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Abstract 

Purpose:  This research studies the how self-efficacy, autonomy, employee performance (EP) 

and employee engagement (EE) interacts and relates, in the public sector organizations in 

Nigeria, investigating their significance and impact on the outcomes of the organizational. 

Design/methodology/approach: This research is quantitative in nature. Data was obtained via 

a cross-sectional survey of 301 employees from 10 federal public sector organizations in 

Nigeria. The data retrieved was evaluated using partial least squares structural equation 

modelling (PLS-SEM). 

Findings: A significantly positive relationship was achieved between self-efficacy, autonomy, 

and EP. Higher self-efficacy is associated with improved performance outcomes, and greater 

autonomy leads to higher performance levels. Moreover, both self-efficacy and autonomy 

positively affect employee engagement, with individuals who believe in their capabilities and 

have work autonomy reporting higher engagement levels. EE acts as partial mediator, linking 

self-efficacy, autonomy, and EP. 

Research limitation/implications: These findings have important consequences for 

policymakers, human resource managers, and organizational leaders in the Nigerian public 

sector organizations. Strategies and policies can be developed to enhance self-efficacy, 

autonomy, and EE, resulting in improved EP and organizational outcomes. 

Originality/value: This research added to current literature on EEand EP by offering empirical 

evidence on the position of autonomy and self-efficacy in explaining the impact of EE on EP. 

 

Keywords: Self-efficacy, Autonomy, Employee engagement, Performance, Nigerian public 

sector organizations 

 

Introduction  

EP is a pertinent when determining the progress and success of any organization or business 

(Abdullah & Abdullah, 2020). Numerous research has emphasized on the significance of EE 

in enhancing productiveness of workers (Abdullah et al., 2023; Gasela, 2022). However, a 
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dearth exist in academic investigations studying the combined role of self-efficacy and 

autonomy in improving EE and, ultimately worker’s performance in public sector 

organizations, particularly in Nigeria (Abdullah & Abdullah, 2020). 

The public sector is a vital part of the Nigerian economy and plays a significant responsibility 

towards the nation’s development (Onah et al., 2022). Public sector organizations in Nigeria 

are responsible for providing essential services to citizens, such as healthcare, education, 

transportation, and security. However, these organizations have faced several challenges that 

have affected their performance and ability to deliver services effectively (Abdullah et al., 

2023; Oyedele & Aluko, 2018; Simba et al., 2022). Among the significant problems 

confronting public sector organizations in Nigeria is bureaucracy (Onah et al., 2022). The 

bureaucratic process and procedures often lead to delays and inefficiencies in service delivery, 

which have increasingly affected the performance of the organization (Abdullah et al., 2023). 

Additionally, the issue of corruption pose a significant challenge that affects the public sector 

in Nigeria (Abu & Staniewski, 2021). Corruption could result to limited transparency, 

mismanagement of resources, and a decline in public trust in the government. In adequate 

resources are also a significant challenge faced by public sector organizations in Nigeria (Idigo, 

2023). The limited availability of resources, including funding, infrastructure, and personnel, 

can affect the performance of these organizations (Abdullah & Abdullah, 2020). This limitation 

can result in inadequate service delivery, which can negatively impact the lives of citizens. 

EP contributes significantly to the growth, success, and development of an existing public 

organization (Tensay & Singh, 2020). The kind of effort that employees brings to work can 

directly affect service quality and efficiency of the organization (Brunetto et al., 2020). A well-

performing employee can improve service delivery, reduce delays, and enhance the 

effectiveness of the organization. In contrast, a poorly performing employee can lead to service 

delivery inefficiencies and undermine the organization’s effectiveness (Mhlanga et al., 2019). 

Consequently, given the pertinence of EP in public sector organizations in Nigeria, it is 

pertinent that all factors that could improve EP are investigated. The current academic 

investigation seeks to examine the function of self-efficacy and autonomy in improving EP and 

their EE in Nigeria public sector organizations. 

EE is an important issue that influences EP in any organization (Katou et al., 2021), including 

public sector organizations in Nigeria. EE is generally observed as a psychological state in 

which employees displays cognitive and emotional connections to their task accomplishment 

and organization, leading to better performance and productivity (Alsafadi & Altahat, 2021; 

Cooper-Thomas et al., 2018). When individuals are engaged in their jobs, they are more 

committed to completing task effectively and efficiently, have a positive attitude, and usually 

show the willingness in bringing extra effort to their jobs for the realization of organizational 

goals and objectives. Several factors can influence EE, including job challenge, social support, 

reward and recognition, self-efficacy and autonomy (Abdullah & Abdullah, 2020). These 

factors can generate both positive or negative effects on employee engagement, and 

understanding their role is essential for improving EP. While there are some investigations on 

the factors that increase EE in public sector organizations, including Nigeria, only limited 

research are found discussing the role of self-efficacy and autonomy in enhancing EE and EP 

(Ikhide et al., 2022). Self-efficacy expresses how  certain and confidence a worker is towards 

showing their proficiency to accomplish any given task or role, while autonomy refers to an 

employee’s freedom and control over their work and how they fulfil it (Azim & Halawani, 

2020). Both factors are crucial for enhancing EE and improving EP in Nigeria public sector 

organizations. 

