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Abstract 

Nonprofit organization (NPO) executives, who serve others while accepting substantial 

salary and benefit packages, may be motivated by extrinsic and intrinsic elements of their 

job satisfaction. Yet little is known about the extent to which executives are motivated by 

altruism alone or by financial compensation and other extrinsic rewards. The purpose of 

this quantitative study was to test the extent to which intrinsic and extrinsic motivation 

was correlated with the job satisfaction of NPO executives. The theoretical framework 

was Ryan and Deci’s self-determination theory, which suggest NPO executives may be 

solely satisfied through intrinsic motivation. A stratified random sample of 26 nonprofit 

executives in one midwestern NPO was surveyed to assess the relationship between the 

independent variables of intrinsic and extrinsic motivation factors and the dependent 

variable of job satisfaction. A bivariate linear analysis and a multiple regression were 

used to analyze the data. The results indicated that internal and external motivations are 

mutually inclusive in nonprofit executives’ job satisfaction. The desire to help is one 

intrinsic motivational factor that was significant to job satisfaction among nonprofit 

executives. In addition, salary and job security as external motivational factors were 

positively correlated with job satisfaction. This research can effect positive social change 

by informing decision-makers about how to effectively, efficiently, and proficiently 

sustain and retain their executive staff. The benefits for those executives who are satisfied 

with their jobs include long-term retention, job stability, efficiency, effectiveness, and 

increased altruism. 
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Chapter 1: Introduction 

Job satisfaction and motivation may be crucial to the arc of professionals’ careers, 

especially as they advance to the executive level of an organization. The more executive 

employees experience job satisfaction, the more likely they will have added motivation 

and incentive to meet the goals and objectives of a nonprofit or for-profit organization. 

Therefore, job satisfaction and motivation may have a positive effect on self-efficacy, 

effectiveness, and motivation of a worker’s application to their job. Job satisfaction may 

also be positively correlated to job enrichment, which increases one’s interest in his or 

her job tasks and facilitates an increase in productivity (Word & Park, 2009). In this 

study, the clear linkages of job satisfaction and motivation to productivity were explored 

in the nonprofit job sector. More specifically, I focused on the impact of job satisfaction 

and motivation for executives in one nonprofit organization (NPO). I designed the study 

to add knowledge to the existing literature on best practices in the workforce. The 

organization used for the sample in this case study was an NPO in the midwestern United 

States. 

The study explored the linkages between the strength of the relationship between 

intrinsic and extrinsic motivation through the lens of self-determination theory (SDT). 

Motivation represents the reasons for people's actions, desires, and needs. Motivation can 

also define an individual’s behavior, or what causes a person to want to repeat a behavior 

(Ryan & Deci, 2000a; Elliot & Covington, 2001). Motivation can then be divided into 

two main categories, based on the source of the motivation. If the motivation is from 

external forces, including outside pressure and organizational rewards, then the 
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motivation is extrinsic. If the source of the motivation is related to an individual’s values 

and principles, then the motivation is intrinsic. Intrinsic motivation is intrapersonal in that 

it comes from values such as a desire to succeed or altruism. Intrinsic motivation is also 

the self-desire to seek new challenges, to analyze one's capacity, to observe, to help 

others, and to gain knowledge. Intrinsic motivation is also driven by an interest or 

enjoyment in the task itself. It exists within the individual rather than relying on external 

pressures or a desire for reward (Ryan & Deci, 2000a). 

Extrinsic motivation, on the other hand, is influenced by external factors such as 

compensation, competition from others, rewards, and positive and negative reinforcement 

(Ryan & Deci, 2000a). For extrinsic motivation, the reasons for one’s actions or 

motivation for performing a task is to gain approval from others or society at large or to 

gain public recognition. Unlike intrinsic motivation, extrinsic motivation does not 

originate in the enjoyment of the task itself, altruism, or for any individual belief or value 

but rather, it comes from outside sources such as rewards or salary. 

Chen (2013) identified two types of extrinsic motivation: identified motivation 

and introjected motivation. Identified motivation suggests that a person is driven to 

accomplish a task based on how the task is perceived by society. Introjected motivation 

means that people perform tasks out of obligation to something external rather than 

because of personal values (Valleran & Ratelle, 2004). Deci and Ryan (2000a) 

characterized “motivational styles through which people tend to abandon an activity 

because they don’t believe in it” (p. 61).  
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According to Word and Park (2009), job satisfaction is important when studying 

intrinsic and extrinsic motivation. In this study, I examined the extent to which 

executives at an NPO were motivated by personal values (intrinsic factors) or external 

rewards or obligation, or both. Moreover, I analyzed whether the executives were 

altruistic because they truly believe in the values of the organization or they led their 

organizations merely because of societal expectations (Deci & Ryan, 2000a; Valleran & 

Ratelle, 2004).  

Background 

Job satisfaction is an important component of life in the United States. In many 

situations, job satisfaction forms the basis for identities of individuals as well as their 

livelihood and purpose. Several studies on job satisfaction concerning executives and 

employees, in both for profit organizations and NPOs, target the fundamental factors of 

employee motivation. Word and Park (2009) stated that job satisfaction can be measured 

by job design, job engagement, and job flexibility. Word and Park also suggested that 

each variable provides a significant role in understanding performance motivators. Chen 

(2013) supported this view by noting the strength of the relationship between extrinsic 

and intrinsic motivation, using the SDT. Chen believed that for employees to be satisfied 

they must be extrinsically or intrinsically motivated either singularly or collectively, 

meaning as an individual or part of a group of individuals. There have been many studies 

on job satisfaction and the strength of relationships between extrinsic and intrinsic 

motivation employing the SDT. Ryan and Deci (2000a, 2000b) defined SDT as having 

more of an impact on intrinsic than extrinsic motivations. They viewed SDT as an 
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internal "intrinsic" motivating factor. According to Ryan and Deci (2000a), SDT explains 

motivation that emerges from an individual and from their own values and desires to 

succeed. The authors argued that per SDT, motivation is less influenced by outside 

stimuli than internal stimuli, although both have an impact on motivation.  

Conversely, Chen asserted executives of nonprofits were more extrinsically 

motivated. However, the particular role that extrinsic or intrinsic motivations plays within 

an individual or collective framework in the nonprofit sphere remains unclear. Assessing 

the combination of intrinsic and extrinsic factors are considered more applicable for 

employees in profit-driven organizations compared to nonprofits (Chen, 2013). 

Supporting this assertion, several researchers have attributed intrinsic factors exclusively 

to employees in nonprofit organizations due to the philanthropic aspect of the mission 

and duties (Berman, 2010; Chen, 2013; Hansmann, 1980; Ryan & Deci, 2000a, 2000b). 

However, considering both intrinsic and extrinsic motivation in leaders of NPOs could 

provide enhanced knowledge on how to best support leaders of NPOs. 

In sum, to help fill a gap in the literature, I investigated the significant factors that 

influence motivations of executives in NPOs that result in their overall job satisfaction 

and the extent to which NPOs’ executive job satisfaction is motivated by intrinsic or 

extrinsic factors. The research was limited to a specific sample, with data collected from 

one philanthropic nonprofit in midwestern United States. 

Gap in the Research 

Research is limited on the intrinsic and extrinsic factors that motivate executives 

in nonprofit organizations leading to their job satisfaction. In this study, I investigated the 
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extent to which executives in nonprofits were motivated by either intrinsic or extrinsic 

factors, or both, and if this motivation contributes to their job satisfaction at one NPO.  

NPOs are organizations that use their surplus revenue to further achieve their 

purpose or mission rather than distributing such revenue to shareholders, owners, or their 

equivalents. In profit-driven organizations, these funds usually take the form of profits 

and/or dividends from preferred stock. This phenomenon is known as the distribution 

constraint (Hansmann, 1980). According to Berman (2010), for-profit organizations 

provide social and cultural services solely for profit and operate under supervision of the 

government while maintaining more administrative independence (Berman, 2010, 

Hansmann, 1980). Ultimately, the focus of this study was to explore the role that intrinsic 

or extrinsic factors play as motivators toward job satisfaction of NPO executives rather 

than executive in a for-profit organization, focusing in one particular nonprofit entity. 

Past researchers have examined factors that influence executive job satisfaction in 

profit-driven organizations; however, this same information remains elusive for the 

executives in NPOs, creating a gap in the literature. For example, Chen (2013) analyzed 

intrinsic and extrinsic factors that motivated lower-level employees from NPOs and 

discovered that both factors led to their job satisfaction. However, what factors motivate 

executive employees of NPOs have been minimally examined. The study was designed to 

clarify what defines and creates job satisfaction among executives in an NPO.  

Theories of Motivation 

Deci and Ryan (1985, 2002) defined SDT as a meta-theory of human motivation. 

This theory is comprised of five “mini-theories” and several motivation-related concepts; 

https://en.wikipedia.org/wiki/Organization
https://en.wikipedia.org/wiki/Economic_surplus
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they are: motivation, external motivation, introjected motivation, intrinsic motivation, 

and identified motivation (Chen, 2013). Intrinsic motivation implies that the task itself is 

a reward while extrinsic motivation is simply an external reward, resulting from the 

desire to earn a reward, or to have a secured job (Chen, 2013). Deci and Ryan (2000a) 

characterized “motivational styles through which people tend to abandon an activity 

because they don’t believe in it” (p. 61). Table 1 shows the five types of motivation and 

how they interact with the motivation style, SDT, and locus of control. Locus of control 

is the degree to which people believe they have control over events in their lives. An 

external locus of control signifies that a person believes that they have little or no control 

over the events in their life, which are attributed to external forces. An internal locus of 

control is when one perceives that they have control over their life because the events are 

caused from one’s own decisions, values, ideas, or some other factor to which a person 

has control. 

Statement of the Problem 

Based on past research, executive nonprofit employees are more satisfied with 

their jobs compared to the satisfaction of executives in for-profit organizations (Chen, 

2013). The problem is that little is known about the relationship of intrinsic and extrinsic 

motivation to the job satisfaction of executives in NPOs, which is important to 

understand in order to increase their motivation and organizational objectives. In this 

research, I further examined executives’ satisfaction level in the nonprofit sector at one 

single nonprofit agency. This level of satisfaction may be attributed to the level of 

intrinsic motivation (Chen, 2013).  
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Table 1   

 

Motivation Style and Self-Determination Theory With Its Related Linkages 

 

Motivation Styles Self-Determination Locus of Control 

A motivation - none None weak Impersonal 

Extrinsic - external Somewhat weak External Somewhat 

Intrinsic - internal Somewhat strong External 

Motivation Strong Somewhat internal 

External   Introjected   Identified  Internal 

 

Note. Adapted from “Nonprofit Managers’ Motivational Styles: A View Beyond the 

Extrinsic-Intrinsic Dichotomy,” by C. A. Chen, 2013, Nonprofit Voluntary Sector 

Quarterly, 43(4), 737–759.  

Several limited studies have supported the theory that NPO employees are only 

motivated by intrinsic factors to achieve their organizations’ goals and alignment with 

their organizations’ demands (Chen, 2013). However, extrinsic factors may provide some 

explanation as well. Chen (2013) found that nonprofit organizations compete with for-

profit agencies when it comes to compensation. Therefore, because of limited research on 

extrinsic motivation, the theory in which NPO executives are motivated solely on 

intrinsic motivations was a gap requiring further study.  

The Purpose of the Study 

The purpose of this research was to test SDT (Ryan & Deci, 2000a, 2000b) in 

order to understand whether intrinsic or extrinsic motivations lead to job satisfaction for 

executives in NPOs. SDT was used only as a theoretical foundation and not as a model. 

The descriptions and explanations resonate with SDT but do not take the additional step 
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of allowing it to serve as a model of the research. The findings can help decision-makers 

on how to positively motivate executives based on the most effective motivating factors, 

as well as to incorporate policies to ensure executive happiness, productivity, and job 

satisfaction.  

Theoretical Framework 

The theoretical framework and foundation for this study employed was Ryan and 

Deci’s (2000a) SDT. Ryan and Deci (2000a, 2000b) defined SDT as having more of an 

impact on intrinsic than extrinsic motivations. They viewed SDT as an internal "intrinsic" 

motivating factor. According to Ryan and Deci (2000a, 2000b), SDT explains motivation 

that emerges from oneself and from one’s own values and desires to succeed. Ryan and 

Deci (2000a, 2000b) also believed that, from the framework of SDT, motivation is less 

influenced by outside stimuli than internal stimuli, although both have an impact on 

motivation. On the other hand, Chen (2013) found that executives of nonprofits were 

more extrinsically motivated. Thus, researchers disagree on whether NPO executives are 

more intrinsically or extrinsically motivated which became the focus in this study (see 

Ryan & Deci, 2000a; Chen, 2013).  

Some for-profit and NPO agencies use psychological contracts to motivate 

executives. Psychological contracts are agreements that are used to measure motivation 

and productivity at the executive level. Regular contracts measure job satisfaction based 

on motivation at the executive level. These psychological contracts are used in two 

forms: intrinsic and extrinsic motivations. These two forms of motivation are typically 

found in for-profit and government sectors (Chen, 2013). However, the two forms are not 
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the only components of a psychological contract. These psychological contracts may use 

social benefits as opposed to purely monetary motivators. According to Thompson and 

Hart (2006, as cited in Chen, 2013), the ideological contract is another form of 

psychological contract found in the nonprofit sector. The contract can exhibit credible 

commitments for the pursuit of the value principle, implying obligations that one was 

originating from organization fidelity, ideological mission, and accepted principles with 

no regards to benefits (Chen, 2013).  

Research Questions and Hypotheses 

In this research, the hypotheses addressed the role of intrinsic and extrinsic 

motivations in the job satisfaction of NPO executives. Some research in the current 

literature may disagree. The study was designed to test whether there is a significant 

relationship and a positive or negative correlation between intrinsic and extrinsic 

motivation factors and job satisfaction. Further, I attempted to determine which form of 

motivation plays a more prominent role in the motivation and job satisfaction of the NPO 

executives. This study was conducted using the following research questions and null and 

alternative hypotheses generalized only for the one NPO. 

Research Questions 1 (RQ1): Is there a positive correlation between intrinsic 

motivation factors and job satisfaction for executives in NPOs? 

H01: There is no correlation between intrinsic motivation factors and job 

satisfaction for NPO executives. 

Ha1: There is a positive correlation between intrinsic motivation factors and job 

satisfaction for NPO executives. 
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Research Question 2 (RQ2): Is there a positive correlation between extrinsic 

motivation factors and job satisfaction for executives in NPOs? 

H02:  There is no correlation between extrinsic motivation factors and job 

satisfaction for NPO executives.  

Ha2: There is a positive correlation between extrinsic motivation factors and job 

satisfaction for NPO executives. 

Table 2 displays the components and linkages of the research questions (RQs) and 

hypotheses. 

Table 2 

Research Questions and Hypotheses  

Research Questions  Hypotheses 

RQ1. Is there a positive correlation 

between intrinsic motivation factors and 

job satisfaction for executives in 

nonprofit organizations?  

 

Ha1: There is a positive correlation between 

intrinsic motivation factors and motivation 

toward job satisfaction for nonprofit 

executives. 

H01: There is no correlation between 

intrinsic motivation factors and motivation 

toward job satisfaction for nonprofit 

executives  

Ha2: There is a positive correlation between 

extrinsic motivation factors and motivation 

toward job satisfaction for nonprofit 

executives  

 

RQ2. Is there a positive correlation 

between extrinsic motivation factors and 

job satisfaction for executives in 

nonprofit organizations?   

H02:  There is no correlation between 

extrinsic motivation factors and motivation 

toward job satisfaction for nonprofit 

executives. 
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Variables 

The independent variables were extrinsic motivation factors and intrinsic 

motivation factors possible effecting NPOs. The dependent variable was job satisfaction 

for executives in NPOs, which was included in the survey instrument (see Appendix) as 

one of the questions. The employment of these multiple independent variables provided a 

framework for using multiple variable regression for data analyses. The potential 

predictor selected for multiple regression analysis was extrinsic motivation factors, which 

included job salary and job security. The intrinsic motivation factors included altruism, 

service, and pride-in-work, as gleaned from the survey instrument. 

