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This concept paper investigates the importance of intrinsic and extrinsic 
motivation in supporting employee performance for private sector organisations 
operating in Malaysia, given that the country is moving towards a post-pandemic 
economic revival while local businesses are grappling with increased technology 
adoption. Employee performance can be increased by intrinsic motivation (i.e. 
earning pleasure of work as effect to be thankful and energized or successful 
personal fulfilment) and extrinsic motivation too, which promote salary 
increases or encounters for a high performance such as bonuses or recognition. 
The research will assess how employees in the Klang Valley are able to cope with 
technological change and growing skills requirements within distinctive 
industrial growth limitations. The study focuses on intrinsic and extrinsic 
motives, and how they perform with respect to one another in the private sector 
with a quantitative approach. Such findings are anticipated to assist 
organisations in developing motivational strategies that integrate intrinsic and 
extrinsic factors for the purpose of maximising the potential, performance, and 
enduring success of Malaysian employees within a competitive economic context. 
In summary, this paper gives its own contribution to the existing discussion with 
respect to how motivation matters when it comes to making performance gains 
sustainable facing uncertain times in business transformations. 

INTRODUCTION   

The performance of employees is the national competitiveness and domestic economic growth 
imperative for a country. While the private sector in Malaysia is still expanding, it faces formidable 
hurdles to sustaining both growth and high levels of performance. The issue of employee 
performance in Malaysia has recently become an important topic, especially in light of the post-
COVID-19 economic recovery. One of the main issues identified is the difficulty in adapting to 
technological changes and digital transformation, which requires employees to upgrade their skills 
in order to meet the demands of the modern industry (Rasool et al., 2021). Azman & Sieng (2021) 
identified the skills mismatch between employees and industry requirements as one of the barriers 
to higher performance. 

Previous studies emphasises that both intrinsic and extrinsic factors of individual motivation 
influenced employee performances (Abiddin, 2007). The private sector in Malaysia faces challenges 
in ensuring that employees are highly motivated by providing appropriate rewards. According to 
Norkhaidi et al. In (2021) many of the organisations’ employees feel that the provided incentives are 
too less or not equal to the input they are giving. Furthermore, factors like an unfavourable work 
environment and no opportunities to improve the skills may result in continued performance 
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problems (Kurdi & Alshurideh, 2020). These issues suggest that enhancing performance among 
employee requires a focus on motivation and welfare. 

Therefore, studies on both intrinsic and extrinsic motivation are likely to increase employee 
performance, which is vital for any developing country, including Malaysia, to survive in the global 
post-pandemic economic environment and rapid technological changes. Azman and Sieng (2021) 
highlighted a potential mismatch between employees’ skills and those required by modern industry, 
emphasising the need for immediate action to equip employees with technical skills that drive 
productive performance. Although job satisfaction and rewards are the two types of employee 
motivation, they directly correspond to better performance. Employing both types of motivation 
enables organisations to foster a highly creative and collaborative workplace environment, a crucial 
factor in today’s intense global competition. Furthermore, this study may assist organisations in 
improving employee motivation strategies, which are critical for increasing organisational 
performance and resilience in Malaysia. It is essential to help private sector employees address these 
new challenges to ensure the long-term sustainability and success of the organisations.  

2. BACKGROUND OF STUDY 

In Malaysia, the gap such as skills mismatches and those resulting from technological advancements 
frequently impede employee performance, where motivation serving as a crucial role in addressing 
these issues. Employees who are highly motivated also generally perform better as well as contribute 
more effectively towards the organisational goals and remain loyal to their employer. According to 
Riyanto et al. (2021), job experience is a major influencer as volunteer work provides an innate 
satisfaction of the tasks done as well as greater feelings of achievement than paid work performed 
for extrinsic rewards. Not only does this increase both attenuation and long-term performance as 
well as cut down on employee turnover rates. It also provides a chance to foster a more innovative 
and collaborative work within the organisation.  

Research by Norkhaidi et al. (2021) pointed out evidence in some of companies in Malaysia that 
practice extrinsic motivation by providing financial rewards, bonuses and fringe benefits have 
resulted in a high-performance level. Employees are more likely to fully engage in their work and 
contribute to the achievement of the organisation’s strategic goals. This is especially important in the 
private sector in Malaysia, where market challenges and global competition require motivated and 
proactive employees to seek innovative solutions (Kurdi & Alshurideh, 2020).  

