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COVER LETTER 

 
The selected journal for submission for publication of the research is the International 

Journal of Entrepreneurial Behavior & Research (IJEBR). The IJEBR is focused on the 

publication of original research relating to the human and social dynamics of 

entrepreneurship, as well as entrepreneurial management in small and growing 

organisations. The editorial team encourages high-quality submissions that advance 

the study of human and behavioural dimensions of entrepreneurship. There is 

constantly increasing academic, business and policy interest in the contributions that 

entrepreneurship and small businesses make to economic and social development in 

national and global contexts. The human dimensions of entrepreneurship are central to 

this. The research has a strong human and behavioural component in its application of 

self-determination theory, using need satisfaction and motivational styles as these 

relate to performance in entrepreneurial work roles in a small business context, and 

the research is therefore well-positioned for submission for publication in the IJEBR.  

 

The IJEBR has been abstracted and indexed in the following: 

- Scopus 
- Cabell's Directory of Publishing Opportunities in Management 
- Emerald Management Reviews 
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- Publication Forum 
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It is confirmed that the article follows the author guidelines of the journal, as stipulated 

in detail on the journal’s web page. The authors are sequenced by relative 

contribution, with Fuller, B., and Marks, J. as first and second author respectively. 
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CHAPTER 2. LITERATURE REVIEW 

 
2.1  Understanding motivation 

Motivation, generally defined as a force that triggers behaviour, and as the energy and 

persistence applied in pursuing an objective, is an inherently complex construct, 

evidenced by the wide array of theories and models to conceptualise, measure, and 

understand it (Bartol & Martin, 1998; Howard, Gagné, Morin, & Van den Broeck, 2016). 

Motivation is a critical issue for organisations and employees, and has been 

inextricably linked with employee productivity and organisational revenue, as well as 

with factors that cause individuals to experience a sense of optimism, satisfaction, and 

well-being in their jobs (Van den Broeck, Ferris, Chang, & Rosen, 2016).  For Rainey 

(2009), motivation can simply refer to an individual’s willingness to work hard, put in 

effort, and achieve good results. Motivation can also be viewed from the perspective of 

psychological forces within individuals that direct and drive effort and persistence, 

particularly when faced with obstacles (George & Jones, 2012). Psychological forces 

can be extrinsic and intrinsic and have been applied as far back as Herzberg’s (1966) 

two-factor theory, looking at hygiene factors, which are extrinsic (for example, salary, 

working conditions), and motivators, which are more intrinsic (for example, personal 

growth, the nature of the work itself), as well as Maslow’s (1954) hierarchy of needs 

theory, where higher-level need satisfaction such as self-actualisation was deemed to 

be satisfied by intrinsic factors (Chen, 2016).  

 

2.2 Self-determination theory 

The theory of self-determination (SDT) is a broad humanistic lens through which to 

look at motivation, personality, and well-being (Deci & Ryan, 2000; Ryan & Deci, 

2000), and the theory has experienced a wealth of research when it comes to the 

satisfaction of needs, as well as motivation. It was inspired by the early work of 

developmental and clinical psychologists such as Maslow and Rogers during the 

1960s, and over the years it has been empirically validated in the workplace (Gagné & 

Deci, 2005). The central notion behind SDT is that human beings are naturally 

predisposed to exhibit the persistent positive features of agency, effort, and self-

determination in their actions and lives (Ryan & Deci, 2000). The premise is that even 

though these tendencies are natural, they are not necessarily demonstrated under all 



3 
 

conditions and that there are conditions that both support and thwart them (Shir, 

Nikolaev, & Wincent, 2018). Given its scope and depth, the theory of self-

determination offers researchers a comprehensive view of human motivation (Chen, 

2016). 

 

2.2.1 Basic psychological needs 

SDT posits that every individual possesses three basic psychological needs, namely 

autonomy, competence, and relatedness (Deci & Ryan, 2000). These needs have 

been referred to as “innate, organismic necessities rather than acquired motives” (Deci 

& Ryan, 2000, p. 229). The theory asserts that the fulfilment of all three needs is 

necessary for individuals to experience psychological growth and an optimal sense of 

well-being (Deci & Ryan, 2000), which has consequences for positive psychological 

and behavioural experiences (Deci & Ryan, 2008). Ryan (1995) terms these three 

needs “nutriments” (p. 410) because they are so integral to psychological development 

and health. In the same way that a plant needs water and sunlight to grow, humans 

need these three nutriments for psychological growth and well-being. The three needs 

are also believed to be innate and natural rather than learned, because they form part 

of an individual’s psychological make-up. They reflect individuals’ innate needs to feel 

uncoerced and free in the way they behave, master their environment, and experience 

meaningful relations with others (Shir et al. 2018).  

 

2.2.1.1 Autonomy 

Autonomy refers to behaviours that are willingly self-endorsed and selected by 

individuals, rather than forced or pressured upon them (Olafsen, Niemiec, Halvari, 

Deci, & Williams, 2017). In other words, the behaviours must stem from an individual’s 

own volition, and in accordance with that individual’s real self and personal values 

(Chirkov, Sheldon, & Ryan, 2011; Deci & Ryan, 2000). When individuals experience 

autonomy, they have a sense of ownership of their work (Rigby & Ryan, 2018). When 

the need for autonomy is frustrated, individuals find themselves having to act against 

their will as a result of external pressures or factors (Olafsen et al., 2017).  
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2.2.1.2 Competence 

Competence is experienced when individuals feel effective and the master of a task or 

action (Olafsen et al., 2017). People like to feel a strong sense of their ability to 

succeed at a job or task - that they have the skills, resources, and expertise to do the 

job well. They also like to feel challenged and have a sense that they are growing in 

their work (Rigby & Ryan, 2018). They like to feel that they have the capacity and 

power to change their environment, and to overcome the challenges presented by 

such environment using their skills and strengths, so that they can achieve their goals 

within that environment (Deci & Ryan, 2000; Hofer & Busch, 2011). When the need for 

competence is frustrated, individuals feel ineffective, resulting in an experience of 

reluctance to execute tasks and to achieve outcomes (Olafsen et al., 2017).  

 

2.2.1.3 Relatedness 

Relatedness occurs when one experiences a mutual connection with others that is 

caring and supportive (Olafsen et al., 2017). This speaks to the human need to belong 

and to feel that one matters to others (Rigby & Ryan, 2018). The frustration of this 

need occurs when an individual fails to experience a sense of communion and 

connectedness with others (Olafsen et al., 2017). In such cases, the individual feels 

disconnected and irrelevant to others. It matters to people to be respected, valued, and 

included by leadership, co-workers, and clients (Rigby & Ryan, 2018). 

 

2.2.2 Intrinsic and extrinsic psychological forces 

In developing an understanding of need satisfaction and motivation, there are two 

types of psychological forces at play - intrinsic and extrinsic (Franken, 1982). 

Behaviour that stems from intrinsic forces is carried out for its own sake, because it is 

enjoyable and fulfilling. It gives the person performing the behaviour a genuine sense 

of satisfaction and achievement (Deci, Connell, & Ryan, 1989). Behaviour that stems 

from extrinsic forces is performed for reasons external to the individual, such as to 

obtain praise and reward or to avoid punishment or penalties (Deci & Ryan, 2000). The 

intrinsic-extrinsic dichotomy is a popular typology in organisational behaviour literature 

because of its simplicity, and it aligns with Herzberg’s (1966) two-factor theory. 

Intrinsic and extrinsic motivations are not mutually exclusive, which means people can 

be motivated by both at the same time (Chen, 2016), although extant research has 
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shown that either one is usually predominant (Gagné & Deci, 2005; Weibel, Rost, & 

Osterloh, 2010). As convenient as this dichotomy is, it has been criticised for 

oversimplifying the complex construct of motivation (Chen, 2016). The motivation 

typology in SDT (Ryan & Deci, 2000) goes beyond the intrinsic-extrinsic dichotomy 

and offers researchers a more comprehensive approach to understanding human 

motivation (Chen, 2016). 

 

2.2.3 Motivation from a SDT perspective 

By virtue of the fact that SDT has an internal rather than an external focus, it shifts the 

traditional paradigm in terms of how motivation is conceptualised and understood. 

Instead of being seen as a unidimensional resource that an individual has more or less 

of, SDT considers various types of motivation, based on the drivers or motivational 

forces that underlie an individual’s behaviour (Rigby & Ryan, 2018).  

