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Abstract

In the armed force scenario, motivation and morale are the key factors which make the vital difference between
victors and vanquished. Motivation makes preeminent influence on a soldier's behaviour at the moment of
engagement. It is thus essential to maintain both at all time for a battle-ready army. In this work an attempt is
made to study various aspects of motivation. Effort is made to identify the intrinsic and extrinsic motivators
and their effects on soldiers. To carry out a holistic study, responses from the cadets (newly joined youth in the
officer cadre) as well as personnel from Services have been collected. Seven key factors are identified for
personnel in service. These consists of 4 extrinsic and 3 intrinsic factors. In case of newly recruited cadets, six
factors have been identified that consist of 4 extrinsic and 2 intrinsic attributes. For the cadets, the intrinsic
factors are found to be at the bottom of scale. The variation is studied using both descriptic and inferential
statistics. Areas have been identified which can be emphasized to maintain high motivational level of soldiers
in the working environment of Indian armed forces.

Keywords: Motivation, Intrinsic ond Extrinsic motivation, Indion Armed Force, officers, codets, Personnel
below Officer Ronk (PBOR), Morale

Introduction

Armed forces not only need stote of the ort weapon ~ motives are strongly influenced by sociol demonds.
systems but also need people who must be attracted Intrinsic motives are subconsciously aroused ond
to join the orgonizotion, remain in it, perform their ~ leod to effective preferences. Extrinsic motives
tosk in a dependoble monner to ochieve orgonisation  relate to cognitive influenced behaviour, while
goal ond ensure sofety of the nation even of the peril ~ intrinsic motive relates to subconscious responses
of their life. The key to this aspect of the human linked to affect.

foctor is motivotion. One of the simplest definition is
given by Maloni (2005), “Whenever a person enters
on orgonisation he con think of two levels of
performonce. One: the minimum he con get awoy
with; the other: the moximum he is capoble of. And
the difference between the two is motivation.”
Motivotion con be split into extrinsic ond intrinsic
motive systems. Extrinsic motives ore that o person
consciously ottributes to his or her behaviour ond
influence decisions ond judgments. Extrinsic

Today’s soldier is equally affected, like ony other
citizen, by the changing socio-economic ond
political environment prevailing in the country. A
soldier today joins from the society where
indiscipline ond corruption are on the increase. The
breokup of joint fomily system has made him more
self-centered ond his volue for traditions ond religion
have lessened. He hos become more conscious of his
rights rother thon his responsibilities, thonks to
developed communicotion ond the social network
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media! The behaviour of on individual is difficult to
predict ond explain as it is not only complex but also
it is also situationol, chonge-oriented ond differs in
expression from one individual to other. It is thus
importont to understond both intrinsic ond extrinsic
foctors.

Theoretical Concept on Intrinsic and
Extrinsic Motivation: Review of Literature

Intrinsic motivation is being related to the desire to
do o tosk in o best possible monner so os to
experience the joy ond soatisfoction inherent in the
activity (Deci, Connell, & Ryon, 1989). Extrinsic
motivotion, in controst, related to perform on activity
with the intention to ottoin positive consequences
such os oreword/promotion or to avoid negative
consequences such as o punishment (Deci & Ryon,
2000). The linkoge between the two as well os their
positive and negative influences ore being
reseorched extensively. Porter ond Lowler (1968)
had carried out a study to correlate both using the
expectoncy theory (Vroom, 1964) and had observed
positive outcome on work performonce ond
employee well-being. On the other hond, Deci ond
Ryon (2008) hod found adifferential effect of one on
onother. According to them, “If the effect of the
extrinsic reword hod decreosed intrinsic motivotion,
it would indicate thot the two types of motivotion
tend to work agoinst each other rother thon being
additive or synergistically positive” (2008, p. 15).
Cerosoli, Nicklin, ond Ford (2014) observed that
when incentives were indirectly tied to performance,
o positive association exist between tosk outcome
ond intrinsic motivation. Similorly, Weibel et al.
(2010) observed o motivational shift towords
extrinsic motivation when performonce is directly
related to incentives. It is also o matter of concern
that unless obalonce is mointained between the two,
on employee is likely to concentrote only on
incentive-linked tasks ond neglect the others thereby
sidelining the orgomisation’s goal. When extrinsic
motivation becomes o dominont factor, on employee
becomes more tosk-oriented ond ignore stotes
associated with intrinsic motivation (e.g.,
ottochment, enthusiosm, thriving, engagement, ond
well-being), ond end up with stress, burnout, ond
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lower levelsof well-being (Gagné et al., 2010).
Vonsteenkiste et ol. (2007) also observed thot on
extrinsic work-volue orientation hod negotive
associations with life satisfoction, job satisfoction,
ond life hoppiness ond positive associations with
work-family conflict ond turnover intention.

