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Background: Superior patient care requires a team of medical professionals who are motivated and satisfied with their jobs. However, 
in an occupational setting characterized by prolonged work hours and excessive stress, managers face increased challenges in their 
attempts to motivate employees and sustain high levels of job satisfaction.
Aim: This study investigates whether, and to what extent, extrinsic and intrinsic motivation might predict job satisfaction. It also 
examines how specific categorical variables moderate these correlations.
Design: The present study offers an empirical investigation of a path model that establishes a relationship between motivation and job 
satisfaction in healthcare professionals in public blood bank units. A PLS SEM was conducted on a sample of 218 individuals 
employed in public blood bank units in the Republic of Serbia.
Results: The findings provide valuable insights into the causal relationship among observed variables under different sample 
characteristics, such as gender, age, job position, and employment status. The findings also indicate that extrinsic motivation is 
a significant predictor of intrinsic motivation (ß=0.742, t=18.933, p<0.001) and job satisfaction (ß=0.211, t=2.035, p<0.05). 
Simultaneously, intrinsic motivation acts as a mediator within this correlation (ß=0.186, t=2.688, p<0.05). The results of the multi-
group analysis reveal that categorical variables such as gender, age, job position, and employment status have a moderating effect on 
certain previously established relationships.
Conclusion: Increasing job satisfaction among healthcare professionals requires a balanced motivational complex encompassing both 
extrinsic and intrinsic motivators. Customized motivational tactics should be employed for certain cohorts of healthcare staff, 
considering their gender, age, job position, and employment status. Our findings expand the body of knowledge concerning the 
mechanisms underlying the relationship between motivation and job satisfaction in the healthcare industry. Additionally, the results 
offer relevant practical implications for healthcare managers in designing effective motivational and job satisfaction strategies.
Keywords: extrinsic motivation, intrinsic motivation, work–related outcomes, PLS–SEM approach, multigroup analysis

Introduction
Attaining exceptional quality in healthcare calls for not only the acquisition of relevant knowledge and skills by healthcare 
personnel but also adequate motivation for the tasks they undertake. Developing highly motivated, skilled, and supported 
health workers is vital in advancing health in every health system and achieving national and universal health goals.1 The 
motivation of healthcare professionals is frequently compromised as a result of elevated levels of stress. Healthcare personnel 
in Serbia encounter elevated levels of work-related stress, mostly attributed to their working environment. The state-funded 
medical institutes exhibit inadequate equipment and a shortage of skilled employees, resulting in a significant burden of labor. 
While the healthcare profession is inherently demanding, the working circumstances in Serbia for those in this field are notably 
challenging. In addition to well-recognized factors of professional stress, such as a high level of responsibility for human life, 
shift work, and unpredictability, the COVID-19 pandemic has introduced an extra stressor in blood bank facilities. Workers in 
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the transfusion medicine unit are subjected to exposure to many sources of infection, as well as chemical and biological agents, 
hence leading to an increased level of stress. The subject of motivation remains an ongoing important area of research in the 
field of management, consistently garnering the interest of scholars. The significance of this lies in its critical implications for 
the behaviors of workers, which can significantly impact the prosperity of a healthcare establishment.

The concept of work motivation refers to an individual’s personal resource that can be classified into two distinct 
categories, namely intrinsic and extrinsic motivation. This classification, according to self–determination theory (SDT),2 

is founded on the distinction between sets of motives or objectives that activate behavior. In contrast to extrinsic 
motivation, intrinsic motivation is characterized as self–driven and it is connected with more positive effects on both 
well–being and performance. As noted by Ayalew et al, the efficacy of extrinsic motivators in promoting the long–term 
satisfaction and well–being of employees is comparatively inferior to the power of intrinsic motivation.3 According to 
Ryan and Deci, intrinsic motivation might be described as an innate inclination to pursue new and challenging 
experiences, expand the use of one’s abilities, engage in exploration, and acquire knowledge.4 In this respect, intrinsic 
motivation pertains to engaging in an activity for inherent pleasure or enjoyment, while extrinsic motivation relates to 
taking part in an activity for the purpose of obtaining an economic reward.5 Extrinsic motivation, stated as the inclination 
to participate in an activity with the intention of attaining favorable outcomes or evading unfavorable repercussions,6 can 
exert varying effects on the work attitudes of employees. Paais and Pattiruhu claim that the level of job satisfaction is 
contingent upon both intrinsic and extrinsic motivational factors.7 Individuals who possess intrinsic motivation are driven 
by self–fulfillment and are therefore satisfied with following the standards set by the organization.8 When a person is 
intrinsically driven, on the other hand, he or she is inspired to act not by external cues, pressures, or incentives but rather 
by the joy or challenge that is involved in the activity.9 However, according to research conducted by Đorđević et al and 
Ayalew et al, healthcare professionals tend to prioritize extrinsic motivation over intrinsic motivation.3,10

The relationship between motivation and job satisfaction is inversely influential and plays a significant role in 
forecasting the likelihood of healthcare employees leaving their jobs.11,12 The literature frequently confuses motivation 
and job satisfaction as interchangeable terms. Despite their similarity, these concepts hold distinct characteristics and 
cannot be employed alternatively as synonyms. Spector discusses job satisfaction as the subjective perception of workers 
regarding their jobs and their various aspects, involving their sense of liking or disliking the work.13 Prior studies have 
predominantly focused on examining the influence of job satisfaction on work motivation in the healthcare sector,14 with 
comparatively less attention given to investigating the impact in the opposite direction.

