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Abstract  
Private security outfits over time have multiplied in many commercial cities in Nigeria complementing the mainstream 
security service by rendering their services to many organizations including public and private in Nigeria. The study 
investigated the effect of work environment factors on employees’ performance of private security firms in FCT, Nigeria. the 
population of this study comprise all employees of the 113 licensed private security in Abuja with 68,508 employees. The 
sample size for this study is 398 employees, primary data was collected using well structure questionnaire. The data was 
analyzed with the aid of Partial Least Square Structural Equation Model (PLS-SEM). The study found that 
organizational culture and recognition have positive and significant effect on employee’s performance. Based on the study's 
findings, it is recommended that private security firms should continue to improve on their culture to allow for employees to 
take risk, be innovative and share ideas among themselves as well as subordinates and superiors. This can be fostered by 
allowing room for open communication in the organization. Also, that private security firms should continue to reward 
outstanding employees whilst considering both monetary and non-monetary forms of rewards. A clear guideline for selecting 
such outstanding employees should be outlined and well communicated to the employees. 
Keywords: Firms, Employees’ Performance, Organizational Culture, Recognition.  
 
INTRODUCTION  
Globally, the importance of employees’ towards improving performance cannot be overemphasized as 
though improved performance is accomplished through the employees of the organization thus, putting 
employees as a most valuable asset every firm needs to improve performance (Nor, 2018). Whenever 
employees are used to their greatest capacity, business may attain limitless productivity, efficiency, and 
performance. All employees may not work in the same way since they have distinct working styles, their 
performances are however determined by their willingness and openness to complete their jobs which 
will in turn grow their productivity and subsequently contribute to improved performance (Raziq & 
Maulabakhsh, 2015).  
 
In the dynamic and often demanding field of security services, the conditions and atmosphere in which 
employees operate play a pivotal role in shaping their effectiveness and overall job performance. The 
workplace environment is the major key factor that exists in the organization environment and its 
employees. The environment of an organization involves surroundings, employees’ relationships, 
location, rules & regulations, culture, resources, and operations, these factors will have an impact on the 
employees’ performance and commitment to their work (Rachman, 2021). Work environment 
encompasses physical setting, work characteristics, broader structure options, and aspects of additional 
organisational settings, implying that work environment is a combination of the interrelationships that 
exist between employees and employers, as well as the working context of employees, which includes 
the technical, social, and political aspects (Awoken, 2019). Similarly, Aggarwal et al. (2023) submitted 
that work environment can be referred to as the elements that consist of the setting in which employees 
put effort and work. Generally, it can be called the setting where the employees perform their tasks. It 
has been observed that a work environment is an essential element of job performance since it affects 
employees’ actions. 
 
The private security industry plays a crucial role in maintaining public safety and protecting assets in 
Nigeria. With an estimated over 500,000 personnel private security firms contribute significantly to 
societal security (Olayinka & Okunola, 2020). However, despite their importance, the industry faces 
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challenges related to low employee morale, high turnover rates, and suboptimal performance (Amodu & 
Adeniran, 2018). Private security firms are tasked with safeguarding various assets, individuals, and 
properties, necessitating a vigilant and responsive workforce. The nature of this work involves facing 
diverse challenges, ranging from potential security threats to maintaining order in various settings. 
Consequently, the work environment, encompassing factors such as physical facilities, organizational 
culture, leadership styles, recognition, teamwork, and interpersonal dynamics, becomes a critical 
determinant of how well employees fulfill their roles (Zainab, 2022; Amodu & Adeniran, 2018). For the 
purpose of this study, organizational culture and recognition were adopted and formed the focal point 
of the study. Samadara (2020) explained that organizational culture is the set of assumptions, beliefs, 
values, and norms shared by an organization's members. Besides, Qianqian and Zhihua (2020) noted that 
organizational culture can build friendly, family work atmosphere and care about development of 
employees, which is attractive for some employees who seek for employment ability, personal value, and 
career development. In essence, organizational culture shapes the environment in which employees 
operate, influencing their behaviors, attitudes, and interactions. A strong alignment between the 
organizational culture and the values and goals of employees often results in enhanced performance and 
productivity. Wickham (2022) asserts that when employees get recognition for accomplishing a task, they 
are more likely to be highly engaged, motivated and have a greater feeling of self-esteem, recognition 
promotes employee motivation and enhances performance. 
 
