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ABSTRACT
The research work study the “Evaluation of the Influence of Leadership on Workers Performance in an Organization with a specific reference to the Federal College of Education, Kontagora”. However for effectiveness and efficiency, a leader must serve as a motivator towards enhancing the workers higher productivity. Effective leadership style adopted in an organization always direct workers towards effective and efficient performance towards achieving organizational goals. The research work therefore, aimed to examine the impact of the leadership influence on workers performance in Federal College of Education, Kontagora and tried to search for the most effective leadership style suitable for higher institutions of learning in Nigeria at large and F.C.E. Kontagora in particular. A Standardized instrument, questionnaire technique were to obtain information from key persons mostly non-academic staff of the college in which the returned questionnaires were analyzed using percentage distribution and the hypothesis was tested using chi-square; in which the Null hypothesis. Effective leadership is the greatest motivational factor in enhancing workers performance in an organization is being accepted. It also being emphasized that a leader who knows the problems of his subject and is able to provide the best solution to them is regarded as an effective leader. Finally the research study, among others, recommended that an effective leader should possess all leadership traits as well as adopting efficient leadership styles to be able to influence workers towards efficient performance to be active rather than passive participation of workers in decision making, training and skill acquisition program for leaders and workers provide attractive and conducive working environment as well as creating leaders/workers interactive forum for a better productivity in an organization.    





CHAPTER ONE
		Introduction
1.1	Background to the Study 
Leadership is defined as the relationship between two or more people in which one attempts to influence the other towards the accomplishment of some specific goal or goals. Therefore, a good well equipped organizational structure, no matter how best it is, cannot produce good worker’s performance except with the presence of a good leadership influence which will definitely lead to the achievement of organizational goals and objectives. It is being said that, “what a leader does rather than who he is determines how well he leads. This means that a leader’ style or pattern of behavior or activities determines his success and the achievement of specific outcomes in the organization”.
Notwithstanding, organizations of today, no matter their level of prospering are increasingly concerned about productivity and they strive to achieve it through the commitment of every available means like: improving its method of production and utilizing its human and non-human resources of which the effectiveness of these resource are being enhance through the application of leadership style aimed at wheeling up the economy and most importantly to prevent the organization against retardation. Leadership is a central phenomenon in facilitating workers and organization performance and effectiveness. The business environment is continually changing and a leader too must respond to its changes accordingly. It is therefore necessary for us to understand the nature of leadership effectiveness and what is determines. Leadership in an organization is the process of influencing the activities of an organized ground in its effort towards target achievement. It involves influencing people to exert more effort in some task or to change ground member’s behaviuor.
Leadership also involves the dynamic process in a group, whereby one individual over a particular period of time and in a particular organizational content influence the other ground member to commit themselves freely to the achievement of group activities or goals.  The fundamental process of leadership is the make conscious what lies unconscious among sub-ordinate. Effective leadership is an essential thing for the survival and success of any organization. Leadership effectiveness is the leadership that produces movement in the long term interest of the group or organization. However, how effective a given leader is requires empirical and objective answers. He most often used measured of leadership effectiveness is the content of which the leadership, group, workers or organizational unit performs its task and achieves objectives. 
 An effective leadership possessed the ability to carry into subordinates along because people tend to follow whosoever they perceived have means of satisfying their desire and needs. The more a leader recognized what motivates his worker towards efficiency the more he becomes and effective leader. This also the importance of the motivation towards the enhancement of workers performance in an organization.
1.2  	Statement of Research Problems
In this study, the researcher is more concerned about the fundamental issues affecting the organization in relation to workers performance depending to a large extent on who leads or directs the organization of FCE, Kontagora most organization are faced with problem of the best or ideal leadership style to adopt in order to attain excellent and efficient workers performance aimed towards boosting up producing and organizational and even economic development.
Also, an efficient and effective leader is essential not only for employees’ effective performance or for organizational development but also for social, political, economic and even academically and managerial concern because it has been discovered that lack of effective leadership to effect control over a group leads to failure or deterioration in the productivity of the group..
Also, lack of the effective communication between the FCE Kontagora leaders and workers prevent the workers effective performance, lack of effective motivational tools, sound coordination, and lack of proper performance expected from workers.
1.3   Research Questions	
The research study seeks to answer the following question;
i. To what extent does leadership have impacted worker’s performance in FCE Kontagora?
ii. To what extent does a particular leadership style adopted in an organization have impact in evaluating worker performance?
1.4 	Objectives of the Study 
The objectives of the study are to; 
i. Examine the impact of leadership influence on workers performance in FCE Kontagora.
ii. Evaluate the workers performance in relation to the leadership style adopted in the organization. 
1.5	Research Hypotheses 
	The following hypotheses are formed in the null form to guide the study;
H0	There is no significant relationship between effective leadership and motivational factor in enhancing workers performance in FCE, Kontagora. 
H0         There is no significant relationship between a particular leadership style and evaluating workers performance in FCE, Kontagora. 
1.6	Significance of the Study
This research work will provide a framework that will be of great importance to human resource managers, administrators and others who are connected with the retirement, selection and placement of workers in an organization. It will also enlighten organization of the methods and technique required increasing their leaders’ effectiveness towards enhancing workers performance and productivity. It will also be of immense benefit to policy makers and administrator both in public and private organizations to know how to scene a good relationship between the management of its organization its workers.
1.7	Scope of the Study 
This research will be confined to the educational sector in Nigeria with specific reference to Federal College of Education, Kontagora. 
1.8	Limitation of the Study  
	Due to the factor, economic and financial constraints, the research work is limited only to the non-academic staff of the college. Also, the problem encountered while trying to obtain the necessary required data for the work, since the study is in public organization, where the issues of official secrecy do exist and many staff do not want give much relevant information, due to the fear that the organization`s weak – points might be detected in the course of trying to give out all relevant information for the project work. Bureaucracy, being a common phenomenon in most of Nigeria organizations, is not also left out in the Federal Collage of Educations and it also serves as an impediment to project work in a greater way.