This comes hand in hand with replanting the seed of what it means to look after employee’s 
psychological well-being. There are few pieces of evidence that employee’s performance will 
decrease if the working space is not comfortable and incentives given are not enough, which can be 
seen in Malaysia (Azman & Sieng, 2021). When employees come under job strain and do not get 
motivational support, they are more prone to emotional exhaustion which in turn impacts negatively 
on their work performance. Hence, in the future, employers must look at more than just monetary 
rewards to keep employees productive and highly motivated in the long run; intrinsic motivational 
factors such as autonomy, recognition, and career development opportunities (Rasool et al., 2021). 

Motivation is an essential component when focusing on performance and efficiency in any given 
organisation. The two types of motivation that are usually referred to in the literature are intrinsic 
and extrinsic motivation. Intrinsic motivation (internal drive by employees to experience inner 
satisfaction) or extrinsic motivation (external factors used to influence behaviors, e.g., money, 
bonuses, recognition) (Razali et al., 2020). Every little thing counts, and research has shown that 
different performances from the employees are caused by differences in demand and motivation as 
they come with a variety of challenges. For Malaysia, it would be of importance to know how both 
motivation affects employee performance given the current state of how business is done especially 
on the private sector grounds.  
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Previous studies have emphasised the importance of employee motivation on organisational 
performance. Intrinsic motivation, which comes from an individual’s desire to perform a task for the 
enjoyment or satisfaction gained, is considered more effective in retaining employees in the long 
term (Mitchell et al., 2020). Although extrinsic motivation (such as pay, bonuses) can also help propel 
employees to meet short term targets. This is an important aspect of research on the relation between 
intrinsic and extrinsic motivation and employee performance across job sectors, a nearly unexplored 
area in Malaysian context.    

It is as timely now to highlight the need for study on employee motivation in Malaysia especially at 
this stage of economic transformation and competitive jobs market. Every organisation is required 
to understand a variety of ways in which the management can sustain and boost employee 
performance. One of the studies found purported to fill this research gap by delivering some initial 
evidence on how intrinsic and extrinsic motivation are associated with over performance apart from 
suggesting a list of strategies for Malaysian organisations if they wish to promote one or both types 
of motivation.   

3. OBJECTIVES 

Efficiency of workforce is an essential part when evaluating an organisation successfulness and 
competitiveness, especially in private sector in Malaysia. It is widely believed that the performance 
and efficiency of the work force largely depends upon how motivated its employees are, be it 
intrinsically or extrinsically motivated. Hence, the purpose of this paper is to explore how these two 
types of motivation impact employee performance and which factor is more dominant in Malaysian 
organisational setting. The developed objectives, research questions and hypotheses to offer 
direction and structure for the forthcoming investigation. This concept paper proposes a series of 
objectives, research questions, and hypotheses of how these intrinsic and extrinsic motivations could 
enhance employee performance at the private organisations in Malaysia.   

Research Objectives 

1. Identifying the relationship between intrinsic motivation and employee performance in 
the private sector in Malaysia.  

2. Identifying the relationship between extrinsic motivation and employee performance 
in the private sector.  

3. Examining the role of the combination of intrinsic and extrinsic motivation in enhancing 
employee performance.  

4. Determining the motivational factors that have a greater influence on employee 
performance in Malaysia. 

Research Questions 

1. What is the relationship between intrinsic motivation and employee performance in the 
private sector in Malaysia?  

2. What is the relationship between extrinsic motivation and employee performance in the 
private sector in Malaysia?  

3. Is the combination of intrinsic and extrinsic motivation more effective in enhancing 
employee performance compared to just one form of motivation?  

4. Which motivational factor is more dominant in influencing employee performance: 
intrinsic or extrinsic motivation? 

Research Hypothesis 

H1: There is a significant positive relationship between intrinsic motivation and employee 
performance in the private sector in Malaysia. 
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H2: There is a significant positive relationship between extrinsic motivation and employee 
performance in the private sector in Malaysia. 

H3: The combination of intrinsic and extrinsic motivation has a greater impact on employee 
performance compared to just one form of motivation alone. 

H4: Intrinsic motivation has a greater influence on employee performance compared to 
extrinsic motivation. 

