CHAPTER ONE
INTRODUCTION
1.1 Background of the study
Leadership is an important area in management that occupies of central position in our everyday life. It involves the still of leading and dealing with people. One thing among human group is that there is always a leader otherwise the group cannot live to achieve its purpose (Epley, 2020). The success in leading a group is contingent upon both leader’s ability to hold power effectively and the existence of an opportunistic situation. The problems which result within organizational members disagree on both the nature of the goals of which people aspire, and the art of leadership. Leadership as we use the term in this work refers to behaviour undertaken within the context of an organization that influence the ways in which other organizational members behave (Goleman, et al 2022),. It could be observed that leadership and management envisages deeply into what the organization can achieve if the quality of recognition is accorded to them. Leadership includes the source of influences that are built into positions in an organizational hierarchy. These include organizational sanctioned rewards and punishment authority and also expert power. It could be seen however that subordinates within the organization, though not all seem to enjoy the influence that exist all over the above organizational hierarchy provided by them in the organization (Veronica C, 2021).
Leaders need a new mix of competencies to properly shape their board and develop their subordinates to meet 21st-century challenges. Shifting cultures, rapidly changing technology and other factors will require new patterns of leadership (Veronica C, 2021).. The 21st-century leaders will need greater awareness of diverse factors and new sets of competencies - characteristics that lead to success on the job-to help them make relevant, correct and timely decisions in the leadership of change and leadership of subordinates (Sashkin & Sashkin, 2019).
Performance is an increasingly important concern for a leader who like to always see increasing performance and can employ appropriate styles to harmonize his or her subordinates to increase their performances to meet up with customers demand will be appropriate here (Hade 2022). On the other hand, the leadership style (organizational managers) might be using to control their subordinates might be downgrading the performances of their subordinates because of the way they perceived their leaders (manager’s style). In view of this, this study will be establish to find out how leadership styles could linked to performance of its employees as far as the Balanga Local Government Area of Gombe State is concern.
Balanga local government area is one of the local government areas in Gombe state Nigeria. It has its administrative headquarters located in Balanga town. The local government area was created in 1991. The Balanga local government area council oversees the public administration of the local government area and the legislative council of Balanga local government area makes law that governs the local government.
1.2 Statement of the problem
In various institutions and organizations such as: ministries, agencies and government parastastal including Balanga Local Government Area, they need sound leadership styles which include corporate approaches, authoritative approaches and laissez-faire approaches to leadership. However, at Balanga Local Government area, there is common friction between individual responsibilities and roles, as stated by the annual review report by Balanga Local Government Area (2015) this causes internal politics. One of the problems of leadership style on employee’s performance is the inflexibility of the leadership styles by most leaders. Most leaders fail to adjust their style of leadership to the changing situation and current matters arising. The failure is a result of the lack of understanding the fact that no one particular style of leadership can fit into all conditions. Another of the problem of leadership style on worker’s performance is the absence of an effective line of communication between the manager and their employees. Communication gaps that exist between leaders and their subordinates in most organisations are reasons why employee’s performances are low.  Leadership is said to be the backbone of any organisation. If the leadership style of any organisation is poor, it will tell on the overall performance of the organisation. With this understanding, most organisations are faced with the problems of how to investigate the leadership styles and organisational effectiveness. Knowing whether the relationship between leaders and subordinates affect organisational growth and even having broad knowledge of the leadership style adopted by the organisation can improve organisational effectiveness.  It is on this background that this research aims to assess the effect of different leadership styles on the performance of workers at Balanga Local Government Area of Gombe State 
1.3 Research Objective
The objective of this study was therefore to investigate the effect of different leadership styles on the performance of workers at Balanga Local Government Area of Gombe State.
1.3.2 Specific Objectives
The study was guided by the following specific objectives:
1. To evaluate the effects of transformational leadership on worker performance in Balanga Local Government Area of Gombe State.
2. To evaluate the effect of transactional leadership on worker performance in Balanga Local Government Area of Gombe State.
3. To evaluate the effect of laissez-faire leadership style on worker performance Balanga Local Government Area of Gombe State.
1.4 Research Questions
The study sought to answer the following questions;
1. What is the effect of transformational leadership style on worker performance in Balanga Local Government Area of Gombe State?
2. What is the effect of transactional leadership style on worker performance in Balanga Local Government Area of Gombe State?
3. What is the effect of laissez -faire leadership style on worker performance in Balanga Local Government Area of Gombe State?
1.5 Hypothesis 
The following are the hypothesis develop for this study.
1. There is no significance effect of transformational leadership style on worker performance in Balanga Local Government Area of Gombe State.
2. There is no significance effect of transactional leadership on worker performance in Balanga Local Government Area of Gombe State.
3. There is no significance effect of laissez-faire leadership style on worker performance Balanga Local Government Area of Gombe State.
1.6 significance of the study 
The study findings are expected to benefit Balanga Local Government Area of Gombe State, Academicians, and Ministries, Parastatal, agencies and organizations intending to obtain better performance from their workers by using new approaches to leadership and reducing the influence of authoritative leadership as well as increasing the use of corporate leadership.
The study would also be useful to leaders, councilors, and managers in organizations by employing leadership styles in relevant situations. This would help reduce social accidents, wastage and internal conflicts in the working environment.
The research is also intended to be useful to future researchers, students and academicians to see the importance of different leadership styles on performance. This study will add to existing knowledge.
1.6	Scope of the Study
This research study will be delimited to identifying the effect of different leadership styles on the performance of workers at Balanga Local Government Area of Gombe State. Questionnaires will be used in collecting data from staff of Balanga Local Government Area of Gombe State.
1.7	Limitations of the Study
There is bound to be problems in the course of carrying out any research. The ability of the researcher to minimize the problems will go a long way to improve the quality of the work. Also, time and financial constraints posed a lot of limitations to this study. Finally, the work is limited in Balanga Local Government Area of Gombe State. This being so, care should be taken in generalizing the findings to firms outside the area of study.
1.8	Operational Definition of the Terms
Effect: The term effect can be seen as a change that somebody caused in somebody or something else. (According to Oxford Advanced Learner’s Dictionary 8Th edition).
Leadership Style: John F’. Mees (2015) defined leadership style as a right of a manager to assign duties to the employee i.e. the process and method of getting people to do what the leader wants.
Employee: An employee is simply refers to someone employed by an employer in an organization to work under another person known as the manager or the supervisor officer.
Performance: This is the accomplished or to do a certain piece of work to the degree which is intended according to the organizational goals.
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LITERATURE REVIEW
This chapter reviews relevant literature written by other authors relating to leadership styles in organizations. The chapter is made up of conceptual framework, theoretical and the empirical literature.
2.1 The conceptual Review
This part of the work will be defining key terms and concepts like leadership, leadership styles and different types of leadership styles like autocratic and laissez faire leadership.
2.1.1 Leadership Concept
According to Lawal (2015) Leadership is the process of influencing others to work willingly toward an organizational goal with confidence. Leadership is generally defined simply as the process of influencing people to direct their efforts toward achievement of some particular goal or goals. According to Koontz et al (2015), leadership is generally defined simply as the art of influencing people so that they will strive willingly towards the achievement of group goals. This concept can be enlarging to include not only willingness to work but with zeal and confidence.
Leadership style is the manner and approach of providing, direction, implementing plans and motivating people as seen by the employees, it includes the total pattern of explicit and implicit actions of their leaders (Davis 2016).
2.1.4 Leadership and Leadership Style 
Although leadership has been well researched over the years, there is still lack of a definition that is universally accepted. Just like Stogdill (1974) puts it, “There are almost as many definitions of leadership as there are persons who have attempted to define the concept”. The following are a few examples of such definitions Talat et al (2015) asserts that leadership is wide spread process, which calls for authority, responsibility and delegation of power. Leaders help to direct, guide and persuade their followers (workers) towards achieving their personal and organizational goals and objectives. According to Kumar (2014) “leadership is leadership is defined as a process by which a person influences others to accomplish an objective and directs the organization in a way that makes it more cohesive and coherent”. These are accomplished through the application of leadership attributes, such as beliefs, values, ethics, character, knowledge, and skills. Leadership is the integrated sharing of vision, resources, and value to induce positive change. It is the ability to build up confidence and zeal among people and to create an urge in them to be led.
Wammy & Swammy (2014) see leadership as a social influence process in which the leader seeks the voluntary participation of subordinates in an effort to reach organization goals and therefore a leader is a person who delegates or influences others to act so as to carry out specified objectives. Memon (2014) defines leadership as process by which an individual influences the thoughts, attitudes and behaviors of others by taking responsibility for setting direction for the firm, others to see and visualize what lies ahead and figure out how to archive it.
Leslie et al (2017) asserts that leadership is the ability to influence people to willingly follow one’s guidance or adhere to one’s decisions. On the other hand who a leader is; one who obtains followers and influence them in setting and achieving objectives. In Sundi (2017), “Leadership is the ability to convince and mobilize others to work together as a team under his leadership to achieve a certain goal”. Leadership is the influencing process of leaders and followers to achieve organizational objectives through change Lussier and Achua (2018). They have explained in their book that there are five key elements of this definition as illustrated in Figure 2.1.
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Figure 2.1 Leadership Definition’s Key Elements

