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ABSTRACT
This study emphasizes the importance of leadership in an organization. Leadership is a major element that sets successful and unsuccessful organizations and governments apart. It plays central role in offering direction and purpose toward achieving goal of the organization. It is also an important element in the social relationship of groups at work. Leadership is the main factor that determine and shape group behavour when it is correctly applied each employee or workers enjoys a feeling of strong commitment towards achieving organizational goals. However, organizational goals can never be achieved without proper leadership style in play (Rosabeth, M 2003) it is important to note that effective performance of an individual worker is a function of both his personal characterization and the individual environment. The statement of the problem emphasizes for this study is that leadership style has become a very crucial area of management reason of low productivity and can be addressed because of firm that are going out of business due to lack of employees performance and this had gone a long way in worsening the unemployment situation in the country. The general objective of this study is to determine the impact of leadership styles on workers’ productivity, others specific objective of this study is to identify the impact of leadership on workers’ productivity, to determine the effect of leadership styles on workers’ productivity, to examine the various factors which affect leadership style in an organization. The source of data to be adopted is primary data drawn from questionnaire collected from the staff of Dangote Flour Mill Ilorin. The sampling size of this study will be determined by Taro Yamane formula while the design to be adopted for this study is the descriptive design. This is close because the study involve in depth look at behavioral patterns of employees involved. More also, this study will adopt the regression analysis method using SPSS and whose model specification is stated below. YJ=bp=biXj. 
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CHAPTER ONE
INTRODUCTION
1.1 BACK GROUND TO THE STUDY
The importance of leadership in an organization cannot be overemphasized. Leadership is a major element that set successful and unsuccessful organizations and governments apart (Prooper, 2005). It plays central role in offering direction and purpose toward achieving goal of the organization. It is also an important element in the social relationship of groups at work. Leadership is the main factor that determines and shape group behavour. When it is correctly applied, each employee or workers enjoys a felling of strong commitment towards achieving organizational goals. Regardless of equality of its members every group will find to have a system in which it will have a leader.  
However, organizational goals can never be achieved without proper leadership style in play (Rosabeth, 2003). It is important to note that effective performance of an individual worker is a function of both his personal characterization and the individual environment. A careful consideration of knowledge, skills experience, attitude and motivation of an employee enhance maximum productivity and efficiency in the job. Since leadership deals with the human resources elements, it provides the basic for effective utilization of material resources in an organization through individual’s skills, knowledge and ability.
	Leadership is the life wires of an organization Douglas MC Gregor theory X and theory Y is to the view that leader’s attitude forward human nature as a large influence on how that person believes as a leader and how it affects the employee of workers under the leader. It is however important to note that no single leadership style is likely to be effective in all circumstances leadership style varies based on surrounding and circumstances.
	However, instead of concentrating on a single leadership style, leaders can vary their approaches depending on three factors: forces in the leader, forces in the subordinate and forces in the situation. An effective leader is measured by his ability to manage and withstand forces around him and how to effectively utilize human and material resources to attain organizational objectives. Douglas Mc Gregory pot it clear that there is a close relationship between leader’s expectation and the resulting performance of subordinates. He further explains that if leader’s expectations are high, productivity is likely to be high
1.2 STATEMENT OF THE PROBLEM
Leadership styles have become a very crucial area of management reason of low productivity and can be addressed because of firm that are going out of business due to lack of employees performance and this had gone a long way in worsening the unemployment situation in the country. The continuous experience of strike lockout picketing and confirmation in the organization which disrupts service to the public and also affects worker’s productivity in the organization. This is another place to concern to the people as it adversely affects the economy. Then, one can ask to what extent does the theories of management developed by western management scholars apply to the Nigerian environment, are the theories relevant to Nigerian context? The study is set out to investigate the effect of different leadership styles in manufacturing firm in order to determine its distinct impact on the workers’ productivity. The study will also evaluate the factors of leadership like, intelligence, initiative and imagination, in this case organization with the view to calculating their contribution to attaining organization objective. It will inquire to ascertain the cost favourable leadership style used in the case of organization to determine its influence and management of employees
	This study also includes investigating the relationship (positive or negative) between leadership and its effect on workers’ productivity. The study will try to correlate the leadership style to workers productivity.
1.3 RESEARCH QUESTIONS
i. Is there any significant relationship between leadership style and workers productivity?
ii. To what extent do leadership styles affect workers productivity?
iii. What are the various factors that affect leadership style?
1.4 OBJECTIVES OF THE STUDY
The general objective of this study is to determine the impact of leadership styles on workers’ productivity.
Other specific objectives of this are to:
i. Identify the impact of leadership on workers’ productivity
ii. Determine the effect of leadership style on workers’ productivity
iii. Examine the various factors which affect leadership styles in an organization.
1.5 RESEARCH HYPOTHESIS 
i. Leadership styles does not have significant relationship with workers productivity
ii. Leadership styles does not have impact on workers’ productivity
iii. There is no significant relationship between factors that affect leadership styles and workers productivity
1.6 SIGNIFICANCE OF THE STUDY 
The study will assist in highlighting how management and employees react under stereotyped conditions
In addition, all the mentioned and determined efforts, problems, and solutions will be critically studied so as to provide basis for possible recommendations for today’s managers who may be willing to employ a particular leadership style. It will prefer suggestion on situation that will require certain leadership style to succeed.
As such, the completion of this dissertation will provide understanding of the concept present so as to generate data and information that every planner could use in order the come up with strategies, plans and designs that will strategically position them in the highly competitive, diverse and complex business environment that is experience at percent.
Finally, this study will assist future researcher in carrying out their study.
	
1.7 SCOPE OF THE STUDY
The scope of this study is concerned with the role of leadership styles and how they affect workers productivity. It focus on exploring how participative leadership, authoritative leadership and democratic leadership styles stimulate the employees’ performances which includes execution of defined duties meeting of deadliness and achieving department goals. The collection of data is of recent decade (2010-2015) articles.
1.8 DEFINITION OF TERMS
For easy and concise understanding of this work it is necessary that vital terms be defined.
LEADERSHIP: The process of directing and inspiring employee to perform task and oriented activities of the organization.
STYLE: The various behavior patterns favored by leaders during the process of directing and influencing employee
PRODUCTIVITY: The act of carrying out an action or price of work.
MOTIVATION: The force that influences, enthusing direct employee energy toward the attainment of set objectives.
AUTOCRATIC: One who rules by his own power without seeking the opinion of his subordinate?
DEMOCRATIC: One who adheres to or promote individual participation as a principle
LAISSES FAIRE: A leader general principle of no interference with the free action of his subordinates


