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The prime goal of this study is to analyze the impact of intrinsic rewards on the performance of an employee. It also focuses on the role of motivation of the employee as an intervening factor. To achieve this objective, data have been collected through the questionnaire method from small and medium enterprises of Pakistan. A total of 400 questionnaires were distributed to the target population, and 300 were received. To test the hypotheses, the confirmatory factor analysis and the structural equation modeling have been used. The main results of the study have shown a positive and significant impact of intrinsic rewards on the performance of the employee. Specifically, the study reveals that the motivation of an employee significantly mediates the association between intrinsic rewards and the performance of the employee. In the light of the findings, implications are outlined.
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INTRODUCTION

It is a general presumption that the motivation of an employee plays a pivotal role in amplifying his/her productivity and performance. To attain maximum achievement in the organizations, it is inevitable that the employees must perform optimally. It is a unanimous consensus that workers will accomplish their tasks better when they are highly motivated. Particularly, in developing countries like Pakistan, the personnel are more inclined to perform when they get recognition from the management (Tehseen and Hadi, 2015). The recognition of their achievements may be translated into intrinsic rewards; and through these rewards, the employees may motivate and perform up to their maximum capacity. Earlier literature is evident that there is an affirmative connection between employee motivation and job performance. For instance, Kuvaas et al. (2017) discussed the role of employees, intrinsic and extrinsic motivation, and their performance in the finance trade sector and as store managers, Norway. Their study concluded that intrinsic and extrinsic rewards are considered a principal motivator for the employees. Before this, Grant (2008) explained that motivation results in instant performance and productivity by the employees, and as a result of motivation, employees are self-driven.

Every organization needs financial, physical, and human resources to achieve its targeted goals. It is possible only when motivated employees use their full potential to do the work. Kuvaas and Dysvik (2009) argued that employees who are highly engaged and more willing to do their work take responsibilities as motivated employees. Motivation is not clearly understood nor practiced. Knowledge about human nature is very important for understanding motivation but human nature is not as simple to understand because every human is different from others. Organizations are using different human resource tactics and practices to motivate their employees (Manzoor et al., 2019a). Reward management system and participation of employees in decision-making are frequently used practices by organizations to accomplish their objectives (Güngör, 2011).

The reward management system includes intrinsic rewards and extrinsic rewards like salary, bonuses, recognition, praise, flexible working hours, and social rights (Skaggs et al., 1991). With the help of a reward management system, enterprises can appeal, retain, and motivate employees to attain high performance of the employee (Liu et al., 2008). Gabriel et al. (2016) examined the relationship between effective management of rewards on the performance of employees in the public service sector of Anambra state, Nigeria. They concluded that intrinsic rewards like employee development, recognition, and pay/salary have a significant and positive effect on the performance of employees in the public service of Anambra. They further deduced that the motivation of employees is one of the significant factors for all firms because it enhances the performance of the employee and the performance of the firm.

Based on the above literature, it is evident that intrinsic rewards are one of the main factors that influence the motivation of an employee that has subsequent effects on amplifying the performance of the employee.

Small and medium enterprises (SMEs) are considered as the fundamental tool for economic growth, and they are playing an essential and vital role in the economic and social configuration of the nation (Ahmedova, 2015; Manzoor et al., 2021b). The worldwide perception of small and micro-businesses or firms has reached noteworthy importance in the economic progress of a nation (Kuzilwa, 2005). It is generally claimed that there is no universally accepted definition for SMEs. In fact, it is difficult to adopt a universal definition for SMEs due to differences in firm size, sectors, culture, and the development status of economies in which SMEs operate (Kushnir, 2010). Gibson and Van Der Vaart (2008) proposed a new quantitative formula for defining SMEs that takes into account the revenue of a company and the country-specific economic context in which the SME operates. The definition of SME as defined by the Government of Pakistan is “SMEs are enterprises whose employment size is up to 250, with paid up capital to Rs. 25 million and an annual sales value up to Rs. 250 million” (Perera and Chand, 2015). The report of the United Nations Industrial Development Organization (2002) defines SMEs in terms of the number of employees and classifies these SMEs in developing and developed economies. According to the UNIDO (2002), in developing countries, there are between 5 and 9 employees for small enterprises and between 20 and 99 for medium-sized enterprises (Abor and Quartey, 2010). Pakistan is a developing country that faced a lot of problems including the high unemployment rate, slow growth in the development process, and severe poverty (Manzoor et al., 2019b). As far as the SME sector is concerned, it provides the framework for a developing and inclusive society through employment opportunities. It strengthens the ability among the members of societies to apply their human competencies and develops a strong association with socio-economic development (Van Kleef and Roome, 2007). Unfortunately, in Pakistan, there are some constraints in this sector, such as weak infrastructure, lack of financial resources, low financial allocation and low participation, lack of incentive for staff, and lack of political commitment. In such cases, the retention of workers in the enterprise is very challenging. To address these issues, this study is being conducted. Many empirical studies (Allen and Kilmann, 2001; Ajila and Abiola, 2004; Hafiza et al., 2011) have been conducted on reward system and employee performance. The study by Ajila and Abiola (2004) showed that reward package can influence on employee performance. Based on their findings, they concluded that reward system helps to increase employee performance by enhancing employee skills, knowledge, and abilities in order to achieve organizational objectives. According to the study by Allen and Kilmann (2001), reward practices play a vital role in improving employee performance and to achieve organizational goals. As mentioned earlier, many researchers have identified that employee rewards directly attach to employee performance. In contrast, if an organization fails to reward employees, it will directly affect the performance of the employees. Empirical studies divulge that an efficient reward system can be a good motivator to the employees, but an inefficient reward system can be a de-motivation to the employees in terms of low productivity, internal conflicts, absenteeism, high turnover, lack of commitment and loyalty, lateness and felling grievances. Therefore, an organization needs to develop a strategic reward system for employees in order to retain competent employees, which results in obtaining a sustainable competitive advantage.

Regarding the previous studies, the relationship between intrinsic rewards and employee performance has been considered. However, many researchers have argued that money is not the only motivator for employees to enhance their performance. Jovanovic and Matejevic (2014) argued that once the pay exceeds the subsistence level, intrinsic factors are the stronger motivators, and staff motivation requires intrinsic rewards such as satisfaction at doing a good job and a sense of doing something worthwhile. In contrast, there is an increasing interest and attention on the use of both extrinsic and intrinsic rewards as a performance-related stimulation. Especially in large organizations, they have diverse reward package, and there is a wide literature on their implausible influence in obtaining and retaining highly motivated employees through that. Despite the vast research on the impact of reward in large organizations, a small number of researchers have investigated the case of the SME sector in developing countries like Pakistan. This study contributes by filling the gap in reward literature in the context of the SME sector and identifies whether the SME sector employees in Pakistan value intrinsic rewards the most or not; it tries to explore the attitudes of employees toward the reward policy of their organization. This study is also important as it is relevant for understanding the reward preferences of the SME employees. To conclude, the results of the study may be helpful for exploring the utilization and motivational potential of the reward management in the SME sector of Pakistan. This study attempts (a) to identify the role of intrinsic rewards on job performance and (b) to focus on discovering that employee motivation mediates the relationship between intrinsic rewards and job performance. Therefore, this study is based on an innovative idea that aims to observe the supposed correlation, i.e., to observe the mediating role of employee motivation between the relationship of intrinsic rewards and job performance. The authors ensure that, if organizations recognize the worth of intrinsic reward actions as honestly as possible, they would get best performance from workers. The main objectives of the study are interlinked with each other because conventional motivation theories like the Motivation-Hygiene Theory by Herzberg (Herzberg et al., 1959) unanimously agree that intrinsic rewards have a positive impact on the motivation of the employees, and due to the motivation of the employees, the performance of employees may amplify.