CHAPTER TWO
Literature Review
2.1	 Introduction
Over the year, there had been several distinct volumes of theories and research output concerning leadership and just as there is increase in volumes of theories and approaches to leadership all due to its importance to all forms of organizations and groups. Attempt will be made in this study to review some literature on leadership and leadership style based on their relevance and significance to leadership in general and particularly its importance to this study. Scholars have defined leadership from various perspective and such definitions reflect the complexity and variability of the subject matter. Such complicity is understood by three facts: 
a. That various scholars examines the subject matters from various 
perspectives. 
b. That situations in which leadership are not all similar. 
c. That personality various in human being affect leadership under    
various circumstances. 
Thus, Bennis (1959) has observed that, of all the hazy and confounding areas in social psychology, leaders and ironically, probably, leadership theory undoubtedly contents for top nominations and ironically, probably more has been written and less known about leadership than about any other topic in the behavioural science. 
	However, there appears to be agreement amongst scholars on the purpose of leadership and this is reflected in most definitions of the concept. 
James et al. (1995) defined leadership as “the process of directing and influencing the task-related activities of group members”. Williams (2007) defined leadership as “the process of influencing others to achieve group or organizational goals”. Weihrich & Koontz (2005) defined leadership as “a process of influencing people so that they will strive willingly and enthusiastically toward the achievement of group goals”. Koontz & Weihrich (2010) also defined leadership as “the art or process of influencing people so that they will strive willingly and enthusiastically towards the achievement of group goals”.  McShane (2009) defined leadership as “the process of motivating, influencing and directing others in the organization to work productively in pursuit of organization goals”.
	However, James et' al (1995), identified four (4) leadership skills which when possessed by a leader allows its influence in enhancing workers effective performance in an organization. 
This leadership skill includes: 
1. Visionary Skill: People are willing to follow leaders with visionary skill 
Subordinates become committed to leader’s vision which involves goals which is confidence given. 
2. Communication Skill:-Successful leaders clearly have the skills to    communicate the vision that evokes enthusiasm and commitment 
3. Sensitivity Skill:-Leaders are both powerful and sensitive to the needs of their 
subordinates and so allow them share in the goals and the satisfaction derived
from reaching those goals. 
4. Self-Awareness Skill: Leaders welcome feedback on their performance and 
continuality takes an inventory of themselves. The concept "leadership influence" not only implying a leader's ability to work (lead) with zeal and confidence in which the "zeal" reflects intention and intensity" in the execution of work and the "Confidence" reflects the experience and technical ability to lead, but also implies that it is a guide and conduct observed in leading towards efficiency. 
However, Fiedler (1967) in his contingency approach, to leadership, sees the effectiveness of a leaders in his ability to influence as dependent upon group/workers task situation and the degree to which the leadership style, personality and approach fits the group. Linkert (1961), also considered an effective leader to be one that is strongly oriented towards worker/subordinates relying on communication to keep the parties working as a unit. 
The principal functions of an effective leader are to serve as a model of the fellowship.
Research work has identified effective leadership as: 
1. Initiating Action:-An effective leaders is involved in coordinating the efforts of workers, planning of expenditure of other resources, determining, goals and means of attaining the goals. He also took into consideration the possibilities and consequences of certain decisions and reduced conflicts between workers to the minimum. 
2. Consideration:- This represents the extent to which the leader shows behavior that is indicative of friendship mutual trust, respect and warmth towards the workers. 
3. Recognition:-This is a situation where leader recognizes workers performance, approval of workers action, praise for task well done and the confirmation of workers performance are all essential for increase in workers efficiency increases when a leader reports or gives the workers feedback on how well they are performing in relative to the set goals or targets. 
Workers efficiency and increased performance is also being influenced by leaderships concern on their welfare. When workers are being shown concern about their welfare, they tend to put in all their best towards the achievement of the organizational goal. 
Talking about leadership style, it is referred to as a process which motivates a leader's behaviour in various leadership situations. Likert (1961), characterized leadership styles into three broad heading namely: Autocratic, Democratic and Lassez-faire style. 
A. Autocratic Style: 
In this style, the focus of power is with the manager and all interactions with the group mole towards the manager. The manager alone exercises decision making and authority for determining policy, procedures for achieving goals, work tasks and relationship controls or rewards or punishment. The autocratic leaders does not share responsibilities and it is the major source of inf1uence for the group and its activities. In autocratic leadership style, the leaders effective techniques in 
maintaining his position is by withholding knowledge of goals, not sharing information required for the task and likewise not providing feedback to members on their progress, since he is the only group member with complete knowledge of all functions and accomplishment, therefore, the group figuratively revolves around him.
However, some problems of autocratic leadership style include: 
1. If the leader is quarrel some and aggressive, his subordinates may read negatively to his dominant leadership and may react negatively too by restricting output. 
2. In the absence of a leader in autocratic leadership style, the group may fail function. Therefore, considering emergency situation and in regimented type of group like the military where consultation with subordinates may be very dangerous to the group. 
B. Democratic Style 
Democratic leadership style is in sharp contrast to the autocratic leader. 
Democratic leadership style is often referred to as participative or people oriented style. Here focus on power is more with the group than with the leader and there is greater interaction within the group. Leadership function is shared between the group and the manager, thereby giving the group ability to have a greater say in decision making determination of policy, implementation of system and procedures. 
This leadership style is more advantageous in that, it harmonizes both the organizational objectives and individual objectives of workers and their realizations thereby leading to easy achievement of both organizational and personal objectives. However, democratic leadership style is most suitable when dealing with a small group of knowledgeable subordinates, but more difficult to use when involving many followers and where decisions are to be taken quickly. 
C. Laissez-Faire Style 
The laisses-faire or free-rein leadership style gives subordinates high degree of independence in their operations. Such leader uses little out of his leadership
power but largely depend on subordinates to set their own goals and find means 
of achieving them. 
The laisses- faire leaders sees his role as just aiding the operational of followers by finishing them with information and acting primarily as a contact with the group's external environment. He is seen as just a head rather than a functional leader since he is not ready to shoulder blames for the failure of the group, but prefers to share praises for the group's achievement. The short coming of a laisses-faire leadership style is that, it makes an in-effective leader and also reduces the interest in work, morale and productivity of workers. 
Having considered the fore-mentioned leadership style, leaders in organizations especially in organizations like the Federal College of Education is advised to consider the organizational setup, its workers as well as the benefits and the disadvantages of leadership style before adopting any of the styles performance and effectiveness of the organization. A research finding carried out by researchers to test the productivity of cooks in restaurant when being given feedback on how well they are performing relative to targets revealed that productivity. 
2.2	Theoretical and Conceptual Framework
There are basically three theocratic approaches in leadership and they are aimed at explaining elements of leadership. Likewise, questions such as those enumerated below what traits do leaders have in common, what traits does leader A have which leader B does not have? What kinds of leadership behavior are more effective than the other? How important is it for a leader to analyze situations and then play it by ear i.e. explain it to the workers. These three questions are fundamental to leadership theories and they are related to the three basis theories that are to be taken into consideration in this study which are:
i. Trait theory
ii. Behavioral theory
iii. Contingency theory.
2.3   The Trait Theory	
The trait theory of leadership identifies the specific personality traits that distinguish leader from non-leaders. They are based on the premise that leaders are born, not made (i.e that leadership is largely innate, rather than being develop through learning). Early research (Mann, 1959; stogdill, 1948) focused on the relationship between personality and leadership, but reported little supporting evidence. Nevertheless, research interest in this area continues, with Judge and Bono (2004) reporting that 12% of all leadership research published between 1990 and 2004 include the keywords “personality” and “leadership”. In order to review the evidence of a substantive relationship between personality and leadership, a meta-analysis was conducted by Lord, De Vader and Alliger (1986). This included the studies originally reviewed by Mann (1959) and subsequently published studies. Lord et al. (1986) demonstrated that there were significant meta-analytic correlations between leadership perceptions and intelligence, masculinity and dominance. It is important to note that these characteristics were associated with leadership perceptions, rather than leader behaviors’ or performance, and so do not reflect personal characteristics that may be related to leader effectiveness. A later meta-analysis, conducted by Judge, Bono, Iles and Gerhardt (2002) found that the big five personality dimensions (i.e conscientiousness, extraversion, neuroticism and openness) were significant predictors of both leadership emergence (explaining 28% of the variance) and leader effectiveness (explaining 15% of the variance). One of the major criticisms of trait theory is its simplistic approach; that it fails to take account of other factors that influence the development of a successful leader (e.g situational and environmental factors). Recent research, based on identity and fraternal twins, was able to estimate the heritability of leadership emergence at 30% (Avery, zhang, Avolio, Krueger, 2007). This means that the remaining 70% is accounted for by situational factors (e.g exposure to leader role models) during one’s career. Nevertheless, many organizations use personality assessment as part of their selection procedures for managerial or leadership roles.
2.3.1 The Behavioral Theory
The behavioral theory of leadership emphasizes the behavior of the leader. This distinguishes it from the trait approach which emphasizes the personalities characteristics of the leaders, and the skills approach which emphasizes the leader’s capabilities. The behavioral theory focuses exclusively on what leaders do and how they act. In shifting the study of leadership to leader behaviors, the behavioral approach expanded the research of leadership to include the actions of leaders towards followers in various contexts. 
Researchers studying the behavioral approach determined that leadership is composed of two general kinds of behaviors:
· `Task behavior 
· Relationship behaviors
Tasks behaviors facilitate goal accomplishment; theyhelp group members to achieve their objectives. 
Relationship behavior help follower feel comfortable with themselves, with each other, and with the situation in which they find themselves. The central purpose of the behavioral approach is to explain how leaders combined this two kind behaviors to influence followers in their efforts to reach a goal.
Many studies have being conducted to investigate the behavioral approach. Some of the first studies to be done were conducted at the Ohio State University in the late 1940s, based on the finding of Stogill’s (1948) work, which pointed to the importance of the considering more than leaders trait in leadership research. At about the same time, another group of researchers at the University of Michigan was conducting a series of studies that explored how leadership functioned in small group. A third line of research was began by Blake and Mouton in the early 1960s, it explored how managers used task on relationship setting.    
2.3.2 Contingency Theory
	One of the main criticisms of both trait and style approaches to leadership, is that they fail to take in to account situational and organizational factors. Contingency theories consider both individual and situational factors together in determining leader effectiveness. For example Fiedler’s (1967) Least Preferred Co-worker (LPC) theory predicts that leadership effectiveness will depend not only on leadership style, but also on a number of contextual factors; the relationship between the leader and the subordinate; the degree of power held by the leader; and, the structure of the task. Although this theory has been criticized (Graen, Orris and Alvares, 1971), there is evidence to support some aspects of the theory (Schriescheim, Tepper &Tetrault, 1994).
	
