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ABTRACT
The main focus of this study is directed towards a theoretical investigation of leadership in Nigeria Civil Service using Federal ministry of Health in Lagos State  as case study. Survey research design was adopted for the study and with the aid of convenient sampling method, the researcher selected One hundred and forty-seven participant who are civil servant in Federal Ministry of Health in Lagos State as the respondent of the study. Well structured questionnaire was issued to the 150 respondent of which total of 141 responses were retrieved  and validated for the study. Data was analyzed in frequencies and tables using  simple percentage, mean and standard deviation. Hypothesis test was  conducted using Chi-Square statistical tool.Findings from the study revealed that Leadership has significant impact in organization such that Leadership style determines worker's motivation and commitment while Poor Leadership style hinders innovation and organizational growth. More so, Civil servant in Federal Ministry of Health can only be motivated  for high performance  due to  the integrity and accountability of their leaders. However,The inefficiency and truancy observed in Federal ministries is  factored by poor leadership style cognizant in Civil Service. This implies that when leaders employ in ineffective leadership style like laissez-fair style, this would create loophole for   corruption,  fraud,  mismanagement, embezzlement, dishonesty, lack of transparency, unaccountability,  irresponsibility practices  such  as theft,  absenteeism,  unmerited  promotion,  ghost worker fraud, time sheet fraud and other payroll fraud and  indiscipline. The study therefore recommends that Leaders in civil service should not neglect the value of integrity and accountability as this can boost the morale of their surbordinate and motivate them for high productivity and commitment. Additionally, promotion in civil service  should be based on merit so as to preserve objectivity, rationality and consistency in handling personnel matters in the loyalty and commitment of career civil servants.
CHAPTER ONE

INTRODUCTION

1.1
Background of the study

Leadership is one concept that has emerged in productive connections between companies and society at large. Leadership is described as the process by which an individual inspires a group of people to work toward a shared goal or the key to trust that stems from the regard of others (Northouse, 2004). It is typically associated with the use of a leading strategy to give inspiring motivation and optimize the possibilities for staff growth and development. Effective leadership is seen as a key source of management development as well as a long-term competitive advantage for increasing organizational performance (Rowe, 2001). Leadership is at the heart and spirit of organizational management. Glantz in 2002 emphasizes the need of a manager developing his or her unique leadership style.

In today's fast-paced global workplace, there is emerging evidence that firms are becoming more aware of the impact leadership styles have on employee well-being and organizational outcomes. Leadership is a critical factor that has a considerable influence on the overall health of organizations and countries (Odumeru and Ifeanyi, 2013). Effective leadership behavior, according to Buelens, Broeck, Vanderheyden, Kreitner, and Kinicki (2006), is based on both the manager's willingness to help subordinates and the subordinates' need for support. A strong connection between a leader and his or her followers requires the leader to recognize the personal values of individuals who are willing to offer their time and abilities to achieve common goals. Organizations require motivated employees to be successful, hence leadership is essential in organizational effectiveness.

Administrative leadership can be found in the setting of a company or the public sector. It entails official authority. Leaders in this context typically have institutional positions, with the status and authority that come with them. Men are predisposed to comply just by acknowledging genuine authority. Every formal organization is thus defined by a hierarchy that ensures the delineation of roles, the assignment of tasks, the gradation and institutionalization of positions, accountability, and communication. Intelligent leadership on the part of the leader, along with dedication to work on the part of subordinates, has provided an organization with the desired success of increasing staff productivity, of which the Nigeria Civil Service is not the only example.

A competent and motivated civil service is required for good governance, the production and distribution of public goods and services, fiscal management and sustainability, as well as the efficient and effective functioning of any government. In Nigeria, the civil service is critical to many governmental tasks. For emerging nations, good governance is critical. The need for effective and efficient resource management in the public sector is undeniably global and historical. This is especially true in a rising country like Nigeria, where there is a severe scarcity of people and natural resources and an ever-increasing need for government spending. In the context of public administration, the civil service is the administrative arm of government, an agency, an organ, and machinery of government in any country's governance and development processes across the world. The significance of the civil service as a tool for a country's socioeconomic and political growth is undeniable. However, in certain areas of the globe, the civil service is a branch of government that is generally united with the executive and is necessary for government to function. Civil service is commonly seen as a component of the larger public sector. This subgroup includes government ministries, departments, and agencies, as well as persons who advise on, design, and implement government policies and programs, as well as those who manage day-to-day operations.

The Nigerian civil service is a product of colonialism, having been founded as a tool for expeditiously implementing the administrative structure and operations of the British Colonialists from the late nineteenth century (Adamolekun, 1993).

The civil service is the administrative branch of the government of Nigeria. It is the organ or agency that allows the government to function correctly. Civil services are being used not just to formulate policies, but also as a civilian instrument. With the rise of the modern state, civil service in emerging nations evolved not only to devise but also to successfully implement policies. To put it another way, the civil service is frequently connected with the effective and efficient management of development policies and programs. To attain this purpose, each ministry and agency requires an effective leadership structure, not just in the organogram but also in practice.
1.2
Statement of the Problem

All around the world, the public service looks to be incapable of dealing with contemporary ideological, political, and economic trends, as well as the management innovations required for effective service delivery. This is backed by Beetseh (2014), who states that in other parts of the world, notably Africa, deficiency in public services is viewed as one of the key causes of socio-political upheavals and economic crises. Recognizing this, some countries have undertaken substantial changes to the structure and operation of their public sector organizations during the last decade. Nigeria is reforming its public sector as part of broader political and economic reforms. In Nigeria, as stated by Beetseh (2014), the civil service, which acts as the hub through which the government implements its policies and programs, is plagued with ethical and accountability concerns, which are worsened by poor leadership, and have hampered the country's overall growth and development throughout the years.

However, officials in the Nigerian public sector have demonstrated a complete lack of understanding of the notions of integrity, accountability, and openness. This is one of the causes of the Nigerian public sector's inefficiency and slow development. Leaders that lack accountability encourage followers to engage in unethical behavior as a result of their strategic laissez-faire approach, which has a detrimental influence on long-term success goals. In a previous study, Obiwuru et al. (2011) discovered a high level of corruption, fraud, mismanagement, embezzlement, dishonesty, lack of transparency, unaccountability, irresponsibility, and indiscipline in Nigeria. Unfair practices including as theft, absenteeism, undeserved promotion, ghost worker fraud, time sheet fraud, and other payroll fraud all begin with the early recognition of unaccountable leaders who are exemplarily bad signals. According to Omitola (2012), the disintegration of ethical and professional standards in practically every aspect of our national life has been related to Nigeria's governance crisis throughout the preceding decades. This is pathetic for the country and cancerous to any part of Nigeria's economic growth and development, because the potentials of the dialectical interplay between leadership and accountability have been gravely hurt. A fundamental transformation in leadership approaches, as well as in general life, is essential for a turnaround. As a result, the researcher intends to perform a theoretical examination of leadership in Nigerian public service.

1.3
Objective of the study

The broad objective of this study is to present a  theoretical investigation of leadership in Nigeria Civil Service. Specifically the study sought:

 To investigate the extent at which leaders in Civil Service are accountable  for  their  actions  and performances.

To examine whether the inefficiency and truancy observed in Federal ministries is as a result of Poor leadership style.

 To investigate whether the appointment and promotion of people into top and sensitive positions in the state civil service based on ethnicity instead of merit  actually affected the morale of the staff negatively and reduced productivity.
To examine if  civil servant in Federal Ministry of Health are  motivated  for high performance   through the integrity  of  their leaders.

1.4
Research Questions

The research is guided by the following questions:

What is  the extent at which leaders in  Civil Service are accountable  for  their  actions  and performances?

Are the inefficiency and truancy observed in Federal ministries caused by poor leadership style?

Are the  appointment and promotion of people into top and sensitive positions in civil service based on ethnicity instead of merit  actually affected the morale of the staff negatively and reduced productivity?
Are civil servant in Federal Ministry of Health  motivated  for high performance   through the integrity  of  their leaders?
1.5
Research hypotheses

The following null hypotheses will be tested in this study:

HO1: The inefficiency and truancy observed in Federal ministries is not pioneered by poor leadership style cognizant in Civil Service.

