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Abstract: Employees have been the most important element of any organization whereby success or 
otherwise of a given organization depends largely on the performance of its employees. If employees are 
not allowed to participate in decision making, it becomes very difficult for them to showcase the skills, 
knowledge and abilities they possess. This study therefore examines the relationship between employee 
voice and workers’ well-being in food and beverages manufacturing companies in Rivers State, Nigeria. 
The study used a cross-sectional design. The population of this study is the seven (7) food and beverages 
manufacturing companies out of the Thirty-four (34) manufacturing companies registered with the 
Manufacturers Association of Nigeria (MAN), as obtained from the 2019 updated Directory of the Rivers 
State zone of the Association. These seven (7) companies were purposively selected because of their 
peculiarity of being in the same grouping of production, that is, food and beverages. The population 
element for the study was 208 employees, of which a sample size of 137 was extracted using Taro 
Yamane's sample size determination formula. Data were analyzed using mean and standard deviation for 
univariate analysis while Spearman Rank Oder correlation Coefficient was used to test all stated 
hypothesis The findings of the study showed that there was a significant relationship between Employee 
Voice and the measures of workers Well-being in food and beverages manufacturing companies in Rivers 
State, Nigeria. The study recommends that organizations need to encourage employees’ participation in 
all aspects of decision making as a crucial determinant of employee functioning and job performance. 
  
Keywords: Employee Voice, Worker Well-Being, Psychological Well-being, Social Well-being, Physical 
Well-being     
  

 

INTRODUCTION 

Undoubtedly, employees have been the most important element of any organization whereby 
success or otherwise of a given organization depends largely on the performance of its 
employees. This is because the performance of employees in any organization is vital, not only 
for the growth of the organization, but also for the growth of individual employee (Meyer and 
Peng, 2016). Employers believe that making employees happier and healthier increases their 
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efforts, contributions, productivity and level of performance. As a result, managers of 
organizations devote considerable organizational resources to enhancing employee well-being. 
Employee well-being has to do with creating an enabling and supportive work environment that 
promotes healthy and safety working conditions, learning culture, work-life balance, stress 
management and anti-bullying practices (Armstrong, 2017). Employee well-being also refers to 
workers feeling of satisfactions and happiness arising from the work environment and the work 
itself. The importance of worker’s well-being cannot be over emphasized. Wright and Bannet 
(2007) maintained that where there is woker satisfaction at work, they are likely to stay in the 
same workplace. Streek (2005) also opined that well-being influences the development of 
friendship and contributes to a sense of familiarity, which motivates people to stay at the same 
workplace. 

Due to the importance of workers well-being; various studies have being conducted on this 
concept. They have sought to link employees well-being to various variables such as turnover, 
burnout, workplace productivity, etc (Wright & Bonnet, 2007; Judge, Thoresen, Bono & Patron, 
2001; Wnght & Cropanzano, 2000). These literatures suggest that there is a strong relationship 
between employee well-being and less turnover, less burnout and workplace productivity. 
Despite the increasing awareness to promote workers well-being as it helps reduce turnover, 
burnout, the literature posits that most corporate leaders are still hesitant in paying adequate 
attention to it probably because of the cost implication (Hughes, Patrick, Hannon, Harris and 
Ghosh, 2011) and reluctance to invest, hence the need for a common voice by the employees. 
Perlow and Williams (2003) postulate that when employee voice is stifled, it can lead to many 
negative outcomes their well-being inclusive. Contrarily, when it is allowed to flourish, some of 
the accruable gains could range from reducing employee turnover to improving employee job 
tenure and productivity and enhancing employers’ investment in human capital (Lewin, 2014).  

Inspite of the widely established business and associated benefits of using employee voice to 
ensure workers well-being outcomes in many organisations in Nigeria work spaces, it has been 
skewed in favour of the organisations i.e. most corporate leaders see employee voice from the 
angle of what it takes in only for the organization. Head and Lucas (2004) specifically posit that 
organisations are usually not too eager to formally embrace the mutual nature of the employment 
relationships; hence they would do everything to stifle or grant partial employee voice. This has 
been the bane of employee voice in Nigeria! While voice has become a tool used to further 
organizational interest and worker well-being in the advanced economies for decades now, the 
contrast seem to be the case in Nigeria (Akinwale, 2018; Anyago, Ojera and Ochieng, (2015).  

