process Design
Process design is a macroscopic decision-making of an overall process route for converting the
raw material into finished goods. These decisions encompass the selection of a process, choice of
technology, process flow analysis and layout of die facilities. Hence, the important decisions in
process design are to analyse die workflow for converting raw material into finished product and
to select the workstation for each included in me workflow.
5. Production Planning and Control
Production planning and control can be defined as the process of planning productions in
advance, setting the exact route of each item, fixing die starting and finishing dates for each item,
to give production orders to shops and to follow-up the progress of products according to orders.
6. Quality Control (QC)
Quality control may be defined as ‘a system that is used to maintain a desired level of quality in
a product or service’. It is a systematic control of various factors that affect the quality of the
product. Quality control aims at prevention of defects at the source, relies on effective feedback
system and corrective action procedure.
7. Materials Management
Materials management makes sure the materials available are aligned with the customer demands
thus giving a schedule of costs and resources that the company has or needs. Materials
management controls the flow of materials with demand prices, quality and delivery schedules
(www.toolshero.com)
Indicators of Operations Management Information System:
- Activity Schedule: Scheduling of activities is the listing of activities, deliverables and
milestones within a project. A schedule also usually includes the planned start and finish date,
duration and resources assigned to each activity. Scheduling represents the plan to deliver the
activity over time.
- Control of Report
This is a part of any information feedback loop that informs management of business activity and
identifies any potential issues that could generate undue financial harm on the business or create
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an unsafe product or work environment. Managers need control reports that include a lot of
detail. Control reports should not be flat, with all lines of information appearing to be equally
important.
Since in most organizations, employee performance is the result of collaborative effort, the
engagement of one person may transfer to others and indirectly improve team performance. To
date, several studies have shown that work engagement is positively related to job performance
(e.g. in-role performance, that is, officially required outcomes and behaviours that directly serve
the goals of the organization; creativity; organizational citizenship behaviour). For example,
Bakker, Demerouti, and Verbeke (2004) showed that engaged employees received higher ratings
from their colleagues on in-role and extra-role performance (discretionary behaviours on the part
of an employee that are believed to directly promote the effective functioning of an organization,
without necessarily directly influencing a person’s target productivity), indicating that engaged
employees perform well and are willing to go the extra mile. Further, in their study of employees
working in Spanish restaurants and hotels, (Salanova, Agut et al., 2005) showed that employee
ratings of organizational resources, engagement, and service climate were positively related to
customer ratings of employee performance and customer loyalty.
This study is anchored on the social exchange theory. Social exchange theory proposes that
social behaviour is an exchange process. The purpose of this exchange is to maximise benefits
and minimize costs. According to this theory developed by sociologist George Homans, people
weigh the potential benefits and risks of social relationships. It studies the social behaviour in the
interaction of two parties that implement a cost benefit analysis to determine risks and benefits.
In line with the concept of employee engagement, Social exchange theory says that if the costs of
the relationships are higher than the rewards, then the relationships may be terminated or
abandoned.
Empirical Review
In their recent study of Greek employees working in fast-food restaurants, Xanthopoulou,
Bakker, Demerouti, and Schaufeli (2009b) expanded this research and made a compelling case
for the predictive value of work engagement for performance on a daily basis. Participants were
asked to fill in a survey and a diary booklet for five (5) consecutive days. Consistent with
hypotheses, results showed that employees were more engaged on days that were characterized