Intrinsic Vs Extrinsic

If commanders ore to succeed in understonding the
basic motivational process, it is necessory to
distinguish between intrinsic ond extrinsic
motivation foctors. Intrinsic motivation is the
motivation thot results from on individuol’s need to
be competent ond self-determining. Intrinsicolly
motivoted tasks ore those thot ore interesting ond
enjoycble to perform, irrespective of possible
external rewards. Extrinsic motivotion, on the other
hond, deals with behaviours thot ore motivated by
factors externol to the individuol. Exomples of
extrinsic motivation could be pay, pressure to
perform, leadership behaviour, orgonisotionol
climate, etc. Intrinsic motivation derives its nome
from foctors that are self-driven, being felt by on
individual. Our deep-rooted desire hos the highest
motivational power. Some of these could be:

(o) Acceptonce: We oll need to feel that we, os well
os our decisions, are accepted by our peer ond
sub-ordinates.

(b) Curiosity: We all have the desire to be within the
decision-moking loop.

(c) Honour: We aoll wonted to be respected for our
oction.

(d) Independence: We all need to feel-We ore unique.

(e) Power: We all have the desire to be oble to have
influence.

(f) Social contoct: We oll desire to be socially
accepted ond desired.

Extrinsic motivators provide external stimulus for a
person to oct. This con be due to fear or due to reword
or due to other psychosocial foctors such os:

(o) Benefit package / Bonus.
(b) Pay / Parity of pay / Equivolence of cadre.

(c) Promotion/ Coreer prospects.
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(d) Awards / Recognition etc.

Relevance to the Armed Forces

In the armed force context, this is very importont os
the orgonizotion believes in team-work/ethos/spirit.
It also indicates that intrinsically motivated persons
will be more inclined to toke responsibility for
acquiring the necessary military skills ond
competencies without bothering about the
immediote goin. The main driving force of on
individual is comprised of his needs, wishes ond
professional aspirations, combined with the
compelling desire to look good in his own eyes ond
in the eyes of others ond this is for the orgonisation to
help him to achieve this.

The oge-old theory of the hierorchy of needs
(Moslow, 1943)proposed thot until the lower order
physiological ond security needs of o mon ore
satisfied, the higher needs of belonging, esteem ond
self-actualisotion, which reolly contribute to

orgonisationol effectiveness, would not operate. The
intensity of aneed in aperson will be determined not
only by the cultural influence he wos exposed to
during the development period but clso by the
immediote situotionol foctors. UdaiPareek (2012)
proposed the need profile of Indion through ‘need
rigour’, ‘need extension’ ond ‘need dependency’.
However, these factors do see a structural shift in the
lodder in o militory environment. A pictoriol
representation of the hierarchy of needs as proposed
by Maslow ot the different situation in Armed Force
context is shown below. The combination of needs a
soldier would have o the time of joining the service,
during peocetime ond during wor situotion is
depicted in Fig 1. The pictoriol representotion
depicts thot the priority chonges from on
individual/orgonisation’s perspective. It is thus
importont for the orgomization to formulote its
intrinsic ond extrinsic motivotion policies to address
the different stote of mindin different situations.

