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Abstract--- This study aims to determine the effect of extrinsic and intrinsic rewards on performance mediated by 

job satisfaction. This research is explanative quantitative research. The population of this research is the employee of 

the Agriculture and Food Service Office of Kebumen Regency, Central Java, who is a State Civil Apparatus (ASN). The 

sampling technique uses purposive sampling. The instrument uses questionnaires and observations. Data analysis was 

on the results of instruments that were valid and reliable. Data analysis techniques using the Structural Equation 

Modeling (SEM) method using AMOS 24.00. The results showed that extrinsic and intrinsic rewards had a positive and 

significant effect on employee satisfaction and performance. Other results indicate that employee job satisfaction has 

a positive and significant effect on employee performance. Job satisfaction does not act as a mediator on the effect of 

extrinsic rewards on performance but instead acts as a mediator on the effect of intrinsic rewards on performance. In 

the analysis of total influence shows that intrinsic rewards have a more considerable influence on improving employee 

performance.  
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I. INTRODUCTION  

The success in achieving the organizational goals depends on the quality of human resources. Human resources in 

an organization occupy a critical position because it acts as the motor or driving force of an organization.  The company 

should adequately manage human resources. According to [1], human resource management can be an s labor-

management process so that the organization achieves a sustainable competitive advantage. HRM is one of the crucial 

factors of employee performance [2], resulting in the finding that human resource management influences the 

effectiveness of employee performance. The performance of employees who work within an organization is the main 

factor of an organization [3] states that employee performance is significant for an organization without which it cannot 

survive. Companies need to think of it as a primary goal. Therefore, care and maintenance for employees are critical. 

The appreciation of employees can help them perform well on the job. 

Many things can be done by companies to improve employee performance; one of them is by giving rewards. 

Rewards can affect job satisfaction and employee performance. In [4] states that rewards can increase the level of 

efficiency and performance of employees to increase the success of an organization. Development and development of 

human resources in the government environment in terms of abilities, skills, and mentality is an essential and strategic 

part in the implementation of development, where the Agriculture and Food Service Office of Kebumen Regency is 

one of them. The data gathered from the Department of Agriculture and Food of Kebumen Regency's website 
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www.distapang.kebumenkab.go.id in 2018, the quantity of service employees is not sufficient to carry out better 

performance. Based on 2018 data, the number of employees of the Department of Agriculture and Food of Kebumen 

Regency is only 348 people or 94.82% compared to the minimum needs, so that there are 19 employees (5.17%) still 

needed. Lack of human resources is one of the effects of a decline in the quality of a company. 

The comparison of the percentage of service performance achievements from 2017 to 2018 decreased by 6.84%. 

While, the process of recruiting new employees is not equally the same as the reduction in employees due to entering 

the retirement period.  

Besides giving rewards, another aspect that influences performance is job satisfaction. Job satisfaction is a 

significant thing that must be owned by someone at work. [5] explain that there is a relationship between job satisfaction 

and performance. An employee who has a positive attitude towards his work will have job satisfaction and a willingness 

to commit to his organization, thereby increasing organizational performance. 

II. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 

2.1. Effect of Extrinsic and Intrinsic Rewards on Job Satisfaction 

Rewards are rewards or rewards that aim to motivate employees to work better so they can improve their 

performance. Awarding is one of the ways that companies can do to improve the performance of their employees. The 

reward can affect job satisfaction and employee performance [6]. Furthermore, [4] stated that reward could increase the 

level of efficiency and performance of employees to increase the success of an organization. [4] also explains that the 

reward system can inspire employees to provide the highest effort for the task done, followed by [3], which states that 

there is a direct relationship between employee rewards and performance. If employees get a reward for their work, so 

their performance will improve.  