4. RESEARCH METHODOLOGY 

The study is concerned with determining the relationship between intrinsic and extrinsic motivation 
towards employee performance in the private sector of Malaysia, specifically through a quantitative 
approach. The quantitative approach for this study is primarily based on the statistical measurement 
of variables, i.e., intrinsic motivation, extrinsic motivation, and employee performance, which gives 
an objective and systematic comparison in determining that precise relationship (Sekaran, 2006). 
This method allows researchers to collect empirical data through surveys and statistical analysis, 
enabling them to identify significant patterns in the current study variables (Creswell, 2014). 
Moreover, the quantitative method suits large-scale studies, like those in Malaysia’s private sector, 
where it is necessary to generalize the findings to a broader population (Bryman, 2016). 

The data will be collected through a survey distributed to employees at the private organisations in 
the Klang Valley area, specifically in the manufacturing industry. Klang Valley was chosen as the study 
location because it is one of the main industrial areas in Malaysia, particularly in the manufacturing 
and logistics sectors, which play a crucial role in the country’s economy. In addition, Klang is located 
near the Klang Valley, an area that has seen rapid growth in the service and technology sectors, 
making it an ideal location for studies related to employee motivation and performance across 
various industries (Ismail & Shaari, 2020). In addition, Klang faces post-pandemic challenges in terms 
of technology adaptation and skill mismatches, making it an important area for understanding the 
factors that influence employee performance within the private sector (Rasool et al., 2021). 

A questionnaire is designed to measure the levels of intrinsic motivation, including job satisfaction 
and sense of achievement, and extrinsic motivation, including salary, bonuses, and recognition, in 
relation to employee performance. Multiple regression analysis will be used to determine the 
strength of the relationship between the two types of motivation and employee performance. In 
addition, correlation analysis will also be used to understand the direct relationship between 
motivation and performance. This study can consider control factors such as age, gender, working 
experiences, and current position hold, which may influence the study’s outcomes. 

Population and Sample 

The study population consists of 10,000 employees from the private manufacturing organisations in 
the Klang Valley area. Stratified random sampling will be used to ensure diversity in the sectors of 
employment involved. It is expected that around 300 to 500 respondents will be involved in this 
study to obtain more representative results. 

Research Instruments 

The study will divide the survey questionnaire into four main sections, including respondent 
demographics, intrinsic motivation, extrinsic motivation, and employee performance. A five-point 
Likert scale will be used to measure the level of respondents’ agreement with each item related to 
motivation and performance. The questionnaire will be piloted ahead of the actual study to establish 
the reliability and validity of research instruments. 
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Data Analysis 

All quantitative data will be statistically analyses using SPSS software. The research questions will be 
addressed, and hypotheses will be tested by conducting normality tests, reliability tests (Cronbach’s 
Alpha), and significance tests such as multiple regression and correlation analysis. This analysis will 
help identify the extent to which intrinsic and extrinsic motivation influences employee performance 
in the private sector in Malaysia. 

Timeline 

Timeline of a research is important to ensure that the research is conducted efficiently and 
systematically. This study is anticipated to take approximately 24 months to complete its 
implementation. Table 1 outlined the proposed timeline for this study. 

Table 1. The Proposed Timeline for the Research 

Duration 
(month) 

Preparation Section 

1-3 Conducting a more in-depth literature review and identify the research 
gap. 

4-6 Preparing the research proposal and to gain confirmation to conduct the 
research.  

7-8 The formation of the questionnaire, obtaining permission from the 
involved organisations, and  

9-12 The implementation of a pilot study to ensure the reliability and validity 
of the survey instrument. 

13-15 The distribution of questionnaires to a selected sample and data 
collection from respondents. 

16-17 Data processing and analysing using statistical software (SPSS). 

18-20 The interpretation of research findings and reporting.  

21-24 The preparation of the final study and the presentation of the research 
findings.  

Above timeline can also be shown with the help of a research Gantt chart. A Gantt chart is a must to 
make sure every task has been executed and the project does not get delayed, and to achieve progress 
on the project. This also gives a visual to the researcher of the amount of time spent on each stage of 
the study as well. 

