EFFECT OF TAX EVALUATION ON THE REVENUE GENERATION IN LOCAL GOVERNMENT ADMINISTRATION 
(A CASE STUDY OF OFFA LOCAL GOVERNMENT AREA, KWARA STATE)

By 
FASASI ADURAGBEMI SHAKIRAH
HND/23/PAD/FT/262
BEING A RESEARCH SUBMITTED TO THE
DEPARTMENT OF PUBLIC ADMINISTRATION
INSTITUTE OF FINANCE AND MANAGEMENT STUDIES (I.F.M.S), KWARA STATE POLYTECHNIC, ILORIN, KWARA STATE


IN PARTIAL FULFILMENT FOR THE AWARD OF HIGHER NATIONAL DIPLOMA (HND) IN PUBLIC ADMINISTRATION



CERTIFICATION
This is to certify that this project has been accepted and approved as part of the partial requirement for the award of Higher National Diploma (HND) in Public Administration in Department of Public Administration, Institute of Finance and Management Studies, Kwara State Polytechnic, Ilorin.

______________________				_____________________
MR. ABDULKADIR A.K					DATE
Project Supervisor



______________________				_____________________
MR. OLOWOOKERE A. O.				DATE
Project Coordinator



______________________				_____________________
MR. SERIKI I. A.						DATE
Head of Department


______________________				_____________________
EXTERNAL SUPERVISOR					DATE



DEDICATION

I dedicate this work to God Almighty, the author and finisher of all works and also my parents Mr and Mrs FASASI




















ACKNOWLEDGEMENT
 
My sincere gratitude goes to the giver of life  because his the strong pillar behind my back, it has been Allah right from the start despite the challenges throughout my program Allah never fail. 

I appreciate my project Supervisor in person of MR. AJADI K for his fatherly love and for his perfect attention that was given to me to enable me complete the project successfully. I pray may almighty Allahcontinue to bless you (AMEEN ).

I celebrate this irreplaceable , caring, lovely, understandable and wonderful parents in person of MR & MRS FASASI for there spiritual, financial, moral and parental support. Thank you for not getting tired of me I pray you shall live long in sound health to enjoy the work you've laboured for (AMEEN).

I also appreciate my elder siblings Halimah,Omotoyosi and oluwafemmy for there  support and love, the promise of God for your life shall come to reality.

And to my friends (yetunde,Zara,kamila,wasila)and love ones I say a very big thanks to you all for your good heart and good vibes to make me achieve my goals, am very grateful I love you all.












TABLE OF CONTENTS
Title Page
Certification 
Dedication 
Acknowledgments 
Table Of Contents 
CHAPTER ONE: INTRODUCTION 
1.1 Introduction
1.2 Aims And Objectives Of The Study
1.3 Significance Of The Study
1.4 Scope And Limitation O The Study
1.5 Definition Of Terms Used
1.6 Organisation Of The Study
References
CHAPTER TWO: LITERATURE REVIEW 
2.0 Literature Review
2.1 Introduction
2.2 Theoretical Framework
2.3 Current Trends in Thinking  
2.4 Summary of the Chapter 
References
CHAPTER THREE: RESEARCH METHODOLGY
3.0 Methodology/ Research Method 
3.1 Introduction 
3.2 Sample and Population of the Study 
3.3 Sources of Data/ Data Collection Instrument 
3.4 Method of Data Analysis 
3.5 Research Problems
References 
	CHAPTER FOUR: DATA PRESENTATIONS 
4.0 Data Presentation And Analysis 
4.1 Introduction 
4.2 Brief History of the Case Study
4.3 Presentation of Data
4.4 Analysis of Data
4.5 Testing of Hypothesis/ Discussion of findings 
4.6 Summary of the Chapter 
References
CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATIONS 
5.1	Summary 
5.2 	Conclusion
5.3	Recommendation
  Bibliography







CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND OF THE STUDY
	The rise of globalization in political social economic technology areas crucially affects communal and organization live of industrial in the society, in pararel with this development.
	Organization management are obliged to develop new management techniques to struggle even harder competition condition. These modern management techniques to a large extent aim to raise employee performance by using the power of communication (Erogiuer 2011).
	The beginning of the universe was the beginning of communication. Thus communication facilitate transformation of the human society. Communication is a many sided phenomenon that means different people. It is process of means of access to the mind or thought of another.
	According to Wilson (1997), communication can also be seen as a reduction of uncertainty, thus communication is an exchange of meaning according for organization and human as a social being, communication has a vital importance whether pros or cons are inseparable piece of lite and also has an important role in all activities aimed at gaining organization objective (Ada et al., 2008).
	Attention has been given to the study of organization communication behaviour research as a result of the significance of this variable to organization effectiveness. For instance, it has been found that effective communication improve job satisfaction (Holtzhausen, 2002) and which in turn improve productivity (Litters & Eyo 1982). Research has also shown that communication improve employee job performance (Gonis, 2007), while poor communication result to low employee commitment to the organization (Kramer, 1999). Chen et al., (2006) point out that research is lacking in examining employee satisfaction with communication process.
	There is therefore the need to explore the relationship between organizational communication and worker performance since communication integrate different units and function in the organization.
	Communication is the human activity that link people together and create relationship (Duncana Moriaty 1998). This means that individual relate with each other by means of communication. It is the glue that binds people together in an organization. Managers love traditionally spent the majority of their time communicating in one form or the another (Face-to-face discussion, memos, notice board, mass meeting, employees handbook, public lecture e.t.c.)
	Today, however more and more workers find out that an important aspect of their work is communication which is the mutual exchange of understanding originating with the receiver that leads to effective because it’s the essence of management. The basic function of management (Planning, organizing, statting, directing and controlling) cannot be performed well without effective communication. Different units exist in an organization and it is through communication that interaction take place for the attainment of organization goals.
	On the other hand, worker performance is regarded as how well employee is able to dispatch his/her duties to the specific organization. Setting and clearing communication performance standard and expectation, observing and providing feedback and conducting appraisal enable you to achieve the best result through managing employee performance. According to Bass (1985), employee choose to perform task out of identification with the manager or with the organization goals and objective. However, better performance can be achieved only when there is reasonable level of expectation. Fit end when the social exchange manager and employee is fair and equal Wang (2005) within the perspective of human resource management, it has often been theorized that employees, knowledge, abilities and skill will enable them to be good performs when they are hired.
	Thus, the management must gear its policies and objectives in such a manner that employee perform their work and do their assigned task. We are living in a time when communication system are evolving rapidly which is essential for success and growth of an organization and is being perennisily called upon to play a greater role in the quest for economic and political  stability. Effective workplace performance is the key element in the success of an organization and the effectiveness of the worker employed will determine just how successful the organization will be effective communication between employee and manager is crucial in that employees will need to provide a clear job description for every employee which wound make employee have immediate access to the necessary tool to complete each assignment given to them. Communication cover all activities that the management does to enhance worker performance.
	Despite the above numerous advantage of effective communication business all over the world today is very challenging to stay profitable in the highly challenging and competitive global market economy, all factor of production i.e. men, machine, method, market, money and materials should be wisely managed. Among the factor of production, the human resource constitutes the biggest challenge because unlike other input, employee management demand skilful handling of thought, feelings and emotion to secure highest productivity. Organizational communication play an important role in this challenge. Inability of a heads or manager of any organization to coordinate a perfect and smooth flow of communication interaction among employee and outside business environment may likely create and facilitate low productivity with high degree of worker boring and disceray. However, people understand and interpret message differently. In communication, there are many unwanted interference that can distort a message and remain always a potential threat to effective communication because, it can interfere with the accuracy of a message being communicated (Koonte 2001).
	Similarly, organization in Nigeria have been faced with an array of problem that seem to be an impediment to the growth of any organization such as mismanagement of fund and resources, poor leadership skills, low level of real income, and poor infrastructural facilities to mention but a few. It is this context that this study examine the impact of communication on worker performance, their productivity and their general commitment to work using selected branches of Ibadan electricity and distribution company Ilorin as an empirical study.
1.2 STATEMENT OF THE PROBLEM
	Most business organization today have in their bid to satisfy their customer in quality or quantity of such goods and services provided but in terms of creating adequate awareness and enlightenment  to its customers before a product is made available for its market, organization should determined which method to be used to communicate it to the potential customers. The task involve the use of effective communication between marketing firm and it target audience. It is through communication about their product. If price performance where it can be purchased e.t.c.
	In communicating a  product, marketers are faced with both controllable and uncontrollable problem such as the product, price, promotion, competitor and economy of the nation e.t.c. to solve these problems organization should put up a communication message that will attract attention, hold interest, arouse desire, amd elicit action by choosing  the most efficient means of getting their message across to their target audience or potential customer. Many researchers have worked on communication and performance e.g. Dogan 2005, Altinoz 2008, Azamn 2014 e.t.c. But none has written on the impact of communication on worker performance in Ibadan electricity distribution company Ilorin. This study intend to fill the gap.
1.3 OBJECTIVE OF THE STUDY
	The broad of this study is to examine the impact of organization communication on worker performance. The specific objective are to:
i. Determine the level of communication within an organization.
ii. Determine the impact of organization on workers performance.
iii. Examine how communication influence workers.
iv. Determine the extent to which communication affect the level of worker 	commitment.
1.4 SIGNIFICANCE OF THE STUDY
	The study will contribute to the body of existing knowledge. It will help to know the historical of Ibadan Electricity and Distribution Company. The study will serve as guidance to policy maker. Besides it will also serves as material to other researchers in relevant area.
1.5 RESEARCH HYPOTHESES
	H1: There is a relationship effective between effective communication 		and worker performance.
	H2: There is relationship between communication and organization 			productivity.
	H3: There is relationship between effective communication and level of 		worker commitment.
1.6 SCOPE AND LIMITATION OF THE STUDY
	The geographical scope of the study of Ibadan Electricity and Distribution Company Ilorin while the subject focuses on communication and performance. The timeline for this work cover the period of 2014 – 2017.
	The limitation for this study include time and financial constraint and non-availability of some document that are relevant to this research work.
1.7 ORGANIZATION OF THE STUDY
	The study is divided into five chapter, chapter one contain introduction, statement of problem, objectives of the study, significance of the study, scope and limitation of the study, the definition terms that are used in the study and references.
	Chapter two focuses on literature review and theoretical frame work, current trend in thinking, summary of the chapter with references.
	Chapter three deal with research method which includes, introduction, sample and population of the study, method of data analysis, research problem and references.
	Chapter four has to do with data presentation analysis and interpretation and interpretation of findings introduction, brief history of the case study, presentation of data, analysis of data, test of hypothesis, summary of data and reference.
	Chapter five contains summary, recommendation and conclusion with bibliography.
1.8 DEFINITION OF TERMS
BARRIER: Barrier is anything that disturb weather or block communication either internal or external are refer to as barrier communication. Communication is the process of sending or transmitting a message from the sender to the receiver. It is also the process of creating, transmitting and integrating idea, fact, opinions and feeling.
