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This study intends to investigate the effects of intrinsic and extrinsic motivation 
of faculty on higher education performance through quality culture in public and 
private universities of Pakistan. The study uses a nationwide survey approach, 
while data are collected from administrative managers through online and in-
person questionnaires using stratified random sampling techniques. Of the 150 
questionnaires distributed, 111 were received, however, 105 are considered valid 
while the data are analyzed by PLS-SEM. The results revealed the significant effect 
of intrinsic motivation and quality culture on higher education performance, and 
of intrinsic and extrinsic motivation on quality culture; however, the effect of 
extrinsic motivation on higher education performance is not empirically supported. 
Besides, quality culture is found to be a statistically significant mediator in the 
relationship between intrinsic motivation and higher education performance, and 
extrinsic motivation and higher education performance. The relatively smaller 
sample size and reliance on administrative managers as the sole respondents are 
the possible weaknesses of this study. This study has expanded the theoretical 
and empirical understanding by introducing intrinsic motivation and extrinsic 
motivation as predictor variables in relation to higher education performance and 
implicating quality culture as a mediator. This study has important implications 
for policymakers, administrators, and quality managers to focus on employees’ 
motivation to create a quality culture, which in turn will improve the performance 
of their respective organizations.
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1. Introduction

Performance, despite being a widely recognized management concept, its definition still 
varies from one field to another, and yet there is no unified definition (Cotelnic, 2022). 
Likewise, the concept of organizational performance also suffers from fragmentation in 
different fields, including higher education (HE). Mostly, researchers have attempted to 
measure the performance of HE  from a specific angle or dimension, such as financial 
performance (Feranecová and Krigovská, 2016), innovation performance (Asiedu et al., 2020), 
research performance (Alshaikhmubarak et al., 2020), operations performance (Martin and 
Thawabieh, 2018), service performance (Rodríguez-González and Segarra, 2016; Kinanti 
et al., 2020), internationalization (Gao, 2018), and governance (Lokuwaduge and Armstrong, 
2015). While others have taken a holistic approach to measuring university performance 
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(Abubakar et al., 2018; Hernandez-Diaz et al., 2020). In a recent 
study, researchers conducted a systematic literature review and 
found teaching, research, and service to be  the most prevalent 
dimensions in the context of HE globally (Iqbal et al., 2022b). These 
three dimensions are also supported by several other researchers 
who refer to them as the three key roles/missions every university 
must perform (Martin, 2012; Sánchez-Barrioluengo, 2014; Agasisti 
and Bertoletti, 2019; Compagnucci and Spigarelli, 2020). However, 
the concept of service performance is not limited to the traditional 
service role of faculty members (also known as the third mission), 
as the services involve multiple stakeholders and perspectives in a 
HE context. Therefore, the present study has attempted to investigate 
higher education performance (HEP) in terms of teaching, research, 
and services (from the perspective of internal and external 
customers, as well as the traditional service role of faculty members). 
Furthermore, the study aimed to employ positive coping strategies 
in the prevailing competitive environment which in turn improves 
organizational performance and one such strategy is the emphasis 
on employee motivation.

The term motivation is derived from the word “motive” and has 
different meanings such as a person’s aspirations, needs, wants, and 
drives (Badura et al., 2020). Motivation is one of the factors that allows 
employees to perform well at work (Abbas and Kumari, 2023), 
motivates, guides, and supports them in their efforts to achieve their 
goals (Dewi and Wibowo, 2020). Researchers have also found that 
employee motivation is strongly and positively associated with 
organizational performance (Ochola, 2018; Geelmaale, 2019). 
Similarly, researchers have found a significant relationship between 
intrinsic motivation (IMOT), extrinsic motivation (EMOT), and 
employee performance (Makki and Abid, 2017; Engidaw, 2021). The 
motivation of employees, especially teachers, is equally important in 
the context of HE in developing countries like Pakistan. Particularly, 
faculty motivation is an overall process that leads faculty members to 
initiate, support, and regulate goal-oriented behavior (Daumiller et al., 
2020). However, despite the significant nature of motivation, the 
previous literature on the association of IMOT and EMOT with 
employee performance has been fragmented. For some, EMOT is 
significantly associated with faculty performance, while IMOT is not 
(Olushola and Adewumi, 2021). Conversely, others revealed that 
IMOT is significantly related to employee engagement, while EMOT 
is not (Zeng et al., 2022).

Likewise, the creation of a quality culture (QC) could be another 
strategy to face the prevailing challenges in the university context. 
Researchers have also argued that universities need to invest in 
organizational change processes to cope with declining government 
funding and gain a foothold in an increasingly competitive 
marketplace (Bendermacher et al., 2017). Even the various quality 
assurance (QA) strategies can fail in the absence of a QC. As some 
researchers have found insignificant or negative effect of accreditation 
on teaching/learning and quality of HEIs (Dattey et al., 2017; Jalal 
et  al., 2017, 2020). QC is an organization-wide value system that 
creates a favorable environment for the development and constant 
improvement of quality (Herminingsih and Sadikin, 2021). The 
significance of QC is also apparent from past studies that have found 
a positive association regarding QC and organizational performance 
(Yusof and Ali, 2000; Ali and Musah, 2012; Katwalo and Asienga, 
2015; Wu, 2015; Ullah et al., 2016; Hilman et al., 2017). However, only 
a handful of studies have examined QC as a mediator in the 

construction and health sectors (Alotaibi and Islam, 2013; Alotaibi 
et al., 2016; Abubakar and Hilman, 2017). Therefore, the previous 
literature suffers from theoretical and empirical gaps. Given the 
background of the study, the gaps identified in the preliminary 
literature and the lack of empirical evidence regarding IMOT, EMOT, 
QC, and HEP; three research questions (RQ) have been proposed, and 
are as follows:

RQ1: What is the effect of intrinsic and extrinsic motivation on 
higher education performance in universities?

RQ2: What is the effect of intrinsic and extrinsic motivation on 
quality culture in universities?

RQ3: Does quality culture mediate the association between 
intrinsic, extrinsic motivation and higher education performance 
in universities?

To answer these research questions, this study has adopted a 
survey approach with the institution (public and private universities 
in Pakistan) as the unit of analysis. The research article proceeds in the 
following order. The next section reviews the literature, followed by 
the methodology and results in the third and fourth sections. In the 
fifth section, the findings of the study are discussed. While the sixth 
section is composed of conclusions and implications. The seventh 
section presents the limitations of the study and recommendations for 
future research.

2. Literature review

2.1. Higher education performance

The past two decades have seen an implausible increase in the 
number of universities in Pakistan. Although this seems to be a 
positive sign of a thriving education sector in developing countries 
like Pakistan. However, there has been no substantial improvement 
in the performance of Pakistani universities, which is why it is often 
criticized by various segments of society. Instead, this dramatic 
increase has created immense competition among universities for 
survival and profitability, resulting in a compromise in the quality of 
education. Such a competitive environment induces university 
authorities to use deceptive marketing tactics to attract more 
students than others. Several researchers have highlighted the use of 
deceptive marketing strategies to attract potential students, including 
image manipulation and misleading claims such as exaggerating 
graduate employment rates and university rankings (Bradley, 2013, 
2018; Ramsey and Wesley, 2015; Chiang et al., 2020). Therefore, 
researchers have opined that while aiming for university profitability 
and survival, academic quality should never be undermined (Iqbal 
et  al., 2023). This is also supported by researchers that such 
performance of Pakistani universities is due to low academic quality 
(Iqbal et  al., 2022a), particularly in three domains, teaching, 
research, and services (Hoodbhoy, 2009; Banuri, 2021; Murtaza and 
Hui, 2021). These three domains are also known as three academic 
roles/goals that universities must fulfill, including (1) teaching; (2) 
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research; and (3) service or third-mission (Edgar and Geare, 2013; 
Agasisti and Bertoletti, 2019).

International Organization for Standardization, famously known as 
“ISO,” has defined teaching as “working with learners to assist and 
support them with learning” (ISO 21001, 2018). As for teaching 
performance (TP), it is comprised of outputs related to teaching and 
learning goals for HE systems (Agasisti and Bertoletti, 2019). TP is one 
of the problem areas in the Pakistani HE context, and researchers have 
identified several reasons including: the absence of the latest knowledge; 
poor teaching methods (Banuri, 2021; Murtaza and Hui, 2021); poor 
learning skills; poor evaluation systems (Hoodbhoy, 2009; Banuri, 2021; 
Murtaza and Hui, 2021); superficial hiring process of teachers with 
political interference (Banuri, 2021; Murtaza and Hui, 2021); student 
disciplinary problems, academic scams by teachers, and shorter working 
days (Hoodbhoy, 2009); and lack of faculty members with PhDs 
(Hoodbhoy, 2009; Murtaza and Hui, 2021).

Research performance (RP) implies the “research output of academic 
staff and HE  researchers” (Agasisti and Bertoletti, 2019). RP is the 
knowledge acquired through research and transfers it to others (Bazeley, 
2010). Many researchers have attempted to measure RP, but have mostly 
used secondary sources such as bibliometric approaches, systematic 
reviews of the literature, university ranking data, and articles extracted 
from various databases (Abramo et al., 2013; Aldieri et al., 2020; Javed 
et al., 2020). RP is weak in Pakistani universities due to many reasons 
including: corrupt culture; scam/fraud journals; poor criteria for 
evaluating research work systems (Hoodbhoy, 2009; Banuri, 2021); lack 
of proper (quality) research; imbalance between teaching and research; 
and poor research skills (Nisar, 2019).

As for service performance (SP), it is also called a third-
mission performance, which means “to capture the contribution 
of universities to society, including the benefits outside the 
academic environment that arise from HE” (Agasisti and 
Bertoletti, 2019). SP is another weak area in the Pakistani 
HE  context. Services are a kind of facts, processes and 
performances (Zeithaml et  al., 2018). According to ISO, 
educational service is a “process that supports acquisition and 
development of learners’ competence through teaching, learning 
or research” (ISO 21001, 2018). The quality of student services in 
Pakistani universities is considered poor, which affects the 
HE system in Pakistan (Nisar, 2019). The researchers argued that 
multi-stakeholder involvement is the obvious reason for poor 
service performance in HE  (Hwarng and Teo, 2001). The 
researchers have argued that, as part of the service industry, 
universities are expected to provide quality services to all 
customers (academic and non-academic) and any deviation from 
this will lead to poor service quality and thus low customer 
satisfaction (Iqbal et al., 2023). Similarly, university faculty are 
also expected to take on service roles in addition to academic 
roles, such as teaching and research (Brazeau, 2003; Neumann and 
Terosky, 2007). However, it is argued that the service role of the 
faculty is often ignored by the university administration, despite 
the fact that they spend a reasonable amount of time in various 
service positions at their respective universities (Throm, 2018). 
Service performance in a HE  context is therefore a broader 
concept that involves services for internal and external customers, 
as well as faculty service roles. However, in the previous literature, 
there is no evidence that researchers have attempted to investigate 
services that combine all three of the above.

