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ABSTRACT
The research topic “the impact of management by objective on organization performance” in reference to Kwara state polytechnic, Ilorin we be divided into five chapters. Chapter one will focus on introduction/background of the study, statement of problem, research question, and objectives of study, hypothesis of study, significance of the study, scope of study, historical background of the case study and definition of terms. Chapter two and three will be centered on literature review (introduction, conceptual framework and theoretical framework while chapter three base on methodology of the study. Chapter four is basically on data presentation, analysis and interpretation and finally, chapter five will deal with summary of the findings, conclusion and recommendations for further study.
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CHAPTER ONE
1.1 INTRODUCTION
The imperative of attaining organizational performance objectives constitutes a fundamental phenomenon for the management of modern organization. Therefore strategic measures are constantly formulated and implemented bottom-line to achieve key results. Management by objective is one type of management philosophy adopted to ensure that organizational programme objectives or results are attainable.
Peter Drucker (1954) defined management by objective as a dynamic system which seeks to integrate the company need to clarify and achieve its profit and growth goals with the managers need to contribute and develop him. Drucker first publicized these ideas in the practice of management in 1954 subsequently; MBO has been canvassed by other writers notably, McGregor and Humble. McGreor in the Human side of enterprise supported MBO on the grounds that it gave subordinate the opportunity to participate in good setting and performance appraisal and based on a theory Y philosophy. Humble in Improving Management Performance suggests that MBO focus on the key results areas where improved performance is likely to have a dramatic impact on organization performance. However, all writes are careful to emphasize two points first that MBO is not a management technique but a philosophy which if accepted requires a shift of managerial attitudes and perspective; second that MBO needs to be integrated with other organizational procedure and notably the budgeting process, performance appraisal, management development and management reward.
Management by objective (MBO) also known as management by results (MBR) is a process of defining objectives within an organization so that management and employees agree to the objectives and understand what they need to do in the organization in order to achieve them. The term, management by objective was first popularized by Peter Drucker in his 1954 book, the practice of management.
The essence of MBO is participative goal setting, choosing course of actions and decision making. An important part of MBO is the measurement and the comparison of the employee actual performance with the standards set. Ideally when the employees themselves have been involved with the goal setting and choosing the course of action to be followed by them, they are more likely to fulfill their responsibilities.
According to George S. Odiorne,  the system of management by objectives can be described as a process where the superior and subordinate jointly identify its common goals, define each individuals major areas of responsibility in-terms of the results expected of him and use these measures as guides for operating the unit and assessing the contribution of each of its members.
Objectives can be set in all domains of activities (production, marketing, services, sales, human resources, finance, information system etc).
Some objectives are collected for a whole department in the whole company, other can be individualized.
Managers must determine the mission and the strategy goals of the enterprise. The goal set by top level managers are based on the analysis of what can and should be accomplished by the organization within a specific period of time.
The functions of these managers can be centralized by appointing a project manager who can monitor and control activities of the various departments. If this cannot be done or is not desirable each manager’s contributions to the organizational goal should be clearly spelled out. Objective need quantifying and monitoring. Reliable management information systems are needed to establish relevant objectives and monitor their reach ratio in an objective way. Pay incentive (bonuses) are often linked to results in reaching the objectives.
The case study analysis shall aim to determine the impact of MBO on organizational performance of sterling bank plc.   
Historical management perspective has been on achieving organizational performance objectives reflected on profit, growth and market value. In spite of developments in various sector of the economy as technology advancement, industrial revolution, advance in production and commercial activities, the complex nature of Trade Union and industrial relation, the fact remains that organization are constantly seeking new ways and ideology to ensure that resources are maximally utilized and that set goals and objectives are achieved.
MBO was first published by Peter Drucker in 1954 in the practice of management. One of the core ideas in MBO was where managers should focus their time and energy. According to Drunker effective MBO managers focus on result not the activity. They delegate tasks by negotiating a contract of objectives with their subordinates and by refraining from dictating a detailed road map for implementation. MBO is about setting roles and their breaking these down into more specific objectives or key result MBO involves (1) Setting company – mid goals derived from corporate strategy (2) Determining team and department level goals (3) Collaboratively setting individual – level goals that are aligned with corporate strategy (4) Developing an action plan and (5) Periodically reviewing performance and revising goals. Greenwood R. G. (1981), Management by objectives Pg. 225 – 230.
The broader principle behind MBO is to make sure that everybody within the organization has a clear understanding of the organization’s goal as well as awareness of their own roles and responsibilities in achieving objectives that will help to attain those goals. The complete MBO system aims to get managers and empower employees acting to implement and achieve that plans which automatically achieves the organizations goal.
In-view of the result oriented nature of MBO as a management philosophy. It spurs the researcher to conduct a study of this nature to determine the impact of management by objective on organizational performance using sterling bank plc.   as a case study.   
1.2 STATEMENT OF THE PROBLEM
There has been an increasing challenge in many organizations to achieve corporate organization objective due to mobility to maximally utilize its human resources. Many firms have focused on central management with total neglect and lack of integration of low level employees in the corporate plans and objectives. The resultants effect as been that of lack of understanding, interpretation and implementation of such plans and objective loading to poor organizational performance.
The research therefore is confronted with the problem of determining the impact of management by objective (MBO) in organizational performance with a case study On sterling bank plc.   
1.3	RESEARCH QUESTIONS
The research Questions include;
1. What is the nature of management by objective and what is the nature of MBO in sterling bank plc.   
2. What constitute organizational performance and organizational performance in sterling bank plc.   
3.        What is the impact of management by objective on organizational performance and what is the impact of MBO in organizational performance in sterling bank plc.   
1.4 OBJECTIVE OF THE STUDY
            The objectives of the study consist of;
1.        To provide a detail analysis of the concept of management by objectives and organizational performance
2.        To determine the structure and process of management by objectives
3.        To determine the nature of organizational performance measure
4.        To determine the impact of MBO in organizational performance
5.        To determine the nature of MBO in sterling bank plc.   
6.        To determine the organizational performance standards in sterling bank plc. 7.        To determine the impact of MBO in organizational performance in sterling bank plc.   
1.5	 STATEMENT OF HYPOTHESIS
Ho        There is no organizational performance standard in sterling bank plc. H1        There is organizational performance standard in sterling bank plc.  
Ho        (MBO) Management by objectives is not given significant attention in sterling bank plc.   
H1        (MBO) Management by objectives is given significant attention in sterling bank plc.   
Ho        Management by objective has no significant impact on organizational performance in sterling bank plc.   
H1        Management by objective has significant impact on organizational performance in sterling bank plc.   
1.6	SIGNIFICANCE OF THE STUDY
The significance of the study includes;
1.        To show the importance of employee involvement in the planning process and objective setting in the organization
2.        To provide a study framework upon which managers could build upon to derive maximum employee performance in achieving objectives.
3.        To provide a detailed analysis of the concept of MBO as it could be applied in situation of organizations employee poor performance.
4.        To provide information source for administration, consultants as well as Human Resources Personnel.
1.7 	SCOPE OF THE STUDY
The study provides detail analysis of the concept of MBO, its process and significance. It also expands on the nature of organizational performance with a view of determining the impact of MBO on organizational performance using sterling bank plc. as a case study.
1.8 HISTORICAL BACKGROUND OF THE CASE STUDY
HISTORICAL BACKGROUND OF KWARA STATE POLYTECHNIC, ILORIN 
	Kwara State Polytechnic was formerly name as Kwara State College of Technology before it was changed to its present name. Kwara State Polytechnic was established by edict No.4 of 1972 which is now replace with edict No.21 of 1984 with the aim of training of middle level management for the purpose of acceleration of Kwara State Polytechnic and also Nigeria as a whole. 
	The Kwara State Polytechnic was opened on January 1973, 112 institute of basic and applied science and then school of basic studies student and with 11 members of staff and 3 senior administrative staff. 
	The organization background paper on the proposal to establish the Kwara State Polytechnic was stressed that the Polytechnic must be established and developed in terms of what need and not what was merely desirable. 
	The objective of those who established the institution were top combine commercial production for foods and service with Manpower training to train the new generation of technician and technology whose distinctive attributes would be self reliance and preparedness to set up their business either individually or jointly to accelerate economic development in Kwara State. 
	When the Kwara State Polytechnic was established in 1973, the four institution of the polytechnic was formerly referred to as school since the institution has changed from its present name to Kwara State Polytechnic, so also the four schools are now referred to as namely institution of mines and metallurgy. 
	As at the time of the polytechnic was established to cover for only 1,000 (one thousand) or more because, the number of student being admitted every year. The current population of both the academic staff and non academic staff is approximately to 1,193 which include various grades. Made up of administrative personnel accountancy professional Liberians, engineering; medical personnel security officer, hall messengers, laborers and cleaners. 
KWARA STATE POLYTECHNIC ORGANIZATION STRUCTURE  
	Kwara State Polytechnic is being headed by the Kwara State Polytechnic military governor as the overall head of the polytechnic. The governors control these polytechnic affairs through the Kwara State Commissioner of education as the superintendent of the polytechnic. The governors appoint the council members for the institution. 
THE COUNCIL AFFAIRS ORGANISATION CHART
	The Chairman for council affairs is appointed by the Kwara State governor through the state commissioner for education. The ex-official members are the following namely: - Rector, Deputy Rector, Ministry of Commerce and Industries, Ministry of Works. In case of their absence, they may delegate one of the senior officials in that ministry to represent them. The board of the Polytechnic assembly may appoint nine persons. The chairman hold this office post for a term of three years starting from the date of his appointment and also may be eligible for a requirement for another term of three years. 
	Kwara State Polytechnic is responsible for the general management of the affairs of the institution particularly the control of the poverty and finance of the Polytechnic. It also has the power to do anything which unit’s opinion is evaluated to facilitate the carrying out of the objectives of the institution in its best interest. 
1.9 DEFINITION OF TERMS
Definition of MBO:            Management by objective is a process of defining objectives within an organization so that management and employees agree to the objective and understand what they need to do in the organization in order to achieve them Peter Ducker (1954) the practice of management Pg. 1.
Organizational performance defined: Organizational performance comprises the actual output or results of an organization as measured against its intended output (or goals and objectives). According to Richard et al (2009) organizational performance encompasses three specific areas of firm outcomes (a) Financial performance (b) product market performance (c) Shareholder return.