Source: Adapted from Lussier and Achua (2018) page 7
According to Hill (2018). Leadership is the process of motivating, influencing and directing others in the organization to work productively in the pursuit of organization goals. Armstrong (2017), leadership is simply the ability to persuade others willingly to behave differently for achieving the task set for them with the help of the group. Leadership, according to Levine and Crom (1994), “is about listening to people, supporting and encouraging them and involving them in the decision-making and problem-solving processing. It is about building teams and developing their ability to make skillful decisions”.
Conger (2015) define leadership as “individuals who establish direction for a working group of individuals who gain commitment from these group of members to this direction and who then motivate these members to achieve the direction’s outcome”. Leadership style concept.. Cuadrado et al (2017) described leadership style as consistent set of behaviors /patterns, proposing two dimensions in leader’s behavior, structure initiation which includes task oriented leaders and consideration which includes relation oriented leaders. Memon (2014) defines leadership style as a leader’s style of providing direction, motivating people and implementing plans. Leadership styles are seen as approaches that leaders use when leading organizations, departments, or groups (Mehmood & Arif, 2017) Leaders who search for the most effective leadership style may find that a combination of styles is effective because no one leadership style is best (Darling & Leffel, 2017).
Based on the above, this study adopts the definition of leadership by Hill (2018). A well-directed worker is a focused worker in terms of expectations and organizational goals, such individual tend to understand product knowledge, procedures and processes, any time we develop our workers we give them the power and the ability to produce and give their best to the organization hence increased productivity. Leadership style application is determined by leaders themselves. If leadership style applied is good and can give a good direction to subordinates, then it create confidence and work motivation to workers, thus increasing worker morale which also effects on better worker performance.
Leaders must work together with subordinates/workers to achieve better performance. Sudi (2013) in his research, worker performance is very influenced by leadership style.
2.2.1 Laissez-faire leadership style:
Here the leader totally trusts their employees/team to perform the job themselves. He just concentrates on the intellectual/rational aspect of his work. The team/employees are welcomed to share their views and provide suggestion which is best for organizational interest. According to Mullins (2016), he describes laissez-faire style as genuine and it is where the manager observes subordinates perform their task on their own. This style is marked by indecision on, uncertainty and indifference. The leaders seldom have a clear vision of organization goal and develop no policy. He allows complete freedom to the group to work freely without interference and it individual members to do as they wish, but is readily available where help is needed. This style can be defined as “the action of the leader whereby no initiative is taken to guide or control individuals and groups.
The word “genuine” as use in the description above by Mullins is emphasized because it is to be contrasted with the manager who could not care, or who deliberately keeps away from the trouble spots and does not want to get involved.
Furthermore, the manager allows subordinates to get on with their work at hand, and again they are left to face decisions which rightly belong to the manager.
2.2.2 Transformational leadership style:
Over the past twenty five years, a large body of research has emerged around transformational – transactional leadership theory. Transactional theories focus on the role of supervision, organization and group performance and they base leadership on a system of rewards and punishments for meeting particular objectives. The type of transaction, whether a reward or discipline, depends on the performance of the employee. Bass (1985) as cited by Chan (2005) theorized the transactional leaders appeal to the subordinates’ self-interests. Transactional leaders attempt to meet the current needs of their subordinates through bargaining and exchanging. Both leaders and followers focus on achieving the negotiated performance level. Transformational theories focus upon the connections formed between leaders and followers. Transformational leadership is the leader’s ability to motivate followers to rise above their own personal goals for the greater good of the organization (Bass, 1985, 1996 as cited by Murphy & Drodge, 2004). Bass (1985) theorized the transformational style of leadership comes from deeply held personal values which cannot be negotiated and appeals to the subordinates’ sense of moral obligation and values. Bass declared there were four types of transformational leadership behavior, namely idealized influence (charisma), inspirational motivation, individualized consideration, and intellectual stimulation.
Sullivan and Decker, (2016), defined it as “a leadership style focused on effecting revolutionary change in organizations through a commitment to the organization’s vision.”Transformational leadership redefines people’s missions and visions, renews their commitment, and restructures their systems for goal accomplishment through a relationship of mutual stimulation and elevation that converts followers into leaders and leaders into moral agents.
2.2.3 Transactional leadership style:
Transactional leadership style is the process by which leaders are able to entice subordinates to perform and thereby achieve desired outcomes by promising rewards and benefits for the accomplishments of task and administering punishments when task are not well accomplished(Bass,2015).
Transactional leadership is a leadership style that emphasizes to transactions between leaders and subordinates. Bass and Avolio (2016) suggest that characteristics of transactional leadership consist of two aspects, namely contingent reward and exception management. Contingent reward is where leaders make agreement about what must subordinate do and promising reward obtained when goal is achieved. While exception management is leader monitor deviations from established standards and take corrective action to achieve organizational goals. Yulk (2017) asserts that transactional leadership style is one leadership style that emphasizes on transaction between leaders and subordinates. Transactional leadership motivates and influencing subordinates by exchanging reward with a particular performance .In a transaction the subordinate promised to be given rewards when subordinate is able to complete their duties in accordance with agreements. In other words, he encourages subordinates to work. Transactional leadership styles can affect positively or negatively on performance. It depends on employee assessment. Positive effect can occur when employees assess transactional leadership positively and a negative effect can occur if employee considers that transactional leadership styles cannot be trusted because they do not keep their promises, dishonest or not transparent.
2.3 Employee Performance
The main goal of any organization is to enhance the job performance of its workers so that it could survive in this highly competitive environment. Performance can be understood as a quantitative and qualitative expression of a person or group to carry out and complete work to achieve goals, using the knowledge, skills and abilities possessed, (Altındağ & Kösedağı, 2015). Therefore, employee performance can be said to be a source of strategic advantage and is the key to success for the organization, (Diamantidis & Chatzoglou, 2019; Rusu et al., 2016).
Performance is a multidimensional construct and an extremely vital criterion that determines organizational successes or failures. Prasetya and Kato (2016) define performance as the attained outcomes of actions with skills of workers who perform in some situation. According to Pattanayak (2015), the performance of a worker is his/her resultant behavior on a task which can be observed and evaluated. To Pattanayak, worker performance is the contribution made by an individual in the accomplishment of organizational goals. Here worker performance is simply the result of patterns of action carried out to satisfy an objective according to some standards. This means worker performance is a behavior which consists of directly observable actions of a worker, and also mental actions or products such as answers or decisions, which result in organizational outcomes in the form of attainment of goals. Ibrahim (2004) defined job performance as an important activity that provides both the goals and methods to achieve the organizational goals and also provide the achievement level in term of out-put. El-Saghier (2017) considered it as an effort of a worker to achieve some specific goal, the researcher will adopt this definition.
Sustainable employee performance development is a solution to maintain the existence of the organization in a constantly changing environment (Diamantidis & Chatzoglou, 2019). To find out whether the performance of employees is good or bad, a performance appraisal can be carried out, in which the assessment must adjust to the conditions of each organization (Rusu et al., 2016). With performance appraisals, organizational leaders can make administrative decisions, either in the form of dismissals or promotions or remuneration, (Altındağ & Kösedağı, 2015). Furthermore (Dehaghi & Rouhani, 2014) suggest that there are various ways that organizations can do to evaluate employee performance, but the most important thing is to determine the right method according to organizational goals, and usually employee performance appraisal can use more than one way. Furthermore (Rusu et al., 2016) explains that every organization must also have standards for evaluating employee performance, taking into account internal and external factors.
The availability of facilities and infrastructure as well as the organizational environment can determine whether the quality of employee performance is good or bad. In addition, social conditions also affect employee performance, such as leader behavior, employee trust in team management, and relationships between employees, as well as employee relationships with leaders (Pulakos et al., 2015). Dermol and Čater, 2013 added that in addition to performance appraisal standards, management systems, leadership commitment, organizational climate, education and training, are supporting factors in improving employee performance. In Indonesia, the government has set a standard of assessment for employees who carry out the implementation of public services, as outlined in Government Regulation no. 30 of 2019 concerning the Performance Assessment of Civil Servants, which consists of: a) Service orientation; b) Commitment; c) Work initiatives; d) Cooperation, and; e) Leadership.
2.4 The Theoretical Framework of Leadership
For the purposes of this work, performance is defined as the execution or accomplishment of work, acts, feats, etc. It is assumed that leaders aspire to increase subordinates’ job satisfaction and performance. Here we shall talk of action center approach to leadership. This could be seen from the work of Dougla Mc Gregor, Blake and Mouton Managerial Grid.
2.4.1 Dougla Mc Gregor (1960):
He came up with a theory and term it; theory x and theory y in his book “the human side of an enterprise”.

