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ABSTRACT 

Employees’ job performance is explicitly influenced by both intrinsic and extrinsic motivation. Intrinsic 

motivation is defined as behavior motivated by internal rewards while extrinsic motivation is defined as a 

desire to engage in an activity in order to achieve an external goal, such as receiving praise and acceptance. 

The principal objective of this study is to explore how intrinsic and extrinsic motivation influences the job 

performance of newly appointed employees. In so doing, the study undergoes an extensive review of the 

literature. The study finds that intrinsic incentives have a significant impact on higher job performance. It 

further claims, that intrinsically motivated employees provide superior organizational output compared to 

their extrinsically motivated counterparts. 
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INTRODUCTION: 

Job performance, job satisfaction, motivation, the 

working environment, the organization's goal, emp-

loyee retention, and growth have become a major 

source of concern and debate over the years, as these 

factors play a significant role in not only achieving 

the organization's goal, but also in employee satis-

faction and retention. Organizational theories have 

evolved along three axes: classical, neo-classical, 

and contemporary. Classical thought emphasizes 

production at the expense of the human condition 

and organization. Human beings are seen as machi-

nes in classical thought. The expansion of informal 

human relationships has been seen in neoclassical 

theory, which places a premium on motivation, 

communication, and decision-making. Organizations 

are viewed as open systems in contemporary ideas, 

emphasizing the significance of developing relation-

ships with the external world. Simultaneously, it 

promotes decision-making based on need and cir-

cumstance. In today's globalized world, achieving 

organizational goals in both public and private 

sectors is highly dependent on a variety of players 

and circumstances. Nonetheless, building a pleasant 

work environment has become a significant problem 

since it is inextricably related to the interests, re-

quirements, and expectations of employees, who are 

viewed as critical stakeholders in a firm. Job satis-

faction, a critical aspect in accomplishing corporate 

goals, is heavily reliant on an organization's moti-

vating programs.  
 

Job satisfaction eventually results in increased 

performance, which is why it is critical to maintain a 

healthy work environment inside the firm. It is worth 

emphasizing that the authority should place a 

premium on intrinsic and extrinsic motivation since 

they have a direct impact on the degree of service 

quality, which ultimately aids in achieving the aim 

on a broad scale. Indeed, employees' behaviour in 
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today's organizations is mostly controlled by in-

centive variables. Additionally, assessing maximum 

input from employees for the organization's gradual 

development is heavily reliant on the aforemen-

tioned factors, which aid in developing employees' 

capacity to the maximum extent possible, perfor-

mance, and motivation acts as an expanding catalyst 

in exploring the potentiality of leadership, which is 

sorely needed for maintaining work-life balance 

while competing with global challenges. However, 

the form of motivation that is most useful to a 

company in the long term warrants further investi-

gation. Taking all of these factors into account, the 

objective of this study is to determine the most 

fruitful element of motivation through a comparative 

review of the current literature on the subject. 
 

Objectives  

a) To investigate the effect of intrinsic motivation 

on the job performance of newly hired 

employees. 

b) To draw a comparison between the inner and 

extrinsic components of motivation in work 

performance. 
 

Research Questions 

a) How does intrinsic motivation affect employees 

in general and new employees in particular? 

b) Which aspect of motivation, extrinsic or 

intrinsic, has a greater beneficial effect on 

employees in general and new employees in 

particular? 
 

Dependent Variable 

In this study, comparison of employee’s perfor-

mance is a dependent variable. However, employee 

performance refers to the notion that determines 

workers behaviours, capacity of work and dedi-

cation to achieve the predetermined goals of the 

organization. Employee Performance helps the 

organization to reach its target (Ashley, 2019). 

Comparison of employee’s performance refers to 

the evaluation of performance between/among the 

employees who are working to attain the pre-

determined goals of an organization. 
 

Independent Variables 

In this study, intrinsic & extrinsic motivation and job 

performance are independent variable. Intrinsic 

motivation is described as engaging in an activity for 

its own sake rather than for some external benefit. 

