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ABSTRAK 

Kajian ini meneliti pengaruh motivasi (intrinsik dan ekstrinsik), keadaan kerja 
(persekitaran fizikal, psikososial, dan keseimbangan kerja), dan komitmen organisasi 
(afektif, normatif, dan  penerusan) terhadap prestasi (tugas dan kontekstual) dengan 
pengantara keadilan organisasi ditanggap. Data telah dikutip dengan mengedarkan 
sebanyak 432 set soal selidik kepada penjawat-penjawat awam di Negeri Sokoto 
Nigeria. Algoritma Partial Least Squares Method (PLS) dan teknik bootstrap 
digunakan untuk menguji hipotesis kajian. Dapatan kajian membuktikan bahawa 
terdapat hubungan seperti yang telah dijangkakan. Khususnya, motivasi intrinsik, 
motivasi ekstrinsik, dan komitmen afektif yang berkait secara signifikan dan positif 
dengan prestasi tugas dan kontekstual baik. Walau bagaimanapun, persekitaran 
fizikal, persekitaran psikososial, keseimbangan kerja-hidup, komitmen normatif, dan 
komitment berterusan mempunyai hubungan yang signifikan dan negatif dengan 
kedua-dua prestasi tugas dan kontekstual. Di samping itu, keadilan organisasi 
didapati berkait secara signifikan dan positif dengan prestasi tugas dan kontekstual 
baik. Lebih-lebih lagi, motivasi intrinsik dan ekstrinsik, persekitaran psikososial, 
komitmen afektif, dan komitment berterusan berkait secara signifikan dan positif 
dengan keadilan organisasi yang dianggap baik. Tambahan pula, keputusan 
pengantara menunjukkan bahawa ketiga-tiga pengantara pada tahap konstruk dan 10 
daripada 16 hipotesis adalah signifikan. Keseluruhannya, penemuan kajian ini 
menunjukkan bahawa pemboleh ubah kajian ini adalah penting bagi mempengaruhi 
prestasi tugas dan kontekstual pekerja. Sehubungan itu, organisasi perlu memberikan 
motivasi yang mencukupi, persekitaran kerja yang mesra, dan komitmen serta 
layanan yang adil kepada pekerja dengan tujuan untuk meningkatkan prestasi 
mereka. Sumbangan, batasan, dan implikasi kajian juga kemudiannya telah 
dibincangkan. 
 
Kata kunci: Prestasi pekerja, motivasi, komitmen organisasi, keadilan organisasi 
ditanggap, keadaan kerja 
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ABSTRACT 

This study examined the influence of motivation (intrinsic and extrinsic), working 
conditions (physical environment, psychosocial and work-life balance) and 
organizational commitment (affective, normative, and continuance) on performance 
(task and contextual) with the mediating role of perceived organizational justice. 
Data were collected by administering 432 sets of questionnaire to civil servants in 
Sokoto State Nigeria. Partial Least Squares Method (PLS) algorithm and bootstrap 
techniques were used to test the hypotheses. The results provided support for some of 
the hypothesized relationships in the study. Specifically, intrinsic motivation, 
extrinsic motivation, and affective commitment were significantly and positively 
related to task and contextual performance. However, physical environment, 
psychosocial environment, work-life balance, normative and continuance 
commitment were significantly and negatively related to both task and contextual 
performance. Additionally, perceived organizational justice was significantly and 
positively related to task and contextual performance. More so, intrinsic and extrinsic 
motivation, psychosocial environment, affective and continuance commitments were 
significantly and positively related to perceived organizational justice. Furthermore, 
the results of mediation indicated that all three mediations at the construct level and 
10 out of 16 dimensional hypotheses were significant. Taken together, these findings 
suggest that the variables are important in influencing an employee‟s task and 
contextual performance. As such, organizations should provide adequate motivation, 
a friendly working environment and commitment as well as fair treatment of workers 
with a view in enhancing their performance. Contributions, limitations and 
implications were then discussed. 
 
Keywords: Employee performance, motivation, organizational commitment, 
perceived organizational justice, working conditions 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Study 

In recent times, societies all over the globe are struggling to improve their well-being 

through the development of accountable civil service for the active and efficient   

provision of social services (Anazodo, Okoye & Chukwuemeka, 2012). This became 

necessary due to the deplorable nature of employee performance noticed in public 

organizations (Oladimeji & Oluwasegun, 2012). For this reason, public organizations 

need to have a very firm workforce for it to improve employee performance. This 

becomes essential due to the fact that no institution, public or private can stand or 

attain high performance without employees (Diana, 2015). The employees should be 

well qualified, committed  and ready to move the organization forward (Rashid, 

2012). Not only that, the organization should be fair to the workers and provide 

conducive working conditions and motivation for the workers (Ghorbanpour 2014; 

Opu, 2008). Organizations both public and private have goals to achieve which can 

only be realized through employee performance (Abbah, 2014; Imran, 2013). This  

shows that  employees are the most valued resources in the organization due to the 

fact that employees determine its success or failure (Iqbal, Ijaz, Latif & Mushtaq, 

2015; Diana, 2015). This is the reason why scholars like Hameed and Abdul (2011) 

argued that, organizations spend a huge amount of money on employee development 

and performance. 
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Employee performance plays a vital role towards the development of the individual 

worker, organization and society in general. At the individual level, good employee 

performance leads to advancement, job satisfaction, specialization, increases in pay, 

enhanced the spirit of cooperation and improve the mutual relationship between co-

workers. Likewise, employee performance makes organizations survive and enables 

them to contest with their equals in the global market. More so, good employee 

performance can lead to the rise in standard of living of the citizen, minimize 

inflation and increase production of goods and services as well as improvement in 

nation‟s Gross Domestic Product (GDP) ( Justine, 2015; Okafor, 2013; Muda, Rafiki 

& Harahap, 2014; Robbins & Judge, 2007; Slimane, 2017).  

 

Employees performance lead to growth and development of every organizations, most 

especially  civil servants,  because they ensure effective delivery of social services to 

the people and smooth running of the government business (Adejuwon, 2016) . 

Performance of  civil servants is one of the key factors that may lead to the growth and 

development of  nations, because good performance in the civil service determines the 

socio-political and economic development of countries  (Adejuwon, 2016; Arowolo, 

2012; Maikudi, 2012; Oyedeji, 2016).  

 

Despite the huge contribution of civil service to the development of a nation, 

however, there has been increasing concern over the years about the inability of civil 

service to discharge its statutory roles, mostly in the third world nations in spite of 

the enormous amount of resources  invested and other reform efforts embarked upon 

by the various governments (Adenikinju, 2005; Akinyele, 2007; Chima, 2014; 

Kwaghga, 2010; Salisu, 2001). Some have attributed this poor employee 
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performance to lack of motivation. In addition, it was further argued that, the 

majority of civil service are unproductive in third world countries which Nigeria is 

not in isolation (Chima, 2014; Okpata, Utobo, Okafor & Nwegbe, 2004; Paul, 2010; 

Salisu, 2001). Nigeria is not left out of the above challenge, because evidence from 

the literature has shown that, there is low employee performance in the Nigerian civil 

service due to its inability to discharge its constitutional role (Anazodo et al., 2012; 

Maikudi, 2012; Justine, Florence & Cyril, 2015; Oyedele, 2015; Oyedeji, 2016).  

 

Kiruja (2013), Ghorbanpour (2014) and Khan (2012) argued that, employee 

performance is determined by many factors which may include motivation, working 

condition and organizational commitment. This is due to the fact that motivation 

helps to increase performance, increase cooperation between superior and 

subordinates, allowed active workers‟ participation, effective supervision and make 

workers take their responsibilities very serious (Andy & Zhou, 2017; Francis & 

Anyim, 2012; Omollo, 2015; Rachel, 2015). Similarly, the studies of Manjula 

(2016), Jayaweera (2015) and Viswanathan (2015) viewed that favorable working 

condition is also a strong pillar towards employee performance. This is because good 

work setting leads to high productivity, prevent absenteeism and worker turnover in 

the organization. Furthermore, commitment serves as a vital tool for improving 

employee performance. Because, workers that possess a high organizational 

commitment can bring about better performance and employee stability in 

organizations (Altindis, 2011; Rafiei, Amini & Foroozandeh, 2014).  

According to Cropanzano, Bowen and Gilliland (2007), perceived organizational 

justice, possessed the potentials for improving trust, commitment, customer 
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satisfaction, reduced conflict and improves attitudes and behavior of employees, 

thereby enhance their performance. However, perceived organizational justice 

constitutes a problem to the Nigerian civil service in the sense that, most promotions, 

trainings, transfer and job appointments are based on political affiliation, favoritism, 

tribalism or nepotism (Gilbert, 2006; Oyedeji, 2016; Yaro, 2014). Additionally, in 

Nigeria, performance appraisal is perceived as the exclusive role of supervisor and a 

chance for him to reward his loyalists and punish those he considered disobedient. In 

short, justice and fairness are not fully observed in the Nigeria civil service and this 

has a serious impact, especially on the employee performance and have caused a 

general set back in the civil service (Dogarawa, 2011; Gilbert, 2006; Oyedeji, 2016; 

Salisu, 2001; Yaro, 2014). Therefore, in line with the above arguments, this study 

examines how motivation, working conditions and organizational commitment 

influence employee performance with the mediating effect of perceived 

organizational justice in the Nigerian civil service. 

1.2 Statement of the Problem 

The contribution of civil service to the socioeconomic and political development in 

every country of the world cannot be overemphasized. Despite the huge amount of 

money invested in the Public Sector, the former Nigeria President Obasanjo 

expressed his dismay over the low performance among the employees in the public 

sector, which has seriously affected the country‟s quest for stability, growth and 

development (Matankari, 2009). Similarly, El-Rufai (2011) mentioned that the 

employee‟s performance in the public sector is discouraging because the quality of 

their service is below expectation. Furthermore, Vanguard Newspaper, (June 24, 

2015) reported that, the Former Minister of Education of Nigeria, Dr. Oby 
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Ezekwesili has noted that civil servants in the country had abandoned result oriented 

strategies and ignored the activities required to achieve results. She therefore called 

for the total overhaul of the Nigerian civil service, because according to her only 

efficient and competent workers will be able to aid in the country‟s quest for 

development. Recently, the elected President of Nigeria, Muhammadu Buhari  noted 

that, most of the civil servants in the Nigerian Public sector are lazy, inefficient and 

unproductive  (Adamolekun, 2015; Okwe,  2015;  Otaru,  2015). 

 

Furthermore, Premium Times, (November 10, 2015) reported that, Nigerian 

government removed not less than 18 top civil servants on account of poor 

performance.  Adamolekun (2015) also noted that, in June 1999, not less than 60 

percent of Permanent Secretaries in Nigeria were removed from office due to poor 

performance and seven others were removed in 2005. More so, over 3000 civil 

servants lost their jobs in Nigeria due to lack of productivity (Vanguard,  February 8, 

2016). Similarly, the Daily Times Newspaper, (April 15, 2014) reported that, 1,050 

civil servants were compulsorily retired. In addition, poor employee performance has 

led to the firing of the three service chiefs by the government of Nigeria (Premiun 

Times,  July 13,  2015).  

 

The available literatures (see Adedire, 2014; Adejuwon, 2016; Balogun, Adetula  & 

Olowodunoye, 2013; Chima, 2014; Gberevbies, 2010; Osa & Amos, 2014; Oyelere, 

Opute and Akinsowon, 2015; Salisu, 2001) proved that, poor performance among the 

Public Servants in Nigeria are mostly due to the lack of motivation, working 

condition and organizational commitment. In view of this, the present study focuses 
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on the influence of motivation, working condition and organizational commitment on 

employee performance. 

 

Many studies have attempted to examine the effects of motivation on employee 

performance (see, for example, Anyim, Chidi & Badejo, 2012; Arowolo, 2012; 

Bonsu & Kusi, 2014; Chima, 2014; Ismaijli, Krasmiq & Qosja, 2015; Kiruja, 2013; 

Susan, Gakure, Kiraithe & Waititu, 2012). However, most of the studies conducted 

on motivation in the Nigerian context adopted a qualitative approach, even the very 

few that used quantitative approach concentrated on private organizations ( see, for 

example, Alalade & Oguntodu, 2015). In addition to this, the study of Opafunso, 

Zacheus and Okhankhuele (2014), Okey (2014), Muogbo (2013), Ek and Mukuru 

(2013), Adelakun (2012), Abdulsalam and Abubakar and Mawoli (2012), Giannikis 

and Mihail (2010) have suggested that future studies should focus on the effects of 

motivation on employee performance. Therefore, this study investigates the influence 

of motivation on employee performance in the civil service in Nigeria. 

 

Similarly, previous researches conducted on working conditions revealed that, there 

is a positive relationship between working condition and employee performance 

(Aisha & Hardjomidjojo, 2013; Amin, 2015; Mutua & Sikalieh, 2013; Yassin et al., 

2013). However, most of the studies that focused on working condition were 

conducted in Asia and Europe and at same time, majority of the studies were 

conducted in private sector organizations (see, for example, Jayaweera, 2015; 

Leblebici, 2012; Nduku, Mwenda & Wachira, 2015). Abdul and Awan (2015), 

Francis and Anyim (2012), Chima (2014), Nduku, Mwenda and Wachira (2015), 

Leblebici (2012) and Kahya (2007) have suggested that, future research should 
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investigate  more on effects of working conditions and performance. Nonetheless, 

none of the published studies was found to have focused on the effect of working 

conditions and the employee performance in the Nigerian civil service.  

 

 Numerous studies that examined the effects of organizational commitment and 

employee performance found that there were significant relationship between the two 

variables (Chen & Francesco, 2003; İşcan & Naktiyok, 2004; Madhuri, 2015; Miller 

& Lee, 2001; Shaw, Delery & Abdulla, 2003; Suliman & Iles, 2014; Williams & 

Anderson, 1991; Yousef & Abdulrahman, 2000; Yundong, 2015). However, only 

few studies examined the influence of organizational commitment on employee 

performance in the Nigerian civil service. Therefore in line with the suggestions from 

past studies of Jafri and Lhamo (2013), Chen et al. (2015), Golghatmi, Saadati, 

Saadati and Ghodsi (2015). This study fills this gap by examining the influence of 

organizational commitment on employee performance in the Nigerian civil service. 

 

Furthermore, prior studies have been carried out on the effects of motivation, 

working conditions, organizational commitment and employee performance (see, for 

example, Alalade & Oguntodu, 2015; Ajala, 2014,  Anuj & Anita, 2015; Asim, 2013; 

Chen & Francisco, 2003; Leblebici, 2012; Nduku, Mwenda & Wachira, 2015). 

However, these studies consider employee performance as one-dimensional 

construct; none of the published studies consider employee performance as 

multidimensional construct specifically in the context of Nigeria. Hence the present 

study considers employee performance as a multidimensional construct. 

Multidimensional constructs comprising task and contextual performance, these 

dimensions contributes uniquely to the overall development of the organization 
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(Sonnentag & Frese, 2005).  Task performance is mostly concerned with skills and 

knowledge use by an employee to carry out his or her duties which can contribute to 

the technical core of the organization. While Contextual performance deals with 

behaviors which support the organizational, social, and psychological environment in 

which organizational goals and objectives are realized or achieved (Borman & 

Motowidlo, 1997). Contextual performance comprises behaviors such as helping 

colleagues, making and offering suggestions on how to enhance work procedures. 

Furthermore, Sonnentag and Frese (2005), identified three major molds associated 

with the distinction between task and contextual performance (1) Actions that are 

related to task performance differ between occupations, while contextual 

performance behaviors are comparatively similar among occupations; (2) task 

performance is associated with aptitude, but contextual performance is more of 

personality and motivation; (3) task performance constitutes and more prescribe to 

in-role behavior, while  contextual performance is more flexible and extra-role. 

Therefore, this study focuses on two aspects of performance, task and contextual. 

 

Evidence from the empirical studies have indicated that a significant relationship 

existed between motivation, working condition, organizational commitment and 

employee performance (Abdul & Awan, 2015;  Madhuri, 2015; Oyelere, Opute & 

Akinsowon, 2015; Omollo, 2015). Moreover, the available literature have shown that 

perceived organizational justice is a good predictor of employee performance (Diab, 

2015; Parks, Khuong & Quoc, 2016). Following the Baron and Kenny‟ assumption 

of 1986, when an independent variable  directly relates to mediator and mediator  

relates directly to the dependent variable, there is the possibility of  mediation 

between the independent and dependent variables which signifies a direct and 
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indirect relationship between the independent and dependent variables respectively. 

To support this argument, all the independent variables in this study (motivation, 

working condition and organizational commitment) have a significant relationship 

with perceived organizational justice (Celik & Sarituk, 2012; Gyekye,  2014;  Tafti 

& Zarandi, 2014). Equally perceived organizational justice significantly relates to the 

dependent variable which is employee performance (Akbolat, 2015). Therefore, this 

study used perceived organizational justice as a mediating variable and this model is 

supported by Equity theory which emphases that workers tend to equate their job‟s 

inputs with the outcome ratio. If they observe inequality, they will attempt to correct 

the inequity (Adams, 1963). 

 

Furthermore, perceived organizational justice has been used as mediator by 

preceding studies in various researches using different independents and dependents 

variables (Ahmad, Abdullah & Mei-Yang, 2015; Al Afari & Abu Elanain, 2014; 

Rokhman & Arif, 2012; Wu & Xiao,  2014), result of the studies reveals  a 

significant mediating role. While justice has been regarded as an important aspects 

toward enhancing employees performance, very little consideration has been made to 

understand the value of justice generally toward influencing the behavior of workers 

particularly how they perceived justice in their organizations. Despite the broad 

literature studied, the researcher has not come across any previous studies that used 

perceived organizational justice as mediating variable on the relationship between 

motivation, working conditions and organizational commitment with employee 

performance even though there are needs and suggestions of earlier studies. Thus, the 

present study tried to fill the gap through examining the influence of perceived 
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organizational justice on the relationship between motivation, working conditions, 

organizational commitment and employee performance. 

 

Moreover, on methodological view, past studies on employee performance adapted 

first generation analytical methods such as analysis of variance, anova, chi-square, 

factor analysis, manova, multiple regression analysis, and regression (Chand, 2010; 

Chaston, 1993). The current research applied Partial Least Square Structural 

Equation Modelling Smart (PLS-SEM) 3.0 which is a second generation analysis 

tool and multivariate that is made for all types of model (reflective or formative 

construct). It can also aid in examining and assessing the relationship between the 

latent constructs with moderator or mediator (Hair, Hult, Ringle & Sarstedt, 2014; 

Hair, Sarstedt, Hopkins & Kuppelwieser, 2014). Applying PLS-SEM in this study is 

considered more suitable as the model is complex; comprising mediator and 

reflective-reflective construct which need a rigorous assessment (repeated indicators, 

two stage approach, treating latent variable scores) as part of PLS-SEM advantage. 

This is also considered as methodological contributions as recommended by the 

study of  Hair et al. (2014). 

 

Based on the issues highlighted above, the researcher has not come across any study 

that integrated constructs such as motivation, working condition, organizational 

commitment and employee performance to be mediated by perceived organizational 

justice. In view of the above-identified contextual, methodological, theoretical and 

practical gaps, the researcher therefore, take a holistic look at the five constructs 

(motivation, working condition, organizational commitment and perceived 

organizational justice) as they relate to employee performance in Nigeria civil 
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service  with particular reference to Sokoto State. Hence, this study answer the under 

listed research questions. 

 

1.3 Research Questions 

Based on the problems stated above, this study answers the following questions. 

 Does motivation, working condition and organizational commitment 

influence employee performance? 

 Does perceived organizational justice influence employee performance? 

 Does motivation, working conditions and organizational commitment in 

relates to perceived organizational justice? 

 To what extent does perceived organizational justice mediates the 

relationships between motivation, working condition and organizational 

commitment and employee performance? 

 

1.4 Research Objectives 

The study is designed to find out the influence of  motivation, working condition and 

organizational commitment on employee performance, with the mediating role of 

perceived organizational justice, it intends to achieve the following aims. 

 To examine the influence of motivation, working condition and 

organizational commitment on  employee performance 

 To investigate the influence of perceived organizational justice on employee 

performance   

 To examine the influence of motivation, working condition and 

organizational commitment on perceived organizational justice 
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 To determine the mediating effects of perceived organizational justice to the 

relationship between motivation, working condition and organizational 

commitment on employee performance. 

 

1.5 Significance and Contributions of the Study 

This study is expected to make important contributions to the general body of 

knowledge theoretically, by integrating motivation, working condition, 

organizational commitment, perceived organizational justice and employee 

performance in one study in order to see their relationship and how they can help to 

solve the lingering problem of poor employee performance not only in the Nigerian 

civil service but to the countries‟ general employee performance as a whole.  

  

This study would contribute to the existing body of knowledge because it will 

investigate on how motivation as a variable could affect or contribute to 

improvement in the employee performance. This research would add to the previous 

understanding of how favorable working condition could lead to an increase in 

employee performance of the Nigeria civil service. The study will go a long way to 

shed more light on how organizational commitment could bring about efficiency and 

effectiveness in the Nigerian civil service. Fourthly, this research would contribute to 

the existing body of knowledge by introducing a mediator to fill the gap established 

in the literature. 

 

Furthermore, the study will be of significance because it will examine the extent to 

which perceived organizational justice could influence the relationship between 

motivation and employee performance. The research would also establish how 
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perceived organizational justice could help to strengthen the relationship between 

working condition and employee performance. This study would assist in bringing 

into the limelight, the level of significance that perceived organizational justice will 

exert, by mediating between organizational commitment and employee performance. 

Although previous studies have discussed some of these variables fragmentaly, 

(motivation, working condition, organizational commitment and perceived 

organizational justice), this study is a holistic one, which will expand more on these 

variables. Furthermore, this study will help to provide additional useful information 

to students, researchers, regarding how to improve employee performance.  

Methodologically, the study would increase to existing literature on motivation, 

working condition and organizational commitment using a quantitative approach. 

The study will help to cover a huge academic gap, existing prior to the conduct of 

this research. The present study will engender academic ideas that can lead to the 

provision of quality employees, research and effective service delivery. The theory 

will be tested in Africa, particularly Nigeria in contrast to the researches conducted 

in other parts of the globe. Practically, this study, will help and guide policy makers, 

administrators, formulate policies geared towards motivating and retaining of 

workers and improve performance as well as recruiting qualified and dedicated 

workers in the Nigerian civil service. 

 

1.6 Scope of the Study 

This research examines the influence of perceived motivation, working conditions 

and organizational commitment on employee performance in the Nigeria civil 

service. The study is limited to information obtained from the employees (civil 

servants) in Sokoto State Nigeria. The selection of Sokoto State from the 
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Northwestern Nigeria is explained by the fact that, the state is one of the oldest states 

created since 1976, with a population of about 4 Million based on the 2006 

population census. Currently it has staff strength of over twenty thousand (20,000) 

(Civil Service Commission Sokoto, 2015). However, due to the low infrastructural 

development, the state is categorized as one of the poorest state in the country with 

an average poverty rate of 81 percent (NBS, 2015). Educationally, the state is also 

listed among less developed states in the country, based on Africa Development 

Information, 54.85 percent of the  population are illiterate (Micaiah, 2012). This 

problem, according to a report by Vanguard Newspaper,  (April 5, 2012)  was caused 

by the inability of the civil servants to discharge their duties effectively. The report 

posits that, most civil servants in Sokoto State spends only three to four hours in the 

office. Also, some civil servants report to the office only when salaries are due 

(Vanguard Newspaper,  April 5,  2012).  

 

The selection is also based on indicators of low employee performance in the state 

which can be seen from the type of measures taken by state government to tackle the 

issue of inefficiency. For instance in an effort to improve service delivery in the 

state, attendance registers were introduced. This is with a view to identify the real 

workers who exist and report to duty promptly (Kware, 2016). In addition, the state 

government noted that, a vibrant machinery will be put in place to monitor the 

performance of civil servants to improve service delivery in the state (Tambuwal, 

2016). 

 

Furthermore, two Head Masters were suspended and salaries of 87 civil servants  

withheld based on low productivity (Shehu, 2016). In a related development, 13,415 
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ghost workers were detected in the State payroll  as a result of two verification 

exercises carried out in 2016, which led to saving over 3000 Million Naira by the 

State (Manir, 2017). The choice of Sokoto State for this research is also informed by 

the scarcity of researches (Tunau et al., 2016) particularly on civil service 

performance in the State. The next part looked at various concepts definitions in this 

study. 

 

Figure 1.1 Map of Nigeria showing location of Sokoto State 

1.7  Definition of Terms 

Employee Performance: Refers to the actions and behaviors of employees in an 

organizational setting that lead to the attainment of organizational goals and 

objectives (Koopmans,  Bernaads, Buuren,  Beek & Vet, 2014). 
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Task Performance: Is the capability with which individuals perform the core 

technical or substantive tasks that are very important to his or her job (Koopmans et 

al., 2014).  

Contextual Performance: Are behaviors that support the organizational, social and 

psychological environment in which the technical core tasks must function 

(Koopmans et al., 2014). 

Motivation: internal and external forces which lead to  work-related behavior, and to 

determine its form, intensity, direction and duration (Altindis, 2011). 

Intrinsic Motivation: means performing an activity for its natural gratification 

rather than for some independent results (Altindis, 2011). 

Extrinsic Motivation: refers to performing an activity subject to receiving outside 

rewards, awards, cash incentive, absence of punishment, commendation or positive 

feedback (Altindis, 2011). 

Working Conditions: refers to  the totality of the interrelationships that occurs 

within the employees and their  environment  of work (Samson & Waiganjo, 2015). 

Physical Environment; This  comprise of the comfort level, ventilation, heating, 

natural lighting and artificial lighting in a place of work (Samson & Waiganjo, 

2015). 

Psychosocial Environment: Means the interactions between the surroundings and 

working conditions, organizational circumstances, functions and work content effort, 

workers individual characteristics and those of individual members of their families 

(Samson & Waiganjo, 2015). 
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Work-life balance has to do with the mixture of relations among different areas of 

employee life and the nature of his work (Samson & Waiganjo, 2015). 

Organizational Commitment: the zeal of an individual worker to remain with an 

organization, come to work on time and carryout his assigned duties effectively 

(Allen & Meyer, 1991). 

Affective Commitment, means the will of the workers to remain in the organization 

(Allen & Meyer, 1991). 

Normative Commitment: means forces on an employee to stay in the organization 

in order to continue to pursue organizational goals (Allen & Meyer, 1991). 

Continuance Commitment: Refers to the employees‟ desire to stay within the 

institution unless it is too expensive to leave the institution or they have no other 

option than to leave (Allen & Meyer, 1991). 

Perceived Organizational Justice: Worker‟s perception of impartiality and equal 

dealings in an organization (Niehoff  & Moorman, 1993). 

Distributive Justice: Is the people‟s views about the fairness in the distribution 

process of resources among workers (Niehoff et al., 1993). 

Procedural Justice : Refers to people‟s perception about how an allocation decision 

is made, or a particular decision is arrived at (Niehoff et al., 1993). 

Interactional Justice: Means the extent to which individuals are treated with 

respect, politeness, and dignity (Niehoff et al., 1993). 
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1.7.1 Organization of the Thesis  

This research will be presented in a sequence of five chapters. Chapter one provides 

the introduction to the study, which is outlined in order of issues relating to general 

background and motivation, a statement of the problem, research questions, research 

objectives, significance of the study, the definition of terms as well as the scope 

which is the area to be covered during the study. Chapter two provides the 

foundation for the study where previous related literatures were reviewed. Concepts 

reviewed includes the dependent variable (employee performance), independent 

variables (motivation, working condition and organizational commitment), mediating 

variable (perceived organizational justice) were extensively reviewed. Underpinning 

theory, Research framework was provided, hypotheses were developed as well.  

 

Chapter three offers the research methodology for this study. It comprises the 

research design, population of the study, sample size and sampling design, unit of 

analysis, operationalization and measurement of variables, instrumentation, 

questionnaire design, and data collection procedure, a technique for data analysis, 

reliability and validity as well as pilot study. Chapter four concentrated on research 

findings. It presents the process of data collection and survey responses, PLS-SEM 

results, major findings, hypotheses testing and discussions of findings was also 

carried in this chapter. Finally, the fifth chapter presents a summary of the key 

findings, managerial, theoretical and methodological contributions of the study was 

highlighted. Equally, limitations and suggestion for future studies and conclusion are 

also provided in the chapter. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This study examines the influence of motivation, working conditions and 

organizational commitment on employees' performance and mediating role of 

perceived organizational justice with particular reference to Nigerian civil service. 

The study reviewed the previous related works with a view to building a strong 

foundation for the study. The key variables discussed are employee performance, 

motivation, working conditions, organizational commitment and perceived 

organizational justice. 

2.2 Employee Performance 

Employee performance has become an important area of concern to organizations. 

This is due to the fact that, the level of success in any organization depends largely 

on how well or bad the performance of its human resource is  (Muda, Rafiki  & 

Harahap, 2014). Also, a good worker's performance will lead to exhibiting 

acceptable behavior by workers, which will contribute to the accomplishment of the 

intended goals of an organization. As it is, organizations are established to achieve 

some specific goals and objectives. These goals and objectives are only attained or 

realized in the organizations through availability as well as effective utilization of
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the resources. These resources are made up of human, material, financial and 

machines. Human resources are the most vital among them (Muda et al., 2014). This 

is because it carries out an important aspect that can lead to the achievement of the 

Organization‟s  goals. Good performance of workers will certainly lead to success 

and also enable organizations to compete favorably with their counterparts globally. 

This explains why workers are regarded as the most vital assets in organizations 

(Abbas & Yaqoob, 2009).  

 

Employee performance is the ability of a worker to accomplish a given task based on 

time and resources allocated by the organization (Sonnentag & Frese, 2005).  Mathis 

and Jackson (2009) believe that performance is related with the value of output, 

quantity of production, attendance of the task, timeliness of output, efficacy of the 

work completed and effectiveness of the work achieved. This explanation is a 

holistic approach to employee performance because it encompassed almost every 

aspect needed to accomplish a job, but this definition has refused to take the cost 

implication into cognizance. Meanwhile, Mangkunegara and Anwar (2005) agree 

that performance of a worker is the work result in excellence and the amount of work 

attained by a worker. In other words, employee performance is the quantity of 

excellent work performed by a worker in an organization. Meanwhile, Prasetya and 

Kato (2011) sees employee performance as the accomplished result of skilled 

employees in some specific period of time. What this entails is that, employee 

performance has to do with the end result of the work of skilled workers, so this 

signifies that employee performance cannot be attained by an unskilled worker. 

Consequently, if organizations need high employee performance, qualified workers 

should be employed.   



 

21 

 

Employee performance can also mean the ability of a worker to carry out a task 

assign to him by the organization within a stipulated time with allocated resources. 

This statement was supported by Bonsu and Kusi (2014) who argued that workers 

performance is the degree to which employees assignments and responsibilities are 

executed. Yeh and Hong (2012) see employee performance as the aftermath after a 

job is completed; it symbolizes the levels of accomplishment of each work. 

Performance is the level of attaining the desired end for both organization and 

individual (Tutar, Altinoz  & Cakiroglu, 2011). 

 

Justine (2015) describes employee performance as the capability of an employee, 

department or section to carry out a given job or duty assigned to him or it. It serves 

as a measure for institutions to assess an individual employee input and output to 

ascertain his or her contribution to the achievement of organizational goal. He went 

ahead to state that, employee performance deals with the implementation or 

execution of duties and responsibilities allocated to a person or organization by a 

constituted authority. Jamal (2011) define employee performance as that process 

through which a worker successfully carries out a specific task within a particular 

time and available limited resources. 

 

Honrby (2001) looked at employee performance in another angle, where he 

maintained that employee performance is an act or method of executing a task 

effectively or badly. His idea concurred with that of Arowolo (2012) who believes 

that employee performance is the  process that involves a lot of efforts that are 

geared towards accomplishing a purpose. He said employee performance is measured 

based on a standard which can determine how well or badly a work is performed; 
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therefore employee performance can be good or poor. In addition to the above, 

Becker and Antuar (2011) concedes that workers performance is evaluated based on 

the performance standard set by the organization. What is clear from these views is 

that performance of employees can either be good or bad depending on the outcome 

of the evaluation conducted by the organization. It is also clear that, every 

establishment has a set standard which is being used as a yardstick for employee 

performance evaluation. 

 

However, it should be noted that all the above definitions considered employee 

performance as a single dimensional variable. But based on the assumptions of 

Compell (1990), Motowildo and Van Scatter (1994), Koopman et al. (2014), 

Sonnentag and Frese (2005), employee performance is considered a 

multidimensional concept. They further argued that in conceptualizing performance, 

one has to distinguish between an action and outcome aspects of performance. 

Therefore, in view of the above, this study will look at employee performance as a 

multi-dimensional variable which comprises of task performance and contextual 

performance (Koopmans et al., 2014). These dimensions were chosen because they 

contribute greatly to the overall performance of the employee (Motowidlo & Van 

Scotter, 1994; Sen & Dulara, 2017; Sonnentag & Frese, 2005), at the same time they 

suits the context of this study.  More so, the selection of the dimensions is in line 

with the studies of (Dulara & Sen, 2017; Govender, 2017; Sen & Dulara, 2017; 

Ugwu & Ugwu, 2017; Zakaria, Suwandi & Hargono, 2017) who also measured 

employee performance using only two dimensions (task, and contextual  

performance). 
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Task performance; simply refers to the capability with which an individual perform 

the basic essential or practical tasks necessary to his or her job (Koopmans, 

Bernaards,  Hildebrandt, Schaufeli., De Vet  & Van der Beek, 2014). It is also define 

as how well a worker performs the duties assigned to him by the organization 

(Borman & Motowidlo, 1997). More so, task performance is the competence with 

which officeholders perform activities that can lead to the technical core of an 

organization (Borman & Motowidlo, 1997). Motowidlo and Van Scotter (1994), 

classified task performance  into two (1) converting raw materials into ready made 

goods (2) and the actions that maintain and service the supply of raw materials by the 

way of providing essential functions that can aid the organization to function 

successfully and excellently through planning, supervising, directing, coordinating 

and staffing. Task performance is also seen as the general performance of individual 

workers that is directly linked to the technical core of the organization through the 

implementation of the organization‟s technical procedure or service and maintenance 

of its desires.  

 

Therefore, task performance comprises of work knowledge, work skills, work quality 

and quantity of workers in the organization (Campbell, 1990; Rotundo & Sackett, 

2002). A successful individual who carries out a task alone and anticipates reward 

will be moved to produce excellent outcome relating to his or her duty in the 

organization. Thus, this individual recognizes personal capabilities; feels equal to the 

task, and ascertain that hard work and dedication will determine the outcome of his 

or her excellent performance in the organization. Task performance is also linked to 

the appearance of individual abilities (Shoss, Witti & Vera, 2012). This is because, 

workers that possess high strength and zeal will spend a lot of effort to complete a 
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job; but workers with lower determination will lose confidence when they experience 

difficulty and also fail to complete the job (Stajkovic & Luthans, 1998). Performance 

can also be viewed contextually. 

Contextual performance refers to the behaviors that support the organizational, social 

and psychological environment in which the technical core tasks must function 

(Koopmans et al., 2014). It is also defined as behaviors and attitudes that can support 

the organizational, social as well as psychological environment within which the 

organization‟s technical core operate (Borman & Motowidlo, 1993; Van Scotter & 

Motowidlo, 1996). The characteristic features of contextual performance include, for 

example, demonstrating strength, shortening peer and group performance, as well as 

communicating and cooperating among employees in an organizational setting. 

Furthermore, contextual performance relates to behaviors that aid the organizational 

psychological and social context in which the job or work is performed; it consists of 

actions such as cooperating with co-workers, volunteering to help and demonstrating 

commitment to work (Borman & Motowidlo, 1993). More so, contextual behaviors 

are considered to be a manner through which a worker can reciprocate to the 

organization; therefore, if a worker is contented with his or her work, there is likely 

hood that, the worker will give more in return by assisting others through contextual 

behavior (Edwards, Bell, Arthur & Decuir, 2008). 

 

Contextual performance occupies a very important position due to the fact that, 

managers tend to give unevenly weight to contextual actions during their general 

performance evaluation (Borman & Motowidlo, 1997; Van Scotter & Motowidlo, 

1996). Therefore, an enabling environment should be intentionally and consciously 

created to provide situations, in which workers can be moved to share ideas, trust one 



 

25 

 

another, work together and involve in negotiations in order to attain improved 

performance and the anticipated organizational goals and objectives. Contextual 

performance assists and increases the situation in which worker and organizational 

goals and objectives are realized and as a result contribute to general performance 

(Borman, White & Dorsey, 1995). In addition to the above, contextual performance 

is associated with the expression of individual worker capabilities (Shossi et al., 

2012). 

 

Furthermore, contextual performance recognizes that, social context which need 

maintenance and support, is what makes individuals to work not their own wishes 

(Van Scotter & Motowidlo, 1996). To add, contextual performance is also a 

collection of relational and volitional actions that aids the social and motivational 

settings in which a job is carried out (Borman & Motowidlo, 1993, 1997). There is, 

therefore, need for the individual worker to understand the potentials of the social 

setting in order to know how they can contribute to its maintenance and support 

(Borman & Motowidlo, 1993, 1997).  

 

In his view, Tutar, Altinoz and Cakiroglu (2011) argued that employee performance 

should be analyzed based on two ways (i) task performance which is concerned with 

technical details of a job (ii) the contextual performance which is made up of 

psychological performance conditions such as willingness, non-compulsory actions, 

presence and motivation. They further state that task performance also consists of the 

role behavior of an employee defined to achieve organizational goals. Tutar et al. 

(2011) also identified some other performance factors such as teamwork, supplying 

customer satisfaction, voluntariness organizational citizenship; organizational 
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reliance and faithfulness which he said are not directly related to the task. Thus, 

according to them are rather known as performance indicators. They also try to point 

out some distinctions between contextual and task performance. That, Task 

performance deals with skills, knowledge and ability of the person, while contextual 

is all about purpose, goals, extra role behavior, self-devotion and intention. Also, task 

performance is concern about the result of the task while contextual is processed in 

such a way it supported organizational culture and atmosphere. The importance of 

employee performance is discussed in the next section. 

 

2.2.1 Importance of Employee Performance 

In their contribution to the topic Koopsman et al. (2013), Justine (2015), Okafor, 

(2013), Muda, Rafiki and Harahap (2014), Robbins and Judge (2007) and Slimane 

(2017) argued that, high employee performance is very important to the individual, 

organization, society and the nation as a whole. Consequently, it can be identified 

that some of the benefits or advantages of high employee performance may include; 

increase productivity; provision of job satisfaction to workers; help to reduce 

psychological problems of workers; leads to active workers participation in their 

duties; develop commitment among workers; lead to improvement in transaction and 

market stock of the organization; help to  increase revenue; and increase in workers‟ 

salaries and wages as well as enhancing mutual relations among workers in the 

organization. 

 

To add, Justine (2015) emphasized that, the important of employee performance 

cannot be underestimated because it helps in the improvement of the organization at 

the same time help in the accomplishment of goals of individual and organization. 
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For instance, the federal civil service commission in Nigeria is said to be effective 

when it can successfully recruit qualified and competent candidates for ministries 

based on the term of its statutory duty. It is also effective if it can perform this duty at 

a lower cost. Dessier (2003) also reveals that, good performance and brilliant 

workers are the powerful force of any type of organization, therefore, it is pertinent 

that institutions or organizations try and struggle to persuade and maintain the best 

workers.  

 

Meanwhile, Njanja, Maina, Kibet and Njagi (2013) have discovered that measuring 

employee performance is an important plan which helps in communicating the 

important goals of an organization. Consequently they outlined some of the various 

parameters for measuring employee performance such as; the quality, that can be 

measured by percentage of work output accepted and rejected; Customers 

satisfaction, this is measured based on customers feedback and customers patronage; 

Timeliness, according to them is determine by the time taken to perform assigned 

work by a worker; absenteeism or lateness, this can be assessed or observed through 

considering the number of days and hours a worker absent him/herself from work; 

achievement of objectives, which are indicated when an employee is able to 

accomplish his or her set goals. When this happened, then it will be considered that a 

worker has performed well. Notwithstanding, employee performance can be 

determined by many factors. 

 

2.2.2 Factors that Determine Employee Performance 

Previous studies on employee performance have revealed that, various factors can 

lead to a satisfactory performance, among them is Ghorbanpour (2014) who 
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identified some of the elements that determine employee performance, these factors 

include among others; skills, motivation, support from the organization, the type of 

job and the type of treatment employees receive and observed from the organization. 

While Kaymaz (2011) argued that performance feedback which comprises of 

training, compensation system, career development and job design has an indirect 

impact on performance. Inayatullah and Palwasha (2012)  believes that performance 

is something that can be conveyed by an individual and that employee‟s performance 

can be affected by three factors, which are motivation, skills and support from the 

organization. But contrary to Innayatullah  et  al. (2012) view,  Kakks, Triralle and 

Fillipan (2010) assert that employee performance can be influence or depends largely 

on three factors which include job stress, satisfaction and motivation. 

 

In his submission, Debela (2014) comment that, performance of a worker is 

influenced  by three major factors which are  ability to perform the job, workplace 

environment and motivation. Chandrasekar (2011) buttress the above claim by 

examining how workplace environment influenced on worker morale, output and job 

performance both positively and negatively. He reaffirmed that people working in an 

environment characterized by poor work designed, unsuitable management, lack of 

mutual understanding between the superior and the subordinates will not be satisfied, 

rather they will be occupied with stress which will eventually lead to low employee 

performance. 

 

More other researches have been carried out that aimed at providing an explanation 

for the variation in employee performance among workers. For example, age, salary, 

gender and stress are been identified as factors that determine the variation in 
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performance among employees (Springer, 2010). He argued that gender differences 

exist as a result of employee performance and sometimes it may result from the job-

gender preference and gender discrimination rather than distinction in job 

performance. In the case of age, Springer (2010) observed that several factors such as 

physical abilities, mental abilities and education and job experiences need to be 

looked into because they form the potentials for employee performance.  Meanwhile, 

in a study carried out by Khan (2012) which was aimed to understand the impact of 

certain elements on the employee performance. The result of the study indicated that 

there exist two factors that influence worker performance which include motivation 

and training. These factors are significantly related to the productivity of workers. 

Therefore, an increase in any of the factors will certainly lead to the growth and 

performance of employees. 

 

Kiruja (2013)  argued that, in a view to performing well, workers need three basic 

things.  First is to have the skills and knowledge of performing the job. Second, to 

appreciate what they do and improve motivation. And third, workers need a 

favorable working environment that may allow them to carry out their task 

effectively. Landy (2010) describes the relevance of motivation to performance that, 

if motivation is totally absent, performance will also be absent even from the skilled 

workers. Likewise, an eager and extremely motivated worker can deliver in spite of 

having some weaknesses.  

  

From the argument above, it is clear that, employee performance is being influence 

by numerous factors such as motivation, support from the organization, nature of job, 

type of treatment employee receive and observed from the organization, performance 
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feedback, satisfaction, teamwork, working condition, training (Akah, 2013; Kiruja, 

2013; Debela, 2014; Shaemibarzoki & Attafar 2012; Khan, 2012; Springer, 2010). 

However, some studies (see for example, Landy,  2010; Kiruja,  2013; Manjula, 

2016; Ghprbanpour, 2014; Inayatullah & Palwasha, 2012; Folorunso, Adewale & 

Abodunde,  2014)  on the other hand, argued that, motivation, working conditions 

and organizational commitment are factors that most influence performance of 

employees. Therefore, this study concentrates on motivation, working conditions and 

organizational commitment as factors influencing employee performance with 

particular reference to public sector organization. 

 

2.3 Motivation 

Motivation originates from the Latin word “movere” which refers to moving.  

Motivation is a multifaceted and well-studied discipline; it is being used in various 

fields ranging from sociology, psychology, education, political science, management, 

accounting and economics. Motivation is what make an individual to act the way he 

acted or as Romando (2007) put it that, motivation is an inside force that triggers 

assertiveness and gives it way. Motivation deals with the procedures that describe 

why, when and how individual action is triggered and directed. 

Motivation refers to the internal and external forces which lead to work-related 

behavior, and determine its form, intensity, direction and duration (Altindis, 2011). 

According to Robbins (2003) motivation is the practices that are contained in 

persuading individuals, direction and continual effort toward achieving a goal. 

According to Tomar and Sharma (2013) motivation is a type of force which 

energizes employees to attain some common goals and objectives. To Celik and 

Sarituk (2012) motivation means the desire within a person causing that person to 
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act. They said people tend to act for one reason to attend a goal. Motivation is seen as 

a procedure that begins by a psychological deficiency or needs that influence 

behavior or a drive that is geared towards achieving a goal (Ajang, 2010). 

 

According to, Eshak, Jidi and Zakirai (2015) motivation is the procedure that 

advances, guides, boosts and preserves actions and performance of workers. They 

said motivation encourage employees to perform actions which can assist them to 

realize a desired task. It also leads to effectiveness and inspired workers to perform 

their work as desired by the organization. Eshak et al. (2015) further argued that, 

motivation is necessary for all organizations, both public and private, this is because 

a highly motivated worker will always be ready to act the way which his or her 

organization will achieve its set goals. So the managers and administrators need to 

understand what and how workers are motivated. Huczynski (2007) argued that 

motivation is the collection of objectives that individual behaviors are centered to 

and the strategies through which these objectives are realized. Bonsu and Kusi 

(2014) see motivation as the practices that lead to worker concentration, direction 

and determination of efforts to achieve set objectives. This definition has three 

important features, intensity, direction and persistence. Intensity deals or is 

concerned with how courageous a worker is. This is the feature that many of the 

researchers concentrate on, in discussing motivation. But, great intensity is not likely 

result to high- outcome unless it is directed in a manner that will assist the 

organization. Thus, there is a need to take into account, the value determination as 

well as its concentration. Also, motivation has a perseverance dimension. That is for 

how long a worker can sustain determination. Motivated people remain with a duty 

for sufficient period so as to realize their set goals or targets. 
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Islam and Zaki (2008) also asserts that motivation is what moves people from 

boredom to interest; it is like a steering wheel of a vehicle which dictates people‟s 

activities. In their research, titled motivation; a Malaysian perspective, they found 

out that, some motivating factors such as Demographic factors example age, race, 

education has significant effects on employee performance. They noted that, 

motivation is to push or encourage the inner self which is subjective to a variety of 

features, which are: the necessity to sustain life, the requirement for security through 

policy and social regulation, job safety, appreciation, admiration and self-

actualization needs which in agreement with (Priyono, 2006). In his contribution to 

the debate, Hasibuan (2002) comments that motivation is the providing of an 

electrical energy that can lead to jobs enthusiasm of an individual which will allowed 

employee to work efficiently and incorporated with all the determinations to realize 

the desired contentment. Moekijat (2001) is of the view that motivation is that zeal or 

willingness to do something. That is to say, the need of an individual is what 

determines his motivation. This concurred with Handoko (2001) idea who observed 

that motivation is the fulfillment of a person‟s personal needs that inspires him to 

carry out certain actions in order to accomplish a goal. 

 

Helepota (2005) view motivation as an individual active partaking and obligation to 

achieve set outcomes. He stressed that the concept of motivation is difficult to define 

because different methods can give different results at diverse periods and there is no 

single plan that can produce a generalizable result at all times. What is clear from the 

above is that there are difficulties in determining factors that motivate workers, due 

to the nature of the behavior of workers. What tends to be a motivator for one worker 

may not apply to the other. In a related development, Maxwell (2011) is of the belief 
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that  the term motivation is very difficult to define because you cannot observe it, he 

said it not easy to get definition to motivation, then it is simple to identify what is not 

motivation he therefore, listed what are not motivation as follows. Motivation is not: 

(1) directly noticeable, (2) the same as contentment, (3) always aware, and (4) 

directly manageable. Motivation is not directly noticeable because, it is something 

within that made individuals to act in a specific manner to achieve specific aims. It is 

possible to perceive the outer indicators of motivation, but motivation cannot be 

perceived. 

 

According to Tomar and Sharma (2013) motivation is a type of force which 

energizes workers to attain some universal objectives. They said organizations 

whether public or private is set up to achieve certain goals and objectives, to attain 

these goals organizations put all efforts that are geared towards achieving them.  

They further argued that, if individual workers are not inspired to usage the 

capacities found among in them during the engagement process, the anticipated 

outcome desired from them may be very difficult to be accomplished. Similarly, for a 

worker to be inspired, his wants and desires most be accomplished. Therefore the 

contentment of the workers signifies an important aspect of the motivational 

procedure. Thus, a contented worker would surely assist in the attainment of 

institutional aims. On the other hand a discontented worker, can exhibit attitudes 

which may be detrimental to the organization and hence made it difficult for it to 

achieve its target (Tomar et al., 2013). 

 

 Robert  Denhardt, Janet, Vinzant and Denhardt (2008) noted that the procurement of 

cash incentive may be an extrinsic promoter, but it is simply the indicator of the 
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inner determination to realize intrinsic wants like buying food, settling rent for 

shelter, or obtaining great social status. Denhardt et al. (2008) also try to differentiate 

between motivation and satisfaction; he maintained that motivation is contentment, 

because contentment is concerned with the past, while motivation focused on the 

future. For example, an employee may be contented by a certain package in an 

organization, but there are many instances where he is motivated in order for him to 

continue what he has been doing.  

 

The above definitions appear to have pulled common elements which may be said to 

symbolize the phenomenon of motivation. So, whenever motivation is being 

discussed, the primary concerns are:  

A What boosts human conduct? 

B  What guides such conduct? 

C  How is conduct maintained or continued? 

 

Each of the above three elements represents an important factor in understanding 

human behavior at work. People work in order to attain some objectives they cannot 

achieve as individuals. However, in some instances, they have to be stimulated so as 

to perform effectively, it is not easy to find workers in an organization who are 

determined to work effectively to achieve the organizational goal without being 

motivated (Anuj & Anita, 2015). It should be noted also that, the concept of 

motivation is universal, but motivational factors are not. That is, employees are not 

motivated by the same factors or needs. Available evidences by researchers has 

shown that, there exist a variety of differences in the motivational elements, some 

researchers are concerned with fat salaries and wages, others are more interested in 
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status and prestige while some are more concern with followership and comradeship 

of their working colleagues and some enjoyed the work itself (Robbins & Judge, 

2003). The problem faced by Managers and administrators is how to translate what 

they understand about human needs in general to the specific needs of a particular 

employee and the actual means to achieve these needs. Therefore, the various kinds 

of motivations are discussed in the following section. 

 

2.3.1 Dimensions of Motivation 

 

 Intrinsic motivation: means performing an activity for its natural gratification 

rather than for some independent results (Altindis, 2011). An individual is 

intrinsically motivated when he is moved to do something for pleasure rather than 

because of external push, pressures, or incentives. Chris and Cebollero (2014) argued 

that, intrinsic motivation is a situation when an individual motivation arises from 

factors within. They said intrinsic motivation gave an employee‟s zeal to carry out a 

specific task once the result reflects his belief system or fulfills a desire. Intrinsic 

motivation is whatever an individual do for the sake of personal accomplishment and 

delight. According to Yperen (2003) examples of intrinsic features are stimulating to 

work, appreciation, advancement, enjoyment, accomplishment, and a sense of 

competence. 