CHAPTER TWO
LITERATURE REVIEW
2.1 	INTRODUCTION
	In the theory of industrial management organization has two principal aspects. One relates to the establishment of so called linos of responsibility, drawn usually in the form of an organization chart that designates the executive of the business from the president to the foreperson or department head, and specifies the function for which they are responsible. The other principal aspect relates to the development of a staff of qualified executives.
	Planning in industrial management has three principal aspects. One is the establishment of broad basic policies with respect to production; sales; the purchase of equipment, materials and supplies and accounting. The second aspect relates to the implementation of these policies by departments. The third relates to the establishment of standard of work in all departments. Directions is concerned primarily with supervision and guidance by the executives  in authority in this connection a distinction  is generally made between top management which is essentially administrative in nature, and operative management, which is concerned with the direct execution of policy control involves the use of records and reports to compare performance with the established standards for work   
2.2   CONCEPTUAL FRAMEWORK
The concept of motivation has been defined in different ways by different scholars. Motivation is derived from a Latin word known as ‘Movere’. 
Movere means to move. Motivation is based on the principle of hedonism. Hedonism is that human tendency to seek pleasure and avoid pain. 
Berelson and Staines (2003) defined the concept of motivation as an inner state that encourages, activities or mores, direct and channels behaviour towards goals.
It is also referred to as a general term applying to the entire class of drives, needs, wishes and similar forces that propel an employee to action. For example, an employee of an organization may decide to work with all enthusiasm indicating she wants to make a major contribution to the realization of the organization’s objective. The employer may decide to reward the employee with mere words of mouths of monetary rewards. The employer’s reward can further motivate employee to productivity.  Beach (2005) defined motivation as the willingness to expend energy in order to achieve a goal.
Appleby (2002:24) says hat motivation is keenness for a particular pattern or behaviour. He explained how drive, urges and needs of individuals direct and control their behaviour.
Davies (2005) defines the concept as what goes on inside a person, which brings about her behaviour. Davies emphasizes that lack of motivation could make an individual not to achieve satisfaction from the work.
Agbeto (2002) define the term as that thing which moves somebody towards a goal. Motivation is a term applying to the class drives, desire, needs, wishes and similar forces. (Koontz O’Donnell, 2008).
Implicit in all the definitions of motivation above, is the fact that motivation deals with the factors that induce people to performance in the organization.
2.2.1   FACTORS THAT MOTIVATE EMPLOYEES TO PERFORM IN AN ORGANIZATION
Leadership Style: Leadership style plays an important role in the motivation of workers to performance. The style of leading adopted by a manager can affect the performance of the subordinates. The success of a leadership in influencing subordinates to performance can be affected by certain situational variables like confidence of the subordinates, experience, the need and the perception of the subordinates. It is important that before any leader adopts any style of leading, he should first of all understand the nature and characteristics of the subordinates since this can affect his performance, the subordinate of all understand the nature and characteristics of the subordinates since this can affect his performance, the subordinate perception of the boss. Leadership style can be a source of motivation.
Management by Objective (MBO): This is one of the most motivational techniques used by management. Its use in the organization has increased since its inception in 1950s. The programme is designed to encompass specific goals, participative set for an explicit time period with feedback on goals progress. This was advocated in different forms and one of the advocates is Peter Drucker, who first introduced the concept. Drucker (2009) states that the objective of the MBO should be concise statement of expected accomplishment, that is the superior and the subordinates should jointly choose the goals and decide on how they will be measured. Drunker believes that the greatest advantage of the MBO is that it allows the worker to control his productivity. This self-control will result in stronger motivation to do the best rather than just get by it.
Another philosopher of the MBO were Koontz et al. they defined it as a process whereby the superior and the subordinates jointly identifies the common goal, define individual major areas of responsibility in terms of the result expected of him and use these measures as guards for operating the units and accessing the contribution of each of his members.
An important factor in Koontz et al view point is for the subordinates and superiors to have an understanding regarding the subordinates’ major areas of responsibility. A common feature in Drucker and Koontz et al conceptions of MBO is that MBO can lead to improved motivation of the participants. This is because the superior and subordinates meets to discuss the goals of their department, which must be in line with overall goals of the organization.
The superior and subordinate meet again after the initial goals are established and evaluate the subordinate performance inters of goals. With the participation of the subordinates in discussion, establishment and emulation of the organizational goals as specified by MBO, the subordinate will be motivated to contribute his best to the attainment of the goal. MBO gives the subordinates a sense belonging can motivate them to act.
Job Enrichment: Researchers and analysis of motivation points to the importance of making job challenging and meaningful to the person doing the job. Herzberg et al popularized Job enrichment as motivational technique in their two-factor theory of motivation. Job enrichment is referred to as the vertical expansion of the job which entails giving the individual full control and autonomy over the job he is doing.
Basically, increasing the responsibility of a job in order to increase the satisfaction associated with the job. A job may be enriched in the following ways:
1. Giving room for selection of jobs where better motivation is more likely to improve performance. The job must be designed to provide opportunities for achievement, recognition, responsibility, advancement and growth. The technique entails enriching the job so that these factors are included.
2. Encouraging participation of subordinates and interaction between workers.
3. By giving workers a feeling of personal responsibility of their task.
4. By taking steps to make sure that people can see how their task contributes to a finished products and the welfare of the enterprise.
1. Giving people a feedback on their job performance.
Involving workers in analysis and change of physical aspect of the work environment such as layout of the office or plant, temperature lighting, and cleanliness. With job enrichment, workers interest in their job may be generated and their level of motivation will be increased.
Job Enlargement: Job enlargement is another technique of motivation. It is referred to as the horizontal expansion of the job. Job enlargement simply makes a job varied by removing dullness associated with performing the job. It means enlarging the scope of the job by adding task without enhancing responsibility. The essence of job enlargement is to prevent monotony, which kills, interest and job interesting to the workers. Job enlargement can help to motivate people to productivity. 
Positive Re-Enforcement: This is another motivational technique used as a means of motivating workers to productivity. Re-enforcement is used to motivate workers to performance by encouraging a desired behaviour and discouraging an undesired behaviour. Re-enforcement approach to the motivation of workers was first developed by a Harvard psychologist known as B.F. Skinner. This theory was first developed in learning, which entails encouraging desired behaviour and discouraging undesired behaviour. It can be used to encourage the workers to performance by rewarding a desired behaviour. For example, an engineer is given the task of designing a new piece of equipment (stimulus) the engineer exerts a high level of efforts and complete the project in time (response), the supervisor reviews the work and recommend an increase pay for an excellent work (positive re-enforcement).
Rewording a desired behavior entails monetary reward, promotion, recognition and praise. With positive re-enforcement, a behaviour desired by the management can be repeated in subsequent times.
Money: Money cannot be overlooked as a means of motivating workers to performance whether in the form of wages, piecework, bonuses, or any other incentive pay that may be given to employees for performance. The influence of money as a motivational technique is a function of the need level of the worker. A worker who is striving to satisfy his psychological needs will value money more than a worker striving to satisfy a self-actualization need. Management should understand the desire of workers before using money as a means of motivating them to performance.
Participation: Participation is another motivational technique which requires that management of any organization should also consult employees on decision affecting them and that they should be given the opportunity to air their own views with regards to such decisions. Researchers have shown that when workers are allowed to have a say in things that affect them in the work place, they tend to be satisfied. 
This increases productivity and discourages absenteeism. Participation is also a means of recognition. It appeals to the need for affiliation and acceptance. Above all, it gives people sense of accomplishment.
Welfare Schemes These are facilities provided by the organization, which are in addition to workers wages or salaries.
2.3 	THEORETICAL FRAME WORK OF THE STUDY 
	Drucker (1979:255) began by identifying certain inherent structural variable in the work environment that are capable of misdirecting the efforts of management towards the realization of corporate goals.
	The sources of these are mentioned below: 
a) Over-emphasis on workmanship vis-a-vis goal attainment, so much that professional rivalry and empire building may result.
b) Opposing views at various level of management arising from differentials in their scope of jurisdiction and pursues corporate goals. 
Participation is an essential component of an effective management by objective programs. Managers and employees should agree on objectives and should meet periodically to review progress toward the objective. The objective set in the process of management by objectives help provide a yardstick for appraisal, compensation and control.
Once the objectives are agreed upon, everyone knows what is expected of him, thereby making appraisal and reward easy and known what is more, it facilitates control of organizational operations as deviations can be easily identified and corrections made.
APPLICATION OF MANAGEMENT BY OBJECTIVE
To understand how management by objectives can be applied, it is necessary to look at the parts of the process. Management by objective can be divided in multiple steps in many combinations, but three main one will be discussed: organization objective setting, manager objective setting and objective review. (Mullins 2005: 605).
Organization Objective Setting: Setting objectives is the most difficult step in management by objective. Objective setting looks beyond day-to-day activities to answer the question “what are we trying to accomplish?” This step requires the top managers of an organisation to review the purpose for which the organisation exists. In the military, this may require the view of the mission statement and a discussion of its meaning. This is an important requirement, for periodic review re-emphasizes the continuing need for the existence of the organisation. With this mission in mind, the commander or supervisor and his staff must then set organizational objectives in areas where the unit will concentrate its efforts during the approaching objective setting period. These objectives are: 
1) To provide direction to the entire organisation and 
2) To provide guidelines for subordinate-level managers to formulate their objective. 
As a result of this organizational objective setting step, Air Force managers showed realize that a mission statement is a goal that defines the continuing purpose of an organisation. That mission statement, however, does not define specific methods of accomplishing the goal stated. Management by objectives helps formulate these specific methods that are necessary to accomplish the mission.
Manager Objective Setting: Each individual manager in the organisation must now determine the objectives for his business. This procedure takes place in three general steps: identifying key result areas, writing objectives, and negotiating with the boss. First the manager must identify the key result areas of responsibility that are assigned to this unit. In other words, just as the commander reviewed the whole organisation in order to set organisation objective, the manager reviews his part of the organisation in order to set his objectives. It is important for the individual business manager to identify the areas of his unit where most of the results are obtained. He will usually find that 20 percent of his area of responsibility will produce 80 percent of his results. It is important that he identify and zero in on these key result areas for management by objective to be effective.
	After a manager has identified his key areas of responsibility, he is ready to sit down and write his objectives. The main criteria that he should remember in writing objectives are that they should be specific, measurable, realistic, and result oriented. They should be specific in that there can be no confusion about what is expected. They must be measurable for later accountability. They must be realistic but still challenging. The objectives should be result oriented, concentrating on the output of the organisation and not on its internal activities or procedures. 
	After the managers objectives have been written, he enters the participative management phase of this technique. The subordinate manager sits down with his boss and they agree on the subordinate’s objective. This requires a realistic commitment on the part of both individuals. The agreement on the objective signifies the approval of the expected results (output) required of the subordinate. Progress toward these results can now be pursued by the subordinate until the requirement is reached or the goal is changed.
Objective Review   - After the setting of objectives has been agreed upon by the subordinates, manager and his boss, the stage is set for managing by these objectives. This managing process is responsibility of the subordinate manager, and it is interrupted only by mutually arranged, formal review sessions with the commander. In other words, management by objective requires that each individual have the freedom to perform a well-defined task without interference.
	There are two types of objective reviews –intermediate and final. The purpose of the intermediate review is to determine progress and identify problems that stand in the way of accomplishing objectives. Most problems are not for seeable at the time objectives are written; they appear only when action is taken to accomplish the objectives. The result of this intermediate session should be either to agree on a plan that resolves the blockage of objective accomplishment or change the objectives.
	The final review is to determine objective accomplishment. In this session the subordinate’s objectives are reviewed for the entire period. In addition, the session concentrates on the renewal of the objective- setting cycle by establishing a basis from which to plan the objectives for the next period. The superior gains an additional benefit from this session since it provides him with input on which to evaluate the subordinate’s performance. If the focus of the session is on the objectives and it does not break down into personal recrimination of the individual, then the review will be true appraisal of performance, not personality.
TWO MAJOR SCHOOL OF THOUGHT
There are two major schools of thought on how management by objective should be implemented although there is an agreement on its usefulness. The first school of thought, who follows the Drucker analysis, looks at management by objective as an administrative planning tool. The second school of thought, which follows the m c. Gregory emphasis, views management by objective as a method of employee participation, development, and supervision. The Drucker School bases their appropriate goals in light of the demands of its client and the needs of a changing world. The McGregor School views the implementation of management by objective as a way to provide participation, direction and motivation to employees. There reasons include providing for improvement in supervision. Staff development and motivation. 
Management by objective is a systematic approach to management planning and supervision that establishes common goals and objectives that must be achieved and gives the authority and responsibility for achieving the objectives to those who must do the work.
The two major interpretations of management are the human relations and the systems orientations are at least three subsets: management by objectives as a result- oriented administers, administers development approach and unique sensitivity training program.
The systems-oriented conceptualization of management by objectives does not neglect the human relation’s interpretation, but sees this as only one compound incomplete organization. The entire organisation is perceived as being a goal- seeking mechanism. It is important that all such outcomes be identified, classified and expressed in measurable terms. Management by objectives becomes the main device in the overall planning and control of all dimensions of the organisation.
The relevance, clarity, measurability and feasibility of the statement of objectives are all important to such management systems. It is not only top management that operates in this mode, but also the commitment extends to all administrative levels, from organisation goals to division objectives to operational objectives to performance objectives down to the very specifically targeted objectives where the detail work must be accomplished. 
Management by objectives is a participative management style. The manner in which objectives are arrived at can be as important as their quality and reliance. Objectives can and should be jointly determined with full participation from all administrators and other appropriate professional personnel at all levels in the hierarchy. 
MANAGEMENT BY OBJECTIVES AND RESULTS MODEL
The general systems mode for management by objectives and results is as follows: Drucker (1979:260)
1.	Define organizational goals
2.	Identify performance indicators and standards (for goal)
3.	Set division objectives consistent with goals.
4.	Identify performance indicators and set standard (for objectives)
5.	Define operational objectives for units or individuals set performance indicators and standards
6.	Performance objectives A: Performance objectives B.
7.	Assess feasibility of performance objectives (time)
8.	Determine alternative strategies for performance objectives.              
 9.	 Analyze feasibility of strategy.
10.  	Select operational strategy
11. Refine work plans and tasks.
12. Design results management subsystems.
13. Monitor operations
14. Evaluate performance and audit results.
15. Recycling: Redefine goals, objectives, performance indicators and standards, assignments, alternatives, strategies and results management.
It can be seen that neither goals nor objectives are set once and then never modified or changes to any degree. Objectives are subjective to the test of feasibility.  If not feasible in terms of times, money, personnel available or other factors. Furthermore another test of feasibility comes to play when the strategic or alternatives for realizing objectives must be generated. If there is no know realistic way to complete an objective given the existing state of the act, the once more there is recycling to generate the kind of objective that has a high probability of accomplishment.
The traditional system of performance appraisal requires managers to set objectives for their subordinates and evaluate their ability in accomplishing them. In other words, standards of performance are unilaterally set by superiors.  Such appraisal system does not encourage subordinates participation in taking decision on those organizations issues that affect them, the traditional systems or performance appraisal therefore give employees little or no sense of commitment and belonging.
Management by objectives gives the employee the objective of what to be done, the decision making data needed, the limits within which to operate, and the freedom to operate within these limits. Management by objectives assumes that the employee has been properly selected and trained, and is informed that he or she cone be responsible for achieving the desired result. From the foregoing therefore, management by objective is participative management.
PSYCHOLOGICAL BACKGROUND OF MANAGEMENT BY OBJECTIVES
In order to understand clearly and benefit significantly from management by objectives, all subordinates or employees included in the program should understand the psychological principles upon which it is based. It becomes essential, when introducing management by objectives into a company, to give a training course to explain mallow’s hierarchy of needs, Herzberg’s theory of motivational hygiene, and Douglas McGregor’s assumptions of theory x and y. To be included in such a discussion are the merits of the problem solving appraisal interview. All these will emphasize the virtues of employee’s level of participation in objective formulation and the increase in job satisfaction, which occurs when the employee feels a sense of belonging, achievement and involvement. If management by objectives is not approached with this spirit, it easily and merely becomes another method of controlling the subordinates.
STEPS IN MANAGEMENT BY OBJECTIVES PROCESS.  
Management by objective is in effect a joint process of objectives setting and a joint appraisal or review of achievement or non-achievement by an executive or manager and his subordinate.
The detains of the process are as follows: Riggs J.L et al (1980:502).
a) Clarification and review of the company’s objectives by the top management of the organisation. This implies that the objective might have been set in general terms perhaps by the board of directors. Then the top management must firstly understand clearly what the objectives may be.
b) Further clarification at the departmental level. This involves getting each department to know exactly what is expected to contribute towards the achievement of the corporate objective. This is necessary so as to maintain consistency between the departments and the entire organizational objectives.
c) The manager or supervisor who is equally involved in the process will interview the subordinate or employee to discuss and clarify the purpose of the subordinates job, the key re-suit he must achieve, and the performance standard expected of him to reach.
d) Both of them – the manager and the subordinate will jointly agree on the action plan that the subordinate must follow in trying to reach the goal already set in (c) above.
e) The manager evolves a plan for control information to flow to him to enable him monitor the performance of the subordinate with reference to the agreed objectives. To do this effectively a review period must be set. E.g. three or six months, etc.
f) At the end of the review period set in (e) above both of them will meet again to discuss in a problem-solving manner and examine to what extent the subordinate is achieving his objective.
g) The manager will advise the subordinate on how to build on the strengths revealed in part (f) above, and how to circumvent and overcome the weaknesses if any.
h) On the basis of what has been achieved so far, the key results, action plan, and performance standards will be agreed upon for the forthcoming period.
The above explained steps can equally be illustrated diagrammatically.
 (
Corporate Objectives
Review of corporate Performance 
Unit / Departmental Objectives  
Review of Unit / Departmental Performance  
Subordinate Prepares Objectives 
Manager Sets down Objective
Review of Unit / Departmental Performance  
Subordinate and Manager agree on Objective.  
)THE PATH OF MBO STEPS
          