CHAPTER TWO
LITERATURE REVIEW
2.1	INTRODUCTION
	Leadership is followership and equally, followership is leadership where followership is lacking, there cannot be leadership. The manufacturing industry is a key to any society or country in the world and it plays a vital role in producing the needs and wants of the society but the wide of leadership and followership in this sector today is alarming.
	Some years ago, organizations were known for high performance standard which gave rise to increase productivity but today, the sparks are gone, workers and no longer dedicated to their jobs as a result, this lead to down fall in organizational productivity and in turn lead to winding up of most organizations, as a result of inadequate leadership in most of these organization.
	These highlighted problems prompted this study to look into the impact of leadership style on workers’ productivity. Some questions came to mind in the process of the study which includes:
· What are the impacts of democratic leadership style on worker’s productivity?
· What are the impacts of autocratic leadership style on workers’ productivity?
· What are the effects of laissez faire leadership style on the productivity of workers?
· What are the impacts of effective leadership style on workers’ productivity?
There is no doubt about the fact that if organizations are able to solve productivity problems it will definitely more foreword geometrically, this shows that this study is worth investigating and any positive outcome of it will be of tremendous use to the organization.
2.2 CONCEPTUAL FRAMEWORK
	Leadership may be defined as the relationship in which one person or the leader influences others to work together willingly on related tasks to attain that which the leader desires.
Haiman and Scoff see leadership as a process whereby people are directed, guided and influenced to choosing and achieving goals
Koontz and O. Donnel defined leadership as the act or process of influencing people so that they will strive willingly towards the achievement of group goals.
Leadership defined by Adeyemi (2011) as the ability of a person to influence the behavior or another person or group of individuals towards achieving specific goals we can deduce have that leadership includes some basic concepts which are:
· Leadership involves other
·  Leadership involves the use of influence 
· Leadership is a process
· Leadership is about the accomplishment of goals
Productivity is defined as the rate at which output is produce at the rate of available resources (time, money, technology and others needed resources) it is thus imperative to state that there is an unending relationship between these two concepts leadership involves the use of positional power to ensure maximization or prudent utilization of all available resources including the human resources of any organization. The goal of every organization can be reached when there is harmony between the leadership and the followership of such organization. This is the only way by which expected performance can be realized and a long lasting loyalty can be guaranteed.
	Leadership style is the kind of model adopted for leading, which could be autocratic, democratic or laissez-faire depending on the following factors.
· The natural of the job to be done
· The personality of the leader himself
· The disposition of the subordinate to work
· Environmental factors
However leadership style has basically two (2) major effects in an organization. These effects include positive and negative effect. The positive effects will eventually bring commitment, motivation, good social relation and attainment of individual and organizational goals. The negative effects of leadership style adopted by any leader will lower morale of workers, cause industrial unrest, strike and a very high labour turnover. 
It should be noted that no one leadership style is better than the other, situation is important in the use of leadership style, since a particular leadership style may not work in all situation. To this extent this study will focus on the integration or merger of style in contract to the conventional tradition of adopting a particular style consistently which most leaders do today. Some of these leadership’s styles will be analyzed and related to how they can be used to get the best of workers in organizations that are facing the problem of low productivity.
· Democratic Leadership style
· Autocratic Leadership style
· Laissez faire Leadership style and other leadership styles
Style such as manipulative and pseudo-democratic Leadership style will also be briefly discussed in order to help most managers of organizations who find it difficult in getting their workers to deliver to know that it all depend on their competence.
THREE MAJOR LEADERSHIP STYLES
Democratic leadership style
A democratic leader is a person who involve subordinate in decision making but may retain the final authority. A democratic leader is a person who tries to do what the majority desires
	This simple means a kind of leadership style that gives room for participation for both subordinates and superior in the process of decision making in an organization whereby the leader only has to encourage and assist in areas that are technical and sensitive.
	This is said to be in use when the leader encourages group member to decide and determine their own policies. This kind of leadership style awards the members of such group freedom to initiate their own discretion, and also give the sense of belonging which is one of the major needs to human being. This style confer on subordinate the essence of the issues of stakes, seek their views and opinion although the responsibility for the final decision lies solely  with the leaders as he uses his direction to arrive at the end result.
Benefits of adopting democratic style:
1. Objectives are achieved on the long run
2. Its employees contend enhances performance
3. It is people oriented and friendly
4. Giving row for employee participation in decision making motivates them
5. Employees need little or no supervision
6. Employees are obedient and loyal to their leader
7. Compliance to order is permanent as a result of collective decision
SHORT COMINGS 
1. It is time wasting and expensive in nature
2. There is rigidity in decision making because it is made collectively
3. Some employees might take undue advantage of the style of jeopardize objectives
Autocratic leadership style or authoritarian Leadership style
	This style of leadership involves the use of a consistent pattern of behavior which includes determining all policies for group member and appraising in a personal manner only by the leader. Members of autocratic or authoritarian group makes more submissive reaction to the leader they tend to respond to the leader rather than initiate interaction with each other, and they hesitate for approach him because to do so night further reduce their personal power and freedom of movement. Greater degree of hostility and discontent are shown in all authoritarian leadership style.
	Shawn (1995) however found that speed and accountancy of group performance are significantly higher under authoritarian leadership. Group expectation is decisive when the leader is autocratic together with the fact that members are found to be least satisfied. Hence, it cannot be advocated as a method for increasing the behavior and productivity of employees. Autocratic leaders are leaders who make all decisions without consulting others. The qualities of an autocratic leader are as follows: 
· He is very conscious of his position
· He has little trust and faith in subordinates
· The feels that pay is just reward for work and is the only reward that will motivate the workers. 
· He gives order and demand that they will be carried out. No questions are allowed and no explanations are given.  
· Group members assume no responsibility for performance. They merely do what they are told.
· Production is good when leader is present but drops is his absence.
This however is a leadership style whereby policy determination, techniques and activity steps are dictated by the leaders.