Private security outfits over time has multiplied in many commercial cities in Nigeria complementing the 
mainstream security service by rendering their services to many organizations including public and 
private in Nigeria. The demand for their services by these organizations has seen a lot of investment in 
the sector thereby leading to a careful recruitment process aimed at sustaining the security firms 
leveraging on capable hands (employees) delivering quality service to clients. Since, the firm rely so much 
on employees, they organize series of training for these employees so as to equip them with relevant 
skills on quality service delivery. However, despite these investments in facilities and training, 
organizations continue to raise concerns about negative behaviors of security guards deployed to their 
organizations with some even having to terminate the contract with such security firms and others asking 
that erring guards be transferred out. Since employee’s performance accumulates to organizational 
performance, this study saw the need to examine the effect of work environment on employees’ 
performance of private security firms in Abuja, Nigeria.  
 
Studies have been conducted to link work environment and employees’ performance (Aladetan, 2023; 
Aggarwal, et al. 2023; Angin, et al., 2021; Donley, 2021; Aisyah, et al. 2020; Badrianto & Ekhsan, 2020; 
Al-Omari & Okasheh, 2017; Awan, 2015; Chandrasekar, 2011). However, majority of these studies were 
conducted outside the geographical area of Nigeria while others focused solely on job satisfaction and 
not employees’ performance. the study of Duru and Shimawu (2017) although was conducted in Nigeria, 
but did not focus on the private security companies in FCT Abuja nor did the study focus on employees’ 
performance thus creating geographical, sectoral and contextual gaps which this current study seeks to 
close by examining the effect of work environment on employees’ performance in selected private 
security firms in FCT Abuja Nigeria. 
 
Objectives of the Study 
The main objective of the study is to investigate the effect of work environment on employees’ 
performance of private security firms in Abuja, Nigeria. Specifically, the study set out to: 

i. assess the effect of organizational culture on employees’ performance of private security firms in 
Abuja, Nigeria; and 

ii. examine the effect of recognition on employees’ performance of private security firms in Abuja, 
Nigeria. 
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LITERATURE REVIEW 
Work Environment 
The work environment itself according to (Saputri, & Pamikatsih, 2022) is everything that is around the 
worker and can affect him in carrying out the tasks assigned. The work environment in the organization 
has an important meaning for individuals who work in it, because the work environment will affect 
directly or indirectly the people who are in it (Saptono, et al., 2020). The work environment is an 
environment where an employee does his daily work which can affect him in carrying out his duties. 
According to (Putra, et al., 2022) a working environment condition is said to be good, if employees can 
carry out activities or work optimally, healthy, safe, and comfortable. Therefore, creating a good work 
environment will be able to determine success in achieving the expected goals of the company. Work 
environment is everything that exists around workers both inside and outside the room including those 
that are physical or not that affect employees in carrying out the tasks they carry (Mohammad et al, 2016). 
Olanipon et al. (2023) posited that a typical working environment which consists of behavioral and 
physical features are critical. All components which are linked to an employee’s ability to physically 
engage with the workplace are referred to as the physical setting. While behavioral environmental 
components relate to workplace occupants’ etiquettes with one another. Work environment can be 
anything that exists around the employee and can affect how he performs his duties (Al-Omari & 
Okasheh, 2017). According to (Bahri, 2019) the work environment is all aspects of the physical work, 
psychological work, and work regulations that can affect job satisfaction and productivity gains. Khair 
(2018) describes the work environment as the physical environment in which employees work can affect 
their performance, safety and quality of work life.  
 
Organizational Culture 
Organizational Culture (OC) referred to the mindset of an organization comprising of belief systems, 
values and attitudes expected to shape the conduct and interactions among the members (Kanyuira & 
Kibuthu, 2020). OC is profiled in many ways such as through the domineering style of leadership, success 
definition, role models, language use, dress codes, hairstyles, flags, exchange of greetings and religious 
ceremonies. Cameron et al. (2020) defined organizational culture as the shared values, beliefs, 
assumptions, and practices that shape the behavior and interactions of people within an organization. 
Organizational culture is a critical aspect of organizational behavior that influences employee behavior, 
communication, decision-making, and the overall success of an organization. Organizational culture 
comprises the unwritten customs, behaviors and beliefs that determine the "rules of the game" for 
decision-making, structure and power. It's based on the shared history and traditions of the organization 
combined with current leadership values. In effect, culture dictates the way we do business and the 
organizational survival tactics that facilitate assimilation and personal success (Hanna, 2019).   
 
