LEADERSHIP STYLE IN ATTAINMENT OF ORGANIZATION OBJECTIVES 
(A CASE STUDY OF KWARA STATE TOWN PLANNING AND DEVELOPMENT AUTHORITY, ILORIN, KWARA STATE)

BY

ABDUL-GANIYU HABEEBULLAH DAMILOLA 
HND/23/PAD/FT/0599

A RESEARCH PROJECT SUBMITTED TO THE DEPARTMENT OF PUBLIC ADMINISTRATION, INSTITUTE OF FINANCE AND MANAGEMENT STUDIES, KWARA STATE POLYTECHNIC, ILORIN
IN PARTIAL FULFILLMENT OF THE REQUIREMENT FOR THE AWARD OF HIGHER NATIONAL DIPLOMA (HND) IN PUBLIC ADMINISTRATION, INSTITUTE OF FINANCE AND MANAGEMENT STUDIES, KWARA STATE POLYTECHNIC, ILORIN.

MAY, 2025




[bookmark: _Hlk166537031]CERTIFICATION
[bookmark: _Hlk166504033]
[bookmark: _Hlk167214343]This is to certify that this project work has been written by R ABDUL-GANIYU HABEEBULLAH DAMILOLA with matriculation number HND/23/PAD/FT/0599 and has been read and approved as meeting parts of the requirements for the Award of Higher National Diploma (HND) in the Department of Public Administration, Institute of Finance and Management Studies, Kwara State Polytechnic, Ilorin, Kwara State.

_______________________				__________________
MR. SA’AD A.						DATE
(Project supervisor)

_______________________				___________________
MR. OLOWOOKERE A. O				DATE
(Project Coordinator)

______________________				___________________
MR. SERIKI I. A						DATE
(Head of Department)	


______________________				___________________
(External Examiner)						DATE
		



DEDICATION
I dedicate this project to almighty God. 


ACKNOWLEDGEMENT
I give praise and thanks to Almighty God the Omnipotent, the creator of the universe for his love, guidance and protection over me throughout the period of my programme.
 I am greatly indebted to my outstanding, efficient and hardworking supervisor, in  person of Mr Sa’ad A. for the successful completion of this projects work ,despite his commitment, he still found time for all necessary corrections.
 I am also indebted to my parent Mr. and Mrs Abdul-Ganiyu for their immensely contribution towards the success and achievement of my academic pursuit of programme. Their extraordinary support in term of finance, moral, encouragement, advice, and spiritual back up in terms of need cannot be overemphasized. I am very much indebted to them. 
  My heart also felt gratitude to my beloved family and friends for their unwavering support and encouragement.
 My appreciation also goes to the H.O.D, Mr Seriki for his wisdom, knowledge and understanding used in pioneering the affair of this great Department. I also appreciate all academic and non-academic staff of the Department for the moral engagement. May Almighty God be all of them.



TABLE OF CONTENTS
Title Page								i
Certification								ii
Dedication								iii
Acknowledgement							iv
Table of contents 							v
CHAPTER ONE: INTRODUCTION		
1.1 Background of the Study					1
1.2 Statement of the problems 					3
1.3 Research Questions						4
1.4 Objectives of the study					4
1.5 Research Hypothesis					4
1.6 Scope and limitation of the study 				5
1.7 Definition of terms						5
1.8 Historical Background of the Area of Study		6
References							8
CHAPTER TWO: LITERATURE REVIEW
2.0	Introduction 							9
2.1	conceptual framework					10
2.2	Theoretical framework					11
2.3	Empirical Review						16
	References 							17


CHAPTER THREE: METHODOLOGY	
3.1	Introduction 							18
3.2	Research Design						18
3.3	Sample and population of the study 			18
3.4      Sources of data /data collection instrument		19
3.5      Techniques for data analysis				19
References							20
CHAPTER FOUR: DATA, ANALYSIS AND INTERPRETATION 
OF DATA
4.1	Introduction 							21
4.2	Data presentation and Analysis				21
4.3	Hypothesis Testing						43
4.4	Summary of Finding					51
	References 							52
CHAPTER FIVE: SUMMARY, CONCLUSION AND 		RECOMMENDATIONS
5.1	Summary of findings 					53
5.2	Conclusion 							54
5.3	recommendations						55
	References							57
	Bibliography							58



CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND TO THE STUDY
An organization without leadership cannot be efficient and effective because the employers will not know what it is actually expected of them. Effective leadership is one of the keys of being an effective manager or administrator. A manager or an administrator’s effectiveness as a leader will depends on his ability to influence the group on its implementation of a common task. This can be through persuasion, power, thrust or even force and appeal to legitimate right even with good organization. 
We can never achieve the strongest group cooperation unless someone makes it appealing, that person is the leader. Though leadership is a complex phenomenon, its importance cannot be over emphasized in an organization, it concern and interested in how people can be brought together to work together for a common end, i.e. organizational growth effectively and happily. A leader must have competent knowledge of technicalities and jargons which the work required.

Leadership is mainly considered to be one of the key functions of management to achieve the objectives and goals of the organization. The ability to perform the administrative role however rest on a particular administrator which is referred to as a leader. It without any exaggeration that the idea that leader’s effectiveness is determined mainly by personal characteristic, leaders is of older theories of leadership effectiveness.
The effectives leader gets or to do what he wants or may compel them to action by any of the numerous decrees while persuasions, influence, power, threat of force, and appeal to legitimate right.
The person who occupies a leadership position must transfer his feelings and exhortation to his followers by the process known as communication, the successful leader is the one who satisfy the needs of the followers. The role of leadership cannot be over emphasized in the achievement of the organizational objectives, the goals and objectives of the organization cannot be realized in the absence of a leader. 
This can be acquired without necessarily being an expert in other words he must be knowledgeable of the board policies of the organization if he wants to establish confidence, he must also have a reputation for keeping his promises and works. Nevertheless, the leader must exercise good judgment and honor in the matter both personal and business.  
The project will be divided into five chapters;
 The first chapter deals with the introduction, while the second chapter relates to the literature review of the body knowledge in the area of leadership roles in attainment of effective organizational objectives, the third chapter deals with brief history of Kwara State Town planning Authority Ilorin and function performed by department. The forth chapter focus on the analysis of the methodology used and the interpretation of the data collection. The fifth chapter deals with summary, conclusion and recommendations. 