Actualisation

Esteem

Security

At the time of Joining Service

A&ctualisation

v’hysiological

During peace conditions

@Social

Security

WPhysiological

Requirements during War conditions

Fig 1: Moslow’s Hierarchy of needs during joining of Service, during peace ond during wor condition

Motivation and Morale

Motivation ond Morole ore not synonyms although
there exists a strong correlotion between them. It is
the responsibility of the leader to identify the
motivator oand de-motivotors ond follow judicious
meosures to mointoin high morale of troops ot all
time. There is no single mogic wond to motivate
since everyone’s needs ond priorities are different.
The man in the service today is very conscious of his
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rights as a citizen ond of his technical skill ond
ochievements. It is the coercive, remunerotive ond
normative powers of a soldier that move him to do
the ossigned tosk. The proctical importonce of
understonding how to distinguish between
employees who are more extrinsically motivated ond
those who are more intrinsically motivated is the key
element for commonders who are required to
motivate their employees.
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Aim of the Study

The Aim of this work is to study the relotionship
between on intrinsic ond on extrinsic meosure of
motivation to provide o better understonding of
workplace motivation within ocrmed forces

Hypothesis

Motivation foctors are not the some for oll ronks in
the Armed Forces ond it does not affect workplace
environment.

Data Collection and Analysis

Primary doto was collected through o questionnaire.
Considering the dota collection limitotions, most of
the dota is collected from Air Force personnel. Two
sets of Questionnoire were prepored, one for
medium level Air Warriors (service of more thon 4
years) ond second for initial stoge cadets (only from
ground duty officer coadets), who have joined ot
troining estoblishment ofter completing the baosic
minimum qualification from vorious ports of the
country. Port-1 of data samples were obtained from
Units, Field Units, Commond HQs ond from
Troining Estoblishments. Initially, apilot survey wos
corried out ond based on the stondord procedure,
questionnaire modifications were corried out to
collect the desired sample size for o reosonoble
confidence level. A total of 424 responses were
utilised for this study. 5 responses were dropped
during the doto.onalysis stoge due to incomplete data,
thus moking into 419 dataset. The broad distribution
of different cotegory is as follows:-

(a) Officer’s 87 (71 mole and 16 female)
(b) Cadets 140

(Only Ground Duty Bronches: 89 mole ond 51
female)

(c)PBORs 197

To find out whether the items reflected the constructs
they were designed to meosure, recommended
procticee.g., Hinkin 1998 was followed. The dotoset

wos rondomly split in two andconfirmotory foctor
onolysis (CFA) on one-half ond on exploratory foctor
onolysis(EFA) on the other half wos corried out. CFA
is corried out to test “whether the newly written
items conform to the hypothesized structure the
scale architect had in mind(Hurley et al. 1997: 672)”.
Similarly, EFA is carried out to exomine
“discriminont ond convergent volidity (e.g., Hurley
et ol. 1997)”. This also “reveals how well the items
lood on the non-hypothesized foctors (Kelloway
1995).”

For the research variobles, o 5-point Likert scole wos
used in which respondents were osked to give
responses that were onchored from strongly ogree
(5) to strongly disogree (1). The summative scole is
adopted to represent the average volue of o.construct.
Chi-Square ond ANOVA tests are corried out os o
meon of hypothesis testing.

CFA Analysis

The present databose hos two distinct populations,
one those who ore undergoing troining to become
officers ond other those who are already in service.
Thus, CFA onolysis wos corried out on these two
different populations seporately. SPSS Ver 20
software was used to corry out CFA onalysis. The
officers ond Personnel below Officers Ronk (PBOR)
datoset consist of 280 respondents and codets consist
of 139 respondents. Eigenvolue of more thon 1.0 wos
accepted. Vorimox rotation technique wos adopted.
KMO index of 0.862 and 0.796 respectively indicate
higher adequocy of somple size for principol
component onolysis. Smoll values of Bortlett's Test
of Sphericity (less thon 0.05) of the significonce
level indicate for both the coses suggest that o foctor
onolysis may be useful with the doto. Factor anolyses
result in o cumulative percentoge of the explained
varionce ot 72.9% oand 63.8% respectively
suggesting adequocy of CFA. Summory of bosic
factor onalysis is ploced ot Toble 1.
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Officers and PBOR Data set Cadets data set
280 respondents (25 questions) 139 respondents (25 questions)

KMO and Bartlett's Test KMO and Bartlett's Test

Kaiser-Meyer-Olkin | .862 Koaiser-Meyer-Olkin 796
Measure of Meosure of Sompling
Sampling Adequocy.

