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The aim of this study was to investigate the role of job motivation factors including intrinsic 

and extrinsic in augmenting the performance of nurses and paramedical staff and also to 

assess the mediating effect of employee commitment. The current research is based on 

expectancy theory. The simple random sampling technique has been used and data were 

collected through survey questionnaire from paramedical staff (grade 16 and above) of 

government hospitals of urban Sindh, Pakistan. The sample size required calculated through 

G*power software was 258; however we received 265 responses out of 300 (response rate 

88.3%). The data were analyzed through Partial Least Square Structural Equation Modeling 

(PLS-SEM) in Smart PLS 3.0 version software. The hypotheses testing results indicated that 

“employees’ intrinsic motivation (IM)” and “extrinsic motivation (EM)” had a significant 

positive impact on “employee performance (EP)”. The findings of this study also reported 

that both types of motivations (intrinsic & extrinsic) impact indirectly on workforce 

performance through mediator “employee commitment”. This means that nurses and 

healthcare workers provided with greater motivation aspects (intrinsic and extrinsic) have 

higher work performance and their commitment also increases which further lead to their 

enhanced productivity in their jobs. The authors concluded this empirical study with 

implications, some limitation and directions for the research in future. 
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1. INTRODUCTION 

Motivation has great influence as a driving force on employees to work 
consistently in their jobs and perform tasks in a better way (Utete, 2023). Authors 
of research Marleyna et al. (2022) argued that a positive employee motivation 
improves their effectiveness and efficiency which contribute in achieving the 
goals of organization as a whole. Employee performance is very important factor 
for the organizations’ success (Mwanje, 2010). The employee performance can be 
enhanced through many ways such as organizational culture; job satisfaction, 
organizational commitment, job motivation, good leadership style and inculcating 
positive working environment at work place (Sparrowe et al., 2018). Employee 
motivation contributes a lot in determining higher performance of employees 
(Mahmoud et al., 2020). In health sector employment, major portion is 
represented by nurses. Nurses play an important role as they are involved in 
patients’ initial diagnosis and treatment process (Soyler et al., 2019). Nurses’ 
motivation has been reported to impact greatly on work performance (Yahya et 
al., 2019). The work of Ryandini and Nurhadi (2020) stated that the outcome of 
workers is greatly related to the good working conditions at hospitals. Employee 
performance as indicated was reported to be influenced by the supervisory 
behavior, clear goals and objectives, and when employees receive feedback, they 
are compensated with rewards and remunerations, receive sufficient trainings 
(Chien et al., 2020). Similarly, for work performance, it has been recommended 
that employees’ motivation is a very important factor in raising rank or position 
(Ali et al., 2020). Employee motivation is a major factor that drives workforce 
performance (Mahmoud et al., 2020). 

Motivation is central to organizational behavior. It is linked to increase interest 
towards goals and objectives; it drives personnel to achieve their objectives 
(Bright, 2021). Motivation is a psychological force to determine how employees 
will behave in the workplace (Jolly, 2016). 

The theories have discovered that motivation can be either intrinsic or extrinsic 
that exert their effect on the employee's performance (Pradenas et al., 2021). 
Similarly, Theories of motivation have expressed that human behavior is 
determined by diverse intrinsic and extrinsic goals (Ryan & Deci, 2020).  Intrinsic 
factors including acknowledgment, opportunity for training, delegation of power, 
and equity among co-workers influence their level of motivation, which in turn 
influences their output at work (Sam et al., 2024). The intrinsic motivation 
variable significantly influenced the workplace performance of staff. The findings 
indicated that “intrinsic” and “extrinsic” motivation had a favorable impact on 
workers satisfaction (Yusuf, 2021). “Intrinsic motivation” is quality characterized 
by the strong evaluation of a person’s involvement in work (Ryan & Deci, 2017). 
These are important factors that cause employee performance to increase. That is, 
extrinsic motivation influenced in a positive way on organization performance 
(Ahmed et al., 2021). Authors of the study Maan et al. (2020) argued that 
commitment is a psychological agreement that employees’ have toward 
organization, which show the physically powerful bond between the organization 
and employees and physically powerful aspiration of the employees to participate  
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in helping the organization to achieve goals. 

1.1 Objectives of the Study 

The core objective of study undertaken is to examine how motivation contributes 
in improving employee performance. However, main research objective is 
categorized as: 
 

 To assess the influence of intrinsic motivation on “employee 

performance”. 

 

 To assess the influence of extrinsic motivation on “employee 

performance”. 

 

 To investigate the effect of intrinsic motivation on “employee 

commitment”. 

 

 To investigate the effect of extrinsic motivation on “employee 

commitment”. 

 

 To evaluate the mediating role of employee commitment in the link 

between intrinsic motivation and performance. 