Asita and Satish (2019) asserted that organizational culture covers values, beliefs and behaviors that 
contribute to the unique social and psychological environment of a business which guide the behavior 
of employee. It is a combination of values and beliefs, norms of behavior that are acceptable, policies, 
and expectations coming down from the top, formal and informal systems, through procedures, and 
networks. Organization culture influences the way people interact, the way employees resist certain 
changes, knowledge created, the way in which things are done around an organization. Thus, 
Organizational culture is an important concept and a pervasive one in terms of its impact on 
organizational change programs. Sharma (2017) defined organizational culture as the collection of 
traditions, values, beliefs, policies and attitudes that constitutes a pervasive context for everything for 
everything one does and thinks in an organization. 
 
Recognition 
According to Narpati et al. (2020) recognition is the process of granting a certain status in an organization 
to an employee. Recognition is acknowledging the existence of employees in the organization or 
company. Recognition is a strategic and thoughtful practice employed by organizations to acknowledge 
and express appreciation for the exemplary efforts, achievements, and positive contributions of their 
employees, aiming not only to boost morale and job satisfaction but also to foster a culture of motivation, 
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loyalty, and continuous improvement within the workforce. (Atmoko & Noviriska, 2022). It begins with 
an official acknowledgment of the relationship between the employee and the organization or company. 
Recognition, according to Muhammad and Nawaz (2017) is the act of verbally expressing gratitude to 
someone for the work they have done. Saying "good work," "well-done," or "pat on the back" are 
examples of how to express that an employee's work has been acknowledged. When employees receive 
praise for their efforts, it increases their level of enthusiasm, satisfaction, and sense of worth. According 
to Khan et al. (2017), recognition is the act of thanking staff members for their achievement and level of 
performance, as well as their contribution in achieving a goal. It can be personal or public, essential or 
formal. It is always in the account to be paid. According to Lartey (2021), acknowledgment is the act of 
providing a reward in connection with a performance, such as the completion of a project or work or 
the attainment of a goal. It can be non-monetary in the case of verbal or written praises or appreciations, 
or monetary in the case of cash prizes. 
 
To Abdullah et. al. (2016), recognition means the deliberate acknowledgment and appreciation bestowed 
by an entity, such as an organization or team, upon individuals for their noteworthy achievements, 
efforts, or positive contributions, serving as a pivotal factor in inspiring and incentivizing continued high 
performance and commitment. Sija (2021) coined recognition as a reward given to the employees once 
they have accomplished certain jobs or achievement on reaching the target. Further explained recognition 
is a basic need in human life where each individual need recognition, craves for it and responds to it 
which makes recognition significant to the employee. Husain et al. (2019) defined recognition as 
employees’ contributions as being valued and cared for. However, for Amoatemaa and Kyeremeh (2016), 
held that recognition refers to the acknowledgement of a person’s behaviour either formally or 
informally, an effort or achievement of which is clearly beyond employer’s normal expectations. 
Employee recognition can be in the form of appreciation written or verbal appreciation such as 
appraising employee or writing employee’s name in the organization’s newsletter or board. 
 
Employees’ Performance 
According to Buchanan and Badham (2020), an employee's performance is defined as the outcome of 
the quality and quantity of work he completes while performing the obligations assigned to him. 
Employee performance indicators include but not limited to: quality of work, quantity of work, work 
discipline, cooperation, initiative. According to Sultana, et al. (2012) performance is the achievement of 
set targets in terms of expected standards of accuracy, completeness, cost and speed. Employee 
performance is a result of the quality and quantity of work that can be achieved by an employee in 
performing tasks in accordance with the responsibilities (Ruky, 2015). 
 
According to Sila (2014), performance is how well someone completes a particular task and additionally 
the perception with which he/she completes that task. Who further posits that job performance can be 
defined in terms of quantifiable outcomes of work behaviors such as number of sales, numbers sold and 
also in terms of behavioral dimensions. Furthermore, performance is about generating actions or 
behaviors effectively to meet the set targets. According to all above definitions, employee performance 
means the accomplishment of a given task measured against present known standards of accuracy, 
competency, cost and speed. Employee performance is achieving and accomplishing specific and well-
determined tasks in the organization, these tasks will be measured with well-planned and predefined 
goals, objectives (Safitri & Lathifah, 2019). 
 