by many job resources. Daily job resources like supervisor coaching and team atmosphere
contributed to employees’ personal resources (day levels of optimism, self-efficacy, and selfesteem), which in turn, contributed to daily engagement. Importantly, this study clearly showed
that engaged employees perform better on a daily basis. The higher employees’ levels of daily
engagement, the higher their objective financial returns.
According to previous literature, there are two popular models used to depict employee
performance. To begin is the Job Demand Resource (JD-R) Model. This model illustrates the
relationship between many factors while work engagement is the mediator. On the left side,
antecedents of work engagement consist of resources and job demand. On the right side of the
work engagement, outcomes or consequences of work engagement are depicted. The second
model that expressed work engagement is the State Work Engagement (SWE).
Both the JD-R model and the SWE, represent work engagement as a psychological state which
impacts behavioural outcomes. Additionally, job resources, personal resources, and job demand
are antecedents of work engagement in both models, JD-R and the SWE. Even though the JD-R
model and the SWE model have the same antecedents, they are different in that the SWE model
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represents work engagement as a moment in (day-level or week-level) state or experience, while
the JD-R model represents work engagement as a trait that is known as an average over-time
assessment of experience.
Another employee performance conceptualization is Psychological Capital (PsyCap). This
construct refers to: An individual's positive psychological state of development that is
characterized by: (1) having confidence (self-efficacy) to take on and put in the necessary effort
to succeed at challenging tasks;
(2) making a positive attribution (optimism) about succeeding now and in the future;
(3) persevering toward goals and when necessary, redirecting paths to goals (hope) in order to
succeed; and
(4) when beset by problems and adversity, sustaining and bouncing back and even beyond
(resiliency) to attain success (Luthans, Gretchen et al., 2006).
Employee Vigor
Vigor is characterized by high levels of energy and mental resilience while working, the
willingness to invest effort in one’s work, and persistence even in the face of difﬁculties (Rayton
& Yalabik, 2014). Vigor is one of the aspects of Job engagement that implies high levels of
energy and mental resilience while working (Armstrong, 2012). Vigor at work is an internal,
affective representation of the individual’s energy reservoirs related to the job. Thus, an
individual experiencing vigor at work perceives him or herself to be peppy, physically enlivened,
cognitively quick and creative, and able to have meaningful interactions with others.
Vigor also refers to energy, mental resilience, determination and investing consistent effort in job
(Rayton and Yalabik, 2014). Vigor is one of the aspects of employee performance that implies
high levels of energy and mental resilience while working. There is also a determined investment
in the actual work, together with high levels of persistence even when faced with difficulties.
This aspect can be determined based on Atkinson’s motivational theory. Motivation is strength
of doing work. So, strength and resistance are addressed as aspects of employee performance and
their concept is constant with popular definition of motivation (Latham & Pinder, 2005).
Employee Absorption
Absorption refers to a sense of detachment from your surroundings, a high degree of
concentration on your job, and a general lack of conscious awareness of the amount of time spent
on the job (Rayton & Yalabik, 2014). Absorption is the intensity of the frequency of
concentration in carrying out its work, and enthusiasm as a positive energy view that pleases
employees in every job ((Macey & Schneider, 2008). Employees who have absorption have full
concentration with their work, making it difficult to get away from their jobs (Schaufeli, Bakker,
& Salanova, 2006). Absorption is characterized by full concentration and happily doing the
work, Employees are engaged to have an energetic and effective relationship with their work
activities, and they see themselves able to deal well with the demands of their work (Schaufeli,
2017).
Absorption, refers to a sense of detachment from your surroundings, a high degree of
concentration on your job, and a general lack of conscious awareness of the amount of time spent