2.2. Intrinsic motivation and higher 
education performance

The term motivation originated from the word “motive” and is 
conceptualized in terms of a person’s wants, needs, desires, and drives 
(Badura et al., 2020). Motivation is an urge or mobilization force that 
can drive, direct, and organize human behaviors (Inceoglu et  al., 
2012). Similarly, motivation is also described as the provision of 
incentives to encourage people to act in accordance with their desires 
(Certo, 2019). Motivation can be divided into two forms of intrinsic 
and extrinsic motivation, depending on the characteristics or subject 
matter of the various factors that trigger the behavior (Deci et al., 
1975). IMOT is defined as the task undertaken based purely on the 
inherent satisfaction of an individual rather than depending on some 
consequence (Zeng et al., 2022). Simply put, IMOT is an internal 
desire that drives an individual to produce more and better (Mazllami, 
2020). People are said to be  intrinsically motivated when they act 
because of the attraction or satisfaction associated with a particular 
activity (Rita et al., 2018). Some researchers have investigated the 
influence of IMOT and EMOT factors on organizational performance, 
and the results found that IMOT is more influential than EMOT in 
relation to organizational performance (Senanayake and Gamage, 
2017; Olugu et al., 2018). Researchers believe that a lack of IMOT may 
lead to poor job performance, which in turn negatively impacts 
organizational performance (Kusumah et al., 2021). This is consistent 
with some recent findings that IMOT strongly affects employee/job 
performance (Kuvaas et al., 2017; Tran et al., 2021; Jnaneswar and 
Ranjit, 2022).

In the context of HE, little evidence is available regarding IMOT 
and organizational performance. For instance, a researcher in her 
qualitative research conducted at a private sector university in Dhaka, 
Bangladesh, found that most faculty believe IMOT is a way to 
stimulate enthusiasm for teaching and research, continually improve 
quality of teaching and maintain satisfaction (Rahnuma, 2020). 
Conversely, some empirical studies have also been conducted to 
examine the association between IMOT and faculty performance, but 
their results are not consistent. For instance, a study conducted at 
Romanian public universities showed that IMOT was positively 
associated with the research productivity of faculty members 
(Horodnic and Zait, 2015). However, this study has some limitations. 
First, the survey only involved faculty members from the Department 
of Economics and Business Administration of 22 Romanian public 
universities. Second, the study ignored faculty members at private 
universities. Furthermore, the study aimed to examine the relationship 
between IMOT, EMOT, and faculty research performance, which is 
just one performance aspect among others, including teaching, 
assessment, and service roles. Therefore, the results of the study 
cannot be generalized to faculty members of other disciplines, nor to 
private universities around the world. While another study conducted 
at three technical/vocational colleges in Lagos, Nigeria, did not show 
a significant relationship between IMOT and instructor performance 
(Olushola and Adewumi, 2021). However, the context of this study 
was quite different from that of Romanian public universities. 
Romania is a European country, so faculty members at Romanian 
public universities can get good salaries, fringe benefits, and a more 
favorable environment. Conversely, the Nigerian counterpart 
vocational and technical colleges (instructors) may lack such resources 
and facilities due to Nigeria’s weak economy. They may have a hard 
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time meeting their basic needs, so their priority may be meeting their 
monetary needs and then following their inner drives. Given the 
limited studies involving IMOT and HEP, and the lack of sufficient 
empirical evidence in the context of HE, the following hypothesis 
is proposed:

H1: Intrinsic motivation is significantly related to higher 
education performance.

2.3. Extrinsic motivation and higher 
education performance

Extrinsic motivation involves valuing or complimenting 
someone’s behavior as a tool, so the satisfaction obtained does not 
come from the activity, but as an external result leading to the 
activity (Rita et  al., 2018). According to another definition, 
EMOT relates to performing an activity to obtain some separable 
result rather than engaging in an activity solely for its 
instrumental value (Zeng et  al., 2022). EMOT is primarily 
expressed in terms of various financial incentives such as wages, 
salaries, bonuses, promotions, and other fringe benefits that an 
organization offers its employees to improve their performance 
(Jeni et al., 2020). In prior literature, many researchers attempted 
to determine the relationship between EMOT and employee and/
or organizational performance, however, the results were 
inconsistent. For example, some studies have shown that EMOT 
has a positive and significant effect on employee performance 
(Makki and Abid, 2017; Jeni et  al., 2020; Mazllami, 2020; 
Noorazem et al., 2021). In contrast, few studies have indicated 
that EMOT does not affect employee performance (Olafsen et al., 
2015; Kuvaas et al., 2017; Nurenny and Hidayat, 2020). Similarly, 
in a relatively new study, researchers found that EMOT had no 
effect on the work engagement of nurses in Japanese welfare and 
healthcare institutions (Zeng et al., 2022).

In the HE context, some researchers conducted an exploratory 
study to examine the various IMOT and EMOT factors of teacher 
motivation at 5 public universities in Pakistan. The results of the 
study showed that extrinsic factors including (1) wages, (2) job 
design and work environment, (3) performance management 
system, and (4) training and development positively influence the 
motivation of teachers in public sector universities in Pakistan 
(Rasheed et al., 2016). In addition, a couple of empirical studies were 
conducted in the Nigerian educational context, and their findings 
revealed a positive relationship between EMOT and teacher 
performance. For instance, a study conducted in Nigerian colleges 
of education has revealed that monetary and non-monetary 
incentives positively influence teachers’ job performance (Alade and 
Okeke, 2021). Likewise, another study conducted in three technical/
vocational colleges in Lagos, Nigeria, revealed that EMOT is 
positively and significantly related to instructor performance 
(Olushola and Adewumi, 2021). On the contrary, in another study, 
the researchers found that although IMOT is positively correlated 
with the research productivity of academic staff in Romanian public 
universities, however, the relationship between EMOT and academic 
staff ’s research productivity was negative (Horodnic and Zait, 2015). 
This could be due to contextual differences such as the availability of 

resources, facilities, environment, and salary packages given to 
academic staff from universities operating in Nigeria and Romania. 
Given both contexts, it can be  argued that faculty members at 
Nigerian universities seem to be more influenced by monetary and 
non-monetary benefits, while academic staff at Romanian 
universities tend to perform their tasks for inner reasons like fun 
and enjoyment. Besides, the results of another study based on a 
literature review show that although there is no conclusive evidence 
on which motivation approach is better for driving a performance 
culture within an organization, the role of employees is definitely 
important in this regard. The study further added that EMOT often 
has a tendency to attract employees, but organizational leaders must 
clearly communicate to employees what they need to do so that 
leaders can motivate them externally (Turner, 2017). Based on the 
above discussion, inconsistent findings, and lack of sufficient 
evidence the following hypothesis has been proposed:

H2: Extrinsic motivation is significantly related to higher 
education performance.

2.4. Quality culture and higher education 
performance

Quality culture is a “set of group values that guide how 
improvements are made to everyday working practices and 
consequent outputs” (Harvey, 2004). Quality culture is a continuous 
improvement process where the entire organizational community is 
responsible for maintaining a favorable work environment leading 
to organizational excellence (Trewin, 2002). QC in the context of 
HE is understood as “the overall attitude of an institution, which 
focuses on the concept of quality and applies it to all aspects of its 
activities” (Ali and Musah, 2012). Researchers have examined QC as 
an independent variable in relation to organizational performance 
and found a positive relationship (Yusof and Ali, 2000; Ali and 
Musah, 2012; Wu, 2015). In a recent study, researchers examined the 
effect of QC on service quality (SQ) at public and private universities 
in Pakistan. The results showed that QC strongly affects SQ in both 
types of universities, however, this effect is stronger in private than 
public universities (Iqbal et al., 2023). Likewise, in another study, QC 
was examined in relation to Kenyan research university performance, 
and the findings showed a strong association (Katwalo and Asienga, 
2015). However, since this study was only conducted at a single 
university in Kenya; therefore, the results need to be verified with a 
larger population. Similarly, the effect of QC was also found to 
be significant in relation to university performance in the context of 
Nigerian universities. However, the results revealed that QC 
predicted only 30.4% of the variation in university performance, 
while the scope of the study was also restricted to Nigerian 
universities. Therefore, the authors have recommended future 
researchers to introduce other predictor variables and to conduct a 
study on a broader spectrum (Hilman et  al., 2017). Given the 
weaknesses of prior studies as discussed above, the following 
hypothesis can be formulated:

H3: Quality culture is significantly related to higher 
education performance.
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2.5. Motivation and quality culture

Several studies in the previous literature investigated IMOT and 
EMOT as predictor variables, but not in relation to QC. However, only 
a few studies have examined employee motivation in relation to 
organizational culture (OC). OC is a broader term that consists of 
shared values, beliefs, attitudes, customs, and norms found within an 
organization that shapes the behaviors and decisions of its members, 
but still, there is no agreed definition (Gautam and Basnet, 2021). For 
instance, “organisational culture is the way that things are done in an 
organisation, the unwritten rules that influence individual and group 
behaviour and attitudes” (Chartered Management Institute, 2015). By 
contrast, QC is a subset of OC (Dellana and Hauser, 1999) and focuses 
specifically on shared values and commitment to quality 
(Bendermacher et al., 2017).

Some researchers investigated employee motivation as the 
dependent variable in relation to OC, and the results showed that OC 
was strongly correlated with employee motivation (Yusof et al., 2016). 
While few studies examined motivation as a mediator, however, the 
findings on OC and motivation were conflicting. Such as, researchers 
have found an insignificant and negative effect of OC on the IMOT of 
employees at a coal company in Indonesia (Hariadi et  al., 2022). 
Likewise, in another study, researchers have found an insignificant 
effect of OC on the motivation of employees working in the 
“Employment Social Security Administering Agency” located in 
Tangerang City, Indonesia (Riyanto et  al., 2021). However, both 
studies have different scenarios, and their samples are not truly 
representative of their population.

In contrast, there is little evidence that researchers have 
investigated employee motivation as an independent variable in 
relation to QC or even OC. For example, few researchers have sought 
to determine the influence of teacher motivation on the OC of 
undergraduate universities in the city of Bangalore, India, and the 
results found that teacher work motivation is positively related to OC 
(George and Sabhapathy, 2014). Given the distinct roles of motivation 
in relation to OC identified by these investigators, it has become 
apparent that these studies suffer from fragmentation as no agreement 
has been reached on a specific role of motivation in relation to 
OC. Based on the above-mentioned discussions, this study has 
proposed the following hypotheses:

H4: Intrinsic motivation is significantly related to the 
quality culture.

H5: Extrinsic motivation is significantly related to the 
quality culture.

2.6. Mediating effect of quality culture

Even though QC is a widely used term, its meaning remains 
unclear due to a lack of consensus (Nygren-Landgärds et al., 2022). 
In previous literature, researchers mainly investigated QC in 
qualitative studies (Adina-Petruţa, 2014; Njiro, 2016; Bendermacher 
et al., 2017; Lycke and Tano, 2017; Tutko, 2019). While in quantitative 
studies QC has been mainly investigated as a predictor variable in 

relation to organizational performance, and the results showed a 
positive effect on organizational performance (Ali and Musah, 2012; 
Katwalo and Asienga, 2015; Wu, 2015; Ullah et al., 2016; Hilman 
et al., 2017). Furthermore, some studies explored QC as dependent 
variable, and the results showed a positive association with TQM 
practices (Al-Otaibi, 2015); IQA (Do et al., 2020); and visionary 
leadership (Herminingsih et al., 2020). However, only a handful of 
studies have examined QC as a mediator, and the results showed that 
QC mediates between: talent management (two of the three 
dimensions) and university performance (Abubakar and Hilman, 
2017); TQM practices and competitiveness of Saudi contractors 
(Alotaibi and Islam, 2013); while partial mediation between QMP 
and innovation performance (Alotaibi et  al., 2016). Given the 
ambiguity regarding the exact role of QC and based on the guidance 
of the previous researcher (Al-Otaibi, 2015); current researchers 
have decided to investigate QC as a mediator in the relationship 
between IMOT, EMOT, and HEP in the Pakistani HE context. The 
aim was to examine the underlying mechanism in the relationship 
between IMOT, EMOT, and HEP, and to explain why this 
relationship exists. Given the above discussions, the following 
hypotheses have been postulated:

H6: Quality culture mediates the relationship between intrinsic 
motivation and higher education performance.

H7: Quality culture mediates the relationship between extrinsic 
motivation and higher education performance.

