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Abstract

This study aims to examine the impact of intrinsic and extrinsic motivation on employee performance in the
banking sector of Cheras district in Kuala Lumpur, Malaysia. In particular, the study explores the relationship
between intrinsic motivation, extrinsic motivation, organizational commitment, and job satisfaction with
employee performance. A quantitative (survey) method was employed with 260 bank employees (managerial and
non-managerial). The study obtained 219 valid responses for the final analysis and discussion. The data were
analyzed using the Statistical Package for the Social Sciences (SPSS) version 22. The finding reveals a positive
and significant relationship between intrinsic motivation, extrinsic motivation, organizational commitment, and
job satisfaction with employee performance in the banking sector. The study confirms that if bank management
increases its employees' intrinsic motivation, extrinsic motivation, organizational commitment, and job
satisfaction, there will be a positive increase in employee performance.

Keywords: Responsive institution, employees’ motivation, intrinsic factors, extrinsic factors, employee
performance job satisfaction, awareness.

1. INTRODUCTION

Employees are the most precious blessing in any organization (Amdan et al., 2016). The
performance of employees is an essential aspect of any organization (Suliman, 2001);
therefore, organizations should try to make a healthy and robust relationship with their
employees. The success rate of any organization depends upon the employees' performance
and commitment (Liou, 2008). The performance of employees can be measured through the
combination of predicted behavior and characteristics related to tasks or job functions
(Motowidlo, 2008). Organizational performance for market leadership is an accomplishment
that can be achieved by an organization's employee behavior and commitment (Syafii et al.,
2015). It shows that an organization's performance depends on its employees' performance
(Gibson & Callister, 2009). For positive behavior and commitment, it is essential to realize that
every employee is attracted to some motivation. Motivation is a process that describes an
individual's passion, way, and determination to achieve specific goals or objectives (Robbins
& Judge, 2007).
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On the broader concept, motivation is an essential factor for engaging employees in their work,
but motivating an employee is always an important issue for leaders and managers in an
organization (Amabile, 1993). Consequently, motivation needs to be interpreted with the
outcome (George & Jones, 2012; Ryan & Deci, 2000). It is argued that an individual is
motivated when he/she feels encouraged, and it activates employee performance leading to
organizational outcomes (Ryan & Deci, 2000; Rokeach, 1973).

From this context, it shows that motivation is the force that gives direction to the employees
for performing a particular task for the productivity of an organization (Parashar, 2016). It can
be regarded as one of the most critical factors affecting employee performance (George &
Jones, 2012). Motivated employees are more determined, advanced, creative, and helpful in
achieving organizational objectives (Parashar, 2016). Generally, performance and motivation
are used interchangeably, and it is stated that performance results from employee behavior
toward a task or job (George & Jones, 2012; George & Jones, 2012).

Employee performance will be one significant indicator in measuring organizational
performance. Employee actions and behavior will be essential for achieving organizational
goals (Campbell, 1990). With that, it can be mentioned that employee performance is the
behavior when the employee shows in achieving the organization's objectives.

(Viswevaran and Ones, 2000). It means that employee performance is the productivity that
contributes to organizational goals (Motowidlo, 2008). From this context, studies have shown
that employee performance in an organization results from motivation (Sarmiento & Beale,
2007). In this perspective, a well-performing employee will be more creative and innovative
and always exercise quality work to achieve organizational aims and objectives (George &
Jones, 2012; Motowidlo, 2008). In order to attract and support higher employee performance,
managers need to treat their employees as crucial human capital (Dhir & Shukla, 2019) because
satisfied employees will have the motivation for high performance, which will contribute to
organizational success (Samad, 2009; Motowidlo, 2008; Mawoli & Babandako, 2011).

This relates to the fact that management and employee relationships are important for
organizational profitability (Amabile, 1993; Wiley, 1995). Research has revealed that when the
employee is intrinsically and extrinsically motivated, the performance quality differs from
when an employee is only extrinsically motivated (Ryan & Deci, 2000). It shows the
engagement factor in an organization's environment with motivation and employees'
performance (Saks, 2006; Silvera, 2013). Even though some studies have shown the concepts
of motivation and employee performance separately, scholars have argued for the need for a
relationship understanding between motivation and employee performance (Putra et al., 2016;
Silvera, 2013).