Adequocy.
Bartlett's | Approx. 2096.685 Bartlett's | Approx. Chi-| 1104.349
Test of Chi- Test of Squore

Sphericity | Square .
OF 300 Sphericity df 435

Sig. 000 Sig. .000

Cumulative % of Varionce Exploined: Cumulative % of Vorionce Exploined:
72.9% 63.8%

Scree Plot Scree Plot
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Table 1 : Factor Analysis Results

The CFAyielded seven foctors for Offrs PBOR dotaset while six factors are identified with Cadet’s dataset as
enumeroated below. The Foctors identified in order of preference ore summorised in Toble 2.

Officers and PBOR Data set Cadets data set
280 respondents (25 questions) 139 respondents (25 questions)

Factor 1: Extrinsic Factor: Working Environment Foctor 1: Extrinsic Factor: Social Security

Factor 2:Intrinsic Foctor: Job Sotisfoction Foctor 2: Extrinsic Foctor: Stotus

Factor 3: Intrinsic Factor: Potriotism Foctor 3: Extrinsic Factor: Working Environment
Foctor 4: Extrinsic Factor: Teamwork Foctor 4: Extrinsic Factor: Job Security

Factor 5:Extrinsic Foctor: Status Foctor 5: Intrinsic Factor: Self Actualisation
Factor 6:Extrinsic Foctor: Social Security Foctor 6: Intrinsic Foctor: Patriotism

Factor 7:Intrinsic Foctor: Self Actualisation

Table 2 : Key motivating foctors for service personnel ond codets
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Analysis of serving personnel dotobose indicates thot
motivation is dependent on four extrinsic foctors ond
three intrinsic foctors. Similarly, for the codets olso,
there are four extrinsic ond two intrinsic foctors. The
difference in priority os reveoled from the above
onolysis brings out a few importont aspects. It is
interesting to note that while in service, working
environment ond job satisfoction become the top
priority. Armed force does provide enough
motivation to inculcate potriotism omong its
personnel. Teamwork, stotus, ond social security
became the other priorities before reaching the
feeling of self-actualization state. On the other hond,
the perception of social security ond associoted
stotus oppeor to be predominont foctors omong
codets. Working environment ond job security seem
to be next priorities before they manifest into self-
actuolization ond potriotism. The result is somewhot
different to the generol perception that potriotism
drives today’s youth to join armed forces. In
controst, there is abetter unonimity among the codets
on the stotus attached to officer-cadre ond the social
security thot it guorontees oport from providing o
cleon working environment ond job security. These
factors, in order of preference also indicote the
priority thot ormed forces must give in order to
guorontee on enhonced sense of loyolty ond
commitment to the orgonization.

Cluster Analysis

In foctor @alysis, we t‘?‘ke Number of Coses in each
several variobles, exomine | Clyster

how much variance these [Clusters 2
variobles shore, ond how 72
much is unique ond then 39
‘cluster’ variobles together 131
that shoare the same 173

K meons non-hierarchicol Cluster onolysis wos
carried out on data set having 419 cases using SPSS.
Euclideon distonce os the similority meosure wos
first token to aid in ossessing the most appropriote
number of clusters represented in the doto. They
were found to be distributed within five clusters
having o number of coses as listed below.
Considering the large percentoge of cases grouped in
cluster 4 (131 coses) and cluster 5 (173 coses), it con
be oscertained that sample is uniformly distributed
ond the dotoset is homogenous in nature. The
eucledion distonce between final cluster centresis
also found to be significant enough for moking these
groups. In the Dendrogrom onalysis, os the
respondents were serially numbered, it con be
observed that each cluster has respondents from all
three groups (Officers, PBORs ond Codets). Five
distinct combinations of motivation regulotions
emerged from the oanalyses reflecting self-
determined, motivated, averoge, low motivation,
ond externol profiles. There were both similorities
ond differences in experiences oamong the five
profiles. Between the first two groups, the
respondents had high levels of intrinsic motivation
though they differed on extrinsic motivation.
Overall, it oppeors that experiences were quite
positive when respondents hoad high levels of
intrinsic motivation. Among the averoge ond low
motivation groups, the profile demonstrates
averoge-to-low levels of intrinsic motivation.