FEEDBACK: This refers to reversal of communication process, it deal with the receiver reaction to the sender message.
ORGANIZATION: This can be seen as entity. It is a group of people bind together to provide unity of action. Action for the achievement of predetermined objective.
RECEIVER: This refers to the person whose sense perceiver the sender message.
SENDER: This means initiator of the communication the message is the information itself.
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CHAPTER TWO
2.0	INTRODUCTION
The chapter focuses on scholar “opinion on communication and theoretical framework
2.1	CONCEPTUAL DISCOURSE
2.1.1	COMMUNICATION
	Communication is the process by which information is transmitted between individual and organization so that understanding response could be active, he also further defined communication as the process by which information is passed between individual by means of previously agreed symbol. Udah and Udah (1979) presume that communication is the process by which the person or a group share and import information to another so that both party will understand one another.
	Communication covers all activities that an individual does when he want to make a transformation in someone else mind. This is a meaning bridge between an individuals or individuals and organization. Communication is a process that contain expressing, listening and understanding (Baners and Dayal, 2005) similarly emphasing social aspect of communication, communication that take part on the base of social life and form the content of organization structure is a process which aim at conducting good relationship between groups and organization (Dogan 2005).
Price (1997) define organization communication as the degree to which information about job is transmitted by an organization.
Ayatse (2005) observe that communication is needed to established and disseminate the goals of the enterprise. This is because the competencies and skills they posses will enable them to exhibit work behavior appropriate and relevant to the performance of the job. It is further theorized that employee are likely to be more productive if their performance is rewarded assuming that the reward received has value to them as argued by the expectancy theory (Victor vroom, 1964) communication is vital in  organization such that open (1997) argue that communication has a vital role in the failure or accomplishment of any organization it is used for the purpose of resolving the contraction in work organization in other hand that such organization may progress people must come together, think together, work together, learn together and advance together. Human interaction allow man to forget new horizon and explore new possibilities thus, by meeting people they can communicate in the language of themselves. The variety of communication aids/reacquires used in an organization its kind and range of personnel that best suit the management and also the location of the workplace.
According to Ince and Gul (2001) communication is the exchange of ideas, emotion and opinion through words letter and symbol are transfer truly or not to what extent symbols meet the transmitted message and how effective transmitted fact on the receiver (Kalla 2005).
Baltas and Baltes (2002) without communication through readings, listening (The receptive skills) mankind wound find I difficult to unravel some of the mysteries of life. Those thing that we are ignorant of or have knowledge of or that we have doubt about can explained to us better through communication. Alhinoz (2008) define communication as a means through which the task and the resource needed to carry out an assignment, the role and duties and the expected result are made known to the subordinates. This means that communication I the transfer of message, followed by feedback, from the receiver to the sender, indicating an understanding of the message.
Multidimensional aspect of the notion of communication along with its analyzes from different viewpoint affect its definition, communication is needed to review, conceptualize and direct interaction in an organization employee communication is the dissemination of information which is related to the daily performance an employer’s job and also important it the worker is expected to be an effective number of staff. It connotes a consideration of being as a vital resource (Buchanan and Doyle 1999). Communication is the transfer of information from sender to receiver, with the message being understood by trhe receiver. Myers and Myers (1982) define organization communication as the central binding force that permit co-ordination among people and thus allow for organized behavior and Rogers and Rogers (1976) who argued that “The behavior of individual in organization is best understood from the communication point of view”. In many ways, organization have evolved in direction that make the latter view more appropriate changer confronting organization and the associated changes in organization forms have made organizational communication increasingly important to overall organizational functioning.
Communication is said to be foundation for sound management, communication help greater co-ordination and interaction among workers, good communication helps in establishing link between different hierarchies and function of management communication clear confusion, misunderstanding communication clear confusion, misunderstanding and delays in administration, it help in achieving maximum productivity with minimum cost, it help in building genuine human relation. Communication is not only an essential aspect of these recent organization changes, but effective communication can be seen as the foundation of modern organization (Genies and Metes 1992) D” Aprix 1992, witherspoon 1997. Von krogh et:al 2000). Effective communication is needed for management to develop and sustain a competitive advantage for organizational performance and improvement (Aviolio, Lado, Boyd, Wright, 1992, Rowe,2001). Effective communication between leaders and employee is critically important for the potential success of a company. Leader need to enact strategies to improvement in supervisor-subordinate communication will assist organization toward the goal of managing diversity by promoting equality and integration in the workplace.
Effect communication succeed when employees support the leader and the organization it there is a belief that employee effort will be rewarded leadership succeeds when initiating response or responding to change and leadership is inextricably linked to the credibility of those leading. Constituent will become willingly involved to the extent that they believe in those sponsing Association between employee satisfaction and job performance suggest that an important contributor to the employee’s engagement within the organization is the leader employee relationship. Foong (2001) conclude that manager use leadership behaviourn to influence employees lee and change (2009) explain that an excellent leader not only inspire subordinates, giving them the potential to enhance efficiency, but also meet their requirement in the process of achieving organizational goal.
How a leader communication is as important as to how he leeds. The leadetr is the guiding force within a group and organization.
A leadership style that resonate with followers conversely, poor leadership styles lead to poor communication and can have effect on workers performance and in turn productivity. The process by which employee and made aware of organizational goal and their involvement in the achievement of them is recognized to play an important role in fostering job commandment (Anderson  and Martin, 1995; Hasking, 1996).
Gonis et:al (2000) and ooi et:al (2006) find organization communication to have an important positive association with effective commitment, whilst (brunetto and farr-whartos”2004) finding “suggest a strong relationship between communication processes and job satisfaction and affective job commitment” the importance of communication may appear intultvery obvious. But does research support this assumed importance the short answer is yes. Research has shown that “ when employee need are met through satisfying communication; employee are more livercy to build effective work relationship.
2.1.2	ORGANIZATIONAL COMMUNICATION                                                                                                                                                          
Kreps (1990) define organizational communication as the process whereby member gather pertinent information about their organization and the changes occurring within it. Generally organizational communication has the objective the primary objective is to inform the workforce about their task and the policy issue of the organization (De Ridder, 2003, Franci, 1989). Organizational communication is define a “transmitting news about the work from organization to employees and through employee (Phattenachewapul/ ussahawantchakit, 2008; chen et:al 2005) The second goal of organizational communication is to construct a community wthin the organization (francis, 1989; Postmes et:al 2001; De ridder 2003) meaningful communication inform and educates employee at all level and motivate them to support the strategy (Barret 2002). This is important as positive attitude to change are vital in successful change program (Kotter, 1996) as resistance to change is one of the biggest bamer to overcome meaningful communication require a degree of cognitive organizational reorientation (Van Vuren and eling, 2008) i.e comprehension and appreciation of the proposed change.