The remainder section of the article consists of the following. The next section explains the point of view of prior researchers who have contributed to analyzing respective variables. Brief existing literature is reviewed followed by research methodology and data collection. Then, empirical results are discussed with the conclusion and future research.



LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT


Intrinsic Rewards and Performance of Employees

Intrinsic rewards refer to those incentives that have been given to the employees of an organization. An intrinsic reward is an internal reward that employees achieve from completing their tasks or projects successfully. These rewards are mostly psychological and are based on the effort and abilities of a person. Intrinsic rewards elicit a positive emotional reaction and work to motivate employees to continue to improve as well as make lasting behavioral changes when needed (Ryan and Deci, 2020). For example, when someone completes a task successfully, they will often experience a sense of satisfaction and achievement. This intrinsic reward then motivates the employee to continue to complete that task successfully in the future to further experience those positive emotions. Examples of intrinsic rewards in the workplace include pride in your work, feelings of respect from supervisors and/or other employees, personal growth, gaining more trust from managers, doing work that is enjoyable, feelings of accomplishment, learning something new or expanding competence in a particular area, allowing employees to choose which projects they work on, and being part of a team. The prior studies are in favor of the positive consequence of a reward system on the performance of the employees. Devaro et al. (2017) conducted their research in California, and they examined the relationship between training and internal motivation in organizations (profit and non-profit). The study concluded that training has a high frequency in non-profit organizations, and these non-profit organizations have lower base wages as compared with for-profit organizations. According to the study by Tymon Jr et al. (2010), the intrinsic rewards experienced are a critical element in employee retention, satisfaction with the organization, and career success. Stumpf et al. (2013) focused on reducing employee dissatisfaction and withdrawal in major, consultant designed, change programs by increasing intrinsic rewards. The findings of their study showed that intrinsic rewards related positively with satisfaction with the organization and intentions to stay at both time periods, with programs supportive of employee innovation further enhancing employee satisfaction and retention more strongly during the change effort. Furthermore, Mosquera et al. (2020) evaluated the role of satisfaction with intrinsic rewards in the three largest real estate agencies in Portugal. The results of their study indicated that intrinsic rewards have a positive and significant impact on the job satisfaction of the employee. Bassett-Jones and Lloyd (2005) explained that intrinsic motivation and appreciation play a vital role in the satisfaction of employees rather than money and bonuses. Yang (2008) examined the individual performance and outcomes of his study and indicated that we cannot verify individual performance. Even so, he also claimed that if the performance of the employees is observable, then organizations can use direct bonuses or relational contracts to motivate them based on their performance.

Ajila and Abiola (2004) explained that intrinsic rewards have a positive and significant influence on the performance of the employee in an organization. The results further indicate that intrinsic rewards such as career development, responsibility, recognition, and learning opportunities are less influential on the job performance of an employee as compared to extrinsic rewards like pay, bonuses, promotion, and benefits. The employees prefer to get immediate monetary benefits as compared to the recognition of their works. Barber et al. (1992) determined that flexible benefits have a positive association with the performance of employees and satisfaction. Berdud et al. (2016) conducted their study in the healthcare sector of Spain and investigated the connection between incentives and internal motivation of the employees. They have collected the information with the help of interviews. The study concluded that doctors were intrinsically motivated due to two dimensions which included medical practice and pro-social dimension. Based on the above, we hypothesize the following:

H1: Intrinsic reward and employee performance have a significant and positive association.



Employee Motivation and Performance of Employee

The most significant outcome of motivation, arguably, is individual performance. In this regard, intrinsic motivation is posited to garner “the highest degree of effort” (Meyer et al., 2004), since it was related to high energy levels (Ryan and Deci, 2008) and persistence (Vallerand and Blssonnette, 1992). Besides, motivation is completely related to enthusiasm and commitment (Van Den Broeck et al., 2013), thriving (Spreitzer et al., 2005), and well-being (Nix et al., 1999). To energize workers and make them concentrate on their work in an inclusive manner, all these positive-affect states are theorized. Furthermore, to be positively linked to in-role performance in the domains of education, work, and physical (Cerasoli et al., 2014), there has also been evidence of a positive correlation between contextual work performance and creativity (Gagné and Deci, 2005). Furthermore, to boosting performance, motivation energizes a wide range of attitudes, outcomes, thoughts, and emotions. The key benefits of attitudes are the perceptions of autonomy and effectiveness (Cho and Perry, 2012). Yen and Tang (2015) investigated the association between electronic word-of-mouth motivation and hotel attribute performance. Zámečník (2014) suggested that different motivational programs can be organized for the same motivational group of employees. The motivation of the employees and their performance explained that internal and external motivations are important factors for employee performance. Sanyal and Biswas (2014) investigated the attitude of the employees of the software companies in West Bengal (India) toward performance appraisal. They found the best effects of employee motivation toward performance appraisal. Likewise, van der Van Der Kolk et al. (2019) examined the relations among various types of management control, intrinsic and extrinsic motivations, and performance in the public sector. The findings highlighted that intrinsic motivation enhances the performance of the employee. Zlate and Cucui (2015) revealed that performance is closely connected with motivation. His study is intended to present the motivation process within universities as a complex process, which leads to the performance of the personnel only if motivational mechanisms are known and properly applied by University managers. According to the study by Rita et al. (2018), work motivation has a significant effect on employee performance. Kuvaas et al. (2017) investigated the influence of internal and external motivations on employee performance and exposed that both internal and external motivations have a different effect on the job performance of the employee. The findings of the study showed that internal motivation was positively correlated with work performance and has a negative link with turnover intention and burnout. However, extrinsic motivation has a positive relationship with turnover intention and burnout and has a negative correlation with work performance. Kvaløy et al. (2015) concluded that motivation enhances the performance of the employee only after escorted by performance pay. Also, the performance pay reduces if it is not accompanied by motivation. The effect of motivation on organizational performance has been investigated by Osabiya (2015). He concluded that employees should be given the job he has been trained for. Motivated workers perform better than less motivated workers, because motivated workers have some sort of recognition and achievement through motivation. We assume that similar results would be found in the domain of work and thus hypothesize the following:

H2: Employee motivation is positively and significantly correlated with employee performance.



Intrinsic Rewards and Employee Motivation

A reward management system involves the policies, processes, and practices of the organization for rewarding its workers by their skills, commitment, contribution, abilities, and artifice. It is progressed within the reward philosophy, strategies, and policies of the organization and includes agreements in the form of processes, practices, structures, and procedures that will provide applicable styles and standards of compensation, benefits, and other forms of reward (Güngör, 2011). Reward Management System Tool includes both extrinsic and intrinsic rewards, which are also called financial and non-financial rewards. Extrinsic rewards are salary increase, bonus system, prerequisite, etc., whereas intrinsic rewards are; praise and appreciation, title and promotion, responsibility and authority, plague and certificate, education, participation in decisions, design of work, vacation time, social activities, the comfort of working place, feedback, flexible working hours, recognition, social rights, etc. (Yang, 2008).