 

From a SDT perspective, motivation can be differentiated into two broad forms - 

autonomous and controlled motivation (Deci & Ryan, 2008). Autonomous motivation 

occurs when individuals are engaged in an activity or task willingly and as a result of 

their own volition or choice. When individuals experience a strong sense of worth in 

their jobs, feel ownership in carrying out their tasks, and derive clear support and 

feedback from their environment, they are likely to be autonomously motivated and 

their performance will be enhanced. The theory postulates that when people genuinely 

identify with the value and importance of their work, they are more motivated to 

perform willingly and to deliver quality (Deci, Olafsen, & Ryan, 2017; Manganelli, 

Thibault-Landry, Forest, & Carpentier, 2018). Research has shown that, on average, 

autonomous motivation leads to better work outcomes and performance indicators 

than controlled motivation (Manganelli et al., 2018; Rigby & Ryan, 2018). In contrast, 

individuals who experience controlled motivation as a result of engaging in tasks from 

a forced or pressured perspective, and not out of their own volition or willingness, tend 

to be less engaged in their work and therefore perform less effectively (Deci et al., 

2017). By offering extrinsic rewards, for example money, the theory posits that 

controlled motivation is induced, and whilst this has been shown to motivate 

behaviour, the persistence and quality of such motivation tends to be less than when 

an individual is autonomously motivated (Deci & Ryan, 2000). Whilst it is not 
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impossible for autonomous and controlled motivation to co-exist in individuals, the 

theory argues that the two types of motivation tend to work against each other, such 

that an increase in controlled motivation is accompanied by a decrease in autonomous 

motivation, and vice versa (Chen, 2016; Deci & Ryan, 2008). 

 

In addition to the autonomous-controlled dichotomy, many authors refer to intrinsic and 

extrinsic motivation in differentiating between different extremes of motivation. Intrinsic 

motivation in its purest sense is the most autonomous form of motivation and refers to 

activities where the motivation for the behaviour lies in the behaviour itself, which 

generates spontaneous interest and enjoyment to such an extent that the activity in 

itself is a reward. A good example is when children play, they actively engage in the 

activity without any external prompts or reward mechanisms. This can happen in the 

workplace too, where parts of a job, if not all aspects thereof, can be so intrinsically 

motivating that people experience strong feelings of satisfaction such that they display 

high-quality sustained effort and ultimately performance (Deci et al., 2017). Extrinsic 

motivation in its purest sense is the most controlled type of motivation, where an 

individual is motivated by the pursuit of external rewards, namely money or prestige, or 

to avoid punishment in various forms (Manganelli et al., 2018). Specifically, SDT 

distinguishes between different types of regulation that can be relatively controlled by 

external factors or that can be relatively autonomous, namely external regulation, 

introjected regulation, identified regulation, and integrated regulation (Deci & Ryan, 

2000).  

 

2.2.3.1 External regulation 

External regulation is the least autonomous of the extrinsic motivations. When 

individuals are externally regulated, they perceive their behaviour to be controlled by 

others, usually through contingent rewards or threats, for example avoiding 

punishment, such as criticism, or obtaining a reward, such as financial benefits or job 

security. This has the ability to motivate certain behaviours, but research has shown 

that external regulation decreases autonomous motivation and a sense of well-being, 

and this has a negative impact on productivity and performance (Chen, 2016; Deci et 

al., 2017).  
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2.2.3.2 Introjected regulation 

When people are focused on obtaining approval or avoiding disapproval in their jobs, 

they experience introjected regulation (Deci et al., 2017). Therefore, this type of 

motivation is not about avoiding physical penalty, but rather a self-created and 

intangible pressure like shame or anxiety (Chen, 2016). People therefore carry out a 

task because they feel pressured to act in a particular way, to prove their worth, or to 

avoid guilt or shame (Manganelli et al., 2018). 

 

2.2.3.3 Identified regulation 

Not all extrinsic motivators fall under the umbrella of controlled motivations. Identified 

regulation is an autonomous form of motivation that occurs when individuals act in 

ways that will deliver positive identified value. A good example is that of a person who 

has an extrinsic goal to become an engineer, and will work extra hard at mathematics 

because of the intrinsic desire to achieve the goal of becoming an engineer, which has 

positive value. At work, one experiences identified regulation when choosing a job that 

will facilitate career advancement, development, or that will bring social status (Chen, 

2016).   

 

2.2.3.4 Integrated regulation 

Integrated regulation occurs when individuals feel genuinely engaged and purposeful 

about their jobs (Deci et al., 2017). This form of motivation is also termed internal 

regulation and is very closely aligned with intrinsic motivation in terms of its definition 

(Chen, 2016).  

 

2.2.3.5 Intrinsic regulation 

Intrinsic regulation is the most volitional form of motivation, and the term is often used 

interchangeably with the broader term intrinsic motivation because it is intrinsic 

motivation in its purest sense (Deci et al., 2017). 

 

2.2.4 The self-determination continuum 

These types of motivation can be seen to lie on a continuum of least to most 

autonomous, with the order from least to most being external, introjected, identified, 

integrated, and intrinsic regulation. The continuum demonstrates the degree to which 
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values or goals in the individual have been internalised (Deci & Ryan, 2000). A model 

for the different types of motivation is demonstrated in Figure 1. 

 

Type of 
Motivation 

Amotivation Extrinsic Motivation Intrinsic Motivation 

Type of 
Regulation 

Non-regulation 
External 

Regulation 
Introjected 
Regulation 

Identified 
Regulation 

Integrated 
Regulation 

Intrinsic 
Regulation 

Extent of Self-
Determination 

Non-existent Weak 
Somewhat 

Weak 
Somewhat 

Strong 
Strong Very Strong 

Locus of 
Causality 

Impersonal External 
Somewhat 
External 

Somewhat 
Internal 

Internal Internal 

SDT category Controlled motivation Autonomous motivation 

Behaviour Nonself-determined Self-determined 

   

 

Figure 1. The self-determination continuum, showing the degree to which the different 

types of motivations are self-determined. Adapted from “The “What” and “Why” of goal 

pursuits: Human needs and the self-determination of behavior,” by E. L. Deci and R. 

M. Ryan, 2000, Psychological Inquiry, 11(4), p. 237. 

 

At the extreme low end, amotivation (or non-regulation) represents the absence of any 

intention on the part of the individual to exert effort. With amotivation, individuals do 

not associate their behaviour with outcomes, and therefore behaviours are executed 

for unknown reasons or not executed at all (Howard et al. 2016). With this in mind, 

amotivated individuals tend to be detached from their behaviours and actions, feel that 

they have little control over a situation or their behaviours, and hence invest very little 

time or energy in such behaviours. Researchers have shown that when individuals find 

themselves in this state, a wide range of negative work behaviours arise, including low 

vitality, decreased job satisfaction, poor commitment to tasks, reduced proactivity, and 

compromised effort, with subsequent increases in emotional exhaustion, burnout, and 

turnover intention (Gagné et al., 2014; Tremblay, Blanchard, Taylor, Pelletier, & 

Villeneuve, 2009).  

 

The self-determination continuum is valuable when considering optimal functioning in 

organisational contexts. Moving from right to left on the continuum, SDT posits that the 

most positive outcomes will result from intrinsic regulation, followed by integrated and 

identified regulations. Negative outcomes are believed to come from introjected and 
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external regulations, whilst amotivation leads to the most unfavourable outcomes, 

including counterproductive work behaviour and performance (Deci et al., 2017).  

 

It is important to point out that an external motivation force can become autonomous if 

it becomes internalised into the individual’s sense of self. For example, an individual 

may not necessarily pursue an activity or work task for its own sake, because it is not 

necessarily pleasurable or enjoyable, but sees the value of doing the task because it is 

aligned with one’s values and it is perceived as being important, and in such case the 

task becomes integrated or internalised, and therefore autonomous in nature 

(Manganelli et al., 2018). Identified regulation falls into this category, and hence this 

form of motivation, whilst extrinsic in terms of the type of motivation, can also be 

autonomous, as can be seen in Figure 1. This forms the basis of an important premise 

of SDT, which is that extrinsic motivation can vary in terms of the extent to which it is 

controlled or autonomous (Olafsen, Halvari, Forest, & Deci, 2015).  

 

Identified regulation, integrated regulation, and intrinsic regulation are also known as 

self-determined behaviours. On the other hand, non-regulation, external regulation and 

introjected regulation are termed nonself-determined behaviours (Ryan, 1995).  