Apart from that, findings from Putra et al. (2016) show that managers play a vital part in the
performance of the employees, and the relationship between managers and employees can act
as the main force. A review of various research has mentioned that there is a need to investigate
problems encountered by employees in the banking sector of Malaysia (Chen, 2011; Ibrahim,
2016; Kamalesh et al., 2022). In view of the concentration, this study aims to investigate to
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what extent intrinsic and extrinsic motivation affects employee performance in the banking
sector.

2. LITERATURE REVIEW
2.1 Motivation

Motivation comes from the Latin word “movere” (Nguyen, 2017). The word movere means to
move (Nguyen, 2017). It develops progression and works towards achieving goals (Korth,
2007). It can also be referred to as a procedure that gives an individual a motive to do something
in a specific manner (Ellliot & Covington, 2001).

From the organizational perspective, motivation can be mentioned as the number of processes
influencing the employee and encouraging and maintaining a particular positive behavior that
may contribute to better work performance and organizational goal setting (Nguyen, 2017). A
motivated employee will show passion and energy toward the work and persistence to
accomplish the task related to his or her work (Moran, 2013). It is an emotional power that
verifies the way a person’s behavior is associated with the level of energy & determination
(Jones & George, 2008). Previous studies have pointed motivation concept in broad aspects
with three major elements: direction, persistence, and intensity (Jones & George, 2008). It is
mentioned as the combined fundamental element for employee success in achieving
performance (Nguyen, 2017). Studies have shown that an intrinsically and extrinsically
motivated person puts more effort into doing a specific task, and when goals are achieved, it
gives a feeling of satisfaction and it also creates a positive working environment in the
organization (Manzoor, 2012; Mathew et al., 2009). Studies have also revealed that factors
such as promotion, bonus system, job security, supervisor, positive recognition, interesting job,
pay, desirable work environment, company policies, welfare packages, autonomy,
achievement, sense of challenge and self-actualization, delivering proper care for the
employees in the workplace with proper lighting, creating a healthy working environment,
providing suitable working hours and hygiene working condition can help to motivate
employees and contribute to performance (Hasan et al., 2018; Fang, 2011).

2.2 Intrinsic and extrinsic motivation

The debate of intrinsic and extrinsic motivation started in 1970 when various studies began
investigating the reality of intrinsic and extrinsic motivation. The initial study investigates the
difference between intrinsic and extrinsic motivation linked with motivational theories (Deci
& Ryan, 2000). Some studies emphasized trying to differentiate between intrinsic and extrinsic
based on the different goals and objectives, namely enjoyment or fun on the financial outcome
(Motowidlo, 2008; Nguyen, 2017).

Most research on intrinsic motivation examines how extrinsic motivation affects intrinsic
motivation (Legault, 2017). Intrinsic motivation is considered an ideal form of motivation, and
it is related to different benefits, which include diligence, enjoyment, and psychological well-
being (Deci & Ryan, 2000). In contrast, extrinsic factors help endorse action for behaviors
(Legault, 2017).
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Intrinsic motivation is referred to as the individual performance of an activity for inner
satisfaction rather than for some separable outcome (Ryan & Deci, 2000). Intrinsically
motivated individuals tend to have high job performance because they feel that their job is
meaningful, engaging, and challenging (Amabile et al., 1994; Legault, 2017; Nguyen, 2017).

Various employee motivation studies suggested that employees are not only motivated by the
rewards such as food and money to change their behavior (Legault, 2017; Nguyen, 2017,
White, 1959), but they are also intrinsically motivated and they are also interested in their
surroundings and wish to master and learn the challenges of the environment (Hasan et al.,
2018; Fang, 2011; Skinner, 1938). This behavior can be determined by the outcome of feelings
of fun and being challenged (Legault, 2017; Nguyen, 2017; White, 1959; Ryan & Deci, 2000).
From this fact, intrinsically motivated employees will make the best use of their effort at work
because they find the tasks challenging, captivating, and interesting rather than working for a
financial reward (Ryan & Deci, 2000; Cho & Peng, 2011; Dyer & Parker, 1975). To increase
an individual’s motivation, the nature of work itself can possibly act as one of the intrinsic
factors (Herzberg, 1976; Amabile, 1993). A study conducted on 171 employees in Hong Kong
shows the factors of meaningful, exciting, and challenging work that relate to intrinsic points
(Lam & Baum, 2001).