2.7. Research framework

Given the gaps identified in the existing literature, a conceptual 
framework has been proposed based on the resource-based view 
(RBV) theory. RBV theory holds that a firm’s resources and capabilities 
are the primary sources of its competitive advantage and economic 
value creation. The present study has underpinned the RBV theory, so 
that universities can use their unique resources, such as IMOT, EMOT, 
and QC, as key determinants of their long-term performance and 
competitive advantage (Wernerfelt, 1984; Barney, 1991). The 
framework consists of two independent variables (IMOT and EMOT), 
a mediator (QC) and a dependent variable (HEP). The conceptual 
framework is shown below in Figure 1.

3. Methods

3.1. Research design

This study employed a survey-based quantitative cross-sectional 
research design. Survey-based design is highly effective and has many 
advantages, such as its ability to cover geographically dispersed areas, 
its ethical nature, and because it implies economy and rapid response 
time in data collection (Creswell, 2014; Fowler, 2014). Similarly, the 
cross-sectional approach is more suitable for collecting data at a 
certain time (Sekaran and Bougie, 2016) since it reduces time, cost, 
and effort.
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3.2. Sample and procedure

The study population (N = 226) consisted of public and private 
universities in Pakistan, with institutions as units of analysis and 
administrative managers (such as VCs, Deans, Directors, and HODs) 
as respondents. Considering the institution as the unit of analysis, only 
one respondent from each randomly selected university was selected. 
The sample size was determined as 144 universities based on the 
formula of previous researchers (Krejcie and Morgan, 1970). However, 
the questionnaires were administered at 150 randomly selected 
universities using proportional stratified random sampling techniques 
by dividing the entire population into seven strata based on provinces/
administrative units across Pakistan. Stratified sampling is a highly 
precise and cost-effective technique that allows researchers to collect 
data from subgroups (Lynn, 2019). In addition, the stratified sampling 
technique was employed to maximize the random participation of 
universities located throughout the country to collect data and 
increase the generalizability of the results. The questionnaires were 
administered via online surveys and in-person visits. The 
questionnaires were distributed in person at 20 universities located in 
“Punjab” (one of the seven strata) that were relatively close to one of 
the authors. While online survey method was employed to collect data 
from 130 universities located in distant areas (the rest of the six strata) 
across Pakistan. The response rate recorded for the in-person method 

was 70% and for the online surveys, it was 74.6%. The response rate of 
the online survey was slightly higher than that of the in-person 
method (pencil and paper questionnaires). This is because the online 
survey is considered more convenient and easily accessible via a laptop 
or even a cell phone and takes less time than the in-person method. 
Of the 150 questionnaires administered, 111 were returned, of which 
105 were usable, resulting in a valid response rate of 70.0%. The details 
regarding sample distribution and the response rate are shown in 
Table 1. The data were collected from March 2022 to May 2022.

3.3. Measures

Since all statements of the questionnaire were adapted from 
previous studies, it was necessary to pre-test the questionnaire. 
Therefore, the initial questionnaire was pre-tested by six experts 
working in leading universities in Pakistan or participating in TQM 
consulting activities. Overall, the experts agreed with most of the 
statements in the questionnaire. However, they did suggest 
modifications to improve the understanding and clarity of some 
statements, such as avoiding long, negative, and double-barreled 
statements, and standardizing the wording of all statements as much 
as possible. In addition, they suggested contextualizing QC statements 
from an HE perspective, reframing motivational statements from the 
perspective of academic staff, and rephrasing HEP statements from an 
institutional perspective.

Based on expert feedback, the questionnaire was refined and 
subsequently subjected to a pilot study involving 30 respondents. The 
results of the pilot study revealed that Cronbach’s alpha values for all 
constructs were greater than 0.70 and were therefore considered 
satisfactory (Hair et al., 2017). Such as IMOT (0.939), EMOT (0.911), 
QC (0.842), and HEP, including TP (0.914), RP (0.920) and SP (0.909), 
respectively. In summary, all the statements in the questionnaire were 
found to be reliable, demonstrating that the questionnaire design and 

FIGURE 1

Conceptual framework.

TABLE 1 Sample distribution and response rate.

Questionnaire Frequency Rate 
(%)

Online 
survey

Personal 
visit

Total

Distributed 130 20 150 100

Returned 97 14 111 74

Usable 94 11 105 70

Developed by authors.
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the sequence of the statements were acceptable for conducting a large-
scale study.

As for the structure and design of the questionnaire, it 
consisted of nine demographic questions, while 47 questions 
related to latent variables such as IMOT, EMOT, QC, and 
HEP. The items used to measure the latent variables were based 
on a 5-point Likert scale, where 1 = strongly disagree and 
5 = strongly agree. The detail of the adapted scales and their items 
is as follows: IMOT and EMOT were measured using two scales, 
with nine items for each scale, and were developed by previous 
researchers (Mertler, 2001; Cruz et  al., 2009; Hung, 2020). 
Similarly, QC was measured by adapting a four-item scale (Wu, 
2015). The HEP consisted of three dimensions, the five items of 
the TP were adapted from two studies (Goos and Salomons, 2017; 

Dicker et al., 2019); five RP items adapted from a previous study 
(Yaakub and Mohamed, 2020); and 15 SP items were adapted from 
several studies (Nedwek and Neal, 1994; Hui et al., 2003; Badri 
and Abdulla, 2004; Asif et al., 2013; Asif and Searcy, 2014).

4. Results

Initially, the current researchers used SPSS-25 for preliminary 
analyses, such as descriptive statistics and tests for common method 
bias. However, for advanced-level analysis, a structural equation 
modeling (SEM) technique was employed using Smart PLS 4 software. 
The partial least squares (PLS-SEM) technique is recommended for a 
variety of reasons, including its ability to capture smaller sample sizes, 
non-normal data, and the use of latent variable scoring models (Hair 
et al., 2019).

4.1. Demographic characteristics

The demographic characteristics of the respondents from the 
participating universities are presented in Table  2. Of the 105 
participating universities, 59 universities were from the public sector 
(56.2%) and 46 (43.8%) were from the private sector. Most of the 
universities were 36 (34.3%) from Punjab while 23 (21.9%) were from 
Sindh, 20 (19%) from KPK, 17 (16.2%) from Islamabad, 5 (4 0.8%) 
from Balochistan, 3 (2.9%) from Azad Jammu Kashmir and 1 (1%) 
from Gilgit Baltistan, respectively. As for the gender of the 
respondents, there were 81 males (77.1%) and 24 females (22.9%). 
Also, most respondents were HODs 67 (63.8%), Deans 17 (16.2%), 
and QEC Directors 13 (12.4%), followed by respondents in 
other positions.

4.2. Descriptive statistics

The mean, median, and standard deviation values for all the 
variables based on the perceptions of the administrative managers 
were as IMOT (M = 3.43, Mdn = 3.44, SD = 0.73), EMOT (M = 3.31, 
Mdn = 3.28, SD = 0.76), QC (M = 3.32, Mdn = 3.25, SD = 0.88) and HEP 
(M = 3.37, Mdn = 3.41, SD = 0.72), respectively. The IMOT mean and 
median scores were the highest, followed by HEP, QC, and EMOT. The 
descriptive statistics of all the variables are presented in Table 3.

4.3. Common-method Bias

When data is collected from a single source and/or at the same 
time, the analysis could suffer from common method bias (Podsakoff 
et al., 2012). Thus, we applied Harman’s single-factor test to assess 
whether CMB is present, and the results showed that a one-factor 
solution explained only 41.12% of the total variance, which is below 
the 50% threshold. This is followed by another “Full Collinearity Test” 
recommended by a previous researcher (Kock, 2015); all resulting VIF 
values (Table 4) were found to be below 3.3, i.e., the threshold. Given 
the results of both tests, it can be assumed that the results of present 
study are not affected by CMB.

TABLE 2 Demographic characteristics.

Items Frequency Percentage

Sector

Public Sector 59 56.2

Private Sector 46 43.8

Province

Azad Jammu Kashmir (AJK) 3 2.9

Balochistan 5 4.8

Gilgit Baltistan (GB) 1 1.0

Islamabad 17 16.2

Khyber Pakhtunkhwa 

(KPK)
20 19.0

Punjab 36 34.3

Sindh 23 21.9

Gender

Male 81 77.1

Female 24 22.9

Designation

VC 4 3.8

Dean 17 16.2

Director QEC 13 12.4

Director ORIC 2 1.9

HOD 67 63.8

Other 2 1.9

Developed by authors.

TABLE 3 Descriptive statistics.

Mean (M) Median 
(Mdn)

Std. Deviation 
(SD)

IMOT 3.43 3.44 0.73

EMOT 3.31 3.28 0.76

QC 3.32 3.25 0.88

HEP 3.37 3.41 0.72

IMOT, intrinsic motivation; EMOT, extrinsic motivation; QC, quality culture; HEP, higher 
education performance.
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4.4. Measurement model assessment

4.4.1. Reliability and convergent validity
The measurement model (Figure 2) was evaluated in terms of 

internal consistency reliability, convergent validity, and discriminant 

validity as suggested in previous studies (Hair et al., 2014, 2017). The 
factor loadings of all the items were evaluated and found to 
be greater than 0.600 except for five items (EMOT 4, EMOT 6, SP1, 
SP2, and SP3) which had values less than 0.500 (Hair et al., 2016), 
hence they were removed. The internal consistency reliability is 
verified through the composite reliability (CR) to confirm whether 
the study items are reliable (McNeish, 2018). The results indicated 
that the Alpha and CR values of all constructs were greater than 
0.700 (Wasko and Faraj, 2005), and the average variance extracted 
(AVE) was greater than 0.500 (Hair et al., 2014, 2016). Therefore, 
reliability and convergent validity have been established for all 
constructs (Table 5).

4.4.2. Discriminant validity
The third measure involved in evaluating the measurement 

model is determining the discriminant validity of the constructs. 
Discriminant validity is “extent to which as a construct is truly 
distinct from other constructs by empirical standards” (Hair 
et  al., 2017). Two approaches are most common to assess 
discriminant validity: (1) heterotrait–monotrait method (HTMT) 
and the Fornell and Larcker criterion. Discriminant validity was 
established through the Fornell and Larcker criterion (Table 6), 
since the square root of AVE for each construct was greater than 
its correlation with all the other constructs (Fornell and Larcker, 
1981); and by the HTMT method, since the HTMT ratio for all 
variables (Table 7) was lower than the recommended value of 0.85 
(Henseler et al., 2015).

TABLE 4 Full-collinearity test results.

Criterion 
variable

Predictor 
variables

Tolerance VIF

IMOT EMOT 0.678 1.474

QC 0.494 2.022

HEP 0.511 1.957

EMOT QC 0.519 1.926

HEP 0.407 2.459

IMOT 0.502 1.990

QC HEP 0.496 2.014

IMOT 0.480 2.084

EMOT 0.680 1.470

HEP IMOT 0.598 1.672

EMOT 0.643 1.556

QC 0.599 1.670

IMOT, intrinsic motivation; EMOT, extrinsic motivation; QC, quality culture; HEP, higher 
education performance.

FIGURE 2

Measurement model.
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TABLE 5 Reliability and convergent validity.