 

There has been some criticism of this so-called “continuum” of the different types of 

motivation, where it is argued that motivation should be seen as more of a 

multidimensional construct and that the different varieties of motivations are actually 

conceptually different and distinct, each having different outcomes (Chemolli & Gagné, 

2014). However, regardless of the fact that some authors have challenged the 

continuum methodology, the premise remains that the different types of motivation do 

exist individually in their definition and manifestation (Sheldon, Osin, Gordeeva, 

Suchkov, & Sychev, 2017) and they have implications for performance (Manganelli et 

al., 2018), given that more autonomous forms of motivation have been shown to 

predict greater persistence, performance quality, and well-being than the controlled 

forms (Deci et al., 2017).  
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2.3 Correlates of need satisfaction and motivation 

Theory and research shows that the more the three basic psychological needs are 

satisfied within a particular activity or context, the more people tend to be intrinsically-

oriented in their behaviour, which increases their sense of ownership and control of a 

task or situation, and the more they internalise and integrate the components of the 

task or situation (Deci & Ryan, 2000; Deci et al., 2017). Dysvik, Kuvaas, and Gagné 

(2013) found partial support for the three needs having to be in synergy with one 

another in order to act positively on intrinsic motivation, with autonomy and 

competence as being most key, and relatedness and autonomy as being second most 

vital, but they did not find a three-way synergy as the theory posits. Nevertheless, it 

has been shown that the satisfaction of the three needs increases organisational 

citizenship behaviours, which leads to improved performance (Baard, Deci, & Ryan, 

2004). In the workplace, numerous studies have shown that employees who 

experience higher levels of need satisfaction function with greater vigour and passion, 

and perform more optimally than those whose needs are thwarted (Deci et al., 2017; 

Gagné et al., 2014; Manganelli et al., 2018; Olafsen et al., 2017; Spehar, Forest, and 

Stensang, 2016; Trépanier, Forest, Fernet, and Austin, 2015; Van den Broeck et al., 

2016). Van den Broeck, Vansteenkiste, De Witte, Soenens, and Lens (2010) showed a 

positive association between need satisfaction and satisfaction on the job, work 

engagement, energy, and commitment to the organisation. Accordingly, when 

employees perceive that the leadership and the culture of the organisation supports 

their need fulfilment, they are more satisfied in their work and with their compensation, 

and they experience feelings of trust and loyalty towards the organisation, thus 

showing higher levels of creativity and performance (Guntert, 2015). Kuvaas, Buch, 

Weibel, Dysvik, and Nerstad (2017) found intrinsic motivation to be associated with 

positive work outcomes, including work performance and affective organisational 

commitment, to the extent that they advise organisations to prioritise ways of 

increasing employee motivation. By involving employees in decision making, listening 

to them, giving them choices, and offering constructive positive and negative feedback, 

the three basic psychological needs are addressed, which has a direct impact on 

intrinsic motivation, and hence this is where the focus should be if organisations are 

aiming to get the most out of their employees from a performance perspective.  
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There is substantial research to demonstrate that autonomous, as opposed to 

controlled motivation presents a range of positive individual and organisational benefits 

(Gagné & Deci, 2005). Autonomously motivated employees have been shown to have 

greater levels of well-being (Gagné et al., 2014), happiness (Deci & Ryan, 2008), and 

energy (Gagné et al., 2014). Studies have shown a positive impact on work 

performance and productivity when employees are autonomously motivated (Baard et 

al., 2004; Trépanier et al. 2015), along with higher levels of persistence and effort in 

their work (Deci & Ryan, 2008; Haivas, Hofmans, & Pepermans, 2013). Such 

employees were also found to be more innovative and proactive (Devloo, Anseel, De 

Beuckelaer, & Salanova, 2015). Other positive outcomes include reduced 

absenteeism, lower turnover, and greater work and organisational commitment (Gagné 

et al., 2014). In three studies across different industries, Kuvaas et al. (2017) found 

intrinsic motivation to be positively associated with work performance and affective 

commitment. On the contrary, controlled motivation has been shown to result in poor 

performance and lowered persistence (Vallerand, 1997), and lower levels of work 

engagement (Trépanier et al., 2015). In support of this, Kuvaas et al. (2017) found 

extrinsic motivation to be either negatively related or unrelated to positive employee 

outcomes.  

 

In light of these findings and observations, research linking need satisfaction with 

motivation has demonstrated that work environments and roles that are perceived to 

fulfil the basic psychological needs of autonomy, competence, and relatedness 

enhance an individual’s autonomous motivation, which in turn results in a strong sense 

of well-being, and ultimately, high quality performance (Cerasoli, Nicklin, & Ford, 2014; 

Deci & Ryan, 2000; Gagné & Deci, 2005; Ryan, Bernstein, & Brown, 2010), and this 

has benefits for the organisation in terms of reduced absenteeism, increased 

productivity, and profits (Deci et al., 2017). The study by Preenen, Oeij, Dhondt, Kraan, 

and Jansen (2016) found that employees who experienced high levels of job autonomy 

positively contributed to the profitability of the company. However, the result was a 

weak one, highlighting that there could be other factors to explain the increase in the 

company’s revenue, such as the economy and markets. The study motivates the need 

for similar investigations and relationships to be explored. As Doshi and McGregor 

(2015) assert, profits are only one component of a successful organisation. 
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Organisations that have employees who thrive in terms of their sense of wellness and 

motivation to work results in long-term benefits for the health of the organisation and 

its customers, as a result of the loyalty, productivity, and financial success that stems 

from employees that are autonomously motivated. Despite these studies, Deci et al. 

(2017) are of the view that there have been relatively few workplace studies that have 

examined both the satisfaction of basic psychological needs and autonomous 

motivation, and that, as predicted by SDT, employees whose needs are satisfied will 

also experience enhanced autonomous motivation and expend greater effort, and 

experience resultant high performance on the job (De Cooman, Stynen, Van den 

Broeck, Sels, & De Witte, 2013).  

 

2.4 Need satisfaction, well-being, and motivation:  an entrepreneurial lens 

Psychological well-being is essential in order to live a full and rewarding life, and is 

critical in one’s capacity to deliver high quality work and to maintain effective 

relationships throughout life (Wiklund, Nikolaev, Shir, Foo, & Bradley, 2019). The same 

authors spoke of the importance of understanding psychological well-being from an 

entrepreneurial perspective, because it complements traditional outcomes of 

entrepreneurship, namely business success or failure. Entrepreneurship by its very 

nature is rarely a linear or smooth process (McMullen & Dimov, 2013). Instead, it can 

be an emotional rollercoaster, punctuated with highs and lows, excitement, stress, and 

uncertainty (McMullen & Shepherd, 2006). Entrepreneurial work roles are not 

dissimilar in this description, and hence it is important to understand the impact of 

psychological well-being on performance and success in entrepreneurial contexts and 

in entrepreneurial work roles in particular. Given that SDT considers the satisfaction of 

the basic psychological needs of autonomy, competence, and relatedness as essential 

for optimal human functioning and well-being (Deci & Ryan, 2000), Shir et al. (2018) 

argue that entrepreneurial work task engagement, unlike engagement in non-

entrepreneurial work, aligns strongly with the satisfaction of basic psychological needs 

because people experience greater self-motivation as a result of a strong sense of 

autonomy, competence, and relatedness in such work roles and environments. As a 

result, they become more intrinsically oriented in their behaviour, which leads to a 

greater sense of ownership of work tasks and activities, as part of one’s psychological 

profile. In light of this, the very practice of earning an income becomes a deliberately 
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meaningful objective that is dependent upon the satisfaction of intrinsic psychological 

needs (Rauch & Frese, 2007). Shir et al. (2018) argue that entrepreneurial work task 

engagement should, on average, be associated with higher levels of well-being, 

because entrepreneurial work roles satisfy the psychological nutriments called for by 

SDT. It is then in this experience of well-being that individuals demonstrate higher 

levels of vigour and passion in their work, which leads to enhanced performance.  

 

From a pay for performance (PFP) perspective, which is fundamental to 

entrepreneurial work roles, Cerasoli et al. (2014) showed that intrinsic motivation was 

moderately to strongly related to performance, irrespective of the type and quantity of 

incentives being used. However, other research has shown that tangible rewards, 

particularly those of a monetary nature, potentially undermine a person’s intrinsic 

motivation because they lessen the experience of autonomy by virtue of the external 

control that they exert over the individual (Deci, 1971) and particularly when they are 

contingent (Deci, 1972; Deci, Ryan, & Koestner, 1999). Gagné and Forest (2008) 

proposed a model that analysed the effects of compensation systems on work 

motivation and found that the greater the amount of variable pay based on 

performance, the lower the autonomous motivation and the higher the controlled 

motivation. This outcome, it was argued, was due to the negating effect of incentive 

pay on the individual’s autonomy. In support of this, Kuvaas, Dysvik, and Buch (2014) 

point out that rewarding people with money in exchange for work does not have any 

impact on motivational quality, nor does it address the basic psychological needs of 

the individual. If anything, such a transactional exchange has the opposite effect of 

eliciting autonomous motivation and is a form of controlled motivation. As a result, 

loyalty and performance are reduced. A later study by Kuvaas, Buch, Gagné, and 

Dysvik (2016) further confirmed this, finding that motivational quality, loyalty, 

performance and well-being actually declined when compensation was the primary 

motivator. But despite this, the Kuvaas et al. (2016) study showed that autonomous 

motivation was still a strong predictor of the amount of effort that salespeople put into 

their jobs, while controlled motivation was a weak predictor. It is therefore inferred that 

if employees exert greater effort in their jobs, the likelihood of performance being 

enhanced is increased.  
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2.5 Chapter summary 

