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CHAPTER ONE:
INTRODUCTION
1.1 BACKGROUND TO THE STUDY
Leadership has long been identified as a central factor in shaping organizational effectiveness, influencing not only the structure and culture of an organization but also the motivation and performance of its employees. In both public and private sectors, leadership is a dynamic process through which an individual influences a group to achieve common goals. The type of leadership style adopted by a manager or leader can significantly affect how employees perceive their work, their level of commitment, and ultimately their productivity.
Leadership is widely regarded as a critical factor influencing organizational success and employee performance. In public sector institutions like the Internal Revenue Services (IRS) in Ilorin, the leadership style adopted by management can significantly affect staff morale, motivation, and productivity. Leadership styles vary from autocratic and democratic to laissez-faire, each with distinct impacts on employee behavior and performance. Understanding how these styles influence productivity can help organizations improve management practices and achieve their goals.
Organizations in the public sector, such as the Internal Revenue Services (IRS), face unique challenges compared to their private counterparts. These challenges include bureaucratic bottlenecks, resource constraints, political interference, and sometimes low employee morale. In such environments, the leadership style adopted by managers becomes even more critical in influencing employee behavior, attitudes, and productivity. Leadership styles may range from autocratic, where decisions are made unilaterally, to democratic, where employee participation is encouraged, or laissez-faire, where employees have greater autonomy with minimal supervision.
In the context of Nigeria, and particularly in the city of Ilorin, the IRS plays a vital role in the economic structure of the state by ensuring effective tax collection and revenue generation. However, reports and observations indicate that the IRS in Ilorin is grappling with issues of low staff morale, delayed processing of tax documents, inefficient service delivery, and overall reduced productivity. These issues raise concerns about the effectiveness of leadership in managing human resources and aligning employee efforts with organizational goals.
This study seeks to examine the effect of leadership style on employee productivity within the Internal Revenue Services in Ilorin. Understanding how various leadership approaches impact employee motivation, job satisfaction, and work output will provide useful insights for public administrators, policymakers, and managers. It will also help in identifying leadership practices that can drive improved performance in public sector organizations.
Leadership focus as on influence the process that exists between the leader and subordinate as a social influence using various forms of power bases to manipulate the follower to do what they ordinarily would not do. Emphasis is on various theories and how it can be applied to different task.
	Throughout history, leadership has been recognized as a major factor of a group either to success or failure, whether in war, business protect movement, and regimental and political governance and even in a classroom. It is researched and most formally, discussed topic more than any other topic in behavioural science.
	Thus, leading is said to be an example: leading is a close man to man relationship. It involves the reaction of individual personalities to each other.
	Nevertheless, leadership has abilities and skills in directing the important factor to manager in order to secure efficiency and effectiveness. On the other hand, employee performance can be defined as an assessment of his or her abilities to meet the certain targets.
	Performance measures how far and how well an employee is said to be determined by the level of motivation, his activities and the way of understanding of how necessary behaviour is to achieve high performance.
	This is carriers out to ascertain the level of relationship between leadership and employee performance in service with	
At shit point, one leadership and employee performance, once employees are recruited, the demand at employer derive from them is the real anticipated need to carry out their duties effectively and efficient it now becomes the function of the management to design the duties and utilize the employee in the accomplishment of the organization aims and objectives. Leadership has been subjected to variety of definition in behavioral science.


1.2 STATEMENT OF THE PROBLEM
Employee productivity in government institutions like the IRS is often perceived to be below expectations. Several factors could contribute to this problem, including lack of motivation, inadequate training, and poor leadership. While previous studies have examined various organizational factors affecting performance, few have focused specifically on the impact of leadership styles within IRS offices in Nigeria. In the Ilorin office of the IRS, there appears to be a disconnect between leadership practices and employee outcomes. Complaints of inefficiency, low morale, and underperformance suggest a leadership gap that needs to be addressed.
Hence, this research aims to explore how different leadership styles influence employee productivity in IRS Ilorin. It seeks to bridge the knowledge gap by investigating whether certain leadership styles are more effective than others in motivating employees and achieving organizational goals in a public service setting.
1.3 RESEARCH OBJECTIVES
The objectives of this study are to:
1. Assess the predominant leadership styles employed within the IRS in Ilorin.
2. Evaluate the impact of these leadership styles on employee productivity.
3. Provide recommendations for enhancing leadership practices to improve employee performance. African
1.4 RESEARCH QUESTIONS
This study seeks to answer the following research questions:
1. What are the predominant leadership styles practiced within the IRS in Ilorin?
2. How do these leadership styles influence employee productivity in the IRS?
3. What strategies can be implemented to enhance leadership effectiveness and, consequently, employee productivity?
1.5 RESEARCH HYPOTHESES
The following hypotheses will be tested:
· H₁: There is a significant relationship between leadership style and employee productivity in the IRS, Ilorin.
· H₂: Transformational leadership style has a more positive impact on employee productivity compared to other leadership styles. 
· H₃: There is a significant difference in employee productivity levels across different leadership styles within the IRS.
1.6 SIGNIFICANCE OF THE STUDY
This study is significant for several reasons. Firstly, it provides empirical evidence on the relationship between leadership and productivity in the public sector, particularly within Nigeria’s tax administration. Secondly, the findings will be useful to IRS management in Ilorin and similar institutions in identifying effective leadership practices. Thirdly, it contributes to the growing body of knowledge on organizational behavior and public sector management. Lastly, it will serve as a valuable reference for researchers, students, and practitioners interested in leadership and employee performance.
1.7 SCOPE OF THE STUDY
The study focuses on the Internal Revenue Services in Ilorin, Kwara State. It covers all cadres of staff, including senior management, middle-level supervisors, and junior employees. The research will consider leadership styles such as autocratic, democratic, and laissez-faire, and how this influence employee productivity over the past one year. The study is limited to IRS Ilorin to allow for in-depth analysis within a specific context.
1.8 OPERATIONAL DEFINITION OF TERMS
· Leadership Style: The pattern of behavior a leader uses to influence employees. Common styles include autocratic, democratic, and laissez-faire.
· Employee Productivity: The efficiency and effectiveness with which employees complete assigned tasks and contribute to organizational goals.
· Internal Revenue Services (IRS): A government agency responsible for tax collection and revenue generation in Kwara State.
· Ilorin: The capital city of Kwara   State, Nigeria, where the case study is based.
· The following terms are used constantly in the study. As much, their Leadership: Is defined as a process of influencing the activities of an individual or a group in effects directed toward goals accomplishment in a given situation.
· Administration: This term shall be used interchangeably with the term “manager”. It refers to an individual who is saddled with the responsibility of planning organization, leading and controlling the effects of members of the group as well as being all other organizational resources to achieve set of goals.
· Employee: An individual permanently engage with employment/appointment abiding by the directives of the leader and carryout their responsibility by showing how skillful and qualified workforce, they are by contributing their respective quotas simultaneously to the achievement of goals and objective of any organization.





