Constructs Item Loading Alpha rho_A CR AVE

Intrinsic motivation (IMOT) IMOT1 0.695 0.918 0.928 0.932 0.605

IMOT2 0.823

IMOT3 0.857

IMOT4 0.742

IMOT5 0.809

IMOT6 0.811

IMOT7 0.748

IMOT8 0.753

IMOT9 0.747

Extrinsic motivation (EMOT) EMOT1 0.624 0.837 0.871 0.875 0.502

EMOT2 0.732

EMOT3 0.654

EMOT5 0.652

EMOT7 0.695

EMOT8 0.836

EMOT9 0.742

Quality culture (QC) QC1 0.821 0.862 0.864 0.906 0.707

QC2 0.858

QC3 0.855

QC4 0.829

Higher education performance (HEP) TP1 0.680 0.858 0.873 0.913 0.777

TP2 0.854

TP3 0.849

TP4 0.835

TP5 0.854

RP1 0.848

RP2 0.868

RP3 0.902

RP4 0.812

RP5 0.887

SP4 0.783

SP5 0.798

SP6 0.843

SP7 0.847

SP8 0.807

SP9 0.653

SP10 0.811

SP11 0.832

SP12 0.844

SP13 0.828

SP14 0.820

SP15 0.681

AVE, average variance extracted; CR, composite reliability.
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4.5. Structural model assessment

The evaluation of the structural model (Figure 3) is the second 
stage in the PLS-SEM; and was based on determining the explanatory 
power (R2, f2) of the model, PLSpredict (Q2), and then the significance 
of the paths.

4.5.1. Explanatory power of model
The coefficient of determination (R2) is the most widely used 

metric to assess the explanatory power of the path model (Shmueli 
et al., 2019). The coefficient of determination (R2) is “a measure of the 
model’s predictive power and is calculated as the squared correlation 
between a specific endogenous construct’s actual and predicted 
values” (Hair et al., 2017). Generally, R2 values of 0.19, 0.33, and 0.67 
are deemed weak, moderate, and substantial, respectively (Chin, 
1998). The R2 values for both endogenous constructs are greater than 
0.33 (HEP = 0.451 and QC = 0.451), indicating a moderate level of 
explanatory power of the model. In addition, the study also evaluated 
the effect size (f2) for each exogenous variable in the model. Effect size 
(f2) is “the change in the R2 value when a specified exogenous construct 
is omitted from the model can be used to evaluate whether the omitted 
construct has a substantive impact on the endogenous constructs.” The 
recommended values of f2 and their corresponding strengths are as 
follows: 0.35 (substantial), 0.15 (moderate), and 0.02 (weak; Cohen, 
1988). The result revealed that the effect of IMOT and EMOT on QC 
is medium (i.e., 0.213 and 0.173 respectively), while the effect of QC 
on HEP is high (0.820). The results of the values of R2 and f2 are given 
in Table 8.

4.5.2. Predictive relevance of the model
Apart from the explanatory power, the predictive relevance of the 

model is equally important. However, the traditionally used R2 metric 
does not provide any information about predictive relevance. Such 
as, researchers have argued that the R2 value only assesses the 
explanatory power of a model (in-sample model fit), but does not 
provide any indication of its out-of-sample predictive power (Shmueli 

et al., 2019). Therefore, researchers often calculate the value of Q2 
(Geisser, 1974; Stone, 1974), using a blindfolding procedure (Chin, 
1998) to assess the predictive quality of the model. Given the 
importance of the predictive relevance of models, researchers have 
recommended the use of PLSpredict when evaluating PLS-SEM 
results (Shmueli et al., 2016). In this study, the predictive performance 
of the PLS model was evaluated in terms of (Q2) and prediction 
errors, such as root mean square error (RMSE) and mean absolute 
error (MAE) for latent variables, as suggested by Shmueli et al. (2016) 
through PLSpredict using SmartPLS4. The results showed that the Q2 
values for both endogenous variables were greater than 0 
(HEP = 0.493 and QC = 0.410), which means that the current study 
model offers better predictive performance. Likewise, the values of 
RMSE (HEP = 0.725 and QC = 0.780) and MAE (HEP = 0.610 and 
QC = 0.607) of the two endogenous variables were close to 0 (Moriasi 
et al., 2007), so the predictive performance of the model has been 
established in terms of prediction errors. Given the results of Q2, 
RMSE, and MAE, it can be deduced that the study model is significant 
and has predictive relevance in the context of HE. Furthermore, 
IMOT, EMOT, and QC have been found to be strong predictors of 
HEP based on empirical data collected from Pakistani universities. 
The values of Q2, RMSE, and MAE of the endogenous variables are 
presented in Table 9.

4.5.3. Hypotheses testing
The results of the hypothesis tests on direct relationships (H1–

H5) are presented below: hypothesis H1: IMOT → HEP (β = 0.439, 
t = 6.097, p = 0.000), H3: QC → HEP (β = 0.367, t = 4.846, p = 0.000), 
H4: IMOT → QC (β = 0.402, t = 4.131, p = 0.000) and H5: 
EMOT → QC (β = 0.354, t = 4.341, p = 0.000) were found to be positive 
and significant. Therefore, H1, H3, H4, and H5 were supported. 
However, the results of hypothesis H2: EMOT → HEP (β = 0.075, 
t = 0.987, p = 0.324) was found insignificant, and thus H2 was not 
supported. The hypotheses (H6 and H7) represent indirect 
relationships. The mediation results of the hypotheses H6: 
IMOT → QC → HEP (β = 0.148, t = 3.554, p = 0.000), and H7: 
EMOT→QC → HEP (β = 0.130, t = 2.786, p = 0.005) were positive and 
significant. Therefore, H6 and H7 were also supported. In other 
words, the results confirmed the mediating effect of QC in the 
hypothesized relationships. The summary of the seven hypotheses is 
presented in Table 10.

5. Discussion

This study concentrates on exploring the influence of IMOT, and 
EMOT on HEP through QC based on RBV theory. The RBV theory 
affirms that the competitiveness of firms depends on their capabilities 
or resources, which in turn determine their performance (Wernerfelt, 
1984; Barney, 1991). However, resources must be  valuable, rare, 
inimitable, and non-substitutable for sustainable competitive 
advantage (Barney, 1991). The findings of this study validate the 
applicability of RBV theory in the context of HE, while identifying 
faculty members’ intrinsic and extrinsic motivation and culture of 
quality as valuable resources for improving performance and gaining 
competitive advantage.

This study aimed to answer three RQs. To this end, a total of seven 
hypotheses (H1 – H7) were formulated. Of which five hypotheses 

TABLE 6 Discriminant validity: Fornell–Larcker criterion.

IMOT EMOT QC HEP

IMOT 0.778

EMOT 0.531 0.708

QC 0.597 0.578 0.841

HEP 0.694 0.517 0.671 0.882

IMOT, intrinsic motivation; EMOT, extrinsic motivation; QC, quality culture; HEP, higher 
education performance.

TABLE 7 Discriminant validity: heterotrait–monotrait method (HTMT) 
ratio.

IMOT EMOT QC HEP

IMOT

EMOT 0.611

QC 0.648 0.628

HEP 0.775 0.594 0.768

IMOT, intrinsic motivation; EMOT, extrinsic motivation; QC, quality culture; HEP, higher 
education performance.
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(H1 – H5) were of direct relationships. The first hypothesis (H1) was 
about examining the direct effect of IMOT on HEP in a university 
setting. The results showed that IMOT was significantly associated 
with HEP in the Pakistani university setting. These results are 
supported by several other studies in which researchers found a 
significant effect of IMOT on employee/organizational performance 
(Horodnic and Zait, 2015; Kuvaas et  al., 2017; Senanayake and 
Gamage, 2017; Olugu et al., 2018; Rahnuma, 2020; Tran et al., 2021; 

Jnaneswar and Ranjit, 2022). The second hypothesis (H2) was about 
examining the direct effect of EMOT on HEP   in a university setting. 
However, the present study did not provide empirical evidence of the 
relationship between EMOT and HEP. This is in line with the findings 
of some previous studies, where the researchers found no association 
between EMOT and employee performance (Horodnic and Zait, 
2015; Olafsen et al., 2015; Kuvaas et al., 2017; Nurenny and Hidayat, 
2020; Zeng et al., 2022). This may be because EMOT often works with 
low or mid-level employees to achieve short-term goals. However, the 
faculty members are highly educated individuals with broader visions 
and long-term goals. Their academic work depends primarily on 
IMOT, such as the desire for intellectual challenge, curiosity, and a 
sense of purpose, which result in better performance at both the 
individual and institutional levels. The third hypothesis (H3) was 
about examining the direct relationship between QC and HEP in a 
university setting. The study found a significant relationship between 
QC and HEP, which is in line with the findings of previous studies 
(Yusof and Ali, 2000; Ali and Musah, 2012; Katwalo and Asienga, 
2015; Wu, 2015; Hilman et al., 2017; Iqbal et al., 2023). The role of QC 
is crucial for organizations in different sectors as it increases the 
quality awareness of employees at all levels, facilitates the continuous 
improvement efforts of the organization, improves the quality of 
products and services, and thus enhances organizational performance.

Also, the fourth and fifth hypotheses (H4 and H5) were about 
whether IMOT and EMOT are significantly associated with QC, 
and the results demonstrated the significant effects of IMOT and 

FIGURE 3

Structural model.

TABLE 8 Explanatory power of model.

Predictors Outcome R2 f2

QC HEP 0.451 0.820

IMOT -

EMOT -

IMOT QC 0.451 0.213

EMOT 0.173

IMOT, intrinsic motivation; EMOT, extrinsic motivation; QC, quality culture; HEP, higher 
education performance.

TABLE 9 Predictive relevance of model.

Q2 predict RMSE MAE

HEP 0.493 0.725 0.610

QC 0.410 0.780 0.607

QC, quality culture; HEP, higher education performance.
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EMOT on QC in Pakistani universities. These findings are 
important for two reasons: first, it provides interesting new insights 
by introducing IMOT and EMOT as predictors in relation to QC, 
which are lacking in the existing literature. Second, it also provides 
empirical evidence for the direct effects of IMOT and EMOT on 
QC. Although the previous literature does not provide any evidence 
for the direct effects of IMOT and EMOT on QC, studies examining 
the relationship between employee motivation (IMOT, EMOT) and 
OC, or vice versa, are somewhat consistent with the findings 
(George and Sabhapathy, 2014; Yusof et al., 2016; Rahnuma, 2020; 
Hariadi et al., 2022). While there has been some research on the role 
of IMOT and EMOT as predictors in shaping OC, these 
relationships have not been extensively studied. Therefore, it can 
be  challenging to untangle the specific influence of IMOT and 
EMOT on these broader cultural factors, resulting in a small 
number of studies on such relationships. However, since QC 
emphasizes the participation of people at all levels of the 
organization, it is very imperative to mobilize the enthusiasm of all 
staff, especially academic staff, to participate in the creation and 
promotion of QC in their respective universities.

As for indirect effects, two hypotheses (H6 and H7) were 
proposed, stating whether QC mediates the relationship between 
IMOT and HEP, and between EMOT and HEP. The results confirmed 
the indirect effects of IMOT and EMOT on HEP through QC. Simply 
put, the present study also empirically validated the mediating role of 
QC in relation to IMOT and HEP, and EMOT and HEP. Although in 
the previous literature, some researchers investigated the mediating 
effect of QC, their results were not consistent. This is probably the first 
study to introduce and empirically validate QC as a mediator related 
to IMOT and HEP, and EMOT and HEP in the Pakistani HE context. 
These findings are important and provide a starting point for future 
researchers to test these links in different settings. Emphasizing the 
motivation of staff, especially faculty, in the context of HE is critical to 
creating QC that will improve the quality of university education and 
thus performance.

6. Conclusion

Overall, seven hypotheses were proposed in this study, and after 
testing almost all hypotheses were found to be supported except one. 
First, the study provides empirical evidence for the significant 
relationship between IMOT and HEP. Second, the results confirmed the 
significant effect of QC on HEP. Third, the results found a significant and 

positive effect of IMOT and EMOT on QC. However, the study provided 
no empirical evidence for the direct relationship between EMOT and 
HEP. Finally, the results also confirmed the mediating role of QC in the 
relationship between IMOT and HEP, and EMOT and HEP in the 
context of Pakistani universities. The results suggest that university 
leaders, administrators, and quality managers should emphasize the 
motivation of university staff, especially faculty members, to raise quality 
awareness and create a QC among them for the effective implementation 
of quality standards in universities. This will lead to a higher level of 
quality, credibility, and performance of universities around the world.