Theory x
He came up with the following assumptions; that human beings has an inherent dislike for work, that they must be forced or threaten with punishment to work and finally an average human being need to be directed, wishes to avoid any form of responsibility , but needs job security.
A common believe of many authoritarian leader is that followers require believe is in accordance with Gregor’s theory X. in the minds of authoritarian leaders, people who are left to work autonomously will ultimately be unproductive while those who are controlled by leaders would be more productive hence leading to high employees performance.
Theory y
External control and threat are not necessary to forced people to work because they will normally work if they are committed to the job, that an average human being learns under proper condition not only to accept but also to seek for responsibilities, an intellectual potentiality of an average human being is only partially utilized.
The concept of theory X and Y can be summaries in the table below.
Table: 2.0 Summary of Gregor’s Theory X and Y
	Theory X
	Theory Y

	· The average human being prefers to be
· Directed, wishes to avoid responsibility.
· most people must be cored, controlled, Directed, or threaten with punishment to get them to put forth adequate effort to achieve organizational objectives because of their human nature
· The average human beings has an inherent dislike of work and will avoid if possible
	· People will exercise self- direction and self control to achieve objective to which they are committed.
· The expenditure of physical and mental effort in work is as natural as play or rest, and the average human being learn not only to accept but to seek.
· the capacity to excise high creativity and imagination in the solution of organizational problem is widely, not narrowly distributed in the population