 

Extrinsic Motivation: refers to performing an activity subject to receiving outside 

rewards, awards, cash incentive, absence of punishment, commendation or positive 

feedback (Altindis, 2011). Extrinsic motivation is the direct opposite to intrinsic 

motivation; it refers to doing some things for instrumental value. Extrinsic 
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motivation on the other hand comes from outside factors which are normally 

controlled by other individuals. Example includes wages and salaries, benefits 

packages, bonuses, monthly award and others (Adzei & Atinga, 2012; Ayobami, 

2008; Ryan & Deci, 2000). Dawn and Hitt (2010)  also claimed extrinsic motivation 

deals with conduct subjective to receiving outside rewards, awards, cash incentive, 

and absence of punishment, commendation or positive feedback, are examples of 

extrinsic motivational elements 

 

 Simon (2010) reviewed the advantages and disadvantages of intrinsic and extrinsic 

motivation. He reveals that both types of motivation may have different effects on 

performance. But intrinsic motivation, according to him have a number of 

advantages over extrinsic motivation because there is evidence pointing to the fact 

that, intrinsically motivated individual have more chances for advancement than  

extrinsically motivated individual and that intrinsically motivated people were able 

to develop high regards for acquiring different of course knowledge without the 

inclusion of external rewards or incentives, but extrinsically motivated individuals, 

they rely merely on compensation and anticipated results to act as an agent for their 

motivation.  

 

Gillet,Vallerand and Lafreniere (2012) carried out investigation on school intrinsic 

and extrinsic motivation and motivation as a function of age with 1,600 samples. The 

results show the following; first, a regular reduction in intrinsic motivation and 

extrinsic motivation from 9 to 12 years, a gradual steadying till the age of 15  and 

rise after that point. Secondly, non-self-determined extrinsic motivation reduces up 

to 12 years old and a gradual steadying after that point. Thirdly, motivation was 
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relatively short and steady starting from about the age 9 to 17 years. The findings 

also show that teacher independence supports mediated between the age-school 

motivation relations. The result also shows that the intrinsic and extrinsic 

motivations can exist and possibly work together to stimulate job commitment. The 

researchers, therefore, stresses the importance of improved comprehension of the 

instrument through which lesser intrinsic motivation and self-determined extrinsic 

motivation in elder students will, in the long run lead to suitable interferences and 

optimum inspiration in students of entire ages. 

 

A research designed to examine and assess the possibility of combining intrinsic and 

extrinsic motivations was carried out by Hayenga and Henderlong (2010) based on 

343 sample size. The result shows four different motivational outlines, those with 

elevated levels of the types of motivations (high quantity), short levels of intrinsic 

and extrinsic motivations (low quantity), elevated intrinsic combined with short 

extrinsic motivation (good quality) and short intrinsic combined with elevated 

extrinsic motivation (poor quality). At the end, it was found that students in the 

elevated intrinsic combined with short extrinsic motivation obtained higher scores 

than their counterpart in another group with lower quality motivation. 

 

In a related development, Lemos and Veríssimo (2014) conducted a study aimed at 

investigating affiliation between intrinsic and extrinsic motivation using 200 students 

as sample. The results show that intrinsic motivation is strongly associated with 

better goal attainment while there is a negative connection amongst extrinsic 

motivation and student‟s success by the end of rudimentary school. Hasegawa, 

Ugurlu and Sakuta (2013) carried out a study aimed at understanding student 
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efficient attitudes towards e-learning and exploring the various types of intrinsic and 

extrinsic motivation behindhand student behaviors. A chain of individual data was 

obtained from many sources, including qualification examination results, e-learning 

system as well as learning management system. After the analysis, it was found out 

that students who concluded the e- learning contents obtained higher grades in the 

qualification examination and had a higher intrinsic motivation to procure self-

respect even if they had a smaller amount of interest in programming. 

 

More recently, Makki and Abid (2017) studied the impact of the aspects of 

motivation intrinsic and extrinsic motivation on workers‟ task performance using 

instruments adopted from Amabile (1994) and Goodman and Svyantek (1999). The 

finding reveals that, the two dimensions of motivation are positively related to 

workers task performance and that female workers valued intrinsic motivation in 

contrast to the males. The study therefore recommends provision of both intrinsic 

and extrinsic motivation to workers in a view to increasing their performance. The 

above finding is in agreement with that of Yousaf,Yang and Sanders (2015) who 

investigated the relationship between Intrinsic and extrinsic motivation on Task and 

Contextual Performance in Pakistan. The research collected data from 181 

respondents and employed the Baron and Kenney (1986) and Preacher and Hayes 

(2008) method for assessing multiple mediators concurrently. The result proves that, 

both the dimensions of motivation are positively related to task and contextual 

performance. 

 

From the above, it is clear that, many studies were conducted with two dimensions of 

motivation (see, for example, Chris & Cebollero, 2014; Gillet, Vallerand & 
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Lafreniere, 2012; Lemos & Verissimo, 2014; Hasegawa, Ugurlu & Sakuta, 2013; 

Hayenga & Henderlong, 2010; Simon, 2010). However, most of these studies were 

not conducted in the Nigerian context, at the same time very few or none of these 

studies use employee performance as the dependent variable. The current study, 

therefore, apply the intrinsic and extrinsic dimensions of motivation with employee 

performance as dependent variable because they create more chances for 

advancement, knowledge, satisfaction and reward incentives for employees (Simon, 

2010). According to Altindis (2011) that motivation is measured using two different 

dimensions which are intrinsic and extrinsic motivation. Following his argument this 

study also measured motivation using these two dimensions. Moreover, the 

relationship between motivation and employee performance is discussed in the next 

section. 

 

2.3.2 Motivation and Employee Performance 

Previous studies have revealed that motivation tends to increase performance, this is 

due to the facts that, motivation help to move workers into action improves the level 

of efficiency as well leads to the attainment of organizational goals. It creates mutual 

understanding between superior and subordinates and also leads to stability in the 

organizational workforce (Nadeem, Ahmad, Abdullah & Hamad, 2014). This 

assertion was buttressed by past studies on the effect of motivation on employee‟s 

performance of Kenya Commercial Bank in Migori County conducted by Omollo 

(2015). The result of the study showed that a positive relationship exists between 

motivation and employee performance. 
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The study by Kreye and Kreye (2016) examined how motivational factors can 

contribute to workers motivation in product- service providers PSP using both 

primary and secondary data. The outcomes revealed that intrinsic motivation factors 

play a vital role in motivating PSP workers. In contrast, extrinsic motivation aspects 

such as feedback from colleagues and superiors and work–life balance shaped the 

work setting in the form of performance flexibility and feedback were therefore less 

significant. In their work, Tomar and Sharma (2013) found out that positive 

relationship occurs between motivation and higher productivity, they also pointed out 

some motivational factors that influence productivity which includes; 

intrinsic/extrinsic motivation, cognition and environment.  

 

The study of  Kuranchie-Mensah  and Amporisah-Tawiah (2016) empirically relates 

employee motivation and its effect on performance in Ghanaian Mining Companies. 

Through exploratory research design, the results reveal that workers of the mining 

companies under investigation are motivated by the two types of motivation 

(intrinsic and extrinsic), with more emphasis on high remuneration. The study 

therefore concludes that good compensation system is the best motivating factor. The 

above result concurred with that of Emeka, Amaka and Ejim (2015) that extrinsic 

motivation provided by the organization seems to have more influence on  workers  

performance. This, according to them is in line with the provision of Equity theory 

which stresses that fairness in the payment package has a tendency in higher 

performance from workers. The study, therefore, recommended that organizations 

should emphasize more on extrinsic rewards.  
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Similar result was recorded by Abah and Paul (2016) in their study  the consequence 

of workplace motivation on employee performance. They recommend that 

organizations should provide suitable motivational systems that could satisfy the 

worker‟s needs. Salary/incentives was also find to be significantly related to job 

performance in a study conducted by Onoyase (2017) the study further suggest that 

there should be regular payment of workers‟ salaries and allowances. The findings of 

Andy and Zhou (2017) concluded that the  achievements of any organization rest on 

how well its employees are motivated. Shahzadi, Javed, Pirzada, Nasreen and 

Khanam (2014) try to find out factors that impact on workers motivation, and the 

degree to which motivation influences employee performance using 160 teachers of 

Government and Private Schools in Pakistan. The result showed that a positive and 

significant relationship exists between the two variables (employee motivation and 

employee performance). 

 

The study by Ogbogu (2017) established that regular payment and provision of 

welfare, favorable working environment, opportunity for autonomy, innovation and 

creativity and innovative thinking provided by the job as well as training opportunity 

motivates workers to perform their jobs efficiently. The result further discovered that 

the motivational procedures desired by the employees that would make them perform 

better. The motivational procedures include: recognition, provision modern working 

facilities and increase salaries among others. Similarly, results from the exploration 

carried out by Rachel (2015) shows that, training and reward have positive relations 

with motivation and employee performance as illustrated on regression results. 

Though, the statistics attested that reward had the highest number of score of 2.725 

in contrast to training with a mean of 2.625. Consequently, the study resolved that 
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these constructs must be given a considerable attention to ensure that each one is 

rendered what it deserves in order to improve workers performance in the 

organization.  

 

Motivation is regarded as a key element of work performance for employees (Aduo-

adjei, Emmanuel & Forster, 2016). In a research conducted on motivation and 

workers performance in Health sector in Ghana, it was discovered that extrinsic 

motivational programs have a significant influence on the work performance. 

Motivation is relevant for organizational performance this is because a motivated 

employee is physiologically firm, psychologically composed and socially inclined to 

effectively perform his/her duties with the required devotion. In addition to the 

above, motivation is considered a good thing or an effective mechanism adopted by 

organizations in order to improve performance. For this reason, administrators and 

managers most value what energies employees and channeled resources toward 

programs aimed at motivating workers with a view  to get the maximum productivity 

from employees (Aduo-adjei et al., 2016). 

 

 Formenky (2015) carried out a study on the impact of motivation on employee 

performance, the results reveals that labors will be ready to exhibit productive 

behavior when their efforts are been rewarded. At most times, they value financial 

rewards more than other types of rewards example, getting leave or having 

motivational consultations. While some employees want to be upgraded to upper 

management positions because for them, that is excessive deal of appreciation for a 

job well completed and also a good motivator. It is therefore of paramount 

importance, that organizations put in place very good motivational mechanisms in 
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order to acquire maximum performance from their employees; this is due to the fact 

that, appreciating the major financial and nonfinancial motivating elements is very 

vital for active work performance among workers.   

 

It was disclosed that the most satisfying elements for both men and women, are the 

work conditions and nature of work and monetary incentives appear to be the less 

satisfying, irrespective of hierarchy, level of education, age and gender 

(Chatzopoulou, Vlachvei & Monovasilis, 2015). Their study result also demonstrates 

that, even in case of economic downturn stimulating work and just treatment, fair 

evaluation and high salary are the motivating elements with the uppermost scores. In 

addition, the research conducted by Srivastava and Barmola (2011)  on the role of 

motivation in higher productivity, they argued that motivation is simply something 

that makes workers put in extra efforts and energy into what they do to achieve a set 

goal. They conceded that workers are motivated to perform well when the work is 

meaningful to them and at the same time if workers‟ beliefs they have a sense of 

belonging and responsibility for the outcome of their assigned jobs. 

 

A research conducted by Oladimeji et al. (2012) was with the objectives of 

examining factors that can encourage workers in the Local Governments in Kwara 

State of Nigeria and to attain greater performance. The research was made up of 

seven selected Local Governments, out of the seven hundred (700) questionnaires 

shared out only six hundred and twelve (612) were giving back equally a simple 

percentage was used in the analysis. The study discovered that high salaries and 

allowances, job security, working conditions and promotion has a positive 
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relationship with employees‟ productivity and there is a very weak relationship 

between strict supervision and performance. 

 

Alalade and Oguntodu (2015) study was aimed at examining the effect of motivation 

on workers‟ productivity in the Nigerian Banking Sector. Out of the 80 

questionnaires distributed to workers of selected the banks, only 67 were returned. 

Simple Linear Regression was adopted as a method of analysis the results of research 

show that there is substantial influence between motivation and employees 

performance. The study, therefore, suggests that, employers should consider the use 

of rewards and other motivational mechanisms to improve employee performance. 

 

The survey conducted by  Reza and Abadi (2016) was aimed to enlighten the impact 

of worker motivation on service delivery technique which is a very vital feature in 

the employee performance. Data was collected through questionnaires shared to sets 

of population workers and customers. 284 sample from workers and 384 customers 

were selected using a stratified random sample. The findings show that motivation 

positively impacted on the variables which confirmed that motivation is an important 

predictor of service delivery.  

 

In his work, titled the impact of employee motivation on organizational performance, 

Muogbo (2013) discovered that a positive correlation exist among employee 

motivation and employee performance. He reveals that the type of motivation 

received by workers from their organizations determines their performance. This he 

said, is in agreement with the postulation of Equity theory which stresses objectivity 

in the remuneration of workers. Muogbo (2013) also, agrees with the notion that 
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money is the main fundamental inducement factor and that no other motivational 

factor can be compared to it because according to him, cash has the influence to 

entice, preserve and inspire an individual towards greater performance. He cited an 

example with the scientific management approach which attached importance to 

money as far as motivation of labor issue is concerned.  

 

In a related development, Ismaijli and Krasmiq (2015) conducted a research on 

motivational factors influencing the civil servant performance in Kosovo. They 

reveal that, a lot of factors such as, raise in wage, workload, safety, rewards, 

organizational culture and leadership, all have different level of influence on 

performance. But salary is the most important motivating factor for employee 

performance. They also maintain that, if employees are not contented with the wage 

level, they argued that this has a negative influence on the output of civil servants in 

local public administration, which result to, not only low productivity but also 

increase the opportunity for corruption under public sector. 

 

Contrary to the above views of Ismaili and Krasmiq (2015), Ciobanu and 

Androniceanu (2015) carried out a study aimed at providing a comprehensive 

analysis of the factors that motivate Romanian civil servants, in this study they found 

out that, civil servants work environment stimulus is affected by matters that are 

connected to day to day activity, like leadership style, content of job performance or 

level of independence enjoyed by workers in performing their duties not lower wages 

and salaries. 
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Tampu (2015) argued that, motivation remain an important tool for enhancing 

employee performance. He said, absence of motivation can lead to poor 

performance, and that when motivation is restricted to either intrinsic or extrinsic, 

motivation will be very weak. Tampu (2015), therefore, recommend that, 

organizations should try to understand worker‟s needs at a particular point in time, 

because it is will be very difficult for organizations to combine intrinsic and extrinsic 

motivation at same time. Likewise, Mambea and Obwogi (2015) used a sample of 83 

workers selected through stratified random sampling to examine the effects of 

motivation on employees performance. A self-administered questionnaire was used 

to obtain the relevant information from the respondents. The result of the study 

discloses that reward (motivation) play a significant role toward enhancing the 

performance of employees. 

 

Results from Salleh, Dzulkifli, Abdullah and Yaakob (2011) research, reveals that  

motivation is positively related and highly significant with job performance. Workers 

with a greater level of affiliation motivation and with a stronger inclination to shape 

interpersonal relationships with others are more likely to perform in their job. In an 

Empirical research conducted with 269 respondents from the management 

Balachandar, Panchanatham and Subramanian (2010) has discovered a number of 

factors that affect employee motivation. They said, workers can be moved by 

features like appreciation, job safety, independence, financial incentive and training. 

Once the application of these features tallies with the worker‟s needs, they will be 

contented and hence improve their work outputs. Furthermore, Singh (2005) reveals 

that, apart from the monetary and non-monetary incentives, job situation can also 

affect motivation in the organization. In his research titled, place, environment, 
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culture and climate represent job situation. It was also discovered that there exists 

significant influence amongst job condition and motivation.  

 

Likewise, Zameer, Ali, Nisar and Amir (2014) study survey the link between 

motivation and performance of employees in Pakistan beverage industry. The 

findings show that the motivation can significantly influence employees‟ 

performance. The outcome further suggests that, motivated employees increased the 

chances of goal attainment in organizations. It can be concluded that if organizations 

put their emphasis on employees‟ motivation it will certainly lead to a positive 

improvement in employee‟s performance. Meanwhile, Anwer, Jaffar, Ali, Ali and 

Ali (2015) argued that poor compensations system and unfavorable work 

environment is affecting the satisfaction of workers. Similarly, Drakopoulos and 

Grimani (2015) carried out a study based on data gathered from 33 European 

countries and Turkey, disclosed that, reduction in salaries and wages have negative 

influence on job satisfaction and emotional wellbeing. In the same vein, Ankudinov, 

Lebedev and Sachenkov (2015) study in Russia exposed that the nature of work and 

financial inducements have the highest effect over job satisfaction. 

 

The study of Adebiyi (2016) reveals that a positive relationship exist between 

motivation and employee performance. The findings of Abusama, Haming and 

Hamzah (2017) also established that motivation of teachers plays an important 

contribution to performance and job satisfaction.  This concurred with the conclusion 

of  Tanku and Tanku (2017) result in his study of performance, and its impact on 

motivation. The findings of Usman and Usman (2017) disclose that, worker‟s 

motivation and training have a significant relationship with banks performance. The 
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study used simple random sampling as technique   which provides population with an 

equal chance of being selected in an investigation. Mani (2002), conducted a study 

and discovered that appreciation and high salary were the most active persuaders. It 

further reveals that good pay and appreciation were important motivators especially 

in academic institutions.  

 

Presently organizations use many types of incentives such as payment, promotion 

and bonus in order to promote a high level of motivation and performance of workers 

(Ali & Ahmed, 2009). Therefore, rewards have become a vital apparatuses to ensure 

a good worker performance of the organization by inducing individual or group 

conduct. Tella (2007) argued that whenever fat salary become a motivator, the senior 

members of the organization  must consider the structures of salary which should 

consist of payment according to performance, allowances, fringe benefits and 

pensions. It must be fair and transparent to each worker, depending on their work 

performance. All things being well, the rewards will contribute heavily to achieve 

effectiveness and gain the loyalty of workers. 

 

Kalhoro, Jhaital and Khokhar (2017) surveyed the effects of the dimensions of 

motivation (intrinsic and extrinsic motivation) on commitment and performance of 

bank officers in Pakistan. The study distributed 500 questionnaires out of which only 

250 brought back and 223 were used for further analysis. The result shows that, the 

two types of motivation have significant relationship with performance. The study, 

therefore suggest that organizations should value workers motivation so as to 

enhance organizational performance. Furthermore, it was found out that many 

modern researchers have attempted to provide answers to the question of the main 
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motivational features that satisfy workers. For example, Houston (2000)  findings 

reveal that expressive work was the most appreciated motivational feature for both 

workers of private and public organizations. This was followed by income of the 

private organizations and chances for promotion for public institutions. Also, 

prominence was given more on job security in the case of the public sector and high 

salary and wage were the fourth on the list of priorities.  

 

 Ryan and Deci (2000) carried out an experiment aimed at displaying the adverse 

effect of cash incentives on intrinsic motivation and employee performance. A group 

of school students was assigned to work on a motivating puzzle. Some of them were 

rewarded while others were not rewarded for the work. At the end, those students 

that were not rewarded worked longer on the puzzle and found it more interesting 

than the students that receive a reward. When the research was carried to a work 

environment setting, workers felt that their conduct was being focused in a 

desensitizing and estranging manner by the incentives. It was revealed that money 

would extremely affect worker motivation to perform a job being rewarded or one 

similar to it, anytime in the future. In addition, it was also observed that workers 

would anticipate to be paid each time the job was to be carried out if the incentive 

was presented for the first time. Workers would also expect incentive so as to 

perform the job and even more of what was offered before. If there were no 

increment in the pay, it would result in a decrease in performance. 

 

Yawe (2010) carried out a study using university of Makere in Uganda as a case 

study. The study examines the effect of motivational features on teaching, research 

activities, and community development service. The conclusions show that 
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motivational factors are meaningfully related to lecturers teaching and research 

activities. It also indicated that motivational features are not related to lecturers‟ 

community development services. It was therefore established that motivational 

factors do have a direct and substantial effect on lecturers‟ teaching and research 

undertakings. Oroni, Iravo and Elijah, (2014) used a descriptive survey research 

design, 200 permanent and 300 temporary workers  from a tea industry in Kenya to 

examine the relationship between motivation and their performance. The study used 

a mixed method to collect data (questionnaires and interview). The result of the study 

may allow the management of tea factories to create factors responsible for 

motivation of the workers in the factory. There is the need for the organizations to  

enhance motivation through bonuses and incentives to increase employee 

performance.  

 

The research carried out by Abdulsalam, Abubakar and Mawoli (2012) which aimed 

at investigating the impact of motivation on job performance of academic Staff of 

Universities in Nigeria, the study used 219 population sample, at end it was found 

that motivation is highly significant to performance of academic staff  but it  does not 

exercise  significant bearing on academic staff‟ research output. This indicated that, 

academic staff should be sufficiently motivated to assist in actively imparting of 

knowledge to students, so as to uplift the standard of education and solve the lasting 

problem of radical falling standard of education in the country. 

 

Achim (2013) investigation discovered that, majority of the workers about (72 

percent) believes that high pay is the best motivational factor. Only 20 percent of 

them agreed that promotion can motivate them. The least percentage was recorded by 
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moral reward 8 percent and this can only be if they are being accompanied by 

money. Consequently, the scholars settled that the best motivator is money. Cash 

incentive also appears to play an important role in determining employee‟s 

performance in Pakistan, this was proofed by a study carried out by Anwer, Jaffar, 

Ali, Ali and Ali (2015)  on 93 workers of National Commission for Human 

Development (NCHD). The researchers discovered that poor compensation system 

and lack of favorable work settings has impacted greatly on the employee‟s 

performance.  

 

Thaliath and Thomas (2012) carried out a survey, on motivation and its impact on 

work behavior of the employee, at the end they discovered that employees choose to 

work in an organization based on high salary and the reputation of the company. The 

workers were satisfied with the pay they receive and were very happy with the jobs 

they perform.  The employees do understand that past performance and seniority will 

be the yardstick for their future promotion. The employees were also contented with 

their jobs and were found to be highly committed to achievement of organizational 

goals.  

 

Rino and Rafika (2017) in their work titled The Relation Leadership, Organization 

Culture and Work Motivation on Employees Performance identified three elements  

that are involve in work motivation which are, the need for achievement, the need for  

influence and the need for cooperation. Based on the empirical results of their study, 

work motivation is positively related to performance. This means that, the better the 

motivation of workers the more the workers‟ performance will be boosted. Therefore 

the role of work motivation cannot be over emphasized. 
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Mulwa (2003) carry out a study on employee performance in public audit institutions 

in Kenya. In the survey, he explained clearly several motivation models, such as 

Abraham Maslow's hierarchy of needs, Hertzberg's two-factor theories and the 

Equity theory of Adams. The result indicated that motivation is a crucial element for 

high employee performance, effectiveness and sustainability of organizations and the 

workers are its agents and its live wire. He also agrees that motivation is not a 

temporary, or ad-hock phenomena rather it is supposed to be sustained so as the 

organization will continue to move.  Robinson, Michael and  Moeller (2010) believe 

that a motivated worker, feel a smaller amount of fatigue, like their jobs, and this 

leads to better physical and mental health condition. At the same time, motivated 

employees are more committed and loyal to their workplace. They are also more 

talented, skilled, creative, innovative, and show more respect as well as more 

dedicated to the realization of institutional goals.    

 

It is important to note that, motivation does not really translate into performance on 

its own. For example, workers may be well motivated, but can refuse to perform to 

expectation due to problems for instance, poor management, inadequate training, or 

lack of modern equipment. Again, workers may be poorly motivated but because of 

the availability of the aforementioned, they can perform well. This shows that 

motivation can only lead to employee performance when some conditions are met. 

 

From the above, it is clear that, many studies have been conducted on motivation and 

employee performance both in Nigeria and beyond. These studies have proven that 

motivation tends to increase performance, help to move workers into action, 

improves the level of efficiency as well as leads to the attainment of organizational 
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goals. It creates mutual understanding between superior and subordinates and also 

leads to stability in the organizational workforce (Chatzopoulou, Vlachvei & 

Monovasilis, 2015; Ciobamu & Androniceanu, 2015; Formenky 2015; Nadeem, 

Ahmad, Abdullah & Hamad, 2014). However, most of the studies that were 

conducted in the context of Nigeria used qualitative method even the few  that used a 

quantitative approach focused on the private sector organizations (see for example 

Adeola & Adebiyi, 2017; Alalade & Oguntodu, 2015). Therefore, this study 

concentrates on the influence of motivation on employee performance in the public 

sector organization using a quantitative method. The relationship between motivation 

and mediating variable (perceived organizational justice) is discussed in section 

below. 

 

2.3.3  Motivation and Perceived Organizational Justice 

Organizational Justice is an important construct acting on employee‟ motivation 

level in both public and private establishments (Celik & Sarituk, 2012). A lot of 

studies have been carried on the influence of organizational justice on employee 

motivation these may include the study of Hannam and Narayan (2015) who 

discovered that, intrinsically motivated workers always perceived their work 

environment as fair which can lead to increase in performance. The study also 

reveals that distributive and interpersonal justice significantly mediated between 

intrinsic motivation and creativity. This is in line with the study of Celik and Sarituk 

(2012) who carried out an experimental study on the influence organizational justice 

on employee motivation. The result reveals that, there is a positive relation between 

the three elements of organizational justice and motivation. Equally the study 

discovered that there are negative and positive factors that influence worker 
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motivation. The study argues that organizations that treat their workers in a just 

manner, their workers will develop positive attitudes and trust which may lead to the 

attainment of organizational goals. On the other hand, negative attitudes will be 

developed by employees that are not fairly treated by their organization and this 

could be detrimental to the organization. The study, therefore, recommends that 

Managers/ administrators should attach importance to the field of organizational 

justice.  

 

A research aimed at determining the influence of organizational justice view on 

motivation was carried out by (Abbasoglu, Tengilimoglu & Ekiyor, 2016).  In the 

study analysis, tools such as T test, Regression, ANOVA and Correlation were 

employed. The findings indicated that organizational justice has a high influence on 

motivation and that justice is regarded as one of the most vital element for ensuring 

motivation. Oren,Tzinter, Nahshour and Sharon (2013) studied the links between 

organizational justice, Citizenship behavior, work motivation and self-efficacy using 

151 as sample. At the end of the study, it has discovered that, organizational justice 

is a good predictor of work motivation and OCBS can be influenced by work 

motivation. 

 

Meanwhile, results from the study carried out by Imran and Allil (2016) suggest  that 

the types of justice interactional, distributive and procedural justice perform a 

significant role in consolidating workers retention. Therefore, organizations should 

devote their energies in recognizing factors that can aid workers retention, which 

include organizational justice among others. Because if workers observe that their 

organization is handling them equitably and fairly based on how they contribute to 
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the organization, their loyalties will increase and this can motivate them to remain in 

the organization hence improve productivity.  

 

A research that examine how observed organizational justice is correlated to 

workers‟ job-related behavior was carried out by Choi (2011). In the research the 

three approaches of organizational justice were measured by 2005 Merit system 

protection Board investigation. The outcome of the study shows that distributive, 

procedural and interactive justice is positively related to job satisfaction and trust in 

the organization. The result also indicated that all the elements of organizational 

justice are negatively related to workers turnover intention. Meanwhile, in a research 

conducted by Ghazi and Jalali (2017) it was discovered that, apart from feedback, 

entirely job related characteristics impacted on all aspects of job motivation. Also, all 

job motivation and organizational justices apart from interactional justice have an 

influence on OCB.  

 

Is was discovered by Alhaji and Fauziah (2012) that motivation enhanced the overall 

working habit of workers in an organization and that the organizational commitment 

has contributed to organizational effectiveness through motivation. But according to 

them, this may not be the case in some special situations, where motivation does not 

influence more employee working habit. They further argued that, different workers 

have different types of motivational factors. For instance, workers with extrinsic 

motivation factor will be more interested in distributive justice, while workers with 

intrinsic motivation factor will be more concerned with a fair procedure. They 

recommended that the managers and administrators must be able to control employee 

motivation aspect and to maintain fairness in the establishment. 
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The research conducted by Balochian (2013) was aimed at investigating the 

perceived organizational justice on employee satisfaction with the level of pay. The 

study was descriptive and correlational, using a simple random sample a total of 54 

participants were selected in government organization. At the end the findings 

disclosed that there is a substantial connection between organizational justice, 

distributive justice, procedural justice, information justice and interactional justice on 

the one hand and employee level of satisfaction with pay. In addition to the above, 

the study by Alvi and Abbasi (2012) proofs that justice  to senior practitioners in 

banking sector of Pakistan that, to erect justice in all organizational processes and 

systems can warranty satisfied, faithful and committed workers, which will minimize 

turnover and improve efficiency and effectiveness in the organization. 

 

A study carried out in Adiyaman University by Celik and Sarituk (2012) was aimed 

at examining the degree of influence of the relationship between organizational 

justice and motivation. This research employed two techniques to collect data i.e. 

literature review and questionnaire. 130 people comprising academic and non- 

academic staff participated in the survey. The study, perceives organizational justice 

through three dimensional points of view, namely, procedural, distributive and 

interactional justice. The findings of research reveal that, significant positive 

relationship exists between the three types of organizational justice and motivation. It 

was also disclosed that, there exist some factors that can influence worker motivation 

both positively and negatively. These factors, according to them include effective 

reward system and fair treatment of employees. What this study entails is that, 

motivation and perceived organizational justice are key things that each and 

organization supposed to give priority to, because their presence will influence 
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workers positively, while in their absence, the reverse will be the case. However, 

effective employee performance also depends on availability of favorable working 

condition provided by the organization. 

 

From the above, it is clear that many studies were conducted on the relationship 

between motivation and organizational justice and they have noted that, once there is 

adequate justice in the organization the employees will be fully motivated and put in 

their best towards the attainment of the organizational goal (see, for example, 

Abbasoglu, Tengilimoglu & Ekiyor, 2016; Oren et al., 2013; Celik & Sarituk, 2012; 

Hannam & Narayan, 2015; Balochian, 2013). However, most of these studies used 

organizational justice as an independent variable at the same time they are focused 

only on the private sector organization. None of the published study used perceived 

organizational justice as a mediating variable. The present study, therefore, used 

perceived organizational justice as a mediating variable to mediate the relationship 

between motivation and employee performance. The preceding section concentrated 

on the second independent variable which is working conditions. 

 

2.4 Working Condition 

Another constructs that played a very significant role in terms  of success or failure 

of an organization is the workplace environment (Nduku et al., 2015). This is 

because majority of the problems faced by both public and private organizations is 

related to working conditions of the workers (Abdul & Awan, 2015). Working 

conditions is been defined by many scholars based on their understanding these may 

include; Bakotić and Tomislav (2013) who defines working condition as the 

conditions under which a task is executed. They said these conditions can either be 
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comfortable or very difficult and risky to workers‟ life and health. They added that, 

challenging workplace environment is caused by external factors such as climate, 

temperature, humidity noise, gases, smoke and other destructive factors. Subjective 

factors comprising gender, fatigue, age, and monotony. The other factors related to 

job, which includes excessive strain, duration of the work shift, work time, work 

pace as well as work schedule.  

 

Working condition is  also viewed as the condition under which people work for the 

purpose of attaining desired objectives (Ahmed et al., 2015). It refers to a structure, 

processes and systems as well as all other things which interrelate together for the 

purpose of achieving the organizational goals (Imran, Fatima, Zaheer, Yousaf & 

Batool, 2012). It can also be defined as a place where the job is completed and it is 

group into physical geographical location and immediate environs of the work 

environment such as office building and construction site (Abdul & Awan, 2015).  

 

Manjula (2016) argued that, working environment is among the crucial elements that 

determine the success or failure of organizations. He further states that, generally 

organizations are affected by internal and external environments. The internal 

environment is popularly known as the organizational climate which comprises of 

the situation prevalent within the organization and it can be subjective to the rules 

and regulations of the organization. This made organizational climate to be one of 

the basic elements for the achievement of organizations which has significant 

relations with employees who served as the asset of the organization. The external 

environment, according to him is not controlled by the organization. Organizational 

climate is made up of combination of values, norms, prospects, rules that affect 
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work, commitment, motivation and performance. Each organization has an 

organizational environment that obviously differentiates it from the other. He further 

argued that, though we cannot see or touch climate, but it still exists, because it 

affects all the happenings in the organization.  

 

Kyko (2005) argued that favorable work condition provides positive knowledge to 

workers and allows them to achieve their capabilities and performance. Work 

environment also induces self-realizing conduct. For example, an unserious worker 

can change to a very serious and responsible employee due to changes or a 

conducive working condition. On the order hand, unfavorable working environment 

create an unfavorable situation and decrease workers‟ performance. Furthermore, in 

this type of environment, the very hardworking worker may transform to a lazy and 

careless worker as a way to survive (Kyko, 2005). He, again enumerate six features 

that can contribute to a toxic work environment and lead to low performance of 

employees. These features include opaque management, poor leadership style, 

organization policies, working conditions, interpersonal relationship and lower 

salary. Working conditions can be grouped into three, physical environment, 

psychosocial environment and work-life balance, details is discussed in the next part. 

 

Dimensions of Working Condition 

Physical Environment: This refers to the comfort level, ventilation, heating, natural 

lighting and artificial lighting (Samson & Waiganjo, 2015). According to Kohun, 

(2002) physical environment has to do with of the palpable workplace setting that 

includes spatial layout and functionality. The spatial deals with the manner in which 

furnitures, equipment and machinery are arranged, the shape and size of those items, 
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and the relationships among them. While functionality means the ability of the same 

objects to enhanced performance and the achievement of objectives. Physical work 

environment determines how performance could be attained (Samson & Waiganjo, 

2015). In the same vein, Temessek, (2009)  argued that physical condition comprises 

of good ventilation, level of comfort, heat, artificial and natural lighting. These 

features assist greatly in enhancing performance, especially if the task to be 

performed is too complex. He also settled that the level of comfort ability of fittings 

and furniture in the office has a significant impact on the performance of a worker.  

Similarly, Oswald (2012) emphasizes that, physical components are made of features 

that relates to the people occupying an office, and ability to physically attach with 

their office setting. Stallworth and Kleiner (1996) argued that physical environment 

is made up of features that concern the workplace gadget‟s that can allow employees 

to work. Haynes (2008) observed that, the physical setting which deals with the 

performance of its occupiers falls into two main components, office arrangement 

(open plan and cellular offices) and office luxury (corresponding the office setting to 

the work procedures). 

 

 Psychosocial Environment refers to the interactions between the environmental 

setting and working environment organizational conditions, functions and the nature 

of work, effort, workers characteristics and those of members of their families 

(Simon & Waiganjo, 2015). Psychosocial factors  covers issues relating to the overall 

environment of workers and the work (Stallworth & Kleiner, 1996). According to 

Oswald (2012) psychosocial or behavioral environment comprises of constituents 

that deal with how well the workers interact with one another, and what influence 

office setting can have on the performance of workers. Also Haynes (2008), argued 
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that while the behavioral or psychosocial setting has to do with two main categories 

namely interaction and distraction. To attain the desired goal, institutions must 

guarantee that the physical work setting is favorable to institutional requirements 

because physical setting is an instrument that can be used to develop organization 

outcomes and worker welfare (Huang, Robertson & Chang, 2004). Guaranteeing 

that, enough physical amenities are provided to workers is very crucial to producing 

greater worker commitment and employee performance. On the other hand, lack of 

or insufficient working facilities and adverse working conditions have been found to 

have impacted negatively to employee commitment, performance and intention to 

remain with the organization. 

 

Work-life balance has to do with the mixture of relations among different areas of 

employee life and the nature of his work (Samson & Waiganjo, 2015).  It also means 

employees spending enough time at their jobs  and equally  spending sufficient time 

on other life activities such as hobbies, friends and family (Smith, 2010).  According 

to Galinsky, Bond and Freeman (1996) employees wants to balance their jobs with 

other work life pursuits  regardless of having other responsibilities. Swathi (2005), 

argued that work-Life balance is feature of a good working condition. He maintains 

that, there should exist some sort of balance between work time and personal life, in 

other words there should be a leisure time. Work life balance is the idea that 

encourages the determinations of workers to divide their energy and time among 

work and the extra personal life events. In other words work-life balance is a struggle 

made to create time for personal engagement, personal development, family, friends, 

religiousness, in addition to the job demands. In similar vein, Clark (2001) belief 

that, work-life balance involved  the satisfaction and good functioning at both work 
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and home with a least of role clash and the extent  to which an individual worker  is 

able to balance emotional, temporal and work demands and family responsibilities 

concurrently. It was argued that ,the inability of workers  to achieve balance between 

the work and other life pursuits can affect both individual worker and the 

organization negatively (Allan, Loudoun  & Peetz, 2005). 

 

Following the Samson and Waiganjo (2015) study, working condition is measured 

using three different dimensions which are physical, psychosocial and work life 

balance, therefore this study also measured working condition with these three 

dimensions. Because the measurements of working condition are adapted from that 

study and positive result was also reported in the study. Meanwhile, relationship 

between working condition and employee performance is discussed in proceeding 

part. 

 

2.4.1 Working Condition and Employee Performance 

Working condition is an important determinant of employee performance, for the 

fact that, a favorable workplace environment minimizes the rate of accidents, stress 

related sicknesses, absenteeism, and employee turnover (Yassin, Ali, Ali & Adan, 

2013). This statement is further confirmed by findings from the previous studies on 

working conditions and employee performance, which revealed that there is a 

positive relationship between working condition and employee performance. 

 

The result of Massoudi and Hamdi (2017) show that a positive relationship exist 

between office environment and employees productivity. It also shows that the 

Behavioral aspects of office environment have a higher influence on productivity, 
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when compared to the physical components. In a similar development, Mathews and 

Khann (2015) argued that, lighting, quality of air, noise and furniture are the 

workplace environment that can influence  employee productivity. .Rorong (2016) 

study examines the relationship between physical work environment and employees‟ 

performance. Through 29 respondents selected from PT. Bank Ngara Indonesia, the 

result shows that a positive relationship exists between Physical Work Environment 

and Employee Performance. The study, therefore, recommends that, organizations 

needs give more emphasis provision of Physical Work Environment to ensure the 

happiness and comfort ability of workers in the organization. 

 

The results of Riyanto, Sitrisno and Ali (2017) showed that working environment is a 

good predictor of employee performance. The study further suggests that, favorable 

working environment should be provided for workers to ensure the attainment of 

organizational goals. The study conducted by Jayaweera (2015) concludes that (a) 

Environmental factors significantly impacted on work performance. This result is in 

line with the previous studies results that shows an association between working 

conditions and job performance (Karthik, Muralidharan, Venkatesh & 

Sundararaman, 2011). This also indicates that managers, leaders and supervisors 

must consider improving working conditions while considering both physical and 

psychosocial factors to enhance wok efficacy of their personnel. (b) Motivation has a 

direct relationship with job performance and the results are the same with the 

previous research conclusions (Lyons, Duxbury & Higgins, 2006).  It shows that 

workers perform better when they are highly motivated. It implied that the 

management must take measures to promote both intrinsic and extrinsic motivations 

through providing increments in salary and rewards and appreciating the hard work 
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and encouraging new innovations. (c) Motivation serves as a mediating variable 

between the connection among physical conditions and performance. This indicates 

that those workers, who see the working conditions to be unfavorable, will be less 

moved and thus their performance will be limited. 

 

In a related development, Abdul and Awan (2015) in their work, impact of working 

environment on productivity, they reach a conclusion that working condition is 

important in improving employees‟ level of performance. They said factors like 

supervisor support, mutual relation with peer workers, opportunities for training and 

advancement, high rewards and appreciation strategies and suitable workload are 

very important in evolving a working condition that will have optimistic effects on 

workers‟ productivity.  The findings also made it clear to organizations especially the 

banking sector that, by improving the physical conditions of work, the level of 

employees „performance will be increased and maintained. In addition to the above, 

Mokaya (2013) reveals that factors like working conditions, high salary and 

advancement, play a critical role for higher employees‟ job satisfaction. Ollukkaran 

(2003) discovered that the extent to which organizations engage with working 

environment of workers determine, the level of significant it will have on employees‟ 

performance.  

 

In the same vein, Nduku, Mwenda and Wachira (2015) in their study concludes that 

physical conditions enhance workers performance by the largest degree. The study 

reveals that one unit change in working conditions leads to 0.48 unit increase in 

employee productivity. Followed by internal organizational communication with a 

coefficient of 0.41 and the last factor is occupational Health and Safety with 0.20. All 
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the three factors have to be taken into consideration for the optimum performance of 

workers in any institution. The research also agrees that physical conditions, 

occupational health and safety as well as internal organizational communication all 

have a positive significant impact on the performance of employees.  

 

The results from Amin (2015) research indicates that the level of work outcome of 

motivation of teachers to teach and work containment and physical circumstances at 

school are in the appreciable level. That is, positive connection exists amongst job 

satisfaction and job performance of teachers. Also positive connection was observed 

amongst teachers‟ working environments with teachers‟ work performance. There is 

a great connection amongst motivation, teachers to teach and work productivity of 

teachers. There is an affiliation amongst job satisfactions with teacher‟s motivation 

to teach. There exist is a link between physical environments and teachers motivation 

to teach. Thus, the researchers concluded, that the high increment in the output of 

teachers at school is caused by job satisfaction, physical settings and teachers 

motivation to teach.  

 

According to Swathi (2005) working environment were found to be positively related 

to employee performance and institutional productivity. Financial reward is just one 

aspect of worker motivation and production level. Emotional and physical comfort in 

the work environment plays a very significant role in determining employee 

productivity, as well as job satisfaction. Equally, a very good working environment 

can also have an influence on workers‟ loyalty, efficiency and employee standard of 

living. Swathi (2005) further outlined some physical factors of the work environment 

which include: the temperature of the work environment, the value of light (how dark 
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or light the work places are and what kind of lighting), the distance or how close 

together employees have to work and the number of persons who are working in the 

organization, the noise level, the quality of air, and the ventilation in terms of 

windows, walls and office furniture. According to him, these are just a few physical 

qualities to take note of in a workplace setting because they are very crucial in the 

job to be carried out. He further lamented that the environmental layout of the 

workplace is very critical and that it does not have to be very luxurious or expensive.  

 

 Roelofsen (2007) conducted extensive scientific research, the findings reveals that, 

improving working condition results in reducing the amount of complaints, such as 

malingering, employee turnover and at the same time increase productivity. He also 

found out that, environmental condition has a higher significant influence on output 

in relation to job dissatisfaction and job stress. As was claimed by Govindarajulu and 

Bonnie (2004) that in the twenty-first century, businesses and companies are lacking 

modern method to environmental control in order to enrich their output  by  refining 

the performance level of the workers. More so, results from research work of 

Patterson and Nickell  (2003) reveals that the more contented employees  are with 

their tasks, the  better the organization is likely to accomplish in terms of efficiency 

and high output. Chandrasekar (2011) has observed in his work, the interface 

between job performance, the workplace, and the work facilities. He said, the way to 

manage and to maximize employee productivity is determined by two major factors: 

first, personal motivation and the second is infrastructure or workplace environment.  

In a related development Bakotić and Tomislav (2013) concedes that, the conditions 

under which work is carried out can vary between those that are entirely comfortable 

to  those that are very  hard and hazardous to workers life and well-being. They said 
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hard  physical settings can be affected by: (i) outside features that include whether 

atmospheric conditions, dust, humidity, electricity, radiation, gases, quietness, 

temperature, draft, smoke, humidity, and other harsh environmental factors; (ii) 

subjective factors that comprises sex and age of the worker, stress, loneliness and 

unsuitable  posture at work time (iii) factors related to the institution of production 

such factors includes: time of  work shift, work plan, working period, work  speed 

and excessive strain.   

 

They also believe that, works with difficult physical conditions may be carried out 

only by those workers who satisfy certain specific qualities in terms of age, gender, 

education, medical and mental fitness, physical as well as psycho-physiological and 

psychological requirements. More so, difficult working environment affects workers‟ 

performance. It is, therefore, important to take necessary actions to eliminate or 

minimize unfavorable physical conditions or, take necessary measures of safety in 

the workplace. Safety at work is very vital because it protects or ensures that, life and 

health of workers are fully protected from danger, injuries, accidents, and diseases. 

In the context of safety at the workplace, attention should be given to the apparatus 

that the workers use in their routine work. Thus, equipment, plant, apparatuses and 

laboratory equipment should be made useful and properly stationed to avoid 

accidents at work or decrease employee performance. It is also pertinent that, 

employees are trained on how to handle the apparatus because lack of knowledge of 

handling apparatus can cause accidents as well reduce performance. Workers should 

be equipped with the knowledge of how best they protect themselves against the 

working gadgets. Conducive work environment will bring about improvement in the 
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wellbeing of workers which will ginger them to commit themselves to their assigned 

task with all force that can lead to greater productivity (Akinyele, 2010).  

 

Aseanty (2016) randomly selected 160 staff among the six sound universities with 

large number of employees and students in West Jakarta with a view of examine the 

effects variables such as working conditions, work ability and motivation on the 

performance of employees. The study employed multiple regression to generate the 

result. The findings disclosed that all the three variables; working conditions, 

motivation and working ability has a positive influence on employee performance. 

This confirmed that working condition serve as a vital forecaster of   employee‟s 

performance and therefore, must be preserved well by the organizations. Brenner 

(2004) was of the view that, the ability to share information in the organizations rest 

on how the physical settings are intended by the organization to be employed by 

workers. This he said will go a long way to assist organizations to promote efficiency 

and allow workers to take the advantage from the shared knowledge. Furthermore, he 

agrees that physical setting is made to suit workers ‟job satisfaction and allowed a 

share of exchange of thoughts will serve as  an important avenue for motivating 

workers towards attaining higher performance. Furthermore, workplace environment 

when properly designed to induce workers toward better performance and higher 

productivity.  

 

Kingsley (2012) conducted a research that was aimed to find out whether the 

workplace environment of Ghana National Petroleum Corporation (GNPC) had any 

influence on workers‟ performance. The results from the survey reveal that, 

inadequacy in office ergonomics impacted on the performance of workers by 
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different degrees ranging from 20-80 percent this concurred with the result of 

(Ankudinov, Lebedev & Sachenkov, 2015). In the same vein, Leblebici (2012) 

carried out a research which was aimed at establishing the influence of physical 

conditions on employee performance. The Study indicated that, employees felt 

motivated when working gadgets in offices are well decorated and arranged as well 

as provided with good storage facilities.    

 

Makori, Nandi, Thuo and Wanyonyi (2012) conducted a study on the influence of 

occupational health and safety programs on the performance in Western Kenya. The 

results reveal a positive relationship of 0.57 and 0.47 which shows that there was a 

reasonable optimistic relation between occupational health and safety programs and 

organizations performance. Also in Dwomoh, Owusu and Addo (2013) study, it was 

discovered that health and favorable environment boosts employees „productivity 

and, this was as a results of reduction in number of absentees caused by illnesses, and 

enhancement in physical and mental health conditions of the workers. Ebrefimia 

(2012) carried out a research and result show that, the level at which organizations 

provide effective communication network, determine the overall performance either 

positively or negatively. In a similar situation, Rajhan's (2012) study, it was reveals 

that, organizations that promotes effective communication system, unity and 

cooperation will be enhanced and work group sprit will also be promoted.  

 

Meanwhile, Ajala (2012) carried out a study on the effect of workplace atmosphere 

on workers wellbeing, performance and productivity in government Parastatals of 

Ondo State in Nigeria. The research results reveal that, effective communication 

networks promote and enhance employee morale at work environment and thus lead 
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to improvements in productivity. The findings of Ajala (2012) reveals many things 

which include, that the quality electricity supply boost productivity and workers 

performance and help reduce stress and health condition of a worker. This will result 

to high employee performance. A better lighting in the workplace will also help 

reduce accident rates because workers can visualize things as they happen and 

thereby improve performance and also reduce the rates of employee infections. This 

results  is in agreement with the conclusion of Hameed and Abdul (2011) that 

performing a task with dim light by workers can lead to eyes problem, annoyances 

and other diseases. Due to these unfavorable conditions workers performance are 

greatly affected. 

 

Ajala‟s (2012) findings also discovered that the level of quietness in work 

environment, increased employee‟s productivity, this he said is due to lack of 

interruptions and reduced rate of job-related stress. This also concurred with Bruce 

(2008) result which emphasize that reduction in workplace noise will minimize the 

rate of physical symptoms of stress by 27 percent or more. Similarly, a very good 

ventilation and room temperature, and atmosphere lead to increase productivity and 

minimize fatigue in workers. Moloney (2011) agree with this result when he also 

discovered that manageability of arrangement for thermal ease and electricity 

enhanced performance of employees from 0.2 to 3 percent. Furthermore, Ajala‟s 

(2012) findings some workers favored open plan because it is not expensive to build 

and simple to maintain, However, some employee prefers the open plan  due to its  

simplify communiqué and enables employees to share ideas and facilitates 

information dissemination quickly and casually. Some workers settled that the open 

office combines all workers at the same rank with the superiors of the institution 
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working in the same place as a new member of staff. This conclusion is in tandem 

with Mubex (2010) who argued that, open plan office help workers to interact with 

one another in a more appropriate casual means, and raises spirit of teamwork, joint 

relations, and collaboration. 

 

Another result discovered from Ajala‟s study is that communication plays a vital role 

in the success of any organizational program and goal. This statement is further 

buttress by the view of Tayler (2012) who argue that effective workplace 

communication network helps institutions select and implement their programs and 

policies to attain the specific goals of their workers. By achieving the needs of 

employees, their morale is enhanced and this will lead them to psychologically and 

emotionally be stable and ready to put in their best, thereby increase the performance 

of the organization. In addition to the above statement, it was revealed that good 

communication network helps to develop better understanding among workers, this 

will result in making them be happier and more successful and more committed to 

functions and be responsible members of the organization (Taylor, Stoufeer & 

Meehl, 2012). The improved morale in turn makes the workers to remain loyal and 

responsible members of the organization this also coincide with Dunnes (2011) 

submission that, effective communication network makes employees more informed 

and have  more trust of their co-workers, this position will make the organization to 

be  sure of survival and also promote employees‟ well-being. 

 

Mcguire and Mclaren (2009) discovered that a working atmosphere has a solid effect 

on employee‟s wellbeing and work communication, teamwork, improvement and 

promote job satisfaction. Roelofsen (2007) discovered that indoor environment 
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layout has a high influence on job performance and level of performance can be 

improved from lower to higher percentage due to improving working conditions. 

Workplace environment also has effects on workers stress as was indicated by 

Vischer (2007) that a favorable working condition will bring about mutual  

interaction between workplace and workers and this will help in promoting behavior 

and stress related emotions. A favorable working environment transforms workers 

attitude towards their jobs as argued by Goudswaard (2012) he further highlighted 

that, work life balance, motivation level psychological conditions, social interaction, 

leadership style, accountability, and transparency develop a favorable work setting 

and this leads to increase employee performance. Arokiasamy (2013)  reveals that 

the factors such as reward system, safety and working environment promote level of 

commitment and sense of belonging by the employees. 

 

In another development, Jain and Kaur (2014) discovered that effective results and 

high performance for any institution are regulated by the level of contentment of its 

workers and work setting. Work condition is one of the crucial features which 

determine the satisfaction and the level of worker motivation. Effective personnel 

supervision and preserve good work environment affects not only employee 

performance, but it also increase the advancement and progress in the whole nation 

economy. According to Chandrasekar (2011)  working condition plays an important  

role in inducing workers to perform their assigned jobs. He said since money is not 

only the motivating factor, in today‟s competitive business environment, Leaders of 

the organization, therefore, need to be contented on physical working conditions with 

the whole range of work environment factors that have an influence on worker 

motivation. He went further to outline some Skills that are needed, which are: the 
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ability to engage workers in mutual relations with organizational goals, and provide 

feedback to workers at regular periods. Others are, providing reward package to 

employees, adequate workplace resources, and opportunity for knowledge sharing. 