This study provides relevant and interesting insights from 
theoretical and empirical perspectives in the fields of HE and quality 
management. First, this study broadens our theoretical understanding 
by introducing IMOT and EMOT as predictor variables related to QC 
and HEP, while presenting QC as a mediator variable related to IMOT 
and HEP, and EMOT and HEP. Second, this study also substantiates 
all proposed relationships (except EMOT and HEP) by providing 
empirical evidence in the Pakistani HE context.

This study has important implications for organizational leaders, 
administrators, and quality managers to emphasize staff motivation, 
especially among faculty members. Because they are directly involved 
in providing a variety of academic and non-academic services to 
internal and external stakeholders. If they are motivated enough, they 
will tend to create a culture of quality in their respective universities, 
leading to the effective implementation of quality standards. In addition, 
the increased emphasis on faculty motivation will also enable them to 
perform tasks such as teaching, research, and service more effectively, 
thereby enhancing the performance of their respective universities. This 
is especially important for universities in developing countries such as 
Pakistan, where management systems are relatively weak, and 
accountability is not valued at all levels. Therefore, the creation of QC 
will ultimately lead to a higher level of university performance.

7. Limitations and recommendation

Despite some valuable contributions, this study has a few 
limitations that will help future researchers advance the relationships 
examined in this study. First, the study sample is limited to 105 public 
and private universities in Pakistan. Therefore, future researchers from 
other countries could replicate this model with a larger sample and 
diverse cultures to improve its generalizability. Second, the study only 
incorporated the perception of administrative managers, so the 
researchers can add teachers, students, or employers as respondents 

TABLE 10 Hypotheses testing results.

Relationship β SD t-Value Value of p Decision

H1 IMOT → HEP 0.439 0.072 6.097 0.000 Supported

H2 EMOT → HEP 0.075 0.076 0.987 0.324 Not Supported

H3 QC → HEP 0.367 0.076 4.846 0.000 Supported

H4 IMOT → QC 0.402 0.097 4.131 0.000 Supported

H5 EMOT → QC 0.354 0.082 4.341 0.000 Supported

H6 IMOT → QC → HEP 0.148 0.042 3.554 0.000 Supported

H7 EMOT → QC → HEP 0.130 0.047 2.786 0.005 Supported

Developed by authors.
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in future studies. Third, there could also be  the opportunity to 
introduce new variables to better predict HEP in countries around the 
world. Finally, the present study has used various acronyms, therefore 
a list of acronyms has been added below as Table 11, for the better 
understanding of readers and to avoid any confusion.

Data availability statement

The raw data supporting the conclusions of this article will 
be made available by the authors, without undue reservation.

Author contributions

SI conceived the idea for this study, analyzed the data, and wrote 
the manuscript. CT and MR contributed to the design and 
implementation of the research, performed the review, reviewed the 
manuscript, checked the analytical methods, and supervised the 

findings of this work. All authors discussed the results and contributed 
to the final manuscript.

Conflict of interest

The authors declare that the research was conducted in the 
absence of any commercial or financial relationships that could 
be construed as a potential conflict of interest.

Publisher’s note

All claims expressed in this article are solely those of the authors 
and do not necessarily represent those of their affiliated 
organizations, or those of the publisher, the editors and the 
reviewers. Any product that may be evaluated in this article, or 
claim that may be made by its manufacturer, is not guaranteed or 
endorsed by the publisher.

References

Abbas, J., and Kumari, K. (2023). Examining the relationship between total quality 
management and knowledge management and their impact on organizational 
performance: a dimensional analysis. J. Econ. Adm. Sci. 39, 426–451. doi: 10.1108/
JEAS-03-2021-0046

Abramo, G., Cicero, T., and Angelo, C. A. D. (2013). The impact of unproductive and 
top researchers on overall university research performance. J. Informet. 7, 166–175. doi: 
10.1016/j.joi.2012.10.006

Abubakar, A., and Hilman, H. (2017). The mediating role of quality culture on the 
relationship between talent management and organizational performance. in 4th 
Conference on Business Management, 29–30 October 2017 (The Gurney Resprt Hotel 
and Recidences Penang, Malaysia), pp. 887–901.

Abubakar, A., Hilman, H., and Kaliappen, N. (2018). New tools for measuring global 
academic performance. SAGE Open 8:215824401879078. doi: 10.1177/2158244018790787

Adina-Petruţa, P. (2014). Quality culture—a key issue for Romanian higher  
education. Procedia. Soc. Behav. Sci. 116, 3805–3810. doi: 10.1016/j.sbspro.2014. 
01.845

Agasisti, T., and Bertoletti, A. (2019). Analysing the determinants of higher education 
systems’ performance-a structural equation modelling approach. Sci. Public Policy 46, 
834–852. doi: 10.1093/scipol/scz033

Alade, I. A., and Okeke, C. I. (2021). Monetary and non-monetary incentives as 
correlates of teacher educators ‘job performance in colleges of education in Oyo state of 
Nigeria. J. Critic. Rev. 8, 1031–1040. doi: 10.31838/jcr.08.02.106

TABLE 11 List of acronyms.

Terms Acronyms Terms Acronyms

Average Variance Extracted AVE Median Mdn.

Azad Jammu Kashmir AJK Mediating Variable MV

Common-Method Bias CMB Organizational Performance OP

Composite Reliability CR Office of Research, Innovation and Commercialization ORIC

Dependent Variable DV Partial Least Square PLS

Extrinsic Motivation EMOT Quality Assurance QA

Head of Department HOD Quality Culture QC

Gilgit Baltistan GB Quality Enhancement Cell QEC

Heterotrait–Monotrait HTMT Research Performance RP

Higher Education HE Research Question RQ

Higher Education Institution HEI Resource-Based View RBV

Higher Education Performance HEP Service Performance SP

Independent Variable IV Standard Deviation SD

International Organization For Standardization ISO Structural Equation Modeling SEM

Internal Quality Assurance IQA Teaching Performance TP

Intrinsic Motivation IMOT Total Quality Management TQM

Khyber Pakhtunkhwa KPK Variance Inflation Factor VIF

Mean M Vice Chancellor VC

Developed by authors.

https://doi.org/10.3389/feduc.2023.1099415
https://www.frontiersin.org/journals/education
https://www.frontiersin.org
https://doi.org/10.1108/JEAS-03-2021-0046
https://doi.org/10.1108/JEAS-03-2021-0046
https://doi.org/10.1016/j.joi.2012.10.006
https://doi.org/10.1177/2158244018790787
https://doi.org/10.1016/j.sbspro.2014.01.845
https://doi.org/10.1016/j.sbspro.2014.01.845
https://doi.org/10.1093/scipol/scz033
https://doi.org/10.31838/jcr.08.02.106


Iqbal et al. 10.3389/feduc.2023.1099415

Frontiers in Education 14 frontiersin.org

Aldieri, L., Kotsemir, M. N., and Vinci, C. P. (2020). The effects of collaboration on 
research performance of universities: an analysis by Federal District and scientific fields 
in Russia. J. Knowl. Econ. 11, 766–787. doi: 10.1007/s13132-018-0570-9

Ali, H. M., and Musah, M. B. (2012). Investigation of Malaysian higher education 
quality culture and workforce performance. Qual. Assur. Educ. 20, 289–309. doi: 
10.1108/09684881211240330

Al-Otaibi, F. M. S. (2015). Role of exploratory factor analysis applicability of TQM 
practices on the items of quality culture in the Kingdom of Saudi Arabia. Int. J. Bus. 
Manag. 10, 136–143. doi: 10.5539/ijbm.v10n1p136

Alotaibi, F., and Islam, R. (2013). Total quality management practices, quality culture 
and contractors’ competitiveness. Adv. Environ. Biol. 7, 2642–2649.

Alotaibi, G. B. G., Yusoff, R. Z., Mokhtar, S. S., and Taib, C. A. B. (2016). Testing the 
mediation role of quality culture in the relationship of quality management practice and 
innovation performance. Int. J. Econ. Commer. Manag. IV, 67–76.

Alshaikhmubarak, A., Camara, N. D., and Baruch, Y. (2020). The impact of high-
performance human resource practices on the research performance and career success 
of academics in Saudi  Arabia. Career Dev. Int. 25, 671–690. doi: 10.1108/
CDI-09-2019-0209

Asiedu, M. A., Anyigba, H., Ofori, K. S., Ampong, G. O. A., and Addae, J. A. (2020). 
Factors influencing innovation performance in higher education institutions. Learn. 
Organ. 27, 365–378. doi: 10.1108/TLO-12-2018-0205

Asif, M., Awan, M. U., Khan, M. K., and Ahmad, N. (2013). A model for total quality 
management in higher education. Qual. Quant. 47, 1883–1904. doi: 10.1007/
s11135-011-9632-9

Asif, M., and Searcy, C. (2014). A composite index for measuring performance in 
higher education institutions. Int. J. Qual. Reliabil. Manag. 31, 983–1001. doi: 10.1108/
IJQRM-02-2013-0023

Badri, M. A., and Abdulla, M. H. (2004). Awards of excellence in institutions of higher 
education: an AHP approach. Int. J. Educ. Manag. 18, 224–242. doi: 
10.1108/09513540410538813

Badura, K. L., Grijalva, E., Galvin, B. M., Owens, B. P., and Joseph, D. L. (2020). 
Motivation to lead: a meta-analysis and distal-proximal model of motivation and 
leadership. J. Appl. Psychol. 105, 331–354. doi: 10.1037/apl0000439

Banuri, T. (2021). Does Pakistan’s higher education system need reform? Educationist 
Tariq Banuri. TCM Originals. Available at: https://www.youtube.com/
watch?v=lPkv9hEIUJw. Accessed April 8, 2021].

Barney, J. B. (1991). Firm resources and sustained competitive advantage. J. Manag. 
17, 99–120. doi: 10.1177/014920639101700108

Bazeley, P. (2010). Conceptualising research performance. Stud. High. Educ. 35, 
889–903. doi: 10.1080/03075070903348404

Bendermacher, G. W. G., Oude Egbrink, M. G. A., Wolfhagen, I. H. A. P., and And 
Dolmans, D. H. J. M. (2017). Unravelling quality culture in higher education: a realist 
review. High. Educ. 73, 39–60. doi: 10.1007/s10734-015-9979-2

Bradley, J. (2013). Integrity in higher education marketing? A typology of misleading 
data-based claims in the university prospectus. Int. J. Educ. Integr. 9, 74–88. doi: 
10.21913/ijei.v9i2.894

Bradley, J. (2018). Integrity in higher education marketing and misleading claims in 
the university prospectus: what happened next and is it enough. Int. J. Educ. Integr. 14, 
1–18. doi: 10.1007/s40979-018-0026-9

Brazeau, G. A. (2003). Revisiting faculty service roles—is “faculty service” a victim of 
the middle child syndrome? Am. J. Pharm. Educ. 67, 85–86. doi: 10.5688/aj670385

Certo, S. (2019). Supervision: Concepts and Skill-building. New York, NY: McGraw-
Hill Education.

Chartered Management Institute (2015). Understanding organisational culture. 
Available Online 2, pp. 1–6. Available at: https://www.managers.org.uk/~/media/Files/
PDF/Checklists/CHK-232-Understanding-organisational-culture.pdf.