Perception Mapping: Descriptive Statistics

Percentoge mopping of each question wos corried
out to oscertain the key perception. Summary of o
few questions is placed below.

Percentile 75

. .| Volid 417
variobles. Cluster onalysis Missing >

is o similar technique Table 3: Cluster Analysis
except that rother thon

trying to group together variobles; we ore interested
in grouping cases. Therefore, in o sense it’s the
opposite of factor onalysis: instead of forming
groups of voriobles bosed on several people’s
responses to those voriobles, we insteod group
people based on their responses to several variobles.

AIMT Journal of Management

There is no better way to serve the notion ) | Agree

Our country respect gollontry Strongly Agree
Good carrier in Armed Forces Strongly Agree
It wos my dreom right from my childhood Strongly Agree
I love adventure ond om impressed with the | (3.3) | Agree
odvertisement thot [ sow in TV/ Newspoper
My stotus in front of my friends ond ) | Agree
relotives have gone up

[ hote studying ond I am sure Armed Force
don’t believe in study

Disagree
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There is no other job I could have got with |(1.7) | Disagree
my present colibre
I con pursue my love for sports ond other | (4.0) | Agree
extro-curriculor octivities
Achieve solutation if T die soldier’s death [ (4.1) [ Strongly Agree
11| Social recognition ond good interpersonal | (4.2) | Strongly Agree
relotion
12| Achieve success according to theobility (4.1) | Strongly Agree
13| Secure, permonent ond relioble (4.2) | Strongly Agree
job position
14| Sufficient medical focilities for self (4.2) | Strongly Agree
ond fomily
15| I will be very happy to work in different (4.4) | Strongly Agree
parts of the country
16| It will provide me job security (4.1) | Strongly Agree
17| It hos o culture thot emphosizes achieving | (4.2) | Strongly Agree
difficult torgets

Table 4 : Perception omong Cadets

It is heartening to find that youths joining Armed
Force career are confident of themselves; they ore
highly quolified ond hove joined ormed forces
becouse of their passion. They feel proud of being
selected os adefence officer. More thon 75% feel thot
ormed force career is one of the best ways to serve
the nation. They are willing to work ot ony place in
the country. Mojority of cadets have responded that
their stotus hos gone up ofter joining the ormed force
os officers. The social stotus happens to be o greot
motivator for today’s youth. Highest meon values
are obtained for Good career (4.22), social
recognition (4.2), work culture (4.2), ond job
security (4.1) indicating preference of youth towards
these foctors.

As part of perception mopping, eoach respondent
were osked on issues such os:

(o) I like to chonge the following to moke my
orgonization abetter ploce toworkat:- (2 0
options were given on a5 point Likert scale; Port
—II of the questionnaire)

(b) Ronk order in order of preference to foctors (10
factors were given ond respondents were asked to
romk-order them in order of their priority)

The onalysis of this part is not discussed in this poper
considering the sensitivities of datainvolved.

Hypothesis Testing: Chi-Square Analysis

In this study, the onalysis is based on the content
theories, which identify the specific needs those are
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responsible for creoting ond directing the humon
behaviour. It is intended to study how these
perceptions chonge bosed on the sociol stotus
depicted in Ronks or perception os male ond female.
Age, gender, maritol stotus etc. To prove the obove,
Chi-Square test of homogeneity is corried out on
officers, PBORs ond Cadets datobose. Analysis hos
been done based on Ronk, Sex.

