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| ABSTRACT 

The fulfilment of basic psychological needs of autonomy, competence and relatedness exists along a continuum from 

amotivation to intrinsic motivation. Between these extremes is extrinsic motivation. More than ever before, we have more 

generational gaps in today’s workplace, and it is generally believed that younger employees differ strongly from older 

generations in values and motivation. Generational differences were used as the mediating variable in this study, which examines 

the predictive validity of employee engagement using extrinsic and intrinsic motivation. Structural equation modelling was used 

to analyse data obtained from 564 respondents across different generational cohorts using structured questionnaire. The study 

found that generational differences do not positively mediate between extrinsic and intrinsic motivation and engagement 

outcomes. Generational differences in the workplace were found to be mostly exaggerated. Also, intrinsic motivation was more 

positively related to employee engagement than extrinsic motivation across all generations. Furthermore, we found that even 

though extrinsic and intrinsic motivation operates on different spectrums, they complement each other. These findings have 

important implications for managers, particularly because employee engagement is a critical enabler for productivity and 

employee retention. 
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1. Introduction 

The increase in life expectancies and a delay in retirement have increased generational gaps in the workplace, especially in this 

century, with the most recent four generations working alongside (Lancaster & Stillman 2002; DelCampo et al. 2011). Having a 

generationally diverse workforce increases knowledge sharing and improves succession planning (Cooney, 2021). It also has its 

challenges, such as communication issues, negative stereotypes, varying employee expectations, attitudes and skill levels (Bojic, 

2023; Saluja & Sharma, 2019).  

 

Employee engagement is still a psychological construct which remains unclear and undifferentiated (Dulagil, 2012). Furthermore, 

research on the subject of the millennial workforce has been minimal, as most of the scholars have mainly studied employee 

engagement at a broad level (Sahni, 2021). Some researchers have argued that the body of empirical evidence in connection with 

generations is largely wrong (Rudolph & Zacher, 2018; Robert et al., 2020).  

 

Studies on the relationship between human resource management and employee engagement are few (Clark, 2019). The paucity 

of studies on work engagement creates the need to examine this critical construct from a generational differences standpoint. This 

study is therefore aimed at expanding the subject of self-determination theory and filling the existing gap by examining the 

mediating role generational differences play between self-determination theory and employee engagement.  

 

https://pumble.com/blog/author/anja/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7471586/#CR116
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2 Literature Review  

2.1 Generational cohort theory 

The belief that people in each generational cohort possess similar preferences and principles has been widely researched in various 

fields, including sociology and anthropology. Generational cohort theory suggests that the way people in different age groups 

think and feel about life issues is determined by their life experiences (Becton et al., 2014; The Pew Research Center, 2015, 

Harnphattananusorn & Puttitanun, 2021). This tendency to share historical experiences is due to their similarity in age, and 

therefore perceptions and values are distinctive (Park & Gursoy, 2012). 

 

2.2 Self-Determination Theory (SDT) 

Self-determination theory is underpinned by basic psychological needs – autonomy, competence and relatedness (Olafsen, Halvari 

& Frølund, 2021). The theory helps understand uncertainty and interdependence that may impact motivation and wellbeing as 

technological advancement changes the way work is performed (Gagné et al., 2022). SDT assumes individuals continuously strive 

to understand themselves through the integration of new experiences and connections with others (Legault, 2017). Legault believes 

there is a continuous and dynamic interaction by the individual with the environment which could make them either engaged, 

curious, connected and whole, or they could be demotivated, ineffective and detached.  

 

The theory describes two distinct types of motivation, namely: autonomous (motivation regulated through natural and internal 

processes such as inherent satisfaction) and controlled (motivation regulated through externally held demands and expectations) 

(Lawman & Wilson, 2013). From the attribution theory perspective, this distinction describes whether the perceived locus of 

causality is internal (intrinsic motivation) or external (extrinsic motivation) (Wang & Hall, 2018).   

 

 

Figure 1: The internalization continuum according to self-determination theory 

(Source: Legault, 2017) 

 

2.3 Basic Psychological Needs Satisfaction  

Basic psychological needs explain how and why the social context in the workplace is related to the quality of motivation and 

several important work outcomes (Olafsen, Halvari & Frølund, 2021). These include the need for autonomy, competence and 

relatedness (Gil-Flórez et al.,2022). Autonomy is the feeling of freedom by individuals to choose their actions and accept the 

consequences, to be in control of their behaviours and to accept challenges (Stover et al., 2017). Competence is the feeling of 

effectiveness by a person in a role while interacting with the social environment (Deci & Ryan, 2008). Finally, relatedness is about 

social relationships, connection, attachment, belonging, being cared for, caring and having empathy for others (Nwoko & Yazdani, 

2022).  
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2.4 Intrinsic Motivation 

Behaviours that are intrinsically motivated are undertaken because they are seen to be inherently interesting, satisfying, or they 

are enjoyable instead of some separable outcomes meaning that the means and the end are the same (Ryan & Deci, 2000, Legault, 

2016). The social and work environment must nourish intrinsic motivation for it to flourish through its effect on autonomy, 

competence and relatedness (Liu et al., 2014; Wang et al., 2017). Intrinsic (internalised) motivation has a higher association with 

positive attitudinal and performance outcomes, including job satisfaction and proactivity (Van den Broeck et al., 2021). 

 

2.5 Extrinsic Motivation 

Extrinsic motivation is performed in order to attain some outcome (Legault, 2016). It can take the form of tangible rewards, societal 

acceptance, proving something to oneself or ensuring that one’s values and behaviours are consistent (Patrick & Williams, 2012). 

Unlike intrinsic motivation, extrinsic motivation is basically instrumental because people are extrinsically motivated when they 

perform an action because of the associated outcome (Legault, 2017). Some researchers believe that extrinsic motivation factors, 

including money, hinder intrinsic motivation (Deci, 1971; Legault, 2017).  

