



 Leadership style and Employees’ Performance in Local Government Administration: The case of Ughelli, South LGA in Delta State, Nigeria 
 


ABSTRACT

Leadership style is a key driver of employees’ performance in both public and private institutions. Local government employees in Nigeria have been underperforming since the restoration of democracy in 1999. No doubt, local governments need effective and transformation leadership styles to operate efficiently with a view to driving development at the local levels.  Therefore, this study examines the nexus between leadership style and employees’ performance in local government administration with particular focus on Ughelli-South Local Government Area of Delta state, Nigeria. Previous studies were reviewed on the subjects of leadership and employee’s performance. The study employed a survey research design and made use of primary data obtained from a well- structured questionnaire distributed to a sample of two hundred and seventy (270) employees extracted from a population size of eight hundred and thirty-two (832) and calculated using Taro Yamani formula for sample size determination. The data were presented in tables and analyzed using chi-square method. Arising from this, the study revealed the following: (a) There is a positive relationship between leadership styles and employee performance (b) That the bureaucratic leadership style in Nigeria local government administration particularly in Ughelli-South local affects employees’ performance negatively (c) That transformation leadership gets the best out of employees. Based on the research finding; the study recommends among others the following: Leaders should develop a cordial, mutual and embracing understanding with their employees or subordinates.  There should be a top down approach in leadership so as to allow subordinates take part in making decisions that affect them.  Employees should always communicate their feelings to their superiors, either pertaining to their behaviour towards them or decisions that affect them negatively. There is an urgent need for superiors and leaders at the local government level to embrace democratic and transformation leadership styles which will improve employees’ performance with a view to enhancing governance and deliver the dividends of democracy at the local level.  
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INTRODUCTION
Leadership styles are very vital for achieving a high level of employees’ performance in any organization or institution. Today, thousands of individuals are appointed or elected to shoulder the role and responsibilities of leadership.  Richard et al (2010), asserted that leadership is the ability to influence people towards attainment of goals. This captures the idea that leaders are involved with other people in achievement of goals.  For organizations to achieve their goals, managers must adopt the right leadership style(s), because the actions taken by leaders’ affect other people, including the organization. The role of a leader is vital in shaping the organization and taking it up to the greatest height. For this to be actualized, leaders should also see their employees or rather subordinates as joint partners in progress.
 Leadership is practised at all levels both in public and private institutions.  It has tremendous effects on organization success or failure.  Some organizations or institutions fail because of leadership styles. It is an acknowledged fact that leadership style whether democratic or autocratic greatly influence employees’ performance.  Thus, the application of an appropriate leadership style brings about high employee productivity and organizational growth. Employee performance is measured through increase in productivity, revenue generation, profit maximization and customer’s satisfaction (Menz, 2012).
 Importantly, it is also evident that the public service sector particularly the local government councils are lagging with respect to employee’s performance. Employee performance is perceived as: executing defined duties, meeting deadlines, team input, and the cohesion of both leadership and productivity should be evident through style and approach used by a mangers in attempt to causes efficiency which requires specific leadership approaches to unique productivity challenges in achieving departmental goals. This according to Armstrong (2005) lead to efficiency, specialization, effective feedback and good organizational relations.
It is imperative to  state that Nigeria is vast and diverse, even though a large proportion of work force; is operating at the lowest level of Maslow’s hierarchy of need, there is a fast growing class of workers comprised, highly educated and qualified professionals. These are the leaders of today and tomorrow. Leading this class of workers requires a style which appreciates and acknowledges their competence and marketability. In private companies, this is achieved through equity participating and profit sharing schemes, and a high level of consultation and discussion which makes them feel that they have a stake in the business. While the public sector space is perceived as underperforming and riddled with operational inefficiencies and corruption
It must be mentioned that all human behaviour and actions serves the needs and values of the person “who engages in the behaviors. In other words, people will only do what we want them to do if they perceive that such action will take care of what is important to them.  Mondy & Premeaux, (1993) pointed out leadership style drives employee performance, be it autocratic, democratic, free lead and participative styles of control. Goleman (2000), equally revealed that in the setting of goals in an establishment or organizations and for any leaders to achieve results, a distinct administrative style  must be applied which could be either coercive leadership styles, authoritative leadership styles, affiliate leadership styles, pace-setting leadership styles, bullying leadership and democratic leadership styles.  Different leadership styles always have punching effects on employees’ performance and results. In the public sector space in Nigeria, employee’s performance has been described as poor, lackluster and unable to deliver the dividends of democracy to citizen because of autocratic/bureaucratic leaderships at the local government level. This is an area of concern that prompted the researcher to carry out a study on the subject. The idea is to assess the performance of employees and test whether it is affected by the leadership style that is practiced by immediate supervisors, elected or appointed leaders particularly at the grass root level of governance that is plagued with bureaucracy, poor service delivery, corruption and political manipulation.    
