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CHAPTER ONE
INTRODUCTION
1.1	Background of the Study
According to Robbins and Coulter (2019) Organizational structure describes the formal arrangement of jobs and tasks in organizations it describes the allocation of authority and responsibility, and how rules and regulation are executed by workers in firms (Nahm et al., 2023). Nelson and Quick (2019) posit that the organization's structure gives it the form to fulfill its functions in the environment. Acknowledging the views of these authors on the indispensability of structural decisions and the on-going debate on the interrelationships between strategy, structure and performance, one would wantto agree with Joris, Brand, Marco and Zoetermeer (2022) that the outcome of the organizational design process is unmistakably an important determinant of the performance of firms. Ledbetter (2023) investigated the effect of organizational structureon Organizational effectiveness in Texas Grand Prairie Fire Department. The results showed that environment, technology, size, strategy, goals, culture and philosophy impact on organizational structure and a definite connection is between organizational effectiveness and organizational structure. Hao and colleagues (2019) studied about the relationship between organizational structure and performance, especially through organizational learning and innovation, based on evidence from Nigeria and China. Employees in all organizations want to work in an environment of trust and respect. This is where they feel they are making a real contribution to organizational goals and objectives. They want to be able to have the opportunity to show management that they can accomplish a task with the creativity. There is a consensus in the literature reviewed that trust and job satisfaction are essential elements to an organization’s success. Trust between individuals and groups within organizations are a highly important ingredient in the long-term stability of the organization and the well-being of its members (Srivastava, 2023). Many organizations still operate within “traditional” hierarchical structures which can have a detrimental effect on productivity and the flow of information because each employee is only accountable to one person. It also can result in what is called the “silo mentality.” In a traditional “one person, one boss” organizational structure, information is restricted, and co‐operation between employees and other departments is stifled (Dancer, and Raine, 2019). This traditional hierarchical structure becomes progressively more problematic as organizations become more specialized and require employees with specific areas of expertise. To capitalize fully on their increasingly complicated nature, many organizations are currently using more complex structures.
1.2	Statement of the Problem
A well-functioning organizational structure indicates the general efficiency of operational system. Organizational structure has been widely disparaged for the drop in service delivery and organizational performance (Ucle, 2023). Locally, studies on the relationship between organizational and employee performance and wellbeing structure and organizational performance are still questionable and contradictory. Ngetich (2019) undertook a study to find the connection between, ownership structure, governance structure and performance among the Firms Listed with the Nairobi Stock Exchange. Some of the empirical evidence that supports a negative relationship between firm performance and organizational structure are from studies undertaken by Waiyaki (2019), Ndeto (2022), and Chacha (2023). There studies reported that small size are associated with higher market evaluations, returns on assets (ROA), and returns on sales (ROS), he highlighted that the scale and nature of that impact is actually dependent on the size of a company, and may become different as a structure becomes too large. None of these studies has touched on the effect of organizational structural on performance in Nigeria government. The study seek to address the knowledge gap by asking questions like; What is the effect of centralization on employee performance?
1.3	Research Question 
The research questions are:
how does centralized goal-setting affect motivation of sales employees with close customer contact in multiunit organizations?  what are the natures on employee performance in achieving organizational goal? what are the challenges facing employee in an organization? what are the effective of employee performance in organizational management?
1.4	Research Objective
The specific objectives are:
to centralized goal setting affect motivation of sales employees with close customer contact in multiunit organization?
to the nature on employee performance in achieving organizational goal?
to the challenges facing employee in organization?
to the effective of employee performance in an organizational management?
1.5	Research Hypotheses
H01: there is centralization goal setting affect motivation of sales employee with close customer contact in multiunit organization 
H02: there is nature on employee performance in achieving organizational goals
H03: there is effective of employee performance in an organizational management 
1.6	Significant of the Study 
This case study has been conducted at one single organization, in order to illustrate the situation of goal-setting in multiunit organizations. As our purpose is to provide an understanding of the situation of centralized goals in a multiunit organization, and not to fully generalize our findings, a case study at one single organization is appropriate. We argue that this study will benefit from being conducted at one single company because then the possibility  of  the other factors, such as the use of centralized goal-setting, being similar are greater. These factors can be things at an organization that affects motivation, such as rewards, and growth possibilities of the employees. However, this study will be performed at three different units within the organization in order to have a broader base of respondents and to grasp the structure of a multiunit organization. Our original idea was to conduct the study at a single unit. However, we realized that our study would benefit from using several units in order to understand the multiunit organizational context and to have a more dispersed distribution of units and of interviewees. We wanted to make sure that we did not pick one “outlier” that was different from other units. We believe that by choosing three units we decreased the risk of getting skewed results by comparing the empirical results with the other units.
1.7	Scope of the study 
This research focus on the effect of power centralization on employee performance in an organization, a study of  ICT Nigeria Limited Ilorin from 2023-2025.
1.8	Definition of Terms 
Centralization 
Centralization is the concentration of power and authority on a small number of managers at the top level of an organization. Robbins & Judge (2015) defined centralization as the degree to which decision making is centered on several positions in the company. Organization Organizational performance is the periodic operational results of a manager based on the predetermined goals, standards, and criteria. It is also defined as the output that uses predetermined input during a certain period to achieve set goals. Human resources  These department in an organization charged with finding, screening, recruiting and training job applicants as well as administering employee benefits program in order for them to archive a goals  Performance  This is an accomplishment of a given task measured by employee against preset known standards of accuracy, completeness, cost and speed in an organization  Enterprise  It can be said that give the employee more motivation to promote their effective in order for to make the goals setting which it more profitable in organization  Efficiency  This is the state of quality of being competent on employee which make the ability to work in order to achieve goals which mandates in an organization 