The research questions were analyzed using the theories of Ryan and Deci 

(2000a, 2000b) and Chen (2013) and were intended to shed light on the factors that 

influence job satisfaction. I used a regression model to identify the variables that were 

more strongly correlated as motivators leading to job satisfaction. 

Nature of the Study 

This correlative research was designed to examine NPO executive employees’ 

intrinsic and extrinsic factors and motivation toward job satisfaction. In this study, I 

employed a quantitative data analysis, nonexperimental design, using a survey instrument 

to collect data for analysis (Creswell, 2009; 2013; Frankfort-Nachmias & Nachmias, 

2008). The study was intended to enlighten NPO decision-makers on how to positively 

motivate their executives based on the most effective motivating factors, as well as to 

inform policies that ensure executive happiness, productivity, and job satisfaction. 
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According to Campbell and Stanley (1963), a pilot study improves the survey instrument 

and its validity and reliability. In this study, the pilot study was not necessary because the 

instrument used has been tested in the business setting.  

Definition of Terms  

Several terms were used during the course of the research, they are italicized 

below:  

Nonprofit organization (NPO): An NPO, also known as a nonbusiness entity or 

nonprofit agency, is an organization that uses its surplus revenue to further achieve its 

purpose or mission rather than distribute such revenue to the organization’s shareholders, 

trustees, or owners as profits or dividends. This is known as the distribution constraint 

(Hansmann, 1980). 

Job satisfaction: Job satisfaction, or executive employee satisfaction, has been 

defined in many ways by numerous researchers. Spector (1997), for example, believed 

job satisfaction indicates how content an individual is with their job, or whether they like 

the duties, aspects of the work, or facets of jobs, such as nature of work, style of 

leadership, or supervision. In this research, job satisfaction was defined as the NPO 

executive’s contentment to their job, possibly linked to intrinsic and extrinsic motivation. 

Thus, in this research, I tested whether motivation relates to job satisfaction. 

Intrinsic motivation: Intrinsic motivation is the self-desire to seek out new things 

and new challenges, to analyze one’s capacity, to observe and to gain knowledge (Ryan 

& Deci, 2000a). It is driven by an interest or enjoyment in the task itself and exists within 

the individual rather than relying on external pressures or a desire for reward. 

https://en.wikipedia.org/wiki/Organization
https://en.wikipedia.org/wiki/Economic_surplus
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Extrinsic motivation: Extrinsic motivation is a theoretical construct used to 

explain behavior. It represents the reasons for people's actions, desires, and needs. 

Motivation can also be defined as one's direction to behavior or what causes a person to 

want to repeat a behavior and vice-versa (Ryan & Deci, 2000a; Elliot & Covington, 

2001). The motivation comes from outside sources such as rewards of salary increases, 

bonuses, recognition, or benefits.  

Self-determination theory (SDT): SDT is a macrolevel theory of human 

motivation and personality that concerns people's inherent growth tendencies and innate 

psychological needs (Ryan & Deci, 2000b). SDT is concerned with the motivation behind 

choices people make with little external influence and interference. SDT focuses on the 

degree that an individual’s behavior is self-motivated and self-determined (Ryan & Deci, 

2000b). This theory was used as a theoretical foundation in this study and not as a model.  

Executive (employee): A person or group responsible for the administration of a 

long-term project, activity, or business (St. Louis University Laureate, 2012), Executives 

serve in leadership or management roles, or both. Executives are defined as middle- to 

upper-management salaried personnel who make long-term decisions for the 

organization.  

Compensation: Compensation is an appropriate and usually counterbalancing 

payment of a wage, salary, or benefits package, in exchange for a service, product, skill, 

or time (Ryan & Deci, 2000a). 

https://en.wikipedia.org/wiki/Theoretical_construct
https://en.wikipedia.org/wiki/Behavior
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Assumptions 

This study was conducted with three major assumptions. First, I assumed that 

extrinsic and intrinsic motivations apply to all human beings who aspire to having a good 

life, take care of their families, and possess dignity, which may contribute to an 

employee’s job satisfaction. Second, I assumed that people are inherently honest about 

what motivates them but sometimes have difficulty explaining these motivations clearly. 

This possible limitation to this research is discussed further in the limitations section. It 

was assumed that most people were honest in their responses to the survey; however, 

there may have been an inherent bias because people sometimes answer in a manner they 

believe the researcher desires. Last, I assumed that each executive has the leadership 

capacity to take pride in their work and belong to an organization where intrinsic and 

extrinsic factors exist. 

Limitations and Delimitations of the Study 

This research had several limitations and delimitations (see Creswell, 2009, 2013; 

Frankfort-Nachmias & Nachmias, 2008). For example, because motivation is a personal 

and in some cases sensitive topic, some respondents may not have been totally honest in 

their responses to the survey. Therefore, one limitation was the nature of the research 

questions themselves. Another limitation is the difficulty in analyzing motivations, 

because they are subjective and difficult to measure. Finally, this study was limited to 

data collected from one NPO in one specific region of the United States. Although the 

organization comprises 14 offices in the Midwest, the 26 executives who participated in 

the survey all worked in the headquarters. Therefore, all of the data, executive decisions, 
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and strategic planning were generated from the headquarters. A sample gleaned from this 

single location and entity may not represent the population in its totality. 

The primary delimitation of the study was that the population and sample were 

from one NPO, making inference to all NPOs impossible. The sample was a limited 

demographic from which to generalize about the population of nonprofit agencies. 

Moreover, the geography was a delimiter because it limits the size of the sample which 

also increases the standard error and potential bias. Moreover, the idea of bringing in 

different geographic areas may provide different sources of motivation, thus the 

assumptions made for an entire population, based on a small and geographical 

constrained, sample size, constrains the inferences for all NPOs is a study limitation. 

Scope of the Study 

Geographically, this study was focused on one NPO headquartered in the 

midwestern United States with employees in different locations throughout the region. 

The data were collected from executives within the organization. Probability distribution 

and statistical tools, including correlation coefficients, were used to analyze the data. 

Inferential statistics, including multiple regression, was used to determine statistical 

significance and the strength of the independent and dependent variables that I examined.  

Significance of the Study 

The findings added to the existing literature on intrinsic and extrinsic motivation 

factors that influence the job satisfaction of executives who work for NPOs. The findings 

suggest the most influential factors leading to the retention of executives from NPOs. The 

results can be used by nonprofit leaders to adopt strategies that can motivate executive 
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employees and increase their satisfaction. Above all, this research can effect positive 

social change by informing decision-makers about how to effectively, efficiently, and 

proficiently sustain and retain their executive staff. The benefits for those executives who 

are satisfied with their jobs include long-term retention, job stability, efficiency, 

effectiveness, and increased altruism of the executives who serve the NPOs.  

Social Implications of the Study 

Nonprofit agencies may need to recruit executives with intrinsic motivation and 

past philanthropic work experiences (Chen, 2013). This implies that a job classification 

would include voluntary characteristics to attract individuals who may demonstrate a 

desire to help others, the pride of work for an organization, and altruistic-type 

motivations that are intrinsically based on values, ethics, and personal desires to help 

others (Chen, 2013). Recruiting executives to NPOs based only on pay and job security 

may result in candidates who are only extrinsically minded (Elliot & Covington, 2001). 

Missing would be such intrinsic factors as pride of work and desire to help others.  

Identifying the roles and importance of intrinsic and extrinsic motivators for 

executive job satisfaction can lead to many positive actions, such as measuring job 

satisfaction, job design, job flexibility, and nonprofit executive motivation. Moreover, 

illuminating the factors and their significance for executives working in NPOs can lead to 

greater efficiency in recruiting and operations. The strengths and weaknesses discovered 

between intrinsic and extrinsic factors should assist leaders and policy makers in NPOs 

when they address proficient modalities for recruiting executives.  
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Impact on Social Change 

Investigating NPO executives’ motivation can have a positive impact on social 

change. In this research, exposing issues and exploring the potential for positive 

influences on nonprofit agencies may reinforce their altruism to the people they serve 

rather than their own financial well-being. Further, altruistic motivations have a positive 

influence on social change, particularly helping those in need, thus improving their 

socioeconomic status.  

Summary  

The background of the study, statement of the problem, and purpose of the study 

were addressed in this chapter. The theoretical framework, nature of the study, and the 

investigative research questions, as well as applicable hypotheses, were also presented 

and explained. Also, related definition of terms, assumptions, limitations, and 

delimitations associated with the research study were presented. The scope of the study, 

the significance of the research, and the social implications of the study were also 

discussed. In Chapter 2, the literature review is presented. Gaps in the research about the 

effects of intrinsic and extrinsic motivation executives’ job satisfaction are addressed. 

Chapter 3 presents the research methodology, including the design, survey 

instrumentation, sample, statistical tools, and techniques used to answer the research 

questions. In Chapter 4, the data collection, data analyses, and findings are presented, 

along with the IRB review, ethical implications, and approval process. Finally, in Chapter 

5, the findings and results are interpreted. Recommendations, limitations, social change 

implications, and the conclusions are presented.   
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Chapter 2: Literature Review 

Several studies related to executive employees’ job satisfaction in for-profit and 

NPOs have identified factors of motivation in the workplace. Evidence suggests that 

nonprofit executive employees are more satisfied with their jobs than their counterparts 

from for-profit firms (Chen, 2013). Further, employees in NPOs have workers who 

“demonstrate a high level of service and altruistic motivation” (Chen, 2013, p. 738). The 

high level of satisfaction remains an attribute of intrinsic motivation (Chen, 2013). 

Nonprofit organizations tend to provide their managers with job flexibility, job 

engagement, and job design (Word & Park, 2009) on projects, which may reinforce 

intrinsic motivations as well.  

Indeed, intrinsic and extrinsic motivators, two components of SDT, are merely 

identical micro-cousins that are difficult to tell apart from a research viewpoint 

(Hoffman, 2015). However, according to Dresang (2004), intrinsic motivation is more 

prevalent in nonprofit sectors, where extrinsic motivations, such as higher salaries, 

incentives, and bonuses, are more prevalent in the for-profit sector. In this study, 

investigations included whether nonprofit executives were more motivated by intrinsic 

motivations or extrinsic ones in order to achieve their goals, such as job satisfaction. In 

this study, the “property-disposition relationship” (Frankfort-Nachmias & Nachmias, 

2008, p. 115) was discussed within a motivation framework, in which a researcher cannot 

manipulate variables such as race or gender.  

Chen (2013) found that nonprofit organizations compete with for-profit agencies 

in areas of salary, whereas salary remains an external or extrinsic factor emphasized more 
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in the for-profit than nonprofit sector. In my research study, the roles that intrinsic and 

extrinsic factors act as motivators for executive job satisfaction and were derived using 

one NPO as the population and sample drawn from that population. As such and 

moreover, it was explored if these motivators are a larger incentive for executive staff at 

one NPO.   

In this study, I employed the SDT proposed by Ryan and Deci (2000a, 2000b), as 

a theoretical foundation with some additions by Chen (2013), as the lens of analysis to 

investigate if intrinsic or extrinsic factors, either separately or collectively, are motivators 

in executive employee job satisfaction. For the purpose of this study, SDT does not serve 

as a model but only as a theoretical construct and foundation. In my literature search 

strategy, I concentrated on searching the literature for research on intrinsic and extrinsic 

motivations and their impact on job satisfaction for executives in nonprofits. Further, 

with this search strategy, a gap in the literature was discovered that was addressed with 

this study. 

Literature Search Strategy 

The Walden Library homepage served as the primary source of all referenced 

material. The secondary source included course readings and peer-reviewed articles 

obtained through internet searches in topical areas. A number of reference databases were 

used for the searches, they are as follows: EBSCO, Nexus/Lexus, and ProQuest. Many 

peer-reviewed articles from Sage Publications, academic journals, professional 

periodicals, and direct results from the Thoreau databases search engine were also used. I 

reviewed the articles for their assumptions, methodology, data collections, and analysis, 
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and conducted a critique (Walden, 2010) using only resources that were relevant to the 

research topic. 

The primary keywords used for searches included the following: executive, 

manager, leader, employee(s), workers or workforce, satisfy, satisfied, or job satisfaction, 

union or unions, unionized, government(s) or municipal, intrinsic, extrinsic, motivation, 

executive, and nonprofit. Subsequently, I selected the peer-reviewed articles and removed 

full-text options to make a broader search (see Walden, 2010). Several search techniques 

were used with Boolean approaches, which uncovered numerous other references. 

Finally, the search for references included discussions with peers, instructors, and faculty 

for additional sources of information (see Walden, 2010).   

Intrinsic and Extrinsic Motivation 

According to Chen (2013), intrinsic motivation contains personal and natural 

motivational factors that come from within an individual. Extrinsic motivation contains 

natural factors external to the individual, and they originate outside of the individual.  

Intrinsic Motivation 

Intrinsic motivators are derived from personal ethics, personal values, beliefs, and 

an unselfish desire to be altruistic to those in need. These motivators are internal to each 

person. Intrinsic factors are influenced by one’s personality traits, and the desire to be 

altruistic may also influence positive social change. In this study, I investigated the 

impact of these motivation and extrinsic factors on job satisfaction of nonprofit 

executives at one particular NPO.  
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In investigating the impacts of intrinsic motivations on employees, Renard and 

Snelgar (2018) conducted their study aiming at developing and validating the Intrinsic 

Work Motivation Scale to investigate the correlation between internal work engagement 

and salary satisfaction. Renard and Snelgar’s (2018) study included 486 respondents from 

Australia, South Africa, and the United States. In their analyses, they used tests of 

reliability and Pearson’s correlation coefficients (Field, 2013). They concluded that the 

Intrinsic Work Motivation Scale was reliable and possessed discriminant validity based 

on nonprofit employee’s altruistic values. In this scale, Renard and Snelgar (2018) also 

used three factors: (a) personal connection to one’s work, (b) personal desire to make a 

difference, and (c) personal desire to perform.  

According to Renard and Snelgar (2018), intrinsic motivation was positively 

correlated with work engagement and salary satisfaction and negatively correlated with 

intention to quit. Renard and Snelgar (2018) recommended that the scale be used in 

further studies of nonprofit organizations. This study was geared toward the analysis of 

the instrument validity and reliability, but there is still a gap, because the authors 

neglected to measure nonprofit executives’ intrinsic motivation toward job satisfaction. 

Since this scale was not used on nonprofit executives, it required some modification to 

ensure alignment with a nonprofit executive’s framework. Therefore, I decided not to use 

this scale because it did not use nonprofits, plus I chose a similar structure by Lavorata 

(2017), which I discussed in the methodology section. Intrinsic motivation implies that 

one has the internal desire to help and serve others (Chen, 2013). The desire to be 

altruistic comes from within and is not influenced by outside sources. In these cases, the 
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executive feels an inner peace, or a positive feeling by helping others. He or she also feels 

that by contributing to the betterment of society, satisfaction in the work is derived which 

is an example of intrinsic motivation. As a result, NPOs place full confidence in their 

executive employees by allowing them to recommend their own projects to fit the 

community’s needs (Word & Park, 2009). Full confidence in nonprofit executives, on the 

part of their employers, leads to the employee’s full participation in that type of 

engagement in organizational activities leading to their work satisfaction.  

Many NPOs have found that providing their executives with job flexibility, job 

engagement, and job design on projects reinforces their intrinsic motivations (Word & 

Park, 2009). However, extrinsic motivation is defined as when one is motivated to be 

altruistic by external influences. These influences may include organizational benefits, 

higher pay, or societal influences. Therefore, to increase altruism at the strategic level, 

many NPOs offer more benefits to their executives than their non-executives, such as 

higher salary packages, increased medical and dental coverage, tuition assistance, 

expense accounts, and travel benefits.  