 

Sharma and Lakshmi (2016) argued that work setting plays an imperative part in the 

development of the organization. This because work place setting influence 

employee productivity. He claimed that most of the problems confronted by workers 

are connected to the working environment. He maintained that, relation with peer 

workers, staff development, attractive and adequate reward and appreciation suitable 

work load help greatly in developing a working setting that has positive effect on 

worker‟s level of performance in the organizations. Ahmed, Sleem and Kassem 

(2015) study explored the influence of working conditions and fatigue on 

performance using 110 nurses from the Mansoura University Hospital. The result 

confirmed that, a significant relationship exists between working condition, fatigue, 

and performance among staff nurses. The study concludes that, there is a likelihood 

of enhancing the performance of workers, thereby decreasing and decreasing their  

exhaustion through refining their working condition.  

 

Based on literature discussed above, it has been noted that, many studies were 

conducted on working conditions and employee performance. These studies have 

proven that favorable working condition is a strong pillar towards employee 

performance. This is because a suitable work condition helps to maintain workers‟ 

safety in terms of job related diseases, accidents, fatigue, disturbance, tardiness and 

even death. Equally, good work setting leads to high employee performance, prevent 

absenteeism and workers turnover in the organization (Ahmed et al., 2015; Yassin, 
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Ali, Ali & Adan, 2013; Jayweera, 2015; Manjula, 2016; Viswanathan, 2015). 

However, most of the studies (see for example Manjula, 2016; Jayaweera, 2015; 

Viswanathan, 2015) focused on the private sector organizations and only one 

published study found to be conducted in the context of Nigeria but the study 

focused only in Nigerian National Petroleum Corporation. Therefore this study 

examines the influence of working conditions on employee performance in the public 

sector organization in Nigeria. The next part focused on the relationship between 

working condition and mediating variable (perceived organizational justice). 

 

2.4.2 Working Condition and Perceived Organizational Justice 

Organizational justice holds enormous importance in all procedures for effective 

functioning of any organization (Mukherjee, Singh & Mehrotra, 2016).Working 

condition is one the vital antecedents of employee performance  (Abdul & Awan, 

2015). Employee therefore needs a favorable work environment free from all kinds 

of biases  and injustice (Mukherjee et al., 2016). Past studies have indicated that 

there exist a link between perceived organizational justice and working environment 

these includes Fernandes and Awamleh (2006) who examine the influence of 

organizational justice on work environment of expatriate. The findings of the study 

show that, all the elements of organizational justice impacted on satisfaction and the 

expatriate and performance.  The study further argued that, creation of a favorable 

work environment can only be possible if the organizations are able solve the issue 

of justice at all levels.  The paper therefore suggests that efforts be intensified to train 

and enlighten managers and administrators on the effects of lack fairness to workers 

in organizations. 
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The influence organizational justice on organizational safety environment was 

studied by (Gyekye, 2014). In the study, 320 people participated from a Ghanaian 

industry. The findings reveal that the employee  with optimistic fairness opinions had 

positive views regarding office safety, show  greater  satisfaction and have less 

compliant with safety policies. This result signifies that, the observed level of 

equality in an organization is closely related to work setting safety, perception and 

other related organizational elements which are significant for safety.  

 

The research carried out by Sert, Elçi and Uslu (2014) investigates the connection 

between organizational justice, ethical environment and perceived work related 

stress. Based on 915 samples, the result shows that all the approaches of 

organizational justice are negatively related to job stress and negative relation exist 

between ethical climate and work stress. This result indicated availability of fairness 

and good ethical environment will help to reduce work related stress. This also points 

to the fact that organizational justice is a predictor of ethical climate. The effects of 

organizational justice, trust and organizational commitment was studied by Iqbal and 

Ahmad (2016) the results shows that, a positive relationship exist between the three 

variables. 

 

Numerous studies were carried out on the relationship between organizational justice 

and working conditions, they have noted that, once work environment free from all 

kinds of injustices employees will fully concentrate and put in their best towards the 

achievement of the organizational objectives (see, for example, Abdul & Awan; 

Fernandes & Awamleh, 2006; Gyekye, 2014; Iqbal & Ahmed; 2016; Mukherjee et 

al., 2016; Sert et al., 2014; Ziaaddini, 2013). However, most of these studies used 
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organizational justice as an independent variable and they were focused in the private 

sector organization. In addition, none of the published study conducted in the context 

of Nigeria. The present study, therefore, used perceived organizational justice as a 

mediating variable to mediate the relationship between working condition and 

employee performance. Organizational commitment which is the third variable in 

this study is discussed below. 

 

2.5 Organizational Commitment 

Employees‟ commitment is another crucial element or pillar that can lead to greater 

productivity in organizations (Jailapdeen, 2015). Organizational commitment as a 

concept was first recommended by Becker (1960), when he assumed that 

organizational commitment exists because the contributions of the personnel in the 

organization are concealed and as time goes on, workers speculations will increase 

and if they decide to leave the organization they tends to lose a lot so they have to 

remain (Sheng, 2014). Later, more researchers began to explore the relationship 

between organizational commitment and employee performance (Osa & Amos,  

2014).  

Organizational commitment is also view as the extent to which the worker identifies 

him/herself with a specific institution and its goals and desires to remain attached  

with the organization (Robbins, 2003). In the same vein, Marthis and Jackson  (2000) 

view organizational commitment as the rate at which workers stay with the 

institution and cares seriously about organizational goals and objectives. In addition, 

Ahmad (2014) sees organizational commitment as employee‟s attachment with his 

organization and consist of three main dimensions (i) continuance commitment (ii) 

normative commitment (iii) affective commitment. Meanwhile, Luthans (2006) 
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views commitment as a construct that has different connotations, because it is mostly 

defined as (i) a strong will to remain as a member of a particular organization (ii) the 

desire to struggle to achieve organization goals (iii) certain attitudes and acceptance 

of the value and desires of the organization. Organizational commitment is the extent 

of trust and the acceptance of the employee toward organizational objectives and zeal 

to stay within the organization. According to İşcan and Naktiyok (2004) the term 

Organizational commitment refers to the overall normative forces that are mounted 

on the workers to accomplish their organizational duties, the psychological desires 

towards the organization and the psychological state that encourages workers to 

remain with the organization (İşcan & Naktiyok, 2004). 

 

In a related development, organizational commitment is regarded as one of the vital 

influential factors of  person‟s working behavior, and has attracted many managers 

and scholars of various facets of life (Madhuri, 2015). This explains why it has 

continue to be one of the most popularly researched fields (Chen & Francesco, 

2003). In the same vein, Chen (2007) argued that commitment of workers is a vital 

element for refining the productivity in organizations. Likewise, Adekola (2012) sees 

workers commitments as an optimistic appraisal of the institution and the institutions 

intentions. According to Goutan (2004) organizational commitment is a bond 

between an individual worker and the organization. Meyer, Stanley,  Herscovitch, 

and Topolnytsky (2002) argue that strong organizational commitment will make 

workers to put in their best in order to achieve the organizational goals. The 

following section discussed the various elements of organizational commitment. 
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Dimensions of Organizational Commitment 

 Allen and Meyer (1991) posit that organizational commitment is divided into three 

elements, in this arrangement, organizational commitment comprise of three 

components: Affective commitment (Emotional Loyalty), normative commitment, 

and continuance commitment. By affective commitment, we mean the will of the 

workers to remain in the institution (Meyer, 1997). Employees with a high level 

Affective commitment are eager to remain as a member of the institution (Balay, 

2010). Continuance commitment refers to the employees‟ desire to stay within the 

institution unless it is too expensive to leave the institution or they have no other 

option than to leave (Meyer, Stanley, Herscovitch & Topolnytsky, 2002). In 

normative commitment, the workers are aware and agree that they have obligations 

and duties in the institution and therefore they decide, they have to stay in the 

institution in order to perform such duties (Wasti, 2002). Furthermore, in normative 

commitment, the worker believes that he has to perform some task in the institution, 

so it varies from affective commitment and the worker will not be worried by the 

consequences of the loss in case he resigns, so it differs from continue commitment  

(Cak, Asfuroglu & Erbas, 2015). 

 

Furthermore, Miller and Lee (2001) outlined three types of commitment these are, 

affective commitment which can be used to assess the rate of worker's emotional 

affiliation to, attachment with and participation in the attainment of organizational 

goals. Normative commitment is concerned with forces on an employee to stay in the 

organization in order to continue to pursue organizational goals. While Continuance 

Commitment is related to the expenses that workers observed that are related to 

remaining or leaving the establishment. Three classifications of commitments were 
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listed by the study of Miller and Lee (2001) as affective normative and continuance 

commitments. 

  

Mathieu and Zajac (2009) further provided clarification on the forms of commitment, 

by identifying factors such as (1) trust in and acceptance of the organization‟s goals 

and value (2) the readiness to assist the organization to realize its goals and (3) a 

wish to uphold organizational attachment. In the same vein Naser (2007) concludes 

that affective commitment is seen when a worker affirmed himself with an 

organization  and continue as a member of the organization so as to realize the 

objectives of that institution. Continuance commitment is the desire to maintain 

membership of an organization due to relationship and contracts he has with the 

organization (non-transferable investments), which include things like stepping 

down, interactions with other workers, and other things that are extraordinary interest 

to the organization. Workers, who possess a high level of continuance commitment 

and are attached with their establishment, will find it very hard for them to leave the 

organization (Miller & Lee,  2001).   

 

Allen and Meyer (1991) argued that organizational commitment is measured using 

three different dimensions which are affective, normative and continua commitment, 

thus, this study also measured organizational commitment with these three 

dimensions, this is because the measurements of organizational commitment are 

adopted from their study and positive result was  reported in the study. Relationship 

between organizational commitment and employee performance is the focus of the 

next section. 
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2.5.1 Organizational Commitment and Employee Performance 

Studies have revealed that, organizational commitment is an important antecedent for 

employee performance as discovered by the study of (Memari, Mahdieh & Marnani, 

2013). The study reveals that a positive relationship existed between organizational 

commitment and employees‟ job performance. And for the comparative analysis of 

three forms of organizational commitment, only normative commitment was found to 

have a high significant relationship with employees‟ job performance. Furthermore, 

the study tried to find out the four demographic constructs and discovered also that, 

the male workers are more likely to perform higher than their female counterparts. 

 

Furthermore, findings from the study conducted by Ghorbanpour  (2014) confirms 

that there is an extremely positive connection between organizational commitment 

and performance of auditors in reliability level of 95 percent. This result in 

accordance with the conclusion by the studies of (Chen & Francesco, 2003). 

Committed behavior can influence workers to stay or leave the organization. The 

result also shows that, there is an imperative positive link between the emotional 

commitment of auditors and performance in reliability level of 95 percent.  

 

Using  the provisions of Affective Events Theory, Aka and Amodu (2016) examine 

the effects of employee commitment on organizational performance. The findings 

reveals that a positive relationship exists between the two constructs (commitment 

and performance). The same result was recorded by Irefin and Mechanic (2014) they 

therefore, recommend that organizations should try to employ workers that are likely 

to loyal and dedicated to the attainment of organizational goals. Equally the result of 

Madhuri, Srivastava and Srivastava (2014) study showed that there is positive 



 

81 

 

relationship between organization commitment and job performance. Similar result 

was recorded by  Hafiz (2017) through Regression analysis in a study of a Banking 

sector in Lahore. Negin, Omid and Ahmad (2013), argued that organizational 

commitment has a significant influence on the job performance of Malik Bank 

workers. Their study indicate that the three components of organizational 

commitment (affective continual and normative) have positive relationship with job 

performance of workers.   

 

Through a random sampling technique, Jafri and Lhamo (2013) selected 90 workers 

from royal University of Bhutan, a structured questionnaire was used to collect data 

and T-test and regression were employed for the data analysis. The results show that 

commitment has a significant impact on employee‟s job performance. This means 

that, the more workers are committed to their organization, the more the performance 

will be. He further emphasize that,  committed workers  are more likely to exercise 

more effort and determination that will lead to the attainment  of the organizational 

goals. Dixit and Bhati (2012) study also establish that the Workers Commitment 

(Normative Affective and continuous) were positively related to productivity 

workers in Auto component industry.  

 

Meanwhile, study authored by Chughtai and Zafar (2006) reveals that the 

organizational commitment categories, normative, affective, and continual have great 

positive and substantial association with workers‟ productivity. In the same vein, 

Suliman and Iies (2014) study, discovered that organizational commitment is made 

up of three-dimensional concept. Furthermore, the result shows a positive 

relationship between commitments, the three dimensions and job performance. 
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Results of the research carried out by Folunso (2014) shows that organizational 

commitment categories are collectively and independently related positively to 

workers‟ performance between teaching staff of Oyo State owned tertiary 

institutions. In addition to the above, the result also uncovered that teaching staff of 

the institutions are of the zeal to remain and devote their efforts to realizing job 

intents because they possess similar perceptions and aims inside the organization.  

 

The above results are in agreement with that of (Rafiei, Amini & Forzandeh, 2014) 

who surveyed the effects of continua, affective and normative commitment on the 

performance of workers in the cooperative labor and social welfare department of 

Markazi. Using cluster sampling, a total of 144 workers were selected. PLS SEM 

was employed as the method of data analysis. The empirical result shows that, 

continua, normative and affective dimensions of commitment were positively related 

to employee performance. This indicates that, realization of goals by organizations is 

strictly tied to performance and commitment of employees in an organization. 

Therefore, administrators should try as much as possible to handle welfare of their 

workers with care.  

 

More so, Ahmad (2014) studied the effect of organizational commitment on worker‟s 

job performance between the Malik bank staff. The outcome exposed that 

organizational commitment dimensions; affective, normative and continual have a 

positive and significant relationship with the employee‟s performance. Qaisar and 

Rehman (2012) also conducted survey on organizational commitment classifications 

(affective, normative and continual) on employees‟ performance among Pakistan 

Police officers. Outcomes of the study indicated that organizational commitment 
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dimensions (affective, normative and continual) were collectively and individually 

predictors of employee performance. 

 

Liou (2008) attached the achievement of an institution to the workers‟ commitment 

and involvement. She maintains that a greater commitment atmosphere decreases 

workers, turnover rate, minimizes cost of operation and increase workers 

performance and efficiency. Meyer, Stanley, Herscovitch and Topolnytsky (2002) 

argued that, strong organizational commitment will make workers to put in their best 

in order to realize the organizational aims. Similar researches have indicated that, the 

employee‟s commitment level leads to more contentment and motivation and 

reduction in the rate of employee turnover (Yeh & Hong, 2012). Furthermore, 

organizational commitment may influence working behaviors of employees such as 

their observable characters, their perceptions, and their participation in professional 

groups. Organizational commitment is connected with progressive behaviors which 

are very important to the organization. Therefore, people with higher level 

commitment are less indulge in activities that are detrimental to the organization 

(Greenfield, Horman & Wier, 2008).  

 

Khan, Jam and Ramay (2010) study inspected the effects of Organizational 

Commitment on employee job performance using 153 respondents from private and 

public sector employees in Pakistan. The results revealed a positive relationship 

between organizational commitment and employees‟ job performance. In the relative 

analysis of three types of organizational commitment, normative commitment has the 

highest score. The researchers therefore suggest that, organizations in Pakistan and 

worldwide should give special consideration to antecedents of organizational 
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commitment and other aspects that can enhance workers commitment. As this will 

aid in resolving the problem of low performance faced by organizations. In a related 

development, AbdulRashid, Sambasivam and Johari (2003) indicated that there exist 

positive relationship among performance, corporate culture, organizational 

commitment. This implied that, the level of corporate culture and organizational 

commitment can influence productivity and success of the organization. 

 

Osa and Amos (2014) conducted a study on the impact of organizational 

commitment on workers‟ productivity. The study employed both primary and 

secondary sources to collect data.  A total of 200 staff from the Nigerian Brewery 

Plc. was selected for the study using stratified random sampling. At the end of the 

study, the empirical findings confirmed that, organizational commitment is a 

predictor of workers‟ productivity. The lesson gain from this study is that any 

organizations that want to excel most as a matter of fact take the issue its staff well-

being very seriously. The study also discloses that, Workers‟ commitment to their 

organization is positively related to organizational performance, which can be 

manifested by worker skills, performance and dedication to duty in a view to 

accomplish the set organizational aims and objectives. The study also posits that, 

organization motivational techniques such as salary and wage increases, housing and 

transport allowance among others will have positive effects on workers‟ productivity. 

This is because these motivational mechanisms will boost the morale of workers 

which will make them to put their best in the organization. 

 Other research results specified that, the connection between institutional 

commitment and work performance has shown that, affective commitment is 

significantly related to work performance, but relationship between work 
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performance, normative commitment, and continuance commitment was too low 

(Van Scotter, 2000). Similarly, Chen and Francesca (2003) researched on the relation 

among work performance and organizational commitment in China. They concluded 

that affective commitment highly correlated with organizational citizenship 

behaviors and work performance. Meanwhile continuance commitment has no any 

significant impact on performance, but it negatively impacted on organizational 

citizenship behaviors. In the case of normative commitment, it was discovered that, it 

was positively related to role-performance and organizational citizenship behaviors. 

 

The result from Chong and  Egglleto (2007) research, reveals that, evidence of higher 

managerial performance for managers that has the little institutional commitment and 

a great dependence on incentive-based reward arrangements in high information 

asymmetry situations. This also indicates that the performance level of managers 

with greater organizational commitment is not affected even though the level of 

information asymmetry and the amount of confidence on incentive-based benefit 

systems. 

 

Findings from a study carried out by Tolentino (2013) reveals that there is a 

significant disparity between the level of organizational commitment of academic 

and administrative personnel. The teaching staff possesses higher levels of affective 

and normative commitment when compared to non-teaching staff. But in the case of 

continuance commitment, the administrative personnel level is significantly higher. 

Among the three categories of organizational commitment, the affective commitment 

was discovered to be more significantly related to the job performance of the 

academic staff. Based on the results, therefore, the researcher made the following 
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conclusions: (a) Skills training acquisition among the non-teaching staff be enhanced 

because some of them feel unsatisfied as indicated by the results. (b) The 

participation of both the academic and administrative staff should be enhanced in 

order for them to feel that they are part of the decision makers of the university (c) A 

new system of performance evaluation should be put in place and (d) the institution 

should maintain different pieces of training practices of the academic and non-

academic staff because the study noticed that they have distinct desires and level of 

organizational commitment.   

 

Ghorbampour (2014) discovered that, there is no any impact or relationship between 

continuous commitment of the auditors and their productivity. This means that, the 

auditor stays in the organization just because he needs his job, but not because he has 

any feeling of affection or responsibility for the organization, and by the time he got 

a better opportunity, there is every tendency that he will leave the organization. Thus, 

this commitment does not affect his performance. This conclusion is contrary to that 

of Kim (2009) who argued that, there exist significant connection amongst 

continuous commitment and performance. This can be as a result of the fact that 

employees‟ attitudes toward the organization depends on the type of treatment he 

receive from the institution. Therefore, good-quality services can lead to a positive 

perception of the organization in their minds and increase their continuous 

commitment.  

 

In the same vein, the impact of Nurse‟s shift patterns on commitment to nursing and 

realization of shift preference was carried out by Brooks (2002). The research 

obtained data through distributing 298 questionnaires to nurses in the hospitals; the 
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study discovered that nurse‟s commitment was partially affected by a permanent shift 

as predicted by the researchers. Nurse‟s commitment was positively related to shift 

pattern and realization of a preferred shift pattern. It was also revealed that there 

exists significant influence of career development opportunities on nurse‟s 

commitment. The study, therefore, suggest more investigation into the impacts of 

shift related decision on Nursing commitment using larger sample sizes and 

quantitative method. 

 

Research conducted by Mcguire and Mclaren (2012) examine whether employee 

well-being mediates the relationship between employee commitment and physical 

environment. Using previously validated questionnaire filled by 65 participants, the 

study unveiled that strong evidence of mediation indicating the importance of both 

employee well-being and physical environment to employee commitment. The 

findings also brought to the fore critical matters in the field of social science 

research. The study suggests that employee well-being measures need to be given 

priority by the organizations in order to increase employee commitment and to 

address the physical working environment problems. Also, organizations need to 

ensure that employees are not unethically overworked with work, through checking 

and ensuring that workload models are suitable to their specific industries.  

Organizations need to take into account work design and upsurge levels of 

participation and contribution as a way of improving perceived control in the 

organization. Because perceived control in workload leads to reduce in level of stress 

and at the same time improve workers‟ health.  Other findings of the study are that, 

strong positive relationship occurred between employee commitment and physical 

condition. This strengthens the findings of former studies, that a good working 
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environment boosts greater interaction, cooperation and innovation. Nenonen (2004) 

believe that workers job satisfaction also tends to improve. Although this study 

reveals many important things, the sample size used is very small.  

 

Ukaegbo (2000) contribute to the debate by studying the influence of employee 

commitment and working condition in twenty selected indigenously owned private 

manufacturing companies in south eastern Nigeria. The outcome shows that, these 

firms possessed the potential of contributing to industrial future of the country. At 

the same time majority of the workers were not satisfied with equity and extrinsic 

factors in the organization which have a strong influence on employee commitment 

than the intrinsic component. The study concludes that businessmen should invest 

more in the long-term goals of their employees so as to build a sustainable workforce 

for initiative success and industrial development. 

 

Using 220 managers selected from three sets (1-7 years 8-15 years and 16 above) and 

three occupational group (administrative, executive and technical) in a large public 

sector organization, Natarajan and Nagar (2011) tested the 15 items in a self-

developed job satisfaction and 18 items of commitment  scale questionnaire 

developed by (Meyer & Allen, 1991). At the end of the study it was disclosed that 

managers with extensive service tenure demonstrate higher normative and affective 

commitment and intrinsic job satisfaction in contrast to their counterparts, again, 

technical managers demonstrate higher normative and affective commitment and 

intrinsic job satisfaction as against others. The study concludes that workers undergo 

three distinct stages of development process as they advanced in the organization, 

their normative and affective commitments rise as well as intrinsic job satisfaction. 
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In the course of their mid-career, they pass through a confused situation which could 

be resolved through tenancy and then later becomes more adapted to the 

organization. The study also concludes that social condition, general working 

condition, culture within the department and the nature of the job, influences the 

perception of job satisfaction and commitment of employees. 

 

It has been noted from the literature of organizational commitment and employee 

performance that worker‟s commitment serves as a vital tool for improving employee 

performance. This is because, workers that possess a high organizational 

commitment can bring about better performance and employee stability in 

organizations as well their intention to leave organization will be greatly minimized 

(see for example AbdulRashid, Sambasivam & Johari, 2003; Chen and Francesca, 

2003; Jailapdeen, 2015; Osa & Amos, 2014; Memari, Mahdieh & Marna, 2013; 

Naser, 2007; Suliman & Iies, 2014; Ukaegbo, 2000). However, most of the studies 

that were conducted in the context of Nigeria focused on the private organizations 

(see, for example, Osa & Amos, 2014; Ukaegbo, 2000). Therefore, the present study 

investigates the influence of organizational commitment on employee performance in 

public sector in Nigeria. The next part discussed the relationship between 

organizational commitment and perceived organizational justice. 

  

2.5.2 Organizational Commitment and Perceived Organizational Justice 

Previous studies have indicated that perceived organizational justice has a link with 

organizational commitment among these studies is the study by Supriyanto (2013)  

which explores the effects of organizational commitment, procedural justice, job 

satisfaction on employee performance and the mediating effects of organization 
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citizenship behaviors. The study used a sample of 70 workers divided into two 

groups the sample is taken using proportional random sampling and questionnaires 

were used to collect data from the respondents. The study results disclosed that both 

organizational commitment and procedural justice positively impacted on 

organizational citizenship behavior, there exist a significant relationship between 

organizational commitments and job performance and negative association do exist 

between job satisfaction, organizational citizenship behavior and job performance. 

Organizational citizenship behavior has high significance on job performance. It was 

also discovered that organizational citizenship behavior mediated partially between 

organizational commitment, procedural justice and task performance. The findings of 

this research study are good; however, the sample is too small to be used for 

generalization. 

 

In the research conducted by Tugu and Tokmak (2012) the relationship between 

employees organizational justice and organizational commitment was investigated. 

The result confirmed that affective commitment is affected by distributive justice and 

interactional justice. Continual commitment is affected by distributive justice, 

procedural justice, and interactional justice and normative commitment are affected 

by only interactional justice positively. These results concurred with the past studies 

of Hassan (2002) who stated that distributive justice and procedural justice influence 

the employees‟ level of commitment positively in his research on middle and low-

level managers.  

 

The study of Derakhshani and Mahmudi (2015) establish  that a significant 

relationship exist between organizational justice and employees‟ commitment. This 
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means that, by strengthening the three components, organizational justice of 

(international distributive and procedural) the level of workers' commitment will be 

enhanced in the organization.  The result also indicated that distributive justice has 

more influence on employee‟s commitment when compared to interactional and 

procedural. The influence of procedural justice dimension on organizational 

commitment was assessed by George, Aquilars, Kimiti and Priscilla (2014). The 

study selected 334 teachers through a random sample from three public secondary 

schools in Kenya. A self-administered questionnaire was used to collect the data and 

analyzed through descriptive and inferential statistic with the aid of with the aid of 

Statistical Package for Social Sciences (SPSS). The result shows that procedural 

justice has a positive impact on teacher‟s organizational commitment. What can be 

understood from this finding is that , whenever teachers are  involve in decision 

making it will go a long way in enhancing their commitment. 

 

Cagliyan, Attar and Derra (2017) examine the relationship between organizational 

justice perception and level of employees‟ organizational commitment in three 

different authorized dealers in Turkey. The research findings show that there is a 

significant positive relationship between organizational justice perception and 

commitment level of workers. It also, disclose that the three aspects of organizational 

justice scale can be used to explain the levels of organizational commitment of 

workers. The result further reveals that, interactional justice dimension has more  

influence on commitment than procedural and distributive aspects. The findings 

confirm that organizational justice perceptions play a vital role in the course of 

committing workers at the place of work. The results confirm us  that interactional 

justice is the leading component of organizational justice that affects workers‟ 
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commitment directly. The researchers, therefore, settled that organizational justice 

can stimulate employees‟ commitment and inspires them to develop a sense of 

loyalty and devotion to the achievement of organizational objectives.  

 

Durrani, Li and Yalalova (2017) investigate the effect of organizational justice on 

employee commitment and the mediating influence of psychological empowerment.  

The study used 206 participants from numerous service sector organizations of 

Pakistan. The Partial least Square Equation Modelling (PLS) was employed for the 

data analysis. The findings exposed that a significant positive relationship exists 

between organizational justice and affective commitment. Same result was obtained 

by Rezaeizadeh, Monfared and Ghasemipour (2015) who used 308 samples from the 

Iranian Petrochemical Company. This shows that, good perception of justice by the 

workers will lead to high commitment which will give room for the attainment 

improved performance in organizations. In his study of accommodation 

establishments, Guetzkov (2009) posit that distributive, procedural and interactional 

justice impacted on organizational commitment in a positive and significant way and 

he also discovered that interactional justice has more influence on organizational 

commitment than the other components. Equally, distributive and procedural justice 

elements were found to have significantly impacted on organizational commitment in 

a study authored by (Bakhshi & Rani, 2009). 

 

The study by Tafti and Zarandi (2014) examine the relationship between 

organizational commitment with job satisfaction and perceived organizational 

justice. 334 people were used as the population sample of the research. The results 

reveal that there is significant correlation between organizational justices with 
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organizational commitment. The result also reveals that there is not significant 

connection amongst organizational commitment and job satisfaction. More so, it was 

discovered that there exist is a positive significant connection amongst the two 

variables (organizational justice and organizational commitment) on a non-physical 

education teachers. 

 

When workers are deeply committed to their organizations it will lead to certain 

actions, for example, assuming that the objectives and goals of the organization are 

their own, undertaking danger for their organization and the zeal to remain in the 

organization. So in consequence to result of the decline in the number of the workers 

„turnover and the increase in their performances, the organizational efficiency 

improves. In order to maintain efficiency in institutions, and for the management to 

function appropriately, all the ingredients that increase and decrease the 

organizational commitment should be taken into consideration and be followed very 

well (Lambert, Hogan & Griffin, 2007). 

  

More studies have unveiled that perceived organizational justice possessed a very 

high significant influence on employee level of commitments (Colquitt & Conlon, 

2001; Malik & Naeem, 2011; Wasti, 2001; Yavuz, 2010). For organizations to 

improve their employee‟s level of commitment and performance, the managers or 

administrators should be fair and firm in their decisions. In their behavior towards 

the employees, during the process of taking decisions and in their interaction with the 

employees, they should also attach importance to justice behavior so that employees 

will have good perception on justice about them (Tugu  & Tokmak, 2012).   
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From the above, it is clear that many studies were carried out on the relationship 

between organizational commitment and organizational justice and they have noted 

that, organizational justice plays significant role in the development of organizational 

commitment. This is because workers who perceive equal treatment in their 

organization are more likely to feel contented with their work and have less feelings 

to leave and as well feel more committed to their work (See for example, Bakhshi & 

Rani, 2009; Golghatmi et al., 2015; Guetzkov, 2009; Tafti & Zarandi, 2014; Tugu & 

Tokmak, 2012 ). However, most of these studies used organizational justice as an 

independent variable. None of the published study used perceived organizational 

justice as a mediating variable. The current study, therefore, used perceived 

organizational justice as a mediating variable to mediate the relationship between 

organizational commitment and employee performance. Perceived organizational 

justice (mediating variable) is main focus of the next section. 

 

2.6 Perceived Organizational Justice 

Perceived organizational justice is another construct which can influence employee 

performance. Cropanzano, Bowen and Gilliland (2007) posits that, organizational 

justice possessed the potentials for improving trust, commitment, customer 

satisfaction, reduced conflict and  improves attitudes and behavior. Organizational 

justice is a concept that was said to originate from behavioral sciences which tries to 

show the level of fairness in the treatment received by workers from their 

organizations. Perceived organizational justice can be seen as workers view about the 

application of justice in organizations. It comprises of perceptions of how decisions 

are arrived at, pertaining to the distribution of results (Zapata-Phelan et  al., 2009). 

Perceived organizational justice can also refer to the organizational members' views 
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or specific awareness of the moral virtues of the way they are treated, which will 

determine how effectively to carry out their assigned work. It is a field that gives a 

worker the opportunity to decide on how to reciprocate to the treatment he received 

from the organization (Baldwin,  2006).  

 

Perceived organizational justice is an important factor which can be linked with the 

accomplishment of institutions. In order to keep workers committed, contented, and 

loyal to the institution, the institution should be just in its system pertaining to 

interactional, distributive and procedural justice (Ayobami & Eugene, 2013). When 

workers perceived that they are treated justly by the organization in all aspects, they 

will be inclined to exhibit more positive characters and behaviors desirable by the 

institution. Issues like allocating financial rewards, recruiting workers in 

organizations, policy-making and policy execution that affect who make the 

decision, and individuals that will be affected by such decisions require fair and just 

treatment  (Zapata-Phelan et  al., 2009). 

 

Perceived organizational justice is seen as a fundamental requisite for the effective 

and efficient functioning of institutions. Justice perceptions occupy a very vital 

position as far as decisions and processes of personnel development is concern 

(Cohen-Charash & Spector, 2001). These decisions and processes may include 

remuneration, bonuses, rewards and other entitlements. In actual sense, justice in 

rewards received, decisions pertaining to rewards -related process and the mode at 

which this information is send to all the workers plays an important role in 

formulating the perceptions about the organization‟s rewards (Kovacevic, Zunic & 

Mihailovic, 2013). 
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Perceived organizational justice is an important element and a crucial determinant of 

successes and employee performance in institutions. Institutions that are fair and just 

in their procedures, policies/ programs, interpersonal relations and distribution 

process, workers in such organization will give their best response to the institution 

with respect to positive attitudes and performance (Ayobami  et al., 2013). Improving 

the process of justice and fairness in organizations will result in enhanced outcomes 

from workers. Therefore, administrators, managers and company leaders should take 

necessary measures to improve job satisfaction and organizational commitment so as  

to reduce workers „intention to leave, through the aid of distributive and procedural 

justice (Elanain, 2010).    

 

The concept of organizational justice perception possess the opportunity of creating 

powerful ways for organizations and workers alike, to acquire greater trust, loyalty, 

and commitment (Cropanzano et  al., 2007). Organizational justice perception means 

the way people sees justice and equality in institutions. This consists of perceptions 

and views on how decisions are arrived at pertaining to the distribution of rewards 

(distributive justice) and the views and notions of justice on those outcomes 

themselves as indicated in the Equity theory by Adams (Dietz, Robinson, Folger & 

Baron, 2003). It is pertinent to note that, one cannot study perceived organizational 

justice without relating it to equity, equity has been widely conceptualized in the 

form of justice and has been classified into three-dimensional categories:(1) 

distributive (2) procedural and (3) interactional justice (Zapata-Phelan, Colquit, Scott 

& Livingston, 2009). The word equity refers to the feelings of good, just, right and 

fairness, and all these virtues are built in our common culture and history. If 

employees noticed differences between the incentives they receive for their 
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commitment, as they try to compare them to those of other members, they will 

develop interest to perform effectively depending on the way they perceived it.  

Cropanzano et al. (2007) also agreed that justice and fair process will lead to 

intellectual and psychological recognition, which will in turn, creates trust, loyalty 

and commitment that may result to voluntary cooperation in the process of program 

implementation. The various aspects of perceived organizational justice are 

discussed below. 

 

2.6.1 Dimensions of Organizational Justice 

Distributive Justice; Is the people‟s views about the fairness in the distribution 

process of resources among workers (Niehoff et al., 1993) .  According to Saunders 

and Thornhill (2006) the concept  has its origin in (Adams, 1965). Saunders and 

Thornhill (2006) argued that, feelings of unfairness would occur where the amount of 

a person‟s outcomes in relation to their contribution from an exchange were viewed 

as unequal through comparison with others. This may give rise to positive inequity, 

where a worker perceives that another person had a greater allegation to a particular 

distribution leading to a feeling of guilt. Perceptions of uneven distribution of work 

reward can lead to frustration in an individual which further cause the individual to 

look for ways of retaliating in order to reduce tension. Distributive justice also deals 

with people‟s views about the fairness in the distribution process of resources among 

workers. It can also mean the perception of fairness in amounts of reward package 

worker receive from the organization (Ayobami et al., 2013).  

 

In their comment, Cropanzano et al. (2007) differentiate between three allocation 

factors that can lead to distributive justice when adopted effectively by organizations. 
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These are: Firstly, equity, (to treat everyone the same), secondly, equality (to reward 

every one based on his contributions), and thirdly, needs (to treat everyone in 

accordance with his urgent needs).  Distributive justice is more related with the 

reality that, not all employees are treated the same and that, the allocation of 

incentives is being distinguished in the workplace. Furthermore, distributive justice 

likely plays a vital role for employee in assessing their organization. Workers would 

be more committed to their organization when they cannot receive the same rewards 

in another organization (Cropanzano et al., 2007). 

  

 Procedural Justice refers to people‟s perception about how an allocation decision is 

made, or a particular decision is arrived at (Niehoff et al., 1993). Procedural justice 

described the extent to which workers or those affected by decision view it if they are 

made according to justice guidelines (Al-zubi, 2010; Fernandes  & Cedwyn,  2010). 

In other words procedural justice is concerned with the view of justice about 

measures and processes. For example, workers who felt that their superior had 

carried out a very fair assessment on them  tended to rate their trust and loyalty more 

positively (Saunders & Thornhill, 2006). 

 

Interactional justice the extent to which individuals are treated with respect, 

politeness, and dignity (Niehoff et al., 1993). It came about as a result of the manner 

in which people are treated (Fernandes & Cedwyn, 2010). It was noticed that, it 

likely to have a significant effects on the views that form about justice, not only 

about the procedure of application in general but also about the ethical commitment 

to treat everyone equally. This led to the introduction of another dimension of justice, 

which is interactional justice as a third and distinct paradigm of organizational justice 
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(Saunders & Thornhill, 2006). However, because it has been found out that it 

produces the same type of conceptual outcomes as procedural justice, it has been 

classified more recently as part of procedural justice rather than an independent 

factor or dimension of organizational justice (Cropanzano & Greenberg, 2001). 

Interactional justice reflects the concerns of employee about fairness exhibited by 

leaders of organizations in terms of interaction between them and other members of 

the organization.   

 

Following the Niehoff et al. (1993), this study measured perceived organizational 

justice using three dimensions because Niehoff et al. (1993) argued that 

organizational justice is measured using three different dimensions which are 

distributive, procedural and interactional justice and the measurements of perceived 

organizational justice in this study are adopted from their study and positive result 

was also reported in the study. The relationship between perceived organizational 

justice and employee performance is discussed below. 

  

2.6.2 Perceived Organizational Justice and Employee Performance 

Previous studies have disclosed that, perceived organizational justice is an important 

determinant of employee performance among which is the research carried out by 

Diab (2015) which was aimed to find out the influence of organizational justice on 

employee performance and job satisfaction in the three selected Hospitals in Amman. 

300 workers were used as sample and linear regression was adapted as data analysis 

technique. The study found out that there exist a significant association between the 

organizational justice components (evolutional, interactional, procedural and 

distributive justice) and employee performance. The result also indicated that there is 
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an excessive perception between the organizational justice elements and Amman 

Hospital workers. The distributive justice has the highest perception and interactional 

justice has lower perception. The study, therefore, recommends that organizations 

should focus on training, encourage mutual relationship between subordinates and 

superior, open door policy be observed, develop a proper procedures and be fair in 

terms of sharing functions and tasks of workers. This result is similar to the one 

obtained by Efanga, Aniedi and Idente (2015) who investigated the influence of 

organizational justice on job performance of tertiary institutions in Nigeria. The 

result of the study reveals that a positive relationship exists between the constructs. 

The study suggested that in order to improve employee performance Management 

should treat workers with fairness.  

Kalay (2016)  conducted a research with data collected from 942 employees in public 

schools in three Turkish metropolitan cities. Partial least squares structural equation 

modeling (PLS-SEM) techniques was used as a data analysis technique. The result 

shows that distributive justice of organizational justice has a significant impact on 

task performance. While, procedural justice and interactional justice were negatively 

related task performance. Manouchehri and Katoul (2014), used 242 respondents 

through simple random sampling to measure the research hypotheses the 24 item 

employee performance questionnaire of Sai Nick (1985) and 20 item organizational 

justice questionnaire of Nieohoff and Moorman (1993). The findings indicate that 

there exist a positive relationship between organizational justice and employee 

performance. The aim of Niazi and  Hassan (2016), study was to examine the impact 

of the three dimensions of justice on employee performance. The data were collected 

from 300 respondents who were employees of banks in Pakistan. The result reveals 



 

101 

 

that procedural and interactional justice had more influence on employee 

performance than distributive justice.  

The findings of  Khan, Aftab, Anjum and Amin (2016)  research shows that the three 

aspects of  organizational justice are positively related to  job performance and its 

elements (task and context). So in a view to boost up employees performance, 

organizations should focus on organizational justice by ensuring fairness in all 

dealings and procedures in the organization. In a related development, the three 

components of justice (interactional, distributive and procedural) were found to 

significantly related to employee job performance in a study carried out by 

(Bavarsad, Rahimi & Aboali, 2017). The study used a sample of 200 employees and 

SPSS software as method of data analysis as well as multiple regressions was 

conducted. The study, therefore, recommend that, various avenues should be created 

(example, workshops, and conferences) where administrators/ managers will be 

taught how to apply organizational justice principles in their organizations. 

 

Akbolat (2015) carried out a survey to determine influence of organizational justice 

on job satisfaction level of health workers. It is maintained that identification of view 

of organizational justice and job satisfaction by the health workers and contact 

between these two variables shall give more creative and effective operations of 

health organizations. Based on the findings of the survey, all the elements of 

organizational justice scored high level of scores between distributive justice and 

interactional justice (ρ=0.763) (p<0.01). Procedural justice (ρ=0.841) and distributive 

justice, procedural justice and interactional justice (ρ=0.933). This indicated that 
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there is a connection between organizational justice and job performance, which can 

give rise to increase of performance of employees.  

 

Manouchehri and Katoul (2014) conducted a research aimed at finding the 

relationship between organizational justice and performance of employees in 

Golestan Proving Bank Melli Iran. The research population was selected through a 

systematic random sampling. Finding of the study reveals that, a positive relationship 

exists between organizational justice and employee performance. Based on this 

finding, the study recommended that, the needs of workers  based on the three 

dimensions of organizational justice should enhanced and that organizations should 

put more emphasis on promoting interactional justice because this will create 

personal interrelationships  which will equally lead to the increase in performance.  

 

 Jawad, Raja, Abraiz and Tabassum (2012) used data collected  from 150 workers 

from some universities and find out that a significant positive association exist 

between the tree dimensions of justices (procedural interactional and employees 

commitment level. Similar result was achieved from the study of Gayipov and  

Bedük (2014) which examine effects of organizational justice and commitment in an 

education institution in the province of Konya. The data of the research were 

obtained through a questionnaire and 56 respondents. The finding  of the research 

confirm that showed a positive  relationship between the elements of organizational 

justice and those of organizational commitment. More so, the outcome obtained from 

the research conducted by Demirel and Yücel (2013) there is a positive link between 

, procedural,distributive and interactional aspects of justices and affective component 

of commitment. 
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Robinson (2004) explored the role of organizational justice on constructs such as (a) 

job satisfaction (b) organizational commitment (c) motivational level (d) citizenships 

behavior and (e) performance. The findings showed that, three dimensions of 

organizational justice were positively related to all of the selected variables. Also in a 

research carried out by Hadi, Manaf, Latif and Ali (2014) on organizational justice as 

a predicator of self-perceived work performance their conclusions indicated that all 

variables of organizational justice (procedural, distributive, interactional justice) tend 

to have significant effects on self-perceived work performance.   

 

Findings from a research conducted by Adzei and Atinga (2012) reveals that 

distributive procedural and interactional constructs influence job satisfaction and 

performance of Health workers. But their demographic features partially mediate 

only the link amongst job performance and job satisfaction excluding performance. 

The findings also show, there is a positive association amongst organizational justice 

and its forms (distributive justice, procedural justice, informational justice) and job 

performance and its forms (context and task) and also there is a weak relationship 

between the above mentioned constructs and procedural justice, so it encourages 

employees' job performance in the area of organizational justice and its forms. 

 

The study by Supriyanto (2013) explores the effects of organizational commitment, 

procedural justice, job satisfaction on employee performance, and the mediating 

effects of organizational citizenship behaviors. The study used samples of 70 

workers divided into two groups the sample is taken using proportional random 

sampling and questionnaires to collect data from the respondents. The study results 

disclosed that both organizational commitment and procedural justice positively 
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impacted on organizational citizenship conduct, there is a positive relationship 

between organizational commitments, and job performance and negative relationship 

do exist between job satisfaction and organizational citizenship behavior and job 

performance. There was a partial mediation between organizational citizenship 

behavior and organizational commitment, procedural justice and job performance. 

The findings of this study are good, however the sample is small to be used for 

generalization of results. 

 

The research conducted on Training and Education at Yasouj in Iran, using 200 

employees as a sample, questionnaire as a method of collecting data and SPSS 17.0 

software was adopted in the analysis of data. The instrument was validated through 

accord and experts while reliability through Cronbach Alpha. The findings show that 

all the dimensions of organizational justice are positively associated with job 

performance. Furthermore, it was also revealed that all the five dimensions of 

organizational citizenship behavior were directly connected with job performance 

(Shahabinasab, Makaryianpour, Omddavarpanah & Albojhobish, 2015). 

 

In a research carried out by Elamin and Alomaim (2011) it was discovered that  

organizational justice impacted on job satisfaction for both Saudi employees, and 

overseas employees. For the Saudi workers, all the justice dimensions have no any 

connection with self-perceived performance. For the foreign workers, all the three 

constructs of justice have positively impacted on self-perceived performance. 

Whereas the distributive justice was the best forecaster of performance for overseas 

workers, the procedural justice indicated a negative effect on it.  
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In a related development, a survey conducted by Fernandes and Awamleh (2006) on 

the impact of organizational justice in an expatriate work environment, the survey 

concluded that, the United Arab Emirate  UAE nationals group, interactional and 

distributive justice has a positive effect on both satisfaction and employee 

performance. All the organizational justice variables have positively impacted on 

satisfaction for the expatriate group, but none of the organizational justice 

dimensions impacted on self-perceived performance of expatriates. Choudhry, Philip 

and Kumar (2011) in their study found out that, the use of equal treatment and equal 

methods in all decisions may be a predictor to promoting institutional efficiency and 

effectiveness. Therefore, institutions should encourage their Administrators and 

Managers to support organizational justice. 

 

Moazzen (2014) investigated the link between organizational justice and job 

performance using applied correlation and Pearson correlation coefficient and 

multivariable regression. The result reveals that there exist a positive correlation 

between organizational justice dimensions and job performance. The work of Elanain 

(2010) was  found to be  in line with the studies conducted in western countries. His 

study discovered that procedural justice was meaningfully associated to 

organizational commitment than distributive justice. But in contrast to other studies, 

the study reveals that procedural justice exerts more influence on job satisfaction 

than distributive justice. Also, organizational commitment strongly mediated the 

relationship between procedural justice and intention to leave. But, it partly mediated 

the relationship between distributive justice and intentions to leave. Lastly, 

distributive justice mediates some of the relationships between procedural justice and 

work outcomes. 
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Mehrabi et al. (2012) conducted a research and found out that, all dimensions of 

organizational justice (distributive, procedural and interactional justice) have no 

positive and substantial effects on the productivity of workers. They therefore, 

concluded that distributive, procedural and interactional justice and employee 

performance are in an unsuitable condition. This may have a substantial impact on 

the organization in the future. Findings from the study of Wang (2010), shows three 

results, first that, the relationship of organizational justice to work performance was 

mostly indirect, and mediated by leader member exchange and organizational 

commitment. Second, from all the three dimensions of organizational justice, 

interactional justice was the strongest determiner of performance. And third, 

organizational commitment is more pronounced as far as mediating role is concern 

between leader member exchange and organizational commitment. 

 

Mahajan  (2013) carried a study on organizational justice climate, social capital and 

firm performance. It was unveiled that an indirect relationship exists between 

organizational justice and firm performance. The study also suggested ways through 

which various elements of justice climate, distributive, procedural, interactional 

influence different components of social capital. Almansour (2012) did a research 

aimed at examining the influence of leadership styles, organizational and job 

satisfaction. The sum of 150 questionnaires was distributed among the managerial 

staff in some selected industrial company. The population of the survey is made up 

of senior and middle cadre staff chosen by the Sahab Industrial City in Amman- 

Jordan. The outcome of the research showed that the job satisfaction and 

transformational leadership and job satisfaction are positively related. But 

transanctional leadership is positively related to job satisfaction. The findings also 
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indicated that, distributive justice influence job satisfaction, but procedural justice 

relates to job satisfaction. Meanwhile, interactional justice is positively correlated 

with job satisfaction. 

 

An empirical survey was conducted on 135 health workers in Labafi Nejad Hospital 

Tehran by Sokhanvar, Hasapoor, Hajhashem and Kakamam (2016) the objective of 

the study was to examine the influence of organizational justice on employee 

turnover intention. The research adopted measurement scale created by Beugres 

(1998), using SPSS, Pearson correlation and ANOVA tests were carried out. The 

result indicated that, although all the three dimensions of organizational justice were 

found to be significantly related to worker‟s turnover intention, the highest means 

was from the interactional justice (75.24±16.68). This result, entails that, high 

perceptions of organizational justice by workers can reduce the rate of turnover 

intention and reduce in turnover rate and employee performance will improve. The 

researchers therefore recommend that, organizations should have special 

considerations in promoting justice in their organizations. 

 

Contrary to the above, Shakoorzadeh, Vaisi, Ebadi and Dolatshah (2015) discovered  

that interactional justice has little or no influence on efficiency of staff Umia. In a 

research they carried out, on the staff of Education Factory in the city of Urmia, 

Shakoorzadeh, Vaisi, Ebadi and Dolatshah (2015) used 250 respondents out 635 staff 

of the organization. The results show that distributive and procedural justice were 

positively significant to performance, signifying that, once there is increase in 

workers‟ perception of distributive and procedural fairness certainly effectiveness 

will also increase. The result further disclosed that, interactional justice does not 
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influence efficiency. Furthermore, the findings indicated that, organizational justice 

and demographic variables (level of education, years of experience, rank among 

others) have no any correlations. From the above results, it is clear that, cordial 

relationships, fairness, are the key elements as far as the development of worker is 

concerned. 

 

From the above, it is clear that, many studies have been conducted on organizational 

justice and employee performance both in Africa and beyond. These studies have 

revealed that positive relationship exists between organizational justice and 

employee performance ( see for example Adzei & Atinga, 2012; Diab 2015; Hadi, 

Manaf, Latif & Ali 2014; Moazzen, 2014; Shakoorzadeh, Vaisi, Ebadi & Dolatshah, 

2015). However, most of the studies were not conducted in the context of Nigeria 

therefore, this study concentrate on the influence of perceived organizational justice 

on employee performance in the public sector organization in Nigeria considering the 

fact that perceived organizational justice has the potentials for improving trust, 

commitment, customer satisfaction, reduced conflict and improves attitudes and 

behavior as well increase performance (Cropanzano, Bowen  Gilliland, 2007). For 

easy understanding, various gaps identified from the above literature were 

summariszed in the section below. 

2.6.3 Gaps in the literature 

Based on the evidence from the literature review, several researchers were conducted  

on motivation and employee performance  around the world, example Asia ( see for 

example, Abusama,  Haming, Hamzah,  2017; Andy & Zhou, 2017; Asim, 2013; 

Islam & Zaki, 2008), U.S (Bertelli, 2006; Chatzopoulou, Vlachvei & Monovasilis, 
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2015; Chowdhury, 2007), Nigeria (see for example Abbah, 2014; Abbass, 2012; 

Abdulsalam & Mohammed, 2012; Alalade & Oguntodu, 2015; Anyim et al., 2012; 

Arowolo, 2012; Chima, 2014). In these studies, positive relationships were reported 

between motivation and employee performance. However, most of the studies 

conducted on motivation in the Nigerian context adopted a qualitative approach (see 

for example Abbass, 2012; Arowolo, 2012; Chima, 2014; Egberi, 2015; Okey, 2014), 

even the very few that used quantitative approach concentrated on private 

organizations (see for example Adebiyi, 2016; Alalade & Oguntodu, 2015; Emeka, 

Amaka & Ejim, 2015). Therefore, the present study examines the influence of 

motivation on employee performance in the Nigerian public sector using quantitative 

method in order to address the gap.  

 

Evidence from the literature has shown that many studies were conducted on 

working condition and employee performance globally such as; US (see, for 

example, Jain & Kaur, 2014; Jayaweera, 2015), Asia ( see for example, Abdul & 

Awan, 2015; Ahmed, Sleem & Kassem, 2015; Chandrasekar, 2011),  Kenya (Kiruja, 

2013; Mokaya, 2013; Nduku et al., 2015), Nigeria (see for example Anthony, 

Margret, Itunuoluwa & Egwuonwu, 2017; Noah & Steve, 2012; Taiwo, 2010). 

However, most of the studies conducted on working condition in the Nigerian 

context concentrated on private organizations (Anthony, Margret, Itunuoluwa & 

Egwuonwu, 2017; Taiwo, 2010; Ukaegbo, 2000). Working condition plays vital role  

toward  reducing turnover rate, absenteeism and enhanced workers performance 

(Kiruja, 2013; Nduku et al., 2015). Therefore, the present study focused on the 

influence of working conditions on employee performance in the Nigerian public 

sector.  
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Organizational Commitment is an another important variable in this study  because 

workers commitment is one of the main determinants of employee performance 

(Altindis, 2011; Rafiei, Amini & Foroozandeh, 2014). A lot of studies were 

conducted on organizational commitment and employee performance globally,  Asia 

(see for example Chen & Francesco, 2003; İşcan & Naktiyok, 2004; Madhuri, 2015; 

Shaw,  Delery & Abdulla, 2003; Yousef & Abdulrahman, 2000; Yundong, 2015)  

U.S (Miller & Lee, 2001; Suliman & Iles, 2014; Williams & Anderson, 1991). 