      CHAPTER TWO
LITERATURE REVIEW
This literature review shall discuss conceptual review, theoretical review and empirical review.
2.1	Conceptual Review 
The fact that employees and leaders in an organization are involved in idea generation and implement makes the incorporation of the concept of organizational structure very crucial to any management (Agbim, 2019). In an extensive overview of organizational structure and its many component parts, Nadler (2023) discussed ways many of those parts are related to one another and therefore affects organizational structure. He maintained that organization structure defines task allocation, reporting relationship and formal coordination mechanism in an organization. Structural complexity refers to the extent to which there is differentiation or a division of labour in an organization. A complex structure has a greater need for communication across many departments horizontally or between many levels vertically. In reference to Herath (2020) preposition, the more complex an organization is the greater the need for effective communication, coordination and control. On the other hand, structural centralization determines where the decision-making authority in the organization lies where highly centralized decision-making leads the senior executives to make judgment. In organizations that are less centralized, decision-making authority trickles down to lower levels. Highly complex organizations are generally more decentralized. Organizations lower in job specialization requires a central locus of control. Decentralized organizations require more communication and employee improvement which should be challenging but at a realistic level as a way of directing behavior and maintain motivation. More emphasis is on feedback/ communication where organization should provide complete, accurate and timely feedback and knowledge of results to the employees as to enhance motivation hence high performance. In a nutshell these can only be achieved where there is a well-defined and effective organizational structure as it will stipulate work specialization, chain of command as well as the rigidity of the rules and regulation governing the organization.
2.1.2	Employee performance 
Employee performance involves all aspects which directly or indirectly affect and relate to the work of the employees as reflected on behavior and results. Behavior emanates from the performer and transforms performance from abstraction to action. Not just the instruments for results, behavior are also outcomes in their own right- the product of mental and physical effort applied to tasks and can be judged apart from results (Brumbranch, 2022). Studies have shown that employee who have attained plateau have a high degree of intention to quit due to reduced opportunity for growth in the present organization (Amunga, 2019).In Kenya, Ongori&Agolla (2023), contend that lack of personal growth in organizations results in career plateau which leads to increased employees intentions to quit. Thus the employee motivation and organizational effectiveness are directly related (Muhammad, 2020). In reflection of the above insights it is eminent that organizations should work out and make such policies and organizational structures that support employee recognition and empowerment.
2.1.3	Effect of power centralization on employee performance 
Mechanistic structured organization harbours a highly complex, formalized and centralized complexity where tasks are greatly specialized, workers receive little discretion through the presence of strict procedures and decisions are made at the highest level of the organization (Murphy, 2023). According to Daft and Willmott (2019), top management has the last work when it comes to decision making in a firm. The hierarchy of command is considered to be tall since information has to pass through different levels before it gets to the end user (Tolbert and Hall, 2022). Organic structure organizations under centralization are characterized by high proportions of job occupants being involved in making decisions in a firm (Dubinsky, 2023). Decision making is delegated to staff members meaning that the mandate to decide on issues affecting organization is not a responsibility of the top management only. There is the absence of tall hierarchies in this structure since authority is spread throughout the departments (Jones, 2019). It is evident that organic structure of organization allows employee to feel and become part of decision making and are also in a position to offer feedback on their issues which make them motivated and encouraged to offer their best in their respective job position thus better performance. In reference to Zheng and Yang (2022) the major dilemma on many modern organizations is to what extent centralize the decision making power should be centralized or decentralized. As McLean defines it (2020) centralization is concentration of authority and decision-making toward the top of the organization. Decentralization on the other hand is can be the distribution of authority and decision-making units throughout an organization. As Theodosiou (2020) puts it, centralization determines how bureaucratic an organization and is here to stay due to its effective ability to deal with big and complicated tasks. The study findings by Leavitt (2019) suggest that the large size of the organization and high specialization of personnel enable less centralization leading to better employee performance as while organization which are more centralized leads to poor job performance as decision comes as command from top management thus they are perceived as inferior in matter relating to organization and incompetent which demotivate them to put any effort.
2.1.4 Centralization and strategy on employee performance in an organization
The models also suggest that prospecting will improve performance if carried out in combination with a high level of decision participation, but that we cannot be certain about its influence on service achievements when combined with a low degree of hierarchical authority. revealed that the change when interaction terms are introduced was statistically significant at the level. This highlights that the degree of it between strategy and structure is an important determinant of public service performance. Organizations that adopt a defending strategy enhance their performance if they centralize authority and reduce decision participation. Although research has shown that centralized decision-making can increase goal ambiguity (Pandey and Wright 2021), it may be especially conducive to maintaining stable service priorities where top management teams have adopted a strategy of making operations more efficient. Whetten’s (2023) study of manpower agencies suggests that centralization facilitates such production-orientated goals because it reduces environmental uncertainty and provides a clear indication of the service mission to middle managers and front-line staff. Indeed, one of our interviewees in a defending service suggested that management and decision-making in the service had become more centralized as the Corporate Management Board sought to respond to an increasingly hostile operating environment. This had increased efficiency by reducing the “inconsistencies” sometimes associated withdecentralized decision-making, especially intra-organizational communication and office administration cost.
2.1.5 Functional and structured on employee in an organization 
The functional structure divides the organization based on a logical grouping of members that share common tasks or goals. In an organization that manufactures a product, some of the common functional units may be production, sales, accounting, marketing, and public relations. The idea behind the functional structure is to increase profits by specializing tasks and grouping them together for maximum productivity. The members of a functional organization can easily see the relationship between all individuals in one department. In the functional organization, the CEO, or top manager, has control over the organization and is the only organizational member who sees the whole picture of all departments working towards a common goal. This can be a disadvantage to the organization if the top manager suddenly vacates the position, leaving no other qualified individuals to effectively run the organization. Also, the top manager may easily become overwhelmed by increased decision-making as the organization grows.
2.2.	Theoretical Review
2.2.1	Goal theory