Ho2: Civil servant in Federal Ministries are not motivated  for high performance  due to  the integrity of their leaders .
1.6
Significance of the study

The study would have both practical and empirical relevance to organization and academia. Practically, to organization, the management board  can use the finding and recommendation of the study to improve the qualities of it organization leadership for the purpose of the subordinate performance. The study would help the government high ranked cadre of civil servant to revert to an ideal type of bureaucracy where appointments and promotions into top and sensitive positions in the state civil service will be on merit and not on ethnicity and the lay emphasis on the  need to uphold the ethic of integrity, accountability and transparency. Finally, the study and its findings will contribute significantly to existing literature on the subject area, students and other researchers will benefit immensely from the work because of its contribution to knowledge and it will also stimulate further researches into the effect of leadership on civil service performance not just within ministry of health Lagos State but in other Ministries and other state in Nigeria.
1.7
Scope of the study

The main focus of this study is directed towards investigate leadership in Nigeria Civil Service. The study ascertain the extent at which leaders in  Civil Service are accountable  for  their  actions  and performances. The study investigated whether the inefficiency and truancy observed in Federal ministries is as a result of Poor leadership style. The study determined whether the appointment and promotion of people into top and sensitive positions in the state civil service based on ethnicity instead of merit  actually affected the morale of the staff negatively and reduced productivity. The study investigated if civil servant are motivated for high performance  through the integrity  of  their leaders.The study is however delimited to Federal Ministry of Health in Lagos State.
1.8
Definition of terms

Leadership: Leadership is both a research area, and a practical skill encompassing the ability of an individual, group or organization to "lead", influence or guide other individuals, teams, or entire organizations.
Civil Service: Civil service, the body of government officials who are employed in civil occupations that are neither political nor judicial. In most countries the term refers to employees selected and promoted on the basis of a merit and seniority system to work in government ministries and parastatals

CHAPTER TWO

REVIEW OF LITERATURE

2.0 INTRODUCTION

Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.
2.1
CONCEPTUAL REVIEW

CIVIL SERVICE

The civil service is traditionally defined as the body of appointed officials who carry out government responsibilities under the supervision of the Head of Government. Democracies, dictatorships, monarchies, and republics all fall within this category. "Civil service" is defined as "all government agencies of a state and the individuals who work in them," according to Encarta World English Dictionary (1999). The civil service, in particular, has been defined as an organization tasked with carrying out and advising on government policy (Bande, 2001). 

According to Adamolekun (2002) and Okafor (2005), the civil service is likewise viewed as a government institution geared to carry out political leaders' decisions. Political leaders establish policy, the civil service implements it, and if the civil service lacks the capacity to implement the policies of the political leadership, such policies will not be executed effectively, no matter how well-intentioned they are.

The Federal Civil Service Handbook (1997) is much more clear on the subject. It portrays civil service as a body or organ that exists indefinitely. Its members do not have to serve for a set period of time. According to the Handbook, civil workers have a wealth of expertise and know-how in implementing government policy. It acknowledges that, while the civil service is an instrument of the government of the day, it and its personnel are not authorized by law to be political party partisans. The public worker must also participate in the formulation and implementation of government policies, regardless of personal or private ideas or attitudes toward such policies. Another characteristic of civil service is that it continues regardless of the kind of government in power, be it military or democratic. According to section 318 of the 1999 constitution, sub section 1, the civil service is defined as: service of the federation (state) in a civil capacity, staff of the President's office, Governor's office, Vice President's office, Deputy Governor's office, a Ministry or department of the federation (state), assigned with the responsibility for any business of the federation (state) (FRN, 1999).

In the process of innovating an effective manner of conducting any huge human organization, the public service has recently come to be recognized as a modern institution handed to mankind. The civil service is classified as a bureaucracy in this regard (Anazodo et al., 2012). The civil service can also be viewed as a complex organization with a body of seemingly permanent officials appointed to assist political executives in the formulation, execution, and implementation of government policies in Ministries and Extra-Ministerial Departments where specific government work is carried out. The civil service is a type of administrative bureaucracy that plays an important role in a country's political system. According to Ogundiya (2007), civil service refers to employers who are chosen and promoted based on merit and seniority, which may entail examination. The civil service, according to the World Book Encyclopedia (2004), is made up of employees who are engaged by the government to operate a country's public services. Apart from individuals with political appointments, Anazodo (2009) claims that the civil service in Nigeria consists of personnel in various ministries or departments. Civil service in post-colonial African countries evolved not just to establish policies, but also to successfully implement them, with the advent of the modern state. In this perspective, the civil service is an organization tasked with developing, creating, and executing public policy as well as carrying out government tasks and development programs in a cost-effective and efficient manner. According to Olaopa (2008), the phrase "civil service" is frequently misinterpreted and misused because it lacks an uniform meaning. Domestic legislation, norms, and conventions all have a significant impact on its definition. The civil service is a group of employees hired and paid by the government to carry out the government's laws, programs, and policies (Akpomuovire, 2007). The civil service is a unique institution that is ideally positioned to contribute significantly to the efficient operation of any government. In the political system, it is the administrative machinery that plays a crucial role (Anazodo et al, 2012). The Civil Service, on the other hand, is the nerve center of government management. As a result, it is a critical determining element in the success or failure of any government development policy or plan. According to Ipinlaiye (2001), the civil service refers to the body of men and women engaged by the Federal and State governments in a civil capacity and on a non-political career basis to render and faithfully carry out their decisions and execution.

DEVELOPMENT OF CIVIL SERVICE SYSTEM IN NIGERIA 

The origin of civil service in Nigeria can be traced back to precolonial times, but its evolution as a field of practice can be traced back to the colonial period, which lasted from 1900 to 1960. (Nwosu,1985). The three Nigerian regions, Northern, Eastern, and Western, had traditional mechanisms for administering themselves under three dominant societies, Hausa in the north, Igbo in the east, and Yoruba in the west, prior to the colonial civil service (Nwosu, 1985). The traditional Hausa civil service system was centralized, and the Emir served as the system's supreme head, wielding uncontrollable power. This exclusive right to control a specific jurisdiction bureaucratically aided the emirate in formulating and enforcing laws, protecting citizens from external forces, and collecting taxes from them to fund government operations (Ovaga, 2014). The Igbo traditional civil service system in Nigeria's eastern region was participatory and segmented prior to colonialism. There was no centralized or consolidated political authority bestowed on chiefs or kings, as there was during the colonial era and even now. However, as in the Hausa traditional system, a number of villages formed political communities in which no single individual held supreme authority. The Igbo administrative structure was based on community or group, and civil service duties were performed by a council of elders. To name a few, each group typically included heads of families, titled men, warlords, heads of secret societies, and age grades (Mutiullah, 2014). The traditional Igbo civil service system required the commitment of every member of the village bureaucratic community (Mutiullah, 2014).

The Yoruba system was divided not only into political kingdoms, but also into chiefdoms, which were political subsystems. There was no uniform traditional authority in the Yoruba realm during this time. The Oba was the administrative head of the kingdom, and the Oba and his council made a number of important decisions. As a result, village chieftains under the leadership of the Oba performed civil service duties. Nonetheless, the pre-colonial Yoruba civil service system delegated the implementation of some council decisions to the ogboni society (Nwosu, 1985). Nigeria's current civil service structure has its roots in British colonial administration. According to Nigerian public administration scholars (Okoli 1980; Adamolekun, 1986; Adeosun, 2012), in 1914, British colonists led by Lord Lugard administratively unified the then Northern and Southern protectorates, including the Lagos colony, as part of the colonial service. The Europeans entrusted themselves with full executive, judicial, and legislative powers, and eventually used an indirect rule method to include traditional monarchs within the power structure. The three regional governing institutions, as well as a revenue commission, were established in 1946 to address concerns with the implementation of a centralized budgetary system. Following the introduction of a federal government in 1954 and the establishment of a central public service commission, these regions developed their own civil services. When the United States gained independence in 1960, both the federal and regional services banded together to promote the creation of a professional civil service within their respective domains (Anazodo et al., 2012). 

Nigeria established a new constitution in October 1963 and declared itself a federal republic. It also shifted the British area of influence in the country and gave birth to a fourth region, the Midwest, in the same year. Although the civil service that emerged after independence became more involved in formulating and implementing public programs and economic development policies, uneven socio-economic development resulted from the unequal distribution of political power based on ethnicity and regional composition. This is due to the fact that both elected and appointed government officials were more concerned in bringing bacon home to their own districts. Regional affiliation politics has robbed Nigeria of its national character and sense of national interest, as well as introducing other issues like zoning federal character and quota systems into the Nigerian civil service lexicon (Mukoro, 2005). Nigeria's socioeconomic problems in the 1960s can be attributed to the country's weak federal and strong regional governments (Adamolekun and Ayo, 1989); Akinola 5 the regional civil services provided better development opportunities than the national government. Since independence, these issues have compelled every regime to experiment with various types of civil service reforms and government organizational restructuring measures. The United Nations Economic Commission for Africa acknowledged in a 2010 report that the Nigerian civil service system had been influenced by three political forces: colonial, military, and civilian, each of which left distinct legacies (Omitola, 2012). Political neutrality, anonymity, and impartiality, for example, are characteristics passed down from colonial control. Some of these transferred characteristics were not kept by military regimes. Between 1967 and 1975, for example, there was a distinct absence of the colonial heritage since higher civil officers dominated the public policy making process as private advisers to ministers, however the function of civil servants became unimportant between 1975 and 1979. (Adamolekun, 1986, Adebayo 1985 and United Nations Economic Commission for Africa, 2010).

Moreover, between 1979 and national 1983, the government experienced shifts from military to civilian rule and between 1984 and 1999, the Nigerian civil service system operated under military regimes that culminated in the series of civil service reforms which affected the structure and operation of civil system Nigeria during the recent times. Since 1999 when the Fourth republic commenced, various efficiency of the civil service at different levels of government in Nigeria.