Data Analysis for Officers and PBORs

As is shown from the tobles under the title of the chi-
squore test for officers, PBORs ond codets. No
opporent difference was observed except only on 9
attributes out of 25.Working in Armed force is olso
perceived os teamwork (p= 0.836, ond p=0.810).
Both offrs ond PBORs as well os omong mole ond
femoale olso perceive that success con be achieved
bosed on on individuol’s obility (p= 0.104 ond
p=0.554). There also exist unonimity on issues of
having o culture to ochieve difficult torgets
(p=0.680). The onoalysis shows some marked
variation omong the perception based on fovouritism
ond corruption issues. Chi-square onolysis indicotes
significont result (p=0.000 ond p= 0.001 omong
Offrs and PBORs). A significont difference is also
perceived when osked that seniors put service before
theirself (p=0.000). Itis generolly perceived thot
people prefer to join Armed force os it provides
opportunities on on oadventure oand other
extracurriculor octivities. However, the perception
found to be different (omong Offrs ond PBORs
p=0.032, between Sex p=0.017).

Data Analysis for Cadets

Responses among codets on vorious questions ore
found to be similar except on two attributes i.e.
‘Good carrier in Armed Forces” ond ‘My stotus in
front of my friends ond relotives hove gone up’ with p
values os 0.008 and .019. This indicates that female
officers think alike on most issues compared to their
male counterport.

Hypothesis Testing: ANOVA Test

One Way Analysis of Vorionce (ANOVA) wos
carried out to investigate the meon volues of various
responses. Foctors such as Ronk e.g. Officers ond
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PBORs ond Sex wos onolysed for officers PBOR
data set. The foctor of Sex was anolysed for cadet’s
datoset. The aim wos to test whether these meons ore
significantly different. The onalysis was corried out
for all questions of port-I. However, the onalysis
indicated that only 9 oftributes out of 25 questions
asked in port-I ore significontly different omong
officers ond PBORs. These are summarised in Toble
5. In oll these coses, the significance volue or p is
found to be < 0.05. Most of these are found to be
extrinsic foctors.

Attributes / Questions

Comparison between Officers and PBORs
Our country respect gollontry 017
There is no fovouritism in crmed forces .001
There is no corruption/ fovoritism in Armed Force .001
I con serve in this orgonizotion up to my oge of retirement | .042
Secure, permanent ond relioble job position .001
I feel, I connot get better pay, allowonce ond other benefits | .004
if I do job outside
It will provide me job security 012
My seniors alwoys put Service before Self .000
Lack of interaction with people in their work .003
Bureaucratic ond over-regulated working environment .001
Lack of outonomy 044
Make people accountoble for their decisions .002
Toble 5: Chi-Square test results ocross Officers ond PBORs

Sig. value

ANOVA onolysis wos also corried out for oll
questions asked in port I to the codets. Sex of the
codets (Moale/Femole) wos used os o factor to test
their responses. The result indicated thot only on 3
aoftributes, there is asignificont voriotion of response.
As summorised in toble-6, the perception seems to be
different on issues like sociol stotus ond oge of
retirement. It is seen that where mole officers are
more possionate obout stotus ond job security, the
women officers do not rote these high. These do
suggest the chonge in motivation foctor among the
male ond female codets.

Attributes / Questions

Comparison between MALE & FEMALE Cadets
My stotus in front of my friends ond relotives have goneup | .012
Operating os port of the teom rather thon os on individuol .043
I con serve in this orgonization up to my oge of retirement 011
Toble 6: Chi-Squore test result omong mole ond female codets

Sig. volue

On bosis of the above onalysis, the Null hypothesis
con be rejected ond the alternative hypothesis is
accepted. Thus, it con be observed thot except few
extrinsic foctors, motivating foctors ore the some
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omong all ronks within ormed forces.

Limitations of the Study

The study is bosed on responses received from o
limited somple. The study con be extended to include
o lorge dotobase. Analysis olso needs to be done to
understond upbringing, educotion level, fomily
constroints, regions, ond religion perception.

Conclusions

Motivation is o dynamic phenomenon; troops once
motivated should not be token for gronted that they
will remain motivated ot all times ond under oll
environments. There is a need to have o sensing
process to check the level of motivation. The
monogement of humon resources ond their efficient
performonce depends upon good motivotionaol
profile of both intrinsic and extrinsic noture. As it is
soid, “It is the mon behind the machine that matters”,
the leodership must ensure thot motivation of the
troops is high ot oll time. Extrinsic foctors are found
to be the moin motivators for the tolented youths to
join armed forces. Efforts thus need to be mode to
ensure thot chollenging ond satisfying coreer
opportunity is avoileble in the working environment
of the armed forces. It is heortening to find thot
intrinsic foctors ploy amajor role for personnel of the
ormed forces. Working environment ond job-
satisfaction are found to be major motivators for
personnel working in this orgonisation. Efforts must
be made to mointain ond improve the some to
minimize pre-moture retirement of tolented ond
skilled personnel. The new generation is more
comfort-oriented ond has divergent views, socially
ond politically. Motivation being a dynamic process
requires modifications in motivational techniques to
suit prevoiling sociol norms.