However, most of the studies conducted on organizational commitment in Nigeria  

focused on private sector organizations (see for example Balogun, Adetula & 

Olowodunoye, 2013; Faloye, 2014; Majekodunmi, 2015). The present study, 

therefore, concentrates on the influence of organizational commitment and employee 

performance in public sector organization in Nigeria.  

 

 Another fundamental construct in this study is perceived organizational  justice, 

which indicates how workers are being treated in the organization (Al-zubi, 2010; 

Diab, 2015). Whenever workers perceived equity in their treatment, they tend to 

exhibit positive behaviors that leads to high commitment to work and prevent 

turnover intentions which in turn lead to performance in organizations (Manouchehri, 

Branch & Katoul, 2014). Several studies were conducted around the world with 

regard to relationship between organizational justice and  employee performance (see 

for example Abekah-Nkrumah & Ayimbillah Atinga, 2013; Akbolat, 2015; Al-zubi, 

2010; Diab, 2015; Elamin & Alomaim, 2011). However, in Nigeria, studies on 

organizational justice focused mainly in Banking and education sector (Efanga et al., 

2015; Friday & Anyanmu, 2016). Therefore, this study examines the influence of 
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perceived organizational justice and employee performance in the public sector 

organization with a view to address this gap.  

 

In addition to the above, past studies on the target variables (motivation, working 

condition and organizational commitment), treated employee performance as a one-

dimensional construct (see, for example, Alalade & Oguntodu, 2015; Ajala, 2014, 

Anuj & Anita, 2015; Asim,2013; Chen & Francisco, 2003; Leblebici, 2012; Nduku, 

Mwenda & Wachira, 2015). In contrast, the present study, consider employee 

performance as a multidimensional construct (task and contextual) in the context of 

Nigeria public service.  

 

Furthermore, it has been found that, no empirical studies combine motivation, 

working condition and organizational commitment as factors influencing employee 

performance. Likewise, no published study was found to examine the mediating 

effects of perceived organizational justice on the relationship between motivation, 

working condition, organizational commitment and employee performance.  More so 

past studies on employee performance adapted first generation analytical methods 

such, analysis of variance, Anova, chi-square, factor analysis, manova, multiple 

regression analysis, and  regression (Chand, 2010; Chaston, 1993). This study, 

applied Partial Least Square Structural Equation Modelling Smart (PLS-SEM) 3.0 

which is a second generation analysis tool and multivariate that is made for all types 

of model (reflective or formative construct). Finally, most of the studies on employee 

performance  in Nigeria concentrated on private sector organizations. In contrast, the 

present study focused on the public sector (civil service) in Nigeria with a particular 
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reference to Sokoto State. Theoretical underpinning is the focus of the proceeding 

section. 

 

2.7 Underpinning Theory 

Theories are important for every research as they help in shaping and directing 

research. The present study is made up of three independent variables, (motivation, 

working conditions and organizational commitment), one mediator (perceived 

organizational justice), and dependent variable (employee performance), the theories 

that is found to be relevant for this study is the Equity theory (Adams, 1963). 

 

Equity Theory was first developed in 1969 by Stancy Adams, a psychologist who 

believes that individuals seeks to maintain equity between what they contribute to a 

job and the rewards they receive in return (Adams, 1965). Equity is classified among 

the prominent process motivation theories (Al-zawahreh  & Al-Madi, 2012). It was 

argued that the equity theory is a theory that focuses on perceived justice of an 

individual. An individual tries to reflect on how much inputs he has contributed and 

compares this to the benefits he has got from it. Equity is calculated through 

comparing the ratio of inputs and rewards an individual receives (Khalifa & Truong, 

2010). After assessing his input-output ratio, he will then relate this ratio to the input-

output ratios of other employees, for instance, his direct co-workers. If the worker 

perceives his input-output ratio to be equal to ratios of other relevant peers, then 

there is equity  (Huseman,  Hatfied  & Miles, 2006). 

 

In this type of situation, the worker will be motivated and perform well. The belief is 

that, human beings by nature value fairness or fair treatment, when an employee 
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realizes, unbalance ratios between him and his direct co-workers, it means inequality 

exist and this will make him to exhibit irregular attitudes in the organization which in 

the long run may  lead to low performance and the individual may even decide to 

leave the organization (Spector, 2008). 

 

Equity theory is more relevant to this study because of its comprehensiveness and 

generazability to all kinds of relationship whether occupational, exploitative or 

intimate. This theory is also logical and it clearly explains the employees‟ actions 

consistently, particularly the Nigerian civil servants. Equity theory can also explain 

the relationship between variables under investigation in this study, i.e. motivation, 

working conditions, organizational commitment and perceived organizational justice. 

 

Furthermore, equity theory can be used to explain this research model for the fact 

that, it is interesting to note that, Nigerian civil servants tend to compare their output 

ratios with an input ratio both from within and outside the organization which makes 

them exhibit irregular attitudes that gave rise to low employee performance. In their 

attempt to fight the inequality, they decrease performance, sometimes go on strike; 

some workers may even decide to leave the civil service for private organizations 

while others leave the country entirely thereby creating a brain drain in the country. 

Also, in Nigeria the uniform pay structure imposed by civil service where both the 

hard working and incompetent workers are leveled up and lack of objective criteria 

for a fair appraisal of workers‟ abilities create the perception of inequality to 

workers. How would a worker continue to put in his best while he had noticed a peer 

worker at the same level of payroll idling away? This brings about discouragement 
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and inefficiency. Thus, how equity theory can fit into this model is further illustrated 

in figure 2.1  

 

 

 

 

 
 

 

 

 

 
 
 Figure 2.1 How Equity Theory fit into this framework 
 

Figure 2.1 shows how equity theory can fit into this framework. It indicates that   

motivation, favorable work setting, commitment can lead to a high output ratio once 

there is equity (perceived organizational justice). On the other hand, the low output 

ratio will be recorded if there is inequality. Several studies have used equity theory 

which includes (Al-zawahreh, 2012; Khalifa & Truong, 2010; Muogbo,  2013).  

After the underpinning theory, the research framework followed. 

  

2.8 Research Framework 

The foundation and clear picture, as well as understanding of any problem under 

study, are provided by research framework (Sekaran, 2000). Framework assists in 

generating testable hypothesis through describing the relationship between the 

constructs that form the basis of the research problem. Based on the available 

literature reviewed by the researcher and suggestions for further research by writers, 
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this study has identified some variables that are significant and related to the problem 

under study. Figure 2.2 shows the relationship between the variables under 

investigation which are motivation, working condition, organizational commitment 

(i.e., Independent variables) and employee performance (i.e., dependent variables) 

whereas perceived organizational justice is used as mediating variable. Mediation is 

a fundamental  methods and processes that join antecedents and outcomes (Aguinis, 

Edwards & Bradley, 2016). A mediating variable conveys the result of the 

antecedent on the outcome, both in part or complete (Baron & Kenny, 1986). As 

indicated earlier in this study that perceived organization justice will be used as a 

mediating variable based on suggestion from Ahmad et al. (2015) Aykun, 2014) and 

as well meeting the requirements outlined by (Baron & Kenny, 1986). This 

framework is supported by Equity theory (1965) which argued that, workers tends to 

maintain fairness between what they contribute to a job and the rewards they receive 

in return.  
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Figure 2.2  Research framework 
 

From figure 2.2 it is clear that the present study intends to use three independent 

variables; motivation, working conditions and organizational commitment, one 

mediator; perceived organizational justice and employee performance as the 

dependent variable. The model shows that the research will explore in deep the 

relationship between the three independent variables and the dependent variable, it 

will also investigate the possible mediating role of perceived organizational justice 

between dependent and independent variables. The model will again establish the 

relationship between the mediator and a dependent variable. The basic argument of 

this model is that, previously these constructs were discussed fragmentally. Yet the 

problem of employee performance in organizations (Civil service) still persists. It is 

therefore the belief of the present study that, by introducing an intervening variable 
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and holistically studying the three constructs it will go a long way in providing a 

lasting solution to the problem of employee performance. Hypotheses were 

developed in the next section. 

 

2.9 Hypotheses Development  

Relationship between motivation and employee performance 

Motivation plays vital role as far as employee performance is concerned because it 

induced workers into action, enhanced level of effectiveness, leads to realization of 

organizational goals, develop mutual understanding between employers and 

employees, lead to organizational stability and reduce employee turnover (Abbah, 

2014; Chatzopoulou et al., 2015b). Previous studies have established that, positive 

relationship exists between motivation and performance (Abdulsalam & Mohammed, 

2012; Alalade & Oguntodu, 2015; Balachandar et al., 2010; Ciobanu & 

Androniceanu, 2015; Formenky, 2015; Ismaijli  Krasmiq & Qosja, 2015; Oladimeji  

2012; Robinson, Michael & Moeller, 2010;  Srivastava, 2015; Tomar & Sharma, 

2013; Yawe, 2010). However, some studies found out that there exits variation in 

terms of motivational levels between intrinsic and extrinsic factors. For instance, 

studies by (Achim, 2013; Ismaijli, Krasmiq & Qosja, 2015; Mani, 2002; Mulwa, 

2003; Muogbo, 2013; Thaliath & Thomas, 2012), favored the extrinsic factors, while 

(Ciobanu & Androniceanu, 2015; Griffin, Angie, Moser & Vanvuren, 2013; 

Moynihan & Pandey, 2007; Ryan & Deci, 2000; Singh, 2005) believes that intrinsic 

factors have more influence on employee motivation. Based on the above findings, 

therefore, the present study proposed that; 

H1 There is a significant relationship between motivation and employee performance 
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H1a There is a significant relationship between intrinsic motivation and task 

performance 

H1b There is a significant relationship between intrinsic motivation and contextual 

performance 

H1c There is a significant relationship between extrinsic motivation and task 

performance 

H1d There is a significant relationship between extrinsic motivation and contextual 

performance 

 

Relationship between working condition and employee performance 

Working condition play a significant role in determining workers performances as 

posit by Chandrasekar (2011) and that workplace environment influence employee 

morale, performance and commitment. This statement was further buttressed by 

findings from past studies of (Abdul & Awan, 2015; Ajala, 2012; Akinyele, 2010; 

Amin, 2015; Bakotić & Tomislav, 2013; Jayaweera, 2015; Leblebici, 2012; Makori,  

et al., 2012; Mokaya, 2013; Nduku et al., 2015; Swathi, 2005). Following the 

arguments of Samson and Waiganjo (2015), this study measured working conditions 

with three dimensions (physical condition, psychosocial and work life balance). This 

study, therefore,  propose the following hypotheses; 

H2 There is a significant relationship between working condition and employee 

performance 

H2a There is a significant relationship between physical environment and task 

performance 
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H2b There is a significant relationship between physical environment and contextual 

performance 

H2c There is a significant relationship between psychosocial environment and task 

performance 

H2d There is a significant relationship between psychosocial environment and 

contextual performance 

H2e There is a significant relationship between work-life balance and task 

performance 

H2f There is a significant relationship between work-life balance and contextual 

performance 

 

Relationship between organizational commitment and employee performance 

The level of success and failure of any organization depends largely on how well or 

bad the performances of its human resources are. Good workers' performance leads 

to exhibiting acceptable attitudes of employees which can contribute to the 

achievement of the intended goals of the organization. Employee performance 

enables organizations to compete in the global market, make organization survive, 

enhanced spirit of cooperation, commitment, satisfaction and create mutual 

understanding between management and employees (Robbins & Judge,  2007). 

Organizations therefore need a highly committed workers to help in the actualization 

of the set goals, for this reason, Hameed and Waheed (2011) argued that, 

organizations need to spend a huge amount of resources for personnel development. 
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This indicates that the level of commitment of workers in an establishment will be 

influenced by the nature of treatment workers received from the organization. 

 

Past studies have attempted to investigate the level of relationship between 

organizational commitment and performance, these studies includes; (AbdulRashid, 

Sambasivam & Johari, 2003; Ahmad, 2014; Chen & Francesco, 2003; Folorunso, 

Adewale & Abodunde, 2014; Ghorbanpour & Author, 2014;  Kim, 2009; Liou, 2008; 

Memari & Omid, 2013; Qaisar & Rehman, 2012; Rangrizi & Mihrabi, 2010; 

Suliman & Iles, 2014) positive relationship was reported between performance and 

commitment from all the studies. However a study by Tolentino (2013) on the 

relationship between commitment and performance of academic and administrative 

personnel of a chartered university, the disparity between the levels of organizational 

commitment of academic and administrative personnel was recorded. Based on the 

above arguments, and following Allen and Meyer (1991) study, the present study 

measured organizational commitment with three dimensions (affective, normative 

and continua commitments). The following hypotheses are, therefore, propose; 

 

H3 There is a significant relationship between organizational commitment and 

employee performance 

H3a There is a significant relationship between affective commitment and task 

performance 

H3b There is a significant relationship between affective commitment and contextual 

performance 

H3c There is a significant relationship between normative commitment and task 

performance 
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H3d There is a significant relationship between normative commitment and 

contextual performance 

H3e There is a significant relationship between continuance commitment and task 

performance 

H3f There is a significant relationship between continuance commitment and 

contextual performance 

 

Relationship between perceived organizational justice and employee 

performance  

Organizational justice perception is an important component and a crucial 

determinant of successes in institutions. Institutions that are fair and just in their 

procedures, interpersonal relations and distribution process, workers in such 

organization will give their best response to the institution with respect to positive 

attitudes and performance (Ayobami et al.,  2013). Positive relationship exist 

between organizational justice and performance based on the studies (Adzei & 

Atinga, 2012;  Ali, Munsour & Mostafu, 2015; Elamin & Alomaim, 2011; Hadi et 

al., 2014; Supriyanto, 2013). The present study, measured perceived organizational 

justice with three dimensions (distributive, procedural and interactional justice) as 

suggested by Niehoff  et al.  (1993) therefore the study hypothesized that, 

 

H4 There is a significant relationship between of perceived organizational justice 

and employee performance 

 

H4a There is a significant relationship between of perceived organizational justice 

and task performance 
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H4b There is a significant relationship between of perceived organizational justice 

and contextual performance 

 

Relationship between motivation and perceived organizational justice 

Motivation and organizational justice perception are two important constructs that 

can aid organizations to attain high productivity, especially in today‟s fast changing 

economy, which is given rise to global competition (Abbasoglu, Tengilimoglu & 

Ekiyor, 2016). Motivation is seen as an inner force that pushes individual to engage 

in particular behaviors. These forces can come from within and outside factors 

(Spector, 2008). While perceived organizational justice is the  perception of fairness 

by employees on the overall operations of an organization (Gyekye, 2014). Evidence 

from the previous studies has shown that there exist positive relationship between 

motivation and organizational justice. For example (Alhaji & Fauziah, 2012; Choi, 

2011;  Imran & Ali, 2016; Sarit, 2012; Tengilimoglu & Ekiyor, 2016), all reported 

highly significant relationship between the two variables. Therefore, this study 

hypothesizes that; 

H5 There is a significant relationship between motivation and perceived 

organizational justice 

H5a There is a significant relationship between intrinsic motivation and of perceived 

organizational justice 

H5b There is a significant relationship between extrinsic motivation and perceived 

organizational justice 
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 Relationship between working condition and perceived organizational justice 

Working condition is the condition under which people work for the purpose of 

attaining desired objectives. Favorable work conditions provide a favorable 

experience to workers and allow them to achieve their skills and performance. It also 

induces self-actualizing behavior. For example, an unserious worker can change to a 

very serious and responsible employee due to changes or a friendly work condition 

(Kyko, 2005). Toxic environment, according to him, on the other hand, create an 

unfavorable situation and at the same time, demoralize workers‟ behavior (Kyko, 

2005). Perceived organizational  justice, on the other hand, denotes the view of 

workers on the application of justice in the entire mode of operations in an 

organization (Hadi et al., 2014). Information available from the literature regarding 

the relationship between working condition and perceived organizational justice 

shows that there exists a positive relationship between the two variables. For 

example (Fernandes & Awamleh, 2006; Gyekye, 2014; Mukherjee et al., 2016; 

Ziaaddini, 2013) reported a positive correlation between the constructs. Therefore 

this study hypothesizes that; 

H6 There is a significant relationship between working conditions and perceived 

organizational justice 

H6a There is a significant relationship between physical environment and perceived 

organizational justice 

H6b There is a significant relationship between psychosocial environment and 

perceived organizational justice 
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H6c There is a significant relationship between work-life balance environment and 

perceived organizational justice 

  

Relationship between perceived organizational justice and organizational 

commitment 

Organizational justice perception is the view of fairness and equal treatment by 

workers from their organization, this perception may be made in terms of comparing 

outcome factors from within or outside the organization (Hassan, 2002). Similarly, 

Adams (1965) has postulated that motivation and performance of the employee can 

be influenced by the extent to which workers perceived fair treatment from the 

organization when compared to others within or outside the organization.  This, 

according to him will also affect levels of their commitment and intention to remain 

or leave the organization. Previous studies have tried to explore the relationship 

between organizational justice and organizational commitment for instance  (Bakhshi 

& Rani, 2009; Hassan, 2002; Colquit, 2001; Lambert et al., 2007; Supriyanto, 2013; 

Tafti,  Zarandi, 2014; Tugu, Tokmak & 2012; Yaziciogu & Topalloglu, 2009; 

Zapata-Phelan et al., 2009), discovered that organizational justice possessed a very 

high significant influence on employee level of commitment. This shows that 

organizational justice is an important determinant of organizational commitment. 

Thus the present study hypothesizes that; 

 

H7 There is a significant relationship between organizational commitment and 

perceived organizational justice 

H7a There is a significant relationship between affective commitment and perceived 

organizational justice 
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H7b There is a significant relationship between normative commitment and 

perceived organizational justice 

H7c There is a significant relationship between continuance commitment and 

perceived organizational justice 

 

Mediating effects of perceived organizational justice on the relationships 

between independent variables (motivation, working condition, organizational 

commitment) and dependent variable (employee performance). 

A mediator represent a third variable that join a cause and an effect (Wu & Zumbo, 

2008). It tries to find out the intermediate process that leads from the independent 

construct to the dependent construct. In essence a mediator can serve two purposes, it 

can play the role of independent variable and that of dependent variable (Wu & 

Zumbo, 2008). They further argued that, the idea of mediation originated from the 

works of Woodworth (1928), later in the 80‟s Baron and Kenny (1986)  popularized 

it through identifying the criteria‟s for mediation to occur. These conditions are, 

correlation between the causal construct with the outcome; link between the causal 

variable and the mediator; and that the mediator should have effects on the outcome 

(Baron & Kenny, 1986). 

 

As indicated in this study earlier,  evidence from the literature have shown that, a 

positive relationship exist between motivation, working condition, and organizational 

justice and organizational commitment (Kyko, 2005; Rahmawati, Abiddin & Ro‟is, 

2014; Tafti, Zarandi, 2014; Ziaaddini, 2013). To the best of the researcher 

knowledge, no published study was found to test the mediating role of perceived 

organizational justice on the relationship between motivation and employee 
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performance. So also no study on mediating effects of perceived organizational 

justice to the relationship between working condition and employee performance. 

Furthermore, there  are quit a little number of researches that tested the  mediating 

result of perceived organizational justice to the link between organizational 

commitment and employee performance (Wang, 2010) ). Thus, this study, therefore 

proposed that; 

 

H8 

 

The relationship between motivation and employee performance will be 

mediated by perceived organizational justice 

H8a 

 

The relationship between intrinsic motivation and task performance will be 

mediated by perceived organizational justice 

H8b 

 

The relationship between intrinsic motivation and contextual performance 

will be mediated by perceived organizational justice 

H8c 

 

The relationship between extrinsic motivation  and task performance will be 

mediated by perceived organizational justice 

H8d 

 

The relationship between extrinsic motivation and contextual performance 

will be mediated by perceived organizational justice 

H9 

 

The relationship between working conditions and employee performance will 

be mediated by perceived organizational justice 
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H9a 

 

The relationship between physical environment and task performance will be 

mediated by perceived organizational justice 

H9b 

 

The relationship between physical environment and contextual performance 

will be mediated by perceived organizational justice 

H9c 

 

The relationship between psychosocial environment and task performance 

will be mediated by perceived organizational justice 

H9d 

 

The relationship between psychosocial environment and contextual 

performance will be mediated by perceived organizational justice 

H9e 

 

The relationship between work-life balance  and task performance will be 

mediated by perceived organizational justice 

H9f 

 

The relationship between work-life balance and contextual performance will 

be mediated by perceived organizational justice 

 

H10 

 

The relationship between organizational commitment and employee 

performance will be mediated by perceived organizational justice 

H10a 

 

The relationship between affective commitment and task performance will be 

mediated by perceived organizational justice 
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H10b 

 

The relationship between affective commitment  and contextual performance 

will be mediated by perceived organizational justice 

H10c 

 

The relationship between normative commitment and task performance will 

be mediated by perceived organizational justice 

H10d 

 

The relationship between normative commitment and contextual performance 

will be mediated by perceived organizational justice 

H10e 

 

The relationship between continuance commitment and task performance will 

be mediated by perceived organizational justice 

H10f 

 

The relationship between continuance environment and contextual 

performance will be mediated by perceived organizational justice 

 

2.10 Conclusion of the Chapter 

This chapter serves as the foundation for this study. It focuses on the most critical 

issues of this work. Various items discussed under this chapter include the three 

independent and dependent variables as well as the mediator (motivation, working 

condition, organizational commitment, employee performance and perceived 

organizational justice), were extensively discussed. Various previous literatures were 

extensively examined, the framework of this study was also presented somewhere in 

this chapter. Underpinning theory which serves as a guide to the entire work was 

explained and finally Hypotheses of the study were incorporated in this chapter.   
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CHAPTER THREE 

METHODOLOGY 

3.1 Introduction 

 This section, presents the methodology of the research, the chapter therefore 

discusses issues relating to research philosophy, research design, population for the 

study, sample and sampling technique, research instrument as well as validity and 

reliability of the instrument. Others include administration of the instrument and data 

analysis. The chapter also contained the technique of data analysis. 

 

3.2 Research Philosophy 

Research philosophy, which is popularly known as research paradigm refers to the 

fundamental belief system or global perception that guides a research (Guba & 

Lincoln, 1994). Research philosophy is divided into two main categories, that is, 

positivist paradigm and interpretive paradigm (Bryman & Bell, 2007; Myers, 2009, 

2013). The Positivist paradigm, which is also termed as the scientific paradigm, is a 

philosophical contribution made by a French philosopher Auguste Comte who lived 

between (1798 and 1857) (Koval, 2009; Mack, 2010; Moore, 2010). The principles 

of positivism has been the most extensively used research paradigm in social 

sciences (Neuman, 2011). The positivists  believe that social reality can be explored 

independently or free of the researcher (Scotland, 2012). They also posits that social 

life can be symbolized quantitatively through relationships and testing to establish 
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the cause-and-effect of relationships between constructs (Creswell, 2009). Thus, 

positivists used deductive survey or method which helps in testing hypotheses that  

represent the causal relationships between constructs that were built based on 

empirical findings and theories (Bryman & Bell, 2007; Creswell, 2009; Deshpande, 

1996; Perlesz & Lindsay, 2003; Tashakkori & Teddlie, 1998). Additionally, the 

positivist or empirical researchers major concern is to arrive at conclusions that are 

generalizable, which may lead to amendment and expansion of the theory (Bell & 

Bryman, 2007; Deshpande, 1986). Meanwhile, Neuman (2011) summarily, viewed 

positivists as researchers that promote value-free science, pursues accurate 

quantitative procedures, examine causal theories with figures and have confidence in 

the importance of duplicating the research. 

 

On the other hand, interpretive paradigm, which is well-known as constructivist or 

anti-positivist, is a philosophical groundwork of a German philosopher and 

mathematician, called Edmund Husserl (1859-.1938) (Mack, 2010; Willis, 2007). 

Contrary to the positivist paradigm, the constructive philosophical paradigm believes 

that qualitative approach can be employed to study human social life by means of 

either interviews, observations, case studies among others (Neuman, 2011). 

Constructivist also perceived social reality as independent and socially created, in 

which both investigators/ reserchers and participants are interacting to comprehend a 

phenomenon from an individual‟s point of view (Creswell, 2009; Guba & Lincoln, 

1994). Therefore, the aim of this research was to test a hypothesized structural 

model, the model theorized that, motivation, working condition and organizational 

commitment influences employee performance, at the same time that, perceived 
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organizational justice can serve as a link between these independent variables and the 

dependent variable. Based on the objectives of the study, a total number of four 

objectives were advanced and ten (10) hypotheses were framed and tested. 

  

The current study also concentrates on theory testing and confirmation rather than 

evolving a new theory. Therefore, the study used quantitative approach and this 

method is adopted because it can provide generalizable results which can be applied 

to other population. The method can also avoid personal bias as it keeps a researcher 

at a distance from partaking subjects. In addition, quantitative methods provide 

information in breadth from a large number of units, it is well suitable for testing 

theories and hypotheses as well as the best method for looking at cause and effects of 

a particular phenomenon (Gray, 2004). Consequently, based on the philosophical 

expectations deliberated above, the current study mainly employed the positivist 

paradigm, which was built on objectivism as the fundamental of epistemological and 

ontological positions. Research design is the focus of the next part. 

 

3.3 Research Design 

The present study employs quantitative research techniques to evaluate the structural 

relationships among the four variables: motivation, working condition, 

organizational commitment and perceived organizational justice. Partial Least 

Squares path modeling Smart-PLS 3.0 was applied to test numerous hypotheses 

based on equity theory. The researcher employed a cross sectional approach which 

simply refers to a study in which various segments of a population are sampled. It is 

a survey that can be used to compare different population groups at the same point in 

time. Cross sectional studies give a researcher the opportunity to make a comparison 
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between various distinct variables at a single point in time and it is less expensive 

(Gray, 2004; Sekaran & Bougie, 2010). Using cross sectional design in this study is 

more appropriate, as data was collected once at a time, less time consuming and also 

bias free. Hence, as mentioned earlier, the dependent variable use in this study is 

employee performance (EP) comprising task and contextual performance (TP and 

CP), the independent variables are motivation (MT) made up of intrinsic and 

extrinsic motivation (IM and EM), working condition (WC) comprising three aspects 

physical environment, psychosocial environment and work-life balance (PC, PS and 

WL) and organizational commitment (OC) with three dimensions affective 

commitment, normative commitment and continuance commitment (AF, NC and 

CC) and the mediating variable is perceived organizational justice (POJ). The 

variables under study were operationalized in the next section. 

 
3.4 Operationalization and Measurement of Research Variables 

Operational definition simply refers to how a researcher measured and defines every 

variable in his study and these variables are just impossible to miss in that study 

(Creswell, 2012). This is necessary due to fact that, variables or constructs are 

conceptual in character and do not express any significance in a particular study 

unless and until they are operationally defined (Sekaran & Bougie, 2000). In relation 

to the number of items to be possessed by each variable; Hair, Black, Babin, and 

Anderson (2006) have recommended that, a variable ought to be measured by a 

minimum of three (3) items. In agreement with this argument all variables utilized in 

the current study possessed the acceptable number of items with little amendment of 

some items. This study makes use of a self-reported questionnaire which was issued 
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to all the respondents and the variables were measured with different measurement 

scales. 

 

This present study used a seven point Likert scale ranging from strongly disagree to 

strongly agree to measure the responses to the questions, because it is the most 

frequently used variation of the summated rating scale (Cooper & Schindler, 2003). 

Also, the seven point Likert scale can reduce non-response bias problems because the 

scale has a midpoint (Elmore & Beggs, 1975; Krosnick & Fabrigar, 1997). 

Furthermore, it is argued that a measurement scale that has no midpoint may force 

respondents to answer in a particular direction, thereby leading to increased response 

error (Krosnick & Fabrigar 1997). Previous literature showed that the seven point 

Likert scale is acceptable for validity and reliability levels (Abraham, 1999; Petrides 

& Furnham, 2000; Sacklofske et al., 2003; Karimi, Leggat, Donohue, Farrell & 

Couper, 2014). The Likert scale helps the researcher in calculating and summing up 

the scores for each response and performs arithmetical operations in the period of 

data analysis (Sekaran & Bougie, 2010).   

 

3.4.1 Motivation  

Motivation is define as internal and external forces which lead to work-related 

behavior and to determine its form, intensity, direction and duration (Altindis, 2011). 

Various researchers have employed different measures for motivation. For example, 

scholars like Andersen, Jørgensen, Kjeldsen and Pedersen (2012) developed a 24 

items measures, Alalade and Oguntodu (2015) developed 18 item questionnaire, De 

Beer (1987) measured motivation with 9 dimensions. However, for suitability of this 

research environment, the study  adopted  15  items measurement scale developed by 
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Altindis (2011). This scale measured motivation with two dimensions (intrinsic and 

extrinsic motivation). Intrinsic motivation has to do with performing an activity for 

its natural gratification rather than for some independent results and extrinsic means 

performing an activity subject to receiving outside rewards, awards, cash incentive, 

absence of punishment, commendation or positive feedback (Altindis, 2011). 

Specifically, intrinsic motivation was measured with seven items and extrinsic 

motivation was measured using eight items all from the developed by Altindis 

(2011). The scale was also used considering the thorough test of validity and 

reliability; it has undergone (Altindis, 2011). Intrinsic motivation recorded high 

scores of Cronbach‟s alpha of 0.92, and extrinsic has 0.88 which are all accepted 

because they are above the critical value of 0.70 as suggested by (Nunally, 1978). At 

the same time, the scale has captured both intrinsic and extrinsic aspects of 

motivation. Table 3.1 shows motivation items. The measurement is on a seven point 

Likert scale form 1 =strongly disagree 2= moderately disagree 3= Disagree 4= 

Undecided 5= Agree 6=moderately agree 7= strongly agree based on the suggestions 

of (Abraham, 1999; Karimi, Leggat, Donohue, Farrell & Couper; 2014; Petrides & 

Furnham, 2000; Sacklofske et al., 2003). 

 

 

 

 

 

 

 



 

135 

 

Table 3.1  
Motivational Items 
Dimensions No Items Source 

Intrinsic motivation 1 I have responsibilities related to my work 
 

Altindis (2011) 

 2 My colleagues appreciate me for what I did 
for my work 
 

 

 3 I believe that I have full authority to do my 
job 
 

 

 4 I believe that work which I have done is a 
respectable job 
 

 

 5 I see myself as an important employee of 
the organization 
 

 

 6 I have the right to decide on a subject 
related to my work 
 

 

 7 There is a suitable physical condition in my 
environment of work 
 

 

Extrinsic motivation 1 My organization provides sufficient 
equipment and supplies 
 

 

 2 There is  an opportunity for promotion in 
my work 
 

 

 3 My superior help me to solve disagreement 
with my colleagues 
 

 

 4 I get extra pay for high performance 
 

 

 5 My colleagues are always with me in 
solving personal and family problems 
 

 

 6 I believe I will be retiring from this 
organization 
 

 

 7 I am not awarded due to high performance 
 

 

 8 I think that, I get enough fees from my work 
 

 

Source; Altindis (2011) 

 

3.4.2 Working Condition 
 

Working condition refers to  the totality of the interrelationships that occurs within the 

employees and their  environment  of work (Samson & Waiganjo, 2015). Different 
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measures were used by researchers to measure working condition for example; 

Kumar (1998) used work stress, demands of work, social support and harassment. 

Meanwhile, satisfaction and commitment were used to measure working condition 

by (Chirumbolo, Mannetti, Pierro, Areni & Kruglanski, 2005). However, the present 

study adopted the measurement scale developed by Samson and Waiganjo (2015), 

this scale employed three dimensions of working conditions (physical environment, 

psychosocial environment and work life balance). The scale is made up of 19 items 

the present study also measured working condition with these three dimensions 

because the measurements are adapted from that study. Also measurement scale is on 

a seven point Likert scale form. 1 =strongly disagree 2= moderately disagree 3= 

Disagree 4= Undecided 5= Agree 6=moderately agree 7= strongly agree based on the 

suggestions of (Abraham, 1999; Karimi, Leggat, Donohue, Farrell & Couper; 2014; 

Petrides & Furnham 2000;  Sacklofske et al., 2003). Table 3.2 shows the items of 

working condition. 
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Table 3.2 
Working Condition Items 
 Dimensions No Items Source 
Physical conditions 
 

1 The furniture I have is comfortable, flexible to adjust, 
easy to rearrange or reorganize. 
 

(Samson& 
Waiganjo, 
2015) 

 2 The office is devoid of unnecessary noise 
 

 

 3 The working space area is sufficient and roomy 
enough 
 

 

 4 The Room or office, I operate from is well 
illuminated 
 

 

 5 The temperature in the room or office, I operate from 
is appropriate 
 

 

Psychosocial 
environment 

1 I frequently meet with my supervisor about my 
personal development 
 

 

 2 My supervisor respects the co-worker‟s opinions 
 

 

 3 My role and responsibilities are clearly stated 
 

 

 4 My job requires the performance of a range of tasks 
 

 

 5 
 

The supervisor informs employees about important 
decisions, changes or plans for the future 

 

 6 I can rely on my supervisor/ line manager to help me 
out of problems 
 

 

Work life balance 1 Due to work related duties, I keep on making changes 
to my plans for family activities. 
 

 

 2 The Demands of my work interfere with my home 
and family life 
 

 

 3 The amount of time my job takes up makes it 
difficult to fulfil family responsibilities 
 

 

 4 My job produces strain that makes it difficult to fulfil 
family duties 
 

 

 5 The amount of time my job takes up makes it 
difficult to fulfill extracurricular responsibilities 
 

 

 
 

6 My job produces strain that makes it difficult to 
fulfill my extracurricular activities 
 

 

 7 Due to work-related duties, I have to make changes 
to my plans for extracurricular activities 
 

 

 8 The demands of my work interfere with my 
extracurricular activities 

 

Source;  Samson and Waiganjo (2015) 
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3.4.3 Perceived Organizational Justice 

This study defines perceived organizational justice as the worker‟s perception of 

impartiality and equal dealings in an organization (Niehoff & Moorman, 1993). 

Perceived organizational justice is used as the mediating variable and measured with 

three dimensions (distributive, procedural and intractional justice) this is because the 

measurement of perceived organizational justice were adopted from Niehoff et al„s 

(1993) study, who also measured the constructs (perceived organizational justice) 

using three dimensions. Specifically, distributive justice was measured with five 

items, procedural justice with six items and intractional justice was measured using 9 

items. The scale was used due to validity and reliability test it has undergone (Al-zu, 

2010; Niehoff  et al., 1993).  It has recorded a high score of 0.98 which is above 

thrash hold of (Nunnally, 1978). This scale was also used by many studies (Al-zubi, 

2010; Derakhshani et al., 2015; Oren, Tzinter, Nahshour & Sharon, 2013).   

 

In line with the study of Piccoli, Witte and Pasini, (2011) and Wan, (2016), this study 

treated perceived organizational justice as a second order construct (HCM). The 

scale is measured on a seven point Likert scale form. 1 =strongly disagree 2= 

moderately disagree 3= Disagree 4= Undecided 5= Agree 6=moderately agree 7= 

strongly agree based on the suggestions of (Abraham, 1999; Karimi, Leggat, 

Donohue, Farrell & Couper; 2014; Petrides & Furnham 2000; Sacklofske et al., 

2003).  Table 3.3 shows the items of perceived organizational justice. 
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Table 3.3 
Perceived Organizational Justice Items 
Dimensions No Items Source 
Distributive Justice 1 My work schedule is fair. Niehoff and 

Mooman 
(1993) 

 2 I think that my level of pay is fair 
 

 

 3 I consider my workload to be quite fair. 
 

 

 4 Overall, the rewards I receive here are quite fair. 
 

 

 5 I feel that my job responsibilities are fair. 
 

 

Procedural Justice 1 Job decisions are made by my organization in an 
unbiased manner. 
 

 

 2 My organization makes sure that all employee 
concerns are heard before job decisions are made 
 

 

 3 To make job decisions, my organization collects 
accurate and complete information. 
 

 

 4 My organization clarifies decisions and provides 
additional information when requested by employees. 
 

 

 5 All job decisions are applied consistently across all 
affected employees. 
 

 

 6 Employees are allowed to challenge or appeal job 
decisions made by the organization. 
 

 

Intractional Justice 1 When decisions are made about my job, the superior 
treats me with kindness and consideration. 
 

 

 2 When decisions are made about my job, the  superior 
treats me with respect and dignity 
 

 

 3 When decisions are made about my job, the superior  
is sensitive to my personal needs.. 
 

 

 4 When decisions are made about my job, the superior 
deals with me in a truthful manner 
 

 

 5 When decisions are made about my job, the superior 
shows concern for my rights as an employee. 
 

 

 6 Concerning decisions made about my job, the superior 
discusses the implications of the decisions with me 
 

 

 7 The superior offers adequate justification for decisions 
made about my job 

 

 8 When making decisions about my job, the superior 
offers explanations that make sense to me 
 

 

 9 My superior explains very clearly any decision made 
about my job 

 

Source; Niehoff and Moorman (1993) 
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3.4.4 Organizational Commitment 

Organizational Commitment is the zeal of an individual worker to remain with an 

organization, come to work on time and carryout his assigned duties effectively 

(Allen & Meyer, 1991). In this study, organizational commitment is treated as a 

multi-dimensional construct, consisting of three aspects (affective commitment, 

normative commitment and continuance commitment). The items used to measure 

the construct were adopted from the study of Allen and Meyer (1991), the scale was 

made up of 24 items measuring the three dimensions of organizational commitment. 

Specifically, eight items measured affective commitment, seven items for normative 

commitment and seven items were used to measure continua commitment (Allen & 

Meyer, 1991). This measurement scale was used in the present study, due to the 

consideration of the thorough test of validity and reliability it has undergone. The 

scale has also recorded Cronbach‟s Alpha of .88  which is above 0.70 as suggested 

by (Nunally, 1978). At the same time, the scale has also been used by many studies 

(Derakhshani et al., 2015; Jailapdeen, 2015; Rafiei et al., 2014). The measurement 

scale in based on a seven point Likert scale form. The measurement items are 

illustrated in table 3.4.   
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Table 3.4 
Organizational Commitment Items 
Dimensions No Items Source 
Affective commitment 1 I would be very happy to spend the rest of my 

career with this organization 
 

Allen and 
Meyer (1991) 

 2 I enjoy discussing my organization with people 
outside it 
 

 

 3 I really feel as if this organization‟s problems are 
my own 
 

 

 4 I think that I could easily become as attached to 
another organization as I am to this one  
 

 

 5 I feel like part of the family at my organization  
 

 

 6 I feel emotionally attached to this organization  
 

 

 7 This organization has a great personal meaning 
for me 
 

 

 8 I feel a strong sense of belonging to my 
organization 
 

 

Normative Commitment 1 I think that people these days move from 
organization to organization too often 
 

 

 2  Things were better in the days when people 
stayed in one organization for most careers 
 

 

 3 Even if I got another offer for a better job 
elsewhere, I will not feel it right to leave my 
organization 
 

 

 4 I  believe that a person most always be loyal to 
his or her organization  
 

 

 5 Jumping from organization to organization does 
not seem at all unethical to me  
 

 

 6 One of the major reasons I continue to work in 
this organization is that I believe loyalty is 
important and therefore feel a sense of moral 
obligation to remain 
 

 

 7 If I got another offer for a better job elsewhere, I 

would not feel it was right to leave my 

organization 

 

 8 I was taught to believe in the value of remaining 

loyal to one organization 

 

Continuance 
Commitment 

1 I am  afraid of what might happen if I quit my 
job without another one lined up  
 

 

 2 It would be very hard for me to my organization 
now. 
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Table 3.4  (Continue)    
Dimensions No Items Source 
 3 Too much in my life would be distrusted if I 

decide to leave my organization now 
 

Allen and 
Meyer (1991) 

 4 It would be too costly for me to leave my 
organization now  
 

 

 5 Right now, staying with my organization is a 
matter of necessity as much as desire 
 

 

 6 I feel that I have few options to consider leaving 
this organization 
 

 

 7 One of the few serious consequences of leaving 
this organization would be the security of 
available alternatives 
 

 

 8 One of the major reasons I continue to work for 
this organization is that leaving would require 
considerable personal sacrifice, another 
organization may not match the overall benefits I 
have. 

 

Source; Allen and Meyer (1991) 

 

3.4.5 Employee Performance  

 

Employee Performance refers to the actions and behaviors of employees in an 

organizational setting that lead to the attainment of organizational goals and 

objectives (Koopman et al, 2014). The current study operationalized employee 

performance as a multi-dimensional construct, consisting of two aspects (task 

performance and contextual performance). The items used to measure the construct 

were adopted from the study of Koopman et al. (2014). The two dimensions were 

selected because they deals with workers behaviors that can positively contribute to 

overall development of the organization (Griffin, Neal & Neale, 2000; Motowidlo  & 

Van Scotter, 1994; Sen & Dulara, 2017; Sonnentag & Frese, 2005). More so, the 

selection of the dimensions is in line with the studies of (Dulara & Sen, 2017; 

Govender, 2017; Sen & Dulara, 2017; Ugwu & Ugwu, 2017; Zakaria, Suwandi & 

Hargono, 2017). The dimensions are also suitable to the context of this study. 
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Specifically, seven items measured task performance and ten items for contextual 

performance (Koopman et al., 2014). The items recorded a high Cronbach alpha of 

.92 which is above the threshold of .70 (Nunnally, 1978). The scale is measured on a 

seven point Likert scale form. 1 =strongly disagree 2= moderately disagree 3= 

Disagree 4= Undecided 5= Agree 6=moderately agree 7= strongly agree, based on 

the suggestions of (Abraham, 1999; Karimi, Leggat, Donohue, Farrell & Couper; 

2014; Petrides & Furnham 2000; Sacklofske et al., 2003).  Table 3.5 illustrates the 

employee performance items. 

Table 3.5  
Employee performance items 
Dimensions No Items Source 
Task performance 
In the past 3 months 1 1managed to plan my work so that it was done on 

time 
(Koopmans 
et al., 2014). 

 2 My planning is optimal 
  

 3 
I kept in mind the results that I had to achieve in 
 my work 
 

 

 4 
I was able to separate main issues from side issues 
at work 
 

 

 5 I knew how to set the right priorities 
  

 6 
I was able to perform my work well with minimal 
time and efforts 
 

 

 7 Collaboration with others was very productive  
Contextual 
Performance 
In the past 3 months 

1 I took on extra responsibilities  

 2 
I started new tasks myself, where my old ones were 
finished 
 

 

 3 I took on challenging work tasks when available 
  

 4 I worked at keeping my job knowledge up –to- date 
  

 5 I worked at keeping my job skills up- to- date 
  

 6 I came with creative solutions to new problems 
  

 7 I kept looking for new challenges in my job 
  

 8 I did more than was expected of me  

 9 I actively participated in work meetings 
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Table 3.5 (continue)    
Dimensions No Items Source 

 10 
I actively looked for ways to improve my 
performance at work 
 

(Koopmans 
et al., 2014). 

    
Source: (Koopmans et al., 2014).   

 

3.5 Population and Sample 

 The population has to do with the gathering of data whose properties are to be 

analyzed in a particular research situation. Creswell (2012) describes population, as 

an assemblage of individuals that have similar features and other common attributes 

that, a researcher can point out and use as a study. The population of this study is 

employees of the ministries of Sokoto State (civil servants), this is with the view to 

have a wide coverage and to have adequate and enough representation of the State 

civil servants which will give room for generalization. Sokoto State is one of the 

north western states of Nigeria, which presently has staff strength of 20,642 workers 

cut across the ministries (Civil Service Commission Sokoto State Annual Report, 

2013-2015).  

 

3.5.1 Sample size of the Study 

 Krecie and Morgan (1970 ) have provided a simplified procedure for determining 

the sample size for any given population; this study utilizes that opportunity and 

determines the proposed sample size. Thus: 
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S = 2 2 2(1 ) ( 1) (1 )x NP P d N x P P     

S= required sample size. 

2x  = the table value of chi-square for 1 degree of freedom at the desired confidence 

level 

          = (3.841). 

N = the population size = 20642 

P = the population proportion (assumed to be.50 since this would provide the 

maximum sample size). 

d = the degree of accuracy expressed as a proportion (05). 

Therefore, 2 2 2(1 ) ( 1) (1 )x NP P d N x P P     will be substituted as: 

3.841*20642*0.50(1-0.5)/0.0 25  (20642-1) +3.841*0.50 (1-0.50) 

= 39,641.0405(0.5)/ 0.0025 (20641) +1.9205 (0.5) 

= 19,820.52025/ 51.6025 + 0.96025 

= 19,820.5205/ 52.565 

= 377. 066879 

 377. 

 

Based on what was provided by Krejcie and Morgan (1970), the population figure 

for this study, which is 20642, was not captured in the table, only 20, 000 with the 

sample size of 377. Thus, the researcher used the 377 to be able to arrive at a 

considerable level of reply rate. However, some researchers suggested that the size of 

the population be added either doubled Hair et al. (2010) or at least be increased by 
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50 percent Bartlett, Kotrlik and Higgins (2001)  those suggestions were considered in 

the main study. 

 

3.5.2 Sampling Technique 

A sample is a subject that signifies whole populations as it comprises of some 

members who were selected from the population (Sekaran & Bougie, 2010). If the 

sampling is accurately chosen it will be adequate, precise and dependable. This study 

used the stratified simple random sampling method because it is more suitable and 

appropriate for the study. Stratified random sampling refers to a basic sampling 

design, in which a population is first categorized into subdivisions; subsequently 

subjects are drawn in quantity to their original figures in the population (Sekaran & 

Bougie, 2010). 

 

This type of sampling technique provides equal chance to every respondent of being 

selected as a sample and is devoid of researcher‟s bias (Salkind, 2012). This method 

also allows all groups to be sufficiently sampled and associations between categories 

can be established. This technique is also regarded to be the best among all 

probability designs. Stratified sampling method is adopted in many studies and found 

to be very effective, some of the studies are (Al-zubi, 2010; Badara, 2015; Rachel, 

2015; Seniwoliba & Nchorbuno, 2013). 

 

 Using stratified sampling method involves a sequence of steps, the first one is to 

outline the actual population. As stated earlier, the total population is 20,642 (see 

Table 3.6). Step two is to define the stratum. The entire stratums in the present study 

are the Ministries in Sokoto State. Next is to determine the number of population per 
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each stratum (e.g ministry of Basic education=4806 and so on). Next step is to 

determine the percentage of partakers to be drawn from each stratum by dividing the 

individual Number in each stratum by the total Number of population (i.e. 1031 

divided by 20642 and then multiply by 100 = 4.99%). The last step is to divide the 

population sample of the total population and multiply by number in each individual 

stratum (I. e. 377/ 20642* 1031) and so on (Refer to Table 3.6). 

 

Table3.6  
Names of Ministries Staff strength and Number of Samples Selected From Each 
Strata 
     Names of ministries / 
organizations     

No of 
staff per 
min (X) 

Percentage of 
staff per min.  
(Y=X/N) 

 Actual 
sample of 
staff from 
the min. 

Government house/ Office of 
deputy governor/ Office of SSG 
/Career and special duties/ 
Liaison office 

  390                                       390/20642*100 
=1.88% 

377/20642*390      07                               

Admin and general services dept. 
/Establishment and pension, Civil 
service commission/ house of 
assembly and commission.                           

1031                                   1031/20642*100 
=4.99%  

377/20642*1031      19 

 Ministry of Agriculture      695                                    695/20642*100 
=3.36% 

377/20642*695      13 

Ministry of  Animal Health                                                                                    303                                    303/20642*100 
=1.47% 

377/20642*303      06 

Ministry of Basic education                                                                               4806 4806/20642*100 
=23.28 

377/20642*4806      88 

Ministry of Budget and economic 
planning                                                         

  134 134/20642*100 
=0.649% 

377/20642*134       02 

Ministry of Commerce                                                                                            254 254/20642*100 
=1.23% 

377/20642*254       05 

Ministry of Environment                                                                                         930 930/20642*100 
=4.50% 

377/20642*930       17 

Ministry of Finance                                                                                              1074                                  1074/20642*100 
=5.20% 

377/20642*1074       20 

Ministry of Health                                                                                                3646                                  3646/20642*100 377/20642*3646       67 



 

148 

 

=17.6% 

Ministry of Higher education                                                                              1917                                  1917/20642*100 
=9.28% 

377/20642*1917       35 

Ministry of Home affairs                                                                                           157 157/20642*100 
=0.76% 

377/20642*157       03 

Ministry of Information                                                                                            475                                  475/20642*100 
=2.30% 

377/20642*475       09 

Ministry of Justice                                                                                                     666 666/20642*100 
=3.22% 

3.22%*377       12 

Ministry of Land housing and 
survey                                                                    

   315 315/20642*100 
=1.52% 

377/20642*315       06 

Ministry for Local government 
and community development                               

   231 231/20642*100 
=1.11% 

377/20642*231       04 

Ministry for Rural development                                                                                  247 247/20642*100 
=1.19% 

377/20642*247       05 

Ministry for religious affairs                                                                                       356 356/20642*100 
=1.72% 

377/20642*356       07 

Ministry Social welfare                                                                                               187 187/2642*100 
=0.90% 

377/20642*187       03 

Ministry Youth and sport 
development                                                                     

     92 92/20642*100 
=0.44% 

377/20642*92       02 

Ministry Science and technology                                                                                 923 923/20642*100 
=4.47% 

377/20642*558       17 

Ministry of works and transport                                                                                   558 558/20642*100 
=2.70% 

377/20642*1001       10 

Ministry of Water resources                                                                                      1001 1001/20642*100 
=4.84% 

377/20642*1001       18 

Ministry of Women and children 
care                                                                         

      93 93/20642*100 
=0.45% 

377/20642*93       02 

Total Population (N) 20642   377 
Source; (Civil Service Commission Sokoto State Annual Report, 2013-2015 
    
    
3.6 Units of Analysis 

Unit of analysis simply refers to what or who is being investigated in a particular 

study. Hair et al. (2010) has identified an individual, organization and social 

interactions, group of individuals or organizations as units of analysis in social 



 

149 

 

sciences. Unit of analysis must therefore be in line with research objectives, research 

questions and research problems. Although researchers such as Dalmas and Webber 

(2001) pointed out that drawing information from different sources adds quality to 

research, but people like Delbro et al. (2007) believe it will be of more quality if the 

researcher focused on one single unit of analysis. Following the suggestion of 

Delbrio et al. (2007) the researcher focus on one unit of analysis, i.e. the civil 

servants in Sokoto State (employees). The following discussion will be on the 

procedure of data analysis that was employed in this study. 

 

3.7 Data Collection Strategy  

In this research, the data gathering started in February 2018 after completing the pilot 

study and personally administered questionnaire was used to collect the data. This 

was due to the nature of the Nigerian civil service and also to get the requisite 

response rates. Additionally, this will protects the data from the problem of non-

response bias. As rightly pointed out by Sekaran and Bougie (2010) that personally-

administered questionnaire assists in creating better understanding between the 

researcher and the participants. It also helps to make adequate explanations to the 

respondents, which can lead to a high response rate and time saving.   

 

Before embarking on data collection, an official letter was obtained from the Ghazali 

Shafie Graduate School of Government (GSGSG). The latter was aimed at 

explaining the motives of the study and to formally introduce the researcher on the 

field work. Therefore, the letter helps the researcher to gain acceptance and 

cooperation from the participants. Furthermore, the letter offers instructions on how 
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to fill the questionnaire. The questionnaire was made up of seven pages, including 

the cover page; the questionnaire and consultations were used to ginger the 

participants in the research. Confidentiality and secrecy of the respondents were 

assured in the introductory letter so as to increase their readiness to take part in the 

study.   