Benefits of autocratic leadership
1. Managers can give or denote which may make them sit up
2. Manager can also directly threaten employees who are lazy with punishing consequence
3. The fear on the part of employees compels them to follow rules, directives or policies but to some extent.
SHORT COMINGS
1. Objectives are only achieved on the short run
2. Employees are likely to revolt
3. Compliance is temporary
4. It leads to self destruction
5. Employees adopt a lip service
Laissez-faire Leadership style (free-rein)
	In this type of organization where free rein is adopted, everybody does what he or she feels is right, no objective, no goal and no control. It is free rein on nature with complete freedom for group or individual decision, where minimum leaders participation is adopted (Ogunbameru, 2009). Attainment of goal is not that paramount in this kind of setup.
	A laissez-faire leader is a person who is uninvolved in the work of unit, free rein leaders believe in minimal supervision and they leave most division to their subordinates.
· He has no confidence in his leadership ability
· He does not get goals for the group 
· Decision making is performed by whoever in the group is willing to accept it
· Productivity is generally low and work is sloppy
· Morale and team work are generally low.
Benefits of laissez-faire leadership style
As far as organizational goals are concerned there are no benefits but it gives room from the use of discretion and initiatives are made through this.
SHORT COMINGS
1. No objective and no focus
2. It is unserious and un-academic like
3. No goal will be achieved
There is no doubt from the definitions that one leadership style cannot be enough to run the affairs of human being who are a major element of change. Dynamism must be adopted to be able to get the best out of these notorious elements called “Man”
	This study was conducted on the response of certain stimuli in human to a particular disposition by the other human. The meeting of this is that the study focused in how workers responded to certain leadership style adopted by their manager as a foundation of their output or productivity.
2.3	THEORETICAL FRAMEWORK
TRAIT APPROACH
	Trait theory examines successful leadership for the standpoint of the individual personal characteristic that makes him a good leader. It was assumed that if a set of traits could be identified people could be trained to develop these traits
GREAT MAN THEORY
	Leadership theory emphasizing that only an exceptional person is capable of playing a prominent leadership role e.g. George washing ton, Napoleon Bonaparte, Adolft Hittler, Mahatma Gaadhi, etc. this theory lost most of its acceptability with the vise of influence of behaviorists school of psychology, which emphasized that people are not haven with traits other than inherited physical, mental and personality, characteristics and perhaps tendencies toward good health.
Stogdill identified five physical traits related to leadership such as energy, socio-economic background, age, appearance and height), four intelligence and ability traits, six personality trait (such as honesty, judgment, truthfulness, aggressiveness, self confidence and enthusiasm) six task related characteristics (such as achievement, drive, courage, persistence and initiatives), and nine social characteristics (such as open mindless, cooperative, interpersonal skills, social skills and administrative ability).
 	The conclusion drawn by scholars after a review of all the traits is that there is no evidence that universal leadership trait exists. A criticism of the fruit approach to leadership is that:
1. No all leaders possess all the traits, and many non-leaders possess most or all of them
2. It gives no guide as to how much to any trait a person should have
3. Out of all the studies conducted, there is no uniformity among the identified traits or any significant correlation of traits with actual instances of leadership 
4. There is no assignment of weight to each of the traits so that the relative importance of each traits as it contribute to leadership
5. There is an overlap between various traits
6. The study made no distinction between those traits of value in acquiring leadership position and those traits necessary to hold or maintain leadership.
7. Trait approach to leadership ignore situational factors in the environment that inference effectiveness of leadership
8. Trait analysis made assumption that personality was a composite of discrete traits.    
Nevertheless Stogdil found form a review of same studies that there was a definite correlation between the intelligence scholarship, dependability, responsibility, social participation and socio-economic status of leader compared with non-leaders.
Ghiselli postulates that a certain number of trait characteristic are related to leadership effectiveness in formal task-oriented organization the traits identified in the study were  
Personality traits: Intelligence, initiative, supervisory ability, self-assurance, affinity for working class, decisiveness, masculinity, fertility, maturity.
The motivational traits: need for occupational achievement
· Need for self-actualization 
· Need for high financial reward 
· Job security
Ghiselli fried to establish the relative importance of thirteen personality traits to management talents as shown below:-
Very important talent
· 100-supervisory ability-performance of basic arrangement functions
· 76-occupational achievement-the seeking of responsibility and the derive for success
· 64-intilligence, self-actualization: creative and verbal ability, including judgment reasoning and thinking ability
· 61-decisiveness ability to make decision and solve problems capably and competently
· 61-self assurance-extent to which an individual views himself as capable of coping with problems
· 54-lack of need for security
· 47-working class affinity
· 34-imitiative ability to act independently and develop course of action not readily apparent to other people, self-starter-able for find new or innovative ways of doing things
· 20-lack of need for high financial reward 
· 10-need for power over others play no managerial latent
· 5-maturity
· 0-masculinity-ferminity
	Cognitive characteristics were found very important to managerial success in addition to motivation.
	Other findings appear to give crudence to Ghisellis work since they agree those successful executives are:
1. Self-confident
2. Dominant
3. Assertive
4. Possess verbal persuasive skill
5. Cognitive skill and have
6. Respect for subordinates
Despite these difficulties, Keith Davis has identified four characteristics that leaders tend to have. Not all leaders have them and some other members of the general population also exhibit them they also are more likely to be present in middle and upper level managers than those which hold lower level supervisory positions. Give these limitations, the four characteristic are as follows
1. Intelligence-leaders tend to have somewhat higher intelligence than their followers
2. Social maturity and breadth-leaders have the tendency to be emotionally mature and to have broad range of interests
3. Inner motivation and achievement drives-leaders want to accomplish things when they achieve one goal, they seek out another. They are not primary dependent on outside forces for their motivation
4. Human relation attitudes-leaders are able to work effectively with the other persons, they respect individuals are realize that to accomplish tasks and they must be considerate of others
Warren Bennis after the following protocol for effective leadership
1. Leaders must develop the vision and strength for call the shot
2. Leaders must be a conceptualist (not just someone to tinker with the “nut and bolt)
3. The leader must have a sense of continuity and significance in order to see the present from the past and the future
4. Leaders must get their heads above the grass and risk possibility, familiar to any rooster, of getting hit by a rock
5. The leader must get at the truth and must learn how to filter then unwieldy flow of information coherent patterns
6. The leader must be a social architect who studies and shapes what is called the “culture work”
7. To lead other, leaders must first know themselves individuals can cultivate these qualities as the basis for building their leadership effectiveness.
A recent revival of trait theory emphasizes the importance of a leader’s charisma to effective leadership. Robert house was proposed a theory of charismatic leadership. A charismatic leader ever days four personal characteristic-dominance, self-confidence, a need for affluence, and conviction of moral righteousness-to increase their effectiveness
A transformation leader has these and other characteristic: thus transformational leader is a person who has the ability to take an organization through major strategic change such as revitalization. Such leaders have the ability to make necessary changes in the organizations missions, structure and human resources. Using charisma to inspire followers, this type of leader talk to follower about how essential, their performance is; how confident the leader expects the group performance to break records.
Basically this kind of leader attempts to motivate followers to perform better. There are three ways in which a boss which is a transformational leader motivates his subordinates to perform better than they expected. These include:
1. Raises their consciousness about the importance of certain outcomes (high productivity or efficiency).
2. Set aside personal interest but concentrate on their work teams good; and understood apart from its relationship to group as well as to individuals.
3. The searches for universal traits by social scientists have been unsuccessful. It has not been possible so far to isolate and identify specific traits that are common to all leaders.
4. The degree to which managers possess given traits has proven hard to measure and predict. Gouldener mentions the following weaknesses in relation to the trait theory.
1. Traits list usually do not indicate the traits which are not important and which are least important.
2. Traits often are not mutually exclusive as far example in the case of judgment and common sense.
3. Traits studies do not distinguish between traits which are needed for acquiring leadership and those which are necessary for maintaining it.
4. Traits studies describe but do not analyze behavior pattern and
5. The traits theory is based on debatable assumptions regarding personality as for example; in ignoring that a personality is not the mere summation of a collection of traits but is a function of the total organization of the individual.
The phenomenon for charismatic leadership or charisma at first appears at least in part to confirm the traits theory of leadership. Charisma is a mystical, inspirational quality that some persons possess in their social relations. The charismatic leader leads by inspiring; by capturing the emotional commitment of follower and by arousing feelings of strong loyalty and driving enthusiasm.
	However, Zalenik and Mument conclude that this kind of emotional interaction is a mass phenomenon, rather than a group of event in which problem- solving goals and methodologies evoke rational action.
	Furthermore, though highly influential, the charismatic leader may not b e aware of what he is doing. They do not constantly strive to bring about particular consequences and there is ritualistic ceremonial element to such leadership. Therefore, charisma does not seem appropriate for conceptualizing the leadership process in the accomplishment of work, or in the development of group; and in individual growth. In spite of the contributions of trait researcher, it is a known fact that the correlation between traits and leadership are not persuasive. Most of the so called traits are really patterns of behaviors that one would expect from a leader and particularly from a leader in a managerial position.
ABRAHAM MASLOW’S HIERARCHY OF NEEDS THEORY
	He postulate in this theory that “being a complex phenomenon, not one motive but a number of motives together affect together affect behavior. Human needs exist in a form of hierarchy, and that the lower levels need must at least be partially satisfied. When a need is satisfied, it is no longer a motivation, another need emerges to takes it place so that man always remain being a wanting being. The higher level needs can be satisfied in many different ways than the lower level needs.
The figure below shows the basic needs at the bottom and the higher needs at the top.
MASLOW’S HIERARCHY OF NEEDS
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Source: Adapted from O.A Ilesanmi (modern management).
Maslow’s theory of human motivation and satisfaction has two main points. The first is that most people are motivated by the desire to satisfy the:
· Psychological Needs: Needs for food, sleep, sex etc
· Security Needs: Needs for stable environment entirely free from threats and job safety
· Social Needs: Needs related to affectionate relations with others and start within a group.
· Esteem Needs: Needs for self –respect, self –esteem and the esteem of others.
· Self Actualization Needs: Need for self-fulfillment. The second and of course the more central point is that people tend to satisfy their needs systematically, starting with the psychological needs and then moving up the hierarchy.
A person’s behavior is usually dominated by a particular group needs and there will be no motivation until the needs have been satisfied. An example of a hungry person who is given accolade by his follow workers he will not motivate until his hunger is satisfied. However in 1968 Maslow did modify the argument by starting that the only exception to the rule is in aspect of self actualization needs; in which case, satisfaction of need give rise to further need for realizing one’s potentials.
	It can be seen that if a leader is aware of the fact that his subordinates have certain group of needs whose satisfaction serve as a driving force of a motivation, that he will be a  better leader in getting his workers to be very productive  in their work. This can be achieved if the leader can relate with his group members, knowing their needs and work towards helping them in satisfying those needs thus representing the need of the organization to them will be welcome with readiness to help the organization achieve its goal. This will exhibit the competence of such leader as productivity of workers will be enhanced and individual, group and organizational goals will be achieved.	
	Most researchers of leadership style as a function of productivity often prefer one leadership style to the other, they believed that a good leader should adopt a consistent leadership style and management theory in running the affairs of his group, some believed that autocratic is better than democratic leadership style as most workers are very lazy and need to be kept on their toes while some believed that giving room for individual and group participation will yield more result than free-rein style whereby everybody is left alone to the use of his or her own discretion.
SITUATIONAL THEORIES
	Situational approach emphasis the existence of leadership role and skills that are evoked by situations or context. Contingency or situational model assert that no single way of behaving works in all situation. Contingency approach to leadership is the view that the management techniques that best contribute to the attainment of organizational goals might vary in different type of situations or circumstances.
	Recently, an increasing number of behaviorist have began to focus attention to the study of situations  and the belief that leaders are the products of a given situation that is a leadership approach that is flexible enough to different situations from which the leader emerges and in which he or she operates.
	Adolf Hitler in Germany in (1930’s) Mussolini Italy, Roosevelt’s in USA during the great depression, the rise of Mao-Tse-Tung in China, Nelson Mandela of South – Africa. The approach to leadership recognizes that people tend to follow those in whom they perceive accurately or inaccurately, a means of accomplishing their own personal desires, this the primary ingredient of a situation theory are the leader himself, the group and the situation.
	Symbolically, the situational approach to leadership is expressed as L= (LP, GP ands) where;
L represents Leadership
LP is leadership personality
G is group personality
S represents the situation.
	That is leadership is a function of leaders personality, group personality and the situation. The situational factors in leadership effectiveness are: the task requirements, the leaders’ personality, past experiences, expectations, a manager’s value and background; the behavior; subordinate characteristics, expectations, behavior and organizational culture and policies.
	The situational theory advocates that the idea leader is a person who is able to adapt his style to come with the situation at hand and the personality of his subordinates.
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The factors in the model include the task, technology required the structure of the organization, the goals that they are striving to achieve, environmental factors such as political, economic and social that interact to influence the leader and subordinates and the time element involved. Each other influence the leader subordinates relationship.
	Other studies over the years have shown that effective leadership depends upon response to such environmental factors as the history of the enterprise, the community in which the organization operates the psychological climate of the group being led; group member personalities and cultural influences and the time required for making decisions. This approach obviously has more meaning for managerial theory and practice which must take into account the situation in it’s entirely when they design an environment for performance.
	A purely situational view of leadership has the shortcoming of failing to take into account that leadership is a complex process in which the traits individual may well play a part. The leader may be overlooking the possibility, that at least some traits influence their processor to attain leadership responsibilities and that in some cases they may increase the chances of their becoming leaders. It seems clear that both the trait and situational approach have contributed immensely to understanding of leadership in management.
a. House’s path-Goals theory of leadership 
	Path-goal theory is the proposition that managers can facilitate job performance by showing employee how their performance directly affects their receiving desired rewards. On the other hand, a manager is behaviors cause or contribute to employee’s satisfaction and acceptance of the manager if it increases employee’s goal attainment. According to the theory, effective job performance results if the manager clearly defines the job, provides training for the employee, assists the employee in performing the job effectively, and rewards the employee for effective performance.  
	Path-goal model of leader effective’s postulates that effectiveness of a leader depend on the lineage between subordinate effort and valued outcomes. A leaders effectiveness depends on identification of subordinate valued needs and his abilities of effect satisfaction their accomplishment, path goal theory of labour effectiveness depend on situations.
	House stated that path-goal theory of leadership consist of increasing personal pay-offs to subordinate for work attainment, and making the path for these pay-offs easier to travel by clarifying it, reducing road blocks and pitfalls, and increasing the opportunities for personal satisfaction enroute. It is in those situations in which there is role ambiguity and the leader can be effective. 
	If a leader is in a situation where he can live and fire promote and effect changes in pay and dispense of their organization favors; it is anticipated that the leader will be effective since there are valued employee goals.
House suggested that;
a. Goals be jointly determined
b. There should be collaboration between the manager and the subordinate
c. Achieve goal congruency and
d. That staff-control is determined
If a leader can achieve all these, he will be effective in the situation 		Directive: Here there is no employee participation in decision making rather their manager tells the subordinate what to do, and when to do it.
1. Supportive: The manager is friendly with and show keen interest in employees, he is highly considerate with the employees.
2. Participation: The manager involves employees in decision making seeks their suggestion in order to move the organization forward; there is high level of sense of belongings. 
3. Achievement Oriented: The manager establishes challenges, goals and demonstrates confidence in employees in achieving these goals.
Following the path-goal theory, a manager may use all the four behaviour for four different situations. In addition to the utilization of most appropriate leadership style, manages need to consider two groups of contingency factors that influence the nature of the leadership situation.
1. Subordinates characteristics: Authoritarianism of the subordinates, locus of control and ability, these influence job satisfaction and the subordinate’s acceptance of the leader.
2. Environment factors: Nature of tasks, the final authority system and the primary work group. These affect the motivational behaviour of the subordinates. Suffice to say, an appropriate leadership style and a proper accounting of the two groups of contingency factors can increase employee motivation and job satisfaction by clarifying performance goals and the path to achieve those goals.
b. Tannerbavn and Sschmidts: Leadership continuum: The leadership continuum is the graphical representation developed by Robert Tannenebaum and warren Schmidt showing the trade-off between a manager use of authority and the freedom that subordinates experience as leadership styles varies from one boss centered to subordinate centered.
Their approach advocate to continuum leadership behaviour supporting the notion that choosing an effective leadership style depends on the demands of the situation.
Leadership behaviour ranges from the centered to subordinate centered, Tannenebaum and Schmidt emphasized the need to give careful consideration to the following factors before selecting a leadership style.
Characteristics of the manager background, education, experiences, knowledge, goals and expectations, characteristics of employee; background, education, experiences and values
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 Sources: Adopted from O.
A. Ilesanmi (modern Management)
 Requirement of the situation, size complexity, structure and climate of the organization as well as the impact of technology, time, pressure and the nature of work
Thus, in essence, managers must be able to diagnose the situation confronting them and then attempt to choose a leadership style that will improve their chance for effectiveness.
c.   Fielders contingency theory
Fielder’s contingency approach combines to some degree that trait and nature of the situation, to him, a leader can only be effective if the leader’s personality style is appropriately matched to a given set of situational variables. Fielder theory implies that leader’s hip is any process in which the ability of a leader to experience influence depends upon the group task situation, the degree to which the leaders style personality and approach for the group.
Fielders content that the effectiveness of a group is a function of;
a. The leaders motivational orientation
b. Nature of motivation
c. The position of the power of the leader; and
d. The quality of leader-member relationship	
Leader-member relations are the extent to which the group trusts and respect the leader and will follow the leader’s discretions.
Leader member relation is the quality of the interaction between a leader and his or her subordinate, according to Fred Fielder, the most important influence on the manager’s power. 
Task structure is work situation variable that according to Fielders; helps to determine a managers power. In structured tasks, managers automatically have high power, in unstructured tasks; the manager’s power is diminished. 
Position power is the extent to which the leader has official power, or the potential or actual ability to influence others in a desired direction due to the position held in the organization, thus, high position simplifies a leaders task of influencing subordinates, while low position power makes a leader’s task more difficult. President, government, vice chancellor, chairman, manager etc has power position, a staff member of managerial employee does not.
Fielder considered leader member relations, followed by task structure and then position power, to have the greatest weight in determining effective leadership style.    
The essence of fielder’s work was to determine the best leadership style for a given leadership situation.
Fielder postulates that there are two major styles of leadership effectiveness;
1. Controlling or task oriented: In which a leader gains satisfaction from task performed. The leader is active and structure.
2. Relationship-oriented or permissive, passive, considerate leadership: It can also be called relationship motivated leadership style or achieving good inter-personal relations and towards attaining a position. Fielder developed a least preferred co-workers scale (LPC) to measure the two identified basic leadership style.
Research reveals that low-PLC leader emphasize completing task successfully, even at the expense of international relationships, gaining self-esteem through task competition and valuing job performance.
High LPC leader emphasize good interpersonal relationship are more considerate, derive major satisfaction from relationship with others, and are not influenced by success or task accomplishment. Fielder argued that a correlation exist between high versus low LPC score and type of leadership. Low LPC reflects task oriented leadership, while high LPC reflects relationship oriented leaderships.
Fielder model, then suggests that an appropriate watch on the leaders style (as measured by the LPC scores) and the situation (as determined by the interaction of these three variables) leads to effective managerial performance.
Fielder’s model has been used with some success as the basis of a training program in which managers are shown how to alter the situational variables to match their leadership styles rather than to fit the situation.
It generally agreed that fielder’s model has made a significant contribution to our understanding of how leaders and situations can be matched for effective performance and productivity. 
There are other theories on situational leadership theories such as;
d.	Victor Vroom and Philip Yetooh normative theory which focuses on decision making by manager with a defined group of subordinate and consist of a procedure for determining to extent to which leaders should involve subordinate in the process.
e.	 Hersey and Blanchard’s situational leadership theory that described how leader should adjust their leadership style in response to their subordinates evolving desire for achievement, experience, ability and willingness to accept responsibility.
They also hold that the most effective leadership styles varies with the maturity of subordinates in terms of desire for achievement, willingness to accept responsibility, and task related ability and experience. Effective leadership depends on the level of readiness of the followers and the demands of the situation.  
e. Attribution theory
Attribution theory suggests that leadership exist only as an individual’s perception of a situation rather than as an objective fact. Effective leaders manipulate their attribution of subordinate behavior on the desired direction.
In conclusion, no one leadership style is more effective managers, as leaders will chose a style that best contributes to the survival and growth of the organization.