Allowing employee voice to thrive so that positive workers well-being outcomes can be reaped 
has remained a research concern that has drawn serious attention which has led to several related 
studies. From the standpoint of literature reviewed, most related studies had basically focused on 
employee voice and some fractions of workers well-being viz: employee voice and job 
satisfaction; enhancing performance through employee engagement; employee voice and 
organizational performance: employee voice in management and employee health; employee 
voice and mental well-being; effects of high-involvement work systems on employee 
satisfaction; job attitudes between unionized and non-unionized employees; job characteristics, 
employee voice and well-being; (Esievo, F. 2018; Patrice and David, 2018; Rona, Elinor and 
Martin, 2018; Joshua, Antonio, and O'neil, 2016; Kim, Macduffie and Pil, 2010; Macleod and 
Clarke, 2009).   
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Yet others focused on employee voice and employee involvement and participation, employee 
voice and workers’ compensation, employee voice and employee involvement, employee voice 
and employee participation (Adrian, Paul, Senia and Xu, 2018). It was therefore clear from the 
literature that, there were not enough specific studies that attempted to examine the linkage 
between employee voice and the totality of workers’ well-being in the public universities in 
Rivers State, Nigeria. Therefore, this paper will bridge this identifiable gap by empirically 
discussing the relationship between employee voice and workers’ well-being in food and 
beverages manufacturing companies in Rivers State, Nigeria.  

Conceptual Framework 

In order to pursue with clarity and precision the purpose of this study, the conceptual framework 
in figure 1 reflecting employee voice as the independent variable (IV) which was used as a 
unidimensional construct while workers well-being as dependent variable (DV) was measured 
with Worker Psychological Well-being, Worker Social Well-being and Worker Physical Well-
being. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework of employee voice and workers’ well-being of food and 
beverages manufacturing companies in Rivers State, Nigeria  

Source: Researcher’s Conceptualization from Review of Related Literature, 2022 
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Objectives of the Study 

In line with the purpose of the study, the following are the objectives this study intends to seek: 

(i) To examine the relationship between employee voice and workers’ psychological well- being 
in food and beverages manufacturing companies in Rivers State, Nigeria. 

(ii) To examine the relationship between employee direct voice and workers’ social well-being in 
food and beverages manufacturing companies in Rivers State, Nigeria.  

(iii) To examine the relationship between employee grievance procedure and workers’ physical 
well-being in food and beverages manufacturing companies in Rivers State, Nigeria.  

Research Questions 

Based on the above objectives, the following research questions were raised.  

i) What is the relationship between employee indirect voice and workers’ well-being in food and 
beverages manufacturing companies in Rivers State, Nigeria. 

(ii) What is the relationship between employee direct voice and workers’ well-being in food and 
beverages manufacturing companies in Rivers State, Nigeria.  

(iii) What is the relationship between employee grievance procedure and workers’ well-being in 
food and beverages manufacturing companies in Rivers State, Nigeria.  

Literature Review 

Theoretical Foundation 

The organizational justice theory is adopted as the theoretical framework for this study.  The 
Organizational justice theory relates to the perceived fairness of processes, outcomes and 
interactions within the decision making processes of an organization between management and 
employees (Tyler, 1987; Greenberg, 1990; Saunders, Thornhill and Lewis, 2002; Nowakowski 
and Conlon, 2005; Korsgaard, Schweiger, and Sapienza, (1995). Organizational justice has its 
roots in the justice theories attached to theories of legal and organizational decision making and 
is comprised of three forms of justice (Rawls, 1999). First, distributive justice or the satisfaction 
with the outcome of a decision provides a measure of fairness for how justice is distributed 
amongst the disputants. Second, procedural justice, or the satisfaction with the process used to 
reach a decision refers to the experience of fairness by the disputants (Deutcsh, 1985; Masterson, 
Lewis, Goldman & Taylor, 2000). Third, interactional justice, or the interpersonal treatment of 
the disputants which is believed to be a sub-component of procedural justice and indicates that 
the process must not only be experienced as being fair, but must also be accompanied by a sense 
of being treated with respect and dignity (Bies & Moag,1986; Tyler, 1991). Organizational 
Justice Theory suggests that employees will be satisfied if they feel that they are fully involved 
in the decision-making process of the organization. 
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Conceptual Review 
  