In summary, it is evident that substantial research and literature exists to support the  

theory that human beings are naturally inclined towards intrinsic motivation, and that 

supporting environments have been found to facilitate such motivation. However, in 

adopting an entrepreneurial lens in the current study, whereby pay is largely 

contingent on performance outputs, it is important to consider the impact of 

compensation on autonomous and controlled motivation. Researchers (e.g. Gagné & 

Forest, 2008) have shown that the effects that compensation systems have on need 

satisfaction – and hence on intrinsic and extrinsic motivation – vary greatly and are, at 

best, inconclusive. The contrasting findings suggest that there is a need to determine 

whether people in PFP roles, given their entrepreneurial work context, are 

autonomously motivated, and if they are, whether there is a relationship between being 

autonomously motivated and high performance as postulated by the theory, or whether 

the compensation factor negates autonomous motivation, as suggested by Gagné and 

Forest (2008), Kuvaas et al. (2014; 2016; 2017). In light of the theory and prior 

research, we propose that the satisfaction of basic psychological needs in the working 

environment will be associated with higher levels of autonomous motivation as well as 

performance. This assumption becomes even more relevant when considering the 

nature of entrepreneurial work tasks, where the importance of the satisfaction of 

psychological needs is deemed essential to optimal human functioning, to be able to 

cope with the emotional highs and lows synonymous with such environments, and 

subsequent demonstration of sustained energy and effort in such work tasks.   
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CHAPTER 4. RESEARCH METHODOLOGY 

4.1 Introduction 

This chapter deals with the research methodology of the study, including the research 

design, population, sample, data collection method and measuring instrument, as well 

as the approach to analysis. The aim of this chapter is to clearly demonstrate the 

processes used to achieve the research objectives. This section lends credibility to the 

study’s overall reliability and validity. 

 

4.2 Research paradigm 

A research paradigm is a set of fundamental beliefs and assumptions about how the 

world is perceived, which provides a framework for the thinking and approach of the 

researcher (Wahyuni, 2012). With this in mind, the current study was conducted from a 

positivist standpoint or paradigm. Mackenzie and Knipe (2006) state that “It is the 

choice of paradigm that sets down the intent, motivation and expectations for the 

research. Without nominating a paradigm as the first step, there is no basis for 

subsequent choices regarding methodology, methods, literature, or research design” 

(p. 2). Positivism is often referred to as the scientific method, and adopts a rationalistic, 

empiricist philosophy, where the assumption is that the social world can be studied in a 

similar way to the natural world, where causal explanations are provided for effects or 

outcomes, and where theory is verified or tested (Mackenzie & Knipe, 2006). Positivist 

researchers look for law-like generalisations, by conducting research in a value-free 

way, i.e. remaining neutral and detached without influencing the data collection when 

measuring social phenomena. The belief is that different researchers observing the 

same factual problem will emerge with a similar result through the use of statistical 

tests and by applying a similar research process to a large sample (Wahyuni, 2012). In 

adopting a positivist philosophy, Saunders and Lewis (2018) explain that one can use 

existing theory as a basis for developing hypotheses, and such hypotheses would then 

be tested with the expectation that they would be either confirmed, fully or partly, or 

refuted, leading to further development of the theory that would then be tested in 

further research. Positivist research is most commonly associated with quantitative 

methods of data collection and statistical analysis (Mackenzie & Knipe, 2006), and is 
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usually highly structured in terms of its methodology and data collection, using 

questionnaires or structured observation (Saunders & Lewis, 2018). 

 

4.3 Approach to theory development 

The current study adopted a deductive approach to theory development. According to 

Saunders and Lewis (2018), deduction is “a research approach which involves the 

testing of a theoretical proposition by using a research strategy specifically designed to 

collect data for the purpose of its testing” (p. 112). This process follows several steps 

including proposing research questions on the basis of current theory, operationalising 

these questions - usually by coming up with a testable proposition or hypothesis as to 

the relationship between one or more variables, collecting data to test these 

hypotheses, analysing the data to determine whether the relationships specified in the 

hypotheses supports the theory or suggests a need for the theory to be modified, and 

finally confirming the initial theory or suggesting modifications to such theory if the 

results do not confirm the theory (Saunders & Lewis, 2018).  

 

4.4 Choice of methodology 

With the afore-mentioned philosophy and approach in mind, a mono-method 

quantitative study was undertaken, using a single data collection technique, namely a 

survey questionnaire, with quantitative data analysis procedures. 

 

The research design was a hybrid between a descriptive and an explanatory study, 

and is therefore descripto-explanatory in nature. According to Saunders and Lewis 

(2018), descriptive research seeks to accurately describe persons, events or situations 

through questions and answers that are quantifiable, and hence make use of 

measurable, quantifiable data, such as questionnaires, as in the case of the current 

study. Explanatory research goes a step further to look for an explanation, between 

two variables, which is a key component of the current study in examining the 

association between the satisfaction of the basic psychological needs of autonomy, 

competence, and relatedness, and the different types of motivation and sales 

performance. 
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The study was cross-sectional in nature. A cross-sectional study is appropriate for 

time-constrained research, which provides a ‘snapshot’ of the research setting, at a 

point in time (Saunders & Lewis, 2018), the results of which are extrapolated and 

generalised to other (similar) situations.  

 

The research strategy took on a survey format. A questionnaire, which was used in the 

current study, is a popular form of survey research. A survey strategy is usually 

associated with the deductive approach (Saunders, Lewis, & Thornhill, 2009), and 

allows for the standardised and structured collection of data from a sizeable sample in 

an economical way (Saunders & Lewis, 2018). The survey strategy also allows for 

quantitative data to be collected, so that it can be analysed using descriptive and 

inferential statistics, and the data collected can be effective for suggesting possible 

reasons for relationships between variables and to produce models that demonstrate 

these relationships (Saunders et al., 2009). 

 

4.5 Population and unit of analysis 

The population and unit of analysis for the study consisted of estate agents contracted 

to an international property group in South Africa, who were active between the period 

of 1 January 2018 and 31 December 2018. 

 

4.6 Sampling method and size 

For the purposes of the current study, non-probability sampling was utilised which, 

according to Saunders & Lewis (2018), is not as rigorous as probability sampling, and 

may produce less accurate and less representative samples than what can be 

obtained from probability or random samples. The non-probability sampling procedure 

might also limit the generalisability of the findings. In the current study, there was both 

a purposive approach to the sample selection, as well as a convenience sampling 

method being applied, given that permission was granted to access data from one 

company with a number of franchises and branches across the country, and sales 

(performance) data for each of the 377 estate agents was made available. Each 

potential participant was invited to participate in the study, with a link to complete an 

online survey - participation remained voluntary.  
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4.7 Measurement instrument 

The measurement instrument was prepopulated with demographic data from the pre-

selected participants, including name and surname, race, gender, branch, and 

performance data. The survey took the form of a questionnaire that consisted of 

sections comprising scales that measure the independent variables, namely the basic 

psychological needs of autonomy, competency, and relatedness, and motivation 

(consisting of six subscales). The dependent variable, being performance, was 

provided by the consenting company, the format of which was captured as a numerical 

performance score, and these scores were then categorised into four categories, 

namely A+ (exceptional), A (very good), B (average), and C (below average). The cut-

off for each category was determined by the consenting organisation, who ensured 

that the category allocated to a participant accurately reflected the performance of that 

same participant. The categorised scores were therefore checked and validated. The 

performance score was compiled by means of an algorithm, the formula for which was 

stipulated as being confidential and the intellectual property of the consenting property 

group. For the purposes of understanding the dependent variable, the score is made 

up of a weighted average of property listings, mandates, referrals, and sales 

commission earned during the period for each individual agent.  

 

According to Saunders and Lewis (2018), questionnaires are an effective method for 

collecting data from a large volume of respondents because they allow for the 

standardisation of questions and to ask the same questions of every respondent. This 

allows for effective explanatory research and to test a theory. The data is usually 

analysed statistically, after having been coded.  

 

All questions in the survey questionnaire were closed-ended. Closed-ended questions 

allow for respondents to choose their answer from the options provided and to make 

quick decisions. Closed-ended questions also allow for coding of the data in 

preparation for statistical analysis (Zikmund, 2003). The questionnaire was divided into 

two sections - Section A and Section B. Section A consisted of the Basic Psychological 

Needs Satisfaction at Work Scale (BPNS-W), and Section B consisted of the Work 

Extrinsic and Intrinsic Motivation Scale (WEIMS). All items applied a Likert-style rating 

scale. In this instance, the respondent is asked how strongly he or she agrees with a 
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statement or series of statements, usually on four-, five-, six- or seven-point rating 

scale (Saunders et al., 2009).  

