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Abstract. This theoretical paper examines how employee performance in Nigeria’s public sector can be
strengthened through task significance, drawing on the Job Characteristics Model (JCM) as its primary
theoretical lens. It argues that employees are more motivated, committed, and productive when they
perceive their work as meaningful, socially relevant, and capable of influencing the lives of citizens and
the broader community. Task significance, alongside other core job dimensions such as skill variety,
autonomy, task identity, and feedback, creates psychological states that foster intrinsic motivation, job
satisfaction, and enhanced performance. However, the Nigerian public sector often faces structural and
contextual challenges, including bureaucratic rigidity, inadequate resources, limited decision-making
authority, weak performance feedback systems, and socio-cultural influences, which can diminish
employees' perception of their roles' significance. These constraints frequently result in low engagement,
reduced accountability, and suboptimal service delivery. By applying JCM principles, public sector
organizations can redesign jobs to enhance role clarity, employee ownership, and commitment to
organizational goals. The paper further emphasizes the need for context-sensitive interventions that align
job design with institutional realities and national development priorities. Ultimately, fostering task
significance can improve employee effectiveness, strengthen public service delivery, and promote
sustainable organizational and socio-economic development in Nigeria.

Keywords: employee performance, task significance, Job Characteristics Model, public sector
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Introduction

Employee performance remains a central concern for public institutions across the
globe due to its critical role in achieving organizational objectives, enhancing service
delivery, and sustaining operational efficiency, in the public sector, where
accountability, transparency, and responsiveness are paramount, employee performance
is not merely an administrative outcome but a fundamental driver of governance
effectiveness and national development (Jafri et al., 2025; Nor, 2025). In Nigeria, public
institutions, particularly federal ministries, serve as the backbone of policy formulation
and implementation, making employee performance a strategic imperative for
institutional relevance and public trust, the Nigerian civil service functions as the
administrative machinery through which government policies are executed and
development goals pursued, its effectiveness directly influences socio-economic growth,
service quality, and citizen satisfaction. However, despite its pivotal role, the Nigerian
public sector continues to grapple with persistent challenges, including bureaucratic
rigidity, inadequate resources, low employee engagement, skill mismatches, and
declining motivation, all of which undermine employee performance (Abuh et al., 2025;
Balewa et al., 2025; Kpurunee et al., 2024). These challenges have raised concerns
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about how work is designed and how employees perceive the value and impact of their
roles within public organizations (Frank et al., 2025).

Employee performance is widely recognized as a key determinant of organizational
success, particularly in public institutions where efficiency and service delivery are
central mandates (Ajobi et al., 2025; Claude, 2024; Bakker and Demerouti, 2017). Civil
servants in federal ministries are expected to translate policies into actionable outcomes;
however, their effectiveness is shaped by job-related factors such as task design,
meaningfulness of work (Ajike, 2023; Hackman and Oldham, 1976). In this context,
how employees perceive the significance of their tasks, especially the extent to which
their work positively affects others, becomes a critical, yet often underexplored,
determinant of performance, Nigeria’s federal ministries are frequently characterized by
low job fulfillment, weak motivation, and limited engagement, resulting in suboptimal
performance outcomes and reduced effectiveness of government initiatives
(Abdulkareem et al., 2025; Akuche and Akindoyin, 2024; Omar et al., 2022). While
reforms have largely focused on structural adjustments and procedural efficiency, less
attention has been paid to the intrinsic motivational properties of jobs themselves, this
gap is particularly important in emerging economies like Nigeria, where motivating
public sector employees has become increasingly complex amidst economic pressures
and institutional constraints (Agbanero, 2023; Badmus, 2023).

The Job Characteristics Model (JCM), developed by Hackman and Oldham (1976),
offers a robust theoretical framework for understanding how job design influences
employee motivation and performance, central to this model is task significance,
defined as the degree to which a job has a substantial impact on the lives or work of
other people, when employees perceive their tasks as meaningful and socially valuable,
they are more likely to experience intrinsic motivation, a sense of responsibility, and
higher performance outcomes (Siddiqui, 2024). In public sector settings, where work
inherently affects societal welfare, task significance holds particular relevance, yet
remains insufficiently theorized within the Nigerian governance context, ongoing public
sector reforms in Nigeria aim to enhance service delivery, transparency, and
institutional responsiveness (Nwosu and Ananti, 2024). These reforms increasingly
acknowledge that sustainable improvement depends not only on structural efficiency but
also on the motivation and performance of employees. Scholars emphasize that effective
service delivery is inseparable from a motivated and competent workforce, highlighting
the need to redesign jobs in ways that foster meaning, engagement, and performance
(Faliza et al., 2024; Agbanero, 2023; Siengthai and Pila-Ngarm, 2016).

Against this backdrop, this paper provides a theoretical exploration of task
significance as a critical mechanism for enhancing employee performance, drawing on
the Job Characteristics Model, by situating task significance within the realities of
Nigeria’s federal ministries, the study contributes to the understanding of how
meaningful work design can serve as a strategic lever for improving employee
performance in public institutions. Ultimately, emphasizing task significance offers a
pathway for strengthening intrinsic motivation, improving performance outcomes, and
building a more responsive and effective public service.

Background of the study

Employee performance is a central construct in organizational and public
administration theories, reflecting the degree to which employees accomplish assigned
tasks in ways that contribute to organizational goals and service delivery (Jafri et al.,
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2025; Luitel and Poudel, 2024). Within the public sector, where the institutional mission
involves public welfare and accountability, enhancing employee performance is widely
viewed not only as a managerial objective but also as a theoretical problem requiring
deeper conceptual understanding of the work itself, traditional approaches focusing
exclusively on extrinsic motivators, such as rewards and bureaucratic controls, have
been critiqued for overlooking intrinsic motivational mechanisms that drive sustained
performance outcomes (Ahmad et al., 2026; Thusi et al., 2023). One well-established
theoretical framework for conceptualizing how work design influences employee
motivation and performance is the job characteristics model posits that jobs vary along
five core characteristics, skill variety, task identity, task significance, autonomy, and
feedback, and those higher levels of these characteristics foster positive psychological
states, which in turn influence work outcomes such as motivation and performance
(Owunna et al., 2025; Holman et al., 2024; Raihan, 2020). Specifically, the model
suggests that when employees experience their work as meaningful, feel personally
responsible for outcomes, and understand how well they are performing, they are more
likely to exhibit strong performance behaviors, this occurs through the psychological
mechanisms of experienced meaningfulness, responsibility, and knowledge of outcomes
(Kambey et al., 2024; Hackman and Oldham, 1976). Research consistently shows
among the five core dimensions of the JCM, task significance has emerged in the
literatures as a particularly salient predictor of meaningful work experiences outcomes
such as motivation, engagement, and performance (Meynhardt et al., 2024; Allan,
2017). Task significance refers to the degree to which a job has a substantial impact on
the lives or work of other people, whether within the organization or in the broader
social environment, when employees perceive that their work makes a real difference to
others, they are more likely to interpret their jobs as inherently meaningful, which then
stimulates intrinsic motivation and effort directed toward performance outcomes
(Cnossen and Nikolova, 2025; Adiarani, 2019). This conceptual linkage between task
significance and employee performance has been affirmed across studies that emphasize
how employees’ awareness of social impact and job purpose enhances engagement and
work effectiveness (Lesmana et al., 2024; Paudel and Sherm, 2024; Prasetyawan et al.,
2024). Despite the recognized importance of job design for performance, empirical
research specifically isolating task significance as a driver of performance remains
limited, and theoretical discussions call for deeper exploration of this construct
independent of other job characteristics.