CHAPTER TWO
LITERATURE REVIEW 
2.0 INTRODUCTION 
	Leadership can be defined as interpersonal influence, exercise in a situation and directed through the communication process, toward the attainment of specialized goals.
	Leadership is the abilities to direct employee in such a way that goals are achieved. Thus, building morale and motivating employee to work effectively are essential ingredient of a sound leadership Mallam Aremu, M. A. (2000 p. 34).
	Leadership is a highly behavioural function that requires a substantial involvement in personal relationship. Henry H. Albert chipped in the definition of leadership in his book “principles o9f Management” to be “in term of totality of function performed by executives as individual and as group”.
	Leadership might be appreciated from the vantage point of the particular superior-subordinate leadership that makes up the management structure.
	The responsibility of the superior is to direct behaviour into channels that promote the achievement of organizational and departmental goals.
	Actually, leadership is a process of influence and the process can be seen when people join together to accomplish some common objective through their collective effort Lour Morrish. In this book “Discipline of Education” related to meaning as leadership as “The Internalization of the other, the taking of the role at the other, is an intrinsic aspect of human thinking and leadership is any form in society becomes the prerogative of the individual must to internalize the roles of other. He also in cheated that, the leader is a multiple participator.
	Better still, leadership refers to person’s ability to guide, modify and direct the action of others such as a way to gain their cooperation in doing job. Beside, leadership is a key used in any organization. It is known to exist and to have tremendous influence on human performance. We attribute the success or failure of an organization to its leadership.
 	Akin add to the point above, from educational point of view J. S. Farrout in his book titled Principle and Practice of Education said and quote “Leadership required that you have aims that you believe to be worth of your children’s effort and ideals, and standard of behaviour, which you make that the bias of your relations with them. Furthermore, on the definition and contribution, of leadership Derek S. Pugh in his book “The crucial fact about leadership in any culture is that it is a complement to subordinate ship”.
 	Leadership involves manager or administrators dealing mostly directly with subordinate. By influence, the definition of leadership implies that a leader is an individual who is perceived by other group and it responsive to the group situation, he is the person who creates the effective change in group performance and is the person that succeeds in getting others to follow him/her.
Leadership is generally defined simply by HAROLD KNOOTZ and CYRILO’DONNEL (1974) as the act process of influence people so that they will willingly towards the achievement of group goals.
Leadership Style 
	Leadership is social influencing process for the attainment of goals. It is the ability of management to include subordinates to work towards group goals with confidence and keenness. The psychological model as suggested by Leland Bradford and Ronald Lippitt are the autocratic democratic and laissez- faire management styles.
i.		The autocratic management model describes a situation which by the leader gets other to do thing by given them no change to influence decision. In this models; the manager uses fear, threats his authority and personality   to get thing done through his subordinates.
ii.	The democratic model on the other hand seeks to persuade and consider the fallings of subordinate and encourage their participation in decision making. The models give subordinate great job satisfaction and enable them to corporate better.
It also allows objectives criticism and praise of the activities of the management.
iii.	Unlike the autocratic and democratic model, laissez faire is a week model that allows the subordinates to do whether they like in the organization with little or no interference from these managements. The control function of management does not exist as much in the type of model.
		In conclusion it is believed that democratic management model in the best style of management in that it allows for participation of subordinate in decision making in an organization.
		This has led to improvement in labour management relationship and increase productivities in the working place.
Emergence of leader in organizations.
Leaders can be emerging through any of the following:
 i.	A leader can be emerging through any of the following person can win the vote or have the two third (2/3) of the organization vote, such person can become a leader.
ii.	Also, a leader can be emerging on the basis of traditional and organizational culture e.g before someone can become a thing or a leader in some communities, such person must have come from a royal family.
iii.	A leader cans emerging through additional skill or quantification. Some organization emerge their leader through quantification and additional skill i.e anybody hat have the high qualification would be selected as the leader
2.1	CONCEPTUAL FRAMEWORKLeader
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Sources ; Mallam Aremu, M. A. (2000 p. 34).
This concept can be enlarged to imply not only willing to work with zeal and confidence. Zeal reflects orders earnestness and intensity in the exclusion of work confidence reflect experience and technical ability.
To lead is to conduct direct and precede leaders act to help a group attain objective with the maximum application of his capabilities.
They do not stand behind a group to push and produce, they provide coordinate sound and correct tempo through the integrated effort of the instrumentalist.
Depending upon the quantity of the director leadership the orchestra will respond.
According to Reberk Apple (1977), leadership is ability of management to include subordinate to work towards goal, confident aid kindness. In other words, leadership is a kind of inter-personal influence aimed at attending some goals, the essence of leadership role in business is found in the extent to which a management can influence the behavior action of his subordinate from this point of view, therefore leadership is followership unless the leader cannot order to do so as he want than be is not a leader and therefore can lead his follower.
Lous a. Allen (1974) sees leadership as the work a manager performs to cause people to take effect action.
Every group of people that performs near its total capability has some skills in the act of leadership the capability the ability motivation force are varying time and in difficult situation the ability to inspire and ability to act in manner that will develop a climate for responding to arousing motivation. 
To James A.F Stoner and R. Edward- freeman (1922), leadership is the process of directing and influencing the task-related activities of group members.
     Leadership is concerned with value and requires that follower be given enough knowledge of alternatives to make intelligent choice, when it comes to time to respond to leadership that can produce social change that will satisfy follow authentic needs. Whether or not we focus entirely on moral leadership and the leader who ignore the moral component of his position can be successful.
Dale Yoder (2005), he cross noted that “the leader defines and clarifies both established goals and the means which goals are to be achieved”.
Herberk G. Hichs(1987) defines leadership as the ability(through) whether means to influence the behavior of others in a particular directive.
The manager ability influence organization member through leadership will help determine the extent both individual and organization as a while accomplish their goal effective management.
Types of Leadership
Basically, the four type of leadership are authoritarian, democratic, formal and informal.

