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Abstract
Objective: The literature on the combined effects of motivation, training and workplace environment on employee performance in the public sector in the Third World economies is limited. To close this gap, this paper examines the influence of motivation, training and workplace environment on employee performance in Sokoto State, Nigeria. 
Method: The study used a quantitative methodology design. A structured questionnaire was used to collect data from 565 junior and senior civil servants (grades 07 to 15) in three senatorial zones of Sokoto State. The participants were sampled using a purposive sampling method. The sampled population comprises 162 for the Ministry of Education, 185 for the Ministry of Health and 218 for the Ministry of Finance based on the Taro Yamani sampling formula. Similarly, data were analysed using Partial Least Squares and Structural Equation Modelling (PLS-SEM).
Results: The results of Employee Motivation (EM) revealed a statistically significant direct relationship with Employee Performance (EP), which shows a t-statistic of 7.479. Similarly, the results of Employee Training (ET) show a significant impact on EP with a t-statistic of 3.442, and Work Environment (WE) has the most substantial impact on EP, with a high t-statistic of 18.041. Thus, the study found that motivation, training and workplace environment have a significant influence on employee performance in Sokoto State public service.
Conclusion: The current study reveals the benefits of motivation, training and workplace environment in enhancing employee productivity and performance in public organisations. It shows that inconsistent managerial practices may undermine employee morale and stifle their productivity and recommends strategic training and upgrading of the workplace environment that stimulates public sector workers’ interests and improves their productivity at work. 
Keywords: Motivation, training, workplace environment, employee performance, public service, Sokoto State, Nigeria 












1. Introduction 
Employee performance (EP), defined as measurable behaviour of employees that contributes to organisational goals, is one of the significant aspects of organisational development (Paais & Pattiruhu, 2020). It is primarily focused on the specific task performance of the employees, their actions and outcomes. This explains why some scholars describe employee performance in two dimensions: behavioural dimension (workers’ attitudes and work-related behaviours) and quantifiable dimension (service delivery and quality) (Ullah, Hameed & Mahmood, 2024), which are both critical in the functioning and performance of public organisations. Across the world, public organisations are struggling with the declining performance of employees, which usually results from disengagement, arising from multiple factors, such as burnout, cultural misalignment and lack of motivation. For example, in the United States, only 31 per cent of public sector employees are engaged, and this has a negative impact on employee productivity and performance (Gallup, 2025). The story is the same in the United Kingdom (UK). About 91 per cent of UK employees say their organisations struggle to adapt, especially due to structural changes in consequence of a pandemic or government regulations, which affect their productivity (Corpe, 2025). Similarly, an empirical study on the productivity of Nigerian government employees conducted by Ebere et al. (2023) found that leadership style, staff training, employees’ attitudes toward work and staff welfare are some of the crucial factors influencing employee productivity and performance.   
The public service reflects the state of the nation, and no nation has been able to go beyond its public service. For any nation, therefore, to attain sustainable development for the enhancement of the standard of living of its people, that nation must establish a properly organised public service to implement government policies (Waktola, 2019). Although previous empirical studies in the field of work and organisational psychology have identified several predisposing social and economic factors that influence employee performance, such as leadership style (Khassawneh & Elrehail, 2022; Soetirto, Muldjono & Hidayatulloh, 2023), organisational culture (Mohsen, Neyazi, & Ebtekar, 2020; Diana, et al, 2021), competence (Herwina, 2022; Njururi, 2016), compensation (Naidu & Satyanarayana, 2018; Candradewi & Dewi, 2019) and commitment (Bagis et al., 2023; Paramita, Lumbanraja & Absah). Yet, only a handful of studies have extended their empirical investigations on the influence of motivation, training and workplace environment on public service (Adaze, 2019; Petrovsky & Ritz, 2014; Nguyen, Yandi, & Mahaputra, 2020; Nvene, Yusuf & Shuaibu, 2022). 