Existing studies suggest that task significance plays a critical role in shaping
meaningful work engagement and performance outcomes, indicating that employees
who perceive their work as having a positive social impact are more likely to
demonstrate heightened involvement and improved quality of output (Roberts et al.,
2025; Au et al., 2024; Meynhardt et al., 2024). Despite this insight, the literature offers
limited theoretical integration of task significance within public sector contexts,
particularly in bureaucratic environments where work roles are structured around
compliance, routines, and procedural mandates rather than social impact narratives. The
Nigeria’s federal ministries, job design is largely shaped by administrative routines and
procedural compliance, often at the expense of emphasizing the broader societal impact
of public service, despite the central role these institutions play in national development
and citizen welfare, this misalignment reveals a largely underexplored opportunity for
task significance to function as a motivational driver of employee performance, the
prevailing bureaucratic orientation within federal ministries has been shown to constrain
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employee autonomy, flexibility, and adaptive managerial practices, thereby limiting
employees’ ability to perceive their work as socially impactful beyond routine
administrative tasks, as a result, opportunities to embed task significance within job
roles, an essential component of meaningful work and enhanced performance, remain
insufficiently leveraged in the public sector context (Erude et al., 2023; Ferdinand et al.,
2021). By foregrounding task significance within the Job Characteristics Model, this
theoretical study advances understanding of how job design can stimulate intrinsic
motivation beyond reliance on extrinsic incentives or structural reforms,
conceptualizing JCM as a strategic framework, the study demonstrates how public
organizations can reframe civil servants’ roles to enhance perceived task significance,
strengthen motivational states, and support adaptive, high-level employee performance
within contemporary public sector organizations.

Results and Discussion
The challenges constraining employee performance in Nigeria

Nigeria’s federal ministries continue to operate within complex bureaucratic
structures that pose significant constraints on employee performance and the effective
delivery of public services (Erude et al., 2023; Oyedele, 2015). A systemic challenge
confronting public organizations is bureaucratic inefficiency, commonly manifested
through excessive procedural requirements, protracted decision-making processes, and
reliance on outdated administrative systems, these conditions frequently delay policy
implementation, weaken organizational responsiveness, and adversely affect
productivity and performance outcomes (Amin et al., 2024; John, 2024; Paul, 2024;
Asaju and Ayeni, 2021). From a job design perspective, such inefficiencies often result
in fragmented work processes that obscure the broader purpose and societal impact of
employees’ tasks, thereby diminishing perceived task significance. In addition to
procedural rigidity, nepotism and weak administrative governance persist as systemic
challenges within several federal ministries, these practices undermine meritocratic
principles, distort resource allocation, and erode institutional credibility and employee
morale (Dontsi et al., 2024; Osinubi et al., 2024; Tawiah et al., 2024). Within this
context, employees may experience reduced perceptions of fairness and diminished
recognition of their contributions, which weakens intrinsic motivation and constrains
performance, theoretical perspectives on work motivation suggest that when effort and
competence are decoupled from meaningful outcomes, employees are less likely to
perceive their roles as significant. Financial limitations further exacerbate performance
challenges in Nigeria’s federal ministries. Inadequate funding constrains program
execution, delays project delivery, and impedes the maintenance of critical
infrastructure, these constraints not only affect organizational effectiveness but also
shape employees’ work experiences by fostering role overload, resource scarcity, and
task routinization (Osinubi et al., 2024; Tawiah et al., 2024; Owunna et al., 2023), such
conditions can diminish employees’ perceptions of the value and impact of their work,
thereby weakening task significance and undermining performance-related behaviors.
Moreover, overlapping institutional mandates and insufficient inter-ministerial
coordination contribute to policy inconsistencies, operational conflicts, and duplication
of effort, these challenges are compounded by limited technological capacity and
shortages of skilled and adequately trained personnel, which restrict information sharing
and collaborative task execution (Elimian et al., 2024; Hossain and Hossain, 2024).
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From the standpoint of the job characteristics model, fragmented coordination disrupts
task identity and task significance by obscuring how individual roles contribute to
collective organizational and societal outcomes.

The slow adoption of digital governance and modern administrative technologies
further constrains transparency, efficiency, and service delivery across federal
ministries, when combined with low remuneration, unfavorable working conditions, and
limited career advancement opportunities, these conditions hinder the attraction and
retention of skilled professionals (Agbai and Okechukwu, 2024; Awotunde and
Aregbeshola, 2024; Owunna et al., 2024; 2023). These systemic deficiencies weaken
employees’ engagement with their work and reduce opportunities for experiencing
meaningfulness and purpose. Although institutional reforms, capacity-building
initiatives, and enhanced accountability mechanisms are frequently advocated as
remedies to these challenges, such approaches often emphasize structural and
procedural change while paying insufficient attention to the motivational consequences
of job design. From a theoretical standpoint, many of the challenges confronting
Nigeria’s federal ministries can be understood as factors that erode task significance,
thereby limiting intrinsic motivation and employee performance. Consequently,
improving performance in Nigeria’s federal ministries requires a dual focus on
administrative reform and the intentional design of work that emphasizes task
significance. By strengthening employees’ awareness of the societal relevance and
impact of their roles, public sector organizations can enhance intrinsic motivation and
performance outcomes, even within highly bureaucratic institutional environments.