 

3.8 Data Collection Technique 

In general, we have two types of data, Primary and Secondary data. Primary data 

have to do with data collected or obtained directly from the source.  While secondary 

data refer the data gathered in the past or obtained from another party. This study 

relied on primary data which was gathered from the staff in the Ministries in Sokoto 

State. The primary data was collected with the aid of field survey using 

questionnaires. The questionnaires were made up of close-ended questions because 

they will restrict the respondents within the set of provided alternative answers so as 

to achieve the aim of the research because this will form the basis of the study. The 

researcher visits the various ministries in person to distribute the questionnaires 

to the various respondents. Adequate explanation on how to fill the questionnaires 

was given. The researcher also gives an interval of two to four weeks for the 

collection of filled questionnaires. 

 

3.9 Method of Data Analysis  

Method of data analysis refers to the process and statistical implements used by 

researchers to improve theories, test hypotheses and analyse data (Gray, 2004;  

Sekaran, 2003). In this research, inferential and descriptive statistics were used to 

analyze the data. Thus, the Partial Least Squares Structural Equation Modelling 
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(PLS-SEM) 3.0 version was employed for data analysis (Hair, Sarstedt, Ringle & 

Mena, 2012). 

 

Immediately after the raw data was gathered from the field, the researcher identified 

the usable questionnaires, numbered them and input them into the Statistical Package 

for the  Social Sciences (SPSS v20).  SPSS was used to clean and screen data to pave 

way for smooth analysis. Data cleaning and screening involved identification and 

replacing of possible missing values. Furthermore, Frequency test and descriptive 

statistics was adopted to describe and compare the demographics of respondents 

(Saunders,  Lewis & Thornhil, 2009).  Details were provided in the fourth chapter.  

 

After successful cleaning and data screening, the PLS-SEM which is the second 

generation analysis techniques was employed. PLS-SEM has become a vital tool 

when it comes to examining the cause and effect relations between latent variables  

(Hair, Ringle & Sarstedt, 2011). PLS-SEM is a statistical method for modelling 

complex multivariate analysis of relationships between observed and latent 

constructs (Esposito, Vinzi, Chin, Henseler & Wang, 2010). The PLS-SEM 

technique is a flexible, strong and superior  apparatus for statistical model 

construction and very good in focasting and testing  theory (Lowry & Gaskin, 2014; 

Robbins, 2012). It was also stress that a valid and reliable confirmatory factor 

analysis can only be realized through PLS-SEM path modelling  (Wan Afthanorhan,  

2013). 

 

Also, PLS-SEM is a statistical procedure that has been employed by researchers in 

several fields of research. Such as human resource management (Becker, Klein & 
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Wetzels, 2012). Strategic management (Gudergan, Devinney, Richter & Ellis, 2012; 

Hulland, 1999), operations management (Peng, 2003); Business research (Hair, 

Sarstedt, Hopkins & Kuppelwieser, 2014). Marketing (Hair, Sarstedt, Ringle & 

Mena, 2012; Henseler, 2009; Reinartz, Krafft & Hoyer, 2004); Management 

Information System (Agarwal & Karahanna, 2009; Chin, Marcolin & Newsted, 

2003) and family business (Sarstedt, Ringle, Smith, Reams & Hair, 2014). The 

explanation behind this wide usage was that, PLS-SEM has the capability to measure 

latent constructs and their relationship with the indicators (outer model) and at the 

same time, it can assess the relationship between the latent constructs (inner model) 

(Hair, Ringle  & Sarsterdt,  2012;  Henseler, 2009).  

 

Similarly, non-normal data can be best handled by PLS-SEM because of its 

flexibility rules about normality and data distribution (Henseler, 2009). PLS-SEM 

also approximates paths under situations of normality with larger sample sizes and 

appropriate for identifying relationships between groups when compared to  

covariance-based SEM method (Marcoulides, 2009). Though, under non-normality 

conditions and smaller samples, the PLS-SEM technique appears to be more 

desirable. Nonetheless even in the moderately abnormal data, large sample size is 

required despite the fact that, the  method is less concern with either normal or non-

normal data distribution and sample size (Marcoulides & Saunders, 2006). In 

addition to the above, PLS-SEM perfectly deals with the problem of statistical power 

within analysis in comparable situations of data than covariance based SEM 

(Reinartz, Haenlein & Henseler, 2009).   
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The above made PLS-SEM to be a superior and effective model that carries out 

approximations better than the other co-variance based and first generation 

regressions models for measuring moderation and mediation.  The decision to adopt 

PLS-SEM as a method of analysis for this study was due to its complexity as 

confirmed by the studies of (Hair et al., 2012) that PLS-SEM is more appropriate for 

a model with large number of exogenous latent constructs and in explaining small 

number of endogenous latent constructs.    

 

Above all, PLS-SEM as a multivariate analysis method can be applied in strategic 

management, marketing and other fields in social sciences. Also, in contrast to some 

covariance based approach, PLS-SEM has no limitations in relations to the 

interaction procedure used to test moderation effects. Thus, PLS-SEM serve as better 

option to  for assessing moderation effects (Chin et al., 2003; Esposito, Vinzi, Chin, 

Henseler & Wang, 2010). Finally, PLS-SEM permits for compound models that 

contains several effects, for instance mediation, Hierarchical component models 

HCM and other more complex models  (Lowry & Gaskin, 2014). Based on the above 

therefore, the current study employed Smart PLS v3.0  Hair et al. (2014) to assess 

both the measurement and  structural models. See details in chapter four. 

 

3.9.1 Validity  

Validity simply means the degree to which an instruments, technique or measures 

employed in a study really measure what it is expected to measure or describe 

(Lancaster, 2005). It proof that the instrument, process or method adopted in a study 

is suitably measuring the projected concept (Hair, Anderson, Babin & Black, 2010; 

Sekaran & Bougie, 2010). There are many different kinds of validity, comprising of 
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content validity, predictive validity, concurrent validity, construct validity, face 

validity, internal and external validity and statistical validity (Vanderstoep & 

Johnston, 2009). However, Greener (2008) advocates the importance of face, internal 

and constructs validity. He posits that construct validity is one of the significant 

features of data analysis. 

 

Hence, the present study carried out face validity to confirm the validity of the items 

on the face, if it actually measured the projected construct. Similarly construct 

validity is equally conducted to certify that the items are really measuring what the 

study has been intended to measure. On the other hands, it was employed to verify 

whether the results got from the use of the adopted items can be suited to the theories 

around which the test was intended. The current study employed both the two ways 

to establish construct validity, i.e., convergent validity and discriminant validity 

(Hair, Hult,  Ringle & Sarstedt, 2013; Vanderstoep &  Johnston, 2009). 

 

3.9.2 Reliability 

Reliability means “reputability or consistency” whenever a measure provides the 

same result over and over, it is considered reliable (Trochim & Williams, 2008). 

Various methods were employed by researchers to test reliability (Gorondutse, 

2014). But according to Litwin (1995), the most popular method is the internal 

consistency reliability. Based on this assumption, the researcher uses Cronbach„s 

alpha coefficient test to examine the internal consistency reliability of items through 

conducting a pilot test.  
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3.9.3 Pilot study 

To reiterate the above-mentioned validity (i.e., construct validity) and reliability of 

the adapted scales of this study, a pilot study had been carried out before  the data 

collection of the  main study. Gay, Mills and Airasian (2006) define pilot study as a 

pre-test conducted on a small scale before going for the actual full study. Therefore, 

a pilot study is a small-size research project, which collects data from a small number 

of the respondents that have similar characteristics with those to be used in the main 

study. The main aim of the pilot test  is to (1) determine the validity and reliability of 

the adapted or developed  measures (2) to evaluate the suitability of  an item-wording 

and phrasing for accurate results; (3) to assess if the questions framed could produce 

better response;  (4) to find whether the respondents can supply the required data 

(Zikmund, Babin, Carr & Griffin, 2013). This will also allow the researcher to ensure 

that everything would work according to the plan. 

 

There are divergent views among scholars as to actual sample to be used in a pilot 

test, for example Babbie (1990), Converse and Presser (1986), recommended sample 

of twenty-five to seventy-five (25-75), while Malhotra (2007) argued that fifteen to 

thirty (15-30) sample size acceptable for a pre-test. Similarly, Gorondutse and 

Hilman (2014), Maiyaki and Mokhtar (2011), Shehu and Mahmood (2014)  posit that 

the size of a pilot test depends largely on the number of stages involved in a test.  

  

In line with the above arguments, this study conducted a pilot study with eighty (80) 

workers from the ministry of social welfare Sokoto. The selected sample for the pilot 

study share similar characteristics with that of the main study and were selected 

based on stratified random sampling. For precaution against the priming effects of 
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pre-test to the main study, all the respondents used for the pre-test were excluded 

from the actual study. More so, the instruments used are standardized because as 

mentioned earlier they were adopted from previous studies. Furthermore, the 

instrument used suit the environment of the study (Nigeria).  

Participants in the pre-test were informed about the aim of the test and instructions 

on how to fill the instrument (questionnaires).  With the aid of a research assistant a 

total number of 80 questionnaires were distributed, but only 65 were returned out of 

which 5 were rejected. Therefore, only 60 copies of the questionnaires were used for 

the analysis. Table 3.7  shows the summary of the Pilot test results. 

 
 
Table 3.7  
Summary of Reliability Test for Pilot Test  
Constructs   No of items   Cronbach Alpha 
Task Performance 07 0.77 

Contextual Performance 10 0.78 

Intrinsic Motivation 07 0.85 

Extrinsic Motivation 08 0.86 

Physical Environment 05 0.80 

Psychological Environment 

Work Life Balance 

06 0.79 

08 0.84 

Affective Commitment 08 0.78 

Normative Commitment 08 0.78 

Continuance Commitment 08 0.81 

Distributive Justice 05 0.74 

Procedural Justice 06 0.72 

Interactional Justice 09 0.71 

   
Source; Researcher 

From Table 3.7, it is clear that the Cronbach„s alpha for all the constructs in this 

study are above 0.70 as suggested by (Nunally (1978). Therefore, based on the 

accepted benchmark of 0.70 all the constructs have internal consistent reliability and 
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therefore, there is no need to delete any item. More reliability analysis of the larger 

sample size of the main study was conducted in chapter four. 

 

3.10 Research Instrument 

As indicated earlier, questionnaire was used as the instrument for this study. It was 

divided into sections. Section one deals with demographic data, comprising of 

gender, age, marital status, work experience, qualification, nature of job, department 

and position. Section two is concerned with questions relating to effects of 

motivation (intrinsic and extrinsic) on employee performance (Task and contextual). 

Part three of the questionnaire contains questions relating to the relationship between 

working conditions (physical condition, psychological condition and work life 

balance) and employee performance (Task and contextual).  Part four, deals with 

questions relating to the impacts of organizational commitment (affective, normative 

and continuance commitment) and employee performance (Task and contextual).The 

last part covers questions relating to the mediating role of perceived organizational 

justice to the relationship between the independent variables and employee 

performance (Task and contextual).  This is clearly shown in the Table 3.8. 

Table 3.8 
 Summary of items in the research instrument 
     

Section                                  

Number of 

questions                                                 

  Dimensions 
 Explanation 

A 08 -           Demographic questions 

B 15 2           Motivation 

C 15 3           Working condition 

D 20 HCM           Perceived organizational justice 

E 24 3           Organizational commitment 

F 17 2           Employee performance 

    Source; Researcher 
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3.11 Conclusion of the Chapter 

The chapter highlights on how this piece of work was carried out. The research is 

Quantitative and cross sectional survey was used. The research variables were 

measured by different measurement scales, three hundred and seventy seven (377) 

people were selected using a stratified random sample, questionnaire was employed 

as the research instrument and equally, PLS SEM was used as the techniques of 

analysis at the same time a Pilot study was carried out.   
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CHAPTER FOUR 

FINDINGS 

4.1 Introduction 

This chapter centered on empirical findings using PLS-SEM path modeling. But 

before analyzing the key findings a preliminary analysis was conducted. This 

comprises of data cleaning and screening, missing values checking, treating of 

outliers and descriptive statistics. Subsequently, the researcher conducted the main 

analysis, beginning with the measurement model assessment. Measurement model is 

made up of reflective and formative measurements. The reflective measurement 

model comprises of (individual item reliability, internal consistency reliability, 

convergent validity and discriminant validity). On the other hand, the formative 

measurement model is concerned with (collinearity assessment, significant and 

relevant for the indicator). Equally, the chapter deals with the analysis of the results 

of the structural model, the coefficient determination (R2), effect size and predictive 

relevance. The results of mediation analysis were also presented in this chapter. 

  

4.1.1 Data Collection Process and Survey Responses  

The staff strength of Sokoto State Civil Service is  20,642 which also constituted  the 

population of this study (Civil Service Commission Sokoto, 2015). However, using  

Krejcie and Morgan (1970) sample size determination Table, 377 employees were 

selected. In an attempt to avoid the problem of none response rate and non-response 
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bias in sampling, the sample size was increased by 100 percent as suggested by the 

study of (Hair et al., 2010). Therefore, a total of 754 questionnaires was distributed 

to the civil servants under the entire ministries in Sokoto State, Nigeria, with the aid 

of Staff officers who served as the research assistants.  

 

Through follow up, phone calls and assistance from the staff officers (research 

assistants), 450 questionnaires were recovered from the respondents. Out of the 450 

returned questionnaires, only 432 representing 57 percent were  retained and used  

for further analysis the balance (18) were removed as a result wrong filling and 

problem of outlier and therefore rejected as suggested by the study of (Hair, 

Anderson, Tatham & Black, 1998). Table 4.1 presented questionnaire distribution 

and retention. 

 
Table 4.1  
Questionnaire Distribution and Retention  
Item  Frequency Percentage 

Distributed Questionnaires 754 100 

Returned Questionnaires 450 60 

Rejected  18 2.4 

Retained Questionnaires 432 57 

 

Therefore, 432 respondents made up the sample for this research, which represents 

57 percent response rate, which covers the overall civil servants in Sokoto State 

Nigeria. This percentage is considered satisfactory going by Sekaran's (2003) 

recommendation that, a response rate of 30 percent is appropriate for a research. 

Likewise, the present percentage response rate is considered acceptable based on  the 

propositions of Hair et al. (2010); Pallant (2001) that a response rate should be 
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between 5 and 10 times the number of study constructs. Going by the number of this 

study variables 5; Motivation,(intrinsic and extrinsic) working condition, physical 

environment, psychosocial environment and work-life balance), organizational 

commitment (affective, normative and continuance commitments), perceived 

organizational justice (HCM) and employee performance (task and contextual) a 

sample of 50 is considered sufficient for data analysis. Consequently, 432 having 57 

percent rate fulfilled the required sample size condition for further analysis. 

 

4.2 Non- Response Bias  

Non-response bias is defined as the most common mistake a researcher forestalls to 

make in approximating the characteristic features of a sample. This is due to fact 

that, non-response bias may lead to the under representation of some groups of 

respondents (Berg, 2002). Singer  (2006) has made it clear that „there is no minimum 

response rate below which a survey estimate is necessarily biased and conversely, no 

response rate above which it is never biased. Nevertheless, no matter how minor a 

non-response is, there is the likelihood of bias which needs to be explored (Pearl & 

Fairley, 1985; Sheikh, 1981). Therefore, extrapolation technique was employed to 

test the non–response bias, as recommended by the study of (Armstrong & Overton, 

1977). Thus, respondents were divided into two independent groups based on periods 

of their responses to survey questionnaire with respects to five major study 

constructs (employee performance, motivation, working condition, organizational 

commitment and perceived organizational justice). 

 

The most popular method of detecting non-response bias according to Armstrong and 

Overton (1977) is by comparing the responses of respondents to the questionnaires 
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distributed early before April, 2018 and others, who responded to the questionnaire 

after April, 2018.  However, the responses of those that responded late i.e. after 

April, 2018 are the sample of non- respondents to the first questionnaire distributed 

and that is assumed to be the sample of the non-respondents group  (Miller  & Smith, 

1983; Oppenheim, 1966).  

 

Table 4.2 
T- Test Comparison between Early and Late Respondents (2) 
 

          

Levene's 
Test for 
Equality 

of 
Variances 

t-test for Equality of 
Means 

Construct 
GROUP 

N Mean 
Std. 

Deviation F T 
Sig. 

(tailed) 
TP EARLY 298 5.42 .96 4.08 .77 .44 

LATE 134 5.34 1.15 
 

.72  

CP EARLY 298 5.39 .96 .24 .17 .86 

LATE 134 5.37 .99 
 

.17  

IM EARLY 298 5.85 1.06 .38 .08 .85 

LATE 134 5.86 1.00 
 

.08  

EM EARLY 298 5.90 .87 .55 -.19 .85 

LATE 134 5.92 1.01 
 

-.18  

PC EARLY 298 5.83 .98 0.01 -1.18 .24 

LATE 134 5.96 1.09   -1.13  

PS EARLY 298 5.66 .99 0.00 -1.06 .29 

 LATE 134 5.77 1.08  -1.02  

WL EARLY 298 5.75 .95 1.19 .61 .54 

 LATE 134 5.82 1.07  .58  

AF EARLY 298 5.48 .90 2.20 -1.11 .27 

 LATE 134 5.59 1.05  -1.05  

NC EARLY 298 5.27 1.01 8.50 .16 .88 

 LATE 134 5.25 1.25  .14  

CC EARLY 298 5.33 .96 3.12 .29 .77 

 LATE 134 5.36 1.12   .27  

DJ EARLY 298 5.25 1.11 4.33 .70 .48 

 LATE 134 5.34 1.26  .67  
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Table 4.2  (continue)       

PJ EARLY 298 5.58 .82 .22 -1.75 .28 

 LATE 134 5.73 .84  -1.73  

IJ EARLY 298 5.34 .84 3.77 1.29 .20 

 LATE 134 5.22 .91  1.25  

Source; Researcher 

 

Conversely, to examine the level of significance of the variance between response 

rates of the groups, this study used independents-samples t-test and levene‟s test to 

examine the equality of variance at 0.05 significance level as proposed by passed 

studies (Coakes & Steed, 2003; Field, 2009; Pallant, 2011). Table 4.2, shows that 

there is no much significant different between responses of both early and late groups 

for employee performance (task and contextual) motivation (intrinsic and extrinsic), 

working condition (physical environment, psychosocial environment and work-life 

balance), organizational commitment (Affective commitment, normative 

commitment and continuance commitment) and perceived organizational justice 

(Distributive, procedural and interactional justice). The researcher presumed that, 

non-response bias does not affect the data of this study. Consequently the results of 

the present study can be generalized to entire study population because the 

responded, subjects signify all other components of the study population. 

Furthermore, since the response rate of this study is more than 50 percent, non-

response bias will not be a problem as posited by the study of (Lindner & 

Wingenbach, 2002). 

 

4.3 Common Method Bias Test  

Common method bias has to do with the discrepancy caused by the measurement 

procedure, which is different from the actual variables the measures represent 
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(Podsakoff, MacKenzie, Lee  &  Podsakoff, 2003). Considering the fact that the data 

from both dependent and independent variables of this study were gathered at the 

same time using the same questionnaire, there is every tendency that common 

methods bias could affect the data collected. So, bearing in mind the likely problem 

caused by common method bias in behavioral studies, this study carried out a test to 

make sure that there is no discrepancy in observed scores and correlations are not 

overblown due to the effects of common method bias. 

 

A lot of arguments on the degree of the gravity of common method bias on data have 

been advanced by scholars  (Bagozzi, 2011). This study, therefore views it necessary 

to take these arguments very important. Common method bias can be tested using 

several techniques. They comprise of statistical Harman‟s one-factor test, reverse 

wording questions, simplifying question or item, clarity of questions or items and 

confidentiality of the participants (Podsakoff et al., 2003). Following Harman‟s 

single-factor statistical technique of variance, the entire items of all constructs of the 

current study were factor analyzed through the unrotated factor solution. The result 

produced 5 constructs explaining 53 percent of the collective variance (see Appendix 

B). Also, only 15 percent is being explained in the first factor of the total variance. 

This value cannot be considered too high because it is not greater than 50 percent of 

the covariance (Kumar, 2012). Going by the above result and based on the Harman‟s 

single-factor analysis, it is presumed that, the common method bias issue does not 

affect the data of this study (Podsakoff et al., 2003). 
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4.4 Data Cleaning, Screening and Preparation  

Screening, cleaning and preparation of data are vital stages to be followed before 

proceeding to multivariate analysis. Data screening assists greatly in detecting any 

possible violation of the basic principle related to the conduct and application of 

multivariate analysis (Hair et al., 2010). More so, initial data examination allows the 

researcher /researchers to have an in depth understanding of the gathered data. 

Consequently, missing values, normality, outliers and multicollinearity were cross 

checked and treated accordingly.  

 

4.4.1 Analysis of Missing Data  

Realizing the negative impacts of missing value in an analysis, this study took 

necessary precautions to ensure that, missing data are avoided or minimized. Among 

the ways employed was to cross check questionnaires at the point of collection to 

ensure that no question is left unanswered. This is personally done by the researcher 

and the research assistants. The researcher and research assistants draw the attention 

of respondents in cases where a question or questions are overlooked to kindly fill 

them. The rule says any missing data should be filled or replaced through series 

mean, if they are less than 5 percent (Hair et al., 2014). Consequently, the missing 

values dictated in the present study accounted for only 0.2 percent and they were 

replaced by series mean through SPSS v 20.  

 

4.4.2 Outliers  

Outliers simply refers to those item whose scores differ significantly with the other 

set of data in an analysis (Byme, 2010). Outlier can be dictated  through univariate 
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outlier which according to Tabachnick and Fidell (2007), can be achieved by 

observing the  Z scores.  The rule says, Z score for each item should not be more 

than   3.29. So any item/s having  3.30 are as a result of an error in data entry and 

such item/s should be excluded from further analysis. However, in this study, no case 

of univariate was identified. Another method used to check outliers is through the 

examination of Mahanalobis distance (Tabachnick & Fidell, 2013). All cases with 

Mahanalobis distance which are above 95 at a degree of freedoms of 0.001 were 

excluded because living them may affect the data collected, therefore, to avoid the 

problem of non-response bias in this study, all the affected cases were excluded from 

further analysis. 

 

4.4.3 Normality Test 

 Normality is an important aspect in a multivariate analysis (Tabachnick & Fidell, 

2007; Hair et al., 2010). It has to do with the nature and relationship of data 

distribution for an individual variable with the normal distribution (Tabachnick & 

Fidell, 2007). In the past, a number of scholars (Qureshi  & Compeau, 2009; 

Reinartz, Haenlein & Henseler, 2009; Wetzels, Odekerken-Schroder & Van open, 

2009) were with the opinion that, PLS-SEM accepts non-normal data. However, 

recent studies by Hair,  Ringle and Sarsterdt (2012)  and Hair et al. (2014) advised 

that, researchers should bear in mind the issue of normality in data distribution. This 

is because according to Chernick (2008), much skewed data can lead to increase in 

bootstrap standard errors (Chernick, 2008) and as well reduce the statistical influence 

of the path coefficients (Dijkstra, 1983; Hair et al., 2012). 
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In view of the above, the present study employed the most common method used to 

test the normality of data I.e. (Skewness and kurtosis) (Tabachnick & Fidell, 2007).  

Therefore, the Skewness and Kurtosis  tests of all the items was conducted in this 

study and  all the constructs items were within the acceptable range of < 2 and < 7 

respectively. For instance, Skewness values were less than 2; the kurtosis values, 

were less than 7. Furthermore, Hair et al. (2010) argued that, both Skewness and 

Kurtosis have empirical measures in many statistical packages. Nonetheless, based 

on the result produced by the statistical analysis of this study, both Skewness and 

Kurtosis of the variables were not above the bench mark of ± 2.58 (Bhatti, Hee & 

Sundram, 2012). This is clearly shown in Table 4.3, similarly, appendix D show the 

results Skewness and kurtosis for all items (univariate analysis). 

 
Table 4.3 
Normality Test: Skewness and Kurtosis Statistics (n=432) 

Construct 
Min 

Sta. 

Max 

Sta. 

Mean 

Sta. 

Stadv 

Sta. 

Skewness 

Sta.      Std.Error 

Kurtosis 

Sta.     Std. Error 

TP 1.14 7.00 5.40 1.45 -1.14      0.12 2.20     0.23 

CP 1.90 7.00 5.38 0.97 -0.84       0.12 0.75     0.23 

IM 1.00 7.00 5.86 1.04 -1.13        0.12 1.25     0.23 

EM 2.25 7.00 5.91 0.91 -0.99       0.12 1.23       0.23 

PC 1.40 7.10 5.87 1.01 -1.22       0.12 2.01      0.23 

PS 1.50 7.00 5.70 1.02 -1.02       0.12 1.47      0.23 

WL 1.63 7.00 5.77 0.99 -1.09      0.12 1.61      0.23 

AF 2.13 7.00 5.51 0.95 -0.62      0.12 0.19     0.23 

NC 1.13 7.00 5.26 1.09 -0.53       0.12 0.17     0.23 

CC 2.25 7.00 5.34 1.01 -0.45      0.12 0.04     0.23 

DJ 1.00 7.00 5.28 1.16 -0.61      0.12 0.01      0.23 

PJ 2.00 7.00 5.63 0.83 -0.80      0.12 0.84      0.23 

IJ 2.56 6.89 5.30 0.86 -0.60       0.12 0.11      0.23 
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4.4.4 Multicolliearity  

Multicolliearity refers to a situation when the independents variables are highly 

related to the tune of 0.9 and above (Tabachnick & Fidell, 2007). When this happens, 

it signifies that the two or more variables contained needless information and all of 

them cannot go with the same analysis. The existence of Multicolliearity can 

seriously affect the value of the estimate of coefficients and the statistical 

significance (Hair, Black, Babin, Andersen & Tatham, 2006; Tabachnick & Fidell, 

2007). In other words the presence of multicolliearity can lead to increase in error 

term and the standard error of regression coefficient, which will greatly, affects the 

statistical influence of these coefficients. Multicolliearity problem can be resolved by 

deleting the affected constructs \ variables. To screen for multicolliearity, the 

correlation matrix was used by this study (Chatterjee & Yilmaz, 1992; Peng & Lai, 

2012). As can be viewed from Table 4.4, none of the correlations between the entire 

independent variables in this study exceed the benchmark (i.e., r=.9). This confirms 

absence of multicollonearity between variables in this study as determine by the 

result of the correlation matrix (Hair et al., 2010; Pallant, 2010). 

 
 
Table 4.4 
Multicollinearity Test: Correlation Matrix (n=432) 
Cons
truct 1 2 3 4 5 6 7 8 9 10 11 
IM 1                     
EM .734** 1                   
PC .601** .793** 1                 
PS .568** .693** .750** 1               
WL .601** .745** .754** .758** 1             
AF .469** .554** .578** .579** .653** 1           
CC .339** .417** .411** .398** .479** .634** .764** 1       
DJ .217** .343** .349** .363** .439** .481** .620** .704** 1     
PJ .545** .648** .634** .618** .667** .743** .485** .490** .436** 1   
IJ .534** .574** .465** .501** .526** .519** .504** .495** .376** .630** 1 
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**. Correlation is significant at the 0.01 level (2-tailed). 

  

According to Peng and Lai (2012), Hair, Ringle and Sarstedt (2011), Hair et al. 

(2014)  multicolliearity test can also be conducted through corresponding tolerance 

and the variance inflation factor (VIF). Based on the Hair et al. (2014) yard stick, a 

tolerance level of 0.20 and less, or a VIF value ranging from 5 and above signifies 

the existence of multicolliearity between variables. What this means is that, when a 

tolerance value is 0.20 or VIF value is up to 5 and above, it shows that 80 percent of 

variable difference is being explained by other variables of the same model. 

 
Table 4.5  
Multicollinearity Test: Tolerance and VIF (n=432) 
Construct Collinearity Statistics 

Tolerance VIF 
Intrinsic motivation .41 2.44 

Extrinsic motivation  .25 4.07 

Physical environment .28 3.58 

Psycho-social environment .37 2.69 

Work-life balance .28 3.55 

Affective commitment .29 3.48 

Normative commitment .31 3.24 

Continuance  commitment .30 3.34 

Distributive Justice .47 2.14 

Procedural Justice .31 3.32 

Interactional  justice .47 2.12 

 

Table 4.5, shows that the tolerance levels of the entire independent variables in this 

study are greater than 0.20 and equally all the VIFs are also less than 5. This 

evidently signifies the non-existence of multicolliearity between the variables in this 

study. Therefore, all methods used in identifying the presence of multicolliearity 

(correlation matrix and collinearity statistics using tolerance and VIF) has confirmed 

that this study variable is devoid of multicolliearity.  
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4.4.5 Descriptive Statistics – Profile of Respondents  

Table 4.6 presents the demographic features of respondents. The respondents were 

requested to provide some of their demographic data, which comprises of gender, 

age, years of experience, marital status, educational qualification, and nature of job. 

Others are department and position. The result indicates that, males are the majority 

workers in Sokoto State civil service with the response rate of 321 (74.3 percent), 

while female account for 111 (25.7 percent). This signal that, the sector is not only 

dominated by males, but females also participates in decision making in the state. 

Regarding the age of the workers, 175 respondents had between 31-40 years, which 

is equal to 40.5 percent, while 124 respondents (28.7 percent) had between 21- 30 

years, next are 109 workers (25.2 percent) falls within the age bracket of 41-50 years. 

This is followed by those with ages of 51 and above constitutes 24 responses (5.6 

percent) of the total responses. Meanwhile, with regards to the qualification of 

respondents, 171 workers (39.6 percent) possess Diploma/ NCE certificates. This is 

followed by 127 staff (29.4 percent) with Degree/HND, then 62 workers (14.4 

percent) who are master‟s degree holders. Meanwhile 41 workers (9.5 percent) 

possess a post graduate certificate/PG. The least group is PhD having only 6 workers 

(1.4 percent), this indicates that, there need for additional qualifications, especially 

masters and post graduate in a view to ensure effective service delivery. 

With regards to workers  years of experience,115 respondents had between 1- 5 years  

working experience (26.6percent), 96 respondents had between 6-10 years‟ 

experience (22.2 percent), 78 workers had between 11-15 years since employment 

(18.1 percent), 71 employees  had between 16-20 years „work experience (16.4 

percent), 51 respondents falls between 21-25 duration in service (11 .8 percent), 15 
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workers had between 26-30 years in service (3.5 percent) and lastly 6 staffs had 31 

years and above working experience (1.4 percent). With regards to marital status, 

314 respondents representing (72.3 percent) are married while, 118 workers (27.7 

percent) are still single. This pointed out that, the Sokoto state civil service 

constituted all categories or groups in terms of age, years of experience and marital 

status. 

Similarly, the descriptive statistics presented the nature of job of respondents. It 

show that, the majority of the worker‟s job nature is Administrative/ Professional 

because about 151(35 percent) comes from the administrative and professional class. 

This is followed by Executive/ Technical class having 101 staff representing 23.4 

percent. Also 93 workers (21.5 percent) belong to secretarial class, while 56 (13 

percent) workers worked under the clerical class. The remaining 31 (7.2 percent) 

workers were from the miscellaneous class. With the regard to the respondent‟s 

departments, the statistical results indicate that, administration and supplies/ human 

resource department has the largest number of workers i.e. 141 representing 32.6 

percent. Finance and department were the second largest in terms of workers, it has 

117 (27.1 percent) workers. This is followed by planning department with 92 staff 

(21.3 percent), then 82 (19 percent) workers are from other departments aside the 

once mentioned above.  Another important demographic feature of respondents is 

rank/ position. The descriptive statistics of the present study show that, 164 (38 

percent) workers were junior staff, While 132 (30.6 percent) were senior staff, 

followed by 84 (19.4 percent) workers belonging to s management position and 

finally 52 (12 percent) are in the Directorate cadre. This signifies that, junior workers 

are more in number, and the least are those in the Directorate rank/position.
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Table 4.6 
Summary of Respondents’ Demography 
Item Frequency Percentage 

Gender 

Male 

Female 

 

321 

111 

 

74.3 

25.7 

Age 

21-30 

31-40 

41-50 

51and above 

 

124 

175 

109 

24 

 

28.7 

40.5 

25.2 

  5.6 

 

Years of Experience 

1-5 

6-10 

11-15 

16-20 

21-25 

26-30 

31 and above 

 

 

115 

96 

78 

71 

51 

15 

06 

 

26.6 

22.2 

18.1 

16.4 

11.8 

  3.5 

   1.4 

Marital status 

Married  

Single 

 

314 

118 

 

72.3 

27.7 

Qualification   

Secondary certificate 25 5.8 

Diploma/NCE 171 39.6 

Degree/HND 127 29.4 

Master Degree 62 14.4 
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Table 4.6 (continue)   
Item Frequency Percentage 
Post Graduate/PGD 41 9.5 

PhD 6 1.4 

Nature of Job   

Administrative/Professional 
class 

151 35 

Executive/Technical class 101 23.4 

Secretarial class 93 21.5 

Clerical/Junior Technical/ Sub-
technical class 

56 13 

Miscellaneous 31 7.2 

Department   

Administration and Supplies/ 
Human Resource Management  
Department 

141 32.6 

Finance and Account 
Department 

117 27.1 

Planning, research and Statistics 92 21.3 

Others 82 19 

Rank/ Position   

Junior staff 164 38.6 

Senior staff 132 30.6 

Management/Administrative 
staff 

84 19.4 

Directorate 52 12 
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4.4.6 Descriptive Statistics of latent variables 

 The descriptive statistics of the latent constructs of the current study were carried 

out in this section. Essentially, the mean (i.e., the total of all observed results from 

the sample divided by the sum number of measures) and standard deviation (i.e., the 

measure that is used to calculate the amount of dispersion or variation of a set of data 

values) were calculated to determine the descriptive features of the study‟s 

constructs. Nunnally and Bernstein (1994) identified the criteria of determining level 

or percentage as low, moderate or high as can be seen in Table 4.7. 

 
Table 4.7  
Mean Score Criteria for Descriptive Results 
S/N Mean Score Level/Percentage 

1 1--2.33 Low 

2 2.34--3.66 Moderate 

3 3.67--5.00 High 

Source; Nunnally and Bernstein  (1994). 

 

This study employed the above criteria to determine the level or percentage of low, 

moderate or high of descriptive construct results. Consequently, Table 4.8 shows the 

Descriptive Statistics of Constructs: Mean and Standard Deviation of this study. 
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Table 4.8 
Descriptive Statistics of Constructs: Mean and Standard Deviation 

Constructs Sample Mean Standard Deviation 
TP 432 5.40 1.02 

CP 432 5.38 0.97 

IM 432 5.86 1.04 

EM 432 5.91 0.91 

PC 432 5.87 1.01 

PS 432 5.70 1.02 

WL 432 5.77 0.99 

AF 432 5.51 0.95 

NC 432 5.26 1.09 

CC 432 5.34 1.01 

DJ 432 5.28 1.16 

PJ 432 5.63 0.83 

IJ 432 5.30 0.86 

 

 

Conversely, as stated in chapter three that the entire constructs or variables of this 

study were measured by 7-Point Likert-type scales. Thus, both the mean and 

standard deviation of all  latent variables were calculated based on the same 7point 

Likert-type scale, presented as 1=strongly disagree, 2= moderately disagree, 3= 

disagree, 4=undecided, 5=agree, 6= moderately agree, 7=strongly agree.  

 

As can be viewed from Table 4.8, the mean and the standard deviation of task 

performance is 5.40 and 1.02 correspondingly, while the mean and standard 

deviation of contextual is  5.38 and 0.97. Likewise, both mean and standard deviation 

for other independent constructs are 5.86 and 1.04 for intrinsic motivation; 5.91 and 

0.91 for extrinsic motivation; 5.87 and 1.01 for physical environment; 5.70 and 1.02 

for psychosocial environment; 5.77 and 0.99 for work-life balance; 5.51 and 0.95 for 

affective commitment; 5.26 and 1.09 for normative commitment; 5.34 and1.01 for 
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continuance commitment; 5.28 and 1.16 for distributive justice; 5.63 and 0.83 for 

procedural justice and 5.30 and 0.86 for interactional justice. Therefore, following 

Nunnaly and Bernstein (1994) formula, the mean scores of all the constructs in this 

study are considered as high, because they are  all above 3.66 as recommended by 

the study of (Nunnaly & Bernstein, 1994).  

4.4.7 Cross Tabulation 

Cross tabulation is a process that is precisely planned in SPSS to create frequency 

distributions for two or more constructs concurrently. Crosstabs provides us with 

tables called cross tabulations, this is because they calculate the incidences of values 

through two constructs simultaneously (Arkkelin, 2014). Cross tabulation table is a 

simple method for analyzing the connections between two or more demographic 

variables and dependent variable or variables. Crosstabs technique provides an 

independent measurement and assessment of the relationship between nominal and 

ordinal data. More so, it can provide the researcher with approximations of the 

comparative risk of an occasion given the existence or nonexistence of a specific 

characteristic. Furthermore, Cross tabulation can also compute a measurement that 

allow researchers to decide whether any experiential association between variables 

happen by chance or is a empirically significant one  (Arkkelin, 2014; Landau & 

Everitt, 2004). In line with the above recommendations, the present study conducted 

cross tabulation of employee performance (task and contextual) with all the 

demographic variables such as sex, age, experience, qualification, job nature, 

department and position. (See  Appendix E). 
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The results of the cross tabulation for gender reveal that, the frequency distribution 

and percentage for male is higher than that of female gender (321, 74.3%, for male 

and 111, 25.7% for female), signifying that the male are more in number than female 

among the participants. In the case respondent‟s age, the cross tabulation table 

indicated that, employees with ages of 31-40 have the highest frequency and 

percentage (175, 40.5%) followed by those with 41-50 years (109, 25.2%). The next 

is respondents with 21-30 years, having (124, 28.7%), while only 24, (5.4%) 

employees have ages between 51 and above, which signifies that, employees under 

the state civil service are energetic since majority of them are between 31-40 years. 

On the issue of qualification, the cross tabulation results show that, 171 workers 

possess Diploma/ NCE (39.6 %), 127 employees have a first degree/ Higher National 

Diploma (29.4%). Similarly, 62 participants possess master degrees (14.4%), 

followed by post graduate qualification with 41 frequencies and 9.5 %. While 25 

workers have the lowers certificate which is the secondary leaving certificate and the 

least are those with PhD which recorded only 6 participants (1.4%). This shows that, 

there need for additional training in terms of employee‟s qualification.  

 

Cross tabulation table for working experience reveals that, 115 participants (26.6%) 

have worked between 1-5 years in their organizations. It shows that, 96 (22.2%) 

participants have 6-10 years „of experience in their various organizations. Similarly, 

it reveals that, 78 workers (18.1%) were in the service between 11-15 years. Also 71 

employees (16.4%) have spent between 16-20 years in service. Meanwhile,51 

respondents (11.8%) where between 21-25 years since employment. The result 

shows that, only 15 (3.5%), have 26-30 years in service and finally 6 workers had 

spent between 31 and above years in service. The tabulation results exposed that, the 
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majority of the participant in this study were married, having 314 frequencies 

(72.7%) as against 118 workers (27.3%) who are yet to be married. On the nature of 

job, the results show that, 151 workers (35%) are administrative/professional staff, 

followed by 101(23.4%) participants who are under executive and technical class. 

The secretariat class have 93(21.5%) and 53 (13%) workers were under 

clerical/junior technical class. The least are 31 (7.2%) whose class category are not 

clearly specified. On the participant‟s departments, the results have shown that 141 

(32.6%) are working under admin and supplies/ Human resources departments, 117 

(27.1%) belongs to finance and accounting department, while 92 workers (21.3%) 

are working in planning / research and statistics. The remaining 82(19%) belongs to 

other small departments. The table also disclosed that, 164 (38%) of the participants 

are junior staff, while 132 (30.6%) are senior staff and 84 (19.4%) belong to 

management position, as well 52 (15%) staff were on directorate cadre. From the 

results it is clear that there are variations in all the frequencies meaning that the 

relationship between the demographic variables can either be real or by chance 

(Arkkelin, 2014; Landau & Everitt, 2004). 

 

However, the cross tabulation only, cannot tell whether these variances are actual or 

by chance, this can be obtained through running of a chi-square tests (Arkkelin, 

2014; Landau & Everitt, 2004). Following this recommendation, the present study 

conducted a chi-square tests for all the demographic variables and performance (task 

and contextual). As can be viewed from Table 4.9, the results reveal that, all the 

relationship between demographic variables and performance happens by chance as 

the values  obtained from the chi-square tests are greater than 0.05 as suggested by 

the studies of (Arkkelin,  2014;  Landau  & Everitt,  2004;  Pallant, 2011). 
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  Table 4.9 
  Chi-Square Tests 

Variable Value Df 

Asymp. Sig. (2-

sided) 

Gender* Task performance 30.696a 38 0.79 

Gender*Contextual performance 37.691a 47 0.83 

Age* Task performance 102.178a 114 0.78 

Age*Contextual performance 157.541a 141 0.16 

Experience*Task performance 192.949a 228 0.96 

Experience*Contextual performance 287.256a 282 0.40 

Qualification*Task performance 163.694a 190 0.92 

Qualification*Contextual performance 252.191a 235 0.21 

Job nature* Task performance 143.179a 152 0.68 

Job nature* Contextual performance 189.485a 188 0.45 

Department*Task performance 123.745a 114 0.25 

Department*Contextual performance 121.579a 141 0.88 

Position*Task performance 100.669a 114 0.81 

Position*Contextual performance 151.281a 141 0.26 

Status*Task performance 34.922a 38 0.61 

Status*Contextual performance 53.460a 47 0.24 

 

The next section focus on PLS-SEM path Modeling. 

 

4.5 PLS-SEM Path Modeling  

According to Hair et al. (2011) variables and their relationships are better visualized 

using Path Models whenever structural equation modeling (SEM) is employed to 

examine constructs. A Path Model simply refers to a diagram or set of diagrams used 

to visualize constructs (Hair, Ringle & Sarsterdt, 2013). Variables or latent 

constructs are represented in the path models as ovals or circles, at the same time 

indicators (i.e., manifest variables), which directly measure proxy constructs that 

have the raw data, and represented as rectangles in the path models (Hair et al., 
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2014). These scholars further added that, the arrows signify interactions between 

latent variables, as well as between such variables and their indicators.  

 

The PLS-SEM path model is made up of two elements. They are the measurement 

model (also known as the outer model in the PLS-SEM) and structural model (also 

refer to as the inner model in the PLS-SEM) (Hair et al., 2014; Henseler et al., 2009). 

The measurement model in particular means an element of the path model that 

comprises of indicators and their relationships with their individual latent variables. 

In line with the suggestion by the studies of Henseler, Ringle and Sinkovics (2009) 

this study employed a two-step method to assess and report the results of PLS-SEM 

path. This two-step procedure used by this study includes (1) the assessment of a 

measurement model and (2) the assessment of a structural model, as clearly 

illustrated in Figure 4.1 (Hair et al., 2014; Hair et al., 2012; Henseler et al., 2009). 

Furthermore, among the components of measurement model we have reflective and 

formative measurement models. The reflective measurement model is a model in 

which the arrow‟s direction is from the latent variable to the assigned indicators, 

signifying the assumption that the latent construct causes the measurement of the 

indicator or item variables. While the formative measurement model is a model in 

which direction of the arrows is from the representing variables to the latent variable, 

indicating the assumption that the indicators cause the measurement of the latent 

construct.  

 

However, the present study is concerned with reflective measurement models. The 

reflective measurement model assessment is made up of individual item reliability, 

internal consistency reliability, convergent and discriminant validity (Hair  et al., 
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2014; Henseler, Ringle & Sinkovics, 2009; Klarner, Sarstedt, Hoeck & Ringle, 

2013). Figure 4.1 below represents the procedures of PLS-SEM path model 

assessment employed in the current study. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 igure  4.1   Two-step Process of PLS-SEM Path Assessment 

 

4.5.1 Assessment of the Measurement Model First Stage 

 

To assess the measurement model of the present study, the researcher starts by   

evaluating  the reliability of individual items measuring each latent variable, internal 

consistency reliability (i.e., construct reliability), discriminant validity, as well as 

convergent validity for each of the reflective constructs (Hair et al., 2014; Henseler et 

al., 2009). Nonetheless, the mediating variable perceived organizational justice (POJ) 

      

Measurement 

Model 

Assessment 

 Assessing Results of Reflective Measurement Models 
 Individual Item Reliability 
 Internal Consistency Reliability 
 Convergent Validity 
 Discriminant Validity 

 Assessing Result of Formative Measurement Model  
 Collinearity Assessment  
 Significance and Relevance for the indicators 

 

     Assessing Results of Structural Model 
 Significant of the Path Relationship 
 Coefficient of Determination 
 Effect Size 
 Predictive Relevance 

 Advance PLS- SEM Analysis (Mediation Analysis) 
 Significant of Path Relationships    
 Coefficient of Determination 
 Predictive Relevance 
 Effect size 

 

     Structural 

Model 

Assessment 
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is a reflective -reflective type of hierarchical component model (HCM).  While the 

remaining independent and dependent variables have dimension example MT (IM 

and EM), WC (PC, PS and WL), OC (AF, NC and CC) and EM (TP and CP). In this 

case, the researcher first uses a repeated indicator approach (see Figure 4.2). This 

method is carried out by repeating all indicators of the lower order components 

(LOCs), on the higher order component (HOC) that is (OJs), so as to get the latent 

variable scores of LOCs (Afthanorhan, 2014; Becker, Klein & Wetzels, 2012; 

Ringle, Sarstedt & Straub, 2012). After that the scores obtained were further 

employed for the two-stage approach (see Figure 4.3), in that way, each LOC‟s score 

was used as reflective indicators to the HOC (Hair et al., 2014; Ringle et al., 2012). 

Therefore, as stated earlier, the first set of analysis carried out comprises the 

individual item reliability as well as construct reliability and validity of the reflective 

constructs.  
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Figure 4.2   Measurement Model First Order 

4.5.1.1 Individual Item Reliability of Reflective Measurement Models  

In order to determine the individual item reliability and other measurement model 

calculations, the present study conducted PLS algorithm  (Geladi & Kowalski, 1986) 

as showed clearly in Figure 4.3. The individual item of reflective variables was 

determined using the outer loadings of individual construct‟s items  (Hair,  Ringle  & 

Sarsterdt, 2012; Hulland, 1999). 

 

 Hair et al. (2014)  recommends that an indicator with 0.70 outer loading is reliable 

and adequate for previously developed scale. However, they added that rather than 

just deleting an item with loading less than 0.70, researchers should remove the 

item/items only if its deletion will increase the AVE and composite reliability (CR). 

Therefore, to maintain an item, the loading has to be between 0.40 and 0.70 and so 

the removal depends on the increase of the AVE and CR. Consequently, following  

Hair's et al. (2014) criteria, all items that have loadings less than 0.40 were deleted. 

The affected items include: TP 2 and TP7, CP1, CP2, CP4 and CP5, CC8, NC8,  

AF1 and AF2. Others are IJ2, IJ3, IJ 7 and IJ9,  PJ2, PJ3 and PJ5 (see Table 4.10).  

 

A part from items deleted all the remaining are sufficient and valid enough to 

measure their individual constructs going by the recommendations by Hayduk and 

Littvay (2012) that, one or two items are sufficient and enough to measure a given 

construct and they even cautioned the use of more than three items because 

according to them extra items may provide less advantage benefit than fewer items. 

Furthermore, Bergkvist (2015) supported the use of fewer items to measure a 



 

185 

 

construct. He argued that, the use of single- item serve as a substitute to multiple 

items. This is because there is no difference in the predictive validity of both single 

and multiple item measures. Also, Bergkvist and Rossiter (2007) maintained that, 

single item and multiple items produce the same results when it comes to predictive 

validity. They explain further that; construct validity will not be affected whether 

measured with a single or multiple item because the two measures produced the same 

result. Based on the above argument, therefore, the researcher concludes that the 

items of the present study are adequate enough to measure their respective 

constructs, since the minimum items in each construct of this study  is three. 

 

Table 4.10 
Result of Assessment of Measurement Model for First Order  
Construct Item Loadings CR AVE 

Affective commitment AF3 0.642 0.865 0.517 

  AF4 0.683     

 AF5 0.670   

  AF6 0.766     

  AF7 0.783     

  AF8 0.759     

Continuance  Commitment CC1 0.641 0.875 0.501 

  CC2 0.673     

  CC3 0.707     

  CC4 0.818     

  CC5 0.728     

  CC6 0.718     

  CC7 0.657     

Contextual Performance CP10 0.747 0.875 0.539 

  CP3 0.707     

  CP6 0.776     

  CP7 0.767     

  CP8 0.783     

  CP9 0.659     

Distributive Justice DJ1 0.626 0.866 0.566 

 DJ2 0.773   

 DJ3 0.793   

 DJ4 0.755   

 DJ5 0.800   
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Table 4.10 (continue)     

Construct Item Loadings CR AVE 

Extrinsic Motivation EM1 0.651 0.906 0.546 

  EM2 0.751     

  EM3 0.732     

  EM4 0.704     

  EM5 0.788     

  EM6 0.730     

  EM7 0.793     

  EM8 0.751     

Interactional  Justice IJ1 0.661 0.832 0.501 

 IJ4 0716   

 IJ5 0.838   

 IJ6 0.678   

 IJ8 0.628   

Intrinsic Motivation IM1 0.702 0.902 0.569 

  IM2 0.787     

  IM3 0.832     

  IM4 0.695     

  IM5 0.747     

  IM6 0.763     

  IM7 0.744     

Normative Commitment NC1 0.728 0.879 0.510 

  NC2 0.694     

  NC3 0.713     

  NC4 0.670     

  NC5 0.741     

  NC6 0.769     

  NC7 0.679     

Physical Environment PC1 0.736 0.891 0.621 

  PC2 0.832     

  PC3 0.794     

  PC4 0.818     

  PC5 0.756     

Procedural Justice PJ2 0.721 0.775 0.534 

 PJ4 0.754   

 PJ6 0.717   

Psychosocial environment PS1 0.727 0.882 0.555 

  PS2 0.753     

  PS3 0.670     

  PS4 0.787     

  PS5 0.746     

  PS6 0.779     

Task Performance TP2 0.621 0.837 0.509 

  TP3 0.732     
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Table 4.10 (continue)     

Construct Item Loadings CR AVE 

  TP4 0.803     

  TP5 0.678     

  TP6 0.722     

Work-life Balance WL1 0.803 0.904 0.543 

  WL2 0.734     

  WL3 0.765     

  WL4 0.718     

  WL5 0.763     

  WL6 0.739     

  WL7 0.714     

  WL8 0.648     

 
 
Table 4.10 indicated that, apart from the items deleted, all the remaining items have 

loadings exceeded the benchmark of 0.40 (Hair et al., 2014). Specifically, the 

loadings range from 0.628 to 0.838. Thus, all the remaining items in this study are 

reliable to measure their individual reflective latent variables. 

4.5.1.2 Internal Consistency Reliability of Reflective Models  

Internal consistency reliability means the internal consistency of numerous indicators 

or items determining the same reflective latent variable (Bijttebier, Delva,Vanoost, 

Bobbaers, Lauwers & Vertommen, 2000; Sun, Chou, Stacy, Ma, Unger & Gallaher, 

2007). The popular technique for measuring internal consistency is the Cronbach‟s 

alpha coefficient. It does this through an estimate of reliability on the inter-

correlations between items (Cronbach & Shavelson, 2004; Cronbach, 1951). 

