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ABSTRACT 

This study is on Leadership and Employee Productivity: A study of Anambra State Ministry of Works, 

(2009-2016). The underlying motive for the study is the persistent outcry of the masses on the poor 

performance of the ministry and its consequences on the developmental programmes of the state.   The 

objective of the study was to assess the effect of leadership on employee productivity in Anambra State 

Ministry of Works Awka. Survey research design was adopted for the study and data were obtained 

through primary and secondary sources. The population of the study is 204, made up of the entire staff of 

the ministry. Generated data were collated and analyzed using simple percentage while the chi- square 

statistical tool was used to test the hypotheses formulated for the study. Findings show that supervision 

affects the quality of employee output, that motivational packages affect employee commitment to the 

realization of goals and that the communication system affects employee task accomplishment in 

Anambra State ministry of works. The study recommends among others that  since adequate supervision 

is an important factor in determining the degree at which tasks done by employees are of the expected 

quality, there has to be deliberate efforts by the management at attracting supervisors that have the 

necessary skills to actualize quality supervision required to enhance the quality of employee output or else 

the importance of the supervisory roles for higher productivity of employees and that of the entire 

organization would not be realized. Also there is need to improve communication in the workplace, train 

employees in communication skills, and encourage informal communication.   

Keywords: Leadership, Employee Productivity, Employee commitment, Communication System 

 

INTRODUCTION 

Leadership is vital to employee service delivery and corporate excellence. Leading is a process of 

influencing and directing the activities of an organized group to accomplish goals by communicating with 

them. It is therefore premised on interpersonal relationship; hence a leader must influence the employees 

for better service delivery. 

According to the leader-member exchange relationship, the quality of the relationship that develops 

between a leader and a follower is predictive of the outcomes that will be attained (Pierce & Newstrom, 

2011). The key element of the leader followers‟ relationship is the leader‟s behaviour as perceived by 

followers. Followers evaluate their leaders; they do interpret every single action of a leader, thus, every 

action, every word, emotion, every gesture from a leader whether it is in the interest of the organization or 

the interest of the followers has its meaning in the mind of the followers. Such meanings may shape the 

behaviour of followers either toward organization interest or against it. 

Effective leaders therefore, strive to impact on the behavior of those under them (employees) in other to 

achieve organizational goals.  Alabar & Hadiza (2013) have shown that employees are crucial 

prerequisites to the realization of organizational goals. Employees are the most resourceful and therefore 
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most valuable assets of any organization. They are a strong predictor and indicator of organizational 

effectiveness, performance and productivity. Their importance to the organization is critical to the nature 

of service delivery. 

 The power to provide excellent services is significantly influenced by the willingness of employees to 

operate strategies aimed at establishing a strong and positive relationship between the organization and its 

environment. Such relationship is significantly inspired and impacted by the quality of the interactions 

between the management (leadership) and the employees (Cambra-Fierr, et al., 2014). Effective 

leadership engenders high employee productivity which is an important building block and a critical 

factor that lay the foundation for high performance of the organization in terms of service delivery.  

The Anambra State Ministry of Works is an established government ministry created to carry out 

functions like supervision on construction and maintenance of roads, rehabilitation and construction of 

culverts and bridges, provision of mechanical and electrical services etc. In addition to these, it renders 

consultancy services to other bodies or establishments that need its services other than the government 

that established it and is specifically committed in the implementation of projects in the areas of design, 

construction and supervision of the state government‟s projects. Unfortunately, many of the projects 

awarded by the Anambra state government that fall within the jurisdiction of the ministry were 

haphazardly done and abandoned, while some lacked maintenance. This could be attributed to poor 

supervision and monitoring of the employees by the management cadre. 

In realizing the desired employee service delivery, there are many factors that can influence the quality of 

employee output. These factors among others are the quality of leadership in the organization, 

organizational culture, compensation/motivational packages, work climate etc. (Ramadhani, 2016). 

Unfortunately, majority of top leadership and management in certain instances have no formal 

qualifications. There is a general feeling that some supervisors are not qualified to supervise and those 

who are actually qualified lacked the leadership skills that will help mobilize the efforts of the human 

element into concrete action. This has negatively affected the quality of employee output in the ministry.  