Source: Riggs J.L. et al (1980:502).
From the diagram it can be seen that management by objectives shows a feedback process that requires the definition of corporate objectives from which are derived unit or departmental objectives. The next stage is the discussion and agreement of individual subordinates key result areas, objectives and action plans. This is followed by review of subordinate, departmental and corporate objectives.
MANAGEMENT BY OBJECTIVES –OBJECTIVE SETTING
	Setting objectives is the most difficult step in MBO. Objective setting looks beyond day-to-day activities to answer the question “what are we trying to accomplish?” objective setting involves employees at all levels. Top managers set overall corporate objectives that define priorities for middle managers. Middle managers define objectives for the departments and divisions for which they are responsible. Corporate and departmental objectives are used to set objectives for individual employees.
	Objectives may be both quantitative and qualitative depending on whether outcomes are measurable. Quantitative goals typically are described in numerical terms, such as “obtain 16 new sales account”, “Hire 3 new financial analysis”, or “Increase the occupancy rate to 80 percent”. Qualitative objectives use terms such as “improve customer service”, “file report promptly”, and “increase minority hiring”. The qualitative statements must be sufficiently precise to permit realistic appraisal and evaluation. EZE J.A (2002:298)
	Developing Action Plans: An action plan defines the action needed to achieve the stated objective. Action plans are made for both individuals and for departments. A department may undertake an entirely new work activity because of a new corporate objective.
	If a university decides to raise 5 million in donations, the college of arts and sciences will have to start fund raising activities. The action plan would define exactly how fund raising should be performed to achieve the objectives. Likewise, each employee must develop and action plan for achieving his or her personal objectives. Of a marketing manager is given the objective of increasing the sales volume by 6 percent, the following action plan might be undertake:
1) Start a sales discount program for high-volume buyers;
2) Work with sales people to increase sales performance by 5 percent.
3) Seek a 10 percent increase in the advertising budget and 
4) Hire one additional sales person.
Reviewing progress: A periodic review is important to insure that action plans are working. This review can occur in formally between managers and the subordinates, or the organisation may wish to conduct three, six, and nine. Month reviews during the year. This periodic check up allows managers and employees to see whether they are on target and whether corrective action is necessary. If the sales manager finds that quantity discounts are having no impact on sales, that idea may be dropped and the resources transferred to advertising. Managers and employees should not be locked into predefine behaviour and must be willing to undertake whatever actions are necessary to produce meaningful results. The point of MBO is to achieve objectives. The action plan can be change whenever objectives are not being met.
Appraising overall performance: The final step is MBO is to evaluate whether annual objectives have been achieved for both individuals and departments. This appraisal carefully evaluates whether 16 new sales account were obtained, 3 new financial analysts were hired, or the organisation achieved 80 percent occupancy rate. Qualitative objectives, such as filling reports in a timely fashion or increasing minority hiring, also are carefully appraised success or failure to achieve objectives can become part of performance appraisal system and the designation of salary increases and other rewards. The appraisal or departmental and overall corporate performance shapes objectives for the next year. The management by objective cycle repeats itself on an annual basis. The specific application of MBO must fit the needs of each company.


