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ABSTRACT
Management by Objectives (MBO) has been advocated as a tool to improve management effectiveness for over twenty-five years. A multitude of private sector business organizations and public sector organizations have implemented some form of MBO. Management needs a lot of tools to be able to administer effectively in the day to day running of the business. Management by objectives is one of such tools. It is a way of getting improved results in managerial method whereby the superior and the subordinate managers in an organization identifies major areas of responsibility. This study was anchored on resource based view theory which indicates that firm is made up of heterogeneous resources that are the sources of competitive advantage The foundations of RBV is a distinction between resources and capabilities was later made by defining resources as the knowhow that can be traded (e.g., patents and licenses), financial or physical assets (e.g., property, plant and equipment), human capital, etc., while defining capabilities as the firm's capacity to deploy resources to affect a desired end. This study, descriptive research design will be used. This study used descriptive design. Primary data were utilized for the study through questionnaires with a sample size of one hundred and nine (109). The quantitative data generated were presented and analyzed using table of frequency distribution, simple percentage using a Statistical Social Science Package (Version 23.0). This study findings shows that there was a significant relationship between MBO and performance of public enterprise. This study has shown that in Nigeria recognize that MBO elements are relevant and could be beneficial to management of public enterprise. This study concludes that something we can impose on a company from outside. The company should be willing to adopt MBO, internalize it and stay fully committed throughout the organization. Since MBO first occurred it has developed, evolved and acquired many other concepts making it a complete quality management philosophy. MBO, together with lean production with strong support and commitment from the senior management, good understanding from the employees can bring significant improvements to the firm while reducing costs, creating more value. This study recommends that the top management should sponsor their staff conferences in the area of organizational quality and planning within and outside the state where they will acquire more knowledge on the application of MBO to their managerial ta
[bookmark: _TOC_250027]
[bookmark: _TOC_250026]CHAPTER ONE INTRODUCTION
1.4 Background of the Study

Contemporarily, Management by Objectives (MBO) has been advocated as a tool to improve management effectiveness for over twenty-five years. Drucker (2016) first advocated MBO as a systematic approach to setting objectives that would lead to improved organizational performance and employee satisfaction. A multitude of private sector business organizations and public sector organizations have implemented some form of MBO.
Management by objective (MBO) involves the employee in participative goal setting. The goals become a form of feedback or knowledge of results. Latham and Yukl (2016) indicate these components in the process of goal setting. They are: goal setting itself, and participation in goal setting, and knowledge of results. Goal setting itself is positively related to performance. Consistent and significant improvements in performance as a result of goal setting have been found in studies by Locke and others (Ivancevich, 2019). Setting goals improves performance and the more difficult it is to reach the goals the better the performance, up to the point where goals are perceived as impossible (Zander & Newcomb, 2020). The relationship between goal setting and satisfaction is less clear. Other variables seem to moderate the effects of goal setting on job satisfaction.

10

Participation has mixed effects on performance. Effectiveness seems to depend on the amount and type of participation (Euske & McFillen, 2022) and the individual (Ivancevich, 2017). Increased levels of participation lead to satisfaction improvements, although this relationship appears to depend on the needs of the employee (Steers, 1976).
Management needs a lot of tools to be able to administer effectively in the day to day running of the business. Management by objectives is one of such tools. It is a way of getting improved results in managerial method whereby the superior and the subordinate managers in an organization identifies major areas of responsibility, in which they will work. Set some standards for good or bad performance and the measurement of results against those standards (Derek 2011). Management by objectives is also called managing by objectives.
However, there have been certain individuals who have long placed emphasis on management by objectives and by so doing have management by objectives refers to a structured management technique of setting goals, for any organizational unit. Odiorne (2021) defines MBO as a system of management whereby the superior and subordinate jointly identify objectives, define individual major areas of responsibility in terms of results expected, and use these objectives and expected results as guides for operating the unit and assessing the contribution of each of its member.
Besides, Odiorne (2021) points out that management by objectives is a "system of management" an overall framework used to guide the organizational unit and outline its

direction. He went further to point out that "the superior and subordinate jointly identify objectives". In other words, it is a participative management procedure that requires commitment and co-operation. The definition deals with identifying the "results" that are expected. Thus, management by objectives concentrates on the output of the organization evaluating people by assessing their contribution to this output (Gerard, 2014).
Management by objectives is a strategy where in the management sets specific goals for the employees to accomplish within fixed time period. Management by objective is a dynamic system which seeks to integrate the company a need to clarify and achieve its profit and growth goals with the managers need to contribute and develop the firm. It is a demanding and rewarding style of managing a business. Management by objectives was define by Koontz and O'Donnell (2016) as a technique of system or method of management whereby the superior and subordinate managers of an organization agreed on its broad goal, translate this goal into a chain of specific short-term goals, defined each individuals’ major areas of responsibility in terms of result expected continually reviewed the accomplishment as the sole basis of assessing and rewarding them. Generally, management by objectives gives the employee the opportunity to participate in decision making, the limits within these limits. It assumes that the employees have been properly selected and trained, and is informed that the employee will be responsible for achieving the desired results in the organization. Organizations are ubiquitous. According to Mullins (2018), organizations are designed by people to overcome individual.

Hence, organization becomes a means of survival for the people and exerts an important daily influence on the life of the people and the way they live. The major decider for the survival of any organization is the presence of capable men and women with the right technique to combine the organization resources (Man, Machine, materials and Money) to achieve organization goals. Most of the MBO techniques, system, tools of management are unreliably utilized by many Nigeria organizations thereby resulting in losses and damages to the organization (Mushin, 2016). Besides it is the wrong use of techniques and unwillingness of top management to utilize the right tool to solve the management problems. It is appropriate to note that management of companies in Nigeria lack sufficient techniques to make them manage effectively. Some of these tools are not used and when used, they are not properly utilized (Gafar, 2018).
Management by objective is not only a managerial strategy to achieve a well-coordinated managerial goal, but it is also a popular management technique that cut across for pervade all human activities namely business areas, educational, government, health care and non-profit organization. Unfortunately, many banking organizations in Nigeria have not adequately employed this technique. Achieving stellar performances such as enhanced profit growth and product development that become alternative revenue sources, growing market share, improved perception of the company’s image by customer are key objectives that most SMEs firms seek (Osman, 2016). This study aims to examine the effect of MBO on some of these goals in order to stimulate competitive edge and stellar performance for small and medium scale enterprise. In spite many studies linking MBO

to organizational productivity, many financial institutions in Nigeria have minimally adopted this appropriate approach to management. It is in the light of this background that this study intends to find out the impact of management by objective (MBO) on organizational performance in Nigeria using a financial institution sector as the case study. The study specifically examines the relationship between MBO and employee’s commitment and investigate the effect of MBO on employees’ decision input in an organization (Aaron, 2019).
1.5 Statement of the Problem