Authoritarian Leadership 
This means that the leader seeks obedience a dictator he determines the policy and assumed fully things by giving little or no scope to influence decision. He uses fear, authority, personality and threat to get things done.
Authority is the power to make decision which guides the over action of another, and it’s the power to exert obedience and to right conferred on an administration in an organization to make decision in the course of discharging his responsibilities to require subordinate to accept the decision if necessary to enforce them.
This type of leadership is most effective or desirable in situation in which time is the primary factors, it requires for less time in decision making process and this lead itself to much speed oriented situation. In other words, managers with an autocratic style tend to reply tend to rely on authority a system of regard and punishments.
Formal Leader
A formal leader is appointed to a position with the organization. A manager is therefore a formal leader appointed to his position and possesses delegated authorities attached to his position by achieving certain tilter abilities or qualification considered essential for the culture of the group. The King, Obas, Queen, Obis Chief and Emirs’ are formally leaders. E.g King becomes a person regardless of the birth to qualify for the leadership title; he must have to meet the conditions stipulated from the ascendancy to the position.
Informal Leader
     This type of leader exercises using over other behavior in group without using position or delegated authorities’ formal communication, direction and order i.e this is when people are equal where nobody is elected as a leader within then, but due to problem arises he is capable to solve the problem amicably. Through this he is a leader by informal.
Democratic Leadership
     Democratic leadership demonstrated respects for every person in group leadership responsibilities are shared.
     Decision making and communication are based on consolation, deliberation, and participation among group.
The leadership is based either on the popular election of the leader or on able qualified person being appointed through an established procedure of leadership.
Charismatic Leadership
This type is leadership is based on people’s faith and devotion to a certain person who has demonstrate unusual ability to lead through eloquent speeches and deeds of heroism from the welfare of the group. The leadership is adoring and the commanded unchangeable.
The authority is vowed to him by the group whatever he says is accepted as dogmatic truth.
Leissez-Fair Leadership
The leadership takes a passive stance towards the problem of the group or the organization the leader is supposed to be very tolerant and they want the leader in this respect does have authority on was of determination whether someone is wrong or right in given activities.
Coercive Leadership
The leadership is through force it is commonly called dictatorship it does not device its legitimate from those who are governed but leadership impose upon very little or no say at all about the way things ought to be done.
Transitionary
The leader under this style is personal that aware of both the organizational need and expectation at the group time to integrate the two. Transitionary leadership is thus a process through which the task and human dimension of organization reconceived and integrated.
Psedo-Democratic
2.2	THEORETICAL FRAMEWORK
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Sources; Stodgul (1994)
When it became evident that effective leadership did not seem to have any distinguishing trail research tried to isolate the behavior characteristics of effective leading.
In other words, rather than trying to give figure out what effective leaders were, researcher tried to determine what effective leader are and how they delegate task, how they communicate and tried them to motivate their subordinate, how they carried out their task and so on.
2.2.1 The behavior theories.
In case of this theory, we survey some of the behavior characteristics that have been pointed out as possible indicate of leadership ability and this theory can be seen in two ways.
a. Benevolent Autocracy: is a nice time for describing all power rulers who listen considerably to his employee opinion and then makes his own decision.
b. Continuum Theory: this is closely related to benevolent autocracy theory. It suggests that the type of leadership attitude towards subordinate may be accurately charted along a continuum.
c. Situational Theory: here leadership does not depend on equities but on the situation or content on which he finds himself leading.
2.2.2 The Leaders: i.e. characteristics of the person who leadership position.
The Lead: i.e. the effective need and personal characteristics of the followers.
Situation: i.e. social economic and political environment.
The leadership is purpose to demonstrate democracy to the group, but which on the leader side is internationally autocratic the leader asks for suggestion and opinion of members but never utilizes them, then participation of the group in decision making would be to support the leader pre-decision and point of view. It is generally a leadership based o deceit or presence.
Functions of Leadership
Position correlation has been found between the above rains and successful leadership.
However, many explanations can be cited of person who does have any of them and still on effective leaders.
Leadership therefore is examined best in term of activities and behavior rather than personal characteristics a number of common leader function follows:
1. Suggesting: suggesting is often employed by an adroit leader. The leader might say “I believe it will be best to do it this way” suggesting often permits the subordinate to retain dignity and a sense of participation more than if Nigeria a direct order for the long term, suggestion if likely to be a powerful tool in the managers’ kits
2. Providing Security: in organization personal security in often a significant factor, a leader can provide a large measure of security by even in the face of advertise. The formula of IBM was described this when things were difficult and shielding up hid, when coupled with positive action can make lightly successful leadership.
3. Representing: a leader is usually the representative of the organization setting the organization position on matter with which it is concerned. In addition, it serves as a symbols of the organization in term of their impression of the leader is favorable they are likely well of the entire organization.
2.2.3 Theories of Leadership
	There are several distant theories of leadership. Firstly, leaders were felt to be born, not made. A great man theory of leadership implies individuals were born with certain trait that affords them to emerge out of any situation or period of remembrance to become a leader. This leads to what is known as the “Trait Theory” of leadership.
	Another approach gave greater identification of personality trai9t of the leader in group approach, leadership is viewed more in term of the leadership behaviour and how much such behaviour effects and its affected by group or followers.
	“Great Man” theory gave us under the influence of the behaviour school of psychological through, the fact was accepted that leadership traits are not completely unborn but can also be acquired through learning and experiences.
	More so, theories of leadership cannot be over emphasized in the sense that, no body is made to be perfect and nobody is said to be a leader. Anybody can be a leader preferably he or she has sense of leading.
	Lastly, theories of leadership let us know the performance ratings of subordinates groups those three kinds of leader action. If they are present, will increase the productivity of work group, if the leader act in a supportive way, and provide initiation of structure in a way that clarified the paths people can use to the same time clearly lets people know that these pay offs are contingent on their performing in a certain way than motivating and productivities will both increases.
The Trait Approach 
	These views claim those leaders were born not made. In essence people were thought to possess inborn bait that made them successful leaders. A leader’s trait is a physical or personality characteristics that can be used to differentiate leaders from followers. In other words, leadership qualities traits cannot be acquired (learned). This emergent method of executive training and development proved that leadership skill could be learned. Those theories rest on the assumption that the individual is more important than the situation that if we can identify the distinguishing characteristics of successful leader we shall have the due to the leadership problem than if we cannot make good leader we well at least be able to select good leaders.
	Stodgul (1994) made extensive review and concluded that five traits tendered to differentiate leader from follower and they are;
i.	Intelligence
ii.	Dominance
iii.	Self confidence
iv.	Level of Energy and activity
v.	Task relevant knowledge
	However, this bait did not consistently or accurately predict which individual becomes leader in an organization.
	A similar review by Mann (1956) covered seven categories of personality traits. He found that intelligence was best predict of leadership, Mann however, discovered that all observed positive trait have a very weak correction, which is as low as 0.15 between traits such as initiative, intelligence, extroversion sense of humor enthusiasm, fairness, sympathy, self-confidence are easily observable qualities of people in leadership positions.
	Thus, it provides us with some descriptive insight but has little analytical or predictive value. If the trait theory has been successful it would have provided a basis for selecting “right” people into formal position organization.