A basic explanation of motivation is the capability to change behavior. Motivation is a drive that holds one to act because human behavior is directed toward some goal (Kleinginna and Kleinginna, 1981). Social cognitive theory claims that rewards given for the success of challenging performance standards may result in high motivation (Schunk, 1989; Netz and Raviv, 2004). Karami et al. (2013) determined the impact that a reward management system has on employee performance with the mechanism of the mediating role of employee motivation at Isfahan electric company. The results of their study revealed that reward management has a significant positive impact on the performance of the employee, and the motivation of the employee significantly mediated the effect of reward management system on employee performance. Stringer et al. (2011) explored the complex relationships between intrinsic and extrinsic motivations, pay satisfaction, and job satisfaction of the retailer who uses a pay-for-performance plan for front-line employees. The results provide some support for the complementary nature of intrinsic and extrinsic motivations. Intrinsic motivation was positively associated with pay and job satisfactions, whereas extrinsic motivation was negatively associated with job satisfaction and not associated with pay satisfaction. Likewise, Pratheepkanth (2011) assessed the reward system and its impact on employee motivation in commercial Bank of Sri Lanka Plc, in Jaffna District. The aim of his study was to investigate whether rewards and recognition have an impact on employee motivation. The overall findings of the study showed that rewards and recognition have a positive and significant impact on employee motivation. The results also revealed that staff and employees from non-white racial backgrounds experienced lower levels of rewards and motivation. Kuvaas (2006) suggested that employees will take more responsibility when offered developmental opportunities. Motivated employees via rewards are also more engaged and involved with their jobs as compared with employees with low motivation. Accordingly, we propose following hypothesis:

H3: Intrinsic reward is positively related to employee motivation.

The earlier literature has concentrated on different dimensions of motivation and its effect on the performance of the employee in the manufacturing sector and large organizations but according to our best knowledge, none of the studies have discussed this relationship in small and medium-sized enterprises. Also, this analysis has different methods compared to previous studies. This study fills the gap in the sphere of knowledge and addresses the role of intrinsic rewards in the performance of employee with the mediating mechanism of employee motivation in the SME sector of Pakistan. Thus, we assume that:

H4: Employee motivation will mediate the relationship between intrinsic reward and employee performance.

Figure 1 shows the conceptual model of the study, which has been constructed based on a literature review.


[image: Figure 1]
FIGURE 1. Conceptual framework illustrates the associations examined in this study.





RESEARCH METHOD


Participants and Procedure

To examine the objective of the study, a sample of employees of SMEs has been collected through the questionnaire. The survey was conducted from early March to late April 2019. These questionnaires were originally developed in both languages English and Urdu (national language) for a better understanding of the local entrepreneurs. Initially, 400 self-administered questionnaires were distributed among the employees of SMEs in Islamabad and Rawalpindi (cities of Pakistan). Study area is chosen due to the density of large numbers of enterprises, and it was convenient for authors to perform the data collection procedure. The SMEs involved in this study were cosmetics, electronics, food and beverage, pharmaceuticals, minerals, and construction. Almost 50 and fewer workers were working in every enterprise.

After the data screening, incomplete questionnaires and unengaged responses were discarded (25% rate); the remaining 300 questionnaires, i.e., 75% of the total participation rate of the respondents, were selected, which were complete in all aspects. The aim of the study and questions were clarified to the participants before giving them a questionnaire, which enabled them to fill the questionnaire easily. The questionnaire consisted of demographic information (control variables such as age, income gender, and education) of the employees and studied variables like an intrinsic reward, employee motivation, and employee performance. The single factor test of Harman (Manzoor et al., 2019c;Sahito et al., 2020) was conducted, and the results showed that the percentage of variance explained by a single factor was far less than 50%, which mean that there is no threat of common method bias.

The total number of respondents was 300, of which 54.3% were males and the remaining were female. The greater part of the respondents (45%) held an undergraduate degree. Almost 26.7% of the age of the respondents was between 29 and 35 years. About 30% of the respondents had 25,000 and 35,000 (PK Rupees) per month income.



Measures


Intrinsic Rewards

Intrinsic rewards have seven items that are taken from the study of Özutku (2012), which were initially developed by Allen and Kilmann (2001). Followers were required to evaluate the intrinsic rewards system using a five-point Likert-type scale ranging from 1 for “strongly disagree” to 5 for “strongly agree.” Sample items included “Regular expressions of appreciation by managers/leaders to employees to acknowledge achievement of quality improvement goals.” and “Quality based promotions wherein promotions are based primarily on the achievement of quality-based goals as opposed to quantity-based goals.”



Employee Motivation

The evaluation of employee motivation was performed by six self-report items based on the prior measure (Cameron and Pierce, 1994), and we have retrieved relevant items from the study of Talukder and Saif (2014) and Kuvaas (2006). Items were ranked by a 5-point Likert scale, where 5 = strongly agree and 1 = strongly disagree. Items included “I feel a sense of personal satisfaction when I do this job well.”



Employee Performance

Employee performance was measured with the 7-item scale developed by Williams and Anderson (1991), which were previously used in the literature for the assessment of job performance (Arshadi, 2010). Workers were petitioned to rate their level of performance via a 5-point Likert scale, where 5 displays “strongly agree” and 1 displays “strongly disagree.” An example item is “My performance is much better than the same qualified colleagues.”




Control Variables

This study deals with four control variables, namely, age, gender, income, and education. In this study, we measured the age of the employee through categorical variables (1 = less than 25 years, 2 = 25–29 years, 3 = 30–39 years, 4 = 40–49 years, and 5 = 50 above years), employee gender (1 = male and 2 = female), income (1 = above 55,000, 2 = 45,000–55,000, 3 = 35,000–44,000, 4 = 25,000–34,000, and 5 = below 25,000), and education (1 = no education, 2 = elementary school, 3 = secondary/high school, 4 = bachelor/college, and 5 = master degree/University).




RESULTS


Descriptive and Goodness-of-Fit Statistics

SPSS software 22.0 and AMOS 25.0 were used for empirical analysis. Table 1 demonstrates the descriptive statistics, mean, standard deviation, Pearson's correlations, and discriminant validity of all the study variables. The findings depict a positive and significant correlation among all the variables.


Table 1. Mean, standard deviation, correlations, and discriminant validity.
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We have conducted a confirmatory factor analysis (CFA) based on exploratory factor analysis (EFA) and used the maximum likelihood estimate. Table 2 showed the findings of the goodness of fit indices of CFA, where the values of Goodness of Fit Index (GFI) = 0.897, Adjusted Goodness of Fit Index (AGFI) = 0.870, Normed Fit Index (NFI) = 0.945, Relative Fit Index (RFI) = 0.937, Incremental Fit Measures (IFI) = 0.972, Tucker–Lewis Index (TLI) = 0.968, Comparative Fit Index (CFI) = 0.972, Standardized Root Mean Square Residual (SRMR) = 0.064, and Root Mean Square Error of Approximation (RMSEA) = 0.057. All these values surpassed the good fit criteria. According to Bentler and Bonett (1980), the estimates for CFI and NFI should be equal or higher than 0.9 for a good fit, while X2/df should be not more than 3. Manzoor et al. (2021a) and Qing et al. (2019) recommended the estimates for NFI and CFI to be above 0.8 for a good fit.