 

2.6 Generational Differences 

Analysis from various literature suggests that differences between generational cohorts are very noticeable (Pragya and Richa, 

2021). However, there is no consensus among researchers on the exact birth years to define generations (Gurbuz and Aytekin, 

2020).  

 

We now have five generations in the workforce, with each growing up in a fundamentally different time, which in turn influences 

how they see the world (Cooney, 2021). For example, baby boomers are presumed to be not quite efficient with the use of 

technology, while millennials are assumed to have poor work ethic (Pasini, 2018).  

 

Table 1: Synopsis of Generations and their Work-Related Values 

Generation Other Name(s) Work-related Values and 

Implications for Engagement 

Challenges 

G1 

1928–1945 

Silent Generation 

(Traditionalists) 

Hard work, patient, loyal to 

system and rules, conservative, 

highly disciplined, traditional 

Expects respect, want to feel 

needed. 

 

Baby boomers 

1946–1964 

 

Me Generation 

Job security, more formalized and 

structured environment, lack 

familiarity with new technologies, 

may prefer face-to-face meetings 

to online ones, appreciate the 

chance to share their expertise, 

given they have industry 

knowledge like to be recognised 

for their skills and hard work. 

They prefer reduced schedules 

and appreciate the option to work 

from home, and want health care 

and retirement benefits. 

Difficulty in new learning, 

generally resist change and 

don't like multitasking. 

Prefer structure, not tech 

savvy. 

 

Generation X 

1965–1980 

 

Xers;  

13th Generation 

 

Prefer independence and the 

ability to manage their workload. 

They like to have their physical 

and psychological space. High 

focus on family, healthcare 

coverage, flexible work 

arrangement, availability of on-

site daycare, a good work-life 

balance and monetary rewards. 

 

Prefer lone working rather 

than in teams and may lack 

interpersonal skills. 

https://www.sciencedirect.com/science/article/pii/S240584401935604X#bib16
https://www.sciencedirect.com/science/article/pii/S240584401935604X#bib38
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Generation Y  

1981–1996 

 

Millennials; 

Generation Next 

 

Highly connected, tech-savvy, and 

focus on flexible schedules and 

remote work. They are brilliant, 

good communicators, have high 

profit orientation and 

entrepreneurial spirits.  

Very independent, confident 

and technology savvy. They 

value teamwork 

 

Generation Z 

1997–2012 

 

 

Zoomers 

Prefer flexible schedule and good 

work-life balance. They value 

opportunities for growth and 

promotion. They like to work for a 

higher cause, distaste toxic work 

environments and are quick to 

quit their job when they see a 

clash between their values and 

those of their employers. 

Early starters, digital 

technology dependent. Great 

at multitasking and prefer to 

work independently 

 

(Adapted from DelCampo et al (2011); Saluja & Sharma (2019) and Szczepanek (2022)) 

 

2.7 Employee Engagement 

The concept of employee engagement evolved from studies on organisational commitment, motivation and employee 

involvement (Clark, 2019). Engagement is a multi-faceted construct, and no single definition exists (Kahn, 1990). However, for this 

study, employee engagement is defined as the attachment and emotional commitment of the employee to an organisation and 

the organisation’s goals (Kurniawati and Raharja, 2022). It is about a positive work attitude that produces higher levels of 

identification with the goals of an organisation (Schaufeli, Salanova, Gonzales-Roma & Bakker, 2002).  

 

Employee efforts and engagement determine organisational productivity (Musgrove et al., 2014). Similarly, Frankovsky et al. (2015) 

believe that it is imperative to have employees who are truly and fully committed. They opined that in today’s global business 

environment, only satisfaction, stability, loyalty and some levels of devotion are inadequate to ensure positive business outcomes. 

Similarly, a study by the Chartered Institute of Personnel Development (CIPD) has shown the importance of employee engagement 

on performance, retention and wellbeing, amongst others. The study concluded that engagement is measurable, correlates with 

performance, varies from poor to great and can be influenced by employers (MacLeod & Clarke, 2009).  

 

3 Current Research Gap 

A gap still exists between knowledge and policy, which needs to be closed in relation to the important relationship between 

psychological needs, satisfaction and motivation (Ryan & Deci, 2020).  

 

This study seeks to find out whether generational differences actually exist from an employee engagement standpoint or it is only 

a myth. Even though there have been several years of research on the relationship between extrinsic and intrinsic motivation and 

their contrary effects on employee engagement outcomes, many important questions are still unanswered and extrinsic motivation 

is hardly measured (Kuvaas et al., 2017).  

 

McGuire et al. (2007) believe that generational differences truly exist and influence variables, including employees’ attitudes, work 

values and behaviour to a certain degree. However, others believe there is harmony across different generational cohorts 

(Constanza et al., 2012 and Gurbuz, 2015) and that generational differences are myth rather than reality (Costanza & Finkelstein, 

2015).  

 

Given the inconsistencies in existing literature, and since most of the prominent evidence of the importance of employee 

engagement to organisational profitability involved Western firms (Kaliannan and Adjovu, 2015), this study aims to find out if 

generational differences have any implication for employee engagement by asking the following important questions in the 

Nigeria context: 

 

RQ1: Do generational differences affect employee engagement (emotional and cognitive) outcomes when extrinsic and 

intrinsic motivation are applied? 