A limited number of studies have documented the influence of motivation on job satisfaction within the healthcare 
industry. Notwithstanding, the existing studies exhibit significant inconsistencies in their findings, thereby requiring 
additional research to explicate the determinants that underlie the substantial disparities in the conclusions. Tang et al 
observed that a healthcare workplace which fosters intrinsic motivation and enhances work hours might prevent 
physician burnout and job dissatisfaction.15 Additionally, the study conducted by Aroosiya et al established a positive 
correlation between the motivation levels and job satisfaction of healthcare professionals in Sri Lanka.16

Specific inconsistencies are associated with the impact of external motivation on employee satisfaction in the 
workplace. However, the concept of extrinsic motivation pertains to the workplace elements, such as social connections 
and incentives, and the absence of these aspects can result in a decline in employees’ morale,17,18 which may ultimately 
lead to a reduction in job satisfaction. Extrinsic motivation is a type of motivation that arises from an employee’s 
anticipation of external resources, such as material rewards or verbal recognition from a superior when carrying out 
a task. In the case that these external resources become unavailable, there will be a potential for the employee to 
experience dissatisfaction. Based on the previous review, we developed the following hypotheses:

H1: Extrinsic motivation is positively associated with intrinsic motivation.

H2: Extrinsic motivation is positively associated with job satisfaction.

H3: Intrinsic motivation is positively associated with job satisfaction.

H4: Intrinsic motivation positively mediates the relationship between extrinsic motivation and job satisfaction.
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Furthermore, we conducted an investigation to see whether gender, age, job position, and employment status have an impact 
on the previously postulated correlations. Prior studies have explored how demographic factors moderate the associations 
involving work motivation and job satisfaction. The variances in individuals’ behavior can be attributed to significant factors, 
including demographic characteristics like age and gender.19 The study conducted by Abdul Raziq et al investigated the potential 
moderating influence of gender on the relationship between job satisfaction and work motivation.20 Hanafi and Syah explored 
whether there were moderating effects of gender and work duration on the relationship between job satisfaction, work motivation, 
work environment, and employee performance.21 Furthermore, the study conducted by Štefko et al investigated the possible 
differences between genders in terms of employee motivation and job satisfaction within the context of Slovakia.22 Kavanaugh 
et al conducted an analysis of the correlation between job satisfaction and demographic factors among healthcare professionals.23 

Similarly, the study performed by Seong and Hong aimed to examine the moderating impact of demographic factors, such as 
gender and age, on the correlation between motivation and satisfaction within the tourism industry.19

Our research incorporates job position and employment status in addition to demographic variables as moderating 
factors. Variations in the benefits and privileges afforded to employees by different job positions can give rise to divergent 
motivational mechanisms and corresponding impacts on job satisfaction. The reason for investigating the moderating 
impact of employment status pertains to the distinct circumstances in which permanent and non–permanent employees 
work. Specifically, as a means of regulating the number of individuals entering the healthcare sector, a considerable 
proportion of healthcare professionals are employed on a temporary basis, with their contracts being renewed for 
a predefined duration. That scenario entails a potential risk of job termination, which may lead to increased anxiety and 
have a detrimental impact on both employee morale and work attitudes, including motivation and job satisfaction.

A prior study focused on examining the correlation between job satisfaction, work–related burnout, and personal burnout 
using a regression model.24 However, a new research model has been devised to demonstrate the impact of the motivational 
complex on job satisfaction, with a particular emphasis on healthcare professionals’ categories, using the partial least squares 
structural equation modeling (PLS–SEM) approach. The aim of the present study is to ascertain the basis of the correlation 
between extrinsic and intrinsic motivation and job satisfaction. Additionally, this study seeks to investigate the moderating impact 
of specific categorical variables on these associations. Further, this study examines the impact of gender, age, job position, and 
employment status on the relationship between both forms of motivation and job satisfaction. While the correlation between 
motivation and job satisfaction has been extensively researched, there is insufficient literature on this topic within the healthcare 
sector. Concurrently, there is a considerable scarcity of academic research that evaluates the effect of both forms of motivation on 
job satisfaction. Furthermore, to the best of our knowledge, no research has investigated the moderating impact of certain 
categorical variables on these relationships. Consequently, our methodology involves an initial validation of the model to 
determine whether, and to what extent, extrinsic and intrinsic motivation can be used to predict job satisfaction among healthcare 
professionals, thereby addressing the first research gap identified. Afterwards, the present study employs the partial least squares – 
multigroup analysis (PLS–MGA) approach, to address the second research gap. Specifically, the study explores the impact of 
multiple categorical variables on the relationship between extrinsic and intrinsic motivation and job satisfaction.

Figure 1 represents the applied research model.