Extrinsic Motivation 

Extrinsic motivators are external to the individual, such as higher salaries, 

bonuses, and monetary incentives, benefits packages such as a company car, expense 

accounts, and other “external” benefits. Contrarily, a motivation that is not internal or 

innate is called an extrinsic motivation. Therefore, extrinsic motivation factors are 

influenced by external factors. 
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Abraham et al. (2007) found that external factors included the voices of the union, 

or firsthand accounts, of union workers to understand the external motivators of 

employee job satisfaction. Abraham et al. found out that compared to union employees, 

nonunion members reported significantly higher levels of satisfaction with 

communication, working conditions, the immediate supervisor, and senior leadership (p. 

7). This is important to this study since the sample being studied includes non-union 

executives in nonprofit organizations.   

In motivating employees, including executives, both intrinsic and extrinsic 

motivations may play a larger role. However, many NPOs concentrate more on extrinsic 

factors to motivate and retain their executives, such as pay and job security. In the 

literature, the other factors play a more significant role in explaining executive 

employees’ job satisfaction, remain unclear. I investigated whether SDT, a theory 

construct, is a significant motivator to job satisfaction because it includes both intrinsic 

and extrinsic motivation, with more emphasis on intrinsic motivation (Ryan & Deci, 

2000a), which leads to job satisfaction.     

Past Studies on Motivation 

 One important study on extrinsic motivation was by Bassous (2015). Like 

Abraham et al. (2007), Bassous investigated extrinsic motivation and its impact on 

employee job satisfaction. Bassous used a mixed-method to explore and examine four 

independent variables, including (a) monetary and nonmonetary factors, (b) intrinsic and 

extrinsic factors, (d) leadership factors, and (d) organization culture as motivating factors 

for full-time workers in humanitarian-based organizations. Bassous (2015) employed the 
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correlation design of the four independent variables to examine their impact on level 

faith-based nonprofit worker’s motivation as the dependent variable (see Table 3.) 

Table 3 

Correlation Design of Four Independent Variables and a Dependent Variable 

Dependent variable Independent variables 

Level faith-based nonprofit Monetary and nonmonetary incentives  

Level faith-based nonprofit Extrinsic and Intrinsic motivations 

Level faith-based nonprofit  Leadership  

Level faith-based nonprofit  Organization culture   

Note. The four independent variables predict the one dependent variable as the outcome.  

Based on text material in “What Are the Factors That Affect Worker Motivation in Faith-

Based Nonprofit Organizations?” by M. Bassous, Voluntas: International Journal of 

Voluntary and Nonprofit Organizations, 26(1), 355–381.  

Bassous (2015) concluded that extrinsic motivations enhance performance of 

younger employees, and the same motivations were less influential than older employees. 

Bassous (2015) found a correlation between monetary incentives and worker’s 

motivation level in faith-based nonprofit organizations. He also concluded that non-

monetary incentives promote the concept of shared goals. Bassous also found a positive 

significant correlation between workers’ motivation level and nonmonetary incentives, 

leadership style, and organization culture but found no significant workers’ motivations 

with monetary incentives.  

Bassous (2015) used bivariate analysis to examine the association of the variables 

across the total sample on his study concerning extrinsic motivations and their impact on 
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employee job satisfaction. Bassous (calculated means, standard deviations, and P-values, 

and tested a one-way analysis of variance (ANOVA) to find mean difference of the scale 

across different covariates including age group, gender, and years of employment. 

Despite the analysis, Bassous failed to encompass nonprofit executives’ job satisfaction, 

and serves as evidence of a gap in the literature. Additionally, the historic Lawler and 

Hall’s (1970) theory was used as the analyses benchmark for my research. 

Ryan and Deci (2000a, 2000b) used SDT as a framework for evaluating what 

influences employees’ job satisfaction. Conversely, Lawler and Hall (1970) focused on 

the relationship of job characteristics to job involvement, satisfaction, and intrinsic 

motivation, and \that job involvement relates to extrinsic factors while satisfaction may 

derive from intrinsic factors. The dynamics between the factors that are more effective in 

motivating individual executive’s job satisfaction remain unclear. As such, in this 

research, I explored the theories of Chen (2013) and Ryan and Deci (2000a, 2000b) as a 

lens for analyses of these motivators for executives at one particular nonprofit agency.   

Theoretical Foundation 

The theoretical framework for this study rests on Ryan and Deci’s (2000a, 2000b) 

self-STD. Their approach embraced the idea that extrinsic variables and motivation have 

a greater effect on nonprofit executives who already possess high levels of intrinsic 

motivation (Ryan & Deci, 2000a, 2000b).  

SDT was defined by Ryan and Deci (2000a, 2000b), who noted that the full 

theory of motivation focused on the role of particular social, cognitive, or emotional 

factors on different types of behaviors that humans exhibit in their interactions within 
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social environments. As a metatheory, it acquires the definition of an umbrella approach 

consisting of five minitheories (Vansteenkiste et al., 2010). The five minitheories 

encompass cognitive theory, organization interaction theory, causality orientation theory, 

basic needs theory, and goal content theory. These theories describe the similarities and 

differences between extrinsic and intrinsic motivators.  

Deci and Ryan (2002) defined the metatheoretical approach as the basis of the 

concept of organismic dialectic. This term is used to describe the human inclination 

toward psychological health, well-being, and the predisposition for people to develop and 

pursue an identification that is unified within their sense of self. Deci and Ryan (2002) 

claimed the main feature of SDT is the core psychological needs theory, including 

competence, relatedness, and autonomy. The authors noted that psychological needs 

resulted as an outcome of the interaction between individuals and their social 

environment leading to self-fulfillment, growth, and mental well-being. Therefore, the 

psychological factors of competence, relatedness, and autonomy are key components to 

both intrinsic and extrinsic motivators. It is evident that autonomy and growth are 

important aspects of motivation for nonprofit executives as well (Deci & Ryan, 2002).  

SDT considers autonomy and growth as being fundamental for nonprofit 

executives (Deci & Ryan, 2002). Nonprofit executives, as compared to their counterparts 

from the for-profit sector, ere more satisfied with their jobs because they have the 

autonomy to map their organization projects to communities’ needs. In addition, 

nonprofit executives feel a sense of growth when they succeed in their missions (Chen, 

2013). Basic needs may not necessarily be of an innate nature as SDT suggests but 
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acquired through the social environment. This section appeals to the importance of a 

reference made to Maslow’s hierarchy of needs for nonprofit executives to attain the 

highest level of fulfillment, including self-actualization or self-realization (Chen, 2013).      

Similar to Ryan and Deci (2000a), Chen (2013) later supported SDT in his study 

to emphasize that individuals can be motivated by both intrinsic and extrinsic motivations 

to achieve job satisfaction. Chen (2013) applied SDT to demonstrate that nonprofit 

employees were satisfied with their jobs and motivated intrinsically and extrinsically not 

only singularly but also collectively. Chen (2013) supported the assertion that 

“psychological contract as a theory encompasses mutual beliefs, understandings, and 

personal obligations between employers and their employees in two forms including 

transactional contract and relational contract” (p. 739). The transactional contract is tied 

to an exchange of economic currency such as salaries and fringe benefits. The 

relationship contract is a socioemotional exchange, which translates into job security, 

advancement, and career development because of emotional intelligence and effective 

personal relations (Thompson & Bunderson, 2003).  

Ryan and Deci (2000a, 2000b) used SDT as a benchmark in the evaluation of an 

employee’s jobs satisfaction as a more significant factor than other motivational factors. 

However, Lawler and Hall (1970) focused on the relationship of job characteristics to job 

involvement, satisfaction, and intrinsic motivation. On the one hand, job involvement 

deals with extrinsic factors while satisfaction is less internalized as a derivative of 

intrinsic factors. The dynamics between the factors that are more efficient in motivating 

individual job satisfaction remains unclear. As such, in this quantitative study, the 
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theories of Ryan and Deci (2000a, 2000b) were strongly supported by Chen (2013) and 

were used as a lens of analysis.  

Rationale for Theory 

The SDT theory, as described by Evans (2015), is the autonomous nature of 

intrinsic and extrinsic motivation. Understanding SDT remains vital for understanding 

why individuals attain various psychological motivations in order to become fulfilled.  

Evans (2015) emphasized the importance of SDT to motivation in any field 

because it shows how features of the theory are related. For example, he stated how two 

key features of SDT including a tendency toward personal growth and a more unified 

sense of self, are supported through the fulfillment of motivations such as competence 

and autonomy. Evans concluded that where there is a disconnection in motivational 

styles, SDT is the way to find a functional connection. The variables such as job design, 

job engagement, and job flexibility, resulting in job satisfaction, include extrinsic and 

intrinsic factors (Evans, 2015). The above three listed variables exemplify the reach of 

the psychological needs that are inclusive of the autonomous and growth stages. Evans 

argued that job design, job engagement, and job flexibility play significant roles 

collectively as motivators in employee job satisfaction. Yet the depth of research on its 

inclusion of executive motivation and job satisfaction remains incomplete, and I designed 

this study to help fill that gap. 

Combination of Intrinsic and Extrinsic Factors With Control Variables 

Abraham et al. (2007) used a combination of extrinsic and intrinsic factors and 

included control variables such as the impact of voice of the union to support their 
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findings. They determined that an addition of the voice of the union in collaboration with 

intrinsic and extrinsic factors played significant roles in motivating the employees and 

executives in many organizations. However, Abraham et al. could not singularly locate 

which factors play the least role, and which play the most significant role, as an executive 

motivator in nonprofit or for-profit agencies. Additionally, Lawler and Hall (1970) 

focused on the relationship of job characteristics to job involvement, satisfaction, and 

intrinsic motivation. They also failed to isolate the factors that are the most significant in 

motivating employees toward job satisfaction in nonprofit organizations. Furthermore, 

the extrinsic role of managers’ job satisfaction was not investigated.  

In addition to Abraham et al. (2007), Ryan and Deci (2000a, 2000b) defined SDT 

and offered views on the impact of intrinsic and extrinsic motivations. They viewed SDT 

more like an internal “intrinsic” motivating factor as compared to external “extrinsic” 

factors. However, the roles intrinsic or extrinsic factors play individually or collectively 

remain unknown in their research in terms of non-profit executives.  

Subsequently, further examining the roles of intrinsic and extrinsic factors, 

Leonard (2013) undertook a comparative study on the impact of intrinsic or extrinsic 

motivations. After examining several nonprofit organizations, Leonard concluded that 

employees who were intrinsically motivated were the least satisfied because of their 

supervisors’ styles of leadership. In contrast, employees who were extrinsically motivated 

were less concerned about their supervisors’ styles of leadership as long as they 

maintained their jobs and were paid well. They were more interested in rewards like 

raises, benefit packages, and increased remuneration. However, this study demonstrated a 
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gap in the literature similar to Abraham et al. (2007), because it did not encompass 

extrinsic and intrinsic motivations and its impact upon executives’ job satisfaction.  

Intrinsic and Extrinsic Motivations’ Impact, Dichotomy, and Self-Determination 

Theory 

Haivas et al. (2012) investigated the roles that intrinsic motivation plays 

individually and collectively, using the effect of the organizational context on needs 

satisfaction and motivation. Haivas et al. used SDT to study the relationship between 

volunteers’ motivation within a social network of ‘free’ versus ‘controlled’ work climates 

in country of Romania. The authors included autonomy, competence, and relatedness 

factors in their study. Haivas et al. defined autonomous context as an environment where 

leaders such as managers and coordinators use participatory management in the decision-

making process. Using autonomous context, this participatory environment is created by 

considering subordinates in a democratic manner, giving subordinates a sense of 

autonomy and empowerment.      

Haivas et al. (2012) mentioned the inclusion of five minitheories and several other 

motivation-related concepts in the SDT. Given the complexity of the SDT (Deci & Ryan, 

1985, 2002), Haivas et al. limited their studies to three components: social context or 

organizational context, needs satisfaction, and motivation. In the SDT, Deci and Ryan 

(2002) indicated the impact of social or organization contexts on needs satisfaction, 

which consequently influences individual autonomy or self-determination. Therefore, 

Deci and Ryan suggested all individuals regardless of whether they are working for a 

salary or not have within them “innate tendencies” (Haivas et al., 2012, p. 196) to grow 



31 

 

and reach their desired outcomes by providing care or helping others. Innate tendencies 

are intrinsically motivated behavioral tendencies that are considered a natural part of the 

individual’s nature. 

Haivas et al. (2012) emphasized the importance of autonomy in an organizational 

setting. The autonomous motivation remains the source characteristic of the internal 

behavior of an individual. Haivas et al. added that autonomous motivation creates 

pleasure in the personal volunteer action which was motivated intrinsically. Intrinsic 

motivation is defined as the inner motivation to find joy in helping others. Thus, 

identified regulation is perceived to support a paramount personal cause (Haivas et al., 

2012).  

Haivas et al. (2012) stressed the distinction between autonomous and controlled 

motivation. The former implies a characteristic of the internal behavior of an individual. 

The latter refers to the expectation of an individual to receive rewards based upon a 

service rendered or guilt. The latter can represent both intrinsic and extrinsic motivations. 

A person may feel within their inner-self an obligation to help others through introjected 

motivation by volunteering to avoid guilt (Haivas, 2012). Motives can also remain 

intrinsic in nature, contrary to a student who volunteers only to meet school requirements, 

which is extrinsic (Haivas 2012). Such student motivation supports extrinsic regulations 

because it offers rewards for volunteer efforts of the student.  

Haivas et al. (2012) argued that people remain longer in the same organization 

because of intrinsic and extrinsic factors. Furthermore, for-profit and nonprofit 

organizations have built strong social networks to facilitate retention of employees and 



32 

 

executives. For government agencies, “intra-organizational social network” (Moynihan & 

Pandey, 2007, p. 205) stimulates good relations among employees and makes them feel 

accountable toward each other. Contrarily, “extensive social network with the volunteers’ 

activities” (Bussell & Forbes, 2002, p. 117) rests the foundation that positively influences 

volunteers’ attitude and behavior.  

Other researchers have suggested that autonomy-supportive contexts, positively 

impact different environments through motivation. This motivation subsequently leads to 

a high level of work engagement, work satisfaction, lower turnover, and to organizational 

change (Black & Deci 2000; Deci et al., 1989, 1994; Gagne & Deci, 2005; Gagne et al., 

2000; Rhoades et al., 2001; William & Deci, 1996). Haivas et al. (2012) concluded that 

SDT enables researchers to predict supportive; autonomous contexts that remain the 

source of needs’ satisfaction through the autonomy of motivation. 

Haivas et al. (2012) found that despite SDT predictions on intrinsic-extrinsic 

motivation, the relationship between supportive independent contexts and the outcomes 

has never been studied simultaneously. In addition, researchers have not distinguished 

satisfaction of need variables for autonomy, competence, and relatedness.  

Minitheories of SDT by Deci and Ryan 

The five minitheories of SDT by Deci and Ryan (2002) include the following: 

cognitive evaluation theory, organismic integration theory, causality orientations theory, 

basic needs theory, and goal content theory. In extending their original theory, Deci and 

Ryan (2002) postulated that people in general have innate intrinsic motivation where 

people are intrinsically motivated by curiosity, discovery of new perspectives, altruism, 
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values, ethics, personal growth, autonomy (Haivas et al., 2012) or seeking optimal 

challenges. Intrinsic and extrinsic motivation both has an interactive relationship to one 

another. Both of these integrative motivations are impacted by choice which emphasizes 

the importance of autonomy (Haivas et al., 2012). 

As mentioned previously, intrinsic, and extrinsic motivation have an interactive 

relationship. Thus, both interact when it comes to motivation and autonomy. This brings 

the discussion to the five minitheories of SDT that emphasize this integration. The first is 

cognitive evaluation theory which interplays intrinsic motivation one’s interest or 

enjoyment with extrinsic motivation which is rewards, recognition, and choice. The 

second is organism integration theory. According to this theory, people’s interest in an 

activity can be diminished by external controls, as well as by intra-individual pressures. 