Goal theory plays a key part in performance management process and was evolved from the largely discredited management-by-objective (MBO) approach. It was postulated by Locke and Latham (2019) and they stated that motivation and performance are higher when individuals set specific goal, when accepted goals are difficult, and when there is feedback on performance. The basic premise of this theory is that people’s goals or intentions play an important part in determining behavior . Goals guide people’s response and action by directing work behavior performance, and lead to certain feedback. Locke stressed that goal setting is viewed as a motivational technique rather than a formal theory of motivation. Erez and Zidon (2019) emphasized the need for acceptance of and commitment to goal. This emphasis was based on findings that, as long as they agree, demanding goals lead to a better performance than easy ones. Erez(2022) also stressed on the importance of feedback as Robertson et al. (2020) pointed out: “Goals inform individuals to achieve particular levels of performance, in order for them to direct and evaluate their actions; while performance feedback allows the individual to track how well an individual has been doing in relation to the goal, so that, if necessary adjustment in effort, direction or possibly task strategies can be made” (Armstrong, 2023). Individuals with specific and difficult goals perform better than those with vague and easier goals. This goes to confirm Gratton (2021) stretch goals which are ambitious, highly targeted opportunities for breakthrough improvement in performance. Hannagan has suggested that “at present goal- setting is one of the most influential theories of work motivation applicable to all cultures” (Mullins, 2023). The theory is applicable to this study as it emphasis the relevance of goal settings to enable the employees to be in know-how on what is expected of them in order to enhance their performance correspondingly. Also the theory emphasizes on relevance of organization setting specific performance goals.
2.2.2	Maslow’s theory of motivation
Motivation is a kind of incentives, which it geared towards getting the best out of an individual group of workers. It is concerned with including people to the best of their ability . In large part of manager job or task is getting things done through people. Therefore I must try and understand people’s motivation. But all aspects of motivation on employee cannot be provided by management has all the influence occur outside the working environment, example community and family of pressure. Studying the theory carefully the researcher we are like that Maslow and MCCelland touched on motivation but Hertzberg sought o replace motivation with satisfaction. These two concepts are totally different. Objectively, being pleased (satisfied) with doing a more challenging set of tasks does not mean you will be motivated to do your job better. Thus, this theoretical literature clearly suggest that the behavior if employee within firms has important implications for Organizational performance and that manpower planning practice can affect individual employee performance through their influence over employee “ skills and motivation and through organizational structures employee to improve how their jobs are performed. If this is so, a firm’s manpower planning should be related to have least two dimension of its performance.
2.2.3	Expectancy theory
The expectancy theory was propounded by victor vroom a psychologist in 2019. The theory is only applicable to a work setting that is based on peopled expectation. The focus of the theory is on the through processes people use when they first popular choice among alternative particularly choice / alternative courses of action. Literature reviewed revealed the following is a underlying principles of the theory, individual makes conscious effort to behave in a certain manner, individuals values regard to choosing desired outcomes individual expectation concerning the amount of effort required to achieve a specific outcome and individual expectation concerning the probability of the award for achieving desired outcomes. Vroom through these principles sought to relationship between, efforts expended by an individual and perceived level of performance and the expectation that reward for desired outcomes will be related to performance. On the other and there must also be expectation that reward are available as it will go a long way in serving the strength of a motivational link thus, the strength of the individual preference for an outcome and the belief that in the possibility that particular actions will achieve the required goal.
2.2.4	Two -factor theory (fedrick herzberg)
This theory was propounded by Herzberg in the year 2021. Two-factors theory, also known as the motivation- hygiene theory. The theory centered or related to the nature of a person’s work. The theory sought so distinguish between factors that can increase job satisfaction (motivators) as against those that can cause dissatisfaction but cannot increase satisfaction. Herzberg termed the motivators as intrinsic factors directly related to the doing of a job such as the nature of work, responsibility level, personal growth opportunities and the sense of achievement and recognition. The other factors “Hygiene” factors as extrinsic to directly performing the job. They are less conditions associated /surrounds the job .These factors he outlined as supervision, relation with co-workers working conditions, administrative policies and practices related to benefits and compensation studying the very carefully the researcher will realized that Maslow and McClelland touched on motivation but Herzberg sought to replace motivation with satisfaction most of these two concepts are totally different. Objectively, been pleased (satisfied) with doing a more challenging set of task does not mean you will be motivated to do your job better.
2.3	Empirical Review
Victor and Jonathan,(2023), in their study power centralized on employee productivity and organizational performance in Nigeria, and empirical investigation opinedthat overtime, organization have been embarking on training and capacity building for their employees so asto enhance productivity and overall performance of the organizations. This is due to the recognition of the importance role of employee in attainment of organizational goal. Consequently their study investigated the effect of power centralization on employee’s performancein Nigeria, using theICT Nigeria LIMITED as a case study. The story applied structured questionnaires to a simple size of 75 drawn by simple random sampling. The data generated was analyzed using descriptive statistics. The finding of the study revealed that majority (70%) of the respondents agreed.on which power training and manpower development has announced their efficiency and productivity. Secondly, majority (80%) of the respondents over whelming agreed that training and manpower development enhance organizational performance. The study recommends that organizations should conduct training need assessment to ensure that the right training is given ,ensure that their training programmers should be on a continuous basis, and motivate staff who performed exceptionally well during training sessions so that other staff will in turn aspire to excel. Sholadeinde (2023),in his study examined power which is centralized on employee performance a tools for organizational efficiency used the population to study adopted qualitative approach using questionnaire as main instrument of primary data connection . A total of 110 questionnaires were administered to 217 employees of ICT Nigeria. Using bar charts to illustrate the degree of response the results of the findings shows that respondents agreed that there is a significant impact of employee in organization to commitment, employee morale and motivation, employee corporate behavior and organizational efficiency. An organization with an effective policy and workable strategy on employee would retain enlarge market share and increase customers. Base on the findings,the study recommended that ICT Nigeria should engage always in training of their employees in order to correct professional errors, enhance employee commitment and corporals behavior our and ensure organizational efficiency. Osueke and Emeka-opara,(2021), in their study, performance investigation of productivity. This research was carried out to investigate the performance of employee in an organization. The information communications and technology company was the case study and samples of 10 respondents representing each unit they used. Structured questionnaires and observations techniques were administered doing the research. The data presentation tools were tables and charts. It was found out that the major hindrance to customer satisfaction in power supply where, inadequate megawatts of power availability, obsolete network and equipments that require upgrade, overlord networks, poor funding, lack of routine maintenance, culture, inadequate trained manpower, logistic (vehicle, personal and material problems), psychological and physiology problems. Although the privatization policy is believed to be a progressive step to these challenges, bused on the aforementioned, it was therefore recommended that management's proactiveness to manage fault and equipment upgrades, government and private sectors should actively involves positive and effective management, as well as smart mastering to ensure consumers meet up with charges, standard organization of Nigerian (son) play major to ensure substandard materials and products and not delivered from rural cooperative society to create awareness on how to use lights and serves as interface between the company and community.