	Other theories have focused upon the nature of the subordinates. For example, Hersay and Blanchard’s (1988) Work Maturity Model proposed that leadership style should differ based on the subordinate’s task maturity (i.e, their existing knowledge and skills) and their psychological maturity (i.e, their ability and confidence). Where maturity is high, the leader can engage a more participative style than if maturity is low (where a more directive style is needed). Such theory emphasizes the needs of the leader over those of the subordinates; for example, subordinates may prefer a more participative style, even when the theory predicts that a directive style would be the most effective.
	Many of the theories reviewed in the previous sections have explanatory power- that is they help us to understand what makes a leader effective. Whilst there is empirical evidence that supports the theoretical proposals of these models, they can be difficult for occupational psychology to apply in practice (e.g when attempting to change leadership behavior). Contingency models have been largely superseded by ‘new leadership theories,’ in particular the concept of transformational leadership. However although contingency models feature little in contemporary research literature, they may still be used by practitioners in training programmes.
2.4	Effects of Leadership on Worker's Performance 
The concept of leadership and it's effects on worker's performance toward achieving organizational goals could never be over emphasized for its paramount important. The study therefore, seeks to discuss some of the theoretical models on leadership effectiveness on workers performance. 
2.4.1	   Contingency Model of Leadership Effectiveness
Considering Fielder's contingency model of leadership effectiveness which has been the subject of research and discussion because of its contribution to leadership effectiveness in organization.
Fiedler contends that effectiveness of a group is a function of: 
a. Leaders motivational orientation 
b. Nature of the situation 
c. Structure of the task 
d. The position of the power of the leader and 
e. The quality of a leader members relationship. 
The essence of Fiedler's work was to determine the best leadership style for a given leadership situation. He also postulates that there are 2 (two) major styles
of leadership effectiveness, they include: 
1. Task motivated leadership style 
2. Relationship motivated leadership style. 
Fiedler developed an instrument containing a continuum of situation from the contingency model which states that "The leadership performance will be contingent upon the appropriate matching of leadership style and the degree of 
Favorableness of the situation". The contention is that task motivated leaders
are effective in both highly favorable and unfavorable situations, while person, motivated leaders are only effectives in moderate situation.
2.4.2 Path Goal Model of Leadership Effectiveness
Path goals model postulates that the effectiveness of a leader depends on the lineage between subordinate effort and valued outcome. A leader’s effectiveness depends on the identification of subordinate/workers valued needs and his ability to effect satisfactorily their accomplishment. Also, path goal theory of leadership consists of increasing personal pay-off easier to travel by opportunities for personal satisfaction en route. Path goal theory is also dependent on situation and seems to agree with Mcgregor's solution on factors that affect an organization. He suggested that: 
1. Goals be jointly determined 
2. That there is collaboration between manager and sub-ordinate. 
3. Achieve goal congruency 
4. That self control be developed 
Therefore, he concluded that, the effect of leadership on workers performance
includes: 
a. Recognizing and arousing subordinates needs for out comes over
which the leader has some control. 
b. Making path to pay-off easier by coaching and directing 
c. Increasing personal pay-off to subordinates for work goal attainment. 
d. Reducing frustration and barriers 
e. Helping subordinates to clarify expectation 
f. Increasing the opportunities for-personal satisfaction. 
Also, leaders affect workers performance through effective and quality decision making since leaders are always in positions of authority to which everyday or followers look up to, they are saddled with the responsibility of setting standards required for the achievement of organizational goals and objectives in which is a good decision is made, it will leader to effectiveness and worker's efficiency. 
Workers efficiency performance is modern economy is not achieved by muscle efforts are leaders but by his ability to effectively combine resources needed for production in a way that will encourage workers, increased productivity. 
Conclusively, the study of leader's activities revealed that the more oriented leaders are towards showing considerations for workers, the lower will be the incidence of grievances on the part of workers toward the leaders, hence this will result to a satisfactory workers performance. 
2.5	Problems of Leadership in FCE, Kotangora 
The issue of leadership has become a subject of concern and discussion not for government or the society only but also for all levels of educational institutions, this is because leadership is the pivot of any successful organization. Therefore, taking Federal College of Education as a case study of Academic Institutions some of the problems of leadership in the institution include:
1. The existence of communication barrier between the leaders and the worker/subordinates thereby preventing the attainment of set goals. This arises when leaders avoid conversation if they deem it to uncomfortable, close themselves off to feedback or dominate every conversation, leaving no room for workers opinion. 
2. The attitude that a leader brings to work floor influences worker productivity. Attitude problems includes out of control emotion, being to cheerful or too dejected to match the actual event or putting, off divisions and frequently hiding behind too much analysis and planning. And also failure to understand the personalities of workers/subordinates, taking a one-size fits all approach to handling staff can hinder the attainment of set goals. 
3. Hurrying recruitment:- When your team has a large workload, its important to have enough staffs "on board" to cope with it, but filling a vacant role too quickly can be disastrous mistake. Hurrying recruitment can lead to recruiting the wrong staffs for your organization. 
4. Failing of define goals: When people don't have clear goals, they muddle through their day. They can't be 'productive if they have no idea what they are working for, or what their work means they also can't prioritize their workload effectively meaning that the projects and task get completed in the wrong order. 
5. Problem of leader's inability to determine the best action suitable for accomplishing organizational goals or objectives i.e in cases when the "head of the school" is not able to determine which is the best action to take. 
2.5.1	General Causes of Leadership Problem in FCE, Kontagora
From all indication, leadership roles in Nigerian Academic Institutions tends to be inconsistent it was agreed that leaders are not performing well on their jobs. 
There are many factors or variables responsible for leadership problems or 
failures in our society. 
These factors include: 
1. Bad attitudes of leaders towards workers workforces and its environment 
when leaders are negligent in the concern for the welfare of its workers in 
terms of safety at work and their health, the leader tends to have a problem 
because since worker feel they are no more considered important in terms of 
their safety as regard their working environment and of course their health. 
They withdraw their support to the leader immediately and this hinders team 
work and its achievements of organizational goals and efficiency. 
2. Independent decision making by the leaders without consulting the opinion of the subordinates. This is one of the prominent problems of leadership. It occurs when leaders in an attempt to ensure the organizational security takes all decisions on his own without consulting subordinates view on the issue being addressed, what results is of course a "one way decision" organization which is of course bent towards retardation and inefficiency as subordinates with better opinion keep them to themselves, withdrawing their team spirit attitude towards the leadership and organizational efficiency. 
3.   Resource Mismanagement by leaders i.e embezzlement of funds allocated for projects in the organization. This practice of fund mismanagement is very common in most academic institutions in which funds allocated for certain organizational or departmental project are being mismanaged by the leaders. Workers who are being deprived of the fund allocated to them by the leaders likewise in return also deprived him of all necessary support deserve to control them towards attainment of the organizational objective/goals. 
4.   Arbitrary control by leaders, some workers are arbitrary controlled by leaders when assigned excessive tasks with no corresponding benefits. Some workers are treated as "slaves" this act of arbitral control prevents smooth team work towards organizational efficiency because the best or efficiency of the workers cannot be derived. 
5. Obsolete ideas or skills of some leaders which affects production/productivity negativity some leader’s uses outdated skills which do not conform to the modern skills required for efficient workers performance.
		Finally, the attitude of some leaders trying all in their ability to stay in the leadership position they are occupying for a long time or event for their life time is very prominent in our academic institutions, this bring about obsolesce in the professional skill of the leader thereby having a negative effect on productivity and even a more greater negative effect on worker’s performance because, since the workers know there is more efficient modern skill towards production, they will like to exert or waste their energy using an absolute skill that is not efficient.
2.5.2 Management Problems of Leadership in FCE, Kontagora
		Below are some of the proffered ways to managing leadership problem of leadership academic institution:
1. Leaders in discharging their responsibilities and roles must not neglect their followers. When you are a leader, it is easy to get to wrapped up in your work load that you don’t make yourself available to your staff subordinates without you being available when they need you, your workers won’t know what to do and they won't have the support and guidance that they need to meet their objectives. 
2. More efforts should be devoted to leadership motivation for proper productivity i.e when leaders are motivated there is likely hope that higher productivity must result. This means that leaders that are motivated tends to give in their best in terms of supervising the workers to do their work rightly and at due time which increase productivity and organizational efficiency. 
3. There should be forum for employees (senior and junior) to interact and discuss their problems freely with their leaders through this, the leader will understand the problems of the employee and where there are lapses, corrective measures will be taken to ensure the efficiency in the organization. 
4. Motivation in terms of financial rewards should be given to workers (especially the hardworking ones) in order to encourage the less hardworking ones to change their lazy attitude to work. This measures will make those who are not working to put in more effort so with these, the organization will reach its peak. 
5. Promotion of workers should be encouraged to enhance their high 	performance leaders should not make the mistake of assuring that their team or workers only work for monetary reward, because this may not be the only thing that motivates them for example, people seeking for a greater work or life balance needs to be promoted from where they are to a higher position.
6. Leaders should form the habit of delegating tasks to the subordinates, so that they will have time to focus on the “broader view” that most leaders are responsible for and also develop their skills for managerial positions in future.