It shows that if the job factors are not meaningful and challenging, it can reduce employee
motivation for better performance and engagement at work (Chalofsky & Krishna, 2009).
Therefore, the factors of challenging, meaningful, and thrilling tasks can increase intrinsic
motivation for employees (Cho & Peng, 2017). From this aspect, when an employee is
intrinsically motivated, he/she tends to engage in the workplace emotionally (Beek et al., 2012),
and this shows better performance and productivity (Bakker & Demerouti, 2007; Salanova et
al., 2005; Lin, 2007; Cerasoli et al., 2014; Ryan & Deci, 2000).

Apart from the above, studies have also shown that intrinsic motivators can be more successful
than extrinsic ones in employee motivation (Nasri & Charfeddine, 2012), the reason being
intrinsic motivation is the connection between the task and employee satisfaction (Ryan &
Deci, 2000; Wigfeild et al., 2004).

3. RESEARCH ANALYSIS
3.1 Relationship between intrinsic motivation and employee performance

Based on the comparison between physiological and psychological needs, it is mentioned that
psychological need performs better as a motivator to the employee, which can be associated
with the hierarchy of need theory (Maslow, 1943). Apart from that, other scholars have
mentioned that money motivates employees but not for the long term (Herzberg, 1974). A study
conducted by Gungor (2011) argued that in the banking sector of Istanbul, Turkey, employee
performance with financial reward reveals higher performance. The finding leads to the idea
that if banks attempt to maintain the balance of intrinsic motivation, it may be possible to
increase the performance of employees (Gungor, 2011; Cerasoli et al., 2014; Cho & Peng,
2017).
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Therefore, the following hypothesis is proposed to investigate the possible impact of intrinsic
motivation on employee performance:

H1: There is a significant positive relationship between intrinsic motivation and employee
performance.

3.2 Relationship between extrinsic motivation and employee performance

Extrinsic motivation is employee performance on a particular task to gain some separable
outcome (Ryan & Deci, 2000). Studies have related that extrinsically motivated employees will
do their job and show high performance because they believe they will get desirable outcomes
such as bonuses, monetary rewards, promotions, or increase in salary (Cho & Peng, 2004). It
shows that extrinsic factors on motivation result from elements outside an individual that lead
to a particular outcome (Ryan & Deci, 2000; Lin, 2007). Extrinsic motivational factors can be
created through factors such as external rewards, competition, or even punishment, and other
tangible benefits such as salaries/ incentives, fringe benefits, security, promotional benefits,
service contracts, free weekend trips or gift cards and working conditions (Legault, 2017
Nguyen, 2017; Armstrong, 2005; Cho & Peng, 2004; Srivastava & Barmola, 2011). Numerous
previous studies have shown that extrinsic motivation helps employees to show more
productivity in the workplace and also found that to increase employee performance, extrinsic
motivation such as bonuses, pay, wages, and other increments were essential for employees
(Srivastava & Barmola, 2012; Charles & Marshall, 1992). From this aspect, the possibility of
pay/ salary and other financial rewards will have the power to retain, motivate and attract
employees and eventually leading to high performance in the respective job functions (Legault,
2017; Nguyen, 2017; McCormick & Tifflin, 1979; Carraher & Buckley, 2006). Therefore, the
following hypothesis is proposed to investigate the possible impact of extrinsic motivation and
employee performance:

H2: There is a significant positive relationship between extrinsic motivation and employee
performance.