The Nigerian Civil Service has evolved over the years dating back to the 19th century when the administrative organization that was set up by the Royal Niger Company was handed over to the British administration, with the specific purpose to sustain and stabilize the capitalist state structure of the colonial rulers. Essentially, the basic function of the civil service administration in the country at the early stage of its evolution was to maintain law and order in support of the colonial agenda of the British administration. The civil service, at that time, was principally dominated by colonial officials as Nigerians were deliberately excluded in the service, especially at the senior cadre. For example, by 1948 only 172 (representing 7%) of the 2,297 senior civil servants were Nigerians; the proportion hiked to only 19% at independence (Adedire, 2014). As a result, British government established different hierarchical positions of Governor, Chief Magistrate, Colonial Secretary and Senior Military Officers, Offices of Private Secretary to the Governor, Auditor for Public Accounts, Chief Clerk, and Collector of Customs. 

These public bureaucracies was established as the essential ingredient, livewire, and sine-quo-non for the consolidation of pre-colonial state structure in Nigeria. With indirect rule, caliphate officials were transformed into salaried district heads and became, in effect, agents of the British authorities, responsible for peacekeeping and tax collection in their respective domain without any formal power to initiate development projects to improve socio-economic development (Ogunrotifa, 2014). The balance of power rest squarely with the colonial official (governor-General) who has the power to remove any erring Emir at will. The evolution of the Nigerian character of the civil service reached its culmination in the post-1954 period with series of reforms that constituted the beginning of the institution of the civil service system in Nigeria. Thus, from 1954, the civil service system generally became the centre of furious and progressive reforms meant to ensure that the evolution of the system would transform it into an adequate institution around which the nascent postindependence state would become true to its stated ideals of providing basic amenities to the Nigerian masses who endured the horrors of colonial administration and its exploitative logic (Adedire, 2014). 

However, between 1934 and 2015, the Nigeria civil service has experienced over twenty-four reforms covering the Hunt Commission -1934, the Harragin Commission -1946, the Foot Commission - 1948, Adebo Commission - 1954, the Gorsuch Commission – 1954, and Mbanefo Commission - 1959, the Morgan Commission - 1963, the Elwood Commission - 1966, the Adebo Commission - 1971, the Udoji Commission - 1974, the Dotun Philips Commission - 1988, the Ayida Commission - 1995, the various Obasanjo reforms between 1999-2007, the Yar’Adua reforms 2008-2010, and the Jonathan reforms 2011-2015 (Obioji, 2019)
ROLE OF CIVIL SERVICE

Throughout the world, the contributions of civil service in promoting sustainable and equitable economic growth are receiving increasing attention. Igbuzor, (1998) stated that the East Asia experience has underscored the critical contributions of the civil service in fostering rapid development.


The civil service plays a vital role in formulation, implementation, evaluation and review of government policies and programmes. Whether the chief executive of a government is an Emperor, King, President, Prime Minister, Duke, Governor or Mayor, that government cannot function without some form of civil service. A competent and motivated civil service is a prerequisite for maintenance of good governance, production and distribution of public goods and services, fiscal management and sustainability, efficient and effective performance of any government. It is incontestable fact that the concern for effective and efficient resources management in the public sector is universal and historical. This is more emphatic particularly in a developing economy like Nigeria where there are acute scarcity of human and natural resources and the ever increasing demands for public expenditure. In this context of public administration, the civil service is the administrative arm of government, an agent, an organ and machinery of government in the governance and developmental processes of any country in the world. Hence, the effectiveness of a government is to a large extent determined by the efficiency and competence of its civil service. The Nigerian civil service is a product of colonialism, established as an instrument for expediently implementing the administrative structure and activities of the British Colonialist from the late 19th century (Adamolekun, 1993). 

With the emergence of the modern state, the civil service in developing countries evolved not only to formulate policies but also to effectively implement them. In other words, the civil service is often associated with the effective and efficient management of development policies and programmes. In this connection, it is seen as the main, but not the only instrument by which development activities in developing countries are implemented (Esman, 1988). 

The actualization of robust governance in any nation is promptly propelled effectively and efficiently via the availability of adequate services for its citizenry. The efficient dispatchment of such services is chaired by the executive arm of government called “Civil Service” (Adedire, 2014). Civil Service is proclaimed as the administrative bureaucracy of any nation conferred with the implementation and enforcement of government policies and programmes. The constitutes the brain box of any sovereign nation as it attracts a nations’ uniquely adorned talents for formidably established centres of education ranging from universities, research institutes and the array of diversity in the educational system. Thus, competent initiatives are formed and constantly reviewed to enhance eminence and mission of self-governance (Nwakanma, 2014). 

Adedayo (2013) postulated that the Civil Service is not just an initiative of modern era as it draws back to the era of ancient civilization. With the emanation of sovereign states and the refinement of the parliamentary regime of government, the Civil Service emerged as the keystone of the executive arm of government (Adedire, 2014). It is therefore inevitable that the Millennium Development Goals (MDG’s) to be achieved in the 21st century, the duties of the Civil Service must not be trivialized.
The role of the civil service as an instrument in a polity’s socio-economic and political development is incontestable. In some parts of the world, however, the civil service is a branch of government which is usually grouped with the executive, and without which government cannot function. From the above concepts, the characteristics of the civil service as stated by Jinadu and Aminu (2015) are as follows: (a) It has to be non-partisan to enable it serve any government of the day. (b) It has to be made up of experienced men and women with the technical and professional know-how to enable it implement government policies. (c) It has to be orderly and also ensure that orderly administration of the country is continuous. (d) The civil service is indispensable since it continues the traditional role of keeping the functions of government running no matter what changes occur in the administration of the country. (e) It operates under rules which guide its conduct. (f) The civil service is an entity but operates in hives of activities, divided between Ministries and Departments. Each Ministry or Department has its set functions and goals.

CONCEPT OF LEADERSHIP

Leadership and its role are pertinent issues for the business and organizations now days. The “Leaders are individuals who establish direction for a working group of individuals and who gain commitment from this group of members to established direction and who then motivate members to achieve the direction's outcomes (Iqbal, Anwar,  and  Haider, 2015).   According to Jyoti,  and  Bhau, (2015) the term leadership can be viewed through multiple angles and concepts. Traditionally leadership is a set of feature owned by the leader or it is a social phenomenon that comes from relationship. 
Klein,  Cooke,  and  Wallis,  (2013) opined that leadership concepts can give different opinions about the definition of leadership. It is a continuous debate that  whether the leadership comes from the personal qualities of a leader or a Leader makes  followership  through  what  she /he  does  or  believes.  Grint also highlight position problems with the leadership, which explores, is the leader a person in charge? With the true authority to decide or implement, or it is only a person in front who takes his/her directions for someone. Recent reviews take leadership as “a process whereby an individual influences a group of individuals to achieve a common goal (Northouse 2004). Another view about leadership is that “leadership is like the Abominable Snowman, whose footprints are everywhere but who is nowhere to be seen” (Mitonga-Monga, . and  Coetzee,  2012).

In short leadership  or a leader is either a person who is in charge and has authorities to take decision and  also has  powers  to  implement  his/her  decisions  or  a  process  having  a  set  of other authoritative process about organizational, personal or social process of influence for which the groups, teams or organizations can do more to increase their ability. The selection of the leader not only depends on the personal characteristics of the person, but also on the social and cultural factors along with his/her exposure towards life (Obiwuru, Okwu,  Akpa,  & Nwankwere,   2011). 

Leadership is a process by which one person influences the thoughts, attitudes and behaviours of others. Leaders set a  direction for the rest of us; they help us see what lies ahead; they help us visualize what we might achieve, they encourage us and inspire us. Without leadership a group of human beings quickly degenerates into argument and conflict, because we see things in different ways  and lean toward different solutions. Leadership helps to point us in the same direction and harness our efforts jointly.
Ojokuku,   Odetayo,  and Sajuyigbe,  (2012) defines effective leadership as the process of influencing people and providing an environment for them to achieve team or organizational objectives. He states further that effective leadership help groups of people define their goals and find ways to achieve them.  In his view they use power and persuasion to ensure that followers have the motivation and role clarity to achieve specified goals. Effective resources and achieve cooperate objectives more easily.  Ojokku et’al (2012)  further assert that  leadership as  “influence, the art or process of influencing people so that  they will strive willingly towards the achievement of group goals.  Similarly Rukmani,  Ramesh,  & Jayakrishnan,  (2010) sates that effective leadership is the “art of influencing individual or group activities towards achievement of enterprise objectives.. They  went further to state that effective leadership is sometimes more that power or authority. That it entails some degree of voluntary compliance by followers. Effective leadership he says  involves not only willingness to work on the part of followers but also willingness to work with zeal and confidence.  

Sofi,  and  Devanadhen,, (2015) states that effective leaders are designers, Steward and  teachers. They are responsible for building organizations where people continually expand their capabilities to  understand complexity, clarify, vision and improve shared mental models- that is, they are  responsible for learning.

