Running head:  INTRINSIC MOTIVATION & JOB PERFORMANCE                                       1


INTRINSIC MOTIVATION & JOB PERFORMANCE                                                                2


Intrinsic Motivation & Job Performance
Name
Institution


















[bookmark: _GoBack]
Motivation remains vitally a significant part in all organizations.  Primarily, employee motivations in the form of bonus, rewards, and some other incentives help organizations to attain their desired goals and objectives. According to Dar, Bashir, Ghazanfar & Abrar (2014), employee motivation is closely related to employee performance.  One type of motivation that has been deemed significant in enhancing employee performance is intrinsic motivation.  Deci & Ryan (2010) consider intrinsic motivations as psychological rewards that employees receive as a result of doing meaningful work and performing it well. Farwa & Niazi (2013) purports that when employees are intrinsically motivated; there is a realization of better organizational outcomes.  Some of these outcomes include but not limited to improved creativity, involvement and performance.  
 There are several intrinsic rewards associated with intrinsic motivation; such include performance feedbacks, job titles, leadership roles, and time-off, social recognition, training and development courses (Dobre, 2013). For instance, regarding the intrinsic reward of training and development, managers can foster this motivation by teaching and showing employees how to deconstruct tasks and challenges, and how well to person-fit to their job roles.  Demonstrating to employees on how to cope in the workplace can lead directly to the best outcomes. First, this kind of motivation will help managers to build a working relationship that extends to fostering competition between employees with superior skills, which in the long run serves as encouragement of employees to reach higher goals. Secondly, through these intrinsic motivations, organizational commitment is realized.  Committed employees are essential for improving the performance of organizations (Makki & Abid, 2017). Arguably, employee commitment increases effectiveness, efficiency, and productivity in organizations.
Intrinsic motivation in organizations takes precedence from equity theory.  This theory centers on the apparent fairness of individuals (Ball, 2012).  In light of this, employees tend to reflect on how much effort they have expended in comparison to what they received from it.  The theory builds on the perception that individuals are motivated by fairness and if they perceive or identify inequity in the input/output ratio of themselves and their referent groups then they will pursue to regulate their input or output to reach their supposed equity (Cropanzano & Folger, 1989). As such, organizations should ensure there are utmost equity and fairness in conducting performance appraisals and reward each employee accordingly as per their input/output ratio.  
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