Source: (Douglas Gregor, 1960).
2.5.2 Transactional Theory of Leadership 
Transactional theories, also known as management theories, focus on the role of supervision, organization and group performance. These theories base leadership on a system of rewards and punishments. Managerial theories are often used in business; when employees are successful, they are rewarded; when they fail, they are reprimanded or punished.
Transactional theory, as its name implies, involves a “transaction” between a supervisor and a subordinate. The type of the transaction whether a reward or discipline, depends on the employee’s performance. Timothy (2016) with the result he concluded from his study on “The effect of Leadership Style on Organizational Performance on some small scale enterprises in Lagos state Nigeria”, which was carryout on two leadership styles; the transactional and the transformational leadership style and at the end he concluded that the transactional was more appropriate in inducing performance in small scale enterprises than transformational leadership.
Bass (2015), theorized that the transactional leaders appeal to the subordinates’ self interests (as cited by Chan, 2015). Transactional leaders attempt to meet the current needs of their subordinates through bargaining and exchanging.
Transactional leaders expect their followers to attain agreed-upon goals without encouraging them to take on greater responsibilities for self-development or leading others. There is no attempt to change followers’ attitudes, values, growth, and development on a long-term basis. Both leaders and followers focus on achieving the negotiated performance level Chan, (2015). A transactional leader motivates subordinates by giving rewards for successful services provided. This leader clarifies the subordinates’ goals and arranges contingent rewards as inducements toward the achievement of the goals (Singer and Singer, 2017) as cited by Duncan (2016).
Leadership behaviors that emphasize telling or controlling would be classified as transactional leadership because rewards and discipline are administered according to adherence or deviation from instructions. Transactional leadership is a reinforcement technique requiring constant application. There are two main components of transactional leadership - contingent reward and management-by exception.
Contingent Reward: is when the leader provides rewards if the subordinate performs in accordance with the performance expectations or expends the necessary effort (Densten, 2015). The contingent reward aspect of transactional leadership should also relate positively to performance in that these leaders clarify expectations and recognize achievements that positively contribute to higher levels of effort and performance (Bass et al,2015)
Management-by-exception: It represents the taking of action by the leader when the follower does not meet the performance expectations (Densten, 2015). In the management-by-exception approach, transactional leaders clarify expectations, specify standards for compliance, define what constitutes ineffective performance, and monitor closely to ensure that deviances and errors are corrected promptly (Bass, cited by Chan, 2015).
The work of some authors could show that leaders who adopt the transactional leadership style could help in increasing employee’s performance.
2.4.3 Transformational Theory of Leadership
Transformational theory of leadership is based on the leader’s ability to motivate followers to rise above their own personal goals for the greater good of the organization (Bass, 1985, 1996 as cited by Murphy & Drodge, 2017).
Bass (1985), theorized the transformational style of leadership comes from deeply held personal values which cannot be negotiated and appeals to the subordinates’ sense of moral obligation and values (as cited by Chan, 2015).
“Transformational leaders go beyond transactional leadership and are characterized as; visionary, articulate, assured, and able to engender confidence in others so as to motivate them to surpass their usual performance goals” (Schwarzwald, Koslowsky and Agassi, 2017). The transformational leaders attempt to stimulate the undeveloped or dormant needs of their subordinates (Chan, 2015).
Bass declared there were four types of transformational leadership behavior, namely idealized influence (charisma), inspirational motivation, individualized consideration, and intellectual stimulation (Densten, 2015).
· Idealized influence: Represents role-modeling behavior where the leader instills pride, faith, and respect, and has a gift for seeing what is really important, and transmits a sense of mission.
· Inspirational motivation: Represents the use of images and symbols that enable the leader to raise the expectations and beliefs of their follower concerning the mission and vision.
· Individualized consideration: Represents providing experiential learning and occurs when the leader delegates a project, provides coaching and teaching, and treats each follower as an individual.
·  Intellectual stimulation: Represents cognitive development of the follower and occur when the leader arouses followers to think in new ways and emphasizes problem solving and the use of reasoning before taking action.
Transformational leaders encourage their subordinates to bring creative viewpoints to work and stimulate a team vision through positive motivation. 
2.5.3 Framework
The importance of leadership style in an organization cannot be overemphasized as different scholars have given various definitions due to its complexity and importance. Leadership style has been viewed as a transaction between a leader and his subordinates. Whichever leadership style that is exhibited by a person is a combination of traits, characteristics, skills and behaviors. The situation also matters and will call for a totally different style.                       Independent variable 					Dependent Variable
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Figure 2.2 Conceptual Framework
The research sought to identify different types of attributes of transactional leadership offered by the Balanga Local Government Area of Gombe State to its employees and how they affect the employee performance, to assess whether by offering reward employees are motivated to perform better or the absence of rewards indeed affects the employees performance. The research also sought seek to understand how the attributes of transformational leadership affect employee performance at the Balanga Local Government Area of Gombe State and if indeed the SERVICOM exhibit the following attributes in furtherance for employee performance. The research will also seek to understand the extend of laissez faire leadership in the Balanga Local Government Area of Gombe State and how it affects the performance of employee whether it slows performance or what extend it can improve performance of the employees in attendance, time management and achievement target. 
2.2 Empirical Review
A large body of empirical evidences has demonstrated that leadership behaviors influence worker performance that strong leaders outperform weak leaders, and that transformational leadership generates higher performance than transactional leadership (Burns 1978; Bass1990; Hater and Bass 1985; Howell and Avolio 1993). Research (Bass & Avolio, 1994; Kotter, 1988 and Meyer & Botha, 2015) in organisational behavior has identified transformational leadership as the most suitable for modern-day organisations. The current business environment requires this innovative kind of leadership style; a style that empowers workers and raises worker performance in an effort to improve organisational performance and continued existence (Kotter, 1988). Evidence has been gathered in service, retail and manufacturing sectors, as well in the armed forces of the United States, Canada and Germany that points towards the marginal impact transactional leaders have on the effectiveness of their subordinates in contrast to the strong,positive effects of transformational leaders (Brand, Heyl & Maritz, 2016). Furthermore, in the Canadian financial industry it was found that transformational leadership is more strongly correlated with higher worker satisfaction and individual/organizational performance than transactional leadership (Meyer & Botha, 2016). On the basis then of the literature, it could be proposed that transformational leadership as opposed to transactional leadership would be more effective in achieving higher levels of worker performance.
Under transformational leaders, workers may receive individualized attention from the leader. As a result, they tend to reciprocate by supporting the leader’s agenda and performing beyond expectations. Hence, transformational leaders can develop high quality leader member exchange relationships with followers, through which they influence followers’ performance (e.g., Wang et al., 2015). Although the initial stage of LMX may be transactional, it can be transformational if the last stage is reached (Bass, 2017). In both Bass’s (1985) and Podsakoff et al.’s (1990) conceptualization, transactional leadership clarifies expectations toward followers’ performance and provides rewards to followers contingently on the level of their performance.
Followers will be motivated to meet performance expectations and fulfill their end of the contract in order to be rewarded accordingly (Bass, 1985). A strong empirical support for the relationship between leaders’ contingent reward and worker performance has been found (cf. Podsakoff, Bommer, Podsakoff, & MacKenzie, 2016). However, transformational leadership inspires followers with attractive vision, expresses optimism and high expectations for excellence and performance on the part of followers. It should be able to move followers beyond their normal level of performance (Bass, 1985).
A positive relationship between transformational leadership and worker performance has been found in both lab (Howell & Frost, 1989) and field (Bass, 1985) settings. Thus both transformational and transactional leadership are expected to have positive direct effect on worker performance. Raja and Palanichamy (2015) examined the effect of leadership styles on worker performance in public vs. private sector enterprises in India. From 43 middle-level managers and 156 subordinates, the study results indicate sufficient evidence, at the 5% level of significance, that there is a linear positive relationship between transformational leadership and worker performance, there is a significant positive relationship between transactional leadership worker performances. However, the study found that laissez-faire leadership had a negative relationship with the worker performance/outcomes”.