CHAPTER THREE
METHODOLOGY
3.1 INTRODUCTION
This chapter present research design, population of the study, sample size, sampling techniques and other methodology adopted for the study including the instrumentation and its validation.
3.2	RESEARCH DESIGN
The design adopted for this study is the descriptive design, this is chose because the study involves in-depth look at behavioral patterns of the people involved.  
A descriptive survey is that study in which researcher collects data usually from larger sample drawn from a given population and describe certain feature of the sample as they are at a particular time of the study (without testing any hypothesis, Nworgu (1991). 
The design is often believed to be relevant to studies that are in the field of social sciences which deals mainly on human behaviour and it is expected to be effective for this study
3.3         POPULATION OF THE STUDY
In relation to this study, Dangote Flour Mill, Ilorin is chosen as the case study, the company has one hundred and forty five (145) staffs which comprises of factory workers, intermediate staffs, senior staffs and the manager. One hundred and seven (107) out the total number of the staff should be administered.
3.4        SAMPLE SIZE AND SAMPLING TECHNIQUES
The sample size of this study is determined by Taro Yamane formula, which s analyzed below 
N = N
	  1 + N (e) 2
Where n = sample size
N	= Population size (145)
E = the error of the sampling (5%)
1 = constant value
n = 	145
	1 +145 (0.05)2
n = 	145
	1 +145 (0.0025)