One example of a controlling internal event is ego involvement, in which people perceive 

their self-worth as dependent on successful completion of a particular task.  

The third minitheory is causality orientation theory which focuses on individual 

differences in global motivational orientations. This mini theory emphasizes the 

dynamics of behavioral regulation to an understanding of people’s personality-level 

functioning. Therefore, according to this mini theory, individuals differ in how they 

typically perceive the source or cause of their behavioral. The fourth minitheory is called 

the basic needs theory. This minitheory says that motivation is based on basic 

psychological needs necessary for physical, social, and psychological health which 

follows the law of parsimony, known as Occam’s razor. This includes the need for 
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autonomy competence, and relatedness, the latter including experience of reciprocal care 

and concern for important others.  

The fifth, and last, minitheory of SDT is goal content theory. In this theory, Deci 

and Ryan (2002) posited that people have a natural tendency to move toward intrinsic 

goals and away from extrinsic goals, although such shifts do not happen automatically. 

However, these shifts or changes require contextual supports for need satisfaction. 

Accordingly, in past research many authors discovered that need-supportive contexts 

promote movement away from extrinsic goals and toward intrinsic goals. These five mini 

theories demonstrate the interrelation and integrative relationship between intrinsic and 

extrinsic motivations and can be applied toward motivation toward job satisfaction which 

is the dependent variable in my study. The difficulty for my study was generalizing from 

the population in my study of 26 executives at this midwestern NPO to the entire 

executive population at NPOs in general and how they are motivated toward job 

satisfaction.  

According to Creswell (2009), any study finding the generalizability of principles 

where the outcomes can be applicable anytime and anywhere and produce the same 

results over time, defines reliability. Haivas et al. (2012) chose a different geographic 

region and applied their study based on such context using intrinsic and extrinsic 

variables. Haivas et al. constructed hypotheses, and then tested them with path analysis, 

using the product-of-coefficients approach, with success. The product-of-coefficient 

approach provided significance tests that strongly relied on multivariate normality. With 

this test, the authors revealed that the work climate had a positive direct relationship with 
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volunteers’ autonomous motivation. This positive relationship also relates to satisfaction 

of some basic needs and how the size of one’s social network is related to satisfaction 

(Haivas et al., 2012).  

The literature revealed the importance of nonprofit employees for their 

volunteerism and extrinsic motivations within their organizations. Despite the Haivas et 

al. (2012) findings, the primary motivations of nonprofit employees with volunteerism’s 

extrinsic motivations remain unknown. Furthermore, Haivas et al. failed to lay out factors 

that motivate nonprofit employees, which are fundamental criteria for the study of an 

employee’s job satisfaction in for-profit/nonprofit organizations. However, researchers 

have isolated the multifaceted factors that motivate volunteers in terms of job 

satisfaction; job satisfaction remains the result of several variables intervening 

collectively, not singularly. In the next section, I discuss the SDT dynamic within this 

construct (Ryan & Deci, 2000a, 2000b) as depicted by Chen (2013).  

Chen (2013) believed that for employees to be job satisfied, extrinsic or intrinsic 

factors must act as motivators singularly or collectively in some cases and yet struggled 

to determine the primary motivating factors for nonprofit managers. His study 

demonstrated that nonprofit and profit employees are collectively driven by both intrinsic 

and extrinsic motivations. Chen examined the strength of the relationship between 

extrinsic and intrinsic motivations as subsequent variables using SDT to reach a 

conclusion. Chen tested a combination of variables from a National Administrative 

Studies Project (NASP-III) data set employing SDT (Ryan & Deci, 2000a, 2000b) 
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comprising five categories. Nonprofit executives’ motivational styles fell into either one 

of these categories.  

Having tested variables from NASP-III, nonprofit employees’ motivational styles 

in terms of pay and job security and employed the SDT, Chen (2013) also found that 

extrinsic motivations had considerable value as compared to intrinsic motivations. Chen 

used the strength of the relationship between motivational styles suggested in SDT. Chen 

also used other variables including job satisfaction, job engagement, and the pride that 

one has to belong to an organization to confer to nonprofit managers the 

“multidimensional motivational styles” status.  

While most researchers have contended that nonprofit managers were only 

motivated intrinsically, going back to psychological contract theory (Rousseau, 1995), 

their contention did not seem to provide needed arguments to sustain the role of intrinsic 

motivations. Psychological contracts are used to measure motivation and productivity at 

the executive level. Chen (2013) argued that the existence of the contract between 

nonprofit employees and their employers was not just limited to an ideological contract 

and altruistic motivations. There were implications of other drivers including identified 

motivation, interjected motivation, external motivation, and motivation (Chen, 2013) 

besides intrinsic motivations, as SDT suggested. Chen argued that there is substantial 

evidence that nonprofit employees demonstrated a higher level of altruism motivation, 

which is extrinsic and correlates to a higher level of service. The employees, however, 

like any other human beings want to protect their families by negotiating with their 

employers’ contracts that contain living wages, for instance. Living wages imply better 
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salary and job security, which are extrinsic motivators, because they cover not only basic 

needs, but also help save for a higher quality-of-life during retirement.  

Due to the competition within nonprofit organizations and the size of the benefit 

packages, these organizations hire intrinsically motivated individuals who are not 

motivated by a large benefit package (Chen, 2013), and therefore, employees engaged in 

these types of organizations can easily get promoted (White, 1970). Chen (2013) cited 

Deci and Ryan (2000a, 2000b), who defined intrinsically motivated individuals as 

initiators of their own behavior, values, beliefs, and desired outcomes. To measure the 

impact of tested hypotheses using a subsample of the NASP-III from Georgia and Illinois 

during 2005. The sample included 280 nonprofit employees randomly selected using a 

pretest and two follow-up surveys. The central question asked why these officials 

accepted their current jobs. The authors used four ordinary scales of measurement that 

ranked their decisions on a contingency scale from paramount as high to very 

unimportant as low (Chen, 2013). Chen then used three ordinal scales to measure work-

related attitudes he considered as dependent variables using three standard levels items of 

agreement and several confounding control variables. Among the control variables, Chen 

(2013) selected an organization size to measure work-related attitudes by age, gender, 

and education as well as upwardly mobile position and current job tenure (Chen, 2013).  

Chen (2013) used employing principal-component, exploratory factor analysis, 

called varimax rotation, to analyze possible dimensions of his selected motivation items. 

He found that two items belonging to intrinsic motivation included organization 

motivation and ability to serve the for-profit organization. This factor analysis indicated 
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one sense of pride and the latter characterized the altruism motivation and concluded that 

both remained representatives of “internal rewards” (Chen, 2013) of the employees. 

Other findings included the spirit of being winners and earning prestige resulting from 

advancement opportunities and career development, and they were characteristic of 

identified motivation while the desire for less and low conflict work environments 

belonged to introjected motivation (Chen, 2013).  

Additionally, Chen (2013) found that salary, pension, and job security 

exemplified extrinsic motivation. Having compared the mean of several motivational 

styles, Chen ranked his findings as follows in descending order. Organizational quality 

and reputation, internal forms came first (M = 3.46), followed by desires for salary (M = 

3.33) and job security (M = 3.11), both extrinsic styles; service motivation occupied the 

sixth position (M = 2.98), instead using mean salary similar to Bassous (2015). Chen 

concluded that although nonprofit employees’ first concern was the organizations’ 

reputation; their extrinsic motivations were many and stronger than their service 

motivation while the organization should have been ranked lower. When using the work-

related attitude index as the dependent variable, Chen also suggested that ordinary least 

square regression fit better than the previous modeling method. He did not suggest 

comparing standardized regression coefficients because the scores and the ranges of the 

five motivational styles were not constant.  

Based on further findings, Chen (2013) suggested that the statistical significance 

of intrinsic coefficient motivations ranked first and remained positive in the model of job 

satisfaction while extrinsic motivations negatively predicted job satisfaction regardless of 
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the control factor. In regard to control variables, the age and the upward mobility were 

important predictors of work attitudes while gender and current job tenure was not 

statistically significant (Chen, 2013). 

Despite this study’s findings, primary motivations of nonprofit employees remain 

unknown. Chen’s (2013) analysis went in-depth using more variables from extrinsic and 

intrinsic motivations and concluded that extrinsic motivations are not weaker as found in 

previous studies, and many variables were excluded in those studies. Chen further 

suggests that motivation needs to be included in future studies due to its adverse effect on 

its relationship with work attitudes. In his study, Chen highlighted the dichotomy that 

existing in intrinsic-extrinsic motivational styles in for-profit and nonprofit employees 

and are more geared toward nonprofit employees.  

Chen (2013) also indicated that in the study was that he used fewer items from 

motivational styles individually and collectively. However more motivational studies 

from a multidimensional setting need to be conducted to lead to more particular and 

precise findings. He concluded that because each of the five dimensions of SDT is 

multifaceted, future studies would need to use a multidimensional spectrum approach to 

data collection and analysis.  

Although, Chen introduced the extrinsic motivation impact on nonprofit 

employees toward job satisfaction which is the dependent variable I was using in my 

study, he felt that the argument was not sufficient. Chen questioned his argument after 

testing the theory of intrinsic motivations. However, little is known about this theory as it 

applies to the work attitudes of nonprofit employees toward job satisfaction. Chen (2013) 
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even recommended future studies with more variables so that he could investigate and 

find primary motivations of nonprofit employees and managers. As a result, Chen (2013) 

investigated the past “intellectual DNA” (Patton, 2013) in the area of intrinsic-extrinsic 

motivations toward job satisfaction of nonprofit employees, but stated that more research 

needed to be conducted, which is a rationale for my study.  

Speckbacher (2011) conducted a study on the use of incentives in nonprofit 

organizations to examine the role of intrinsic-extrinsic factors. In his study, Speckbacher 

found that incentives played the role of motivators for nonprofit employees based on 

three characteristics, as follows: (a) the misrepresentation of contractual performance 

measures for an organization performance, (b) the importance of identified employee 

motivation, and (c) the social relationships between an organization and its stakeholders. 

From a social psychology perspective, Speckbacher observed that nonprofit organizations 

were now using incentives as external means to motivate employees toward job 

satisfaction. This type of compensation attracted ambitious employees who increased 

their organizational productivity as a result. Workers who produced poor quality tend to 

choose organizations that are salary-only based, offering employment contracts with 

fixed wages disconnected to performance (Lazear, 2000). Ambitious workers get 

promoted to executive roles faster when extrinsic motivators like awards drive them 

toward job satisfaction (Speckbacher, 2011).  

Speckbacher (2011) also distinguished between implicit and explicit incentives in 

term of intrinsic and extrinsic motivations. He stated that without external incentives, 

such as pay or rewards, the effort remains at its lowest level (Speckbacher, 2011) but 
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supported Fehr and Falk (2002). In their study, Fehr and Falk (concluded that intrinsic 

motivations work for tasks employees enjoy performing. Hence, these functions create 

intrinsic rewards, but when mixed with the external rewards, it conditions the individual 

behavior. The exception can be made if the employee is an “identified motivator” (Deci 

& Ryan, 2000a, 2000b) personality. Deci and Ryan (2000a, 2000b) defined identified 

motivation as a person’s identification with, and willingness to act according to, specific 

norms and goals, regardless of action pain inflicted, as long as the society approves it.  

Speckbacher (2011) lacked data and a method of measurement making the 

findings unsupportive of valid scientific research. Speckbacher’s analysis of intrinsic-

extrinsic roles could not determine what factors played the least functions and which ones 

played the most.  

Intrinsic-Extrinsic Collective Predictions of Performance  

Cerasoli et al. (2014) based their studies on 40 years of meta-analysis research. 

Cerasoli et al. focused on whether extrinsic incentives caused the erosion of essential 

internal factors. By using meta-analyses, a measuring instrument of the relationship 

which includes performance factors into the equation, Cerasoli et al. found that intrinsic 

incentives alone acted as a strong predictor of performance due to its unique variance. 

Collectively, intrinsic and extrinsic incentives remained predictors of strong performance 

with built-in incentives being predominant. Built-in incentives include extrinsic 

motivators such as fringe benefits, salary raises, bonuses, and recognition and intrinsic 

ones such as innate personal pride and values such as altruism.  
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Singularly, intrinsic motivations could make an impact on performance 

prediction; however, intrinsic motivations could only be tested using meta-analytic 

regression (Cerasoli et al., 2014). Cerasoli et al. (2014) could not pinpoint what factors 

played the greatest and least role in employees’ motivator in nonprofit or for-profit 

organizations because these authors were not able to conduct a complete meta-analysis 

regression as well as an ANOVA to compare means of profit versus nonprofit on these 

greatest roles in employee motivators.  

Tucker and Winsor (2013) attempted to measure the correlation between extrinsic 

and intrinsic motivations on black students’ persistence in a medical career. Tucker and 

Windsor (2013) used the SDT to investigate career persistence and motivation. As a 

result, Tucker and Winsor indicated that the SDT framework did not fully incorporate the 

motivational experiences of the students (Tucker & Winsor, 2013). Tucker and Winsor 

also could not specifically indicate what factors played the least role and which played 

the most significant role as motivators in nonprofit or for-profit agencies.  

In one study, Park (2012) conducted a survey of both profit and nonprofit 

executives on what motivates them. Park tackled three questions, including the main 

motivational dimensions of the executive employees in their relationships, and the 

differences existing between sectors in term of motivation. Table 4 displays the main 

motivational dimensions of the employees and differences between sectors.  
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Table 4 

 

Illustration of the Main Motivational Dimensions of the Employees and Differences 

Between Sectors 

   Dimensions Profit Nonprofit 

Internal motivators Low High 

Incentives High Low 

Advancement High Moderate 

 

Note. From text material in “Toward the Trusted Public Organization: Untangling the 

Leadership, Motivation and Trust Relationship in U.S. Federal Agencies,” by S. M. Park, 

The American Review of Public Administration, 42, 562–590. 

The findings suggested four motivational aspects regarding similarities (Park, 

2012). The mean level of extrinsic motivation in the for-profit sector was higher than that 

of the nonprofits. Despite the statistical difference in mean level, Park (2012) found how 

advancement motivation, for instance, correlated with intrinsic motivations in for-profit 

and nonprofit sectors. Although the mean level of extrinsic motivation was statistically 

higher in the for-profit sector than in a nonprofit sector, Park (2012) could not identify 

the extrinsic and intrinsic motivations that play a more significant role toward employees’ 

job satisfaction. Park did not elaborate how singularly and together the extrinsic and 

intrinsic factors played the most significant role or the least important role in the 

nonprofit sector or the least important role in the for-profit section.  
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Dysvik and Kuvaas (2013) investigated the roles of intrinsic and extrinsic 

motivation of goals achievement as predictors of increased work efforts. Dysvik and 

Kuvaas (2013) selected 1,441 employees from three large Norwegian organizations for a 

10-month study. From their findings, they indicated a robust and positive correlation 

between intrinsic and extrinsic relationships for employees capable of mastering their 

goals’ at highly productive levels. Dysvik and Kuvaas argued that today’s organizations 

need to depend on employees with high levels of work efforts and self-initiatives remains 

the root of this transformation.  