Materials and Methods
Sampling Method and Procedures
The primary data for this study came from five public bank facilities in the central region of the Republic of Serbia. The size of the 
study population was 474. The blood banks in Belgrade have a staff of 367 healthcare professionals; the blood bank under the 
University Clinical Center in Kragujevac employs 66 healthcare professionals. The blood bank of the General Hospital in Čačak 
has 13 employees. The blood bank of the General Hospital in Kraljevo has 15 staff members, and the blood bank of Gornji 
Milanovac Health Center has 13 healthcare workers. For the purpose of this research, we elected to use a cross–sectional study 
design. In certain facilities, managers’ permission was required before employees could participate in research. The study was 
approved by the Council of the Faculty of Medical Science, University of Kragujevac, on July 1, 2021 (reference number 01– 
7285 / 9–38). Furthermore, this study was conducted in accordance with the Declaration of Helsinki 1975 (revised in 2013) and its 
later amendments or equivalent ethical standards. Informed written consent was stated on the first page of the questionnaire. The 
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participants were informed that participation was voluntary, and their consent was implied by their completion of the ques-
tionnaire. Potential participants were kindly invited to complete printed copies of the questionnaire, but only on a voluntary basis 
and within their personal available time. At the outset of the anonymous questionnaire in the Serbian language, the research 
objectives were described to potential participants, and the confidentiality and anonymity of the obtained data were guaranteed. As 
an outcome of the procedure followed, the research comprises a consecutive sample of 218 respondents.

Survey Instrument and Measurements
The structured questionnaire consisted of fifteen scaled statements and four demographic questions related to gender, age, level of 
education, and length of service. The participants expressed their level of agreement with the statements on a five–point Likert 
scale. Each of the variables was assessed with four to six statements sourced from pertinent literature and adapted to suit the 
research objectives and the Serbian setting. Regarding this, the scales employed were previously validated for their reliability 
across diverse contexts. Every statement was translated from English to Serbian and then adjusted for the purpose of this research. 
Motivation was assessed using the items extracted from the extended version of the Minnesota Satisfaction Questionnaire 
(MSQ).25 According to Mardanov,26 the items comprising the MSQ have the potential to be regarded as perceived motivators 
among employees. The measurement scale for job satisfaction was obtained from the Job Satisfaction Survey, which was designed 
by Paul Spector.27 In order to assess job satisfaction, a set of 5 items was employed, comprising both positively and negatively 
worded statements.

Profile of Respondents and Statistical Methods Employed
The sample structure is presented in Table 1. Based on the collected statistics, the predominant gender within the sample 
is female (66.5%). The age group over 40 years constitutes the larger proportion of the sample, accounting for 64.7%. 
Regarding educational background, participants with a high school or college diploma are the most numerous group 
(70.6%), with graduates constituting the subsequent group. In terms of job position, the sample is mainly comprised of 

Figure 1 The research model.
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nursing professionals (71.1%), followed by medical doctors. The sample consisted of 197 individuals who held 
permanent employment status.

The initial step of statistical data processing involves conducting confirmatory factor analysis to assess the reliability and 
validity of the path model. After this, the structural model underwent evaluation through the use of the Smart PLS algorithm. The 
study examined the direct and indirect impacts of the observed variables. Following that, a multigroup analysis was performed.

Results
Measurement Model
Prior to implementing SEM, the researchers employed confirmatory factor analysis to verify the extent to which the 
measurements accurately reflected the constructs in this research. A comprehensive list of indicators that were used to 
assess the reliability and validity of a research model is presented in Table 2. By assessing the convergent validity of the 
data, all of the loadings of the items were found to be higher above the acceptable level of 0.60. The research model did 
not exhibit any concerns regarding multicollinearity as all variance inflation factor (VIF) values were less than 5.28

Table 1 Sample Structure

Variables Frequency Percentage (%)

Gender Male 73 33.5

Female 145 66.5

Age Under the age of 40 77 35.3

Over 40 years old 141 64.7

Educational level Elementary school 3 1.4

High school or college 154 70.6

Graduate 56 25.7

Master or PhD 5 2.3

Job position Nursing professionals 155 71.1

Medical doctors 63 28.9

Employment 
status

Non-permanent 
employment

21 9.6

Permanent employment 197 90.4

Table 2 Measurement Model and Constructs

Construct and Item Description Convergent 
Validity

VIF Composite 
Reliability

α AVE

EM: Extrinsic Motivation 0.913 0.904 0.679

EM01: My pay and the amount of work I do. 0.714 1.842

EM02: The way company policies are put into practice. 0.895 3.515

EM03: The way my boss handles his/her workers. 0.866 4.570

EM04: The competence of my supervisor in making decisions. 0.865 4.607

EM05: The chances for advancement on this job. 0.815 2.313

(Continued)
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The composite reliability values showed a range of 0.828 to 0.913, far exceeding the recommended threshold of 0.7. 
The Cronbach’s alpha coefficient has been calculated for each construct, and the findings suggest that the variables hold 
an acceptable level of internal consistency, as the minimum threshold of 0.7 has been exceeded. The results of the study 
suggest that convergent validity has been established, as all the average variance extracted (AVE) values were found to 
be greater than 0.5, which aligns with the criteria proposed by Hair et al.29

The verification of discriminant validity was performed based on the heterotrait–monotrait (HTMT0.90) criterion 
suggested by Henseler et al30 Table 3 displays the values obtained from the analysis. The maximum value of 0.836 
indicates that our measurement model had satisfactory discriminant validity.

Structural Model
For the evaluation of the structural model, the Smart PLS algorithm was implemented. According to the path values for 
direct effects, which are provided in Table 4, it is determined that extrinsic motivation had a major positive influence on 
intrinsic motivation (ß=0.742, p<0.001). The analysis also shows that job satisfaction is positively predicted by both 
extrinsic motivation (ß=0.211, p<0.05) and intrinsic motivation (ß=0.250, p<0.01) at approximately equal levels.