 

 To evaluate the mediating role of employee commitment in the link 

between extrinsic motivation and performance. 

1.2 Research Questions 

 In line with objectives set for this study, the following research questions 
are raised: 

 To what degree the motivation with intrinsic aspects impact on employee 
performance? 

 To what degree the motivation with extrinsic aspects impact on employee 
performance? 

 Does intrinsic motivation have any effect on employee commitment? 

 Does extrinsic motivation have any effect on employee commitment? 

 Does employee commitment act as a mediator in the link between intrinsic 
motivation and “employee performance”? 

 Does “employee commitment” act as a mediator in the link between  
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extrinsic motivation and employee performance? 

 

2.  LITERATURE REVIEW 

This section critically reviews the relevant literature on the research themes of this 
article including types of motivation (intrinsic & extrinsic), performance of 
employees and also role of mediating variable employee commitment. The 
systematic review of past studies facilitates in identifying research gaps and 
developing our research theoretical and conceptual framework in context of health 
service providers, the nurses and paramedical staff in government hospitals of 
Urban Sindh, Pakistan. 

2.1 Underpinning Theory 

This research uses “expectancy theory” of Vroom (1964) which is related with 
workplace motivation of employees and it discusses that “intrinsic and extrinsic 
motivation collectively and positively influence expected work performance”. 
Grounded on expectancy theory, the study proposes that both types of motivations 
predict employee performance via employee commitment.  

2.2 Intrinsic Motivation and Employees Performance 

Workforce performance has become vital for the success of organizations 
(Mwanje, 2010).  The personnel work performance has been investigated in 
different ways. There are two domains of employee performance; contextual and 
task (Rahman et al., 2019). “Task performance” represents a set of activities that 
affect an organization technical aspect which an employee is expected to 
maintain. Whereas, contextual performance denotes the behaviors that are beyond 
official sanctions but are expected to affect the work environment in a positive 
manner (Pandey et al., 2021). The research evidenced that intrinsic motivation 
factors were strongly associated with work output of employees (Sam et al., 
2024). Empirical evidence of the study by Sunardi et al. (2020) reported that 
intrinsic motivation affected the gratification of workers, and also had significant 
influence on personnel performance and values. Environment of the job and the 
support from management had the strongest impact directly and indirectly on the 
job performance, whereas intrinsic motivation had a direct impact on the job 
performance (Diamantidis & Chatzoglou, 2019). It was reported by research 
findings that intrinsic motivation impacted job performance significantly (Nasir et 
al., 2019). The study outcomes showed that “intrinsic” motivation partially effects 
on workers performance, and “extrinsic” motivation has no importance on 
employee performance, however, both types of motivations reported to have 
influence on performance of staff (Andika & Darmanto, 2020). Since nurses and 
paramedical staff are frontline service providers, the job factors can greatly 
influence on their job performance. Based on this, it is hypothesized that: 

H1: “Intrinsic motivation” has a significant positive effect on employees’   
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2.3 Extrinsic Motivation and Employee Performance 

“Extrinsic motivation” is very important for “employee performance” because the 
extrinsic reward system helps employees to perform better in organization 
(Nilasari et al., 2021). The investigation reported that employee identification has 
a high positive and important correlation with employee performance and 
employees should be motivated (Okoth & Florah, 2019). Employee motivation 
increases efficacy and helps in achieving organizational goals (Marleyna et al., 
2022). The research work of Delil (2019) indicated that extrinsic motivation 
influences “organization commitment” and “employee commitment”. These 
extrinsic elements encompass “working conditions”, “salary” & “job security” 
which were positively related with employees’ commitment. The rewards such as 
money and other awards can be great motivating factors for those who are 
engaged in health services such as nurses and healthcare staff which can have 
significant influence too.  In this context, the hypothesis has been postulated that: 

H2: Extrinsic motivation has a significant positive effect on employee 
performance 

2.4 Intrinsic Motivation and Employee Commitment 

The author’s work revealed that motivating employees for their commitment such 
as “salary” and “working conditions” have a high impact on employee to become 
responsible and productive (Ezenwakwelu, 2017). Similarly, “personal growth” 
related positively in enhancing the staff commitment and higher performance of 
employees. This means that intrinsic motivation of employees enhanced 
employees’ commitment. Another study revealed that intrinsic motivation 
moderated the connection between public service motivation and organizational 
commitment (Potipiroon & Ford, 2017). It was seen in the research that motivated 
personnel had great influence on their commitment for organizations (Al-Madi et 
al., 2017). In case of staff engaged in health services in hospitals, the inherent job 
motivation factors can influence on their commitment. This has been 
hypothesized as: 

H3: Intrinsic motivation has significant positive effect on commitment of 
employees. 