Organizational Culture and Employee Performance 
Agus and Neneng (2023) examined the effect of organizational culture for improving corporate 
performance at PT. XYZ Discreet. The research method used was quantitative research by distributing 
questionnaires using the organizational culture assessment instrument (OCAI) to employees of PT. XYZ 
District. Quantitative approaches place an emphasis on objective measurement and analysis using 
statistics, either mathematical or numerical, derived from data collected via surveys and questionnaires. 
340 participants were sampled for the study on corporate culture evaluation using OCAI. The survey 
results show that at PT. XYZ District has a current hierarchy culture, but the study found that employees 
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prefer clan culture as their corporate culture. In other words, they support the culture with kinship, 
openness, loyalty, mutual trust, and agreement in every activity.  However, the study focused on PT. 
XYZ District whereas this study focused on selected private security companies as such the data may 
differ. 
 
The organizational culture of scale-ups and performance was investigated by Julia et al. (2022). Using the 
markets, hierarchy, adhocracy, and clan cultures, the study examined organizational culture in scale-ups 
and its relationship to performance. In five scale-ups, both quantitative and qualitative data were 
gathered. Data from surveys included 116 employees. Correlation analysis was performed on the 
performance metrics and overall results. Ten senior managers participated in interviews and mirrored 
against the quantitative data. The results show that top managers and employees have different 
perspectives on the culture scale-ups are supposed to have. Top managers perceive market culture as 
more and present in their organizations than employees. The clan and adhocracy culture are positively 
correlated to performance and are preferred by employees. Market and hierarchy culture types are 
negatively correlated to performance and are least preferred by employees. The study however used 
correlation analysis which is not a final technique of which a robust outcome can be gotten as compared 
to PLS-SEM used in this current study. 
 
Mugwika and Kavale (2022) established the relationship between organizational culture and performance 
of commercial banks in Kenya. The specific objective of the study was to establish the effect of market 
culture on organizational performance of commercial banks in Kenya. The target population was 86 
respondents from commercial banks in Kenya from which a sample size of 70 was drawn. Primary data 
was collected by use of structured questionnaires. Data was analyzed using SPSS and descriptive and 
inferential statistics were generated. The study found out that there was a positive significant relationship 
between organizational culture and performance of commercial banks in Kenya. The study concluded 
that market culture had positive significant effect on performance of commercial banks in Kenya. The 
study concluded that managers should encourage market culture so as to increase the performance of 
commercial banks in Kenya. The study was conducted in Kenya, and findings may not be applicable to 
Nigeria. 
 
The impact of organizational culture on performance in Saudi Arabian small and medium-sized 
enterprises (SMEs) was investigated by Hakami (2022).  The Competing Value Framework (CVF), which 
comprises four different types of cultures (clan, adhocracy, market, and hierarchy), served as the basis 
for the organizational culture assessment instrument (OCAI) tool utilized in the study. Via the use of a 
questionnaire and statistical and quantitative techniques, data was gathered and analyzed using SPSS. 
Participating in the survey were 43 workers from over 30 SMEs. The study found that there is a positive 
and insignificant relationship between clan culture and organizational performance at SMEs in Saudi 
Arabia. The research gave insights for entrepreneurs to diagnose the type of current culture in the 
enterprise and the desired culture that is consistent with organizational goals and positively affects 
performance. The sample size used in the study is very small compared to the number of SMEs used, a 
larger sample size may give a more robust result. The study used SPSS as a tool for data analysis while 
this study used SmartPLS as such the findings may differ. 
 
Adeyinka and Umar (2021) investigated the influence of organizational culture on the performance of 
Small and Medium Enterprises (SMEs) using Abuja, Nigeria as a case study. The questionnaire used was 
created based on Cameron and Quinn’s Organizational Culture Assessment Instrument (OCAI) in 
identifying different types of organizational culture. Using a cross-sectional survey research design, the 
primary data was obtained through administered structured questionnaire to one hundred and twenty-
seven (127) SMEs at different sampled locations in Nigeria. Pearson Product Moment Correlation 
analysis was used to identify the relationship that exists between the variables and the results revealed 
that organizational culture measured by clan culture, market culture, adhocracy culture and hierarchy 
culture variables have significant relationship with performance. The study concludes that organizational 
culture has significant influence on the performance of Small and Medium Enterprises (SMEs) in Abuja 
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and that hierarchy culture is found important in promoting innovative performance than the other type 
of culture. The study focused on SMEs in Abuja while this study focused on private security companies 
in FCT. 
 