  Therefore, this study intends to examine the nexus between leadership style and employee performance with focus on Ughelli-South Local Government Area of Delta State, Nigeria.  
STATEMENT OF THE PROBLEM
Studies show that Nigerian public sector is bedeviled by low employees’ productivity. Tekun (2015), It is important to mention that employee’ performance in most local governments is ridiculously low and below expectations particularly in Ughelli –South local government since its creation in 1991. This has negative implications in term of unemployment, under development and poverty in the area. This study, therefore seeks to analyze leadership styles and their relationship with employee performance in the public sector with particular focus on Ughelli South Local Government.
This research will be guided by the following questions:
i. To what extent does leaders’ ability or inability influence subordinates (Employees) performance?
ii. How does leadership styles effect employee productivity at the local government level? 
iii. Which leadership style gets the best of subordinates in Ughelli south LGA?
LITERATURE REVIEW
 LEADERSHIP STYLES
 Leadership styles refers the approach adopted or employed by leaders to influence , motivate, and direct their followers  towards achieving pre-determined set goals.  A leadership style determines how leaders implement plans and strategies to accomplish given objectives while accounting for stakeholder expectations and the wellbeing and soundness of their team.
Ushie, Agba, Ogaboh, Agba and Chime (2010) posit that leadership style entails those characteristics of individual leaders which are typical across situations. It includes the types of control leader’s exercise in a group and their behaviours towards group members. They pointed out that leadership style varies on the basis of duties the leader feels he alone should perform the responsibilities the leader expects his followers to accept and the philosophical commitment of the leader to development and the realization and fulfillment of subordinate expectations
According to Kenneth and Heresy (2013) stated that effective leader must be a good diagnostician and adopt style to meet the demands of the situation in which they operates. Different leadership styles are used that fit to employees on the basis of amount of directions, empowerment, and decision making power. 
There are different types of leadership styles - Democratic, Autocratic, Laissez-Faire   , Transformation, Transactional and Bureaucratic.      
EMPLOYEE’S PERFORMANCE 
 Performance can be said to be a measure of what we achieve in terms of specific objectives to what we put on terms of resources. Anitha (2014) defined employee performance as an indicator of financial or another outcome of the employee that has a direct connection with the performance of the organization as well as its achievement.  
 Employee performance is one of the critical aspects of any institution or business. It refers to employee ability to effectively and efficiently execute assigned duties and responsibilities, with a view to contributing to the organizational goals. It's a key metric for institutions to measure an employee's contributions in terms of work quality, quantity, and speed.  Employee performance management includes: • Planning work and setting expectations • Continually monitoring performance • Developing the capacity to perform • Periodically rating performance in a summary fashion • Rewarding good performance.
THEORETICAL REVIEW
 There are avalanche of leadership theories in today’s dynamic world.  Michael (2010) pointed out that current leadership theories described leaders based on traits or how the influence and power are used to achieve objectives of the organization. He stated that when using traits-based descriptions, leaders may be classified as autocratic, democratic, bureaucratic, charismatic or Laissez-Faire. But when leadership is viewed from the perspective of the exchange of power and its utilization to secure outcomes, leaders are situational, transactional or transformational.  There are many type of leadership styles but this study adopts transformation leadership style. 
Transformational leadership was first conceptualized by James McGregor Burns in 1978. He was a presidential biographer and a leadership expert who focused mainly on the improvement of management principles and procedures (Rich, 2013). He claimed that transformational leadership is observed when leaders encouraged followers to boost the level of their morale, motivation, beliefs, perceptions, and coalition with the objectives of the organization. Burns stressed further that a transformational leader needs to have a solid understanding of the necessary goals to be successful and be articulate in explaining those goals and the method through which they are to be achieved (Rich, 2013).   Also, Ali (2011) described transformational leaders as those who develop a positive relationship with their subordinates to strengthen the performance of the employees and thus the performance of the organization. They explained that transformational leaders help their subordinates to look beyond their own needs, and let them focus on the interest of the group as a whole.    
There are four components of transformational leadership that are prescribed by scholars. These are: charismatic, inspirational motivation, intellectual stimulation, and individual consideration. Behery (2008) argued that employees can easily share their knowledge among themselves when an organization employs transformational leadership style. This suggests that transformational leadership gives room for team work and employees’ interaction in organization. These interactions enable employees to be innovative in workplace. Also, it is argued that followers who work under transformational leaders are motivated and committed and these facilitate their satisfaction with the jobs (Givens, 2008 cited in Umer et al., 2012)
 EMPIRICAL LITERATURE