While there are many scholarly works on leadership and employee productivity, empirical literature on 

the impact of leadership on employee productivity in Anambra State Ministry of Works is rare and 

inadequate. Obviously, the factors missing from these studies were a non-focus on the effect of leadership 

functions and qualities (such as supervision, the communication system, motivation etc.) on the quality of 

employee output, task accomplishment and employee commitment to the realization of goals. Adequate 

and detailed exposition of these issues will highlight the relevance of leadership as a motivational tool for 

enhancing employee productivity in not just the Anambra State Ministry of works Awka but also in 

similar organizations. 

Objectives of the Study 

The broad objective of the study is to assess the effect of leadership on employee productivity in 

Anambra State Ministry of Works Awka, from 2006-2014.  

Specifically, this study has the following objectives: 

1. To determine the effect of supervision on the quality of employee output in Anambra State 

Ministry of Works. 

2. To ascertain the effect of motivational packages on employee commitment to the realization of 

goals in Anambra State Ministry of Works. 

3. To examine the effect of the communication system on employee task accomplishment in 

Anambra State Ministry of Works. 

Research Questions 

1. What is the effect of supervision on the quality of employee output in Anambra State ministry of 

works? 

2. What is the effect of motivational packages on employee commitment to the realization of goals 

in Anambra State ministry of works? 

3. What is the effect of the communication system on employee task accomplishment in Anambra 

State ministry of works? 
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2.  Conceptual Explanations 

Leadership 

Leadership is a complex, multifaceted process concerned with the art of influencing followers in a 

particular direction which involves creating a vision, goal setting and motivating people (Spendlove, 

2007). Nwachukwu (2000) sees leadership as “an act that involves influencing others to act toward the 

attainment of a goal”. Ubeku (1975) define leadership as the act of motivating or causing people to 

perform certain tasks intended to achieve specified objectives. Leadership is the act of making things 

happen rather than letting things happen. This, the leader does by exerting both intrinsic and extrinsic 

influences on the group. 

Leadership is the most visible of the management functions, largely because it deals so much with people. 

It has been variously referred to as directing, commanding, guiding, inspiring, initiating, and activating. 

Whatever term that is used, the striking feature of all suggests a relationship through which one person 

influences the behaviour of other people. 

According to Lawal (1993), leadership is the process of influencing others to work willingly towards 

organizational goal with confidence. It is simply the function and the process of influencing people to 

direct their efforts towards the achievement of some particular goal or sets of goals. According to Koontz 

(1985), leadership could be defined as the art of influencing people so that they will strive willingly 

towards the achievement of group goals.  

This concept can be enlarged to include not only willingness to work but willingness to work with zeal 

and confidence. Ejiofor (1989) defined leadership as a process in which the leader seeks voluntary 

participation of subordinates in an effort to reach organizational objectives. 

Similarly, Tennenbaun (I968) defined leadership as interpersonal influence exercised in situations and 

directed through communication, towards the attainment of‟ specific goal(s).  

 Leadership is a reciprocal process of social influence, in which leaders and subordinates influence each 

other in order to achieve organizational goals (Ngodo, 2008). 

 It is critical for the success and survival of all forms of organizations. Hughes et al (2012) argues that the 

role of leadership in organizations is to put structure and order. Leadership directs and coordinates the 

work of group members. The coordination of the human element in achieving set goals and objectives 

implies getting results through others as leadership effectiveness is shown by quality results.  Thus, the 

ability to build cohesive, goal-oriented teams is the essence of a good leader. Leaders who are visionary 

can actually steer the organization towards great success. 

Brown (2001) posits that effective leaders have to develop both managerial and leadership behavior and 

traits. The style of managerial leadership towards subordinates and the focus of power are better classified 

within a three-fold heading, namely: 

i) Autocratic or authoritarian 

ii) Democratic or participative 

iii) Laissez-faire  

Adebakin and Gbadamosi (1996) described an autocratic leader as one who is very conscious of his 

position and has little trust or faith in the subordinates. He feels that pay is a just reward for work and it is 

only the reward that can motivate. The leader gives order and insists they must he carried out. 

The democratic leader allows decision-making to be shared by the leader and the group. Criticism and 

praises are objectively given and a feeling of responsibility is developed within the group. Akpala (1990) 

argued that this form of leadership is claimed to be earliest amongst all other leadership style. The 

managers discuss with the subordinates before he issues general or broad orders from which subordinates 

feel free to act on. The superior allows the subordinates opportunity to use their initiative and make 

contributions. The leaders also offer support to the subordinates in accomplishing task. 