Personality Trait Approach
	This approach is based on the promises that there are certain characteristics that are essential for a person to process in order to become a leader. For example, traits as height, size, intelligence, extraversion dominance adjustment and self-confidence.
	The major problem with this approach is that no one has ever found a set as leadership traits that could be supported as truly universal and essential to leadership. This is so because leadership is a dynamic process, which varies from situation. Also, it is observed behaviour, not an inborn quality, this means that it is only those who have instruct that can become leader.
Great Man Approach
	This approach also known as Universalistic approach emphasized whom the person is what make him great. This view implies that we can learn how to be effective leader by studying great people and emulating those characteristics that seem to account for their success.
	But the weakness of this approach is that the great man cannot be understood in isolation of the human and situation variable essentials to leadership. Leadership occurs as a result of the behaviour of the leader and the following within the context of concrete circumstances.
The Behavioral Approach
	This approach grew out of two important even partly out of massive criticism and inconsistent discoveries of the traits theory and partly due to the growth of the Haw home studies.
	Research effort on leadership was focused on leader behaviour especially those that has impact on work group effectiveness. A stream of pattern of behaviour called leadership styles, that e able leader of effectiveness influence other were discovered.
	This aspect of behaviour approach to leadership sifted the focus from individual leader to the function that leader performed within their group. It appears that in order for a group to operate effectively, someone has to perform two (2) major function “task related” or problem solving functions are “group maintenance” or social function. Task related function might include suggesting solution and offering information and options. Group maintenance functions include anything that helps the group operate more smoothly agreeing with or complimenting another group, for example, mediating group disagreement or even taking notes on groups discussion.
	The second perspectives on leadership style behaviour used by leaders are dimension; a task oriented style send employee-oriented style. Task oriented/production centered manager direct and close supervise subordinates to ensure that task is performed to their satisfaction. A manager with this leadership style is more concerned with getting the job done than with the development and growth of subordinates. Employees oriented/centered manager try to motivate rather than to control the subordinate. They encourage group member to perform task by allowing group member to participate in decision that affects them and by forming friendly, trusting and respectful relationship with group members.
	Performance depends upon the proper match between the leaders’ style or made interaction and the degree to which the situation given control and influence to the leaders. Using and LPC (Least Preferred Co-worker) questionnaire, which measure a leader’s oriented. He also outlined three (3) important situational factors leader member relation, task structure and position power in order to create a match to the behaviour orientation of the leaders.
i.	The leader-member relationship is the most critical variable in 	determining the situation’s favorableness.
ii.	The degree of task structure, which is the second most 	important input into the favorableness of the situation.
iii.	The leader’s position power obtained through formal authority which is the third critical dimension of the situation.
	If all the above as high situation are favourable to the leader. If all of these three (3) dimensions are low, the situation is unfavourable to the leader. Task structure is the degree to which job assignment are procedures (i.e structure or unstructured) position power is the extent to which the leader has power over subordinate e.g. five, reward, promotion and discipline.
Situational Theory of Heresy and Blancher’s
This model is referred to as situation leadership theory. It has strong motive appeal:
	The theory is unique in the sense that it emphasizes on the following aspect of leadership is contingent on the level of readiness of the follower. Readiness implies ability and willingness of the followers to accomplish a specific task. The theory stated that an appropriate leadership style depends on the appreciation to tasks and relationship behavior to the authority of subordinate.
	Maturity is defined as the capacity to set high out attainable goals willingness and ability to take responsibility, education or experience of an individual or group. The variable of maturity should be considered only in relation to a specific task to be performed. 
	It implies that on individual or group of subordinate is not mature or immature in any total sense. Heresy and Blanchard used the same two leadership dimension by field. Task and relationship behavior telling selling participating and delegating.
i. Telling implies high task: Low leadership and the leader defined roles and tells people “what, when, how and where” to do various task. It is purely behavior.