However, regardless of the reputation of alpha coefficient, it has been condemned for 

being too sensitive to the number of items in a construct and undervalue the accuracy 

of  internal consistency reliability and therefore composite reliability (CR) has been 

recommended as a substitute method particularly in structural equation modeling 

SEM (Bacon, Sauer & Young, 1995;  Peterson  & Kim, 2013). 
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This is due to fact that, CR takes into cognizance of the several outer loadings of 

individual items, it also offers less biased approximation of the reliability when 

compared to the Cronbach‟s alpha that considered all items to be equally reliable 

without considering the real influence of each respective item loadings (Barclay,  

Higgins & Thompson, 1995;  Hair et al., 2014). This is also what made Hair et al. 

(2014) to suggest that CR is more suitable for PLS-SEM. Therefore, composite 

reliability was employed to assess internal consistency in this study. 

 

In a similar development, Bagozzi and Yi (1988), Hair et al. (2014) and Hair et al. 

(2011) recommended that any reflective latent variable that possess at least 0.70 

values of CR is considered reliable. Table 4.10 indicated that, the CR of all the 

reflective variables in the present study is above the threshold of 0.70. Precisely, 

Task performance has a CR value of 0.837, contextual performance has 0.875, 

intrinsic motivation has 0.902 and extrinsic motivation has 0.916 as CR. Others are 

physical environment with 0.891 as CR, psychosocial environment has 0.882, and 

work-life balance has 0.904. Furthermore, affective commitment has a CR of 0.865; 

normative commitment has 0.879 while continuance commitment possesses 0.875 as 

CR. Others include distributive justice with 0.866, interactional  justice has 0.832 

and procedural possess 0.775 respectively. Thus going by the above-mentioned rule 

of thumb of 0.70 and above for the standard values of composite reliability (CR), this 

study, therefore, concludes that, since all the constructs have a CR above the 

benchmark, then all the variables are reliable (Hair et al.,  2014). 
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4.5.1.3 Convergent Validity of Reflective Models  

According to Hair et al. (2006), Convergent validity means a reflective construct‟s 

validity that assesses how a specific measure accurately measures what it was 

planned to measure and relates significantly with other  assessments of the same 

variable. A construct is presumed to have convergent validity when its indicators or 

items share a high amount of variance (Hair et al., 2014). These scholars also suggest 

that the most common technique of determining the convergent validity is the 

average variance extracted (AVE). They added that AVE is the total average of the 

squared loadings of the items of a specific variable. Meanwhile researchers have 

argued that AVE value from 0.50 and above signifies that the construct possessed 

convergent validity (Chin, 1998;  Hair et al., 2011). What this entails is that any 

construct with AVE 0.50 means that, the latent variable explains half of the variance 

of its indicators or items (Hair et al., 2014). Going by the above rule of thumb of 0.50 

values of AVE all the constructs in this study have satisfied the condition of AVE, 

because all the construct‟s AVE ranges from 0.501 to 0.621.  

 

To be more precise, Table 4.9 shows the results of PLS-SEM algorithm as suggested 

and recommended by previous studies of (Geladi & Kowalski, 1986; Lohmoller, 

1989). Task performance possesses the AVE value of 0.509, contextual performance 

has 0.539, intrinsic motivation has 0.569 and extrinsic motivation has 0.546. Others 

include physical environment with AVE value of 0.621, psychosocial environment 

has 0.555 and work-life balance has 0.543 levels of AVE correspondingly. Similarly, 

affective commitment has 0.517, normative commitment possess 0.510 while 

continuance commitment has 0.501. In addition, distributive justice has 0.566, 

interactional  justice has 0.501 and procedural justice has 0.534. Hence, these values 



 

190 

 

show that all of the above-mentioned reflective variables of this study have 

convergent validity and therefore they all explained more than half of the variance of 

their individual indicators. 

 

4.5.1.4 Discriminant Validity of Reflective Models  

Discriminant validity is defined as a situation in which  specific construct is different 

from other constructs of the same model based on observed criterions (Duarte & 

Roposo, 2010; Hair et al., 2014). Consequently, when a latent reflective construct is 

distinctive and captures singularities not signified by other latent reflective variables, 

it entails that the discriminant validity has been proven  (Barroso, Carrion  &  

Roldan, 2010;  Hair et al., 2014). 

 

 The technique used in this study is the Fornell-Lacker criterion. Based on this 

method, discriminant validity of a construct is achieved when the square root of its 

AVE is greater than its correlation with any other reflective variable in the same 

model (Fornell  & Larcker, 1981). What this signifies is that if the square root of the 

AVE of the latent reflective variable is greater than it correlations with other 

reflective latent variables, it means that a particular variable shares more variance 

with its related items than with any other latent variable of the model. Therefore, 

such reflective variable is different from other variables (Hair et al., 2014). Going by 

this rule, all the reflective latent variables of the present study have attained 

discriminant validity (see Table 4.11) 

 
 
 



 

191 

 

Table 4.11 
 Discriminant Validity assessment for first order Constructs (Fornell-Lacker Criterion) 
 
 

 AF CC CP DJ EM IJ IM NC PC PJ PS TP WL 
AF 0.719             
CC 0.617 0.708            
CP 0.410 0.332 0.734           
DJ 0.470 0.674 0.236 0.752          
EM 0.485 0.416 0.636 0.358 0.739         
IJ 0.393 0.371 0.708 0.249 0.621 0.721        
IM 0.416 0.344 0.726 0.239 0.739 0.604 0.754       
NC 0.697 0.308 0.714 0.580 0.419 0.308 0.304 0.742      
PC 0.503 0.412 0.563 0.366 0.479 0.493 0.603 0.420 0.796     
PJ 0.625 0.506 0.452 0.488 0.527 0.501 0.431 0.510 0.731 0.788    
PS 0.520 0.398 0.539 0.370 0.699 0.501 0.572 0.454 0.745 0.483 0.749   
TP 0.372 0.369 0.608 0.259 0.566 0.714 0.509 0.335 0.445 0.563 0.438 0.747  
WL 0.572 0.494 0.555 0.451 0.608 0.524 0.753 0.519 0.757 0.508 0.737 0.481 0.763 
 
 
Note: The bolded diagonal values correspond to the square root of the AVE of the variables (n=432) 
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Table 4.11 shows that all the reflective latent variables of the present study have 

discriminant validity. This is because the square roots of their individual AVEs are 

higher than their correlation with any other construct. In short, all the reflective first 

order latent constructs of this study are individually different from one another as no 

one of them is highly correlated with another. More significantly, each of the 

constructs is distinctive and contains phenomena not signified by other reflective 

latent variable as determine by the  Fornell and Larcker's (1981) principle.  

4.5.2 Assessment of the Measurement Model Second Stage 

Meanwhile, in the second stage measurement, all the first order loadings are used to 

form the items for main constructs Ie (MT, WC, OC, POJ and EP). This is with a 

view to assess validity and reliability at the constructs level. This is clearly showed in 

figure 4.3, Table 4.12 and 4.13  respectively. 
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Figure 4.3 Measurement Model Second Stage  

 
Table 4.12 
Result of the Assessment of Measurement model after generating Second order 
constructs. 
 
Construct Item Loadings CR AVE 
Organizational commitment AF 0.874 0.919 0.790 
 CC 0.885   
 NC 0.907   
Employee Performance CP 0.901 0.891 0.804 
  TP 0.892     
Motivation EM 0.936 0.930 0.869 
 IM 0.929   
Working Conditions PC 0.911 0.939 0.837 
 PS 0.913   
  WL 0.922   

Perceived Organizational Justice DJ 0.653 0.820 0.606 

 IJ 0.815   

 PJ 0.853   
 
 
 
Table 4.13 
Discriminant Validity assessment after generating second order Constructs (Fornell-
Lacker Criterion) 
 
 
 Construct EP MT OC POJ WC 
EP 0.897     
MT 0.730 0.932    
OC 0.447 0.483 0.889   
POJ 0.758 0.666 0.682 0.778  
WC 0.615 0.790 0.589 0.657 0.915 
 
Note: The bolded diagonal values correspond to the square root of the AVE of the 
variables (n=432) 
 

 

. 
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Based on the results shown in Tables 4.12 and 13, the scores, assessment of 

measurement model generated after second order measurement model assessment. It 

shows  that all dimensions of main constructs were applied to form the items of main 

constructs.  From the result also, it is clear that, all the constructs in this study have 

satisfied the requirement of loadings, composite reliability (CR) and AVE even after 

generating the second order constructs. Conclusively all the constructs are valid and 

reliable statistically for further analyses. The next section discusses the structural 

model assessment. 

4.5.3 Assessment of the Structural Model  

This part discusses the structural equation model of the data analysis in this study. To 

assess the structural model, bootstrapping analysis was employed to analyze the 

direct relationship and mediating hypotheses. In order to have accurate results, this 

study used the standard bootstrapping technique. That is by using a number of 5000 

bootstrap samples for 432 cases to measure the influence of the path coefficients of 

direct and mediating relationships as recommended by the studies of (Hair et al., 

2014; Hair et al., 2011, 2012; Henseler,  Ringle & Sinkovics, 2009). However, as 

mentioned earlier the objective of the present study is to examine the direct relations 

among independent variables (IVs) and the dependent variable (DV) and also to 

examine the mediating effect of POJ between those IVs and the DV, the study 

considers examining structural model comprising the direct relationships and the 

mediation relationships at both constructs and dimensional levels as suggested by the 

studies of (Baron & Kenny, 1986; Frazier, Tix & Barron, 2004; Hair et al., 2014; 

Kenny, Korchmaros & Bolger, 2003; Klarner, Sarstedt, Hoeck & Ringle, 2013; 

Little, Card, Bovaird, Preacher & Crandall, 2007). 
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4.5.4 Hypotheses Testing for Direct Relationships at Construct Level 

 Figures 4.5 below shows analyzes of direct relationships at the constructs level. 

Precisely, Hypotheses H1: stated that, there is a significant relationship between  

motivation and employee performance;: H2: stated that, there is a significant 

relationship between working conditions and employee performance; H3: stated that, 

there is a significant relationship between organizational commitment and employee 

performance; H4: stated that, there is a significant relationship between perceived 

organizational justice and employee performance; H5: stated that, there is a 

significant relationship between motivation and employee performance; H6; stated 

that, there is a significant relationship between  working conditions and employee 

performance; H7; stated that, there is a significant relationship between 

organizational commitment and employee performance; H8: perceived 

organizational justice mediates the relationship between motivation and employee 

performance: H9: perceived organizational justice mediates the relationship between 

working conditions and employee performance: H10: perceived organizational 

justice mediates the relationship between organizational commitment and employee 

performance as illustrated on figure  4.5 below. The coefficients (Beta) of the path 

relationship-value (T Statistics) and the standard error (SE) were used to translate the 

results. Nonetheless, the asterisk sign (*) signifies the level of significance as 

determine by the alpha value. Precisely 3 asterisk show that the relationship is 

significant at 0.01, 2 asterisks at 0.05, while 1 asterisk designates the degree of 

significance at 0.10 alpha value. 
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Figure 4.5  
Structural Model Direct relationships at constructs level 

Table 4.14  
Results of Hypotheses testing direct Relationships Construct Level 

Hypotheses Relationship Beta SE T-Sta Decision 

H1 MT -> EP 0.421 0.054 7.86*** Supported 

H2 WC-> EP -0.020 0.053 0.353 Not supported 

H3 OC -> EP -0.148 0.048 3.070*** Supported 

H4 POJ -> EP 0.593 0.050 11.834*** Supported 

H5 MT -> POJ 0.377 0.059 6.279*** Supported 

H6 WC -> POJ 0.106 0.056 1.838* Supported 

H7 OC-> POJ 0.434 0.055 7.975 Supported 

*: p<0.1; **: p<0.05;***: p<0.01 

 

From the results showed in Table 4.14, it is clear that all the direct relationships at 

the construct level are significant except H2 which stated that, there is a significant 

relationship between working conditions and employee performance. 
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Similarly, figure 4.5 shows hypotheses testing of mediation, relationships 

representing H8, H9 and H10. The result is presented in Table 4.15. 

 

Table 4.15  
Results of Hypotheses testing Mediation, Relationships at Construct Level 

Hypotheses Relationship Beta SE T-Sta Decision 

H8 MT ->POJ-> EP 0.223 0.040 5.442*** Supported 

H9 WC ->POJ-> EP 0.063 0.033 1.823* Supported 

H10 OC ->POJ-> EP 0.257 0.040 6.568*** Supported 

*: p<0.1; **: p<0.05;***: p<0.01 

 

Table 4.15  presented the results of Mediation Hypotheses testing at construct level. 

As can be seen, it shows all Hypotheses are significant. The next section concentrates 

on assessment of the magnitude of mediating effects. 

4.5.4.1 Assessment of the Magnitude of Mediating Effect  

Another important assessment for mediation recommended by Helm, Eggert and 

Garnefeld (2010); Hair et al. (2014) is the magnitude of mediating effect commonly 

known as the Variance accounted for (VAF). This measure is employed to determine 

the degree of the indirect effect in relative to the total effect. By implication, this 

measure shows the extent to which the variance of the criterion construct that was 

explained by the predicting variable and also how considerable is the differences of 

the former is being explained by the indirect relationship through the mediator (Hair 

et al., 2014). Thus, Halm et al. (2010) provided a formula for calculating the variance 

accounted for mediating effect as follows; 
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VAF = a * b 
          a * b + c 

 

 

Where  

a*b stands for indirect effects  

c stands for direct effect after controlling the path a and b (i.e., indirect effect) 

 

Table 4.16 
 Assessment of the Magnitude of Mediating Effect: VAF (n=432), based on Construct 
Hypotheses  Relationship  Indirect  Direct  Total  VAF  Mediation  
H8  MT->POJ->EP  0.219 0.426 0.34  34% Partial 

H9  WC->POJ->EP  0.061 -0.020 0.75 75%  Partial  

H10  OC->POJ->EP  0.260 -0.148  0.64 64%  Partial  

 

Using the above formula to determine the VAF,  Hair et al. (2014) argued that a VAF 

value below 20 percent, signifies no mediation, 20 to 80 percent, indicates partial 

mediation, while 80 and above represents full mediation. Therefore, as can be viewed 

from Table 4.16, H8, H9 and H10 has the VAF values of 34, 75 and 64 percent, 

which indicated the existence of partial mediation of perceived organizational justice 

between motivation and employee performance, partial mediation of perceived 

organizational justice between working condition and employee performance and 

partial mediation of perceived organizational justice between organizational 

commitment and employee performance. The next section concentrates on 

Hypotheses testing at dimensional levels. 
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4.5.4.2. Hypotheses testing Direct Relationships at dimensional levels. 

In the second model as mentioned earlier, Hypotheses at dimensional level were 

tested. For direct relationships we have the following. H1a: stated that, there is a 

significant relationship between intrinsic motivation and task performance; H1b 

states that there is significant relation between intrinsic motivation and contextual 

performance; H1c stated that, there is a significant relationship between extrinsic 

motivation and task performance; H1d states that there is significant relation between 

extrinsic motivation and contextual performance; H2a states that there exist a 

significant relationship between physical environment and task performance; H2b 

states that there is a significant relationship between physical environment and 

contextual performance; H2c states that there exist a significant relationship between 

psychosocial environment and task performance; H2d states that there is a significant 

relationship between psychosocial environment and contextual performance; H2e 

states that there exist a significant relationship between work-life balance and task 

performance; H2f states that there is a significant relationship between work-life 

balance and contextual performance.  

 

Similarly, H3a states that there exist a significant relationship between affective 

commitment  and task performance; H3b states that there is a significant relationship 

between affective  commitment and contextual performance; H3c states that there 

exist a significant relationship between normative commitment and task 

performance; H3d states that there is a significant relationship between normative 

commitment and contextual performance; H3e states that there exist a significant 

relationship between continuance commitment and task performance; H3f states that 

there is a significant relationship between continua commitment and contextual 
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performance. Similarly, the relationship between the independent variables (MT, WC 

and OC) and the mediator (POJ) and between a mediator and a dependent variable 

employee performance (TP and CP) were assessed. These represent hypotheses H4a 

and H4b; H5a and H5b; H6a, H6b and H6c; and H7a, H7b and H7c, as shown in 

figure 4.6. 
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Figure 4.6 Structural Models at the Dimensional Level. 

Table 4.17 presents the results of structural models of direct relationship between 

independent and dependent variables at the dimensional levels. That is for Employee 

performance, we have (TP and CP), and working conditions we have (PC, PS and 

WL): Organizational commitment we have (AF, CC and NC). While in the case of 

mediator perceived organizational justice is treated as a Hierarchical Complex model 

(HCM). Therefore, the three dimensions generated after the first order assessment 

was used to form the items for the main construct I.e perceived organizational justice 

(POJ). As in the first model the coefficients (Beta) of the path relationship-value (T 

Statistics) and the standard error (SE) were used to translate the results. Nonetheless, 

the asterisk sign (*) signifies the level of significance as determine by the alpha 

value. Precisely 3 asterisk show that the relationship is significant at 0.01, 2 asterisks 

at 0.05, while 1 asterisk designates the degree of significance at 0.10 alpha value. 

 
 
 
Table 4.17 
Structural Model: Test of Significance for Direct Relationships at dimensional Level 
Hypotheses Relationship Beta SE T-Sta Decision 

H1a        IM -> TP 0.068 0.050  1.349 Not supported 

H1b IM-> CP 0.494 0.063 7.821*** Supported 

H1c EM -> TP 0.150 0.072 2.178*** Supported 

H1d        EM -> CP -0.023 0.063   0.358 Not supported 

H2a        PC -> TP -0.044 0.068   0.630 Not supported 

H2b        PC -> CP 0.101 0.061   1.629* Supported 

H2c        PS -> TP -0.037      0.061   0.626 Not supported 

H2d        PS -> CP 0.027 0.049   0.565 Not supported 

H2e WL-> TP 0.011 0.061   0.106 Not supported 

H2f WL -> CP 0.08 0.052   0.192 Not supported 

H3a AF -> TP -0.128 0.054 2.360*** Supported 

H3b        AF -> CP -0.37 0.0653 0.714          Not supported 
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Table 4.17  (Continue)     

Hypotheses Relationship Beta SE T-Sta Decision 

H3c NC -> TP 0.00 0.059   0.048 Not supported 

H3d NC -> CP -0.036 0.050   0.699 Not supported 

H3e CC -> TP -0.803 0.059  1.388 Not supported 

H3f CC -> CP -0.076 0.048 1.706* Supported 

H4a POJ -> TP 0.773 0.060 12.681*** Supported 

H4b POJ -> CP 0.408 0.054 7.645*** Supported 

H5a IM ->P OJ 0.133 0.052 2.520*** Supported 

H5b EM -> POJ 0.304 0.064 4.807*** Supported 

H6a PC -> POJ -0.072 0.058   1.237 Not supported 

H6b PS -> POJ 0.091 0.051 1.7892* Supported 

H6c WL -> POJ 0.041 0.057   0.670 Not supported 

H7a AF -> POJ 0.234 0.046 5.113*** Supported 

H7b NC -> POJ 0.00 0.055  0.024 Not supported 

H7c CC -> POJ 0.267 0.055 4.899*** Supported 

*: p<0.1; **: p<0.05;***: p<0.01 
 

As can be viewed from Table 4.17, the empirical analysis has shown that, H1b i.e. 

intrinsic motivation to contextual performance (β=0.494, t=7.82 p<0.00). H1c i.e 

Extrinsic motivation to task performance (β=0.150, t=2.178 p<0.00) and H3a, which 

is affective commitment to task performance (β=-0.128, t=2.36 p<0.00) are all 

significant. Others include H2b, I.e, Physical environment and Contextual 

Performance (β= 0.101, t=1.68 p<0.09) and H3a I.e. Affective commitment to task 

Performance (β=--- 0.128, t=2.36 p<0.00). 

 

More so, Table 4.17 indicated results, for hypotheses (H4a and H4b; H5a and H5b; 

H6a, H6b, and H6c; and H7a, H7b and H7c), the path coefficients between the 

between mediator (POJ) and the dependent variable  Employee performance (task 

and contextual) were significant. The bootstrapping result shown in Figure 4.6 

indicates that, all the relationships are positive. Specifically, H4a, which is the 
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relationship between perceived organizational justice and task performance is 

supported, the result shows positive significant influence of POJ to TP, (β.0.773; 

t=12.681 p<.00). With regard to H4b, the result indicates significant positive 

relationship between POJ and CP (β.0.408; t=7.645; p<.00).  

 

Furthermore, the relationship between the independent variables and the mediator 

was also tested. The result shows that, a significant relationship exists between the 

two dimensions of motivation (IM and EM) and POJ, β. 0.433; t=2.520; p<00), and 

β.0.304; t=4.807; p<00), signifying that H5a and b were supported. On the other 

hand, only one of the dimensions of working condition (PS) was significant i.e H6b, 

β.0.91; t=1.789; p<00). The remaining two dimensions (PC and WL) were not 

significant. Therefore H6a and H6c were not supported. In the case of H7 a,  b and c, 

the empirical result indicates that two were significant (AF and CC), β. 0.234 t= 

5.113; p<00) and (β. 0.267; t=4.899; p<00), and (were supported. The other 

dimension of organizational commitment (NC), the result reveals insignificant 

relationship; therefore, H7b is not supported. 

4.5.4.3. Hypotheses Testing for Mediating Relationships at Dimensional Level  

 Figure 4.6 also illustrates the analysis of relationships signified by hypotheses H8a, 

H8b, H8c and H8d: Perceived Organizational Justice mediate the relationship 

between motivation (intrinsic and extrinsic) and employee performance (task and 

contextual); H9a, H9b, H9c, H9d, H9e and H9f: Perceived Organizational Justice 

mediate the relationship between working condition (physical environment, 

psychosocial environment and work-life balance) and employee performance; (task 
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and contextual) H10a, H10b, H10c, H10d, H10e and H10f: Perceived Organizational 

Justice mediate the relationship between organizational commitment (affective, 

normative and continuance commitment) and employee performance (task and 

contextual). 

 

The general guidelines for mediation analysis as provided by the studies of (Baron & 

Kenny, 1986; Preacher & Hayes, 2004, 2008) and the PLS-SEM mediation analysis 

recommendations by (Hair et al., 2014; Helm, Eggert & Garnefeld, 2010; Klarner, 

Sarstedt,  Hoeck & Ringle, 2013; Sattler, Völckner, Riediger & Ringle, 2010), 

including bootstrapping the sample distribution of the indirect relationship, were 

employed for the analysis of all the above-mentioned hypotheses.  However, Hair et 

al. (2014) posit that a mediating effect can exist only when a third latent construct 

intervenes between two latent variables that have direct relationships.   

 

Based on Hair‟s et al. (2014) rule for the mediator analysis in PLS-SEM, figure 4.6 

above, reveals that, H8b which states that, perceived organizational justice will 

mediate the relationship between intrinsic motivation and contextual performance is 

significant (β. 0.084; t=2.316; p<00). Likewise H8c which is perceived 

organizational justice mediates I.e relationship between extrinsic and task 

performance (β 0.235; t=4.563; p<00). Similarly, H10a that states that, perceived 

organizational justice mediates the relationship between affective commitment and 

task performance is also supported (β. 0.181; t=4.814; p<00). As can be seen from 

the result in Table 4.18. 
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Table 4.18 
Structural Model: Test of Significance for Mediation, Relationships at Dimensional 
Level 

Hypotheses Relationship Beta SE T-Sta Decision 

H8b IM ->POJ-> CP 0.054 0.024 2.316*** Supported 

H8c EM-> POJ-> TP 0.235 0.051 4.563*** Supported 

H10a AF -> POJ->TP 0.181 0.038 4.814*** Supported 

 
 
Table 4.19  
Assessment of the Magnitude of Mediating Effect: VAF (n=432), based on 
Dimension 
Hypotheses  Relationship  Indirect  Direct  Total  VAF  Mediation  

H8b  IM->POJ->CP  0.499 0.922 0.35 35% Partial 

H8c EM-> POJ->TP  0.508 0.868 0.37 37%  Partial  

H10 a AF->POJ->TP  0.461 0.868 0.34 34%  Partial  

 

Using the same formula as in the previous section to determine the VAF, Table 4.19 

shows the magnitude of mediation effect based on dimensional level.  Therefore, as 

can be viewed from Table 4.19, H8b, H8c and H10a have the VAF values of 35, 37 

and 34 percent, which indicated the existence of partial mediation of perceived 

organizational justice between intrinsic motivation and contextual performance, 

partial mediation of perceived organizational justice between extrinsic motivation 

and task performance and partial mediation of perceived organizational justice 

between affective commitment and task performance. 

 

However, in another development, contrary to Baron and Kenny‟s (1986) and Hairs 

et al. (2014) assumption that, in testing mediation, researcher has to establish 

significant direct relationship between independent and dependent variable. Joseph, 

Hair, Tomas Hult Christian and Ringle, (2017); Nitzl, Roldán and Cepeda, (n.d) and 

Zhao, Lynch and Chen (2010) argued that, this statement seems instinctive that, 
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without direct effect to be mediated, there is no point to go further in testing 

mediation effect.  This perception is incorrect and maintained that, direct relationship 

need not be significant before establishing mediation. In a related development, 

Figueredo, Garcia,  Baca,  Gable, and Weise, (2013) argued that strict devotion to the 

Baron and Kenny causal stages for mediation may cause the omission of important 

mediators  because of the various inessential causes (e.g, measurement error). They 

maintained that, the issue is even more problematic when a researcher considers 

following Baron and Kenny‟s steps during an early stage of research. More so, 

Rucker, Preacher, Tormala and Petty, (2011) have also encouraged that finding a 

total effect between the independent variable and the dependent variable (before 

including the intervening variable) is unnecessary and may cause researchers to 

terminate research projects early if a significant relationship between independent 

and dependent variable (direct relationship) is not established. Similarly, it was 

argued that Mediation can occur even when total effect is absent and there is a 

significant indirect effect (MacKinnon, Lockwood, Hoffman, West & Sheets, 2002; 

Rucker et al., 2011; Zhao, Lynch & Chen, 2010). These scholars went further to 

identify three types of mediations and two types of non-mediations as follows. 

 

1. Complementary mediation: According to them this occurred when both the 

indirect relationship and the direct relationship are all significant and are pointing to 

the similar direction.  

2. Competitive mediation: This happens when both direct and indirect effects are 

significant but are pointing to different directions.  
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3.  Indirect-only mediation: The scholars argued that, indirect-only mediation comes 

up whenever an indirect relationship is significant and direct relationship is 

insignificant.  

The nonmediation effects are  

4. Direct-only nonmediation: When the direct effect is significant and indirect effect 

negative, there is no mediation. And also 

5. No-effect nonmediation: In a situation when there are negative effects in both the 

direct and indirect relationships no mediation effect can exist. 

 

Following the above argument, the present study can claim of additional significance 

mediation effects of the following hypotheses H8a (β.0.103; t=2.467; p<00), H8d (β. 

0.124; t=4.166; p<00), H9c (β. 0.071; t=1.736; p<00), H9d (β.0.037; t=1.829; p<00), H10b 

(β. 0.095; t=4.495; p<00), H10e (β. 0.207; t=4.441; p<00), H10f (β. 0.109; t=4.186; p<00) as 

can be viewed from Table 4.20. 

Table 4.20 
Structural Model: Test of Significance for Mediation, Relationships at Dimensional 
Level 
Hypotheses Relationship Beta SE T-Sta Decision 

H8a IM ->POJ-> TP 0.103 0.041  2.467***            Supported 

 H8d EM -> POJ->CP 0.124 0.030 4.166*** Supported 

H9a PC ->POJ-> TP -0.056 0.045 1.225            Not supported 

H9b PC-> POJ-> CP -0.029 0.024 1.256      Not supported 

H9c PS ->POJ-> TP 0.071 0.040 1.736*            Supported 

H9d PS-> POJ-> CP 0.037 0.021 1.829* Supported 

H9e WL ->POJ-> TP 0.032 0.044 0.661            Not supported 

H9f WL-> POJ-> CP 0.017 0.024 0.672 Not supported 

H10b AF ->POJ-> CP 0.095      0.022 4.4495***            Supported 

H10c NC-> POJ-> TP 0.00 0.043 0.024 Not supported 

H10d NC ->POJ-> CP 0.001 0.023 1.256           Not supported 

H10e CC-> POJ-> TP 0.207      0.046 4.441*** Supported 

H10f CC ->POJ-> CP 0.109 0.026 4.186***            Supported 
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Table 4.20 also shows that, H9a; H9b; H9e; H9f; H10c; and H10d were not 

supported as indicated by the statistical results. 

4.5.5  Coefficient of Determination 

Coefficient of determination or what is known as the assessment of the level of R-

square (R2) is another most frequently used measure of assessing the structural model 

relationships in PLS-SEM model (Hair et al., 2011, 2012; Henseler, Ringle & 

Sinkovics, 2009).  R-square (R2) refers to the degree of the predictive accurateness of 

a model, which is calculated as the squared correlation between the dependent 

variable‟s real and projected value (Hair et al., 2014). The R2 value signifies the 

collective effects of the independent variables on the dependent variable (Hair et al., 

2010; Hair et al., 2006; Hair et al., 2014). Thus, the R2 value of the independent 

variable of the direct relationships at the construct level and the result of the R2 of the 

relationships between independent variables and the mediator at the construct level is 

shown in Table 4.21.  

 

Table 4.21 
Coefficient of Determination R-Squared at the construct level 

Construct 
R-Squared 
Value (R2

) 
 

Employee Performance 0.678 

Perceived Organizational Justice 0.617 

 

Though it is difficult to offer a benchmark for the acceptable level of the R2 value as 

it  mostly depends on the intricacy of a model and the area of specialization, some 

writers have gave some rough  standard of R2 value (Hair et al., 2014). Precisely, 

Cohen (1988),  proposed that R2 values of  0.2, .13 and .27 indicates weak, moderate 
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and substantial R2 values. Thus, results in Table 4.21 show that the R2 value of 

employee performance (.678) is substantial. In addition, the R2 value shows that, the 

exogenous variables, motivation, working conditions and organizational commitment 

join together in the model explain 68 employee performances. More so, from the 

result presented in Table 4.20, it shows that 62 percent variance in perceived 

organizational justice as a dependent variable is being explained by the independent 

variables motivation working condition and organizational commitment. Based on 

Chin (1998) recommendation, this result is regarded as moderate. Coefficient of 

determination at the dimensional level is shown in Table 4.22.   

 

Table 4.22  
Coefficient of Determination R-Squared at the Dimensional level 

Construct 
R-Squared 
Value (R2

) 
 

Task Performance 0.753 

Contextual Performance  0.850 

Perceived Organizational Justice 0.627 

 

 Thus, the results in Table 4.22 show the R2 values of the independent variables of 

the direct relationships at their dimensional level. I.e employee performance 

comprising (TP and CP): working conditions (PC, PS and WL): Organizational  

commitment (AF, NC and CC) respectively. The Table also presents the result of the 

R2 of the relationships between independent variables and the mediator at the 

dimensional level (Perceived organizational justice).  In addition, the R2 value shows 

that, the exogenous variables, motivation, working conditions and organizational 

commitment join together at their dimensional level in the model explain 75 percent 

variance of Task performance and 85 percent variance in contextual performance. 
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More so, from the result in Table 4.22, it shows that 63 percent variance in perceived 

organizational justice as a dependent variable is being explained by the independent 

variables based on their dimensional levels. Based on Chin (1998) recommendation, 

this result is regarded as moderate. Assessment of effect size is presented in the next 

part.   

 

4.5.6 Assessment of the Effect Size 

After evaluating the coefficient of determination of the dependent variable in the 

present model (i.e., employee performance), Hair, Hult, Ringle and Sarstedt (2013)  

recommend that, effect size evaluation should follow. Effect size refers to the change 

or difference in R2 between the main effects when a specific independent variable is 

included in the model and when it is excluded from the model. This is aimed at 

ascertaining whether the excluded independent variable has a significant influence on 

the dependent variable (Hair et al., 2013). The most common formula used to 

calculate the effect size for the independent variables was the Cohen‟s (1988) 

formula. The formula projected that, 0.35, 0.15 and 0.02, were termed as large, 

moderate and small effects respectively (Cohen, 1988). Nevertheless, Chin et al. 

(2003) recommend that even the least strength of f2 should be accepted because it can 

also exert some degree of influence on the endogenous variables. Thus, the formula 

for calculating effect size is given as: 

 

 

R
2 Included – R2Exluded 

f2= ________________ 

1-R2Included 
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 Where: 

 f2 represents F-square value that establishes the effect size of a specific independent 

construct on the dependent construct. R2 Included stands for R2 value of the 

dependent variable before excluding a specific independent variable. In addition, R2 

Excluded stands for the differences in the R2 value of the dependent variable after 

omitting a specific independent variable from a model. Based on the above formula, 

the effect size for direct relationships based on construct level is presented in Table 

4.23.  

 

Table 4.23 
Effect Size of Direct Relationships at the Construct Level 
Construct (f 2) Effect Size 

MT>EP 0.136 Small 

WC->EP 0.000 None 

OC->EP 0.033 Small 

POJ->EP 0.413 Large 

MT->POJ 0.135 Small 

WC>POJ 0.009 None 

OC->POJ 0.333 Moderate 

 

 

Table 4.23 indicates the result of the effects size assessment of respective 

independent latent constructs and mediating variable on the dependent construct in 

their direct relationships at construct level. As can be viewed from the above Table 

4.23, MT- EP have small effect size, WC-EP has none, OC-EP has small, POJ -EP 

has large while MT – POJ has small, WC- POJ has none and OC-POJ has moderate 

effect sizes. However, based on Chin et al. (2003) recommendation, even the least 
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strength of f2 (0.00), should be accepted because it can also have of influence on the 

endogenous variable. The assessment of effect size based dimensional level is 

presented in Table 4.24. 

 

Table 4.24 
Effect Size of Direct Relationships at the Dimensional Level 

Construct (f 2) Effect Size 

AF->TP 0.03 Small 

CC->TP 0.01 None 

EM->TP 0.02 Small 

IM->TP 0.00 None 

NC->TP 0.00 None 

PC->TP 0.00 None 

PS->TP 0.00 None 

WL->TP 0.00 None 

POJ->TP 0.56 Large 

AF->CP 0.01 None 

CC-> CP 0.01 None 

EM->CP 0.00 None 

IM->CP 0.29 Moderate 

NC->CP 0.00 None 

PC->CP 0.01 None 

PS->CP 0.00 None 

WL-CP 0.00 None 

POJ->CP 0.23 Moderate 

IM- POJ 0.03 Small 

EM-POJ 0.06 Small 

PC-POJ 0.00 None 

PS- POJ 0.01 None 

WL-POJ 0.00 None 

AF- POJ 0.11 Small 

NC-POJ 0.00 None 

CC-POJ 0.05 Small 



 

214 

 

Table 4.24 indicates the result of the effects size assessment of respective 

independent latent constructs and mediating variable on the dependent construct in 

their direct relationships at construct level. As can be viewed from the above Table 

4.24 apart from the  significant constructs (IM-> CP with large effect, EM-> TP with 

small and AF ->TP with a small effect size, all the remaining has none effect. 

Similarly, the effects size assessment of the respective independent latent constructs 

on the mediator in their direct relationships shows that, (IM-> POJ; EM->POJ; PS-

>POJ; AF->POJ; and CC->POJ) all have small effect on the mediator (POJ). The 

remaining constructs have none effect on the mediating variable. However, based on 

Chin et al. (2003) recommendation, even the least strength of f2 (0.00), should be 

accepted because it can also have of influence on the endogenous variable. The 

assessment of predictive relevance is discussed in the next section. 

 

4.5.7 Assessment of Predictive Relevance (Q2)  

Apart from the effect size evaluation, equally important is the assessment of the 

predictive relevance of all the models through the Stone–Geisser criterion. This 

criterion presumed that an inner model must be able to provide proof of prediction of 

the dependent variable‟s indicators (Henseler et al., 2009). Furthermore, Hair et al 

(2014) argued that, this criterion serves as a pointer of the predictive relevance of a 

model. On the other hand, this criterion can be presumed as an additional assessment 

on how the model fits in the PLS-SEM analysis (Duarte & Roposo, 2010; Stone  

1974). Therefore the predictive relevance (Q2) shows how well the observed values 

are built, the model, and its parameter estimations (Chin, 1998). 
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Nevertheless, predictive relevance Q2 evaluation can be conducted through Stone-

Geisser‟s Q2 test which is measured by blindfolding procedures (Hair Jr. et al., 2013; 

Henseler et al., 2009). Consequently, the present study employed Stone-Geisser test 

to measure the Q2 using blindfolding procedure to acquire the cross-validated 

redundancy measure for the dependent variable (Hair Jr. et al., 2013).  Meanwhile, 

Henseler et al. (2009) argued that, any model that has Q² higher than zero is 

considered to possess predictive relevance and so the greater the Q² the higher the 

predictive relevance (Duarte & Roposo, 2010). The Q² value acquired in this model 

using the blindfolding procedure (see Figure 4.7) is presented in Table 4.25. 

 

 
Table 4.25 
 Predictive Relevance: Q-Square at the construct level 
Construct SSO SSE I-SSE/SSO 

Employee  Performance 864 416.781 0.518 

Perceived Organizational 
Justices 1.296 824.901 0.356 

 

As can be seen above, Table 4.25 shows the blindfolding result of the cross-validated 

redundancy (Q2) of the latent endogenous variables at their construct levels of the 

measurement model of this study. The result presents that, the cross-validated 

redundancy (Q2)  of employee performance is higher than zero; which clearly shows 

the existence of predictive relevance (Q2) in the path model (Chin, 1998; Hayes, 

2009). The Table also illustrates the blindfolding result of the cross-validated 

redundancy (Q2) of the reflective dependent latent variables at construct level of the 

mediation model. It shows that the cross-validated redundancy (Q2) is higher than 
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zero signifying that, the model is relevant based on the recommendations of (Chin, 

1998; Hair et al., 2014; Hayes, 2009). 

 

 

 

Figure 4.7 Blindfolding at construct level 

 
Table 4.26 shows the blindfolding result of the cross-validated redundancy (Q2) of 

the latent endogenous variables at their Dimensional levels of the measurement 

model of this study. The result presents that, the cross-validated redundancy (Q2) of 

Dimensions of employee performance is higher than zero; which clearly shows the 

existence of predictive relevance (Q2) in the path model (Chin, 1998; Hayes, 2009). 

The Table also illustrates the blindfolding result of the cross-validated redundancy 

(Q2) of the reflective dependent latent variables at Dimensional level of the 

mediation model. It shows that the cross-validated redundancy (Q2) is higher than 

zero signifying that, the model is relevant based on the recommendations of (Chin, 
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1998; Hair et al., 2014; Hayes, 2009). Table 4.26 presented the for the cross-

validated redundancy (Q2) of latent endogenous variables at their Dimensional levels. 

 

Table 4.26 
Predictive Relevance: Q-Square at the Dimensional level 

Construct SSO SSE I-SSE/SSO 

Task  Performance 2592 1788.413 0.310 

Contextual Performance 2160 1593.625 0.262 

Perceived Organizational 
Justices 1.296 833.774 0.357 

 

 

Table 4.26 illustrates the blindfolding result of the cross-validated redundancy (Q2) 

of the latent endogenous variables at their dimensional levels of the measurement 

model of this study. The result reveals that, the cross-validated redundancy (Q2) of at 

Dimensions level of dependent variables Task and contextual performance is higher 

than zero; which clearly shows the existence of predictive relevance (Q2) in the path 

model (Chin, 1998; Hayes, 2009). The Table also shows the blindfolding result of 

the cross-validated redundancy (Q2) of the reflective dependent latent variables at 

Dimension level of the mediation model. It shows that the cross-validated 

redundancy (Q2) is higher than zero signifying that, the model is relevant based on 

the recommendations of (Chin, 1998; Hair et al.,  2014; Hayes, 2009). 
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Figure 4.7 Blindfolding at Dimensional level 

4.5.8 Recapitulation of the Study Findings 

Since the results of presumed hypotheses relationships have been presented in the 

preceding section of this chapter, it is of paramount important to summarize the 

findings in a table for easy comprehension. Therefore, Table 4.27 presents the 

summary of findings of this study. 

 
Table 4.27 
Summary of Findings: Hypotheses Testing Results 
No Hypotheses Statement of Hypotheses Findings 

1 H1 
There is a significant relationship between motivation and 
employee performance 

Supported 

2 H1a 
There is a significant relationship between intrinsic motivation 
and task performance 

Not 

supported 

3 H1b 
There is a significant relationship between intrinsic motivation 
and contextual  performance 

Supported 

4 H1c 
There is a significant relationship between extrinsic motivation 
and task performance 

Supported 

5 H1d 
There is a significant relationship between extrinsic motivation 
and contextual performance 

Supported 

6 H2 
There is a significant relationship between working conditions 
and employee performance 

Not 

supported 

7 H2a 
There is a significant relationship between  physical 
environment and  task performance 

Not 

supported 

8 H2b 
There is a significant relationship between  physical 
environment and contextual performance 

Supported 

9 H2c 
There is a significant relationship between psychosocial 
environment and  task performance 

Not 

supported 

10 H2d 
There is a significant relationship between psychosocial 
environment and contextual performance  

Not 

supported 
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Table 4.27  (Continue)  

No Hypotheses Statement of Hypotheses Findings 

11 H2e 
There is a significant relationship between  work-life balance  
and  task performance 

Not 

supported 

12 H2f 
There is a significant relationship between work-life balance  
and contextual performance 

Not 
supported 

13 H3 
There is a significant relationship between organizational 
commitment and employee performance 

Supported 

14 H3a 
There is a significant relationship between affective 
commitment and task performance Supported 

15 H3b 
There is a  significant relationship between affective 
commitment and  contextual performance 

Not 
supported 

16 H3c 
There is a significant relationship between  normative 
commitment and task performance 

Not 
supported 

17 H3d 
There is a significant relationship between normative 
commitment and contextual  performance 

Not 
supported 

18 H3e 
There is a significant relationship between continuance  
commitment and task performance Supported 

19 H3f 
There is a significant relationship between continuance  
commitment and contextual  performance 

Not 
supported 

20 H4 
There is a significant relationship between perceived 
organizational justice and employee performance 

Supported 

21 H4a 
There is a significant relationship between perceived 
organizational justice and task performance Supported 

22 H4b 
There is a significant relationship between perceived 
organizational justice and contextual performance Supported 

23 H5 
There is a significant relationship between  motivation and 
perceive organizational justice 

Supported 

24 H5a 
There is a significant relationship between  intrinsic motivation 
and perceived organizational justice  Supported 

25 H5b 
There is a significant relationship between  extrinsic motivation 
and perceived organizational justice Supported 

26 H6 
There is a significant relationship between working conditions 
and perceived organizational justice 

Supported 

27 H6a 
There is a significant relationship between  physical 
environment and perceived organizational justice 

Not 
supported 

28 H6b 
There is a significant relationship between  psychosocial 
environment and perceived organizational justice Supported 
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Table  4.27 (Continue)  

No Hypotheses Statement of Hypotheses Findings 

29 H6c 
There is a significant relationship between  work-life balance 
and perceived organizational justice 

Not 
supported 

30 H7 
There is a significant relationship between organizational 
commitment and perceived organizational justice 

Supported 

31 H7a 
There is a significant relationship between  affective 
commitment and perceived organizational justice Supported 

32 H7b 
There is a significant relationship between  normative 
commitment and perceived organizational justice 

Not 
supported 

33 H7c 
There is a significant relationship between  continuance 
commitment and perceived organizational justice Supported 

34 H8 
Perceived organizational justice mediates the relationship 
between motivation and employee performance Supported 

35 H8a 
Perceived organizational justice mediates the relationship 
between intrinsic motivation and task performance Supported 

36 H8b 
Perceived organizational justice mediates the relationship 
between intrinsic motivation and  contextual performance Supported 

37 H8c 
Perceived organizational justice mediates the relationship 
between extrinsic motivation and task performance Supported 

38 H8d 
Perceived organizational justice mediates the relationship 
between extrinsic motivation and contextual performance Supported 

39 H9 
Perceived organizational justice mediates the relationship 
between working conditions and  employee performance Supported 

40 H9a 
Perceived organizational justice mediates the relationship 
between physical environment and task performance 

Not 
supported 

41 H9b 
Perceived organizational justice mediates the relationship 
between physical environment and contextual performance 

Not 
supported 

42 H9c 
Perceived organizational justice mediates the relationship 
between psychosocial environment and task performance Supported 

43 H9d 
Perceived organizational justice mediates the relationship 
between psychosocial environment and  contextual performance Supported 

44 H9e 
Perceived organizational justice mediates the relationship 
between work-life balance  and task performance 

Not 
supported 

45 H9f 
Perceived organizational justice mediates the relationship 
between work-life balance and contextual performance 

Not 
supported 

46 H10 
Perceived organizational justice mediates the relationship 
between organizational commitment and employee performance Supported 

47 H10a 
Perceived organizational justice mediates the relationship 
between affective commitment and task performance Supported 
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Table  4.27 (Continue)  

No Hypotheses Statement of Hypotheses Findings 

48 H10b 
Perceived organizational justice mediates the relationship 
between affective commitment and contextual performance Supported 

49 H10c 
Perceived organizational justice mediates the relationship 
between normative  commitment and task performance 

Not 
supported 

50 H10d 
Perceived organizational justice mediates the relationship 
between normative commitment and contextual performance 

Not 
supported 

51 H10e 
Perceived organizational justice mediates the relationship 
between continuance  commitment and task performance Supported 

52 H10f 
Perceived organizational justice mediates the relationship 
between continua commitment and contextual performance Supported 

    

    

As can be seen in Table 4.27  hypothesized direct relationships  that were empirically 

supported includes (H1, H1b, H1c, H2, H2b, H3, H3a, H3b, H3e, H4, H4a, H4b, H5, 

H5a, H5b, H6, H6b, H7, H7a and H7c)  For the mediating relationships (H8, H8b, 

H8c, H9, H10, H10a H10b H10e) were supported based on the Hair et al. (2014).  

However, following the argument by (MacKinnon, Lockwood, Hoffman, West & 

Sheets, 2002; Rucker et al., 2011; Zhao, Lynch & Chen, 2010), (H8a, H8d, H9c, 

H9d, H10b, H10e, H10f) were supported as indirect only mediation type. 

 

4.6 Summary of the Chapter  

This chapter deals with the result of quantitative data collected based on 

questionnaires distributed to civil servants in Sokoto state Nigeria. The chapter 

provides the analysis of the response rate and test of non-response bias. After which, 

the data cleaning and screening was carried out, comprising of examining missing 

value, outliers assessment, normality test and multicolliearity test. This was followed 

by an examination of the demographic features of respondents, next was the 
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measurement model and the structural model analysis, which was performed with 

PLS-SEM by means of the Smart PLS 3.0 software package propounded by Ringle et 

al. (2014). Lastly, the report of the hypothesis tests conducted was also presented in 

this chapter. 
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CHAPTER FIVE  

DISCUSSION AND CONCLUSION 

5.1 Introduction 

In this chapter, discussion of research findings and recommendations was carried out. 

The chapter also, explains the theoretical, methodological and managerial 

contributions of the study. Furthermore, limitations, recommendations and 

suggestions for future studies were highlighted by the chapter. Finally, the 

conclusion was provided based on the research findings.  

 

5.2 Summary of Research findings  

This section provides an overview of the research findings in accordance with the 

research objectives. The main objective of the study is to examine the influence of 

motivation, working condition and organizational commitment on the performance 

of civil servants in Nigeria. The study is also aimed at testing the mediating effects of 

perceived organizational justice on the relationship between the three independent 

variables MT (intrinsic and extrinsic), OC (affective, normative and continuance) 

and WC (physical environment, psychosocial environment and work-life balance) on 

employee performance (task and contextual). It was hypothesized that, the link was 

assumed to be mediated by perceived organizational justice. 
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 Investigating these relationships will provide the possibilities for enhancing performance 

in the Nigerian civil service. The framework of this study is supported by the Equity 

theory, which assumes that performance is influenced whenever organizations threat their 

workers fairly (Adams, 1963). A total of 52 hypotheses in which 10 ware  at construct 

level and the remaining are for the dimensional level. The hypotheses were tested 

empirically on PLS-SEM through Smart PLS 3.0. At the end, the statistical results 

indicated positive support for 9 hypotheses at the construct level (6 direct relationships and 

3 mediations). The 42 hypotheses are at the dimensional level out of which 12  for direct 

relationships were supported and 10 from mediating hypotheses, while the remaining 

hypotheses were not supported. A detail discussion on the major findings of the present 

study is contained in the preceding sections. 

 

5.3 Discussion  

This section of the chapter presents the results in accordance with the objectives of the 

study.  

 
5.3.1 Relationship between MT, WC and OC and Employee Performance. 
 

The first objective of the current study was to investigate the relationship between MT, 

WC, OC and employee performance of the civil service in Nigeria. Thus, 10 hypotheses 

were developed at the construct level. To start with, MT is conceptualized :internal and 

external forces which lead to  work-related behavior and to determine its form, intensity, 

direction and duration (Altindis, 2011). H1 postulated that motivation MT is related to 

employee performance. The result show that, positive relationship exist between 

motivation and employee performance.This result is inline with past studies of  Danish, 
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Shahid & Humayon, 2015; Kreye & Kreye, 2016; Makki & Abid, 2017; Rogstadius et al., 

2000). 

However, based on the dimensional level, H1a postulated that intrinsic motivation IM is 

related to task performance TP and the relationship was established by the analysis to be 

negative in contrast to the postulation. It is important to remember that, IM in this study 

means performing an activity for its natural gratification rather than for some independent 

results (Altindis, 2011). Contrary to expectations, the finding was not supported; it 

revealed that IM does not influence task performance. Though, this finding does not 

support some past studies (Danish, Shahid & Humayon, 2015; Kreye & Kreye, 2016; 

Makki & Abid, 2017; Rogstadius et al., 2000)  it is in agreement with that of  Ayobami 

(2008) who also found insignificant  relationship between IM and performance. This result 

suggests that there is no positive relationship between intrinsic motivation (appreciation, 

advancement, enjoyment, accomplishment, praises and recommendation) received by 

workers and their performance.  

 

The finding of this study is also different from the finding of Deci (1972) who emphasized 

the relevance of intrinsic motivation in influencing the performance of workers. He was 

with an opinion that workers do not like to have the impression that they are performing 

their task for money‟s sake.  Another possible reason for this insignificant finding is that, 

the environment where the study was carried out was in West Africa, Nigeria in particular 

which is characterized by many problems including economic recession. The workers may 

value extrinsic motivation (money) more than any kind of incentives owing to the situation 

of the country. It can therefore be said that, it is pertinent for civil service organizations to 

try and understand the type of incentives that can be used to motivate their employees at a 

point in time in order increase their performance. In other word the importance of 
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motivation relied not only on its ability to satisfy the needs of the workers, but also that of 

the organization in general. It should be also clear that, although, IM in this study has a 

negative relationship with TP, this does not entail that IM is not an essential element of 

task performance.  

 

H1b postulated that intrinsic motivation is related to contextual performance and the 

relationship was confirmed by the analysis to be positive as postulated. It could be recalled 

that, intrinsic motivation was define in this study as performing an activity for its natural 

gratification rather than for some independent results (Altindis, 2011). This result concurs 

with the findings of the past empirical studies that argued that, IM  is positively significant 

to employee performance (Abdulsalam & Abubakar Mawoli, 2012; Aduo-adjei et al., 

2016; Alalade & Oguntodu, 2015; Chatzopoulou et al., 2015; Formenky, 2015; Ismaijli, 

Krasmiq, 2015; Muogbo, 2013; Oladimeji et al., 2012; Omollo, 2015; Rachel, 2015; Reza 

& Abadi, 2016; Salleh et al., 2011; Yawe, 2010). The finding also confirms the hypothesis 

and at the same time answers the research question. The result also provides additional 

support for the assumption of the equity theory that, an individual try to reflect on how 

much input he has contributed and compared this to the benefits he has got from it. 