Elving and Hansina (2008) carry out interview research between management and employees during organization change. The most important conclusion drawn was the success of the dissemination and adaptation of organizational change significantly depend upon communicative and informative skill of managers at all level. Although leader appear to be aware of fast change within organization (Dolden Gosling, (2006) found that along with the role of management on the contribution of the workplace to the impending change distribution of information and actual communication regarding the need for the change and the objective of the modification in business organization are also critical Elving (2005) proposed a conceptual framework to study communication to organization experiencing change. Six proposition were developed that all simultaneously influence readiness for change. The level of readiness in this framework indicates the degree of effectiveness of change. The first proposition stated that low level of resistance to change or high level of readiness for the change is an indication for effective organizational change. The second proposition stated that communication needs to inform the organizational member  about the change and how that change will alter be individual work. 
The third preposition advocate that communication should be use to create a commitment, trust and identification with the organization and management. The next proposals looked at uncertainty in that high levy of uncertainity will have negative effect on readiness to change. The fifth proposition focus on the effect of downsizing creating loss of job and feeling of job security affecting readiness to change. The last proposition was related to fourth and fifth proposition which states that communication will show impact of feeling of uncertainity and job insecurity. According to klein (1996), the communication strategy should coincide with the general stage of the change process and the relevant associated information requirement based on lewin’s  change model (1951), klein as identified the objective and communication and need to each stage of the change process:
i) Communicating During the Unfreezing Stage: During the stage, the primary communication objective into prepare employee and the organization for the change. This step is also identified as “readying” the organization resistant will increase at the same rate with how big the change is how much effect the organization. However, it is much easier overcome this resistant if the communication strategy is designed to account for the initial resistance (klien,1996). In order to ready the organization for change, it is important to communicate is the need for change and what is going to happened and why ought to be conveyed.  the first thing that need to be communication is the need for change, his first message should come from the top management of the organization. Although written communication followed by question and answer meeting has been proved to be effecting way of communication, face to face communication is important in this stage (klien,1996). 
Communicating during move stage. When changes its been implemented, there is a lot of organizational activities. Because most of the employee are not directly involved in the change process and do not know exactly what is happening the level of uncertainty raises and rumors appear. Thus, communication in this stage is very important and as the following objectives:
(A) To provide those not involved in the implementation with detailed and accurate information of what is happening.
(B)  To provide those involved in the process with information about their role in the change process, as well as information about how the change will affect them, and their new roles and responsibilities and to dismiss all the misinformation that is circulating through the organization. because the change is beginning to have more tangible outcomes and some organizational impact, the communication should have a more specific character in the first stage (klein,1996).
III) Communicating during the “refreezing” stage. the primary objective during this stage is to build structure and process that supports the new ways. the communication should center on answering employee’s regarding efficiency, reward, control and relationship role in this stage, the responsibility of communication with employee’s shift from the CEO and the management, down the hierarchy to the management. The information flow should be continuous. concrete and multidirectional, so that employee have enough understanding of the personal implication the change has, because of the investable misunderstanding that may occur in this stage, communication should primary concentrate on making public the success of the change and spread the bond to employee (Klein 1996).
It was recognized that effective and appropriate communication is a vital ingredient in the success of any change program (Kotter,1995, Lewin 1951, Erickson 1992). internal/communication represent the communication and interaction between the employee and member of an organization. traditionally internal communication was defined as “communication with employee internally within the organization” (cornerlissen,2008) innovative technologies have made it easier to generate, distributor and accumulate written document, to exchange message, work together and organise meeting despite of space and time proximity. electronic mails, internet and video conference are few of the communication tools used to inform employee in relation to news and activities of organization. diet define internal communication as “a way to describe and explain organization” (Jublin and Putnam 2001). It specifies that communication is the central process through which employee exchange information, create relationship and build meaning, values and an organizational culture, smythe (1996) argues that challenge is not only managing media and using more media, but reducing communication pollution and discipline the torrent of information from management in order to increase individual understanding.
2.1.3	OBJECTIVE OF CHANGE COMMUNICATION
Change communication sound focus on addressing the issue of employee and provide humane touch, communication researcher have desired the purpose of communication content in a change process as: spreading a vision (103), minimizing incertaining (Klein, 1996), gaining employee commitment (Kotter, 1995) involving employee by seeking their input into the content and process of the change (Kitchen and Daly 2002), overcoming barrier to change (Carnal, 1977) and challenging the status quo (Balogun and Hope 2008), few of the objective of communication carried out during change management are as follows:
i. Tackle queries of employee: Communication most address the information of employee the management of change and the motivation of employee (Dolphin, 2005) excellent communication means that everyone in the organization at all level understands the need for change, what that change are and how the until affect the change are each individual’s work.
ii. Generate community spirit: Organization communication is considered as an important antecedent of the seat categorization process which helps to define the identity of a group and to generate a community spirit, which fit into organizational requirement (De Ridder 2003, postmes et al 2001: Meyer and Allen, 1997).
Communication to create a community within organization shows in for instance high commitment to the organization of the employees, in trust of employee with management and in organizational identification (Elving, 2005). 
iii. Build Trust: The dominant perspective in literature (Dirks and Ferrin 2001) is that trust result in distinctive effect such as more positive attitudes higher level of performance (Jones and George,1998: Mayer et al 1995) Cheney (1999) suggested that value in the workplace can be evaluated by the role communication plays Chia (2005) affirmed that “trust and commitment are by product of process and relationship satisfactory for both parties, such as open, appropriate, clear and timely communication (p.7). Trust can be convened through effective communication (Mishra and Mishra 1994) va openness and concern communication practice within an organization are expected yo have an important influence on the degree to which employee trust their manager and as the organization’s top echelon 185 well as their commitment to the organization.
iv. Motivate employees: Motivation is the influence or drive that causes us to behave in a specific manner and has been described as consisting of energy direction and sustainability (Kroth, 2007). Communication is also proved to be effective tool for motivating employee involved in change (Huecke, 2003). Organization communication scholar have shown that the adequacy has also contributor to employee “Job satisfaction which encourage the staff Carlisle and Murphy (1996) suggests motivating other to communication effectively and address employee” Quenies.
Motivation theories explore the numerous approacties to meet individual needs, inclouding expectancy theory (Vroan, 1964) need theory (Maslow, 1954) reinforcement theory (Skinner 1971) and the broadly used goal theory (Karoly, 1993). It has been show that predictor of motivation include job satisfaction perceived equity and organization commitment (Schnake 2007). Motivation is either positively or negatively influenced by the experience an employee has inside a given work environment and with leaders (Gilley et al 2009) powerful motivation promote strong effort to complete the action in spite of huge difficulties. Kantner (1983) say an important change require a leap of faith into the unfamiliar. The higher the level of emotional experiencing. The higher will be level of receptivity to a proposed change (Huy, 1999). 
v. Employee commitment: Communication studies find commitment is linked to employee voice and argumentativeness which concepts involve freedom to speak up about concerns and ability to argue the issue surrounding the concerns (Gonden and Infante 1991); Gorden et al 1988; Intante Golden (1991). The effectiveness and commitment of employees depend largely on their knowledge and their understanding of the strategic issue of the company (Tucker et al 1996) communication need to be well managed so that at anytime during the change process confusion is avoided through clear, accurate and honest messages, by using a variety of media with high coverage and impact (Abraham et al, 1999) Dascale (1984) assure that people committed to a vision more important than a well thought out strategy as they successfully accelerate the change process (Larwood et al, 1995).