RQ2: Do extrinsic and intrinsic motivation relate differently to employee engagement outcomes?  

https://www.researchgate.net/profile/Subodh-Saluja?_sg%5B0%5D=jU3tpTemd853jKDE4un__B5y6l84KGmFHujG9gdnmfYRw4eqgEWKH0t8SouF89dZ9JQ_TKA.mNe9Aih_u7BQwI1pjz7BBAdF251mFTU2cWmaFCLXKz5MxDYcKvHarHr-06aLwuhSQNWkCxNOg2fpzuc5EiB7dg&_sg%5B1%5D=prxpmPhX2hWB_jtToCDpkIVZbMhVgDEoj7URVpP064pvcKZ8qgOQeS-SKaEGEsaKkEwx_nE.nx04jkd5R2ebig2_F4Y7WsoNb7s8B0yMxPyp_HkGJaNmd21Ejzb-9-T3X13g1g2MZVLuoK9n5KtzlOuYpVgiqA
https://www.livecareer.com/about/authors/agata-szczepanek
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3.1 Hypothesis Development 

Research on the antecedents and consequences of employee engagement has been minimal (Sahni, 2021). In a study by Deas and 

Coetzee (2022), it was found that generational groups significantly differ in their value-oriented, organisationally obligated 

outcomes. Similarly, there exists a relationship between motivation and employee engagement, even though extrinsic motivation 

was found to be more significant than intrinsic motivation (Engidaw, 2021). Therefore, based on these findings and other relevant 

literature, this study assumes that employee engagement could vary depending on the interplay of motivation and generational 

differences. Therefore, the following hypothesis have been developed.  

 

Hypothesis 1: Generational differences positively mediate the relationship between extrinsic and intrinsic motivation factors 

and employee engagement outcomes 

Hypothesis 2: Extrinsic and intrinsic motivation relate differently to employee engagement outcomes.  

 

4. Methodology 

The methodology used in this study is outlined in this section. 

 

4.1 Population and Sample Selection 

The samples were selected randomly from people employed in different sectors of the Nigerian economy across different age 

groups and geographical locations. Survey questionnaires were divided into four sections, and 34 questions were used. Measures 

for the mediating variable and personal information of the respondents were provided in the first section. The respondents 

provided responses to questions on the independent and dependent variables in the remaining sections. A total of 564 complete 

responses were received from different cohorts: Boomers (5%), Generation X (29%), Generation Y (46%) and Generation Z (19%).   

 

To understand the mediating effect of generational differences on employee engagement outcomes, a cross-sectional study was 

conducted. Three group variables were examined – independent, mediating and dependent variables. 

 

 
Figure 2: The Research Model 

 

4.2 Measures 

4.2.1 Independent Variable 

Self-determination (intrinsic and extrinsic) motivation types were the independent variables. Intrinsic motivation was measured 

with items from Kuvaas et al. (2017), which are:  (1) The tasks that I do at work are themselves representing a driving power in my 

job; (2) The tasks that I do at work are enjoyable (3) My job is meaningful; (4) My job is very exciting  (5) My job is so interesting 

that it is a motivation in itself, and (5) Sometimes I become so inspired by my job that I almost forget everything else around me. 

Other items taken from Work Extrinsic and Intrinsic Motivation Scale [(WEIMS) (Tremblay et al., 2009)] for intrinsic motivation 

measurement on why employees do their work are: (1) Because I derive much pleasure from learning new things; (2) For the 

satisfaction I experience from taking on interesting challenges; and (3) For the satisfaction I experience when I am successful at 

doing difficult tasks.  

 

Measurement of extrinsic motivation in this study was done using items from Kuvaas et al. (2017) which are: (1) If I am supposed 

to put in extra effort in my job, I need to get extra pay; (2) It is important for me to have an external incentive to strive for in order 

to do a good job; (3) External incentives such as bonuses and provisions are essential for how well I perform my job; and (4) If I 
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had been offered better pay, I would have done a better job and items from the Work Extrinsic and Intrinsic Motivation Scale 

(WEIMS) on why people work namely: (1) For the income it provides me; (2) Because I want to succeed at this job, if not I would 

be very ashamed of myself; (3) Because it allows me to earn money; (4) Because I want to be very good at this work, otherwise I 

would be very disappointed; (5) Because I want to be a “winner” in life; and (6) Because this type of work provides me with security 

(Tremblay et al. 2009; Angle and Swenson Lepper 2020). 

 

A five-point Likert scale was used for items measuring intrinsic and extrinsic motivation (5 – strongly agree; 1 – strongly disagree) 

 

4.2.2 Mediating Variable 

The mediating variable for this study, generational differences, was measured using the generation classification adopted by Pew 

Research Center (2019). Generations were defined as follows: Silent Generation (1928-1945); Baby Boomers (1946-1964); 

Generation X (1965-1980); Generational Y (Millennials) (1981-1996); and Generation Z (1997-2012). The work characteristics of 

these different groups are summarised in Table 1.  

 

 
Figure 3: The Generations Defined (Pew Research Center, 2019) 

 

4.2.3 Dependent Variable 

This study used the Utrecht Work Engagement Scale (Schaufeli and Bakker, 2003) to measure employee engagement based on 

the following items: (1) At my work, I feel bursting with energy; (2) I find the work that I do full of meaning and purpose; (3) Time 

flies when I am working; (4) At my job, I feel strong and vigorous; (5) I am enthusiastic about my job; (6) When I am working, I 

forget everything else around me; (7) My job inspires me; (8) When I get up in the morning, I feel like going to work; (9) I feel 

happy when I am working intensely; (10) I am proud of the work that I do; (11) I am immersed in my work; (12) I can continue 

working for very long periods at a time; (13) To me, my job is challenging; (14) I get carried away when I am working; (15) At my 

job, I am very resilient, mentally; (16) It is difficult to detach myself from my job; and (17) At my work, I always persevere, even 

when things do not go well.  

 

4.2.4 Statistical Analysis 

AMOS was used to analyse the collected data and to test the hypotheses. Using structural equation modelling, the study examined 

the mediating effect of generational differences on the relationship between intrinsic and extrinsic motivation (independent 

variables) and employee engagement (dependent variable). Each statement was measured on a 5-point Likert scale where 1 

indicates strong disagreement, and 5 indicates strong agreement. The mean and standard deviation were provided for each 

statement, along with the minimum, maximum, and quartiles. Overall, there was a total of 564 complete responses to the survey. 