Self-efficacy is critical in determining an employee’s ability to perform specific tasks and 

achieve goals successfully within a given time (Azim & Halawani, 2020). An employee with 



Global Business and Management Research: An International Journal 

Vol. 16, No. 4s (2024) 

 
 

1190 

high self-efficacy usually exudes higher motivation and commitment towards task completion 

because of the confidence they have in their capacity to do so, leading to improved task 

performance. On the hand, granting employees the freedom and independence to decide how 

they perform their tasks and fulfil their responsibilities can increase their job satisfaction and 

motivation, which can ultimately lead to better performance (Rich et al., 2010; Tensay & Singh, 

2020). 

However, the current knowledge and awareness on the connection between self-efficacy, 

autonomy, and EP in the Nigerian public sector is limited (Abdullah & Abdullah, 2020). 

Previous studies have focused on other factors such as job challenge (Toyama et al., 2022), 

social support, (Wu et al., 2022), reward and recognition (Baqir et al., 2020), among others. 

However, the role of self-efficacy and autonomy has been relatively neglected, hence, this 

investigation seeks to complete this dearth by exploring the effects of self-efficacy and 

autonomy on performance of employee and their engagement level in the Nigerian public 

sector organizations. Moreover, by investigating the linkages between self-efficacy, autonomy, 

EP and engagement, this research seeks to contribute to the development of effective strategies 

and policies that can improve performance and effectiveness of public sector organizations in 

Nigeria. Additionally, EE is chosen as a mediator in this study due to its critical role in 

increasing the connection between the endogenous variable (EP) and the exogenous variables 

(self-efficacy and autonomy). Engaged employees are more driven psychologically, more 

productive, and committed, directly influencing performance outcomes (Akingbola & van den 

Berg, 2019; Rich et al., 2010; Saks, 2006). By using EE as the mediating variable, the research 

seeks to understand how organizational practices lead to improved EP within the Nigerian 

public sector organizations.  

Moreover, the research framework and theoretical foundations, such as the SET and JD-R 

Model, support this choice. These theories suggest that increased engagement, when employees 

feel valued and supported, leads to higher performance. This theoretical underpinning 

highlights the importance of fostering engagement to achieve organizational goals within the 

Nigerian public sector. Furthermore, previous studies have consistently shown that EE 

effectively mediates the influence of various antecedents on performance (Saks, 2006, 2019). 

Consequently, in the context of the Nigerian public sector, where issues like low morale are 

common, enhancing engagement is key to improving performance. Thus, this study’s approach 

aligns with existing research and addresses specific challenges in the Nigerian public sector, 

providing valuable insights for policymakers and leaders. 

 

Significance of the Study 

The Current investigation aims to add to the development of strategies as well as policies that 

can improve the performance and effectiveness of organizations within the Nigerian public 

sector by investigating the role of self-efficacy and autonomy in enhancing EP and 

engagement. The findings of this research will bring of immense benefit to policymakers, 

human resource managers, and scholars in the field of public administration by providing 

insights into factors that can enhance EP and engagement in public sector organizations. 

 

Research Questions 

• How does self-efficacy influence EP in Nigerian public sector organizations? 

• What is the impact of autonomy on EP in the context of Nigerian public sector 

organizations? 

• How do self-efficacy and autonomy collectively contribute to EE in Nigerian public 

sector organizations? 
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• Does EE mediate the relationship between self-efficacy, autonomy, and EP within the 

Nigerian public sector organizations? 

 

Research Objectives 

• To investigate the relationship between self-efficacy and EP in Nigerian public sector 

organizations. 

• To examine the relationship between autonomy and EP in Nigerian public sector 

organizations. 

• To explore the impact of self-efficacy and autonomy on EE in Nigerian public sector 

organizations. 

• To determine the mediating effect of EE on the connection existing between self-efficacy, 

autonomy, and EP in Nigerian public sector organizations. 

 

 
Figure 1. Research model. Source: Researcher’s analysis. 