The failure of some MBO programs and marginal success in others have been attributed to a lack of involvement in and commitment to the concepts of results-oriented management by members of the organisation, particularly top-level managers from whom leadership must evolve. MBO simply doesn't mean the same things within and among organizations. Often, MBO is interpreted by top management as just another project for completion by subordinates, (Hercules, 2020) or as a means of closely controlling subordinates.
A lack of knowledge concerning the dynamics of MBO undoubtedly results in a passive role by top management, thus, implementation is relegated to a particular position or manager. Lower-level managers often feel no sense of commitment because the program has failed to reach them. (Richard, 2019). There has been a tendency for results-oriented systems to have only a short-range impact. Enthusiasm in the early stages seems (into

disenchantment in later periods. Lack of top management support, use, and reinforcement for the system does not provide the necessary incentive for improving the performance level of participants.
Contrary to many beliefs, implementing MB0 is not a simple process. Pre-service and in- service programs for managers are crucial if the dynamics of MBO are to be understood and accepted. It has been suggested that it takes three yard of concerted effort on the part of management to introduce MBO into an organization. (Akeem, 2021). Furthermore, the failure to allow sufficient time for organizational and individual developments is the major downfall of most objective-setting systems. Failure to integrate individual and organizational goals. Despite an espoused advantage of MBO programs, most management schemes have not attended to the personal goals and ambitions of individuals within the organization.
Little concern has been given to the question of whether the individual's objectives relate directly to those of the organization. Failure to attend to these concerns indicates; a lack of meaningful participation by appropriate persons in the goal setting process, and a lack of emphasis on underlying motivational forces associated with personal goals of individuals. Often top managers assume that subordinates will be challenged by management’s objectives and goals. The failure to top management to consider the personal ambitions and needs of subordinates has caused the typical MBO effort to perpetuate and intensify hostility, resentment, and distrust between managers and

subordinates. (Foorman, 2019). Objectives will not have significant incentive. power if they are forced choices unrelated to one's Underlying dreams, wishes, and personal aspirations.
1.3 [bookmark: _TOC_250025]Research Questions

i. what is the relationship between management by objectives and the performance of Standard Organization of Nigeria (SON)?
ii. To what extent does management by objectives impacts on the performance of Standard Organization of Nigeria (SON)?
iii. what are the challenges confronting management by objectives that hinder the performance of Standard Organization of Nigeria (SON)?
iv. what are the possible recommendations to the challenges confronting management by objectives that hinder the performance of Standard Organization of Nigeria (SON)?
1.4 [bookmark: _TOC_250024]Objectives of the Study

The main objectives of this thesis is to study the impact of management by objectives (MBO) on public enterprise; a study of Standard Organization of Nigeria (SON), while the specific objectives are to:
i. examine the relationship between management by objectives and the performance of Standard Organization of Nigeria (SON)?

ii. determine the impacts of management by objectives on the performance of Standard Organization of Nigeria (SON)?
iii. highlight the challenges confronting management by objectives that hinder the performance of Standard Organization of Nigeria (SON)?
iv. evaluate possible recommendations to the challenges confronting management by objectives that hinder the performance of Standard Organization of Nigeria (SON)?
1.6 Research Hypothesis

Ho1: There is no significance relationship between management by objectives and the performance of Standard Organization of Nigeria (SON).
Ho2: There is no significance relationship between impacts of management by objectives and the performance of Standard Organization of Nigeria (SON)
Ho3: There is no significance relationship between challenges confronting management by objectives and the performance of Standard Organization of Nigeria (SON)
Ho4: There are several solutions to the challenges affecting management by objectives and the performance of Standard Organization of Nigeria (SON)
[bookmark: _TOC_250023]1.6 Significance of the Study

This study will be helpful for management by objectives on public enterprise in Nigeria to gain more understanding of their customers and it may open the door for another researcher to do more investigation about this topic utilizing the findings of current study.

It can assist companies to strength organizational effectiveness and image through its techniques and recognizing main barriers that affect performance. Furthermore, the study will assist researchers and scholars in facilitating an increase in the general knowledge of the subject and shall also act as a reference material to future researchers and scholars who may wish to embark on related studies. The study might also help to expose gaps for further research in this area.
1.8 Scope of the Study

The study covers the impacts of management by objectives and the performance of Standard Organization of Nigeria (SON) in Nigeria as the content scope. Geographic scope for this study is North-Central, Nigeria. The unite scope will be restricted to only to Standard Organization of Nigeria (SON) in north-central in Nigeria. The study covers 2019-2025 as time scope.
1.8 Operational Definitions of Term Management by Objectives
Management by objectives can be describe as a process whereby the superior and subordinates jointly identify its common goals, define each individuals’ major areas for operating the unit and assessing the contribution of each of its members. Management by objectives contains three main characteristics, "participation in decision making, goal setting and objective feedback".

Performance

The accomplishment of a given task measured against present known standards of accuracy, completeness, cost, and speed. In a contract, performance is deemed to be the fulfilment of an obligation, in a manner that releases the performer from all liabilities under the contract.
Organization

A social unit of people that is structured and managed to meet a need or to pursue collective goals. All organizations have a management structure that determines relationships between the different activities and the members, and subdivides and assigns roles, responsibilities, and authority to carry out different tasks. Organizations are open systems--they affect and are affected by their environment.
Organizational Performance

Organizational Performance in terms of output such as profitability or quantified objectives. This means that performance of SMEs has to do with both behaviour and results. This covers achievements of anticipated levels as well as objective review and setting. It is the utilization of scarce resources by businesses to meet the demand of consumers for market related goals such as market share, profit and sales volume.

Small and Medium Enterprises

Small and medium enterprises as companies with capital base between twenty thousand naira and thirty million naira (equivalent of $125 to $193,500). Business is considered small if it is independently owned, operated and financed, has fewer than 100 employees; and has relatively little impact on its industry. Also, it is defined small-scale business as a business with capital investment that is not over seven hundred and fifty thousand naira (N750, 000),

[bookmark: _TOC_250022]CHAPTER TWO LITERATURE REVIEW
2.1 [bookmark: _TOC_250021]Conceptual Review

2.1.1 Management by Objectives (MBO)

Management by objectives is traceable to the period prior to the middle of this century but it was not until 1954 that it was well articulated and publicized by one of the world’s leading management thinkers in the person of Peter Ducker. Management by objective goes beyond setting annual objectives for organizational units to setting performance goals for individual employees (Stoner 2020). Management by objectives has become a great deal of discussion, evaluation and research and inspired many programs. Management by objectives refers to a formal set of procedures that begins with goal setting and continues through performance review (Ceasre, 2018). Managers and those they supervise act together to set common goals. Each person's major areas of responsibility are clearly defined in terms of measurable expected result or objectives, used by staff members in planning their worker, and by both staff members and their managers conducted jointly on a continuing basis, with provisions for regular periodic reviews Management by objectives (MBO) is a process of defining objectives within an organization so that management and employees agree to the objectives and understand what they need to do in the organization (Crosell, 2014). The essence of MBO is participative goal setting, choosing course of actions and decision making.