on the job (Rayton & Yalabik, 2014).
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- Employee Dedication
According to Deloitte’s report (2008), dedicated employees are committed to continually
achieving higher levels of performance. In today’s rapidly changing business environment,
companies need passionate workers because such workers can drive extreme and sustained
performance and improvement more than the one-time performance “bump” that follows a bonus
or the implementation of a worker engagement initiative. Compared with employees who are not
dedicated, dedicated employees get more satisfaction from work, higher organizational
commitment, and less willingness to leave the organization (Yang, 2005). Dedicated employees
are more active in their work, have better health, and perform better (Susana et al., 2007).
Also, dedication is characterized by a strong psychological involvement in one’s work, combined
with a sense of significance, enthusiasm, inspiration, pride, and challenge” (Mauno, et al., 2007,
Schaufeli, et al.,2002).
The secret to long term, consistent success for business is to have dedicated employees that are
consistently working towards big goals and thinking big. Dedicated employees have a positive
behavior (Wilmar & Arnold, 2006). When an organization is trying to reach new heights for its
team, they need everyone to be able to handle stress well and have a growth mindset where each
one is always learning and growing. When an employee is dedicated to what they do, they
consistently look for better ways to improve themselves, their role, and the business in general,
there’s a much bigger focus on growth and development.
Hardzic, (2001) in a research carried out on the impact of operations management information
system to employees, deduced the impact of operations management on employee’s ability to
control risks and range tine in short and long term planning and in decision making task. He
revealed that the better availability of information, the better the impact on both efficiency and
accuracy of business decisions. He therefore recommended that adequate operations
management information system enhanced employee performance.
The study of Hardzic, (2001) is related to this present study given the fact that both studies to an
extent examined how management activities impact on employee engagement. However, there
are some differences between both studies which include dimensions and measures of
independent and dependent variables of both studies.
In a similar study, A1 Meetany (2004) conducted a study on the impact of operations
management information system on efficiency and effectives of employee performance of the
Jordanian commercial banks: A case study of Arab Bank. The study sample size is made up of
100 respondents which were drawn from the population of middle level and low level managerial
staff of Jordanian commercial banks. Questionnaire was the major data collection instrument.
Quantitative data analysis was applied in the study to find the relationship between independent
and dependent enables (operations management information and employee engagement).
Findings revealed that users of operational management information system have highly skilled
technicians, qualified and experience staff to enable them perform their work to the fullest and
that Arabs bank has efficient hardware’s and soft ware’s required for the operations of the
system. Based on the findings the study recommends that operations management information
system should be maintained in Jordan banks.
The above study is similar to this present study considering the fact that both studies share
related work place (Deposit money banks). However, there are some differences between both
studies given the fact that the formal study was conducted in the Arab country while the present
study was conducted in Nigeria.
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METHODOLOGY
This study adopted a cross sectional survey research design. Cross-sectional surveys are studies
aimed at determining the frequency or level of a particular attribute in a defined population at a
particular point in time (Lotta, 2012).
There are 21 deposit money banks in Nigeria registered with the Central Bank of Nigeria and the
Nigeria Stock Exchange. The population for this study was 223 staff drawn from 21 deposit
money banks in Enugu. The study was focused mainly on the regional offices of these banks in
Enugu. The regional offices coordinate the operations of the various branches in Abia, Imo,
Enugu, Anambra and Ebonyi States.
Table 1: Population of the study
S/No