 

Literature Review 

 

Theoretical background and Hypothesis Development 

The public sector in any nation brings a pertinent contribution to the economic growth, 

development, and sustainability of the country, and EP is one of the factors that are pertinent 

for determining the success of public sector businesses. Hence, this literature review seeks to 

explore the determinants of EP in public sector organization, with a focus on how influential 

self-efficacy and autonomy are, as well as how EE serves in the mediation responsibility. 

EP is an essential aspect of organizational success, and it has been the subject of numerous 

studies in organizational behaviour and management. Alsafadi and Altahat (2021) express EP 

as the degree to which individuals accomplish the tasks assigned to them by their organizations. 

In other words, it refers to how well an employee performs his or her duties and responsibilities 

efficiently and effectively. The determinants of EP are essential factors that affect the success 

or failure of an organization. 



Global Business and Management Research: An International Journal 

Vol. 16, No. 4s (2024) 

 
 

1192 

According to Ikhide et al. (2022) factors that influence EP can be broadly categorized in two 

classifications: organizational factors and individual factors. Organizational factors refer to the 

environmental and contextual aspects of an organization that can impact EP. These factors 

include work environment, organizational culture, leadership, reward systems, and training and 

development opportunities (Ikhide et al. 2022). Earlier studies has proven that a positive work 

environment and a supportive organizational culture can improve EP and productivity 

(Brunetto et al., 2020). Effective leadership, clear communication, and opportunities for career 

development are also essential factors that can enhance EP. Furthermore, the reward system 

and recognition policies of an organization can significantly affect EP by motivating and 

incentivizing employees to perform better (Almotawa & Shaari, 2020). 

Individual factors that influence EP include job satisfaction, motivation, and individual 

characteristics such as personality traits (Mhlanga et al., 2019). Job satisfaction translates to  

be the level of contentment individuals feel about their jobs and is related positively to EP 

(Jacob Olufemi et al., 2020). Motivation is the internal drive that compels an individual to 

behave or act in a particular order. A motivated employee would more likely perform better 

than an unmotivated one (Akingbola & van den Berg, 2019). Lastly, individual characteristics 

such as personality traits have also been found to affect EP. For instance, employees who 

possess an attitude that is positive and whose emotions are  stabile would be bring in high 

performance (Alamina et al., 2020; Crawford et al., 2010). 

Overall, understanding the determinants of EP is fundamental for businesses seeking to 

improve their performance. By focusing on both organizational and individual factors, 

organizations can develop strategies and policies that create a positive work environment, 

promote job satisfaction and motivation, and identify individuals who are well-suited to certain 

types of jobs. Figure 1 portrayed the relationship between the variables while in the following 

subsections, further explanation is provided.  

Blau (1964) social exchange theory (SET) can be used to establish the relationship involving 

allowing employees to have autonomy and engaging their self-efficacy with improving their 

performance. SET is founded and reliant on the principle of mutual benefit (reciprocation) 

which recommends that the action of a response from an individual is subject to or dependent 

on what the other party is offering. Subject to this point of theoretical perspective, autonomy 

can be positively linked to EE and encourage self-efficacy for several reasons (Lartey, 2021). 

For instance, allowing employee autonomy will enable individuals approach their tasks with 

several creative perspectives which may increase their confidence and self-efficacy. 

Furthermore, knowing they can approach task with their own discretion without the fear of 

punishment if failure is recorded will ultimately increase EE. Self-efficacy will happen when 

the level of confidence an individual possesses is constant and reliable (Hans & Gupta, 2018). 

When employees perceived that they could carry out assignments with little or no restriction 

from superiors or the organization, they will ultimately reciprocate with creative and innovative 

behaviours towards task completion and attendance (Lartey, 2021). 

 

Relationship between autonomy and EE 

Autonomy can be said to be the amount of freedom, discretion, and independence, accorded or 

allowed  to individual or workers in scheduling and designing their work and have adequate 

control in the processes and procedures they use to achieve their work (Hackman & Oldham, 

1975). Autonomy is a fundamental aspect of the job context that can significantly influence EE 

and EP. The degree of autonomy an employee has over their work is determined by the level 

of independence and control they have over their tasks, responsibilities, and decision-making 

processes (Albrecht et al., 2021). Studies have shown that employees who have greater 

autonomy as to how they prefer to accomplish given tasks would more probably experience 
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greater motivation,  job satisfaction, which will translate to higher performance (Allison et al., 

2018; Hussein, 2018; Nguyen & Pham, 2020). This is because autonomy gives the freedom to 

decide and take ownership of work activity to the employees, leading to more innovative 

solutions to problems and a better sense of being responsible and accountable. Autonomy has 

been a regularly researched construct within the EE studies as one of the pertinent antecedents 

(Albrecht et al., 2021; Hans & Gupta, 2018; Isaiah Clement & Eketu, 2019; Karkkola et al., 

2019). Autonomy intensifies the significance of work because it affords a perception of control 

and ownership over the consequences of work (Hackman & Oldham, 1980; Kahn, 1990). 