2.5 Extrinsic Motivation and Employee Commitment  

Study conducted by Delil (2019) showed that the working conditions, salary, job 
security which are factors of extrinsic motivation had positive significant effect 
on employees’ commitment. An extrinsic motivation influences staff performance 
this results increased commitment for the organizations. The variables “career 
development” and “motivation influenced on “employee performance” 
simultaneously, and “career development”, “motivation”, and “organizational 
commitment” together impact employee’s performance partially (Kurniawan &  
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Rivai, 2018). The provision of external rewards such as monetary benefits and 
career growth incentives can greatly impact nurses and paramedical staff 
commitment in the organizations. This leads to construct the following statement 
for testing: 

 H4: “Extrinsic motivation” has a positive and significant effect on “employees’ 
commitment” 

2.6 Employee Commitment and Employee Performance 

 The “employee commitment” can benefit in many ways as it results low turnover, 
lower absenteeism and high performance of employees (McGuire & McLaren, 
2018). The research results showed employee commitment was positively related 
with employee performance (Simatupang & Saroyeni, 2018). Employee’s creative 
performance has become a vital for success of any organization; it depends on the 
rewards which give the commitment to their work. If rewards are more 
outstanding then employees are more motivated towards their work (Shalley & 
Gilson, 2017). If health services providers’ commitment can also impact on their 
performance of jobs. In view of above” literature review”, the following 
hypotheses have been developed: 

H5: “Employee commitment” is relates positively with “employee 
performance”. 

H6: “Employee commitment” has mediation effect on the link between 
“intrinsic motivation” and “employee performance” 

H7: “Employee commitment” mediation effect on the association between 
“extrinsic motivation” and “employee performance”. 

3. RESEARCH METHODOLOGY 

3.1 Conceptual Model 

 
Figure 1. Conceptual Model 
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The figure 1 illustrates the conceptual framework of our study. It shows Intrinsic 
and extrinsic motivations are independent variables and employee’s performance 
is dependent variable, whereas employee commitment is a mediating variable of 
study undertaken.  

3.2 Research Methodology 

Jonker and Pennink (2010) explained research as a regular, deliberate and 
mechanical procedure which entails search of new insights and knowledge in the 
form of an answer to the predetermined questions or problems. This research 
study employs a quantitative research design to evaluate the link between Job 
related motivation (extrinsic and intrinsic), “employee performance” and 
“employee commitment”. In research design, the “cross-sectional survey” has 
been used to gather quantitative data through questionnaire on Five-Point Likert 
scale from paramedical staff (having BPS 16 & above) of government hospitals at 
District Head Quarters (DHQs) in urban cities (Karachi, Hyderabad, and Sukkur) 
of Sindh, Pakistan. This study has used “simple random sampling technique” and 
minimum sample size determined through G* power calculator was 242. 
However, 300 “questionnaires” were distributed among the premedical staff of 
the government hospitals of urban Sindh, Pakistan. For receiving a higher level of 
response rate, questionnaires were distributed online as well as physically face to 
face. In total 270 responses were received which represented 88.3% response rate. 

The collected data have been analyzed through “Statistical Package for Social 
Sciences (SSPS) version-25” for descriptive analysis. However, software 
(SmartPLS), “Partial Least Square (PLS)”, “Structural Equation Modeling 
(SEM)” has been used to evaluate measurement model, structural model and to 
examine the connections among the variables of this study. 

4. DATA ANALYSIS & RESULTS 

4.1 Measurement Model Assessment 

As suggested, both measurement model and structural model were assessed for 
quality check (Hair et al., 2012). The steps involved in assessment of 
measurement model include; checking reliability of individual object, reliability 
of “internal consistency”, “content validity”, “convergent validity”, and 
“discriminant validity” (Hair et al., 2016).  

Reliability Analysis: The reliability of items is considered good if its loadings 
value is more than 0.70 (Hair et al., 2016). As recommended rule of thumb the 
items with loadings varying from 0.40 to 0.70 should be retained.  Following this 
approach only 25 items were retained with loadings 0.638 to 0.943 (see Table 1 & 
Figure 2). 
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Table 1. Factor Loadings 

 

Constructs Items Loadings 

Intrinsic Motivation (IM) IMO1 0.879 

 IMO2 0.888 

 IMO3 0.897 

 IMO4 0.879 

 IMO5 0.893 

 IMO6 0.897 

Extrinsic Motivation (EM) EM1 0.793 

 EM2 0.753 

 EM3 0.638 

 EM4 0.907 

 EM5 0.912 

 EM6 0.893 

 EM7 0.908 

 EM8 0.901 

 EM9 0.927 

Employee Commitment EC1 0.778 

 EC2 0.933 

 EC3 0.924 

 EC4 0.757 

 EC5 0.914 

Employee Performance EP1 0.924 

 EP2 0.928 

 EP3 0.943 

 EP4 0.926 

 EP5 0.928 

Reliability of Internal Consistency: “Composite reliability” value has been used 
to assure the “internal reliability” of latent variable. Composite reliability values 
should be 0.7 or above (Hair et al., 2011). In Table 2, the “cronbach’s alpha” and 
“composite reliability” values represent that constructs in our model meet 
reliability criteria.  