Challenges to task significance in Nigeria

Task significance, a core dimension of the Job Characteristics Model, refers to the
degree to which employees perceive their work as having a meaningful impact on others
and contributing to valuable outcomes (Hackman and Oldham, 1976). When task
significance is high, employees are more likely to experience their work as purposeful
and socially relevant, which enhances intrinsic motivation and performance (Yu et al.,
2023). However, several structural and institutional challenges in Nigeria impede the
realization of task significance among public sector employees, one considerable
challenge relates to bureaucratic inefficiency and procedural rigidity (Erude et al., 2023;
Oyedele, 2015). Nigeria’s public service, historically shaped by colonial bureaucratic
structures, is often criticized for excessive formalism, red tape, and slow administrative
processes that delay policy implementation and service delivery performance
management system and public service delivery in Nigeria (Yakubu, 2025; Asaju and
Ayeni, 2021), these procedural fragmentation tends to reduce jobs to repetitive,
narrowly defined tasks that are disconnected from meaningful outcomes, thereby
diminishing employees’ perceptions of the social impact of their work (George et al.,
2020; Eneanya, 2018). Furthermore, the persistence of normative impediments such as
nepotism, favoritism, and non-meritocratic practices, which undermine fairness and
recognition within the public sector, these practices distort recruitment and reward
systems and often prioritize personal or political affiliations over competence and
contribution (Kuforiji, 2024; Arici et al., 2020). Organizational environments where
remuneration and advancement are dissociated from effort and impact can weaken
employees’ sense of purpose and the perceived significance of their tasks, making it
difficult for workers to view their roles as socially valuable (Asaju and Ayeni, 2021;
Osawe, 2015). Ambiguous role definitions and overlapping institutional mandates also
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challenge the development of task significance, weak coordination across ministries and
duplicative functions obscure employees’ understanding of how their individual tasks
contribute to broader organizational or societal goals. Without clear task boundaries and
outcome linkages, employees may struggle to see the importance of their work,
undermining the psychological meaningfulness that underpins task significance in the
JCM (Hackman and Oldham, 1976). Although specific Nigerian literature on this
dimension is limited, studies in public administration highlight that poorly coordinated
bureaucratic systems reduce clarity of purpose and policy coherence, which in turn
affect employee engagement (Yakubu, 2025; Asaju and Ayeni, 2021).

Another structural constraint is the limited feedback and outcome visibility within
public service processes, many public sector roles in Nigeria lack effective mechanisms
for employees to receive timely information about the impact of their work on service
delivery or citizen outcomes, without clear feedback loops linking individual tasks to
results that matter, employees may find it difficult to attribute meaning to their efforts,
thereby weakening task significance, the Job Characteristics Model posits that task
significance must be complemented by feedback for meaningful work experiences to
emerge (Ma et al., 2022; Hackman et al., 2015). Further, inadequate training and
professional development in Nigeria’s public sector constrain employees’ capacity to
understand and enact the social value of their roles, limited investment in capacity
building contributes to skill stagnation and reduces opportunities for employees to
engage with more complex and impactful aspects of their work, thereby diminishing the
motivational potential of task significance (Onyekwulunne, 2020). Finally, the slow
adoption of digital governance and modern administrative technologies impedes
transparency and outcome communication (Ayesha et al., 2025). The lack of effective
digital platforms not only limits service efficiency but also restricts employees’ ability
to observe the real-world effects of their work, which is critical for the experience of
task significance. Emerging scholarship on e-governance in Nigeria suggests that
technological constraints remain a barrier to functional bureaucratization and effective
service delivery (Egbara and Ayogu, 2024). These structural and institutional challenges
in Nigeria, bureaucratic inefficiency, normative impediments, unclear role scopes,
limited feedback mechanisms, inadequate training opportunities, and weak digital
systems, collectively undermine task significance, by constraining employees’
perceptions of the meaningfulness and social impact of their work, such challenges
attenuate intrinsic motivation and performance, illustrating the need for job design
reforms that enhance task significance within public sector roles.

Theoretical underpinning

This study is theoretically anchored in the Job Characteristics Model (JCM), remains
one of the most influential frameworks within work design and organizational
motivation theories (Hackman and Oldham, 1975). The model was formulated to
explain how specific characteristics embedded within job roles shape employees’
psychological experiences, motivation, and performance outcomes. By emphasizing the
intrinsic properties of work rather than external controls or rewards, the JCM provides a
robust theoretical lens for examining how meaningful job design can enhance employee
performance, particularly in public sector contexts, the JCM identifies five core job
characteristics, skill variety, task identity, task significance, autonomy, and feedback, as
fundamental attributes that determine the motivational potential of a job (Bukth and
Fatima, 2024; Hackman and Oldham, 1975). These characteristics influence how
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employees perceive their roles and, consequently, how they engage with their work.
Jobs designed to incorporate these attributes are more likely to foster intrinsic
motivation, job satisfaction, and sustained performance. Skill variety refers to the extent
to which a job requires the use of diverse skills, talents, and abilities, roles that involve a
broad range of activities tend to reduce the monotony, promote continuous learning, and
stimulate cognitive engagement, thereby enhancing employees’ interest and
commitment to their work (Lam et al., 2024). Task identity, in contrast, reflects the
degree to which a job involves the completion of a whole and identifiable piece of work.
When employees can clearly perceive the beginning, process, and outcome of their
tasks, they are more likely to experience a sense of accomplishment and ownership,
which strengthens their attachment to their roles, central to the present study is task
significance, defined as the degree to which a job has a substantial impact on the lives
or work of other people, either within the organization or in the wider society
(Moothery Joshy and Anjali, 2025; Hackman and Oldham, 1976). Task significance
directly shapes employees’ perceptions of the social value and importance of their work;
when individuals recognize that their efforts contribute meaningfully to organizational
objectives or societal well-being, their intrinsic motivation and work engagement are
significantly enhanced (Siddiqui, 2024; Woods et al., 2023).