Leaders and their leadership styles is one of the mostly researched topics in the recent past. A number of studies have been conducted on the effects of leadership styles on worker performance. Rassol et al (2015) studied leadership styles and its impact on worker’s performance in health sector of Pakistan and concluded that transformational leadership styles have more positive effect on worker performance than transactional leadership. They found out that transformational leadership can perform better in highly organic environment where focus is on competitive advantages. Results of their study also explored that the impact of transactional leadership was not much stronger as compared to transformational leadership on job performance. According to Pradeep and Prabhu (2017), leadership is positively linked with worker performance for both transformational leadership behaviors and transactional contingent reward leadership behaviors. The managers, who are perceived to demonstrate strong leadership behaviors, whether transformational or transactional, are seen to be engaging in increasing the workers’ performance.
In giving their summary it was found that the transformational leadership style has significant relationships with performance outcomes; viz. effectiveness in work, satisfaction, extra effort and dependability. Their study added some additional knowledge for a better understanding of the preferred leadership approach and appropriate style for using with subordinate in various professional levels. By using their results, leaders can adjust their behaviors in practical ways to enhance subordinates’ job performance, thereby reaping increased productivity for their organizations as a consequence. They emphasize on the need of leaders to have the ability to attract / influence their subordinates, be able to set clear standards of performance to their peers and act as a best role model to the subordinates. A study by Aboshaiqah et al (2015) on nurses’ perception of managers’ leadership styles and Its Associated Outcomes, demonstrated that staff nurses perceived that transformational leadership and its factors are utilized more often than transactional and laissez-faire leadership styles, again, further analysis showed that there was positive correlation between outcome factors (effectiveness, extra efforts and satisfaction) and transformational and transactional leadership styles and negative correlation with laissez-faire leadership style. They concluded that a combination of transformational leadership styles and behaviors/factors contributed to an increase in extra effort, satisfaction and overall worker performance and perceived leader effectiveness among nurses. Ipas (2017) did a study on the perceived leadership style and worker performance in hotel industry, they found that autocratic leadership style is perceived as being the most used style by the managers that ensures expected results. They also stressed the fact that managers must find the good solution to help the workers to increase their individual performance.
Kehinde and Banjo (2014) also did a test of the impact of leadership styles on worker performance: A study of department of Petroleum Resources; The implication of their study was that “transformational leadership style” would bring effective results in organizations because it motivates workers to go beyond ordinary expectations, appeals to follower’s higher order needs and moral values, generates the passion and commitment of followers for the mission and values of the organization, instills pride and faith in followers, communicates personal respect, stimulates subordinates intellectually, facilitates creative thinking and inspires followers to willingly accept challenging goals and a mission or vision of the future mission and objectives of organization, they recommend that transformational leadership style is good or appropriate for organizations that wish to compete successfully and mentor subordinates who will be managers of tomorrow to keep the flag flying for the firm. “Leadership has got a paramount attention in both the academia and practitioners since recent decades as determinant factor on worker behavior and performance”. Rasool, (2015) “The measure of relationship between the job performance and leadership style draws the considerable attention of scholars. Leader and their leadership styles is one of the mostly studied topics of recent history. Chan (2010) points out that the many researchers who have done studies on leadership style have not come up with a specific style suitable for specific issue, however Chan advises that it is important to note that different styles are needed for different situations and leaders just need to know when to use a particular approach and by using appropriate leadership styles, leaders can affect worker job satisfaction, commitment, productivity and ultimately the organization’s performance through its workers. The amount of direction and social support a leader gives to subordinates/ followers depend greatly on their styles to fit the situation.
2.2.2 Empirical Analysis in Africa and Locally
In the South African context Hayward, Davidson, Pascoe, Tasker, Amos and Pearse (2018) found transformational leadership to be more effective than transactional leadership in increasing worker performance. The research (Hayward et al., 2018) found a significant positive linear relationship between transformational leadership and worker performance but no significant linear relationship between transactional leadership and worker performance in a South African pharmaceutical organisation.
Elsewhere in Africa empirical evidence by Nuhu (2014) who sought to study the effect of leadership styles on worker performance in Kampala City Council reveals that laissez faire leadership was practiced especially in higher offices and also the laissez faire leadership was existent especially in lower offices. Authoritative leadership style has a positive relationship with worker performance (NUHU 2014), most workers believed that authoritative leadership brought about performance the autocratic way (coerced), yet other forms of leadership would approach the worker from a more humanistic manner.
According to Nuhu (2014) Laissez fare leadership style has a positive relationship with worker performance. Since most workers believed that they would rather be made comfortable at work rather than coarse them around like kids. Infact this was eminent in some departments that supervisors or managers where naturally approachable, friendly and not arrogant at workers. Since the correlation his study showed that laissez-faire leadership leads to performance, this implied that that in these departments, worker performance actually existed however on a slow pace, rather than in the authoritative leadership which was filled with Tension. Tsigu and Rao (2015) in their study “leadership styles: their impact on job outcomes in Ethiopian banking industry” found that transformational leadership style explained the variation on performance better than transactional leadership style. Hence, the researchers recommended that if banks under study emphasize more on transformational leadership style dimensions, it would enable them to better satisfy and hence gain more output from their workers. A study in Uganda on the effect of leadership styles on performance of local governments, a case of Mbale district done by Gimuguni, et al (2014) concluded that there is a moderate high positive and significant relationship between the three leadership styles (autocratic, lassies-faire, democratic), and performance in Mbale local government. The researchers revealed further findings that Mbale local government leaders use autocratic style of leadership to influence workers to perform their duties, but laissez- fair style of leadership dominated Mbale local leadership which could have caused delay in meeting deadlines. The findings also revealed that the local government has realized some performance in terms of increased work forces, high speed of accomplishment of work, effectiveness and timeliness due to democratic leadership. It was therefore concluded that Mbale local government tries to integrate the three leadership styles though autocratic and laissez faire dominated.
2.6 Research Gaps
The literature on leadership and worker performance is scattered across countries and across industry. The evidence of the effect of leadership style on worker performance is also varied. While most of the literature reviewed is somehow consistent in suggesting that both transformational and transactional leadership styles are significantly positively related to worker performance and that transformational style’s effect is more pronounced than that of the transactional leadership style (Rasool, et al., 2015; Kehinde and Bajo, 2014; Tsigu and Rao, 2015), the evidence on the relationship between laissez-faire and performance is not that straight forward. For example while, some are reporting negative relationship, e.g. Aboushaqah et al (2015), others like Gimuguni, et al (2014) have reported a positive relationship. This suggests that the evidence on this leadership style is inconsistent.
In addition, neither all industries nor countries are covered in the literature. Of those reviewed, the medical field is represented (Rassol et al, 2015; Aboushaqah, et al 2015), local government authorities (Gimuguni, et al., 2014), hotel (Ipas, 2016), Petroleum (Kehinde and Bajo, 2017). Of more interest to this study is the paucity of researches in this area from Africa and East Africa in particular. A few reviewed here are Tsigu and Rao (2015), Ejere and Abasalim (2017) and Gimuguni (2015), Nuhu, (2016), but there are also those from South Africa (Howard, et al., 2003). While several industries are repeats in the growing body of evidence few are coming from the banking sector, see for example Tsigu and Rao (2015) from Ethiopian banking industry.
Therefore, from the preview of literature it is evident that the research evidence on the effect of leadership style on worker performance that leadership style can explain significant number of performance outcomes at individual and organizational level. But the evidence is not evenly distributed across economies at large or even within African economies. It is also evident that evidence from the Local Government is lagging behind. It is these facts that have motivated this study in order to contribute evidence from the Local Government Area of Balanaga, Gombe State.