Convergent Validity: “Average variance extracted (AVE)” values were used to 
analyze the “convergent validity” of the constructs. AVE values should be 0.5 or 
above (Hair et al., 2010). The constructs’ AVE values are above 0.5 which 
confirms the validity of our model constructs (see Table 2). 
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Table 2. Construct Reliability and Validity 

 

Construct Cronbach's 

Alpha 

rho_A Composite 

Reliability 

Average Variance 

Extracted (AVE) 

EC 0.851 0.878 0.910 0.748 

EM            0.862 0.891 0.923 0.728 

EP 0.873 0.903 0.936 0.865 

IM 0.881 0.911 0.941 0.790 

Discriminant Validity_ Fornell & Larcker Criterion: The extent to which a 
construct is different from others in terms of how it related to other constructs and 
how certain metrics only represent one construct is referred to as discriminant 
validity (Hair et al., 2014, p.115). In Table 3, the diagonal bold italic values are 
squared AVE and are greater than correlated values of other variables which 
suggest that discriminant validity has been established. 

 

Table 3. Discriminant Validity_Fornell & Larcker Criterion 

Construct  EC EM EP IM 

EC 0.865    

EM 0.765 0.853   

EP 0.612 0.756 0.930  

IM 0.554 0.629 0.851 0.889 

 
Discriminant Validity_ Heterotrait-Monotrait Ratio (HTMT): The 
discriminant validity can also be checked through HTMT values which should be 
below suggested limit of 0.85 and 0.90 as given by the author (Henseler et al., 
2015). In this regard, Table 4 shows that all HTMT values are below 
recommended threshold which guides that required discriminant validity among 
variables have been achieved. 

 
Table 4.  Discriminant Validity_ Heterotrait-Monotrait Ratio (HTMT) 

 

 Constructs EC EM EP IM 

EC     

EM 0.664    

EP 0.722 0.658   

IM 0.791 0.82 0.737   

 

Page | 149 



IBT Journal of Business Studies (IBT-JBS) Volume 20 Issue 2, 2024 
 

 

 
4.2 Assessment of Structural Model 

The “structural model” is to be assessed for “co-efficient of determination (R2)”, 
“Effect size (F2)” and assessment of direct and indirect paths (Hair et al., 2016). 
For getting results in our research, 5000 bootstraps were run on samples of 265 
instances for testing the significance of path model. The final path model of this 
study is illustrated in figure 2.  

Co-efficient of determination of R2 Assessment  

One way of assessing the “structural model” is the R square value (Hair et al., 
2012). According to the R square value, the predictor variables describe the 
percentage of variance in the dependent variables (Hair et al., 2010). The 
minimum appropriate value of the R square is 0.10 (Falk & Miller, 1992). 
Whereas, the “R square value of 0.67 is a significant value, 0.33 is a moderate 
value, and 0.19 is a weak value” in the PLS-SEM (Chin, 1998). The R square 
values of the endogenous variables of this study model are presented in table 5. 

 
Table 5. R Square Values 

Construct R Square R Square Adjusted 

EC 0.925 0.924 

EP 0.946 0.945 

Effect size f 2 assessment  

Effect size is the relative shift in the “exogenous latent variable” on the 
“endogenous latent variable(s)” by a change in “R-squared” values (Chin, 1998). 
The impact size estimation takes place in relation to the unexplained variance of 
unexplained variables as the rise in R square values of the latent variable linked to 
the route occurs (Chin, 1998).  
“F2 values of 0.02 are weak, 0.15 is moderate, and 0.35 is high” (Cohen, 1998). 
The effect sizes of the structural model variables are shown in the table 6. 
 

Table 6. F Square Values 
 

Construct  EC EM EP IM 

EC   0.065  

EM 0.701  0.282  

EP     

IM  0.199   0.222   
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Assessment of Direct Paths 

The findings in Table 7 show that “intrinsic motivation (IE)”  has positive impact 
on “employee performance (EP)” which is significant too (β = 0.331, t = 6.340, P 
< 0.05), hence results support H1.This means more the intrinsic motivation of the 
nurses of government hospitals the greater would be their work performance. The 
results further reveal that “extrinsic motivation (EM)” is positively related with 
“employee performance (EP)” and it is also significant (β = 0.446, t = 7.865, P< 
0.05), therefore H2 is supported. Nurses also performed well in their jobs when 
they had good extrinsic motivation at workplace. The path assessment (see Table 
7) indicated that H3 is also supported (β = 0.339 t= 4.943, P< 0.05) this means 
that IM has positive and significant effect on employee commitment (EC). In 
addition, it is also shown EM has positive and significant relation with EC (β = 
0.637, t= 9.523, P< 0.05) which support H4 of our study. Thus, the healthcare 
staff commitment also increased with the higher aspects of motivational factors 
intrinsic and extrinsic which subsequently increased personnel performance as 
results reported that EC had positive and significant impact on EP (β = 0.215, t= 
3.057, p< 0.05) which agrees with H5 of this study (see Table 7). 