Table 2. Goodness-of-fit statistics.
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The convergent validity of the variables was estimated by observing the factor loading, composite reliability (CR), and average variance extracted (AVE) (Table 3). We found that CR ranged from 0.83 to 0.90 for each factor from the results of Table 3. These values are greater than the suggested cut-off point of 0.60 and confirm the existence of inner consistency reliability between each construct (Fornell and Larcker, 1981; Asif et al., 2019a). According to Bagozzi and Yi (1988), the CR ensures the minimum cut-off of 0.60, whereas the AVE crosses the threshold of 0.50 (Fornell and Larcker, 1981). Table 3 shows that the value of alpha is above 0.70 (Cronbach, 1995), which represents the greater internal consistency of the constructs and validity. Hair et al. (2010) suggested that factor loading more than 0.5 is considered significant, and therefore, loadings provide a significant effect for each construct (Han et al., 2019; Asif et al., 2020). Thus, the measures do not have any slight problem with convergent validity.


Table 3. Factor loading of indicators and overall reliability of the constructs.
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To see the discriminant validity, the squared root values of correlations among the constructs are shown in Table 1 where all these values are greater than the inter-related correlations (Asif et al., 2019b). Additionally, the measurement model (shown in Table 4) confirms the construct validity as suggested by Barroso Castro et al. (2008) and Qing et al. (2019).


Table 4. Measurement model for explanatory variable (intrinsic reward), dependent variable (employee performance), and mediator variable (employee motivation).

[image: Table 4]



Hypotheses Testing

To test the hypotheses of the study, we employed structural equation modeling (SEM) using the maximum likelihood estimation in IBM-AMOS software.

Table 5 shows that intrinsic reward and employee performance have a significant and positive association. As evident in Table 5, we found support for Hypothesis 1 (Standardized β = 0.46, t = 9.17, and p < 0.01). Hence, intrinsic reward has a positive and significant association with employee motivation (Standardized β = 0.50, t = 10.13, and p < 0.01); additionally, employee motivation and employee performance have a positive and significant correlation (Standardized β = 0.73, t = 18.69, and p < 0.01). Therefore, the findings of regression fully support Hypothesis 2 and 3.


Table 5. Regression coefficients for a direct relationship of variables for testing hypotheses 1–3.

[image: Table 5]

For testing Hypothesis 4 which is about the mediation effect of employee motivation between intrinsic reward and employee performance, we applied two methods suggested by Baron and Kenny (1986) and James and Brett (1984). The study of Baron and Kenny (1986) was concerned with regression weights and correlation of studied variable, and for full mediation support, four criteria should be met. First, the predictor variable (intrinsic reward) should have a significant relationship with a mediator (employee motivation). Second, the intrinsic reward should have a significant relationship with the predicted variable (job performance). Third, the mediator variable must be significantly correlated with the predicted variable. Lastly, in the regression equation, the direct association among explanatory variables and predicted variables must be insignificant in the existence of a mediator variable.

However, the mediation for the existing study is verified with the help of James and Brett (1984). They recommended adopting confirmatory approaches like SEM to test mediation.

With the recommendation of Wang et al. (2005), we prepared two nested models and compared them as presented in Table 6. Model A is a hypothesized one that has a direct path from intrinsic reward (explanatory variable) to employee performance (outcome variable) and also integrated an indirect path from intrinsic reward to a dependent variable through employee motivation (mediator variable). Further, this model is compared by another model. Model B included an indirect path from the explanatory variable to the dependent variable. Table 6 showed that χ2 difference is insignificant while comparing the hypothesized model A. This shows that Model A is the best-fitted model and confirmation of mediation.


Table 6. Comparison of the structural equation model.
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Furthermore, Figure 2 shows the SEM results where a path from intrinsic reward to employee motivation is significant (β = 0.59; p <0.01), whereas the path from employee motivation to job performance also shows a significant and positive association (β = 0.33; p < 0.05). From Figure 2, it is evident that the direct path from intrinsic reward to employee performance (β = 0.07, p > 0.05) is insignificant and approves full mediation. In line with the above evidence, we performed bias-corrected bootstrapping and percentile bootstrapping at a 95% confidence interval with a 2,000 bootstrap sample (Arnold et al., 2015) to assess complete or partial mediation. As recommended by Preacher and Hayes (2008), we measured the confidence of the interval of the lower and upper bounds to assess the importance of indirect effects. As shown in Table 7, we found that the indirect effects of employee motivation on the intrinsic reward and employee performance (estimate = 0.191, p < 0.01) are significant. The direct relationship between intrinsic reward and employee performance (estimate = 0.067, p = 0.100) is not significant and supported Hypothesis 4 with complete mediation.


[image: Figure 2]
FIGURE 2. Structural equation modeling mediation effects. Significant at ** p < 0.01; *** p < 0.001; NS, non-significant.



Table 7. Results of bootstrapping for standardized direct, indirect, and total effects of the model.
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DISCUSSION

The key aim of this study was to investigate the association between intrinsic reward and employee performance in the presence of employee motivation as a mediator among SME employees. This study has been conducted in the SME sector of Pakistan, and very rare empirical studies have been scrutinized the reward system and its effects on employee performance. This study fills this gap by examining the association between intrinsic reward and employee performance in the context of the SME sector in Pakistan.

In this study, results revealed that the relationship between the intrinsic reward (independent variable) and employee performance is positive and significant. These findings were confirmed by previous studies of Pierce et al. (2003), Cerasoli et al. (2014), and Ajila and Abiola (2004). Furthermore, the outcomes of the existing study revealed that intrinsic reward has a significant and affirmative correlation with employee motivation. These findings allied with the past studies of Cho and Perry (2012), Kuvaas et al. (2017), and Fisher (1978). Also, employee motivation (mediator variable) and outcome variable employee performance also have a significant and positive association, and these findings are consistent with the previous studies of Mak and Sockel (2001), Bedarkar and Pandita (2014), and Khan et al. (2017). The results supported the hypotheses that there is a positive association between intrinsic reward, employee motivation, and employee performance.

Motivation in the workplace has been traditionally understood in terms of extrinsic rewards, be in the form of pay, benefits, bonuses, awards, or career advancement (Rebitzer and Taylor, 2011). However, intrinsic rewards play an important role in a workplace motivational strategy, which makes employees more motivated to work. Many people respond well to tangible intensive rewards, such as a monetary bonus. However, once the reward is depleted, the motivation may also dwindle, so a strong strategy uses both intrinsic and extrinsic rewards to keep workers motivated throughout their tenure (Vallerand and Blssonnette, 1992). The results of our study reveal that intrinsic rewards are vital to motivational success because they offer long-term, non-tangible benefits that are usually not very costly to achieve and can be repeated over and over again successfully.

The mediating effect of employee motivation on the relationship between intrinsic reward and employee performance is our main finding. The result demonstrated that employee motivation has a positive mediating effect in the association between intrinsic reward and employee performance. These results are in line with a previous study of Güngör (2011); he has conducted his study on global banks in Istanbul. This suggests that employees with the best reward system and motivation process can be more satisfied and will exhibit a higher level of job satisfaction. Consequently, their performance will be improved.

This study significantly contributes to the existing literature on intrinsic reward and job performance by investigating the unexplored side of intrinsic reward—the performance of the employee in different ways. First, the previous study showed that a reward management system can significantly influence a workforce and can be motivated to improve their efforts and performance (Rai et al., 2018), and therefore, different rewards have been employed to measure performance such as monetary reward (Aguinis et al., 2013), remuneration (Calvin, 2017), and enough pay and bonus (Pouliakas, 2010); hence, we indicated intrinsic reward for measuring employee performance. Second, only a few studies discovered the relationship between intrinsic reward and employee performance and used some mediators such as organizational commitment (Taba, 2018) and reward system (Riasat et al., 2016), but no study has employed employee motivation as mediators. Third, very limited research has been performed to examine intrinsic reward—the performance of the employee in the Pakistan context by using mediating mechanisms, but no study has explored that in SMEs. Therefore, this is the first study to examine the effects of intrinsic reward on the performance of the employee through employee motivation in Pakistani SME sector.