Additionally, in public sector settings such as Nigeria’s federal ministries, where
work outcomes directly affect citizens and national development, task significance
holds particular theoretical relevance. However, as highlighted in the preceding
discussion, bureaucratic fragmentation, weak feedback systems, and institutional
inefficiencies often obscure this sense of significance, thereby weakening motivation
and performance, autonomy represents the degree of discretion, independence, and
control employees have over how they perform their tasks, autonomy empowers
employees to make decisions, exercise judgment, and take responsibility for work
outcomes, which enhances motivation and job satisfaction. Conversely, highly
centralized and rigid administrative systems, common in many public institutions,
restrict autonomy and limit employees’ sense of responsibility for outcomes, feedback,
the final core job characteristic, refers to the extent to which employees receive clear,
direct, and timely information about the effectiveness of their performance, effective
feedback mechanisms enable employees to evaluate their progress, learn from
experience, and continuously improve, reinforcing engagement and motivation (Kohli
and Priyadarshi, 2025; Bhatti et al., 2024; Casey, 2024; Hackman and Oldham, 1975).
According to the JCM, the presence of these five job characteristics gives rise to three
critical psychological states: experienced meaningfulness of work, experienced
responsibility for work outcomes, and knowledge of results (Hackman and Oldham,
1975). Experienced meaningfulness reflects the extent to which employees perceive
their work as valuable and worthwhile; experienced responsibility denotes the degree to
which employees feel accountable for work outcomes; and knowledge of results refers
to employees’ awareness of how well they are performing, these psychological states
serve as the immediate antecedents of key work outcomes, including intrinsic
motivation, job satisfaction, and employee performance. Existing literature provides
substantial empirical support for the JCM, demonstrating that jobs characterized by high
levels of skill variety, task identity, and task significance are consistently associated
with stronger motivation and improved performance outcomes (Adhika, 2024; Ali and
Naz, 2024; Ismail et al., 2024; Sami and Igbal, 2024; Hackman and Oldham, 1975).
Crucially, task significance has been shown to exert a particularly strong influence on
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experienced meaningfulness a core psychological state that drives sustained employee
performance.

Within the context of Nigeria’s federal ministries, the JCM offers a compelling
theoretical framework for understanding how structural and institutional challenges,
such as bureaucratic rigidity, limited autonomy, inadequate feedback, and weak
outcome visibility, undermine task significance and, by extension, employee
performance, while reforms often prioritize administrative restructuring and procedural
efficiency, the JCM underscores the importance of redesigning work itself to enhance
intrinsic motivation through meaningful job characteristics, with the focus of this study,
the JCM is therefore employed as a conceptual foundation for theorizing task
significance as a central mechanism for enhancing employee performance (Hackman
and Oldham, 1975), by foregrounding task significance within the broader job design
framework, this study contributes to theoretical discourse by illustrating how
meaningful work design can serve as a strategic lever for improving performance in
public sector organizations, particularly within bureaucratic and resource-constrained
environments.

Theoretical contribution of the job characteristics model

The job characteristics model (JCM), represents a foundational contribution to
organizational and work design theory by systematically explaining how intrinsic
features of a job influence employee motivation, psychological experiences, and
performance outcomes (Woods et al., 2023; Hackman and Oldham, 1975). Unlike
earlier motivational approaches that emphasized external rewards and supervisory
control, the JCM shifted theoretical attention toward the nature of work itself as a
primary determinant of employee behavior, this reconceptualization marked a
significant theoretical advancement by positioning job design as a central mechanism
through which organizations can enhance meaningfulness, motivation, and
performance, one of the most enduring theoretical contributions of the JCM lies in its
articulation of the link between job characteristics and psychological states, the model
proposes that five core job characteristics, skill variety, task identity, task significance,
autonomy, and feedback, give rise to three critical psychological states: experienced
meaningfulness of work, experienced responsibility for work outcomes, and knowledge
of results (Bukth and Fatima, 2024; Lam et al., 2024; Hackman and Oldham, 1975).
These psychological states function as mediating mechanisms through which job design
influences employee outcomes such as intrinsic motivation, job satisfaction, and
performance, this mediation logic has significantly shaped subsequent theoretical
models in organizational behavior by emphasizing employees’ subjective interpretations
of work rather than objective task features alone. In the context of the present study, the
JCM contributes theoretically by providing a conceptual foundation for understanding
task significance as a central driver of employee performance, task significance, defined
as the extent to which a job has a substantial impact on others, occupies a unique
position within the model because it directly informs experienced meaningfulness of
work (Hackman and Oldham, 1976). Theoretical extensions of the JCM suggest that
when employees perceive their work as socially impactful and consequential, they are
more likely to internalize organizational goals and demonstrate sustained performance
behaviors (Paudel and Sherm, 2024). By foregrounding task significance, this study
builds on the JCM’s explanatory power and advances its application to public sector
contexts where societal impact is a defining feature of work, another key theoretical
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contribution of the JCM is its integration of individual motivation and organizational
outcomes within a single coherent framework, the model bridges micro-level
psychological processes and macro-level performance outcomes, demonstrating how
individual perceptions of work design translate into organizational effectiveness, this
integrative logic remains highly relevant for contemporary public sector research, where
performance challenges are often examined through structural or institutional lenses
with limited attention to intrinsic motivational mechanisms (Lesmana et al., 2024;
Hackman and Oldham, 1976).

Furthermore, the JCM contributes theoretically by offering a normative framework
for job redesign, rather than treating performance deficits solely as problems of
employee attitudes or managerial inefficiency, the model suggests that performance can
be enhanced by intentionally structuring jobs to maximize motivational potential, this
perspective aligns closely with the present study’s argument that performance
challenges in Nigeria’s federal ministries are not only administrative or resource-based
but are also rooted in work designs that obscure task significance, limit autonomy, and
weaken feedback mechanisms (Fan et al., 2024). The continued relevance of the JCM is
evidenced by extensive empirical validation and theoretical refinement across diverse
organizational contexts, studies confirm that the core job characteristics, particular task
significance are consistently associated with higher motivation and performance
outcomes (Sankaran et al., 2024; Song et al., 2024). More recent scholarship has
extended the model to contemporary work settings, reaffirming its utility for
understanding employee performance in complex and bureaucratic environments
(Moothery Joshy and Anjali, 2025; Lam et al., 2024). The JCM contributes theoretically
by serving as a lens for reinterpreting employee performance in public sector
organizations through the concept of meaningful work, by emphasizing task
significance, the study extends the model’s application to developing country contexts
and highlights its capacity to explain how institutional constraints and bureaucratic
structures may weaken the psychological conditions necessary for high performance
(Kuforiji, 2024), in doing so, the study reinforces the JCM’s relevance as a dynamic
theoretical framework capable of informing both scholarly inquiry and practical reform
efforts, the theoretical contribution of the job characteristics model to this study lies in
its ability to explain why and how job design, particularly task significance, shapes
employee performance, by anchoring the analysis in the JCM (Paudel and Sherm, 2024;
Hackman and Oldham, 1976), this study advances theoretical understanding of
employee performance in public organizations and underscores the enduring value of
work design theories in addressing contemporary governance and performance
challenges.