Studies and interesting numbers of research have been conducted in the area of leadership styles and employees ’performance. The result of several authorities still boils down to the fact that without the assumption of roles by leaders, there various organizations will only be preparing a ditch of their burial.  
Globally, a study by Daniel Coleman (2000) in a Harvard Business Review article, Leadership That Gets Results, reviewed and analyzed more than 3,000 middle-level managers to find out specific leadership behaviors and their effect on profitability. The results revealed that a manager’s leadership style was responsible for 30% of the company’s bottom-line profitability.  
Natifu, B., & Micheal, B. A. (2025) emphasized transformation leadership and reputation trust by using critical discourse analysis, examined how the two Ugandan leaders used their words and actions to impact the uptake of SBC messages.  
 Poiston-Murdoch (2013) investigated the impact of Path-goal theory in line with the impact of leadership styles of employee commitment to the supervisor and the outcome of productivity. This study established that leaders who use Participative and Achievement- Oriented leadership styles attain better employee productivity. 
 Dixon and Hart (2010) also found a significant positive correlation between path-goal leadership styles and workgroup effectiveness culminating into superior employee productivity..
Malik (2013) investigated the relationship between leader behaviour (directive, supportive, participative and achievement-oriented) of corporate manager sin and subordinates’ job expectancies in Pakistan. 
Ng’ ethe et al., (2012) described leadership style as that particular behaviour applied by a leader to motivate his subordinates to achieve the objectives of the organization. 
Nwachukwu (1980), traced the poor productivity of Nigerian employees to the unwillingness of their leader’s to carry out their roles as a leader as mentioned by Mintzberg. “Investigation has shown that employees will perform better under leaders who employ a given style of leadership and leadership roles, other than more creating of resources without better leadership, traits.
 Krishnan (2004) sees transformational leadership style as the leader’s power of motivating the subordinates for achieving more than already planned by the followers. Zervas and David (2025) explained that transformational leadership is also a method which cuts across leaders’ styles. They posit that transformational leaders assume that subordinates will follow a person who inspires them and that to inspire, the leader must be a person with vision and passion. They argued that the leaders achieve this by being visible, in constant communication with their teams, and by infusing their actions and communications with enthusiasm and energy. They stress that many transformational leaders delegate freely and may rely upon the talent and expertise of members of their team to achieve results. In this process, they tend to give recognition for accomplishment. Rich (2013) explained that transformational leader is a facilitator who does not make decisions or establish strategic plans but, instead, facilitates a series of conversations among the key stakeholders. He stressed that transformational leaders are driven by a strong set of values and a sense of mission. Hence, they are described as charismatic, enthusiastic, optimistic, passionate and sometimes visionary leaders.
Massie (1987) in his book titled ”the essentials of management” pointed out that, though leaders can be autocratic or laisssez faire in their modes of operating, but the best can be gotten from it’s  employees when the leader takes up the roles necessary for him to pare a way for the organizational growth. It behooves on the leader to source for information for the organization. This roles cannot be played by the employees rather information well sourced, can be converted to profitability for the organization. Organizations today, operate in a dynamic environment, and as such information, whose leader relegates the role of an informatory, then such organization should consider themselves dead among competitors.
The issue of leadership has remained a “black box”. The importance of leadership whether at the national or organizational level can never be over-emphasized. It is an issue of continuing interest and debate. Nigeria has been beleaguered today because her leaders has refused to accept their roles as leaders and as such have betrayed the people and the nation. No doubt, a lot has been written on leadership styles and its implications on performance and economic development, but most studies are primarily on private companies;  this study focus on how leadership styles affect employee performance at the local government level, the third tie of government that is plagued with gross underperformance and political manipulation in Nigeria. 
It is imperative to mention that various authorities have written on the subject of leadership but this study focuses on leadership from the perspective of the local Government administration, which is the bedrock of government.
METHODOLOGY
 RESEARCH DESIGN
In the study, cross sectional form of survey design was used. The design is self-explanatory since it is geared towards the collection of data for hypotheses testing. The instrument of data collection was administered to the respondents at one particular time without any attempt to manipulate or control them.
POPULATION
BRIEF HISTORY THE STUDY AREA - UGHELLI-SOUTH LOCAL GOVERNMENT
Ughelli-South Local Government Area is one of the twenty-five local governments created on the 25th of August 1992 to be part of the newly created Delta State. It is an Urhobo speaking local government with a population of 212,638 at the 2006 census and 291400 (2022 projected) . The local government which has an area of   745.3 km² Area and 391.0/km² Population Density [2022] (NBS); has its headquarters at Out-jeremi and a commercial hub at Okwagbe . The Local Government structure is headed by Chairmen duly elected by the local people and a legislative arm ably represented by different wards in the locality. The above is supported by administrative arm which carry out the day to day running of the Local Government.
The study was carried out among junior workers at Ughelli-South Local Government Area of Delta State, with its headquarters at Otu-jeremi. According to data obtained from the Accounts department of the local government there are eight hundred and thirty-two (832) junior workers working at the Local Government Area Headquarters.