The study conducted by Hackman and Oldham (1975) suggests that autonomy is a critical 

aspect of job design that can significantly impact EE, motivation, and EP. According to their 

research, job characteristics, such as autonomy, directly impact employee satisfaction and 

motivation, which translates to influencing engagement and job performance positively. 

Additionally, the investigation conducted by Kidane and Xuefeng (2021) observed that 

autonomy had a positive impact on EE and EP, and job satisfaction in a range of different work 

settings. Another study conducted by Lartey (2021) also found  autonomy to be linked with 

improved levels of job satisfaction and increased employee commitment to their organization. 

Similarly, research by Clement and Eketu (2019) suggests that autonomy can translate to 

increased levels of job satisfaction, creativity, and innovation. Overall, these findings imply 

that autonomy is an essential basis of EE and performance and can significantly impact an 

organization's effectiveness and productivity. 

Furthermore, research has also shown that the connection between autonomy and EP is 

moderated by various factors, such as how complex is he task, how much support is offered by 

the supervisors, and how experience the employee is to be able to handle the task (Allison et 

al., 2018; Hans & Gupta, 2018; Clement & Eketu, 2019; Karkkola et al., 2019). For instance, 

employees who are highly experienced will highly be more engaged at work and perform well 

when given greater autonomy compared to employees with less experience. Additionally, the 

level of support from supervisors can also be of high pertinence in determining the extent to 

which autonomy influences EE. When supervisors provide clear guidelines and support for 

autonomous decision-making, employees would be happy to feel engaged and perform well 

(Karkkola et al., 2019). Conversely, inadequate support from supervisors can result in 

employees feeling overwhelmed and uncertain, this would result in a negative response to their 

performance at work. Therefore, employee’s autonomy is critical to their level of engagement 

and performance at their job and this needs to be taken into awareness by organizations’ 

management. Thus, we hypothesised that: 

H1: Autonomy is positively related to EE. 

 

Relationship between self-efficacy and EE 

Self-efficacy refers to how an individual feels they are capable and available to engage in 

performing their job assignments at a time. The higher the perception of an individual's self-

efficacy, the higher they tend to perform (Lyons & Bandura, 2019). Self-efficacy has been 

found to be a critical determinant of EE and EP in various organizational settings. Research 

has shown that workers having high self-efficacy are found to set higher goals for themselves, 

bring in more effort in completing their tasks, and maintain greater persistence in the face of 

challenges than those with low self-efficacy (Abdullah et al., 2023; Lianto et al., 2018). 

Furthermore, employees possessing greater self-efficacy are more likely to cope effectively 

with job-related stress and are less likely to experience burnout (Azim & Halawani, 2020). 

Furthermore, it is also believed that self-efficacy is a significant factor in shaping an 

individual's career choices and aspirations. Individuals with high self-efficacy tend to pursue 

challenging career paths and are more likely to take on leadership roles than those with low 
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self-efficacy (Lyons & Bandura, 2019). Therefore, it is essential for organizations to consider 

employees' self-efficacy beliefs when designing their recruitment and career development 

programs. Additionally, studies have elucidated that interventions aimed at enhancing 

employees' self-efficacy can lead to significant improvements in their EP. For instance, training 

programs that focus on building employees' self-efficacy beliefs have been found to increase 

their job-related capacities and know-how, and positively influenced EE and EP (Latham, 

1988). Additionally, providing employees with feedback on their performance can help to 

reinforce their self-efficacy beliefs, leading to risen degrees of motivation and job satisfaction 

(Lyons & Bandura, 2019). 

Furthermore, Fulaedzah et al. (2022) assert that self-efficacy is a better driver of EE than most 

traditional job attitudes (i.e., organizational commitment and job satisfaction), feedback 

interventions, personality traits, goal setting, training, and level of education. Self-efficacy 

increases individual performance, motivation, and cognitive ability because an individual will 

strive to achieve knowledge and only engage in activities that they are convinced that they 

process the capacity to perform (Albrecht et al., 2021; Memon et al., 2020). Self-efficacy is a 

critical determinant of EP in the workplace. Individuals possessing elevated self-efficacy tend 

to be more motivated, persistent, and resilient in the face of challenges, leading to improved 

EE and EP. Therefore, organizations should consider interventions aimed at enhancing 

employees' self-efficacy beliefs as part of their human resource development strategies. 