MANAGEMENT BY OBJECTIVES CHARACTERISTICS 
	Management by objectives starts with the development of overall goals, which are parceled through the organisation in a top-down sequence until middle managers and other employees have been assigned some portion of these objectives as their own. The hierarchy of objectives can be developed through a systematic MBO-type system. Each organisation can modify MBO to suit it’s own needs, but most systems involve the following steps: 
1) Overall goals for the organisation are established. 
2) Major objectives are parceled among department and managers in a hierarchical fashion and specific objectives in a collaborative manner.
3) Action plans for achieving those objectives are specified and agreed upon by managers and subordinates.
4) The action plans are carried out.
5) Progress toward achieving objectives is periodically reviewed.
6) Overall performance is appraised at the end of a specified time period – generally one year and new goals are established.
A special advantage of the MBO system is that subordinates are given the latitude to determine how to achieve their objectives. Thus, even if goals are established in a top down fashion, employees have discretion in determining the work behaviours needed to reach those goals, freeing them to use their skills and creativity.
WEAKNESSES IN MANAGING BY OBJECTIVES
	With all its advantages, a system of managing by objectives has a number of weakness and shortcomings some are found in a system. Others are due to shortcomings in applying it. Here are some formulated by Koontz and Co. (1979:454).
1) Failure to teach the philosophy: As simple as managing by objectives may seem, there is much to be understood and appreciated by managers who would put it into practice. This requires patient explanation of the entire program, what it is, how it works, why it is being done, what part it will play in appraising managerial performance, and above all, how participants can benefit.
2) Failure to give setters guidelines: Managing by objectives, like any other kind of planning, cannot work if those who are expected to set goals are not given needed guidelines. Managers must know what corporate goals are and how their activity fits in with them. If corporate goals are vague, unreal or inconsistent, it is virtually impossible for managers to tune in on them. 
3) Goals are difficult to set: It should not be overlooked that truly verifiable goals are difficult to set, particularly if they are to have the right degree to “stretch” or “pull”, quarter in and quarter out, year in and year out. This may not be much more difficult than any kind of effective planning, although it will probably take more study and work to establish verifiable objectives that are formidable but attainable than to develop most plans, most of which tend only to lay out work to be done.
4) Goals Tends to be Short-Run: In almost all systems of operating under management by objectives, goals are set for the short term, seldom for more than a year, and often for a quarter or less. There is clearly the danger of emphasizing the short run, perhaps at the expense of the longer range. This means, of course, that superior must always assure themselves that current objectives, like any other short-run plan, are designed to serve long-range goals. 
5) Failure to ensure network of Goals: In the obsession to set goals, there is ever the danger that one person’s objectives may be inconsistent with those of another. The production managers goals for low cost might be non supportive to the marketing manager’s goal of product availability or quality, of the financial manager’s of low inventory. An enterprise is a system. If goals, like all other plans, are not interconnected and mutually supportive, people will tend to pursue path that seem best for their own operations but may be detrimental to the company as a whole.
6) Setting Arbitrary Goals: One of the sure causes of failure is for the boss to set arbitrary goals for subordinates. While superiors must take final authority for approving the objectives of those who report to them, if they force goals on subordinates, they will destroy the feeding of commitment on the part of those who must achieve them. As a matter of fact, arbitrary and pressured goals represent one of the major causes of complaint expressed by managers, particularly at the middle and lower levels. The superior who does it is deprived of the intelligence, experience and often the know-how of problem solution that subordinates almost always have. Experience with cooperative goal setting sessions has led most of us to have considerable respect for the useful knowledge that often lies at lower levels in an organisation.
DANGERS AND PRECAUTIONS OF MANAGEMENT BY OBJECTIVES. 
	Although managing by objectives has been very successful in some companies, leading to increase in profit, yet it still has some pit falls as has been proven by experience. KOONTZ et al (1976:456) 
	There is always the danger in a system of managing by objective that, once objectives are agreed upon, the superior will not adequately monitor progress toward goal accomplishment. One of the major advantages of using objectives is that a person has a charter for accomplishment, the appropriate resources and discretion are allocated and any subordinate can be given a high degree of freedom to work toward goal achievement. One would not expect a superior to meddle or constantly took over a subordinate’s shoulder. By the same token, however, a superior should not sit back and assume that everything is going well and not check on progress until the date of goal achievement is due. 
	Superiors as well as subordinate should have regular information available to them as to how well a subordinate’s goal performance is progressing. Superior’s goal performance is progressing. Superiors should regularly review progress through this information and through personal consultation and should make them available for counseling to help subordinates in meeting goals. This is not, and should not be taking over tasks from subordinates; it is merely following through with the job of manager. Most subordinates will welcome follow-up, counseling, and assistance with their problems and aid in removing obstructions to their successful performance.
	Management by objectives is a process by which the members of a work unit individually meet with their supervisors to establish performance related goals. Each member with the assistance and guidance of his supervisor, defines his area of responsibility evaluates, the current handling of these duties, Set objectives for improved results, develop a plan of action to achieve the objectives, implement this action plan, and periodically hold performance review.
	Management by objective planning process in a nutshell involves determination and specification of objectives by superior and subordinate managers, periodic discussion or subordinates activities (Obstacles encountered and opportunities existing /
anticipated) and tutorial on how to channel efforts for optimal performance. 
ELEMENTS OF THE MANAGEMENT BY OBJECTIVE SYSTEM
Stoner (2000:363) listed out the following six elements of management by objective system: -
1) Commitment to the Program: At every organizational level, manager’s commitment to achieving personal and organizational objectives and to the management by objectives process is required for an effective program.
2) Top-Level Goal Setting: Effective management by objective programs usually start with the top managers, who determine the organization’s strategy and set preliminary goals that resemble annual objecting in their content and terms.
3) Individual Goals: In an effective management by objective program, each manager and staff members has clearly defined job responsibilities and objectives. The purpose of setting objective in specific terms at every level is to help employee understand clearly just what they are expected to accomplish and to help each individual plan effectively to achieve his or her targeted goals.
4) Participation:  As a general rule, the greater the participation of both managers and employees in the setting of goals, the more likely the goals will be achieved. One of the hallmarks of successful quality management programs is the joint participation in setting goals.
5) Autonomy in Implementation of Plans: One the objectives have been agreed upon the individual enjoys wide discretion in choosing the means for achieving them, without being second-guessed by higher ranking manager.
6) Performance Review: Managers and employees periodically meet to review progress towards the objective.


CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION 
This chapter deals with the method used in collecting data for the study. It describes in details the research method used for collection of data that are analyzed to arrive of a conclusion in this project.
Every research project conducted has a specific frame work for controlling collection. This chapter will provide the research instrument used, the validity and reliability of the research.
The purpose of this research work to assist any reader to know the role/impact of management on organization performance in Kwara state polytechnic, Ilorin. For the purpose of this research work both the primary and the secondary data will be employed in gathering the information required for the study.
3.3	POPULATION OF THE STUDY
Population has been defined according to Longman Dictionary of contemporary English as the number of people living in or particular country, state etc.
It is further defined by Encyclopedia as “the in habitant of a designated territory (Longman Dictionary and Encyclopedia) for the fact that it is not possible to cover the whole population of all entrepreneurship organization, thus a sample size is used according to for R. Babbie, Word defined survey population as an aggregate of element from which the sample is eventually selected.
The survey population used in this work is made up of member staff of Dangote Flour Mill and some selected entrepreneur in Ilorin
3.4	SAMPLING TECHNIQUE AND SAMPLE SIZE
Research instrument and techniques to be used on carrying out the analysis of the designed questionnaire depends on the nature of the data collected. But for the purpose of this work, the researcher was able to used sample percentage. This was adopted in order to minimize the problem associated with the data collection and to ensure that results from this study are reliable as expected
SAMPLE SIZE
In deterring the sample of Dangote Flour Mill and selected entrepreneurs which chosen by the researcher. The choice of the company and entrepreneur is as a result of their performance in the society and their suitability for the research work. Also the study focuses on some selected staff. (Skilled and unskilled) in the entire selected department for the organization.
The company has about fifty-five (55) staffs, out of the total number were randomly selected to form a sample size and they were administered with questionnaires through the administrative officers of the company. Moreover, the researcher made use of personal interview to selected entrepreneurs in Ilorin.
3.5	METHOD OF DATA COLLECTION 
Both primary and secondary data will be used in collecting data so as to gather the information required for the study 
PRIMARY DATA 
Primary data refers to the data obtained from an investigation which are usually through personal interview, questionnaire, opinion survey, telephone, sample survey etc.
However for the purpose of their research work, the research employs questionnaire, personal interview and observation survey to collect the data required.