 

5. Results  

Table 2 presents Cronbach's alpha values for each variable, namely, extrinsic motivation (0.75), intrinsic motivation (0.83), and work 

motivation (0.86). These values exceed the recommended threshold of 0.70 (Hair et al., 2021), indicating good reliability of the 

measures. Additionally, the table includes the values of composite reliability (CR) and average variance extracted (AVE) for each 

variable. Specifically, extrinsic motivation exhibited a CR of 0.73 and an AVE of 0.51, while intrinsic motivation and work motivation 

exhibited a CR of 0.81 and 0.84 and an AVE of 0.58 and 0.85, respectively. These values surpass the suggested benchmarks of 0.70 

for CR (Hair et al., 2019) and 0.50 for AVE (Aburumman, 2021), indicating strong convergent reliability. 

 

 

https://link.springer.com/chapter/10.1007/978-3-030-80519-7_4#ref-CR10
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Table 2: Convergent validity 

Construct Items Factor Loadings CR AVE Cronbach’s α Mean SD 

Extrinsic 

motivation 

EX1 0.595 0.73 0.51 0.75 3.87 0.73 

 EX2 0.902      

 EX3 0.766      

Intrinsic 

motivation 

IX1 0.726 0.81 0.58 0.83 4.03 0.61 

 IX2 0.831      

 IX3 0.737      

Work 

Engagement 

WE1 0.788 0.84 0.85 0.86 3.84 0.62 

 WE2 0.813      

 WE3 0.77      

 WE4 0.803      

 WE5 0.403      

 

 

6. Discussion and Conclusion  

6.1 The Structural Model 

To achieve the objectives of the study, a structural equation model (SEM) was employed to estimate the strength and direction of 

the relationships between the latent and the observed variables for the different generational cohorts. The summary of the SEM 

results is presented in the table below:  

 

Table 3: Results of measurement 

  Estimate Std. Err C.R P-Value 

Boomers      

Engagement <---  Extrinsic 0.283 0.136 2.084 0.037 

Engagement <---  Intrinsic 0.974 .160 6.101 0.0001 

Generation X      

Engagement <---  Extrinsic 0.031 0.066 0.470 0.638 

Engagement <---  Intrinsic 1.072 0.099 10.791 0.0001 

Millennial      

Engagement <---  Extrinsic - 0.030 0.061 0.491 0.624 

Engagement <---  Intrinsic 1.038 0.105 9.882 0.0001 

Generation Z      

Engagement <---  Extrinsic 0.143 0.101 1.412 0.158 

Engagement <---  Intrinsic 0.881 0.151 5.837 0.0001 

n = 564    Source: Authors’ Computation using AMOS 
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6.2 Baby Boomers 

The findings of the structural equation model indicate that both extrinsic and intrinsic motivation have a significant positive 

influence on engagement for “Baby boomers”. Specifically, a one-unit increase in extrinsic motivation is associated with a predicted 

increase of 0.283 units in engagement, while a one-unit increase in intrinsic motivation is associated with a predicted increase of 

0.974 units in engagement. The implication of this finding is that, for this generational cohort, both extrinsic and intrinsic motivation 

are important factors in driving work engagement. However, intrinsic motivation has a stronger influence on engagement than 

extrinsic motivation. Therefore, employers should consider providing incentives that align more with intrinsic values and interests 

in order to increase employee motivation and engagement. 

 
Figure 4: Hypothesis testing for Baby Boomers 

 

6.3 Generation X 

The structural equation model results for Generation X suggest that the relationship between “engagement” and “extrinsic 

motivation” is not significant (β = 0.031, S.E. = 0.066, C.R. = 0.470, p = 0.638). However, the relationship between “engagement” 

and “intrinsic motivation” is significant (β = 1.072, S.E. = 0.099, C.R. = 10.791, p < 0.001), implying that intrinsic motivation is a 

more important predictor of work engagement than extrinsic motivation amongst Generation X.  
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Figure 5: Hypothesis testing for Generation X 

 

6.4 Generation Y (Millennial) 

Overall, the model suggests that, for millennials, work engagement was not significantly associated with extrinsic motivation (β = 

-.030, p = .624) but had a significant positive association with intrinsic motivation (β = 1.038, p < .001). The implication of this is 

that for the millennial, intrinsic motivation plays a more important role in predicting work engagement, whereas extrinsic 

motivation is negatively related to positive outcomes. 

 
Figure 6: Hypothesis testing for millennial 
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6.5 Generation Z 

The estimated coefficients indicate the strength and direction of the relationships between the variables. For this generational 

cohort, the path coefficient for the relationship between engagement and extrinsic motivation is positive but not significant, with 

an estimate (β) of 0.143, a standard error of 0.101, and a p-value of 0.158. On the other hand, the path coefficient for the relationship 

between engagement and intrinsic motivation is positive and highly significant, with an estimate (β) of 0.881, a standard error of 

0.151, and a p-value less than 0.001. Although the positive path coefficient for the relationship between engagement and extrinsic 

motivation indicates a positive effect, the lack of significance suggests that other variables or factors may be more relevant for this 

generation in terms of engagement. Conversely, the highly significant positive path coefficient for the relationship between 

"engagement" and "intrinsic motivation" suggests that strategies to enhance intrinsic motivation, such as providing opportunities 

for personal growth and development, may be more effective for promoting engagement among Generation Z workers. 

 

 
Figure 7: Hypothesis testing for Generation Z 

 

6.6 Main Findings and Managerial Implications 

The findings of this study are consistent with the view by Samuel (2021) and Rudolph et al. (2020) that there is scanty empirical 

evidence that generational differences exist or that there are obvious differences between generational groups. This means the 

conventional belief that generational differences exist in the workplace is mostly wrong. Employees have similar values, and their 

work engagement has nothing to do with the generation. It is, therefore, implicit that organisations will be better when the focus 

is on commonalities rather than on differences. 

 

Across all generational cohorts, intrinsic motivation had a significantly higher impact on employee engagement and motivational 

outcomes. This aligns with the self-determination theory and with the findings by Team Asana (2021), who reported that intrinsic 

motivation can support team engagement because people seek out activities that help them create purpose and drive them to do 

their best work.  