Names of Deposit Banks

Population Size

Sample Size

(N)
1.

First Bank

18

12

2.

United Bank for Africa (UBA)

14

9

3.

Union Bank Nigeria (UBN)

13

8

4.

Zenith Bank

17

11

5.

Access Bank

12

8

6.

ECO Bank Nigeria (EBN)

13

8

7.

FCMB

10

6

8.

Polaris Bank

9

6

9.

Stanbic IBTC Bank

8

5

10.

Guarantee Trust Bank (GTB)

13

8

11.

Fidelity Bank

11

7

14.

Heritage Bank

11

7

15.

Key Stone Bank (KSB)

12

8

16.

Sterling Bank

10

6

17.

Unity Bank

10

6

18.

Wema Bank

9

6
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19.

Standard Charted Bank (SCB)

12

8

20

Providus Nigeria LTD

12

8

21

SunTrust Bank Nigeria Ltd
Total

9
223

6
143

Source: Administrative Departments of the Regional Offices
Obioma (1987) posited that sampling is that process by which a sub unit of persons or
observations from a larger set is taken and investigated in details so as to arrive at conclusions
about the features of a larger group. Thus, in view of the fact that our study involves a finite
population, a sample size that can be possibly reached is obtained. The study sample size of 143
was arrived at using the Taro Yamen’s 1970 formula.
Primary method of data collection was adopted with the aid of a structured questionnaire which
was the major instrument for data collection. Copies of the questionnaire were personally
administered by the researcher.
The questionnaire was designed following standard guidelines for questionnaire design (Sekaran,
2003). The first part of the questionnaire sought to know the demographic background of the
respondents, while the second part comprised of 24 item-questions answered in Likert scale
format, which measured relevant constructs (both the independent and dependent variables of the
study). Each item of the construct was presented with five alternative responses from strongly
disagree to strongly agree with numerical value 1 - 5. The questionnaire survey followed all the
required ethical considerations as highlighted.
First, the instrument was designed using a five (5) point Likert Scale rating with 1 depicting
lowest agreement and 5-strongest agreement. This feature enabled the respondents not only
choose their preferred option; it enabled them to rate the extent to which they agreed or disagreed
with their chosen option.
Secondly, the researcher then fixed an acceptable tolerance rate of 75% as recommended by
Sakaran (2003) for blank answers from same section on any of the dimensions or measures of the
study variable that may be considered tolerable. Thirdly, the researcher termed all blank response
within the set tolerance limit of 75% as “undecided” response and further assigned a mid-point
because original Likert scales are 5-point scales with the middle scale representing neutrality
such as “undecided”, “do not know” or “no opinion” which would be used for this study,
fourthly, some questions which were similar were repeated in another form which the
respondents were expected to circle or choose the same option to both questions. Also, certain
reversed coded items were included in the research instrument to detect the level of
inconsistency of the subject’s response.
Face validity test carried out on the research instrument. This was accomplished by giving the
self-designed questionnaire to a panel of experts who are the researcher’s supervisors and other
professionals in the area of the study. The researcher used the measure of internal consistency
dimension for the reliability by using Cronbach Alpha. Sub-population analysis was used to
determine the internal reliability. This is in line with the assertion that the reliability of data
tested by Cronbach alpha method should show reliability score greater than 70%.
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In order to assess the relationship of operations management information system and employee
performance in deposit money banks in South East Nigeria, the researcher used a well-structured
questionnaire that is made up of two sections - Section A: Personal Information, Section B: Main
questionnaire item which is a type of question tailored for pre-conceived response. The multi
term five point Likert scale enabled the researcher harness the latent character of the variables
considered in the study to produce scales of Strongly agree, Agree, Disagree, Undecided and
Strongly disagree. Analysis was undertaken in which all previously hypothetical statements of
bivariate relations was tested using Spearman’s Rank Order Correlation Statistics with the
assistance of SPSS 23.0 to determine the degree of significance of the hypotheses to be tested to
decide whether the null hypotheses should be rejected or accepted.
DATA PRESENTATION AND ANALYSIS
Table 2: Questionnaire Administration and Return
Number of Cases
Percentage
Copies of Questionnaire
143
100
Administered
Copies of Questionnaire
125
88.03
Retrieved/Returned
Copies of Questionnaire not
18
11.97
Retrieved/Returned
Completed but Unusable
5
4.00
Copies of Questionnaire
Completed and Usable
120
96.00
Copies of Questionnaire
Source: Field Work (2021)
The above table shows that a total of one hundred and forty-three (143) copies of questionnaire
were distributed to the respondents, out of which a one hundred and twenty (120) copies were
retrieved, representing 88.03%. Eighteen (18) copies representing 11.97% of the copies
questionnaire were not retrieved. However, five (5) copies of the questionnaire returned
representing 4.00 percent were not suitable for analysis while 120 copies of questionnaire
representing 96.00 percent were used for the data analysis.
Operations Management Information System
In the questionnaire, five research statements were stated on operations management information
system and the response mean scores and standard deviations presented in the table as follows:
Table 3: Descriptive Statistics for Operations Management Information System
Descriptive Statistics for Operations Management Information System
N
Minimu
Maximu
Mean
Std.
m
m
Deviation
MIS is used to process 12
1
5
4.08
1.142
information
to
facilitate 0
report writing
MIS is used to improve the 12
1
5
4.16
.870
accuracy levels among staff
0
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The organization has invested
in a management information
system which has enabled the
minimization
of
administrative costs
The management information
system of the firm has been
crucial
in
delivering
innovative customer services
The management information
system of our company has
been crucial in assisting
employees to enhance their
performance and productivity
Valid N (listwise)