2.4	Gaps in Literature 
The literature review on the challenges facing employee performance showed covered the followings, the concept of power centralized on employee performance the objective has factors that is affecting employee performance in various large-scale approach to employee in organization which has the principles and importance in recruitments, selection, interviews and placements, challenges facing employee in an organizational performance and measures of organizational performance. The theoretical review of the study was anchored on the two-factor theory (Fredrick Herzberg), Fredrick wisdom Taylar, expectancy theory, review of related empirical review was examined in the study.


CHAPTER THREE
Research methodology
3.1	Introduction
This chapter is designed to present the overall design and methodology of the study. Thechapter contains the methods for obtaining data, which enabled the researcher test hypothesis or answer research questions.
3.2.	Research Design
In order to investigate power centralized on employee performance in ICT Nigeria limited this study employed the descriptive survey method, with the researchers setting out to illustrate the association that exists among the dependent and independent variables. The researchers’ main goal in a descriptive study is to describe accurately the relationship between the power which centralized on employeein Organizational performance) this method is useful because the study is interested in finding the nature and to obtain an understanding of the issues in see investigation.
3.3	Target Population 
The population of the study was all staff working in organization entailing; County Executives, Chief Officers, Directors, Departmental managers and employees in the county. The study targets a total population of 300 staff distributed in all departments. A sample is a strata obtained from the accessible population (Mugenda and Mugenda, 2023). For the purposes of getting accurate sample the study will use simple random stratified techniques to select a representative sample from the target population. To get the sample size the study utilized Solvin’s (Tejada,2022) formula.
3.4	Sample Size and Sampling Techniques
Given the population of about 300officials’ staff from all departmental chosen for the study, the sample size will be determined by using Morgan Table. A number of structured/closed-ended questionnaire were self-administered to all categories of 300 respondents, namely senior and junior staff who participate in the study. Three hundred e (300) questionnaires were administered to the sample population.


3.5	Method of Data Collection
The study relied heavily on primary and secondary data. To supplements the data from primary source, secondary materials were source from academic literature on the subject matter.
3.6	Instrument of Data Collection
In this regard, questionnaires to be precise, where questions were structured in line with research questions and hypothesis using liker. There point rating scale questionnaires agree, undecided, and disagree.
3.7	Method of Data Analysis
The study use frequency and simple percentage statistical Method of analyzing the responses. Consequently, in order to test the hypotheses and establish the degree of association of the variable under consideration, the person’s product moment correction coefficient (ppmc). Statistical tool was used for this study. The results of the returned questionnaires were captured on SPSS for analysis and interpretations. The results were later used to draw deductions and concluding section.