Motivation, training and workplace environment have a strong effect on employee motivation because they cover different psychological, social, economic and environmental organisational dimensions that have a strong impact on employee’s performance, especially within the context of public sector and public service in developing economies (Saidi et al., 2019; Girdwichai & Sriviboon, 2020) where the environment is ‘hostile’ and resources are scarce (Ekundayo, 2018; Schindeler, 2021 Abbas, Hussein & Khali, 2017). Yet, the literature on the combined effects of the three factors (motivation, training and workplace environment) on employee performance in the public sector in Third World economies is limited. To close this gap, this paper examines the influence of motivation, training and workplace environment on employee performance in Sokoto State, Nigeria. The paper is focused on answering the primary research question: Do motivation, training and workplace environment predict employee performance in Sokoto State? Sokoto State is particularly relevant because of its location in a developing nation (Nigeria) and a hostile region (northern Nigeria), where ‘civil servants receive low wages, which results in poverty, poor health care and a poor attitude to work’ (Ogundiya, Titus & Medupin, 2023, p. 65).
2. Literature Review and Hypotheses Development
2.1 Employee performance 
[bookmark: _Hlk172592298]The concept of employee performance is defined as the successful accomplishment of tasks and obligations allocated to chosen personnel based on a set of performance objectives of an organisation (Armstrong & Taylor, 2023). The performance of an employee is measured against other key indicators, such as absenteeism, the quality of work delivered and the time of reporting for and leaving the duty. In this case, Lelei (2018, p. 12) argued that employee performance also extends to the ‘efficacy’ and ‘efficiency’ of employees in attaining their responsibilities within the context of organisational needs. Lelei’s (2018) definition is critical as it recognises the efficiency and the effectiveness of the employee as major determinants of organisational productivity; however, the two variables identified, efficiency and effectiveness, may not be the only factors or indicators that should be used in measuring workers performance because of the complexity of actions, functions and outcomes of employees within the work environment.
[bookmark: _Hlk172592353]In the context of an organisation, the term ‘performance’ is used to describe the manner in which employees carry out their duties throughout the production process while utilising the organisational resources at their disposal (Halaibah, 2013). Thus, performance represents the outcomes of every action within an industry or a specific business organisation. Employee performance, therefore, can be seen as the process by which the activities and the behaviour of employees are in line with the goal of the organisation (Caillier, 2014). In spite of the importance of employee performance to organisational growth, there has not been a universally acceptable definition of the concept. Employee performance is perceived in different ways by different scholars, governmental institutions as well as non-governmental organisations (Osazevbaru & Amawhe, 2021). The reason for the differences in the conceptualisation of the concept is partly because organisational scholars limit their conceptualisation within the satisfaction of their analysis (Robbins & Judge, 2022). Similarly, variations in definitions are inevitable because the metrics of employee performance differ across industries, economies and formal organisations. 
In this paper, we defined employee performance as the ability of workers to perform the tasks assigned to them in the organisation in the most effective and efficient manner for their career benefits and for the benefits of their organisation. 