N 	= 145
	1 +0.3625
N 	= 145
	1.3625	= 	107 respondents

3.5	METHOD OF DATA COLLECTION
	This study is employed a self-designed questionnaire, the questionnaire were distributed to the respondent to administer.
	There are two main type of data analysis; primary data and secondary data, secondary data consist of information that are already in existence and have been used before (DR. E. Dionco Adetayo 2011). Secondary data are obtained from the following sources; federal office of statistics, Central Bank of Nigeria, Statistical bulletin, CBN annual report, statement of account).
	Primary data are raw data gathered from the field through any of the following method, observation, simulation, and questionnaire etc.
	The study made use of primary data drawn from questionnaire collected from one staffs of Dangote Flour Mills Ilorin.
3.6    INSTRUMENT OF DATA COLLECTION
The instrument adopted for this study is a researcher self designed questionnaire distributed among the 91 respondents selected for the study. The questionnaire contains 12 questions with alternative answers to the questions.
The questionnaire id divided into (2) part A and B section A comprises of questions relating to the biographical data of the respondents which include their age, sex, marital status, educational qualification and working experience, while section B comprises of questions relating leadership and worker’s productivity and involves questions relating to their personal attitude of their job.
3.7 METHOD OF DATA ANALYSIS
In this section, how each of the objectives was actualized is discussed; the data collected have to be treated and analyzed by the researcher. The study has adopted the regression analysis method using SPCC and whose model specification is stated below. 
Yj = bo + bl X J
Where 
Y = dependent variable which represent leadership styles.
bi =  level of leadership between leadership styles and worker’s productivity
bo = worker’s productivity without leadership styles
3.8 HISTORICAL BACKGROUND OF THE CASE STUDY
Dangote Flour Mill Plc commenced operation in 1999 as a division of Dangote Industries Limited (DIL) one of Nigeria’s largest and fastest growing conglomerates.
Following the strategic decision of DIL to unbundle it various operations, Dangote Flour Mill Plc was incorporated in 2006, the restructuring was completed in January 2006 when the federal high court sanctioned as scheme of arrangement where in all the assets, liabilities and undertaking of the erstwhile flow division of DIL was transferred to Dangote Flour Mill. From an initial installed capacity of 500MT per day at its Apapa Mill, Dangote Flour has expanded rapidly by opening in quick successive three other flour mills in Kano (2000), in Calabar (2001) and Ilorin (2005), each of the mills started with an installed capacity of 500MT per day but all of them have subsequently expanded resulting in a total installed capacity of 5000MTper day distribution as follows;
Apapa – 1000MTper day
Kano – 500MT per day
Calabar – 1500mT per day
Ilorin – 1000MT per day
These expansions were in response to a growing national demand for Flour and Flour based products in addition to the company’s drive for increased market share. 
Thus from a modest beginning the company has given to become one of the industry leaders within a six years period. The company has three (3) wholly owned subsidiaries namely;
· Dangote Agro Sacks Limited 
· Dangote Pasta Limited and
· Dangote Noodles Limited
In line with DIL’s business philosophy of establishing a dominant presence in any sector it operate in these subsidiaries occupy leadership position in their respective industries.
Business
	The company is in the business of flow milling, processing and marketing of branded flow, its product portfolio comprises the following;
· Brand flow
· Confectionery flow
· Semolina and
· Wheat offer (brain)
Flour Mill technology and process technology
	Wheat is transformed into high-quality flour by using state- of- the art plant and equipment backed by renowned technical expertise DFM’s Mills across the country are equipped with the latest flour milling technology available in the world.
Raw material
	The company imports its principal raw materials wheat (the hard winter wheat No 2 Variety) from United States of America  in Ship loads wheat Silo trusts (also DIL owned) there after convey the wheat to the inland mills to Kano and Ilorin. 


CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1  INTRODUCTION  
In this chapter, the data collected for this study through questionnaire are presented and analyzed. The method of analysis used in the study are descriptive and the use of tables and percentages. The hypotheses were testes using multiple regression analysis.
4.2 ANALYSIS OF RESPONSES TO PERSONAL INFORMATION
Ninety one (91) questionnaires were administered which were distributed among the staff of Dangote Flour Mills Ilorin. The questionnaires were filled and returned.
In administering the questionnaires, respondents are allowed to complete the questionnaire without any attempt on the part of the researcher to influence their responses.
4.3 PRESENTATION AND ANALYSIS OF RESPONSES TO QUESTIONS
The table below shows the socio-demographic characteristics
Frequency table
Table 4.1: Distribution of respondent by sex
	Variables
	Numbers
	Percentage %

	Male
	40
	44

	Female
	51
	56

	Total
	91
	100


Source: Field Survey, 2025
	The data presented in table 4.1 above shows that forty (40) respondents are males representing 44% of the total number of respondents while fifty one (51) are females representing 56% of the total number of respondents. 
Table 4.2: Distribution of respondent by age
	Variables
	Numbers
	Percentage %

	18-30 years
	34
	37.4

	31-45 years
	42
	46.2

	45 and above
	15
	16.4

	Total
	91
	100


Source: Field Survey, 2025
	The data presented in the table above shows that thirty four (34) respondents are within the age range of 18-30 years representing 37.4% of the total number of respondent, forty two (42) are in the range of 31-45 years old representing 46.2%, while fifteen (15) respondents are in the range of forty six (46) years old and above representing 16.4% of the total numbers of respondent.
Table 4.3: Distribution of respondent by marital status
	Variables
	Numbers
	Percentage %

	Single
	36
	39.6

	Married
	50
	54.9

	Separated
	5
	5.5

	Divorced
	-
	-

	Total
	91
	100


Source: Field Survey, 2025
	The data presented in the table above shows that thirty six (36) respondents are single representing 39.6% of the total number of respondent, fifty (50) are married representing 54.9% while five (5) respondent representing 5.5% of the populations were either separated or divorced.
Table 4.4: Distribution of respondent by academic qualification
	Variables
	Numbers
	Percentage %

	WAEC/GCE/SSCE
	7
	7.6

	OND/NCE
	36
	39.6

	HND/BSC
	44
	48.4

	MSC/PHD
	4
	4.4

	Total
	91
	100


Source: Field Survey, 2025
	The data presented in the table above shows that seven (7) respondents are SSCE holders representing 7.6% of the total number of respondents, (36) are OND/NCE holders representing 39.6% while forty four (44) respondents are HND/BSC holder representing 48.4% also, four (4) respondent representing 4.4% of the total numbers of the respondent that have MSC/PHD as their academic qualification.

Table 4.5: Distribution of respondent by no of years in organization
	Variables
	Numbers
	Percentage %

	1-5 years 
	26
	28.6

	6-10 years
	48
	52.7

	11-15 years
	11
	12.1

	16- 20 years
	6
	6.6

	Total
	91
	100


Source: Field Survey, 2025
	THE data presented in the table above shows the number of years each respondent have served in the organization and it shows that, twenty six (26) respondents have stayed for 1-5 years representing 28..6% of the numbers of respondent, forty eight (48) had worked for 16-10 years representing 52.7%, eleven (11) respondents had worked for 11-15 representing 12.1% while six (6) respondents representing 6.6% of the population had worked for 16-20 years.
SECTION B
Table 4.6: Does effective leadership style influences workers productivity
	Variables
	Numbers
	Percentage %

	Strongly agree
	35
	38.4

	Agree
	29
	31.9

	Undecided
	19
	20.9

	Disagree
	5
	5.5

	Strongly disagree
	3
	3.3

	Total
	91
	100


Source: Field Survey, 2025
 	The above table shows that 38.4% that is representing 35 respondents strongly agreed that effective leadership style influences workers production while 31.9% which represent 29 respondents agreed, and 20.9% that is representing 19 respondents were undecided, 5.5% which is 5 respondents are disagreed and also 3.3% which is 3 respondents are strongly disagreed that effective leadership style influences worker’s productivity.
Table 4.7: Does effective leadership style influences labour turnover 
	Variables
	Numbers
	Percentage %

	Strongly agree
	41
	45.1

	Agree
	35
	38.5

	Undecided
	10
	11

	Disagree
	5
	5.4

	Strongly disagree
	-
	-

	Total
	91
	100


Source: Field Survey, 2025
	The above table shows that 45.1% that is representing 41 respondents strongly agreed that leadership style adopted influences labour turnover while 38.5% which represent 35 respondents agree, 11% that is represent 10 respondents were undecided, and 5.4% which are 5 respondent are disagreed while none of the respondent strongly disagreed that leadership style adopted influence labour turnover.
Table 4.8: Does leadership style has direct influence on employee morale
	Variables
	Numbers
	Percentage %

	Strongly agree
	40
	43.9

	Agree
	35
	38.5

	Undecided
	16
	17.6

	Disagree
	-
	-

	Strongly disagree
	-
	-

	Total
	91
	100


Source: Field Survey, 2025
 	From the above table shows that 43.9% that is representing 40 respondents were strongly agreed that leadership style has direct influence on employee morale, 17.6% which is 16 respondents are undecided while none of the respondents disagreed and strongly disagreed that leadership style has direct influence on employee morale.
Table 4.9: Does effective leadership style affect communication and productivity?
	Variables
	Numbers
	Percentage %

	Strongly agree
	45
	49.4

	Agree
	38
	41.8

	Undecided
	5
	5.5

	Disagree
	2
	2.2

	Strongly disagree
	1
	1.1

	Total
	91
	100


Source: Field Survey, 2025
The above table shows that 49.4% that is representing 45 respondents strongly agreed that leadership style affect communication productivity while 41.8% which represent 38 respondents agreed, and 5.5% that is representing 5 respondents were undecided, 2.2% which is 2 respondents are disagreed, and 1.1% while is 1 respondent is strongly disagreed that leadership style affect communication productivity.
Table 4.10: Does the type of leadership style adopted influences workers productivity?
	Variables
	Numbers
	Percentage %

	Strongly agree
	59
	67.8

	Agree
	25
	27.5

	Undecided
	7
	7.7

	Disagree
	-
	-

	Strongly disagree
	-
	-

	Total
	91
	100


Source: Field Survey, 2025
	The above tale shows that 64.8% that is representing 59 respondents strongly agreed that type of leadership style adopted influences worker’s productivity while 27.5% which represent 25 respondents agreed, 7.7% which is 7 respondents undecided while none of the respondents disagreed and strongly disagreed that the type of leadership style adopted influences workers productivity.
Table 4.11: Does Lassies-faire leadership style has effect on workers’ productivity?
	Variables
	Numbers
	Percentage %