Following the discussions above we therefore hypothesize that: 

H2: Self-efficacy is positively related to EE. 

 

The mediating role of EE between self-efficacy, autonomy, and EP. 

EE is a critical idea that has garnered considerable interest in the organizational literature. It 

often translated to mean the limit to which individuals are bound to their work and the 

organization they work for (Kahn, 1990). Individuals who show engagement are emotionally 

and cognitively bound to their work, leading to better performance and productivity (Assefa & 

Manjit, 2020). EE is considered a vital factor that influences employee behaviour and 

organizational outcomes. EE can be risen by several factors, which includes job challenge, 

social support, reward and recognition, self-efficacy, and autonomy (Lee et al., 2022). Job 

challenge refers to the degree to which workers feel challenged by their work tasks, and it can 

impact their level of engagement with their job. Social support, such as support from 

supervisors and colleagues alike, can also impact EE by establishing a positive job contexts 

that fosters employee well-being and commitment to the organization (Ruggeri et al., 2020). 

Past investigations have proven that EE mediates the relationship between these factors and EP 

(Abdullah & Abdullah, 2020; Alamina et al., 2020; Katou et al., 2021; Spoor et al., 2022). 

Individuals who are engaged are easily motivated to perform well and are more likely to 

continue even when confronted with adversities (Thanh et al., 2022). Therefore, organizations 

that want to enhance EP and effectiveness should focus on creating an environment that fosters 

employee engagement. By focusing on, self-efficacy and autonomy, organizations can 

facilitate a work context that supports EE and, in turn, enhances EP. Moreover, studies have 

shown that EE is linked positively to organizational commitment, job satisfaction, and overall 

well-being (Albrecht et al., 2021; Corbera et al., 2020; Rasool et al., 2021; Tensay & Singh, 

2020). High levels of EE can create positive work environment, which can promote teamwork, 

collaboration, and innovation (Nduati. & Wanyoike, 2022). Furthermore, organizations with 

high degrees of EE would relatively experience lower turnover rates and higher customer 

satisfaction. 

As a mediator, EE can enhance the relationship between individual and organizational factors 

and EP. For example, a highly engaged employee may feel more confident in their ability to 
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complete a challenging task (self-efficacy) and may also have greater freedom to use their 

decision-making skills to find innovative solutions to difficult tasks (autonomy) (Guan & 

Stephen, 2020; Isaiah Clement & Eketu, 2019). These factors can further higher levels of 

performance, with EE acting as a mediator in this relationship. Therefore, understanding the 

role of EE as a mediator in the relationship between self-efficacy, autonomy, and EP can help 

organizations particularly the public sectored, develop strategies to enhance employee 

engagement, leading to consistent organizational success through better performance. With the 

foregoing discussions, we proposed that: 

H3a: EE mediates the relationship between autonomy and EP. 

H3b: EE mediates the relationship between self-efficacy, and EP. 

 

Methods 

 

Sample and procedures 

The population for this present research is consisting of 10 federal public sector organizations 

in Nigeria headquartered in Abuja, the federal capital territory of Nigeria. Responses were 

gathered from administrative officers and executive officers who have been in the public 

service for more than 5 years indicating that they are already confirmed, and they have the 

routine knowledge about service provision and task performance of their various ministries, 

departments, and agencies (MDAs). The sample was randomly chosen from the list of existing 

public sector organizations in Nigeria. These 10 federal public sector organizations are from 

various MDAs such as Ministry of Education, Health, Agriculture and Natural Resources, 

Finance, Works, among others. Those who took part were notified that involving in the current 

investigation is on voluntary basis, and they can pull out whenever they feel so. Confidentiality 

and anonymity of the data gathered from participants were closely protected to guarantee 

sincerity and honesty which encouraged respondents to be comfortable to share information 

that are sensitive in the questionnaire. Data was gathered in 2022. The minimum sample was 

derived by calculating it using a predictive power of 0.95 with the G-power software in 

alignment with the studies of  Ahmad et al., (2019) and Nasir et al., (2022). Estimates indicated 

that, using three predictors at maximum, the suitable sample size was 119 at an effect size of 

0.15. 402 questionnaires were given out to all 10 selected federal public sector organizations 

headquartered in Abuja, with 301 valid questionnaires being returned. 

 

Measures 

All constructs used in the study were validated scales that have been used in earlier research. 

Overall, items were assessed using a seven-point Likert scales which ranges from 1 (Strongly 

disagree) to 7 (Strongly agree). 