2.2 Motivation and employee performance
The word ‘motivation’ is said to be derived from the word 'motive', which simply refers to a person’s needs, wants and desires. The word first appeared in print in the early 1880s. Prior to this, the term ‘will’ or motivated human behaviours was employed by all social theorists and philosophers (Naff & Crum, 1999). For several years, different organisations have employed motivation as one of the important components to boost staff productivity, which therefore raises overall organisational output. Every sector’s development and success, whether it is a private or a public sector, is in large part dependent on how highly motivated its workforce is. For example, highly motivated employees are predicted to perform better than less motivated ones (Omale et al., 2023). 
Several empirical studies link motivation and employee performance. The study conducted by Girdawichai and Sriviboon (2020) used the survey-based methodology. The authors collected data from the academic staff in the ten leading business schools in Indonesia. The result revealed that motivation is one of the strong determinants of employee performance. Alalade and Oguntodu (2015) used descriptive analysis and linear regression analysis to empirically analyse employee performance in the Nigerian banking sector. The researchers investigated five banks (First Bank of Nigeria, Guarantee Trust Bank, Diamond Bank, Zenith Bank and Wema Bank) in the vicinity of Lagos Island. The main objective of the study was to examine the role of motivation in employees’ performance in the Nigerian banking industry. The researchers collected quantitative data, and the findings of the study showed that employee performance is directly and favourably impacted by motivation. The findings also suggested a possible relationship between employee motivation and performance. Similar to this, the outcome showed that employees perform better the more motivated they are. The investigation makes it evident that the fundamental factor maintaining and enhancing employees' performance in banks is their motivation.
In their empirical study on the impact of employee motivation on organisational performance in Anambara State, Nigeria, Muogbo (2013) raised three questions: (1) how does employee motivation affect organisational performance? (2) How does an increase in motivational tools affect employees in an organisation? (3) Does employee motivation have any relationship with organisational performance or firm growth? The researcher selected 103 manufacturing workers in Anambara State to participate in the study. The researcher also used descriptive statistics to answer the research questions, and the Spearman Rank Correlation Coefficient was used to test the three hypotheses that guided the study. The result obtained from the analysis showed that employee motivation does have a strong influence on organisational performance. Specifically, the study found that a peculiar type of motivation, extrinsic motivation, especially has strong effects on workers’ performance in Anambara State. 
Muogbo’s (2013) study contributes to the literature on extrinsic motivation and employee performance in developing economies. The findings in the study suggest a link between extrinsic motivation and employee performance; however, the study is silent on the role of intrinsic motivation in employee performance. Based on the findings in the study, fairness in the compensation package has a tremendous effect on employees’ motivation and may raise their performance levels in organisations. 
2.3 Training and employee performance 
In the context of an organisation, training is a learning process that enhances workers’ job-related knowledge and stimulates their skills in understanding their responsibilities and how they should execute them to meet organisational needs (Laing, 2021). According to Henrietta (2025, p. 31), training serves as a ‘strategic nerve’ that promotes the efficient and effective operation of the workplace, which in turn enhances employee well-being, productivity and organisational growth. One can infer from the definition that training is one of the essential components that stimulate employees' productivity and competencies in an organisational setting. Training programmes in the workplace help employees become more engaged in their work by increasing their awareness of discharging their duties. Because it concentrates on strengthening employees’ abilities to fulfil their given responsibilities, training is one of the important activities in human resource management. 
Kuruppu, Kavirathne and Karunarathna (2021) investigated how training affected employees’ performance in some selected business firms in Sri Lanka. The authors used correlation and regression analysis to analyse their findings. The authors found that training and employee performance are positively and significantly related. They also claimed that training is a fundamental component of effective human resource management, and it helps in advancing the knowledge, abilities and skills of employees in organisations. The impact of training on employee performance at Indorama Elema Petrochemical Limited and Warri Refinery and Petrochemical Company Limited was also empirically explored by Chukwu and Anele in 2022, using regression and correlation analysis. The findings showed that training had a favourable and significant effect on employees' success in the chosen company. The findings also showed a significant association between training and employee performance. 
2.4 Workplace environment and employee performance 
[bookmark: _Hlk177481119]‘Workplace environment' connotes the totality of interactions between employees and the setting in which they work (Onwuzuligbo & Nwobodo, 2022). Pracoyo et al. (2022) assert that an attractive, comfortable and satisfying work environment helps employees feel proud of their work and have a feeling of purpose in their work. Thus, positive and supportive working conditions increase employee performance, which in turn helps organisational growth and development, which is why the workplace environment's quality has the greatest bearing on an employee's performance level and subsequent output (Ali & Anwar, 2021). This is because the workplace provides the setting that provides various groups with access to varying supporting resources to accomplish tasks that are in line with the organisation’s vision and mission (Karmila et al., 2024). 
In his empirical study, Alemu (2022) examined how the performance of workers at Wollo University in Ethiopia influenced efficient service delivery. The researcher selected sixty-six (66) employees using systematic random sampling, and a questionnaire was administered to them based on the study’s objectives. Pearson correlation and multiple linear regression analysis were both used in the study, and the study found the following: The office environment has a significant and positive influence on employees’ performance. It also revealed that employees’ work-life balance affected their degree of performance. The results show a strong relationship between work environment, employee rewards and work-life balance, including the fact that an employee’s performance at the institution is influenced by the qualities of their job environment. This is consistent with Sidi et al.’s (2019) findings, which suggest a strong connection between workplace environment and employee performance, since a work-friendly and conducive atmosphere not only piques a worker’s interest but also stimulates their interest to stay at their workstation and do the work they are assigned to do (Sidi et al., 2019).    
However, if the work environment is not conducive and work-friendly, the reverse would be the case. In other words, the workers' interests would be depleted; they would feel less motivated, and that would affect their productivity and performance. With limited infrastructure in Sokoto State and the people’s attitude to public service, most of the public organisations in the state are not work-friendly (Syed et al., 2012; Waktola, 2019; Silalahi & Wonua, 2025). This suggests that the work environment is linked to motivation, since a positive or negative environment has the power to stimulate a worker’s psychological motives and interests. Furthermore, regardless of the organisational environment, some workers can still manage the negative circumstances emanating from the external environment that they cannot control and build positive defences from within themselves, with the help of their learning experiences and self-efficacies, to stay calm and produce positive results at the workplace (Waktola, 2019). What this means is that a workplace alone will not impact employee performance, which is why the combination of motivation, training and workplace environment better predicts employee job performance in public organisations in Sokoto State.   