 
1.2  STATEMENT OF THE PROBLEMS 
This study possesses a lot of problems which range from the nature of the organization setting to the problem of management. Apart from the nature of the organization, the bureaucratic procedure in many public owned parastatals in Nigeria to which Kwara State Town Planning and Development Authority is not an exception. 
Leadership is a critical determinant of organizational success, particularly in the public sector where achieving development objectives requires effective coordination, planning, and motivation of staff. In Nigeria, many public agencies suffer from leadership challenges that limit productivity and efficiency. The Kwara State Town Planning and Development Authority is no exception. Despite having a clear mandate to oversee urban development and planning within the state, the authority often encounters delays, poor staff engagement, and unfulfilled objectives. These issues may be attributed to the leadership style practiced within the organization.

Research has shown that leadership styles significantly influence employee motivation, job satisfaction, and overall organizational performance (Eze & Okonkwo, 2023). However, in many state-run agencies, autocratic or laissez-faire leadership approaches dominate, which may hinder innovation and accountability. It is imperative to examine whether the leadership style within the Kwara State Town Planning and Development Authority aligns with the principles of participative and transformational leadership known to drive organizational success. This study, therefore, seeks to investigate how leadership style affects the attainment of organizational objectives in the authority.

1.3 RESEARCH QUESTIONS
[bookmark: _GoBack]The following research questions were raised to guide this study:
1. What is a relationship between leadership and organizational performance in Kwara State Town Planning and Development Authority? 
2. What are the leadership obstacles that hamper organizational performance in the Kwara State Town Planning and Development Authority?
3. What are possible ways of enhancing organizational leadership for effective performance in the Kwara State Town Planning and Development Authority?
1.4 OBJECTIVES OF THE STUDY
This study aimed at finding out the role played by the organization leaders in the achievement of the objectives of an organization with particular reference to Town Planning and Development Authority (TPDA) Ilorin. Also to know, the constraints or problem leaders are feeling in an organization. Prefer solution to the problems and to know the historical background of Kwara State Town Planning Development. 
1.5  RESEARCH HYPOTHESES
The following hypotheses were tested:
1. There is no relationship between leadership and organizational performance in Kwara State Town Planning and Development Authority
2. There is no leadership obstacles that hamper organizational performance in the Kwara State Town Planning and Development Authority.
3. There are no possible ways of enhancing organizational leadership for effective performance in the Kwara State Town Planning and Development Authority 
1.6  SCOPE AND LIMITATION OF THE STUDY 
The focus of this research project is on effective leadership towards achieving organization objectives in Kwara State Town Planning and Development Authority, Ilorin as well as the administrative structure and management in the Kwara State Town Planning Development Authority. 
No matter how much efforts the researcher may put into the study, scene extraneous circumstance, may create imperfections. Therefore, in perfections in sampling procedure are inevitable. 
Studies of the type cannot but be constrained by a lot of factors first, this is a case study research and so, there can be problems of representing other places outside the case study, the research project is also constrained by finance and time log specified from the research study.

1.7 DEFINITION OF TERMS
There are some concepts used in this project that needs to be operationalized; this includes;
1. Leadership: It is social influential person in an organization who provides direction, guide group activities and ensures that group projects are attained. 
2. Management: This is a group of people who controls the managerial personnel ranking from grade level it and above in an organization. 
3. Organization: As defined by Daces Beach, this is a system having on established structure and conscious planning in which people work and deal with one another in a coordinates as cooperative manner for the accomplishment of recognized goals. 
4. Works: This implies employees of an organization, who work to ensure orderly management in town planning development edict 1984 No 7.

1.8 HISTORICAL BACKGROUND OF THE AREA OF THE STUDY
The case study of this research work is the Kwara State Town Planning and Development Authority, which established by the Edict No. 7 of 1985 and legal notice No 2 of 1985, with the responsibility for promoting, and coordinating and securing the physical and environment improvement in the state. 
The authority is required to administer the previous of the town and country planning law cap of northern Nigeria. For the purpose of administering the edict, the whole state is declared a planning area. By implication, all for of development land in a settlement urban or rural requires the approval of the authority. 
The Kwara State Town Planning and Development has however noted that the members of the public have not acquire themselves with the requirement and procedures for processing and obtaining development permit in the authority and other relevant information. 
The Kwara State Town Planning and Development Authority developed strategic to get people prepare on getting their plans processed and approved with ease in the Kwara State Town Planning and Development Authority offices in the state.
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CHAPTER TWO
LITERATURE REVIEW
2.0	INTRODUCTION 
	Review the views of many authors or writers as a leadership revealed that is the process influencing the activities of an individual or a given situation. This implies that the leadership process is a function of a leader, the follower and the other situation variables. The influence is that the success of any establishment or organization depends on qualities of its leader which in turn determine how effective an organization could perform its function.  
	Leadership exists at home, at school, in social organization in religion, at place or work and communities. According to Babangida; management theory and practice (1970), leadership as the creating and setting fourth of exceptional behaviors pattern in such a way that other person respond. 
	Therefore, a leader is the most influential person in an organization who provides direct guides group activities and ensures that group objectives are attained. Leadership therefore, as an element of management is the act of getting done through other people, one of the most important roles to plane in a group is the power which the leader posses as a result of his knowledge or expertise regarding the last to be performed by the subordinate. 
	The subordinates know that the leader has greater skill and knowledge about the task at hand and look up to him for the knowledge. Birth right is when a person assumes leadership.
2.1 CONCEPTUAL FRAMEWORK
In a centralized organization, there is little or no room for decision to be made by the people at the lower level or that organizational directives and strict compliance expected. The style of leadership in this situation tends or lenase fairs. The organization which the productive and their profit targeted and being at there is tendency for that organization to be more democratic when the situation is different.   
	This fielder’s contingency model of leadership discussion was because of its constitution to leadership behaviours in an organization. The theory simply argues that o single style of a leader’s behaviors will inversely result in high level performance; instead a difference type of situation requires difference style of a leader’s behaviour.  
	The various situations which determines which leadership style to adopt depends on size of the organization the more the tendency for decision making to be centralized.