According to Odiorne (2019), the system of management by objectives can be describe as a process whereby the superior and subordinates jointly identify its common goals, define each individuals’ major areas for operating the unit and assessing the contribution of each of its members. Management by objectives as mentioned by Drucker is a simple approach to help motivate managers through the goal setting (Antoni, 2020). According to Rodgers and Hunter (2019), management by objectives contains three main characteristics, "participation in decision making, goal setting and objective feedback". Participation is used to create common perception for organization as a whole. Goal setting entails "the continuous review and revision of objectives "while objective feedback is the tool for managers to assess subordinates on progress toward goal achievement. The heart of management by objective is the objectives, which spell out the individual actions needed to fulfil the unit’s functional strategy and annual objectives. Management by objectives provides a way to integrate and focus the efforts of all organization members on the goals of high management and overall organizational strategy (Ignes, 2017).
Another key to management by objective is its insistence on the active involvement of managers and staff members at every organizational level. Drucker (2019) insists that managers and staff members sets their own objectives or at the very least, be actively involved in the objectives setting process. Otherwise, people might refuse to co-operate or make only halfhearted efforts to implement same one else's objectives. Drucker (2019) identifies certain inherent structural variable in the work environment that are capable of

misdirecting the efforts of management towards the realization of corporate goals. The sources of these are mentioned below:
i. Over-emphasis on workmanship vis-a-vis goal attainment, so much that professional rivalry and empire building may result.
ii. Opposing views at various level of management arising from differentials in their scope of jurisdiction and pursuers corporate goals.
Participation is an essential component of an effective management by objective programs. Managers and employees should agree on objectives and should meet periodically to review progress toward the objective. The objective set in the process of management by objectives help provide a yardstick for performance appraisal, compensation and control. Once the objectives are agreed upon, everyone knows what is expected of him, thereby making appraisal and reward easy and known what is more, it facilitates control of organizational operations as deviations can be easily identified and corrections made (Dreford, 2018).
2.2 [bookmark: _TOC_250020]The Principle of Management by Objective

In 1954, Peter F. Drucker proposed the concept of management by objectives. The idea emphasizes the significance of laying out objectives in all areas where performance affects the enterprise's health (organization). It primarily focuses on the accomplishment of a result or organizational objective, in addition goal-oriented management. The

management by objective principle argues for the inclusion of employees and subordinates in organizational management and job activities in order to foster innovation and creativity (Nell, 2023).
It emphasizes the way that organizations with good communication systems produce high-quality output and achieve their objectives, and thus, it advocates for the development of a strong information flow system within the organization. When applied to this discussion, the theory implies that many organizations' low performance in achieving organizational productivity is due to a lack of the necessary managerial mechanisms to support organizational productivity enhancement (Uretcher, 2020). Organizations are not productive because organizational policies are imposed on employees, autonomy is taken away from them, the only means of communication is command from superior to subordinates, and the employees' psyche is harmed, causing them to become complacent in their work. However, if businesses follow the overarching assumptions of the management by objective concept, their productivity will almost certainly increase to the highest level sought (Jackson, 2021).
2.2.1 Participation

Participation entails a collaborative effort between the management and the subordinate in terms of creating goals, determining how to achieve them, and determining how to evaluate performance and results (Dubrin, 2020). Furthermore, the act of involvement instills in the manager and employees a feeling of responsibility for the fulfillment of goals, as well as contributing to higher morale among those involved, because it gives

them a feeling of self via the importance of the task they are performing (Abdullah, 2020). Participation embraces the notion of democracy, and in a democratic workplace, ample scope is given to subordinates to make a greater contribution to the organizational goals, which are achieved not through workers following detailed orders, but by management securing workers‟ co-operation, obtaining their ideas, and recognizing their capacity to participate at all levels of management (Akrani, 2020). Moreover, the participation does not stop when managers have established the goals, acting along with their subordinates; rather, it extends further to the shared task of specifying responsibilities, assigning authority for accomplishing the objectives, and constantly monitoring performance.
This participative underpinning requires both parties to jointly agree, and formalise their respective obligations and areas of obligation (Akrani, 2020). Hahn (2019) observes that employee participation leads to greater acceptance by employees of performance goals and management decisions, with improvements in communication and understanding among both managers and their subordinates. It ought to be noticed, that the kind and level of cooperation in the setting of targets can vary widely. It may be that subordinates are only involved by being personally told what management has decided; or the subordinates may set the objectives totally for themselves, and decide on the methods which they use to achieve them. In practice, the methods adopted usually lie between these two extremes, although the greater the participation of both managers and subordinates in setting the objectives, the more likely they are to be realised. As mentioned by Al Noah (2021), participation necessitates some kind of conversation in the

planning and goal-setting process. When superiors and subordinates meet, the former brings specific goals and measures for the latter to attain, while the latter brings specific aims and measures that s/he perceives as appropriate or as contributing to better success in completing the work. They work together to make a set of defined goals, measurements of success, and timelines, after which the subordinate commits to reaching those goals and is held accountable for doing as such.
2.2.2 Goal Setting

Setting goals is another important element, and in this matter, Hahn (2019) makes the point that every manager must be able to clearly define the objectives for his/her function in the company. These goals must be viewed as supporting the organization's overall goals. Managers are less likely to be influenced if objectives are set that do not require their assistance. Barton (2022) agreed with Drucker (2019) that managers at all levels should be involved in setting the goals for the next higher level of management. The most important thing is to make sure that everyone's goals are aligned with the overall goal. Brim (2021) proposes five steps for putting forth objectives, as follows:
i. Create a hierarchy of organizational goals and objectives supported by lower-level definitive objectives and action plans;
ii. Create a mission statement for the organization as a whole, as well as specific objectives and action plans for each individual; this would usually involve participatory decision making.

iii. For each aim, establish key results and/or performance standards; and

iv. Measure or assess the status or outcome of the goals and objectives on a regular basis.
Once top management has decided the general organizational objectives in cooperation with other managers, these should be made known to all members of the organization, and key outcome areas should be extensively promoted (Akrani, 2020). Carroll and Tosi (2019) also suggest that the objectives should be separated among each level of management to clarify their hierarchical character and that they should be appropriate for each level to attain. The created goals can only be achieved if they are assigned to all levels and those levels are qualified to complete them. In this regard, Locke and Latham (2016) argue that increased specificity of objectives leads to better results since the requirements are apparent, and that commitment from the various parties involved has a significant impact on achieve the goals in practice. Such dedication is mostly determined by the importance placed on the goal by people in charge of accomplishing it, in addition to the amount of feedback they receive from superiors along the route (Odiorne, 2019).
Different organizations in MBO classify their objectives in view of the time it will take to attain them or the administrative level to which they refer. The goals are classified into long-term, medium-term, also, momentary objectives in light of the time period (Al Noah, 2021). They are assembled into three classifications at the administrative level: the

organization's overall goals, departmental and sectional objectives, and employee behavior goals (Robbins, 2021).
2.2.3 Performance Appraisal