2.5 Theoretical Framework
The paper adopts the Expectancy Theory (ET), the classical motivation theory propounded and developed by Victor Vroom in 1964. The central question that the theory attempts to answer is why employees choose to behave in certain ways? The central argument of the theory is that workers are motivated to behave in specific manners when they ascertain that their efforts will result in positive performance and earn them the reward they value (Vroom, 1964). In this context, Vroom (1964) posited that motivation is defined as the combined effects of expectancy, instrumentality and value (E × I × V). Meanwhile, instrumentality is ‘the subjective evaluation of the likelihood of various rewards (a bonus or a pay rise) as a result of good task performance’ (Lunenburg, 2011, p. 17). In everyday organisational practices, employees are mindful that some rewards have a 100 per cent chance of happening, while others have a much lower chance (Vroom, 1964; Lunenburg, 2011). The 'V', also known as 'value' or ‘valence’ (Vroom, 1964), is referred to as the value or benefits that an employee perceives to gain when they perform in the workplace (Lawler & Suttle, 1973).
In the context of public organisations in Sokoto State, employers’ expectations, such as performance standards and supervisory support, can strengthen or weaken employees’ beliefs and expectancy. When employers demonstrate confidence in employees’ abilities, provide adequate resources and set realistic expectations, employees are more likely to believe that their efforts will result in better performance. Conversely, as Holton, Ruona, and Leimbach (1998) noted, unrealistic or poorly communicated expectations may reduce employees’ motivation to exert effort. Moreover, instrumentality concerns the belief that good performance will lead to desired outcomes or rewards. For example, employers’ expectations in Sokoto State public organisations influence instrumentality by shaping organisational reward structures, promotions, recognition and sanctions. In many Ministries, Departments and Agencies in Sokoto State, if employees perceive that meeting employers’ expectations does not translate into tangible rewards, such as promotion, job security, or recognition, their performance levels may decline (Atkinson, 1964). However, when employers consistently link high performance to meaningful outcomes, they are more motivated to meet or exceed expectations.
Similarly, the value employees attach to the expected rewards of their actions is instrumental to their performance at work. In Sokoto State, employees may value different outcomes, including salary increments, career progression, respect, job stability, or social recognition (Atkinson, 1964); but employers’ expectations influence performance only when the outcomes associated with meeting those expectations align with employees' personal values. If the rewards attached to performance are perceived as insignificant, motivation and performance are likely to remain low despite high employer expectations (Parijat & Bagga, 2014). Public sector performance in Sokoto State is influenced by bureaucratic structures, limited incentives, and inconsistent performance management systems. Employers’ expectations, when clearly defined and supported by fair reward mechanisms, can enhance employee motivation and performance. However, when expectations are poorly aligned with rewards or employees’ values, performance outcomes may be negatively affected.
In essence, prior studies conducted on the influence of motivation, training and workplace environment on employee performance (Niati, Siregar & Prayoga, 2021; Ernawati et al., 2023) are mostly conducted within the context of business firms and private and manufacturing sectors (Onyango & Wanyoike, 2014; Omollo, 2015). Thus, previous works that jointly study the influence of motivation, training and workplace environment on employee performance are scanty, and most of those studies were conducted in Europe, Asia, Northern and Southern America, and some parts of Africa (Naff & Crum, 1999; Muogbo, 2013; Onyango & Wanyoike, 2014). In this regard, specific northern regions, especially within the Nigerian State, are ignored. Hence, this study examines the influence of motivation, training and workplace environment on employee performance in Sokoto State (Figure 1). The study seeks to develop the following hypotheses: 