2.6     Historical Background of Case Study
The Federal College of Education, Kontagora located in Niger State of Nigeria was established in September 1978, as Federal Advanced Teachers Collage (FATC).
In 1992, a presidential task force recommended to the Federal Government that Federal Advanced Teacher’s Colleges should be renamed Federal Colleges of Education and that heads of such institutions be conferred with a new designation of provost. To this effect, the college was renamed federal college of Education, Kontagora in 1992.
The college become autonomous in 1989 with the establishment of National Commission for College of Education (NCCE). The College has a provost as the head of the institution and the current Head of the institution is Dr. Nathaniel Olaitan Odediran. This college has contributed greatly to the man power development of Nigeria, especially in the area of Teacher Education. The college runs programmes ranging from Certificate, Pre-NCE, NCE (regular), NCE (sandwich) to degree courses.
2.6.1	Set Objectives of FCE Kontagora
Briefly, the aim and objective for establishing the college, at the take off, could be summarized as follows.
1. To provide professionally non graduate teachers of northern origin to man the secondary and teachers training colleges in the region.
2. Through the products or graduates of the college, to be able to gradually northernism the entire staff of all the secondary school and teachers training colleges in the region.
3. To provide professionally qualified inspectors for primary schools.
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2.6.2 Organization Structure of Federal College of Education, Kontagora
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2.6.3 Achievement of FCE, Kontagora
From inception FCE, Kontagora has recorded various achievement in which has helped to rises it to its present enviable standard of creatability, fame and prestige. The most significant achievement of the college relate to physical facilities, staffing, student population, research and teaching and manpower development.
1. The college has constructed the male hostel phase one, which is still ongoing but with significant progress.
2. However on the other hand were the completed projects, one of which was the extension of the academic staff offices.
3. Nevertheless, the library was not left out, although library is not brought to the ground, it was being expanded with another block added on top.
4. The student recreation centre was constructed to carter for the need of both the staff and the students of the school.
5. Another achievement that has been completed and since being put to use is the student industrial working experience scheme block (SIWES).