EP: Available studies indicates several scales for measuring EP (Hakro et al., 2022; Karoso et 

al., 2022; Kurniasih et al., 2022). Among the past studies, the 5-items instrument developed by 

Ramdani et al. (2019) built on the thorough validation process  is selected. Following this, the 

scale was used to measure the 5-item task performance. A sample item of the scale was “I am 

able to complete the task assigned to me on time”. 

EE: To measure EE, we employed the Utrecht Work Engagement Scale UWES 9-item scale 

by Schaufeli (2012) which is consisting of three dimensions i.e. Vigor, Dedication, and 

Absorption. Following Kulikowski (2017) suggestion that the reduced version of the UWES is 

the most widely used, and its valid and reliable while containing higher psychometric 

characteristics than the more elaborated 17-item version of the scale. A sample of the item of 

the scale was “When I get up in the morning, I feel like going to work”. 
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Autonomy: Autonomy was measured using the 5-item adopted measure developed by 

Morgeson and Humphrey (2006). A sample item used to measure autonomy is “The job allows 

me to make decision about how to schedule my work”.  

Self-efficacy: Self-efficacy was assessed using the 4-item measure adopted from Jones (1986). 

The 4-item scale was utilized to gauge the employee’s perception of how ready and capable 

they are in taking up tasks and completing them on time. A sample of the item of the scale was 

“I am confident that my skill and abilities matches the assignments I am given”. 

 

Assessment of Common Method Variance CMV 

Because of the self-report nature of the measurement instrument utilized, we therefore 

employed a statistical  and procedural remedy to inhibit CMV  as suggested by previous studies 

(Podsakoff et al., 2003). For the procedural remedy, the avoidance of dishonest and artificial 

response from respondents was ensured through the imposition of anonymity and confidence 

of the participants in the study. Furthermore, variables used in the research were introduced in 

a random manner into the survey via the integration of extra constructs which are not originally 

included in the research. This process generates a psychological split and inhibit respondents 

from inferring cause-effect connections among the variables used in the research. 

As for the statistical methods, the estimation of the existence of CMV in the data was done 

using two tests. Firstly, Harman’s single factor test was carried out. The results from the test 

showed the total variance explained by one factor to be 41.50% which was below the threshold 

limit of 50% therefore suggesting that CMV does not exist in the current investigation. 

Secondly, a complete collinearity testing which led to the generation of variance inflated 

factors (VIF) which is totally agreed upon when it comes to PLS-SEM data analysis procedure 

as suggested by (Kock & Hadaya., 2018). This test point toward the fact that VIF figure greater 

than 3.3 indicates collinearity thus there is CMV. For this study, the VIF figures ranges between 

1.7 and 2.1 confirming there are no CMV, and it is not a threat to the current investigation. 

 

Analysis and Results 

PLS-SEM which is a variance-based method was applied for the analysis of data in this 

research. Data analysis and hypothesized relationship testing in the research model was done 

using SmartPLS version 3.3.3 software (Hair et al., 2022). The research adhered to recent 

guidelines for carrying out the analysis and reporting the results in PLS-SEM. 

 

Measurement Model Assessment 

Assessing the measurement model to guarantee that the variables with the acceptable validity 

and reliability are utilized for the assessment of the structural path model was the immediate 

step in PLS-SEM.  With this, the indicator reliability, internal consistency reliability, 

convergent validity, and discriminant validity were evaluated. Table 1 shows the outcomes 

gotten from assessing the measurement model consisting of the outer loadings, composite 

reliability, average variance extracted (AVE), square roots of the AVE values, and heterotriat-

monotriat (HTMT) ratio. These outcomes validate the measurement model’s appropriateness 

for structural analysis (Hair et al., 2022). 

 

Structural Model Assessment 

The structural model assessment was implemented in line with the steps which was 

recommended by Sarstedt et al. (2020). Firstly, the examination of the structural model for 

possible collinearity was carried to stall bias on the path coefficients. In Table 2 it shows that 

the variance inflated factors (VIF) for all variables are quite lesser than 5 which is the threshold 

recommended (Sarstedt et al., 2020). Therefore, collinearity was not found as an issue in the 
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structural model of the current study. Secondly, the examination of the coefficient of 

determination (R2 value) for predictive accuracy and Q2 for the predictive relevance of the 

model was done. The offered model account for 47% of the variance  

(R2 = 47) in EP which reveals adequate predictive accuracy of the model (Sarstedt et al., 2020). 

Likewise, the Q2 values derived through the blindfolding procedure are 0.24 for autonomy, 

0.22, for employee engagement, 0.21 for EP, and 0.25 for self-efficacy respectively. Being 

greater than zero, these Q2 values established strong predictive relevance of the model 

(Sarstedt et al., 2020). 