Allen (1991) tested a model of communication source along with commitment and perception of support. Allen found commitment and support comes from communication with top management and superior. Sincere and effective communication styles among organization member enable member to integrate the organization through internalization of the organization’s objective and rules by the employee. Thus commitment of the person who work in this atmosphere increase and as the rise of job satisfaction, employee contribute to the increase of organization’s success. Miller (2003) also state the concentration and passionate dedication are necessary to achieve distinctive competence and success.
vi. Employee participation: A study by parker et al (1997) showed that employee participation was associated with higher job satisfaction and better well-being individual tend to report higher job satisfaction when they have an opportunity to provide input into had decision are made (Konousky and Folger, 1987; Lind and Tyler, 1988). Hyosook (2003) state that excellent organization enclose management structure that empower employee participation in decision-making.
According to Heller et al (1988) increase employee has been found to have a positive effect on the efficiency of the decision-making employee who participate in the decision making process have higher level of satisfaction and communication to the organization performance (Glew et al 1995). A growing body of research suggest that employee involvement has a positive impact on change implementation (Sims, 2002) and productivity (Huselid, 1995). Specially, relinquishing control and allowing employee to make decision yields constructive result (Risher, 2003). Kotter and Schlesinger (1979) post that those allowed to participate meaningfully in change are more committed to its success because their relevant contribution are integrated into the change plan.
vii.  Reduce uncertainity: Information is not only a pre-requiste to the ability of influencing the outcome (Terrt and Jimmieson, 1999), but knowledge about the motive for change slao facilities reducing uncertaininty and creating readiness for change. Effectiveness change communication can be viewed as a way to managed uncertainty (Difonzo and Bordia, 1998) uncertainty of employee during change process will reflect on the implication for the individual employee or the environment that employee is doing his/her work in.
viii. Job Security: Recent meta-anaytic evidence demonstrate that employee when see their job as lacking security tend to have lower job satisfaction, less organizational commitment and a stronger intention to turn over (Sverke et al 2002) prior research show that those remain after workforce reduction often believe their jobs no longer offer security (Arm strong-stassen, 1998). The result of a cross-sectional study of 3881 employee from 20 organization in Flanders and Brussels showed that organization communication and participation were negatively related to job security (Eist et al 2010) organization can take measure to prevent the most negative impact of job from occurring by, by providing accurate information and enhancing communication, supplying retraining for alternative employment and training their employee in hold to cope with the stress created by job security (Hartley et al 1991 Heaney et al 1994 kets de vries and Balazs 1997).
ix. Add feedback: Appropriate communication provide employee with feedback and reinforcement during the change which enable them to make better decision and prepare them for the advantages and disadvantage of charge (Peterson and Hick, 1996).
2.2	THEORETICAL FRAMEWORK 
	CONSTRUCTIVISM: Theory that focus on the ability to different the way people make sense of things (i.e personal constructs) and to create person-centend messages.
	COGNITIVE- BEHAVIOURAL THEORY: Theory suggesting that the way individual construct or interpret event and situation mediate how they subsequently feel and behave. Communication is used to disconfirm irrational belief and teach strategies for change including cognitive restricting.
	SOCIAL JUDGEMENT THEORY: Theory postulating that people to communication with latitude of acceptance rejection or non commitment. Depending on ego- involvement (i.e. how important an issue is to them), people can be influenced along certain attitude.
	ELABORATION LIKELIHOOD MODEL: Theory indicating that people respond to message along one of two paths. The elaboration (i.e. central) path or the peripheral path. The elaboration path is associated with reflectively about  internalizing and processing information in a fair and objective manner, most message an processed via the peripheral route in an effort to avoid information overload. This pathway is not associated with long term program success.
	THE EXTENDED PARALLEL MODEL: A fear appeal theory postulating that threat motivate action (e.g. too much unprotected exposure to the sun causes skin cancer) and that perceived efficancy (i.e. confidence in ones ability to take recommended action) determine whether the recommended action taken (e.g. wearing of hat or using sunscreen when in the sun) control the danger or control the fear (e.g. getting skin cancer). For communication purpose, it is important that high efficacy message (e.g. sun screen is easy to obtain and apply) accompany high threat message (e.g. one needs to avoid skin cancer).
	The Spiral of Silence: Theory indicating that the fear of isolation causes people to remain silent about majority opinion and even adopt the majority opinion and even adopt majority opinion despite personal and philosophical concern. The mass media may perpetuate this repression of view through constant repetition or coverage or certain herus .
	Theory of Reasoned Action: Theory asserting that behavior is predicted by intention  related  to the behavior. These intention are in turn predicted by attitudes toward the behavior and by subjective norms. Subjective norm are predicted by normative believe and the motivation to comply with those normative belief. Persuasive communication should target the audience. Salient about the consequence of performing a certain behaviour and the audience attitude towards those consequence. To persuade, communication should also address the audiences believe about what people think about the behaviour and the audiences motivation to comply with the perceived belief of others. (i.e. to adopt the subjective norm).
THE AGENDA SETTING FUNCTION
	Theory suggesting that the mass media strongly influence and shape people thought and then priorities they develop. For example if a specific health problem receive constant attention in the media, the population may soon believe through association that the health is an important one.
	Cultivation Theory: Theory indicating that television has become a primary source of information. What people see on television, particularly with respect of violence cultivate a distorted view of reality and build exaggerated social norms.
	Stage of Change Model: Theory postulating that behaviour is a process and not an event. Individual are at varying level of motivation or readiness to change. People are different points  in the process of change can benefit from different intervention matched to their stage at the time.
Health Belief Model: Theory relating to how individual perceived  the threat of a health problem and appraise recommended behavior for preventing or managing the problem.
	Consumer Information Processing Model: Theory of how individuals (i.e consumer) acquire and use information in their decision making.
	Socio Learning Theory: Theory indicating that people learn not only from their own experience but also by observing the action of others and the consequence of those action (i.e. modeling).
	Community Organization Theories: Theories suggesting that as problem solving skills of a community are enhance through locality development, social planning, and social action, the community is empowered to achieve concrete change to redress social injustice.
Organization Change Theory: Theory that process and strategies for increasing the chance that health policies and program will be adopted and maintained in formal organizations.
	Diffusion of Innovation Theory: Theory addressing how new ideas, product, and social practice are spread within a community or from one community to another.
2.3	CURRENT TREND IN THINKING
2.3.1	COMMUNICATION PROCESS
The process of communication is also referred to as communication cycle they are highlighted below:
a. Conceiving the Message: This is the stage of deciding to communicate, it is here that ideal will be articulated in work, expression and on gestures.
b. Encoding the Message: The sender at this stage encode the message using appropriate language like spoken words, pictures, graph gesture e.t.c.
c. Selecting the Communication Medial: The choice of a medial will depend on a number of factor like proximity, official nature of message e.t.c.
d. Decoding the Message: The message should concern feature to make it comprehensive by the receiver.
e. Interpreting the Message: This is the correct interpretation of the message.
f. Feedback Process: This provide to means of reassuring the sender that the message has been comprehend and interpreted.
2.3.2	TYPES OF COMMUNICATION
FORMAL
	These formal system of communication that exist in nearly all organization are downward, horizontal and diagonal communication.
a. Downward Communication like fear say downward communication area reflection on management classical theories with placed primary emphasis on control, chain of command, flow of information this stated that it is used by management for sending others directive goal politics e.t.c. to employee at lower level of the organization.
Downward communication can be said to be the flow of information instruction e.t.c. From the high to the lower authority. In the other word, it is transfer of information from the management to the employees.
Frequently downward communication are assumed to be better than they actually are but unfortunately studies indicate that this assumption is invalid.
To make downward communication effective condition must be met by top administrator are information positive attitudes, planning, trust and pro-activiness. 