Researchers confirmed that employees, including executives, perform at higher 

expectations through personal motivations and could be explained by the types of work 

that drive employees. Dysvik and Kuvaas (2013) attributed this explanation regarding 

differences based on SDT (Deci & Ryan, 2000a, 2000b). Deci and Ryan (2000a, 2000b) 

defined autonomous motivation as actions based on perceived personal willingness and 

power, and controlled motivations as resulting from external pressure. Gagne and Deci 

(2005) presented many limitations and they did not investigate singularly what role that 

extrinsic motivation played and if used collectively, can have on employees. The 

limitations of the investigation included the lack of intrinsic motivation measurement by 

more than two items. The only two items utilized to measure intrinsic motivation were 

the ability to serve the public interest and the organization’s reputation. No items 

reflecting altruism were used, as both altruism and interest in the job itself play 

significant roles in any nonprofit studies in term of intrinsic motivation measurement 

(Gagne & Deci, 2005).  
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Roles and Impact of Intrinsic-Extrinsic Motivation on Job Satisfaction 

Lee (2015) supported the SDT and used variables such as pride and rewards while 

comparing intrinsic-extrinsic job satisfaction between nonprofit and for-profit employees, 

including executives. Lee (2015) emphasized the intrinsic variables within the 

organization. When managers retain autonomy, they remain eager to find satisfaction in 

either profit or nonprofit settings because of the similarities presented in both types of 

organizations. However, for-profit administrators’ independence is subjected to legal 

mandates (Lee, 2015). According to Lee, both intrinsic-extrinsic factors play an equal 

role toward job satisfaction on executives regardless of employer.  

Lee (2015) tested numerous variables which included pride, ethical standards, 

flexibility, and authority over tasks, role ambiguity, job clarity, top management trust, 

education, and demographics. Through regression analysis, Lee found a high correlation 

between pride and job satisfaction as well as between rewards and job satisfaction. 

Despite his valuable research, Lee failed to indicate what factors played the least role or 

the most significant role as employee motivators in nonprofit or for-profit organizations.  

De Cooman et al. (2011) focused on cross-sector comparison-related motivation 

concepts between nonprofit and for-profit organizations. Through quantitative design, 

they used a sample from a nonprofit organization comprised of 630 employees in 13 

groups, of which eight were nonprofit organizations and five for-profits. Nonprofit 

organizations represented 69% of the sample, and for-profit sector respondents made up 

31%, and all included professionals and administrative employees (De Cooman et al., 

2011). Using a mailed survey, participants responded to questions related to what 
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motivated them to achieve job satisfaction. Sample characteristics included gender, age, 

educational level, seniority, and type of employment for control variables. De Cooman et 

al. performed a multiple regression analysis upon the variables. Results supported the 

SDT when measured autonomy and controlled motivation were factored (De Cooman et 

al., 2011). While autonomy predicted positive work effort, controlled motivation did not, 

and profit-based employees’ motivations resulted in opportunities for promotion and 

played an intrinsic role contrary to existing research. De Cooman et al. could not isolate 

what factors played the least role and which played the most significant role as employee 

motivators in nonprofit or for-profit agencies.    

Distinction of Job Satisfaction Among Nonprofit and For-Profit Employees 

Lee (2015) compared nonprofit and for-profit employees using intrinsic 

motivations as tools leading to their respective job satisfaction. Lee found that pride is a 

characteristic of employees in both sectors that point toward job satisfaction as well. Lee 

(2015) argued that to understand what variables motivate nonprofit employees, one 

would need to exercise a comparison between for-profit and nonprofit distinctions 

regarding their differences in organizational environments, constraints, incentives, and 

corporate culture (Whorton & Worthley, 1981). Findings from this type of study lead to a 

better understanding of motivational factors of nonprofit employees and for-profit 

employees as they share similar values (Lee, 2015). 

To better understand the broad impact this knowledge provides, it is important to 

understand the magnitude of the industrial categories. Nonprofit organizations have 

played a significant role in the economy, health care, social services, and education, 
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employing 13.7 million individuals, or 10% of total U.S. workforce (Lee, 2015). While 

nonprofit employment continued to climb between 2000 and 2010, for-profit and private 

sector jobs shrank (Salamon et al., 2012). 

Lee (2015) also compared for-profit and nonprofit employees with regard to 

perceptions, work context, socio-demographic characteristics, and job satisfaction. 

During the regression analysis, Lee used different scales to measure the antecedents of 

job satisfaction and found standard errors among the variables. Findings also revealed 

that the variable pride had a high positive impact in both sectors, but more control 

variables such as size, age, and tenure give to nonprofit executive’s significant advantage 

because they do not have any mandates and do not face a complex hierarchy as for-profit 

managers experience (Lee, 2015). Lee’s findings lack clarity as it only used vague 

measures of satisfaction, measuring how the executives are satisfied with their jobs.  

Intrinsic Motivators in the Indian Manufacturing Sector: An Empirical Study 

Mundhra and Jacob (2011) conducted a study in the country of India aimed at 

measuring the effect of motivation for employees with high performance and high 

retention rates. Mundhra and Jacob used a questionnaire-based survey to examine 

intrinsic and extrinsic motivational states of employees working in for-profit and private 

sectors and aged between 20 to 62 years. Mundhra and Jacob used three intrinsic 

motivators including perceived competence, perceived autonomy, and perceived 

relatedness, and two dimensions of employee performance, including an in-role and new 

role with an in-role performance as the measure of overall performance. Applying 

descriptive statistics and regression analysis to find the relationship of intrinsic 
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motivators on employees’ performance, Mundhra and Jacob found a strong correlation 

between intrinsic motivators and employees’ performance.  

However, in the same study, Mundhra and Jacob (2011) did not indicate the 

sample size. Moreover, the analysis of intrinsic-extrinsic roles could not determine what 

factors played the least functions and which played the most significant, except that a 

correlation existed between intrinsic motivators and performance. The importance of this 

study is that there has been a correlation between intrinsic motivation and performance 

for employees, and my study is to concentrate on executives and job satisfaction; 

however, their study adds to the literature in terms of methodology. 

Effects of Intrinsic and Extrinsic Motivation on Professional Culture, Paid 

Volunteerism, and Government Policies 

Atkinson et al. (2014) found that health care organizations were using pay-for-

performance incentive systems to motivate their professionals. This is important since 

incentives have been traditionally perceived by many as having adverse effects on the 

healthcare system (Atkinson et al., 2014). To counterbalance the side effects of extrinsic 

motivation within healthcare organizations, Janus (2014) addressed the effects of culture 

on intrinsic motivation in healthcare organizations as well. Janus used survey 

questionnaires and discovered that professional culture leads to factors including 

relationship to work, relationship to colleagues, and relationship to an organization that 

she designed as independent variables for a regression study. She also employed 

Amabile’s Validated Work Preference Inventory to measure intrinsic motivation, which 
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she designed as a dependent variable. Janus (2014) chose gender, age, and experience for 

controlled variables.  

Janus (2014) found the relationship to work had the strongest positive effect on 

intrinsic motivation and Amabile’s original scores, enjoyment, and challenges. However, 

connection to the organization had a negative effect on intrinsic motivation, in order to 

counterbalance the extrinsic motivation. There was a link to colleagues who showed a 

weak positive effect on intrinsic motivation, in order to counterbalance what was already 

known about extrinsic motivation. Janus concluded that, instead of focusing on targeting 

professional’s extrinsic motivation, healthcare organizations needed to manage different 

dimensions of the professionals’ culture that support intrinsic motivation and precludes 

the side effects of extrinsic rewards. Such side effects of extrinsic motivation include 

personal greed from financial rewards and less concern for the patients receiving 

healthcare services. Although Janus found that the role played by intrinsic motivation 

singularly important, she could not prove any role played by external factors nor did she 

mention the part of both motivations existing in a collective framework.   

Kolmos et al. (2013) conducted a study using survey data that covered the full 

population of students located in the Danish engineering education system in 2010. 

Kolmos et al. investigated motivational factors on education choice for male and female 

students’ in engineering using sample clusters. Female students were influenced by 

mentors while male students were motivated by broader intrinsic and extrinsic factors. In 

Denmark, an engineer’s pay remains among the highest and listed among the highest in 

respect within society.  
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Besides intrinsic and extrinsic motivations, social importance factors are among 

motivating ingredients as well. Kolmos et al. (2013) concluded that while parental 

influence was minimal across the programs, gender difference remains evenly split 

between clusters and motivational factors remained unequal. Therefore, intrinsic, 

extrinsic, and social motivations are the most important in understanding the relationship 

between these types of motivation and job satisfaction.  

Purohit and Bandyopadhyay (2014) conducted their study to investigate what 

motivates government doctors in India. They surveyed rural and urban medical officers 

including physicians. In their findings, the authors suggested that intrinsic motivation and 

not money motivated most doctors. On the extrinsic side, this research in India, where the 

country has suffered a shortfall of physicians in rural areas due to a lack of infrastructure, 

provided insight. The government had created incentive programs to boost extrinsic 

motivations of doctors to compensate for serving in the countryside, but its efforts have 

not changed the motivation-levels of the participants.  

The first driving factor and most important remained the desire to help and serve, 

which is intrinsic. The second most important factor discovered in the study was the 

importance of infrastructure. Money and job security were the least important (Purohit & 

Bandyopadhyay, 2014). This study failed to address what factors in intrinsic motivations 

played the least significant role or which played the most significant role. 

Managers’ Motivation Through the Lens of SDT 

Many researchers have disproportionally emphasized the role of intrinsic 

motivation when comparing employees from for-profit organizations and nonprofits. For-
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profit managers remain motivated by extrinsic motivation alone and intrinsic motivation 

is a stronger factor for nonprofit employees.  

Chen and Bozeman (2013) empirically examined if government managers differ 

from nonprofit manager on intrinsic and non-intrinsic motivations and revealed dual 

findings. First, per definition of SDT, non-intrinsic motivation moves from identified 

motivation, introjected motivation, external or extrinsic motivation, to amotivation or the 

absence of motivation (Chen & Bozeman, 2013). Second, findings suggest that for-profit 

employees manifest stronger service motivation, identified motivation, and amotivation 

compared to their counterparts from nonprofits in addition to their most powerful external 

motivation. 

Gaps and Deficiencies in the Literature: Nonprofit Employees 

Based on the literature, there has been limited research conducted on the intrinsic 

and extrinsic motivations of nonprofit executives to achieve their organizations’ goals 

and align with a community’s demands. Therefore, the theory from which nonprofit 

employees can applaud their achievement solely on intrinsic motivations exposes a 

potential gap that requires further research, especially concerning executives.  

The literature does not support an instance where the tested effects of external 

variables have on nonprofit organizations and their executives. The literature that does 

exist on executive motivations in NPOs is very limited while also lacking breadth and 

depth. Hence, this study fills the gap  

with a focus on more depth concerning the influence of intrinsic and extrinsic 

motivations on executive job satisfaction. Therefore, to fill the gap in the literature, my 
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study concentrated on both intrinsic and extrinsic motivation on executives’ job 

satisfaction in nonprofit organizations.  

Summary 

 In Chapter 2 I presented the literature about motivations and job satisfaction, 

including the literature search strategy and the theoretical base of self-determination 

theory (Ryan & Deci, 2000a, 2000b). The literature review also addressed employees in 

for-profit and nonprofit organizations and discovered gaps in the body of knowledge. The 

main point from the literature was that both nonprofit and profit employees can be 

motivated by intrinsic and extrinsic factors, but the gap is that the literature did not 

include executives in NPOs, a critical gap that I addressed in my study. The intrinsic 

factors are internal, such as personal values, need to be altruistic, and the desire to 

improve society. Extrinsic factors are external such as salary, benefits, outside approval 

by colleagues, links to colleagues, and additional monetary rewards. In the literature, the 

researchers concentrated on intrinsic and extrinsic motivations for employees in general 

in profit and nonprofit organizations but not executives, specifically. In Chapter 3, I 

discuss the research method, including the sample, target population, and statistical 

measures used to analyze the research problem and research questions.  
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Chapter 3: Research Method 

The purpose of this quantitative study was to determine what intrinsic and 

extrinsic factors motivate executive employees in one NPO and determine what leads to 

their level of job satisfaction. First, I conducted a measure of the roles of intrinsic and 

extrinsic motivators of job satisfaction, singularly and collectively. Second, I conducted a 

comprehensive statistical analysis to investigate which of these factors play any roles in 

the relationship of motivation to job satisfaction. Finally, the analysis concentrated on job 

salary as secondary factors as well as the intrinsic and extrinsic factors that play a role as 

motivators for NPO executive job satisfaction.  

Research Design and Approach 

The study was designed to ensure that the research questions, hypotheses, 

problem statement, and purpose are addressed. According to Creswell (2009, 2013), the 

three most popular quantitative research designs are experimental, quasi-experimental, 

and nonexperimental. In this study, a nonexperimental cross-sectional correlation 

examination relationship study was implemented to research the relationships between 

intrinsic and extrinsic factors in job satisfaction for executives in nonprofit organizations.  

This effort was accomplished by conducting a relationship study of executives at one 

NPO in the Midwest.  

Frankfort-Nachmias and Nachmias (2008) noted that a cross-sectional design is 

used to collect data in the pursuit of establishing either a correlational/causal relationship 

or describing patterns of relationship between variables, through the use of a survey 

questionnaire instrument. This technique was used for this research.   
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Frankfort-Nachmias and Nachmias (2008) claimed that a researcher can 

manipulate independent variables in a stimulus-response relationship in experimental 

studies. In this study, I used the “property-disposition relationship” (Frankfort-Nachmias, 

2008, p. 115), in which a researcher cannot manipulate variables such as race or gender 

of subjects, since these elements were not key variables in this study. I examined the 

property-disposition relationship based on time interval and intrinsic rewards for how 

executives feel when they perform acts of altruism. The outward rewards such as 

bonuses, recognition, high salary, and benefits are extrinsic.  

To overcome the methodological limitations of a cross-sectional research design, 

I implemented a statistical analysis to approximate some of the operations built into the 

survey design. This data analysis technique is called tabulation using a cross-bivariate 

analysis (Frank-Nachmias & Nachmias, 2008). To measure intrinsic, extrinsic, and 

covariate variables and their impact on job satisfaction, I tabulated and analyzed the 

responses from surveys distributed to the sampled respondents. This analysis was based 

on input from the respondents to reach generalizability outcomes from the surveys using 

a 5-point Likert scale. The responses were as follows: agree, strongly agree, neutral, 

disagree, and strongly disagree. 

Research Questions 1 (RQ1): Is there a positive correlation between intrinsic 

motivation factors and job satisfaction for executives in NPOs? 

H01: There is no correlation between intrinsic motivation factors and job 

satisfaction for NPO executives. 
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Ha1: There is a positive correlation between intrinsic motivation factors and job 

satisfaction for NPO executives. 

Research Question 2 (RQ2): Is there a positive correlation between extrinsic 

motivation factors and job satisfaction for executives in NPOs? 

H02:  There is no correlation between extrinsic motivation factors and job 

satisfaction for NPO executives.  

Ha2: There is a positive correlation between extrinsic motivation factors and job 

satisfaction for NPO executives. 

Variables 

Using a cross-sectional design, correlation study, and quantitative methodology, I 

employed data to be collected from participants at one NPO, using an online survey 

instrument facilitated via SurveyMonkey. The survey instrument has a 5-point Likert 

scale to measure the variables being tested in this study (Creswell, 2009) using a scale 

adopted from one created by Lavorata (2017; reprint approval granted). Multiple 

regression analysis of variables was used to determine the covariates with greatest effect 

sizes. With the multiple regression, I ensured the influence of intrinsic/extrinsic 

motivations through two independent variables. Therefore, those with the greatest effect 

sizes hade the greatest potential to be predictors of the outcomes, or dependent variables. 

Independent Variables 

Intrinsic motivation factors and extrinsic factors were the independent variables. 

Intrinsic and extrinsic motivations were defined in Chapter 1. In the questions, I asked 

more specifically about the impact of such extrinsic variables as benefits and salaries but 
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using extrinsic variables as the main collective variable. These variables came from the 

survey questions and the responses. The structure of the survey used was similar to one 

already used (Lavorata, 2017) in a business setting. The instrument was found valid and 

reliable as it measured variables using a 7-point Likert scale.  

Dependent Variables  

Job satisfaction is defined as the NPO executive’s contentment with their job, 

possibly linked to intrinsic and extrinsic motivation. Job satisfaction was the dependent 

variable. The employment of these multiple independent variables necessitated the need 

to use a multiple regression when analyzing the data. The data were collected from the 

survey questions, and validity and reliability were evident because of its similarity to a 

survey that already existed. Instead of using 7-point Likert scale, I used 5-point Likert. 