Leadership Styles

Leadership style is viewed as a combination of different characteristics, traits and behaviors that are used by leaders for interacting with their subordinates. (Mitonga-Monga & Coetzee, 2012). MitongaMonga and Coetzee (2012) consider leadership as the pattern associated with managerial behavior, which is designed to integrate the organizational or personal interest and effects for achieving particular objectives. Harris et al (2007) also postulated that leadership style can be defined as the kind of relationship that is used by an individual so as to make people work together for a common goal or objective. According to modern leadership styles, leadership styles can be categorized as follows: (1) transformational leadership style, (2) transactional leadership style, (3) culturebased leadership, (4) charismatic leadership, and (5) visionary leadership (Harris, et al., 2007).There are different types of leadership below:

According to Fenwick,  (7), in common, there are three leadership styles namely: Autocratic, Democratic, although as literature evolves other styles have been added such as Transactional and Transformational leadership styles. Succinctly it is pertinent for us discuss leadership style pertaining to the text

Autocratic Leadership Style


An autocratic leader is often seen as someone that is well aware of his status and has little faith or trust in the subordinates. Autocratic rulers in nature are classic and bossy. Those leaders need their subordinates to function as they dictate. In general, autocratic rulers like them reserve the right to take decisions. The autocratic ruler believes that an employee's advanced salary for work performed is a fair exchange and an employee can only be motivated by the bonus. This leadership style is characterized by personal control over all team members ' decisions and little feedback. 


These leaders emphasize loyalty and devotion and are characterized as those who decide by themselves and require strict compliance to regulations. The decision-making process is centralized; autocratic rulers accept full responsibility for decision-making and controlling the performance of their followers. Followers praise and critique play an important role in autocratic governance. Usually, autocratic leaders’ base decisions on their own opinions and perceptions and never consider followers ' advice. Autocratic leadership requires a group's complete, authoritarian control. 

Democratic Leadership Style


Democratic leadership, also known as participatory leadership is a kind of leadership style in which members of the group play a more participatory part in the decision-making process. Success and people are the subjects of this leadership style. Democratic leadership style encourages staff to engage in the company's decision making process. The democratic leader helps the leader and the team to share decision-making. Arguments and compliments are offered critically and within the community a sense of responsibility is created. Until issuing general or specific orders through which subordinates feel free to act, the leader communicates with subordinates. The superior encourages the subordinates to take advantage of their initiative and continue to contribute. The leaders even offer guidance in performing the role to the subordinates (McShane  & Glinow 8).

Democratic leadership characteristics typically involve: the idea which team members are able to exchange thoughts and opinions, while the leader has the final authority on decisions, group members feel more involved in the process, and creativity is promoted and rewarded. A lot of benefits come from democratic leadership. Subordinates are encouraged to post their experiences, which can result in better ideas and more innovative problem solving. Staff will also be more engaged and dedicated to projects, making them more likely to be concerned regarding the current final outcome. 
Transactional Leadership Style


Transactional leadership involves an exchange process that results in follower compliance with leader request but not likely to generate enthusiasm and commitment to task objective. The leader focuses on having internal actors perform the tasks required for the organization to reach its desired goals. The objective of the transactional leader is to ensure that the path to goal attainment is clearly understood by the internal actors, to remove potential barrier within the system, and to motivate the actors to achieve the predetermined goals (House and Aditya, 403). 


Transactional leaders display both constructive and corrective behaviours. Constructive behaviour entails contingent reward, and corrective dimension imbibes management by exception. Contingent reward involves the clarification of the work required to obtain rewards and the use of incentives and contingent reward to exert influence. It considers follower expectations and offers recognition when goals are achieved. 


The clarification of goals and objectives and providing of recognition once goals are achieved should result in individuals and groups achieving expected levels of performance (Bass, 1985,Boehnke et al 5-7). Active management by exception refers to the leader setting the standards for compliance as well as for what constitutes ineffective performance, and may include punishing followers for non-compliance with those standards. This style of leadership implies close monitoring for deviance, mistakes, and errors and then taking corrective action as quickly as possible when they occur.

Transformational Leadership 


A transformational leader’s behaviour originates in the personal values and beliefs of the leader and how he motivates subordinates to do more than expected. Bass and Burns (623) identified transformational leadership as a process where, one or more persons engage with groups of people  in such a way that followers are raised  to higher levels of motivation and morality.

For transformational leadership style, the follower feels trust, admiration, loyalty and respect towards the leader, and is motivated to do more than what was originally expected to do. 


The transformational leader motivates by making follower more aware of the importance of task outcomes, inducing them to transcend their own self-interest for the sake of the organization or team and activating their higher order needs. He encourages followers to think critically and seek new ways to approach their jobs, resulting in intellectual stimulation. As a result, there is an increase in their level of performance, satisfaction, and commitment to the goals of their organization. 


Bass and Burns (633) proposed four behaviours or components of transformational leadership to include charisma, inspirational motivation, intellectual stimulation, and individual consideration. Charisma, or idealized influence or attributes, is characterized by vision and a sense of mission, instilling pride in and among the group, and gaining respect and trust . Charismatic behaviour also induces followers to go beyond self-interest for the good of the group, providing reassurance that obstacles will be overcome, and promoting confidence in the achievement and execution influence and followers place an inordinate amount of confidence and trust in charismatic leaders. 


Inspirational motivation is usually a companion of charisma and is concerned with a leader setting higher standards, thus becoming a sign of reference. Bass, points out followers look up to their inspirational leader as one providing emotional appeal to increase awareness and understanding of mutually desirable goals. This is characterized by the communication of high expectations, using symbols to focus efforts, and expressing important purpose in simple ways. The leader always behaves talking optimistically about the future, articulating a compelling vision for the future and providing an exciting image of organizational change (Bono 901). 


The motivation occurs by providing meaning and challenge to the followers, task hence  individual and team spirit are aroused, enthusiasm and optimism are displayed. The leader encourages followers to envision attractive future states, for the organization and themselves. Intellectual stimulation provides followers with challenging new ideas and encourages them to break away from the old ways of thinking. The transformational leader is characterized as one promoting intelligence, rationality, logical thinking, and careful problem solving. 


The attributes include seeking differing perspectives when solving problems, suggesting new ways of examining how to complete assignments and encouraging re-thinking of ideas that have not been questioned in the past. The leader encourages the followers to be innovative and creative by questioning assumptions, reframing problems, and approaching old situations in new ways. Finally, the fourth dimension of transformational leadership is “individual consideration” which is concerned with developing followers by coaching and mentoring (Bass  & Fenwick and Gayle). The leader pays close attention to the inter-individual differences among the followers and act as mentor to the follower. He teaches and helps others develop their strengths, and listens attentively to others‟ concerns. Followers are treated individually in order to raise their levels of maturity and to enhance effective ways of addressing their goals and challenges.
EVALUATION OF LEADERSHIP IN NIGERIA CIVIL SERVICE


Generally, the Nigeria Civil Service is structured in line with British style of civil service system. The civil service in Nigeria is divided into administrative class, executive class, professional class, clerical class and messengerial class that function as a catalyst for crystallizing the shared goals of the society and as a machinery of public policy formulation and implementation. More so, Nigeria’s Civil Service roots its existence to an array of constitutional and administrative crux (Adedire, 2014). Nigeria’s administrative lore experienced an iconic refinement of the Civil Service structure in 1954 as it composed of grounded Nigerian styled framework. Proceeding this period, the civil service was basely under the colonial rule. The Civil Service recorded tremendous workable reforms that enabled appropriate transformation of the system (Olaopa, 2013). Subsequently, studies revealed that the Civil Service productive competence and performance retrenched partly due to lack of substantial commitment on the part of the Civil Service to government engagements and low service morale channelled to poor remuneration (Adedire, 2014). This is detrimental to the public service dispatchment and as such there is urgent need to boost the confidence level and morale of the working force in order to achieve the stipulated Millennium Development Goals (MDG’s).

The organization structure in the civil service is often defective or not strictly followed due to political interference or irresponsibility on the part of the office holders. The 14 management principles as enunciated by Henri Fayol are usually not fully instituted or implemented leading to distortions in organizational hierarchy, command structure, spirit de corps etc leading to very low motivation and inefficient output.

In view of determining civil service and public sector service delivery and efficiency, Borne et al (2006) also made mention of the challenges in developing public sector service delivery and performance indicators due to issues like handling the concept of performance, methods of obtaining performance data and evaluation of such public-sector performance data. These challenges are driven by the complexity and multidimensional nature of public-sector performance due to other details like financial records, quality of service, and fulfilment of social and environmental requirements amongst others. This is because all goals are not measurable and as a result the need or use of measures such as bench marking analysis to address these seemingly unmeasurable details. According to Newcomer (2003) there are challenges that may constitute obstacles towards the implementation of a public-sector performance management system for ensuring efficient service delivery. These challenges may include communication difficulties, lack of prerequisite analytical skills of leaders and stakeholders involved in Stefanescu et al (2010) also identified certain causes of difficulties in defining and measuring public sector service delivery and performance such as the diversity with which performance is perceived, nature of the offered public service, complexity of the socio-economic environment, nature of service users, and the influence of political structures and policies amongst other issues like is the case with Nigeria where factors like Federal character as a requirement for talent selection and appointment of Leaders and Managers in the Public Sector.