b. Upward communication system originate at the lower level of the organization and toward and flow toward the top, this communication system in an organization should help management in evaluating the effectiveness of their downward communication effort and enable them to the learn about horizontal problem, the organization which allows for this outlet for two way stress in communication usually improve the moral and attitude of it employess.
c. Horizontal Communication: this refers to communication between two parties which each other, for example between a based of department and another, or director and another e.t.c. this type of communication is very useful in organization, it saves time to reduce the fear of upended remounts and enhance problems solving between department or section. It is fresh type of communication is an organization.
d. Diagonal Communication: In organization apart from the strict hierarchical structure, there are other type of relationship, there could be an exchange of information between a director of a unit and typist either from own unit or outside it. Information gathered in the way of priviledge information. It is not official because it is possible that the typist hear the from the same town with the director. It could be of special relationship between the two, therefore, the type of communication is not deal as it could head to serious misunderstanding in the organization.
INFORMAL 
	Roger (1964) defines informal communication as the communication that is determined by proximity and mutual attractiveness of individual who interact in work, place and other social activities, it is also determined by similarities of value and social characteristics. Information communication are explained below:
a. GRAPEVINES: This concept started during the American civil war when this where used to connect telephone lines such information were  usually incomplete or distorted, but delay fisher notes that is very fast penetrated and accurate system which could be put to effective use by organization through care should be taken to avoid its negative effect but most grapevine store are accurate.
b. RUMOR IS ARTIFICIAL AND UNIDENTIFIED SOURCE: It is inaccurate, overblown malicious communication. There are basically three method of communication in the world today, they are highlighted below:
i. ORAL COMMUNICATION: This include direct speech, telephone conversation e.t.c. it is most common from communication. It is the most effective for immediate feedback and it is frequently used for internal communication. The spoken word is less form and more familiar, the degree of familiarity depending upon the person are addressing.
ii. WRITING COMMUNICATION: This is a major means of external communication through the telephone plays a larger role. Writing method include, cable telex, fax machine, telegraphy, typewriting, memorandum report e.t.c. It is sufficient to light here that letter play the major role in writing external communication either as original narration or to confirm something that has been discussed verbally. There are two objective involved here, first is to provide channel for communication and the second is to provide a permanent record, the communication is accurate, reasonable secret safety and also provide a records.
iii. VISUAL COMMUNICATION: Is not a universal language, however relevant picture when used effectively are usually well understood because they mirror life. This is very effective method of communication example are the chalkboard or blackboard, overhead project e.t.c.
 2.3.3	CHOICE OF COMMUNICATION
	The following should be considered when choosing mode of communication.
i. SPEED: It is necessary to determined the speed of the communication that will be quick response.
ii. SAFETY: Important message abd feedback need to be advisable to use writing communication.
iii. ACCURACY: Any important message must be accurate and unambiguous it is therefore necessary to use written communication when accuracy is demanded.
iv. SECRECY: If the content of the message is confidential. It may be wise to discuss it on telephone.
v. RECORD: Circumstance may warrant the production of a private or written record as evidence of certain communication.
vi. COST: The cost must be considered.
2.3.4	IMPORTANCE OF COMMUNICATION
	Over the year, the importance of communication of organize effort has been recognize by many authors. Bernard (1984), viewed communication as the means by which people are linked together for a common purpose. This is the fundamental function of communication and change cannot be affected.
	Psychologist have been interested in communication, they emphasized human problem that occur in the communication process of radiating, transmitting  and receiving information administrator demand information about what is real going on in the organization. Administrator who never leave the office and who rely on formal communication channel may receive only the information that place subordinate in a favourable light to overcome their isolation. Administration need to supplement the formal communication with information order.
	In its broad sense, the important of communication is an enterprise of organization is to affect change to the influence functioning of organization, because it integrate the administered function communication is especially needed to establish and disseminate the goal of an organization, develop plans for their achievement , organization human and other resources of the most effective and efficient way, select and appraise member of the organization, lead, direct and create a climate in which people want to contribution and control performance.
2.3.5	BARRIERS TO EFFECTIVE COMMUNICATION
	Barriers to effective communication can be define as blockage that obstruct the flow of information many time as will identified communication does not achieve its purpose. This is because of several factor which include the speaker, the receiver and environment in which communication take place, some of the barrier are highlighted below:
a. TIMING ON THE PART OF THE SPEAKER: Ineffective timing of the message could be a barrier to its being accepted.
b. CHANNEL SELECTION: Inappropriate channel selection could also lead communication barrier some message are best conveyed in a face to face situation while some are better written. It is left to the selector to choose the appropriate one.
c. FEEDBACK: This is suppose to aid the message progress and success the discerning speaker can be use feedback to adjust message, if it is to insensibly the message if the effect is producing is positive.
d. Geographical distance between an organization headquarter and its division could take a long time reading, receive the message implementation may be late.
e. LACK OF PROPER CONSULTATION: If a person is effected by a decision, the person ought to have been consulted before such a decision is made public. If this is not done, the intention could be misunderstood.
	Communication lead if the flow of communication is too much it can be barrier to communication as there would be overload which would lead to confusing signal also, if the communication in an organization is too little, the organization can not function properly and assertive.
2.4	SUMMARY OF CHAPTER
	The chapter revealed the role played by communication during change in business organization is essential for successful change management. The employee are the key source to bring about change in organization. To encourage employee for desired change organization must address the apprehension and issues related with them. Job insecurity should be decreased and a sense of community should be created so that employee may feel their responsibilities.
	The need for change and its advantage will motivate the staff to participate in change plan and execute it.
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CHAPTER THREE
METHODOLOGY
3.1	INTRODUCTION
	This chapter focuses on methodology to be used to carrying out this research work successfully. Descriptive approach and survey research was adopted for this study. This is because  Akindayo (1990), in the study emphasized that descriptive and survey method enable the researcher to obtain opinion of the largest population in order to find the perception of the entire population.
3.2	SAMPLING AND POPULATION OF THE STUDY
	The purpose of a sample is to get scaled down model of the total population because the sociologist want to generalize from the attribute, the distribution and their inter relationship observed in his sample to the attribute of the population. Hence because of the total population might be too large study, the researcher therefore restrict himself to a part of the population that represent the whole. In selecting a fair sample upon which valid conclusion could be drawn. Stratified sampling technique were used respectively. Some private organization in Lagos state were selected and a sample size of 120 staff was used for the study.
3.3	SOURCES OF DATA
	The study employed both primary and secondary sources of data. The primary source include information obtained through personal interview, observation and distribution of questionnaire to give good response of the secondary source include textbook, lecture note e.t.c. This is used for collection of data is the administering  of well structured questionnaire. The  questionnaire consist of two section. Section A of it information relating to the socio-demographic organization, sex, age, marital status e.t.c. While section B contains question on the respondent interpretation and perception of the impact of communication on workers performance. Thus question in section will be used to test the different proposed hypothesis in chapter one.
3.4	METHOD OF DATA ANALYSIS
	The data were analyzed using statistical technique which include both descriptive and inferential statistic. The frequency and percentage table were used for the descriptive statistic while the use of non-parametric test of chi-square also known as the goodness of fit test was employed for the inferential statistical analysis in other to confirm  the hypothesis formulated for the course of the study and it measure the reliability and significance of data to see whether or not deviation of the actual observed leads to the acceptance or rejection of the null hypothesis.
3.5	RESEARCH PROBLEM
	The limitation for this study include time, financial constraints and non-availability of some documents that are relevant to this research work.