Employee Voice 
Research and analysis have grown around the employee voice concept in a variety of disciplines 
and they often see it in different ways. Some refer to it as involvement, others participation while 
yet others call it empowerment or engagement. It has become an elastic term meaning different 
things to different policy, academic and practitioner actors (Budd et al, 2010; Wilkinson, Bacon, 
Redman & Snell, 2010). These researchers explore the subject from different frames of reference 
and with different concepts and methods. According to Boxal and Purcell (2011), Employee voice 
comprise of all kinds of opportunities where individual or collective employees will have an 
opportunity to express themselves and exert some influence on workplace decisions. In a more apt 
explanation, Purcell (2014), presents another dimension of employee voice as demonstration of 
individual employee displeasure among managers and subordinates or through employee grievance 
procedure; secondly, demonstration of collective employee displeasure raised by trade unions 
through collective bargaining action; thirdly, contribution to management decision-making process 
through a two-way communication, problem solving, suggestion systems and attitude evaluations; 
and lastly, through shared partnership understanding, joint consultative forum and work councils 
(Anyago, Ojera & Ochieng, 2015).  
 
Similarly, Morrison (2011) posit that Employee voice is described as championing and speaking 
up on certain fundamental issues bothering employee productive work behaviour. According to 
Burris, (2012) at any point in time when employees intentionally provide suggestions, concerns, 
information regarding issues or work-related opinions to someone in higher position of a corporate 
organisation, they engage in upward voice mechanism, however, when they cease such meaningful 
contributions, they are showing silence and depriving their organisation of potentially useful 
information.  Labour unions popularised and contributed to the concept of employee voice has 
been practised today. They were argued to be of economic value to both employers and employees 
precisely because they offered an independent voice channel for addressing potentially conflictual 
issues such as the determination of pay and conditions, and the resolution of discipline and 
grievance issues (Freeman and Medoff, 1984). They have benefited and still benefits both the 
employees and employers alike (Levinson, 1965) today. As a tool, employees have used them to 
resolve problems or to collectively challenge managements on rights or issues related to the 
workplace well-being (Milward, Bryson & Forth, 2000).  
 
Worker Well-Being 
 
The concept of well-being has several definitions and a plethora of views are available in literature 
as to what it is. The variation in defining this concept is because of its multidimensional and 
interdisciplinary nature (Hird, 2003). The term has the advantage of almost being understood 
naturally. In popular language, it usually relates to health, as in the most visible use of the term in 
health magazines and newspapers. However, it is much more than the absence of ill health and 
relates to all aspects of a person’s working and non-working life. Well-being has generally been 
referred to as “a generalised feeling of happiness” (Schmutte & Ryff, 1997). Happiness is also 
considered a mental state of well-being. Individuals who score high on well-being generally also 
have a happy disposition. Block and Kremen (1996) suggest that well-being is an individual’s 
ability to monitor and modulate constraints effectively and the ability or capacity to self-evaluate 
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the surroundings. This involves an individual’s capacity to adapt to a changing environment. 
Therefore, some internal mechanisms influence how individuals interact with the external world, 
which influences their well-being. Well-being in the workplace is, in part, a function of helping 
employees do what is naturally right for them by freeing them up to do so through behaviors that 
influence and therefore increase the workers well-being. Workplace well-being is presently taking 
centre stage because corporate leaders, policy makers, and workers are now aware that workers’ 
well-being is a crucial determinant of employee functioning and job performance (De Neve, 
Diener, Tay & Xuereb, 2013).  
 