CHAPTER THREE
Research Methodology
3.1	Introductions 
This chapter will look into the research design of the study, data and methods of data collection, population, sample size and justification of methods used.
3.2	Research Design 
	Research design is master plan upon which a research is based. It is linked to the building plan of the architect that a builder must follow.
	The type of research design to be used in a particular design will depend on the nature of research problem or question. Research design could include, experiment, case study, survey research and descriptive research.
	In this study, the research will employ descriptive method of research, which is a social research that is concerned with descript its characteristic based on age, sex position, distribution, marital status etc.
3.3	Methods of Data Collection 
	In carrying out research work, there are different methods that can be used to collect data. Data itself refers to the process of obtaining relevant information regarding the major areas used for data collect includes;
(a) Personal interview (b) Panel technique (c) Telephone interview (d) Mail Questionnaire (e) Questionnaire (f) Observation method (g) Experiment methods etc.  However, the method of data collection used in this study mainly focused on structure questionnaire.
Questionnaire
In this method, questions are carefully designed respondents who are expected to answer them in written form and return the completed form back to the researcher.
There two basic types of questionnaire.
1. The structured or closed format 
2. The open ended questionnaire 
In open ended questionnaire; the answers are open to the respondents in the question designed and spaces are provided to the respondent to answer freely, the  structured or closed form questionnaire designed, the question are in such a way that the respondents are limited to certain order of answers.
3.4	Population of the Study 
	This defines the total number of employees to be covered by the study, the researcher wishes to define population size as the entire employees of federal college of education Kontagora with the number of six hundred and fifty (650) as at February, 2016  as indicated in FCE Kontagora chronicle magazine.
3.5	Sample Size and Sampling Procedure 
	A sample is a part of the population deliberately taken to represent the population of the study. The essence of sampling is to obtain external validity such that the characteristic obtained from a population can hold valid and reflective of the population in general. Random sampling techniques will be adopted and Yamane Taro formula shall be used to come up with accurate representation of the population as sample size.

3.5.1	Random Sampling   
	For the purpose of this research, the random sampling technique will be used. Random sampling method is the most fundamental method of probability sample. Random sample uses the principle of randomization, which is a procedure of giving event subject in a population an equal chance of appearing in the selection. When sampling a heterogeneous population, it is best to use random sample procedure. The study intends to use Yamane (1967) formula to derive the sample size.
	
		
Where;	
n = Sample population
		N = Total Population (650)
		e = Level of significance (0.05)
Therefore: 
                 =   


		 =          247.6
Approximately, 248 the sample size is 248.
3.6	Method of Data Analysis
	Based on the environment nature of this study, data collected will be analyzed by using table and percentage analysis where chi-square statistical technique will be use in analyzing comparison of agreements or disagreement of our hypothesis.
3.7	Justification for Methods and Techniques Used
	In relation to the technique used for data analysis, simple percentage method will be used for better analysis of data for its interpretation and its ability to give precise figures which will be easy to interpret. Tables on the other hand will be used to present the data in a way in which ambiguity will be avoided as it will present the data in a clear and easily identifiable form. The use of chi-square will be used to test the hypothesis earlier stated in chapter one.


CHAPTER FOUR
Data Presentation and Analysis
4.1	Introduction
 The research presents and analyses as the data collected using tables and simple percentage for easy understanding. The data presentation is however based on the formulated hypothesis will be used in testing the hypothesis in order to draw conclusion. 
4.2	Data Presentation and Analysis
	Section A of the questionnaire is meant to show the personality profile of the respondents as relating to sex, age and marital status, while section B constitutes the General questions the researcher is carrying out investigation on.
A total of two hundred and fourty eight (248) questionnaires were administered out of which one hundred and seventy six (176) were duly completed and returned. For the purpose of the research work and objectivity, the completed questionnaires would be analyzed and presented in tables as percentages representing hundred percent (100%).
Section A: personality profile of respondents 
Table 4.1 Sex distribution of respondents 
	SEX
	FREQUENCY
	PERCENTAGE %

	Male
	124
	70%

	Female
	52
	30%

	Total
	176
	100%


Source: Questionnaire (2025)
Table 4.1 above indicated that in examining the sex distribution of the respondents, the data obtained showed that one hundred and twenty four (124) representing 70% of the respondents are male, while fifty two (52) representing 30% of the respondents were female. This indicates that there are more males than the females staff in the college. This is also because men are more likely to with stand the regions and intensity of the job and off course the ten policy of employing more men than women in public institutions. On the other hand due to religious and cultural believes of the environment. 
Table 4.2 Marital distribution of respondents 
	SEX
	FREQUENCY
	PERCENTAGE %

	Single 
	70
	40%

	Married
	106
	60%                

	Divorced/Separated
	0
	0%

	Total
	176
	100%


Source: Questionnaire (2025)
Table 4.2 above indicated that seventy (70) workers, who represent 40% of the total respondents, were still single while one hundred and six (106) representing 60% were married. This means that, because of the nature of the organization, length of service as well as the religious and cultural practice of the Nigeria society, most of the staff in the college were married. 




Table 4.3 Age Distribution of Respondents 
	SEX
	FREQUENCY
	PERCENTAGE %

	18-25 years
	27
	16%

	26-35 years
	34
	19%

	36-45years 
	75
	42%

	46 and above
	40
	23%

	Total
	176
	100%


Source: Questionnaire (2025)
Table 4.3 above shows that about 16% of the respondents fall within the ages of 18-25 years while 19% fall within the ages of 26-35 years. This is because most young graduates prefer to work outside the educational institutions in places like banks where remuneration is higher, as well as more job security.
Seventy five respondents representing 42% fall within the ages of 36-45 years and (40) representing 23% fall within the 46 and above. The reason here for the higher percentage in the older bracket is because this people have been in the academic system for a very long time and become part and parcel of the system, and are willing to stay of to their retirement ages.