PROBLEMS OF CIVIL SERVICE

Beside the contributions of civil service to national development and democratic stability in Nigeria especially during the Fourth republic, the civil service has been plagued by numerous problems. The major problem of civil service in Nigeria during the fourth republic is politicisation. The Nigerian civil service over the years had been politicized to the extent that most top officials openly supported the government of the day. Therefore, the introduction of the quota system of recruitment and promotion adherence to the federal-character principle, and the constant interference of the government in the day to day operation of the civil service, especially through frequent changes in top officials and massive purges, meant that political factors rather than merit alone played a major role in the civil service (Mutiullah, 2014).]

 Eme and Ugwu, (2011) noted that the enthronement of federal character principle of recruitment and other spoils system techniques have sacrificed efficiency and effectiveness in the Nigerian civil service. Subsequent observation by Salisu, (2001) posits that considerable political interference in the process of personnel administration had led to improper delegation of power, ineffective supervision and corruption in the Nigerian civil service in recent time. Hence according to him, result in official apathy that has so far culminated into unauthorized and unreasonable absenteeism, lateness and idleness and particularly poor workmanship in the Nigerian civil service. Moreover, strong institutions cannot emerge from current situation of Nigerian civil service where top echelons of these bureaucracies are handpicked on the basis of ethnicity, religion and class. The undesirable elements within and outside the civil service tend to politicize the activities of state by reading meanings and prejudice on government policies and programmes on the basis of primordial, religious, ethnic and regional sentiments., For instance, the recent government policy that limit the tenure of permanent secretaries to eight years regardless of age as a person or in service, has generated a lot of controversy as the affected officials used religion, ethnic and parochial sentiments to fight back. Also, Nigeria civil service during the fourth republic faced myriads of problems that have also made it difficult for the system to function effectively as agent of development. One of these problems is poor remuneration. Despite the increment in salary, the civil service salary in Nigeria is still very low. Because of the low salary, most civil servants engage in sharp practices, most of them keep business letter headed papers, invoices, receipts of other companies owned by them and this affects their contribution to development. Another problem with the civil service system in Nigeria in the fourth republic is the high level of corruption

Corruption is a major problem limiting public bureaucracies in Nigeria. Corrupt practices occur in nearly all ministries, departments and agencies where virtually all members of the upper and lower levels of the bureaucracy are involved (Okotoni, 2003). Graft and corruption include bribery, extortion and nepotism are characterised by the subordination of public interests to private aims and violations of the norms of duty and welfare, accompanied by secrecy, betrayal, deception and a callous disregard for any consequences suffered by the public. The public consider graft and corruption to be widespread and persistent in Nigerian civil service (Ogunrotifa, 2012). Actually, corruption has become more or less a permanent problem in Nigerian civil service. Bureaucratic corruption in Nigeria continues to grow in leaps and bounds. Therefore, many civil servants have defrauded and embezzled government money earmarked for developmental purposes. Most of them would demand for money before rendering their statutory duties to the members of the public. This made development difficult through civil service (Omotosho, 2001). 
Currently, the Nigerian civil service is fraught with the following problems and discontents, such as lack of measurable objectives, inadequate evaluations, mismanagement of time, inadequate facilities, disorganization, personnel management and over centralization.
LEADERSHIP AND ORGANIZATIONAL PERFORMANCE 


The leadership of an organization is certainly considered to have a strong impact on its success, the  satisfaction of those who are led and them putting more effort to grow the organization.  Effective leadership style is seen as a strong source of sustainable competitive advantage and growth management.Leadership style in an organization is one of the factors that play significant role in enhancing or retarding the interest and commitment of the individuals in the organization.

Leadership is one with the most dynamic effects during individual and organizational interaction. In other words, ability of management to execute “collaborated effort” depends on leadership capability. Lee and Chuang (2009), explains that the excellent leader not only inspires subordinates potential to enhance efficiency but also meets their requirements in the process of achieving organizational goals. Bass et al (2008) defines leadership as the individual behaviour to guide a group to achieve the common target. Fry (2003), explains leadership as use of leading strategy to offer inspiring motive and to enhance the staffs potential for growth and development.

Understanding the effects of leadership on performance is also important because leadership is viewed by some researchers as one of the key driving forces for improving a firm’s performance. Effective leadership is seen as a potent source of management development and sustained competitive advantage for organizational performance improvement (Bass and Avolio, 2003). For instance, transactional leadership helps organizations achieve their current objectives more efficiently by linking job performance to valued rewards and by ensuring that employees have the resources needed to get the job done (Woods, 2010).

 Visionary leaders create a strategic vision of some future state, communicate that vision through framing and use of metaphor, model the vision by acting consistently, and build 50 commitment towards the vision (Bass and Avolio, 2003; Mishane and Glinow, 2000). Some scholars like Woods (2010) suggest that visionary leadership will result in high levels of cohesion, commitment, trust, motivation, and hence performance in the new organizational environments. Mehra, Smith, Dixon and Robertson (2006) argue that when some organizations seek efficient ways to enable them outperform others, a long-standing approach is to focus on the effects of leadership. Team leaders are believed to play a pivotal role in shaping collective norms, helping teams cope with their environments, and coordinating collective action. This leader-centred perspective has provided valuable insights into the relationship between leadership and team performance. Some studies have explored the strategic role of leadership to investigate how to employ leadership paradigms and use leadership behaviour to improve organizational performance. This is because intangible assets such as leadership styles, culture, skill and competence, and motivation are seen increasingly as key sources of strength in those firms that can combine people and processes and organizational performance (Bono and Judge, 2004).

Charismatic leadership is considered to be one of the most successful leadership styles, where the charismatic leaders develop a vision and the followers are asked to follow and execute the vision. The charismatic leadership invites innovation and creativity and is considered to be motivational for the employees. But the major drawback of this style of leadership is that the followers are totally dependent on the leader and once the leader leaves the organization, they become direction-less. The problem worsens as charismatic leaders do not train their subordinates to act as their replacements in the future. This leadership style results in “happy followers, but few future leaders”. Transformational leadership animates followers to achieve higher performance through self motivation. (Bass, 1985).Bass found that the leadership can be applied on all levels of organization to increase performance. In 2004, Avolio and Bass supported this performance impact and called it as Cascading effect. Furthermore Bass found that transformational leadership is more useful in rapid changing environment. They also concluded that use of transformational leadership can impact the organizational culture and in this way whole organization will get benefit from the increased performance made by transformational characteristics of idealized influence and motivation.
Transactional leaders are considerably autocratic in their approach and do not believe in consulting with the staff to come to a decision. They define tasks and job profiles and reward workers on a contingent level. As such they are generally able to get compliance out of the staff but never commitment to the course. However a transactional leaders are known for maintaining the status quo. Transactional leaders works with a focus on his self interest (and tries to make people work with contingent rewards than unconditional rewards. He is more authoritarian in nature and  was more interested in securing his and his family’s future. Most transactional leaders are known for being unstable when it comes to critical thinking. They let their own interest over rule the organizational goals thus this can impede organizational growth and development.

Transformational leadership style has been observe to do a lot more than 
other leadership styles.It often possess the democratic form and leaders as such  ensures that their followers feel the need to work not just for the short term benefits but also towards the long term goals that could change the very face of the organization. The involve them in the decision making process and communicate the goal of the organization with their employee. They motivate them and ensure maximum engagement of their staff. They make the work environment friendly and not hostile, they know that when their followers are happy, compliance will naturally flow. This was the character of Snowball in Animal Farm although his tenure was short lived by Napoleon plot.
Therefore it is quite obvious that transformational leaders are ideal for bringing about effectiveness, productivity and high performance in the organization. They are able to bring out the best in the employees and shine light in to new and improved ways to conduct their organization. They are able to ensure long term commitment to the betterment of the organization from others leading the way to greatness. All transformational leaders have some form of transactional traits. But the same cannot be said about transactional and autocratic leaders because they  lack the  ability to adapt to change or hold up personal integrity in times of adversity hence this becomes a big hurdle in achieving greatness for the organization they lead. The company itself may be flourishing but at a status quo position with no real innovation happening and performance and  does result in change even though there is any little change, these changes seems beneficial to them alone  hence they are short lived and impact the organization in some negative ways.
2.2 THEORETICAL FRAMEWORK