Thus, I determined which survey questions measured each variable, using the online 

questionnaire survey. I placed this survey into SurveyMonkey and aimed for a sample of 

26. I obtained my independent and dependent variables based on questions that addressed 

them.  

Below is an example for the need of using multiple regression when analyzing 

data containing multiple independent variables. I used employees’ voices and attitudes to 

unions from a research article on a nonunion U.S. multinational firm (Abraham et al., 

2007) because the article contained multiple independent variables. These data were 

useful a for multiple regressions.  
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Methodology 

I used SurveyMonkey to collect and measure the independent and dependent 

variables and SPSS to test the relationship between variables and allow generalization in 

the larger population (Creswell, 2009). I adapted questions from Lavorata (2017) for the 

survey instrument. 

Independent Variables 

The potential predictor selected for multiple regression analysis are the extrinsic 

motivation factors that include job salary, job benefits, and the intrinsic motivation 

factors, which include altruism, the desire to help, service, and pride to work for the 

organization. These variables were used because salary and benefits are external 

motivators and altruism, desire to help, and pride to work derives from internal values 

and not from outside pressures (Deci & Ryan, 2002). The predictors expressed in 

multiple terms were operationalized by the survey questions: “I am encouraged to better 

serve my community as I earn a better salary,” “I am committed to my community as I 

am offered a secured job,” “I am proud to work for my organization as I own my 

project,” and “I like my job because I enjoy helping others to the best of my ability.” The 

covariates were “I have the flexibility to design my project according to what I believe to 

fit the need of any community I serve” and “I am proud for the organization as I have 

funds ready to serve my community.” The names of the covariates were “job flexibility” 

and “pride to work for the organization.” (Refer to the appendix for specific survey 

questions and the order of delivery.)  
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The examples of extrinsic variables are: “job salary,” “job benefits or job 

security,” and “job flexibility.” Examples of intrinsic variables included “pride to work 

for the organization,” “the likelihood to help others,” “job flexibility,” and “pride to work 

for the organization with guarantee funds on hand.” These questions operationalized the 

research problem statements and research questions into a form that could be measured. 

The sample in this study comprised male nonprofit executives, represented by 0, and of 

female nonprofit executives, represented by 1.  

Dependent Variables 

For the dependent variable of job satisfaction, the potential predictors selected 

from multiple regressions were intrinsic motivators, for example: “help others,” “pride to 

work for an organization,” and the extrinsic motivators, for example: “job salary,” and 

“benefits.” The dependent variable, or results variable, of job satisfaction was also 

surveyed to provide measurements used in multiple regression. The outcome of job 

satisfaction would be operationalized by the statement “satisfaction in my job as I have 

the leverage to design my project based on community need.”  

Population  

Frankfort-Nachmias and Nachmias (2008) argued that content, extent, and time 

should be used to define a population. Eligible participants were executives from the 

nonprofit agency, the organization from the headquarters in the U.S. Midwest, which 

centrally generated all the data. The population in this study was the total number of 

executives who work NPO (N = 28). The sample consists of NPO executives who work 
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in the central headquarters and who participated (n = 26). In this study, I tested the 

hypotheses using survey data from executive respondents in the NPO.  

Sample 

The participants of the research were sampled using a random sample of nonprofit 

executives from the target geographic area and a nonprofit agency, the NPO organization. 

I requested permission to contact potential participants. I used SurveyMonkey to 

administer the survey via email and online. The target sample size was 26, which is 

discussed later in more detail, as it provided a suitable inference to the defined 

population. 

Sampling Method 

I used stratified random sampling to provide a sample that represents the 

population in NPO. According to Creswell (2008), randomness does increase validity and 

reliability of samples as it gives a chance of insuring equal participation and any 

unrelated bias is reduced. A stratified random sampling design can also ensure all 

nonprofit executives were included in the study (Frankfort-Nachmias & Nachmias, 

2008). A stratified random sampling technique would be the most appropriate to address 

subset proportion of the data (Chen, 2013). A stratified sample was important because of 

the demographics that the respondents must meet such as executive level in a nonprofit 

organization, in this case, executives of the NPO. The survey was administered via email, 

with contained explicit instructions with a SurveyMonkey link.  
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Sample Size 

The G*Power software tool was used to calculate the sample size for this study 

(Burkholder, 2013). I conducted an a priori analysis for a linear multiple-variable 

regression, fixed-model with R2 within the-test. The power analysis was used to 

determine the appropriate sample size for regression analysis. Using a small to medium 

effect size with the R2 equal to .80, and a Cronbach alpha of 0.7, and the power of .95, 

and predictors so that with the G*Power software, I allowed for a smaller effect size 

(Burkholder, 2013). To allow for the smaller effect size of some predictions, I changed 

the input parameter for a small effect size, needed for a sample size of 26. The Critical t 

was 1.30065. Noncentrality parameters were 2.156 

In the findings for this study and from Chen (2013), the important predictors of 

extrinsic and intrinsic variables would have a large effect size. Thus, the sample was 

adequately sized for regression analysis. Figure 1 provides the general approach to 

comparing two groups within the calculated sample size discussed above. 

Instrumentation   

I collected primary data through the use of an online survey instrument. This 

study had a dataset containing information to be measured at ordinal levels with the use 

of a Likert scale a. The 5-point scale was adapted for this survey instrument. Each part of 

the 5-point Likert subscales was treated as separate instruments when calculating the 

Cronbach alpha, which measures reliability. The survey instrument was a 5-point Likert 

scale questionnaire. Using the modified Work Motivation Scale (Renard & Snelgar, 

2018) with the modified survey and Likert scale increased validity and reliability.  
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Figure 1 

Test Family t Test Means Difference Between Two Independent Means  

  

For the mechanics of the survey, the questions were mostly closed ended with few 

open-ended questions using the 5-point Likert Scale. The participants completed and 

returned the survey online and anonymously through the SurveyMonkey website. 

The levels of measurement were the ordinal and interval scales, using a 5-point 

Likert scale. Likert scales are flexible, and they measure the intensity of attitudes and 

emotions in a variety of applications (Frankfort-Nachmias & Nachmias, 2008). For the 

structure of the questionnaire, the easy questions were placed in the beginning. The 

questions addressing the motivations of the executives and the impact on job satisfaction 

were in the middle of the survey questionnaire, using the funnel sequence. The 

demographic questions were placed at the end. 

  According to Frankfort-Nachmias and Nachmias (2008), Likert scales are 

“designed to measure the strength of attitudes on the ordinal and interval levels” (p. 522) 

from the data set. Each part of the 5-point Likert subscales was treated as a separate 
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instrument when figuring out the Cronbach alpha, which measures reliability. Using the 

range of Cronbach’s alpha reliability coefficient, I determined if scaled items had greater 

consistency. As long as the alpha remains between 0.7 and 0.9 (Frankfort-Nachmias & 

Nachmias, 2008), these high values are acceptable, and their percentage constitute 

reliability. Some researchers use small pilot studies testing the validity of a survey 

instrument using the Cronbach alpha before starting research (Teijlingen & Hundley, 

2001). The pilot helps determine what modifications to any of the questions were needed 

to increase validity (Frankfort-Nachmias & Nachmias, 2008; Teijlingen & Hundley, 

2001). My study did not require a pilot study because I used an instrument that had been 

previously tested for validity and reliability.    

Procedures 

Data were collected using an online survey to test the validity of the survey 

questionnaire. Advantages of online surveys include fewer keypunch errors, cheaper, 

more global reach, greatly reduced researcher bias, control over randomization, and 

allowance for customization by the researcher. The respondents had full confidentiality, 

as they were able to access using a secured link and received detailed guidance. 

The data contained no personal identity information of participants. The survey 

had confidentiality, privacy, and data use agreements in the documents attached to the 

survey, which could be accessed via a secured online link. Permission to access data was 

sought from NPO. For the data analysis procedures, these include descriptive statistics, 

independent and dependent variables, correlation, multiple regression, t test, and the 

demographics of the sample. 
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Statistical Analysis 

In this correlation or relationship research study, I examined the correlation 

between the independent variables of intrinsic and extrinsic motivation with their job 

satisfaction, the dependent variable (Creswell, 2009; Frankfort-Nachmias & Nachmias, 

2008). For the correlation aspect, the essence was the significance of the relationship 

between the independent and dependent variables. By the study design, the responses of 

executives would reveal whether intrinsic or extrinsic factors are correlated to 

employees’ job satisfaction. Furthermore, the analysis would reveal whether intrinsic 

factors motivate the sample executives toward job satisfaction singularly or collectively, 

and whether extrinsic factors act similar or different from intrinsic factors.  To determine 

the relationships between job satisfaction as the dependent variable and the intrinsic and 

extrinsic factors as the independent variables, I employed a multiple regression analysis. 

Ryan and Deci (2000a, 2000b) wrote that the purpose of comparison and 

correlation studies is to report overviews of the wide range, and to find significance in the 

relationship between the variables. However, researchers have argued that the lack of 

robustness of such measurement approaches creates controversial scholarly debates 

concerning the results of the studies (Creswell, 2009; Frankfort-Nachmias & Nachmias, 

2008). Using effect size and demonstrating the significance of the relationship between 

the independent variables and the dependent variable, I demonstrated the robustness of 

this relationship through an SPSS analysis.  
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Study Validity and Reliability 

Validity is whether something measures what it purports to measure; reliability is 

consistency over time and the small pilot study increased reliability by testing the 

instrument over time (Campbell & Stanley, 1963). In other words, it was important to 

determine if a researcher could extract meaningful data and inferences from the scores 

from the survey instruments (Kaczmarek et al., 2012). Further, to avoid any additional 

threats to validity, I authored the questions using objective and unbiased language to 

increase validity and reliability and reduce bias. 

According to Spector (1997), Hulin and Judge (2003), Thompson and Phua 

(2012), Moorman (1993), and Locke (1976), job satisfaction or employee satisfaction can 

be identified in many ways. Some researchers believe it refers to how content an 

individual is with their and whether they like the job or individual aspects or facets of 

jobs, such as nature of work or supervision. Many have argued that multidimensional 

psychological responses to one's job are involved. Job satisfaction measures vary in the 

extent to which they measure feelings about the job known as affective job satisfaction or 

cognitions about the job known as cognitive job satisfaction.  

The survey instrument used for this study was previously tested for validity and 

reliability by Lavorata (2007); thus, I had no need to test it for reliability. As mentioned 

earlier, the SurveyMonkey questionnaire was similar to the design developed by 

Lavorata, with the approval of the author. In the survey method, reliability is also a major 

concern (Strauss & Corbin, 1994). Reliability is consistency over time. The previous 

researchers who used the same structure of survey tested the validity and reliability by 
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conducting a small pilot study of persons who were not in the study sample. My study did 

not require such a pilot study.  

Advantages of an Online Survey 

A survey questionnaire was used to explore all pertinent areas of the research, 

including demographics, questions about attitudes, opinions, and perceptions using a 5-

point Likert scale (Creswell, 2014; Leedy & Ormrod, 2005; Shao, 2002). The advantages 

of online surveys including fewer keypunch errors, cheaper, more global reach, greatly 

reduced researcher bias, greater researcher control over randomization, allowed for 

customization by the researcher, and executive skip patterns. An internet survey is less 

costly because there are no mail postage costs. In addition, online surveys are more 

global than other methods. The survey response rates for online surveys are generally at a 

higher rate than those of traditionally mailed surveys (Baker et al., 2009; Skalland, 2011). 

The response rate is defined as the number of completed surveys divided by the number 

of eligible units in the sample (Skalland, 2011). SurveyMonkey has been used for at least 

15 years with reliable and trustworthy results.  

Frankfort-Nachmias and Nachmias (2008) argued that with the increase in the 

number of people that have access to computers, email, and mobile devices, online 

surveys are practical because more than 50% households have access to computers and 

the internet. I assumed digital access would not be problematic with a random cluster 

sample of nonprofit executives who generally earn high salaries and receive generous 

benefit packages. Furthermore, Frankfort-Nachmias and Nachmias (2008) postulated that 

online and e-mail surveying offer a rapid and quick turnaround time in the survey 
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process. The online method is also faster to conduct than telephonic approaches, 

especially when dealing with a large sample. The online survey approach method is less 

expensive to conduct because it reduces or eliminates the mailing and interviewer cost.  

Ethical Concerns 

All research participants must be ethically protected (Creswell, 2009). To 

ethically protect participants in this research study, I followed the conventional 

procedures for ethical treatment of research participants. Participants received a 

confidentiality agreement, which stated that their answers would be held in strictest 

confidence included in the research study consent form (see the appendix). Per guidelines 

from the National Institute on Health, the participants were treated with respect and 

dignity. Executives in nonprofit organizations are not considered a vulnerable population. 

They were assured that participation in the survey was purely voluntary. All responses 

were confidential, private, and anonymous. The data will be destroyed 5 years after 

publication of the study. The Walden Institutional Review Board reviewed and approved 

the research (9.30.20 09-30-20-0262812) prior to data collection. Respondents wished to 

see the final results were told they would be published and disseminated upon request.  

Summary and Conclusion 

In Chapter 3 of this quantitative study, I explained the choice of research 

methodology and the design. The study was quantitative with a comparative component 

using a stratified random sample of nonprofit executives using a 5-point Likert scale in a 

SurveyMonkey instrument. Additionally, I outlined the role of the researcher, the 

research questions, null, and alternative hypotheses, independent and dependent 
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variables, and assumptions. The survey instrument and justification for its selection over 

other instruments was addressed. Ethical protection of the research respondents and 

participants was also addressed, along with sampling. The types of measurement were 

identified. The reliability and the validity of the selected instrument were explained as 

well. The results of the study are presented in Chapter 4.  
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Chapter 4: Results 

The purpose of this quantitative study was to test SDT (Ryan & Deci, 2000a, 

2000b) and to better understand the extent to which intrinsic and extrinsic motivations 

lead to job satisfaction for executives in one specific NPO. The SDT was used as a 

theoretical foundation but not as a model.  

The problem was that little was known about the relationship of intrinsic and 

extrinsic motivations and job satisfaction of executives in NPOs. Understanding the 

relationship between motivational factors and job satisfaction for executives in NPOs can 

guide positive social change by retaining quality leaders who can improve the 

effectiveness and productivity of organizations. 

Few studies have supported the theory that NPO employees are motivated only by 

intrinsic factors such as altruism to achieve organizational goals and demands (Chen, 

2013). These same studies have, however, not  explored what fully explains extrinsic 

factors and the full effect on job satisfactions of NPO executives. Therefore, because of 

limited research on extrinsic motivation, the theory that NPO executives are motivated 

solely on intrinsic motivations exposed a gap that requires further research. There was 

also limited research on nonprofit executives’ extrinsic motivation toward job 

satisfaction. Two research questions guided this study: 

Research Questions 1 (RQ1): Is there a positive correlation between intrinsic 

motivation factors and job satisfaction for executives in NPOs? 

H01: There is no correlation between intrinsic motivation factors and job 

satisfaction for NPO executives. 
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Ha1: There is a positive correlation between intrinsic motivation factors and job 

satisfaction for NPO executives. 

Research Question 2 (RQ2): Is there a positive correlation between extrinsic 

motivation factors and job satisfaction for executives in NPOs? 

H02:  There is no correlation between extrinsic motivation factors and job 

satisfaction for NPO executives.  

Ha2: There is a positive correlation between extrinsic motivation factors and job 

satisfaction for NPO executives. 

In this chapter, I discuss the data collection procedures, the results of the study, 

and the methods for analyzing the data. Descriptive statistics are provided for a deeper 

understanding of actions, processes of statistical analysis applied, and statistical findings, 

including additional analysis of correlation between intrinsic and extrinsic variables 

based on participant demographics. 

Data Collection 

Overview 

The survey data files contained two independent predictor variables: intrinsic and 

extrinsic motivation factors. The dependent outcome variable was job satisfaction. Both 

sets of variables were required in order to calculate the multiple regressions.  