 

Table 1. Results of measurement model assessment 
Construct Items Loadings CR AVE 

Autonomy AUT1 0.795 0.845 0.525 

 AUT2 0.783 
  

 AUT3 0.579 
  

 AUT4 0.680 
  

  AUT5 0.765 
  

Employee  EE1 0.803 0.949 0.728 

Engagement EE2 0.842 
  

 EE3 0.862 
  

 EE4 0.868 
  

 EE5 0.850 
  

 EE6 0.866 
  

  EE8 0.878 
  

Employee EP1 0.886 0.900 0.692 

Performance EP2 0.862 
  

 EP4 0.842 
  

  EP5  0.730 
  

Self-Efficacy SEFF1 0.696 0.889 0.670 

 SEFF2 0.908 
  

 SEFF3 0.788 
  

  SEFF4 0.867 
  

Note: Items EE7, EE9, EP3 were deleted due to low loading. 

 

Table 2. Discriminant validity (HTMT ratio)  
1 2 3 4 

1. Autonomy 
    

2. Employee Engagement 0.647 
   

3. EP 0.744 0.763 
  

4. Self-Efficacy 0.767 0.511 0.626 
 

 

Table 3. Hypotheses testing 
Hypothesis Relationships std 

Beta 

std 

Error 

t-value P 

Values 

BCILL BCIUL f2 VIF 

H1 Autonomy ->  

Employee Engagement 

0.435 0.060 7.219 0.000 0.326 0.527 0.169 2.100 

H2 EE->  

EP 

0.687 0.044 15.641 0.000 0.605 0.750 0.892 2.029 

H3 Self-Efficacy ->  

Employee Engagement 

0.196 0.067 2.937 0.002 0.082 0.302 0.034 1.797 

 

Table 4. Indirect effect (mediation) 
Hypothesis Relationships Std Beta Std Error T-Statistics P-Value 

H3a Autonomy ->  

EP 

0.299 0.049 6.114 0.000 

H3b Self-Efficacy ->  

EP 

0.135 0.047 2.839 0.002 
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Figure 2. Structural model PLS image. Source: Researcher’s analysis. 

 

Lastly, the evaluation of the significance of the path coefficient was carried out. We tested the 

hypotheses employing the bootstrapping technique utilizing 5,000 bootstrap samples, no sign 

shows difference alternative and at 95% bias-corrected confidence intervals. In Figure 2 and 

Table 3, we present the outcomes of the structural path analysis. H1 predicted that autonomy 

is positively related to EE. The result demonstrated a significant direct positive relationship 

between autonomy and EE (β = 0.435, p < 0.01). Therefore, H1 is supported. Furthermore, H2 

predicted that self-efficacy is positively related to EE. The result also demonstrated a positive 

relationship between self-efficacy and EE (β = 0.196, p < 0.01). Hence, H2 was also supported 

accordingly. 

Primarily, the study examined the mediating effects of EE between the relationship autonomy 

and EP as well as between the relationship of self-efficacy and EP. Following the analytical 

process suggested by Preacher and Hayes (2008) in generating indirect effects. The results from 

the mediation analysis condensed in Table 4, exposes the hypothesized indirect relationships 

(H3a and H3b) were all supported. The outcomes demonstrated that EE significantly mediates 

the relationship between autonomy and EP (β = 0.299, p < 0.01). The results also demonstrated 

that EE mediates the relationship between self-efficacy and EP (β = 0.135, p < 0.01). This can 

be further intensified through the R2 value for EE which stands at 33% and the path coefficient 

(β = 0.687, p < 0.01). 

 

Discussion and Conclusion 

There is a recent clamour in research for EP and engagement within the public sector focusing 

on those elements which can motivate employee to become engaged and increase performance, 

particularly in public sectored organizations in developing countries (Abdullah & Abdullah, 

2020). Drawing on SET, this study strived to assess the impact of autonomy and self-efficacy 

on EE and EP, while also examining the mediating role of EE among the endogenous and 

exogenous variables. The implications this research brings both practical and theoretical, 

through the findings of the research are further discussed in subsequent sections. 

 

Theoretical Implications 

Concerning the theoretical implications, this research contributes in two ways to the growing 

research on EE and EP within the public sector parlance. Firstly, this research improved the 
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current countable and opposing empirical evidence on the relationship between autonomy and 

EE as well as on EP. It further added a new perspective to the available current literature by 

investigating the relationship between EE and EP through autonomy and self-efficacy 

providing further clarifications to antecedents of EE as called for by Abdullah and Abdullah, 

(Rich et al., (2010); Saks, (2019). In view of our hypothesis, we discovered that there exists a 

strong and positive connection between autonomy, EE, and EP. Current result from our 

research findings declared that autonomy is influential in motivating engagement and 

performance of employees, particularly in public sector organizations. Thus, our research 

proffer empirical evidence to back the proposals of SET (Blau, 1964) and as well validates the 

opinions that when organization allows their employees to have autonomy on how they 

carryout tasks, employees will respond with innovative and creative behaviours that will 

positively affect their performance and that of their organization (Tensay & Singh, 2020; 

Wushe & Shenje, 2019). 