H₀: Motivation, training and workplace environment have no positive significant effect on employee performance in Sokoto State.
H₁: Motivation, training and workplace environment have a significant positive effect on employee performance in Sokoto State.
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Figure 1: The influence of motivation, training and workplace environment on employee performance



3. METHODOLOGY 
3.1 Research Design 
The paper employed a quantitative survey design, a research approach that uses numerical data, instead of respondents’ feelings. According to Creswell (2014), survey designs are widely used in social and managerial sciences to gather insights into individuals’ attitudes, behaviours, opinions and beliefs. This method was selected because it offers a systematic framework for collecting numerical data that helps in answering the study's research questions and ensures that the data obtained is both reliable and valid. Such an approach minimises the risk of bias and improves the credibility of the findings. It is important to reiterate that in the course of collecting a large dataset in quantitative studies, the chances of committing errors in participants’ responses are inevitable (Bryman & Bell, 2012). In this regard, such issues were addressed through the use of secondary data analysis, or the utilisation of existing published resources, including books, peer-reviewed journal articles and other scientific materials related to employee performance in the public sector. 
3.2 Study Population 
The target population for this study is all the civil servants in Sokoto State, whose overall population stands at twenty-nine thousand five hundred and eighty-three (29, 583) (Lawal, 2020). The civil servants in Sokoto are classified in three main categories: Junior staff cadre, senior staff cadre and political office holders. This specific unit of analysis in this study was the junior and senior staff cadre because they are the ones who are mostly involved in public service administration. Thus, the study employed both the junior staff and senior civil servants (from grade level 07 to grade level 15) in Sokoto State, currently working with the Sokoto State ministries of education, health and finance. 


3.3 Sampling Size and Sampling Technique 
The estimated number of employees in these categories across the three ministries is 1,094, comprising 271 for the Ministry of Education, 345 for the Ministry of Health, and 478 for the Ministry of Finance. These three ministries were selected because they are considered the most well-known and employ the most civil servants in the state. The study focused on both the junior and senior public servants in the three respective ministries because they are considered to be the workers who applied their skills in different areas of specialisation to discharge their assigned responsibilities. The study sampled 565 respondents, using a purposive sampling method (Creswell, 2014). The sampled population comprises 162 for the Ministry of Education, 185 for the Ministry of Health and 218 for the Ministry of Finance based on the Taro Yamani formula (Yamani, 1967), illustrated as follows: 

Where 𝑛 is the required sample size, 𝑁 is the population size and 𝑒 is the margin of error. For this study, a tolerable margin of error of 𝑒 = 0.05 was used. This means a 95% confidence interval was implored for the sample estimate. Accordingly, the respective sample size was calculated based on the formula.
Sample size for ministry of education   
Sample size for ministry of health         
Sample size for ministry of finance      
Total sample size (five hundred and sixty-five)	 = 565


3.4 Methods of Data Collection
A structured questionnaire was designed via KoboToolbox and used to collect data from the junior and senior civil servants in Sokoto State. The structured questionnaire was presented in relative detail to the variables related to motivation, training and workplace environment (Bryman & Bell, 2012).  The respondents were all educated, which means that the questionnaire was administered in English. On the whole, the structured questionnaire elicited information about the respondents’ socio-economic background as well as relevant questions that were in line with the stated research questions in the current study. The questions in the questionnaire also consisted of both open-ended and closed-ended questions (Creswell, 2014).
3.5 Methods of Data Analysis
The Partial Least Square and Structural Equation Modelling (PLS SEM) was used for data analysis. The PLS models of evaluation used prediction-oriented measures, which is applicable for explanatory and confirmatory researches (Hair, Hult, Ringle, & Sarstedt, 2014). The model assessment used two stage approaches where both the measurement and structural models were evaluated (Anderson et al., 2013 & Gerbing, 1998). To estimate the determinants of employee performance in Sokoto State public service, a multiple regression model will be used. The respective model is specified as:
                                   


