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Along with attitude, perception, personality, and values, motivation is a significant part of understanding behavior in workplace settings.  According to Koster, (2017) motivation plays an imperative role in increasing workers' performance.  Motivation consists of two interacting and interdependent factors; intrinsic and extrinsic motivation. In particular, intrinsic motivation is encouraged in organizations largely because they are inherent in an individual; they are not pegged to performance or rather they are not costly to sustain.  Some of these task-inherent motivations include achievement, responsibility, challenging work, accomplishment and competence (Gyamfi, 2014). Farwa & Niazi (2013) argues that intrinsic motivation attracts rewards such as recognition, status, on-spot praise, improved self-esteem and personal satisfaction. 
 According to Deci & Ryan (2012), the constituents of intrinsic motivation can be best expounded using self-determination theory. Under this theory, autonomy and competence are identified as crucial elements in individuals’ active tendencies to seek out challenges, inquisitiveness, as well as improve their capacities. Self-determination theory holds that intrinsic motivation involves three autonomy, mastery and relatedness. Regarding autonomy, the theory proposes that individuals need to feel in control of their own behaviors and goals. This innate psychological sense of enabling individuals to take direct action which eventually enhances their self-determination.  Regarding competence, individuals need to gain mastery of tasks by learning and acquiring diverse skills to perform well in their allocated tasks.  Additionally, under SDT, relatedness is when individuals are motivated by tasks which allow them to develop a sense of shared experience and meaningful relationships with co-workers (Vallerand, 2000). 
Arguably, well-maintained intrinsic components (autonomy, competence and relatedness) have a positive and substantial influence on organizational performance. Makki & Abid (2017) posit that challenging work responsibilities coupled with organizational support through training fetch better job performance. Thus, to ensure better outcomes, organizations should ensure intrinsic motivations are well-provided and maintained. In the event, this will foster employee satisfaction, and most importantly employee commitment which will ultimately lead to increased efficiency, effectiveness and productivity. 
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