Challenges of Job Characteristics Model (JCM)

Although the job characteristics model (JCM), provides a robust theoretical
framework for understanding how job design enhances motivation and employee
performance, its practical applicability in Nigeria’s public sector organizations is
constrained by several contextual and institutional factors, these challenges limit the full
realization of the model’s core assumptions, particularly in bureaucratic and resource-
constrained environments such as federal ministries (Erude et al., 2023; Oyedele, 2015).
One major challenge relates to the highly bureaucratic and rule-driven nature of public
sector organizations in Nigeria, the JCM assumes a degree of flexibility in job design
that allows managers to restructure tasks to enhance skill variety, autonomy, and task
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significance. However, Nigeria’s public sector is characterized by rigid hierarchies,
standardized procedures, and strict adherence to administrative rules, which restrict
managerial discretion in job redesign (Amin et al., 2024; Kuforiji, 2024; Hackman and
Oldham, 1976), such rigidity limits employees’ autonomy and constrains opportunities
to redesign tasks in ways that promote meaningfulness and intrinsic motivation, thereby
weakening the motivational pathways proposed by the JCM. Another challenge
involves the restricted autonomy and limited decision-making power available to
employees, within the job characteristics model, autonomy is critical as it cultivates a
sense of responsibility for one’s work outcomes (Hackman and Oldham, 1976). Yet, in
many Nigerian public sector organizations, decision-making processes are heavily
centralized, leaving lower-level staff with little influence over how their tasks are
carried out, evidence from studies on Nigerian public administration indicates that this
high degree of centralization suppresses initiative and innovation, diminishing
employees’ ownership of their work and accountability for results (Nwosu and Ananti,
2024). This structural limitation undermines one of the key psychological states
required for the effective functioning of the job characteristics model, moreover, the
weak feedback culture prevalent in Nigeria’s public sector further constrains the
model’s applicability. Feedback is a central component of JCM, providing employees
with knowledge of results and guiding performance improvement. Yet, in many public
organizations, performance appraisal systems are often irregular, procedural, or poorly
aligned with actual job performance. Consequently, employees receive limited
information about the impact and effectiveness of their work, diminishing the
motivational benefits of feedback and weakening the relationship between job
characteristics and performance outcomes.

Also, the significant challenge is the misalignment between job design and reward
systems, the JCM presumes that enhanced motivation resulting from enriched job
characteristics will be reinforced through recognition and performance-related
outcomes, in Nigeria’s public sector, however, remuneration and promotion systems are
frequently influenced by tenure, political considerations, or informal networks rather
than merit or performance (Dontsi and Marielle, 2024; Tawiah et al., 2024). This
misalignment diminishes the motivational value of enriched job characteristics, as
employees may fail to perceive a connection between meaningful work, performance,
and organizational rewards, resource constraints and capacity limitations also impede
the effective implementation of the JCM many public sector organizations in Nigeria
operate under conditions of inadequate funding, insufficient infrastructure, and limited
access to modern technologies, these constraints restrict opportunities for skill variety,
learning, and task enrichment, as employees are often required to perform repetitive
tasks with limited tools and support (Osinubi et al., 2024), therefore, the potential of job
characteristics to stimulate motivation and performance is significantly reduced.
Furthermore, the JCM’s emphasis on intrinsic motivation may be challenged by
prevailing socio-economic conditions in Nigeria, in contexts where employees face
economic insecurity, inflationary pressures, and relatively low wages, extrinsic rewards
may exert a stronger influence on motivation than job design factors (Badmus, 2023).
This reality does not invalidate the JCM but suggests that its motivational assumptions
may require contextual adaptation when applied in developing country settings. Finally,
limited managerial capacity for job redesign poses an additional constraint. Effective
implementation of the JCM requires managers who possess the skills and awareness
necessary to redesign jobs, communicate task significance, and establish meaningful
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feedback systems (Nwosu and Ananti, 2024; Hackman and Oldham, 1976). However,
leadership development and human resource capacity in Nigeria’s public sector remain
uneven, limiting the strategic use of job design as a performance-enhancing tool (Ajobi
and Owunna, 2022). While the job characteristics model offers a powerful theoretical
explanation for how job design influences motivation and employee performance, its
application in Nigeria’s public sector organizations is constrained by bureaucratic
rigidity, limited autonomy, weak feedback systems, misaligned rewards, resource
limitations, and contextual socio-economic factors, these challenges underscore the
need for contextualized adaptations of the JCM that account for institutional realities
while preserving its core theoretical insights, addressing these constraints is essential for
leveraging task significance and other job characteristics as mechanisms for enhancing
employee performance in Nigeria’s public sector.

Conclusion

The application of the job characteristics model (JCM) within Nigeria’s public sector
underscores the critical role of meaningful job design in driving employee motivation,
engagement, and performance, by emphasizing core job characteristics, particularly task
significance, organizations can foster intrinsic motivation and a sense of purpose among
employees, which is essential for effective service delivery in federal ministries, the
Nigerian public sector, with its bureaucratic structures, resource constraints, and socio-
cultural diversity, presents both opportunities and challenges for implementing the
principles of the JCM. To enhance employee performance, public organizations must
adopt context-sensitive strategies that align job roles with broader organizational and
societal outcomes. Strengthening task significance through clear communication of the
social impact of employees’ work, increasing autonomy where feasible, providing
timely and constructive feedback, and designing roles that allow for skill variety and
task identity are pivotal interventions. Such approaches not only improve employees’
psychological experiences at work but also contribute to higher engagement,
organizational commitment, and overall performance outcomes. Ultimately, sustained
performance in Nigeria’s federal ministries depends on the strategic integration of JCM
principles into organizational processes, by creating meaningful and socially relevant
work, public organizations can address intrinsic motivational deficits, foster a culture of
accountability and ownership, and establish long-term reciprocal relationships between
employees and the organization, in this way, the JCM provides a valuable conceptual
lens for enhancing the effectiveness and responsiveness of Nigeria’s public sector
workforce.

Acknowledgement

The author sincerely expresses gratitude to the supervisor and supervisory committee
for their guidance, support, and invaluable feedback throughout the course of this study.
Appreciation is also extended to all participants and individuals who generously shared
their time, experiences, and insights, which greatly contributed to the depth and quality
of this work.

QUANTUM JOURNAL OF SOCIAL SCIENCES AND HUMANITIES 7(2): 350-365.
elSSN: 2716-6481
https://doi.org/10.55197/gjssh.v7i2.1119



Ajobi et al.: Enhancing employee performance through task significance: A theoretical exploration of job characteristics model.

-361 -

Conflict of interest

The author conducted this study independently using personal resources and received
no external financial or commercial support. The author declares no conflicts of interest.

[1]

[2]

[3]
[4]
[5]

[6]
[7]

[8]
9]

[10]

[11]

[12]

[13]

[14]

[15]

[16]

REFERENCES

Abdulkareem, A.K., Ishola, A.A., Abdulkareem, Z.J., Oladimeji, K.A., Adejumo, A.,
Ayinla, A.A. (2025): Ethical behaviour, organisational support and employee outcomes in
driving public sector organisational performance. — RAUSP Management Journal 60(1):
175-191.