3.3 Relationship between organizational commitment and employee performance

Organizational commitment is one of the critical elements for making employees attain the
required performance (Shahnawaz et al., 2006). Organizational commitment is a
multidimensional factor that can predict the outcome of employee turnover, performance,
absentees, and organizational goals (Morrow, 1993). Studies have shown that employees’
commitment to stay in the organization will be higher when they learn and grow with their
organization (Opkara, 2004; Samad, 2013; Yiing & Ahmad, 2009). It relates positively to the
correlation of organizational commitment with employee performance. From this context,
developing an organizational commitment to employee performance and ultimately creating
employee retention is essential. With the facts shown above, the following hypothesis is
postulated to investigate the construct of organisational commitment and employee
performance:

H3: There is a significant positive relationship between organizational commitment and
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employee performance.
3.4 Relationship between job satisfaction and employee performance

Employee job satisfaction is mentioned as a positive reaction to performance outcomes
(Legault, 2017; Nguyen, 2017). It can be referred to as the evaluation of one's job, job
experience, or job achievement (Locke, 1976). Constructively job satisfaction is the positive
attitude, feeling of fulfilment of the individual towards his/her job function in the organization
(Kaliski, 2007). Various studies have shown a positive relationship between job satisfaction
and employee performance in organizations (Opkara, 2004; Samad, 2007; Yiing & Ahmad,
2009). Based on the findings, it can be deduced that a particular employee's performance will
increase when the employee's job satisfaction increases. This relates to the fact that the job
satisfaction level of employees can create an effect on the employee effort; hence it will
increase individual performance. Therefore, based on the analysis, this study proposes the
following assumptions:

H4: There is a significant positive relationship between job satisfaction and employee
performance.

4. METHODOLOGY
4.1 Sampling Methods and sample size

With guidance from the participating banks this empirical study exercised convenience
sampling design. The targeted respondents were focused on the demographic section and
continued with exploring the relationship between intrinsic motivation, extrinsic motivation,
organizational commitment, and job satisfaction towards employee performance. The
respondents are bank employees in district of Cheras, Kuala Lumpur, Malaysia. A total of 219
completed questionnaires were collected. The breakdown of respondents based on banks is
shown in Table 1.

Table 1: Banks and number of employees participated (Cheras district)

Bank Number of employees
Maybank 21
Hong Leong Bank 26
RHB Bank 15
Public Bank 30
MBSB Bank 22
CIMB Bank 28
Bank Simpanan Nasional 14
AgroBank 21
OCBC Bank 32
Standard chartered Bank 17
AM Bank 26
Alliance Bank 10

@ 992V 18.106



Seybeld

REPORT

SSEE SRS DOI 10.17605/0OSF.IO/KPE3R

The study's concentration was cross-sectional, with the identified respondents via a structured
questionnaire. The questionnaire consists of two sections. They were first based on
demographic characteristics. The second section is based on variables used in the study. The
questionnaire was organized with a five-point Likert-type scale, and the scale measured from
'1' as 'strongly disagree’ to '5' as 'strongly agree'. Furthermore, to avoid unethical issues, the
survey was handled with close supervision and maintained a clear response rate with the study
objective.

4.2 Reliability Analysis

Table 2 highlights the reliability analysis. Cronbach’s alpha internal consistency indicator was
used to estimate the reliability of the 5-item scale of Intrinsic motivation (o = 0.818), Extrinsic
Motivation (o = 0.793), Organizational Commitment (o = 0.766), Job satisfaction (o = 0.776)
and Employee Performance (o = 0.807). All the variable reliabilities were adequate > 0.70
suggesting that the items have relatively fulfilling internal consistency. (Nunnally, 1978).

Table 2: Reliability Test

Reliability Statistics
Cronbach's Alpha

Cronbach's Based on

Alpha Standardized Items [N of Items
Intrinsic motivation 818 817 6
Extrinsic Motivation 793 794 6
Organizational Commitment .766 .769 6
Job satisfaction 176 77 6
Employee Performance .807 .809 7

5. FINDING

The study findings and results are accordingly organized; one: demographic, two: Pearson
correlation, three: multiple linear regression to reveal the hypotheses put forward with the
research objective.

5.1 Demographic profile of the respondents

Table 3 shows the gender composition of the respondents. The study revealed that 39.3% are
female, and the balance was male, amounting to 60.7%. In reference to age, Table 4 highlights
the composition of the age group between 26-30 years with a percentage of 24.2, and they were
the most respondents. The second-highest age group is from the bracket of 20-25 years and is
followed by the category of 31-35 with a percentage of 20.5. As for work experience, Table 5
shows that about 31.5% of the respondents had working experience of 2-5 years, followed by
27.9% with work experience of 6-10 years.
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Table 3: Gender