Goals Congruency 
	Goal congruency exists when the goals of the individual and the goals of the organization are perceived to be the some there is unity of direction and purpose as everybody toward the attainment of a goal. Here, the participative decision making is deals if the goals are not identified, leadership will tend to be more automatic and the will be adhere to rigid organization rules and regulation governing behavior.       
	Current trends in thinking leadership in an organization is a special form of power which posses and exercise on others and propose five different basses for such power;
i. Conceive Power: This is power based upon fear. A subordinate perceives the failure to comply with the wishes or a superior would lead to punishment (for example an undesirable work assignment a fair man). 
ii. Reward Power: This is the opposite of coercive power a subordinate perceives that compliance with the wishes of a superior will lead to positive reward.
iii. Legitimate Power: This is a kind of power that comes from the position of a superior in the organization hierarchy.
iv. Expert Power: An individual with this type of power is one with an expertise, special skills or knowledge.
v. Prevent Power: This power is based on a follower’s identification with a leader.
2.2	THEORETICAL FRAMEWORK
A leader is a person who has a vision, a drive and a commitment to achieve that vision, and the skills to make it happen. Let’s look at each of those in detail.
Jenny (1970) leadership management believes was assumed that some people are set aside from others by virtual of the position of some qualities of greatness. These personality characteristic includes intelligence to courage, behaviors and style in which he relates to the other people effects his effectiveness research idealities or the use of majority.
	The second concentrate on concern for people on productivity i.e. whatever a leader is people oriented or task oriented, in this case, the various leadership styles considerations earlier represented a range of behaviours in continuing.    
Many theoretical concepts have been used to describe leadership. Prominent among them are the traits approach, the situation concepts and combinations traits, and situation concept approach manifesting into the group dynamic approach.
Theory x and theory y
Finally, the popular ‘theory X and theory Y developed by Douglas McGregor has also made a tremendous impact on the study of leadership. According to McGregor, the relationship between the leadership style adopted by a manager and the latter’s perception of the subordinates is reflected in the two sets of assumptions as stated below:
Theory X assumptions
Average human beings have an inherent dislike of work and will avoid it if they can. Because of this human characteristic of dislike or work, most people must be coerced, controlled, directed and threatened with punishment to get them to put forth adequate effort towards the achievements of organizational objectives.
Average human beings prefer to be directed, wish to avoid responsibility, have relative little ambition, and want security above all.
The Trait approach
The trait theory or approach to leadership suggests that the person who emerges as a leader in a group does so because he possesses certain traits. This is the basis of saying that “Leaders are born not made”. Like all client there are some elements of truth in the saying although it cannot be taken generally. The approach suggests that effective leaders should have:
Integrity: This is defined as the quality which makes people trust you. It means literally personal wholeness.
Enthusiasm: This is a general characteristic of leaders.
Warmth: A warm personality listens and accommodates, calmness, and tough no matter how valuable the traditional approach might be in the long term, it may not he considered the best approach to the study of leadership in an organization. But the study of leadership in terms of qualities of personality and character as it differs from person to person goes a long way in understanding leadership but it is far from being the whole story.

Theory Y assumptions
The assumptions under theory Y are seen by McGregor as follows:
The expenditure of physical effort and mental effort in work is as natural as play or rest.
External control and threat of punishment are not the only means for bringing about effort toward organization objectives. People will exercise set i-direction and set F control in the service of objectives to which they are committed.
Commitment to objectives is a function or reward that is associated with their achievement.
Average human beings learn, under proper conditions not only to accept but also seek responsibility. The capacity to exercise a relatively high degree of imagination, ingenuity, and creativity in the solution of organizational problems is widely, not narrowly distributed in the population.
Under the conditions of modern industrial life the intellectual potential of the average human being are only partially utilized. By this theory McGregor, again demonstrated the factors that influence practical managers in choosing a leadership style, which would in turn impacts positively or negatively on the subordinates, and consequently on the entire organization.
By implications, managers who believe in ‘Theory X assumptions would tend to adopt an autocratic leadership style, while those who view subordinates at theory Y’s angle would tend to adopt a democratic leadership style.
However, McGregor warned managers viewing the theory as representing two opposite extreme style of leadership. But instead, recommended that an effective manager should recognize the dignity and capabilities, as well as the limitations of people and adjust behaviors as demanded by the situation.
The situational concept approach
A second main approach to the study of leadership by Stogdill emphasizes on the importance of the “situation” in determining who should become the leader of a group. The approach summarizes three main areas of need in working groups. They are:
• The need to achieve a common task
• The need to be held together as a working team and
• The need which each individuals has by virtue of being human
The group approach was of the opinion that leadership is vested in the function not in a person. That anyone who provides a hind which is accepted or effective in a group is the leader for that moment. This is because some group does have safety leaders, appointed or elected individuals who would come up with the necessary function if no one else did so.
The contingency approach
The approach was developed by a group of researchers and consultants who tried to apply the concepts of the approaches of the main schools of thought as highlighted above to real life situations. They found, there is no single design that is best for all situations. Solutions to problems depend on the particular situation or environment. Prominent among the researchers include Woodward et al. who theorized the leadership situation is contingent upon the position, power, the tasks structure and leadership member relation.