QUESTIONNAIRE AND DESIGN ASSUMPTION
According to Longman dictionary of contemporary English, nit defines questionnaire as a “written set of question which a large number of people are asked to answer in order to provide information e.g. for a government or company”. Also Zartman and Bingor defines questionnaire as “a self administration process by which the respondent himself reads the question and responds his answer without the assistance of the interview (Longman Dictionary of contemporary English)
The questionnaire contains information relating to the respondents personal affair which indulges: age, sex, educational Qualification as well as information relating to the research work that is role of entrepreneurship development in Nigeria economy.
Multiple-choice question are asked to avoid confusing the respondent. This is done to obtain as made data as possible from the respondent.
There are some benefits which can be defined from administering questionnaires and they include:
i.	It reduces chance of interview infusing result theory deferent question.
ii.	Data collected can be easily interpreted and analyzed 
iii.	It is speedy in nature and saves cost.
iv.	Interviews could also overcome resistance of respondent’s call which will make at an appropriate time and also made when respondent are out.
PERSONAL INTERVIEW
Personal interview is another means of primary data collecting in which the researcher interviews many people and organization that are relevant to the research work and they record them.
This method was also employed during the research work and through this method the researcher was able to observe with keen interest, some of the problems of entrepreneur development in Nigeria.
Some of the problem entrepreneurs observed includes: lack of relevant knowledge about entrepreneurial skills, initial capital take off, low level of marketing philosophy, poor record keeping instable government etc. 
SECONDARY DATA            
Secondary data are also reliable and readily accessible than the primary data, this is so because there has been one already existing data in an accessible form and can easily be found for the purpose of this research work. The research consulted the information channel well as the library of sound paper converting and stationary journals, booklets etc. related to the research topic.
INFORMATION CHANNEL 
An information channel refers to as certain places or area in an organization where vital information are obtained regarding certain issues. This enables the researcher to obtain relevant information quarters in the center.
LIBRARY 
Library is a designated place or area where books are consultant and read in the course of carrying out a research work. Dangote Flour Mill at Ilorin enables me to contain more information about the entrepreneurship development in Nigeria economy.
BOOKLET/PAMPHLETS 
This provides more information about organization activities. Kwara state polytechnic, Ilorin booklet gives me an insight about the establishment function and the role of the company in promoting small-scale business as well as marketing entrepreneurial skill needed for success of small-scale business in Nigeria.
MAGAZINE/JOURNAL 
There are newspaper used either weekly, daily or monthly which enable the general public to be in dated with the performance and activities	of an organization.
The kwara state polytechnic, Ilorin magazine acquitted the research with the company performance over the years. 
LITERATIVE BOOKS 
Literature book are existing book which the related to the research topic. These enable the researcher to be intimidated with the actual facts about the concepts of entrepreneurship in Nigeria.
3.6	METHOD OF DATA ANALYSIS 
DESCRIPTIVE ANALYSIS 
Some relevant information to the study was obtained through the interviews and questionnaire being administered.
All of which are useful and helpful in the analysis of the material fact of this study.
The researcher also read some of publication and write-ups relating to Dangote Flour Mill. Since its incorporation in 1980 are analyzed as the information relating to these were cantered in the various journal and publication of the company. Also, information obtained through interview helped in their analysis.
The interview was instructed and this helped the research in getting advanced and sundry response.