	Strongly agree
	15
	16.5

	Agree
	16
	17.6

	Undecided
	15
	16.5

	Disagree
	25
	27.5

	Strongly disagree
	20
	21.9

	Total
	91
	100


Source: Field Survey, 2025
	The above table shows that is representing 15 respondents are strongly agreed that liaises faire leadership style has effect on worker’s productivity while 17.6 which represent 16 respondent agreed, 16.5% that is representing 15 respondent are undecided, 27.5% which is 25 respondents disagreed and 21.9% which is 20 respondents are strongly disagreed that liaises-faire leadership style has effect on worker’s productivity.
Table 4.12: Does democratic leadership style helps motivation and involvement?
	Variables
	Numbers
	Percentage %

	Strongly agree
	55
	60.4

	Agree
	36
	39.4

	Undecided
	-
	-

	Disagree
	-
	-

	Strongly disagree
	-
	-

	Total
	91
	100


Source: Field Survey, 2025
   	The above table shows that 60.4 that is representing 55 respondents strongly agreed, while 39.6% which is represent 36 respondents agreed that democratic leadership style helps motivation and involvement while none of the respondents disagreed, undecided and strongly disagreed that democratic leadership style helps motivation and involvement.
Table 4.13: Does autocratic leadership style create demotivation and alienation of staff?
	Variables
	Numbers
	Percentage %

	Strongly agree
	35
	38.5

	Agree
	38
	41.8

	Undecided
	10
	11

	Disagree
	6
	6.5

	Strongly disagree
	2
	2.2

	Total
	91
	100


Source: Field Survey, 2025
 	The above table shows that 38.5% that is representing 35 respondents strongly agreed that autocratic leadership style create demotivation and alienation of staff while 41.8% which represent 38 respondent agreed, 11% which is 10 respondent are undecided while 6.5% which is representing 6 respondent are disagreed and also 2.2% that represent 2 respondent strongly disagreed that autocratic leadership style cerate demonization and alienation of staff. 
Table 4.14: Does the nature of the job affects the leadership style to adopt
	Variables
	Numbers
	Percentage %

	Strongly agree
	35
	38.4

	Agree
	29
	31.9

	Undecided
	19
	20.9

	Disagree
	5
	5.5

	Strongly disagree
	3
	3.3

	Total
	91
	100


Source: Field Survey, 2025
	The above table shows that 38.4% that is representing 35 respondents strongly agreed that the nature of the job affects the leadership style to adopt, while 31.9% which represent 29 respondents agreed, and 20.9% that is representing 19 respondents are undecided, 5.5% which is 3 respondents strongly disagreed that the nature of the job affects the leadership style to adopt.


Table 4.15: Does level of control organization want to maintain influences leadership style
	Variables
	Numbers
	Percentage %

	Strongly agree
	59
	64.8

	Agree
	25
	27.5

	Undecided
	7
	7.7

	Disagree
	-
	-

	Strongly disagree
	-
	-

	Total
	91
	100


Source: Field Survey, 2025
 	The above table shows that 64.8% that is representing 59 respondents strongly agreed that level of control organization want to maintain influences leadership style while 27.5% which represent 25 respondents agreed, 7.7% which is 7 respondents are undecided while none of the respondent disagreed and strongly disagreed that the level of control organization want to maintain influences leadership style. 	
Table 4.16: Does organization structure and operating method influences leadership style? 
	Variables
	Numbers
	Percentage %

	Strongly agree
	40
	43.9

	Agree
	35
	38.5

	Undecided
	16
	17.6

	Disagree
	-
	-

	Strongly disagree
	-
	-

	Total
	91
	100


Source: Field Survey, 2025
	The above table shows that 43.9% that is representing 40 respondents strongly agreed that organization structure and operating method influencing leadership style while 38.5% which represent 35 respondents agreed, 17.6% which is 16 respondents are undecided while none of the respondent disagreed and strongly disagreed that organization structure and operating method influence leadership style.
Table 4.17: Does 	leader’s level of experience have impact on his style
	Variables
	Numbers
	Percentage %

	Strongly agree
	36
	39.6

	Agree
	55
	60.4

	Undecided
	-
	-

	Disagree
	-
	-

	Strongly disagree
	-
	-

	Total
	91
	100


Source: Field Survey, 2025
  	The table above shows that 39.6% that is representing 36 respondents strongly agreed, while 60.5% which is representing 55 respondent agreed that leader level of experience have impact on his style, while none of the respondent disagreed, undecided and strongly disagreed that leaders level of experiences have impact on his style.
HYPOTHESIS TESTING
Ho: Leadership style does not have significant relationship with worker’s productivity?
	This firs hypothesis was tested with regression analysis to establish correlation between leadership styles and worker’s productivity. The result was given thus.
Table 4.18.1: 
Variable entered/removal
	Model
	Variables exerted variable removed
	method


a. All requested variables entered
b. Dependent variables; WP (worker’s productivity)
Table 4.18.2: 
Model summary
	Model
	R
	R square
	Adjusted R square
	Std. error of estimate

	1
	0.800a
	0.639
	0.572
	0.85190


a. Predictor: (constant) LT, EM, CP
From the above table, it can be seen that the coefficient of multiple determination is 0.639; the implication of this is that above 63.9% of the variation in the model that is labour turnover (LT), employment morale (EM) and communication and productivity (CP), while the remaining 36.1% is explained by others factors which are not included in the model. The regression equation (model formulated) appears to be very useful for making predictions since the value of R2 is close to 1.
Table 4.18.3
ANOVA
	Model
	
	Sum of square
	Df
	Mean square
	F
	Sig

	1
	Regression
Residual
Total
	20.588
11.612
32.200
	3
87
90
	6.563
0.729
	9.456
	0.001a


a. Predictor: (constant) LT, EM, CP
b. Dependent variable: WP
The calculated ANOVA table is set to see if any of the variables are significant, the F-statistics is compared with 3 and 87 degree of freedom using states tables from the ANOVA table.
F = 9.456, P-value (0.001 (sig)
Since P- value <0.001< 0.05 (critical value, we do not accept the null hypothesis, this implies that at least one of the predictors is useful to influence worker’s productivity; therefore the model is useful.
Coefficient
	Model
	Unstandardized 
co-efficient

	Standardized 
co-efficient

	
	B
	Std. Error
	Beta
	T
	Sig

	1. Constant
LT
EM
CP
	1.366
.679
.009
.217
	.644
.147
.209
.172
	
.723
.008
.244
	2.120
4.605
.044
1.261
	.050
.000
.004
.002






a. Dependent Variables; WP
The table “co-efficient” provides information effect of individual variables (the “estimated co-efficient” or “beta”) on the dependent variable.
The co-efficient of LT is 0.679 with P-value of 0.00 less than 0.05% (critical value), the co-efficient if EM is 0.009 with p-value of 0.004 less that 0.05% (critical value) and the co-efficient of CP is 0.217 with p-value of 0.002 less than the 0.05% (critical value), this implies that each of the variables has contributed to the model; LT, EM and CP have direct relationship with WP, hence, the null hypothesis will be rejected and it can be concluded that leadership style have significant relationship with worker’s productivity.
HYPOTHESIS 2
Ho: There is no significant relationship between factor that affect leadership styles and worker’s productivity?
	This second hypothesis was tested with regression analysis to establish correlation between the factors that affects leadership styles and workers productivity, the result was given thus.
Variable entered/removed
	Model
	Variables entered
	Variable removed
	Method

	1
	LC, OSOP, CEa
	
	Enter


a. All requested variables entered
b. Dependent variables: WP
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the estimate 