2.3	EMPIRICAL REVIEW
	The chapter examines various definitions by different scholars all round the globe as well as the theoretical aspect of the various authors towards the topic of this research work. It also made emphasis on the current trend in thinking on the rules of leadership in the attainment of organization objectives and how these goals or objectives can be the achieved in organization through the rules of leadership. 
A study by Adewale and Jimoh (2022) investigated the influence of leadership styles on organizational performance in selected public agencies in Kwara State, Nigeria.  The study categorized leadership styles into autocratic, democratic, and transformational, and examined their effects on goal achievement, employee productivity, and service delivery. Results showed that democratic and transformational leadership styles had a significantly positive impact on the attainment of organizational objectives, as they promoted inclusiveness, staff motivation, and innovation. Conversely, autocratic leadership was associated with low morale and resistance to change.
The study concluded that leadership style is a vital element in shaping employee behavior and organizational outcomes. It recommended that public agencies adopt more participatory and visionary leadership practices to improve efficiency and achieve their mandates.
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CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION 
	In this chapter, the research and method adopted to collect and analyzed data will be discussed.   
	Sample of the instrument include the research method used in the cause of this work also entails procedures and problems that can guide the new researchers in order for them not to encounter such problems in their research work. 
	More so, methodology of research has to do with fruits principle. Procedures as well as the ways and manner in which the scientific investigation is to be carried out, it is basically to establish a scientific base for the research work. The methodologies employed for the research study are discussed below.   
3.2 RESEARCH DESIGN
The research design that was used for this study is survey type. Method was used because the study requires the researcher to collect information for the purpose of describing the study in details. It will reveal the leadership style in attainment of organization objectives
3.3	SAMPLE AND POPULATION OF THE STUDY 
	 Forty (40) members Staff of Kwara State Town Planning and Development Authority were chosen for the study population, suing random sampling to ensure its representative works were selected from junior level, middle level, and senior level staff.   
3.4	SOURCES OF DATA /DATACOLLECTION INSTRUMENT
	For the purpose of this study, data were collected from sample size, with the use of open and close ended questionnaire, oral interview. 
	Secondly, data were also adopted in the course of study; this includes information from the annual report, journal magazine, government publication, various paper and report of the government gazettes on the Kwara State Town Planning Development.
3.5	TECHNIQUE FOR DATA ANALYSIS 
	The methods of data analysis used in this study, is percentage methods is used in analysis the data.
	The reason is that in using percentage method, researchers will be able to analysis various departments or units in Kwara State Town Planning and Development Authority.  
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CHAPTER FOUR
DATA ANALYSIS AND INTERPRETATION OF DATA
4.1	INTRODUCTION 
	This chapter deals with the analysis of the data collected during the field work of this study for the purpose of identifying the roles of effective leadership towards achieving organization objectives using town planning and development authority as a case study.
	Forty questionnaires were administered and out of these forty, twenty were competed and returned. The questions put the employee were mostly structure especially with fixed alternative type.      
	Mostly, the questionnaire were distributed senior and top management staff of town planning and development authority, Ilorin as to enable me get the much needed information to achieve the basic objective of the project. The data collected through questionnaire interview were recorded and analyzed and interpreted in this chapter.     
4.2	DATA PRESENTATION AND ANALYSIS
Presentation of Data
The methodology described the design used in this study. Also in that section we presented the procedure, population size and sample, source of data and rate at which questionnaires were returned. This chapter focused on collected data, analyses of the data, presentation and validation of hypothesis stated in chapter one. For the purpose of this study, A, represents Community Services and B represents Operations while A.D. represents Assistant director.
Analysis of Data from Respondents Question 1: 
	Options
	A
	B
	Total
	%

	Male
	19
	16
	35
	43

	Female
	20
	27
	47
	57

	Total
	39
	43
	82
	100


Sex of staff
No respondents
Source: Field Survey, 2025
The table above shows that 35 respondents representing 42.6829 = 43%	 of	the total respondents	are	male,	while	47	respondents representing 56.6265 = 57% of the respondents are female. 
Table 3: There were more females than males in all the units sampled.
Question 2: Age group of staff
Table 2: Age of staff in the organization
No of respondents
	OPTIONS
	A
	B
	TOTAL
	%

	18-29
	6
	4
	10
	12

	30-40
	18
	14
	32
	39

	41-50
	12
	16
	28
	34

	51-60
	5
	7
	12
	15

	61-70
	0
	0
	0
	0

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The table above indicates that 10 respondents, representing 12% of the population were between the ages of 18-29, 39%, which represent 32 respondents were within the ages of 30-40, 28 respondents were within the ages of 41-50 representing 34% while 12 respondents, representing 14.634 = 15% of the population were within the ages of 51-60.
None of the respondents were within the ages of 61-70.With 82 of the respondents within the age range of 18-50 years, it shows that the bulk of the work force is still young and energetic. Therefore most members of the work force are within the productive age. This encourages effective performance
Question 3: Level education
Table 3: Type of education possessed by staff
	Option
	A
	B
	Total
	%

	Primary/ Secondary
	19
	16
	35
	22

	Diploma/NCE
	20
	27
	47
	28

	Bachelors Degree
	39
	43
	82
	50

	Total
	78
	86
	164
	100


Source: Field Survey, 2025
The table above shows that 28 respondents representing 34% of the sampled population has secondary education, while 15 outof the total 82 people sampled have national diplomas or National Certificate of Education (NCE). People with bachelor’s degree are 39 respondents accounting for 47.5609 = 48% of the sampled population.
Question 4: How long have you been with the organization? 
Table 4:No of respondents
	Options
	A
	B
	Total
	%

	Under 1 year
	0
	0
	0
	0

	1 – 3
	13
	13
	26
	30

	3 – 5
	13
	17
	30
	37

	Over	5years
	15
	11
	26
	33

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
This deals with the longevity of staff in the organization. The table above shows that 25 respondents representing 30% fall within 1-3 years and 30 respondents representing 37% fall within 305 years; while 27 respondents representing 33% fall within 5 years and above. This shows that most of the staff have been with the organization consistently and are more likely to know about the organization’s performance.





Question 5: What post do you hold in the organization? 
Table 5: Posts in the organization
No respondents
	Options
	A
	B
	Total
	%

	Director
	
	
	
	

	Assistant Directors
	1
	1
	2
	2

	Zonal inspectors
	10
	11
	21
	26

	Senior Staff
	17
	13
	30
	37

	Junior staff
	13
	16
	29
	35

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The table above shows the staff positions in the organization. Of the total respondents, only two are in the positions of Assistant Directors. Note also that the post of Director has been converted to a State Coordinator. 21 of the respondents hold the post of zonal inspectors which represents 26% of the population. They cover the 21 local government of the State. 30 of the respondents representing 37% of the population hold junior staff positions. The table shows that 65% of the population under study holds the posts of senior staff and above. It indicates that the respondents are in a better position to ascertain leadership performance in the organization.