Chiang, W. C. H., Zhao, S., and Mitchell, D. E. (2020). Marketing mistakes or unethical 
marketing in higher education? Two case studies in Ontario colleges. J. Educ. Soc. Dev. 
4, 10–16. doi: 10.5281/zenodo.4039824

Chin, W. W. (1998). “The partial least squares approach for structural equation 
modeling” in Modern Methods for Business Research (Mahwah, NJ: Lawrence Erlbaum 
Associates, Inc.), 295–336.

Cohen, J. (1988). Statistical Power Analysis for the Behavioral Sciences. New York, NY: 
Lawrence Erlbaum Associates, Inc..

Compagnucci, L., and Spigarelli, F. (2020). The third Mission of the university: A 
systematic literature review on potentials and constraints. Technol. Forecast. Soc. Chang. 
161:120284. doi: 10.1016/j.techfore.2020.120284

Cotelnic, A. (2022). University performance: how we define it and how we measure 
it. East. Eur. J. Reg. Stud. 8, 21–29. doi: 10.53486/2537-6179.8-1.02

Creswell, J. W. (2014). Research Design: Qualitative, Quantitative, and Mixed Methods 
Approaches. Thousand oaks, CA: SAGE Publications, Inc.

Cruz, N. M., Pérez, V. M., and Cantero, C. T. (2009). The influence of employee 
motivation on knowledge transfer. J. Knowl. Manag. 13, 478–490. doi: 
10.1108/13673270910997132

Dattey, K., Westerheijden, D. F., and Hofman, W. H. A. (2017). Impact of accreditation 
on improvement of operational inputs after two cycles of assessments in some Ghanaian 
universities. Qual. High. Educ. 23, 213–229. doi: 10.1080/13538322.2017.1407398

Daumiller, M., Stupnisky, R., and Janke, S. (2020). Motivation of higher education 
faculty: theoretical approaches, empirical evidence, and future directions. Int. J. Educ. 
Res. 99:101502. doi: 10.1016/j.ijer.2019.101502

Deci, E. L., Cascio, W. F., and Krusell, J. (1975). Cognitive evaluation theory and some 
comments on the Calder and Staw critique. J. Pers. Soc. Psychol. 31, 81–85. doi: 10.1037/
h0076168

Dellana, S. A., and Hauser, R. D. (1999). Toward defining the quality culture. Eng. 
Manag. J. 11, 11–15. doi: 10.1080/10429247.1999.11415022

Dewi, N. N., and Wibowo, R. (2020). The effect of leadership style, organizational 
culture and motivation on employee performance. Manag. Sci. Lett. 10, 2037–2044. doi: 
10.5267/j.msl.2020.2.008

Dicker, R., Garcia, M., Kelly, A., and Mulrooney, H. (2019). What does ‘quality’ in 
higher education mean? Perceptions of staff, students and employers. Stud. High. Educ. 
44, 1425–1441. doi: 10.1080/03075079.2018.1445987

Do, D. T., Le, C. L., and Giang, T. V. (2020). The correlation between internal 
quality assurance and the formation of quality culture in Vietnam higher education: 
A case study in Ho Chi Minh City. Eur. J. Educ. Res. 9, 499–509. doi: 10.12973/eu-
jer.9.2.499

Edgar, F., and Geare, A. (2013). Factors influencing university research performance. 
Stud. High. Educ. 38, 774–792. doi: 10.1080/03075079.2011.601811

Engidaw, A. E. (2021). The effect of motivation on employee engagement in public 
sectors: in the case of north Wollo zone. J. Innov. Entrep. 10, 1–15. doi: 10.1186/
s13731-021-00185-1

Feranecová, A., and Krigovská, A. (2016). Measuring the performance of universities 
through cluster analysis and the use of financial ratio indexes. Econ. Soc. 9, 259–271. doi: 
10.14254/2071-789X.2016/9-4/16

Fornell, C., and Larcker, D. F. (1981). Evaluating structural equation models with 
unobservable variables and measurement error. J. Mark. Res. 18, 39–50. doi: 
10.1177/002224378101800104

Fowler, F. J. (2014). Survey Research Methods. Fifth. Thousand Oaks, California: 
SAGE Publications, Inc.

Gao, Y. (2018). A set of indicators for measuring and comparing university 
internationalisation performance across national boundaries. High. Educ. 76, 317–336. 
doi: 10.1007/s10734-017-0210-5

Gautam, D. K., and Basnet, D. (2021). Organizational culture for training transfer: the 
mediating role of motivation. Int. J. Organ. Anal. 29, 769–787. doi: 10.1108/
IJOA-04-2020-2147

Geelmaale, A. M. A. (2019). Impact of employee motivation on organizational 
performance. Int. J. Adv. Res. 7, 166–172. doi: 10.21474/IJAR01/9818

Geisser, S. (1974). A predictive approach to the random effect model. Biometrika 61, 
101–107. doi: 10.1093/biomet/61.1.101

George, L., and Sabhapathy, T. (2014). Work motivation of teachers: relationship with 
organizational culture. Eur. J. Educ. Sci. 1, 194–207. https://ejes.eu/wp-content/
uploads/2016/01/1-2-17.pdf

Goos, M., and Salomons, A. (2017). Measuring teaching quality in higher education: 
assessing selection bias in course evaluations. Res. High. Educ. 58, 341–364. doi: 10.1007/
s11162-016-9429-8

Hair, J. F., Hult, G. T. M., Ringle, C. M., and Sarstedt, M. (2016). A Primer on Partial 
Least Squares Structural Equation Modeling (PLS-SEM). SAGE Publications, Inc., 
Thousand oaks, CA.

Hair, J. F., Hult, G. T. M., Ringle, C. M., and Sarstedt, M. (2017). A Primer on Partial 
Least Squares Structural Equation Modeling (PLS-SEM) Second. Los Angeles: SAGE 
Publications, Inc. doi: 10.1080/1743727x.2015.1005806

Hair, J. F., Risher, J. J., Sarstedt, M., and Ringle, C. M. (2019). When to use and how 
to report the results of PLS-SEM. Eur. Bus. Rev. 31, 2–24. doi: 10.1108/
EBR-11-2018-0203

Hair, J. F., Sarstedt, M., Hopkins, L., and Kuppelwieser, V. G. (2014). Partial least 
squares structural equation modeling (PLS-SEM): an emerging tool in business research. 
Eur. Bus. Rev. 26, 106–121. doi: 10.1108/EBR-10-2013-0128

Hariadi, B. N. K., Hidayati, T., and Zainurossalamia, S. (2022). Intrinsic motivation 
mediates the relationship between organizational culture and job satisfaction 
employees at the external affairs & sustainable division PT Kaltim Prima coal Sangatta 
Kutai Timur regency. Int. J. Bus. Manag. Invention (IJBMI) 11, 71–77. doi: 
10.35629/8028-1106037177

Harvey, L. (2004). Analytic quality glossary. Qual. Res. Int., Available at: http://www.
qualityresearchinternational.com/glossary/ [Accessed October 22, 2022].

Henseler, J., Ringle, C. M., and Sarstedt, M. (2015). A new criterion for assessing 
discriminant validity in variance-based structural equation modeling. J. Acad. Mark. Sci. 
43, 115–135. doi: 10.1007/s11747-014-0403-8

Herminingsih, A., Arijanto, A., Ralmafatma, and Yamin, A. (2020). Visionary 
leadership for implementing quality culture: empirical evidence in Indonesian private 
higher education. J. Adv. Manag. Sci. 8, 135–140. doi: 10.18178/joams.8.4.135-140

https://doi.org/10.3389/feduc.2023.1099415
https://www.frontiersin.org/journals/education
https://www.frontiersin.org
https://doi.org/10.1007/s13132-018-0570-9
https://doi.org/10.1108/09684881211240330
https://doi.org/10.5539/ijbm.v10n1p136
https://doi.org/10.1108/CDI-09-2019-0209
https://doi.org/10.1108/CDI-09-2019-0209
https://doi.org/10.1108/TLO-12-2018-0205
https://doi.org/10.1007/s11135-011-9632-9
https://doi.org/10.1007/s11135-011-9632-9
https://doi.org/10.1108/IJQRM-02-2013-0023
https://doi.org/10.1108/IJQRM-02-2013-0023
https://doi.org/10.1108/09513540410538813
https://doi.org/10.1037/apl0000439
https://www.youtube.com/watch?v=lPkv9hEIUJw
https://www.youtube.com/watch?v=lPkv9hEIUJw
https://doi.org/10.1177/014920639101700108
https://doi.org/10.1080/03075070903348404
https://doi.org/10.1007/s10734-015-9979-2
https://doi.org/10.21913/ijei.v9i2.894
https://doi.org/10.1007/s40979-018-0026-9
https://doi.org/10.5688/aj670385
https://www.managers.org.uk/~/media/Files/PDF/Checklists/CHK-232-Understanding-organisational-culture.pdf
https://www.managers.org.uk/~/media/Files/PDF/Checklists/CHK-232-Understanding-organisational-culture.pdf
https://doi.org/10.5281/zenodo.4039824
https://doi.org/10.1016/j.techfore.2020.120284
https://doi.org/10.53486/2537-6179.8-1.02
https://doi.org/10.1108/13673270910997132
https://doi.org/10.1080/13538322.2017.1407398
https://doi.org/10.1016/j.ijer.2019.101502
https://doi.org/10.1037/h0076168
https://doi.org/10.1037/h0076168
https://doi.org/10.1080/10429247.1999.11415022
https://doi.org/10.5267/j.msl.2020.2.008
https://doi.org/10.1080/03075079.2018.1445987
https://doi.org/10.12973/eu-jer.9.2.499
https://doi.org/10.12973/eu-jer.9.2.499
https://doi.org/10.1080/03075079.2011.601811
https://doi.org/10.1186/s13731-021-00185-1
https://doi.org/10.1186/s13731-021-00185-1
https://doi.org/10.14254/2071-789X.2016/9-4/16
https://doi.org/10.1177/002224378101800104
https://doi.org/10.1007/s10734-017-0210-5
https://doi.org/10.1108/IJOA-04-2020-2147
https://doi.org/10.1108/IJOA-04-2020-2147
https://doi.org/10.21474/IJAR01/9818
https://doi.org/10.1093/biomet/61.1.101
https://ejes.eu/wp-content/uploads/2016/01/1-2-17.pdf
https://ejes.eu/wp-content/uploads/2016/01/1-2-17.pdf
https://doi.org/10.1007/s11162-016-9429-8
https://doi.org/10.1007/s11162-016-9429-8
https://doi.org/10.1080/1743727x.2015.1005806
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.1108/EBR-11-2018-0203
https://doi.org/10.1108/EBR-10-2013-0128
https://doi.org/10.35629/8028-1106037177
http://www.qualityresearchinternational.com/glossary/
http://www.qualityresearchinternational.com/glossary/
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.18178/joams.8.4.135-140


Iqbal et al. 10.3389/feduc.2023.1099415

Frontiers in Education 15 frontiersin.org

Herminingsih, A., and Sadikin, M. R. (2021). Quality culture to improve knowledge 
sharing and the positive effect on engagement of academic staff: an empirical study in 
Indonesian private higher education. Arch. Bus. Res. 9, 65–74. doi: 10.14738/abr.91.9578

Hernandez-Diaz, P. M., Polanco, J. A., and Escobar-Sierra, M. (2020). Building a 
measurement system of higher education performance: evidence from a Latin-American 
country. Int. J. Qual. Reliabil. Manag. 38, 1278–1300. doi: 10.1108/IJQRM-04-2020-0133

Hilman, H., Abubakar, A., and Kaliapan, N. (2017). The effect of quality culture on 
university performance. J. Bus. Retail Manag. Res. 11, 25–33. doi: 10.24052/jbrmr/
v11is04/teoqcoup