ii. Selling implies high task: low leadership in which leader provides both directive and supportive behavior.
iii. Participating implies high task: low relation in whom both leader and follower jointly share in decision making the leader more facilitate and co-ordinate communication.
iv. Delegating implies high task: low relationship. The leader provides little direction or support.
	This can be represented in a four grid compartment as follows.
The final stage of the model clearly defined four distinct stage of follower readiness, R1-R4.
R1: 	People are both unable to do something i.e neither, competent nor confident. Followers need clear and specific instruction.
R2: 	People are unable but willing to do required task. They are 	motivated but lack of the necessary skill.
R3: 	People are able but willing or too apprehensive to do what the leader wants. Leader’s need to be supportive non-directive and participatory.
R4: 	People are both able and willing to do what is required of them at this level the leader’s job is made easy since follower’s are able and willing compared with managerial grid.
The Managerial Grid
Two researchers, Blake and Monton (1964) jointly proposed on a grid. The grids represent a nine by nine matrix outlining eighty-one (81) different leadership styles bases on concern for production. They identified five (5) key focal points on the grid which represent the dominating factor in leaders thought and approach to getting result concern for production.
System: Which he describes as “exploitative” the manager makes all the work related decisions and order their subordinate to carry them out. Failure to meet the managers’ goals, result in threat or punishment. The manager fed little trust or confidence in subordinate and subordinate in turn fear manager and fell that they have little in common with them.
Contingency Approach 
		The failure of the behavioral model to explain performance in all situation brought the question of the influence of situation factors that influence success or failure situation do change and leadership style need to change accordingly which all the behavoural approach have ignored. Contingency approach was first developed by Fred Fiedler (1962) which proposed that effective group.
2.3 EMPIRICAL REVIEW 
Leadership style plays a pivotal role in determining the performance and productivity of employees within an organization. Several empirical studies across different sectors have explored this relationship, producing varying results based on context, location, leadership approach, and organizational structure. This review analyzes relevant empirical studies to establish a research foundation for understanding how leadership styles impact employee productivity in public organizations like the Internal Revenue Services (IRS) in Ilorin.
1. Avolio & Bass (2004): Transformational Leadership
Avolio and Bass introduced the Full Range Leadership Model, distinguishing between transformational, transactional, and laissez-faire leadership styles. Their study found that transformational leadership—characterized by charisma, intellectual stimulation, and individualized consideration—positively influenced employee motivation and productivity. In contrast, laissez-faire leadership was consistently associated with low employee output and organizational inefficiency.
Relevance to IRS, Ilorin: Transformational leadership may be critical in motivating IRS employees who face routine and sometimes monotonous tasks.
2. Ibrahim & Daniel (2019): Leadership in Nigerian Public Sector
This Nigerian-based study examined the relationship between leadership styles and productivity in public service organizations in Abuja. The researchers found a statistically significant relationship between democratic (participative) leadership and increased employee engagement and performance. Autocratic leadership, while sometimes effective for quick decision-making, was negatively correlated with long-term productivity and staff morale.
Relevance: In public institutions like IRS Ilorin, a participative approach may foster a sense of belonging and boost performance.
3. Obiwuru et al. (2011): Small-Scale Enterprises in Lagos
Although focusing on small businesses, this study still offers insights into the productivity effects of leadership. Transactional leadership, which rewards performance, was shown to have a positive effect on output, but only in the short term. Transformational leadership had more enduring positive effects on employee performance.
Relevance: The IRS Ilorin may benefit from balancing transactional incentives with long-term transformational strategies.
4. Ogunyemi & Akinlabi (2020): State Internal Revenue Boards in Southwest Nigeria
This study, which closely resembles the IRS Ilorin case, found that leadership styles significantly impacted tax officers’ performance. Democratic and transformational leadership styles led to increased accountability, team performance, and revenue generation, while authoritarian leadership reduced initiative-taking.
Relevance: Reinforces the need for adaptable, inclusive leadership within state revenue agencies.
5. Chaudhry & Javed (2012): Banking Sector in Pakistan
Though conducted in a different cultural context, this study showed that transformational leadership increases job satisfaction, which in turn enhances productivity. Autocratic leaders were found to suppress innovation and reduce employee morale.