Table 4 presents the evidence for the indirect effect. The presence of intrinsic motivation has been determined to act 
as a mediator in the correlation between extrinsic motivation and job satisfaction. For evaluating the quality of the 
structural model, the cross–validated Redundancy Index (Stone–Geisser’s Q2) was used. It was calculated using the 
blindfolding option in PLS. All Q2 values fall within the positive range, indicating a structural model of excellent quality 
and sufficient predictive relevance. The R2 coefficient indicates that the model accounts for 55% of the variance in 

Table 2 (Continued). 

Construct and Item Description Convergent 
Validity

VIF Composite 
Reliability

α AVE

EM06: The praise I get for doing a good job. 0.773 2.139

IM: Intrinsic Motivation 0.852 0.850 0.690

IM01: The chance to work alone on the job. 0.837 2.747

IM02: The chance to do something that makes use of my abilities. 0.859 2.947

IM03: The chance to do different things from time to time. 0.781 2.003

IM04: The chance to try my own methods of doing the job. 0.843 2.409

JS: Job Satisfaction 0.828 0.813 0.572

JS01: My job is enjoyable. 0.673 1.362

JS02: Communication seems good within this organization. 0.800 2.070

JS03: Work assignments are not fully explained. (R) 0.794 1.830

JS04: I do not feel that the work I do is appreciated. (R) 0.723 1.735

JS05: I like doing the things I do at work. 0.782 1.848

Abbreviations: VIF, variance inflation factor; AVE, average variance extracted.

Table 3 Discriminant Validity (HTMT0.90 Criterion)

Constructs 1 2 3

1. EM: Extrinsic Motivation –

2. IM: Intrinsic Motivation 0.836

3. JS: Job Satisfaction 0.443 0.474 –
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extrinsic motivation and 18.5% of the variance in job satisfaction. The standardized root mean square residual (SRMR) 
was additionally used to evaluate the model’s fit to our data. The findings indicate that the SRMR of the model is 0.082, 
which is in close proximity to the maximum acceptable value of 0.08 as suggested by Hu and Bentler.31 Using the 
formula √(R2 x Stone–Geisser Q2), the Goodness–of–fit Index (GOF) was calculated. Both values presented in Table 5 
fall within the acceptable range of 0–1.

The results of PLS–MGA path modeling are presented in Table 6. We conducted a comparative analysis of the path 
coefficients between distinct groups categorized based on the following factors: gender, age, job position, and employ-
ment status. Two groups were formed based on each criterion. Therefore, the present study investigated the potential 

Table 4 Results of Testing Direct Effects

Relationship Path Coefficient t-Value 95% CIs  
(Bias Corrected)

Results

H1: EM → IM 0.742*** 18.933 [0.665, 0.796] Supported

H2: EM → JS 0.211* 2.035 [0.035, 0.371] Supported

H3: IM → JS 0.250** 2.688 [0.079, 0.395] Supported

Notes: *p ˂ 0.05; **p ˂ 0.01; ***p ˂ 0.001. p, significance level. 
Abbreviations: CI, confidence interval; EM, extrinsic motivation; IM, intrinsic motivation; JS, job satisfaction.

Table 5 Results of Testing Indirect Effects

Relationship Path Coefficient t-Value 95% CIs  
(Bias Corrected)

Results

H4: EM → IM → JS 0.186** 2.602 [0.064, 0.305] Supported

Stoner-Geisser Q2 R2 GOF

Intrinsic Motivation 0.537 0.550 0.543

Job Satisfaction 0.142 0.185 0.162

SRMR 0.082

Note: **p ˂ 0.01. 
Abbreviations: CI, confidence interval; EM, extrinsic motivation; IM, intrinsic motivation; JS, job satisfaction, R2 – coefficient of 
determination; GOF, goodness-of-fit-index; SRMR, standardized root mean square residual.

Table 6 Results of Testing Direct Effects: Multigroup Partial Least Squares Path Modeling

Relationship Path Coefficient p-value Path Coefficient p-value Invariant

Female Female Male Male

EM → IM 0.738 0.000*** 0.748 0.000*** Yes

EM → JS 0.358 0.002** −0.014 0.954 No

IM → JS 0.156 0.129 0.421 0.034* No

Age < 40 Age < 40 Age > 40 Age > 40

EM → IM 0.722 0.000*** 0.757 0.000*** Yes

EM → JS 0.287 0.159 0.210 0.097 Yes

IM → JS 0.160 0.412 0.315 0.005** No

(Continued)
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impact of gender, age, job position, and employment status on the strength of the relationships that were previously 
examined.

When considering gender differences, the impact of extrinsic motivation on intrinsic motivation remains significant in 
both subsamples. The influence is marginally more prominent in men (ß=0.748; p<0.001). The impact of extrinsic 
motivation on job satisfaction is significant in the subsample comprising women (ß=0.358, p<0.01; however, it lacks 
statistical significance in the subsample comprising men. This implies that the relationship between extrinsic motivation 
and job satisfaction is moderated by gender differences. The study findings also indicate that the influence of intrinsic 
motivation on job satisfaction is significant among male participants (ß=0.421, p<0.05), whereas it is not significant in 
the female subsample.

The present study examined the relationships among the observed variables in two independent cohorts of healthcare 
professionals, divided by age group, specifically individuals under the age of 40 years and those over the age of 40 years. 
The impact of extrinsic motivation on intrinsic motivation is statistically significant in both observed subsamples 
(p<0.001), indicating that this path is invariant for the two groups of participants. The impact of extrinsic motivation 
on job satisfaction fails to produce significant results in either the subsample comprising individuals under 40 years of 
age or the subsample comprising individuals over 40. Conversely, intrinsic motivation has a significant effect on job 
satisfaction among the elderly (ß=0.315; p<0.01), but not among those under 40 years of age. This suggests that the 
relationship between intrinsic motivation and job satisfaction is influenced by variations in age.