CONCLUSION

This study was conducted to analyze the impact of intrinsic rewards on the performance of the employee with the mediating mechanism of employee motivation in the SME sector of Rawalpindi and Islamabad, Pakistan. The major results of the study disclose that intrinsic rewards have a significant positive impact on the motivation of the employee and employee performance. Another important result is that the motivation of the employee plays a positive and significant mediating role in the association of intrinsic rewards and performance of the employee. It is a general perception that when employees are motivated, they perform better. It means that if organizations have a good reward management system, the motivation of their employees will be high and the performance of their employees will amplify with greater magnitude. In the absence of a good reward management system, their employees will be demotivated, and the performance of their employees will also be declined. The SME sector should develop a sound rewards management system for employees to boost their morale and motivation to get better results. The study is particularly helpful for this sector in understanding the importance of intrinsic rewards and motivation. It is also useful to understand the problems which organizations may face if they do not have a good reward management system.


Theoretical and Practical Implications

The findings of this study hold important implications both theoretically and practically. The outcomes of this research propose some essential theoretical implications for reward management system literature. First, by testing the mediating role of employee motivation in the relationship between intrinsic reward and employee performance, this study contributes to a superior understanding of the causal mechanism through which intrinsic reward relates to the job performance of the employees. The outcomes of the recent study identify that organizations improve employee motivation by exhibiting intrinsic rewards, which ultimately lead to enhance employee performance. The findings of this study support the current evidence indicating that employee motivation is a significant motivational source that encourages workers to be extra dedicated and satisfied with their job (Grant, 2008; Sledge et al., 2008). Besides, analyzing the motivation of employees as a mediator helps us better understand how and why intrinsic incentives can improve the behavior of employees at work. Second, this study has been conducted in a developing nation “Pakistan,” which is an Asian country, and has a rare study in this area. To date, very few studies have explored the reward management system and its effect on employee performance in the Pakistani SME sector. Interestingly, the study outcomes indicate that intrinsic rewards can be beneficial and effective in enterprises and organizations in the country.

The practical implication of this study is that first, our study confirmed that intrinsic reward is effective in improving employee performance and also suggests that the reward system is very important in the organizations to encourage their employees. Second, as this study illustrates that intrinsic reward has an indirect effect on employee performance in the presence of employee motivation, it is suggested that organizations should inaugurate such conditions through which they can improve the performance of the employees. Organizations should do whatever they can to increase the motivation of the employees. Third, as the intrinsic reward has a positive influence on job performance, firms need to promote a reward management system and motivation. For instance, organizations can promote a reward management system (financial reward and non-financial reward), and this would motivate employees to achieve their goals and promote optimal fulfillment in work.

Another possible way to encouraging employees is to set goals and achieving them provides an intrinsic reward (intangible award, i.e., appreciation, promotion, and authority). A firm should require all workers to set targets for personal development at work, education, and the completion of projects. Provide training to workers on how to fixed measurable objectives and encourage them to set a variety of short- and long-term goals. Give employees input into company goals as well to make them feel like they are working toward a greater cause. As employees meet goals and set new goals, they will receive intrinsic rewards and increase their motivation.



Study Limitations and Future Directions

It is very essential to view some limitations of this study which can lead to future research. First, the cross-sectional study design was applied for data collection; future studies should use a longitudinal study design to this study model to avoid the ambiguity of a causal relationship. We have studied the relevant source of intrinsic reward and employee motivation in the domain of work, and we used a measure of intrinsic reward that exclusively focuses on intangible incentives. As there are several other sources of tangible reward and extrinsic motivation in most work settings, including handsome salary, bonuses, deadlines, evaluations, and surveillance, future work could develop new and broader measures. For future research, other factors of employee performance like employee efficiency, job achievement, and job fulfillment should be considered while seeing the impact of rewards. It is also recommended for future researchers to check the effects of intrinsic and extrinsic rewards on the performance of the employee in other sectors like education, health, etc. By taking a larger sample of the employees, their comprehensive performance may be judged in other developing countries. Besides, this study was performed in the context of one developing nation, Pakistan. Future studies should be carried out to boost the generalizability of the findings by testing this model in other developing countries. Moreover, it would be interesting in the future to explore the moderating role of motivation of the employee between the reward management system and job performance.




DATA AVAILABILITY STATEMENT

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



ETHICS STATEMENT

The studies involving human participants were reviewed and approved by the research Ethical Committee of Zhejiang University, Hangzhou, China. The participants provided their written informed consent to participate in this study.



AUTHOR CONTRIBUTIONS

FM initiated the basic idea and wrote the main part of the manuscript and built the article structure. LW reviewed and improved the manuscript. MA contributed to the methodology of this study. All authors contributed to the article and approved the submitted version.



ACKNOWLEDGMENTS

FM would like to express special gratitude to my academic supervisor LW (Professor in School of Public Affairs, Zhejiang University China) for his guidance, constant support, funding, and orientation.



REFERENCES

 Abor, J., and Quartey, P. (2010). Issues in SME development in Ghana and South Africa. Int. Res. J. Financ. Econ. 39, 215–228. http://197.255.68.203/handle/123456789/2003

 Aguinis, H., Joo, H., and Gottfredson, R. K. (2013). What monetary rewards can and cannot do: how to show employees the money. Bus. Horizons 56, 241–249. doi: 10.1016/j.bushor.2012.11.007

 Ahmedova, S. (2015). Factors for increasing the competitiveness of small and medium-sized enterprises (SMEs) in Bulgaria. Proc. Soc. Behav. Sci. 195, 1104–1112. doi: 10.1016/j.sbspro.2015.06.155

 Ajila, C., and Abiola, A. (2004). Influence of rewards on workers performance in an organization. J. Soc. Sci. 8, 7–12. doi: 10.1080/09718923.2004.11892397

 Allen, R. S., and Kilmann, R. H. (2001). The role of the reward system for a total quality management based strategy. J. Org. Change Manage. 14, 110–131. doi: 10.1108/09534810110388036

 Arnold, K. A., Connelly, C. E., Walsh, M. M., and Martin Ginis, K. A. (2015). Leadership styles, emotion regulation, and burnout. J. Occup. Health Psychol. 20:481. doi: 10.1037/a0039045

 Arshadi, N. (2010). Basic need satisfaction, work motivation, and job performance in an industrial company in Iran. Proc. Soc. Behav. Sci. 5, 1267–1272. doi: 10.1016/j.sbspro.2010.07.273

 Asif, M., Jameel, A., Hussain, A., Hwang, J., and Sahito, N. (2019a). Linking transformational leadership with nurse-assessed adverse patient outcomes and the quality of care: assessing the role of job satisfaction and structural empowerment. Int. J Environ Res Public Health 16:2381. doi: 10.3390/ijerph16132381

 Asif, M., Miao, Q., Jameel, A., Manzoor, F., and Hussain, A. (2020). How ethical leadership influence employee creativity: a parallel multiple mediation model. Curr. Psychol. 1–17. doi: 10.1007/s12144-020-00819-9