Stefania, (2014) argued that well-being can be used to refer to the mental, psychological, physical, 
social or emotional aspects of the worker. This indicates everything that has to do with the working 
and non-working life of the individual. Similarly, Warr, (1990) describes well-being as a broader 
concept that takes into consideration the “whole person”. Again, the whole person is made up of 
the psychological, physical social spiritual, emotional etc. aspects of an individual. Well-being is 
how well one is doing in relation to the natural environment one lives in, one’s occupation, 
economics and personal finances, health, social relationships, education and skills (Caan, 2016), 
well-being factors which include the provision of an adequate environment, including access to 
food, shelter, clothing, and financial stability as well as reasonable levels of security from harm. It 
includes positive physical health, as expressed by more than the absence of disease but also the 
presence of enough energy and strength to meet environmental demands. It involves a healthy 
psychological state that includes the ability to make flexible psychological adaptations to the 
external environment, the ability to act with some autonomy and self-direction in life and the 
opportunity to express talents. An individual experiencing well-being is able to establish mutually 
supportive relationships in which the opportunity to give to others is as essential as the opportunity 
to receive support. And it includes the ability to live a purposeful and meaningful life (Adler and 
Kwon, 2002).  
 
Measures of Workers Well-Being 
 
Psychological Well-being  
 
Day and Randell (2014) defined psychologically healthy workplaces as ‘workplaces that not only 
aim to reduce negative demands and stressors but also promote organization resources to improve 
well-being’. For a workplace be psychological balanced, the following has to be in place viz: a 
culture of support, respect and fairness; employee involvement and development; work that is safe, 
ergonomically based, and offering tasks that fit employee needs and skills; interpersonal 
relationships with supervisors, co-workers and clients; work–life balance; and high levels of 
corporate social responsibility (Kelloway & Day, 2005). This is a very important endeavour that 
should be active and ongoing on the part of management of organisations. Where these are present, 
the experiences lead to higher frequency of joy, interest, and love among their employees. Over 
time, this serves to build a bond between the individual employee and other employees in the 
organization. Robertson and Flint-Taylor, (2008) defined psychological well-being at work as, the 
affective and purposive state people experience while at work. Psychological well-being is focused 
on the subjective experience of workers. It has two main components; hedonic and eudaimonic 
(Ryan & Deci, 2001). The hedonic component is focused on experiences of pleasure.  
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Furthermore it is focused on finding a balance between the positive and negative feelings and 
thoughts in individual’s judgment. It is based on the notion that increased pleasure and decreased 
pain leads to happiness. The eudaimonic component is focused on the realization and fulfilment of 
human potential. It is based on the premise that people feel happy if they experience life purpose, 
challenges and growth (Grant, Christianson & Price, 2007) Both of these components together 
form the psychological well-being of workers. The indicants of psychological well-being as 
outlined by (Keyes & Grzywacz, 2000) viz: job satisfaction, self-respect, personal growth, purpose 
in life, environmental mastery and autonomy etc. The psychological well-being of the worker is 
linked to the positive economic growth of an organisation because it minimises organisational 
problems such as absenteeism and low performance in the workplace. The demands of the 
workplace can also affect the psychological well-being of the individual. Heavy workloads, 
unconducive work environments e.g. noise levels, lighting etc. and poor relationships with 
colleagues can lead to poor psychological well-being. Positive or negative behaviours of 
supervisors greatly influence an employee’s physical and psychological well-being. An 
individual’s psychological well-being can also impact physical health. Individuals who experience 
significant amounts of stress from various areas of their life, such as work, can experience negative 
physical health outcomes (Danna and Griffin, 1999) 
 
Physical Well-being 
According to Kahn's (1990) conceptualization, employees become more engaged when their basic 
needs are met and this includes their physical well-being need. The positive outcome that result 
when these needs are met in the workplace serve to broaden the employees' attention and action in 
areas related to the welfare of the business. Experience has shown that most employees have an 
inherent need to contribute to an organization or larger entity when their needs and that of the 
organization are met. Physical well-being is concerned with the bodily health and functioning of a 
person. The physical health of workers is of vital importance, if not, they would be unable to 
perform their tasks. Having enough energy to get things done on a daily basis is also a part of the 
physical well-being of workers (Ryan & Frederick, 1997). If an individual for example does not 
get enough sleep it decreases their level of energy and well-being throughout the day.  
 