The sample was split based on the job position, with subsamples consisting of medical doctors and nurses. The 
findings indicate that the impact of extrinsic motivation on intrinsic motivation is significant in both subsamples. 
According to the results presented, the impact of extrinsic motivation on intrinsic is significant in both subsamples 
(p<0.001). The correlation between extrinsic motivation and job satisfaction remains significant in the subsample of 
medical doctors (ß=0.514, p<0.01), while no significant association between the two variables was observed among 
nurses. In contrast, the impact of intrinsic motivation on job satisfaction persists as a significant factor within the 
subsample of nurses (ß=0.287; p<0.05); however, there is no statistical significance observed among medical doctors. In 
this respect, the paths between motivation and job satisfaction are moderated by job position.

Two distinct categories of employment can be distinguished based on job permanency: permanent and non– 
permanent employment. The impact of extrinsic motivation on intrinsic motivation is significant in both cohorts at 
a level of p<0.001, with a more pronounced effect observed among individuals classified as permanent employees 
(ß=0.738). Thus, intrinsic motivation for permanent employment staff appears to be slightly more affected by extrinsic 
motivation than for non–permanent employees. At the same time, the influence of extrinsic motivation on job satisfaction 

Table 6 (Continued). 

Relationship Path Coefficient p-value Path Coefficient p-value Invariant

Medical doctors Medical doctors Nursing 

professionals

Nursing 

professionals

EM → IM 0.863 0.000*** 0.707 0.000*** Yes

EM → JS 0.514 0.025* 0.187 0.167 No

IM → JS −0.008 0.966 0.287 0.012* No

Non-permanent 

employment

Non-permanent 

employment

Permanent 

employment

Permanent 

employment

EM → IM 0.643 0.000*** 0.738 0.000*** Yes

EM → JS 0.502 0.054 0.190 0.091 Yes

IM → JS 0.172 0.486 0.247 0.012* No

Notes: *p ˂ 0.05; **p ˂ 0.01; ***p ˂ 0.001. p – significance level. 
Abbreviations: EM, extrinsic motivation; IM, intrinsic motivation; JS, job satisfaction.
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seems to be insignificant for both permanent and non–permanent healthcare workers. The study found that intrinsic 
motivation has a positive impact on job satisfaction, but only among permanent employees (ß=0.247; p<0.05). This 
suggests that the relationship between intrinsic motivation and job satisfaction is moderated by employment status.

Discussion
The findings of the research indicated that extrinsic motivation serves as an antecedent to intrinsic motivation, hence 
providing confirmation for hypothesis H1. This indicates that intrinsic motivators are driven by hygiene factors, including 
compensation and acknowledgement from superiors. This suggests that healthcare professionals who are driven by 
extrinsic motivation, such as the desire for rewards or the avoidance of punishment, are also more inclined to engage in 
their work for the sake of inherent satisfaction. It is anticipated that extrinsic motivators are indicative of fundamental 
requirements, referred to as hygiene elements, which must be fulfilled in order to initiate inner motivation. The findings 
of this study reveal that extrinsic motivation has a positive significant impact on the job satisfaction of healthcare 
professionals, confirming hypothesis H2. This finding suggests that healthcare employees’ satisfaction is dependent on 
variables such as salary, management practices, superiors’ competence level, and opportunities for promotion when they 
are motivated by these factors. Put differently, individuals experience an elevation in their level of job satisfaction when 
they are driven by external factors. Another result shows that intrinsic motivation is a significant predictor of job 
satisfaction, confirming hypothesis H3. This research indicates that individuals who are motivated by autonomy, a feeling 
of purpose, and excellence in their work are more likely to have higher levels of job satisfaction. It is also determined that 
intrinsic motivation acts as a mediator in the relationship between extrinsic motivation and job satisfaction. Thus, 
hypothesis H4 was also confirmed. This implies that the relationship between extrinsic motivation and job satisfaction is 
partially dependent on intrinsic motivation. This implies that the association between extrinsic motivation and job 
satisfaction is contingent upon the level of intrinsic motivation. The inclusion of intrinsic motivation into the relationship 
between extrinsic motivation and job satisfaction modifies the magnitude of the correlation between these two 
variables. When intrinsic motivation is integrated into the analysis, the path remains statistically significant. However, 
the path coefficient is seen to decrease, suggesting the presence of a complementary mediating impact. This suggests that 
the lack of external incentives might be countered by internal drive in employees, so enabling them to maintain job 
satisfaction. Regarding the outcomes of the multigroup analysis, it was discovered that certain categorical variables 
served as moderators for the previously investigated relationships.

The path from extrinsic motivation to intrinsic motivation was found to be invariant between all groups based on all 
separation criteria applied. The correlation between extrinsic motivation and job satisfaction is prone to gender modera-
tion, as well as the relationship between intrinsic motivation and job satisfaction. The statistical analysis reveals that 
extrinsic motivation holds greater significance for women, whereas intrinsic motivation has a more pronounced impact 
on men. These findings suggest that male individuals exhibit higher levels of job satisfaction when they are afforded 
autonomy in the workplace, opportunities to use their skill sets, engaging job roles, and the ability to independently 
choose their work methods. In contrast, women are more influenced by a tangible aspect, which encompasses factors 
such as remuneration, job demands, the approach of superiors towards subordinates, their ability to make decisions, and 
recognition for exemplary performance.