 Asif, M., Qing, M., Hwang, J., and Shi, H. (2019b). Ethical leadership, affective commitment, work engagement, and creativity: testing a multiple mediation approach. Sustainability 11:4489. doi: 10.3390/su11164489

 Bagozzi, R. P., and Yi, Y. (1988). On the evaluation of structural equation models. J. Acad. Market. Sci. 16, 74–94. doi: 10.1007/BF02723327

 Barber, A. E., Dunham, R. B., and Formisano, R. A. (1992). The impact of flexible benefits on employee satisfaction: a field study. Personnel Psychol. 45, 55–74. doi: 10.1111/j.1744-6570.1992.tb00844.x

 Baron, R. M., and Kenny, D. A. (1986). The moderator–mediator variable distinction in social psychological research: conceptual, strategic, and statistical considerations. J. Pers. Soc. Psychol. 51:1173. doi: 10.1037/0022-3514.51.6.1173

 Barroso Castro, C., Villegas Perinan, M. M., and Casillas Bueno, J. C. (2008). Transformational leadership and followers' attitudes: the mediating role of psychological empowerment. Int. J. Hum. Resour. Manage. 19, 1842–1863. doi: 10.1080/09585190802324601

 Bassett-Jones, N., and Lloyd, G. C. (2005). Does Herzberg's motivation theory have staying power? J. Manage. Dev. 24, 929–943. doi: 10.1108/02621710510627064

 Bedarkar, M., and Pandita, D. (2014). A study on the drivers of employee engagement impacting employee performance. Proc. Soc. Behav. Sci. 133, 106–115. doi: 10.1016/j.sbspro.2014.04.174

 Bentler, P. M., and Bonett, D. G. (1980). Significance tests and goodness of fit in the analysis of covariance structures. Psychol. Bull. 88:588. doi: 10.1037/0033-2909.88.3.588

 Berdud, M., Cabasés, J. M., and Nieto, J. (2016). Incentives and intrinsic motivation in healthcare. Gaceta Sanitaria 30, 408–414. doi: 10.1016/j.gaceta.2016.04.013

 Calvin, O. Y. (2017). The impact of remuneration on employees' performance: a study of Abdul gusau polytechnic, Talata-Mafara and State College of Education Maru, Zamfara State. Nigerian Chap Arab. J. Bus. Manage. Rev. 62, 1–10. doi: 10.12816/0037554

 Cameron, J., and Pierce, W. D. (1994). Reinforcement, reward, and intrinsic motivation: a meta-analysis. Rev. Educ. Res. 64, 363–423. doi: 10.3102/00346543064003363

 Cerasoli, C. P., Nicklin, J. M., and Ford, M. T. (2014). Intrinsic motivation and extrinsic incentives jointly predict performance: a 40-year meta-analysis. Psychol. Bull. 140, 980. doi: 10.1037/a0035661

 Cho, Y. J., and Perry, J. L. (2012). Intrinsic motivation and employee attitudes: role of managerial trustworthiness, goal directedness, and extrinsic reward expectancy. Rev. Public Personnel Admin. 32, 382–406. doi: 10.1177/0734371X11421495

 Cronbach, L. J. (1995). “Giving method variance its due,” in Personality Research, Methods, and Theory: A Festschrift Honoring Donald W. Fiske, eds P. E. Shrout and S. T. Fiske (New York: Lawrence Erlbaum Associates, Inc.), 145–157. doi: 10.4324/9781315806815-10

 Devaro, J., Maxwell, N., and Morita, H. (2017). Training and intrinsic motivation in nonprofit and for-profit organizations. J. Econ. Behav. Organ. 139, 196–213. doi: 10.1016/j.jebo.2017.04.005

 Fisher, C. D. (1978). The effects of personal control, competence, and extrinsic reward systems on intrinsic motivation. Org. Behav. Hum. Perform. 21, 273–288. doi: 10.1016/0030-5073(78)90054-5

 Fornell, C., and Larcker, D. F. (1981). Structural Equation Models With Unobservable Variables and Measurement Error: Algebra and Statistics. Los Angeles, CA: SAGE Publications. doi: 10.2307/3150980

 Gabriel, A. S., Cheshin, A., Moran, C. M., and Van Kleef, G. A. (2016). Enhancing emotional performance and customer service through human resources practices: a systems perspective. Hum. Resour. Manage. Rev. 26, 14–24. doi: 10.1016/j.hrmr.2015.09.003

 Gagné, M., and Deci, E. L. (2005). Self-determination theory and work motivation. J. Org. Behav. 26, 331–362. doi: 10.1002/job.322

 Gibson, T., and Van Der Vaart, H. (2008). Defining SMEs: A Less Imperfect Way of Defining Small and Medium Enterprises in Developing Countries. Brookings global economy and development. Available online at: https://www.brookings.edu/research/defining-smes-a-less-imperfect-way-of-defining-small-and-medium-enterprises-in-developing-countries/

 Grant, A. M. (2008). Does intrinsic motivation fuel the prosocial fire? Motivational synergy in predicting persistence, performance, and productivity. J. Appl. Psychol. 93:48. doi: 10.1037/0021-9010.93.1.48

 Güngör, P. (2011). The relationship between reward management system and employee performance with the mediating role of motivation: a quantitative study on global banks. Proc Soc. Behav Sci. 24, 1510–1520. doi: 10.1016/j.sbspro.2011.09.029

 Hafiza, N. S., Shah, S. S., Jamsheed, H., and Zaman, K. (2011). Relationship between rewards and employee's motivation in the non-profit organizations of Pakistan. Bus. Intell. J. 4, 327–334. https://journaldatabase.info/articles/relationship_between_rewards_employee.html

 Hair, J. F., Black, W. C., Babin, B. J., and Anderson, R. E. (2010). Multivariate Data Analysis 7. Prentice Hall.

 Han, H., Sahito, N., Thi Nguyen, T. V., Hwang, J., and Asif, M. (2019). Exploring the features of sustainable urban form and the factors that provoke shoppers towards shopping malls. Sustainability 11:4798. doi: 10.3390/su11174798

 Herzberg, F., Mausner, B., and Snyderman, B. B. (1959). The Motivation to Work. New York, NY: John Wiley and Sons. Inc., 195.

 James, L. R., and Brett, J. M. (1984). Mediators, moderators, and tests for mediation. J. Appl. Psychol. 69, 307. doi: 10.1037/0021-9010.69.2.307

 Jovanovic, D., and Matejevic, M. (2014). Relationship between rewards and intrinsic motivation for learning–researches review. Proc. Soc. Behav. Sci. 149, 456–460. doi: 10.1016/j.sbspro.2014.08.287

 Karami, A., Dolatabadi, H. R., and Rajaeepour, S. (2013). Analyzing the effectiveness of reward management system on employee performance through the mediating role of employee motivation case study: Isfahan Regional Electric Company. Int. J. Acad. Res. Bus. Soc. Sci. 3:327. doi: 10.6007/IJARBSS/v3-i9/215

 Khan, A., Ahmed, S., Paul, S., and Kazmi, S. H. A. (2017). “Factors affecting employee motivation towards employee performance: a study on banking industry of Pakistan,” in International Conference on Management Science and Engineering Management (Cham: Springer), 615–625. doi: 10.1007/978-3-319-59280-0_50

 Kleinginna, P. R., and Kleinginna, A. M. (1981). A categorized list of motivation definitions, with a suggestion for a consensual definition. Motiv. Emot. 5, 263–291. doi: 10.1007/BF00993889

 Kushnir, K. (2010). A universal definition of small enterprise: a procrustean bed for SMEs. The World Bank (New York) 8.