CHAPTER FOUR
DATA PRESENTATION, ANYLYSIS AND INTERPRETATION
4.0    DATA PRESENTATION
This chapter deals with presentation of the data; this is referred to as the heart of the research work. The data is analyzed in tabular form consisting of different responses. A total number of one hundred and two (102) samples were used and simple percentage was used as statistical data.
4.1   DEMOGRAPHIC CHARACTERISTIC
Table   4.1.1: Distribution of respondents according to age
	RESPONSES
	FREQUENCY 
	PERCENTAGE

	18-30 years
	46
	45.1

	31 – 45 years
	40
	39.2

	46 and above
	16
	15.7

	Total 
	102
	100


 Source Field survey 2025
The table 4.1.1.indicates that 46 respondents representing 45.1% are between 18-30 years of age, 39.2% of the respondents falls between 31-35 years of age while 15.7% of the respondents are 46 years and above.
Table 4.1.2: Distribution of Respondents Based on sex
	RESPONSES
	FREQUENCY 
	PERCENTAGE

	Male
	54
	52.9

	Female
	48
	47.1

	Total
	102
	100


Source: Field Survey 2025.
In the above table 4.1.2, it shows that 52.9% of the respondents are males while 47.1% of the respondents are females.
Table 4.1.3: Distribution of Respondents Based On Educational Qualifications.
	Responses
	Frequency 
	Percentage

	WASE/GCE/SSC
	16
	15.7

	OND/NCE
	30
	29.4

	HND/Bsc
	45
	44.1

	Masters and above
	11
	10.8

	Total
	102
	100


SOURCE: FIELD SURVEY 2025
The table 4.1.3 indicates that 16 out of the 102 respondents (15.7%0 are WACE /GCE / SSCE holders, 30 respondents (29.4%0 are HND /NCE, 45 respondents are (44.1%) are HND /Bsc holders while 11 respondents (10.8%) have masters degree and above.
This is a good indicator, as it would enhance the efficiency and effectiveness of the organization.
Table 4.1.4 Distribution of Respondents According To Marital Status
	Responses
	Frequency 
	Percentage

	Married
	50
	49.0

	Singles
	48
	47.1

	Divorced 
	4
	3.9

	Total 
	102
	100


Source: Field Survey 2025.
In table 4.1.4 indicates that 50 respondents (495) are married, 48 respondents (47.15) are single while 4 respondents (3.95) are divorced.
4.2 PRESENTATION ACCORDING TO THE KEY RESEARCH QUESTIONS 
RESEARCH QUESTIONS ONE:
What are the problems militating against effective utilizations of management by objectives in one organization? 
Table 4.2.1
	Responses
	Frequency 
	Percentage

	Non commitment of top managers
	42
	41.2

	Non participation of employees
	40
	39.2

	Inappropriate remuneration 
	20
	19.6

	Total
	102
	100


Source: field survey 2025
Table 4.2.1 indicates that 42 respondents (41.2%) agreed that effective utilization of management by objective, 40 respondents (39.2%) opened that non participation of employees is one problems hindering effectiveness utilization of management by objectives.
RESEARCH QUESTION TWO
	To what extent do both manage and employees participate in the setting of goals to be achieved in the organization.
Table 4.2 .2
	Responses 
	Frequency 
	Percentage 

	Often 
	42
	41.2

	Very often
	12
	11.8

	Not often 
	48
	47.0

	Total 
	102
	100.00


SOURCE: FILED SURVEY 2025
	From Table 4.2.2, it shows that 42 respondents (41.2%) agreed that both managers and employees often participate in the setting of goals, 12 respondents 11.8% said both managers and employees very often participates in setting goals while the majority of respondents 48 representing 47% mere of the view that both managers and employees do not often participate.
RESEARCH QUESTION THREE
Do you think that employees are given appropriate authority and responsibility for effective management by objective?
	Response 
	Frequency
	Percentage 

	YES 
	37
	36.3

	NO 
	65
	63.7

	Total 
	10.2
	100.00


SOURCE: FIELD SURVEY 2025
In the table 4.2.3, it shows that 37 respondents representing 36.3% agreed that employees are given appropriate authority and responsibility for effective management by objective while 65 respondents (63.7%) given appropriate authority and responsibility for effective management by objective.
RESEARCH QUESTION FOUR
	To what extent do you think motivation determine employee output of work?
	S/N
	Response 
	Frequency
	Percentage 