Organizational researchers study the link between work and worker physical well-being in at least 
three ways. First, work is a potential source of injury or disease (Danna & Griffin, 1999). Second, 
work can be a source of stress (Karasek & Theorell, 1990). Thirdly, work as source of direct and 
indirect benefits (Adler & Kwon, 1993). The physical dimensions include nourishment, shelter, 
health care, clothing, and mobility etc. Many employees do not have an opportunity to engage with 
physical activity during work and research suggests that physical activity plays a vital role in 
reducing stress (Brailovskaia, Teismann & Margraf, 2018). Worker well-being can influence, and 
be influenced by their physical health (Danna & Griffin, 1999). When an individual experiences 
physical injury or illness, this can negatively impact their well-being through increased feelings of 
discomfort and pain (Ryan & Deci, 2001). An individual’s physical health could also limit 
someone’s ability to take up opportunities which could help improve their well-being, such as 
participating in physical and social activities (Ryan & Deci, 2001).  
  
Social Well-being 
Whereas psychological well-being and physical well-being are properties of the individual 
employee, social well-being focuses on the interactions that occur between employees (Bradbury 
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and Lichtenstein, 2000). This dimension of well-being is concerned with the relationships one has 
with other people and how an individual communicates and socializes with them (Grant et al., 
2007). The difference between social well-being and physical and psychological well-being in an 
organizational context is that social well-being is focused on the relationships between employees 
while physical and psychological well-being is focused on the individual themselves (Bradbury 
and Lichtenstein, 2000). Just like well-being, social well-being has been operationalized in 
numerous ways. Some have operationalized it using gauges that mirror belonging, trust, social 
support, reciprocity, leader-member exchange, contribution, coordination, and integration (Adler 
and Kwon, 2002; Gerstner & Day, 1997; Kramer, 1999).  
 
Cohen and Strauss, (1985) describe social well-being as having ready support from colleagues at 
work or friends and family in times of need and also been seen as a valued support provider. As 
per Larson, (1993) and Keyes, (1998) social well-being denotes the quality of ones relationship 
with other people and community. On the other hand, more recent work has operationalized social 
well-being in terms of behaviors that reflect workers and organizational participation and 
membership (Coleman 1988; Putnam 2000). McDowell and Newell, 1987 opined that individual 
social well-being can be conceptualized as having two features, social adjustment and social 
support. Social adjustment refers to the satisfaction with relationships or the performance of roles. 
Social support refers to the quality and number of persons whom an individual trusts and can rely 
on, as well as the degree to which one is needed and matters to others and society (Larson, 1993). 
Employees at work need to feel a sense of belonging with organizational goals as well as with 
colleagues.  
 
Relationship between Employee Voice and Worker Well-Being 
 
The employees are the mainstay of any organization, the greater the opportunity of being allowed 
to speak up concerning work related dissatisfaction, opportunity to participate in decision making 
and work related issues in organisations, the more beneficial it will be for both the employees and 
the organisation (Marchington, 2001). Allowing employees the opportunity to voice almost always 
leads to improved workers’ well-being. Employee voice and workers well-being are both asset to 
performance driven organisations as lack of employee voice and or low worker well-being have 
both been linked to low productivity and eventually   undesirable   economic   consequences for an 
organisation and a country at large. Employee voice e.g. union voice in general enhances workers’ 
welfare. A number of influential studies have established the link between union voice and 
workers’ welfare in the followings viz: levels of pay either in terms of a direct premium 
attributable to unions or through reducing pay inequality (Freeman 1980; Booth 1995; Gosling & 
Machin 1995; Clark & Oswald, 1996; Card, 1996; Card, Lemieux & Riddell, 2003; Budd & Na 
2000; Metcalf, Hansen & Charlwood, 2001; Hirsch 2004, Blanchflower & Bryson, 2004).  
 
Aside from their effect on pay, unions have also been linked to a number of other well-being 
improving changes for members, which include access to employer provided training (Booth 1991; 
Acemoglu, Aghion and Violante, 2001; Booth,  Francesconi and Zoega, 2003; Waddoups, 2012), 
risk sharing (Malcomson, 1983), health care and pension plans (Buchmueller, Dinardo & Valletta, 
2002), workplace and occupational health and safety (Donado and Walde, 2012), family friendly 
policies (Budd & Mumford, 2004), and curbing discrimination (Phanindra & Peled, 1999). More 
generally unions uphold members’ interest in collective bargaining on issues such as self-respect, 
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transfers, promotions and grievances, among others, in the spirit of Freeman and Medoff, (1984) 
collective voice. The extent, to which management is perceived to consult and inform workers, that 
is providing the basis for employee voice, plays a very significant role here. Unions provide the 
voice option for workers to express concerning their well-being.   
 