 Kuvaas, B. (2006). Work performance, affective commitment, and work motivation: the roles of pay administration and pay level. J. Org. Behav. 27, 365–385. doi: 10.1002/job.377

 Kuvaas, B., Buch, R., Weibel, A., Dysvik, A., and Nerstad, C. G. (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

 Kuvaas, B., and Dysvik, A. (2009). Perceived investment in employee development, intrinsic motivation and work performance. Hum. Resour. Manage. J. 19, 217–236. doi: 10.1111/j.1748-8583.2009.00103.x

 Kuzilwa, J. A. (2005). The role of credit for small business success: a study of the National Entrepreneurship Development Fund in Tanzania. J. Entrepreneursh. 14, 131–161. doi: 10.1177/097135570501400204

 Kvaløy, O., Nieken, P., and Schöttner, A. (2015). Hidden benefits of reward: a field experiment on motivation and monetary incentives. Eur. Econ. Rev. 76, 188–199. doi: 10.1016/j.euroecorev.2015.03.003

 Liu, L.-L., Li, B.-M., Yang, J., and Wang, Y.-W. (2008). Does dopaminergic reward system contribute to explaining comorbidity obesity and ADHD? Med. Hypotheses 70, 1118–1120. doi: 10.1016/j.mehy.2007.10.012

 Mak, B. L., and Sockel, H. (2001). A confirmatory factor analysis of IS employee motivation and retention. Inform. Manage. 38, 265–276. doi: 10.1016/S0378-7206(00)00055-0

 Manzoor, F., Wei, L., Bányai, T., Nurunnabi, M., and Subhan, Q. A. (2019a). An examination of sustainable HRM practices on job performance: an application of training as a moderator. Sustainability 11:2263. doi: 10.3390/su11082263

 Manzoor, F., Wei, L., Nurunnabi, M., and Abdul Subhan, Q. (2019b). Role of SME in poverty alleviation in SAARC region via panel data analysis. Sustainability 11:6480. doi: 10.3390/su11226480

 Manzoor, F., Wei, L., Nurunnabi, M., Subhan, Q. A., Shah, S. I. A., and Fallatah, S. (2019c). The impact of transformational leadership on job performance and CSR as mediator in SMEs. Sustainability 11:436. doi: 10.3390/su11020436

 Manzoor, F., Wei, L., and Sahito, N. (2021a). The role of SMEs in rural development: access of SMEs to finance as a mediator. PLoS ONE 16:e0247598. doi: 10.1371/journal.pone.0247598

 Manzoor, F., Wei, L., and Siraj, M. (2021b). Small and medium-sized enterprises and economic growth in Pakistan: an ARDL bounds cointegration approach. Heliyon 7:e06340. doi: 10.1016/j.heliyon.2021.e06340

 Meyer, J. P., Becker, T. E., and Vandenberghe, C. (2004). Employee commitment and motivation: a conceptual analysis and integrative model. J. Appl. Psychol. 89:991. doi: 10.1037/0021-9010.89.6.991

 Mosquera, P., Soares, M. E., and Oliveira, D. (2020). Do intrinsic rewards matter for real estate agents? J. Eur. Real Estate Res. 13, 207–222. doi: 10.1108/JERER-12-2019-0051

 Netz, Y., and Raviv, S. (2004). Age differences in motivational orientation toward physical activity: an application of Social—Cognitive theory. J. Psychol. 138, 35–48. doi: 10.3200/JRLP.138.1.35-48

 Nix, G. A., Ryan, R. M., Manly, J. B., and Deci, E. L. (1999). Revitalization through self-regulation: the effects of autonomous and controlled motivation on happiness and vitality. J. Exp. Soc. Psychol. 35, 266–284. doi: 10.1006/jesp.1999.1382

 Osabiya, B. J. (2015). The effect of employees motivation on organizational performance. J. Public Admin. Policy Res. 7, 62–75. doi: 10.5897/JPAPR2014.0300

 Özutku, H. (2012). The influence of intrinsic and extrinsic rewards on employee results: an empirical analysis in Turkish manufacturing industry. Bus. Econ. Res. J. 3, 29–48. http://www.berjournal.com/wp-content/plugins/downloads-manager/upload/BERJ%203(3)12%20Article%203%20pp.29-48.pdf

 Perera, D., and Chand, P. (2015). Issues in the adoption of international financial reporting standards (IFRS) for small and medium-sized enterprises (SMES). Adv. Account. 31, 165–178. doi: 10.1016/j.adiac.2015.03.012

 Pierce, W. D., Cameron, J., Banko, K. M., and So, S. (2003). Positive effects of rewards and performance standards on intrinsic motivation. Psychol. Rec. 53, 561–578. doi: 10.1007/BF03395453

 Pouliakas, K. (2010). Pay enough, don't pay too much or don't pay at all? The impact of bonus intensity on job satisfaction. Kyklos 63, 597–626. doi: 10.1111/j.1467-6435.2010.00490.x

 Pratheepkanth, P. (2011). Reward system and its impact on employee motivation in commercial bank of sri lanka plc, in jaffna district. Global J. Manage. Bus. Res. 11:1–9. https://www.journalofbusiness.org/index.php/GJMBR/article/view/486

 Preacher, K. J., and Hayes, A. F. (2008). Asymptotic and resampling strategies for assessing and comparing indirect effects in multiple mediator models. Behav. Res. Methods 40, 879–891. doi: 10.3758/BRM.40.3.879

 Qing, M., Asif, M., Hussain, A., and Jameel, A. (2019). Exploring the impact of ethical leadership on job satisfaction and organizational commitment in public sector organizations: the mediating role of psychological empowerment. Rev. Manage. Sci. 14:1405–1432. doi: 10.1007/s11846-019-00340-9

 Rai, A., Ghosh, P., Chauhan, R., and Singh, R. (2018). Improving in-role and extra-role performances with rewards and recognition. Manage. Res. Rev. 41, 902–919. doi: 10.1108/MRR-12-2016-0280

 Rebitzer, J. B., and Taylor, L. J. (2011). “Extrinsic rewards and intrinsic motives: standard and behavioral approaches to agency and labor markets,” in Handbook of Labor Economics, eds O. Ashenfelter and D. Card (San Diego, CA: Elsevier), 701–772. doi: 10.1016/S0169-7218(11)04114-1

 Riasat, F., Aslam, S., and Nisar, Q. A. (2016). Do intrinsic and extrinsic rewards influence the job satisfaction and job performance? Mediating role of reward system. J. Manage. Inform. 11, 16–34. https://doi.org/10.31580/jmi.v11i1.56

 Rita, M., Payangan, O. R., 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 Manage. 6, 953–964. doi: 10.1108/IJLMA-03-2017-0026

 Ryan, R. M., and Deci, E. L. (2008). From ego depletion to vitality: Theory and findings concerning the facilitation of energy available to the self. Soc. Pers. Psychol. Compass 2, 702–717. doi: 10.1111/j.1751-9004.2008.00098.x

 Ryan, R. M., and Deci, E. L. (2020). Intrinsic and extrinsic motivation from a self-determination theory perspective: definitions, theory, practices, and future directions. Contemp. Educ. Psychol. 61:101860. doi: 10.1016/j.cedpsych.2020.101860