Table 1: Distribution of Junior Workers among the Five Departments at the Local Government Area Authority
	Department
	Number        
	Sample

	Administration 
	103
	33

	Revenue Collection
	234
	76

	Legislation 
	347
	113

	Accounting 
	90
	29

	Law enforcement
	58
	19

	Total 
	832
	270


Field data 2025
 SAMPLE SIZE
The sample size for the study was two hundred and seventy (270) calculated, using Taro Yamani formular for sample size determination (Yamani, 1954). The sample size was calculated, using the formular below:
n=N/1+N (e)2 
Where n=sample size,   N=Population, e=limit of error (0.05)
Using the formular above on a population of 832 junior workers at the Local Government Area A we have:  n=  N=832.  e=0.05,   1=constant,    Therefore n=832/1+832(0.05)2
n=832/1+832(0.0025),  n=832/1+2.08,   n=832/3.08 n=270.13
 METHOD OF DATA COLLECTION
The instrument of data collection was administered by the researcher directly to the respondents. This is because it was easier and less expensive as the respondents could be found in a definite place. During the data collection process, respondents were informed that participation was voluntary and that there anonymity and confidentiality of their responses were guaranteed.
Furthermore, in order to eliminate research bias; the questionnaires were randomly administered to the respondents irrespective of their departments.
 INSTRUMENT FOR DATA COLLECTION
Questionnaire was used as the instrument for data collection. This is because questionnaire standardizes and organizes the collection and processing of information in a better and concise manner. The questionnaire contains questions which when answered by respondents, will provide answers to the research questions.
This study made use of two forms of data collection namely – primary and secondary data. The primary source are data gotten from respondents as answers to questionnaire administered to them while the secondary source are data generated from library materials, authoritative books, government publications, journals, newspapers and magazines reports that are relevant to the study. These secondary data were used in the review of related literature in this research in chapter two.
 VALIDITY OF RESEARCH INSTRUMENT 
Validity refers to the degree to which an instrument actually measures what it sets out to measure. To achieve this objective, above all, suggestions and corrections effected by the supervisor, so as to tailor the questions to the objective of the study.
 RELIABILITY OF THE INSTRUMENT
A study is reliable when repeated measurement of the same material results in similar decisions or conclusion; Wimmer and Dominick (2003:156). Pilot study or pre-test technique was used in establishing the reliability of the instrument. In this way, the questionnaire was tested for coherence, ability to elicit responses, comprehensibility and consistency.
METHOD OF DATA ANALYSIS
The chi-square (X2) method of analysis was used in analyzing the data collected. This was because chi-square (X2) can be used as a test of independence and relationship which made it appropriate for this study.   The formula for chi-square distribution is given as:

Where Oi = observed frequencies or responses,  	Ei = expected frequencies or responses
Also percentages (%) were used in the analysis of the collected data.
RESULT AND DISCUSSION
Table 2: Questionnaires distributed and Responses Obtained
	No. of Questionnaires distributed
	Response
	Percentage %

	270
	270
	100


The above table shows the questionnaires distributed and responses obtained. All the two hundred and seventy questionnaires distributed were returned for analysis representing 100% response rate.
Table 3: Respondents’ Departments
	Department
	Number
	Percentage %

	Administration 
	23
	8.5

	Revenue Collection
	79
	29.3

	Legislation 
	4
	1.5

	Accounting 
	90
	33.3

	Law enforcement
	74
	27.4

	Total 
	270
	100


Field data 2025
As depicted in the table above, twenty-three respondents (8.5%) were from Administrative department while seventy-nine respondents (29.3%) work under Revenue Collection department. Just four respondents (1.5%) were from the Legislative department. Another ninety and seventy-four respondents representing 33.% and 27. 4% were from Accounting and Law enforcement departments respectively.
 PSYCHOGRAPHIC DATA
Table 4: Does your Supervisor Speak Enthusiastically about your Team Goals?
	Response 
	Number
	Percentage %

	Yes 
	72
	26.7

	No 
	198
	73.3

	Total 
	270
	100


Field data 2025
From the table above, seventy-two respondents (26.7%) answered ‘YES’ while one hundred and ninety-eight (73.3%) went for ‘NO’.
Table 5: Does your Supervisor Interfere when a Problem gets out of hand?
	Response 
	Number
	Percentage %

	Yes 
	91
	33.7

	No 
	179
	66.3

	Total 
	270
	100


Field data 2025
From the table above, ninety-one respondents (33.7%) answered ‘YES’ while one hundred and seventy-eight respondents (66.3%) went for ‘NO’.
Table 6: Does your Supervisor provide new Thinking Approach for difficult Problems? 
	Response 
	Number
	Percentage %

	Yes 
	99
	36.7

	No 
	171
	63.3

	Total 
	270
	100


Field data 2025
From the table above, ninety-nine respondents (36.7%) answered ‘YES’ while one hundred and twenty-one respondents (63.3) went for ‘NO’.
Table 7: Is your supervisor present whenever he/she is needed?
	Response 
	Number
	Percentage %

	Yes 
	13
	4.8

	No 
	257
	95.2

	Total 
	270
	100


Field data 2025
From the table above, thirteen respondents (4.8%) answered ‘YES’ while two hundred and fifty-seven respondents (95.2) went for ‘NO’.
Table 8: Does your Supervisor Motivate You to Perform Better?
	Response 
	Number
	Percentage %

	Yes 
	52
	19.3

	No 
	218
	80.7

	Total 
	270
	100


Field data 2025
From the table above, fifty-two respondents (19.3%) answered ‘YES’ while two hundred and eighteen respondents (80.7) went for ‘NO’.
Table 9: Does your Supervisor treat you with Respect?   
	Response 
	Number
	Percentage %