12
0

1

5

4.05

.942

12
0

1

5

3.68

1.384

12
0

1

5

4.27

1.059

12
0
Source: SPSS Output version 23.0
The table above was to determine the manifestation of operations management information
system as a dimension of management information system in which five research statements
were stated in the questionnaire. It represents the accumulated sum from the respondents
indicating the mean score and standard deviation. The first item was to ascertain if OMIS is used
to process information to facilitate report writing; had a mean score (x) of 4.03 and Std. Dev.
1.181. The second item sought to know if MIS is used to improve the accuracy levels among
staff, the result showed a mean score of (x) of 4.18 and Std. Dev. 0.596. Similarly, the third item
was to know if the organization has invested in a management information system which has
enabled the minimization of administrative costs, the responses generated were in the affirmative
with a mean score (x) of 4.96 and Std. Dev. 0.944. The fourth statement sought to ascertain if
The management information system of the firm has been crucial in delivering innovative
customer services; and the responses also in the affirmative showed a mean score (x) of 3.61 and
Std. Dev. 1.338. The last statement sought to ascertain if the management information system of
our company has been crucial in assisting employees to enhance their performance and
productivity; and the responses also in the affirmative showed a mean score (x) of 3.45 and Std.
Dev. 1.355. Generally, Table 4.6 shows that the respondents agreed on all items of operations
management information system with a mean score > 2.50 indicating a substantial and adequate
level of affirmation. The results also indicate a low level disparity in the responses (SD <2.00).
C Employee Performance
The interval scale was used in the research questionnaire, indicating five respond choices with
Strongly Disagree= 5; Disagree=4; Neutral=3; Agree=2 and Strongly Agree=1. A base mean (x
= 2.50) as a result of the scaling type (5-point likert) was used to ascertain levels of affirmation
to the indicators (where x <2.50 = poor and weak level of affirmation to the indicator; where x
>2.50 = substantial and adequate level of affirmation to the indicator). Also, this section presents
the response mean scores and standard deviations on each item in the questionnaire on employee
vigor, employee dedication and employee absorption.
Employee Vigor
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In the questionnaire, four research statements were stated on employee vigor with the response
mean scores and standard deviations presented as follows:
Table 4: Descriptive Statistics for Employee Vigor
Descriptive Statistics for items on Employee Vigor
N
Minim
Maximu
um
m
In
our
organization,
120
1
5
employees
always
feel
bursting with energy at work.
In our organization, vigor
120
1
5
employee
feels
that
organizational problem is
his/her problem.
In
our
organization,
120
1
5
employee put in extra time
and
effort
for
the
organizational success.
The organization has a great
120
1
5
deal of personal meaning to
employees
in
our
organisation
The employees in our
120
1
5
organization enjoy sense of
belonging.
Valid N (listwise)
120
Source: SPSS Output version 23.0

Mean
3.55

Std.
Deviation
1.460

3.43

1.448

4.32

1.062

3.91

1.021

4.08

1.178

The table determines the manifestation of employee vigor as a measure of employee
engagement in which five research statements were stated in the questionnaire. It represents the
accumulated sum from the respondents indicating the mean score and standard deviation. The
first item was to ascertain if in I their organization, employees always feel bursting with energy
at work; the results showed a mean score (x) of 3.44 and Std. Dev. 1.315. The second item
sought to know if in their organization, vigor employee feels that organizational problem is
his/her problem; the result showed a mean score of (x) of 4.00 and Std. Dev. 0.691.
Similarly, the third item was to ascertain if in their organization, employee put in extra time
and effort for the organizational success; the responses generated were in the affirmative with a
mean score (x) of 3.43 and Std. Dev. 1.262. The fourth statement sought to ascertain if the
organization has a great deal of personal meaning to employees in their organisation and the
responses also in the affirmative showed a mean score (x) of 4.08 and Std. Dev. 1.255. The last
statement sought to ascertain if the employees in their organization enjoy sense of belonging;
and the responses also in the affirmative showed a mean score (x) of 3.61 and Std. Dev. 1.163.
Generally, this shows that the respondents agreed on all items of employee vigor as a measure
of employee performance with a mean score > 2.50, indicating a substantial and adequate level
of affirmation. The results also indicate a low level disparity in the responses (SD <2.00).
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Table 5: Descriptive Statistics for Employee Dedication
Descriptive Statistics for items on Employee dedication
N
Mini
Maximu
mum
m
In our organization, dedicated
120
1
5
employee always feel proud
about his or her work.
In our organization, dedicated
120
1
5
employee
helps
the
organization to achieve its
objectives or goals.
In our organization, employee
120
1
5
regarded the organization as
part of his/her family.
The contribution of employees
120
3
5
in our organization is always
recognized.
In our organization, social
120
1
5
skill knowledge employee
always promote effective
relationship with others.
Valid N (listwise)
120
Source: SPSS Output version 23.0