Question 6: Is the state coordinator indigene of the State?
Table 6:No respondents
	Options
	A
	B
	Total
	%

	YES
	0
	0
	0
	0

	NO
	41
	41
	82
	100

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The table above shows that 82 respondents representing 100% affirm that the State coordinator is not an indigene of the state this indicates that the organization under study is Federal establishment.
Question 7: How will you rate the director’s involvement in the operational level of the organization involvement?
Table 7: Director’s involvement in the organization’s operations
No of respondents
	Options
	A
	B
	Total
	%

	5
	24
	25
	49
	60

	4
	11
	9
	20
	24

	3
	6
	7
	13
	16

	3
	0
	0
	0
	F

	      2
	0
	0
	0
	0

	      1
	0
	0
	0
	0

	      0
	0
	0
	0
	0

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The respondents’ opinions showed that 49 of them indicate that he directors are strongly involved in the day to-day operations of the organization which represents 60%. Also, 20 of the respondents agreed that their directors are strongly involved in the daily operations of the organization which represents 24% of the respondents.
The above table indicates that the State coordinator (Director) as well as Assistant Directors are expected to be involved in the daily activities of the organization shows that 82% of the workers are of the opinion that their directors are either very strongly involved or strongly involved.  While 13% chooses the scale of 3, which represents 16%, none of the respondents choose a scale of 2, 1 or 0. See Table 8. This affirms that the directors are dedicated to their duties.
Question 8: Do all sectional heads report to the Director? 
Table 8: All section heads reporting to the director
No of respondent
	Options
	A
	B
	Total
	%

	YES
	41
	41
	82
	100

	NO
	0
	0
	0
	0

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
It shows that all units’ heads report to the state coordinator.



Question 9: What is the relationship between the state coordinator and the subordinate staff?
Table 9: Relationship between heads and subordinates 
No of respondents
	Scale
	A
	B
	Total
	%

	5
	23
	25
	48
	59

	4
	12
	11
	23
	28

	3
	6
	5
	11
	13

	3
	0
	0
	0
	0

	2
	0
	0
	0
	0

	1
	0
	0
	0
	0

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
It has been noted above that cordiality is very important in any organizational activities. The level of cordiality/relationship between the heads and subordinates in this study shows that 46% of the subordinates agree that they have very good relationships with their superiors which represent 59%. Also 23 out of the total population also agree that there is a cordial relationship between them and their supervisors which represents 28%. 1% of the staff believed that their level of relationship is below average, while none of them agree to worst relationship. Good cordiality promotes effectiveness and readiness of workers to take up responsibilities at work.

Question 10: How do heads of sections run their Sections? 
Table 10: How heads of sections run their Sections
No respondents
	Options
	A
	B
	Total
	%

	Freely
	7
	10
	17
	21

	With director’s

Intervention
	34
	31
	65
	79

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The table above shows that 17 respondents representing  21% agree  that sectional heads have free hand in running their sections while 65 respondents representing 79% say that the directors intervenes in the running of sections.


Question 11: Is the work environment conducive for the organization operations?
Table 11: The conduciveness of work environment No of respondents
	Scale
	A
	B
	Total
	%

	5
	4
	6
	10
	12

	4
	13
	17
	30
	37

	3
	5
	6
	11
	13

	2
	14
	9
	23
	28

	1
	3
	2
	5.
	6

	0
	2
	1
	3
	4

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The table above shows that 12 of the workers are of the opinion that their work environment is strongly suitable. 37% of the sampled population believed that their work environment is unsuitable while 13% and 28% are of the opinion that the work environment is average and suitable respectively. This bears an inverse relationship to the level of cordiality observed among the workers. It could equally be attributed to environmental factors and geographical location.






Question 12: Do you receive job training in the organization? Table 14: receiving job training in the organization
No respondents
	Options
	A
	B
	Total
	%

	YES
	30
	25
	55
	67

	NO
	11
	16
	27
	33

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The table above shows that 67 percent of the respondents receive on the job training while 33% do not receive training, their lack of training could equally be attributed to their academic qualification as well as nature of their duties in theorganization. 
Question	13:	What	factor(s)	could counter	high organization performance?
Table 13: Factor(s) that could counter high organizational performance. 
No of respondents
	Options
	A
	B
	Total
	%

	a
	14
	15
	29
	35

	b
	11
	12
	23
	28

	c
	14
	13
	27
	33

	d
	2
	1
	3
	4

	e
	0
	1
	0
	0

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The table above shows that 29 respondents representing 35% agreed that lack of good office equipment and other vital infrastructure are a factor against high performance. 23 respondents representing 28% choose insufficient staff and fund as the factors responsible for low performance. 27 respondents, which represents 33% of the respondents agreed with autocracy and bad leadership, while 3 respondents representing 4% picked lack of attention to the staff opinion and welfare as factors acting against high organizational performance.
Question 14: Are you satisfied with your present salary level? Table 16: Satisfaction with wages No of respondents
	Options
	A
	B
	Total
	%

	YES
	0
	0
	0
	0

	NO
	41
	41
	82
	100

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
None of the respondents is satisfied with his or her present salary. This means that 0% of the 82 respondents are satisfied with his or her salary. Based on non satisfaction, the unsatisfied workers may not have performed their work creditably well and these no doubt would affect the objective and efficiency of the organization.







Question: 15: Were you recently promoted? 
Table 15: Promotion of staff
No of respondents
	Options
	A
	B
	Total
	%

	YES
	23
	27
	50
	61

	NO
	18
	14
	32
	39

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The table above shows that 50 respondents representing 61% were recently promoted while 32 representing 39% were not promoted recently. The implication is that majority of the staff especially the senior staff were promoted. Of the 39% that was not promoted mainly due to their qualifications, this can lead to complacency in the workers and can affect their efficiency and performance in the organization.


Question 16: What decides who is to be promoted?
Table 16: Factor deciding whom to promote in the organization. 
No of respondents
	Options
	A
	B
	Total
	%

	Year of Service
	16
	18
	34
	41

	Input to the organization
	5
	7
	12
	15

	Favouritism
	12
	11
	23
	28

	Director’s Discretion
	8
	5
	13
	16

	Others
	0
	0
	0
	0

	Total
	41
	41
	82
	100


Source: Field Survey, 2025

The table above shows that 34 and 12 staff representing 41 and 15 % respectively of the staff population was of the opinion that promotion of staff was based on years of service and input to the company respectively. 23 and 13 respondents, which accounted for 28% and 16% of the sampled population respectively, were of the opinion that favouritism and directors opinion respectively were factors used when deciding who gets promoted.