 

4.7.1 Basic Psychological Needs at Work Scale 

The Basic Psychological Needs Scale (BPNS) assesses the three basic psychological 

needs of autonomy, competency, and relatedness (Deci & Ryan, 2000). The 

questionnaire has been adapted for use in the workplace, and the Basic Psychological 

Needs at Work Scale (BPNS-W) was developed by Deci et al. (2001) after pioneering 

work in its early days by Kasser, Davey, and Ryan (1992) and Ilardi, Leone, Kasser, 

and Ryan (1993).  The scale has evolved and changed since its first use and the work-

specific format allows for easy identification with the items, for example: “I really like 

the people I work with” and “I am free to express my ideas and opinions on the job”. 

The BPNS-W consists of a 21-item scale where participants were asked to indicate 

how true each of the statements was for them in the past year, given their experience 

in the job. The 7 point Likert-scale ranged from 1 – Not at all true, to 7 – Very true. 

Example items included “I have been able to learn interesting new skills on my job” 

and “Most days I feel a sense of accomplishment from working”. Nine of the 21 items 

are negatively worded and thus were reverse-scored prior to the analysis stage. 

Higher scores denote a higher level of need satisfaction and a lower score indicates a 

thwarting of the needs. For the purposes of the current study, a high score was 

evidenced by a score greater than 39 for Autonomy, 34 for Competence, and 45 for 

Relatedness.  

 

According to Van den Broeck et al. (2016), the BPNS-W is the scale that has been 

used for most published work on the measurement of basic psychological needs in the 

workplace. Despite its wide usage in research, the questionnaire has received some 

criticism for not meeting adequate validation criteria, and some researchers have 

found problems from a reliability standpoint, with high intercorrelations between the 

subscales (Gagné, 2003; Greguras & Diefendorff, 2009). The content validity of the 

scale has also been questioned (Van den Broeck et al., 2010), as some items appear 

to be assessing antecedents of need satisfaction, while other items seem to assess 

the outcomes of need satisfaction (Van den Broeck et al., 2016). Despite this, in a 

recent publication, Shir et al. (2018) state that the scale and its three subscales have 
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been validated in numerous studies (for example Brien et al., 2012; Chen et al., 2015; 

Van den Broeck, Vansteenkiste, De Witte, Soenens, & Lens, 2008), but further 

investigation of these studies indicates that such validation assertions are not 

conclusive, because different measures of basic psychological needs have been used 

in these studies to what was used in the current study (for example Brien et al., 2012). 

Furthermore, Van den Broeck et al., 2008 used an adapted version of the original 21-

item scale. These authors did not provide reliability coefficients for the individual 

subscales of the BPNS-W, but reported a Cronbach alpha coefficient of .84 for the 

adapted 15-item scale in their research. Shir et al. (2018) also used a shortened (10-

item) version of the original scale, reporting a Cronbach alpha of .88 for the full 

version, and .76 for the shortened version. The current study found Cronbach alpha for 

the full 21-item scale to be .81. The current study found Cronbach alpha for the full 21-

item scale to be .81. According to Johnston and Finney (2010), as at the time of 

writing, there were no known studies that had analysed the factor structure of the 

BPNS-W (the version used in the current study); the authors state that in personal 

communication with Dr. Edward Deci on June 12, 2008, the assertion was made that 

many researchers have assumed validity and reliability of the scale.  

 

Table 1 (Appendix 4) shows the item-total statistics for the 7-item Autonomy subscale 

of the BPNS-W. In the current study, the Cronbach alpha coefficient .58. Ideally, the 

Cronbach alpha coefficient should be above .7 (DeVellis, 2012). Therefore, the 

subscale falls short of adequate reliability criteria. The results indicate that if item 4 is 

deleted, the Cronbach alpha coefficient will be .63. The Corrected Item-Total 

Correlation values indicate the degree to which each item correlates with the total 

score. Low values (less than .3) suggest that the item is measuring something different 

from the scale as a whole (Pallant, 2016). Items 2, 4, and 5 are all below .3 and 

therefore raise concerns as to whether these items are measuring something different 

from the scale as a whole. The mean inter-item correlation for the scale is .19. This 

does not suggest a strong relationship among the items.  

 

In the current study, the Cronbach alpha coefficient for the 6-item Competence 

subscale was .52. This indicates that the subscale does not meet adequate reliability 

criteria. Table 2 (Appendix 4) shows that if item 1 is deleted, the Cronbach alpha 
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coefficient will remain at .52. There will therefore be no improvement in the reliability 

score by removing any of the items. The Corrected Item-Total Correlation values show 

that all items with the exception of item 4 are below .3 and therefore raise concerns as 

to whether these items are measuring something different from the scale as a whole. 

The mean inter-item correlation for the scale is .17. This does not suggest a strong 

relationship among the items.  

 

Finally, the Cronbach alpha coefficient for the 8-item Relatedness subscale was .82. 

This shows high internal consistency. The results in Table 3 (Appendix 4) indicate that 

if item 3 were to be deleted, the Cronbach alpha coefficient will improve slightly to .83. 

It would therefore not be worthwhile removing item 3 as the improvement in the 

reliability coefficient is very small.  

 

The 21 items of the Basic Psychological Needs at Work Scale (BPNS-W) were 

subjected to principal components analysis (PCA). Prior to performing PCA, the 

suitability of data for factor analysis was assessed. Inspection of the correlation matrix 

revealed the presence of many coefficients of .3 and above. However, there were also 

many coefficients lower than .3. The Kaiser-Meyer-Olkin value was .85, exceeding the 

recommended value of .6 (Pallant, 2016) and Bartlett’s Test of Sphericity reached 

statistical significance, supporting the factorability of the correlation matrix. According 

to Pallant (2016), PCA is similar to Factor Analysis (FA) in that “both attempt to 

produce a smaller number of linear combinations of the original variables in a way that 

captures (or accounts for) most of the variability in the pattern of correlations” (p. 182). 

PCA revealed the presence of five components with eigenvalues exceeding 1, 

explaining 26.4%, 9.7%, 7.1%, 5.6% and 5.1% of the variance respectively (Table 4, 

Appendix 4). An inspection of the scree plot revealed a clear break after the third 

component, with components 4 and 5 just above the eigenvalue of 1. The Component 

Matrix showed the unrotated factor loadings of each of the items on the five 

components. It is evident that most of the items loaded quite strongly (above .4), and 

others moderately (above .3) on the first three components, with very few items 

loading on components 4 and 5. From this, it confirms that three components would be 

retained. The three-component solution explained a total of 43.2% of the variance, with 

component 1 contributing 26.44%, component 2 contributing 9.71%, and component 3 
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contributing 7.06%. To aid in the interpretation of these three components, varimax 

rotation was performed. The rotated solution (Table 5, Appendix 4) revealed that the 

main loadings on component 1 were items from the Relatedness subscale, with the 5
th
 

item from the Autonomy scale also loading on this component, but less so at .307. The 

wording for this item is “My feelings are taken into consideration at work” and hence 

this could explain the reason why this item is loading on the construct “Relatedness” 

as opposed to “Autonomy”. The items loading on component 2 were made up of three 

items from the competence subscale, and four items from the Autonomy subscale, one 

of which, item 6 (Autonomy), had a slightly lower loading of .391, and two items from 

the Relatedness subscale, item 8 and item 5, both of which were relatively low at .316 

and .449 respectively. The main items loading on component 3 were item 6 and item 1 

(Competence), which loaded strongly at .743 and .523 respectively. However, item 7 

(Autonomy) and item 7 (Relatedness) also loaded on this component. It is pertinent to 

note that these are reverse scored items, and it may have been possible that 

respondents did not respond accurately to items that were negatively worded. 

 

4.7.2 Work Extrinsic and Intrinsic Motivation Scale 

The Work Extrinsic and Intrinsic Motivation Scale (WEIMS) is an 18-item measure of 

work motivation that has been theoretically grounded in SDT (Tremblay et al., 2009). 

The WEIMS is divided into six subscales, each with three items that measure the six 

types of motivation according to SDT (intrinsic motivation, integrated regulation, 

identified regulation, introjected regulation, external regulation, and amotivation). 

Respondents were asked to indicate the extent to which each of the items corresponds 

with their reason for doing their particular work, using a 7-point Likert scale, ranging 

from 1 – Does not correspond at all, to 7 – Corresponds exactly. Example items 

included “Because I derive much pleasure from learning new things” and “For the 

satisfaction I experience when I am successful at doing difficult tasks”.  

 

Whilst most researchers prefer to use a multidimensional approach to work motivation, 

the use of a single score, such as the work self-determination index (W-SDI) is 

sometimes useful when researchers want to identify individuals who display a self-

determined or a nonself-determined profile (Ryan & Connell, 1989). The formula for 

determining the W-SDI is: W-SDI = (+3 x IM) + (+2 x INTEG) + (+1 x IDEN) + (-1 x 
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INTRO) + (-2 x EXT) + (-3 x AMO). The range of possible scores for the 7-point Likert 

scale is ± 36 and the score indicates the individual’s relative level of self-determination. 