Table 7. Assessment of Direct Paths (Hypotheses Testing) 

Hypothesis  Path Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T-Statistics 

(|O/STDEV|) 

P 

Values 

 Decision  

H1 IM -> EP 0.331 0.338 0.052 6.340 0.002 Supported 

H2 EM ->EP 0.446 0.446 0.057 7.865 0.000 Supported 

H3 IM -> EC 0.339 0.339 0.069 4.943 0.000 Supported  

H4 EM->EC 0.637 0.638 0.067 9.523 0.000 Supported 

H5 EC -> EP 0.215 0.208 0.070 3.057 0.000 Supported 
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Figure 2. Final Path Model of this study 

4.3 Mediating Analysis  

The mediation was assessed through bootstrapping procedure to check the indirect 
effect. The results in Table 8 show that EC mediates the link between the IM and 
the EP (β= 0.073, t= 2.799, P<0.05) in a significant way, H6 is supported. 
Similarly, findings also revealed that the interaction between EM and the EP was 
mediated significantly by EC (β= 0.137, t= 2.769, P <0.05), therefore H7 of this 
study is also supported. 

 

Table 8. Assessment of Indirect Path (Mediating Analysis) 

Hypoth

esis 

Path Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T-Statistics 

(|O/STDEV|) 

P 

Values 

Decision 

H6 IM -> EC-> EP 0.073 0.070 0.026 2.799 0.005 Supported 

H7 EM ->EC-> EP 0.137 0.133 0.049 2.769 0.006 Supported 

5. DISCUSSION & CONCLUSION 

It is understood that nurses are instrumental component and play a major role in 
health service sector. All health care practitioners facilitate in management and 
provision of smooth health services. Nonetheless, nurses are the main 
collaborators of doctors and play a substantial role in the processes of diagnosis 
and recovery and are involved in a substantial portion of the delivery of care to 
doctors. In this context, nurses are engaged in providing services in key areas,  
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such as reaching the optimal level of success in healthcare facilities, delivering 
adequate support, and ensuring patient loyalty. According to Boon et al. (2019) 
that HR is responsible for raising “employee motivation” in order to enhance 
“organizational performance”. The job efficiency of nurses impacts patient care 
results by providing meaning to their activities. Any stimulant to drive nurses 
towards greater motivation is, therefore, just as important. Current study results 
show that motivation (intrinsic and extrinsic) directly impact the performance of 
nurses in a positive and significant way which is consistent with research findings 
of authors (Katebi et al., 2022; Utete, 2023). These results agree with the research 
evidence which show that Intrinsic factors including acknowledgment, 
opportunity for training, delegation of power, and equity among co-workers 
influence their level of motivation, which in turn influences their output at work 
(Sam et al., 2024).  This means motivation given to nurses by hospitals enhances 
their job performance. In addition it was also seen in results that motivation 
(intrinsic and extrinsic) increased employee commitment, which agree with past 
investigations (Al-Madi et al., 2017; Delil, 2019). In empirical findings of present 
witnessed that more employee commitment of nurses enhanced performance of 
nurses at workplace which were consistent with previous research findings 
(Simatupang & Saroyeni, 2018). Interestingly, the outcomes of this study further 
indicated that “employee commitment” mediates the interaction between 
motivation and the “performance of employees”. This suggests that employee 
commitment causes the more impact of “employee motivation (intrinsic and 
extrinsic)” on the nurses’ performance. The findings of this research study 
provide support for the key “theoretical concepts”. In particular, this study 
answered all the research questions and objectives. Although there are many 
studies on the relationship between motivation and employee performance, this 
research addressed the theoretical gap by incorporating employee commitment as 
the mediator. This study gives theoretical and functional guidelines and directions 
for prospective studies in the area of motivation and employee performance using 
expectancy theory in addition to the analytical findings. 

6. IMPLICATIONS, LIMITATIONS & FUTURE RESEARCH  

Theoretically, this research leads to the development of a framework concerning 
performance of nurses from various DHQ Hospitals in Urban Sindh, Pakistan. 
The theoretical model presented in this research is derived from literature and past 
empirical research. It was also explained through the expectancy theory given by 
Victor Vroom (1964) related to motivation and employee performance and 
outcome. The current study provides empirical support on the role of motivation 
in enhancing the employees’ performance, a mediating role of employee 
commitment. Thus, this current study has managed to add to the body of 
knowledge in the area of nursing in urban Sindh Hospitals of Pakistan. 