 

In addition, we found that extrinsic and intrinsic motivation are not mutually exclusive but can complement each other. This is 

consistent with the findings by George & Jones (2012), who suggested that employees can be motivated intrinsically, extrinsically 

or both at the same time. In most cases, both extrinsic and intrinsic motivation has positive implication for employee engagement 

and can reinforce each other (Liu & Hou, 2017; Badami, VaezMousavi, Wulf & Namazizadeh, 2011, cited by Morris, Grehl, Rutter, 

Mehta & Westwater, 2022). Therefore, managers should implement policies that include both extrinsic incentives (such as 

compensation and rewards) and intrinsic incentives (such as an interesting work environment and employee personal growth). 
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6.7 Limitations and future research  

This study has some limitations which future research should seek to address. First, the sample data were obtained from employees 

in Nigeria. With the retirement age mostly at 60 years, it was not possible to obtain sample data from the silent or traditionalist 

generational cohort (1928-1945) as they have all retired. Only a few sample data were available for baby boomers (1946–1964). 

This will not be the case in some countries where people continue to work until their late 70s or for as long as they can. This creates 

a limitation in the generalisation of the study results. It is therefore suggested that future studies should collect data from other 

countries as well to authenticate the conceptual framework of this study. 

 

The outcome of this study is also limited in generalisation because Nigeria is a developing country with a high poverty rate. Given 

that most people are still struggling to satisfy lower level physiological and safety needs, extrinsic incentives will have a higher 

value for employee engagement. Extrinsic motivation is based on rewards such as salary and job security. On the contrary, these 

external incentives are less important in developed and stable societies. Collecting data from several countries for future research 

will help test the validity of the research model in this regard. 

 

Ethical Approval. All procedures performed in studies involving human participants were in accordance with the ethical standards 

of the institutional and/or national research committee and with the 1964 Helsinki Declaration and its later amendments or 

comparable ethical standards.  

 

Informed Consent. Informed consent was obtained from all individual participants involved in the study. Participants in the survey 

took part voluntarily and, therefore not required to provide written informed consent. 

 

Data Availability Statement. The datasets generated during and/or analysed during the current study are available from the 

corresponding author on reasonable request. 

 

Conflict of Interest. The authors declare that the study was conducted in the absence of any direct or indirect commercial or 

financial relationships that could be construed as competing interests or a potential conflict of interest. 

 

References 

[1] Aburumman, O. (2021). Re: What is the minimum threshold for Average Variance Extracted? Retrieved from: 

https://www.researchgate.net/post/What_is_the_minimum_threshold_for_Average_Variance_Extracted/60f965d7905c222a1836a448/citation/

download. Accessed: 24 May 2023 

[2] Akwuole, P.C. (2017), Generational Age Differences and Employee Motivation in the Public Sector. Available at: 

https://scholarworks.waldenu.edu/cgi/viewcontent.cgi?referer=&httpsredir=1&article=4842&context=dissertations (Accessed: 03 

December 2022) 

[3] Angle, H and Swenson L (2020). How the Multifactor Leadership Questionnaire, Work Extrinsic and Intrinsic Motivation Scale, and 

Leadership Styles Questionnaire determines effective leadership in the workplace: A study of organizational communication. Student 

Research and Creative Projects 2020-2021. 1. 

[4] Arielle T (2017), How does intrinsic and extrinsic motivation drive performance culture in organizations?, Cogent 

Education, 4:1, DOI: 10.1080/2331186X.2017.1337543 

[5] Bakker, A. B., & Albrecht, S. (2018). Work Engagement: Current Trends. Career Development International, 23, 4-11. 

https://doi.org/10.1108/CDI-11-2017-0207 

[6] Becton, J.B., Walker, H.J., Jones-Farmer, A., (2014). Generational differences in workplacebehavior. J. Appl. Soc. Psychol. 44, 75–189 

[7] Bojic, A (2023), How to improve communication across generations at work. Available at: How to improve communication across 

generations at work – Pumble Blog. Accessed: 11 May 2023  

[8] Chee Keng J, Woon C, Youyan N, Yen (2014).  Latent profile analysis of students’ motivation and outcomes in mathematics: an organismic 

integration theory perspective, Heliyon, e00308, ISSN 2405-8440, https://doi.org/10.1016/j.heliyon.2017.e00308. 

[9] Clark, Danielle J. (2019). Understanding Employee Engagement: An Examination of Millennial Employees and Perceived Human Resource 

Management Practices. Graduate Theses and Dissertations. https://scholarcommons.usf.edu/etd/8630 

[10] Costanza, D. P., & Finkelstein, L. M. (2015). Generationally based differences in the workplace: Is there a there? Industrial and Organizational 

Psychology: Perspectives on Science and Practice, 8(3), 1–27 

[11] Costanza, D. P., Badger, J. M., Fraser, R. L., Severt, J. B., & Gade, P. A. (2012). Generational differences in work-related attitudes: A meta-

analysis. Journal of Business and Psychology, 27(4), 375–394. https://doi.org/10.1007/s10869-012-9259-4 

[12] Cooney, M (2021), Understanding Generational Diversity: Why It's Important To The Future Workplace. Available at: 

https://www.linkedin.com/pulse/understanding-generational-diversity-why-its-future-mary-cooney-phd. Accessed 27 November 2022. 