5. RESULTS AND DISCUSSION 

Intrinsic Motivation and Employee Performance 

Past studies have identified personal growth and self-fulfillment as the root cause of behavior that 
can be invoked internally, with no identifiable external prompt (Paulino, 2023). There is no threat to 
internal motives, which means that job-related behavior can arise from within the individual, driven 
by factors such as satisfaction, pleasure, or personal gratification (Van Beverhoudt, 2021; Jony et al., 
2022). One of the main internal motives that can determine sustainable performance is personal 
growth or self-fulfillment. This is further supported by assertions that personal growth is an 
important prerequisite for job satisfaction. 
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Literatures of grounded theory is also critical in understanding how intrinsic motivation influences 
employee performance. Various studies have highlighted that intrinsically motivated employees tend 
to exhibit higher levels of engagement and performance, ultimately leading to enhanced performance 
outcomes. Research by Judge et al. (2023) found that employees are willing to put in their very best 
efforts when they are truly motivated by the work they do and that, at some point, they derive 
personal satisfaction from the feeling and efforts that they have put into their work. Thus, personal 
satisfaction and enjoyment could act as strong motivating factors for an employee to perform well. 
This phenomenon is true irrespective of whether the reward system was based on financial rewards 
or job promotions, bonuses, or non-monetary incentives such as job enrichment, job enlargement, or 
job rotation. In other words, the analyses of motivational theories within the manufacturing sectors 
showed that, once these factors are in place, many employees will have the motivation to perform at 
higher levels. However, the manufacturing-based studies that were reviewed show a direct link 
between intrinsic motivation in the manufacturing sectors and employee performance. This will also 
be reflected in the Malaysian context.  

Ultimately, the relationships between intrinsic and extrinsic motivation and performance will 
provide support for private organisations in the manufacturing sector to develop and implement 
policies and strategies that will allow their valuable human resources to grow productively within 
the organisation, as well as enhance the organisation’s bottom line. Additionally, providing research 
on the correlation between intrinsic and extrinsic motivation and employee performance in a 
manufacturing setting by adopting theories is important (Ravesangar & Fauzi, 2022). This will 
provide new explanations for a relationship that has scarcely been covered in a Malaysian context. 
Intrinsic motivation explains why people are motivated from inside the person, and it has the 
capability to provide an understanding of employee psychological characteristics in order to drive 
their efforts and therefore deliver effective performance. Managers or practitioners can utilize 
improved inner motivation of the employee to achieve quality, performance, and other required 
outputs of the organisation. The capability to ascertain intrinsic motivation will, on the other hand, 
discard any possible negative consequences resulting from extrinsic motivation. 

Extrinsic Motivation and Employee Performance 

Extrinsic motivation is defined as encouragement through external factors that contribute to 
enhancing the performance of employees, especially in the manufacturing sector (Ravesangar & 
Fauzi, 2022). Certain employment environment elements such as, working conditions, recognition 
by the organisation, remuneration, benefits, promotion, and disciplinary action, are contributed to 
heightening intrinsic motivation in promoting employee engagement and work performance. Thus, 
the recurrent interaction among manufacturing employees in their organisations results in a 
structured and balanced approach, particularly in prompting the direct and indirect reporting of top-
level management of the risks to job performance that can be expected when the relationship is 
strong. 

Extrinsic motivation is normally considered in the design of benefit, bonus, and incentive systems 
(Jayawardena & Jayawardena2020). This motivation can be seen in the form of financial rewards 
such as payments, and rewards employees when the salary offered effectively meets their needs and 
expectations. Thereby, the salary will help the employee to achieve the organisational’s goals. In the 
manufacturing sector, extrinsic motivation normally combines with benefit cases and bonus events 
(Morris et al., 2022). For some manufacturers, these factors can make or break overall performance 
and employee satisfaction. These motivators can help the employees to perform optimally and to 
develop a strategic cohesion between their personal goals and the organisation. Higher levels of 
motivation and commitment on the part of employees can be made to ensure by management, 
through offering tangible rewards such as bonuses, recognition programs and promotions. 
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Within private organisations, different sectors show a strong dependence on extrinsic factors like 
monetary rewards, incentives, bonuses and prestige to motivate their employees (Manzoor et al., 
2021). Nevertheless, it is essential to recognise that while extrinsic motivators are more relevant in 
corporate or supervisory positions, they nonetheless hold importance in industries like 
manufacturing. It is argued that extrinsic motivators can enhance employee performance with 
tangible rewards in accordance with the goals of the organisation (Norkhaidi et al., 2021). However, 
this study indicates the potential influence of extrinsic motivation on employee performance in 
sectors such as manufacturing, which are in need of validation through further research. By fully 
realising the importance of these external drivers, organisations can build full-spectrum motivational 
programs in Malaysia that will target all elements of the workforce to ensure a higher level of 
employee retention and job satisfaction. 