Laissez-faire type of leadership is at the other end of‟ the continuum. With this type, leaders attempt to 

pass the responsibility of decision- making process to the group. The group is loosely structured, as the 

leader has no confidence in his leadership ability. Decision- making under this leadership is performed by 

whoever that is willing to accept it. Decision-making is also very slow and there can be a great deal of 

„buck passing‟. As a result, the task may not be undertaken (Akpala, 1990). 
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Employee Productivity 

Productivity has been defined in many different ways. Mali (1978) sees it as the measure of how well 

resources are brought together in organizations and utilized for accomplishing a set of results. It is getting 

to the highest level of performance with the least expenditure of resources. 

OECD (2002) defined it as "the ratio of a volume measure of output to a volume measure of input". 

Illustratively, Nwachukwu (2000) says that productivity is often seen as total output/ total input. Thus the 

productivity of an employee is seen as the relationship between unit of labour input and units of output. 

Productivity is the output resulting from a given resource input at a given time. Above all, it relates to 

effective use of resources. 

Employee productivity is an assessment of the efficiency of a worker or group of workers. In actual 

terms, it is a component which directly affects the company‟s profits (Gummesson, 1998). It may be 

evaluated in terms of the output of an employee in a specific period of time. Typically, the productivity of 

a given worker will be assessed relative to an average output for employees doing similar work. It can 

also be assessed according to the amount of units of a product or service that an employee handles in a 

defined time frame (Piana, 2001). 

Nwachukwu (2006) states that the importance of productivity in any organization can hardly be 

overemphasized as organizations spend millions of naira every year in order to recruit employees who are 

best suited for their positions. These are people who are expected to produce according to, or exceed 

predetermined standards. 

According to Budd and Bhave (2012), it is the ratio of output produced by the organization and the 

resources consumed in the process. Here, the output refers to the quantity and quality of goods and 

services produced by the organization, and input refers to the quantity of resources such as labour, 

material, physical facilities, technologies, energy and time consumed for the production. Thus, 

productivity can be improved by increasing the outputs, keeping the inputs constant, or by giving the 

same quality of outputs with reduced inputs, or by increasing outputs and at the same time reducing 

inputs. Therefore, organizations improve productivity by improving systems and methods of operations, 

improving planning and scheduling, improving control, improving compensation and motivation of 

employees, improving the training and development of workforce, and most importantly, allowing the 

employees to participate freely in management decision making. 

Because much of the success of any organization relies upon the productivity of its workforce, employee 

productivity is an important consideration for businesses. One of the key issues that most organizations 

face nowadays is the need to improve employee productivity. 

According to Sharma and Sharma (2014), higher productivity results in economic growth, higher 

profitability, and social progress. It is only by increasing productivity that employees can obtain better 

wages/ salaries, working conditions and greater employment opportunities. Cato and Gordon (2009) also 

demonstrated that the alignment of the strategic vision to employee productivity is a key contributor to the 

success of an organization. This alignment as a result would motivate and inspire employees to be more 

creative, and this ultimately can improve their performance- ability to accomplish organizational goals 

and objectives (Morales et al., 2001; Obdulio, 2014). Moreover, higher productivity tends to increase the 

competitive advantage through reduction in costs and improvement in quality of output. 

 

Supervision, Motivation, the Communication System and Employee Productivity 

Supervision is one of the most important factors that affect employee productivity. A good match between 

the supervision and operating realities of an organization will substantially influence the level of 

employee job commitment and invariably the quality of employee output. In every organization, 

supervision influences the performance of individual employee and work groups, and thereby the whole 

organization‟s performance.  Pathack (2005) affirms that supervision affect the effectiveness and 

performance of employees. He analyzed the impact of supervision on both employees productivity and 

organizational performance level and found a strong relationship between supervision and employee job 

commitment.  
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Staff supervision, also known as staff coaching, is seen to be one of the components of professional 

development. This includes the variety of education, training, and development activities. The common 

goal of staff supervision is to increase the knowledge and skills of the staff in order to facilitate the 

improvement in their performance (Burkhauser & Metz, 2009). 