 

H1c postulated that extrinsic motivation is related to task performance and the relationship 

was established by the analysis to be positive as postulated. This result is consistent with 

some past studies (Danish, Shahid & Humayon, 2015; Kreye & Kreye, 2016; Makki & 

Abid, 2017; Rogstadius et al., 2000) who also found that EM is positively related to 

performance. This result confirms the hypothesis as well answers the research question. 

The relationship between extrinsic motivation EM and contextual performance CP which 

represents H1d was also tested. This study operationalized extrinsic motivation as 
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performing an activity subject to receiving outside rewards, awards, cash incentive, 

absence of punishment, commendation or positive feedback (Altindis, 2011).  Surprisingly, 

the result shows that there is no relationship between extrinsic motivation EM eg (awards, 

cash incentive, absence of punishment, commendation etc.) and contextual performance 

CP. It means that in this study, contextual behavior of workers is not influence by either 

money, or feedbacks received by the workers. Though, this finding is not in line with the  

once of by (Achim, 2013; Ismaijli, Krasmiq & Qosja, 2015; Mani, 2002; Mulwa, 2003; 

Muogbo, 2013; Thaliath & Thomas, 2012), It is consistent the view of Deci (1972) who 

belief that, workers tend to be influenced to perform well not necessarily through external 

drive eg cash incentives. 

 

One of the explanations for this finding may be due to the universality of the concept of 

motivation and non- universality of motivational factors. That is, employees are not 

motivated by the same factors or needs. Available evidences by researchers has shown that, 

there exist a variety of differences in the motivational elements, some workers may be 

concerned with fat salaries and wages (intrinsic motivation), while others may be more 

interested in status and prestige while some are more concern with followership and 

comradeship of their working colleagues and some enjoyed the work itself (extrinsic 

motivation) (Robbins & Judge, 2003). Similarly intrinsically motivated workers have more 

chances for advancement than extrinsically motivated individual and at the same time, they 

can be able to develop high regards for acquiring different of course knowledge without 

the inclusion of external rewards or incentives, but extrinsically motivated individuals, they 

rely merely on compensation and anticipated results to act.  Notwithstanding, despite the 

result recorded in the study, extrinsic motivation may still play a vital role in enhancing 

contextual behavior of workers. 
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At this point, it is pertinent to note that, as stated in chapter two (literature review), 

motivation (MT) both intrinsic and extrinsic helps to move workers to action, improves 

worker efficiency, leads to increase in productivity and creates mutual understanding 

among senior and junior workers. This study, therefore highlights the importance of 

organizations to provide motivation to the workers, as this will help to enhance employee 

performance (task and contextual). In summary, this finding tends to suggest that civil 

service authorities in Nigeria need to provide adequate motivation to its workers in order to 

realize higher employee performance.  

 

H2 postulated that there is a significant relationship between working condition and  

employee performance. Contrary to expectations, the finding was not supported. Although 

this result does not correspond with  what was obtained in past studies of  (Abdul & Awan, 

2015; Amin, 2015; Jayaweera, 2015; Leblebici, 2012; Makori  et al., 2012; Mokaya, 2013; 

Nduku et al., 2015; Swathi, 2005). The possible explanation for this finding may be 

connected to variances in environments of study and the behaviors of respondents.  In the 

former, there is the availability of favorable and modern equipment of work and employees 

perceived them as favorable as well. While in the latter, this is not case as argued by 

Adedire (2014), Adejuwon (2016), Lawal and Oluwatoyin (2011)  and Salisu  (2001) who 

argued that,  the Nigerian civil service is faced with the problem of poor working condition 

such as insufficient and suitable office accommodation as well as up to date equipment. 

 

At dimension level, working condition, dimensions comprising physical environment PC, 

psychosocial environment PS and work-life balance WL were postulated to be related to 

dimensions of employee performance  (task TP and contextual CP) and tested. It is should 

be remembered that WC was viewed by this study as the totality of the interrelationships 
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that occurs within the employees and their  environment  of work (Samson & Waiganjo, 

2015).  Physical environment PC comprise to the comfort level, ventilation, heating, 

natural lighting and artificial lighting (Samson & Waiganjo, 2015). Psychological 

environment refers to the interactions between the surroundings and working conditions, 

organizational circumstances, functions and work content effort, workers individual 

characteristics and those of individual members of their families (Samson & Waiganjo, 

2015). While work-life balance means the mixture of relations among different areas of 

employee life and the nature of his work (Samson & Waiganjo, 2015).  

 

 Contrary to expectations, the finding reveals that, there exist negative  relationship 

between all dimensions of  working condition (PC, PS and WL) and dimension of  

employee performance (TP and CP) representing H2a, H2c, H2d, H2e and H2f 

respectively.  Although this result does not correspond with  what was obtained in past 

studies of  (Abdul & Awan, 2015; Amin, 2015;  Jayaweera, 2015;  Leblebici, 2012; 

Makori,  et al., 2012; Mokaya, 2013; Nduku et al., 2015; Swathi, 2005).  It is in agreement 

with the findings of (Bakotić & Fiskovića, 2013; Taiwo, 2010) and even, Samson and 

Waiganjo (2015) found out that negative relationship existed between physical 

environment (PC) and employee performance. The possible explanation for these results 

may be connected to differences in environments of study and the behaviors of 

respondents.  In the former, there is the availability of favorable and modern equipment of 

work and employees perceived them as favorable as well. While in the latter, this is not 

case as argued by Adedire (2014), Adejuwon (2016), Lawal and Oluwatoyin (2011)  and 

Salisu  (2001) who argued that,  the Nigerian civil service is faced with the problem of 

poor working condition such as insufficient and suitable office accommodation as well as 

up to date equipment. Similarly, the insignificant findings can be explained based on the 
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differences in the measurements. Sometimes, measurements used in a particular 

environment may likely suit another. 

 

Another reason for this finding may be related to lack of consultation by the authorities 

concerned or involvement of relevant people in decision making. The workers are in the 

best  position to decide on the types of equipment that can influence their productivity. But 

either out of ignorance or selfish interest, or profit maximization, some organizations 

purchase working materials which cannot be properly handled by the workers, hence 

instead of improving performance, the reverse will be the case.  The lesson from this 

finding is that, workers should be involved in decision making in order for them to 

contribute their own quarter for the development of the organization.  

 

 Another reason for the result may also be due to lack of proper training of workers. The 

civil servants are not properly trained on how to use  modern equipment. This may hinders 

the appropriate use of these equipment even when they are available as noted by  Lawal 

and Oluwatoyin (2011) that, civil servants in Nigeria make use of old and outdated 

equipment. They added that, most government organizations and Parastatals at all levels 

(Federal, State and Local government) were still using a typewriting machine in this phase 

of computer. The few places where computers are available, civil servants cannot operate 

them because they are not computer literate. 

 

Another reason that may be attached to insignificant result is the increase in the level of 

stress on the part of the employees while discharging their duties, this may, made it 

difficult for them to adjust to new situations or participating in self-development and to 

cooperative and supportive to other coworkers. As mentioned in chapter two (literature 
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review), working condition (WC) is one of the important constructs that determines 

employee performance in organizations because its helps to minimize accident rates, stress 

related diseases, absenteeism and turnover of workers (Kanten, 2013). By implication, this 

finding tends to propose that, civil service organizations in Nigeria should try as much as 

possible to provide a favorable working environment for workers, since WC influences 

employee performance. In the context of Nigeria, the result stress that, in order to have 

increased in employee performance, accident free civil service and minimize absenteeism 

and turnover, conducive working environment should be provided. 

 

The work environment plays a major role in the general performance of a worker within an 

organization. Workers anticipate their working conditions to be favorable, accommodating, 

biased free and motivating. In order to ensure that a worker is contented with his or her 

working environments the civil service organizations in Nigeria has to ensure that, there 

exists a mutual relationship among people working together in any given setting. At the 

same time there should be an effective communication system for information 

dissemination among workers without biased. This will go a long way to ensure a 

reasonable level of interactional justice is achieved in the civil service. Furthermore, the 

networks of communication have to be direct in order to ensure that a minimum level of 

conflict and communication gap occurs between the various organizational units. 

 

H3 predicted that, a significant relationship exists between organizational commitment and 

employee performance. From the result, it was confirmed that there exist positive 

relationship between organizational commitment and employee performance. This finding 

is not suprising becauce it in accordance with past studies of (AbdulRashid, Sambasivam 

& Johari, 2003; Ahmad, 2014; Chen & Francesco, 2003; Folorunso, Adewale & 
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Abodunde, 2014; Ghorbanpour, 2014; Hafiz, 2017; Kim, 2009; Liou, 2008; Memari & 

Omid, 2013; Qaisar,  Rehman, 2012; Rangrizi & Mihrabi, 2010; Suliman & Iles, 2014). 

This result also confirms the assertion of Jailapdeen (2015) and Naser (2007) that workers 

who possess a high organizational commitment can bring about better performance and 

employee stability in organizations. 

The study also examine the significant relationship between the three dimensions 

organizational commitment OC, (affective commitment AF, Normative commitment NC 

and continua commitment CC) and dimension of employee performance EP (Task 

performance, TP and Contextual performance CP) which was realized through testing 

hypotheses H3a, H3c, H3d and H3f.  It is pertinent to note that OC is termed by this study  

as  the zeal of an individual worker to remain with an organization, come to work on time 

and carryout his assigned duties effectively (Allen & Meyer, 1991). Affective commitment 

means the will of the workers to remain in the organization (Allen & Meyer, 1991). 

Normative commitment refers to the forces on an employee to stay in the organization in 

order to continue to pursue organizational goals (Allen & Meyer, 1991). While continua 

commitment has to do with the employees‟ desire to stay within the institution unless it is 

too expensive to leave the institution or they have no other option than to leave (Allen & 

Meyer, 1991). 

The result of the analysis shows that, one dimension of organizational commitment AF is 

positively related to task performance, which signifies that H3a is supported as postulated. 

This finding is consistent with that of past studies of (AbdulRashid, Sambasivam  & Johari, 

2003; Ahmad, 2014; Chen & Francesco, 2003; Folorunso, Adewale & Abodunde, 2014; 

Ghorbanpour, 2014; Hafiz, 2017; Kim, 2009; Liou, 2008; Memari & Omid, 2013; Qaisar,  

Rehman, 2012; Rangrizi & Mihrabi, 2010; Suliman & Iles, 2014). This result also confirms 
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the assertion of Jailapdeen (2015) and Naser (2007) that workers who possess a high 

organizational commitment can bring about better performance and employee stability in 

organizations. This is in due to the fact that, whenever workers are contented with the work 

settings, they will be more committed and their intention to leave organization will be 

greatly minimized thereby increase employee performance. This is because the more 

workers are dedicated to their organization, the enhanced the outcome will be. Furthermore 

the result confirmed the views  Meyer et al. (1989)  that, workers who are extremely 

committed to the attainment of the organizational goals  are probable to exert substantial 

effort on behalf of the organization and so incline to perform  relatively higher than the less 

committed once. 

 

On the other hand, the results of the remaining two dimensions of organizational 

commitment (NC and CC) and employee performance (TP and CP), representing H3b, 

H3c, H3d, H3e and H3f were not significant which indicates that, the hypotheses were not 

supported. This finding is contrary to the study postulations and those of the former studies 

eg (AbdulRashid, Sambasivam & Johari, 2003; Ahmad, 2014; Chen & Francesco, 2003; 

Folorunso, Adewale & Abodunde, 2014; Ghorbanpour, 2014; Hafiz, 2017; Kim, 2009; 

Liou, 2008; Memari & Omid, 2013; Qaisar,  Rehman, 2012; Rangrizi & Mihrabi, 2010; 

Suliman  & Iles, 2014).  

 

Several reasons can be attributed for this difference in findings. One of these reasons may 

be attributed to the differences the incentive or reward the civil servant received. It may be 

possible that employees in public sector are not enjoying the desired job satisfaction as 

obtained in other sectors and because of this they decide to be less commitment. Literatures 
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available have also posited that, there is lack of commitment among workers in the 

Nigerian civil service (Okurame, 2009). This according to Ajibade and Ayinla (2014) was 

as a result of the absence of continues professional development (CPD) policy by the 

authorities concern (civil service commission). For instance, those who support this 

statement maintained that, in a condition where there is no solid and deliberate policy put 

in place to train, develop and as well satisfy workers desires,  certainly, the issue of 

workers commitment within the public service may be very difficult concept to be 

accomplished (Ajibade & Ayinla, 2014; Faloye, 2014; Yasar,  Emhan & Ebere, 2014).  

 

Another reason that may have led to the insignificant result is Job security of employees. 

Although job security is more evident in the public sector, there are evidence from the 

literature that proved that, large number of workers were sacked without any benefits 

(Akinbuli, 2012), that was massive workers downsizing during the Murtala/Obasanjo‟s 

regime 1975/1976 (Oyelere,  Opute & Akinsowon, 2015). This idea was also supported by 

Aluko (2002) who argued that, the massive workers retrenchment by government 

contributed to the low level of commitment among workers. This was because it was 

during that period that the culture of involvement and commitment began to erode in 

Nigerian civil service (Oyedele, 2015).  

 

Another explanation for this unpredicted finding can be attached to the level of loyalty 

among workers to their organizations. As noted by  the studies of  Bambale, Mohd  and  

Subramaniam, (2012) that the low level loyalty among Nigerian civil servants can be 

witnessed from poor attitudes exhibited by the workers. This coincides with opinion  of 

Oyelere, Opute and Akinsowon (2015) that workers in the Nigerian public service 

disregards emotional affection to and identification with, and active participation in their 
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organizations. These scholars said, evidence for this can be drawn from the number of 

government reports and publications by the Economic and Financial Crimes Commission 

(EFCC), which states that, lack of commitment among civil servants in Nigeria has greatly 

affects or decrease the tendencies of economic development in the country. Also the 

cultural opinion and attitudes of public service employees seemed to have weathered away 

the necessity for commitment among the workers (Ezirim, Nwibere & Emecheta, 2010). 

Indirectly, its result in the literature is an indication of the failures of formal arrangements 

and practices. Consequently, this has affected workers commitment seriously. This has also 

affect the attainment of higher performance (Ezirim,  Nwibere & Emecheta, 2012). 

 

Another reason for the insignificant finding may be attributed to the absence of continues 

professional development (CPD) policy by the authorities‟ concern (civil service 

commission). For instance, those who support this statement maintained that, in a condition 

where there is no solid and deliberate policy put in place to train and develop workers; 

certainly, the issue of workers commitment within the public service may be very difficult 

concept to be accomplished (Ajibade & Ayinla, 2014; Faloye, 2014; Yasar,  Emhan & 

Ebere, 2014).  Furthermore, the failure of successive administrations, both Civilian  and 

Military to put in place a proper legal framework or structure, also contribute to the 

wearing away commitment among workers in the Nigerian public service workers  

(Ajibade & Ayinla, 2014; Nwibere, 2014; Yasar, Emhan & Ebere, 2014). 

 

More reasons for the negative result can be linked to fact that in Nigeria, though cultural 

transformation within the framework of organizational culture has its historical origins in 

paternalistic management practices which are relatively based on the pre-modern 

postulations that employers have a moral obligation to look after the well-being of their 
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employees. However, in Nigeria there is no solid proof backing the idea that public sector 

organizations in  recognized that it is part of their obligation to promote  the welfare of 

their workers (Oyelere, Opute & Akinsowon, 2015).  

 

The above result is similar to those of past researches conducted (Clarke, 2006; Sheng, 

2014; Shore, Barsdale & Shore, 1995) Furthermore, this finding provides more support for 

the equity theory (Adams, 1963), which postulated that, once workers perceives fair 

treatment between their contributions to the organization and rewards received, they tends 

to be more committed to work and decides to remain in the organization. Since 

organizational commitment is considered as one of the vital constructs that influences 

performance, because it enables workers to be more committed to their duties, increase 

workers loyalty at the same time minimizes workers turnover (Adekola, 2012;  Ahmed & 

Dajani, 2015; Altindis, 2011; Oyelere, et al., 2015). There is therefore need for civil 

service authorities in Nigeria, to be committed to the well-being and satisfaction of its 

workers. This will go a long way in enhancing employees „commitment to duty which will 

bring about higher employee performance. 

 

5.3.2  Relationship between POJ and Employee Performance (TP and CP) 

 In an attempt to realize the fourth listed objectives of this study and to answer the fourth 

research question, hypotheses (H4, H4a and H4b) which states that, there is a significant 

relationship between perceived organizational justice and the two dimensions of employee 

performance (task and contextual performance). At the construct level H4 which claims 

that, perceived organizational justice is related to employee performance. As predicted, the 

statistical result shows that a positive relationship existed between perceived organizational 

justice and employee performance. This findings concurred with privous studies of (Adzei 
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& Atinga, 2012; Akbolat, 2015; Choudhry et al., 2011; Diab, 2015; Efanga et al., 2015; 

Elamin & Alomaim, 2011; Elanain, 2010; Fernandes & Awamleh, 2006; Mehrabi et al., 

2012; Moazzen, 2014; Shahabinasab, Makaryianpour, Omddavarpanah & Albojhobish, 

2015; Supriyanto, 2013).  

At the dimension level, the result shows that there is a significant relationship between 

perceived organizational justice and task and contextual performance respectively. It 

should be remembered that, this study, defines perceived organizational justice as worker‟s 

perception of impartiality and equal dealings in an organization (Niehoff & Moorman, 

1993). The result revealed that, significant positive relationship exists between POJ and 

employee performance both task and contextual. Consequently, this finding validates the 

empirical connection between POJ and employee performance. Therefore, H4a and H4b 

were supported.  

 

These findings were in accordance with the result of earlier studies that posit that POJ 

significantly influences employee performance (Adzei & Atinga, 2012; Akbolat, 2015; 

Choudhry et al., 2011; Diab, 2015; Efanga et al., 2015; Elamin & Alomaim, 2011; Elanain, 

2010; Fernandes & Awamleh, 2006; Mehrabi et al., 2012; Moazzen, 2014; Shahabinasab, 

Makaryianpour, Omddavarpanah & Albojhobish, 2015; Supriyanto, 2013). This result 

further confirmed the view that, justice perception plays an important role as far as 

decision and processes of personnel development is concern (Cropanzano et al., 2007).  

 

The submission of this finding is that, organizations that provide equal treatment to their 

staff have the chances of progressing, as its workers will be ready to give their best for the 

benefit of the organization. In contrary, organizations that are not fair to their workers may 

face setbacks, as the staff will not be active, which in the long run will affect 



 

239 

 

organization‟s performance (Supriyanto, 2013). As such, this information is useful to the 

management and leaders of civil service in Nigeria that, justice should be considered in all 

aspects of organizations so as to achieve higher employee performance. 

 

5.3.3  Relationship between MT, WC and OC and POJ  

H5 which postulated that a significant relationship exist between motivation and perceived 

organizational justice was also tested. The result reveals that, positive relationship exit 

between the variables and this in accordance with the findings of past studies of 

(Balochian, 2013; Choi, 2011; Hannam & Narayan 2015; Imran & Allil, 2016; Oren, 

Tzinter, Nahshour & Sharon,  2013; Sarit, 2012; Tengilimoglu & Ekiyor, 2016) 

The study is also examining the relationships between dimensions motivation (MT) 

comprising intrinsic IM and extrinsic EM and perceived organizational justice (POJ), 

representing hypotheses H5a and H5b respectively. Therefore hypothesis five H5a and 

H5b which states that, intrinsic motivation is significantly related to perceived 

organizational justice and H5b that states that, extrinsic motivation is related to perceived 

organizational justice were tested. The findings reveal that, the two dimensions of 

motivation (IM and EM) were significantly related to perceived organizational justice 

signifying that, H5a and H5b were supported. This has validated the result from previous 

studies that also argued that, MT is positively related to employee organizational justice 

(Balochian, 2013; Choi, 2011; Hannam & Narayan 2015; Imran & Allil, 2016; Oren, 

Tzinter, Nahshour & Sharon,  2013; Sarit, 2012; Tengilimoglu & Ekiyor, 2016).  

 

This finding has further support the view of Celik, Turunc and Begenirbas (2011) who 

asserts that workers motivational levels is determine through impartial distribution of 



 

240 

 

organization‟s facilities and reasonable functioning of the work, incentive and punishment 

procedures. Organizations where fair treatment is in line with rational anticipations of the 

workers, provides significant influence on job satisfaction and enhanced mutual 

relationships among workers. According to Abbasoğlu, Tengilimoğlu and Ekiyor (2016) 

motivation can be increase through high perception of organizational justice by the 

workers due to the fact that, issues such as salary, bonus, reward and social relations, 

which were regarded as a means of motivation, are the primary factors comprising the 

levels of organizational justice. 

 

The finding has also confirmed the assumption of equity theory, which says that, equal 

determination necessitates equal results (Adams, 1963). This involved the reward and 

punishment or rewarding of those working in the same conditions according to their 

outputs (Afari, İşcan & Naktiyok, 2014). Workers, that consider that they need to be 

equally treated in every situation, feel the need to relate themselves with the other workers 

in the organization they work in. These comparisons may have negative consequences 

(Srivastava, 2015). Workers also compare the achievements of their counterparts in terms 

of reward, promotion, salary, human relations, etc. with their own and experience, if they 

noticed any differences, it may lead to demotivation or motivation. In other words if 

workers perceived fairness in rewards as compared to others, it will lead to positive 

outcome (Adams, 1963). On the other hand, if they noticed injustice, negative outcome 

will be recorded and this will seriously affect the organization.  

 

In fact, the role of justice in employee attitudinal and behavioral reactions suggest that, 

promoting organizational justice influence workers commitment since an impartial 

distribution of pay increases, reinforces the bonds of loyalty between workers and their 
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organizations (Abbasoglu, Tengilimoglu & Ekiyor, 2016). This can be obtained by making 

employees to have faith in the system, which may allow them to achieve their ambitions. It 

can also motivate and stimulate behaviors that can lead to improvement, teamwork, and 

contribution (Abbasoglu, Tengilimoglu & Ekiyor, 2016; Ekin & Ertürk, 2014). Therefore, 

it is very important that the compensation system and distribution be perceived as 

reasonable by employees, especially in times of crisis (Ekin & Ertürk, 2014). The 

implication of the above finding to the Nigerian situation is that, management of civil 

service in Nigeria should take the issue of motivation, serious, as this can lead to worker 

satisfaction and in turn bring about trust, respect and mutual understanding between 

workers and the management (Omollo,  2015;  Rachel,  2015). This will also in the long 

run increase employee performance. 

 

H6 predicted that there is a significant relationship between working conditions and 

perceived organizational justice. The empirical result confirmed that a positive relationship 

is found between working conditions and perceived organizational justice. This result  

corresponds with past studies of (Arshad, Asif & Baloch, 2012; Fermandes & Awemleh, 

2006; Gyekye,  2014; Sert,  Elci & Uslu,  2014;  Ziaaddini,  2013).  

 

The relationship between the dimensions of working condition, WC is having three 

dimensions (PC, PS and WL) and POJ which represents H6a, H6b and H6c  were also 

tested with a view to answer the research question that says, does working condition relates 

to perceived organizational justice?  However, the result from the analysis established that, 

only one dimension (PS) was significantly related to POJ. This finding is in agreement 

with previous studies that posit WC is positively related to POJ (Arshad, Asif & Baloch, 
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2012; Fermandes & Awemleh, 2006; Gyekye, 2014; Sert, Elci & Uslu, 2014; Ziaaddini, 

2013). Favorable working condition can only be achieved when organizations are able to 

treat their workers equally (Gyekye, 2014). Furthermore, friendly working environment 

and fairness, increase workers‟ commitment level, which also leads to high employee 

performance. While in the case of H6a and H6c,  the empirical evidence shows that, there 

is negative relationship between physical environment (PC) and perceived organizational 

justice. At the same time, a negative relationship exists between psychosocial environment 

and perceived organizational justice, which signifies that H6a and H6c were not supported. 

This finding may be distinctive in nature due to the fact that, some of the earlier studies 

treated working condition as a unidimensional construct. But the present study considered 

working condition as a multidimensional construct as clearly stated in chapter three. 

 

In the case of H7, the significant relationship between organizational commitment and 

perceived organizational justice was tested. The result shows that a positive relationship 

exist between the two variables as found in past studies (Bakhshi & Rani, 2009;  Chen et 

al., 2015; Derakhshani et al., 2015; Golghatmi et al., 2015; Yaziciogu  & Topalloglu, 

2009). The study also examines the relationship between the dimensions of organizational 

commitment OC which was made up of three dimensions (AF,  NC and CC) and perceived 

organizational justice POJ. This was presented as hypotheses H7a, H7b and H7c which 

were also tested. The empirical result reveals that, only two dimension AF and CC 

representing H7a and H7c were positively related to perceived organizational justice. 

Which signifies that, hypotheses H7a and H7c  were supported. This result coincides with 

those of past studies who also concludes that OC is significantly related to OJ (Bakhshi & 

Rani, 2009;  Chen et al., 2015;  Derakhshani et al., 2015;  Golghatmi et al., 2015; 

Yaziciogu  & Topalloglu, 2009). Organizational justice plays significant role in the 
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development of organizational commitment (Golghatmi et al., 2015). Perceived 

organizational justice was expected to correlate significantly with organization 

commitment. This because workers who perceive equal treatment in their organization are 

more likely to feel contented with their work and have less feelings to leave and as well 

feel more committed to their work (Derakhshani & Mahmudi,  2015). The finding provides 

more understandings on the relationship between perceived organizational justice, work 

attitudes and behaviors  of workers (Bakhshi &  Rani,  2009).  

 

The findings also support the notion of Yaziciogu and Topalloglu (2009) who posited that, 

the effects of the organizational justice perception of workers on their  commitment is so 

imperative for organizations. This is due to the fact that, it is very difficult for workers to 

feel committed in an organization that is perceived unjust. The existence of OJ in the 

workplace provides a strong feeling of obligation to workers towards their jobs and to be 

more committed to their work. Based on this, it can be concluded therefore that, fair 

processes for job decisions, with proper allocation of resources and fair communication of 

resolutions will bring about high organizational commitment and also lead to increase in 

organizational productivity (Majekodunmi, 2015). Therefore, to attain a high employee 

commitment, there is a need for the management of Nigerian civil service to ensure that 

justice is maintained in all work procedures, resource allocation and work decisions, as this 

will help to minimize low employee performance faced by the country. 

 

On the other hand, the statistical result shows that, negative relationship exists between 

normative commitment and perceived organizational justice NC and POJ. This indicates 

that, hypothesis H7b which states that there is a relationship between normative 

commitment and perceived organizational justice is not supported. The plausible reason for 
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this insignificant finding may be connected to the lack of emphasis attached to the desires 

and aspirations of workers by organizations.  Once workers realized that, their wants are 

provided, their perception of fairness will be less and this in the long run will lead to 

decrease in performance. Another reason for this negative result may be related to lack 

involvement of workers in decision making even if the decision is directly related to their 

job. This also reduces their level of normative commitment and equally affects their 

perception of justice in the organization. The next section focuses on discussion of 

mediation hypotheses results. 

 

 
5.3.4 Mediating Role of Perceived Organizational Justice on the Relationship between 
MT, OC, WC and Employee performance 
 

The other objective of the present study is to investigate the mediating role of perceived 

organizational justice on the relationship between MT (IM and EM) OC, WC (PC, PS and 

WL), OC (AF, NC and CC) and employee performance in the Nigeria civil service. To 

realize this objective, the mediating hypotheses comprising H8, H8a, H8b, H8c, H8d, H9, 

H9a, H9b, H9c, H9d, H9e, H9f, H10, H10a, H10b, H10c, H10d, H10e and H10f were 

framed and tested using bootstrapping technique (Preacher & Hayes, 2008). Specifically, 

hypotheses H8, H9 and H10 were tested to understand the mediating role of perceived 

organizational justice at the construct level and H8a, H8b, H8c, H8d, H9a, H9b, H9c, H9d, 

H9e, H9f, H10a, H10b, H10c, H10d, H10e and H10f were postulated at the dimensional 

levels. 

5.3.4.1 Significant Mediating Effects 

Starting with the mediating hypotheses at the construct level (H8, H9 and H10), The 

statistical analysis confirmed that, the three mediating hypotheses at the construct are 
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positive. Equally, Ten hypotheses based on dimensional level comprising (H8a, H8b, H8c, 

H8d, H9c, H9d, H10a, H10b, H10e and H10f) were established to be significant as 

postulated by this study. Specifically, significant relationships were found between (1) 

intrinsic motivation and task performance; (2) intrinsic motivation and contextual 

performance; (3) extrinsic motivation and contextual performance; (4) extrinsic motivation 

and contextual performance; (5) physical environment and contextual performance; (6) 

psychosocial environment and task performance; (7) Affective commitment and task 

performance; (8) affective commitment and contextual performance; (9) continuance 

commitment and task performance; and (10) continuance commitment and contextual 

performance. In general, in both task and contextual performance results from the PLS 

SEM analysis prove that the mediating effects of POJ on the relationship between some of 

the dimensions of the independent variables MT (IM and EM), WC (PS), OC (AF and CC) 

and dimension of employee performance (task and contextual performance) were positive 

and strongly validated. 

 

At this gesture, it is pertinent to note that, since the results regarding the mediating effects 

served as the one of contributions for the present study; the questions of how and why 

mediation of perceived organizational justice occurred could be answered through 

theoretical clarifications rather than previous researches. For this reason, important 

theories, including Equity Theory (Adams, 1963) have provided theoretical roots for the 

new findings.  

 

Under the equity theory (Adams, 1963), the current mediation results are supported 

because the main focus of the theory is on the interchange of relationship where people 

give something and anticipate something in return. What the individual contributes is 
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termed as inputs and what he receives is called outcomes. The third variable is the 

reference person or group. This reference group can be a colleague, neighbor, relative, or 

group of colleagues. It may even be the individual himself in another employment or 

another social role (Adams, 1963; Khalifa & Truong, 2010). 

 

Workers view about fairness can be established by comparing their input and outcomes 

ratio to that of other workers within and outside their organizations  (Adams, 1963; Khalifa 

& Truong, 2010). Inputs has to do with all the assistances or contributions that workers 

brings to their organizations for instance time, efforts, experience, etc. While outcomes 

refers to all outputs/rewards that workers gets from their organizations in return to their 

commitments, such as hygiene factors and motivators (Khalifa & Truong, 2010). 

 

Recently, Equity theory has received more attention from human resource experts, 

particularly concerning the fairness of outcomes and as it is inequality is the main concern 

of private and public organizations. The fairness of exchange  between staffs and the 

management is not ordinarily observed by the workers as an economic issue only, an 

element of fairness is also involved (Al-zawahreh  & Al-Madi, 2012). They further noted 

that, Equity theory could be suitable to any social setting in which an exchange takes place 

(e.g., between the worker and his employer). Whenever two individuals interchange 

something, there is likelihood that one or both will have the impression that the exchange 

was unfair. This is the case often when a worker exchanges his services for salary or wage 

(Adams, 1963). 

 

If a worker observes that his ratio is below the comparison person's ratio, he will feel 

sorrow in the form of anger or a feeling of disgrace (Al-zawahreh & Al-Madi, 2012). 
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Equally, if the worker observes that his ratio is greater than the ratio of the comparison 

person, he will feel sorrow in the form of a sense of guiltiness. The observed injustice and 

sorrow the worker feels are positively linked. Therefore, the greater the injustice observed, 

the more sorrow the worker will feel and the more he will attempt to reinstate equity 

(Walster, Walster & Traupmann, 1978), either by changing his inputs (contributions) or 

leaving the organization totally (Carrell & Dittrich, 1978). So perceived organizational 

justice can mediate between the variables under examination because it deals with how 

workers are fairly treated in their organizations. Meanwhile, the non-significant mediating 

effects were discussed in the next section. 

5.3.4.2 Not Significant Mediating Effects 

Six hypotheses at the dimensional level (H9a, H9b, H9e, H9f, H10c and H10d) were 

reported not significant to employee performance. Precisely, the insignificant relationships 

were established between: (1) physical environment and task performance; (2) physical 

environment and contextual performance; (3) work-life balance and task performance; (4) 

work-life balance and contextual performance; (5) normative commitment and task 

performance; and (6) normative commitment and contextual performance. Decoratively, 

the findings reveal that the sampled population were uninterested to the effects of 

perceived organizational justice on the relationship between the dimensions of working 

conditions (PC and WL) and dimension of employee performance (TP and CP), and 

between the dimension of organizational commitment (NC) and the dimension of 

employee performance (TP and CP). Some probable reasons as to why the insignificant 

findings have been discussed in the next sections.  
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To begin with, hypothesis H9a states that perceived organizational justice mediates the 

relationship between physical environment and task performance. The finding reveals 

insignificant results contrary to expectations. The results establish that physical 

environment does not inspire perceived organizational justice and therefore hinders task 

performance among workers. This result is not unexpected due to the fact that workers will 

only behave positively when they perceives fairness in the work environment and a 

positive link between their determinations and performance (Adams, 1965); Thus, the 

current study indicated, respondents do not value their work environment as such they 

failed to perceive fairness and this limited their task performance.  

 

Second, hypothesis H9b which framed that perceived organizational justice mediates the 

relationship between physical environment and contextual performance. Surprisingly, the 

finding failed to support the relationship. The results demonstrate that the physical 

environment does not influence the respondents view about fairness and consequently 

hinders workers to partake in contextual performance, such as helping others, citizenship 

behavior that will benefit the employees and the organization in general. This finding is not 

astonishing due to fact that the physical environment available in organizations is not a 

stirring factor for employee‟s contextual behavior. This has greatly affected the general 

performance of workers. Thirdly, hypothesis H9e which proposes that perceived 

organizational justice mediates the significant relationship between work-life balance and 

task performance. Contrary to postulations the results failed to support the hypothesis; the 

findings reveal that work-life balance in which the civil service organization functions does 

not encourage the perception of justice among the respondents and this has consequently 

prevented performance of the task by the workers in the organization. The insignificance of 

mediating role of perceived organizational justice on the relationship between work-life 
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balance and task performance may result from the fact that the respondents of this study 

are not satisfied with the activities of the organization particularly in terms of balance 

between work time and personal life and leisure time of the workers. It is an established 

fact that once workers have an indifferent view about their working condition they tend to 

exhibit behaviors that are detrimental to the organization, as noted by Yassin, Ali, Ali and 

Adan (2013) that, whenever workers have a negative view of their working environment, 

they tends to exhibit behavior such as absenteeism, stress related illness and low 

productivity, but on the contrary, when the working condition is friendly, productivity 

increases. By implication, the central issue here is to create a kind of balance between work 

time and personal life of workers this will allow them to perceive fairness and 

consequently inspired them to improve their performance. 

 

Fourth, hypothesis H9f claims that perceived organizational justice mediates the significant 

relationship between work-life balance and contextual performance. Unfortunately, the 

findings reveal insignificant results, signifying that, H9f is not supported. This means that, 

the amount of time, work and time for personal engagement enjoyed by the participants of 

this study does not influence their view of fairness which has led to decrease in their 

contextual behaviors. Just like the last section, workers‟ dissatisfaction on amount of grace 

between work- time and time for personal development made to perceive their work 

environment as negative, it‟s result to unacceptable behaviors by the workers and hence 

create set back to the organization. 

 

Likewise, this study also tested hypothesis H10c which states that, perceived 

organizational justice mediates the relationship between continuance commitment and task 

performance. Unexpectedly, the empirical result shows that mediating effects of perceived 
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organizational justice on the relationship between continua commitment and task 

performance could not establish. The possible reason for this insignificant mediating 

effects may be linked to fact that participant of this study are aware that, there is was solid 

proof backing the idea that public sector organizations in Nigeria recognized that it is part 

of their obligation to promote  the welfare of their workers and it is an established fact that 

whenever organizations are committed to its workers welfare, it will generate support for 

organization, maximize benefits obtained from their workers and individual performance 

increase as well (Osa & Amos, 2014). The consequence of this finding is that, once 

workers noticed that their welfare are not properly catered for, there is every tendency that 

they will leave for a greener pastures. 

 

Another hypothesis tested by the present study was H10f which proposed that, perceived 

organizational justice mediates the relationship between continuance commitment and 

contextual performance. Unfortunately, the statistical result demonstrates that mediating 

effects of perceived organizational justice on the relationship between continuance 

commitment and contextual is not supported. This may be as a result of failure of the 

participants to achieve what they deserved. As a matter of fact, workers who believe that 

they got what they desire from the organization will continue to maintain membership in 

an organization and find it very hard for them to leave the organization (Miller & Lee 

2001). This also may influence working behaviors of employees such as their observable 

characters, their perceptions and their participation in professional groups. This is because 

organizational commitment is connected with progressive behaviors which are very 

important to the organization. 
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Although, some dimensions demonstrate insignificant results, motivation (intrinsic and 

extrinsic); working condition (physical environment, psychosocial environment and work-

life balance) and organizational commitment (affective, normative and continuance) can 

indirectly explain employee performance (task and contextual) through perceived 

organizational justice. This signifies that, with adequate motivation of workers, existence 

of favorable working condition and commitment, employees moral as well as their level of 

perception of justice will  be boosted  and thereby improve their  performance both task 

and contextual. In other words,  the result indicated that, Motivation, working condition 

and organizational commitment can indirectly influence employee performance through 

the link of perceived organizational justice. None the less, all the four variables (MT, OC, 

WC and OJ), are highly needed for employees to perform well. Status of constructs is the 

focus of  the next part. 

5.3.4.3 Levels/Status of Study Variables 

At this point, it has to be noted that, as mentioned in chapter four (Descriptive Statistics of 

Constructs) that, all the mean scores of variables in this study are high, following the 

Nunnaly and Bernstein (1994) formula, of 1 to 2.33 (low), 2.34 to 3.66 (moderate) and 

3.67 to 5.00 (high). Specifically, task performance (TP) has, the mean of 5.40, contextual 

performance (CP) has 5.38 as the mean score. Intrinsic motivation (IM) has the mean score 

of 5.91, while the mean scores of extrinsic motivation (EM)  is 5.87. Physical environment 

(PC) possessed 5.70 as mean score, psychosocial environment (PS) has 5.77 while work-

life balance (WL) scores 5.51 mean. The mean scores of affective commitment (AF), 

normative commitment (NC) and continuance commitment (CC), are 5.26, 5.34 and 5.28 

respectively. Distributive justice (DJ) mean score is 5.28, procedural justice (PJ) 5.63 and 

lastly interactional justice (IJ) mean score is 5.30. Therefore, we can conclude that the 
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level, status or percentage of performance is high. Similarly, the level and status of all 

other variables such as motivation, working conditions, organizational commitment and 

organizational justice  are also high.  

 

The above result is contrary to the initial assumption of this study, because at the 

beginning, the researcher presumed that, the level of performance and the other variables 

are low. Specifically, the levels of  performance, motivation, working conditions, 

commitment and justice were considered very low, particularly in the Nigeria civil service 

as was also pointed out by the studies of (Adejuwon, 2016; Chima, 2014;  Dogarawa, 

2011; Justine, 2015; Lawal & Oluwatoyin, 2011; Oyedele, 2015; Yaro, 2014; Salisu, 

2001). However, after going to the field,  the result of data collected revealed that, the 

levels of all these variables are high as indicated above and in chapter four. Thus, the 

explanation for this difference may be as a result of the following; 

  

The period within which this study was conducted. The study start since  2015, within this 

period, there is the possibility that, an improvement has been made considering the 

dynamic nature of society. For instance, it was within this  period that the country  elected 

a new civilian president, who among other things expressed concern over the level of 

performance in the public sector ( Okwe, 2015; Otaru, 2015). There are tendencies that, the 

policies initiated by the new president might have impacted positively to level of these 

variables. For instance, with the new political era in Nigeria, the civil service became more 

conscious and alive to its responsibility than it was before. This is in the sense that, the 

civil servants became more informed on their privileges and on how the civil service 

should function (Adamolekun,  2015;  John,  2016).  
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The new administration also, among other things reviewed the minimum wage of civil 

servants from N18, 000 (USD 49.5) to N30, 000 (USD 82.6) and promised to  increase it to 

N50, 000 (USD138.3) by the end of the year 2019 (John, 2016). Other key vital changes 

include; promotion of effective collaboration among government institutions; affordable 

housing for civil servants under the Federal Integrated Staff Housing (FISH) program; and 

improved civil service health, safety and work environment. More so, the government 

initiates a compulsory training for civil servants; digitalized work procedures for effective 

execution of government policies and real time service delivery and full implementation of 

Integrated Personnel and Pay Roll Information System (IPPIS) (Adamolekun,  2015;  John,  

2016). 

 

Another reason for the changes may also be as a result of the measures taken by the 

government to tackle the issue of inefficiency in the public sector in Nigeria. For instance, 

the governments, in an effort to improve service delivery, attendance registers were 

introduced in all the ministries. This is with a view to identify the real workers who exist 

and report to duty promptly. The registers will also check workers that are careless, 

absenteeism as well as habitual late comers. Additionally, the registers will ensure that 

workers rationalize their pay, as remuneration will be tie to only for the days they have 

worked for, and that, the registers will be part of the requirements for promotion 

(Tambuwal, 2016). 

 

Another reason for the improvement in the level might also be associated with a policy 

statement by the government that, vibrant machinery will be put in place to monitor the 

performance of civil servants to improve service delivery in the state. The government 

promised to deal with workers that are deficient in the discharge of their responsibilities. 
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While all dedicated and hardworking civil servants will be rewarded based on civil service 

rules and regulations. And that, the government will raise the standard of civil servants 

through training and improvement of their welfare (Tambuwal, 2016). 

 

Other policies initiated by the new administration that may have led to changes in the level 

of civil service performance include the reduction in the number of ministries with a view 

to decrease idleness and control waste of public resources. The review of the National 

Strategy for Public Service Reform (NSPSR) which allow the inoculation of the policy 

thrust of the new administration. The government also made an attempt to ensure that 

quality leadership is provided in the civil service. There was also an appraisal of Nigerian 

foreign missions in order to regulate those that are actually important. (Adamolekun, 2015; 

John,  2016). The implications/contributions of the study are discussed in the next section. 

 

5.3.5 Implication/ contribution  

The current study has numerous implications/ contributions. These implications were 

highlighted on the basis of managerial, methodological and theoretical contributions as 

discussed below. 

 

5.3.5.1 Practical/Managerial Implication 

Based on the research findings, the current study has some practical/managerial 

contributions; this is due to the fact that, the results from the study have empirically 

established the significant positive relationship between the variables involved in this study 

and employee performance in Nigeria civil service. The results reveal that motivation (MT) 

is an important predictor of employee performance (EP). This implies that, the more 
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employees are motivated the more they are inclined to perform better. This result stresses 

the need for civil service organizations in Nigeria, to express their readiness and remain 

dedicated to the ways of improving motivation of  their workers. This will not only solve 

low performance problems, but will also bring about efficiency in the service delivery as  

noted by Ghorbanpour (2014) that, motivation of workers can move them to action, 

improves their efficiency and creates mutual understanding between employees and the 

organization. Therefore, civil service authorities in Nigeria can make a considerable effort 

to solve the problem low performance through providing adequate motivation to the 

workers. For example, in addition to good remuneration and other incentives, the civil 

service organization can, also, reward workers who have performed well and encourage 

those who perform below the productivity-line to improve. 

 

In a related development, the present study reveals that, intrinsic motivation (IM) has 

significant impact on contextual performance (CP). This finding implies that, non-

monetary incentives such as appreciation, advancement, enjoyment, accomplishment and a 

sense of competence, can make employees to exhibit behaviors that aid the organization, 

social and psychological environment in which the technical core tasks must function. This 

result stresses the need for civil service organizations in Nigeria, to remain committed in 

creating conducive atmosphere that will aid workers to be intrinsically motivated. Because, 

by so doing workers will be contented and thereby reciprocate to the organization through 

exhibiting behaviors that help organizations to achieve its goals. As pointed out by 

Edwards, Bell, Arthur and Decuir (2008) that, a worker who is contented with his or her 

organization, will give more in return by assisting others through contextual behavior. 

Again an intrinsically motivated employees will feel a strong work encouragement that 

comes from inner themselves, such as the awareness of the benefits or the meaning of work 
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that can produce internally satisfaction, which in turn it will increase the productivity of 

employee performance. A good and proportional appreciation given by the organization to 

employees will greatly affect the quality of their performance. Employees will be more 

careful and concerned about their work to produce the performance that can be proud of 

(Edwards, Bell, Arthur & Decuir, 2008). Public service organization in Nigeria, can 

therefore borrow a leaf from this finding by enhancing worker intrinsic motivation. For 

example, by showing appreciation, creating chances for advancement among others, for 

workers that have exhibited contextual behaviors.   

The result also confirmed the positive relationship between extrinsic motivation (EM) and 

task performance (TP). In other words, the finding implied that, workers can be induced to 

carry out actions and behaviors that can lead to the attainment of organizational goals and 

objectives, subject to receiving outside rewards, awards, cash incentive, absence of 

punishment, commendation or positive feedback. By implication, this finding stressed that, 

for civil service organizations in Nigeria, to improve task performance, they need to make 

considerable efforts to enhanced, external rewards such as cash incentives and other 

benefits. By so doing, task performance will not only be enhanced, but also the competence 

and proficiency of workers will be improved as pointed out by the studies of (Campbell, 

1990; Rotundo & Sackett, 2002). 

 

In another development, organizational commitment (OC) was found to be a significant 

determinant of employee performance (EP) in this study. The implication of this result is 

that, the more workers are committed to their duties, the higher the productivity. As noted 

by Altindis (2011) that, commitment serves as a vital tool for improving performance. 

Again, this finding suggests that, workers with high commitment are more loyal and 
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possessed the zeal to bring better performance and stability to the organization. Also 

Employees who have the desire to excel and get a decent appreciation will show 

contribution in the form of real action emotionally. Furthermore, employees who have 

responsibility for a job in the organization will always display a sense of pride to the 

organization and feel themselves as part of the organization  These senses will drive 

employees to contribute to the organizational development this is in line with the views of 

(Altindis, 2011; Rafiei, Amini & Foroozandeh, 2014). Civil service authorities can 

therefore implement the finding of the present study by creating an enabling environment 

that will encourage worker‟s commitment. This will go a long way in enhancing 

performance. 

 

Furthermore, the result of this study portrays affective commitment (AF) as an important 

predictor of task performance (TP). This finding has a practical implication for civil 

service organization in Nigeria as it provides better information on the types of employees 

needed by the organization. As noted by Iqbal, Tufail and Lodhi (2015), that, employees 

with high affective commitment are usually considered to be most reliable and dedicated to 

the attainment of organizational goal and objectives. Public service in Nigeria can therefore 

make use of this opportunity by embarking on programs that are targeted towards the 

uplift-ment of the well-being of their employees. This will, no doubt, increase worker‟s 

loyalty and desire to remain in the organization to pursue its goals and objectives. 

 

In a related development, continuance commitment (CC) was also a significant causal 

element of contextual performance (CP). As such civil service organizations in Nigeria 

stand to boost their contextual aspect of performance when they carefully monitor and 

forecast as well as control the number of employees leaving the organization. This can be 
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done for example through putting in place continues professional development (CPD) 

policy, ensuring job security among others. By doing so, workers‟ zeal to remain in the 

organization will not only be increased, but also, the problem of brain drain in public 

organizations will be minimized. 

 

This study also established empirically that, perceived organizational justice (POJ) relates 

to employee performance (EP) both at construct and dimensional levels. In particular, POJ 

was found to be positively related to EP as a construct  and to the two dimensions, i.e. task 

and contextual performance (TP and CP). Therefore, management of the civil service could 

minimize issues of workers‟ perception of injustices in organization by improving the 

conditions that could lead to application of justice in all aspects of the organization 

(Dogarawa, 2011; Yaro, 2014). For example, civil service organization should remain 

committed to ensuring that, justice and fairness are involved when it comes to job 

placement, promotion, training and transfer of workers. By so doing, justice perception 

will not only be enhanced, but it can also improve workers‟ trust, satisfaction and reduced 

conflict within the organization.  

 

Similarly, the present study reveals that, motivation (MT) as a construct and its two 

dimensions, i.e. intrinsic (IM) and extrinsic (EM) are positively related to perceived 

organizational justice (POJ). This finding implies that, the higher the motivation, the more 

employees will perceive justice and fairness in the organization. This result therefore 

stresses the need for public service organizations in Nigeria, to express their willingness 

and commitment to the ways of improving motivation both monetary and non-monetary 

aspects of their workers as indicated by (Abbasoğlu, Tengilimoğlu & Ekiyor 2016). This 

will go a long way in enhancing their perception of justice and as well encourage them to 
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pusue the goals of the organization. For example, the civil service organization in Nigeria, 

should ensure that, workers reward commensurate with their performance, all decisions 

should be fairly taken and mutual relations be maintained between workers and the 

management.  

 

Additionally,  the present study proved that working conditions (WC) as  good of 

predictors of perceived organizational justice (POJ) among civil servants in Nigeria. This 

result suggests that working conditions which entails the totality of the interrelationships 

that occurs within the employees and their environment of work, can contribute greatly 

towards improving perception of fairness in Nigeria public sector. Consequently, civil 

service organizations in Nigeria should make significant efforts to provide adequate 

working conditions with a view to increase workers‟ perception of fairness. This could be 

in the form of making available up to date working equipments, providing a good 

atmosphere of work, training of workers, creating leisure time for workers among others. 

This is in line with the position of Gyekye, 2014; Swathi, 2005) that, favorable working 

condition have an influence on workers‟ trust, efficiency and contentment. Based on the 

above, therefore, the researcher, is of the view that civil service organizations in Nigeria at 

both federal and state levels, can benefit from this result by  providing enabling conditions 

of workers, with the aim of enhancing their perception of justice in the organization which 

at the same time increase their performance.  

 

In a related development, psychosocial environment (PS) recorded a positive relationship 

with perceived organizational justice (POJ). This finding possessed practical effect on civil 

service organizations in Nigeria. By implication, this result suggests that, once there is 

good interaction between employees and conditions of work, between working colleagues 
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and between supervisors, employees will feel satisfied, thereby boost their perception of 

fairness in the organization. Therefore, the researcher is suggesting that, civil service 

organizations in Nigeria to remain committed to improving avenues that can increase 

interpersonal relations, among workers, co-workers, and their supervisors as noted by 

Samson and Waiganjo (2015).  

 

The present study also found that, organizational commitment variables were related to 

perceived organizational justice (POJ). Specifically, organizational commitment (OC) as a 

construct and two of the dimensions (i.e., affective commitment AF and continuance 

commitment CC) were found to be significantly related to employees views about justice 

and fairness in the organization (POJ). Therefore, management of the civil service in 

Nigeria could minimize the possibility of injustice perceptions portrayed by workers, 

through improving circumstances that can lead to high workers commitment as suggested 

by study of (Derakhshani & Mahmudi, 2015) that  workers who perceive equal treatment 

in their organization are more likely to feel contented with their work and have less 

feelings to leave and as well feel more committed to their work. For example, civil service 

organization in Nigeria could involve workers in all decisions that affect their work, 

provide adequate safety of tenure for employees, create opportunities for staff development 

among others.  

Another exciting finding from this study is the role of perceived organizational justice 

(POJ) as a mediating variable in the model. The result showed that perceived 

organizational justice is a strong mechanism through which motivation; working 

conditions and organizational commitment indirectly influence employee performance. 

This means that, motivation, working conditions and organizational commitment provide 

inducement for the development of the perception of justice and fairness which in turn 
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impacted on the performance of employees. Thus, public service organizations in Nigeria 

need to regularly monitor their procedures, particularly issues of promotion, placement, 

transfer, training, salaries and social relations among others with an aim to deliver 

remarkable workers‟ performance. This is in line with the provisions of equity theory of 

Adams (1963), which emphasize on the interchange of relationship where people give 

something and anticipate something in return. What the individual contribute is termed as 

inputs and what he receives is called outcomes. If what they received is commensurable 

with what they contribute they tend to perceive justice. 