CHAPTER FOUR
	DATA PRESENTATION, INTERPRETATION AND ANALYSIS
4.1	INTRODUCTION
	This section report as analysis major data collected from subject relating to communication and worker performance in Ibadan Electricity and Distribution Company Ilorin. Socio-economic characteristic of the respondents were first presented. Also the calculated chi-square of the hypothesis earlier formulated in the study was presented.
4.2	BRIEF HISTORY OF IBADAN ELECTRICITY AND 	DISTRIBUTION COMPANY ILORIN.
	The Ibadan electricity distribution (IBEDC) was recently acquired the privatisation program of the federal government by integrated energy distribution and marketing (IEDM) a limited liability company established by seasoned Nigeria technocrat with a track record of success in the private sector. IEDM was incorporated in 2006, with corporate headquarter in Abuja.
	The company, which is licensed to distribute and market electricity in Nigeria also own majority of the equity share of the Vola Electricity Distribution Company. IEDM has engaged the service of one of the most reputable electricity companies, the Mania Electricity Company (MERACCO), from the Republic of Philippine as its technical partner to provide technical and management services.
	MERALCO, which has over 110 years of electricity distribution and marketing experience, and extensive knowledge of operating the electricity business in a privatised and  comparative environment will give IBEDC the vital impetus to transform into a world class organization. Headed by Mr. Fortunato C. Leynes, a seasoned professional engineer as its managing director and chief executive officer, the Ibadan Electricity Distribution Company (IBEDC), whose franchise  area cut across Ogun, Oyo, Osun and Kwara and part of Ekiti, Kogi and Niger state has its corporate headquarter at capital building 115 Ring Road, Ibadan.
	IBEDC, being the largest electricity distributing network in Nigeria has twenty-two (22) business units spread across its franchise area, of the twenty-two (22) business units, four are in Kwara state. These are Baboko, Challenge, Jebba and Omu-Aran business unit. Eight are in Oyo state. These are Akanran, Apata, Dugbe, Molete, Monatan, Ogbomoso, Ojoo and Oyo business unit. Five business unit are in Osun state. These are Ede, Ikirun, Ilesha, Ile-Ife and Osogbo business unit. While five located in Ogun. These are Ota, Olumo, Ijeun, Sagamu and Ijebu-Ode business unit.
	The business unit in Ilorin have   service units under them which are strategically located to bring the service of the company closer to its customers and to prompt attend to customers complaints, especially electrical fault clearing.
	Presently, IBEDC has a total customer population of 1,136,593 and total installed energy capacity of 720.8 megawatts. The company however plan to quickly grow its customer base by enumerating and realizing those illegal customer of electricity in its network. This will no doubt reduce commercial losses and share up the revenue generation profile of the company. IBEDC also plans to reinforce the network of its franchise area by making substantial investment toward the upgrading of injection and sub-station, distribution sub-station and distribution lines. The company in conjunction with  MERALCO, its  technical partner is focussed on delivering excellent service to its customers by providing customers satisfaction through efficient, safe and reliable power supply system that would power industrial growth, generate employment and improve the quality of life of customer in its franchise area.
	The company is also focussed on exceeding the expectation of its teeming and stakeholder. This will be achieved through corporate re-engineering investment in human capital development. Capital expenditure on metering and cutting edge technology that will reduce both technical and commercial losses and improve efficiency with ultimate aim of delivering total quality service to its customer and ensuring  a decentre turn  to stakeholder. The core value of IBEDC are  honesty, integrity, timeliness, teamwork and quality service delivery to our customer and stakeholder.
4.3	DATA PRESENTATION AND ANALYSIS
Table 1: AGE OF THE RESPONDENT
	ITEM
	FREQUENCY
	PERCENTAGE