References

e Cerosoli, C. P, Nicklin, J. M., & Ford, M. T.
(2014). Intrinsic motivation ond extrinsic
incentives jointly predict performonce: A 40-yeor
metao-onalysis.Psychological Bulletin, 140(4),
980-1008. http://dx.doi.org/10.1037/00035661.

Vol. 7 Issuell July —December 2018




An Exploratory Study of Motivation Within Working Environment of Armed Forces

Deci, E. L., Connell, J. P., & Ryon, R. M. (1989).
Self-determination in o work orgomization.
Journal of Applied Psychology, 74(4), 580-590.

Deci, E. L., & Ryon, A. M. (2000). The “what”
ond “why” of goal pursuits: Humon needs ond
the self-determination of behaviour.
Psychological Inquiry, 11,227-268.

Deci, E. L., & Ryon, A. M. (2008). Focilitating
optimol motivation ond psychological well-being
across life’s domains. Conadion Psychology,
49(1), 14-23.http:// dx.doi.org /10.1037/0708-
5591.49.1.14.

Gogné, M., Forest, J., Gilbert, M.-H., Aubé, C.,
Morin, E., &Malorni, A. (2010). The motivotion
ot work scale: Volidation evidence in two
languoges. Educationaland Psychological
Meosurement, 70(4), 628—646.

Gogné, M., Forest, J., Vonsteenkiste, M., Crevier-
Broud, L., Von den Broeck, A., Aspeli (2014).
The multidimensional work motivation
scole: Validation evidence in seven longuoges ond
nine countries. Europeon Journol of Work ond
Orgonizational Psychology. http://dx.doi.
org/10.1080/ 1359432X.2013.877892.256.

Hurley, A. E., Scandura, T. A., Schriesheim, C.
A., Bronnick, M. T., Seers, A., Vandenberg, R. J.,
& Willioms, L. J. (1997). Explorotory ond
confirmatory foctor onalysis: Guidelines, issues,
ond olternatives. Journal of Orgonizotional
Behavior: The International Journol of Industrial,
Occupational ond Orgonizational Psychology
ond Behavior, 18(6), 667-683.

AIMT Journal of Management

Kelloway, E. K. (1995). Structural equotion
modelling in perspective. Journal of
Orgonizationol Behavior, 16(3),215-224.

MoloniAnondi Lol (2005).Dore To Win: Magic
Motras to Motivate Yourself, Pentagon Press.

Pareek, U. (2012). UdaiPareek's Understonding
orgonizotional Behaviour, 3e. OUP Cotalogue.

Porter, L. W., & Lowler, E. E. 1. (1968).
Monogerial attitudes ond performonce.
Homewood, IL: Irwin-Dorsey.

Vonsteenkiste, M., Neyrinck, B., Niemiec, C. P.,
Soenens, B., De Witte, H., & Von den Broeck, A.
(2007). On the relotions omong work value
orientotions, psychological need satisfoction ond
job outcomes: A self-determination theory
approoch. Journal of Occupational and
Orgonizational Psychology, 80(2), 251-277.
http://dx.doi.org/10.1348/096317906X111024.

Vroom, V. H. (1964). Work ond motivotion. New
York: Wiley.

Weibel, A., Rost, K., &Osterloh, M. (2010). Pay
for performance in the public sector: Benefits ond
(hidden) costs. Journal of Public Administration
Research ond Theory, 20(2), 387—412.

Vol.7 Issuell July —December 2018




	Page 15
	Page 16
	Page 17
	Page 18
	Page 19
	Page 20
	Page 21
	Page 22
	Page 23