However, it should be noted that the success of supervision in the workplace depends on the style of 

supervisory behaviour employed by the individual supervisor involved (Eseka, 2009; Adebayo and 

Ogunsina, 2011). Dubrin and Maier (1993) identified supervisory behaviour as ranging from extremely 

autocratic, with all decisions made at the top to the extremely democratic with most decisions made by 

employees at the lowest level of the organization. Richmond and McCroskey (2000) identified 

subordinate perceptions of supervisor credibility and attractiveness as positively related to employee job 

satisfaction and motivation for higher productivity in the workplace. In this regard, Shaw and Ross (1985) 

observe that a sociable supervisor has the ability to enhance subordinates‟ job satisfaction; and 

subordinates‟ perception of the supervisor‟s credibility is a catalyst for employees‟ productivity in an 

organization.  McCroskey (2006) sees credibility as “the attitude toward a source of communication held 

at a given time by a receiver.” This means that the more credible a supervisor is perceived by his/her 

subordinates in the workplace, the more likely the supervisor would be accepted, and also realize the 

goals of a worthy agent, and an administrator of reward for employee job commitment.  

The implication of the above position is that though the role of the supervisor is crucial to the realization 

of organizational goals, yet, for any organization to achieve enhanced productivity of its workforce, there 

has to be deliberate efforts on its part at attracting supervisors that have the necessary skills to actualize 

quality supervision required to enhance the quality of employee output or else the importance of the 

supervisory roles for higher productivity of employees and that of the entire organization would not be 

realized. This implies that there is a relationship between, not just supervision and employee job 

commitment and the quality of employee output but also, the style of supervisory intervention in an 

organization as basis for enhanced service delivery.   

Christain, Ghaza and Slaughter (2011), Kahn (1990) and May, Gilson and Harter (2004) linked 

motivation and employee engagement or commitment to organizational goal achievement. Motivation and 

employee engagement result in increased employee productivity and organizational performance. Most 

scholars have linked motivation and engagement to high profit and high quality employee service 

delivery.  

Satisfactory and effective communication contributes to an organization‟s success, employee attitude and 

morale, and customer satisfaction ( Eisenberger, Huntington, Hutchison, & Sowa, 1986; Eisenberger & 

Stinglhamber, 2011; Neves & Eisenberger, 2012; Rhoades & Eisenberger, 2002; Shore & Shore, 1995; 

Tsai, Chuang & Hsieh, 2009). 

Communication is a means to improve commitment and stimulate employees to achieve organizational 

goals (Tsai, Chuang & Hsieh, 2009). Organizations and managers that openly share information and 

encourage bi-directional communication have a higher rate of employee service delivery.  

According to Tsai, Chuang & Hsieh, (2009) employee service delivery is positively impacted by effective 

communication from supervisors regarding expectations and feedback on job performance.  For 

organizational tasks to be accomplished, an open communication environment should be encouraged. 

Once members of the organization feel free to share feedback, ideas and even criticism at every level, 

employee service delivery will be enhanced (Kibe, 2014). According to Bery, Otieno, Waiganjo & Njeru 

(2015), communication facilitates exchange of information and opinion within the organization and 

among the employees. By so doing, it helps in improving operational efficiency thus improving 

employee‟s service delivery. 

Tsai and Hsiez (2009) posit that it is the responsibility of managers to improve communication in the 

workplace, train employees in communication skills, and encourage informal communication  
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METHODOLOGY  

The study adopted the survey research design. The field investigation was carried out in Anambra State 

Ministry of Works. The population of the study comprises the entire staff of the Ministry of Works, 

Awka. The Ministry had staff strength of two hundred and four (204) comprising 144 senior staff and 60 

junior staff.  

Table 1: Population of the Study  

Department Senior Junior Total 

Planning, Research and Statistics 3 1 4 

Administration 16 9 25 

Account 6 3 9 

Mechanical and Electrical 57 17 74 

Highway and Transports 62 30 92 

Grand Total 144 60 204 

 Source: Ministry of Works Administration Department 2018 

A structured questionnaire was the main instrument for data collection. Data generated were collated and 

analyzed using descriptive statistical tools like tables, frequency, simple percentage, mean count and 

standard deviation. The hypotheses were tested using chi-square.  

These are represented below;  

% = f        100  

        N       1 

 

Where % = percentage (equals to 100) 

             F = frequency of response  

             N = total number of respondents.  