 Sahito, N., Han, H., Nguyen, T. V. T., Kim, I., Hwang, J., and Jameel, A. (2020). Examining the quasi-public spaces in commercial complexes. Sustainability 12:1830. doi: 10.3390/su12051830

 Sanyal, M., and Biswas, S. (2014). Employee motivation from performance appraisal implications: test of a theory in the software industry in West Bengal (India). Proc. Econ. Financ. 11, 182–196. doi: 10.1016/S2212-5671(14)00187-7

 Schunk, D. H. (1989). “Social cognitive theory and self-regulated learning,” in Self-Regulated Learning and Academic Achievement, ed B. J. Zimmerman (New York, NY: Springer), 83–110. doi: 10.1007/978-1-4612-3618-4_4

 Skaggs, K. J., Dickinson, A. M., and O'connor, K. A. (1991). The use of concurrent schedules to evaluate the effects of extrinsic rewards on “intrinsic motivation”: a replication. J. Org. Behav. Manage. 12, 45–83. doi: 10.1300/J075v12n01_04

 Sledge, S., Miles, A. K., and Coppage, S. (2008). What role does culture play? A look at motivation and job satisfaction among hotel workers in Brazil. Int. J. Hum. Resour. Manage. 19, 1667–1682. doi: 10.1080/09585190802295157

 Spreitzer, G., Sutcliffe, K., Dutton, J., Sonenshein, S., and Grant, A. M. (2005). A socially embedded model of thriving at work. Org. Sci. 16, 537–549. doi: 10.1287/orsc.1050.0153

 Stringer, C., Didham, J., and Theivananthampillai, P. (2011). Motivation, pay satisfaction, and job satisfaction of front-line employees. Qual. Res. Account. Manage. 8, 161–179. doi: 10.1108/11766091111137564

 Stumpf, S. A., Tymon, W. G., Favorito, N., and Smith, R. R. (2013). Employees and change initiatives: intrinsic rewards and feeling valued. J. Bus. Strateg. 34, 21–29. doi: 10.1108/02756661311310422

 Taba, M. I. (2018). Mediating effect of work performance and organizational commitment in the relationship between reward system and employees' work satisfaction. J. Manage. Dev. 37, 65–75. doi: 10.1108/JMD-11-2016-0256

 Talukder, A., and Saif, A. N. M. (2014). Employee motivation measurement – A descriptive analysis. Bangladesh J. MIS 6, 123–131. https://www.researchgate.net/profile/Abu-Naser-Mohammad-Saif/publication/303819443_Employee_Motivation_Measurement_-A_Descriptive_Analysis/links/5755a44e08ae0405a5756677/Employee-Motivation-Measurement-A-Descriptive-Analysis.pdf

 Tehseen, S., and Hadi, N. U. (2015). Factors influencing teachers' performance and retention. Mediterr. J. Soc. Sci. 6:233. doi: 10.5901/mjss.2015.v6n1p233

 Tymon Jr, W. G., Stumpf, S. A., and Doh, J. P. (2010). Exploring talent management in India: the neglected role of intrinsic rewards. J. World Bus. 45, 109–121. doi: 10.1016/j.jwb.2009.09.016

 Vallerand, R. J., and Blssonnette, R. (1992). Intrinsic, extrinsic, and amotivational styles as predictors of behavior: a prospective study. J. Pers. 60, 599–620. doi: 10.1111/j.1467-6494.1992.tb00922.x

 Van Den Broeck, A., Lens, W., De Witte, H., and Van Coillie, H. (2013). Unraveling the importance of the quantity and the quality of workers' motivation for well-being: a person-centered perspective. J. Vocat. Behav. 82, 69–78. doi: 10.1016/j.jvb.2012.11.005

 Van Der Kolk, B., Van Veen-Dirks, P. M., and Ter Bogt, H. J. (2019). The impact of management control on employee motivation and performance in the public sector. Eur. Account. Rev. 28, 901–928. doi: 10.1080/09638180.2018.1553728

 Van Kleef, J. A., and Roome, N. (2007). Developing capabilities and competence for sustainable business management as innovation: a research agenda. J. Clean. Prod. 15, 38–51. doi: 10.1016/j.jclepro.2005.06.002

 Wang, H., Law, K. S., Hackett, R. D., Wang, D., and Chen, Z. X. (2005). Leader-member exchange as a mediator of the relationship between transformational leadership and followers' performance and organizational citizenship behavior. Acad. Manage. J. 48, 420–432. doi: 10.5465/amj.2005.17407908

 Williams, L. J., and Anderson, S. E. (1991). Job satisfaction and organizational commitment as predictors of organizational citizenship and in-role behaviors. J. Manage. 17, 601–617. doi: 10.1177/014920639101700305

 Yang, H. (2008). Efficiency wages and subjective performance pay. Econ. Inquiry 46, 179–196. doi: 10.1111/j.1465-7295.2007.00069.x

 Yen, C.-L. A., and Tang, C.-H. H. (2015). Hotel attribute performance, eWOM motivations, and media choice. Int. J. Hosp. Manage. 46, 79–88. doi: 10.1016/j.ijhm.2015.01.003

 Zámečník, R. (2014). The measurement of employee motivation by using multi-factor statistical analysis. Proc. Soc. Behav. Sci. 109, 851–857. doi: 10.1016/j.sbspro.2013.12.553

 Zlate, S., and Cucui, G. (2015). Motivation and performance in higher education. Proc. Soc. Behav. Sci. 180, 468–476. doi: 10.1016/j.sbspro.2015.02.146

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.

Copyright © 2021 Manzoor, Wei and Asif. This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY). The use, distribution or reproduction in other forums is permitted, provided the original author(s) and the copyright owner(s) are credited and that the original publication in this journal is cited, in accordance with accepted academic practice. No use, distribution or reproduction is permitted which does not comply with these terms.



OPS/images/fpsyg-12-563070-t003.jpg
Items AVE Cronbach’s
alpha/CR

Intrinsic reward 0818 0.96/0.969
Non-monetary form of recognition to acknowledged achievement of quality improved goals such as, merchandise,
certificates, and complementary tickets

Celebrations to acknowledge achievement of quallty improvement goals such as lunches, dinners, and special
events

Regular expressions of appreciation by managers/leaders to employees to acknowledge achievement of quaiity
improvement goals.

360 degrees performance appraisals wherein feedback from co-workers and/or customers is incorporated into
performance appraisals.

Formal suggestion system available for individuals to make quality improvement suggestions.
Use of development-based performance appraisals.

Quality based promotions wherein promotions are based primarily on the achievement of quality-based goals as

opposed to quantity-based goals.

Employee motivation 0713 0.92/0.937
| feel a sense of personal satisfaction when | do my work well.

My view of for myself goes unhappy when | do the work unwell

1 feel satisfaction in doing my work well as | can.

1 feel down when my effort is not up to my standard.

I work harder because my subordinates appreciate it.

1ty to think i ways of doing my work efficiently and effectively.

Employee performance 0742 0.94/0.952
1'am aware that the work that | do s important for the organization

The work that | perform needs competent personnel, and everyone cannot perform it

The work that | perform is worth doing.

I can use my potential completely in my work.

My performance is much better than the same qualified colleagues.
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AVE, average variance extracted; CR, composite reliability; CFA, confirmatory factor analysis; EFA, exploratory factor analysis.
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IR, intrinsic reward; EM, employee motivation; EP. employee performance; LLCI, lower level of confidence interval: ULCI, upper level of confidence interval. Sig: *'p < 0.05,
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