Recognition and Employee Performance 
Using data gathered from restaurant frontline employees in three waves in Ghana, Ampofo et al. (2023) 
explored the interrelationships of employee recognition, job embeddedness (JE), knowledge sharing, 
service orientation and abusive supervision. Specifically, the model proposes that JE mediates the impact 
of recognition on knowledge sharing and service orientation, while abusive supervision moderates the 
indirect influence of recognition on knowledge sharing and service orientation via JE. The model also 
proposes that JE and knowledge sharing mediate the link between recognition and service orientation in 
a sequential manner. The hypothesized links were gauged via structural equation modeling using Mplus 
7.4. The vast majority of the hypothesized relationships were supported by the empirical data. 
Specifically, JE mediated the impact of recognition on knowledge sharing and service orientation. JE and 
knowledge sharing sequentially mediated the impact of recognition on service orientation. However, the 
study was conducted on restaurant frontline employees in Ghana whose findings cannot be applicable 
to private security company employees in FCT, Nigeria. 
 
Ramya and Vanithamani (2023) examined the impact of employee recognition on organizational culture, 
employee engagement, and performance. The study delves into various forms of employee recognition, 
including verbal appreciation, rewards and incentives, career development opportunities, and work-life 
balance initiatives. The study adopted the content analysis method and collected secondary data from 
reviewed journals, articles and publications. The study concluded from the literatures reviewed that 
recognition create a positive work environment where employees feel valued, motivated, and committed 
to the organization’s goals. Similarly, Sahibzada and Khawrin (2023) study highlighted the importance of 
understanding the relationship between salary and recognition on job satisfaction for academic staff, 
specifically for lecturers at Paktia University. Data of the study were obtained with a specific goal in mind 
constituting the primary data. A convenience sample technique was used to conduct a survey of 60 
lecturers in the Afghan province of Paktia utilizing an online Google Form to collect the needed data for 
the research. Data was analyzed through SPSS version 24 via Pearson product moment correlation. The 
study found that the implementation of the payment system at Paktia University has had a positive impact 
on the academic staff. The improved payment system has led to an increase in job satisfaction and 
recognition, which in turn has improved job satisfaction among the university's lecturers. The study used 
Pearson product moment correlation to analyze its data which differs from the PLS-SEM used for this 
current study. 
 
Using a cross-section sampling approach, 256 valid questionnaires from 58 groups by the leader-member 
dyad method were collected by Yang et al. (2022) in order to explored the role of the emotion pride on 
the relationship between employee recognition with task performance and OCB. And the questionnaire 
was divided into a leadership and employee questionnaire. The population consisted of leaders and their 
volunteer employees. Each leader randomly selected three to five employees in the team to participate. 
The participants must have a full-time job and have been working in the current team for over six 
months. SPSS v20.0 and Amos21.0 were used to run the analysis. Also, to verify the significance of the 
research variables, confirmatory factor analysis (CFA) was conducted on the model using Amoss 21.0. 
The results showed that employee recognition has a significantly positive effect on task performance and 
OCB. Further revealed that authentic pride mediates the relationship between employee recognition with 
task performance and OCB, and that hubristic pride positively moderates the relationship between 
employee recognition with task performance and OCB. However, confirmatory factor analysis was used 
to test the hypotheses which differs from the PLS-SEM used in this study. 
 
Chantal et al. (2022) looked at the relationship between employee recognition programs and employee 
performance of Shyogwe diocese. The study used a correlational research design. 300 Pastors, Teachers, 
Administrative, Audit Department, Human Resource, and Academic Staff from Shyogwe Diocese made 
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up the population. A sample size of 171 respondents were used for the study selected using the simple 
random sampling method. A questionnaire survey and an interview guide were used to obtain data. 
Frequencies, percentages, means, correlation and regression were used to analyze quantitative data. 
Content analysis was used to analyze qualitative data. The results showed that employee recognition was 
fair, according to descriptive data. According to inferential analysis, employee recognition, on the other 
hand, was unfavorable but small effect on employee performance. As a result, it was recommended that 
promotions, in addition to monthly salary, bonuses, allowances, paid yearly leaves, and insurance policies, 
be included in the extrinsic rewards and provide employees with the required abilities to accomplish their 
responsibilities, building employee confidence. Nonetheless, the study’s focus was on employee 
performance of Shyogwe diocese while this current study’s focus is on employee performance of private 
security companies. 
 