Hoodbhoy, P. (2009). Pakistan’s higher education system—what went wrong and how 
to fix it. Pakistan Dev. Rev. 48, 581–594. doi: 10.30541/v48i4IIpp.581-594

Horodnic, I. A., and Zait, A. (2015). Motivation and research productivity in a 
university system undergoing transition. Res. Eval. 24, 282–292. doi: 10.1093/reseval/
rvv010

Hui, C. H., Cheng, K., and Gan, Y. (2003). Psychological collectivism as a moderator 
of the impact of supervisor-subordinate personality similarity on employees’ service 
quality. Appl. Psychol. 52, 175–192. doi: 10.1111/1464-0597.00130

Hung, L. N. Q. (2020). Teachers’ motivation and its influence on quality education: A 
study at a center for foreign languages in Vietnam. Can Tho Univ. J. Sci. 12, 17–26. doi: 
10.22144/ctu.jen.2020.020

Hwarng, H. B., and Teo, C. (2001). Translating customers’ voices into operations 
requirements: A QFD application in higher education. Int. J. Qual. Reliab. Manag. 18, 
195–226. doi: 10.1108/02656710110379075

Inceoglu, I., Segers, J., and Bartram, D. (2012). Age-related differences in work 
motivation. J. Occup. Organ. Psychol. 85, 300–329. doi: 
10.1111/j.2044-8325.2011.02035.x

Iqbal, S., Ashfaq, T., and Moosa, K. (2022a). Students’ perceived quality of academic 
programs in higher education institutions: an empirical study. Pakistan J. Educ. Res. 5, 
1–22. Available at: https://pjer.org/index.php/pjer/article/view/645

Iqbal, S., Ashfaq, T., and Taib, C. A. B. (2022b). A systematic literature review on 
organizational performance in global higher education: an affinity diagram approach. 
Pakistan J. Soc. Res. 04, 688–701. doi: 10.52567/pjsr.v4i1.935

Iqbal, S., Ashfaq, T., Taib, C. A. B., and Razalli, M. R. (2023). The effect of quality 
culture on service quality of public and private universities: A comparative analysis. 
PLoS One 18, 1–19. doi: 10.1371/journal.pone.0283679

ISO 21001 (2018). ISO 21001:2018 (en) educational organizations–management 
systems for educational organizations–requirements with guidance for use. Int. Org. 
Standard.

Jalal, H., Buzdar, M. A., and Mohsin, M. N. (2017). Accreditation and quality 
enhancement dynamics in higher education. J. Educ. Res. Dept. Educ. IUB, Pakistan 20, 
127–145. Available at: http://jer.iub.edu.pk/journals/JER-Vol-20.No-2/10_
Accreditation_and_Quality_Enhancement_Dynamics_in_Higher_Education.pdf

Jalal, H., Buzdar, M. A., and Naoreen, B. (2020). Effectiveness of accreditation in 
assuring the quality of teacher education programs: exploring the case of an 
underdeveloped country. Global Soc. Sci. Rev. (GSSR) V, 84–94. doi: 10.31703/
gssr.2020(v-i).09

Javed, Y., Ahmad, S., and Khahro, S. H. (2020). Evaluating the research performance 
of Islamabad-based higher education institutes. SAGE Open 10:215824402090208. doi: 
10.1177/2158244020902085

Jeni, F. A., Mutsuddi, P., and Das, S. (2020). The impact of rewards on employee 
performance: a study of commercial banks in Noakhali region. J. Econ. Manag. Trade 26, 
28–43. doi: 10.9734/JEMT/2020/v26i930288

Jnaneswar, K., and Ranjit, G. (2022). Explicating intrinsic motivation’s impact on job 
performance: employee creativity as a mediator. J. Strateg. Manag. 15, 647–664. doi: 
10.1108/JSMA-04-2021-0091

Kinanti, E. S., Ritchi, H., and Handoyo, S. (2020). Factor analysis of service 
performance in higher education institutions. J. Account. Audit. Bus. 3:13. doi: 10.24198/
jaab.v3i1.24733

Kock, N. (2015). Common method bias in PLS-SEM: A full collinearity assessment 
approach. Int. J. e-Collab. 11, 1–10. doi: 10.4018/ijec.2015100101

Katwalo, A. M., and Asienga, I. (2015). Influence of quality culture on performance 
of research institutions in Kenya. Afr. J. Bus. Econ. Res. 10, 25–54. Available at: https://
hdl.handle.net/10520/EJC171071

Krejcie, R. V., and Morgan, D. W. (1970). Determining sample size for research 
activities. Educ. Psychol. Meas. 30, 607–610. doi: 10.1177/001316447003000308

Kusumah, A., Haryadi, I., and Setiawan, I. (2021). A mediating and moderating role 
on employee performance appraisal. Manag. Res. Rev. 44, 1639–1659. doi: 10.1108/
MRR-11-2020-0701

Kuvaas, B., Buch, R., Weibel, A., Dysvik, A., and Nerstad, C. G. L. (2017). Do intrinsic 
and extrinsic motivation relate differently to employee outcomes? J. Econ. Psychol. 61, 
244–258. doi: 10.1016/j.joep.2017.05.004

Lokuwaduge, C. D. S., and Armstrong, A. (2015). The impact of governance on the 
performance of the higher education sector in Australia. Educ. Manag. Adm. Leadersh. 
43, 811–827. doi: 10.1177/1741143214535740

Lycke, L., and Tano, I. (2017). Building quality culture in higher education. Int. J. Qual. 
Serv. Sci. 9, 331–346. doi: 10.1108/IJQSS-04-2017-0033

Lynn, P. (2019). The advantage and disadvantage of implicitly stratified sampling. 
Methods Data Anal. 13, 253–266. doi: 10.12758/mda.2018.02

Makki, A., and Abid, M. (2017). Influence of intrinsic and extrinsic motivation on 
Employee’s task performance. Stud. Asian Soc. Sci. 4, 38–43. doi: 10.5430/sass.v4n1p38

Martin, B. R. (2012). Are universities and university research under threat? Towards 
an evolutionary model of university speciation. Camb. J. Econ. 36, 543–565. doi: 10.1093/
cje/bes006

Martin, A., and Thawabieh, F. A. (2018). The effect of ISO 9001 to Oman higher 
education operational performance: Buraimi university college as a case study. Int. J. 
Appl. Eng. Res. 13, 3939–3947. https://www.ripublication.com/ijaer18/ijaerv13n6_106.
pdf

Mazllami, A. (2020). The impact of rewards on employee performance: in SMEs in 
Polog region. Econ. Vision 7, 53–62. Available at: https://eprints.unite.edu.mk/661/

McNeish, D. (2018). Thanks coefficient alpha, We’ll take it from Here. Psychol. 
Methods 23, 412–433. doi: 10.1037/met0000144

Mertler, C. A. (2001). Teacher Motivation and Job Satisfaction in the New Millennium. 
Chicago, IL.

Moriasi, D. N., Arnold, J. G., Van Liew, M. W., Bingner, R. L., Harmel, R. D., and 
Veith, T. L. (2007). Model evaluation guidelines for systematic quantification of accuracy 
in watershed simulations. Am. Soc. Agric. Biol. Eng. 50, 885–900. doi: 
10.13031/2013.23153

Murtaza, K. G., and Hui, L. (2021). Higher education in Pakistan: challenges, 
opportunities, suggestions. Educ. Quar. Rev. 4, 213–219. doi: 10.31014/
aior.1993.04.02.211

Nedwek, B. P., and Neal, J. E. (1994). Performance indicators and rational management 
tools: A comparative assessment of projects in North America and Europe. Res. High. 
Educ. 35, 75–103. doi: 10.1007/BF02496663

Neumann, A., and Terosky, A. L. (2007). To give and to receive: recently tenured 
professors’ experiences of Service in Major Research Universities. J. High. Educ. 78, 
282–310. doi: 10.1353/jhe.2007.0018

Nisar, A. (2019). Challenges for higher education system in Pakistan. Pakistan Gulf 
Economist. Available at: https://www.pakistaneconomist.com/2019/01/21/challenges-
for-higher-education-system-in-pakistan/

Njiro, E. (2016). Understanding quality culture in assuring learning at higher 
education institutions. J. Educ. Policy Entrepr. Res. 3, 79–92. doi: 10.2139/ssrn.2743128

Noorazem, N. A., Sabri, S. M., and Nazir, E. N. M. (2021). The effects of reward system 
on employee performance. J. Intelek 16, 40–51. doi: 10.24191/ji.v16i1.362

Nurenny, N., and Hidayat, R. (2020). The influence of extrinsic motivation and work 
experience on employee performance (case study in the Serang Baru Sub-District, 
Bekasi District). Manag. J. Binaniaga 5, 167–178. doi: 10.33062/mjb.v5i2.387

Nygren-Landgärds, C., Mårtensson, L. B., Pyykkö, R., Bjørnestad, J. O., and von 
Schoultz, R. (2022). Quality culture at nordic universities. Eur. J. Higher Educ, 1–20. doi: 
10.1080/21568235.2022.2116066

Ochola, G. O. (2018). Employee motivation, an organizational performance 
improvement strategy (A review on influence of employee motivation on organizational 
performance). JOJ Sci. 1, 120–125. doi: 10.19080/JOJS.2018.01.555575

Olafsen, A. H., Halvari, H., Forest, J., and Deci, E. L. (2015). Show them the money? 
The role of pay, managerial need support, and justice in a self-determination theory 
model of intrinsic work motivation. Scand. J. Psychol. 56, 447–457. doi: 10.1111/
sjop.12211

Olugu, M. U., Audu, A. T., Akubo, P. E., and Akintola, S. K. (2018). Influence of intrinsic 
and extrinsic rewards on organizational performance in Nigeria. Int. J. Adv. Res. Sci. Eng. 07, 
26–39. Available at: https://doc.presentica.com/12029496/5ec2160b32996.pdf

Olushola, A. A., and Adewumi, S. A. (2021). The impact of intrinsic and extrinsic 
motivation on teachers’ performance: evidence from selected TVET colleges in Lagos, 
Nigeria. Eur. J. Soc. Sci. 9, 176–188. doi: 10.15604/ejss.2021.09.03.004

Podsakoff, P. M., MacKenzie, S. B., and Podsakoff, N. P. (2012). Sources of method 
bias in social science research and recommendations on how to control it. Annu. Rev. 
Psychol. 63, 539–569. doi: 10.1146/annurev-psych-120710-100452

Rahnuma, N. (2020). Evolution of quality culture in an HEI: critical insights from 
university staff in Bangladesh. Educ. Assess. Eval. Account. 32, 53–81. doi: 10.1007/
s11092-019-09313-8

Ramsey, J. R., and Wesley, M. (2015). Leadership challenges for the university of the 
21st century. Int. J. Leadersh. Change 3, 1–10. Available at: http://digitalcommons.wku.
edu/ijlc/vol3/iss1/1

Rasheed, M. I., Humayon, A. A., Awan, U., and Ahmed, A. D. (2016). Factors affecting 
teachers’ motivation: an HRM challenge for public sector higher educational institutions 
of Pakistan (HEIs). Int. J. Educ. Manag. 30, 101–114. doi: 10.1108/IJEM-04-2014-0057