Based on this, the study is situated within the ambit of New Public Management theory. This is because new public management theory is the transition from process and procedure to an arrangement that is workable, practicable and result oriented. The theory places emphasis on good governance as a result of the recent globalisation of the economy, technological innovation and democratization (Shah, 2006). New public management theory is a relentless movement in the direction of greater transparency in resource allocation, decentralization of management authority and performance management through service quality (Pollit, 1996). New public management theory therefore captures the basis of institutional and organization restructuring as an attempt to raise its performance by improving the quality of service delivery. It is result focused rather than the process of result. The theory is concerned primarily with how to deliver public goods efficiently and equitably (Shah, 2006). Jones and Thompson, (1999) interpret new management into five categories, they are restructuring to focus on core competence, reengineering of work process, radical organization reinvention, realignment by introducing activity based costing and responsibility budgeting, rethinking by reconceptualising public sector bureaucracies or learning organizations. They focus on models of new public management and conceptualized four forms of model as follows: efficiency model, downsizing and decentralization model, management of change model and public service orientation to change model. These models are developed to engender effective service delivery. Also, Larbi (1998) observes that new public management theory centers on accountability, transparency, democratization and citizens participation. The new public management theory was an effort to improve government service delivery to the citizenry because of the expectations of the people. In many developing countries of Latin America, Asia and Africa, the new public management was a paradigm shift from autocracy to democracy in the down of political pluralism. New public management becomes an avenue through which democratic governance will transform into better governance that will lead to public policies that are technically efficient and effective and also responsive to the needs of large sections of the citizenry (Shah, 2006). New public management has captured vividly the reason for the procedure without result of civil service operation in Nigeria during the fourth republic. The various civil service reforms in Nigeria did not consider the option of new public management as alternative to excessiveness, therefore, policies were very good on paper and implementation and workability remain a tall dream. The civil service in Nigeria is still being explainable using the old bureaucracy that depends on degree of rigidity of rules, formal structuring and inefficiency, which inadvertently affect implementation of laws, policies and decisions at all levels of government during the fourth republic (Lawal and Abe, 2011).

The path-goal theory of leadership  

The path-goal theory is a widely recognized theoretical development from a contingency approach which is derived from the behaviour and the expectancy framework of motivation theory of Victor Vroom. Although George Poulos and his colleague at the University of Michigrows for social Research used path-goal concepts and terminology many years ago for analyzing the impact of leadership on performance the modern development is usually attributed to Martin Evens and Robert House, who at about the same time wrote separate papers on the subject. In essence, the path-goal theory attempts to explain the impact that leader behaviour has on associate motivation, satisfaction and performance. The early theoretical work on the pathgoal theory proposed that leaders will be effective by making rewards available to subordinates and by making those rewards contingent on the subordinates’ accomplishment of specific goals (Luthans 2008). The early path-goal work led to the development of a theory involving four specific styles of leader behaviour (directive, supportive, participative and achievement) and three types of subordinate  attitudes (job satisfaction, acceptance of the leader and expectations about effect, performance  reward relationships). It is argued by them that an important part of the leader’s job is to clarify for subordinates the kind of behaviour most likely to result in goal accomplishment. This activity according to lvancerich is referred to as path clarification (lvancerich 2008). 

This theory attempts to define the relationships between a leader’s behaviour and the subordinates’ performance and work activities. Leader behaviour is acceptable to subordinates to the degree that they see it as a source of satisfaction now or as a step toward future satisfaction. Leaders ‘behaviour influences the motivation of subordinates when it make the satisfaction of their needs contingent on successful performance; and it provides the guidance, support and rewards needed for effective performance (but that goal theory  of leadership and the expectancy theory of motivation, are closely related in that leader behaviours can either increase or decrease employee expectancies. 


Under this theory, each of these leadership behaviours results in different levels of performance and subordinates satisfaction depending on the structure of the work task. (Leslie and Byars 2003). Mcshane and Glinow say that path-goal theory states that effective leaders influence employee satisfaction and performance by making  their need satisfaction contingent on effective job performance. Leaders strengthen the performance – to- outcome expectancy and valence of those outcomes by ensuring that employees who performance their job  well have a higher degree of need fulfillment than employees who perform poorly. Effective leaders strengthen the effort – to- performance expectancy by providing the information, support and other resources necessary to help employees complete their tasks. They also emphasize  that effective leaders create conditions that enable others to realize  their potential in the work place. In other words, path-goal theory advocates servant leadership. Servant leaders do not view leadership as a position of power; rather, they are coaches, stewards and facilitators. Leadership is an obligation to understand employee needs and to facilitate employee, work performance. It is on this basis that the above literatures on leadership were reviewed. 
2.3 EMPIRICAL STUDIES

Several studies has been conduct to project that leadership style adopted by a manager or boss of an organization can improve or impede their growth. Wang et al (2011) found out that the transformational leadership and individual-level follower performance are positively linked. Further, the study also indicated that transformational leadership and performance of teams at organizational level are associated positively. Xu and Wang (2010) stated that performance is the function of skills, abilities, knowledge and motivation which is directed towards a prescribed behavior. The study conducted by the above mentioned authors indicated that transformational leadership enhances the overall development of the followers. The followers of transformational leadership associate with a self-defining and satisfying relationship with an individual or group. The idealized and behavioral charisma of the transformational leaders motivates the followers to identify with the leader (Jyoti & Bhau, 2015). The personalized relationship developed by a transformational leader develops an environment in which the employees feel happy and hence, their overall performance is improved. Hence, it can be said that transformational leadership and organizational performance are positively associated (Jyoti & Bhau, 2015). Sofi and Devanadhen (2015) stated that the transformational leadership has a significant impact on the performance of the organization. They conducted the research on the banking organizations with the help of statistical tools such as SEM and SPSS and reached to the above conclusion that transformational leadership has a direct positive impact on the organization’s performance.


Ojukuku et al (2012) also stated similar results through their research. They conducted a quantitative research on the employees of twenty banks based in Nigeria through a survey questionnaire. The findings of their research suggested that the charismatic leadership bears a negative relationship with the organizational leadership. It does not motivate and induce the employees enough to retrieve the expected performances out of them (Ojokuku, et al., 2012).


The study by Longe (2014) revealed that transactional leadership style has a positive impact on the organizational performance. The transactional leadership style helps in creating as well as sustaining the context in which organizational and human capabilities are maximized as the employees are always able to achieve the tangible and intangible rewards. This leadership style particularly helps in creating an environment that is optimal for performance and also articulates the compelling vision that enhances the overall organizational performance (Longe, 2014). According to the research conducted by Sofi and Devanadhen (2015), transactional leadership was not found to have a direct impact on the performance of the organization. This leadership style does not encourage creativity and innovation among the employees and hence, the employees do not perform as per the expectations of the organization.


The study by Elenkov (2002) indicated that the democratic leadership has a positive impact on organizational performance. The democratic leadership allows the employees to make decisions along with sharing them with the group and the manager. In this type of leadership style, praises and criticism are given objectively and a sense of responsibility is also developed among the employees (Elenkov, 2002). Bhargavi and Yaseen (2016) also analyzed the impact of democratic leadership on organizational performance. As per their findings, democratic leadership positively affects the performance of the organization as it provides opportunities to the employees to express and implement their creative ideas and take part in the decision- making process. This leadership style also prepares future leaders and helps the organization in the long run. Choi (2007) also stated that a democratic leader is the one who focuses on the group discussion and group participation and as a result it positively influences the performance of the followers. Therefore, the democratic leadership style can be used for improving the organizational performance as well as the efficiency. Hence, it can be stated that democratic leadership has a positive impact on the organizational performance. (Elenkov, 2002).

Uba H, Wasiu B.  and Akeem T. (2016) carried out a study on he assessment  of leadership from the perspective of  accountability in the Nigerian public sector. The study thus investigated the extent at which leaders in the Nigerian public sector are accountable for their actions and performances. The study used survey research design. The study adopted the test-retest process for reliability of instrument, and determined its validity through pilot test  technique. Data  and information were gathered  through primary and  secondary sources. Taro Yamane  was used  to determine the  sample size of  377, and Bowler’s proportional allocation method for  fair allocation of samples. The  study adopted  stratified sampling technique, and grouped respondents into strata  on the basis of common  characteristics. After  grouping, the simple  random  sampling  technique  was  applied  to select  the  required  sample size.  This  study analyzed  the  data  collected  with  descriptive  statistical  tool  and  tested  hypothesis  with  Likert  statistical  method.  The  study  revealed  that  leaders  in  the  Nigerian  public  sector  are  not  often accountable  for  their  actions  and  performances,  and  that  employees  are  not  often  empowered towards accountability of leaders. The study concluded that accountability on the part of leadership is a far reaching concept, and it cannot be realistic when employees have low voice in the Nigerian public sector.