[13] Deas A, Coetzee M. (2021) A value-oriented psychological contract: Generational differences amidst a global pandemic. Front Psychol. 2022 

Jul 25;13:921184. doi: 10.3389/fpsyg.2022.921184. PMID: 35959065; PMCID: PMC9358250 

[14] Deci, E. L. (1971). Effects of externally mediated rewards on intrinsic motivation. Journal of Personality and Social Psychology, 18, 105–115 

[15] Deci, E.; Ryan, R. (2008) Self-determination theory: A macrotheory of human motivation, development and health. Can. Psychol. 2008, 49, 

183–185 

https://www.researchgate.net/post/What_is_the_minimum_threshold_for_Average_Variance_Extracted/60f965d7905c222a1836a448/citation/download
https://www.researchgate.net/post/What_is_the_minimum_threshold_for_Average_Variance_Extracted/60f965d7905c222a1836a448/citation/download
https://scholarworks.waldenu.edu/cgi/viewcontent.cgi?referer=&httpsredir=1&article=4842&context=dissertations
https://doi.org/10.1080/2331186X.2017.1337543
https://doi.org/10.1108/CDI-11-2017-0207
https://pumble.com/blog/improve-communication-across-generations-at-work/
https://pumble.com/blog/improve-communication-across-generations-at-work/
https://scholarcommons.usf.edu/etd/8630
https://psycnet.apa.org/doi/10.1007/s10869-012-9259-4
https://www.linkedin.com/pulse/understanding-generational-diversity-why-its-future-mary-cooney-phd


JBMS 5(4): 130-142 

 

Page | 141  

[16] Deci, E. L., Olafsen, A. H., & Ryan, R. M. (2017). Self-determination theory in work organizations: the state of science. Annual Review of 

Organizational Psychology and Organizational Behavior, 4, 19-43. https://doi.org/10.1146/annurev-orgpsych-032516-113108   

[17] DelCampo, R. G, Haggerty, L. A, Haney, M. Jane, & Knippel, L. Ashley. (2011). Managing the multi-generational workforce: from the GI 

generation to the millennials. Farnham: Gower 

[18] Dimock, M (2019), Defining generations: Where Millennials end and Generation Z begins. Available at: https://www.pewresearch.org/fact-

tank/2019/01/17/where-millennials-end-and-generation-z-begins/ (Accessed: 28 January 2023) 

[19] Doe, M., Fong, V., & Muselaire, Y. (2016). A Change in Engagement: The Relationship between Employee Engagement and Generational 

Differences.  

[20] Dulagil, A. (2012). The relationship of employee engagement and wellbeing to organisational and student outcomes. Export.Gov (2018). 

Information and Communication Technology. Jordan Country Commercial Guide. 

[21] Engidaw, A.E. (2021). The effect of motivation on employee engagement in public sectors: in the case of North Wollo zone. J Innov 

Entrep 10, 43 https://doi.org/10.1186/s13731-021-00185-1 

[22] Frankovský M., Zbihlejová L. & Birknerová Z. (2015). Links between the social intelligence attributes and forms of coping with demanding 

situations in managerial practice. In 2nd International Multidisciplinary Scientific Conference on Social Sciences and Arts (SGEM 2015)  

[23] Gagné, M., Parker, S.K., Griffin, (2022). Understanding and shaping the future of work with self-determination theory. Nat Rev Psychol 1, 

378–392 (2022). https://doi.org/10.1038/s44159-022-00056-w 

[24] George, J. M. & Jones, G. R. (2012). Understanding and Managing Organizational Behaviour. 6th edition. Reading, MA: Prentice Hall 

[25] Gil-Flórez, A. Llorens, S. Acosta-Antognoni, H. Salanova, M. (2022) Basic Psychological Needs at Work: Their Relationship with Psychological 

Well-Being and Healthy Organisational Outcomes with a Gender Perspective. Int. J. Environ. Res. Public Health 2022, 19, 3103. 

https://doi.org/10.3390/ ijerph19053103 

[26] Gravett, L and Robin (2007). Throckmorton. Bridging the Generation Gap : How to Get Radio Babies, Boomers, Gen Xers, and Gen Yers to 

Work Together and Achieve More. Franklin Lakes, NJ: Career Press, 2007 

[27] Gurbuz, S. (2015). Kuşak farklılıkları: Mit mi, gerçek mi? (Generational differences: a myth or reality? İş ve İnsan Dergisi The Journal of Work 

and Human, 2, 39–57  

[28] Gurbuz, S., & Aytekin, I. (2020). Are Work Attitudes of Generations Myth or Real? Evidence from the United States and Turkey. Istanbul 

Business Research, 49(2), 248-270. https://doi.org/10.26650/ibr.2020.49.0031  

[29] Hair, J.F., Hult, G.T.M., Ringle, C.M., Sarstedt, M., Danks, N.P., Ray, S. (2021). Evaluation of Reflective Measurement Models. In: Partial Least 

Squares Structural Equation Modeling (PLS-SEM) Using R. Classroom Companion: Business. Springer, Cham. https://doi.org/10.1007/978-3-

030-80519-7_4 

[30] Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the results of PLS-SEM. European Business Review, 

31(1), 2–24. 

[31] Harter, J. K., Schmidt, F. L., Agrawal, S., Blue, A., Plowman, S. K., Josh, P., & Asplund, J. (2020). The relationship between engagement at work 

and organization outcomes: 2020 Q12 meta-analysis: 10th edition. Gallup, Inc  

[32] Heyns, M.M., & Kerr, M.D. (2018). Generational differences in workplace motivation. SA Journal of Human Resource Management/SA 

Tydskrif vir Menslikehulpbronbestuur, 16(0), a967. https://doi. org/10.4102/sajhrm. v16i0.967 

[33] Kahn, W.A. (1990) ‘Psychological conditions of personal engagement and disengagement at work’, Academy of Management Journal, 692-

724 

[34] Kaliannan, M & Adjovu, S.N. (2014), Effective employee engagement and organizational success: a case study. Global Conference on 

Business & Social Science-2014, GCBSS-2014, 15th & 16th December, Kuala Lumpur 

[35] Kaliannan, M., & Adjovu, S.N. (2015). Effective Employee Engagement and Organizational Success: A Case Study. Procedia - Social and 

Behavioral Sciences, 172, 161-168. 

[36] Kurniawati, N.I., & Raharja, E. (2022). The Influence of Employee Engagement on Organizational Performance: A Systematic Review. WSEAS 

TRANSACTIONS ON BUSINESS AND ECONOMICS  

[37] Kuvaas, B., Buch, R., Weibel, A., Dysvik, A., & Nerstad, C.G. (2017). Do intrinsic and extrinsic motivation relate differently to employee 

outcomes. Journal of Economic Psychology, 61, 244-258. 