Where Perf = performance; Mot = Motivation; Trn =Training; Wok=Workplace environment; C= is an intercept term for the model; Con = is a vector of control variables that captures other covariates that may equally influence employee performance (Hair, Hult, Ringle, & Sarstedt, 2014). Thus, , , and  = are the respective coefficients to be estimated in the model; , , and = are the vectors of parameters for the control variables and = is the error term assumed to be normally distributed with a zero mean and constant variance that will be included in the model.
Similarly, the variables , , and  imply employee performance within the education, health, and finance ministry respectively. In addition, the variables , , and  represent motivation, workplace environment, and employee training respectively. However, the variable  is a vector of control variables that captures other covariates that may equally influence employee performance in the various ministries. Such variables may include demographic factors such as age, gender, and educational status. It could also include variables that help to elicit certain perceptions of workers and their attitudes towards work in the respective ministries. From the models,  is an intercept term for the model while , , and  are the respective coefficients to be estimated in the model. Specifically, , , and  are the vectors of parameters for the control variables that will be included in the model. Lastly,  is the error term assumed to be normally distributed with a zero mean and constant variance that will included in the model. The structural Equation Model will be used to provide a clear explanation for the data collected.
4. RESULTS 
4.1 Data Analysis 
This section discussed how the data collected in the course of this study was analysed using Smart PLS SEM version 4 (Setyobudi et al, 2024). Measurement model assessment was commenced where composite reliability, average variance extracted (AVE) and item loadings of the study constructs were assessed (Perkasa & Purwanto, 2024). Moreover, discriminate validity was also examined for the entire constructs (motivation, training, workplace environment, and employee performance). In addition, a comprehensive analysis of the factor loadings, composite reliability and AVE calculation of all the reflective constructs (MOT, TRN, WP and EP) was analysed (Figure 2) as well as the analysis of the structural model assessment, by testing the coefficient (hypotheses) among the variables under study and decision on whether to support or reject the hypotheses. Finally, the evaluation of R2   square, effect size f2 and predictive relevance of the whole model was systematically done. 
[image: ]
Figure 2: Measurement Model Algorithm
Figure 2 above presents the results of the measurement model algorithm as well as factor loadings, composite reliability (CR), and average variance extracted (AVE) for all reflective constructs (MOT, TRN, WP, and EP) under investigation. As it is indicate from the figure, the values of the AVE range from 0.525 to 0.544. The values also exceed the recommended threshold of 0.50, thus, establishing convergent validity. The composite reliability values also range from 0.709 to 0.886, which is above the acceptable minimum benchmark of 0.70. Therefore, these results indicate satisfactory internal consistency and reliability of the constructs because the factor loadings, CR and AVE values meet the criteria recommended by Baharum et al. (2023). Similarly, the results of the discriminant validity assessment are presented in Table 1.
Table 1: Measurement Model Assessment (Standardised Loadings, Composite Reliability, Cronbach’s Alpha, and Average Variance Extracted)
	Latent constructs & indicators
	Standardized Loadings
	Composite Reliability
	Cronbach Alfa
	Average Variance Extracted

	Employee Performance 
	
	
	
	

	EP04
	.685
	.886
	0.851
	.527

	EP05
	.849
	
	
	

	EP06
	.721
	
	
	

	EP08
	.615
	
	
	

	  EP10
	.703
	
	
	

	  EP11
	.744
	
	
	

	  EP13
	.745
	
	
	

	Employee Motivation
	
	
	
	

	 EM02
	.630
	.780
	0.575
	.544

	 EM11
	.790
	
	
	

	 EM12
	.782
	
	
	

	Employee Training
	
	
	
	

	 ET2
	.671
	.816
	.731
	.525

	 ET4
	.874
	
	
	

	 ET5
	.837
	
	
	

	 ET8
	.735
	
	
	

	 ET09
 ET10                                           
	.710
.434                                         
	
	
	

	Work Environment
	
	
	
	

	 WE04
	.648
	.709
	.863
	.541

	 WE05
	.887
	
	
	

	 WE07
	.689
	
	
	

	 WE08
	.693
	
	
	


Note: CR = Composite Reliability; AVE = Average Variance Extracted.
Table 2. Discriminant Validity Assessment Using the HTMT and Fornell–Larcker Criterion (n = 565)
	
	
	HTMT
	
	

	
	
	
	
	

	Constructs
	EM
	EP
	ET
	WE

	EM
	 
	 
	 
	 

	EP
	0.844
	 
	 
	 

	ET
	0.879
	0.394
	 
	 

	WE
	1.044
	0.886
	0.533
	 

	
	
	
	
	