	21 – 29
	47
	39.2

	30 – 39
	33
	27.5

	40 – 49
	30
	25.0

	50 – 59
	10
	8.3

	TOTAL
	120
	100%


Source: Researchers Field Survey, 2025
	Table 1 indicate that 47 (39.2%) of the respondent was between the age 21-29 years, 33 (27.5%) were between the age 30-39. 30 (25.0%) were between  the age of 40-49 and 10 (8.3%) were between the age of 50-59 years. Thus, the result indicate that the active age range of workers is the age between 21-29 years.
TABLE 2: SEX
	Male
	84
	70

	Female
	36
	30

	Total
	120
	100%


Source: Researchers Field Survey, 2025
	The distribution of respondents by sex reveal that 84 (70%) were male and 36 (30%) were female. This indicate that a large proportion of those in these work force are males
TABLE 3: MARITAL STATUS
	Single
	52
	43.3

	Married
	57
	47.5

	Divorced
	9
	7.5

	Separated
	2
	1.7

	Total
	120
	100.00%


Source: Researchers Field Survey, 2025.
	The data in the above table shows that 52 (43.3%) were single, 57 (47.5%) were married, 9(7.5%) were divorced and 2 (1.7%) were separated. Thus, the result show that majority of the respondents are married.
Table 4: EDUCATIONAL QUALIFICATION
	SSCE
	20
	16.7

	OND/NCE
	32
	26.7

	HND/Bachelor Degree
	44
	36.7

	Master
	19
	15.8

	PHD
	5
	4.2

	Total 
	120
	100.00%


Source: Researchers Field Survey, 2025
	In another development distribution of respondents by their education qualification reveal that 20 (16.7%) have SSCE, 32 (26.7%) have OND/NCE, 44(36.7%) have HND/Bachelor Degree, 19 (15.8%) have Master Degree and 5 (4.2%) have PHD. Thus, the result show that majority of the respondents had HND/Bachelors Degree holders.
4.4	TESTING OF HYPOTHESIS
Table 5: The Relationship Between Communication and Worker Performance.
	Level of Effective Communication
	Very High
	High
	   Worker Performance

Average    Low       Total

	High
	33
	25
	4
	0
	62

	Average
	18
	22
	14
	0
	54

	Low
	1
	1
	1
	4
	

	Total
	52
	48
	19
	1
	120


X2 = 39.323 > X2+ (0.05) dx = 16   n = 120
	The above table show that effective communication has impact  on worker performance. This assertive can be linked to Ayatse (2005) in his study observed that communication is needed to established and disseminate the goal of the enterprise. This is because the competencies and skills they posses will enable them to exhibit work behaviour appropriate and relevant to the performance of the job. Also the context theory affirm the above result through the contention of (Pearce 1994, 1995; and Connen 1991, 1995) that  communication to effectively have impact in workers performance there is need for the message passed across to be properly understood by workers in a particular organization. It seek to explicate how the creation and maintenance of social relation materialize in talk.


Table 6: The Relationship Between Effective Communication and Organization Productivity.	
	Effective Communication
	High
	Organization  Productivity

Average    Low       Total

	Very Effective
	63
	12
	1
	76

	Effective
	20
	24
	0
	44

	Total
	83
	36
	1
	120


X2 C= 26.975 > X2 + (0.05) =5.991 df = 2   n = 120
	The second hypothesis tested on above showed that effective communication system helps in achieving maximum productivity within an organization in line with the above result. TSIR and Chuang (2009), observed “the total sum of an individual” satisfaction with information relationship variable has correlation with the variable such as job performance and turnover rate which suggest a link between communication and productivity as more complex than previously assumed. It is also believed that the mechanistic perspective is viewed on technical system that allows information flow from one direction to another through the informative function of communication which is enacted to provide needed information to personnel so they can do their jobs in an effective and efficient manner.
Table 7: The Relationship Between Communication and Workers Commitment.
	Effective Communication
	High
	Organization  Productivity

Average    Low       Total

	Very Effective
	63
	12
	1
	76

	Effective
	20
	24
	0
	44

	Total
	83
	36
	1
	120


X2 C= 20.179 > X2 + (0.05) =5.991 d.f = 2   n = 120
	From the table 7, it can be seen that effective communication affect the level  of worker commitment within an organization. Corvoborating based on the above result to Arnold (2011) observed that “the perception of people in the communication process must be considered for what they think or feel affect considerably how they interact with the organization environment”. (Brunnetto and Fair Whartons 2004) findings, “suggest a strong relationship between communication processes and job satisfaction and effective job commitment”
	The contextual view of communication and meaning rather than examining how discourse help create, maintain and give meaning to social relations. He  examine how the communication context itself is negotiated. Feedback exchange can be viewed as a process of interpersonal negotiation where through effective communication workers are committed to work.
4.5	SUMMARY OF THE CHAPTER
	The chapter present an analysis on the impact of communication on workers performance in Ibadan Electricity and Distribution Company Ilorin. It reveal that effective communication affect the level of workers commitment within an organization and not that effective communication has impact on worker performance. The second hypothesis tested on showed that effective communication system helps in achieving maximum productivity within an organization. Findings from the study reveals a strong relationship between communication processes and job satisfaction and effective job commitment. It is not worthy that out of a total number of three hypothesis tested, the null hypothesis statement of the three hypothesis was rejected.
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CHAPTER FIVE
	SUMMARY, RECOMMENDATION AND CONCLUSION
5.1	SUMMARY OF FINDINGS
	The study reveal that effective communication creates mutual  understanding between management and workers which helps in building mutual relationship among parties in the organization. Also, this study reveal that poor communication can affect worker performance. Also managers need to communicate with employee regularly to get feedback and offer suggestion in other to prevent confusion about future job assignment. This will help improve workers performance and organization productivity.
5.2	RECOMMENDATION
	Subordinate staff should be encourage to come up with idea and suggestion on decision affecting then and the superior should have patient in considering such ideal and suggestion. The company should create an effective forum where the subordinate with the superior can communicate tighter. This will be a good syndicate to tensional environment and excessive formality. The company should regularly articulate it policies, goal and objective to it workers in other to improve work performance. That is communication is a means through which to task and the resources needed to carryout an assignment. The role and duties and the expected result are made known to the subordinate which makes work easier for better performance. Ensuring that employer are made aware of communication problems and setting up appropriate need for communication.
	In addition top manager should communicate directly with their subordinate on issues of importance organization should eliminate the barrier on communication and create efficient, participative and transparent communication medium to improve workers commitment. Training employers on relevant techniques of communication particularly mechanizing that have been widely adopted e.t.c. Lastly, improvement on the provision of modern communication equipment should be enhanced from time to time to keep abreast with the modern one and faster the mode of operation in the  local government.


5.3	CONCLUSION
	Based on the findings of this research, the study has been able to reveal that effective communication creates  mutual understanding between management and workers which helps in building genuine  relationship among both parties in the organization. Also, this study reveal that poor communication can affect worker performance. Therefore, organization should regularly articulate it policies, goals and objective to it workers in other to improve work performance. That is communication is a means through which the task and resources needed to carryout an assignment. The roles and duties and the expected  result are made known to the subordinate which makes work easier for better performance.
	Also managers need to communicate with employee regularly to get feedback and offer suggestion in other to prevent confusion about future job assignment. This will help improve workers performance and organization productivity. In addition, top managers should communicate directly with their subordinate on issues of importance organization should eliminate the barrier on communication and create efficient, participative and transparent communication medium to improve workers commitment.
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