CHAPTER FOUR
Data presentation analysis and interpretation
Introduction
This section is divided into the socio- demographical data of the respondents and the research questions based on the research question and using frequency
4.1	Demographic Information of the Respondents
Table 1: Demographic Variable of the Respondents
	Variable
	Grouping 
	Frequency
	Percentage %

	Sex
	Male
	28
	52.0 

	 
	Female
	22
	42.0

	 
	Total
	50
	100.0

	Age 
	21-30ears
	13
	26.0

	 
	31-40years
	29
	58.0

	 
	41-50 years                          
	6
	12.0

	 
	51years and above
	2
	4.0

	 
	Total
	50
	100.0

	Educational Level
	NCE
	9
	18.0

	 
	OND 
	8
	2.0

	 
	HND
	13
	26.0

	 
	BSC
	20
	40.0

	 
	Total
	50
	100.0

	Marital status
	Single 
	8
	16.0

	 
	Married
	42
	84.0

	 
	 
	50
	100.0

	
	
	
	


Source: Fieldwork, 2025
Table 1 shows demographic information of the respondents whereby gender distribution of the respondents shows that 28 (52.0%) of the respondents were male while 22(42.0%) happens to be females. The result brings to the height that majority of the respondents turned out to be males.  Distribution by age range shows that 13 (26.0%) of the respondents were within the age range of 31-40 years old, 29 (58.0%) of the respondents are within the age range of 40-50 years old, 6 (12.0%) of the respondents are within the age range of 12.0 years old and 2 (4.0%) of the respondents were within the range of 35 years and above. The results show that most respondents are in the age bracket 31-40years. This also show the educational level of the respondents parent where 9 (18.0%) of the respondent were OND HOLDERS 20 (40.0%) of the respondent were HND holder er13 (26.0%) of the respondent were BSCholder and 8 (16.0%) of the respondent were also BSCholder. The results show that most respondents are HND holder On same note the table also show the results of marital status of the respondents whereby 42(84.0%) of the respondents were single and 28(56.0%) of the respondents were married. The results show that most respondents were single. And this table also show the religion of the respondents where 22 (44.0%) in the Organization.
 4.2 Analysis of research Questions 
Table 2: The Effect of Power centralization on employee performance in an organization 
	S/N
	Items 
	SA
	A
	UD
	D
	SD
	Mean 

	1
	Communication has effect on employee performance in an organization 
	24(48.0)
	21(42.0)
	2(4.0)
	3(6.0)
	-
	4.32

	2
	on the centralization of decision-making on employee performance in an organization has effectively 
	18(36.0)
	27(54.0)
	4(8.0)
	1(2.0)
	-
	4.24

	3
	The nature of employee performance in achieving organizational goals 
	19(38.0)
	24(48.0)
	4(8.0)
	2(4.0)
	1(2.0)
	4.16

	4
	Clear and effective communication is very important on every employee performance in a organization 
	14(28.0)
	28(56.0)
	4(8.0)
	4(8.0)
	-
	4.04

	5
	organizational structured on employee performance must enhance in the organization 
	19(38.0)
	24(48.0)
	7(14.0)
	-
	-
	4.24

	6
	centralized goal-setting in motivating employee performance in an organization 
	17(34.0)
	28(56.0)
	2(4.0)
	3(6.0)
	-
	4.18

	7
	job satisfaction must not has effect on employee performance in organization 
	21(42.0)
	23(46.0)
	4(8.0)
	1(2.0)
	1(2.0)
	


Source: Fieldwork, 2025
Table 2 shows the reactions of the respondents on effect of power centralization on employee performance ,90.0% where majority of the respondents agreed with stated statement that are most effective on employee performance with mean value of 4.80, 90% with 4.24mean of the respondents strongly agreed that cultural differences in an organization has effectiveness on employee performance which as different strategies in organization, 86.0% of the respondents agreed that employee Play an important role in the organization process with a mean value of 4.18 On same note 84.0% of the respondents agreed that clear and effective of employee performance is very important in an organization with a mean value of 4.04, also 86% with 4.24 mean of the respondents strongly agreed that in industry and market conditions has effect on employee performance  Furthermore 90% of the respondents agreed that organization use research for better understand ing their strategies with a mean value of 4.24 lastly the table show that 88% with a mean value of 4.12 of the respondents strongly agreed that communication barrier can have the effectiveness of on employee performance in an organization.
TABLE 3: Respondents’ opinion on whether communication has effect on employee performance in an organization
	Response
	Frequency
	Percentage

	Agree 
	300
	100%

	Undecided 
	0
	0.0%

	Disagree 
	0
	0.0%

	Total
	300
	100%


  Source: fieldwork 2025                 
The study posed this question is recognition of the fact that one major challenge facing employee is disagreement among management team on whether there is effect on employee or not. The above bar chart shows the 300 or 100.0 percent of the respondents agreed that there effect on employee performance in an organization. Thus with the preponderance of 300 or 100.0 percent who agreed, we can therefore conclude that respondents were aware of the imperatives of employee in an organization.
TABLE 4: the study queried respondents that in industry and market conditions has effect on employee performance in an organization 
	Responses
	Frequency.
	Percentage