	1
	806a
	.639
	.626
	.27731


a. Predictors: (Constant), LC, OSOP, LE
From the above table, it can be seen that the co-efficient of multiple determination is 0.649; the implication of this is that about 64.9%; of the variation in the WP (worker’s production) is explained by variables in the model; that is level of control (LC), Organization structure and operating method (OSOP) and leaders level of experiences (LE), while the remaining35.1% is explained by other factors which are not included in the model. The regression equation (model formulated) appears to be very useful for making predictions since the value of R2 is close to 1.
Table 4.19.3
ANOVA
	Model
	
	Sum of square
	Df
	Mean square
	F
	Sig

	1
	Regression
Residual
Total
	6.543
3.537
10.080
	3
87
90
	2.181
.007
	28.360
	0.001a


a. Predictor: (constant) LT, OSOP, LEa
b. Dependent variable: WP
The calculated ANOVA table is test to see if any of the variables are significant. The F-statistics is compared with 3 and 87 degree of freedom using stats table from the ANOVA table f = 28.360, p-value <0.000 (sig).
Since p-value < 0.000< 0.05 (critical value), we shall reject the null hypothesis, this implies that at least one of the predictors is useful to worker’s productivity, therefore the model is useful.

Table 4.19.4
	Model
	Unstandardized 
co-efficient

	Standardized 
co-efficient

	
	B
	Std. Error
	Beta
	T
	Sig

	2. Constant
LC
OSOP
LE
	-.074
.374
.261
.374
	.155
.102
.083
.102
	
-.382
.289
-382
	-.479
3.681
3.149
-3.681
	.634
.001
.003
.001








b. Dependent Variables; WP
The table “co-efficient” provides information effect of individual variables (the “estimated co-efficient” or “beta”) on the dependent variable.
The co-efficient of LC is 0.374 with P-value of 0.001 less than 0.05% (critical value), the co-efficient if OSOP is 0.261 with p-value of 0.003 less that 0.005% (critical value) and the co-efficient of LE is 0.374 with p-value of 0.001 less than the 0.05% (critical value), this implies that each of the variables has contributed to the model; WP, LE and OSOP have direct relationship with WP, while LE has indirect relationship with WP i.e. when purchasing risks reduces customer interest increase. Hence, the null hypothesis will be rejected and it can be concluded that there is significant relationship between the factors that affect leadership style and worker’s productivity.

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 SUMMARY OF FINDINGS
The success of failure of any organization depends largely on the efficiency and effectiveness of its leaders. To attain success in organization leadership, the adoption of dynamics is key as sticking to just one leadership elements such as workers.
It must be mentioned that the specific objectives of this study is to examine the effect of leadership styles on worker productivity. To ensure this is achievable, research question and hypothesis were formulated and questionnaires were designed and distributed to seek information from workers in Dangote Flour Mills Ilorin.
The analysis of the result showed that;
· Leadership style have effect on worker’s productivity
· Factors such as the level of management control, leader’s level experience affect leadership style and worker’s productivity.
5.2 CONCLUSION
This study has broadly highlighted the relationship between productivity and leadership styles, after the analysis of the data collected, the following and also there is no followership without leadership; meaning that effective leadership brings about effective followership and high productivity.
On one leadership style (autocratic, laissez faire and democratic) is better than the other, but situated demand will determine the kind of leadership style to be adopted at a time to effect high productivity in workers.
Effective leadership style has greater impact on the productivity of workers than good pay and good working conditions, effective leadership include adequate motivation, communication, good relations, and proper delegation of responsibility. There is high labour turnover, conflict and low productivity where effective leadership is lacking.
In conclusion, leaders of organization should be cautions of their leadership approach so as to affect worker’s productivity negatively.
5.3 RECOMMENDATIONS
The following recommendations were made;
i. Leaders in organization should maintain good interpersonal relationship with their workers to avoid conflict which could affect their productivity.
ii. Organization should be concerned about factors that are capable of influencing leadership styles so as to ensure effective organization structure and operating method and appropriate level of experience, which tend to increase workers productive and in turn increases organization output.
Other recommendations that will assist the organization towards the attainment of increases productivity are; 
i. Appraising, encouraging workers participation in decision making and also motivating them internally and externally as stated by Abraham Lincoln (1923).
ii. Leaders in organization should adopt dynamism as the best methods of managing workers; they should adopt the use of all leadership styles at the necessary situations for the required personality.
iii.   Managers in organization should ensure there is pleasant working conditions put in place for workers such as; conducive working environment, good pay, better working facilities and other incentives.
Finally and most importantly workers should be treated first as human and secondly as worker rather than treating like machine (Rensis Likert, 1987).
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APPENDIX
Department of Business Administration,
Institute of Finance and Management Studies,
Kwara State Polytechnic, 
P.M.B 1375
Ilorin, Kwara State.
06th June, 2019
Dear Respondent,
	I am a final year student in the Department of Business Administration, Kwara State Polytechnic. I am conducting a study on “The Impact of Leadership Styles on Worker’s Productivity”. As a Partial Fulfillment for the award of Higher National Diploma in Business Administration.
	I hereby solicit for your help in answering the questions below and would like to assure you that information given will be treated with strict confidence and will be solely for academic purpose.
	Thanks.
	Yours faithfully,








QUESTIONNIARE
SECTION A: DEMOGRAPHIC CHARACTERISTICS OF THE RESPONDENT
1. Gender: Male (    ) female (    )
2. Marital status of respondents: Married  (    ) single (    ) separated/divorced (    )
3. Age distribution of respondents: 18-30 (    ) 31-45 (    ) 46 and         above (    )
4. Academic qualification: WASC/GCE/SSCE (    ) OND/NCE 	(    ) HND/BSC (    ) MSC (    ) PHD (    )
5. Number of year so far in the organization: 1-5 years (    ) 6-10 years (    ) 11-15 years (    ) 16-20 years (    ) 21 years and above 	(    )
SECTION B: RESEARCH QUESTIONS
Abbreviation used: 
SA – Strongly agree, A – Agree, UN- undecided, D- Disagree and SD – Strongly Disagree.
Instruction: Please indicate your answer by ticking (√) in the space provided after each option.
6. Does effective leadership style influences works productivity? SA (    ) 
A (    ) UN (    ) D (    ) SD (    )
7. Does leadership style adopted influence labour turnover?	 SA (   )      
A (    ) UN (    ) D (    ) SD (    )
8. Does leadership style have direct influence on employee morale? SA (    ) 
A (    ) UN (    ) D (    ) SD (    )
9. Does leadership style affect communication and productivity? SA  (    ) A (    ) UN (    ) D (    ) SD (    )
10. Does the type of leadership style adopted influences worker’s productivity? 
SA (    ) A (    ) UN (    ) D (    ) SD (    )
11. Does laissez-Faire leadership style have effect on worker’s productivity? 
SA (    ) A (    ) UN (    ) D (    ) SD (    )
12. Does autocratic leadership style creates demotivation and alienation of staff? SA (    ) A (    ) UN (    ) D (    ) SD (    )
13. Does democratic leadership style helps motivation and involvement? SA (    ) A (    ) UN (    ) D (    ) SD (    )
14. Does the nature of the job affect the leadership style to adopt? SA (    ) A (    ) UN (    ) D (    ) SD (    ) 
15. Does level of control organization want to maintain influences leadership style? SA (    ) A (    ) UN (    ) D (    ) SD (    )
16. Does organization structure and operating method influence leadership style? SA (    ) A (    ) UN (    ) D (    ) SD (    )
17. Does leader level of experience have impact on has style?	 SA (    ) A (    ) 
UN (    ) D (    ) SD (    ) 