	
	Fornell-Larcker criterion
	

	
	
	
	
	

	Constructs
	EM
	EP
	ET
	WE

	EM
	0.737
	 
	 
	 

	EP
	0.627
	0.726
	 
	 

	ET
	0.625
	0.326
	0.724
	 

	WE
	0.662
	0.729
	0.414
	0.735


Note. Diagonal elements (bold) represent the square root of the Average Variance Extracted (AVE).
Table 2 above represents another assessment of the structural model and its significance for the relationships between the two variables: the independent variables (motivation, training, and workplace environment) and the dependent variable (employee performance). The R² in the PLS-SEM model shows the predictive accuracy of the model (Yuan, Kroon, & Kramer, 2024) and represents the collective effects of the exogenous latent constructs on the endogenous latent construct. Moreover, the paper analyses the structural model of the direct relationship between the variables under study (Figure 3). The PLS-SEM bootstrapping results presented in Figure 3 evaluate the direct relationships within the structural model, specifically focusing on the predictors of Employee Performance (EP). The model reveals that Work Environment (WE) has the most substantial impact on EP, evidenced by a high t-statistic of 18.041. Employee Motivation (EM) also shows a statistically significant direct relationship with EP, yielding a t-statistic of 7.479. 
[image: ] 
Figure 3: PLS-SEM Bootstrapping Direct relationship (Structural Model
While still significant, the effect of Employee Training (ET) on EP is the weakest among the three predictors, with a t-statistic of 3.442. Collectively, these three constructs explain a substantial portion of the variance in the endogenous variable, as indicated by EP value of 0.575. Furthermore, the outer model loadings for all indicators, such as WE5 (122.877) and ET4 (51.283), show high t-statistics, confirming the reliability and strength of the measurement model.
Table 3: Results of Hypotheses Testing Direct Relationship between IVs and DV (n=565)
	
	
	
	
	

	HYPOTHESES
	BETA Value
	STDEV
	T statistics 
	P values
	DECISION

	EM -> EP
	0.324
	0.043
	7.479
	0.000
	Supported

	ET -> EP
	-0.108
	0.032
	3.442
	0.001
	Supported

	WE -> EP
	0.559
	0.031
	18.041
	0.000
	Supported


Note: significant level ***p<0.05; *p<0.10
Even though, the acceptable level of R2 value depends on the research model, context and area (Hair Jr, Howard & Nitzl, 2020), recommended that an R2 value of .10 is acceptable. According to Mokhtar,Yusof,& Sapiri, (2023) R2 values of 0.075, 0.50 and 0.25 shows, large, moderate and weak respectively.
Table 4: Coefficient of Determination (R2) for Direct Relationship between IVs and DV (n=565)
	Latent Variables                                                                Variance Explain (R2)

	Employee Performance                                                                   58%



As presented in Table 4, the exogenous latent variables of this study (that is EM, ET, WE) explain 58 percent variance of EP. As recommended by (Purwanto & Sudargini, 2021), the R2 value explained by the exogenous latent variables on the endogenous latent variable in this study the direct relationship is considered moderate. Effect size is the change in R2 between the main effects when an individual exogenous latent variable in the model and when it is also removed from the model. This is usually done to evaluate whether the omitted exogenous latent variable has a substantial effect on the endogenous variables (Purwanto & Sudargini, 2021) and, therefore, the effect size of exogenous latent variable could be calculated using the formula below:
                                             Effect size: f 2=   R2  included – R2  exclude
         1-R2 included
The f2 is the value that determines the effect size of exogenous latent construct on the endogenous latent construct. R2 included is the R2value of the endogenous latent variable before removing a specific exogenous latent variable. On the other hand, R2   Excluded symbolizes the change in the R2 value of the endogenous latent variable after excluding a specific exogenous latent variable from the model. Based on the formula above, the f 2 value of EM, ET and WE revealed a small, moderate and large effect size of all the exogenous latent variables in the direct relationship between IVs and DV.
Table 5: Assessment of the Effect Size, f2 (n=565)
	Constructs
	R² Included
	R² Excluded
	f²
	Effect Size