	 Agree 
	261
	87.0%

	Undecided 
	39
	13.0%

	Disagree
	0
	0.0%

	Total 
	300
	100%


Source: fieldwork, 2025            
The computation above indicates that 261 or 87.0 percent of the respondents agreed that industry  and market conditions has effect on employee performance in Organizational while 39 or 13.0 percent were undecided. that industry and market conditions has no effect on employee performance in an organization and majority of 87.0 percent who agreed with the proposition, we can therefore, conclude that industry and market conditions has effect on employee performance in organization.
TABLE 5: Recognition of leadership and management in organization this study Makes us know that a leadership and management has effect on employee performance in an organization.
	Responses
	Frequency
	Percentage

	Agree 
	183
	61.0%

	Undecided 
	27
	9.0%

	Disagree
	90
	30.0%

	Total
	300
	100%


Source : fieldwork 2025
A look at the above table reveal that majority of the respondents 183 or 61.0 Percent were of the opinion that the leadership and management on employee performance is curriculum in capable of producing and effective workforce while only 90 or 30 percent disagreed. However 27 or 9.0 percent were undecided. Which majority 61.0percent who agreed we conclude that the leadership and management on employee performance is curriculum in an organization which is capable of producing an effective workforce.
TABLE 6: Respondents views on whether there is functional and structured on employee performance in order to achieve organizational goals in ICT Nigeria limited.
	Response
	Frequency.
	Percentage

	 Agree 
	263
	87.7%

	Undecided 
	37
	12.3%

	Disagree
	0
	0.0%

	Total 
	300
	100%


Source : fieldwork 2025
An analysis of the above bar chart review that 263 or 87.7 percent the respondents agreed that there is functional and structured on ‘employee performance in the organization. While, 37 or 12.3 percent were undecided, thus, with overwhelming majority 87.7 percent who agreed we can conclude that the ICT Nigeria limited is functional and structured on employee to achieve a common goal.
TABLE 7: in a follow-up question the study asked respondents that is organization culture.
	Responses
	Frequency
	Percentage

	Agreed 
	114
	38.0%

	Undecided 
	108
	36.0%

	disagreed 
	44
	14.7%

	Total 
	34
	11.3%

	Total 
	300
	100%


Source field work 
It should been brought to notice that this question bearing in mind that power centralized on employees performance in an organization is among motivational package as it sometimes comes with promotions. An analysis of the above table shows that one 14 or 38 percent staff of employee on organization. in development of an organization between the power centralized on employee attracted 108 or 36 percent while six times and above attracted 44 or 14.7 percent. However,34 or 11.3 percent were of the opinion that employee have never corrugate since the organization has found. Thus, we can conclude that overwhelming majority 88.7 percent of the polled respondents have attached one form of tof employees in or other. This result has positive implications on organization efficiency and effectiveness.
Table 8: The study sought to establish the nature of the relationship between organizational structural and centralization on employee performance.
	Responses
	Frequency
	Percentage

	Agree 
	231
	77.0%

	Undecided 
	28
	9.3%

	Disagree
	41
	13.7%

	Total 
	300
	100%


Source: 2025
Hence they can be used as good predictors. The variables had a positive and very significance effect on employee’s performance have a positive beta value. the beta values show the contribution of each independent variable on the dependent variable. From the table it is shown that holding other factors constant structural formalization contributes231or 24.2% to employee’s performance, structural complexity contributes 17.6% while structural centralization contributes 300 or 54.2%. This implies that centralized organizational structure are more effective in enhancing employee performance compared to other factor.
TABLE 9: represent views of respondents on whether the organizational structure has effect on employee performance in achieving organizational goals.
	Responses
	Frequency
	Percentage

	Agree 
	207
	69.0%

	Undecided 
	66
	22.0%

	Disagree
	27
	9.0%

	Total 
	300
	100%


Source: fieldwork 2025
A critical analysis of the above table indicates that 207 or 69.0 percent of the rest respondents agreed that the organization structure has no effective employee performance but is curriculum. ICT Nigeria Limited in Ilorin is capable of producing and effective workforce by 27.0 percent disagrees with 66 or 22.0 percent which is undecided. Thus with majority 69.0 percent who agreed with the preposition, we conclude that the nature of organization on employee performance is curriculum in ICT Nigeria Limited in Ilorin capable of producing and effective workforce.
4.3Testing of Hypothesis
HoThere is no significant relationship between power centralized and employee performance.
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.585
	.342
	.339
	.499

	a. Predictors: (Constant) power centralized on employee performance in an organization 
b. dependent variable: organization culture has effect on employee performance 

	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	34.737
	1
	34.737
	139.2
	.000b

	 
	Residual
	66.852
	268
	249
	 54
	 

	 
	Total
	101588
	269
	 
	 
	 

	a. Dependent Variable: organization culture has effect on employee performance 

	c. b. Predictors: (Constant), power centralized on employee performance 

	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	 
	B
	Std. Error
	Beta
	 
	 