The impact of extrinsic motivation on intrinsic motivation is significant for individuals both below and above the age 
of 40 years. However, no significant relationship was found between extrinsic motivation and job satisfaction between 
the two age groups. The findings indicate that the general model, which examines the relationship across the entire 
sample, reveals a significant influence. However, the efficacy of extrinsic motivation in attaining job satisfaction is 
dubious, as other factors may affect this relationship and leave it statistically insignificant. The study indicates that the 
job satisfaction of employees aged 40 years and above is significantly influenced by extrinsic motivation, whereas 
intrinsic motivation does not have a statistically significant impact on the job satisfaction of employees below 40 years of 
age. The present study reveals a cumulative effect in which neither extrinsic nor intrinsic motivation significantly impacts 
job satisfaction among employees under 40 years of age. This suggests that either certain needs remain ignored or 
external factors hold greater influence, thereby indicating that non–work–related motives exert a dominant influence on 
individual behavior and, consequently, job satisfaction.
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The analysis based on job position reveals that extrinsic motivation has a strong significant impact on intrinsic 
motivation in both subsamples. The impact of extrinsic motivation on job satisfaction was significant among medical 
doctors. However, it failed to show a significant influence in the subsample of nursing professionals. Conversely, 
a significant correlation was observed between intrinsic motivation and job satisfaction among nursing professionals, 
but not among medical doctors. The present study draws the conclusion that medical doctors place greater significance on 
tangible material benefits in comparison to nursing professionals, who tend to receive greater job satisfaction from non– 
material factors. Possible explanations for this phenomenon could be attributed to the comparatively higher remuneration 
of medical doctors in contrast to nurses. The societal perception that the compensation level for medical doctors should 
exceed the average salary may create higher expectations among their family members. Consequently, medical practi-
tioners prioritize extrinsic factors to a greater extent. According to official statistical reports, nursing professionals 
receive a salary that is approximately average. Moreover, this observation may suggest the possibility of medical doctors 
showing less empathy in their interactions with patients compared to nursing professionals, a point that requires further 
investigation.

The study found that job satisfaction is not influenced by extrinsic motivation for both permanent and non–permanent 
employees. However, intrinsic motivation has a significant impact on job satisfaction, but only for permanent employees. 
The potential explanation may be related to the everlasting anxiety of job loss experienced by non–permanent employees. 
According to Mahmoud et al,32 employees who experience job insecurity face the challenge of balancing the need to 
protect their employment while meeting their job responsibilities. The experience of job insecurity can lead to a sense of 
detachment among employees, obstructing their ability to pursue intrinsic motivation.; This is due to the stress and loss 
of autonomy that often accompany job insecurity, as well as the need to prioritize job preservation.4 Consequently, 
neither extrinsic nor intrinsic motivational factors appear to significantly influence job satisfaction. Further investigation 
is necessary to determine whether the complex relationship between extrinsic and intrinsic motivations and job 
satisfaction is altered when transitioning from non–permanent to permanent employment. Besides, considering the 
lack of statistically significant impact of both extrinsic motivation and intrinsic motivation on job satisfaction among 
employees under the age of 40 years, further investigation should be focused on identifying the structure of employees 
engaged in non–permanent employment. The implicit assumption of this study is that the majority of non–permanent 
workers fall within the age bracket of under 40 years.

Conclusion
Our study empirically examined a path model between extrinsic motivation and job satisfaction via intrinsic motivation 
as a mediator. We found that intrinsic motivation exerted the indirect effect of extrinsic motivation on job satisfaction. 
We expanded prior research on the motivation and job satisfaction relationship by examining the impact of multiple 
differences, including gender, age, position, and employment status differences. Finally, our multigroup analysis reveals 
the existence of some significant variations between the observed groups.

The present research offers valuable practical implications. Effective management of distinct group variations can 
result in increased employee motivation, leading to greater job satisfaction and potentially influencing the overall quality 
of the work environment. In contemporary times, there is an increasing amount of diversity in the workplace. 
Consequently, comprehending variances in gender, age, and other demographic and contingency factors is progressively 
imperative in upholding greater levels of job satisfaction among healthcare personnel. It is imperative to avoid gender, 
age, and other stereotyping of workers, and instead focus on enhancing their satisfaction and well-being by acknowl-
edging and addressing the unique differences that exist among various groups. There is a definite need for managers to 
engage in interactions with their employees, which would establish work as a positive and enjoyable experience. The 
findings indicate that tailored motivational strategies should be implemented for distinct cohorts of healthcare personnel 
based on their gender, age, job position, and employment status.

Considering the constraints of the study’s data collection process, it would be advisable to reassess the interaction 
between motivation and job satisfaction across multiple groups in different geographical locations. Furthermore, the 
incorporation of multicultural adjustments into the model is expected to improve our comprehension of the underlying 
mechanisms that drive the influence of motivation on job satisfaction across diverse cultural contexts. This study 
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compares proposed paths between two groups for every single criterion. Future research may expand upon the 
aforementioned classification criteria and examine distinctions across a greater number of groups. Moreover, it may be 
appropriate to include additional categorical variables. Given that income level can potentially affect the dominant 
motivators within an individual’s motivational framework, it would be beneficial to investigate the variances in the 
effects of extrinsic motivation and intrinsic motivation (1) on job satisfaction across cohorts with varying levels of 
personal income per household member.