The chi-square formular is also represented below:     

X
2
  = ( fo - fe)

2
 

                Fe 

Where x
2
 = chi-square  

            E = summation  

           Fo = observed frequency  

           Fe = expected frequency 
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4. DATA ANALYSIS 

Respondents opinion on the research questions 

Research Question One 

This research question sought to measure the effect of supervision on the quality of employee output in 

Anambra State ministry of works. 

Table 2 : Respondent’s opinion on the effect of supervision on the quality of employee output in 

Anambra State ministry of works. 

S/N QUESTIONS  SA A SD D U TOTAL 

NO 

TOTAL 

% 

1 Adequate supervision of works is 

associated with improved 

employee productivity, reduced 

costs, improved quality and 

quantity of outputs. 

80 

62% 

37 

28% 

10 

8% 

5 

4% 

0 

0% 

132  

100% 

2 The quality of supervision   

determines the quality of outputs. 
58 

44% 

30 

23% 

23 

17% 

12 

9% 

9 

7% 

132  

3100% 

3 Employee morale towards their 

duties can be boasted through 

proper supervision which 

positively improve service 

delivery. 

50 

42% 

40 

30% 

29 

22% 

9 

7% 

4 

3% 

132 4 

100% 

4 Lack of commitment of personnel 

to the goals and objectives of the 

ministry was as a result of poor 

supervision. 

50 

38% 

47 

36% 

15 

11% 

15 

11% 

5 

4% 

132  

100% 

5 Proper supervision of work  

reduces lateness to work, poor 

record keeping, laxity at work, 

absenteeism and wasting of 

resources in the organization. 

82 

62% 

37 

28% 

10 

8% 

3 

2% 

0 

0% 

132  

100% 

 Grand Total Number 

Percentage of Total 
320 

48% 

191 

29% 

87 

13% 

44 

7% 

18 

3% 

660  

100% 

Source: field survey, 2020 

Table 2. shows the respondents responses on the effect of supervision on the quality of output in Anambra 

State ministry of works. In research question 1 (items 1-5) out of grand total number 660 respondents, 

320 respondents representing (48%) strongly agreed on the five items of the questionnaire, 191 

respondents representing (29%) agreed, 87 respondents representing (13%) strongly disagreed, 44 

respondents representing (7%) disagreed while 18 respondents representing (3%) were undecided.  

From the table above we can infer that majority of the respondents were of the view that supervision 

affects the quality of output in Anambra State ministry of works. 
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Research Question Two 

This research question examined the effect of motivational packages on employee commitment to the 

realization of goals in Anambra State ministry of works. 

Respondent’s opinion on the effect of motivational packages on employee commitment to the 

realization of goals in Anambra State ministry of works. 

S/N QUESTIONS  SA A SD D U TOTAL 

NO 

TOTAL 

% 

6 Training and developmental 

programmes boasts employee 

morale in the workplace and 

provide a sense of job security. 

99 

75% 

21 

16% 

7 

5% 

2 

2% 

3 

2% 

132  

100% 

7 With training and development 

programmes provided, employees 

are not likely to turnover if they 

are motivated to show good 

performance. 

97 

73% 

12 

9% 

17 

13% 

6 

5% 

0 

0% 

132  

100% 

8 Bonuses and recognition for good 

work motivates employee which 

positively improve the 

commitment towards goal 

actualization. 

118 

90% 

8 

6% 

3 

2% 

0 

0% 

3 

2% 

132  

100% 

9 Employees who perceive that they 

had the opportunity to developing 

new skills are more motivated and 

satisfied with their jobs, more 

loyal and more likely to stay with 

the organization. 

83 

64% 

19 

14% 

15 

11% 

5 

3% 

10 

8% 

132  

100% 

10 When effective performance and 

staff competence are the base of 

promotion, employee job 

satisfaction and communication 

increases. 

52 

39% 

16 

12% 

30 

23% 

14 

11% 

20 

15% 

132  

100% 

 Grand Total Number 

Percentage of Total 
449 

68% 

76 

12 

72 

11% 

27 

4% 

36 

5% 

660  

100% 

Source: field survey, 2020 

Table 3.  shows the respondents responses on the effect of motivational packages on employee 

commitment to the realization of goals in Anambra State ministry of works. In research question 2 (items 

6-10), out of grand total number 660 respondents, 449 respondents representing (68%) strongly agreed, 

76 respondents representing (12%) agreed, 72 respondents representing (11%) strongly disagreed, 27 

respondents representing (4%) disagreed while 36 respondents representing (5%) were undecided.  