Using a Canadian hospital as case study, Chênevert et al. (2022) in their study examined the different 
non-monetary recognition practices and how it affects employee turnover. Questionnaires were mailed 

directly to 1055 caregivers who had direct contact with physicians, co‐workers and patients. Each 
questionnaire was accompanied by a stamped return envelope. 222 questionnaires were returned. Data 
was analyzed using descriptive statistics and multiple regression analysis techniques via SPSS software. 
The results revealed that when distal organizational nonmonetary recognition is aligned with recognition 
from proximal sources, employees had lower turnover intentions and, indirectly, were less likely to quit 
2 years later. For the most part, these relationships do not differ significantly based on the level at which 
alignment of distal and proximal recognition occurs. In terms of contrasts, when distal recognition 
exceeds the level of proximal recognition from the supervisor, turnover intentions are higher. For other 

proximal sources (co‐workers, physicians and patients), turnover intentions were higher irrespective of 
the type of contrast. The study was conducted in Canada which limits its findings from general 
applicability due to geographical constraint. 
 
Xiaoming et al. (2022) investigated the effects of rewards, recognition, distributive justice and procedural 
justice on employee engagement and examined innovative behavior as a linchpin mechanism for the 
relationship between organizational engagement culture and organizational performance. A multilevel 
analysis method was used. Sample data were collected through a questionnaire survey targeting 
employees from 39 hotels in Guangzhou, China, in 2019. A total of 323 valid questionnaires were 
completed and used for analysis. Hierarchical linear modeling (HLM) was used to test the multilevel 
hypotheses formulated. The results confirmed the significant positive effect of organizational 
empowerment, leadership and collaboration atmosphere on employment engagement. Rewards, 
recognition, distributive justice and procedural justice significantly affected employee engagement. It was 
also confirmed that employee engagement ultimately improved performance outcomes at the individual 
and organizational levels. Additionally, the mediation effect of organizational innovation culture on the 
relationship between organizational employee engagement and organizational performance was 
confirmed. Hierarchical linear modeling was however used for analysis while this current study adopts 
the partial least square structural equation modeling technique for analysis. 
 

Haitao (2022) investigated the relationship between challenges, recognition and coworkers to job 
satisfaction. The method used in writing the research was the qualitative and library research method, 
which is sourced from online media such as Google Scholar, Mendeley and other academic online media. 
The results of this study showed that challenges, recognition and colleagues are related to job satisfaction. 
Apart from these 3 exogenous variables that affect the endogenous variable Job Satisfaction there are 
still many other factors including the variables of Salary, Work Environment and Workload. However, 
the study used secondary data to draw its conclusions while this study used primary data directly from 
respondents and analyzed through a scientific method to draw its conclusions which gives a robust 
output as compared to the previous study. 
 

Resource-Based View (RBV) Theory 
The starting point of resource-based view theory is dated back to the era of Penrose, (1959) who 
suggested that resource possessed, deployed and used effectively would give more results than other 
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industrial structure employed. The RBV analyze and interpret resources of the organizations to 
understand how organizations achieve sustainable competitive advantage. The RBV focuses on the 
concept of difficult-to- imitate attributes of the firm as sources of superior performance and competitive 
advantage (Barney, 1991; Prahalad & Hamel, 1990). Resources that cannot be easily transferred or 
purchased, that require an extended learning curve or a major change in the organization climate and 
culture, are more likely to be unique to the organization and, therefore, more difficult to imitate by 
competitors.  
 
However, the theory has been criticized for vagueness of terminology, and the lack of commonality of 
terms (Rugman & Verbeke, 2002). Moreover, the RBV researchers also challenge the foundation of the 
theory, suggesting that the view appears to assume what it seeks to explain (Hoopes et al. 2003). In spite 
of these criticisms, the theory has heightened knowledge regarding the nature, characteristics and 
potential usage of resources in unique ways (Kiiru, 2015). The RBV takes an ‘inside-out’ view or firm 
specific perspective on why organizations succeed or fail in the market place (Grant, 1991). Resources 
that are valuable, rare, inimitable and non-substitutable (Barney, 1991) make it possible for businesses to 
develop and maintain competitive advantages, to utilize these resources and competitive advantages for 
superior performance (Wernerfelt, 1984). According to RBV, an organization can be considered as a 
collection of physical resources, human resources and organizational resources (Barney, 1991; Amit and 
Shoemaker, 1993). Resources of organizations that are valuable, rare, imperfectly imitable and 
imperfectly substitutable are main source of sustainable competitive advantage for sustained superior 
performance (Barney, 1991). This theory relates to this study because employees are part of the intangible 
resources of an organization and therefore the organization should fully utilize the available resources 
which include financial, time and human capital to ensure that their employees are valuable, rare difficult 
to imitate and non-substitutable.  
 