	EM
	0.575
	0.532
	0.102
	Small

	ET
	0.575
	0.570
	0.017
	None

	WE
	0.575
	0.408
	0.413
	Large


Note. f² values of 0.02, 0.15, and 0.35 indicate small, medium, and large effect sizes, respectively.
As presented in the table 4.16 the effect size of the respective exogenous latent construct on the endogenous latent constructs in the direct relationship between the IVs and DV, exogenous variables (MOT, WE) have small and large significant effect on endogenous latent constructs (Sulantara, et al., 2020), while ET construct has no (none) any effect based on the formula. In addition, having assessing the level of R2 value of the model and the effect size of all the exogenous latent variables on the endogenous latent variable, it is suggested that researchers should considered evaluating the predictive relevance (Q2) value (Purwanto, 2021 Becker et al., 2023). This condition is an indicator of the predictive relevance model (Purwanto & Sudargini, 2021). 



5. Discussion of Findings 
The paper examines the influence of motivation, training and workplace environment on employee performance in the public service sector in Sokoto State, Nigeria. The findings of the study revealed that motivation, training and workplace environment have a significant effect on employee performance among the civil servants in the public sector in Sokoto State, which is consistent with some previous empirical studies (Girdwichai & Sriviboon, 2020; Siddiqui, 2019), which found that lack of proper motivation hinders employee performance in the public sector. Although motivation, training and workplace environment are considered to be essential factors in organisational productivity and goal attainment, prompt and timely motivation enhances employee performance, and the maximum level of employee performance largely depends on the higher level and timely motivation of employees in the public service (Saidi et al., 2019).  
Public service managers need to strategise their plans in utilising the available mechanisms (motivation, training and a conducive working environment) for sustaining interest in the public sector. Thus, if the public service sector of Sokoto State focuses on motivating its employees, it will likely see a positive improvement in the performance of employees. Similarly, our study found a strong link between training and employee performance, which corroborates earlier studies (Kuruppu, Kavirathne, & Karunarathna, 2021; Gangwani & Jain, 2019). For example, Gangwani and Jain (2019, p. 8) maintained that the capacity of the public service system to effectively enhance employee efficiency is strongly influenced by the provision of ‘structured training programmes'. The justification of this is that such training initiatives are associated with improved individual performance that helps in strengthening the overall performance of the public service system (Supramaniam & Singaravelloo, 2021; Chourasia, Bahuguna, & Raju, 2023).
Based on the findings, it becomes evident that the effectiveness of the public service system in Sokoto State is closely tied to how well employees are supported and empowered within their work environment. A public institution cannot outperform the quality of its workforce, and employees cannot perform optimally in the absence of adequate motivation, structured training, and a supportive workplace climate (Chourasia, Bahuguna, & Raju, 2023). These factors collectively shape employees’ commitment, efficiency, and sense of responsibility toward public service. Therefore, for meaningful institutional reform and improved service delivery to occur, the Sokoto State Government must move beyond policy rhetoric and deliberately institutionalise comprehensive motivation strategies, continuous capacity development programmes (Abbas et al., 2017) and improvements in workplace conditions. Such strategic attention will enhance employee performance and strengthen public trust in public sector organisations.
5. Conclusion and Recommendations
This study examined the influence of employers’ expectations on employee performance in selected public organisations in Sokoto State, Nigeria, with specific reference to the Ministries of Health, Education, and Finance. Guided by Expectancy Theory and analysed using Partial Least Squares Structural Equation Modelling (PLS-SEM), the study provides empirical evidence on how employers’ expectations shape employee motivation and performance within the public sector. The findings demonstrate that clearly communicated expectations, well-defined performance standards, effective supervision, and constructive feedback significantly enhance employee performance. These results affirm the central assumption of Expectancy Theory that employees are more motivated to perform when they perceive a clear link between effort, expected outcomes and rewards.
Moreover, the study reveals that ambiguous expectations and inconsistent managerial practices undermine employee morale and reduce productivity. This suggests that employees in public organisations may experience performance inefficiencies not due to lack of capacity, but as a result of weak expectation-setting and communication structures. The findings highlight the importance of managerial clarity and fairness in fostering a productive and motivated workforce in the public sector. The study establishes that employers’ expectations play a critical role in influencing employee performance in public organisations in Sokoto State. It therefore recommends that public sector managers institutionalise clear performance expectations and strengthen supervision and feedback mechanisms, which will help them in aligning organisational goals with employee expectations. 
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