Abuh, O., Okolie, C., Uchenna, O. (2025): Enhancing Employee Commitment and
Performance Levels in Nigeria Public Sector through Ability-Motivation-Opportunity
(AMO) Framework. — International Journal of Strategic Management 4(2): 13-47.
Adhika, I.N.R. (2024): The Mediating Role of Competence in the Influence of Job
Characteristics on Job Satisfaction. — Jurnal Management Pelayanan Hotel 8(2): 155-163.
Adiarani, P.G. (2019): The effects of job characteristics on work engagement. — Russian
Journal of Agricultural and Socio-Economic Sciences 85(1): 475-479.

Agbai, E.P., Okechukwu, N.U. (2024): Tackling Talent Acquisition Challenges in
Nigerian IT Sector: Problems and Prospects. — Universal Library of Multidisciplinary
1(1): 9p.

Agbanero, 1. (2023): Motivation and effective civil service: The Nigeria experience. —
Uluslararas1 Yonetim Akademisi Dergisi 6(1): 28-34.

Ahmad, F., Wei, C., Alam, A., Ahmed, I. (2026): Impact of Public Service Motivation on
Employee Performance: A Cross-Country Comparison of Pakistan and China Public
Sectors. — International Journal of Public Administration 18p.

Ajike, C. (2023): Performance Management System: The Catalyst to Boosting Public
Sector Productivity in Nigeria. — Economic and Policy Review 21(2): 34-41.

Ajobi, A.O., Ismail, 1.LAB., Ismail, S.B., Owunna, R. (2025): Enhancing Employee
Performance Through Training: A Theoretical Exploration of Social Exchange Theory. —
Quantum Journal of Social Sciences and Humanities 6(3): 489-501.

Ajobi, A.O., Owunna, R. (2022): Influence of Leadership on Job Performance among
Employees of Selected Government Secondary Schools in Lagos Nigeria. — International
Journal of Academic Research in Business and Social Sciences 12(11): 1762-1771.
Akuche, C.C., Akindoyin, D.l. (2024): Elucidating the Problems of Service Delivery in
the Nigerian Local Government System since the Fourth Republic. — Kashere Journal of
Politics and International Relations 2(2): 396-406.

Ali, B., Naz, Z. (2024): Job Characteristics and Job Satisfaction: The Role of Normative
Commitment and Perceived Organizational Support in the Telecom Sector. — Journal of
Business and Management Research 3(2): 197-221.

Allan, B.A. (2017): Task significance and meaningful work: A longitudinal study. —
Journal of Vocational Behavior 102: 174-182.

Amin, A., Bamidele, A.H., Abdullahi, A. (2024): Public Administration Reform: An
Impetus for Good Governance and Political Security in Nigeria. — Malaysian
Management Journal 28: 173-214.

Arici, H.E., Arasli, H., Cakmakoglu Arici, N. (2020): The effect of nepotism on tolerance
to workplace incivility: mediating role of psychological contract violation and moderating
role of authentic leadership. — Leadership & Organization Development Journal 41(4):
597-613.

Asaju, K., Ayeni, E. (2021): Public bureaucracy and national development in Nigeria:
Issues and challenges. — Nigerian Journal of Administrative and Political Sciences 5(1):
69-90.

QUANTUM JOURNAL OF SOCIAL SCIENCES AND HUMANITIES 7(2): 350-365.
elSSN: 2716-6481
https://doi.org/10.55197/gjssh.v7i2.1119



Ajobi et al.: Enhancing employee performance through task significance: A theoretical exploration of job characteristics model.

[17]

[18]

[19]

[20]

[21]

[22]

[23]

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

[32]

[33]

[34]

-362 -

Au, K., Jeong, S.S., Hsu, AJ., Xiao, Y. (2024): When does prosocial motivation deliver?
A dual-motivations approach to social enterprise outcomes. — Journal of Business Ethics
193(1): 159-178.

Awotunde, O.M., Aregbeshola, A.R. (2024): Navigating the future workplace:
intrapreneurship training and development for enhanced performance and organizational
productivity. — International Journal of Research in Business and Social Science (2147-
4478) 13(2): 127-136.

Ayesha, A.D., Ahlan, A.R., Ibrahim, N.M., Ahmed, M. (2025): Impact and Challenges of
E-Government Implementation in Nigeria: A Systematic Literature Review. —
International Journal on Perceptive and Cognitive Computing 11(2): 42-57.

Badmus, I.T. (2023): Demographic Variables, Organizational Support and Job
Satisfaction As Predictors Of Personnel Commitment In University Libraries In South-
West Nigeria. — Federal University of Technology Minna 185p.

Bakker, A.B., Demerouti, E. (2017): Job demands—resources theory: Taking stock and
looking forward. — Journal of Occupational Health Psychology 22(3): 273-285.

Balewa, I.T., Saleh, F., Adeboboye, A.T., Sinclair, G.A., Abubakar, F.A., Omuso, A.l.
(2025): Government Institutions and The Pathway from Policy Formulation to
Implementation. — General Information About JPPSS 19p.

Bhatti, S.C., Jain, A., Robert, L.P. (2024): Meaningful Work with A Robot? A
Quantitative Exploration Using the Job Characteristics Model among Restaurant
Employees. — In 35th Australasian Conference on Information Systems 12p.

Bukth, T., Fatima, K. (2024): The influence of job characteristics on the motivation and
satisfaction of mid-career professionals. — Psychology 15(11): 1760-1790.

Casey, R. (2024): An Empirical Study of Core Job Characteristics and Employee
Motivation in a Multinational Beverage Company. — Missouri Southern State University
120p.

Claude, K.J. (2024): The impact of records management on the effectiveness of human
resource management in the public sector. — International Journal of Research and
Innovation in Social Science 8(5): 1040-1060.

Cnossen, F., Nikolova, M. (2025): Work meaningfulness and effort. — Journal of
Behavioral and Experimental Economics 119: 13p.

Dontsi, N.S.A., Marielle, D.M.F. (2024): Effect of Corruption on Human Capital in Franc
Zone Countries: An Opportunity Cost Analysis. — International Journal of Scientific
Advances 5(2): 232-240.

Egbara, E.A., Ayogu, G.l. (2024): E-governance for functional bureaucratization in
Nigeria: Benefits and challenges. — International Journal of Research and Innovation in
Social Science 8(8): 3572-3580.