The literature shows that employee direct voice can have positive effects for both employees' 
psychological well‐being and their motivation. This finding earned employee direct voice a ‘place 
in the policy priorities of the European Union, most notably through Directive 2002/14EC on the 
Information and Consultation of Employees (Budd & Zagelmeyer, 2010). It has the effect of 
enhancing the utilisation of workers’ experiences and skills, enhances their self-efficacy, and 
improves job satisfaction and work–life balance (Boxall and Macky, 2014; Gallie, 2013; Parker, 
2003; Klein, Ralls, Smith-Major, Douglas, 2000); Cotton, Vollrath, Froggatt, Lengnick-Hall and 
Jennings, 1988). Theoretically, the combined effect of both factors is greater than each one alone. 
We infer from the foregoing discussion that:  
H01: There is no significant relationship between employee voice and psychological well-being in 

food and beverages manufacturing companies in Rivers State. 
H02: There is no significant relationship between employee voice and social well-being in food and 

beverages manufacturing companies in Rivers State. 
H03: There is no significant relationship between employee voice and physical well-being in food 

and beverages manufacturing companies in Rivers State. 
 
Methodology 

The study used a cross-sectional design. The population of this study was the seven (7) food and 
beverages manufacturing companies out of the Thirty-four (34) manufacturing companies 
registered with the Manufacturers Association of Nigeria (MAN), as obtained from the 2019 
updated Directory of the Rivers State zone of the Association. These seven (7) companies were 
purposively selected because of their peculiarity of being in the same grouping of production, 
that is, food and beverages. The population element for the study was 208 employees, of which a 
sample size of 137 was extracted using Taro Yamane's sample size determination formula.  Data 
was sourced primarily using the structured questionnaire instrument. All items within the study 
variables were scaled on a five-point Likert scale ranging from 5 = Strongly Agree; 4 = Agree; 3 
= Neutral; 2 = Disagree and 1 = Disagree Agree. Tests for the reliability of the instrument was 
carried out using the Cronbach alpha coefficient as shown in table 1. Data were analyzed using 
mean and standard deviation for univariate analysis while Spearman Rank Oder correlation 
Coefficient was used to test all stated hypothesis.  
 

Table 1 Reliability Test  

S/N Variables Number of Items Cronbach Alpha Value 

1 Employee Voice 3  0.757 
2 Psychological Well-being 3  0.829 
3 Social Well-being 3  0.915 
4 Physical Well-being 3  0.871 

Source: SPSS Output  
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Data Analysis and Results 

In this section of the study, the findings are presented and analysed. all 137 questionnaire copies 

were distributed accordingly and with a success return rate of 125 copies. Retrieved copies were 

subsequently coded into the statistical package for the social sciences (SPSS version 25.0). 

Univariate Analysis 

The univariate analysis for the distribution of the variable describes the properties and its 
manifestations within the context of the investigation.  
Table 2: The univariate distributions for the constructs of the study 
Constructs Items Mean S.D 
Employee Voice There are genuine consultations between 

management and employees before decisions that 
affect employees are taken at my place of work 

3.96 1.319 

 Other than on issues affecting me at work, my views 
are sought on some other work related issues 

4.00 1.217 

 Our Trade Union ensures the promotion of 
employee right to respect in the workplace 

3.89 1.242 

Psychological 
Well-being 

Most days I feel a sense of accomplishment from 
working. 

4.11 1.048 

 Psychological wellbeing can forecast the future 
performance of the individuals 

4.22 1.272 

 Positive psychological health leads to higher work 
motivation 

4.22 1.197 

Social Well-
being 

My company organizes social functions and get 
together parties for all staff 

4.05 1.268 

 My work is such that I am able to balance work and 
family 

4.04 .860 

 My supervisors have good relationship with me and 
they are friendly 

4.00 .882 

Physical Well-
being 

The company provides me with adequate leave and 
holiday period 

4.07 1.245 

 My organization places and maintains its worker in 
an occupational environment adapted to their 
physiological and psychological capabilities 

4.20 .779 

 Wellness programs reduce employees’ health 
hazards and illness. 