 

Similarly, the present empirical result has proven that perceived organizational justice 

(POJ), serves an important link to the relationship between the dimensions of motivation, 

working conditions and organizational commitment on one part and the dimensions of 

employee performance on the other. In particular, perceived organizational justice 

intervene between the relationship between intrinsic motivation (IM) and contextual 

performance (CP).  In line with the above result, civil service organizations in Nigeria 

ought to intensify efforts and strategies their mechanisms for improving programs that are 

geared toward improving employee‟s enthusiasm to display actions that are beneficial to 

the organization for the sake of personal accomplishment and delight.  This will stimulate 

their views of fairness and consequently lead to increase  contextual performance. 

 

Another interesting finding of this study is that, perceived organizational justice (POJ) 

positively mediates between the relationship between extrinsic motivation (EM) and task 

performance (TP). The result indicated that perceived organizational justice is a strong 

avenue through which extrinsic motivation indirectly influence task performance. This also 

implies that, extrinsic motivation has the capacity of providing impetus for the 
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development of justice perception which in turn impacted task performance. Therefore, 

civil service management in Nigeria can take a lesson from this finding through providing 

good package and other rewards such as car, housing and transport allowances among 

others, for workers. By doing so, workers will be impressed and feel that they are being 

treated well, thereby lead to performing their assigned duties effectively. 

 

Furthermore, the result of this study, confirmed empirically that, perceived organizational 

justice positively intervene between the relationship between affective commitment (AF) 

and task performance (TP). As mentioned earlier, that, workers with high affective 

commitment are more loyal and can bring about better performance and are more likely to 

remain in organization (Altindis 2011), These set of workers will always perceived their 

organization as fair and do their best to ensure success of the organization. This served as 

another important practical lesson to the civil service organizations in Nigeria.  

 

On the general perspectives, the present study offers policy makers and administrators with 

insights into the relationship between motivation (intrinsic and extrinsic), working 

condition (physical environment, psychosocial environment and work-life balance) and 

organizational commitment (affective, normative and continuance commitments) and 

employee performance (task and contextual). It also provides information on the role of 

perceived organizational justice on the relationship between these variables and employee 

performance. More so, the study provides an insight on the manner to manage workers 

through perceived organizational justice with a view to improve the behavioral reactions of 

workers. The current study will equally help them to understand better, how to maintain 

valued workers, increase worker‟s commitment to and their perception of fairness which 

will go a long way in enhancing their task and contextual performance. 
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The fact that, the present study has provided statistical evidence that the variables of this 

study and some of their dimensions are significantly related to both task and contextual 

performance, managers/administrators in the establishments, particularly the civil service 

can take a signal and cultivate the cultures of improving motivation, working conditions 

and organizational commitment. Hence it is, imperative for the authorities‟ concern (civil 

service organizations) to understand the roles of these variables (MT, WC, OC and POJ) in 

influencing positive outcomes particularly in task and contextual performance of civil 

servants in Nigeria. Against this backdrop, administrators/ organizations should try as 

much as possible to promote worker motivation, provide a friendly environment of work as 

well as enhance their commitment with a view to achieve the desired organizational goal.  

More so, the present findings have exposed the significant role of perceived organizational 

justice can play towards enhancing employee‟s task and contextual performance. 

Consequently, this result offers yet another important insight for administrators/policy 

makers to comprehend and apply perceived organizational fairness in promoting and 

enhancing performance of workers. Henceforth, administrators should appreciate the 

influence of perceived organizational justice and, thus, improve its growth and 

sustainability among all workers. It also means that civil service organizations in Nigeria 

should inspire the development of fairness among all employees and in aspects of the 

organization. 

 

Furthermore, the present study has discovered that (MT, WC, and OC) has influence of 

workers‟ perception of justice in organizations. Therefore, this result serves as another 

milestone for administrators to utilize it, in their quest for enhancing fairness in 

organizations and improve trust between the workers and their organizations. 

Administrators should thus value the impacts of these variables towards improvement of 
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workers‟ perception of fairness. This further suggests that organizations should encourage 

development of motivation, working conditions and commitment so as to increase their 

perception of justice in the organization.  

 

This study has further revealed statistically the influence of perceived organizational 

justice as an important mediating element for influencing the effects of motivation, 

working condition and organizational commitment on employee performance. Therefore, 

the Management should intensify efforts towards improving fairness, among employees, 

by listening to workers complains, showing concern for their personal growth and 

development and general improvement in employee welfare. This will help greatly toward 

enhancing the productivity of employees, both task and context. 

 

The result of the current study would be of great importance to policy makers and 

administrators in Nigeria especially in the public sector. This is because it will help them in 

planning future programs that will enhance the performance of employees in the country. 

Considering the important role played by civil servants in the development of the country, 

there is a need for government to take sound measures that will bring improvement in their 

performance. The civil service management in Nigeria would also benefit from the present 

result because; it will serve as a guide for employing competent staff that will ensure 

effectiveness and efficiency in the civil service. Additionally, the result will equally be 

useful for the three tiers of government, (federal, state and local governments), for the fact 

that the finding provides vital information on how to recruit and maintained committed 

workers. The findings also give insight on how to provide motivation to staff and how 

justice and fairness could be maintained in the civil service. 
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 Furthermore, the result will aid administrators and practitioners by providing them with 

empirically tested results of variables that has influence on employee performance. This 

will expand their understanding of the effects of these variables on performance and ways 

for improvement. The current findings can also serve as a reference point for studies for 

academicians, students and other stakeholders. Lastly, this finding can help greatly in 

making significant recommendations. 

5.3.5.2 Methodological Implications  

The current study purses some methodological implications. Firstly, past studies on 

employee performance in civil service employed SPSS and or AMOS, as a method of 

analysis, but this study used Smarts-SEM 2.0, which was employed by only very few 

studies for analysis based on the researcher‟s knowledge. In addition to this, the 

measurement scales of the variables in the present study were adapted from past researches 

as earlier mentioned in chapter three. Hence, duplicating this type of study in another 

environment is necessary, in order to ascertain the validity and reliability (Frank, Kessler & 

Fink, 2010; Long, 2013; Musa, Ghani & Ahmad, 2011). Furthermore, this study has also 

conducted various types of validity and reliability assessments which were all prove to be 

satisfactory. Such assessment includes; Discriminant validity, convergent validity and 

composite reliability. 

 

The literature has shown that a lot of researches have been conducted on motivation and 

employee performance (Abbah, 2014; Abbass, 2012; Abdulsalam & Mohammed, 2012;  

Alalade & Oguntodu, 2015; Anyim et al., 2012; Arowolo, 2012; Chima, 2014). However, 

most of these studies are qualitative in nature, in other words, they applied qualitative 

methods and Quantitative research seems to be neglected particularly in the public sector 
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of Nigeria. Therefore, conducting quantitative research in this sector contributes to the 

methodology and body of knowledge in general. 

 

Furthermore, the present study also established that motivation, working conditions, 

organizational commitment, perceived organizational are related variables, whereby to the 

best knowledge of the researcher, combinations of this variables in one framework as in 

this study are new.  All the variables were drawn from different sources thereby 

minimizing the problem of common method bias (Padsakoff et al., 2003). This has gone a 

long way in ensuring significant methodological contribution.  

 

According to Hair, Sarstedt, Ringle and Mena (2012) more than 50 percent of reflective 

models in the previous researches have been mistakenly measured using formative 

standard. So in an attempt to escape from the observed methodological mistakes, the POJs 

model of this study were assessed based on reflective-reflective type of HCM (Lohmoller, 

1989). As contended in chapter four, the researcher also used repeated indicator method 

(Figure 4.2), i.e. repeating all the indicators of the  first-order variables which includes, 

distributive justice, procedural justice and interactional justice for (POJ), on the second-

order construct (POJs) in a view to realize latent construct scores of these elements 

(Afthanorhan, 2014; Becker, Klein & Wetzels, 2012; Ringle, Sarstedt & Straub, 2012). 

Consequently, the latent constructs scores of every first-order variable were later used as 

reflective indicators for POJs (see Figure 4.3) based on the submissions of (Hair et al. 

2014; Ringle et al., 2012).  Consequently this study has contributed methodologically by 

properly employing OJs model combined with its logical order of dimensions. This 

practice is very uncommon in the available researches. Furthermore, the study creates more 
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awareness on how to assess the reflective-reflective type of HCM effectively, which is also 

very rare in the past PLS-SEM studies  (Ringle,  Sarstedt & Straub, 2012). 

 

Finally, considering the recommendations by (Hair, Ringle & Sarstedt, 2011; Hair et al., 

2014) that  PLS-SEM is the most appropriate method to analyze studies that have complex 

models (constructs and indicators are integrated) and possess reflective-reflective 

constructs. So, in contrast to the conservative practice of some earlier studies that 

combined both formative model and complex structural model, but nevertheless used the 

CB-SEM as method for  data  analysis (Pavlou & Sawy, 2011; Rowland & Hall, 2012; 

Walter, Auer & Ritter, 2006), the current study used the PLS-SEM, which is more suitable 

based on the model design. Therefore, the present study has added to our comprehension, 

particularly when dealing with complex structural model and researches with reflective -

reflective models. Based on the above findings, the current study served as an additional 

contribution to methodology and literature in the area of‟ employee performance in 

Nigerian civil service.   

5.3.5.3 Theoretical Contribution  

Considering the variables investigated by the current study, it can be deduced that, the 

findings recorded by this research work have made significant contributions to the body of 

knowledge and development of theory as well. These may include; (1) establishing the 

positive relationship between motivation and employee performance (2) establishing the 

positive relationship between intrinsic motivation and contextual performance; (3) 

establishing the positive relationship between extrinsic motivation and task performance;  

(4) establishing the positive relationship between organizational commitment and 

employee performance (5) establishing the significant influence of affective commitment 
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and task performance (6) establishing the significant influence of  perceived organizational 

justice on employee performance; (7) establishing the significant  influence of  perceived 

organizational justice on task performance; (8) establishing the significant of perceived 

organizational justice on contextual performance (9) establishing the significant influence 

motivation on perceived organizational justice (10) establishing the significant influence of 

intrinsic motivation on perceived organizational justice (11) establishing the influence 

extrinsic motivation on perceived organizational justice (12) establishing the significant 

influence of working conditions on perceived organizational justice (13) establishing the 

influence psychosocial environment on perceived organizational justice; establishing the 

significant influence of organizational commitment on perceived organizational justice 

(14) establishing the significant influence affective commitment on perceived 

organizational justice (15) establishing the significant influence continuance commitment 

on perceived organizational (16) establishing the mediating influence of perceived 

organizational justice on the relationship between motivation and employee  performance; 

(17) establishing the mediating influence  of perceived organizational justice on the 

relationship between intrinsic motivation and task performance; (18) establishing the 

mediating influence  of perceived organizational justice on the relationship between 

intrinsic motivation and contextual performance (19) establishing the mediating influence  

of perceived organizational justice on the relationship between extrinsic motivation and 

task performance (20) establishing the mediating influence  of perceived organizational 

justice on the relationship between extrinsic motivation and contextual performance 

organizational (21) establishing the mediating influence  of perceived organizational 

justice on the relationship between working conditions and employee performance; (22) 

establishing the mediating influence  of perceived organizational justice on the relationship 

between psychosocial environment and task performance (23) establishing the mediating 
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influence  of perceived organizational justice on the relationship between psychosocial 

environment and contextual performance (24) establishing the mediating influence  of 

perceived organizational justice on the relationship between organizational commitment 

and employee performance; (25) establishing the mediating influence of perceived 

organizational justice on the relationship between affective commitment and task 

performance (26) establishing the mediating influence  of perceived organizational justice 

on the relationship between affective commitment and contextual performance (27) 

establishing the mediating influence  of perceived organizational justice on the relationship 

between continua commitment and task performance (28) establishing the mediating 

influence  of perceived organizational justice on the relationship between continuance 

commitment and contextual (29) expanding the domain of equity theory (Adams, 1963 ). 

 

 These findings are also expected to expand this theory due to the fact that, most of the 

previous researches were conducted in private organizations, while the current findings are 

made in the public organization (Nigeria civil service). It is also the belief of this study that 

the result of this research work will contribute to the application of equity theory in the 

civil service. Hence, the present results are likely to contribute to the body of knowledge 

on how best this theory can be applied in Nigerian civil service. 

 

Equity theory proposed that, the awareness of justice and injustice is what leads to increase 

or decrease in productivity of a worker (Al-Zawahreh & Al-Madi, 2012).  Equity theory 

emphases on input and outcome, workers tend to equate their job‟s inputs with the outcome 

ratio. If they observe inequality, they will attempt to correct the inequity (Adams, 1963). 

This may be by lowering their efficiency or decrease their work quality. Inequality may 

lead to an increase in the number of workers turnover or absenteeism as well as resignation 
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of workers (Greenberg, 1990). Equity theory is more concern with workers behavior as 

such it should have extensive applications by organizations in a view to have adequate 

understanding of employee behaviors (Al-zawahreh  &  Al-Madi,  2012). 

 

The current findings therefore suggest that, civil service organizations in Nigeria need to 

take the application of equity theory very serious, especially, when dealing with workers in 

terms of recruitment, promotion, training, remuneration, transfer and development, 

recognition and staff discipline. The results of this study have also shown how the 

application of equity theory can help to explain workers‟ behavior and provide the possible 

ways to increase efficiency and employee performance. 

 

Previous studies on the relationship between motivation, working condition and 

organizational commitment on employee performance  around the world  ( Abdul & Awan, 

2015; Ahmed, Sleem & Kassem, 2015; Abusama, Haming, Hamzah,  2017;  Andy & 

Zhou, 2017; Asim, 2013; Bertelli, 2006; Chatzopoulou, Vlachvei & Monovasilis, 2015; 

Chen & Francesco, 2003; İşcan & Naktiyok, 2004; Madhuri, 2015; Chowdhury, 2007  

Islam & Zaki, 2008) established that, there is a positive link between these variables (MT, 

WC and OC) and employee performance. However, majority of these studies conducted 

focus on  private organizations at the sometime are not in the context of Nigeria. So 

following the suggestion by (Adedire, 2014; Adejuwon, 2016; Balogun, Adetula  & 

Olowodunoye, 2013; Chima, 2014; Gberevbies, 2010; Osa & Amos, 2014; Oyelere, Opute 

and Akinsowon, 2015; Salisu, 2001)  that,  lack of  performance among the Public Servants 

in Nigeria are caused by  lack of motivation, working condition and commitment. 

Therefore, this study contributes to extend the body of knowledge, particularly in the 
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Nigeria civil service by investigating the influence of motivation, working condition and 

organizational commitment on employee performance. 

 

Another important theoretical contribution of this study is that, most of the past studies 

treats the target variables (motivation, working condition, organizational commitment, 

organizational justice and employee performance),  as a one-dimensional construct ( 

Alalade & Oguntodu, 2015; Ajala, 2014, Anuj & Anita, 2015; Asim, 2013; Chen & 

Francisco, 2003; Leblebici, 2012; Nduku, Mwenda & Wachira, 2015). In contrast, the 

present study, extended the body of knowledge by studying all the independent variables 

(MT, WC and OC)  and  dependent variable (EP) with their dimensions specifically, 

motivation (IM and EM), working condition (PC, PS and WL), organizational commitment 

(AF, NC and CC), Employee performance (TP and CP) respectively. It is very rare to have 

this type of model; the findings therefore validated the assertion that, the target variables 

are important predictors of employee performance and also provide extra empirical support 

for the study framework.  

 

In addition to the above, several studies were conducted around the world with regard to 

relationship between organizational justice and  employee performance (Abekah-Nkrumah 

& Ayimbillah Atinga, 2013; Akbolat, 2015; Al-zubi, 2010; Diab, 2015; Elamin & 

Alomaim, 2011). However, in Nigeria, studies on organizational justice focused mainly in 

Banking and education sector (Efanga et al., 2015; Friday & Anyanmu, 2016). Therefore, 

by examining the influence of perceived organizational justice on the target variables, in 

the public sector of Nigeria, this study has contributes to the body of literature through 

establishing that perceived organizational justice influence (MT, WC, OC and EP) and 

thereby fill the existing gap.  
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Furthermore,  the inclusion of perceived organizational justice (POJ) as a mediating 

variable between motivation, working condition and organizational commitment is another 

important milestone in the literature of public service organization. This is due to the fact 

that, the researcher has not come across any published study that examine the mediating 

effects of perceived organizational justice on the relationship between motivation, working 

condition, organizational commitment on employee performance. From the literature, a lot 

of researches established that there is a link between MT, WC and OC and EP without 

explaining how and why those relationships exist. On the other hand, no attention has been 

given to the mediation effect of perceived organizational justice in explaining how and 

why MT, WC and OC influence employee performance. Thus, this study contributes to 

knowledge by establishing how and why those relationships exist through the use of (POJ) 

as a mediating variable. 

 

5.3.6 Limitations and Suggestions for Future Research  

Like any other study, this research also has some limitations in spite of its significant 

contributions. These limitations are, however, conquered with some suggestions and 

directions for future studies. One of the problems encountered by this research has to do 

with the scope. This study focuses on the employee performance of the civil service in one 

of the Northwestern States of Nigeria (Sokoto State); it does not comprise other States in 

the zone as well as the remaining States in Nigeria. Moreover, civil service in Nigeria has 

the same mode of operandi (civil service rules) and Nigeria civil service share similar 

features, such as permanency, expertise, political neutrality and anonymity. The findings of 

this study may differ slightly from the one that may be obtained in other States even within 

the same geographical zone. Thus, the findings of this study may not be generalized to 
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other States in the country. To remedy this situation, this study suggests further studies be 

conducted to cover the entire States in the Northwestern zone and Nigeria in general.  

 

The second limitation related to the above, is the issue of sample. The present study treated 

civil servants (both senior and junior). It is believed that, much more information may be 

obtained if the categories are studied separately. The researcher therefore recommends 

replication of this study using individual categories separately (only junior or senior) civil 

servants. 

 

The third limitation of this study has to do with the methodology adopted; the present study 

used quantitative method and depends on a single method of data gathering. This means 

that questionnaire was the only tool used in collecting data of this study. Some of the 

respondents may tend to provide the wrong answers to the questions. This may affect the 

results that will be realized. It is, therefore the view of the current study that future research 

should employ a mixed method (combination of quantitative and qualitative) in order to be 

able to carry out an in-depth survey on civil service employee performance in Nigeria. 

 
The fourth obstacle of this research concerns variable selection. This study investigated the 

influence of four variables MT, (IM and EM) OC (AF, NC and CC), WC (PC, PS and WL) 

and POJ (PJ, DJ and IJ) on employee performance (TP and CP). The  R2 recorded indicates 

that, there are  still other variables that also have an influence on employee performance. 

The researcher therefore, suggests that further studies should explore the influence of 

variables such as accountability, loyalty, honesty, organizational career growth, employee 

competencies, on employee performance. Effects of recreational centers on employee 

performance should also be investigated. 
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The fifth limitation of the current research is that, all the variables in the current study 

(MT, WC, OC, OJ and EP) were studied multi-dimensionally. There is every indication 

that a lot or additional information will be discovered when considered uni- dimensionally. 

It is, therefore the interest of this research that, further studies be conducted using one-

dimensional of these variables. Equally, only two dimensions of employee performance 

(task and contextual) were chosen in this study, therefore future studies may focus on 

another dimension of employee performance such as adaptive performance and 

counterproductive aspects of employee performance. 

 

The other limitation of this study has to do with research design. This research used cross-

sectional design in which the information of respondents was collected at the same point in 

time. Consequently, the cross-sectional nature of this research may make it impossible to 

probe causal relationships between the variables (Sekaran & Bougie, 2010). The cross-

sectional method may also make it difficult for the data collected to represent long-term 

behaviors of the employees since human behavior is dynamic. In order to overcome this 

limitation, future research be carried out using a longitudinal research design. This may go 

a long way to help researchers to acquire more in-depth understanding of the field and 

confirm the discoveries from cross-sectional studies.  

 
 
Lastly, this study investigated the mediating role of perceived organizational justice on the 

relationship between MT, OC, WC and employee performance of the civil service in 

Nigeria. The mediating effects of other potential variables need to be tested. Such variable 

may include organizational politics, organizational cooperation, satisfaction, organizational 

engagement etc.  
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5.4 Conclusion  

The present study was designed to investigate the influence of motivation, Working 

condition and organizational commitment on employee performance of the civil service in 

Nigeria and to examine the mediating role of perceived organizational justice on the 

relationship between MT (intrinsic and extrinsic) WC (physical environment, psychosocial 

environment and work-life balance) and OC (affective, normative and continua 

commitments) on the employee performance (task and contextual) of the civil service in 

Nigeria. The study has realized all the objectives as stated in chapter one. 

 

The first objective is to investigate the relationship between MT (IM and EM), WC (PC, 

PS and WL) OC, (AF, NC and CC) and employee performance (TP and CP). This 

objective was realized through testing direct relationship hypotheses. Empirical findings 

indicate that the construct and some of the dimensions of independent variables have a 

positive influence on the employee performance (task and contextual). The second 

objective of this research is to explore the relationship between POJ, and employee 

performance (TP and CP). To achieve this objective, hypotheses were framed and tested. 

Empirical results reveal that POJ, have significant influence on the performance of 

employees (task and contextual). The third objective of the present study is to survey the 

relationship between the independent variables (MT, OC and WC) and the mediating 

variable (POJ). To achieve this objective, hypotheses were formulated and tested. The 

results indicate that MT, (IM and EM), WC (PS) and OC (AF and CC) have significant 

influence on perceived organizational justice. The fourth objective of this study is to 

examine mediating effects of perceived organizational justice on the relationship between 

MT, OC, WC and employee performance. Equally, this objective was accomplished 

through framing and testing the mediation hypotheses.  
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The empirical result shows that perceived organizational justice plays a meditational role 

between motivation at construct level and dimensional level of task and contextual 

performance, It has been established that perceived organizational justice play a mediating 

role in the relationship between working condition at construct level and at the dimensional 

level (physical environment) and contextual performance; mediating role of perceived 

organizational justice and psychosocial environment and task performance; The mediating 

effects of perceived organizational justice on the relationship between organizational 

commitment at construct level and at the dimensional level (affective and continuance 

commitments) on both task and contextual performance. However, the findings also 

indicated that, no positive relationship between some dimensions of motivation and 

employee performance; some dimension of working conditions and employee 

performance; some dimensions of organizational commitments and employee performance. 

The result also indicated that some dimensions of working conditions (PC and PS) have 

negative effects perceived organizational justice. It also shows that, one dimension of WC 

(WL) is not related positively to perceived organizational justice. More so, it has been 

revealed by the statistical results that, perceived organizational justice could not mediate 

the relationship between the physical environment, work-life balance, and normative 

commitment and task and contextual performance. 

 

Furthermore, the study has offered managerial, theoretical and methodological 

contributions based on the influence of these independent variables (MT, OC, WC, and 

POJ) on the performance of workers in Nigeria civil service. Several limitations of the 

study were enumerated and were counteracted by suggestions and directions for future 

studies. In conclusion, based on the foregoing, it can be convincingly said that, the present 
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study has further advance the value in terms of theoretical, methodological and managerial 

implications to employee performance of Nigeria civil service literature. 
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Appendix A 
Research Questionnaire 

 
 

Ghazali  Shafie Graduate  
School of Government 
Universiti Utara Malaysia, 
06010 Sintok, Kedah,Malaysia 
Phone: (+604) 
Emailcolgisppk@uum.edu.my 

 

Dear Respondent, 

ACADEMIC RESEARCH QUESTIONNAIRE 

 

I am a PhD student in the above mentioned University, currently conducting a research on titled 

“The influence of perceived organizational justice on the relationship between  motivation, working 

condition and organizational commitment and  performance of the civil service in Nigeria”. I 

appreciate it if you would assist me by providing objective and sincere answers to the questions as 

there is no right or wrong answers. All information provided will be treated as private and 

confidential. It will be solely used for academic purposes. 

 

Thanks 

Yours sincerely, 

Abubakar Isah Baba 
PhD Research Candidate, 

mailto:colgisppk@uum.edu.my
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SECTION A:  Demographic Information 

Please tick (√) the most appropriate option that best describe your background 

A. Gender  
[ ] Male  
[ ] Female  
 
B. Age  
[ ]  21-30 years, [ ] 31-40yrs, [ ] 41-50yrs, [ ] 51yrs and above  
 
C. Marital Status  
[ ] Married, [ ] Single 
 
D.  Working experience  
 [ ] 1-5 years 
 [ ] 6-10 years  
 [ ] 11-15 years  
 [ ] 16-20 years  
 [ ] 21-25 years 
 [ ] 26- 30years 
 [ ] 31 years above 
 
E. Qualification 
 [ ] Secondary certificate 
 [ ] Diploma/ NCE 
 [ ] Degree/ HND 
 [ ] Master Degree 
 [ ] Post Graduate/PGD 
 [ ] PhD 
  
 F. Nature of Job 
 [ ] Administrative/ professional class 
 [ ] Executive/ Technical class 
 [ ] Secretarial class 
 [ ] Clerical/ Junior Technical/ Sub-Technical class 
 [ ] Miscellaneous 
  
G. Department 
[ ] Administration and Supplies/ Human Resource management Department  
[ ] Finance and Account Department 
[ ] Planning, Research and Statistics [ ] Others 
 
H. Status/ Position/ Rank 
 [ ] Junior Staff (01- 06) 
 [ ] Senior Staff (07- 12) 
 [ ] Management/ Administrative Staff (13- 15)  
 [ ] Directorate   (15-17) 
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Part B:  Employee performance 

 

Below are statements that describe your performance based on Task and Contextual 
Performance for the past three years. Please kindly tick (√) the number that accurately 
describes your agreement or disagreement with the statement. (1) Strongly disagree (2) 
Moderately disagree (3) Disagree (4) Undecided (5) Agree (6) Moderately agree (7) 
strongly agree 

No Statements 1 2 3 4 5 6 7 

 Task Performance        

1 I managed to plan my work so that it was done on time        

2 My planning is optimal        

3 I kept in mind the results that I had to achieve in my work        

4 I was able to separate main issues from the side issues at work        

5 I knew how to set the right priorities        

6 I was able to perform my work well with minimal time and 
efforts 

       

7 Collaboration with others was very productive        

 Contextual Performance        

1 I took on extra responsibilities        

2 I started new tasks myself, where my old ones were finished        

3 I took on challenging work tasks when available        

4 I worked at keeping my job knowledge up-to-date        

5 I worked at keeping my job skills up-to-date        

6 I came with creative solutions to new problems        

7 I kept looking for new challenges in my job        

8 I did more than was expected of me        

9 I actively participated in work meetings        

10 I actively looked for ways to improve my performance at work        
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Section C: Motivation  
 
Below are statements that describe the motivation provided by your organization in terms 
of intrinsic and extrinsic motivation. Please kindly tick (√) the number that accurately 
describes your agreement or disagreement with the statement.(1) Strongly disagree (2) 
Moderately disagree (3) Disagree (4) Undecided(5) Agree (6)Moderately agree (7) 
Strongly agree 
 

No Statements 1 2 3 4 5 6 7 

 Intrinsic Motivation        

1 I have responsibilities related to my work.        

2 My colleagues appreciate me for what I did for my 
work. 

       

3 I believe that I have full authority to do my job.        

4 I believe that work which I have done is a 
respectable job. 

       

5 I see myself as an important employee of the 
organization. 

       

6 I have the right to decide on a subject related to my 
work. 

       

7 There is a suitable physical condition in my 
environment of work.  

       

 Extrinsic Motivation        

1 My organization provides sufficient equipment and 
supplies 

       

2 There is an opportunity for promotion in my work.        

3 My superior helps me to solve disagreement with 
my colleagues. 

       

4 I get extra pay for high performance.        

5 I am not awarded due to high performance.        

6 My colleagues are always with me in solving 
personal and family problems. 

       

7 I believe I will be retiring from this organization.         

8 I think that, I get enough fees from my work.        
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Section D: Working Condition  
 

Below are statements that describe working condition provided in your organization based 
on physical, psycho-social and work-life balance. Please kindly tick (√) the number that 
accurately describes your agreement or disagreement with the statement. (1) Strongly 
disagree (2) Moderately disagree (3) Disagree (4) Undecided (5) Agree (6) Moderately 
agree (7) strongly agree 
 
 

No. Statements 1 2 3 4 5 6 7 

 Physical Environment        

1 The furniture I have is comfortable, flexible to adjust, 
easy to rearrange or reorganize. 

       

2 The office is devoid of unnecessary noise        

3 The working space area is sufficient and roomy 
enough 

       

4 The Room or office, I operate from is well 
illuminated 

       

5 The temperature in the room or office, I operate from 
is appropriate 

       

 Psycho-social Environment        

1 I frequently meet with my supervisor about my 
personal development 

       

2 My supervisor respects the co-worker‟s opinions        

3 My role and responsibilities are clearly stated        

4 My job requires the performance of a range of tasks        

5 The supervisor informs employees about important 
decisions, changes or plans for the future 

       

6 I can rely on my supervisor/ line manager to help me 
out of problems 

       

 Work -Life Balance        

1 Due to work related duties, I keep on making 
changes to my plans for family activities. 

       

2 The Demands of my work interfere with my home 
and family life 

       

3 The amount of time my job takes up makes it 
difficult to fulfil family responsibilities 

       

4 My job produces  strain that makes it difficult to 
fulfil family duties 

       

5 The amount of time my job takes up makes it 
difficult to fulfill extracurricular responsibilities 

       

6 My job produces strain that makes it difficult to 
fulfill my extracurricular activities 
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7 Due to work-related duties, I have to make changes 
to my plans for extracurricular activities 

       

8 The demands of my work interfere with my 
extracurricular activities 

       

 

Section E: Organizational Commitment 

 
Below are statements that describe your commitment to organizational goals based on 
affective, normative and continuance commitment. Please kindly tick (√) the number that 
accurately describes your agreement or disagreement with the statement. (1) Strongly 
disagree (2) Moderately disagree (3) Disagree (4) Undecided (5) Agree (6) Moderately 
agree (7) strongly agree 
 
 
 

No. Statements 1 2 3 4 5 6 7 

 
Affective Commitment 

       

1 
I would be very happy to spend the rest of my career 
with this organization 

       

2 
I enjoy discussing my organization with people 
outside it 

       

3 
I really feel as if this organization‟s problems are my 
own 

       

4 
I think that I could easily become as attached to 
another organization as I am to this one  

       

5 
I  feel like part of the family at my organization  

       

6 
I  feel emotionally attached to this organization  

       

7 
This organization has a great personal meaning for 
me 

       

8 
I  feel a strong sense of belonging to my organization 

       

 Normative Commitment        

1 
I think that people these days move from 
organization to organization too often 

       

2 
 Things were better in the days when people stayed in 
one organization for most careers 

       

3 
Even if got another offer for a better job elsewhere, I 
will not feel it right to leave my organization. 

       

4 
I believe that a person most always be loyal to his or 
her organization. 
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5 
Jumping from organization to organization does not 
seem at all unethical to me. 

       

6 
One of the major reasons I continue to work in this 
organization is that I believe loyalty is important and 
therefore feel a sense of moral obligation to remain. 

       

7 
If I got another offer for a better job elsewhere, I 
would not feel it was right to leave my organization 

       

8 
I was taught to believe in the value of remaining 
loyal to one organization. 

       

 Continuance Commitment        

1 
I am not afraid of what might happen if I quit my job 
without another one lined up. 

       

2 
It would be very hard for me to leave my 
organization now. 

       

3 
Too much in my life would be distrusted if I decide 
to leave my organization now. 

       

4 
It wouldn‟t be too costly for me to leave my 
organization now  

       

5 
Right now, staying with my organization is a matter 
of necessity as much as desire  

       

6 
I feel that I have few options to consider leaving this 
organization. 

       

7 
One of the few serious consequences of leaving this 
organization would be the security of available 
alternatives. 

       

8 
One of the major reasons I continue to work for this 
organization is that leaving would require 
considerable personal sacrifice. 
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Section F: Perceived Organizational Justice 

 

Below are statements that describe your view about justice perception in the organization 
based on distributive, procedural and interactional justice. Please kindly tick (√) the 
number that accurately describes your agreement or disagreement with the statement. (1) 
Strongly disagree (2) Moderately disagree (3) Disagree (4) Undecided (5) Agree (6) 
Moderately agree (7) strongly agree 
 

No. Statements 1 2 3 4 5 6 7 

 Distributive Justice        

1 My work schedule is fair.        

2 I think that my level of pay is fair        

3 I consider my workload to be quite fair.        

4 Overall, the rewards I receive here are quite fair.        

5 I feel that my job responsibilities are fair.        

 Procedural Justice        

1 Job decisions are made by my organization in an 
unbiased manner. 

       

2 My organization makes sure that all employee 
concerns are heard before job decisions are made 

       

3 To make job decisions, my organization collects 
accurate and complete information. 

       

4 My organization clarifies decisions and provides 
additional information when requested by employees. 

       

5 All job decisions are applied consistently across all 
affected employees. 

       

6 Employees are allowed to challenge or appeal job 
decisions made by the organization. 

       

 Interactional Justice        

1 When decisions are made about my job, the superior 
treats me with kindness and consideration. 

       

2 When decisions are made about my job, the  superior 
treats me with respect and dignity 

       

3 When decisions are made about my job, the superior 
is sensitive to my personal needs. 

       

4 When decisions are made about my job, the superior 
deals with me in a truthful manner 
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5 When decisions are made about my job, the superior 
shows concern for my rights as an employee. 

       

6 Concerning decisions made about my job, the 
superior discusses the implications of the decisions 
with me 

       

7 The superior offers adequate justification for 
decisions made about my job 

       

8 When making decisions about my job, the superior 
offers explanations that make sense to me 

       

9 My superior explains very clearly any decision made 
about my job 
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Appendix B 
Missing Value Replacement 

 
 
 

  N Mean 
Std. 

Deviation 
Missing No. of Extremesa 

Count Percent Low High 
tp1 432 5.14 1.637 0 0.0 16 0 
tp2 430 5.68 1.595 2 .5 29 0 
tp3 431 5.87 1.505 1 .2 22 0 
tp4 432 5.52 1.508 0 0.0 28 0 
tp5 429 5.40 1.420 3 .7 16 0 
tp6 431 5.36 1.596 1 .2 31 0 
tp7 432 4.83 1.612 0 0.0 23 0 
cp1 430 4.58 1.741 2 .5 0 0 
cp2 431 5.33 1.557 1 .2 29 0 
cp3 431 5.63 1.447 1 .2 17 0 
cp4 429 5.49 1.723 3 .7 34 0 
cp5 431 4.38 1.991 1 .2 0 0 
cp6 430 5.91 1.379 2 .5 17 0 
cp7 431 5.68 1.550 1 .2 19 0 
cp8 431 5.95 1.464 1 .2 21 0 
cp9 430 5.47 1.779 2 .5 40 0 
cp10 429 5.46 1.673 3 .7 32 0 
Im1 430 5.71 1.496 2 .5 21 0 
im2 428 6.05 1.305 4 .9 11 0 
im3 430 5.88 1.452 2 .5 19 0 
im4 429 6.00 1.195 3 .7 9 0 
im5 431 5.65 1.574 1 .2 30 0 
im6 431 5.75 1.318 1 .2 11 0 
im7 430 5.96 1.333 2 .5 13 0 
em1 428 5.85 1.275 4 .9 8 0 
em2 429 5.58 1.326 3 .7 12 0 
em3 431 5.83 1.284 1 .2 12 0 
em4 431 5.98 1.188 1 .2 7 0 
em5 431 5.98 1.315 1 .2 8 0 
em6 431 5.94 1.176 1 .2 6 0 
em7 431 5.97 1.192 1 .2 3 0 
em8 431 6.12 1.129 1 .2 3 0 
pc1 431 5.84 1.270 1 .2 9 0 
pc2 431 5.84 1.270 1 .2 6 0 
p3 432 5.95 1.199 0 0.0 4 0 
pc4 431 6.00 1.235 1 .2 9 0 
pc5 430 5.75 1.459 2 .5 19 0 
ps1 431 5.58 1.384 1 .2 14 0 
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ps2 430 5.79 1.275 2 .5 12 0 
ps3 431 5.76 1.306 1 .2 10 0 
ps4 431 5.67 1.447 1 .2 18 0 
ps5 431 5.82 1.306 1 .2 13 0 
ps6 431 5.55 1.476 1 .2 21 0 
wl1 431 5.90 1.291 1 .2 13 0 
wl2 431 5.93 1.336 1 .2 12 0 
wl3 431 5.80 1.355 1 .2 13 0 
wl4 431 5.87 1.312 1 .2 6 0 
wl5 431 5.83 1.378 1 .2 13 0 
wl6 431 5.66 1.379 1 .2 12 0 
wl7 431 5.58 1.337 1 .2 13 0 
wl8 432 5.67 1.292 0 0.0 11 0 
af1 431 5.68 1.352 1 .2 13 0 
af2 431 5.86 1.201 1 .2 5 0 
af3 431 5.25 1.609 1 .2 0 0 
af4 431 5.32 1.518 1 .2 26 0 
af5 431 5.27 1.657 1 .2 0 0 
af6 431 5.51 1.406 1 .2 16 0 
af7 430 5.49 1.389 2 .5 18 0 
af8 431 5.79 1.295 1 .2 8 0 
nc1 431 5.35 1.589 1 .2 0 0 
nc2 430 5.77 1.400 2 .5 18 0 
nc3 431 5.25 1.556 1 .2 0 0 
nc4 431 5.40 1.506 1 .2 24 0 
nc5 431 5.28 1.492 1 .2 11 0 
nc6 431 5.35 1.472 1 .2 22 0 
nc7 431 5.09 1.628 1 .2 15 0 
nc8 432 4.69 2.117 0 0.0 0 0 
cc1 430 5.04 1.657 2 .5 21 0 
Cc2 432 5.15 1.486 0 0.0 8 0 
cc3 431 5.38 1.391 1 .2 16 0 
cc4 432 5.44 1.361 0 0.0 15 0 
cc5 431 5.66 1.332 1 .2 14 0 
cc6 431 5.51 1.432 1 .2 21 0 
cc7 432 5.44 1.488 0 0.0 25 0 
cc8 430 5.17 1.637 2 .5 0 0 
dj1 432 4.96 1.669 0 0.0 27 0 
dj2 432 5.10 1.597 0 0.0 17 0 
dj3 432 5.54 1.467 0 0.0 19 0 
dj4 431 5.39 1.447 1 .2 18 0 
dj5 432 5.47 1.504 0 0.0 26 0 
pj1 432 5.74 1.422 0 0.0 19 0 
pj2 432 5.59 1.354 0 0.0 14 0 
pj3 432 5.94 1.115 0 0.0 4 0 
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pj4 432 5.29 1.584 0 0.0 0 0 
pj5 432 5.77 1.395 0 0.0 21 0 
pj6 432 5.48 1.357 0 0.0 13 0 
ij1 432 5.44 1.574 0 0.0 29 0 
ij2 432 5.66 1.351 0 0.0 12 0 
ij3 432 4.59 1.756 0 0.0 0 0 
ij4 432 5.35 1.557 0 0.0 29 0 
ij5 432 5.64 1.446 0 0.0 17 0 
ij6 432 5.50 1.718 0 0.0 34 0 
ij7 432 4.40 1.981 0 0.0 0 0 
ij8 432 5.92 1.363 0 0.0 17 0 
ij9 432 5.35 1.471 0 0.0 22 0 
a. Number of cases outside the range (Q1 - 1.5*IQR, Q3 + 1.5*IQR). 

        
   

Data point= 41040 
   

   
MV= 96 

   
   

missing value = 96/41040*100= 0.2333 
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Appendix C 
Harman’s Single-Factor 

 

Component 

Initial Eigenvalues 
Extraction Sums of Squared 

Loadings 

Total 
% of 

Variance 
Cumulative 

% Total 
% of 

Variance 
Cumulative 

% 
1 26.693 28.098 28.098 26.693 28.098 28.098 
2 7.227 7.607 35.706 7.227 7.607 35.706 
3 4.006 4.216 39.922 4.006 4.216 39.922 
4 2.913 3.067 42.989 2.913 3.067 42.989 
5 2.602 2.739 45.728 2.602 2.739 45.728 
6 2.395 2.521 48.249 2.395 2.521 48.249 
7 2.140 2.252 50.501 2.140 2.252 50.501 
8 1.981 2.085 52.586 1.981 2.085 52.586 
9 1.890 1.989 54.575 1.890 1.989 54.575 

10 1.701 1.790 56.365 1.701 1.790 56.365 
11 1.672 1.760 58.125 1.672 1.760 58.125 
12 1.658 1.745 59.871 1.658 1.745 59.871 
13 1.567 1.650 61.520 1.567 1.650 61.520 
14 1.439 1.515 63.035 1.439 1.515 63.035 
15 1.364 1.436 64.471 1.364 1.436 64.471 
16 1.271 1.338 65.809 1.271 1.338 65.809 
17 1.238 1.303 67.112 1.238 1.303 67.112 
18 1.182 1.244 68.356 1.182 1.244 68.356 
19 1.137 1.197 69.553 1.137 1.197 69.553 
20 1.109 1.168 70.721 1.109 1.168 70.721 
21 1.048 1.103 71.823 1.048 1.103 71.823 
22 1.031 1.086 72.909 1.031 1.086 72.909 
23 1.015 1.068 73.977 1.015 1.068 73.977 
24 .934 .983 74.960       
25 .907 .955 75.915       
26 .868 .914 76.829       
27 .816 .859 77.688       
28 .793 .835 78.524       
29 .779 .820 79.344       
30 .758 .798 80.142       
31 .718 .756 80.897       
32 .689 .725 81.622       
33 .674 .710 82.332       
34 .646 .680 83.012       
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35 .635 .669 83.680       
36 .621 .654 84.334       
37 .583 .613 84.948       
38 .577 .608 85.555       
39 .543 .572 86.127       
40 .539 .568 86.695       
41 .518 .545 87.240       
42 .502 .528 87.768       
43 .468 .493 88.261       
44 .456 .480 88.741       
45 .453 .477 89.218       
46 .449 .473 89.691       
47 .442 .465 90.156       
48 .419 .441 90.597       
49 .399 .420 91.017       
50 .395 .416 91.433       
51 .380 .400 91.833       
52 .371 .391 92.224       
53 .362 .381 92.605       
54 .352 .371 92.976       
55 .345 .363 93.340       
56 .332 .349 93.689       
57 .326 .343 94.032       
58 .307 .323 94.355       
59 .298 .314 94.669       
60 .292 .307 94.977       
61 .283 .298 95.274       
62 .273 .287 95.562       
63 .271 .285 95.847       
64 .259 .272 96.119       
65 .249 .263 96.382       
66 .243 .256 96.637       
67 .238 .250 96.888       
68 .225 .237 97.124       
69 .221 .233 97.357       
70 .206 .217 97.574       
71 .199 .210 97.784       
72 .189 .199 97.983       
73 .189 .199 98.181       
74 .177 .186 98.368       
75 .170 .179 98.546       
76 .165 .174 98.720       
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77 .157 .165 98.885       
78 .151 .159 99.044       
79 .146 .153 99.198       
80 .139 .146 99.344       
81 .129 .136 99.479       
82 .120 .126 99.605       
83 .107 .113 99.718       
84 .079 .084 99.802       
85 .076 .080 99.882       
86 .048 .050 99.932       
87 .031 .032 99.964       
88 .027 .028 99.992       
89 .007 .008 100.000       
90 4.722E-

11 
4.970E-

11 
100.000       

91 3.529E-
14 

3.715E-
14 

100.000       

92 3.752E-
16 

3.950E-
16 

100.000       

93 9.375E-
17 

9.869E-
17 

100.000       

94 8.077E-
18 

8.502E-
18 

100.000       

95 -9.274E-
17 

-9.762E-
17 

100.000       

Extraction Method: Principal Component Analysis. 
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Appendix D 
Univariates analysis 
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APPENDIX E 
                                                    CROSSTABULATION  

 
GENDER * taskperformance Crosstabulation 

  Total 
GENDER MALE Count 321 

% within 
taskperformance 

74.3% 

FEMALE Count 111 
% within 
taskperformance 

25.7% 

Total Count 432 
% within 
taskperformance 

100.0% 

  
  

  

GENDER * contextualperformance Crosstabulation 

  Total 
GENDER MALE Count 321 

% within 
contextualperformance 

74.3% 

FEMALE Count 111 
% within 
contextualperformance 

25.7% 

Total Count 432 
% within 
contextualperformance 

100.0% 
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AGE * taskperformance Crosstabulation 

  Total 
AGE 21-30 YEARS Count 124 

% within 
taskperformance 

28.7% 

31-40  
YEARS 

Count 175 
% within 
taskperformance 

40.5% 

41-50 YEARS Count 109 
% within 
taskperformance 

25.2% 

51 YEARS 
AND ABOVE 

Count 24 
% within 
taskperformance 

5.6% 

Total Count 432 
% within 
taskperformance 

100.0% 

  
  

  
AGE * contextualperformance Crosstabulation 

  Total 
 
AGE 21-30 YEARS Count 124 

% within 
contextualperformance 

28.7% 

31-40  
YEARS 

Count 175 
% within 
contextualperformance 

40.5% 

41-50 YEARS Count 109 
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% within 
contextualperformance 

25.2% 

51 YEARS 
AND ABOVE 

Count 24 
% within 
contextualperformance 

5.6% 

Total Count 432 
% within 
contextualperformance 

100.0% 
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QUALIFICATION * taskperformance Crosstabulation 

  Total 
QUALIFICATION secondary 

certificate 
Count 25 
% within 
taskperformance 

5.8% 

diploma/NCE Count 171 
% within 
taskperformance 

39.6% 

degree/HND Count 127 
% within 
taskperformance 

29.4% 

masters degree Count 62 
% within 
taskperformance 

14.4% 

post graduate/ 
PGD 

Count 41 
% within 
taskperformance 

9.5% 

PhD Count 6 
% within 
taskperformance 

1.4% 

Total Count 432 
% within 
taskperformance 

100.0% 

  
  

  

QUALIFICATION * contextualperformance Crosstabulation 

  Total 
QUALIFICATION secondary 

certificate 
Count 25 
% within 
contextualperformance 

5.8% 

diploma/NCE Count 171 
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% within 
contextualperformance 

39.6% 

degree/HND Count 127 
% within 
contextualperformance 

29.4% 

masters degree Count 62 
% within 
contextualperformance 

14.4% 

post graduate/ 
PGD 

Count 41 
% within 
contextualperformance 

9.5% 

PhD Count 6 
% within 
contextualperformance 

1.4% 

Total Count 432 
% within 
contextualperformance 

100.0% 
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EXPERIENCE * taskperformance Crosstabulation 

  Total 
EXPERIENCE 1-5 YEARS Count 115 

% within 
taskperformance 

26.6% 

6-10 YEARS Count 96 
% within 
taskperformance 

22.2% 

11-15 YEARS Count 78 
% within 
taskperformance 

18.1% 

16-20 YEARS Count 51 
% within 
taskperformance 

11.8% 

21-25 YEARS Count 71 
% within 
taskperformance 

16.4% 

26-30 YEARS Count 15 
% within 
taskperformance 

3.5% 

31 YEARS 
ABOVE 

Count 6 
% within 
taskperformance 

1.4% 

Total Count 432 
% within 
taskperformance 

100.0% 
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EXPERIENCE * contextualperformance Crosstabulation 

  Total 
EXPERIENCE 1-5 YEARS Count 115 

% within 
contextualperformance 

26.6% 

6-10 YEARS Count 96 
% within 
contextualperformance 

22.2% 

11-15 YEARS Count 78 
% within 
contextualperformance 

18.1% 

16-20 YEARS Count 51 
% within 
contextualperformance 

11.8% 

21-25 YEARS Count 71 
% within 
contextualperformance 

16.4% 

26-30 YEARS Count 15 
% within 
contextualperformance 

3.5% 

31 YEARS 
ABOVE 

Count 6 
% within 
contextualperformance 

1.4% 

Total  
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 100.0% 

  
  

  Total 
STATUS SINGLE Count 118 

% within 
taskperformance 

27.3% 

MARRIED Count 314 
% within 
taskperformance 

72.7% 

Total Count 432 
% within 
taskperformance 

100.0% 

  
  

  
STATUS * contextualperformance Crosstabulation 

  Total 
STATUS SINGLE Count 118 

% within 
contextualperformance 

27.3% 

MARRIED Count 314 
% within 
contextualperformance 

72.7% 

Total Count 432 
% within 
contextualperformance 

100.0% 
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Natureofjob * taskperformance Crosstabulation 

  Total 
Natureofjob administrative/ 

professional 
class 

Count 151 
% within 
taskperformance 

35.0% 

executive/ 
technical class 

Count 101 
% within 
taskperformance 

23.4% 

secretarial 
class 

Count 93 
% within 
taskperformance 

21.5% 

clerical/junior 
technical/ sub-
technical class 

Count 56 
% within 
taskperformance 

13.0% 

Miscellaneous Count 31 
% within 
taskperformance 

7.2% 

Total Count 432 
% within 
taskperformance 

100.0% 

  
  

  Total 
Natureofjob administrative/ 

professional 
class 

Count 151 
% within 
contextualperformance 

35.0% 

executive/  Count 101 

 
technical class 

% within 
contextualperformance 

23.4% 

secretarial  Count 93 
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Class 

% within 
contextualperformance 

21.5% 

clerical/junior 
technical/ sub-
technical class 

Count 56 
% within 
contextualperformance 

13.0% 

Miscellaneous Count 31 
% within 
contextualperformance 

7.2% 

Total Count 432 
% within 
contextualperformance 

100.0% 

  
  

  Total 
Department admin and 

supplies/ 
human 
resource mgt 
dept 

Count 141 
% within 
taskperformance 

32.6% 

finance and 
account dept 

Count 117 
% within 
taskperformance 

27.1% 

planning, 
research and 
statistics 

Count 92 
% within 
taskperformance 

21.3% 

Others Count 82 
% within 
taskperformance 

19.0% 

Total 
  

Count 
% within 
taskperformance 

432 
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Department * contextualperformance Crosstabulation 

  TOTAL 
Department admin and 

supplies/ 
human 
resource mgt 
dept 

Count 141 
% within 
contextualperformance 

32.6% 

finance and 
account dept 

Count 117 
% within 
contextualperformance 

27.1% 

planning, 
research and 
statistics 

Count 92 
% within 
contextualperformance 

21.3% 

Others Count 82 
% within 
contextualperformance 

19.0% 

Total Count 432 
% within 
contextualperformance 

100.0% 
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Position * taskperformance Crosstabulation 

  Total 
Position junior staff Count 164 

% within 
taskperformance 

38.0% 

senior staff Count 132 
% within 
taskperformance 

30.6% 

mgt/ admin 
staff 

Count 84 
% within 
taskperformance 

19.4% 

Directorate Count 52 
% within 
taskperformance 

12.0% 

Total Count 432 
% within 
taskperformance 

100.0% 

  
  

  

Position * contextualperformance Crosstabulation 

  Total 
 junior staff 

senior staff 
mgt/ admin 
staff 

Count 
% within 
contextualperformance 
Count 
% within 
contextualperformance 

164 
38.0% 

132 
30.6% 

Count 84 
% within 
contextualperformance 

19.4% 
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Directorate Count 52 
% within 
contextualperformance 

12.0% 

Total Count 432 
% within 
contextualperformance 

100.0% 
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APPENDIX F 
Decision on PhD Proposal Defense by the Panel Reviewers Committee 
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Appendix G 
Letter of Introduction for the Purpose of Data Collection 
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Appendix H 
Request for Permission to Collect Data 
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APPENDIX I 
    Letter of Permission to collect DatafromMinistries 
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