Question 17: Are you motivated in the organization? 
Table 17: Motivation in the organization
No of respondents
	Options
	A
	B
	Total
	%

	YES
	31
	28
	59
	72

	NO
	10
	13
	23
	28

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
59 respondents representing 72% are motivated while 23 respondents representing 28% are not motivated in their jobs.
Question 18:	Do	sectional	heads	delegate duties	to	the subordinates?
Table 18: Delegation of duties 
No of respondents
	Options
	A
	B
	Total
	%

	YES
	15
	13
	28
	34

	NO
	26
	28
	54
	66

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The table above shows that 28 respondents which account for 34% agree that delegation of duties sexists, while 54 respondents representing66%agreethatthereisnodelegationofdutyinthe organization. Question 18: if yes, is responsibility backed up by adequate authority? For those who agree that there is delegation of duty with is good, it is very important that responsibility is backed up by adequate authority, so that in carrying out the delegated duty, the person performing it will have the authority to make certain decisions that will affect that duty. Delegation of duty is very important; it makes for flexibility, faster accomplishment of jobs and giving the staff a sense of belonging because of the trust placed on them. This makes for better organizational performance. While lack of it makes them feel like outsiders.
Question 19: Who can you describe the performance of the organization so far?
Table 19: Performance evaluation 
No of respondents
	Options
	A
	B
	Total
	%

	Outstanding
	5
	7
	12
	15

	Average
	12
	9
	21
	26

	Poor
	24
	25
	49
	59

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The table above shows that 12 out of 82 respondents representing 15% agree that the performance of the organization is outstanding, 21respondents or 26% ‘agree that the organization is average while the remaining 49 respondents representing 59% stated that the performance of their organization is poor. These responses are based on how either good bad leadership affect performance.
Question 19: What do you think may be responsible for this level of performance in 18 above?
The question was asked to find out the reasons for the level of performance indicated in question 18.For those who agree that their organization is outstanding, their reasons being;
1. Directors’ ability and willingness to delegate responsibility and to manage the activity of others.
2. Free flow of information and effective communication.
Those who choose average gave these reasons;
3. Exhibition of exaggerated opinion of job perfection by the state coordinator based on knowledge of skill.
4. Inflexibility to change and lack of innovation.
For those that choose poor, their reasons are;
5. The Directors uses own personal taste and opinion as a standard to follow.
6. The director resists advice from qualified sources and is stubborn to change.
7. She sees herself as the overall boss and does not take other peoples contributions.





Question 20: From your experience with the organization, how do you describe the leadership style?
Table 20: Leadership style in the organization
No of respondents
	Options
	A
	B
	Total
	%

	Autocratic
	11
	9
	20
	25

	Participative
	15
	18
	33
	40

	Democratic
	15
	14
	29
	35

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
Form the table above, it can be seen that 20 respondents representing 25% described the management style of their organization as autocratic, while those that choose participative are 33 representing 40%; while 29 respondents choose democratic leadership style representing 35%.
Question 21: Do you think that workers are motivated in response to their efforts andcontributions?
Table 21: Motivation of workers based on their efforts and contributions 
No of respondents
	Options
	A
	B
	Total
	%

	YES
	11
	14
	25
	30

	NO
	30
	27
	57
	70

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
From the table above, it could be seen that 25 respondents representing 30% agree that workers are motivated in responses to their efforts and contribution, while the other 57 respondents representing 70% thinks otherwise. In all, it revealed that the organization do not motivate their staff based on their effort and contribution. This can lead to low morale and zeal and therefore low performance and productivity.
Table 22: Level of motivation by rank No of respondents
	Scale
	A
	B
	Total
	%

	5
	5
	7
	12
	15

	4
	6
	7
	13
	16

	3
	0
	0
	0
	0,

	2
	0
	0
	0
	0

	1
	0
	0
	0
	0

	0
	30
	27
	57
	69

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
The table above shows that 15% of the respondents agreed that the level of motivation was good and satisfactory. 16% agreed that they are averagely motivated, 69 % of the respondents are of the opinion that there is no motivation.







Question 23: Are there any form(s) of performance measurement existing in your organization?
Table 23: performance measurement in the organization 
No of respondents
	Options
	A
	B
	Total
	%

	YES
	11
	14
	25
	30

	NO
	30
	27
	57
	70

	Total
	41
	41
	82
	100


Source: Field Survey, 2025
This is form of continuation from question 22 in order to ascertain the actual forms of performance measurement applied in the organization. The question 24 answer is based on the following example:
1. Setting of worker standards to the attained on director’s ability and intuition.
2. Based on punctual attendance as well’ as maintenance of regular duty during camping.
Question 24: what factor(s) can enhance performance in your Organization
a. Recruitment of well educated/experienced staff and leaders (  )
b. Acquisition of state of the art technology( )
c. Participative leadership and proper Motivation of staff( )
d. Research and development ( )
e. Free flow of information and personal recognition( )
Table 24: Factors enhancing performance in the organization No of respondents
	Options
	A
	B
	Total
	%

	A
	11
	9
	20
	24

	B
	9
	8
	17
	21

	C
	21
	24
	45
	55

	D
	0
	0
	0
	0

	E
	0
	0
	0
	0

	F
	0
	0
	0
	0

	Total
	41
	41
	82
	100


Source: Field Survey, 2025

From the table above, it could be seen that 20 respondents representing 24% agreed that recruitment of well educated/experienced staff can lead to high performance in the organization. 17 respondents representing 21% agreed that acquisition of state of technology could lead to high performance. While 45 respondents, which represent 55% of the respondents agreed that participative leadership style could enhance performance of the organization.