Particularly, when a person is intrinsically driven, he 

or she is motivated by the task rather than by 

external demands or incentives. Besides, extrinsic 

motivation includes performing a task or displaying 

a behaviour for external reasons such as avoiding 

punishment or getting a reward (Oudeyer and Ka-

plan, 2009). Correspondingly, the total expected 

value to the organization of an individual's distinct 

behavioural episodes is defined as job performance 

(Motowidlo, 2003) 
 

METHOLODOGY: 

This is a qualitative study which has been conducted 

based on the secondary data analysis. Particularly, 

data has been collected from several peer reviewed 

articles, reports and thesis to explore the effect of 

intrinsic and extrinsic motivation on newly ap-

pointed employee’s job performance. 
 

Literature Review 

Numerous elements influence an organization's 

growth and development. In this ever-changing 

highly competitive marketplace, organizations are 

required to have a set of extremely competent work-

force with top notch performance (Armstrong, 

2009). Job performance is a central construct in 

industrial/organizational psychology (Campbell, 

1990; Schmidt and Hunter, 1992). It refers to 

scalable actions, behaviours and outcomes that 

employees engage in or bring about that are linked 

with and contribute to organizational goals (Camp-

bell, 1990). Much of personnel selection is predi-

cated on the premise of selecting from a pool of 

applicants those who are likely to perform better on 

the job (compared to those not selected). Many HR 

programs are designed to improve job performance 

(Blum & Kaplan, 2000). However, it is a general 

assumption that the performances of the new and 

young employees are supposed to be lesser than 

those of the experienced ones (Holton III, 1996). 

Does employees’ work performance depend on the 

length of the service only? Research suggests that 

the answer is negative. New employees can be as 

effective and performable as their experienced coun-

terparts (Allen & Meyer, 1990).  In fact, any highly 

motivated and satisfied employees are more likely to 

perform better than others (Grant, 2008). 
 

Job satisfaction experienced by employees positively 

affects the quality of service which they render 

(Fitzgerald et al., 1994). Interestingly, a study 

(Yousef, 2000) on 202 employees from nine com-

mercial banks in Lebanon indicates that job 

satisfaction is not independent in all job facts and 
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that satisfaction with one fact might lead to satis-

faction with another. According to Herzberg’s two 

factor theory people’s job satisfaction depends on 

two factors. Those are intrinsic factors for satis-

faction (motivators/satisfiers) and extrinsic factors 

for dissatisfaction (hygiene factors/dis-satisfiers). 

Respect from the boss, recognitions and apprecia-

tions from the organization, love and affection etc. 

are the factors those tend to motivate new employees 

intrinsically and to perform better (Rahman, 2021, 

Fernet & Austin, 2014).  
 

Job performance as well as the organization goal/ 

development is mostly dependent on intrinsic moti-

vation. Generally, all of the behaviours in organi-

zations are very much related with some motivation 

like intrinsic and extrinsic. But in case of organi-

zation’s overall prosperity, intrinsic motivation has a 

huge effect on employee’s job performance with the 

outcome of organizational behaviour (Schmidt and 

Hunter, 1992). Intrinsically motivated employees 

can easily be engaged themselves with the tasks 

through the following: To begin, it enables an 

individual to actively integrate discoveries and 

pursue novelties. Second, intrinsic drive enables an 

individual to freely engage in an activity. Thirdly, 

intrinsic motivation instils more significance not just 

in the outcome of the task but also in the period of 

completion (Deci, 2012). Essentially, intrinsic moti-

vation has a significant effect on employees. It 

enables individuals to devote additional attention to 

their jobs, resulting in increased job performance, 

inventive ideas, and conceptual understanding of 

their relevant task (Kehr, 2004). It gives employees’ 
independence, willingness to compromise, adaptabi-

lity to their prescribed work which assist themselves 

as well as the organization (Hackman, 1980). 

Through Intrinsic motivation, new employees 

achieve inquisitiveness, contentment and positivity 

attitude towards the work which give them reward 

after the end of the month or the year (Amabile et 

al., 1996). This reward develops the conditions both 

employees and organization (Awasthi and Pratt, 

1990). According to CET theory, competence and 

autonomy is grown up in employees’ behaviour 

through this kind of motivation and by these 

characteristics they gain the original interest of the 

work (Deci and Ryan, 1985; Spreitzer et al., 1997). 