4.05 .848 

Source: SPSS Output, 2022. 

The Table 2 above illustrates the distribution for the constructs of the study based on summaries 
obtained from their manifest properties. The distribution which is based on a 5 – point Likert 
scale format of 1 = strongly disagree, 2 = disagree, 3 = moderately agree, 4 = agree and 5 = 
strongly agree. The distributions for the variables demonstrate evident levels of agreement to the 
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properties and manifestations of the constructs; where mean scores (x) are observed to range 
mostly between x = 3.0 – 4.0, it is evident that constructs such as Employee Voice, 
Psychological Well-being, Social Well-being, and Physical Well-being are substantial and well 
manifested realities within the context of the study. 

 Bivariate Analysis (Test of Hypothesis) 

The bivariate analysis involving the test for the bivariate relations is presented on Table 3. The 
decision rule which applies for all bivariate test outcomes is stated as follows: where P < 0.05, 
reject hypothesis on the basis or evidence significant relationship; and where P > 0.05, accept 
hypothesis on the basis of insignificant relationship between the variables.  

Ho1: There is no significant relationship between Employee Voice and Psychological Well-being 
in food and beverages manufacturing companies in Rivers State, Nigeria.  
 
Table 3: Correlation of Employee Voice and Psychological Well-being 
 Employee Voice Psychological Well-being 
Spearman's rho Employee Voice Correlation Coefficient 1.000 .871** 

Sig. (2-tailed) . .000 
N 125 125 

Psychological Well-
being 

Correlation Coefficient .871** 1.000 
Sig. (2-tailed) .000 . 
N 125 125 

**. Correlation is significant at the 0.05 level (2-tailed). 

Source: SPSS Output, 2022 
 
Table 3 showed the relationship between Employee Voice and Psychological Well-being using 
Spearman’s Rank-order Correlation Coefficients techniques. From the analysis the result showed 
that Employee Voice has a very strong positive and significant relationship with Psychological 
Well-being at (rho =0.871, and P-v =0.000<0.05%). The null hypothesis was therefore rejected 
and restated that there is a very strong positive and significant relationship between Employee 
Voice and Psychological Well-being in food and beverages food and beverages manufacturing 
companies in Rivers State, Nigeria. 
 

Ho2: There is no significant relationship between Employee Voice and Social Well-being in food 
and beverages manufacturing companies in Rivers State, Nigeria.  
 
Table 4: Correlation of Employee Voice and Social Well-being 
 

Employee Voice Social Well-being 
Spearman's rho Employee Voice Correlation Coefficient 1.000 .684** 

Sig. (2-tailed) . .000 
N 125 125 

Social Well-being Correlation Coefficient .684** 1.000 
Sig. (2-tailed) .000 . 
N 125 125 

**. Correlation is significant at the 0.05 level (2-tailed). 

Source: SPSS Output, 2022 
Table 4 showed the relationship between Employee Voice and Social Well-being using 
Spearman’s Rank-order Correlation Coefficients techniques. From the analysis the result showed 
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that Employee Voice has a very strong positive and significant relationship with Social Well-
being at (rho =0.684, and P-v =0.000<0.05%). The null hypothesis was therefore rejected and 
restated that there is a very strong positive and significant relationship between Employee Voice 
and Social Well-being in food and beverages manufacturing companies in Rivers State, Nigeria. 
 
Ho3: There is no significant relationship between Employee Voice and Physical Well-being in 
food and beverages manufacturing companies in Rivers State, Nigeria.  
 
Table 5: Correlation of Employee Voice and Physical Well-being 
 Employee Voice Physical Well-being 
Spearman's rho Employee Voice Correlation Coefficient 1.000 .945** 

Sig. (2-tailed) . .000 
N 125 125 

Physical Well-being Correlation Coefficient .945** 1.000 
Sig. (2-tailed) .000 . 
N 125 125 

**. Correlation is significant at the 0.05 level (2-tailed). 

Source: SPSS Output, 2022 
 
Table 5 showed the relationship between Employee Voice and Physical Well-being using 
Spearman’s Rank-order Correlation Coefficients techniques. From the analysis the result showed 
that Employee Voice has a very strong positive and significant relationship with Physical Well-
being at (rho =0.945, and P-v =0.000<0.05%). The null hypothesis was therefore rejected and 
restated that there is a very strong positive and significant relationship between Employee Voice 
and Physical Well-being in food and beverages manufacturing companies in Rivers State, 
Nigeria. 
 