Gender
Frequency Percent
Male 133 60.7
Valid |Female 86 39.3
Total 219 100.0
Table 4: Age
Age
Frequency Percent
20-25yrs 45 20.5
26-30yrs 53 24.2
31-35yrs 45 20.5
. 36-40yrs 37 16.9
Valid s s 34 15.5
Aboved5 5 2.3
Total 219 100.0

Table 5: Work Experience

Work Experience
Frequency |Percent

less than lyear 53 24.2
2-5yrs 69 31.5
6-10yrs 61 27.9

Valid 11-15yrs 17 7.8
16-20yrs 15 6.8
Above 20yrs 4 1.8
Total 219 100.0

6. DISCUSSION AND IMPLICATIONS

The purpose of the research is to study the impact of intrinsic and extrinsic motivation on
employee’s performance in the banking sector of Cheras, Kuala Lumpur Malaysia. The finding
of the research leads to answers put forward for research hypotheses. Motivation has its
importance in every organization. Reason being there are various different types of motivation
strategies to engage employees for better performance (Khan & Igbal, 2013). Intrinsic, extrinsic
factors, organizational commitment, job satisfaction used in this study essentially to investigate
its impact on employee performance.

The results of the findings shows that the employees in the banking sector of Cheras, Kuala
Lumpur, Malaysia prefer to improve their performance and job satisfaction. The result shows
that intrinsic motivation, extrinsic motivation, organizational commitment and job satisfaction
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have a positive impact on employee performance. The study proved that both intrinsic
motivation and extrinsic motivation are strongly related to employee performance. Any
changes in intrinsic and extrinsic motivation will cause changes in employee performance.
Thus, bank management needs to design policies that can make balance between intrinsic and
extrinsic motivation for employee performance. The results shown in Table 6, and Table 7
reveals the findings and Table 8 summarized the hypotheses outcome.

Table 6: Pearson Correlation

Consumer Attitude
Intrinsic motivation Pearson Correlation 522
Sig. (2-tailed) .000
IN 219
Extrinsic motivation Pearson Correlation 436"
Sig. (2-tailed) .000
IN 219
Organizational Pearson Correlation .0578™
commitment Sig. (2-tailed) .000
IN 219
Job satisfaction Pearson Correlation .548™
Sig. (2-tailed) .000
IN 219
**, Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Table 7: Coefficients?

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) 465 276 1.683 | .000
Intrinsic Motivation 331 .066 297 5.047 | .000
1 [Extrinsic Motivation .240 .066 270 3.620 | .000
Organizational commitment 567 .078 477 7.305 | .000
Job satisfaction .240 .063 .266 3.823 | .000

Table 8: Summary of hypotheses outcome

No | Hypothesis P-value | Status

H1 | There is a significant positive relationship between intrinsic | .000 Accepted
motivation and employee performance.

H2 | There is a significant positive relationship between extrinsic | .000 Accepted
and employee performance.

H3 | There is a significant positive relationship between | .000 Accepted
organizational behavior and employee performance.

H4 | There is a significant positive relationship between job | .000 Accepted
satisfaction and employee performance.
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The findings of this study will contribute to managerial decision-making, particularly
concerning improving employee performance for return on investment in the banking
operation. Providing intrinsic and extrinsic motivation to employees will increase employee
productivity. If an organization wants their employees to engage in their jobs efficiently, stay
loyal and honest with their job responsibilities, organizations are required to motivate their
employees intrinsically and extrinsically. Successful employee work operations can occur
effectively when intrinsic and extrinsic factors are engaged or co-exist in the organization.
Without the contributing factors, employees would be disconnected from their jobs, eventually
leading to the possibility of low employee performance in the organization.

From this aspect, the study relates to the fact that employee work motivation is required and
should be appropriately arranged for the excellence of banking operations and productivity.
The study finding provides an avenue to move forward for future findings in wider employee
psychological acceptance and management implications. The main point is that this finding
will assist in formulating policies accordingly for employee motivation and organizational
outcomes for all banking industries, particularly in Malaysia. Although this study presented
vital findings on employee performance, one apparent limitation is that it is conducted from
employees' perspective using employee performance. It will be interesting to study
management perspectives by using organizational engagement. In addition, this type of study
should also be conducted nationwide and in the banks of other countries using quantitative and
qualitative studies.
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