In case of taking any action regarding the job, 

employees want to take any kind of risk because of 

the satisfaction, which develop organization popu-

larity (Deci and Ryan, 1985). Ethical leadership 

which is grown up due to intrinsic motivation 

educates employees to know the original test of their 

work and also lead to execution their organization 

goals (Zhu et al., 2004; Piccolo et al., 2010). They 

know how to lead their work more meaningfully and 

try to compete with the challenges (Amabile et al., 

1996). This kind of behaviour i.e. ethical leadership 

tends to develop the employee’s capability when 

they execute their organization order which is also 

develops self-efficacy and competence characteristic 

(Zhu et al., 2004). Intrinsic motivation also assists 

employees to become more innovative in their 

perspective work (Woodman et al., 1993). Emp-

loyees’ interest in their own work develops their 

mentality to find out the easiest way of doing this 

which is known as Innovation (Jung et al., 2003). 

When they understand the value and motivate to 

gain reward for this, they try to exercise their 

creativity in the work (Fuller et al., 2006). This leads 

them less stress and reduces the overload (Bolino 

and Turnley, 2005). Besides these due to intrinsic 

motivation whenever the employees face obstacles 

in their job they overcome the issues easily (Deci 

and Ryan, 2000; Grant, 2008; Parker et al., 2006), 

because they know better how to solve these (Deci 

and Ryan, 2000) with their existing knowledge and 

innovative idea (Parker et al., 1997). Though ex-

trinsic motivation also creates a great effect on new 

employee’s job performance. But according to self-

determination theory, intrinsically motivated emp-

loyees tend to perform more than their task to ac-

complish their job properly against different com-

petitors while extrinsically motivated employees 

lead their job life with pressure, external rewards and 

other circumstances (Deci and Ryan, 1985). The 

negative impact of extrinsic motivation is that stress 

and lower level of well-being sometimes decrease 

employees focusing on their task. On the other hand, 

intrinsic motivated people can easily engage them-

selves in a task (Gagne et al., 2010). According to 

Ryan and Deci, (2000), rewards and recognition; 

factors of extrinsic motivation do not assist to create 

the willingness and interest through the job 

(Amabile, 1993) which is grown up due to intrinsic 

motivation (Amabile et al., 1994; Gagne and Deci, 

2005). Complexity in work can easily accessible by 

intrinsic motivation which is ambiguous in extrinsic 

because of the interest and satisfaction of work 

(Ariely et al., 2009; Weibel et al., 2010). 
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Employees who are intrinsically motivated can 

easily control the work-life balance (Senecal et al., 

2001) on the other hand; extrinsically motivated 

people are less control over their work-life balance 

(Fernet & Austin, 2014; Lemyre et al., 2007). 

Besides these innovative ideas, informative know-

ledge is also the results of intrinsic motivation which 

is also not present in extrinsic motivation (Deckop et 

al., 1999).  According to the psychology and educa-

tion, it was noted that rewards were one of the main 

reasons to decrease intrinsic motivation to perform 

several activities (Cameron, 2017). But the meta-

analysis which was conducted by Cameron and 

pierce and concluded that the negative impact of 

rewards was limited and using several applied set-

tings, it can be easily prevented (Cameron & Pierce, 

1994). Measures of Intrinsic motivation do not differ 

or increase when rewards were given based on the 

level of performance. The negative impacts were 

only found when rewards were tangible, offered 

beforehand (expected) and when loosely connected 

to the level of performance. When it is closely 

monitored, it was found that reward contingencies 

have no prevalent negative effects on intrinsic 

motivation (Deci et al., 1999). So, finally it is found 

that employee empowerment, leadership oppor-

tunities, competition, curiosity, creativity, job en-

richment, work-life balance all of these charac-

teristics are grown up into new employees due to 

intrinsic motivation (Mishra and Mishra, 2017).  It 

has been clearly established and demonstrated 

throughout time that motivated personnel perform 

better than uninspired individuals. However, whether 

the intrinsic component of motivation has a greater 

influence on employees, particularly recently hired 

employees, or not, remains an area of inquiry. The 

researchers set out to determine the association 

between intrinsic motivation and the job perfor-

mance of newly hired employees in this study. 

Additionally, whether this link is always favorable 

or whether there is any negative consequence bet-

ween these two factors is a subject of investigation. 

Following that, the current literature indicates that 

there is a research gap regarding whether or not 

intrinsic motivation influences new employee work 

performance. 

DISCUSSION:  

According to the majority of prior research, 

businesses' intrinsic motivation initiatives have a 

significant impact on the growth, development, and 

performance of new and young workers. Employee 

performance is a vast notion that needs much effort. 