Elimian, K., Diaconu, K., Ansah, J., King, C., Dewa, O., Yennan, S., Alfvén, T. (2024):
Enablers and barriers to implementing cholera interventions in Nigeria: a community-
based system dynamics approach. — Health Policy and Planning 39(9): 970-984.

Eneanya, A.N. (2018): Performance management system and public service delivery in
Nigeria: Impacts, problems, challenges and prospects. — Africa’s Public Service Delivery
and Performance Review 6(1): 1-9.

Erude, S.U., Igere, W., Okereka, O.P. (2023): Bureaucratic features and job performance
in Nigeria: A study of Delta State civil service. — International Journal of Social Sciences
and Management Research 9(5): 87-99.

Faliza, N., Ahmad, M.B., Setiawan, R., Wiwit, A. (2024): The effect of leadership
effectiveness and Islamic work motivation on organization performance with Islamic
work ethics as a moderating variable. — Reslaj: Religion Education Social Laa Roiba
Journal 6(1): 409-425.

Fan, X., Wang, D., Wang, F., Kraimer, M.L. (2024): When leaders are forced to stay: The
indirect effects of leaders' reluctant staying on subordinates' performance. — Journal of
Organizational Behavior 45(3): 459-476.

QUANTUM JOURNAL OF SOCIAL SCIENCES AND HUMANITIES 7(2): 350-365.
elSSN: 2716-6481
https://doi.org/10.55197/gjssh.v7i2.1119



Ajobi et al.: Enhancing employee performance through task significance: A theoretical exploration of job characteristics model.

[35]

[36]

[37]
[38]
[39]
[40]

[41]

[42]

[43]

[44]

[45]

[46]

[47]

[48]

[49]

[50]

[51]

[52]

[53]

-363 -

Ferdinand, E.O., Bisong, B.D., Inakefe, 1.G. (2021): Bureaucracy and public policy
implementation in the Nigerian public service: Some salient issues. — Journal of Good
Governance and Sustainable Development in Africa 6(2): 39-46.

Frank, E.O., Ubeng, E.E., Kimeto, J.C., County, K. (2025): Conversion of Public Policy:
The Common Challenges of Public Administration in Nigeria. — Journal of Public
Administration and Governance 15(2): 54-73.

George, R.G., Jonathan, V., Michael, F.L. (2020): The relationship between task
characteristics and employee engagement. — Trends in Undergraduate Research 3(1): 6p.
Hackman, J.R., Oldham, G.R. (1976): Motivation through the design of work: Test of a
theory. — Organizational Behavior and Human Performance 16(2): 250-279.

Hackman, J.R., Oldham, G.R. (1975): Development of the job diagnostic survey. —
Journal of Applied Psychology 60(2): 159-170.

Hackman, R., Lawler, E., Oldham, G. (2015): Job characteristics theory. — In
Organizational Behavior, Routledge 1: 18p.

Holman, D., Escaffi-Schwarz, M., Vasquez, C.A., Irmer, J.P., Zapf, D. (2024): Does job
crafting affect employee outcomes via job characteristics? A meta-analytic test of a key
job crafting mechanism. — Journal of Occupational and Organizational Psychology 97(1):
47-73.

Hossain, M., Hossain, M.A. (2024): Political alignment and organized violence: Evidence
from Nigeria. — Journal of Economic Behavior & Organization 222: 394-426.

Ismail, F., Abdullahi, M.S., Arnaut, M., Bano, Y., Hadi, N.M.H., Gwadabe, Z.L. (2024):
The Effect of Organizational Culture on Employee Engagement in Higher Education
Institutions: The Mediating Role of Job Characteristics. — Zhongguo Kuangye Daxue
Xuebao 29(3): 141-152.

Jafri, M., Razak, A., Osman, Z., Razniza, N., Nadzri, M. (2025): Enhancing Employee
Performance in the Public Sector: The Interplay of Public Service Motivation. —
Leadership Style, Organizational Commitment, and Satisfaction 5(40): 11-23.

John, E. (2024): Representative Bureaucracy and Social Equity in Nigeria: A Critical
Analysis. — European Journal of Social Sciences 7(1): 60-80.

Kambey, J.P., Watung, S.R., Kaligis, J.N., Lukiyanto, K., Dewi, G.C., Wijayaningtyas,
M. (2024): Influence of Job Characteristic and Characteristic Individual on Employee
Performance Through Work Motivation as A Mediation Variable. — Journal of Logistics,
Informatics and Service Science 11(7): 547-558.

Kohli, M.K., Priyadarshi, P. (2025): Attaining sustainable employment within
organizations: uncovering the impact of job crafting amid contextual and individual
influences. — South Asian Journal of Business Studies 14(2): 206-220.

Kpurunee, G.L., Amadi, K.l., Zeb-Obipi, I. (2024): Employee Productivity in Nigeria:
Challenges and Prospects. — Research Journal of Management Practice 4(10): 49-64.
Kuforiji, A.A. (2024): The Ethical Implications of Nepotism and Corruption in
Professional Environments. — AKSU Journal of Administration and Corporate
Governance 4(3): 101-110.

Lam, R., Tsang, L., Tavitiyaman, P. (2024): The impact of internship job characteristics
on students’ hospitality career: students’ and employers’ perspectives. — Journal of
Teaching in Travel & Tourism 26p.

Lesmana, G., Jamaludin, A., Nandang, N. (2024): Optimizing Employee Performance:
The Impact of Job Characteristics and Work Discipline at PT. Pratamaeka Bigco
Indonesia. — INVEST: Jurnal Inovasi Bisnis dan Akuntansi 5(2): 304-316.

Luitel, M.K., Poudel, R.K. (2024): Employees’ performance paradigm: A review
envisions for behavioral perspectives. — DEPAN 6(1): 37-48.

Ma, E., Du, J., Xu, S.T., Wang, Y.C., Lin, X. (2022): When proactive employees meet the
autonomy of work A moderated mediation model based on agency theory and job
characteristics theory. — International Journal of Hospitality Management 107(5): 11p.

QUANTUM JOURNAL OF SOCIAL SCIENCES AND HUMANITIES 7(2): 350-365.
elSSN: 2716-6481
https://doi.org/10.55197/gjssh.v7i2.1119



Ajobi et al.: Enhancing employee performance through task significance: A theoretical exploration of job characteristics model.

[54]

[55]

[56]

[57]

[58]

[59]

[60]

[61]

[62]

[63]

[64]

[65]

[66]

[67]

[68]

[69]

[70]

[71]

-364 -

Meynhardt, T., Hermann, C., Bardeli, J. (2024): Connecting value creation for society
with work engagement: the relevance of an organization’s public value as an extension of
the job characteristics model. — Curr. Psychol. 43: 23260-23277.