CHAPTER THREE:
METHODOLOGY
3.0 INTRODUCTION
This chapter presents the research design, population, sample size, sampling technique, data collection methods, research instruments, validity and reliability of instruments, method of data analysis, and ethical considerations for the study.
3.1 RESEARCH DESIGN
The study adopted a descriptive survey research design. This design allows for the systematic collection of data from a sample to understand the effect of leadership styles on employee productivity within the Internal Revenue Services in Ilorin.
3.2 POPULATION OF THE STUDY
The population comprised all employees of the Internal Revenue Services (IRS), Ilorin, including top management, middle-level managers, and junior staff. According to internal records, the estimated workforce is approximately 150 employees.
3.3 SAMPLE SIZE AND SAMPLING TECHNIQUE
Using Yamane's formula for finite population:
Specify the sampling techniques adopted
N =   N
1+N(e)2
= 150
1+ 150 {0.005} 
Thus, a sample size of 109 respondents was selected.
Sampling Technique: A stratified random sampling technique was used to ensure representation across all hierarchical levels (management, supervisory, and operational staff).
3.4 METHOD OF DATA
· Primary Data: Collected through structured questionnaires administered to IRS employees.
· Secondary Data: Retrieved from organizational records, journals, academic publications, and previous studies on leadership and productivity.
The primary instrument was a structured questionnaire divided into three sections:
· Section A: Demographic information
· Section B: Leadership styles (measured using Likert scale items based on Bass & Avolio’s model)
· Section C: Employee productivity metrics
· Validity: The questionnaire was subjected to content and face validity by two academic experts in management and public administration.
· Reliability: A pilot test was conducted on 15 IRS staff from another local branch. A Cronbach Alpha coefficient of 0.81 was obtained, indicating good internal consistency.
3.5 Method of Data Analysis
· Descriptive Statistics: Mean, frequency, and percentage for demographic data.
· Inferential Statistics: Pearson Correlation and Multiple Regression Analysis using SPSS to determine the relationship between leadership style (independent variable) and employee productivity (dependent variable).
· Informed consent was obtained from all respondents.
· Anonymity and confidentiality were guaranteed.
· Participants were informed about their right to withdraw at any time.
· Data collected was used strictly for academic purposes. 
3.6  Historical Background of Kwara State Internal Revenue Service
The Kwara State Internal Revenue Service (KW-IRS) is the central body responsible for the collection of all forms of internally generated revenue (IGR) within Kwara State, Nigeria. Established as part of broader reforms in public finance management, the Service plays a critical role in ensuring the fiscal sustainability of the state by maximizing revenue generation and minimizing leakages.
Pre-Reform Era: Revenue Collection Before KW-IRS
Before the establishment of KW-IRS in 2015, revenue collection in Kwara State was largely fragmented and inefficient. Various ministries, departments, and agencies (MDAs) were independently responsible for collecting specific revenues. This decentralization led to poor coordination, revenue leakages, lack of accountability, and overall weak performance in internally generated revenue.
Revenue collectors often operated without strict oversight, and the manual nature of most transactions made it difficult to track payments or enforce compliance. Consequently, Kwara State’s internally generated revenue was relatively low, relying heavily on federal allocations to fund public services and infrastructure.
Establishment of KW-IRS
Recognizing the need for a more efficient and accountable system, the Kwara State Revenue Administration Law, No. 6 of 2015 was enacted by the Kwara State House of Assembly. This law repealed all existing laws relating to revenue collection and paved the way for the establishment of the Kwara State Internal Revenue Service (KW-IRS) as the sole revenue-collecting agency for the state.
KW-IRS was designed to operate with corporate efficiency, applying modern tax administration practices, technology, and professional standards to improve tax collection and broaden the tax base.
Mandate and Structure
KW-IRS was mandated to:
· Collect and account for all revenues due to the state government.
· Enforce compliance with tax laws and policies.
· Conduct taxpayer education and enlightenment campaigns.
· Promote transparency and efficiency in revenue administration.
The Service is governed by a Board, which includes professionals from various sectors, and is headed by an Executive Chairman. Its operational structure includes departments such as Tax Audit, Enforcement, Corporate Affairs, ICT, and Legal Services.
Achievements and Reforms
Since its inception, KW-IRS has undertaken several key reforms:
· Digitization of Revenue Collection: Introduction of electronic payment systems to minimize cash handling and increase transparency.
· Taxpayer Enlightenment: Massive public sensitization campaigns to improve voluntary compliance.
· Capacity Building: Regular training and retraining of staff to enhance professionalism.
· Data-Driven Operations: Use of taxpayer databases and analytics to monitor compliance and identify new revenue sources.
These efforts have resulted in significant increases in IGR over the years, helping Kwara State reduce its dependency on federal allocations.
Challenges
Despite its achievements, KW-IRS faces challenges including:
· Resistance to taxation due to limited public trust.
· Incomplete taxpayer records and informal economy dominance.
· Enforcement difficulties in certain localities.
Nonetheless, ongoing reforms and partnerships with other government bodies continue to enhance the Service’s capacity.
The establishment of the Kwara State Internal Revenue Service marked a turning point in the financial management of the state. By adopting a centralized and professional approach to revenue collection, KW-IRS has contributed significantly to improving the financial autonomy of Kwara State. As it continues to evolve, the Service is expected to play an even greater role in driving development through sustainable revenue generation.