Understanding the definition of performance appraisal will help us build a firm basis on which to build our comprehension of the idea of performance appraisal. According to Alo (2019), performance assessment is a process that involves taking careful stock of an individual's or organization's accomplishment in executing assigned tasks or accomplishing specified goals over a period of time. Accordingly, it demonstrates that performance rating processes should be purposeful rather than haphazard. It necessitates a serious effort to determining how well an individual is achieving their work.
Atiomo (2020) concurs with Fajana (2021) that performance assessment is a framework that permits associations to decide what individuals' exhibition levels are, yet in addition where those levels should be improved assuming HR are to be utilized to their maximum capacity. To make performance appraisal effective, as per Atiomo, each business ought to guarantee that the individual is completely educated regarding their jobs and commitments.
According to Rao (2020), performance appraisal is the interaction by which an organization assesses its people concerning current performance, fitness and interest of every person, qualities and shortcomings, and growth potential. The information gleaned from such an activity should be shared with the subordinate as the essential data set for personal development. Rao's (2020) remark is telling because communication is one of

the most important aspects of performance appraisal. If a person's performance isn't conveyed to that person, it is absolutely impossible for that individual's presentation to work on from now on, defeating the goal of performance review. In a modern association, assuming a manager neglects to pass qualities and defects on to his subordinate, the subordinate's future performance is jeopardized.
Khawaja & Nadeem (2013) characterizes performance appraisal frameworks as the cycles and methods associated with executing, making due, and conveying the occasions engaged with performance appraisal. It is, in many circumstances, a formal procedure that is part of individuals management policy. Many companies use a structured or informal evaluation method to analyze employee performance and contribution. Carroll and Schneier are two authors that are well-known for their work. As per Cones and Jenkins (2020), performance appraisal is a compulsory cycle where all or a gathering of a worker's work ways of behaving or ascribes are independently reviewed, judged, or portrayed by a rater for a foreordained timeframe, and the outcomes are kept by the business. Karol (2015) defined performance assessment as a communication event between a manager and an employee that is specifically arranged for the objective of analyzing the employee's past job performance and discussing pertinent topics for future job performance. A formal management system for evaluating the nature of an individual's performance in an association is called performance appraisal (Khawaja & Nadeem, 2013).
The ability to analyze an employee's current and historical performance according to the

employee's performance requirements is provided through performance appraisal. It is a procedure that entails establishing work standards, evaluating employees' actual performance against those principles, and providing feedback to employees to push them to enhance job performance or eliminate performance deficiencies.
2.3 [bookmark: _TOC_250019]Theoretical Framework

This section represents a comprehensive review of the recent theories that the work anchored on. The most common theories that incorporate MBO and performances are: resource-based view and the knowledge-based view theories.
2.3.1 Resource Based View Theory

The resource-based view (RBV) indicates that firm is made up of heterogeneous resources that are the sources of competitive advantage (Wernerfelt, 1984). The foundations of RBV can be found in the early studies concerning the boundaries, the distinctive competencies and the competitive advantage of the firm (Nelson and Winter, 2019). Resources were defined as all the assets, capabilities, organizational processes, firm attributes, information, and knowledge of a firm (Barney 2018). However, a distinction between resources and capabilities was later made by defining resources as the knowhow that can be traded (e.g., patents and licenses), financial or physical assets (e.g., property, plant and equipment), human capital, etc., while defining capabilities as the firm's capacity to deploy resources to affect a desired end (Amit and Schoemaker 2019).

This distinction is further emphasized by other studies that define capabilities as the ability of firms to use their resources to generate competitive advantages (Barney 2018) and the business processes needed to configure assets in advantageous ways (O'Connor 2018).
2.3.2 Goal Setting Theory

The theoretical framework that underpins this study is the goal-setting theory. Goal- setting theory is based on the research of Ryan (1970) and have their roots in organizational theory and others argued that individuals have subconscious, internal motives, one of which is “the need for achievement.” When Atkinson (2017) shown that the complexity of a job was connected to performance, and demonstrated that conscious objectives affect action, the foundation for constructing and working with goal-setting theory was laid.
The goal mechanism is built on the fact that goals affect performance through several mechanisms. It is not enough to ask people to do their best. Objectives direct consideration and have a stimulating capacity. Bandura and Cervone (2016) have shown that aggressive objectives lead to more noteworthy exertion than diffident ones. Goals also affect persistence, and LaPorte and Nath (2019) argue that when participants have control over time, they can achieve a goal. When goals are lofty, they have an impact on performance, causing efforts to accomplish them to take longer. Goals have an indirect and beneficial effect on the use of techniques, task-relevant knowledge, and discoveries.

The importance of goals, according to Locke (2019), can be summed by highlighting that objectives influence activity through influencing the intensity, length, and direction of action. According to Appelbaum and Hare (2017, the influence of goals is far-reaching because their importance impacts on the interactions, self-efficacy and performance of individuals. Whenever circumstances become complicated and people should foster new systems for tackling issues, objective setting should change character. This is on the grounds that learning objectives are more effective than performance objectives in such circumstances (Earley et al., 2015).
Managers are charged with implementing new steering approaches, which emphasized the significance of developing goals for organizations. Integrating goal setting theory can enrich our comprehension of the impacts that MBO has had on day-to-day activities in businesses. It can also shed light on how MBO has influenced organizational productivity through an improved individual productivity. Because objectives are a crucial component of MBO, it is closely tied to goal setting theory (Bandura and Cervone, 2016).
2.4 [bookmark: _TOC_250018]Empirical Framework

There have been numerous studies on the concept of organizational productivity from the existing literature that have not fully investigated the variable from the perspective of management by objective, but have looked into other variables such as limit building, preparing and labor supply improvement, and skilled and knowledgeable personnel.
Several studies have looked at how MBO affects satisfaction without looking at

production.

Okolocha (2020) investigates the impact of management by objectives (MBO) on commercial bank productivity in Nigeria. The impact of management by objectives (MBO) on organizational productivity in Nigerian commercial banks was investigated in this study. This study investigates the impact of employee engagement in contributing to organizational productivity settings, as well as the impact of employee compensation on achieving organizational productivity. The survey research design was used in this study. The study's population is made up of seven (7) commercial banks in Onitsha, Anambra State, Nigeria. With the help of e-view 9.0, the two study hypotheses were examined using conventional least square. Employee participation has a beneficial impact on organizational productivity, according to the study, although it is not statistically significant for commercial banks in Nigeria at the 5% level of significance. Also, while employee compensation has a beneficial effect on organizational productivity, it isn't genuinely critical in Nigerian commercial banks at the 5% level of significance. As a result, bank management should continue to reward their employees' achievements.
With a focus on First Bank of Nigeria Plc, Ugwu (2012) investigated management by objectives as a tool for improving organizational performance. The information was gathered from both primary and secondary sources. Direct oral interviews and a questionnaire administered to the personnel were the primary sources of primary data. The questionnaire was the most significant tool employed in the data collection process. The information was introduced as frequency distributions in tables and analyses. The

statistical test of proportion (Z-test) was used to examine the hypotheses. The study's main findings were that when management by objectives is used, it assists with acquiring complete responsibility from all workers to cooperate to accomplish a shared objective; that great and brief compensation, advancement when due, great connection with the executives, and acknowledgment of accomplishment further develops worker performance and, as a result, improves organizational performance. As indicated by the study, managers should contact their subordinates while developing unit goals, which are then changed, gathered, endorsed, and circulated throughout the organization.
In Chittagong, Bangladesh, Akter and Moazzam (2016) studied the impact of compensation (CN) on (JP). The quantitative analysis revealed that there is a strong and positive association between compensation and work performance, based on survey research. Okolocha (2020) investigated the extent to which organizational structure and employee welfare influence organizational performance in Enugu State's banks. For the study, a survey design was used. With the help of SPSS version 20, the data was examined and tested using regression analysis. The discoveries of the review showed that organizational structure and employee welfare have a statistically significant impact on the organizational performance of selected banks in Enugu State. In a reputable food and beverage sector.
Odunlami and Asabi (2014) investigated the impact of pay management on employee performance. It was discovered that there is a strong association between effective