A positive score is a self-determined profile, and a negative score is a nonself-

determined profile (Tremblay et al., 2009).  

 

The factorial structure and psychometric properties across different organisational 

contexts have been tested and the tool shows construct, content, and criterion validity 

for organisational settings. Results also support the tool’s ability to predict positive and 

negative criteria based on one’s work motivation, using SDT as the platform (Tremblay 

et al., 2009). Tremblay et al. (2009) found satisfactory levels of internal consistency 

across the WEIMS’s six subscales, with Cronbach alpha coefficients as follows: 

intrinsic motivation = .80, integrated regulation = .83, identified regulation = .67, 

introjected regulation = .70, external regulation = .77, and amotivation = .64. These 

results are considered to be very good, given that each subscale consists of only three 

items. Allan, Autin, and Duffy (2016) also found strong evidence of reliability with 

Cronbach alphas of 0.89 (intrinsic motivation), 0.89 (integrated regulation), 0.76 

(identified regulation), 0.75 (introjected regulation), 0.69 (external regulation), and 0.83 

(amotivation). In the current study, the Cronbach alpha coefficient for the six subscales 

was as follows: intrinsic motivation (IM) α = .78, integrated regulation (INTEG) α = .84, 

identified regulation (IDEN) α = .72, introjected regulation (INTRO) α = .69, external 

regulation (EXT) α = .62, and amotivation (AMO) α = .64. Most of the subscales in the 

current study therefore show good internal consistency reliability, and those that do fall 

short (INTRO, EXT, and AMO) do so only slightly. By removing item 3 in the 

introjected regulation subscale (INTRO), the reliability coefficient would be .74 (Table 

6, Appendix 4). Additionally, deleting item 3 of the external regulation subscale (EXT) 

would raise the reliability coefficient to .69 (Table 7, Appendix 4), which is more in line 

with the minimum requirements for internal consistency reliability purposes. For the 

Amotivation subscale (AMO), deleting any of the items would not increase the 

reliability coefficient any further (Table 8). 

 

The 18 items of the Work Extrinsic and Intrinsic Motivation Scale (WEIMS) were 

subjected to PCA. The Kaiser-Meyer-Olkin value was .87, exceeding the 

recommended value of .6 (Pallant, 2016) and Bartlett’s Test of Sphericity reached 
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statistical significance, supporting the factorability of the correlation matrix. Principal 

components analysis revealed the presence of five components with eigenvalues 

exceeding 1 (Table 9, Appendix 4). An inspection of the scree plot revealed a clear 

break after the third component, with components 4 and 5 just above the eigenvalue of 

1. A five-component solution explained a total of 65% of the variance, with component 

1 contributing 35.32%, component 2 contributing 10.49%, component 3 contributing 

7.65%, component 4 contributing 5.96%, and component 5 contributing 5.56% of the 

variance. To aid in the interpretation of these components, varimax rotation was 

performed. The rotated solution (Table 10, Appendix 4) revealed that the main 

loadings on component 1 were the three items from the integrated regulation subscale, 

the three items from the identified regulation subscale, two items from the intrinsic 

motivation subscale, one item from the introjected regulation subscale, and one item 

from the external regulation subscale. The two subscales with the highest loadings, 

being integrated regulation and identified regulation, are both forms of autonomous 

motivation, and therefore synonymous with people who have high work self-

determination. Introjected regulation is synonymous with a somewhat weak level of 

self-determination or autonomous motivation. Hence, the loading of .307 is not high, 

and neither is the .340 of the external regulation loading. The two items from the 

intrinsic motivation subscale that load on component 1 are IM_2 (.459) and IM_3 

(.303), but these items load more strongly on component 2. However, like integrated 

regulation and identified regulation, the items are part of the broad theme of 

autonomous motivation or work self-determination. The items loading on component 2 

are made up of the three items from the intrinsic motivation subscale, which is the 

strongest form of self-determination or autonomous motivation, and the loadings of 

.789, .662, and .726 for IM_1, IM_2, and IM_3 respectively confirm this. The items 

loading on component 3 are EXT_1 (.850), EXT_2 (.746), and EXT_3 (.422), which are 

the external regulation subscales, synonymous with low work self-determination and 

less autonomous, more controlled motivation. Two other items loading on component 

3 are from the identified regulation subscale (IDEN_3 and IDEN_1), which is more 

autonomous form of motivation and in direct contrast to the meaning of external 

regulation. However, one of these loadings is relatively low (.342). The items loading 

on component 4 are made up of the three items from the amotivation subscale, which 

is the strongest form of nonwork self-determination, and the loadings of .732, .801, and 
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.746 for AM_1, AM_2, and AM_3 respectively confirm this. The items loading on 

component 5 are made up of the three items from the introjected regulation subscale, 

and the loadings of .857 for INTRO_1 and INTRO_2 respectively, supported by a 

lower loading of .381 for INTRO_3 confirm this.  

 
4.8 Data gathering process 

Data gathering took place by means of the completion of a self-report questionnaire by 

each participant. Such questionnaire was made available by email to each of the 

participants, and therefore adopted an online format, using a link provided by Survey 

Monkey. Prior to this stage, the Chief Executive Officer sent an email to all 

Franchisors, Branch Managers, and Principals explaining the purpose of the study, 

that he had given his permission for the researcher to use the company as a sample, 

and requested that the researcher be supported as far as possible, as the results could 

be of benefit to the company in recruiting high performing agents in the future. The 

researcher then engaged with all participating branches/offices/franchises to inform 

them of the research and its objectives, so as to obtain support for participation prior to 

the survey being distributed. Each questionnaire was pre-populated with demographic 

data of the respondent, such that performance (sales) data could be matched when 

analysing the results. The questionnaire was accompanied by appropriate proof of 

ethical clearance and an explanation of the study and its purpose in a covering letter, 

accompanied by the contact details of the researcher and research supervisor. 

Respondents were assured of confidentiality. The duration of the survey was clearly 

indicated as being no more than 10 minutes, and participants were requested to read 

the instructions clearly before responding to any questions, as well as to be in an 

environment that was conducive to concentration, and to reflect honestly when 

responding to the questionnaire items.  

 

Prior to distributing the questionnaire to the respondents, pilot testing was conducted 

on one branch in the Western Cape, to ensure that the questionnaire was fit for 

purpose and that the process ran smoothly from a technical standpoint. Pilot testing 

allows for any errors to be addressed and corrected before the actual research is 

conducted, and further enables the researcher to ensure that the validity and reliability 
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of the questionnaire is sufficiently sound to be able to answer the investigative 

questions of the research (Saunders et al., 2009). 

 

4.9 Analysis approach 

Data analysis is the process by which inferences are drawn from raw data. In a 

quantitative study, such data is mainly numerical in nature (Wahyuni, 2012). The data 

was analysed using IBM SPSS Statistics for Windows, Version 25. After coding and 

cleaning the data, preliminary analyses were run on the data, including descriptive 

statistics to understand the composition of the sample, as well as reliability analyses 

and principal components analyses to establish the reliability and validity of the 

measurements used in the study. Thereafter, inferential statistics were conducted to 

test each of the proposed hypotheses, using the non-parametric technique of the Chi-

square test for independence. Having found that the data did not meet the stringent 

assumptions for parametric techniques to be used, most notably normality and 

multicollinearity, it was determined that the Chi-square test was most suited, and 

additionally for the fact that the data was measured using categorical and ordinal 

(ranked) scales (Pallant, 2016). The test was therefore used to determine if there was 

a relationship or association between two categorical variables. For the Chi-square 

test of independence to be successful, the data needs to meet two assumptions: 1: the 

two variables should be measured at an ordinal or nominal level (i.e., categorical data), 

and 2: the two variables should consist of two or more categorical, independent groups 

(Wegner, 2016).  Finally, an independent samples t-test was used to compare the 

mean scores of two different groups (Pallant, 2016), in this case, high and low 

performers, in terms of their work self-determination scores.  

 

4.10 Chapter summary 

In summary, the current study adopted a positivist research paradigm, supported by a 

deductive approach to theory development and a quantitative approach. The research 

design was best described as descripto-explanatory in nature, applying a cross-

sectional, survey-style format of data collection. The combination of non-probability, 

purposive, and convenience sampling methods was appropriate for the nature of the 

study and the sample that was made available, and possible limitations were outlined. 

The measures and evidence for their reliability and validity, and possible shortcomings, 
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were highlighted. Appropriate data analysis techniques were specified to understand 

the composition of the sample, as well as to provide solutions to the proposed 

hypotheses in the study. As Leedy (1993) points out, inherent in such hypotheses is 

the research problem that the study aims to solve, and the research methodology is 

fundamental in clarifying the way in which the researcher aims to solve the problem. 
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keywords). The maximum number of keywords is 12. 
 