Practically, this empirical study guides that motivation can influence on the 
performance of staff nurses. The healthcare workers who are given job motivation 
have shown good performance in DHQ Hospitals of urban Sindh Pakistan.  

Page | 153 



IBT Journal of Business Studies (IBT-JBS) Volume 20 Issue 2, 2024 
 

 

 
Thus, the managers in the health service industry should concentrate on enhancing 
the efficiency of frontline workers; workers be given motivation for increasing 
performance and more commitment to the organization. Not only bosses, 
administrators should think about their positions but they should still behave as 
peers and coworkers. 

The sample for this study was limited to three cities (Karachi, Hyderabad, 
Sukkur) in the Sindh province of Pakistan. Future research could expand the 
scope to include the entire country or even other nations, allowing for 
comparative analysis between multiple countries. Additionally, future studies 
might compare the four provinces of Pakistan—Sindh, Punjab, Baluchistan, and 
KPK—to examine whether and how motivation (both intrinsic and extrinsic) 
varies across these regions. 

REFERENCES 

Abu Yahya, O., Ismaile, S., Allari, R. S., & Hammoudi, B. M. (2019, January). 
 Correlates of nurses’ motivation and their demographic characteristics. In 
 Nursing forum,54(1), 7-15. 

Ahmed, M., Guo, Q., Qureshi, M. A., Raza, S. A., Khan, K. A., & Salam, J. 
 (2021).Do green HR practices enhance green motivation and proactive 
 environmental management maturity in hotel industry?. International Journal 
 of Hospitality Management, 94(10), 28-52. 

Ali, A. A. A. M., Kee, D. M. H., Singh, A., Pandey, R., Alhamlan, H., Ahmad, K. 
 M., ... & Narayanan, Y. (2020). Does Motivation Improve Employees Job 
 Performance? A Case of Absolute Hotel Services. International journal of 
 Tourism and hospitality in Asia Pasific (IJTHAP), 3(3), 9-21. 

Al-Madi, F. N., Assal, H., Shrafat, F., & Zeglat, D. (2017). The impact of 
 employee motivation on organizational commitment. European Journal of 
 Business and Management, 9(15), 134-145. 

Amrutha, V. N., & Geetha, S. N. (2020). A systematic review on green human 
 resource management: Implications for social sustainability. Journal of 
 Cleaner production, 2(47), 119-131. 

Andika, R., & Darmanto, S. (2020). The effect of employee empowerment and 
 intrinsic motivation on organizational commitment and employee 
 performance. Journal Aplikasi Management, 18(2), 241-251. 

Babakarewa, A., Kelana, B. W. B. Y., Mansor, N. N. A., & Mahmod, A. (2024). 
 Effect of Motivation on Employee’s Performance in Higher Institutions in 
 Nigeria. Kurdish Studies, 12(1), 767-779. 

Barron, R. A., 1983. Behavior in organizations. New York: Allyn & Bacon, Inc 

Page | 154 



IBT Journal of Business Studies (IBT-JBS) Volume 20 Issue 2, 2024 

 

 

 

 
Boon, C., Den Hartog, D. N., & Lepak, D. P. (2019). A systematic review of 
 human resource management systems and their measurement. Journal of 
 management, 45(6), 2498-2537.  

Bright, L. (2021). Does Perceptions of Organizational Prestige Mediate the 
 Relationship Between Public Service Motivation, Job Satisfaction, and the 
 Turnover Intentions of Federal Employees? Public Personnel Management, 
 50(3), 408-429. 

Chien, G. C., Mao, I., Nergui, E., & Chang, W. (2020). The effect of work 
 motivation on employee performance: Empirical evidence from 4-star hotels 
 in Mongolia. Journal of Human Resources in Hospitality & Tourism, 19(4), 
 473-495. 

Chin, W. W. (1998). The partial least squares approach to structural equation 
 modeling. Modern methods for business research, 295(2), 295-336. 

Delil, B. (2019). THE EFFECTS OF EXTERINSIC MOTIVATION FACTORS 
 ON TEACHER’S ORGANIZATIONAL COMMITMENT: THE CASE OF 
 REPI ABEL SECONDARY AND PREPARATORY SCHOOL (Doctoral 
 dissertation, st. mary's University). 

Diamantidis, A. D., & Chatzoglou, P. (2019). Factors affecting employee 
 performance: an empirical approach. International Journal of Productivity and 
 Performance Management, 68(1), 171-193.  