Extrinsic rewards, according to [7], are real rewards received by employees. [8] explain that extrinsic rewards come 

from the recognition that can be in the form of promotions and money/rewards. The most common form is salary and 

bonus/incentive. [9] states that extrinsic rewards are rewards that come from the work itself, which consists of elements 

such as salary, additional benefits, job security, promotions, private office space, and social climate. Followed by [10] 

who explained that extrinsic rewards are real rewards given to employees by management. Intrinsic rewards are rewards 

that do not have a tangible form, which employees receive for themselves, this award is usually a positive value or an 

employee's satisfaction with himself because he gets recognition, responsibility and learning opportunities. [11] 

mentioned that an intrinsic reward is a form of self-satisfaction that is obtained by someone because he completes his 

work well and has achieved specific goals. 

Job satisfaction is the attitude or feeling of an individual (employee) about the success of employees at work. [12] 

states that job satisfaction is a feeling of achievement and employee success in work. Job satisfaction indicates the 

attitudes and feelings that people have about their work. [13] found that rewards have a significant influence on job 

satisfaction. [6] stated that there was a significant influence between extrinsic rewards on employee job satisfaction in 

civilian hospitals and the Gujranwala district army. [4] produced findings that there was a significant relationship 

between reward and job satisfaction. One reward that can increase job satisfaction is the extrinsic reward. This finding 

supported research by [14], which results in the finding that extrinsic rewards have a positive impact on job satisfaction 
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and make employees loyal to the job. Continued in research [15], which states that extrinsic rewards can increase job 

satisfaction. Whereas [16] also found findings that there was a significant relationship between extrinsic rewards and 

job satisfaction of Karachi Pakistan Banking Sector employees. [17] also gave the same result. 

Besides, intrinsic rewards also have a significant effect on job satisfaction. [15] produced findings that intrinsic 

appreciation can increase job satisfaction. Furthermore, [18] found that there is a significant relationship between 

intrinsic rewards for job satisfaction of Call Center employees in Pakistan. [6] added that there is a significant influence 

between intrinsic rewards on employee job satisfaction in civilian hospitals and Gujranwala district soldiers. Also added 

by [19], who examined the relationship between intrinsic and extrinsic rewards on work motivation and job satisfaction 

of foreign workers in China, with the finding that there is a significant relationship between intrinsic rewards to job 

satisfaction of foreign employees in China. Research of [20] also gives the same results.  

Based on the explanation above, extrinsic and intrinsic rewards significantly influence employee job satisfaction, 

the hypotheses proposed in this study are: 

H1: Extrinsic rewards have a positive and significant effect on job satisfaction. 

H2: Intrinsic appreciation has a significant positive effect on job satisfaction. 

2.2. The Effect of Extrinsic and Intrinsic Rewards on Employee Performance 

Performance is a form of success of an individual in completing tasks. According to Ngawa et al. (2019), 

performance is a form of measurement of the success of completing a task by individuals who have been determined 

and measured by an organization/agency. Performance evaluation can be in various ways, including the commitment 

and attitude of employees at work. [5] mentioned that performance is one way to maintain the effectiveness of a 

company. The main goals and objectives of an organization are the ability to improve overall organizational 

performance. Followed by [21] that performance is the work of a person or group in an organization at a particular time 

that reflects how well the person or group achieved the qualifications of a job in the mission of achieving organizational 

goals. In general, rewards have a positive and significant effect on employee performance [16]. 

Extrinsic rewards significantly affect performance. Research [22] results in findings that extrinsic rewards show a 

positive effect on employee performance. In research by [6] revealed that extrinsic rewards have a significant 

relationship to employee performance. Continued [15] produced findings that extrinsic reward has a significant effect 

on employee performance in the Banking Sector of Pakistan. Furthermore, [9] explained that extrinsic reward has a 

significant effect on the performance of employees in Kenya's Trans Nzoia state tea factory. 