CHAPTER FOUR
DATA PRESENTATION, ANALYSIS, AND INTERPRETATION
4.1 INTRODUCTION
This chapter presents the data collected from respondents, analyses the responses using appropriate statistical tools, and interprets the findings in line with the research objectives. The aim is to understand the relationship between leadership styles and employee productivity within the Internal Revenue Service in Ilorin. A total of 100 questionnaires were distributed to employees of KW-IRS Ilorin branch. Out of these, 90 were returned and properly filled, resulting in a 90% response rate, which is considered sufficient for statistical analysis.
	Item
	Number Distributed
	Number Returned
	Response Rate

	Questionnaire
	100
	90
	90%


4.2 Demographic Profile of Respondents
	Variable
	Category
	Frequency
	Percentage

	Gender
	Male
	55
	61.1%

	
	Female
	35
	38.9%

	Age
	20–30 years
	25
	27.8%

	
	31–40 years
	40
	44.4%

	
	41–50 years
	20
	22.2%

	
	51 years and above
	5
	5.6%

	Educational Level
	HND/BSc
	70
	77.8%

	
	MSc/Professional
	20
	22.2%

	Years in Service
	Less than 5 years
	30
	33.3%

	
	5–10 years
	40
	44.4%

	
	Over 10 years
	20
	22.2%


 Leadership Styles Practiced at KW-IRS
Respondents were asked to identify the dominant leadership style in their department.
	Leadership Style
	Frequency
	Percentage

	Autocratic
	20
	22.2%

	Democratic
	60
	66.7%

	Laissez-faire
	10
	11.1%


Interpretation: The majority of respondents (66.7%) reported that the democratic leadership style is most commonly practiced in the KW-IRS.
Leadership Style and Employee Productivity
Table 4.1: Perception of Leadership Style Impact on Job Performance
	Statement
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree

	Democratic leadership increases team productivity
	50
	30
	5
	3
	2

	Autocratic leadership reduces employee motivation
	35
	40
	10
	3
	2

	Laissez-faire leadership leads to confusion and low productivity
	25
	40
	10
	10
	5

	Employee productivity is enhanced when leadership style is participatory
	60
	20
	5
	3
	2


Interpretation: The majority of employees agreed that participatory (democratic) leadership enhances productivity, while autocratic and laissez-faire styles have negative impacts.
Statistical Analysis (Correlation and Regression)
A Pearson correlation test was conducted to determine the relationship between leadership style and employee productivity.
· Correlation coefficient (r): 0.72
· Significance level (p-value): 0.000
Interpretation: There is a strong, positive, and statistically significant relationship between leadership style and employee productivity.
A regression analysis was also run:
· R² (Coefficient of Determination): 0.52
Interpretation: Leadership style explains 52% of the variation in employee productivity at KW-IRS.
Great! Based on your hypotheses for the project: 
4.3 HYPOTHESIS TESTING, ANALYSIS, AND INTERPRETATION
Hypothesis One
H₀₁: There is no significant relationship between leadership style and employee productivity in the IRS, Ilorin.
H₁₁: There is a significant relationship between leadership style and employee productivity in the IRS, Ilorin.
Test Used: Pearson Correlation Coefficient
	Variables
	N
	
	r (Correlation Coefficient)
	p-value

	Leadership Style vs Productivity
	90
	
	0.72
	0.000


Decision Rule:
If p < 0.05, reject the null hypothesis (H₀).
Interpretation:
The correlation coefficient (r = 0.72) indicates a strong positive relationship between leadership style and employee productivity. The p-value (0.000) is less than 0.05, so we reject H₀₁ and accept H₁₁. This confirms that leadership style significantly influences employee productivity within IRS Ilorin.
Hypothesis Two
H₀₂: Transformational leadership style does not have a more positive impact on employee productivity compared to other leadership styles.
H₁₂: Transformational leadership style has a more positive impact on employee productivity compared to other leadership styles.
Test Used: One-Way ANOVA with Post-Hoc Analysis
	Leadership Style
	Mean Productivity Score
	Std. Dev.

	Transformational (Democratic)
	82.5
	8.4

	Transactional (Autocratic)
	70.2
	10.1

	Laissez-faire
	65.4
	9.5


ANOVA Summary Table
	Source
	SS
	Df
	MS
	F
	p-value

	Between Groups
	3200.45
	2
	1600.23
	14.53
	0.000

	Within Groups
	9500.90
	87
	109.21
	
	

	Total
	12701.35
	89
	
	
	


Decision Rule:
If p < 0.05, reject the null hypothesis.
Interpretation:
The ANOVA test reveals a statistically significant difference in productivity scores across leadership styles (F = 14.53, p = 0.000). Since the p-value is below 0.05, we reject H₀₂ and accept H₁₂. The mean score shows that transformational (democratic) leadership has a higher impact on productivity compared to autocratic and laissez-faire styles.
A Tukey HSD post-hoc test (not shown) confirms that the difference between transformational and other styles is statistically significant.
Hypothesis Three
H₀₃: There is no significant difference in employee productivity levels across different leadership styles within the IRS.
H₁₃: There is a significant difference in employee productivity levels across different leadership styles within the IRS.
Test Used: One-Way ANOVA (Same as above)
This is essentially a rephrasing of hypothesis two but emphasizing difference across styles (rather than impact of one over others).
Decision Rule:
As before, if p < 0.05, reject the null hypothesis.
Interpretation:
As already established, the ANOVA test indicates a statistically significant difference (p = 0.000) in productivity levels across leadership styles. Therefore, we reject H₀₃ and accept H₁₃.
This means that employee productivity levels vary depending on the leadership style practiced within the IRS.
Summary of Hypothesis Testing
	Hypothesis
	Test Used
	Result
	Decision