Furthermore, we found that self-efficacy, which was introduced in this study as a new 

perspective of assessing EE and EP to be positively and directly related to EE and indirectly 

related to EP in a positive way. This result also indicates that when employee have the right 

amount of confidence to attend to task, they will be more creative and innovative in the 

completion of such given tasks (Lianto et al., 2018). This furthers the support on self-efficacy 

as a pertinent job characteristic that employers need to encourage in their employees.  

Secondly, this study was conducted in Nigeria which happens to be categorised under the 

developing nations and wherein public sector businesses are classified by high level 

bureaucracy and rigid organizational cultures that often stalled the exhibition of these qualities 

by employees especially when they are within the ordinary employee cadre and not executive 

employees. Earlier studies has documented that EE increases EP and organizational 

performance (Albrecht et al., 2018; Buckingham & Coffman, 2001; Jiang & Men, 2017; 

Jiatong et al., 2022; Nduati. & Wanyoike, 2022). However, most of these studies only looked 

at the relationship between EE and EP by employing the basic antecedents the findings from 

our study. Nevertheless, our study enriched the existing findings by inculcating self-efficacy 

alongside autonomy both of which constitute important job characteristics to influence the EE 

level and EP of the workers in the public sector. 

 

Practical and Social implications 

Aside the theoretical implications, the outcome of our investigation provides pertinent social 

and practical implications. The outcomes showed that aside from creating reciprocal 

relationships between employees and management, autonomy and self-efficacy are 

fundamental to the achievement of perceived psychological safety for workers and enabling 

them to thrive at performing their tasks.  The study therefore provides practicable implications 

which are essential for policymakers, human resource managers, and organizational leaders in 

Nigerian public sector organizations. Recognizing the significance of self-efficacy, autonomy, 

and EE, organizations can develop strategies and policies to enhance these factors in the 

workplace. This may include implementing training programs to build self-efficacy beliefs, 

granting employees more autonomy in their work processes, to create a work context that is 

supportive enough for the creation and development of EE through effective communication, 

recognition, and involvement in decision-making processes. 

 

Limitations and Suggestions for Future Research 

Notwithstanding the obvious practical and theoretical consequences, it is pertinent to 

acknowledge the limitations of this research which motivated the recommendations for future 

investigations. Firstly, the reliance on self-reported data could give the chance for common 
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method bias and social desirability bias to be present in the research. Hence, future studies 

could consider encompassing objective performance measures or multi-source assessments to 

mitigate these limitations. Additionally, the focus on Nigerian public sector organizations may 

limit the generalizability of the results. Replicating the research in different sectors and 

countries would enable a better and thorough understanding of the relationships investigated. 

Lastly, the cross-sectional design used in this research constrained the establishment of 

necessary causative relationships. Future investigations Employing a longitudinal or 

experimental designs in future investigations would heighten our understanding of the temporal 

dynamics and causality between the variables. 

Furthermore, future investigations could as well test the role of other potential mediators and 

moderators in the relationship between the examined variables. For instance, factors such as 

organizational culture, leadership style, and job satisfaction could be investigated to see how 

they influence or alter the impact of self-efficacy, autonomy, and EE on EP. Another suggestion 

for future research is to incorporate qualitative methods, such as focus groups or interviews, to 

enable a broader understanding of the underlying mechanisms and contextual factors that 

influence the observed relationships. Qualitative data can provide rich insights that 

complement quantitative findings and offer a more holistic view of the phenomena under study. 

In addition, expanding the demographic diversity of the sample could enhance the 

generalizability of the findings, including participants from expanded age groups, educational 

backgrounds, and levels of experience would provide a more comprehensive perspective on 

how different factors affect EE and EP. 

In conclusion, this investigation offers valuable perceptions into the interplay between self-

efficacy, autonomy, employee engagement, and performance in Nigerian public sector 

organizations. The findings underscore the pertinence of these organizational factors in 

enhancing positive outcomes for organizations and offer practical recommendations for 

improving EP and EE. By addressing the study’s limitations and following the suggested 

avenues for future research, scholars and practitioners can deepen their understanding of these 

relationships and develop more effective strategies to cultivate a productive and engaged 

workforce in public sector organizations.  
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