welfare service and employee performance using inferential and descriptive statistics Analysis of Variance (ANOVA).
In Nigeria, Onuorah, Okeke, and Ibekwe (2019) investigated the impact of pay management on employee performance. The tool was trial-tested on a representative sample of 20 Anambra State employees who were chosen at random. The Z-test was employed to assess the null hypotheses at the 0.05 level of significance while examining the data. In Nigerian organizations, equity-based compensation has no detrimental impact on employee performance. The study shows that in Nigerian organizations, salary management has a significant impact on employee performance.
In a selected private university in Ogun State, South-West Nigeria, Adewale, Adenike, Hezekiah, and Heirsmac (2014) investigated the impact of compensation packages on employee job performance and retention. The findings revealed a substantial link between pay packages and employee performance and retention. The summary of the findings, expressed in simple percentages, demonstrates that the examined dependent and independent variables have a substantial connection (salary, bonus, incentives, allowances, and fringe benefits).
In Vodafone Ghana, Sadiya (2019) discovered a link between employees'/managers' comprehension of the objectives and employee productivity on the one hand. The questionnaires/interviews were completed by 36 employees in total. Primary data was gathered using questionnaires and oral interviews. The findings suggest that the

interaction between managers and employees in goal setting is critical to both the employees' and the organization's productivity.
Felix (2018) looked at Management by Objectives (MBO) as a tool for improving deposit money bank performance in Nigeria, specifically in Yola. Structured questionnaires were delivered to the selected deposit money institutions to collect data for the study (Diamond, Fidelity and Access banks). The correlation coefficient was also employed to see how MBO relates to deposit money bank organizational performance. Employee participation in Goal Setting (GS), Delegation of Authority to Employees (DA), and Motivation to Employees (M) were found to have a beneficial impact on the deposit money banks' organizational performance in Yola.
Supposedly from the empirical review, most studies on organizational productivity focused more on other variables to boost organizational productivity. In the aspect of management by objective, not much research has been conducted to cover the relationship that exist between the two variable especially in this part of the world. In other words, despite the vast amount of research on the concept of management by objective as well as organizational productivity, very little work has been done to illuminate the contribution of management by objectivity vis-à-vis decision. The literature gap indicates that there is need to fill the existing gap thus, the purpose of this study.

[bookmark: _TOC_250017]CHAPTER THREE METHODOLOGY
3.0 [bookmark: _TOC_250016]Preamble

This chapter comprised the methodology used in this study, which include; the Research design, population, sample size and sampling selection technique, sources of data, method of data Analysis, as well as definition and measurement of variables.
3.1 [bookmark: _TOC_250015]Research Design

Descriptive research design will be use for the purpose of this study, because it reports an event how it was observed, and also gives details about the data collected during the study. This research design will also be used to explain the demography of the data to be collected during the course of this study through questionnaires, and how those data were categorized.
3.2 [bookmark: _TOC_250014]Population of the Study

A population is any group of individuals that has one or more characteristics in common and that are of interest to the researcher (Creswell, 2005). The study used a population of grossly 150 administrative staffs of Standard Organization of Nigeria (SON) because of the main objective of this study which was to evaluate the performance of the organization.

3.3 [bookmark: _TOC_250013]Sample Size Determination

The sample size to be used represent the whole population was determined using statistical sampling techniques. The study will use Taro Yamane (1964) to determine sample size for the study;
Formula n = N/1+N (e2)

Where n=sample N=population
e=level of significance or error=0.05 or 5% Df= degree of freedom=(r-1) (c-1)
	n =
	150/1 + 150 (5%)

	
n=
	
150 /1 + 150 (0.0025)

	n =
	150 / 1.38




n= 109 (employees)

3.4 [bookmark: _TOC_250012]Sampling Techniques

The sampling technique to be used in selecting the member of the sample is simple random sampling. This method of probabilistic sampling is used because it permits the researcher to give each worker of the selected organizations in Ilorin metropolis an equal and non-zero chance of participating in the study.
3.5 [bookmark: _TOC_250011]Data Collection Procedure

The data source was primary through well-structured questionnaires to be administered to the one hundred and nine (109) sampled administrative staff of Standard Organization of Nigeria (SON), on questions relating to management by objectives. Each questionnaire was divided into two (2) parts; the first part contains the demographic data of the respondents, while the second part consists of different questions relating to management by objective and performance, designed on a 4-point Likert scale with Strongly Agree (4), Agree (3), Disagree (2) and Strongly Disagree (1).
3.6 [bookmark: _TOC_250010]Research Instruments

The research instrument is basically primary source through questionnaire. The variables that will be used to measure how management by objectives affects performance of Standard Organization of Nigeria (SON). To ensure that participants respond to the questions posed, the questions will be short and straight to the point, focused on a

dimension each, unambiguously worded, and open ended. For the purpose of this study, primary source of data will be used.
3.7 [bookmark: _TOC_250009]Validity of Research Instrument

Validity is defined as a judgment of whether data really provides evidence on what it is supposed to be about the research instrument (Dawson, 2007). The questionnaire issued to the respondents for this research work will be designed in a way that arouses interest in the mind of the respondents. The Questionnaire will be issued out to the supervisor who will go through it and made necessary corrections. Face validity will be ensured by interaction with the qualified staff. Validity of measurement will be established through content validity by other researchers to ascertain whether the questionnaire item adequately cover the domain of the construct.
3.8 [bookmark: _TOC_250008]Reliability of Research Instrument

Reliability will be adopted to determine the reliability of the instrument. This method of rating instrument was adopted and useful because participants will not interpret the questionnaire statements the same way. Through rating, the responses of respondents will show the reliability of the research instrument i.e. tests the extent to which the research instrument measure what it was expected to measure.