2.4 SUMMARY OF LITERATURE REVIEW


Given the central role of the civil service in Nigeria’s quest for national development, attempts to improve governance have appropriately been focused on reform of the bureaucracy for effectiveness and efficiency. The Nigerian Civil Service has undergone several reforms since its creation by the British colonial power in 1861. From post-independence era to the contemporary times, successive governments in Nigeria have introduced reforms aimed at improving the efficiency and effectiveness of the federal civil service. Still, the service has failed to deliver efficient service to the people as it suffers from obsolescence, lethargy and a lack of enthusiasm in carrying out government policies. Most of these previous reforms largely failed because of plethora of factors: lack of political will to implement the reforms on the part of the political leadership, politics, religious and tribal sentiments, personal greed and mediocrity that has undermined and ensured that the recommendations of several committees were never implemented to the letters. This has given rise to the present state of affairs in Federal Civil Service, which is characterized by weak governance structure,Leaders that lacks integrity, red-tapism, weak accountability, low professional standards, waste and corruption, poor productivity, and lack of control, and redundancy.Hence if Civil Service must do better, it has to start from Leadership. This is supported by  Ogunrotifa (2012) who opined that the quest to improve governance in Nigeria by increasing accountability, predictability, transparency, participation, and efficiency and effectiveness of the Federal Civil Service will require strong political leadership with unflinching political will to break with the entrenched system, and build a strong institutional framework that will enhance the ability of Nigerian public institutions to achieve its developmental goals and handle the problems associated with modern governance of large scale, diversity, and technical complexities in a sustainable way.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1
Introduction

In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2
Research Design

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3
Population of the Study

According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 

The broad objective of this study is to present a theoretical investigation of leadership in Nigeria Civil Service using Federal ministry of Health in Lagos State  as case study. Thus, Staff in Ministry of Health Lagos State forms the population of the Study.
3.4
Sampling Procedure and Sample Size


A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). According to Nwana (2005), sampling  procedures are techniques adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population. In this study, the researcher adopted the convenient sampling method to determine the sample size. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.

Therefore, out of all the entire population, the researcher conveniently selected 147 participant who are staff in Federal Ministry of Health as the sample size for the Study.
3.5
Data Collection Instrument and Validation

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section inquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.6
Method of Data Analysis

The responses were analyzed using simple percentage, mean and standard deviation which provided answers to the research questions. Hypothesis test was conducted using Chi-Square Statistic tool (SPSS v.23)

In analyzing data collected, mean score was used to achieve this. The four points rating scale will be given values as follows:

SA = Strongly Agree

4

A = Agree


3

D = Disagree


2

SD = Strongly Disagree
1

Decision Rule:

To ascertain the decision rule; this formula was used

	4+3+2+1 =10

      4           4


Any score that was 2.5 and above was accepted, while any score that was below 2.5 was rejected. Therefore, 2.5 was the cut-off mean score for decision taken.
3.7
Limitation of the Methodology 

The methodology of the study is limited by scope of the study, sampling procedure and sample size. In the scope, the study is limited to Ministry of Health in Lagos State hence did not give room for other ministries in civil service to participate in the study. On the area of sampling procedure, the researcher purposively selected some Civil Servant within Ministry of Health hence did not allow of random technique which gives every civil servant equal opportunity to be selected for the study. 

On sampling size, the researcher selected a portion from the whole population of staff in ministry of Health, thus this medium sample size would impede generalization of findings and limit the ability to gather more valid result that would have be gotten when Large sample size is involved.

3.8
Ethical consideration

The study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.0 INTRODUCTION

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of one hundred and fifty (150) questionnaires were administered to respondents of which only one hundred and forty-one (141) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 141 was validated for the analysis.

4.1
DATA PRESENTATION
Table 4.2: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	72
	51.1%

	Female
	69
	48.9%

	Age
	
	

	25-30
	33
	23.4%

	31-36
	56
	39.7%

	37-42
	35
	24.8%

	43+
	17
	12.1%

	Marital Status
	
	

	Single 
	84
	59.5%

	Married
	57
	40.5%

	Separated
	0
	0%

	Widowed
	0
	0%

	Education Level
	
	

	OND/HND
	52
	36.9%

	BS.c
	79
	56.0%

	MS.c
	10
	7.1%

	MBA
	0
	0%


Source: Field Survey, 2021

From the demographic representation above, 51.1% of the respondent are male, 48.8% of the respondent are female. on age bracket, 23.4% of the respondent are aged between  25-30 years. 39.7% of the respondent are aged between 31-36 years. 24.8% of the respondent are aged between 37-42 years. 12.1% of the respondent are between 43years and above. On marital Status, 59.5% of the respondent are Single. 40.5% of the respondent are Married. On educational qualification, 36.9% of the respondent, 36.9% of the respondent are OND/HND holders. 56.0% of the respondent are B.Sc holder, 7.1% of the respondent are Master Degree Holder.



4.2
DESCRIPTIVE ANALYSIS

Question 1: Is there an established leadership structure in Federal Ministry of health?

Table 4.2:  Respondent to ascertain if there is an established leadership structure in Federal Ministry of health.
	Options
	Frequency
	Percentage

	Yes
	100
	70.9

	No
	30
	21.3

	Undecided
	11
	7.8

	Total
	141
	100


Field Survey, 2021
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From the responses obtained as expressed in the table and chart above, 70.9% of the respondent said yes that there is an established leadership structure in federal ministry of Health, 21.3% of the respondent  said No, while the remaining 7.8%  of the respondent were undecided.

Question 2: What are the impact of Leadership on Organizations like Civil Service?

Table 4.3:  Respondent on the the impact of Leadership on Organizations.

	S/N
	ITEM STATEMENT
	SA

4
	A   3
	D 

  2
	SD 

 1
	X
	S.D
	DECISION

	1
	Good leadership creates employee engagement and passion
	99
	21
	12
	09
	3.5
	2.72
	Accepted

	2
	Leadership style determines worker's motivation, commitment and productivity
	78
	43
	14
	06
	3.4
	2.52
	Accepted

	3
	Poor Leadership style hinders innovation and organizational growth
	86
	15
	26
	14
	3.2
	2.50
	Accepted

	4
	Good leadership has a positive effect on customer loyalty and customer satisfaction 
	102
	31
	05
	03
	3.6
	2.84
	Accepted 

	5
	Poor Leadership affects organizational performance,  and profitability.
	100
	32
	06
	03
	3.6
	2.84
	Accepted 


Source: Field Survey, 2021

From the responses derived as described in the table and chart above  on the impact of Leadership in organization with example of Nigeria civil service, the table shows that all the items (item1-item5) were accepted. This is proven as the respective items (item1-item3) had mean scores above 2.50 .
Question 3: What is  the extent at which leaders in  Civil Service are accountable  for  their  actions  and performances?
Table 4.4:  Respondent to ascertain the extent at which leaders in  Civil Service are accountable  for  their  actions  and performances.

	Options
	Frequency
	Percentage

	Very High Extent
	41
	29.1

	High Extent
	77
	54.6

	Low Extent
	23
	16.3

	Total
	141
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 29.1% of the respondent  said Very High Extent, 54.6% of the respondent said High Extent, while the remaining 16.3% of the respondent  said Low Extent.
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Question 4: Are the  appointment and promotion of people into top and sensitive positions in civil service based on ethnicity instead of merit  affects the morale of the staff negatively and reduced productivity?

Table 4.5:  Respondent to ascertain if  appointment and promotion of people into top and sensitive positions in civil service based on ethnicity instead of merit  affects productivity and morale of staff.
	Options
	Frequency
	Percentage

	Yes
	52
	36.9

	No
	49
	 34.8

	Undecided
	40
	28.3

	Total
	141
	100


Field Survey, 2021

From the responses obtained as expressed in the chart and table above, 36.9% of the respondent said yes, 34.8%  of the respondent said No, while the remaining 28.3% of the respondent were undecided.
Question 5: Are civil servant in Federal Ministry of Health  motivated  for high performance   through the integrity  of  their leaders?
Table 4.6:  Respondent to ascertain if civil servant in Federal Ministry of Health  are motivated  for high performance   through the integrity  of  their leaders.
	Options
	Frequency
	Percentage

	Yes
	70
	49.6

	No
	36
	25.5

	Undecided
	35
	24.9

	Total
	141
	100


Field Survey, 2021

From the responses obtained as expressed in the  table above and chart below, 49.6% of the respondent said yes, 25.5%  of the respondent said No, while the remaining 24.9% of the respondent were undecided.
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Question 6: Are the inefficiencies and truancy observed in Federal ministries caused by poor leadership style?
Table 4.7:  Respondent to ascertain if  inefficiencies and truancy observed in Federal ministries are caused by poor leadership style.
	Options
	Frequency
	Percentage

	Yes
	73
	51.8

	No
	57
	40.4

	Undecided
	11
	7.8

	Total
	141
	100


Field Survey, 2021

From the responses obtained as expressed in the table above and chart below, 51.8% of the respondent said yes, 40.4%  of the respondent said no, while the remaining 7.8% of the respondent were undecided.
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4.3
TEST OF HYPOTHESIS 

HO1: The inefficiency and truancy observed in Federal ministries is  not factored by poor leadership style cognizant in Civil Service.

HO2: Civil servant in Federal Ministry of Health are  not motivated  for high performance  due to  the integrity of their leaders .

HYPOTHESIS ONE

Table 4.8: The inefficiency and truancy observed in Federal ministries is  not factored by poor leadership style cognizant in Civil Service.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	73
	47
	26
	676
	14.4

	No
	37
	47
	-10
	100
	2.1

	Undecided
	31
	47
	-16
	208
	4.4

	Total
	141
	141
	
	
	20.9


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 20.9 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 20.9 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis is accepted which states that The inefficiency and truancy observed in Federal ministries is  factored by poor leadership style cognizant in Civil Service.