METHODOLOGY 
This study adopted survey design. the population of this study comprise all employees of the 113 licensed 
private security companies operational in FCT Abuja at least for a minimum period of five (5) years. 
According to data obtained from the Human Resource Department of the various companies, the total 
number of employees of the 113 selected companies is 68,508. The sample size for this study is 398 
employees of selected private security guard companies in FCT Abuja. However, additional 10% (40) 
was added as recommended by Singh and Masuku (2014) to allow for attrition bringing it to a total of 
438. The study adopted a simple random sampling technique to select the sample from the population. 
This allows all respondents equal chances of being part of the study and hence scientific. For the purpose 
of this study, only primary sources of information were used. The study applied descriptive and 
inferential statistics to the data collected. The mean, and the standard deviation were used to analyze the 
survey's item responses, and SmartPLS's Partial Least Square Structural Equation Model (PLS-SEM) was 
utilized to evaluate the hypotheses that were put forth at the 0.05 level of significance. 
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Fig.1: Theoretical Model on Work Environmental Factors and Employees’ Performance of 
Private Security Firms in FCT. 
 
RESULTS AND DISCUSSION 
Out of the four hundred and thirty-eight (438) distributed questionnaires, 401 were properly filled and 
returned giving a response rate of 91%. Subsequently, all further analyses were done using 401 responses 
data. 
 
Assessment of Measurement Model 
In assessing the measurement model, the researcher began by assessing the item outer loadings. As a 
rule, loadings above 0.708 are recommended, as they indicate that the construct explains more than 50 
percent of the indicator’s variance, thus providing acceptable item reliability (Hair, et al., 2019). However, 
Hair, et al., (2019) posited that low but significant indicator loading of 0.50 can be included hence 
justifying why indicators with loadings less than 0.708 and above 0.50 were not deleted from the model 
as seen in figure 2 below. 

 
 Fig 2: Indicator Loadings. 
 
Table 4.2: Reliability of study scale 

S/N Variables   Factor 
Loadings 

Cronbach 
Alpha 

Composite 
Reliability 

Average 
Variance 
Extracted 
(AVE) 

No of 
Items 

1 Organizational 
Culture (ORC) 

ORC1 
ORC2 
ORC3 
ORC4 
ORC5 

0.768 
0.911 
0.867 
0.884 
0.920 

0.920 0.940 0.760 5 

2 Recognition 
(REC) 

REC1 
REC2 
REC3 
REC4 
REC5 

0.833 
0.873 
0.858 
0.833 
0.804 

0.897 0.924 0.709 5 

3 Employees 
Performance 
(EMP) 

EMP1 
EMP2 
EMP3 
EMP4 
EMP5 

0.780 
0.731 
0.904 
0.889 
0.884 

0.894 0.923 0.706 5 

Source: SmartPLS Output, 2024 
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Composite reliability of Jöreskog’s (1971) was applied to test for internal consistency of the study. All 
the values fall within the Hair et al. (2019) rating of good consistency. The Cronbach alpha value were 
above 0.60 which is the minimum threshold as recommended by Sekaran (2010). To test for the 
convergent validity, the average variance extracted (AVE) was used. All the latent variables showed values 
greater than 0.50 which indicates that the constructs explain at least 50 percent of the variance of its 
items. According to Henseler, et al., (2015) the Fornell-Larcker criterion does not perform well when 
explaining discriminant validity, particularly when the indicator loadings on a construct differ only 
slightly. As a replacement, they proposed the Heterotrait-Monotrait (HTMT) ratio of the correlations 
which is the mean value of the item correlations across constructs relative to the (geometric) mean of 
the average correlations for the items measuring the same construct (Voorhees et al., 2016). Discriminant 
validity problems are present when HTMT values are high than 0.90 for structural models (Henseler, et 
al., 2015). 
 
Heterotrait-Monotrait Ratio (HTMT) 

 ORC REC EMP 

ORC 1.000   
REC 0.815 1.000  
EMP 0.841 0.743 1.000 

Source: SmartPLS Output, 2024 
The Variance Inflation Factor (VIF) was used to evaluate collinearity of the formative indicators. All the 
VIF values were less than 5 indicate the absence of critical collinearity issues among the indicators of 
formatively measured constructs (Hair, et al., 2019). 
Model Goodness of Fit (GoF)  
Sequel to the need to validate the PLS model, there is a need to assess the goodness of fit of the model 
as Hair, et al. (2017) suggested. This study used the standardised root mean square residual’s (SRMR). 
The choice of this index was based on the fact that the SRMR provides the absolute fit measure where 
a value of zero indicates a perfect fit.  The study adopted Hu & Bentler (1998) suggestion that a value of 
less than 0.08 represents a good fit while applying SRMR for model goodness of fit. The study result 
indicates an SRMR value of 0.062. This indicates the model is fit. 
 