Moothery Joshy, L., Anjali, A. (2025): Unlocking Job Involvement: Helping New
Employees Navigate using Uncertainty Reduction Theory with Psychological Safety as a
Mediator. — Creative Nursing 31(2): 144-154.

Nor, A.l. (2025): The effect of training on public service delivery effectiveness in public
sector organizations: the mediating role of civil servants’ performance. — Cogent Social
Sciences 11(1): 14p.

Nwosu, C.C., Ananti, M.O. (2024): Public Sector Innovation and Service Delivery in
Nigeria: A Paradigm Shift from Traditional Public Administration to New Public
Management. — International Journal of General Studies (1JGS) 4(1): 48-64.

Omar, E.N., Hassan, N., Demong, N.A.R., Hassan, L.F.A., Alwi, A. (2022): The
Influence of Job Characteristics towards Job Outcomes among the Employees. — Global
Business and Management Research 14(4s): 50-57.

Onyekwulunne, M.I. (2020): Personnel management, motivation and productivity in
Nigeria’s public service. — Saudi Journal of Business and Management Studies 5(9): 490-
497.

Osawe, C.O. (2015): Nigerian public service performance in a dysfunctional ecology:
issues, challenges and the way forward. — Review of Public Administration and
Management 3(7): 45-57.

Osinubi, T.T., Ajide, F.M., Ajisafe, R.A. (2024): Linking institution to economic
transformation: An exploratory analysis of the impact of corruption on economic
complexity in Nigeria. — Obafemi Awolow University Press 19p.

Owunna, R., Abd Aziz, M.F.B., Musa, S.N.S., Musa, A.O.A. (2023): Impact of working
conditions and interpersonal relationships on performance of non-academic staff. —
International Journal of Academic Research in Business and Social Sciences 13(12):
4188-4203.

Owunna, R., Aziz, F., Musa, S.N.S., Ajobi, A.O. (2024): Organizational Challenges of
Women Career Development: A Case Study of Banking Sector. International Journal of
Academic Research in Progressive Education & Development, 13(3), 3051-3064.
Owunna, R., Aziz, F., Musa, S.S.N., Ajobi, A.O. (2025): Enhancing Employee
Performance Through Competence: A Theoretical Exploration of Self-Determination
Theory. — Quantum Journal of Social Sciences and Humanities 6(5): 1-14.

Oyedele, S.0. (2015): The Nigerian public service and service delivery under civil rule. —
Journal of Public Administration, Finance and Law 10p.

Paudel, R., Sherm, A. (2024): Exploring the theoretical landscape: Implications of remote
work on employee performance and well-being. — Indonesian Journal of Applied and
Industrial Sciences (ESA) 3(3): 263-278.

Paul, A. (2024): Challenges and strategies for the implementation of public policies by
bureaucrats in the federal republic of Nigeria. — International Journal of Intellectual
Discourse 7(1): 308-322.

Prasetyawan, A., Junaidi, A., Irawati, M.A., Subekti, H. (2024): Impact of Task Variation
and Job Knowledge on Employee Performance Through Value of Service. — Management
Analysis Journal 13(2): 151-159.

Raihan, T. (2020): Role of job characteristics model on employee job satisfaction: An
empirical study. — Journal of Business Administration 32(1): 179-196.

Roberts, B.S., Cumberland, D.M., Ellinger, A.D. (2025): Making a difference in the
workplace: a systematic literature review of prosocial impact. — Human Resource
Development Review 24(2): 199-224.

Sami, AA,, Igbal, A. (2024): The Impact Of Job Characteristics On Employee Turnover
Intention Through Psychological Contract In The Pharmaceutical Industry Of Pakistan. —
Migration Letters 21(S14): 325-350.

QUANTUM JOURNAL OF SOCIAL SCIENCES AND HUMANITIES 7(2): 350-365.
elSSN: 2716-6481
https://doi.org/10.55197/gjssh.v7i2.1119



Ajobi et al.: Enhancing employee performance through task significance: A theoretical exploration of job characteristics model.

[72]

[73]

[74]

[75]

[76]

[77]

[78]

[79]

[80]

-365 -

Sankaran, B.G., Preetha, P.N., Radhakrishnan, N., Santhanalakshmi, K. (2024): From
Metrics to Motivation: Humanizing Performance Reviews to Empower Employees. —
Library of Progress-Library Science, Information Technology & Computer 44(3): 11663-
11670.

Siddiqui, M.H. (2024): Job Characteristics Model for Job Rotation in Company Crises
such as the COVID-19 Pandemic. — Seinajoki University of Applied Sciences 52p.
Siengthai, S., Pila-Ngarm, P. (2016): The interaction effect of job redesign and job
satisfaction on employee performance. — In Evidence-based HRM: a Global Forum for
Empirical Scholarship, Emerald Group Publishing Limited 4(2): 162-180.

Song, Y., Tu, M.H., Fang, Y., Krishnan, S. (2024): Looking forward or backward: A
temporal lens to disentangle adaptive and maladaptive reactions to daily goal-
performance discrepancy. — Journal of Applied Psychology 109(1): 99-114.

Tawiah, V., Zakari, A., Alvarado, R. (2024): Effect of corruption on green growth. —
Environment, Development and Sustainability 26(4): 10429-10459.

Thusi, X., Jili, N.N., Adetiba, T.C., Mlambo, V.H., Mkhize, N. (2023): Performance
Management Systems (PMS): Challenges and Opportunities in the Public Sector. — JPAS
(Journal of Public Administration Studies) 8(1): 41-49.

Woods, J.M., Cooke, D., Brant, K.K. (2023): Public Service Motivation and Employee
Engagement in Bureaucratic Organizations. — In Global Encyclopedia of Public
Administration, Public Policy, and Governance, Cham: Springer International Publishing
6p.

Yakubu, A. (2025): Effects of Bureaucratic Bottlenecks on Public Service Delivery in
Nigeria: A Case Study of Lokoja Local Government, Kogi State, Nigeria. — International
Journal of Management, Marketing and Sustainability Review 1(1): 18-30.

Yu, T., Zhao, Y., Zhang, Z. (2023): The direction of work flow matters: influence
mechanism of task interdependence on employee proactive work behavior. — Frontiers in
Psychology 14: 11p.

QUANTUM JOURNAL OF SOCIAL SCIENCES AND HUMANITIES 7(2): 350-365.
elSSN: 2716-6481
https://doi.org/10.55197/gjssh.v7i2.1119