3.9 [bookmark: _TOC_250007]Method of Data Analysis

The method of data analysis used in this study was descriptive statistics through the use of frequency and tables to present and analyse the data collected to establish the relationship between management by objectives and the performance of Standard Organization of Nigeria (SON) at 5% (0.05) level of significance. The data was entered into the Statistical Package for Social Science (SPSS) as it is more user friendly and convenient, after which the result was output and presented in tables and figures.
3.10 [bookmark: _TOC_250006]Ethical Consideration

The researcher undertook various steps to certify that the research observes research principles values. Research authorization permit was obtained from the permission that was sought from the participating institutions, Management of Standard Organization of Nigeria (SON) The potential respondents were not identified by name. Confidentiality of respondents was treated  as a matter of priority. Further, the researcher engaged the respondents before agreeing to answer the questions of this study. The researcher accorded the respondents their due respect while at the same time ensuring that they answer the questions to the expectations of the study, interjecting questions, intelligibly.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS


4.1 [bookmark: _TOC_250005]Preamble

This chapter is concerned with analysis of data gathered from the responses to administered questionnaires, interpretation of results and discussion of findings. It also includes an empirical testing of hypothesis made about this study and each of their interpretations. It should be noted that Statistical Package for Social Science (SPSS) was used for analyzing frequencies and testing research hypotheses.
4.2 Presentation of Data

A total of one hundred (109) copies of questionnaire were distributed and a total of one hundred (100) successful rate with percentage 92% were returned and accurately filled and the remaining 9 copies with 8% are not properly filled.
4.3 Presentation of Data

Table 4.3.1 Distribution table for Demographic of the Respondents Table 4.3.1.1 Sex
	
	
Frequency
	
Percent
	
Valid Percent
	Cumulative
Percent

	Valid
	Male
	80
	80
	80
	80

	
	Female
	20
	20
	20
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

Table 4.3.1 above presents the demographic questions of the respondents. Hence, the first section analyzed the gender of the respondents which states that 80 of the respondents representing 80.0% were Male and also 20 respondents representing 20.0% were female. This by implication means that there are statistically more male respondents than their female counterpart.
Table 4.3.1.2 Age

	
	

Frequency
	

Percent
	

Valid Percent
	Cumulative

Percent

	Valid
	21-30years
	40
	40
	40
	40.0

	
	31-40years
	36
	36
	36
	76.0

	
	41-50years
	17
	17
	17
	93

	
	51years Above
	7
	7.0
	7.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

Furthermore, the distribution above shows that 40 of the respondents representing 40.0% falls in the age bracket of 21 and 30 years old, 36 of the respondents representing 36.0% are between 31-40 years. In addition, 17 respondents with 17.0% are between the ages of 41 - 50 years, while 7 of the respondents representing 7.0% are between the ages of 51 – 60 years. This by implication means that employees with the highest Age number are in the age bracket of 21-30 which constitute 36.0%.

Table 4.3.1.3 Marital Status

	
	
Frequency
	
Percent
	
Valid Percent
	Cumulative
Percent

	Valid
	Single
	40
	40.0
	40.0
	40.0

	
	Married
	40
	40.0
	40.0
	40.0

	
	Divorced
	20
	20.0
	20.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

Also, the table states that 40 of the respondents representing 40.0% are single, 40 of the respondents representing 40.0% are married and the remaining 20 respondents of 20% are divorced. This implies that most of the respondents to the questionnaire are single and married with a percentage 40.0%.

Table 4.3.1.4 Educational Background

	
	
Frequency
	
Percent
	
Valid Percent
	Cumulative
Percent

	Valid
	Primary
	18
	18.0
	18.0
	18.0

	
	Secondary
	37
	37.0
	37.0
	55.0

	
	Bsc
	45
	45.0
	45.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

Furthermore, it can be seen from the educational background that 18 of the respondents amounting to 18.0% are primary school holder, 37 of the respondents amounting to 37.0% and 45 respondents of 45.0% are secondary school holder and B.Sc Holder respectively, 18 of the respondents amounting to 18.0% which has the least of the respondents are

primary school holder. This means that there are more respondents with secondary and B.Sc. certificate holder.

Research Questions

Research Question 1: To determine relationship between management by objectives on performance of Standard Organization of Nigeria (SON)
4.3.1 MBO enables Standard Organization of Nigeria (SON) business in building shared decision making among staff and employees for effective management by
organization

	
	
Frequency
	
Percent
	
Valid Percent
	Cumulative
Percent

	Valid
	Strongly Agreed
	24
	24
	24
	24

	
	Agreed
	62
	62
	62
	86

	
	Disagreed Strongly Disagreed
	- 14
	- 14
	- 14
	- 100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

It can be depicted from the above data that 24 of the respondents amounting to 24% strongly agreed to the statement that MBO enables Standard Organization of Nigeria (SON) in building shared decision making among staff and employees for effective management by organization, while 62 (62%) which has the highest respondents strongly agreed to the statement, 14% which has the least of the respondent’s strongly disagreed to the statement that MBO enables vin building shared decision making among staff and employees for effective management by organization.

4.3.2 It helps in unleashing the potential capacities that already exist in staff in Standard Organization of Nigeria (SON)

	
	
Frequency
	
Percent
	
Valid Percent
	Cumulative
Percent

	Valid
	Strongly Agreed
	42
	42.0
	42.0
	42.0

	
	Agreed
	42
	42.0
	42.0
	84

	
	Disagreed
	12
	12.0
	12.0
	12

	
	Strongly Disagreed
	4
	4.0
	4.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

It can be depicted from the above data that 42 of the respondents amounting to 42.0% strongly agreed and agreed that it helps in unleashing the potential capacities that already exist in staff in Standard Organization of Nigeria (SON), while 12 (12.0%) disagreed to the statement while 4% which has the least of the respondents strongly disagreed to the statement that it helps in unleashing the potential capacities that already exist in staff in Standard Organization of Nigeria (SON).
4.3.3 Developing the objectives of Standard Organization of Nigeria (SON) in line with new innovation and creativity

	
	
Frequency
	
Percent
	
Valid Percent
	Cumulative
Percent

	Valid
	Strongly Agreed
	29
	29.0
	29.0
	29.0

	
	Agreed
	31
	31.0
	31.0
	60.0

	
	Undecided
	33
	33.0
	33.0
	93.0

	
	Disagreed
	3
	3.0
	3.0
	96.0

	
	Strongly Disagreed
	4
	4.0
	4.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

It can be depicted from the above data that 29 of the respondents amounting to 29.0% strongly agreed to the statement that developing the objectives of Standard Organization of Nigeria (SON) in line with new innovation and creativity, while 31.0% agreed to the statement, 4.0% respondents strongly disagreed with the statement, 3.0% which has the least of the respondents disagreed to the statement and lastly, 4%of the respondents strongly disagreed to the statement that developing the objectives of Standard Organization of Nigeria (SON) in line with new innovation and creativity.
4.3.4 Management by objectives helps in designing, implementing and evaluating achievement of the Standard Organization of Nigeria (SON) goals

	
	
Frequency
	
Percent
	
Valid Percent
	Cumulative
Percent

	Valid
	Strongly Agreed
	29
	29.0
	29.0
	29.0

	
	Agreed
	52
	52.0
	52.0
	81.0

	
	Disagreed
	17
	17.0
	17.0
	98.0

	
	Strongly Disagreed
	2
	2.0
	2.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above shows that 29 of the respondents amounting to 29.0% strongly agreed to the statement that management by objectives helps in designing, implementing and evaluating achievement of the Standard Organization of Nigeria (SON) goals, 52.0% which has the highest of respondents agreed to the statement, 17.0% of the respondent’s undecided to the statement and lastly, 2% of the respondents which is the least disagreed to the statement that management by objectives helps in designing, implementing and evaluating achievement of the Standard Organization of Nigeria (SON) goals

4.3.5. MBO helps in developing the organization and operational procedures involved in staff appraisals of Standard Organization of Nigeria (SON)

	
	