Assessing the Structural Model 
Having satisfied the measurement model assessment, the next step in evaluating PLS-SEM results is to 
assess the structural model. Standard assessment criteria, which was considered include the path 
coefficient, t-values, p-values and coefficient of determination (R2). The bootstrapping procedure was 
conducted using a resample of 5000. 
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Fig. 3: Path Coefficients of the Regression Model. 
 

R Square Table  
   
  R2 Q2 

Employees Performance  0.605 0.595 

Source: SmartPLS Output, 2024 
 
The R-square value stood at 0.605 indicating that work environment proxied by organizational culture 
and recognition are responsible for approximately 61% variation in employees’ performance. The 
remaining 39% variation could be explained by other factors not included in the study. Based on Hair, 
et al., (2019), the r-square is considered moderate.  The result of the path analysis is presented in the 
table below: 
 
Table 4.4: Path Coefficients 

Hypotheses Variable B T-
Value 

P-
Value 

Decision 

Ho1 Organizational Culture -> Employees’ 
Performance  

0.264 3.780 0.000 Rejected 

Ho2 Recognition -> Employees’ Performance  0.561 8.387 0.000 Rejected 

Source: SmartPLS Output, 2024 
The result from the analysis indicates that organizational culture has positive and significant effect on 
employee’s performance. The decision was reached based on the t-value of 3.780 which is greater than 
1.964 and a beta value of 0.264 with a p-value of 0.000. This finding implies that there is existence of a 
strong culture among the security firms and this has contributed to increase in employees’ performance. 
This finding is in agreement with that of Mugwika and Kavale (2022) Hakami (2022) and Adeyinka and 
Umar (2021) who found positive effect of culture on performance. it however, disagrees with the finding 
of Julia et al. (2022) who found negative effect of organizational culture on employees’ performance. 
The result from the analysis indicates that recognition has positive and significant effect on employee’s 
performance. The decision was reached based on the t-value of 8.387 which is greater than 1.964 and a 
beta value of 0.561 with a p-value of 0.000. This implies that existing recognition among the companies 
has increased employees’ performance with many putting in their best to clinch the award. This finding 
agrees with that of Ramya and Vanithamani (2023) and Sahibzada and Khawrin (2023) who found 
significant effect of recognition on employees’ performance but however, the finding disagrees with that 
of Chantal et al. (2022) who found insignificant effect of employee recognition on employees’ 
performance. 
 
CONCLUSION AND RECOMMENDATIONS  
Based on the findings of the study, it is concluded that the existing culture as well as the recognition 
practiced by security firms has engineered significant increase in performance of employees. Based on 
the study's findings, it is recommended that: 

i. Private security firms should continue to improve on their culture to allow for employees to 
take risk, be innovative and share ideas among themselves as well as subordinates and 
superiors. This can be fostered by allowing room for open communication in the 
organization. 

ii. Private security firms should continue to reward outstanding employees whilst considering 
both monetary and non-monetary forms of rewards. A clear guideline for selecting such 
outstanding employees should be outlined and well communicated to the employees.  
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Appendix I: Research Questionnaire 

Instruction: Tick the column like this   for the option which best address your answer 
Please read each statement carefully and indicate your level of agreement on a scale of  
1 - Strongly Disagree, 2 – Disagree, 3 – Neutral, 4 - Agree, 5 - Strongly Agree  

S/N Statements Agreement scale 

 Organizational Culture (OC) 5 4 3 2 1 

OC1 The organization encourages creativity and innovation       

OC2 I feel comfortable expressing my ideas and concerns to my colleagues and managers      

OC3 The organizational culture aligns well with my personal and professional values      
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OC4 There is a strong sense of collaboration and teamwork within the organization      

OC5 I am satisfied with the overall culture of the organization  
 

     

S/N Statements Agreement scale 

 Recognition (RN) 5 4 3 2 1 

RN1 I always get credit for Job well done       

RN2 I'm praised regularly for my work       

RN3 My hard work is always acknowledged       

RN4 The organization cares about appreciating her employees       

RN5 I receive praise for every task I perform with good output      

S/N Statements Agreement scale 

 Employees’ Performance (EP) 5 4 3 2 1 

EP1 I meet deadlines and deliverables in a timely manner       

EP2 I consistently produce high-quality work       

EP3 I consistently achieve the goals set for my role       

EP4 I am able to identify and solve problems effectively       

EP5 I ensure that my work is thorough and accurate       

 
  