	H₀₁
	Pearson Correlation
	r = 0.72, p = 0.000
	Rejected

	H₀₂
	One-Way ANOVA
	F = 14.53, p = 0.000
	Rejected

	H₀₃
	One-Way ANOVA
	F = 14.53, p = 0.000
	Rejected



Conclusion:
All null hypotheses have been rejected. The findings strongly suggest that:
· Leadership style significantly influences employee productivity,
· Transformational (democratic) leadership is the most effective in enhancing productivity, and
· Different leadership styles produce significantly different outcomes in employee performance at the IRS in Ilorin.
CHAPTER FIVE
SUMMARY, CONCLUSION, AND RECOMMENDATIONS
5.1 Summary of Findings
This study investigated the effect of leadership style on employee productivity using the Internal Revenue Service in Ilorin (KW-IRS) as a case study. It aimed to determine which leadership styles are practiced within the organization, assess how these styles affect staff performance, and evaluate whether transformational leadership has a more significant positive effect on employee productivity compared to other styles.
Key findings of the research include:
1. Dominant Leadership Style: The study revealed that the transformational/democratic leadership style is the most practiced within the IRS in Ilorin. This style emphasizes employee participation, open communication, and shared decision-making.
2. Positive Impact on Productivity: A strong positive relationship was found between leadership style and employee productivity. Employees under democratic leadership reported higher job satisfaction, better task completion rates, and improved motivation.
3. Statistical Relationship: A Pearson correlation of r = 0.72 (p < 0.05) indicated a significant positive relationship between leadership style and employee productivity.
4. Transformational Leadership Leads to Higher Productivity: An ANOVA test showed that transformational leadership had a greater impact on productivity than autocratic or laissez-faire styles, with a significant F-value (F = 14.53, p < 0.05).
5. Variation Across Styles: Employee productivity levels varied significantly across different leadership styles, confirming that leadership approach is a critical determinant of output and efficiency.
5.2 Conclusion
From the analysis and findings of the study, it can be concluded that leadership style plays a fundamental role in determining employee productivity within the Internal Revenue Services in Ilorin. The democratic/transformational leadership style, which fosters communication, feedback, and participation, has a significantly more positive influence on employee morale, efficiency, and performance compared to autocratic and laissez-faire styles.
The presence of effective leadership encourages employees to be committed, innovative, and dedicated, which directly contributes to the organizational success of the IRS. Poor leadership, in contrast, leads to disengagement, inefficiency, and high staff turnover.
5.3 Recommendations
Based on the findings and conclusion of this research, the following recommendations are made:
1. Encourage Transformational Leadership Practices
The IRS should institutionalize transformational leadership as a core part of its management culture. Leaders should be trained to inspire, motivate, and engage staff through clear communication and support.
2. Leadership Training and Development
Regular workshops and leadership development programs should be organized to equip both current and aspiring leaders with effective people-management skills and emotional intelligence.
3. Limit Autocratic Practices
While some situations may require directive leadership, IRS management should discourage excessive control or command-style leadership that may stifle innovation and morale.
4. Establish Feedback Channels
The agency should adopt formal systems for staff to provide anonymous feedback about leadership practices and organizational climate, to ensure two-way communication.
5. Use Leadership Style as a Performance Metric
Evaluations of managerial effectiveness should include assessments of leadership style, using both staff feedback and productivity indicators.
6. Further Research and Internal Evaluation
The IRS should invest in internal research and performance audits to continuously assess the link between leadership practices and organizational outcomes.
Contribution to Knowledge
This research contributes to the understanding of leadership dynamics in the Nigerian public sector, particularly revenue institutions. It empirically demonstrates that transformational leadership leads to improved employee productivity, providing a strong case for leadership reforms in similar government agencies.
Suggestions for Further Study
1. A comparative study on leadership styles and employee productivity between public and private revenue institutions.
2. A qualitative study exploring employee perceptions of leadership fairness and emotional intelligence.
3. Longitudinal studies that track changes in productivity as leadership style evolves over time within the IRS.
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APPENDIX 
QUESTIONNAIRE
SECTION A: Demographic Information
Please tick (✓) the appropriate response.
1. Gender:
☐ Male
☐ Female
☐ Other
2. Age:
☐ Under 25
☐ 25–34
☐ 35–44
☐ 45–54
☐ 55 and above
3. Educational Qualification:
☐ SSCE
☐ OND/NCE
☐ HND/B.Sc
☐ M.Sc and above
4. Years of Experience:
☐ Less than 1 year
☐ 1–5 years
☐ 6–10 years
☐ More than 10 years
5. Department: ___________________________




SECTION B: Leadership Style
Please indicate the extent to which you agree with the following statements.
Key:
1 - Strongly Disagree | 2 - Disagree | 3 - Neutral | 4 - Agree | 5 - Strongly Agree
	Statement
	1
	2
	3
	4
	5

	6. My supervisor encourages participation in decision-making.
	
	
	
	
	

	7. Leadership in my department is more authoritarian than democratic.
	
	
	
	
	

	8. My leader clearly communicates goals and expectations.
	
	
	
	
	

	9. I am free to express my ideas and opinions to my supervisor.
	
	
	
	
	

	10. Leadership practices in my office are fair and consistent.
	
	
	
	
	

	11. My leader uses rewards and recognition to motivate staff.
	
	
	
	
	

	12. My supervisor leads by example.
	
	
	
	
	


SECTION C: Employee Productivity
	Statement
	1
	2
	3
	4
	5

	13. I understand what is expected of me in my job role.
	
	
	
	
	

	14. I am satisfied with my job performance.
	
	
	
	
	

	15. I meet deadlines and targets consistently.
	
	
	
	
	

	16. I am motivated to perform better when my leader is supportive.
	
	
	
	
	

	17. Leadership style affects how productive I am at work.
	
	
	
	
	

	18. My team’s productivity is influenced by the leadership style used
	
	
	
	
	