Frequency
	
Percent
	
Valid Percent
	Cumulative
Percent

	Valid
	Strongly Agreed
	29
	29.0
	29.0
	20.0

	
	Agreed
	58
	58.0
	58.0
	87.0

	
	Disagreed
	11
	11.0
	11.0
	98.0

	
	Strongly Disagreed
	2
	2.0
	2.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above shows that 29 of the respondents amounting to 29.0% strongly agreed to the statement that MBO helps in developing the organization and operational procedures involved in staff appraisals of Standard Organization of Nigeria (SON), while 558.0% which has the highest of respondents agreed to the statement that MBO helps in developing the organization and operational procedures involved in staff appraisals of Standard Organization of Nigeria (SON), 11.0% of the respondents disagreed to the statement and lastly, 2.0% of the respondents which is the least strongly disagreed to the statement that MBO helps in developing the organization and operational procedures involved in staff appraisals of Standard Organization of Nigeria (SON).
Research Question 2: to examine the impact of management by objectives on performance of Standard Organization of Nigeria (SON)

4.3.7 MBO enables activating the active participation in Standard Organization of Nigeria (SON) management by employees and the community

	
	
Frequency
	
Percent
	
Valid Percent
	Cumulative
Percent

	Valid
	Strongly Agreed
	20
	20.0
	20.0
	20.0

	
	Agreed
	66
	66.0
	66.0
	86.0

	
	Disagreed
	13
	13.0
	13.0
	99.0

	
	Strongly Disagreed
	3
	3.0
	3.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above shows that 20 of the respondents amounting to 20% strongly agreed to the statement that MBO enables activating the active participation in Standard Organization of Nigeria (SON) management by employees and the community while 66.0% which has the highest of respondents agreed to the statement that MBO enables activating the active participation in Standard Organization of Nigeria (SON) management by employees and the community, 13% of the respondents disagreed to the statement and lastly, 3% of the respondents which is the least strongly disagreed to the statement that MBO enables activating the active participation in Standard Organization of Nigeria (SON) management by employees and the community.

4.3.8 Management by objectives ensure effectiveness in achievement of Standard Organization of Nigeria (SON) services development plan

	
	
Frequency
	
Percent
	
Valid Percent
	Cumulative
Percent

	Valid
	Strongly Agreed
	36
	36.0
	36.0
	36.0

	
	Agreed
	42
	42.0
	42.0
	78.0

	
	Disagreed
	15
	15.0
	15.0
	93.0

	
	Strongly Disagreed
	7
	7.0
	7.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above shows that 36 of the respondents amounting to 36.0% strongly agreed to the statement that management by objectives ensure effectiveness in achievement of Standard Organization of Nigeria (SON) services development plan, while 42.0% which has the highest of respondents agreed to the statement that management by objectives ensure effectiveness in achievement of Standard Organization of Nigeria (SON) services development plan, 15.0% of the respondents disagreed to the statement and lastly, 7.0% of the respondents which is the least strongly disagreed to the statement that management by objectives ensure effectiveness in achievement of Standard Organization of Nigeria (SON) services development plan.

4.3.9 Standard Organization of Nigeria (SON) ensure setting community involvement objectives and determining outcomes through MBO



	
	Frequency
	Percent
	Valid Percent
	Cumulative
Percent

	
	Strongly Agree
	23
	23.0
	23.0
	23.0

	
	Agree
	65
	65.0
	65.0
	88.0

	Valid
	Disagreed Strongly Disagreed
	12
	12.0
-
	12.0
-
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above illustrate the question which state that Standard Organization of Nigeria (SON) ensure setting community involvement objectives and determining outcomes through MBO, depicts that strongly agree consist of 23.0% respondents, agree consist of 65.0% respondent’s disagreed consist of 12.0% respondents this statement indicates that agree has the highest respondents of 65.0 %, disagreed has the lowest respondents of 12.0% and none of the respondents strongly disagreed to this assertion.
4.3.10 The management of Standard Organization of Nigeria (SON) are to directs the tasks according to the organizational goals through management by objectives

	
	Frequency
	Percent
	Valid Percent
	Cumulative
Percent

	
	Strongly Agree
	19
	19.0
	19.0
	19.0

	
	Agree
	50
	50.0
	50.0
	69.0

	Valid
	Disagreed
	11
	11.0
	11.0
	89.0

	
	Strongly Disagree
	7
	7.0
	7.0
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above which question state the management of Standard Organization of Nigeria (SON) are to directs the tasks according to the organizational goals through management by objectives shows that 19 respondents with 19.0% are for strongly agreed, 50 respondents with 50.0% are for agreed, 11 respondents with 11.0% are for disagreed, and 7 respondents with 7.0% are for disagree, this statement indicates that agreed has the highest respondents of 50.0% and strongly disagree has the lowest respondents of 7%. This shows that majority of the respondents succumb that the management of Standard Organization of Nigeria (SON) are to directs the tasks according to the organizational goals through management by objectives.
4.3.11 MBO helps obtain total commitment of all the employees to work together to achieve a common goal

	
	Frequency
	Percent
	Valid Percent
	Cumulative
Percent

	
	Strongly Agree
	18
	18.0
	18.0
	19.0

	
	Agree
	60
	60.0
	60.0
	68.0

	Valid
	Disagreed Strongly Disagreed
	- 9
	-
9.0
	-
9.0
	- 100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above which question state that MBO helps obtain total commitment of all the employees to work together to achieve a common goal that 18 % respondents are for strongly agreed, 60% respondents are for agreed and 9% respondents are for disagreed,

this statement indicates that agreed has the highest respondents of 60% and undecided has the lowest respondents of 18%.
Research Question 3: to investigate challenges confronting management by objectives that hinder the performance of Standard Organization of Nigeria (SON)
4.3.12 Lack of availability of human and material resource to enhance effectiveness in the adoption of management by objectives

	
	Frequency
	Percent
	Valid Percent
	Cumulative
Percent

	
	Strongly Agree
	56
	56.0
	56.0
	56.0

	
	Agree
	10
	10.0
	10.0
	66.0

	Valid
	Disagreed Strongly Disagreed
	22
-
	22.0
-
	22.0
-
	100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above which question state lack of availability of human and material resource to enhance effectiveness in the adoption of management by objectives indicates that 56 (56.0%) respondents are for strongly agreed, 10 (10.0%) respondents are for agreed 22 (22.0%) respondents are for disagreed, this statement indicates that strongly agreed has the highest respondents of 56 (56.0%) and undecided has the lowest respondent of 10 (10.0%).

4.3.13 Lack of employee participation in decision making hinder the successful adoption of management by objectives by Standard Organization of Nigeria (SON)

	
	Frequenc

y
	Percent
	Valid Percent
	Cumulative

Percent

	
	Strongly Agree
	18
	18.0
	18.0
	18.0

	
	Agree
	64
	64.0
	64.0
	82.0

	Valid
	Disagreed

Strongly Disagreed
	
5
	
5.0
	
5.0
	
100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above which question state that lack of employee participation in decision making hinder the successful adoption of management by objectives by Standard Organization of Nigeria (SON) that 18 (18.0%) respondents are for strongly agreed, 64 (64.0%) respondents are for Agreed and 5% respondents are for strongly disagree, this statement indicates that agreed has the highest respondents of 64 (64.0%) and undecided has the lowest respondents of 5%.