Combination of Intrinsic and Extrinsic Motivation towards Employee Performance 

The combination of intrinsic and extrinsic motivation can lead to improved employee performance 
by addressing both the psychological and material needs of workers (Van et al., 2021). This dual 
approach ensures that employees feel valued and motivated, not only through personal satisfaction 
and achievement but also through tangible rewards and recognition. In addition, motivation theory 
provides the organisation with an inclusive motivational approach that can produce better results 
(Kalogiannidis 2021).  

Palm et al. (2020) define the extent to which the internal driver integrates with the external 
motivator to shape the overall employees’ output. It shows that both factors sway the overall 
employees’ output regularly in their workplace, indicating a lack of emphasis on using just one 
motivational factor. Therefore, integrating motivation across employees will deliver the highest 
overall results. This aligns with the notion that motivating employees requires matching a 
maintenance factor, like a sanitary element, with the operation factor. 

For instance, a company offers more than just luxurious rewards, believing that being part of the 
organisation aids in fulfilling employees’ ambitions. After accumulating wealth, the organisation 
donated equally to charitable causes, believing that “the distributor of wealth invests significantly to 
create an engaging work environment” (Hirschi & Spurk, 2021). This perspective underscores the 
significance of fostering a motivational climate within organisations, which effectively balances both 
intrinsic and extrinsic factors to enhance employee engagement and performance (Zeng et al., 2022). 
Therefore, it is crucial to manage the balanced nature of motivation appropriately. It has been 
indicated that the possibility of problems such as self-interests getting in the way when both internal 
and external drivers are integrated (Cheung, 2020). Furthermore, the pursuit of extrinsic rewards 
may potentially jeopardize intrinsic satisfaction in the completion of work. 

6. CONCLUSION 

This study investigates the role of intrinsic and extrinsic motivation in contributing to employee 
performance at private manufacturing organisations in Malaysia. The result of the study highlights 
that both intrinsic and extrinsic motivation are very important in enhancing the private 
manufacturing organisation’s employee outcomes. The study findings are consistent with the 
argument that both intrinsic and extrinsic motivation are crucial in determining employee 
engagement and performance towards the organisational objectives and goals. This means that this 
literature suggests that both intrinsic and extrinsic motivation are important in influencing employee 
engagement or behavioral contribution within the Malaysian private manufacturing organisations. 
Taking a cue from the findings, managers of Malaysian manufacturing organisations should give 
careful attention to the motivation aspect of work. Given the role of intrinsic and extrinsic motivation 
in influencing both absorptive and adaptive performance, it is suggested that organisations should 
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consider integrating intrinsic and extrinsic factors into their existing strategies or exploring new 
strategies for improving motivational systems at work.  

The novelty of the present paper provides results that both replicate and challenge previous 
empirical findings, which generate recommendations for refinement and extension of motivational 
theories. It also offers real-world examples for firms to create motivation and incentive policies that 
take account of the varied causes associates for actively playing hard on the career. From a 
motivational fit perspective, academically the research delivers a paradox; by adding evaluation 
criteria can be seen as the active party in individual motivation which might lead to new theory. 
Practically, this study will shed a light on several admonitions that private organisations in 
manufacturing might want to heed so as to avoid underestimating the value of employees’ 
contributions. This calls for further research on how intrinsic and extrinsic motivation complement 
and substitute in relation to Human Resource Management (HRM) practices. 

The findings imply that management in the manufacturing sector can significantly enhance employee 
motivation, fostering an environment conducive to performance and performance. A joint focus on 
intrinsic and extrinsic motivation can lead to self-driven rather than wage-driven motivation. 
Management can drive motivation through intrinsic factors like self-achievement satisfaction and 
constructive feedback. Increasing employee income is vital as it fosters appreciation and motivation 
among higher-level employees. To maintain a low-wage workforce, focus should shift to satisfactory 
work environments and self-achievement. Balancing wage-based and intrinsic motivation through 
effective managerial practices is essential for organisational success. 
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