	1
	(Constant)
	960
	.116
	 
	8262
	.000

	 
	Job satisfaction has effect on employee performance in organization 
	.174
	.035
	270
	46998
	.000

	 
	employee performance 
	858
	.120
	.128
	2890
	.144

	Dependent Variable: power centralized employee
Organization culture has effect on employee performance 
industry and market conditions has effect on employee performance 


The study sought to establish that there is a significant relationship between power centralization and employee performance. This was tested using correlation coefficient suggested Correlation analysis helps to test the Linearity of the study variables in order to make in ferences. The study used Pearson correlation (r) to test whether the relationship between the variables was significant or not at 95% level of confidence. The relationship between the two variables was considered significant if the p value was less than 0.05. It was considered to be weak if the correlation ( r ) < 0.5 and it was considered to be strong if the correlation (r) was > 0.5. the power centralized on employee performance. This was the dependent variable of the study that defined the performance of employee in an organization. The respondents were required to give their opinion by indicating the extent to which they agreed or disagreed with the various statements. The results of the study were analyzed descriptively using percentages, mean and standard deviation. On whether the employee of productivity has really increased, majority, 39.3% of the respondents strongly disagreed with the statement while 23.7% disagreed. 24.1% of the respondents were neutral. On the other hand, 5.2% of the respondents agreed with the statement while 7.8% of the variable hence they can be used as good predictors. The variables had a positive and very significance effect on employee’s performance have a positive beta value The simple linear regression can be modeled as follows for each of the variables; Y = 0.960 + 0.542x +0.116 (Simple linear regression model for structural centralization) the model is statistically significant given that the t statistic (8.262) is more +2 and p value <0.05.
4.4	Test of Hypothesis
The study used Analysis of variance test to either accept or reject the null hypothesis. ANOVA is used to compute the F- statistic which is a measure of the variance in the means of the test variables. ANOVA is used to test the hypothesis and establish whether the test is significant at 5% level of significance.
Hypotheses Two
H0: Organization Structure is not a significance tool to enhance employee’s recognition.
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	789
	.128
	.457
	.87542

	a. Predictors: (Constant), power centralization on employee in organization b. Organization structure on employee performance 

	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	24.360
	2
	12.180
	86.106
	.000b

	 
	Residual
	30.978
	48
	.141
	 
	 

	 
	Total
	55.338
	50
	 
	 
	 

	a. Dependent Variable: employee performance 

	d. Predictors: (Constant), organization culture on employee performance 

	Table 9: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	 
	B
	Std. Error
	Beta
	 
	 

	1
	(Constant)
	2.81
	.180
	 
	16.5
	.000

	 
	total employee involvement in organization 
	.217
	.086
	.348
	23697
	008

	 
	Organization structure on employee performance 
	18.2
	.068
	259
	3825
	.005

	a. Dependent Variable: employee performance b. predictors: organization culture on employee performance 


The results in the table show that the F-statistic was significant at 5% level of significance implying that the model is a good predictor of the relationship between the variables. This is indicated by comparing the F- calculated and F-critical values. The results show that the F calculated, F (0.05, 1,268) = 15.181, was greater than F-Critical, F (0.05, 1, 268) = 3.873. The study concluded that the model fits well in explaining the relationship between the variables since the F-calculated is greater than the F-critical. The null hypothesis is therefore rejected implying that there is a statistical relationship between structural and employee performance a very significant effect on the performance of the employee. This is further supported by a p-value of 0.000 which indicates very high level of significance implying that the model is a good predictor of the relationship between the variables. This supports the findings of; who also established that there was strong and positive correlation between organizational structure and performance. The results generally have indicated that there is a significant relationship between organizational structure and employee performance. The results are in line with the findings of employee performance. Data analysis is the process of bringing meaning to raw data collected (m Descriptive statistics was used to analysis the research data. Descriptive statistics describe the main features of a collection of data quantitatively using frequency tables, percentages, arithmetic mean and standard deviation (Cooper &Emory (2008). After the data had been collected, it was cross examined to ascertain its accuracy and completeness. Data was processed and analyzed using SPSS Version 20.0 where linear regression analysis was used to establish the relationship between (structural centralization) and employee performance. The regressive analysis is reliable. The regression equation that was used to guide the study was in a form Y=α+β1X1+ε...
Y= Performance (employee performance) α= Constant term
X1= Structural centralization
Β1= Coefficient of centralization
ε= Error term
From the formula presented above, the employee’s knowledge is equal to the sum of non-standardized beta coefficients with the average of using the appropriate method and non standardized weight constant. From the multiple regression analysis results, the two independent variables are statistically meaningful for the model. They have regression coefficient positive which means with the raise of one of the independent variables factors will have even raise of the dependent variable in “purchase behavior”.  According to the results the statistical test for individual coefficient control the same result is taken (t1= 2.897 and p=0.004), (t2= 2.825 and p=0.005), individual coefficients showed that independent variable have a huge contribution of employee performance.
                    