In addition to extrinsic rewards, intrinsic rewards also have a significant influence on performance. Some research 

results show that intrinsic appreciation has a significant effect on performance. [15] explain that intrinsic reward has a 

significant effect on employee performance in the Pakistan Banking Sector. [9] stated that if an intrinsic reward affects 

employee performance in the tea factory of the Trans Nzoia company Kenya State Furthermore, research [22] produced 

findings that intrinsic rewards have a positive effect on employee performance. The finding of research by [6] found 

that intrinsic rewards have a direct effect on employee performance. [7] also produced findings of the relationship 

between reward and employee performance. The findings show that intrinsic reward has a positive relationship in 

improving employee performance.  
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Based on the explanation above, extrinsic and intrinsic rewards significantly influence employee performance, so 

the hypotheses proposed in this study are as follows: 

H3: Extrinsic rewards have a positive and significant effect on performance. 

H4: Intrinsic appreciation has a positive and significant effect on performance. 

2.3. The Job Satisfaction Effects on Employee Performance 

Job satisfaction is the attitude or feeling of an individual (employee) about the success of employees at work. [12] 

states that job satisfaction is a feeling of achievement and employee success in work. Job satisfaction is the attitudes 

and feelings that people have about their work. Meanwhile, performance is a form of success of an individual in 

completing tasks.  According to [23], performance is a form of measurement of the success of the completion of a task 

by individuals. Performance measurement can be in various ways, including the commitment and attitude of employees 

at work. [24] mentioned that one of the factors that influence employee performance is job satisfaction 

Job satisfaction and performance have a positive relationship. This finding is in line with research [5, 25-27] and 

[28], which results in a finding that there is a relationship between job satisfaction and performance. When an 

organization reviews an employee's performance, the organization uses job satisfaction as one step. An employee who 

has a positive attitude towards his work will have job satisfaction and a willingness to commit to his organization, 

thereby increasing organizational performance. Furthermore, [29] produced findings that there was a strong positive 

relationship between job satisfaction and the performance of private employees in Kuching, East Malaysia. [30] also, 

suggest that satisfied employees do their jobs better, and long-term employees usually have better levels of skills and 

expertise, both of which lead to improved performance. Continued in [31] produces findings that there is a significant 

relationship between job satisfaction and employee performance in the Punjab City Bank of Pakistan. 

Based on the explanation above, job satisfaction has a significant effect on performance, so the hypotheses proposed 

in this study are: 

H5: Job satisfaction has a positive and significant effect on performance. 
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Figure 1. Fit Model of Research with the SEM Method 

 

III. METHODOLOGY 

This type of research is quantitative explanative. The sampling technique uses purposive sampling. The sample in 

this study were employees of the Agriculture and Food Service Office of Kebumen Regency with the status of the State 

Civil Apparatus because the reward and punishment mechanism follow the staffing rules. The number of samples in 

this study was 132 employees. According to [32], given the analysis using the SEM method, the number of indicators 

17 requires a maximum of 5 x 17 (85) and a maximum of 10 x 17 (170). Data collection techniques using a distribution 

of questionnaires and respondents filled it following existing instructions. The questionnaire consisted of six answers 

with a Likert scale, scale 1. completely disagree (CDA), 2. strongly disagree (SDA), 3. disagree (D), 4. agree (A) 5. 

strongly agree (SA) 6. very strongly agree (VSA). 

IV. RESULTS AND DISCUSSION 

4.1. Descriptive Analysis of Respondents 

Figures 1, 2, and 3 perform the results of respondents' demographic analysis. Figure 1 shows that male respondents 

are 78 (59%) and female 54 (41%). Figure 2 shows that the age of employees varies from 30-40 = 41 (31%), 41-50 = 

22 (16%) and 51-60 = 69 (52%). Meanwhile, Figure 3 shows respondent distribution based on the educational 

background as follows: high school 27 (20%), vocation 29 (21%), graduates 66 (50%) and post graduates 10 (7%). 