Data collection for this study was authorized by Walden University Institutional 

Review Board (IRB) on September 30, 2020 (IRB approval number 09-30-20-0262812). 

Initially, data collection was to be conducted on  an NPO with the headquarters based in 

southeastern United States. Because of difficulties encountered in reaching this first 
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NPOs office manager, after learning that its employees were working from their homes 

because of the pandemic, the time to start data collection was extended. As discussed in 

detail below, I then found another nonprofit organization that fulfilled identical data-

related requirements, with Walden’s IRB approval.  

Data Collection 

After unsuccessfully arranging a meeting with the first NPO, in early January 

2021, I made contacts  with the office manager of the NPO that was used for this study. 

Subsequently, I was advised by the office manager that a special permission to introduce 

the survey to nonprofit executives of her organization would require the approval by the 

chief executive officer. After receiving that approval, I collected data from January 2021 

through March 2021, when the survey participants closely matched the recommended 

sample size from G*Power (N = 26), and data collections ended. Of 28 completed 

surveys, two contained missing data, resulting in 26 valid survey responses. 

An online survey instrument was used to collect data, including a 5-point Likert 

scale consistent with the survey originally created by Lavorata (2017), from which 

respondents scored their responses using the SurveyMonkey interface. Employing the 

email survey administered through SurveyMonkey, I protected the participants’ identities 

by maintaining anonymity throughout the data collection process. 

In this study, I examined the impact of extrinsic factors in addition to the intrinsic 

factors to confirm or disconfirm Deci and Ryan’s (2002) theory. The NPO executive 

respondents scored their responses on a 5-point Likert scale from strongly agree (5), 

somewhat agree (4), neither agree or disagree (3), somewhat disagree (2), and strongly 
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disagree (1). The survey questions were formulated for distinguishing between extrinsic 

and intrinsic factors. The predictors, or independent variables, were expressed and 

operationalized by statements such as, “I am encouraged to better serve my community as 

I earn a better salary,” “I am committed to my community as I am offered a secured job,” 

“I am proud to work for my organization as I own my project,” and “I like my job 

because I enjoy helping others to the best of my ability.” The covariates were “I have the 

flexibility to design my project according to what I believe to fit the need of any 

community I serve” and “I am proud for the organization as I have funds ready to serve 

my community.”  

I asked 18 questions in an online survey questionnaire (see the appendix). These 

items represent different expressions of extrinsic and intrinsic motivational factors in 

relationship to SDT (see Table 5). SDT predicted that job satisfaction is solely the result 

of altruism (Deci & Ryan, 2002). Hence, responses obtained among total participants 

indicated that job satisfaction is also a result extrinsic factor. 
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Table 5  

Relationship Between Survey Questions and Motivational Factors  

Abbreviated Survey Question Motivational Factor 

1. Feel encouraged of finding new ways of  doing things. Extrinsic 

2. Feeling of personal accomplishment. Intrinsic 

3. Clearly defined goals based on community needs.  Extrinsic 

4. Diversity recognition. Extrinsic  

5. Satisfied with job involvement decision-making process.  Extrinsic 

6. Overall job satisfaction.  Job Satisfaction 

7. Personal growth skills update. Extrinsic 

8. Encouragement from senior management.  Extrinsic 

9. Rewarded for quality of work.  Extrinsic 

10. Sought for suggestion or leadership  by senior management. Intrinsic 

11. Valued by senior management. Extrinsic 

12. I make a difference if others' lives. Intrinsic 

13. Organization is flexible to my family responsibilities. Extrinsic   

14. Satisfied with living wages (salary). Extrinsic   

15. Satisfied with fringe benefits package.       Extrinsic 

16. I participate in my company flextime program.  Intrinsic 

17. My work gives me a feeling of personal accomplishment. Extrinsic 

18. Overall satisfaction. Job satisfaction 

 

These items represented different expressions of extrinsic and intrinsic 

motivational factors in relation to SDT. While SDT predicted that job satisfaction is 

solely the result of altruism (Deci & Ryan, 2002), then it could be expressed by intrinsic 

motivations. Hence, responses obtained among total participants indicated that job 
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satisfaction was also a result of extrinsic motivation. The 18 survey questions, and an 

identified dependent variable of job satisfaction, were derived from the 18 questions of 

the survey. Four of the 22 questions on the survey were demographic. The remaining 18 

questions used a 5-point Likert scale system in the following order (Strongly Disagree, 

Somewhat Disagree, Neither Agree or Disagree, Somewhat Agree, Strongly Agree).   

Variables  

Variables were selected according to the two types of motivations, intrinsic and 

extrinsic, as well as the dependent variable. Questions 1 through 13 formed a supplement 

scale to measure intrinsic variables and Questions 14 through 15 formed a supplement to 

measure extrinsic variables, and Question 18 formed a supplement to measure job 

satisfaction as the dependent variable. Hence, variables were created from each of these 

18 questions. One covariate, or intervening variables, of extrinsic nature such as job 

flexibility, one covariate of intrinsic nature for example pride to work for the 

organization, and one dependent variable which is job satisfaction. 

Data Recording   

Data were recorded via SurveyMonkey. The data recording period lasted 2 

months in two sequences. The first sequence included data collected during the month of 

February 2021. Because fewer responses were received through February than the 

G*Power calculation, another request was made through the NPO’s office manager for 

more survey responses. The second sequence continued until March 2021. Both sets of 

data were compilated and tabulated and then uploaded into SPSS for statistical analysis. 
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Statistical Analysis 

Two instruments were used. The first instrument, the online survey with a Likert 

scale, was tested for validity and reliability by Lavorata (2017), who conducted a pilot 

study. The G*Power program required a sample of 26 for a significance level of 0.05. I 

also looked at the difference of job satisfaction between male (n = 13) and female (n = 

13) nonprofit executives based on intrinsic or extrinsic motivations. Two variables from 

intrinsic motivations (“Help others” and “Desire to help) and two from extrinsic variables 

(“Job salary” and “Job security”) were used to compare against “Job satisfaction.”  

Descriptive Statistics 

I calculated descriptive statistics using SPSS to establish a summary of the 

variables and provide a basis for examining the general characteristics of the dataset. 

From a descriptive statistics standpoint, regression is an estimate of a dependent variable, 

given the independent variables and covariates, as presented in Table 6. The descriptive 

statistics included the min/max, mean, and standard deviation for each variable derived 

for the survey instrument. As explained earlier, this table contained two intrinsic 

independent variables (“Help others” and “Desire to help”); two extrinsic independent 

variables (“Job salary” and “job security”); two covariates (job flexibility, pride with 

organization; and one dependent variable, job satisfaction.  

After analyzing the ranking, I saved the top four generated factor scores to 

calculate whether these motivational factors had an impact on “Job satisfaction.” I used 

ordinary least square (OLS) regression, which is appropriate when an interval level 

dependent variable is used.  
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Table 6 

Descriptive Statistics for Analyzed Variables  

 Minimum Maximum M SD 

Motivational 

Types 

Job salary 1 5 3.42 1.301 Extrinsic 

Job security 2 5 3.58 .987 Extrinsic 

Help others 1 4 3.00 1.095 Intrinsic 

Desire to help 1 5 3.08 1.262 Intrinsic 

Job satisfaction 1 5 3.19 1.132  

Job flexibility 1 5 2.88 .951 Extrinsic 

Pride with 

organization 

1 5 2.69 1.123 Intrinsic 

Note. N = 26 

Correlations 

Introduction 

According to Green and Salkind (2003), Pearson’s correlation coefficient is an 

index of effect size, ranging in value from -1 to +1. Green and Salkind (2003) noted this 

coefficient indicates the degree that low or high scores on a variable tend to go with low 

or high score on another variable. That is, a score on variable is a low or high score to the 

extent it falls below or above the mean score of that variable. I analyzed correlations 

between variables. Results appear in Table 7. 
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Table 7 

Pearson Correlations   

Variable 

Job 

salary 

Desire 

to help 

others 

Help 

others 

Job 

security 

Job flexi-

bility 

Pride  

with 

organ-

ization 

Job 

satis- 

faction 

1. Job Salary 
  —       

2. Desire to help others .588**   —      

3. Help others .421* .434*   —     

4. Job security .394* .412* .296   —    

5. Job flexibility .590 .207 .269 .201   —   

6. Pride with organization .038 .187 .325 -.122 .115 —  

7. Job satisfaction .567** .465* .323 .470* .504** .174 — 

Note. *p < .05 (2-tailed); **p < .01 (2-tailed) 

The results of correlational analyses are exhibited in Table 7. The correlations 

tables in Table 7 presents the correlations. Asterisks (*) indicates if a particular 

correlation is significant at the .05 level or the asterisks (**) if s particular correlation is 

significant at the .01. For instance,  the correlations between job salary and desire to help 

variables remain significant at the .01 (1%) level (2 tailed) while the correlations job 

salary and desire to help are significant at the .05 (5%) level (2 tailed). The correlations 

between job salary and job satisfaction remain significant at the .01 level (2 tailed) while 

job satisfaction and desire to help remain significant at the .05 level (2 tailed). P values 

are associated with the significance tests for these correlations. The sample size is 

represented by N.  
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When computing several correlations, it would be wise to consider a corrected 

significance level to reduce the chance of making a Type I error and doing so will prompt 

the use of a method called Bonferroni Approach (Green and Salkind, 2003). The 

Bonferroni approach requires to divide the number of computed correlations by .05. To 

ensure a correlation coefficient persist, p value will be less than the corrected significance 

level of .05 if for instance it is divided by .10 to be reported significant. 

Table 7 is a manuscript table, and therefore the correlation between two variables 

scales (Green and Salkind, 2003) was significant, thus r(25) = .32, p < .001. The number 

25 is the degree of freedom which was correlated with the significance test. It was 

obtained by deducting the number of cases minus 1 (N-1).              

As shown in Table 7, correlations for job security were significant at the level 

0.394, meaning that correlations remain significant within 0.05 level for a two-tailed test. 

Correlation between job salary and job satisfaction indicates that the two correlates 

positively at 0.394, which shows a medium correlation between the variables. Desire to 

help, an intrinsic correlation, remains among the strongest correlation variable with job 

satisfaction. Desire to help positively correlates with job satisfaction at 0.412. The most 

important correlation variable with job satisfaction is job salary; therefore, money, an 

extrinsic variable, is more important to nonprofit executives. The conclusion is that both 

extrinsic and intrinsic factors are important in making nonprofit executives job satisfied, 

but intrinsic factors are not as strong as extrinsic factors.  
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Bivariate Linear Regression Analysis 

Introduction 

Green and Salkind (2003) discussed the random-effects model assumptions for 

bivariate linear regression. Green and Salkind (2003) noted that an assumption in which 

X and Y variables are bivariate and normally distributed. In the same line, the effect size 

statistics for linear regression evaluates how well one or more independent variables 

predicts a dependent variable. The output of a linear regression procedure includes four 

correlational indices including the Pearson product-moment correlation coefficient 

represented by R, its squared value R2, the multiple correlation coefficient, and the 

adjusted R2 (Green & Salkind, 2003). The Pearson product-moment coefficient range 

from -1 to +1; that is, for any positive value, that a zero value suggests as X increases, Y 

increases.  

I conducted a bivariate linear regression analysis. When R is squared, it procures an 

index telling how well Y or job satisfaction in this study, can be predicted by X which 

either one of the dependent variables. R2 can be conceived as the proportion reduction in 

error achieved by including, or not including X in the regression equation (Green & 

Salkind, 2003). According to Green and Salkind (2003), standard error also known as an 

estimate remains critical for the measurement of the strength of relationship between 

variables because it is an index indicating how large the error in predicting the dependent 

variable or Y from dependent variable or X. If R2 is the proportion of the Y variance 

accounted for in the linear relationship with X. Thus, the variance of job satisfaction in 
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relationship with job security, is the proportion reduction achieved whether or not the 

independent variable is part of the regression equation.  

Green and Salkind (2003) stipulated that the hypothesis test is to evaluate if the 

independent variables predicts the dependent variable in a studied sample by assessing if 

the sample coefficient remains equals to zero, and alternatively if the sample slope is 

equal to zero. 

Table 8 

Results of Bivariate Linear Regression Analysis: ANOVA 

 SS df MS F Sig. 

Regression 15.522 6 2.587 2.976 0.32b 

Residual  16.517 19 .869  

 

Total 

  

32.38 

 

25 

  

Note. Dependent variable: Job satisfaction. Predictors (constant): Pride with organization, 

Job salary, Job security, Help others, Job flexibility, Desire to help.  

 

Multiple Regression 

Green and Salkind (2003) described multiple regression analysis, one in which 

each individual or case has scores on multiple independent variables (X1, X2, and X3) 

and on the dependent variable. The predicted dependent variable (Y) is a linear 

combination of multiple independent variables. With two or more predictors, the linear 

combination, also called regression, can be formed with predictors carrying each a 
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coefficient plus an additive constant. This study had six predictors and one dependent 

variable. A linear combination would be as follows:  

Y= B1X1 + B2X2 + B3X3 + B4X4 + B0.  B1 and B2 are slope weights for the two 

independent variables and B0 is an error constant. Given Bs as unstandardized 

coefficients and variables in terms of X1 being job salary, X2 being job security, X3  

being Help others, and X4 being Desire to help, then the linear equation becomes Y= 

.177 X1 + .346 X2 + (-.048) X3 + .137 X4 + (-.336); thus, Y= .177 X1 + .346 X2 - .048 

X3 + .137 X4 -.336; Y = .612X -.336. The multiple regression represented by R is 

defined as the strength of the relationship index indicating the degree that predicted 

scores are correlated with Y scores (Green & Salkind, 2003). The significant test for R 

evaluates if the population multiple correlation coefficient is equal to zero. Calculating 

multiple regression using SPSS to prove the strength of relationship between 

independent, covariates, and dependent variables, and obtain the results displayed in 

Table 7. The four independent variables were intrinsic variables included desire to help, 

help others; extrinsic variables included job salary and job security. Covariates were 

independent variables, and the dependent variable, job satisfaction. 

Frankfort-Nachmias and Nachmias (2008) explained the importance of 

introducing a covariate into a relationship between independents and dependent variables. 

If an independent variable causes an effect to a dependent variable, bringing a covariate 

into the equation will serve to test the “possibility that an empirically observed relation 

between two variables has not been caused by the independent variable identified in the 

hypotheses” (Frankfort-Nachmias & Nachmias, 2008, p. 50). In this study, job flexibility 
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and pride to work for the organization were introduced as covariates to test for a possible 

spurious relationship. As was shown in Table 6, covariates were slightly lower than the 

means of extrinsic and intrinsic independents, including as job salary, job security, desire 

to help, and help others. When using multiple analysis, job flexibility, an extrinsic 

variable, was more positively correlated to job satisfaction than pride to work for the 

organization, an intrinsic variable. However, when both covariates acted as independent 

variables, they caused the same effect to the dependent variable as did the independent 

variables found in the hypotheses. Their presence did not impact variances. Their 

correlation coefficients remained significant with job flexibility (.406) and pride to work 

for the organization (.193).   

Another reason for running a multiple regression is to show the strength of the 

correlation between variables and see how well using the linear combination of multiple 

correlation indices such as multiple correlations, R2, and the adjusted R2 (see Table 9).  

Table 9 

Results of Multiple Regression Analysis: Model Summary 

 

 

With one exception, all predictor variables were positively and significantly 

correlated with job satisfaction. One intrinsic variable, help others, was negatively but 

significantly correlated with job satisfaction. According to Green and Salkind (2003), 

when R = zero, there is no linear relationship (or correlation) between predicted score and 

R R2  Adjusted R2  

SE of the 

estimate 

.696a .484 .322 .932 
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criterion score. In this study, no variable scored zero in multiple correlation. Table 10 

shows the results of the multiple regression analysis. 

Table 10 

Multiple Regression Analysis Results: Coefficients  

Model 

Unstand- 

ardized 

coefficients  

Standardized  

coefficients                      Correlations  

 

B SE Beta t Sig. 