Discussion of Findings 

The study examines the relationship between Employee Voice and workers Well-being in food 
and beverages manufacturing companies in Rivers State, Nigeria. The findings of the study 
showed that there was a significant relationship between Employee Voice and the measures of 
workers Well-being in food and beverages manufacturing companies in Rivers State, Nigeria. 
The first hypothesis (HO1) assumed no significant relationship between employee voice and 
psychological well-being in food and beverages manufacturing companies in Rivers State. 
However, the result from the analysis shows a positive and significant relationship between 
employee voice and psychological well-being in food and beverages manufacturing companies 
in Rivers State. The explanation to this finding can be found in Saks (2006) suggestion that 
because of opportunities to voice, employees perceive autonomy in the job and organizational 
affairs which brings intrinsic motivation among them. This intrinsic motivation gets expressed in 
the form of vigor, absorption, and dedication in their work and organization. 
 
Similarly, the results rejected the second hypothesis (H02) which state that there is no significant 
relationship between employee voice and social well-being in manufacturing companies in 
Rivers State. Analysis shows a positive and significant relationship between employee voice and 
social well-being in manufacturing companies in Rivers State. This result confirms to the 
findings of Kataria et al. (2013) who argued that an engaged employee is more committed to the 
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well-being of the organization. The results also rejected the third hypothesis (H03) which 
assumed no significant relationship between employee voice and physical well-being in food and 
beverages manufacturing companies in Rivers State. Analysis shows a positive and significant 
relationship between employee voice and physical well-being in food and beverages 
manufacturing companies in Rivers State. This confirms to Andrew and Sofian (2012) findings 
that employees who believe their opinion and suggestions are listened and valued are more 
engaged and contribute to organization’s productivity. The opportunity to voice is perceived as a 
support provided by the employer, to which the employees respond with positive behaviors 
within the organization (Farndale et al., 2011). 
 
Conclusion And Recommendations 

This study examined the relationship between employee voice and workers well-being in 
manufacturing companies in Rivers State. The study revealed that there was a significant 
relationship between: (i) employee voice and psychological well-being in food and beverages 
manufacturing companies in Rivers State; (ii) employee voice and social well-being in in food 
and beverages manufacturing companies in Rivers State and (iii) employee voice and physical 
well-being in in food and beverages manufacturing companies in Rivers State. This relationship 
between these two variables is explained with the help of organizational justice theory. The 
theory relates to the perceived fairness of processes, outcomes and interactions within the 
decision making processes of an organization between management and employees. This 
develops positive feeling in their minds which is internally rewarding. As a result, they perceive 
shared responsibility for the success or failure of the organization (Lawler, 2001). Based on the 
findings and conclusions, the following recommends were made: 

 
 Managers need to encourage employees’ participation in all aspects of decision making if they 

expect them to perform at their peak for organizational performance to be improved. 
 

 By adopting employee voice as an engagement strategy, management of food and beverages 
manufacturing companies can increase the psychological well-being level of its employees.  

 
 Management of food and beverages manufacturing companies should create an avenue where 

employees’ perception of getting the opportunity to voice and being heard, make them more 
engaged in the organization which will lead to their social well-being.  

 
 The study indicates the needs of strengthening the mechanisms of employee voice. These 

mechanisms may include facilitating face to face and online interaction of the employees with the 
senior management. 

 
Contribution 
It provides the management, policymakers and stakeholders in the food and beverages 
manufacturing companies a promising way to enhance employees’ well-being to the 
organization. Thus, this research is a major contribution to advancing literature on employee 
voice as well as workers well-being. The findings of this study have the potential to motivate 
industry practitioners to create ample opportunities for employee voice. The increased 
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opportunity to voice may affect the well-being level of the workforce thus enhancing their 
contribution toward the overall effectiveness of the organization. 
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