	Yes 
	72
	34.1

	No 
	178
	65.9

	Total 
	270
	100


Field data 2025
From the table above, ninety-two respondents (34.1%) answered ‘YES’ while one hundred and seventy-eight respondents (65.9) went for ‘NO’.
Table 10: Does your Supervisor Command You for a Job well done?
	Response 
	Number
	Percentage %

	Yes 
	10
	3.7

	No 
	260
	96.3

	Total 
	270
	100


Field data 2025
From the table above, ten respondents (3.7%) answered ‘YES’ while two hundred and sixty respondents (96.3) went for ‘NO’.
Table 11: Does your Supervisor give you opportunity to Air Your Views?
	Response 
	Number
	Percentage %

	Yes 
	21
	7.8

	No 
	249
	92.2

	Total 
	270
	100


Field data 2025
From the table above, twenty-one respondents (7.8%) answered ‘YES’ while two hundred and forty-nine respondents (92.2) went for ‘NO’.
Table 12: Does your Supervisor update you about Development in the Departments?
	Response 
	Number
	Percentage %

	Yes 
	43
	15.9

	No 
	227
	84.1

	Total 
	270
	100


Field data 2025
From the table above, forty-three respondents (15.9%) answered ‘YES’ while two hundred and twenty-seven respondents (84.1%) went for ‘NO’.
 TEST OF HYPOTHESES 
The statistics test of this study is the Chi-square and the formula is as follows:                           
When x2 = Chi-square  , Oi = observed frequencies or responses,   Ei = expected frequencies or responses    Ei = (nr x nc)/N
Where: nr = Total of rows,   nc = Total of columns,  N = Total sample size
Operative Assumptions : Level of significance = 5% = 0.05
Degree of freedom = (r-1)(c-1),     Where r = row and c = column
HYPOTHESES 1:
Ho: There is no relationship between leadership style and employees’ performance
H1: There is relationship between leadership style and employees’ performance
Question 10:
Does your supervisor motivate you to perform better?
	Department/ Response
	Yes
	No
	Total

	Administration
	2
	21
	23

	Revenue Collection
	20
	59
	79

	Legislation
	1
	3
	4

	Accounting
	10
	80
	90

	Law enforcement
	19
	55
	74

	Total
	52
	218
	270


Field data 2025
Table 13- Survey Responses by Various Departments
Chi-Square Computation

X2=(2-0.385)2/0.385+(21-1.556)2/1.556+(20-3.852)2/3.852+(59-16.15)2/16.15+ (1-0.193)2/0.193+(3-0.807)2/0.807+(10-1.926)2/1.926+(80-8.074)2/8.074+(19-3.659)2/3.659+(55-15.34)2/15.34 
X2 Cal = 1281.91497
= 1282 (4 significant figures)
Critical Value
Degree of Freedom = (5-1)(2-1)
= 4x1 == 4     Level of significance = 0.05
X2 Table value = 9.49
Decision Rule : Accept Ho (null hypotheses) if the table value chi-square (X2table) is greater than  n the calculated chi-square value (X2 Cal) otherwise reject and accept Hi (alternative hypotheses).
Decision
Since the table chi-square value (9.49) is less than the calculated chi-square (1282), therefore the researcher reject the null hypotheses (Ho) and accept the alternate which states that there is  a relationship between Leadership style and employee performance.
HYPOTHESES 2
Ho: the current style of leadership at Ughelli-south does not contribute to low employee performance.
Hi: The current style of leadership at Ughelli-south LGA contributes to low employee performance.
Question 7:
Does your Supervisor interfere when a problem gets out of hand?
	Department/ Response
	Yes
	No
	Total

	Administration
	13
	10
	23

	Revenue Collection
	17
	62
	79

	Legislation
	2
	2
	4

	Accounting
	19
	71
	90

	Law enforcement
	40
	34
	74

	Total
	91
	179
	270


Field data 2025
Table 14- Department-wise Survey Responses
Chi-Square Computation :        