SECTION B - GENERAL QUESTIONS
Table 4.4 Rate of the leadership performance in Federal College of Education Kontagora 
	RESPONSES 
	FREQUENCY
	PERCENTAGE %

	High
	107
	61%

	Average
	40
	23%

	Low
	29
	16%

	Total
	176
	100%






Source: Questionnaire (2025)
Table 4.4 shows that based on the responses, one hundred and seven (107) representing 61% of the total respondents rated leadership performance in Federal College Education Kontagora to be very high, fourty (40) representing 23% rated it to be in the average while twenty nine (29) representing 16% said that leadership performance is low. This generally implies that leadership performance in the college is above average and considered normal.
Table 4.5 Leadership influence on workers performance 
	RESPONSES
	FREQUENCY
	PERCENTAGE %

	Yes
	124
	70%

	No
	52
	30%

	Total
	176
	100%









Source: Questionnaire (2025)
From the above table, it was observed that one hundred and twenty four (124) respondents which represent 70% of the total respondents agreed that leadership has influenced workers’ performance in Federal College Education, while fifty two representing 30% disagreed. This indicated that the leadership in the college has influence in its workers with a greater percentage of 70% even though there are about 30% who saw it at the contrary which at least indicated the level freedom of expression of ideas in the college.
	RESPONSES
	FREQUENCY
	PERCENTAGE %

	One that shows concern of organizational goal
	21
	12%

	One that shows concern for workers goal
	13
	7%

	All of the above
	142
	81%

	None of the above
	0
	0

	Total
	176
	100%


Table 4.6 Type of Leadership style practiced in FCE, Kontagora 
Source: Questionnaire (2025)
Based on the responses, 81% that represent one hundred and fourty two (142) respondents said that the leadership style practiced in Federal College Education is one that shows concerns for both workers and organizational goals. While twenty one (21) respondents representing 12% said the leadership style is only concerned for organizational goals, thirteen (13) respondents 7% is in support of workers goals while “none of the above” response. This indicated that the workers in Federal College Education Kontagora are contented with the kind of leadership style in the college since it involved both workers and organizational goals.


Table 4.7 Workers performance based on the leadership style adopted in the college 
	RESPONSES
	FREQUENCY
	PERCENTAGE %

	Yes
	98
	56%

	No
	44
	44%

	Total
	176
	100%








Source: Questionnaire (2025)
Ninety eight (98) representing 56% of the respondents agreed that workers performance is dependents on the leadership style adopted, while fourty four (44) representing 44% disagreed to it. This implies that there is a greater challenge to this effect as the number of “Yes” and “No” responses are averagely the same. This is indicating that the leadership has to do more in convincing its workers believe that the leadership style adopted can always leads to their performance. In other words, being an academic environment some workers may believe that their performance is based on their principles and self discipline.
Table 4.8 Effect of leadership style Workers performance  
	RESPONSES
	FREQUENCY
	PERCENTAGE %

	Yes
	147
	84%

	No
	29
	16%

	Total
	176
	100%








Source: Questionnaire (2025)
While expressing their view, one hundred and fourty seven  (147) representing 84% of the respondents agreed that the existing leadership style in their organization affect workers performance while twenty nine (29) respondents representing 16% disagreed to it. This is indicating that it is generally believed that the staff of the college are contented with the present leadership in the college hence their performance.
Table 4.9 Relationship between workers and leader in FCE, Kontagora
	RESPONSES
	FREQUENCY
	PERCENTAGE %

	Very cordial 
	115
	65%

	Cordial
	34
	19%

	Not cordial
	27
	16%

	Total
	176
	100%






Source: Questionnaire (2025)
Table 4.9 shows that, 65% of the respondents represented by one hundred and fifteen (115) workers said that the relationship between the leaders  and workers in FCE is very cordial while thirty four (34) representing 19% said it is cordial and twenty seven (27) representing 16% said that there is no cordial relationship between workers  and leaders of the Federal College Education, This  implies that there is generally cordial relationship between leaders and the workers of the college as about 84% of the respondents indicated that. The 16% who disagreed may have their personal reasons for that, but it will not change the general stand.
	RESPONSES
	FREQUENCY
	PERCENTAGE %

	High involved 
	21
	30%

	Fairly involved
	128
	54%

	Not involved at all
	27
	16%

	Total
	176
	100%


 Table 4.10: Participation of workers in decision making






Source: Questionnaire (2025)
Table 4.10 above shows that twenty one (21) respondents representing 30% of the total respondents said that workers in Federal College Education are highly involved in decision  making, while one hundred and twenty eight (128) representing 54% said the level of participation in decision making is fairly. This is as a result of their potentiality in terms of academic qualifications, experience and the office/positions they control in the college that gave them opportunities to be fully involved in decision making. Whereas twenty seven (27) representing 16% indicated that they were not been involved at all. This implies that this category most have fallen within the junior cadre staff that may not necessary be involved in decision making processes unless when there is need for that.   
Table 4.11 Effect of communication on workers efficiency  
	RESPONSES
	FREQUENCY
	PERCENTAGE %

	Yes 
	143
	81%

	No
	33
	19%

	Total
	176
	100%







Source: Questionnaire (2025)
The above table shows the level of communication between workers and leaders in Federal College Education Kontagora. Since communication is essential for workers efficiency. However, one hundred and fourty three (143) (81%) of the respondents indicated that there is communication flow between workers and leaders in the college. This is signifying the facts that there is communication flow while thirty three (33) (19%) said that there is no communication flow between workers and leaders in college. This is signifying the facts that there is communication flow between the two parties in the college as the view was represented by the larger percentage of the staff that believed to be senior staff and offices holders. The 19% were believed to most have represented mostly the junior staff whose ideas were mostly represented by their head of departments.    
Table 4.12 Effect of adequate information on workers performance
	RESPONSES
	FREQUENCY
	PERCENTAGE %

	Yes 
	74
	42%

	No
	102
	58%

	Total
	176
	100%









Source: Questionnaire (2025)
From the above table, it was deducted that one hundred and two (102) representing 58% of the respondents disclosed that adequate information is not given to them in carrying out their job, while seventy four (74) representing 42% said “Yes” meaning that adequate information is being given to them in carrying out their job. This implies that the college has to do more with regards to informing workers on their performance hence it will motivate them and increases their efficiency as well as making those that were low in their performance to put in more efforts. This is highly needed for the college to move forward as 52% complained.
Table 4.13 Effect of feedback on workers performance
	RESPONSES
	FREQUENCY
	PERCENTAGE %

	Yes 
	62
	35%

	No
	114
	65%

	Total
	176
	100%









Source: Questionnaire (2025)
Concerning the feedback on workers job performance in Federal College Education Kontagora table shows that sixty two (62) workers representing 35% gave the “Yes” response that they were being given feedback on their job performance. While one hundred and fourteen (114) workers representing 65% disclosed that they were not being given any feedback about their job performance. This is implying that there is lapses  in that aspect from the leadership of the college that require quick intervention since doing that always  motivate workers and increases their performance toward achieving the organization goals.
4.3	Test of Hypothesis
	Step 1: 	Stating the hypothesis
Ho:	There is no significant relationship between effective leadership and motivational factor in enhancing workers performance in an organization.
Ho:	There is no significant relationship between a particular leadership style and evaluating workers performance in Federal College of Education Kontagora.
Question 2,5,10,11,12 in the Questionnaires Were Used in Testing the Hypothesis. However Below are the Question as Well as the Responses Gotten on Each for a Clearer Understanding.
	QUESTIONS
	RESPONSES


	
	YES

	NO


	Question2 
Has leadership been able to influence workers performance in your organization?
	