From the table above we can infer that greater percentage of  the respondents believe that motivational 

packages affects employee commitment to the realization of goals in Anambra State ministry of works. 
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Research Question Three 

This research question examined the effect of the communication system on employee task 

accomplishment in Anambra State ministry of works. 

Table 4: Respondent’s opinion on the effect of communication system on employee task 

accomplishment in Anambra State ministry of works. 

S/N QUESTIONS  SA A SD D U TOTAL 

NO 

TOTAL 

% 

11 With effective communication, 

subordinates will become more 

involved in the work. 

81 

62% 

34 

26% 

3 

2% 

7 

5% 

7 

5% 

132  

100% 

12 Frustration among employees in 

the organizations was as a result of 

communication breakdown, which 

negatively affect goals 

actualization. 

107 

81% 

7 

5% 

15 

11% 

0 

0% 

3 

2% 

132  

100% 

13 Better understanding of task to be 

accomplished is higher with 

effective communication in the 

organization. 

91 

68% 

12 

9% 

17 

13% 

6 

5% 

6 

5% 

132  

100% 

14 With  effective communication 

system provided, the spirit of co-

operation towards goals 

actualization among employees is 

encouraged. 

65 

50% 

37 

28% 

10 

8% 

5 

4% 

15 

12% 

132  

100% 

15 With effective communication, 

system role conflicts between and 

among employees in the 

organization are reduced  

53 

40% 

47 

36% 

15 

11% 

12 

9% 

5 

4% 

132  

100% 

 Grand Total Number 

Percentage of Total 
397 

60% 

137 

21% 

60 

9% 

30 

5% 

36 

5% 

660  

100% 

Source: field survey, 2020 

Table 4 above shows the respondents response on the effect of communication system on goal 

actualization in Anambra State ministry of works. In research question 3 (items 11-15), out of total grand 

number 660 respondents, 397 respondents representing (60%) strongly agreed, 137 respondents 

representing (21%) agreed, 60 respondents representing (9%) strongly disagreed, 30 respondents 

representing (5%) disagreed while 36 respondents representing (5%) were undecided.  

The inference we can draw from the table above is that the communication system affects task 

accomplishment in Anambra State ministry of works. 

Test of Hypotheses 

The hypotheses stated in chapter one of this study, was tested using chi-square method of analysis. 

The formular for chi-square: 

X² = Σ(fo-fe)²  

         Fe 

Where X² = Chi-square 

            Σ = Summation 

        Fo = Observed frequency 

        Fe = Expected Frequency 

Decision Rule 

a. Reject Null Hypothesis (Ho) and accept Alternative Hypothesis (Hi) if the calculated chi-

square (X²) is greater than the table value chi-square (X²). 
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b. Accept Null Hypothesis (Ho) and reject Alternative Hypothesis (Hi) if the calculated chi-

square (X²) is less than the table value chi-square 

Hypothesis One 

Ho: Supervision has no effect on the quality of employee output in Anambra State ministry of works.  

This hypothesis was tested using the analysis in table 2 above  

Calculation of Observed Frequency (Fo) Table 
S/N       Responses           total 

 SA A SD D U  

1 80 37 10 5 0 132 

2 58 30 23 12 9 132 

3 50 40 29 9 4 132 

4 50 47 15 15 5 132 

5 82 37 10 3 0 132 

Total 320 191 87 44 18 660 

 

Calculation of Expected Frequency (Fe) Table 

S/N       Responses            

 SA A SD D U 

1 64 38.2 17.4 8.8 3.6 

2 64 38.2 17.4 8.8 3.6 

3 64 38.2 17.4 8.8 3.6 

4 64 38.2 17.4 8.8 3.6 

5 64 38.2 17.4 8.8 3.6 

Total 320 191 87 44 18 

 

Calculation of chi-square (X²) Table 

Fo Fe Fo-Fe  (Fo – Fe)
2
 (Fo – Fe)