4.3	TESTING OF HYPOTHESIS
Having presented the data, they were analyzed in relation to the presentation. They were then used in testing the entire hypotheses. Chi- square (x2) was used to test the hypotheses listed in chapter 1.
This research tested the null hypothesis at 0.5 level of significance from the table, the Chi-square method is applied with the formula:
X2=Oij eij
Eij
Hypothesis One
Ho: Represents the null hypothesis.
H1: Represents the alternative hypothesis.
Ho There is no relationship between leadership and organizational performance in Kwara State Town Planning and Development Authority
Hi: There	is a relationship between leadership and organizational performance in Kwara State Town Planning and Development Authority 








Table 25: Contingency table for Leadership style in the organization showing observed and expected values (O) and (E)
	Options
	A
	B
	Total
	%

	Autocratic
	11
	9
	20
	25

	Participative
	15
	18
	33
	40

	Democratic
	15
	14
	29
	35

	Total
	41
	41
	82
	100


Source: Field survey, 2025

From the table, the Chi-square method is applied with the formula:
Degree of freedom (Df) (DF) = (R – I)(C – I)
Where R = row
C = column
= (3 – 1) (2 – 1) = (2) (1) = 2
The tabulated Chi-square at degree of freedom (2) and level significance 0.05; (X2(2) 0.05) = 5.99147
Decision Rule: If the Chi-Square calculated is less than Chi-Square tabulated, we accept.
Ho: Otherwise, we reject.
Since our calculated Chi-square (5.99147) is more than the tabulated Chi-Square (3.14913121) under 2 degree of freedom, we reject the null hypothesis of no relationship between leadership and organizational performance in Kwara State Town Planning and Development Authority.
Hypothesis Two
Ho:There is no leadership obstacles that hamper organizational performance in the Kwara State Town Planning and Development Authority.
Hi: There is leadership obstacles that hamper organizational performance in the Kwara State Town Planning and Development Authority.
This hypothesis was tested at significance level of 0.05
Table 26: Contingency table for factor(s) that hamper organizational performance
	Options
	A
	B
	Total
	%

	A
	14
	15
	29
	35

	B
	11
	12
	23
	28

	C
	14
	13
	27
	33

	D
	2
	1
	3
	4

	E
	0
	0
	0
	0

	Total
	41
	41
	82
	100


Source: Field survey, 2025
Decision rule: If the Chi-Square calculated is less than Chi-Square tabulated, we accept.
Ho: otherwise, we reject. Degree of freedom 
(Df) (DF) = (R – I)(C –I)
= (5 – 1) (2 – 1) =4
The tabulated Chi-square at degree of freedom (2) and level significance o. 05) (X2(4), 0.05) = 7.77944.
The calculated Chi-Square = 3.18153.
Decision rule: Since our calculated Ch-Square (3.18153) is less than the tabulated Chi-Square under 4 – degree of freedom, we accept Ho and conclude that are no leadership obstacles that hamper organizational performance in the Kwara State Town Planning and Development Authority.
Hypothesis Three	
Ho: There are no possible ways of enhancing organizational leadership for effective performance in the Kwara State Town Planning and Development Authority 
Hi: There are possible ways of enhancing organizational leadership for effective performance in the Kwara State Town Planning and Development Authority.
Table 27: Contingency table for factors enhancing performance in the organization
	Options
	A
	B
	Total
	%

	A
	11
	9
	20
	24

	B
	9
	8
	17
	21

	C
	21
	24
	45
	55

	D
	0
	0
	0
	0

	E
	0
	0
	0
	0

	F
	0
	0
	0
	0

	Total
	41
	41
	82
	100


Source: Field survey, 2025
From the table, chi-square method is applied with the formula
Decision rule: If the chi-square calculated is less than chi-square tabulated, we accept.
Ho: Otherwise, we reject, Degree of Freedom (DF) (DF) = (Ri1) (C-1) (5-1) (2-1) = 4
The tabulated chi-square at degree of freedom (2) and level of significance 0.05 (X2 (4) 0.05) = 7.77944
The calculated chi-square = 9.34115516
Decision Rule: Since our calculated chi-square under 4 degree of freedom (X2 (4) 0.05) = 7.777944, we reject Ho and accept Hi and conclude that there are possible ways of enhancing organizational leadership for effective performance in state. The implication of the outcome is that through participate leadership role functions of Kwara State Town Planning and Development would be enhanced.
4.3 HYPOTHESIS TESTING
Hypothesis one
The study was evaluated through the use of questionnaire with questions tailored towards determining the impact of effective leadership on organizational performance. All the three hypotheses were subjected to statistical test of significance 0.05 and degree of freedom 2. Chi- square test of statistics was employed to test the three hypotheses. Computer aided Microsoft for Statistical Packages for Social Sciences (SPSS) were to aid analysis to ensure accuracy and eliminate mistake arising from manual computations. The findings to be discussed are in line with the objectives of the study based on the data analyzed and results of the field survey.
In an attempt to discover if there is a link between effective leadership and organizational performance; hypothesis one was tested and the result arising from the primary data revealed that there is a positive and significant relationship between effective leadership and organizational performance. This finding conforms with what Etuk (1955) says that the failure or success of any organization is due to the leadership styles adopted in managing the organization, which affects  the subordinates, the customers and other agencies within and outside the organization. Sequel to the objective of the study to determine the effect of the leadership behaviour on the execution and implementation of the programmes hypothesis one was  tested using Chi-square statistical analysis. Here it was discovered that leadership behaviour significantly affects the performance of the organization. Based on the fact that human beings become members of an organization in order to achieve certain personal and organizational objectives. Therefore, the extent to which they are committed to the organization depends on their conviction that their membership will enable them to achieve their objectives. And since every organization is made up of physical and human resources and the key factor to organizational success is the optimal utilization of these physical and human resource. In view of the above, the execution and implementation of an organizations programme will be largely determined by how well the leadership behaviour is tailored toward proper combination of the physical and human resources of the organization. That the common problem pronounced against organizational performance in Nigeria business and institutions and particularly government establishments are poor leadership performance, bad attitude to work among Nigerian workers, inefficiency in most circles. According to him, organizations in Nigeria are managed through a management system that is strange to the country’s culture. It shows that poor leadership in all its ramifications will lead to lower organizational performance. Based on the above, the null hypothesis is rejected and the alternate accepted.
Hypothesis Two
This hypotheses was also tested using the same approach as hypotheses one. The result obtained showed that the calculated chi- square is 3.18153 while that of the tabulated is 7.7944. This shows that the calculated chi-square is less than the tabulated chi-square. This means that there are no leadership obstacles that hamper organizational performance in the Kwara State Town Planning and Development Authority resulting from the structure of the organizations management. This is in line with the objective stated to find out the extent of the influences of the management structure on the organizational performance. Given the outcome of the analysis that showed cordial relationships between the leadership team and the subordinates there is no way the structure of the management can have a negative influence on the performance of the organization. Also given that all organization’s management structure has clearly defined roles to pay towards enhancing organizational performance it cannot adversely affect the performance of the organization in a negative way. However, when the management structure variable is held constant there could be other factors which can affect the performance of the organization. Such variables as lack of good office equipments and insufficient funds and poor work environment are some of the factors that hinder effective organizational performance in the Kwara State Town Planning and Development Authority. In view of the above, the null hypothesis has been accepted while we reject the alternativehypothesis.
Hypothesis Three
The chi-square value was calculated to be 9, 34115516 while the tabulated chi-square is 7, 77944 a 4 degree freedom and level of significance: 0.05. The alternative hypothesis, which states that there are possible ways of enhancing organizational leadership for effective performance in the State, was accepted while the null was rejected. Considering this, Adebayo (2004) has stated that those who hold leadership positions in organizations are usually those that have been found to possess certain characteristics and qualities. These qualities are that a leader must be tactful in dealing with his or her colleagues, he must possess a sense of modesty, sense of judgment, foresight, ability to delegate, sympathy and consideration, feasibility and  a wide range of initiative.
A leader must have a good sense of humor in other to enhance the effect of communication, create a friendly environment and make the interaction interesting and sustainable without losing the focus of the issues being discussed with the staff and colleague.  Others include good human relationship, self awareness, integrity, courage, confidence, vision and enthusiasm that through these ways and others organizations leadership can be made effective for higher performance.