	A
	Highly 
	60
	58.8

	B
	Fairly 
	30
	29.4

	C
	Lowly 
	6
	5.9

	D
	Not at all 
	6
	5.9

	
	Total 
	102
	100


  SOURCE: FIELD SURVEY 2025.
	The table above indicates that 60 respondents (58.8%) agreed that motivation highly determine employee output of work, 30 respondent (29.4%) said that motivation fairly determine employee output of work, 6 motivation lowly determine employee output of work while 6 respondents 5.9% disagreed that motivation do into determine employee output of work.
RESEARCH QUESTION FIVE
	Is it true that management by objective helps to obtain total commitment of all the employees to work together to achieve a common goal.
Table 4.2.5
	S/N
	Response 
	Frequency 
	Percentage 

	A 
	True
	80
	78.4

	B
	Not True
	20
	19.6

	C
	Undecided 
	02
	2.0

	D
	Total 
	10.2
	100


    Source: Field Survey 2025
	In table 4.2.5 majority of agreed representing 78.4% agreed that management by objective helps to obtain total commitment of all the employees to work. Together to achieve a common goal, 20 respondents (19.6%) disagreed that management by objective while 2 respondents (2%) were undecided.
RESEARCH QUESTION SIX
Do you think that the following factors improve performance of the employees in terms of achieving common goals?


Table 4.2.6
	S/N
	Response 
	Frequency 
	Percentage 

	A
	Good & Prompt Salary
	20
	19.6

	B.
	Promotion As When Due
	20
	9.8

	C
	Good Relationship With Management
	10
	9.8

	D
	Recognition Of Achievement
	2
	2.0

	E
	All Of The Above
	60
	58.8

	F
	None Of The Above
	0
	0

	
	Total 
	102
	100


Source: Field survey 2025
	In the table above, 20 respondents (19.6%) agreed that good and prompt salary improve performance of the employees in terms of achieving a common goal, 10 respondents (9.8%) opted for promotion 10 respondents (9.8%) agreed that good relationship with management improve performance 2 respondents opted for Recognition of achievement while majority of the respondents represent 58.8% agreed that all the mentioned factors improve the performance of the employees in terms of achieving a common goal.
RESEARCH QUESTION SEVEN   
	In your organization achieving its objectives because it adopted management by objective?
	S/N
	RESPONSE 
	FREQUENCY 
	PERCENTAGE 

	A
	Yes 
	80
	78.4

	b
	No 
	22
	21.6

	
	Total
	102
	100


 SOURCE: FIELD SURVEY 2025. 
From table 4.2.7 80 respondents representing 78.4% agreed that there organization achieves its objectives because it adopted management by objective while 22 respondents (21.6%) disagreed.
RESEARCH QUESTION EIGHT
How often does your organization send it is staff for training?
Table 4.2.8
	S/N0
	RESPONSE
	FREQUENCY
	PERCENTAGE

	a
	Very often
	20
	19.6

	b
	Occasionally
	60
	58.8

	c
	Not very often
	20
	19.6

	d
	Don’t know
	02
	2.0

	
	Total
	102
	100


SOURCE: FIELD SURVEY 2025
	The above table indicates that 20 respondents agreed that their organization very often send its staff for training, 60 respondents (58.8%) agreed that their organization send its staff for training occasionally, 20 respondents 919.6%) said that their organization send its start for training not very often while 2% don’t know.
RESEARCH QUESTION NINE 
	How is the relationship between you and your supervisor/Boss?
Table 4.2.9. 
	S/N
	Response
	Frequency
	Percentage

	A
	Excellent 
	40
	39.22

	B
	Very Good
	30
	29.4

	C
	Good 
	20
	19.6

	D
	Rough 
	12
	11.8

	
	Total 
	102
	100


   SOURCE: FIELD SURVEY 2025
	In the table 4.2.9 it shows that 40 respondent’s represents 39.2 % said that they have excellent relationship with their boss, 30 respondents with their boss, 30 respondents (29.4%) greed that their relationship with their boss is good while 12 respondents (11.8%) admitted that their relationship with their boss is rough.


CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
 	In this chapter the findings of this study were presented, conclusions were made and finally necessary recommendations were made in line with the findings.
5.1 SUMMARY OF FINDINGS 
The following findings were made after the data collected from the field survey had been presented and analyzed.
1.	That the major problems militating against effective utilization of management by objectives in an organization are.
(i) Non Commitment of the top managers 
(ii) Non Participation of employees 
(iii) Inappropriate Remuneration 
2.	That motivation determines employee’s performance in terms of achieving a set objective.
3.	That management by objective helps to obtain total commitment of all the employees to work together in order to achieve a common goal 
4.	The finding revealed that the following factors improve performance of the workers.
· Good and prompt salary 
· Promotion as when due
· Good Relationship with management
· Recognition of Achievement
5. That organization that adopts management by objectives usually achieves its set objectives.
6. That the practice of management by objective facilitates the meullation of team spirit and work in an organization. The benefits of team spirit in modern day management cannot be overemphasized.
It helps group over individual’s advances collective goals and slums selfish or sectional interests.
7.	That the process of management by objectives is an underlying motivational ingredient to lower manages.
The fact that lower managers are involved in annuls at the group objectives not only gives them a feeling of belonging but imposes upon them, a commitment to work towards it’s effective realization.
That management by objective encourages systematic planning of organization efforts.
Inbuilt in the process of evolving group and sectional objectives as demanded by management by objectives is the exercise of planning.
The targets thus evolved become the basis for utilization of resources and guiding organizational efforts.
5.2	CONCLUSION
This study revealed a lot of positive implications and relevance of management by objective to modern day management of organization especially in Nigeria in practical terms, the operations of management by objectives requires that each manager of a unit draws up his department objectives with his subordinates in line with the centrally stipulated corporate objectives and missions. These unit objectives when approved by the management clearly define responsibilities and expected results and are shared and distributed throughout the organization as a basis for performance and rewards. The objectives set in the process of management by objectives help provide a yardstick for appraisal, compensation and control.
Once the objectives are agreed upon everyone knows what is expected of him, thereby making appraisal and reward easy and known what is more, it facilitates control of organizational operations as deviations can be easily identified and connections made.
5.3 RECOMMENDATIONS     
1.	Management by objectives in its ideal form operates in such a way that for the corporate goals to be realized manager should consult his subordinates in drawing up unit objectives, which goes up the hierarchy from where it is modified collected approval and distributed throughout the organization. 
2.	There should be regular training and re-training of employees in order to achieve the corporate objectives.
3.	Managers should Endeavour to bill a true team and weld individuals efforts together.
4.	Their efforts must all pull in the same direction and their contribution must fit together to produce a whole without friction and without duplication of effort.
5.	Managers and employees should periodically meet in order to review progress towards the realization of objectives.
6.	There should be autonomy in implementation of plans once the objectives have been agreed upon, the individual enjoys wide discretion in choosing the means for achieving the objectives without being second guessed by higher ranking manager.
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