Disclosure
The authors report no conflicts of interest in this work.

References
1. Thi Hoai Thu N, Wilson A, McDonald F. Motivation or demotivation of health workers providing maternal health services in rural areas in 

Vietnam: findings from a mixed-methods study. Hum Resour Health. 2015;13(1):91. doi:10.1186/s12960-015-0092-5
2. Deci EL, Ryan RM. Intrinsic Motivation and Self-Determination in Human Behavior. US: Springer; 1985. doi:10.1007/978-1-4899-2271-7
3. Ayalew F, Kibwana S, Shawula S, et al. Understanding job satisfaction and motivation among nurses in public health facilities of Ethiopia: a 

cross-sectional study. BMC Nurs. 2019;18(1):46. doi:10.1186/s12912-019-0373-8
4. Ryan RM, Deci EL. Self-determination theory and the facilitation of intrinsic motivation, social development, and well-being. Am Psychol. 2000;55 

(1):68–78. doi:10.1037/0003-066X.55.1.68
5. Singh R. The impact of intrinsic and extrinsic motivators on employee engagement in information organizations. JELIS. 2016;57(2):197–206. 

doi:10.12783/issn.2328-2967/57/2/11
6. Paredes-Aguirre MI, Barriga Medina HR, Campoverde Aguirre RE, Melo Vargas ER, Armijos Yambay MB. Job motivation, burnout and turnover 

intention during the COVID-19 pandemic: are there differences between female and male workers? Healthcare. 2022;10(9):1662. doi:10.3390/ 
healthcare10091662

7. Paais M, Pattiruhu JR. Effect of motivation, leadership, and organizational culture on satisfaction and employee performance. J Asian Finance Econ 
Bus. 2020;7(8):577–588. doi:10.13106/JAFEB.2020.VOL7.NO8.577

8. Mahmoud AB, Reisel WD, Grigoriou N, Fuxman L, Mohr I. The reincarnation of work motivation: millennials vs older generations. Inter Soc. 
2020;35(4):393–414. doi:10.1177/0268580920912970

9. Zeng D, Takada N, Hara Y, et al. Impact of intrinsic and extrinsic motivation on work engagement: a cross-sectional study of nurses working in 
long-term care facilities. IJERPH. 2022;19(3):1284. doi:10.3390/ijerph19031284

10. Djordjevic D, Petrovic D, Vukovic D, Mihailovic D, Dimic A. Motivation and job satisfaction of health workers in a specialized health institution 
in Serbia. VSP. 2015;72(8):714–721. doi:10.2298/VSP131110055D

11. Gebregziabher D, Berhanie E, Berihu H, Belstie A, Teklay G. The relationship between job satisfaction and turnover intention among nurses in 
Axum comprehensive and specialized hospital Tigray, Ethiopia. BMC Nurs. 2020;19(1):79. doi:10.1186/s12912-020-00468-0

12. Rahim IHA, Sung TP, Bahron A, Xiang TH. The motivation effect on turnover intention among nurses in private healthcare industry. IJEPC. 
2018;3:31–43.

13. Spector P. Job Satisfaction: Application, Assessment, Causes, and Consequences. SAGE Publications, Inc.; 1997; doi:10.4135/9781452231549
14. Qureshi SR, Burdi RH, Salahudin S. Job satisfaction impact on motivation: an empirical research of private health sector employees. JDSS. 

2022;3:317–322. doi:10.47205/jdss.2022(3-III)31
15. Tung YC, Chou YY, Chang YH, Chung KP. Association of intrinsic and extrinsic motivating factors with physician burnout and job satisfaction: 

a nationwide cross-sectional survey in Taiwan. BMJ Open. 2020;10(3):e035948. doi:10.1136/bmjopen-2019-035948
16. Aroosiya M, Ithrees AG, Farwis M. Impact of motivation on employee job satisfaction: with special reference to health workers during the 

COVID–19 Pandemic. J Contemp Issu Business Gover. 2021;27:6394–6405. doi:10.47750/cibg.2021.27.02.627
17. Dailey-Hebert A, Mandernach BJ, Donnelli Sallee E. Handbook of Research on Inclusive Development for Remote Adjunct Faculty in Higher 

Education. IGI Global; 2021.
18. Kumari K, Barkat Ali S, Un Nisa Khan N, Abbas J. Examining the role of motivation and reward in employees’ job performance through mediating 

effect of job satisfaction: an empirical evidence. IJOL. 2021;10(4):401–420. doi:10.33844/ijol.2021.60606
19. Seong BH, Hong CY. Moderating effect of demographic variables by analyzing the motivation and satisfaction of visitors to the former presidential 

vacation villa: case study of cheongnam-dae, South Korea. Societies. 2021;11(3):104. doi:10.3390/soc11030104
20. Abdul Raziq RMI. Impacts of gender on job satisfaction and work motivation relationship: a case of teachers in Balochistan, Pakistan. Int J Eng 

Technol Manag Appl Sci Technol. 2019;10:10. doi:10.14456/ITJEMAST.2019.170
21. Hanafi KM, Syah TYR. The moderating role of demographic factors in the relationship among job satisfaction, work environment, work motivation 

to employee performance. J Dinamika Manaj. 2021;12:12–28. doi:10.15294/jdm.v10i1.17359
22. Štefko R, Bačík R, Fedorko R, Horváth J, Propper M, Gavurová B. Gender differences in the case of work satisfaction and motivation. PJMS. 