Rita, M., Randa Payangan, O., Rante, Y., Tuhumena, R., and Erari, A. (2018). 
Moderating effect of organizational citizenship behavior on the effect of organizational 
commitment, transformational leadership and work motivation on employee 
performance. Int. J. Law Manag. 60, 953–964. doi: 10.1108/IJLMA-03-2017-0026

https://doi.org/10.3389/feduc.2023.1099415
https://www.frontiersin.org/journals/education
https://www.frontiersin.org
https://doi.org/10.14738/abr.91.9578
https://doi.org/10.1108/IJQRM-04-2020-0133
https://doi.org/10.24052/jbrmr/v11is04/teoqcoup
https://doi.org/10.24052/jbrmr/v11is04/teoqcoup
https://doi.org/10.30541/v48i4IIpp.581-594
https://doi.org/10.1093/reseval/rvv010
https://doi.org/10.1093/reseval/rvv010
https://doi.org/10.1111/1464-0597.00130
https://doi.org/10.22144/ctu.jen.2020.020
https://doi.org/10.1108/02656710110379075
https://doi.org/10.1111/j.2044-8325.2011.02035.x
https://pjer.org/index.php/pjer/article/view/645
https://doi.org/10.52567/pjsr.v4i1.935
https://doi.org/10.1371/journal.pone.0283679
http://jer.iub.edu.pk/journals/JER-Vol-20.No-2/10_Accreditation_and_Quality_Enhancement_Dynamics_in_Higher_Education.pdf
http://jer.iub.edu.pk/journals/JER-Vol-20.No-2/10_Accreditation_and_Quality_Enhancement_Dynamics_in_Higher_Education.pdf
https://doi.org/10.31703/gssr.2020(v-i).09
https://doi.org/10.31703/gssr.2020(v-i).09
https://doi.org/10.1177/2158244020902085
https://doi.org/10.9734/JEMT/2020/v26i930288
https://doi.org/10.1108/JSMA-04-2021-0091
https://doi.org/10.24198/jaab.v3i1.24733
https://doi.org/10.24198/jaab.v3i1.24733
https://doi.org/10.4018/ijec.2015100101
https://hdl.handle.net/10520/EJC171071
https://hdl.handle.net/10520/EJC171071
https://doi.org/10.1177/001316447003000308
https://doi.org/10.1108/MRR-11-2020-0701
https://doi.org/10.1108/MRR-11-2020-0701
https://doi.org/10.1016/j.joep.2017.05.004
https://doi.org/10.1177/1741143214535740
https://doi.org/10.1108/IJQSS-04-2017-0033
https://doi.org/10.12758/mda.2018.02
https://doi.org/10.5430/sass.v4n1p38
https://doi.org/10.1093/cje/bes006
https://doi.org/10.1093/cje/bes006
https://www.ripublication.com/ijaer18/ijaerv13n6_106.pdf
https://www.ripublication.com/ijaer18/ijaerv13n6_106.pdf
https://eprints.unite.edu.mk/661/
https://doi.org/10.1037/met0000144
https://doi.org/10.13031/2013.23153
https://doi.org/10.31014/aior.1993.04.02.211
https://doi.org/10.31014/aior.1993.04.02.211
https://doi.org/10.1007/BF02496663
https://doi.org/10.1353/jhe.2007.0018
https://www.pakistaneconomist.com/2019/01/21/challenges-for-higher-education-system-in-pakistan/
https://www.pakistaneconomist.com/2019/01/21/challenges-for-higher-education-system-in-pakistan/
https://doi.org/10.2139/ssrn.2743128
https://doi.org/10.24191/ji.v16i1.362
https://doi.org/10.33062/mjb.v5i2.387
https://doi.org/10.1080/21568235.2022.2116066
https://doi.org/10.19080/JOJS.2018.01.555575
https://doi.org/10.1111/sjop.12211
https://doi.org/10.1111/sjop.12211
https://doc.presentica.com/12029496/5ec2160b32996.pdf
https://doi.org/10.15604/ejss.2021.09.03.004
https://doi.org/10.1146/annurev-psych-120710-100452
https://doi.org/10.1007/s11092-019-09313-8
https://doi.org/10.1007/s11092-019-09313-8
http://digitalcommons.wku.edu/ijlc/vol3/iss1/1
http://digitalcommons.wku.edu/ijlc/vol3/iss1/1
https://doi.org/10.1108/IJEM-04-2014-0057
https://doi.org/10.1108/IJLMA-03-2017-0026


Iqbal et al. 10.3389/feduc.2023.1099415

Frontiers in Education 16 frontiersin.org

Riyanto, S., Handiman, U. T., and Prasetya, A. D. (2021). The role of work motivation 
in mediating training and organizational culture for improving employee performance. 
J. Hunan Univ. (Natural Sciences) 48, 45–55. Available at: http://jonuns.com/index.php/
journal/article/view/798/794

Rodríguez-González, F. G., and Segarra, P. (2016). Measuring academic service 
performance for competitive advantage in tertiary education institutions: the 
development of the TEdPERF scale. Int. Rev. Public Nonprofit Market. 13, 171–183. doi: 
10.1007/s12208-016-0159-6

Sánchez-Barrioluengo, M. (2014). Articulating the “three-missions” in Spanish 
universities. Res. Policy 43, 1760–1773. doi: 10.1016/j.respol.2014.06.001

Sekaran, U., and Bougie, R. (2016). Research Methods for Business: A Skill-building 
Approach. Chichester, West Sussex: John Wiley & Sons Ltd.

Senanayake, Y. L. K., and Gamage, S. K. (2017). Impact of intrinsic and extrinsic 
factors on organizational performance with special reference to operational level 
managers in Sri  Lanka telecom. IOSR J. Bus. Manag. 19, 8–19. doi: 
10.9790/487X-1910040819

Shmueli, G., Ray, S., Estrada, J. M., and Chatla, S. B. (2016). The elephant in the room: 
predictive performance of PLS models. J. Bus. Res. 69, 4552–4564. doi: 10.1016/j.
jbusres.2016.03.049

Shmueli, G., Sarstedt, M., Hair, J. F., Cheah, J. H., Ting, H., Vaithilingam, S., et al. 
(2019). Predictive model assessment in PLS-SEM: guidelines for using PLSpredict. Eur. 
J. Mark. 53, 2322–2347. doi: 10.1108/EJM-02-2019-0189

Stone, M. (1974). Cross-Validatory choice and assessment of statistical predictions. J 
Royal Stat. Soc. Ser. B (Methodological) 38, 111–147. doi: 10.1111/j.2517-6161.1976.
tb01573.x

Throm, M. (2018). Research before teaching and service? Performances, perceptions, 
and experiences of Faculty at Teaching-Intensive Institutions. Available at: https://
digitalcommons.wayne.edu/oa_dissertations/1971

Tran, L. T. T., Hien, H. T. V., and Baker, J. (2021). When supportive workplaces 
positively help work performance. Balt. J. Manag. 16, 208–227. doi: 10.1108/
BJM-06-2020-0220

Trewin, D. (2002). The importance of a quality culture. Statistics Canada 28, 125–133.

Turner, A. (2017). How does intrinsic and extrinsic motivation drive performance 
culture in organizations? Cogent Educ. 4, 1–6. doi: 10.1080/2331186X.2017.1337543

Tutko, M. (2019). Quality culture research in higher education-literature review. 
Scientific papers of Silesian University of Technology. Org. Manag. Ser. 2019, 619–629. doi: 
10.29119/1641-3466.2019.136.48

Ullah, A., Akhtar, N., and Malik, M. T. (2016). Relationship between quality 
culture and organizational performance with mediating effect of competitive 
advantage. Al-Idah 32, 76–86. Available at: http://www.al-idah.pk/index.php/al-
idah/article/view/157

Wasko, M. M., and Faraj, S. (2005). Why should I share? Examining social capital and 
knowledge contribution in electronic networks of practice. MIS Q. 29, 35–57. doi: 
10.2307/25148667

Wernerfelt, B. (1984). A resource-based view of the firm. Strateg. Manag. J. 5, 171–180. 
doi: 10.1002/smj.4250050207

Wu, S. J. (2015). The impact of quality culture on quality management practices and 
performance in Chinese manufacturing firms. Int. J. Qual. Reliabil. Manag. 32, 799–814. 
doi: 10.1108/IJQRM-12-2013-0199

Yaakub, M. H., and Mohamed, Z. A. (2020). Measuring the performance of private 
higher education institutions in Malaysia. J. Appl. Res. High. Educ. 12, 425–443. doi: 
10.1108/JARHE-10-2018-0208

Yusof, A. A., and Ali, J. (2000). Managing culture in organization. Malaysian Manag. 
J. 35, 60–65.

Yusof, H. S. M., Said, N. S. M., and Ali, S. R. O. (2016). A study of organizational 
culture and employee motivation in private sector company. J. Appl. Environ. Biol. Sci. 
6, 50–54. Available at: https://www.textroad.com/pdf/JAEBS/J.pdf

Zeithaml, V., Bitner, M. J., and Gremler, D. D. (2018). Services Marketing: Integrating 
Customer Focus Across the Firm New York: McGraw-Hill Education. doi: 10.1016/j.
bushor.2008.01.008

Zeng, D., Takada, N., Hara, Y., Sugiyama, S., Ito, Y., Nihei, Y., et al. (2022). Impact of 
intrinsic and extrinsic motivation on work engagement: a cross-sectional study of nurses 
working in long-term care facilities. Int. J. Environ. Res. Public Health 19, 1–13. doi: 
10.3390/ijerph19031284

https://doi.org/10.3389/feduc.2023.1099415
https://www.frontiersin.org/journals/education
https://www.frontiersin.org
http://jonuns.com/index.php/journal/article/view/798/794
http://jonuns.com/index.php/journal/article/view/798/794
https://doi.org/10.1007/s12208-016-0159-6
https://doi.org/10.1016/j.respol.2014.06.001
https://doi.org/10.9790/487X-1910040819
https://doi.org/10.1016/j.jbusres.2016.03.049
https://doi.org/10.1016/j.jbusres.2016.03.049
https://doi.org/10.1108/EJM-02-2019-0189
https://doi.org/10.1111/j.2517-6161.1976.tb01573.x
https://doi.org/10.1111/j.2517-6161.1976.tb01573.x
https://digitalcommons.wayne.edu/oa_dissertations/1971
https://digitalcommons.wayne.edu/oa_dissertations/1971
https://doi.org/10.1108/BJM-06-2020-0220
https://doi.org/10.1108/BJM-06-2020-0220
https://doi.org/10.1080/2331186X.2017.1337543
https://doi.org/10.29119/1641-3466.2019.136.48
http://www.al-idah.pk/index.php/al-idah/article/view/157
http://www.al-idah.pk/index.php/al-idah/article/view/157
https://doi.org/10.2307/25148667
https://doi.org/10.1002/smj.4250050207
https://doi.org/10.1108/IJQRM-12-2013-0199
https://doi.org/10.1108/JARHE-10-2018-0208
https://www.textroad.com/pdf/JAEBS/J.pdf
https://doi.org/10.1016/j.bushor.2008.01.008
https://doi.org/10.1016/j.bushor.2008.01.008
https://doi.org/10.3390/ijerph19031284

	Influence of intrinsic and extrinsic motivation on higher education performance: mediating effect of quality culture
	1. Introduction
	2. Literature review
	2.1. Higher education performance
	2.2. Intrinsic motivation and higher education performance
	2.3. Extrinsic motivation and higher education performance
	2.4. Quality culture and higher education performance
	2.5. Motivation and quality culture
	2.6. Mediating effect of quality culture
	2.7. Research framework

	3. Methods
	3.1. Research design
	3.2. Sample and procedure
	3.3. Measures

	4. Results
	4.1. Demographic characteristics
	4.2. Descriptive statistics
	4.3. Common-method Bias
	4.4. Measurement model assessment
	4.4.1. Reliability and convergent validity
	4.4.2. Discriminant validity
	4.5. Structural model assessment
	4.5.1. Explanatory power of model
	4.5.2. Predictive relevance of the model
	4.5.3. Hypotheses testing

	5. Discussion
	6. Conclusion
	7. Limitations and recommendation
	Data availability statement
	Author contributions
	Conflict of interest
	Publisher’s note

	References