Zero-

order Partial Part 

1   (Constant) -.336 .956  -.352 .729    

Job salary .177 .228 .203 .775 .448 .567 .175 .128 

Job security .346 .220 .302 1.571 .133 .470 .339 .289 

Help others -.048 .207 -.046 -.231 .819 .323 -.053 -.038 

Desire to help .137 .203 .153 .674 .508 .465 .153 .111 

Job flexibility .340 .252 .286 1.349 .193 .504 .296 .222 

Pride with 

organization 

.158 .186 .157 .850 .406 .174 .191 .140 

 

Summary and Conclusion 

This study was guided by two research questions: 

RQ1: Is there a positive correlation between intrinsic motivation factors and job 

satisfaction for executives in NPOs? 

RQ2: Is there a positive correlation between extrinsic motivation factors and job 

satisfaction for executives in NPOs? 

The two intrinsic variables used in this study were desire to help and help others. 

The extrinsic variables were job security and job salary. I collected data from IPO, a 

nonprofit agency headquartered in the U.S. Midwest. Twenty-six executives (n =13 
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males; n = 13 females) matched the recommended G*Power. A total of 28 responses 

were received; two of the surveys were incomplete and discarded. The SurveyMonkey 

questionnaire was similar to the survey developed by Lavorata (2017).  

In addition, R2, between 0 and 1, and p-values being smaller than Alpha. Looking 

at R2, .484, or nearly half of the data explain the model, which is significant. In terms of 

independent samples effect size based on Cohen d, the confidence interval of job 

satisfaction varied between .322 and 1.995. I ran SPSS for correlation, bivariate linear 

analysis, and multiple regression. In terms of bivariate linear analysis, predictors 

variables were represented by Xs, the coefficient by Bs, and the dependent variable by 

B0. They could be found in the formula, Y = .612X -.336.  

In terms of bivariate linear analysis, all predictor variables, including the 

covariates including job salary, job security, desire to help, help others, job flexibility, 

and pride to work for the organization, were positively and significantly correlated with 

job satisfaction; Y = .18X +.35X +.14X -.34. One intrinsic variable, help others, was not 

significantly correlated with job satisfaction. According to Green and Salkind (2003), 

when R = zero, there is no linear relationship (or correlation) between predicted score and 

criterion score. In this study, no variables scored zero. Helping others was negatively but 

significantly correlated with job satisfaction; Y= .612X -.336.  The value of the variable 

Helping others was (-.048); Y = -.029.    
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Chapter 5: Findings: Discussion, Conclusion, and Recommendations 

The purpose of this quantitative research was to test SDT (Ryan & Deci, 2000a, 2000b) 

to better understand whether intrinsic or extrinsic motivations lead to job satisfaction for 

executives in NPOs. Resolving this problem is important for increasing executives’ motivation 

and achieving organizational objectives. Data were collected using a survey instrument 

adapted from Lavorata (2017) employing a 5-point Likert scale. For the data analysis, several 

tests were conducted, including a significant test which appeared in two places for a bivariate 

regression analysis. A bivariate correlation analysis was used to answer the two research 

questions in this study. Moreover, a t test and a Pearson coefficient were also conducted. In 

this chapter, I discuss the significance of the study as well as the data analysis for the research 

questions, along with limitations and delimitations. 

Significance of the Study 

As stated in Chapter 1, this study is significant because it was designed to better 

understand the intrinsic and extrinsic motivation factors that influence executives within 

NPOs, which may lead to job satisfaction. This study can help researchers understand the 

most influential factors leading to the retention of executives from NPOs. This research 

will educate nonprofit leaders to adopt strategies that motivate executive employees and 

attain an optimal level of job satisfaction. Positive social change can be achieved by 

informing NPO policies and decision makers about how to effectively, efficiently, and 

proficiently sustain and retain their executive staff. The benefits for those executives who 

are satisfied with their jobs include long-term retention, job stability, efficiency, 

effectiveness, and increased altruism to the executives who serve the NPOs. Most of all, 
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job satisfaction can lead to improved decision making and more equitable and accessible 

services to vulnerable populations served by NPOs.  

Discussion of the Findings  

Ryan & Deci (2000b) defined SDT as a macrotheory of human motivation and 

personality that concerns people's inherent growth tendencies and innate psychological 

needs. It is concerned with the drive or motivation behind choices people make with little 

external influence and interference. SDT focuses on the degree that an individual’s 

behavior is self-motivated and self-determined (Ryan & Deci, 2000b). 

In this study, similar to that of Ryan and Deci (2000b), I examined intrinsic 

motivation, which includes the desire to help others. Extrinsic motivation includes job 

salary and job security. The sample population comprised one NPO’s executives and 

measured a difference in job satisfaction by comparing intrinsic and extrinsic motivation 

factors. Like Ryan and Deci (2000b), I concluded that both intrinsic and extrinsic 

motivations factors exerted positive significant impact toward nonprofit executives’ job 

satisfaction. Ryan and Deci compared the mean differences, the degree of significance, 

the variance using a test with two tails, employing Pearson’s correlation coefficients, and 

measuring the strength and significance of relationship between the variables using 

multiple regressions. 

Both extrinsic and intrinsic motivations remained strong when I used a multiple 

regression with the difference that extrinsic motivations positively impact job 

satisfaction. At the same time, intrinsic motivations exerted an equal or lower positive 

https://en.wikipedia.org/wiki/Motivation
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impact, and negative impact as for the example of helping others which is an intrinsic 

motivation factor. 

I conducted a multiple regression analysis to evaluate how well the strength 

measures predicted the overall job satisfaction. There were six predictors, including two 

covariates. Two covariates, “help others” and “pride to work for the organization”, did 

not show a strength of relationship. All other variables, including intrinsic variables job 

salary, job security, desire to help, and the covariate, job flexibility, an intrinsic value, 

indicated overall strength of relationship with the dependent variable, job satisfaction (see 

Table 7).  

Results 

In their theory of SDT, Ryan and Deci (2000b) focused on the degree that an 

individual’s behavior is solely self-motivated and self-determined. Chen (2013) noted 

that extrinsic motivation comes from outside sources, such as rewards of salary increases, 

bonuses, recognition, or benefits. Intrinsic motivation is internal to each person, deriving 

from personal ethics, personal values, beliefs, and a desire to be altruistic and to help 

those in need. Intrinsic factors are influenced by one’s personality traits and the desire to 

be altruistic influence positive social change. In this study, I investigated the impact of 

intrinsic and extrinsic motivational factors toward job satisfaction of nonprofit executives 

at one NPO.   

Two research questions guided this study: 

RQ1: Is there a positive correlation between intrinsic motivation factors and job 

satisfaction for executives in NPOs? 
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RQ2: Is there a positive correlation between extrinsic motivation factors and job 

satisfaction for executives in NPOs? 

I conducted an initial bivariate analysis using Pearson’s product-moment 

correlation (r). In this study, the overall strength is moderately related to job satisfaction; 

R2 = .404 of the variance of job security. A bivariate correlation analysis was used to 

answer the two research questions in this study.  

A multivariate analysis was conducted using an OLS regression to examine the 

impact of the two intervening variables on the relationships between the dependent 

variable and the two independent variables. Five out of six predictor factors of extrinsic 

motivation, including job salary, job security, job flexibility, desire to help, pride to work 

for the organization, were strongly correlated with job satisfaction. Results appeared in 

Table 10. For the independent variable of intrinsic motivation, the factors were the desire 

to help and help others. For the independent variable of extrinsic motivation, the factors 

were job salary and job security.  

Implications for Social Change 

This study contributes to positive social change concerning nonprofit 

organizations and how their executives make better choices in their operations and human 

resources policies. In this study, I informed nonprofit leaders, researchers, and society 

concerning the adoption of strategies that will motivate executive employees in 

nonprofits and attain optimal levels of job satisfaction. Positive social change will be 

achieved by informing NPO decision makers about how to sustain and retain their 

executive staff effectively, efficiently, and proficiently. The benefits for those executives 
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who are satisfied with their jobs include long-term retention, job stability, efficiency, 

effectiveness, and increased altruism. 

By understanding what motivates executives, NPOs can improve services to the 

populations that the nonprofit serves. Understanding what motivates executives in 

nonprofits can help the executives be more motivated toward improved decision making 

and toward being more compassionate. Potentially, this can result in a higher quality of 

life for those served by the nonprofit.  

According to this study’s findings, the mean of external or extrinsic motivations 

are also valuable as the mean of internal or intrinsic motivations expanding from SDT 

that solely attributed that all effects to intrinsic motivation exclusively. In my study, I 

expanded on the SDT theory to measure the factors of both intrinsic and extrinsic factors 

whereas SDT is exclusively intrinsic.   

Assumptions 

In this study, I assumed the executives would be reasonable and honest in their 

responses and that they were either intrinsically or extrinsically motivated. There was 

also the inherent bias that females tend to be more intrinsically motivated and males tend 

to be more extrinsically motivated.  

Limitations of the Study 

This study was limited to data collected from the NPO located in Sioux Falls, SD. 

Although the partnership comprises 14 offices throughout the state, the data were 

generated only from its headquarters. A sample gleaned from this single location and 
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entity may not represent the population in its totality; therefore, it is difficult to generalize 

these results to all nonprofits.  

Delimitations of the Study 

This study was delimited to one NPO. Their executives responded to the survey 

instrument questionnaire. This delimiter has created the limitation of not being able to 

generalize the findings to the general population, which is why further study is needed.  

Suggestion for Future Research 

Future researchers should conduct a cross-sectional study on many nonprofits to 

see if these results are representative of the total population of nonprofit executives. 

Future researchers should consider including more items in intrinsic and extrinsic 

motivations and use gender in various age brackets and career levels to find out the 

statistical difference in job satisfaction. Perhaps, further research can be conducted using 

a sample of executives from random nonprofits across the United States or globally to 

obtain more accurate results, with less standard error, and more representative of the total 

population. Moreover, in further research, other researchers may want to add gender as a 

variable to determine if females tend to be more intrinsically motivated and males tend to 

be more extrinsically motivated.  

Summary and Conclusions 

The purpose of this research was to test Ryan and Deci’s (2000a, 2000b) SDT, 

defined as an individual behavior emanating from self-motivation, solely supported by 

intrinsic motivations. The SDT was used only as a theoretical foundation and not 

employed as a model. In Chapter 1, I explained the background of the study, statement of 
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the problem, the research questions, and the purpose of the study were addressed in this 

chapter. The theoretical framework was presented along with the nature of the study, the 

research questions, as well as applicable hypotheses. Subsequently, I addressed definition 

of terms, assumptions, imitations, and delimitations associated with the research study. 

The scope of the study, the significance of the research, and the social change 

implications of the study were also presented. 

I outlined -the research, including the literature search strategy, and the theoretical 

base of self-determination theory in Chapter 2 (Ryan & Deci, 200a, 2000b). In the 

literature review, I explored motivations of employees in for-profit and nonprofit 

organizations and discovered gaps in the body of knowledge. The intrinsic factors are 

internal, such as personal values, need to be altruistic, and the desire to improve society. 

Extrinsic factors are external such as salary, benefits, and approval by colleagues. In the 

literature, the researchers concentrated on intrinsic and extrinsic motivations for 

employees in general in profit and nonprofit organizations but not executives, 

specifically.  

In Chapter 3, I explained why I conducted a correlation study with a comparative 

component using a stratified random cluster sample of nonprofit executives. Additionally, 

I outlined the role of the researcher, the research questions, null, and alternative 

hypotheses, and independent and dependent variables. The survey instrument and 

justification for its selection over other instruments were addressed. Ethical protection of 

the research respondents and participants were addressed, along with the setting and 
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sampling. The types of quantitative measurements were identified. I explained the 

reliability and the validity of the selected instrument and ethical considerations. 

In Chapter 4, I collected the data using a SurveyMonkey questionnaire and 

analyzed the data using regression and a two-tailed t test. I also showed the formulas and 

equations as well as tables to demonstrate and analyze the data. Chapter 4 included all of 

the output of data including Pearson’s correlations.  

In Chapter 5, I presented the conclusion and findings of the study. Internal and 

external motivations are mutually inclusive in nonprofit executives’ job satisfaction. The 

results indicated that the desire to help is one intrinsic motivational factor that is 

significant to job satisfaction among nonprofit executives. In addition, salary and job 

security as external motivational factors are positively related to job satisfaction. Chapter 

5 included a discussion and implications for social change. I also presented limitations 

and delimitations of the study.  

Future researchers should conduct a cross-sectional study on a larger more 

random sample of NPO executives from a larger pool of NPOs to determine if intrinsic 

and extrinsic motivations lead to job satisfaction. I hope that other researchers can use 

this study I conducted as a springboard to further research into the motivations of NPO 

executives so that organizations can motivate these executives to offer higher quality, 

accessible services to the vulnerable populations they serve. 
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Appendix: Online Survey Questionnaire Survey 

Dear Respondents,  

My name is Jacques Mambo. I am pursuing a Ph.D. program at Walden 

University in Public Policy and Administration. I am now in the process of writing my 

dissertation which requires data collection.  

I know that your time is valuable. However, I am asking you for a few minutes of 

your time to answer the following questions as they apply to the scope of your 

engagement with your current organization. 

Your answers will remain confidential and anonymous. At the end of the survey, 

you just need to indicate your position, gender, approximate age, position status meaning 

whether you are exempt or nonexempt employee, and the time you have been with [name 

of participant pool redacted], all for demographic purposes.  

Thank you in advance for your participation.  
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Questionnaire1 

For each question or statement below, please answer using the scale of strongly 

disagree, disagree, neither agree nor disagree, agree, or strongly agree. 

Tell us about your job and how the organization assists you 

 

Job Satisfaction: 

    1. I feel encouraged to come up with new and better ways of doing things? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

 2. My work gives me a feeling of personal accomplishment?  

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

3. On my job, I have clearly defined quality goals based on communities’  

Needs? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

 

 
1 A copy of the reprint permission granted on April 18, 2017, by R. L. Lavorata, is available from the 

author of this dissertation.  
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4. I understand why it is so important for {NPO} to continue to value diversity by 

recognizing and respecting differences in race, gender, age, etc. ? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

5. I am satisfied with my level of involvement with decision-making that affects 

my work? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

6. Considering everything, I am satisfied with my job? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

Pride to work for {NPO} willingness to help others   

7. I experience personal growth such as updating skills, etc.? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 
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8. Senior Managers encourage me to be my best? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

   9. I am rewarded for the quality of my work? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

   10. Senior management looks for me for suggestions and Leadership? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

11. I am valued by my Senior Management? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

12. My job makes a difference in the lives of others ?  

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 
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Rewards and the overall quality of service provided  

13. {NPO} is flexible with respect to my family responsibilities? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

 14. I earn living wages for the work I render for my company? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

15. I am happy with the benefit package (salaries, fringe benefits, etc.) I received? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

16. I take part in my company flextime program?  

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

 

17. My work gives me a feeling of personal accomplishment? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 
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18. Overall, I am satisfied with my position? 

a. Strongly disagree    

b. Somewhat disagree   

c. Neither agree nor disagree 

d. Somewhat agree  

e. Strongly agree 

  

 Demographics: 

 

19. What is your gender? 

 

a. Male 

b. Female 

c. Non-binary 

 

20. Which of the following categories includes your age? 

 

a. 18 to 26 

b. 27 to 35 

c. 36 to 45 

d. 46 to 57 

e. 58 to 67 

f. Over 67 

 

21. Length of time at your current position? 

    a. less than one year 

    b. 1 to 5 years 

    c. 5 to 8 years 

    d. 8 to 12 years 

    e. over 12 years 

 

22. What is your executive position status? 

 a. CEO or CFO or Executive Director 

            b. Senior Vice President 

            c. Vice President 

            d. Assistant Vice President 

            e. Middle Manager  

 

Thank you for your time to complete this survey. 
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