Mean
3.47

Std.
Deviation
1.414

3.65

1.281

3.98

1.290

4.23

.645

3.92

1.089

To determine the manifestation of employee dedication as a measure of employee performance
in which five research statements were stated in the questionnaire. It represents the accumulated
sum from the respondents indicating the mean score and standard deviation. It represents the
accumulated sum from the respondents indicating the mean score and standard deviation. The
first item was to ascertain if in their organization, dedicated employee always feel proud about
his or her work; the results showed a mean score (x) of 4.18 and Std. Dev. 0.700. The second
item sought to know if in their organization, dedicated employee helps the organization to
achieve its objectives or goals.; the result showed a mean score of (x) of 3.86 and Std. Dev.
1.121. Similarly, the third item was to ascertain if in their organization, employee regarded the
organization as part of his/her family.; the responses generated were in the affirmative with a
mean score (x) of 3.60 and Std. Dev. 1.526. The fourth statement sought to if the contribution
of employees in our organization is always recognized; the responses also in the affirmative
showed a mean score (x) of 3.67 and Std. Dev. 1.227. The last statement sought to ascertain if
in their organization, social skill knowledge employee always promotes effective relationship
with others; and the responses also in the affirmative showed a mean score (x) of 3.61 and Std.
Dev. 1.163. Generally, Table 4.10 shows that the respondents agreed on all items of process
success as a measure of organizational success with a mean score > 2.50, indicating a
substantial and adequate level of affirmation. The results also indicate a low level disparity in
the responses (SD <2.00).
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Employee Absorption
In the questionnaire, four research statements were stated on employee absorption with the
response mean scores and standard deviations presented as follows:
Table 6: Descriptive Statistics for Employee Absorption
Descriptive Statistics for items on Employee Absorption
N
Mini
Maximu
mum
m
Employees
in
our
120
1
5
organization exercise high
concentration at work.
In
our
organization,
120
1
5
concentrated
employee
normally forget everything
around
him/her
when
working.
In our organization, workers
120
1
5
are eager to contribute for
the well-being and growth of
the organization.
In
our
organization,
120
1
5
concentrated
employee
always feels happy when
working.
In our organization, effective
120
1
5
communication of high
knowledge employee with
his/her subordinates always
bring
benefit
to
the
organization.
Valid N (listwise)
120
Source: SPSS Output version 23.0

Mean
3.52

Std.
Deviation
1.449

3.57

1.389

3.72

1.373

4.02

1.277

4.17

1.118

The table determines the manifestation of employee absorption as a measure of employee
performance in which five research statements were stated in the questionnaire. It represents the
accumulated sum from the respondents indicating the mean score and standard deviation. The
first item was to ascertain if employees in their organization exercise high concentration at
work; the results showed a mean score (x) of 3.88 and Std. Dev. 1.133. The second item sought
to know if in their organization, a concentrated employee normally forgets everything around
him/her when working. The result showed a mean score of (x) of 3.44 and Std. Dev. 1.315.
Similarly, the third item was to ascertain if in their organization, workers are eager to contribute
to the well-being and growth of the organization. The responses generated were in the
affirmative with a mean score (x) of 3.66 and Std. Dev. 1.157. The fourth statement sought to
ascertain if in their organization, concentrated employee always feels happy when working; the
responses also in the affirmative showed a mean score (x) of 3.62 and Std. Dev. 1.360. The last
statement sought to ascertain if in their organization, effective communication of high
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knowledge employee with his/her subordinates always bring benefit to the organization.; and the
responses also in the affirmative showed a mean score (x) of 3.61 and Std. Dev. 1.163.
Generally, this shows that the respondents agreed on all items of employee absorption as a
measure of employee engagement with a mean score > 2.50, indicating a substantial and
adequate level of affirmation. The results also indicate a low level disparity in the responses
(SD <2.00).
Table 7: Descriptive Statistics for the measures of Employee Performance
N
Minimum Maximum
Mean
Std. Deviation
Vigor
120
2.40
5.00
3.8600
.79477
Dedication
120
1.80
5.00
3.8500
.91201
Absoprtion
120
1.60
5.00
3.7967
.96353
Valid N (listwise)
120
Source: SPSS Output version 23.0
The data illustrates the summary of the statistics for the measures of the criterion variable –
employee engagement with summarized values for central tendency based on the responses to
the indicators. Results reveal high affirmative summaries for each measure, indicating that the
measures are highly an observed phenomenon in deposit money banks in South-East, Nigeria.
Test of Hypotheses
This section of the study presents the results on the tests on the bivariate and null hypotheses of
the study. The bivariate level of analysis presents evidence which illustrates the strength of the
relationship between the dimensions of operations management system; and the measures of the
criterion variable, employee performance namely: vigor, dedication and absorption. The tests for
this section are two-tailed and as such emphasizes on no particular direction. The assessment of
the bivariate relationships was carried out using the Spearman’s rank order correlation with the
precision for error fixed at 0.05 given the choice of the confidence interval of 95% at 0.80 – 0.99.
Decision rule: The decision rule which applies for all bivariate test outcomes according to
Bryman and Bell (2003), where:
Ho1: There is no significant relationship between operations management information system
and employee vigor in deposit money banks in South East, Nigeria.
Therefore, based on empirical findings the null hypothesis earlier stated is hereby rejected and
the alternate upheld. Thus, there is a statistically significant relationship between operations
management information system and employee vigor in deposit money banks in South East,
Nigeria.
Ho2: There is no significant relationship between operations management information system
and employee dedication in deposit money banks in South East, Nigeria.
Therefore, based on empirical findings the null hypothesis earlier stated is hereby rejected and
the alternate upheld. Thus, there is a statistically significant relationship between operations
management information system and employee dedication in deposit money banks in South East,
Nigeria.
Ho3: There is no significant relationship between operations management information system
and employee vigor in deposit money banks in South East, Nigeria.
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Table 8: Correlations for Operations Management Information System and Employee Performance measures
OIMS
Vigor
Dedication
Absorption
Spearman's rho