2
/Fe 

80 64 16 256 4 

37 38.2 -1.2 1.44 0.04 

10 17.4 -7.4 54.76 3.15 

5 8.8 -3.8 14.44 1.64 

0 3.6 -3.6 12.96 3.6 

58 64 -6 36 0.56 

30 38.2 -8.2 67.24 1.76 

23 17.4 5.6 31.36 1.80 

12 8.8 3.2 10.24 1.16 

9 3.6 5.4 29.16 8.1 

50 64 -14 196 3.06 

40 38.2 1.8 3.24 0.08 

29 17.4 11.6 134.56 7.73 

9 8.8 0.2 0.04 0.004 

4 3.6 0.4 0.16 0.04 

50 64 -14 196 3.06 

47 38.2 8.8 77.44 2.03 

15 17.4 -2.4 5.76 0.33 

15 8.8 6.2 38.44 4.37 

5 3.6 1.4 1.96 0.54 

82 64 18 324 5.06 

37 38.2 -1.2 1.44 0.04 

10 17.4 -7.4 54.76 3.15 

3 8.8 -5.8 33.64 3.82 

0 3.6 -3.6 12.96 3.6 

          X²cal=62.68 
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Table value chi-square (X²) 

Degree of freedom = (R-1) (C-1) 

                               = (5-1) (5-1)  

    = 4  x  4  =  16  

Therefore, level of significance at 16 degree of freedom at 0.05 is 26.296 

The table value chi-square is 26.296. Since the calculated value chi-square (X²cal) which is 62.68 is greater than the table value 

chi-square (X²) which is 26.296, the Alternative Hypothesis (Hi) is accepted, while the Null Hypothesis (Ho) is rejected. The 

decision reached therefore is that Supervision affects quality of employee output in Anambra State ministry of works. 

Hypothesis Two 

Ho: Motivational packages have no effects on employee commitment to the realization of goals in Anambra State ministry of 

works. 

This hypothesis was tested using the analysis in table 3 above 

Calculation of Observed Frequency (Fo) Table 

S/N       Responses           total 

 SA A SD D U  

6 99 21 7 2 3 132 

7 97 12 17 6 0 132 

8 118 8 3 0 3 132 

9 83 19 15 5 10 132 

10 52 16 30 14 20 132 

Total 449 76 72 27 36 660 

 

Calculation of Expected Frequency (Fe) Table 

S/N       Responses            

 SA A SD D U 

6 89.8 15.2 14.4 5.4 7.2 

7 89.8 15.2 14.4 5.4 7.2 

8 89.8 15.2 14.4 5.4 7.2 

9 89.8 15.2 14.4 5.4 7.2 

10 89.8 15.2 14.4 5.4 7.2 

Total 449 76 72 27 36 

 

Calculation of chi-square (X²) Table 

Fo Fe Fo-Fe  (Fo – Fe)2 (Fo – Fe)2/Fe 

99 89.8 9.2 84.64 0.94 

21 15.2 5.8 33.64 2.21 

7 14.4 -7.4 54.76 3.80 

2 5.4 -3.4 11.56 2.14 

3 7.2 -4.2 17.64 2.45 

97 89.8 7.2 51.84 0.58 

12 15.2 -3.2 10.24 0.67 

17 14.4 2.6 6.76 0.47 

6 5.4 0.6 0.36 0.07 

0 7.2 -7.2 51.84 7.2 

118 89.8 28.2 795.24 8.86 

8 15.2 -7.2 51.84 3.41 

3 14.4 -11.4 129.96 9.03 

0 5.4 -5.4 29.16 5.4 

3 7.2 -4.2 17.64 2.45 

83 89.8 -6.8 46.24 0.51 

19 15.2 3.8 14.44 0.95 

15 14.4 0.6 0,36 0.03 

5 5.4 -0.4 0.16 0.03 

10 7.2 2.8 7.84 1.09 

52 89.8 -37.8 1428.84 15.91 

16 15.2 0.8 0.64 0.04 

30 14.4 15.6 243.36 16.9 

14 5.4 8.6 73.96 13.70 

20 7.2 12.8 163.84 22.76 

                                                                                                                           X²cal=121.6 
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Table value chi-square (X²) 

Degree of freedom = (R-1) (C-1) 

                               = (5-1) (5-1)  

         = 4  x  4  =  16  

Therefore, level of significance at 16 degree of freedom at 0.05 is 26.296 

The table value chi-square is 26.296. Since the calculated value chi-square (X²cal) which is 121.6 is greater than the table value 

chi-square (X²) which is 26.296, the Alternative Hypothesis (Hi) is accepted, while the Null Hypothesis (Ho) is rejected. The 

decision reached therefore is that motivational packages affects employee commitment to the realization of goals in Anambra 

State ministry of works. 