Ezenwakwelu, C. A. (2017). Determinants of Employee Motivation for 
 Organizational Commitment. IOSR Journal of Business and Management, 
 19(7), 1-9. 

Falk, R. F., & Miller, N. B. (1992). A primer for soft modeling. University of 
 Akron Press. 

F. Hair Jr, J., Sarstedt, M., Hopkins, L., & G. Kuppelwieser, V. (2014). Partial 
 least squares structural equation modeling (PLS-SEM) An emerging tool in 
 business research. European business review, 26(2), 106-121. 

Frary, R. B. (1996). Hints for designing effective questionnaires. Practical 
 Assessment, Research, and Evaluation, 5(1). 

Hair, J.F., Black, W.C., Babin, B.J. and Anderson, R.E. (2010). Multivariate Data 
 Analysis. 7th Edition, Pearson, New York. 

Hair, J. F., Sarstedt, M., Pieper, T. M., & Ringle, C. M. (2012). The use of partial 
 least squares structural equation modeling in strategic management research: a 
 review of past practices and recommendations for future applications. Long 
 range planning, 45(5-6), 320-340. 

Page | 155 



IBT Journal of Business Studies (IBT-JBS) Volume 20 Issue 2, 2024 
 

 

 
Hair Jr, J. F., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2016). A primer on 
 partial least squares structural equation modeling (PLS-SEM). Sage 
 publications. 

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver 
 bullet. Journal of Marketing theory and Practice, 19(2), 139-152. 

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing 
 discriminant validity in variance-based structural equation modeling. Journal 
 of the Academy of Marketing Science, 43(1), 115–135. 
 https://doi.org/10.1007/ s11747-014-0403-8 

Jolly, A. R., & Chakravarthi, M. K. (2016, January). A standalone data logger for 
 fibre optic vibration measurement system using Beaglebone. In 2016 10th 
 International Conference on Intelligent Systems and Control (ISCO) (pp. 519-
 522). IEEE. 

Jonker, J. (2010). The Essence of Research Methodology: A Concise Guide for 
 Master and PhD Students in Management Science. Springer Verlag. 

Katebi, A., HajiZadeh, M. H., Bordbar, A., & Salehi, A. M. (2022). The 
 relationship between “job satisfaction” and “job performance”: A meta-
 analysis. Global Journal of Flexible Systems Management, 23(1), 21-42. 

Kurniawan, A. D., & Rivai, A. (2018). Influence of Career development and 
 motivation to Employee Performance through Organizational Commitment in 
 Institutional development Section of Educational Diniyah and Pondok 
 Pesantren Office of Ministry of South Jakarta Religious. International Journal 
 of Business and Applied Social Science, 4(2), 17-33. 

Lohr, S. L. (2010). Sampling: Design and Analysis: Design And Analysis. 
 Boston, MA: Cengage Learning. 

Maan, A. T., Abid, G., Butt, T. H., Ashfaq, F., & Ahmed, S. (2020). Perceived 
 organizational support and job satisfaction: a moderated mediation model of 
 proactive personality and psychological empowerment. Future Business 
 Journal, 6(1), 1-12 

Macke, J., & Genari, D. (2019). Systematic literature review on sustainable 
 human resource management. Journal of cleaner production, 208, 806-815. 

Mahmoud, A. B., Fuxman, L., Mohr, I., Reisel, W. D., & Grigoriou, N. (2021). 
 “We aren't your reincarnation!” workplace motivation across X, Y and Z 
 generations. International Journal of Manpower, 42(1), 193-209. 

 

 

Page | 156



IBT Journal of Business Studies (IBT-JBS) Volume 20 Issue 2, 2024 

 

 

 

 
Marleyna, Y., Devie, D., & Foedjiawati, F. (2022). Reward System, Employee 
 Engagement, and the Role of Employee Satisfaction as Mediating Variable. 
 Petra International Journal of Business Studies, 5(1), 97-108.  

Marshall, M. N. (1996). Sampling for qualitative research. Family practice, 13(6), 
 522-526. 

McGuire, D., & McLaren, L. (2018). The Impact of Physical Environment 
 Commitment  in Call Centers–The Mediating Role of Employee Well-Being. 
 Team Performance  Management, 15(1&2). 

Mwanje, S. M. (2010). Career development and staff motivation in the banking. 
 Unpublished thesis, Kampala. Makerere University. 

Nasir, N., Halimatussakdiah, H., Suryani, I., Zuhra, S. E., Armia, S., & Mahdani, 
 M. (2019, January). How intrinsic motivation and innovative work behavior 
 affect job performance. In 1st Aceh Global Conference (AGC 2018) (pp. 606-
 612). Atlantis Press. 

Nilasari, B. M., Nisfiannoor, M., & Devinta, F. R. M. (2021). Changes in 
 motivation that affect employee performance during the covid 19 pandemic. 
 Jurnal Aplikasi Manajemen, 19(2), 435-447. 