HYPOTHESIS TWO

Table 4.8: Civil servant in Federal Ministries are not motivated  for high performance  due to  the integrity of their leaders.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	70
	47
	23
	529
	11.3

	No
	36
	47
	-11
	121
	2.6

	Undecided
	35
	47
	-12
	144
	3.1

	Total
	141
	141
	
	
	17.0


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 17.0 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 17.0 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis is accepted which states that Civil servant in Federal Ministries are  motivated  for high performance  due to  the integrity of their leaders.

4.4 DISCUSSION OF FINDINGS


On question One, respondent acknowledged that there is an established  leadership structure in Federal Ministry of health with 70.9% of the respondent thicked  yes , 21.3% of the respondent  thicked   No, while the remaining 7.8%  of the respondent were undecided.

On question two, the impact of leadership in Organization like civil service, with a mean score of above 2.5. all the response accepted 1 to 5 which states that Good leadership creates employee engagement and passion. Leadership style determines worker's motivation, commitment and productivity. Poor Leadership style hinders innovation and organizational growth. Good leadership has a positive effect on customer loyalty and customer satisfaction. Poor Leadership affects organizational performance,  and profitability.

On question three which revealed the extent at which  leaders in  Civil Service are accountable  for  their  actions  and performances; 29.1% of the respondent  said Very High Extent, 54.6% of the respondent said High Extent, while the remaining 16.3% of the respondent  said Low Extent.

On question five, which ascertain if  inefficiencies and truancy observed in Federal ministries are caused by poor leadership style. 51.8% of the respondent said yes, 40.4%  of the respondent said no, while the remaining 7.8% of the respondent were undecided.

On question six, which ascertain if civil servant in Federal Ministry of Health  are motivated  for high performance   through the integrity  of  their leaders, 49.6% of the respondent said yes, 25.5%  of the respondent said No, while the remaining 24.9% of the respondent were undecided.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 SUMMARY

The main focus of this study is directed towards a  theoretical investigation of leadership in Nigeria Civil Service using Federal ministry of Health in Lagos State  as case study. The study ascertain the extent at which leaders in  Civil Service are accountable  for  their  actions  and performances. The study investigated whether the inefficiency and truancy observed in Federal ministries is as a result of Poor leadership style. The study determined whether the appointment and promotion of people into top and sensitive positions in the state civil service based on ethnicity instead of merit  actually affected the morale of the staff negatively and reduced productivity. The study investigated  if  civil servant in Federal Ministry of Health are  motivated  for high performance   through the integrity  of  their leaders.

Survey research design was adopted for the study and with the aid of convenient sampling method, the researcher selected One hundred and forty-seven participant who are civil servant in Federal Ministry of Health in Lagos State as the respondent of the study. Well structured questionnaire was issued to the 150 respondent of which total of 141 responses were retrieved  and validated for the study. Data was analyzed in frequencies and tables using  simple percentage, mean and standard deviation. Hypothesis test was  conducted using Chi-Square statistical tool.

5.2 CONCLUSION


The role of leadership in an organization is crucial in terms of creating a vision, mission, determination and establishment of objectives, designing strategies, policies, and methods to achieve the organizational objectives effectively and efficiently along with directing and coordinating the efforts and organizational activities.Top quality leadership is essential to achieve the mission and vision along with coping with the changes occurring in the external environment. Findings from the study revealed that:

Leadership has significant impact in organization such that Leadership style determines worker's motivation and commitment. Poor Leadership style hinders innovation and organizational growth. Good leadership can affect customer loyalty and customer satisfaction. Good leadership improves organizational productivity.

To a large extent leaders in Federal Ministry of Health display accountability while playing leadership roles this is due to sensitivity of their office and the level of esteemed placed on the ministry in the face of global health crisis.

Civil servant in Federal Ministry of Health are  motivated  for high performance  due to  the integrity of their leaders.
The inefficiency and truancy observed in Federal ministries is  factored by poor leadership style cognizant in Civil Service. This implies that when leaders employ in ineffective leadership style like laissez-fair style, this would create loophole for   corruption,  fraud,  mismanagement, embezzlement, dishonesty, lack of transparency, unaccountability,  irresponsibility practices  such  as theft,  absenteeism,  unmerited  promotion,  ghost worker fraud, time sheet fraud and other payroll fraud and  indiscipline in  Nigeria civil Service.
5.3 IMPLICATION OF FINDINGS


The implications of the findings is emphasis for social change are far reaching especially in areas of adequate and efficient service delivery through the provision of necessary socio-economic development. The findings of this study show that leadership in all its ramifications is critical to the growth of any organization, sector and a country. The results indicates that the existing leadership in the Nigerian public sector administration is inadequate. It also brought up so many issues that were outside the central focus of this study like nepotism, tribalism, the disadvantages of the federal character act, divisive mentality as a result of colonial rule etc. It is hoped that public sector employees would leverage on the recommendations of this study to drive professional and organizational planning which will result in achieving sustainable public sector efficiency. The recommendations can be a foundation for both personal and organizational reassessment of work ethics. Awoniyi (2015) posits that those in leadership positions across the country do not completely appreciate their power to effect sustainable social change. It is hoped that this study will aid in the enlightenment of leaders especially those in public sector administration. The legislative arm of government who are in charge of policy making can utilize the outcome and recommendations of this study to formulate strategies that will contribute to public sector reform. The recommendations could also stimulate a rethink of existing policies that encourage or allow certain practices that does not promote Civil Service efficiency.

5.4 RECOMMENDATION

Base on the findings from the study, the following recommendations were made:

The appointment into civil service should be made attractive in all respects, and accorded greater recognition and responsibility. 

Civil servants should be motivated to stimulate them to effective efforts, because individual productivity capacity depends very largely on one’s level of commitment, hard work, creativity and disposition among the civil servants. 
In addition, the civil servants should be trained and retrained on regular basis if the stock of mental tools and professional techniques are not to become obsolete. Such training should be deliberately planned, made compulsory and geared towards the achievement of specialization and professionalism.
Promotion should be based on merit, while outstanding performance with concrete achievement should attract preferment. The merit principle is to preserve objectivity, rationality and consistency in handling personnel matters in the loyalty and commitment of career civil servants.
That leadership style is one of the tools used in attainment of organizational goals and objectives, therefore every organization should as issue of importance, ensure of getting the right leader that will man their organization; in order to achieve their set goals/objectives. 
Leaders in civil service should not neglect the value of integrity and accountability as this can boost the morale of their surbordinate and motivate them for high productivity and commitment.

5.6 LIMITATION OF THE STUDY

Like in every human endeavour, the researchers encountered slight constraints during the course of the study. The significant constraint was the scanty literature on the subject owing to the nature of the discourse thus much time was required in sourcing for the relevant materials, literature, related to the topic. Secondly the study is limited in case study and in the process of data collection, the researcher could not cover all ministries within Civil Service which is why the researcher resorted to a limited to Federal Ministry of Health in Lagos State hence result from this study may not be applicable to other Ministries within and outside the State.  More so, on  the accessibility to some key officers of some ministries for interview was not possible, and even where possible in some cases, they refused to comment on some issues, claiming that they are not authorized to expose official secret, or not Competent to grant external interviews, but this does not in any way jeopardize the results of the work because the office of the head of service and the department of information gave us their maximum cooperation. However, despite the constraint  encountered during the  research, all factors were downplayed in other to give the best and make the research successful.
5.7 SUGGESTION FOR FURTHER STUDIES


For future researchers, the study has exposed certain areas of knowledge gap in public sector administration which necessitates further study. These include exploring other approaches to achieving better service delivery in Civil Service, comparative analysis of leadership styles and organizational performance in private and public sectors, staff motivation and self-leadership in Civil Service, assessing the constraints of the African culture on effective leadership and exploring the values that underpin decision making in public sector administration. Finally it is suggested that this same study on  theoretical evaluation of leadership in Nigeria Civil Service should be extended to other ministries within Lagos State and other States in Nigeria.
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QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]
Female [  ]

Age 

25-30 [  ]

31-36 [  ]

37-42 [  ]

43 and above [  ]

Marital Status

Single  [   ]

Married  [   ]

Separated  [   ]

Educational Qualification

OND/HND [   ]

Sc [   ]

M.Sc [   ]

SECTION B (Please Tick)
Question 1: Is there an established leadership structure in Federal Ministry of health?

	Options
	PLEASE TICK

	Yes
	

	No
	

	Uncertain 
	


Question 2: What are the impact of Leadership on Organizations like Civil Service?

	S/N
	ITEM STATEMENT
	Strongly Agree 


	Agree    
	Disagree  

 
	Strongly Disagree  

	1
	Good leadership creates employee engagement and passion
	
	
	
	

	2
	Leadership style determines worker's motivation, commitment and productivity
	
	
	
	

	3
	Poor Leadership style hinders innovation and organizational growth
	
	
	
	

	4
	Good leadership has a positive effect on customer loyalty and