Hypothesis Three: 

Ho: The communication system has no effect on employee task accomplishment in Anambra State ministry of works. 

This hypothesis was tested using the analysis in table 4 above 

Calculation of Observed Frequency (Fo) Table 

S/N       Responses           total 

 SA A SD D U  

11 81 34 3 7 7 132 

12 107 7 15 0 3 132 

13 91 12 17 6 6 132 

14 65 37 10 5 15 132 

15 53 47 15 12 5 132 

Total 397 137 60 30 36 660 

 

Calculation of Expected Frequency (Fe) Table 

S/N       Responses            

 SA A SD D U 

11 79.4 27.4 12 6 7.2 

12 79.4 27.4 12 6 7.2 

13 79.4 27.4 12 6 7.2 

14 79.4 27.4 12 6 7.2 

15 79.4 27.4 12 6 7.2 

Total 397 137 60 30 36 

 

Calculation of chi-square (X²) Table 

Fo Fe Fo-Fe  (Fo – Fe)2 (Fo – Fe)2/Fe 

81 79.4 1.6 2.56 0.03 

34 27.4 6.6 43.56 1.59 

3 12 -9 81 6.75 

7 6 1 1 0.17 

7 7.2 -0.2 0.04 0.01 

107 79.4 27.6 761.76 9.59 

7 27.4 -20.4 416.16 15.19 

15 12 3 9 0.75 

0 6 -6 36 6 

3 7.2 -4.2 17.64 2.45 

91 79.4 11.6 134.56 1.69 

12 27.4 -15.4 237.16 8.66 

17 12 5 25 2.08 

6 6 0 0 0 

6 7.2 -1.2 1.44 0.2 

65 79.4 -14.4 207.36 2.61 

37 27.4 9.6 92.16 3.36 

10 12 -2 4 0.33 

5 6 -1 1 0.17 

15 7.2 7.8 60.84 8.45 

53 79.4 -26.4 696.96 8.78 

47 27.4 19.6 384.16 14.02 

15 12 3 9 0.75 

12 6 6 36 6 

5 7.2 -2.2 4.84 0.67 

X²cal=91.85 
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Table value chi-square (X²) 

Degree of freedom = (R-1) (C-1) 

                               = (5-1) (5-1)  

         = 4  x  4  =  16  

Therefore, level of significance at 16 degree of freedom at 0.05 is 26.296 

The table value chi-square is 26.296. Since the calculated value chi-square (X²cal) which is 91.85 is 

greater than the table value chi-square (X²) which is 26.296, the Alternative Hypothesis (Hi) is accepted, 

while the Null Hypothesis (Ho) is rejected. The decision reached therefore is that communication system 

affects employee task accomplishment in Anambra State ministry of works. 

 

FINDINGS  

In summary, the findings are: 

1. Supervision affects the quality of employee output in Anambra State ministry of works.  

2. Motivational packages affect employee commitment to the realization of goals in Anambra State 

ministry of works. 

3. The communication system affects employee task accomplishment in Anambra State ministry of 

works. 

 

RECOMMENDATIONS 

Drawing from the findings, we recommend that: 

1. Adequate supervision is an important factor in determining the degree at which tasks done by 

employees are of the expected quality. It ensures that standards are maintained and controls the 

quality of output as it spots deviation from standard in good time and ensures tasks are 

accomplished as expected.  Therefore, there has to be deliberate efforts by the management at 

attracting supervisors that have the necessary skills to actualize quality supervision required to 

enhance the quality of employee output or else the importance of the supervisory roles for higher 

productivity of employees and that of the entire organization would not be realized. 

2. Leadership is all about motivation. A good   leader must strive to use every incentive available to 

drive people to task accomplishment. Findings from study show that motivation affects employee 

commitment. The management of the ministry of works should therefore ensure adequate use of 

motivational strategies financially and more importantly non-financial motivational strategies to 

secure the commitment of workers in the ministry. This is because when workers are committed 

productivity increases.      

3. Organizations, specifically Anambra State Ministry of Work, Awka should always establish and 

maintain an effective communication system. An effective communication system ensures role 

clarity and eliminates dysfunctional conflicts.  
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