124
	

52

	Question5
Does the existing leadership style in your organization in anyway affect workers performance?
	

147
	

29

	Question10
Does the organizational structure of Federal College of Education give room for communication flow between its leaders and workers?
	


143
	


33

	Question11
Is the information given to you as a worker adequate to carryout your job?
	

74
	

102

	Question12
Do you always get feedback about your job performance?
	
62
	
144


CHI-SQUARE TEST
Formula for calculating Chi-Square is:
X2  = ∑(fo – fe)2
	fe 		
Where:
X2 = Chi square
∑ = Summation 
Fo = Observed frequency 
Fe = Expected frequency 
Note: Fe is calculated by   Row total x column total										Overall total 
Step 2: Calculating the expected frequency observed table
	QUESTIONS
	YES
	NO
	TOTAL

	2
	124
	52
	176

	5
	147
	29
	176

	10
	143
	33
	176

	11
	74
	104
	176

	12
	62
	114
	176

	Total
	550
	330
	880





Expected table
	QUESTIONS
	YES
	NO
	TOTAL

	2
	110
	66
	176

	5
	110
	66
	176

	10
	110
	66
	176

	11
	110
	66
	176

	12
	110
	66
	176

	Total
	550
	330
	880


Source: Questionnaire (2025)
NOTE:
Yes Column 
		
	Fe for yes column = 110.0	
No Column 	
		
Fe for No column = 66
STEP 3: CALCULATION OF CHI – SQUARE
X2  = ∑(fo – fe)2
	          fe 	
	
Where:
Fo = Observed frequency 
Fe = Expected frequency 
Note: Fe is calculated by   Row total x column total										Overall total 
The result is shown in the table below
	Fo
	Fe
	(Fo-Fe)
	(Fo-Fe)2
	(Fo - Fe)2
Fe

	124
	110
	14
	196
	1.7818

	147
	110
	37
	1369
	12.445

	143
	110
	33
	1089
	9.9

	74
	110
	-36
	1296
	11.782

	62
	110
	-48
	        2304
	20.945

	52
	66
	-14
	196
	2.969

	29
	66
	-37
	1369
	20.742

	33
	66
	-33
	1089
	16.5

	102
	66
	36
	1296
	19.636

	114
	66
	48
	2304
	34.9090

	
	
	
	
	151.6098


X2 = Degree of freedom is calculated by:
Df = (r-1)(c-1)
Where:
r = total row
c = total column 
(5-1)(2-1)
(4) x (1) = 4, i.e 4 degrees of freedom
Level of significance = 5% (0.05)
· X2 at 5% level of significance = 9.488
Final Analysis
Calculated value (x2) = 151.6098
Critical values at 5% significance level and degree of freedom is 9.488. Thus the calculated value (x2) greater is than the critical value i.e (151.6098>9.488)
Decision Rule
	If the calculated value (x2) is less than the critical value, we accept Ho (null hypothesis and reject H1alternative hypothesis). On the contrary, if (x2) is greater than the critical value we reject Ho and accept H1. Therefore, since our calculated value (x2) is greater than the critical value. 
The null hypothesis are thereby rejected, and the followings were accepted;
· There is significant relationship between effective leadership and motivational factors in enhancing workers performance in Federal College Education, Kontagora.
· There is significant relationship between a particular leadership style and evaluating workers performance in Federal College Education Kontagora.

4.4	Research Findings
This study has been able to as much as possible objectively bring out an analysis that portrays the fact that leadership is a motivational tools in enhancing worker’s performance in an organization with particular reference to the Federal College of Education Kontagora. This can be seen in the analysis where about 61% of the respondent rated the leadership performance in the college “High” while 23% rated “average” as in (table 4.4). This indicated that the majority of the staff are encouraged by leadership of college hence increases their performance.
The findings of the study have shown that Federal College of Education Kontagora recognize the importance of effective leadership in enhancing worker’s performance and likewise the realization of its organizational goals. Table 4.5 indicated that 70% of the staff has disclosed that the leadership in the college has influence on their performance.
Also, with the reference to responses of the questionnaire on table 4.6 one will be able to conclude that a reasonable number of the workers support the relationship style adopted in the organization with a greater number of 81% as involved both the workers interest as well as the organizational goals.
As regards to communication flow, it was discovered that Federal College of Education Kontagora allows for effective communication flow between the leaders and workers since it believes that when there is provision of adequate information for workers to work with, they tend to understand the organization’s goals and consequently work towards the achievement of this goals and objectives. This is highlighted in table 4.11 where 81% of the staff admitted to that.
In conclusion, the findings of the study also revealed that the organization ensures the motivation of workers towards effective performance though the satisfaction of their needs and encouragement to given in their best towards efficiency. This comes inform of take home pays given to the workers apart from their salaries, adequate trainings give to workers to enhance their skills. It is worthy to note that Federal College of Education Kontagora sends some of its workers (staff) abroad for training for improvement in their various skills towards efficiency. This can be seen table 4.5 of the questionnaire analyzed with a number of 70% of respondent in support of that.
4.5	General Discussion on the Implication of the Findings
	In the course of conducting this research work, the researcher was able to make a number of findings as enumerated and analyzed above. It has been deduced that low rated leadership in an organization always bring a set-back to that organization hence it  will affects the  workers  performance negatively  as indicated in respondents view in table 4.4 of the analyzed questionnaire.  
Also, it was discovered that effective leadership enhanced workers  performance while ineffective leadership always lead to a set-back towards achieving organizational goals and affect workers performance negatively thus collapse in the organizational aims and objective. This is supported by 70% of respondents in table 4.5.
	Another discovery is the impact of the leadership style adopted in Federal College Education Kontagora on the workers performance where a larger number of staff representing 81% supported the leadership style of the college. It is believed that democratic style (participative) leadership is suitable for the college to improved performance. This is true because for any organization to improve, employee should be given a role to play when it comes to decision making or matters affecting. The implication is that any organization that could not adopt a good and a participated leadership style is tempted to face a lot of organizational problems, set-back and even collapse.
	However, it has been revealed in the research findings that communication gap and working environment are some of the impediments discouraging employees improvement on performance, thus defer the achievement of the organizational goals.  Table 4.11 and 4.12 indicated with 81% and 58% of respondents respectively.
	Finally, it was ascertained that for any organization, institution or public sector to encourage performance, it must thrive on taking measure to improving employee’s performance and great concern placed on their welfare as well training. Failure of which may even resulted to crash of the organization.