[38] Lancaster, L. C., & Stillman, D. (2002). When Generations Collide. New York: HarperBusiness. 

[39] Lawman, H.G., Wilson, D. (2013). Self-determination Theory. In: Gellman, M.D., Turner, J.R. (eds) Encyclopedia of Behavioral Medicine. 

Springer, New York, NY. https://doi.org/10.1007/978-1-4419-1005-9_1620 

[40] Lawrence R.  (2021), Why We Shouldn't Exaggerate Generational Differences. Available at: 

https://www.psychologytoday.com/intl/blog/boomers-30/202105/why-we-shouldnt-exaggerate-generational-differences  Accessed: 22 

June 2023 

[41] Legault, L. (2016). Intrinsic and Extrinsic Motivation. In: Zeigler-Hill, V., Shackelford, T. (eds) Encyclopedia of Personality and Individual 

Differences. Springer, Cham. https://doi.org/10.1007/978-3-319-28099-8_1139-1 

[42] Legault, L. (2017). Self-determination theory. In V. Zeigler-Hill and T. Shackelford (Eds.), Encyclopedia of Personality and Individual 

Differences. New York, NY: Springer. http://link.springer.com/referenceworkentry/10.1007/978-3-319-28099-8_1162-1 

[43] Lin Philip T, and Vu Thinh T. (2022). Self-Determination Theory and Accountant Employees’ Psychological Wellbeing: The Roles of Positive 

Affectivity and Psychological Safety, Frontiers in Psychology Volume 13, 2022. 

https://www.frontiersin.org/articles/10.3389/fpsyg.2022.870771.   

[44] McGuire, D., Todnem By, R. and Hutchings, K. (2007), Towards a model of human resource solutions for achieving intergenerational 

interaction in organisations  Journal of European Industrial Training,. 592-608. https://doi.org/10.1108/03090590710833651   

[45] MacLeod, D., & Clarke, N. (2009). Engaging for success: Enhancing performance through employee engagement. Retrieved 

from https://dera.ioe.ac.uk/1810/1/file52215.pdf  

[46] Morris, L., Grehl, M., Rutter, S., Mehta, M., & Westwater, M. (2022). On what motivates us: A detailed review of intrinsic v. extrinsic 

motivation. Psychological Medicine, 52(10), 1801-1816. doi:10.1017/S0033291722001611 

https://doi.org/10.1146/annurev-orgpsych-032516-113108
https://www.pewresearch.org/fact-tank/2019/01/17/where-millennials-end-and-generation-z-begins/
https://www.pewresearch.org/fact-tank/2019/01/17/where-millennials-end-and-generation-z-begins/
https://doi.org/10.1038/s44159-022-00056-w
https://doi.org/10.1007/978-3-030-80519-7_4
https://doi.org/10.1007/978-3-030-80519-7_4
https://doi.org/10.1007/978-1-4419-1005-9_1620
https://www.psychologytoday.com/intl/contributors/lawrence-r-samuel-phd
https://www.psychologytoday.com/intl/blog/boomers-30/202105/why-we-shouldnt-exaggerate-generational-differences
https://doi.org/10.1007/978-3-319-28099-8_1139-1
http://link.springer.com/referenceworkentry/10.1007/978-3-319-28099-8_1162-1
https://www.emerald.com/insight/search?q=David%20McGuire
https://www.emerald.com/insight/search?q=Rune%20Todnem%20By
https://www.emerald.com/insight/search?q=Kate%20Hutchings
https://www.emerald.com/insight/publication/issn/0309-0590
https://doi.org/10.1108/03090590710833651
https://dera.ioe.ac.uk/1810/1/file52215.pdf


Self-Determination Theory: The Mediating Role of Generational Differences in Employee Engagement 

Page | 142  

[47] Musgrove, C., Ellinger, A. E., & Ellinger, A. D. (2014). Examining the influence of strategic profit emphases on employee engagement and 

service climate. Journal of Workplace Learning, 26, 152–171. doi:10.1108/JWL-08-2013-0057 

[48] Nwoko, C & Yazdani, K (2022). Remote Working during the Covid-19 Global Pandemic and its Implications for Employee Motivation: Some 

Evidence from Nigeria through the Lens of Self-Determination Theory. Journal of Business and Management Studies. 4. 423-447. 

10.32996/jbms.2022.4.2.31. 

[49] Olafsen AH, Halvari H and Frølund CW (2021) The Basic Psychological Need Satisfaction and Need Frustration at Work Scale: A Validation 

Study. Front. Psychol. 12:697306. doi: 10.3389/fpsyg.2021.697306 

[50] Patrick, H., Williams, G.C. (2012), Self-determination theory: its application to health behavior and complementarity with motivational 

interviewing. Int J Behav Nutr Phys Act 9, 18 (2012). https://doi.org/10.1186/1479-5868-9-18  

[51] Petra H, M & Kateřina K (2019) Evaluation of the employees’ engagement factors importance methodology including generation 

Y, Economic Research-Ekonomska Istraživanja, 32:1, 3895-3917, DOI: 10.1080/1331677X.2019.1679214 

[52] Rudolph CW, Rauvola RS, Costanza DP, Zacher H . (2022). Generations and Generational Differences: Debunking Myths in Organizational 

Science and Practice and Paving New Paths Forward. J Bus Psychol. 2021;36(6):945-967. doi: 10.1007/s10869-020-09715-2. Epub 2020 Sep 

4. PMID: 32901173; PMCID: PMC7471586   

[53] Rudolph CW, Zacher H. (2022). The kids are alright: Taking stock of generational differences at work. The Industrial-Organizational 

Psychologist. 2018;55:1–7 

[54] Ryan R. M., Deci E. L. (2000). Intrinsic and extrinsic motivations: classic definitions and new directions. Contemp. Educ. Psychol. 25, 54–67 

10.1006/ceps.1999.1020 

[55] Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the facilitation of intrinsic motivation, social development, and well-

being. American Psychologist, 55(1), 68–78. https://doi.org/10.1037/0003-066X.55.1.68 

[56] Ryan, Richard & Deci, Edward. (2020). Intrinsic and extrinsic motivation from a self-determination theory perspective: Definitions, theory, 

practices, and future directions. Contemporary Educational Psychology. 61. 101860. 10.1016/j.cedpsych.2020.101860. 