2017;16(1):215–225. doi:10.17512/pjms.2017.16.1.18
23. Kavanaugh J, Duffy JA, Lilly J. The relationship between job satisfaction and demographic variables for healthcare professionals. Manag Res 

News. 2006;29(6):304–325. doi:10.1108/01409170610683842
24. Simonovic M, Slavkovic M, Miric M, Eric D. Relationship between work-related outcomes of healthcare professionals in transfusion medicine 

units. Srp Arh Celok Lek. 2023;151(5–6):333–338. doi:10.2298/SARH221220025S
25. Weiss DJ, Dawis RV, England GW. Manual for the Minnesota satisfaction questionnaire. Minnes Stud Vocat Rehabil. 1967;22:120.
26. Mardanov I. Intrinsic and extrinsic motivation, organizational context, employee contentment, job satisfaction, performance and intention to stay. 

EBHRM. 2021;9(3):223–240. doi:10.1108/EBHRM-02-2020-0018
27. Spector P. Job Satisfaction Survey. University of South Florida, Department of Psychology; 1994.

Journal of Multidisciplinary Healthcare 2023:16                                                                                 https://doi.org/10.2147/JMDH.S433813                                                                                                                                                                                                                       

DovePress                                                                                                                       
3213

Dovepress                                                                                                                                                        Slavkovic et al

Powered by TCPDF (www.tcpdf.org)Powered by TCPDF (www.tcpdf.org)

https://doi.org/10.1186/s12960-015-0092-5
https://doi.org/10.1007/978-1-4899-2271-7
https://doi.org/10.1186/s12912-019-0373-8
https://doi.org/10.1037/0003-066X.55.1.68
https://doi.org/10.12783/issn.2328-2967/57/2/11
https://doi.org/10.3390/healthcare10091662
https://doi.org/10.3390/healthcare10091662
https://doi.org/10.13106/JAFEB.2020.VOL7.NO8.577
https://doi.org/10.1177/0268580920912970
https://doi.org/10.3390/ijerph19031284
https://doi.org/10.2298/VSP131110055D
https://doi.org/10.1186/s12912-020-00468-0
https://doi.org/10.4135/9781452231549
https://doi.org/10.47205/jdss.2022(3-III)31
https://doi.org/10.1136/bmjopen-2019-035948
https://doi.org/10.47750/cibg.2021.27.02.627
https://doi.org/10.33844/ijol.2021.60606
https://doi.org/10.3390/soc11030104
https://doi.org/10.14456/ITJEMAST.2019.170
https://doi.org/10.15294/jdm.v10i1.17359
https://doi.org/10.17512/pjms.2017.16.1.18
https://doi.org/10.1108/01409170610683842
https://doi.org/10.2298/SARH221220025S
https://doi.org/10.1108/EBHRM-02-2020-0018
https://www.dovepress.com
https://www.dovepress.com


28. Field AP. Discovering Statistics Using SPSS for Windows: Advanced Techniques for the Beginner. Sage Publications; 2000.
29. Hair JF. Multivariate Data Analysis. 7th ed. Prentice Hall; 2010.
30. Henseler J, Ringle CM, Sarstedt M. A new criterion for assessing discriminant validity in variance-based structural equation modeling. J Acad 

Mark Sci. 2015;43(1):115–135. doi:10.1007/s11747-014-0403-8
31. Hu L, Bentler PM. Cutoff criteria for fit indexes in covariance structure analysis: conventional criteria versus new alternatives. Struct Equa Mode. 

1999;6(1):1–55. doi:10.1080/10705519909540118
32. Mahmoud AB, Reisel WD, Fuxman L, Mohr I. A motivational standpoint of job insecurity effects on organizational citizenship behaviors: 

a generational study. Scand J Psychol. 2021;62(2):267–275. doi:10.1111/sjop.12689

Journal of Multidisciplinary Healthcare                                                                                             Dovepress 

Publish your work in this journal 
The Journal of Multidisciplinary Healthcare is an international, peer-reviewed open-access journal that aims to represent and publish research in 
healthcare areas delivered by practitioners of different disciplines. This includes studies and reviews conducted by multidisciplinary teams as well 
as research which evaluates the results or conduct of such teams or healthcare processes in general. The journal covers a very wide range of areas 
and welcomes submissions from practitioners at all levels, from all over the world. The manuscript management system is completely online and 
includes a very quick and fair peer-review system. Visit http://www.dovepress.com/testimonials.php to read real quotes from published authors.  

Submit your manuscript here: https://www.dovepress.com/journal-of-inflammation-research-journal

DovePress                                                                                                      Journal of Multidisciplinary Healthcare 2023:16 3214

Slavkovic et al                                                                                                                                                        Dovepress

Powered by TCPDF (www.tcpdf.org)Powered by TCPDF (www.tcpdf.org)

https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.1080/10705519909540118
https://doi.org/10.1111/sjop.12689
https://www.dovepress.com
http://www.dovepress.com/testimonials.php
https://www.facebook.com/DoveMedicalPress/
https://twitter.com/dovepress
https://www.linkedin.com/company/dove-medical-press
https://www.youtube.com/user/dovepress
https://www.dovepress.com
https://www.dovepress.com

	Introduction
	Materials and Methods
	Sampling Method and Procedures
	Survey Instrument and Measurements
	Profile of Respondents and Statistical Methods Employed

	Results
	Measurement Model
	Structural Model

	Discussion
	Conclusion
	Disclosure