Whilst Emerald will endeavour to use submitted keywords in the 
published version, all keywords are subject to approval by Emerald’s in 
house editorial team and may be replaced by a matching term to ensure 
consistency. 

Article Classification Authors must categorize their paper as part of the ScholarOne 
submission process. The category which most closely describes their 
paper should be selected from the list below. 
 
Research paper. This category covers papers which report on any type 
of research undertaken by the author(s). The research may involve the 
construction or testing of a model or framework, action research, testing 
of data, market research or surveys, empirical, scientific or clinical 
research. 
 
Viewpoint. Any paper, where content is dependent on the author's 
opinion and interpretation, should be included in this category; this also 
includes journalistic pieces. 
 
Technical paper. Describes and evaluates technical products, 
processes or services. 
 
Conceptual paper. These papers will not be based on research but will 
develop hypotheses. The papers are likely to be discursive and will 
cover philosophical discussions and comparative studies of others' work 
and thinking. 
 
Case study. Case studies describe actual interventions or experiences 
within organizations. They may well be subjective and will not generally 
report on research. A description of a legal case or a hypothetical case 
study used as a teaching exercise would also fit into this category. 
 
Literature review. It is expected that all types of paper cite any relevant 
literature so this category should only be used if the main purpose of the 
paper is to annotate and/or critique the literature in a particular subject 
area. It may be a selective bibliography providing advice on information 
sources or it may be comprehensive in that the paper's aim is to cover 
the main contributors to the development of a topic and explore their 
different views. 
 
General review. This category covers those papers which provide an 
overview or historical examination of some concept, technique or 
phenomenon. The papers are likely to be more descriptive or 
instructional ("how to" papers) than discursive. 

Headings Headings must be concise, with a clear indication of the distinction 
between the hierarchy of headings.  
 
The preferred format is for first level headings to be presented in bold 
format and subsequent sub-headings to be presented in medium italics. 

Notes/Endnotes Notes or Endnotes should be used only if absolutely necessary and 
must be identified in the text by consecutive numbers, enclosed in 
square brackets and listed at the end of the article. 

Figures All Figures (charts, diagrams, line drawings, web pages/screenshots, 
and photographic images) should be submitted in electronic form.  
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All Figures should be of high quality, legible and numbered 
consecutively with arabic numerals. Graphics may be supplied in colour 
to facilitate their appearance on the online database. 
  

 Figures created in MS Word, MS PowerPoint, MS Excel, 
Illustrator should be supplied in their native formats. Electronic 
figures created in other applications should be copied from the 
origination software and pasted into a blank MS Word 
document or saved and imported into an MS Word document or 
alternatively create a .pdf file from the origination software. 

 Figures which cannot be supplied as above are acceptable in 
the standard image formats which are: .pdf, .ai, and .eps. If you 
are unable to supply graphics in these formats then please 
ensure they are .tif, .jpeg, or .bmp at a resolution of at least 
300dpi and at least 10cm wide. 

 To prepare web pages/screenshots simultaneously press the 
"Alt" and "Print screen" keys on the keyboard, open a blank 
Microsoft Word document and simultaneously press "Ctrl" and 
"V" to paste the image. (Capture all the contents/windows on 
the computer screen to paste into MS Word, by simultaneously 
pressing "Ctrl" and "Print screen".) 

 Photographic images should be submitted electronically and of 
high quality. They should be saved as .tif or .jpeg files at a 
resolution of at least 300dpi and at least 10cm wide. Digital 
camera settings should be set at the highest resolution/quality 
possible. 

Tables Tables should be typed and included in a separate file to the main body 
of the article. The position of each table should be clearly labelled in the 
body text of article with corresponding labels being clearly shown in the 
separate file.  
 
Ensure that any superscripts or asterisks are shown next to the relevant 
items and have corresponding explanations displayed as footnotes to 
the table, figure or plate. 

References References to other publications must be in Harvard style and carefully 
checked for completeness, accuracy and consistency. This is very 
important in an electronic environment because it enables your readers 
to exploit the Reference Linking facility on the database and link back to 
the works you have cited through CrossRef. 
 
You should cite publications in the text: (Adams, 2006) using the first 
named author's name or (Adams and Brown, 2006) citing both names of 
two, or (Adams et al., 2006), when there are three or more authors. At 
the end of the paper a reference list in alphabetical order should be 
supplied: 

For books Surname, Initials (year), Title of Book, Publisher, Place of publication. 
 
e.g. Harrow, R. (2005), No Place to Hide, Simon & Schuster, New York, 
NY. 

For book chapters Surname, Initials (year), "Chapter title", Editor's Surname, Initials, Title 
of Book, Publisher, Place of publication, pages. 
 
e.g. Calabrese, F.A. (2005), "The early pathways: theory to practice – a 
continuum", in Stankosky, M. (Ed.), Creating the Discipline of 
Knowledge Management, Elsevier, New York, NY, pp. 15-20. 

For journals Surname, Initials (year), "Title of article", Journal Name, volume issue, 
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pages. 
 
e.g. Capizzi, M.T. and Ferguson, R. (2005), "Loyalty trends for the 
twenty-first century", Journal of Consumer Marketing, Vol. 22 No. 2, pp. 
72-80. 

For published 
conference proceedings  

Surname, Initials (year of publication), "Title of paper", in Surname, 
Initials (Ed.), Title of published proceeding which may include place and 
date(s) held, Publisher, Place of publication, Page numbers. 
 
e.g. Jakkilinki, R., Georgievski, M. and Sharda, N. (2007), "Connecting 
destinations with an ontology-based e-tourism planner", in Information 
and communication technologies in tourism 2007 proceedings of the 
international conference in Ljubljana, Slovenia, 2007, Springer-Verlag, 
Vienna, pp. 12-32. 

For unpublished 
conference proceedings 

Surname, Initials (year), "Title of paper", paper presented at Name of 
Conference, date of conference, place of conference, available at: URL 
if freely available on the internet (accessed date). 
 
e.g. Aumueller, D. (2005), "Semantic authoring and retrieval within a 
wiki", paper presented at the European Semantic Web Conference 
(ESWC), 29 May-1 June, Heraklion, Crete, available at: http://dbs.uni-
leipzig.de/file/aumueller05wiksar.pdf (accessed 20 February 2007). 

For working papers Surname, Initials (year), "Title of article", working paper [number if 
available], Institution or organization, Place of organization, date. 
 
e.g. Moizer, P. (2003), "How published academic research can inform 
policy decisions: the case of mandatory rotation of audit appointments", 
working paper, Leeds University Business School, University of Leeds, 
Leeds, 28 March. 

For encyclopedia entries 
(with no author or editor) 

Title of Encyclopedia (year) "Title of entry", volume, edition, Title of 
Encyclopedia, Publisher, Place of publication, pages. 
 
e.g. Encyclopaedia Britannica (1926) "Psychology of culture contact", 
Vol. 1, 13th ed., Encyclopaedia Britannica, London and New York, NY, 
pp. 765-71. 
 
(For authored entries please refer to book chapter guidelines above) 

For newspaper articles 
(authored) 

Surname, Initials (year), "Article title", Newspaper, date, pages. 
 
e.g. Smith, A. (2008), "Money for old rope", Daily News, 21 January, pp. 
1, 3-4. 

For newspaper articles 
(non-authored) 

Newspaper (year), "Article title", date, pages. 
 
e.g. Daily News (2008), "Small change", 2 February, p. 7. 

For archival or others 
unpublished sources 

Surname, Initials, (year), "Title of document", Unpublished Manuscript, 
collection name, inventory record, name of archive, location of archive. 
 
e.g. Litman, S. (1902), "Mechanism & Technique of Commerce", 
Unpublished Manuscript, Simon Litman Papers, Record series 9/5/29 
Box 3, University of Illinois Archives, Urbana-Champaign, IL. 

For electronic sources If available online, the full URL should be supplied at the end of the 
reference, as well as a date that the resource was accessed. 
 
e.g. Castle, B. (2005), "Introduction to web services for remote portlets", 
available at: http://www-128.ibm.com/developerworks/library/ws-wsrp/ 
(accessed 12 November 2007). 
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Standalone URLs, i.e. without an author or date, should be included 
either within parentheses within the main text, or preferably set as a 
note (roman numeral within square brackets within text followed by the 
full URL address at the end of the paper). 

For data Surname, Initials (year), Title of Data Set, Name of data repository, 
available at: Persistent URL  
 
e.g. Campbell, A. and Kahn, R.L. (1999), American National Election 
Study, 1948, ICPSR07218-v3, Inter-university Consortium for Political 
and Social Research (distributor), Ann Arbor, MI, available at: 
http://doi.org/10.3886/ICPSR07218.v3 
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Appendix C 

Questionnaire 
 
Basic Psychological Needs Satisfaction at Work Scale (BPNS-W) 

How do you feel about your work? 