 


 CHAPTER FIVE
Summary, conclusion and recommendations
5.1	Summary of Findings
The study sought to assess the effect of power centralization on employee’s performance in an organization. The results showed that most of the respondents disagreed that subordinate staffs participate in decision making on matters relating to day to day operations of the organization. Which implies that decision making is done by just a few people in the top management. The rest of the employees take the orders. The study also established that most respondents 53.3%, disagreed with the statement that investment decisions must be approved by the board of directors before they are undertaken by the organization. When asked if all operation activities to be undertaken by the organization are approved by Chief Executive Officials, most of the respondents 49.6% disagreed. This shows that though the chief official and the various boards are in charge of the decision making process they don’t necessarily have to be in charge of the process. It was also established that 42.2%, of the respondents agreed that staffs are asked to give their input on the adoption of new policies and procedures. Finally, the study established that employee were free to take up issues and work on them without necessarily seeking the approval of the supervisor. The findings further indicated that there was a strong statistical relationship between the power centralized and employee performance. This is based on the correlation and regression analysis results. This implies that power centralization has an effect on employee performance. When decisions are centralized it affects how employee make decisions and performance. We collected data from different tiers of management to ensure that our analysis took account of different perceptions within the service departments. These informants are also the organizational members who are likely to know most about structure and strategy on employee in an organization. This is in line with the position of the employee performance is the means and process of impacting special skills which equip individual to perform specific job. Although, it is supplement of performance of employee, it can be acquired concurrently. Subsequence testing of  the two state hypotheses is curriculum in ICT Nigeria limited has a strong positive effect on employee performance. This is confirmed by Pearson product moment correlation (ppc) results. The result is in line with Abele barista (2020), Arabirin (2019) believe that power centralized on employee is curriculum is very necessary for an organization. This is also supported by Dimba(2010)who admonished that employee performance is effective in organizing is design is nothing but the loss of time and money. This result invalidates the first null hypothesis of the study. The result of the second Hypotheses shows that power centralization on employee performance has a strong positive effect on the organizational structure has objectives. This is confirmed by Pearson product moment correlation (ppmc) results it also invalidates the second null hypothesis of the study. This result is in line with research findings of apospori, (2023) that’s found a significant link between power centralized and employee in organizational. This is also rightly supported by omotoso (2019), who persuasively argued that's communication doesn’t has effect on employee performance in an organization.
5.2.	Conclusion
Based on the findings of the study, it is concluded that the three measures of organizational structure in the organization and how it affects employee performance are statistically significant. The study also concluded that organizational structure has a very significant effect on employee performance in an organization the results suggest that neither centralized on decisions making has an independent effect on employee performance. However it ’is convince able e that the supposed costs and benefits of centralization employee performance cancel each other out: fast decision-making may be counterbalanced by a need for building support for decisions in organizations which are held accountable by many different stakeholders, including Executive official in organization and employee Alternatively, it may simply be the case that the degree of both hierarchy of authority and participation in decision-making are unrelated to how well organization is performed.
5.3	Recommendations of Study 
The findings if these studies have shed light on the opinion and perceptions of the employees regarding the effect of organizational structure on the performance of the employees. The study therefore recommends that; There is need to have organizations effectively understand and formulate their structure so that it is a motivation to the employees to put in efforts and enhance their performance. The study also recommends that the management of the organization should consider simplifying their structure to ensure that all employees participation the decision making  in an organization The study recommends that the management of an organization should ensure that through centralization they are in a position to involve all stake holders including the employees in the decision making process of the organization goals setting  The study recommend the effectiveness and optimization of the core business process including production, logistics and services delivery in an organization The study recommended that operation innovation and adaptability of the organization capacity to identify the employee performance to change the conditions needs technology achievement in an organizational performance. 
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  QUESTIONNAIRE

SECTION A
Sex : male ( ) female ( )
Age : A. 21-30 years ( ) B. 31-50 years ( ) c. 51 above ( )
Material status: single ( ) married ( ) divorce ( ) widows ( ) 
Educational qualifications. SSCE ( ) NCE/ OND( ) HND/BSC ( ) other ( )

        SECTION B
Does organization culture has effect on employee performance in an organization (A) strong Agreed  (B)Agreed (C) Not Agreed (D) disagreed (E) strong disagreed 
Does job satisfaction has effect on employee performance in an organization (A)strong Agreed (B)Agreed (C) Not disagreed (D) disagreed (E) strong disagreed 
Can motivation has effect on employee performance in an organization (A)strong Agreed (B)Agreed (C)
Does leadership and Management has effect on employee performance in an organization (A) strong Agreed (B) Agreed (C) Not disagreed (D) disagreed (E)strong disagree 
Can industry and market conditions has effect on employee performance in organization (A) strong Agreed (B) Agreed (C) Not disagreed (D) disagreed (E)strong disagreed 
Does training and development has effect on employee performance in an organization (A) strong Agreed (B) Agreed (C) Not disagreed (D) disagreed (E) strong disagreed 
Can communication has effect on employee performance in an organization for them to achieve a goals (A) Strong Agreed (B) Agreed (C) Not disagreed (D) disagreed (E) strong disagreed 
Could organizational structure has effect on employee performance in an organization (A) strong Agreed (B) Agreed (C) Not disagreed (D) disagreed (E) strong disagreed 
Can centralization of decision making has effect on employee performance in an organization (A) Strong Agreed (B) Agreed (C)Not disagreed (D) Disagreed (Strong disagreed 
Does formalization of policies and procedures has effect on employee performance (A) Strong agreed (B) Agreed (C) Not disagreed (D) Disagreed (E) Strong disagreed
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