CHAPTER THREE
RESEARCH METHODOLOGY
This chapter deals essentially with the methods and procedures used to gather and analyzed the data in this study with the view to verify the hypothesis as stated. It comprises the research design, population of the study (target/accessible), sampling/sampling techniques, instruments for gathering data, validation of research instruments administration of research instruments, and methods of data analysis.
3.1 Research design 
A research design is a plan which specifies how data relating to a given problem should be collected and analyzed. Mbua, (2016) defines a research design as “a blue print, methodology or plans of activities to be implemented by the researcher toward completing his work”. According to Orodho (2016), research design is a scheme, outline or plan that is used to generate answers to research problems. It is needed because it facilitates a smooth sailing of the various research operations thereby making research as efficient as possible yielding maximum information with minimum expenditure of effort, time and money (Kothari, 2016). For the purpose of this work, it better to use the descriptive research design in the case study of the Balanga Local Government Area of Gombe State to discover if there is any relation between the two variables dependent (employees performance) and the independent (leadership style). It will involve collecting information by administering a questionnaire to a sample of employee respondent to find the leadership system in influencing their work performance. The period of study is from August, 2022 to December, 2022.


3.3 sample and sampling techniques
This section of the work will look at the sample and sampling techniques used to analyzed data. This is done as follows
3.3.1 Target population
Although the case study for this research will be the Balanga Local Government Area of Gombe State. The entire permanent employee (both management and subordinate staff) of Balanga Local Government Area of Gombe State working within the Bureau municipality will be set as the target population of this research. The simple random sampling procedure will be used in this study. This is because the researcher will be dealing with a homogeneous population, and with this sample technique, all the employees will have equal chances or probability of being selected. The essence of using this method will be to avoid bias in the research.
3.3.2 Sampling techniques
The simple random procedure is used for the purpose of this work in order to give every member an equal opportunity of being part of the sample population. The researcher designs two papers of equal shape, size and same colour. These papers contain names of permanent employees drawn from the employees register, each paper contain a set of fifteen names each. These names were welled folded and put in a box then after a thorough re-shuffling, a child was asked to come and pick from the bucket a single paper. This paper was unfolded and the names of employees on it were registered down to form the sample population.
3.4 method of data collection 
The success of every research programme requires the gathering of data. This data cannot be gathered in a haphazard manner thus this study employed the quantitative research approach because some statistical analysis have to be done in testing the variables and because it deals with variables that can be assign easily with numerical value for example employees performance. A variable here refers to any attribute that can take on different values or that can change. In addition, some statistical models and figures would have to be used to explain what is observed. And as such data collection for this research came from primary source through questionnaire to employees of Balanga Local Government Area of Gombe State.
Primary Source:
For the purpose of this work, questionnaires will be used. This is because it ties with the hypothesis to determine leadership impact on employee’s performance. In addition, primary data is most suitable for quantitative analysis.
3.5 questionnaire design and administration
The questionnaires that are used for this work to gather data from employees of Balanga Local Government Area of Gombe State are close-ended. A series of about fifteen questions are designed with five options from which the respondents are to respond as either; Strongly Disagreed (SD), Disagreed (D), Neutral (N), Strongly Agreed (SA) and Agreed (A) following the Likert differentiated scale type from 1-5 as denoted above. These alternatives stress the degree of feelings of the respondents for every question.
The questionnaires will be administered at the Balanga Local Government Area Secretariat. A total of (15) questionnaire will be circulated to the employees pertaining to the number of subordinate’s staff that had to form the sample size of the population. These questionnaires are filled in by the respondent themselves with the help of the administrator in some cases. The exercises of questionnaires administration took over a period of one week since most of the workers are mostly field workers and were not readily available at the level of the head office.