CHAPTER FIVE
Summary, Conclusions and Recommendations
5.1	Summary  
	The purpose of understanding this research work is to evaluate the effect of leadership influence on workers performance in an organization taking the Federal College of Education Kontagora as a case study consequently a details of each chapter is given for easy analysis. Chapter one of the study focused on the introductory aspect where background of the study, statement of the problem, scope, objectives, significance, limitation as well the hypothesis of the study were stated.
	Chapter two is based on the study of literature review where, the theoretical and conceptual framework that discusses in full the various leadership theories and style and pointing out the objectives which necessitates its adoption, its effects and problems encountered by leaders in influencing workers performance are discussed and the historical background of Federal College of Education, the objectives as well achievement of the college.
	Chapter three, dealt with research methodology the various methods and procedures for data collection method of data analysis and justification of the method used.
Chapter four, the data gathered through questionnaires were organized and analyzed. The hypothesis stated in chapter one were also tested, using the data collected through questionnaires in which the alternatives. Hypothesis that effective leadership is the greatest motivational factors in enhancing workers performance in an organization is accepted. Finally, chapter five deals with summary of the project work, it conclusion and provide useful recommendations.
5.2	Conclusions
	In conclusion, it should be realized that an evaluated study of this  nature rest on the quantitative aspect of social science, since it relates with terms or phenomenon like effectiveness, efficiency, personality traits e.t.c which is clearly affiliated to human nature.
Since the Federal College of Education Kontagora is known to be an educational institution which specializes in training prospective graduates as well as other workers in their various field of specialization, the institution acknowledges the influence of leaders as a motivational factor in enhancing as effective and efficient performance of its workers and that is just the main reason why the alternative hypothesis tested in this study was accepted.
Likewise, based on the data analyzed, it is seen that, the workers of this college are concerned with the leadership style used in the organization as well as the motivational incentives as encouraging salary welfare packages as well as the  sponsored training of workers abroad to encourage efficiency.
5.3	Recommendations
As a result of the theoretical review and the practical analysis carried out in the preceding chapters, it was discovered that there exist a cordial relationship between the management and employees; This has enabled the smooth running of the institution and good term work.
However the following recommendations should be implemented to enhance leadership and employees performance in Federal College of Education Kontagora and possibly for other purposes.
The management of Federal College of Education Kontagora is advised to allow workers know how their job contributes to the attainment of the overall objectives of the organization, this will be help in eliminating the problem of complaints made by workers on not being given feedback about their job performance, and that will reduce the level of their confidence in their leaders hence it will deter their overall performance. Table 4.4.and 4.13 indicated that.
Also, the leadership style adopted has a significant impact on employees performance, as it is believed that democratic style (participative) of leadership is suitable for the organization to improve performance. This is true because for any organization to improve, employee should be given a role to play when it comes to decision making or matters affecting them. 81% of respondents confirmed that on table4.6 of the questionnaire analysis.
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APPENDIX
QUESTIONNAIRE
Department of Business Administration,
Faculty of Management and Social Sciences,
Kwara State Polytechnic Ilorin, 
PMB 1375,
Kwara State.
[bookmark: _GoBack]Dear respondent,
I am a student of the above named institution. I am in my final year undertaking a research study on the topic “Evaluation of the Influence of Leadership on Workers Performance in an Organization: a case study of Federal College of Education Kontagora” in partial fulfillment of the requirements for the award of National Diploma (ND) in Business Administration in the Department of Business Administration and Management. 
I will be grateful if you fill the attached questionnaire, please be rest assured that the information disclosed will be treated in strict confidence and for academic purpose only. Your cooperation is greatly appreciated.
Thanks in anticipation. 
								Yours Faithfully,				                                                             Bulus Shedrach Zanariyi



QUESTIONNAIRE
SECTION A: PERSONALITY PROFILE OF RESPONDENT 
INSTRUCTION: Please Tick as appreciate
1. Sex: 	(a)  Male    [    ]		(b) Female	[     ]
2. Marital status:  (a) Married   [   ] (b) Single [    ]	 (c) Separated/Divorced [  ]
3. Age (a) 18 -25years [   ]    (b) 26-35 years [   ]    (c) 35-45years [   ] 	    (d) 46 and above [    ]
SECTION B: GENERAL QUESTIONS
1. How will you rate the leadership performance in your organization?
(a) High   [   ] 	(b) Average [    ]		(c) Low [   ]
2. Has leadership been able to influence workers organizational performance in your organization?
(a) Yes   [   ] 		(b) No [    ]
3. What kind of leadership style do you think is practiced in your organization?
(a) One that shows concern for organizational goal [   ]
(b) One that shows concern for workers goal [   ]
(c)  All of the above   [     ]
(d)  None of the above   [    ]
4. Do you agree that workers performance in your organization is dependent on the leadership style adopted?
(a) Yes   [   ] 		(b) No  [    ]
5. Does the existing leadership style in your organization affect workers performance in any way?
(a) Yes   [   ] 		(b) No  [    ]
6. If yes, how does the existing leadership style affect your performance as a worker?
(a) Positively   [   ] 		(b) Average [    ]	(c) Negatively [   ]
7. As workers, how will you describe the relationship between the leader and workers in your organization?
(a) Very cordial [   ] 	(b) Cordial [    ]	(c) Not Cordial  [   ]
8. Suggest way(s) by which cordial relationship can be promoted between you (a worker) and the leader to enhance the workers’ performance in your organization:_________________________________________________________________________________________________________________ 
9. What is the level of participation of workers in the decision making process of your organization?
(a) Highly involved [   ]  (b) Fairly involved  [    ] (c) Not involved at all [   ]
10. Does the organization structure of Federal College of Education give room for communication flow between its leaders and workers?
(a) Yes   [   ] 		(b) No [    ]
11.  Is the information given to you as a worker adequate to carry out job?
(a) Yes   [   ] 		(b) No [    ]
12. Do you always get feedback about job performance?
(a) Yes   [   ] 		(b) No  [    ]
13. What kinds of leadership style will you prefers in Federal College of Education?
______________________________________________________________
	
									Thank you.  