X2=(13-4.381)2/4.381+(10-8.618)2/8.618+(17-5.730)2/5.730+(62-11.27)2/11.27+(2-0.674)2/0.674+(2-1.326)2/1.326+(19-6.404)2/6.404+(71+12.60)2/12.60+(40-13.48)2/13.48+(34-26.52)2/26.52 
X2 Cal = 620.564
= 620.6 
Critical Value
Degree of Freedom = (5-1)(2-1)=4
Level of significance = 0.05
X2 Table value = 9.49
Decision Rule : Accept Ho (null hypotheses) if the table value chi-square (X2table) is greater than the calculated chi-square value (X2 Cal) otherwise reject and accept Hi (alternative hypotheses).
Decision  
Since the table chi-square value (9.49) is less than the calculated chi-square (620.2), therefore the researcher reject the null hypotheses (Ho) and accept Hi (alternative hypotheses) which states that the current style of leadership in Ughelli-south contributes to low employee performance.
 CONCLUSION AND RECOMMENDATION
This study revealed that leadership styles do affect performance of employee, the style employed or adopted by the leader in any organization and how he or she applies it, affect to a greater extent employee performance and the results achieved .
It was discovered that the inability of leaders to influence subordinates have greater impact on subordinates’ productivity and performance in Ughelli South LGA. This is a clear indication that poor attitude towards work can be displayed by workers who are not well led by their leaders in the various departments. Also employee’s performance in any organization, lies greatly on the attitude of their leaders; that well motivated workers deliver to their best capability to the organization growth, since both are partners in progress, leaders cannot achieve high productivity from its employees that is a leader’s work can be carried out to the best of its employees if there is a good human relationship.  No doubt, motivating subordinates and superior management will experience tremendous increase in productivity. The inadequacy of communication creates an un-conducive and unfriendly environment of work for management and employees, and this considerably lessen productivity and performance.
Finally, for leaders to be effective and productive, the kind of leadership style adopted by its leaders determines a lot.  96.6% of the respondents testified that their supervisors don’t commend them for a job well done. 65.9% said that the supervisors don’t treat them with respect while 92.2% said theirs supervisors don’t give them opportunity to air their views. All these are indications that there should be a down-top approach that embodies transformation leadership and not the present top-down approach that is characterized by autocratic and bureaucratic leadership that is prevalent at the local government local.
 Leadership has a relationship with employee productivity. This can readily be supported by the works of “Blake and Morton”, which says, “A leader can only be efficient and effective, if it sees its subordinates as partners in progress for the organization”.
Motivation has been seen as a factor that gears employees to work for the attainment of organizational goals and objectives. This research work has enabled me to have a clear understanding that employee’s performance can decrease due to the mistrust seen in their superiors. This explains the high level of unproductivity in Nigeria public sector space.
Also, it was revealed and concluded via findings that there would be an increase in the level of employee productivity in the Nigerian civil service if and only if, they could bind forces together and make decisions jointly so as to achieve their stated goals and objectives.
 RECOMMENDATIONS
The concept of leadership style and roles are of importance to management, employees, society and institutions at large. Leaders should develop a cordial, mutual and embracing understanding with their employees. This will help reduce employees’ disorders, un-loyalty and other vices which employees do bring to work which might mar organizations’ productivity and profitability.
Leaders should engage in more motivational factors that bring out the best from the employees. Similarly, autocratic and bureaucratic leadership styles should not be implemented, rather, democratic and transformation leadership styles should be their watch word. This is because various studies from contemporary authorities have revealed that these methods have yielded a positive result in performance to organizations that adopts it.
Employees should always communicate their feeling to their superior, either pertaining to his or her behaviour to them or otherwise. This will help to reduce misconception in employees and also creates awareness of the feeling of employees to their superiors, so as to strike a balance between employees and employers relationship.
Employees should also see it as a point of duty to study the kind of leadership style which is inherent in their leader or superior, so as to map out strategies to work with such a leader in order to create industrial harmony.
The issue of leadership cuts across all spheres of the economy and as such need to be accorded a serious thought, viewing it from the governmental sector that is the custodian of our local economy.
It is advisable for the government to uphold democratic and transformation leadership styles which enables citizens to have a say in the society. This helps to reduce social vices by aggrieved persons on issues concerning their well-being that have been relegated by the government due to wrong leadership.
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