3.6 variables; definition and measurement 
Dependent variable
• Employees performance
Performance is a measure of a person’s ability to execute a specific task (Goodhue and Thompson 2015). An organization that fosters high employees’ job satisfaction is also more capable of retaining and attracting employees with the skills that it needs (Mosadegh 2016). Employees’ job satisfaction refers to the attitude of employees towards their job and the organization which employed them. This research points out that employees performance is influenced by many organizational factors ranging from salaries, job autonomy, job security, work place to leadership. In particular Leaders within an organization can adopt appropriate leadership style to affect employees’ job satisfaction. This will be measure using percentages with the help of Likert differentiated scale type.
Independent variables
• Leadership Style
Leadership is perhaps the most investigated organizational variable that has a potential impact on employees’ performance (Cummings and Schwab 1973). Leadership will be measure using Likert differentiated scale type from 1-5 which are Strongly Disagreed (SD), Disagreed (D), Neutral (N), Strongly Agreed (SA) and Agreed (A).
• Laissez faire leadership style
Two scales are identified and defined as being characteristics of laissez faire leadership; management by exception (Passive). In this case the leader will not interfere in any problem until it becomes serious .laissez faire. This is a leader who has less involvement in performance will be measure using likert differential scale.
3.7 Analytical tool
With respect to the objective of this study among which is that of analyzing the relationship existing between leadership and employees’ performance, the use of a regression analysis will help establish the relationship under research.
Descriptive statistics will also be used and graphs and tables and pie chat to analyse the questionnaires. This is because with tables it will be easy to meet the desires of the respondents. This would also help the researcher to easily sort out the percentages of the various leadership styles. Thus with tables the analysis will be simplified.


CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.1: Questionnaire Administration

Table 4.1.1
	Items

	Frequency
	Percentage (%)

	Questionnaire Returned

	59
	98.3

	Questionnaire Unreturned

	1
	1.7

	Total

	59
	100


Source: Field survey 20224.2 Data Analysis and Presentation

	Table 4.2.1:My Supervisor provides recognition/rewards when others reach their goals

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly disagree
	1
	1.7
	1.7
	1.7

	
	Disagree
	6
	10.2
	10.2
	11.9

	
	Neutral
	7
	11.9
	11.9
	23.7

	
	Agree
	25
	42.4
	42.4
	66.1

	
	strongly agree
	20
	33.9
	33.9
	100.0

	
	Total
	59
	100.0
	100.0
	

	Source: Field Survey 2019



[image: ]
Figure 4.1: Pie Chart of the responds
From the table and figure above, it can be concluded that in Transactional Leadership, the provision of rewards and recognition when others reach their goals has a positive impact on workers’ performance since 76.3% of the respondent agreed with the statement above.
	Table 4.2.2: My supervisor provides appealing images about what we can do

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly disagree
	3
	5.1
	5.1
	5.1

	
	disagree
	6
	10.2
	10.2
	15.3

	
	neutral
	11
	18.6
	18.6
	33.9

	
	agree
	26
	44.1
	44.1
	78.0

	
	strongly agree
	13
	22.0
	22.0
	100.0

	
	Total
	59
	100.0
	100.0
	


Source: 2022 Field survey.
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Figure 4.2: Pie chart of the responses 
From the output of the analysis, it can be inferred that in the Transformational leadership, provision of appealing images or insight on what to do has a positive impact on the workers’ performance since 66.1% of the responded strongly agreed on the fact.



		Table 4.2.3: My Supervisor gives me complete freedom to solve problems on my own

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly disagree
	9
	15.3
	15.3
	15.3

	
	Disagree
	14
	23.7
	23.7
	39.0

	
	Neutral
	10
	17.0
	17.0
	56.0

	
	Agree
	23
	39.0
	39.0
	95.0

	
	strongly agree
	3
	5.0
	5.0
	100.0

	
	Total
	59
	100
	100.0
	

	
	
	
	
	


Source Field Survey 2022
[image: ]

Figure 4.3 Pie chart for the responses



From the 39% agreeing and 5.0% strongly agreeing, making a total of 44.0% of the respondent, agreeing to the fact that total freedom to solve problems in the Laissez Faire Leadership, impacts the employees positively, we can therefore conclude that partial or total freedom impacts the employees in a positive way



	Table 4.2.4: I feel insecure about my work and need direction

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly disagree
	7
	11.9
	11.9
	11.9

	
	Disagree
	9
	15.3
	15.3
	27.2

	
	Neutral
	14
	23.7
	23.7
	50.9

	
	Agree
	22
	37.3
	37.3
	88.2

	
	strongly agree
	7
	11.8
	11.8
	100.0

	
	Total
	59
	100
	100.0
	

	
	
	
	
	
	

	
	
	
	
	


Source: Field survey 2022
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Fig 4.4: Pie chart of the responses.

The Table and figures above, indicates that in the Authoritative type of leadership, Insecurity is being felt and direction is needed for positive impact on employees, since 37.3% agreed and 11.8% strongly agreed, making a total of 49.1% agreeing to this fact.