[57] Saluja, S & Sharma, K.K. (2019) Challenges of Engaging Multigenerational Workforce: Parameters of Engagement and Recommended 

Interventions. Available at: 

https://www.researchgate.net/publication/346036094_Challenges_of_Engaging_Multigenerational_Workforce_Parameters_of_Engagement_a

nd_Recommended_Interventions (Accessed: 29 November 2022) 

[58] Sansone C, Thoman DB. (2022).  Maintaining activity engagement: individual differences in the process of self-regulating motivation. J Pers. 

2006 Dec;74(6):1697-720. doi: 10.1111/j.1467-6494.2006.00425.x. PMID: 17083663. 

[59] Sahni, J. (2021). Employee Engagement Among Millennial Workforce: Empirical Study on Selected Antecedents and Consequences. SAGE 

Open, 11(1). https://doi.org/10.1177/21582440211002208 

[60] Schaufeli, W., & Bakker, A. (2003). Utrecht work engagement scale: Preliminary manual. Utrecht: Occupational Health Psychology Unit, 

Utrecht University. 

[61] Stover, JB, Bruno, FP, Uriel, FE, & Fernandez Liporace, MM (2017). Self-determination theory: a theoretical review. Persectivas Psicol. Rev. 

Psicol. Cienc. Afines 2017, 14, 105–115. 

[62] Schaufeli, W. B., Salanova, M., Gonzales-Roma, V., & Bakker, A. B. (2002). The measurement of engagement and burnout: A two sample 

confirmatory factor analytic approach. Journal of Happiness Studies, 3, 71–92 

[63] Schullery, N. M. (2013). Workplace Engagement and Generational Differences in Values. Business Communication Quarterly, 76(2), 252–

265. https://doi.org/10.1177/1080569913476543 

[64] Sharma, P & Pandit, R (2021). WORKPLACE EXPECTATIONS OF DIFFERENT GENERATIONS -A REVIEW OF LITERATURE. YŎKSA WA HYŎNSIL 

Quarterly Review of Korean History. 

[65] Supanee H. (2022). Thitima Puttitanun, Generation gap and its impact on economic growth, Heliyon, Volume 7, Issue 6, 2021, e07160, ISSN 

2405-8440, https://doi.org/10.1016/j.heliyon.2021.e07160 

[66]  Szczepanek, A. (2022) Different Generations in the Workplace. Available at: 

https://www.livecareer.com/resources/careers/planning/generation-diversity-in-the-workplace. Accessed: 27 November 2022 

[67] Team A (2021), What Is Intrinsic Motivation and How Does It Work?Available at: https://asana.com/resources/intrinsic-motivation. Accessed: 

16 May 2023 

[68] The Pew Research Center, 2015, September 3. The Whys and Hows of Generations Research. 

https://www.pewresearch.org/politics/2015/09/03/the-whys-and-hows-of-generations-research/. 

[69] Van den Broeck, A., Howard, J. L., Van Vaerenbergh, Y., Leroy, H. & Gagné, M. (2022). Beyond intrinsic and extrinsic motivation: a meta-

analysis on self-determination theory’s multidimensional conceptualization of work motivation. Organ. Psychol. Rev. 11, 240–273 (2021) 

[70] WLiu, C.K.J. Wang, Y.H. Kee, C. Koh, B.S.C. Lim, L.L. . (2022). College students' motivation and learning strategies profiles and academic 

achievement: a self-determination theory approach. Educ. Psychol., 34. 338-353 

[71] Wang H and Hall NC (2018) A Systematic Review of Teachers’ Causal Attributions: Prevalence, Correlates, and Consequences. Front. Psychol. 

9:2305. doi: 10.3389/fpsyg.2018.02305 

[72] Wiedemann, C. S. (2016). Investigating Employee Engagement through a Self-Determination Theory Framework 

 

https://doi.org/10.1186/1479-5868-9-18
https://doi.org/10.1080/1331677X.2019.1679214
https://psycnet.apa.org/doi/10.1037/0003-066X.55.1.68
https://www.researchgate.net/profile/Subodh-Saluja?_sg%5B0%5D=jU3tpTemd853jKDE4un__B5y6l84KGmFHujG9gdnmfYRw4eqgEWKH0t8SouF89dZ9JQ_TKA.mNe9Aih_u7BQwI1pjz7BBAdF251mFTU2cWmaFCLXKz5MxDYcKvHarHr-06aLwuhSQNWkCxNOg2fpzuc5EiB7dg&_sg%5B1%5D=prxpmPhX2hWB_jtToCDpkIVZbMhVgDEoj7URVpP064pvcKZ8qgOQeS-SKaEGEsaKkEwx_nE.nx04jkd5R2ebig2_F4Y7WsoNb7s8B0yMxPyp_HkGJaNmd21Ejzb-9-T3X13g1g2MZVLuoK9n5KtzlOuYpVgiqA
https://www.researchgate.net/publication/346036094_Challenges_of_Engaging_Multigenerational_Workforce_Parameters_of_Engagement_and_Recommended_Interventions
https://www.researchgate.net/publication/346036094_Challenges_of_Engaging_Multigenerational_Workforce_Parameters_of_Engagement_and_Recommended_Interventions
https://doi.org/10.1177/21582440211002208
https://doi.org/10.1177/1080569913476543
https://www.livecareer.com/about/authors/agata-szczepanek
https://www.livecareer.com/resources/careers/planning/generation-diversity-in-the-workplace
https://asana.com/resources/intrinsic-motivation
https://asana.com/resources/intrinsic-motivation