And when any feature or component of the human 

resources department has a good effect on an emp-

loyee's performance, the reasons must be numerous. 

So, what is it about the many components of in-

trinsic motivation that have ramped up various parts 

of new workers' job performance throughout the 

years? Let us examine the writings and beliefs of 

many authors in detail. The majority of researchers 

defined motivation as the power that propels an 

individual toward goal achievement. Their investi-

gations and surveys established that motivation is 

intrinsically linked to a person's cognitive process 

and influences his behaviour in a variety of ways. 

And the most fundamental manner in which 

motivation influences workers' work in businesses is 

through their performance. However, motivation is 

far from a homogeneous occurrence (Deci & Ryan, 

2000).  
 

Because human psychology differs, so does the 

amount and orientation of motivation. However, the 

majority of writers agreed on two fundamental 

categories of motivation: intrinsic and extrinsic. 

When an employee does a work because it is in-

trinsically engaging or delightful, he or she is said to 

be intrinsically driven, whereas extrinsic motivation 

refers to doing something because it results in 

definable and concrete rewards, such as a pay bonus. 

Herzberg's two-factor theory elucidates the notion 

nicely. One of the variables is hygiene factors, which 

Herzberg defines as external motivators that he 

believes are necessary to minimize employee dis-

satisfaction. Pay, position, and physical working 

circumstances all contribute to an employee's moti-

vation to succeed. However, are these external 

considerations always sufficient to motivate people 

to perform better? According to research, employees 

desire more from their employers than physical 

prizes for their labor. This is what Herzberg refers to 

as internal motivating elements. Due to the fact that 

humans are not robots, corporations cannot always 

compensate employees for doing better. Employees 

must have a sense of pride and interest in their job, 

tasks, and organization as a whole. Even if we 

analyze Maslow's Hierarchy of Needs theory, we can 

see that, at some point, individuals desire an internal 

and more upward sort of motivation that includes 

internal peace, love, affection, and self-satisfaction. 

This raises another question: how can companies 
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foster intrinsic motivation? According to CET 

theory, the more positive an employee's self-

perception of his or her ability, the more intrinsic 

motivation they feel toward work (Deci & Ryan, 

1985). According to CET theory, elements such as 

autonomy and independence, lack of control, cons-

tructive support and feedback all contribute to 

employees' internal happiness. Vallerand and Reid, 

(1984) discovered that positive feedback boosted 

students' perceived competence and intrinsic moti-

vation whereas negative feedback diminished them. 

Douglas McGregor demonstrated in 1950 in his 

Theory X and Theory Y that managers who oversee 

employees with the least amount of control, sanc-

tions, and external rewards are more effective than 

those who do the reverse. According to this notion, 

employees who are treated with dignity and respect 

perform better because they have an internal love 

and feeling for their supervisors and job. Now, 

taking into consideration all of these variables what 

is the relationship between new workers and intrinsic 

motivation? According to Gallagher & Sias, (2009), 

the turnover rate for new staff is usually high. 

Numerous studies indicate that newbie’s face greater 

uncertainty and vulnerability than their seasoned 

peers. It is noticed that these qualities of new 

workers are a result of a mix of variables, including 

their inexperience and lack of knowledge about the 

work environment. Young employees desire a more 

personal relationship with their supervisor. They 

have a tendency to be more emotional and passio-

nate. While compensation increases, positive cor-

porate policies, and a positive work atmosphere all 

welcome new workers, this new employee desires 

more warmth, empathy, love, respect, and acknow-

ledgment from the firm. According to studies, these 

internal components generate more desire and 

energy in the young worker to continue working for 

the business and being productive than any other 

external component. 
 

CONCLUSION: 

The study finds that intrinsic motivation has a 

significant influence on job performance. Employees 

that are genuinely driven are more inclined to 

participate in tasks, which leads to improved per-

formance. Intrinsically motivated personnel have the 

impression that they are working in a safer setting. It 

is further observed that using applicable parameters, 

negative effects on intrinsic motivation could be 

minimised. Noteworthy finding of this study is, self-

motivation is not affected by reward conditions. 

Young workers are more engaged and energetic in 

their job, and they are more productive as a result. 

New staffs with their additional new ideas are more 

open to bring changes to the organisational process. 

Due to their voluntary involvement, newbies are 

more committed to the institution's objectives. 
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