4.3: ANSWERING RESEARCH QUESTIONS
RESEARCH QUESTION ONE
What is the effect of transformational leadership style on workers’ performance in Balanga Local Government, Area of Gombe State?
Based on the data presented in (Table 4.2.2) shows that transformational leadership, provision of appealing images or insight on what to do has a positive impact on the workers’ performance.
RESEARCH QUESTION TWO
What is the effect of transactional leadership style on workers’ performance in Balanga Local Government Area of Gombe State?
Based on the data presented in (Table 4.2.1) shows that transactional Leadership, the provision of rewards and recognition when others reach their goals has a positive impact on workers’ performance.
RESEARCH QUESTION THREE
What is the effect of laissez-faire leadership style on workers’ performance in Balanga Local Government Area of Gombe State?
Based on the data presented in (Table 4.2.3) shows that laissez faire leadership, impacts the employees positively, we can therefore conclude that partial or total freedom impacts the employees in a positive way.




RESEARCH QUESTION FOUR
What is the effect of autocratic leadership style on workers’ performance in Balanga Local Government Area of Gombe State?
Based on the data presented in (Table 4.2.3) shows that authoritative type of leadership breeds insecurity in employees and direction is needed for positive impact on them.


















CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1 SUMMARY
The study is on “The effect of leadership styles on workers’ performance in Balanga Local Government Area of Gombe State”. Firstly, we undertook a study and prepared the Background study, Statement of the problem, Aims and objectives of the study, after which a review of literature from previously conducted researches related to the study was done. The methodology necessary to conduct the study and the analysis of result was identified.
Instrument for data collection was selected. A case study of Balanga Local Government Area of Gombe State. The instrument selected was questionnaire. 60 questionnaires were distributed. The successfully completed questionnaires were 59 and eligible respondents were 59, 1 questionnaire was not returned. A total of 59 responses were analyzed. 
Analysis were performed in the data using Descriptive statistics was used to get the frequency distribution of the data. 76.3% of the respondents agree that transactional Leadership provides rewards and recognition when others reach their goals is seen to have a positive impact on workers’ performance.66.1% of the respondents agree that transformational leadership provides appealing images or insight on what to do has been seen to have a positive impact on the workers’ performance. Laissez Faire Leadership, impacts the employees positively, we can therefore conclude that partial or total freedom impacts the employees in a positive way with 44% of the respondents agreeing.49.1% of the respondents agree that authoritative type of leadership breeds insecurity in employees and direction is needed for positive impact on them.

5.2 CONCLUSION
The findings suggested that transformational, transactional, and laissez faire leadership styles have positive relationship with workers performance in different measures. These leadership styles helps to improve performance among employees. While autocratic leadership was seen to breed insecurity in employees, which in turn makes them seek direction at all times. 
5.3 RECOMMENDATION 
1. Leaders should employ leadership styles that have positive impact on workers’ performance. 
2. Employees should be provided with appealing images or insight on what to do; this improves performance and makes employees goal oriented.
3. Leadership should provide rewards and recognition systems when workers reach their goals.
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Letter of Introduction
Dear Respondent,
I am a final year student of the Gombe State Polytechnic, Gombe, Department of Public Administration. I am carrying out a study on the “The impact of Leadership Style on Employee Performance in an Organization (A case study of Balanga Local government Area)" under the guidance of supervisor from The Department of Department of Public Administration, Gombe State Polytechnic, Gombe. This is required as part of the fulfillment of requirement for the award of National Diploma (ND).
To that end, I request you to kindly respond to a few questions on this questionnaire as sincere and thoughtful as possible. A guide is provided under each part of the questionnaire. The completion of this questionnaire is very important to the overall design of the study and should take you less than 15 minutes to complete. Your timely completion and return of this questionnaire is highly appreciated and will be counted as a continuation of your kind support to the development of the profession and myself as a member of the same. All the data you provide will be strictly confidential and used for the stated purpose only. Furthermore, your responses will only be presented in aggregate and no single results will be traceable back to individual respondent.
I once again thank you for your participation and if you have any questions or concerns please do not hesitate to contact us directly. 
Sincerely,
Hade Morrison


QUESTIONNAIRE
PART A: General Information
1. Age range : Below 25 years ( ) 25-30 years ( ) 31-35 years ( ) 36-40 years ( ) 41-45 years ( ) 46 and above ( )
2. Gender: Male ( ) Female ( )
3. Highest education qualification? Certificate/diploma ( ) Higher diploma ( ) Bachelor ( ) Master ( )
PART B: LEADERSHIP STYLE
The sets of statements aimed at helping you assess your feelings or perceptions of the leadership style of your immediate supervisor. 
1 = Strongly Disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly Agree
Please place a tick (√) or a mark (x) in the box (cell) that represents your appropriate level of agreement.
	TRANSACTIONAL LEADERSHIP
	1
	2
	3
	4
	5

	1. My supervisor tells others what to do if they want to be rewarded for their work.
2. My supervisor provides recognition/rewards when others reach their goals.
3. My supervisor calls attention to what others can get for what they accomplish.
4. My supervisor is always satisfied when others meet agreed-upon standards.
5. As long as things are working, my supervisors do not try to change anything.
	
	
	
	
	

	TRANSFORMATIONAL LEADERSHIP
	1
	2
	3
	4
	5

	1. My supervisor makes others feel good to be around him / her
2.  I have complete faith in my supervisor
3. I am proud to be associated with my supervisor
4. My supervisor expresses in a few simple words what we could and should do.
5. My supervisor provides appealing images about what we can do
	
	
	
	
	

	LAISSEZ FAIRE LEADERSHIP
	1
	2
	3
	4
	5

	1. In complex situations my supervisor allows me to work my problems out on my own way.
2. My supervisor stays out of the way as I do my work.
3. As a rule, my supervisor allows me to appraise my own work.
4. My supervisor gives me complete freedom to solve problems on my own.
5. In general my supervisor feels it’s best to leave subordinates alone.
	
	
	
	
	


Source: Adopted from Bass and Avolio (1992)

Part C: WORKERS PERFOMANCE
The sets of statements aimed at helping you assess your performance at your job in the company.
You are requested to rate yourself against each statement to indicate your self-assessment of your
own performance, where the following ratings are: 1 = very low 2 = low 3 = Average 4 = high 5 = very high
Please place a tick (√) or a mark (x) in the box (cell) that represents your appropriate level of performance rating.
	WORKERS PERFORMANCE
	1
	2
	3
	4
	5

	1. How do you rate quality of your performance in time of attendance
2. How do you rate your productivity on the job
3. How do you evaluate the performance of your peers at their jobs compared with yourself doing the same kind of work
4. How do you evaluate the performance of yourself at your job compared with your peers doing the same kind of work
5. How do you meet up with your target at work 
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