OIMS

Correlation Coefficient
Sig. (2-tailed)
N
Vigor
Correlation Coefficient
Sig. (2-tailed)
N
Dedication
Correlation Coefficient
Sig. (2-tailed)
N
Absorption
Correlation Coefficient
Sig. (2-tailed)
N
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

1.000
.
120
.809**
.000
120
.500*
.029
120
.242**
.008
120

.809 **
.000
120
1.000
.
120
.257**
.005
120
.337**
.000
120

.500*
.029
120
.257**
.005
120
1.000
.
120
.907**
.000
120

.242**
.008
120
.337**
.000
120
.907**
.000
120
1.000
.
120

Source: SPSS Output Version 23.0
Therefore, based on empirical findings, the null hypothesis earlier stated is hereby rejected and
the alternate upheld. Thus, there is a statistically significant relationship between operations
management information system and employee absorption in deposit money banks in South East,
Nigeria.
Discussion of Results
This study examined the relationship between operations management information system and
employee performance in deposit money banks in South East, Nigeria. This finding implies that
when an organization is OMIS-oriented in their day to day activities, it will be faster and easier
for them to retrieve information and such information could be utilized for organizational
performance to be more successful. Mathis (2006) noted that to determine a set of competitors, it
requires knowledge of which customers might be using this product and for what purpose.
This finding reinforces previous research of Rananathan and Kannabira (2012) in which it was
discovered that the main objective of information systems is to improve and enhance the
potential role of the organization in terms of improving its overall financial performance.
The results from the data analysis revealed that there is a significant relationship between
operations management information system and employee engagement of deposit money banks
in South East, Nigeria. This current finding was also consistent with Mugenda (2006) who
argued that effective operations management information system fosters the easy dissemination
of information and knowledge by separating content from its physical location.
Summary of Findings
From the data analysed, the summary of statistical values and their interpretations respectively
were recorded and the summary of the findings are presented as follows:
i.
There is a significant relationship between operations management information system
and employee vigor in deposit money banks in South East, Nigeria.
ii.
There is a significant relationship between operations management information system
and employee dedication in deposit money banks in South East, Nigeria.
iii.
There is a significant relationship between operations management information system
and employee absorption in deposit money banks in South East, Nigeria.
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CONCLUSION
The current business environment is very dynamic and has undergone rapid changes as a result
of technological innovations, increased awareness and demands from customers. Business
organizations, especially of the 21st century, operate in complex and competitive environment
characterized by these changing conditions and highly unpredictable economic climate.
Therefore, based on the findings, this study concludes that there was a positive and significant
relationship between operations management information system and employee performance in
deposit money banks in South-East, Nigeria. This implies that there is an impact of information
availability on people's ability to process and use information in short and long term planning
and in decision making tasks.
RECOMMENDATIONS
It is recommended that managers of deposit money banks should make organizations not to be able
to make large use of documents and formal methods by using information systems to decrease the
amount of useless relations. Banks by using management information systems should provide
conditions to make needed decisions in changing, describing, analysing the gathered data, setting
budget, evaluating workers’ performances, employing and firing personnel of their own section.
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