The following statements concern your feelings about your job in the last year. Please 
indicate how true each of the following statements is for you, given your experience in 
this job. Please use the following scale in responding to the items. 
 

1  2  3  4  5  6  7 

Not at                                         Somewhat                                          Very 
all true                                    true                                                     true 
 

1. I feel like I can make a lot of inputs to deciding how my job gets done 
2. I really like the people I work with 
3. I do not feel very competent when I am at work 
4. People at work tell me I am good at what I do 
5. I feel pressured at work. 
6. I get along with people at work. 
7. I pretty much keep to myself when I am at work. 
8. I am free to express my ideas and opinions on the job. 
9. I consider the people I work with to be my friends. 
10. I have been able to learn interesting new skills on my job. 
11. When I am at work, I have to do what I am told. 
12. Most days I feel a sense of accomplishment from working. 
13. My feelings are taken into consideration at work. 
14. On my job I do not get much of a chance to show how capable 
15. People at work care about me 
16. There are not many people at work that I am close to. 
17. I feel like I can pretty much be myself at work. 
18. The people I work with do not seem to like me much. 
19. When I am working I often do not feel very capable. 
20. There is not much opportunity for me to decide for myself how to go about my 

work. 
21. People at work are pretty friendly towards me.  

 
Scoring Information. Form three subscale scores by averaging item responses for 
each subscale after reverse scoring the items that were worded in the negative 
direction. Specifically, any item that has (R) after it in the code below should be 
reverse scored by subtracting the person’s response from 8. The subscales are: 
 
Autonomy: 1, 5(R), 8, 11(R), 13, 17, 20(R) 
Competence: 3(R), 4, 10, 12, 14(R), 19(R) 
Relatedness: 2, 6, 7(R), 9, 15, 16(R), 18(R), 21 
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Work Extrinsic and Intrinsic Motivation Scale (WEIMS) 

Why do you do your work? 

Using the scale below, please indicate to what extent each of the following items 
corresponds with the reasons why you are presently involved in your work. 
 
1  2  3  4  5  6  7 

Does not correspond        Corresponds                              Corresponds 
         at all                             moderately             exactly 
 

1. Because this is the type of work I chose to do to attain a certain lifestyle.  
2. For the income it provides me.  
3. I ask myself this question, I don’t seem to be able to manage the important 

tasks related to this work.  
4. Because I derive much pleasure from learning new things.  
5. Because it has become a fundamental part of who I am.  
6. Because I want to succeed at this job, if not I would be very ashamed of myself. 
7. Because I chose this type of work to attain my career goals. 
8. For the satisfaction I experience from taking on interesting challenges  
9. Because it allows me to earn money.  
10. Because it is part of the way in which I have chosen to live my life.  
11. Because I want to be very good at this work, otherwise I would be very 

disappointed.  
12. I don’t know why, we are provided with unrealistic working conditions.  
13. Because I want to be a “winner” in life. 
14. Because it is the type of work I have chosen to attain certain important 

objectives.  
15. For the satisfaction I experience when I am successful at doing difficult tasks.  
16. Because this type of work provides me with security.  
17. I don’t know, too much is expected of us.  
18. Because this job is a part of my life. 

 
Note for scoring: Intrinsic motivation  4,8,15; integrated regulation  5,10,18; identified 
regulation  1,7,14; introjected regulation  6,11,13; external regulation  2,9,16; 
amotivation  3,12,17. Add the scores for each response to obtain the six subscale 
scores. 
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Appendix D 
 Supplementary statistical data 

 
Table 1. Item-total statistics – Autonomy subscale 
 

 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

AUT_1 32.42 27.141 .351 .536 

AUT_2R 33.95 25.529 .209 .587 

AUT_3 32.54 24.116 .546 .470 

AUT_4R 33.75 26.285 .131 .625 

AUT_5 33.37 25.376 .294 .548 

AUT_6 32.67 26.222 .353 .531 

AUT_7R 32.35 24.707 .392 .513 

 
Table 2. Item-total statistics – Competence subscale 
 

 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

COM_1R 29.09 17.700 .204 .517 

COM_2 29.26 18.998 .288 .462 

COM_3 28.95 19.683 .287 .466 

COM_4 29.39 19.057 .385 .428 

COM_5R 29.24 17.826 .239 .491 

COM_6R 28.75 18.895 .272 .469 

 
Table 3. Item-total statistics – Relatedness subscale 
 

 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

REL_1 37.98 48.472 .695 .780 

REL_2 37.76 50.161 .562 .794 

REL_3R 39.58 47.056 .357 .834 

REL_4 38.92 44.584 .612 .783 

REL_5 38.61 45.830 .624 .782 

REL_6R 39.09 46.421 .463 .809 

REL_7R 37.76 50.204 .504 .800 

REL_8 37.92 48.115 .683 .780 
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Table 4. Total variance explained – BPNS-W  

Component 

Initial Eigenvalues 

Total 

% of 

Variance 

Cumulative 

% 

1 5.553 26.442 26.442 

2 2.039 9.711 36.153 

3 1.483 7.064 43.217 

4 1.172 5.581 48.798 

5 1.075 5.118 53.916 

6 .989 4.710 58.626 

7 .897 4.271 62.897 

8 .875 4.169 67.066 

9 .838 3.990 71.056 

10 .784 3.736 74.792 

11 .697 3.319 78.111 

12 .644 3.069 81.179 

13 .607 2.891 84.070 

14 .582 2.769 86.839 

15 .568 2.705 89.544 

16 .470 2.238 91.783 

17 .455 2.164 93.947 

18 .362 1.725 95.672 

19 .343 1.634 97.307 

20 .299 1.424 98.730 

21 .267 1.270 100.000 
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Table 5. Rotated Component Matrix – BPNS-W 

Rotated Component Matrixa 

 

Component 

1 2 3 4 5 

REL_1 .731     

REL_8 .730 .316    

REL_4 .682     

REL_2 .651     

REL_7R .649  .306   

REL_6R .645     

REL_5 .599 .449    

REL_3R .545     

COM_2  .710    

AUT_5 .307 .648    

AUT_3  .632    

COM_4  .621    

AUT_1  .602    

COM_3  .480   -.427 

AUT_6  .391    

COM_6R   .743   

COM_1R   .523   

AUT_7R   .446 .434  

AUT_2R    .727  

COM_5R    .523 .360 

AUT_4R     .856 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.
a
 

a. Rotation converged in 9 iterations. 
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Table 6. Item-total statistics – Introjected regulation subscale 

 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

INTRO_1 11.71 6.523 .558 .571 

INTRO_2 10.98 7.452 .635 .447 

INTRO_3 10.60 11.020 .403 .737 

 

Table 7. Item-total statistics – Extrinsic regulation subscale 

 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

EXT_1 10.20 6.300 .506 .413 

EXT_2 9.58 7.662 .483 .491 

EXT_3 11.35 5.534 .358 .685 

 

Table 8. Item-total statistics – Amotivation subscale 

 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

AMO_1 3.86 5.615 .411 .597 

AMO_2 4.22 6.387 .523 .470 

AMO_3 3.87 5.368 .435 .564 
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Table 9. Total variance explained – WEIMS  

Component 

Initial Eigenvalues 

Total 

% of 

Variance 

Cumulative 

% 

1 6.358 35.323 35.323 

2 1.889 10.493 45.816 

3 1.377 7.648 53.464 

4 1.074 5.969 59.433 

5 1.001 5.562 64.995 

6 .799 4.439 69.434 

7 .704 3.911 73.345 

8 .689 3.826 77.171 

9 .666 3.700 80.871 

10 .523 2.907 83.778 

11 .521 2.896 86.674 

12 .457 2.541 89.215 

13 .430 2.387 91.602 

14 .366 2.033 93.635 

15 .330 1.836 95.471 

16 .311 1.730 97.201 

17 .280 1.553 98.754 

18 .224 1.246 100.000 
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Table 10. Rotated Component Matrix – WEIMS 

 

Component 

1 2 3 4 5 

INTEG_3 .827     

INTEG_1 .749 .340    

IDEN_2 .749     

INTEG_2 .713     

IDEN_3 .587  .342   

IM_1  .789    

IM_3 .303 .726    

IM_2 .459 .662    

INTRO_3 .307 .523   .381 

EXT_1   .850   

EXT_2   .746   

IDEN_1 .431  .585   

EXT_3 .340  .422   

AMO_2    .801  

AMO_3    .746  

AMO_1    .732  

INTRO_1     .857 

INTRO_2     .820 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.
a
 

a. Rotation converged in 6 iterations. 

 

 

 