4.3.14 Insufficient financial knowledge by the management of Standard Organization of Nigeria (SON) affects the implementation of MBO

	
	Frequency
	Percent
	Valid Percent
	Cumulative

Percent

	
	Strongly Agree
	10
	10.0
	10.0
	10.0

	
	Agree
	60
	60.0
	60.0
	65.0

	Valid
	Disagreed

Strongly Disagree
	5

15
	5.0

15.0
	5.0

15.0
	5.0

100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above illustrate the question which state that insufficient financial knowledge by the management of Standard Organization of Nigeria (SON) affects the implementation of MBO that strongly agree consist of 10 (10.0%) respondents, agree consist of 60 (60%) respondents disagree consist of 5 (5.0%) respondents this statement indicates that disagreed has the highest respondents of 15 (15.0 %).

4.3.15 The style of management or leadership adoption by the Standard Organization of Nigeria (SON) affect MBO

	
	Frequency
	Percent
	Valid Percent
	Cumulative

Percent

	
	Strongly Agree
	50
	50.0
	50.0
	50.0

	
	Agree
	16
	16.0
	16.0
	66.0

	
Valid
	Disagreed
	
4
	
4.0
	
4.0
	
70.0

	
	Strongly
	
	
	
	

	
	
	30
	30.0
	30.0
	100.0

	
	Disagreed
	
	
	
	

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above which question state that the style of management or leadership adoption by the Standard Organization of Nigeria (SON) affect MBO indicates that 50 (500%) respondents are for strongly agreed, 16 (16.0%) respondents are for agreed 4 (4.0%) respondents are for disagreed and 30 respondents strongly disagree. This statement indicates that strongly agreed has the highest respondents that the style of management or leadership adoption by Standard Organization of Nigeria (SON) affect MBO.

4.3.16 Inadequate trained personnel hinder effective adoption of management by objectives by Standard Organization of Nigeria (SON)

	
	Frequency
	Percent
	Valid Percent
	Cumulative

Percent

	
	Strongly Agree
	81
	81.0
	81.0
	81.0

	
	Agree
	10
	10.0
	10.0
	91.8

	Valid
	Disagree

Strongly Disagree
	-

9
	-

9.0
	-

9.0
	-

100.0

	
	Total
	100
	100.0
	100.0
	


Source: Filed survey, 2025

The table above illustrate the question which state inadequate trained personnel hinder effective adoption of management by objectives by Standard Organization of Nigeria (SON) that strongly agree consist of 81 (81.0%) respondents, agreed consist of 10 (10.0%) respondents, none of the respondents disagree and the remaining respondents consist of 9 (9.0%) respondents this table indicates that strongly agree has the highest respondents support the assertion that inadequate trained personnel hinder effective adoption of management by objectives by Standard Organization of Nigeria (SON).

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.0 [bookmark: _TOC_250004]Preamble

This final chapter contains the summary and conclusion of the study with regards to the management by objectives and performance of Standard Organization of Nigeria (SON). The chapter looked at the summary of the study in section and presented the conclusion of the study in section based on the results of the analysis. The study recommendations and limitations of the study were presented in section.
5.1 [bookmark: _TOC_250003]Summary of the Study

In line with the data analyzed and test of hypothesis, the findings shows that there was a significant relationship between MBO and performance of Standard Organization of Nigeria (SON). Also, the study revealed that MBO have effect on Standard Organization of Nigeria (SON) input in an organization. This study has shown that in Nigeria recognize that MBO elements are relevant and could be beneficial to management of Standard Organization of Nigeria (SON). The elements of MBO are in line with contemporary Standard Organization of Nigeria (SON) management needs. For instance, Standard Organization of Nigeria (SON) need to use emerging technologies to revolutionize service operations and define the core values and beliefs of organization for sustainable development.

When it comes to quality control, companies should focus on prevention rather than detection towards quality errors. Detection can happen only after the final output has taken place and prevention can help the company fix errors at earlier stages which saves time, money, and effort. MBO depends on meeting the customers' requirements, the senior managements' actions have a direct effect on quality issues, prevention is more efficient than inspection and that it is more important to set goals and chase them.
5.2 [bookmark: _TOC_250002]Conclusion

This study examined the effect of management by objectives on performance of Standard Organization of Nigeria (SON) of in Nigeria. The study found that employee’s participation has contributed positively to the setting’s performance of Standard Organization of Nigeria (SON) but not statistically significant at 5% level of significance. Also, management by objectives has positive effect on performance of Standard Organization of Nigeria (SON) but not statistically significant at 5% level of significance. In this case, management by objectives in decision making is being influenced employees to work toward actualizing the objectives of the organization. When the employee knows what is expected of him or her and has huge satisfaction in reaching the results. Meanwhile, the compensation and involvement of employees in setting objectives is an ideal to increase organizational productivity and performance.
Management by objectives is not something we can impose on a company from outside. The company should be willing to adopt MBO, internalize it and stay fully committed

throughout the organization. Since MBO first occurred it has developed, evolved and acquired many other concepts making it a complete quality management philosophy. MBO, together with lean production with strong support and commitment from the senior management, good understanding from the employees can bring significant improvements to the firm while reducing costs, creating more value.
5.3 Recommendation

Consequently, based on the findings of this study, the following recommendations are made:
i. Since the management of Standard Organization of Nigeria (SON) considered MBO to be highly relevant to organization management, the managers of the organization should apply MBO for improved performance of their operations. Management of organization also needs to apply MBO as a means of enhancing the collaborative nature of leadership and develop a collaborative workforce.
ii. The top management should sponsor their staff conferences in the area of organizational quality and planning within and outside the state where they will acquire more knowledge on the application of MBO to their managerial tasks. Also, continuous training opportunities should be given to all managers in organization by the management, through seminars and workshops to expose them to modern trends and skills in MBO application to banking activities and management.

5.4 [bookmark: _TOC_250001]Policy Implications

From a standpoint, the findings of this study contribute to current knowledge by stressing the importance of MBO, specifically, in enhancing the performance organization. The findings of this study corroborated the initial conception of the MBO and its implications for organizational performance. This study concludes by discussing how MBO can assist organization improve their performance and the factors that drive MBO, such as perceived ease of use, perceived utility, and e-marketing orientation. Logically, the research findings inspire marketing experts to restructure their MBO and ensure that the material is simple to use and beneficial. In addition, they should teach MBO actors and employees how to use e-marketing and develop user-friendly and valuable content.
5.6 [bookmark: _TOC_250000]Limitations of the study

The researcher met various challenges when conducting the research that included the fact that the firms ordinarily do not want to give information due to client confidentiality. These included the following.
i. The findings of the study may not be generalizable to other institutionss due to differences in social, political and economic environments in different parts of the country.
ii. In addition, some of the respondents would not find the subject to be of interest. Additionally, some respondents would not want to give the information as they considered it of competitive importance.
iii. Time limitation made it impractical to include more respondents in the study.
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