Okoth, V. A., & Florah, O. M. (2019). Motivation and Employee Performance at 
 Avenue Hospital Kisumu County-Kenya. Business Management Dynamics, 
 9(5). 

Pandey, J., Gupta, M., & Hassan, Y. (2021). Intrapreneurship to engage 
 employees: role of psychological capital. Management Decision, 59(6), 1525-
 1545. 

Potipiroon, W., & Ford, M. T. (2017). Does public service motivation always lead 
 to organizational commitment? Examining the moderating roles of intrinsic 
 motivation and ethical leadership. Public Personnel Management, 46(3), 211-
 238. 

Pradenas, D., Oyanedel, J. C., da Costa, S., Rubio, A., & Páez, D. (2021). 
 Subjective well-being and its intrinsic and extrinsic motivational correlates in 
 high performance executives: A study in Chilean managers empirically 
 revisiting the bifactor model. International Journal of Environmental Research 
 and Public Health, 18(15), 8082 

Rahim, A. R., & Jam’an, A. (2018). The analysis of influence of motivation and 
 organizational commitment on employees’ performance in Telkom Kandatel 
 Gorontalo Province. Problems and perspectives in management, 16(4), 429-
 443. 

 

Page | 157



IBT Journal of Business Studies (IBT-JBS) Volume 20 Issue 2, 2024 
 

 

 
Rahman, M. H., Fatema, M. R., & Ali, M. H. (2019). Impact of motivation and 
 job satisfaction on employee’s performance: an empirical study. Asian Journal 
 of Economics, Business and Accounting, 10(4), 1-10. 

Ryandini, T. P., & Nurhadi, M. (2020). The Influence of Motivation and 
 Workload on Employee Performance in Hospital. INDONESIAN NURSING 
 JOURNAL OF EDUCATION AND CLINIC (INJEC), 5(1), 8-14. 

Ryan, R. M., & Deci, E. L. (2020). Intrinsic and extrinsic motivation from a self-
 determination theory perspective: Definitions, theory, practices, and future 
 directions. Contemporary educational psychology, 61, 101860. 

Ryan, R. M., and Deci, E. L. (2017). Self-Determination Theory: Basic 
 Psychological Needs in Motivation, Development, and Wellness. New York, 
 NY: Guilford Press 

Sam, T. H., Hadhiya, M., Yan, W., Ruiteng, X., & Chong, L. (2024). Factors 
 Effecting Motivation And Its Impact On Work Performance-A Study On 
 Secretariat Of Naifaru Council. Educational Administration: Theory and 
 Practice, 30(4), 1164-1174. 

Simatupang, A. C., & Putu Saroyeni, P. (2018). The Effect of Discipline, 
 Motivation and Commitment to Employee Performance. IOSR Journal of 
 Business and Management, 20(6). 

Shalley, C. E., & Gilson, L. L. (2017). Creativity and the management of 
 technology: Balancing creativity and standardization. Production and 
 Operations Management, 26(4), 605-616. 

Shang, R. A., & Hsieh, J. J. (2019). Extrinsic motivation, job satisfaction, and job 
 performance: A meta?analysis. Human Performance, 32(3), 25 

Sparrowe, R. T., Liden, R. C., Wayne, S. J., & Kraimer, M. L. (2018). Social 
 networks and the performance of individuals and groups. Academy of 
 management journal, 44(2), 316-325. 

Soyler, S., Gokalp, Y., Sahin, S. K., & Yigit, P. (2019). Effect of internal & 
 external motivation and Burnout levels of nurses on work performances: 
 Cross-sectional Analysis. International Journal of Business Ecosystem & 
 Strategy (2687-2293), 1(1), 63-69. 

Sunardi, M. A., & Putra, T. R. I. (2020). Intrinsic Motivation and Personal Value 
 in Predicting the Job Satisfaction and Employee Performance: Study in  
 Marine and Fisheries Department of ACEH JAYA. International Journal of 
 Business Management and Economic Review, 3(1), 7-16. 

 

 

Page | 158 



IBT Journal of Business Studies (IBT-JBS) Volume 20 Issue 2, 2024 

 

 

 

 
Utete, R. (2023). Investigating the relationship between capacity building and 
 employee performance at a leading organisation in Durban, South Africa. 
 African Journal of Business and Economic Research, 18(2), 255. 

Yusuf, M. (2021). The Effects of the Intrinsic Motivation and Extrinsic 
 Motivation on Employee Performance with Job Satisfaction as an Intervening 
 Variable at PT. Alwi Assegaf Palembang. Journal Management, Business, and 
 Accounting, 20(1), 18-31 

Vroom, V. H. (1964). Work and motivation. New York: Wiley 

 

Page | 159

 