4.4	SUMMARY OF THE FINDING
The study is based on the philosophy of subjectivism because the research deals with complex constructive rather than objective concepts. It allowed the employees provide information as to how leadership affected the DBBL’s performance. However, in few cases, efforts have been given to quantify relevant qualitative constructs (i.e. rating satisfaction of employees regarding their managers’ leadership approach towards them) 
The sources of information for this research are both primary and secondary data. Primary data was collected via face to face interview of 50 employees in five different branches and secondary data was composed from newspapers, magazines, journals, published, internet sites, articles, video recordings, company annual reports, bulletins, monographs, textbooks, etc. The employees are from different cadres (junior management, middle management, and senior management) as shown below: 
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	SUMMARY OF FINDINGS 
	This section is summary of the entire work. The effective leadership is very important for any organization. Who is studying hard to achieve the objective for which it was set? However, it should be noted that for organization such as Kwara State Town Planning and Development Authority to achieve objectives, an effective leadership is highly needed consequently, the need to have a comparative relationship between the leadership and the workers in view of the important attached of workers.   
	The research work has objectively looked into the nature of relationship between the leadership and workers of Town Planning and Development Authority and identified possible course of discontent among workers. The analysis revealed that there are inadequate working materials for staff to use in order to facilitate good performance. 
	The privities of management of the authority is no generate fund to pay staff salaries while order things have to be step down, no matter how desirable, so this does not enhance good performance. 
	Lack of motivation among the rank and file of staff is also a problem. Apart from the monthly salaries which does not comes as regular as it should be to the fact that government subvention to the authority as parastatal organization is not sufficient to pay staff wages.  
	Also, the policy of government by way of retrenchment as compulsory retirement has reduced the staff strength of the authority and has also led to the situation where experience personnel are lacking in the authority. 
5.2	CONCLUSION 
	As the project is progressing of this logical conclusion, recapping what has been said about leadership styles in attainment of effective organization objectives would to being superiors. But, be that as it may be emphasizing the style and the need to have an effective leadership in an organization such as Kwara State Town Planning and Development Authority no amount to this. 
	It has been discovered that style of leadership has a great impact on the administration in any public organization. From findings it was realized that in any organization the leadership style has great impacts. 
	The leadership of the organization had been giving the employees the opportunity in course and on the job training. The employees of the organization do not enjoy facilities, staff quarters and access to housing loans. As regard the organization staff retrenchment and compulsory retirement has reduced the staff strength of the authority. The government subventions to the authority is insufficient to pay staff wages. Finally, there is need for effective leadership style in Kwara State Town Planning Development Authority in order to enable them carryout their duties efficiently. 


5.3	RECOMMENDATIONS 
	From the forgoing analysis, for any organization to succeed and maintain its existence and as well as the leadership role must be sound in order to maintain or improve healthy working environment it would therefore be better for the leader to adopt more flexible system of recommendation devoid of fear and tension.
	As clearly said in the summary, some lapses were discovered in the organization which can affect the smooth running of the organization in order to recommend the following. 
	Kwara State Town Planning and Development Authority needs to be given complete autonomy in their operation especially as its board of director and ministry of land and housing often initiate and rectifies some management decision.  
	This will enable it to determine the pace of executing its programme as contained in the edict that created it. 
	Secondly, from the finding made through some of their staff. In every financial year, there is provision for capital grant too enable the authority implement some of its capital project such as development should endeavour to always release this capital grant because it has not been forth coming since its inception. 
	More so, for the organization to excel adequate facilities are necessary for workers and working materials for staff to facilitate good performance. 
	Some facilities like can loaning, using allowance, accommodation and staff quarters and health faculties etc. 
	Also the management should intensify efforts to enforce that workers salaries are paid as at when due in line with the existing policies of the organization. The leadership should have more democratic approach to issue to workers and to that of organization. 
	Furthermore, there should be room for flexibility in situation that call for it, otherwise the subordinate will feel they are being led by autocratic leaders who does not given room for their our views. From the above, leadership is an influence process through an organization can achieve its stated goals both effectively and efficiently. 
	Finally, I want to recommend that researchers should try to investigate further into detail regarding others areas not answered by this study.  
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