While, Table 1 shows respondents' perceptions of the four constructs studied. The average respondent's answers indicate 

that all four variables have very high conditions. 
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Figure 1. Sampling distribution Based on Sex 

 

 
 

Figure 2. Sampling distribution Based on Age of Employees 

 

 
Figure 3. Sampling distribution Based on Employee Education 

 

Table 1. Description of Respondents' Responses to All Constructions (N = 132) 

No. Constructs Average Conclusion 

1 Extrinsic reward 4,08 Very High 

2 Intrinsic reward 4.14 Very High 

3 Job satisfaction 4.18 Very High 

4 Work performance 4.16 Very High 

 

4.2. Validity and Reliability of the Instrument 
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Test the validity of the measurement of each construct using the Confirmatory Factor Analysis (CFA) technique. 

Based on the results of the CFA test, all indicators are valid. The total number of indicators for all constructs is 17. All 

indicators have a loading factor ≥ 0.6 so that it exceeds the critical value. The loading factor of the Extrinsic Choice 

construct factor (RE1 = 0.88, RE2 = 0.95, RE3 = 0.92 and RE4 = 0.91). Intrinsic appreciation (RI1 = 0.84, RI2 = 0.84, 

RI3 = 0.85 and RI4 = 0.90). Job Satisfaction (KK1 = 0.87, KK2 = 0.90, KK30.90 =, KK4 = 0.85, and KK5 = 0.89). 

Performance Variables (K1 = 0.94, K2 = 0.89, K3 = 0.93, and K4 = 0.94). 

The construct reliability test uses critical construct value (CR)  0.70 and Average Variance Extracted (AVE)  

0.50. CR values for extrinsic rewards (0.95), intrinsic rewards (0.92), job satisfaction (0.95) and performance (0.961). 

While the AVE value for extrinsic rewards (0.84), intrinsic rewards (0.74), job satisfaction (0.79) and performance 

(0.86). Thus the entire construct is reliable. 

4.3. Inferential Analysis 

1) Mahalanobis Distance Test (d2) 

Outliers testing used the critical p-value of Mahalanobis Distance (d2) ≤ 0.05. If there is data having d2 ≥ 0.05, 

then the data is multivariate outliers. Based on the chi-square value with free degrees 17, d2 is 27.58. If there are d2 

that exceed r27.58, then the data is multivariate outliers. In this study, the highest value lies in the observation number 

14 of 27.07, so that ≤ 27.59. Thus there is no outlier data in this study. 

2) Normality Test 

The most crucial assumption regarding SEM is that data must be in the shape of normal distribution. Testing data 

normality is to determine whether or not the distribution of research data is normal for each variable. The data 

distribution is normal if -2.58 ≤ Critical Ratio (C. R) ≤ 2.58 for skewness or kurtosis ± 2.58 at p-value 0.01. Based on 

the table above, there is a critical ratio value for skewness value that is outside the range of ± 2.58. The univariate data 

distribution is normal. The multivariate test also shows c.r. of 2,288, which indicates that the distribution of the data is 

normal [32].  

3) Goodness of Fit Test 

Based on the fit estimation model, the fit Goodness of Fit test was obtained as follows: Chi-square = 92.8 (ff = 113, 

≤ 138), Significant Probability = 0.91 (≥ 0.05), GFI = 0.92 (≥0.90), CFI = 1.0 (> 0.95), RMSEA = 0.00 (<0.08), and 

RMR = 0.012 (<0.05). 

4) Hypothesis Test Results 

Model Estimation Results The estimation technique of structural equation models uses Maximum Likelihood 

Estimation (MLE). Hypothesis test results are as the following Table 2. 

Table 2. Hypothesis Test Results based on Regression Weights 

 

   Estimate P-Values Results 

Job satisfaction  Extrinsic reward 0,202 0,037 Accepted 

Job satisfaction  Intrinsic reward 0,698 0,000 Accepted 

Work performance  Job satisfaction 0,501 0,000 Accepted 

Work performance  Extrinsic reward 0,189 0,015 Accepted 
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   Estimate P-Values Results 

Work performance  Intrinsic reward 0,247 0,042 Accepted 

 

5) The Effect of Extrinsic and Intrinsic Reward on Job Satisfaction 

Table 2 shows that the p-value of 0.04 ≤ 0.05 so that the conclusion is that extrinsic rewards have a positive and 

significant effect on job satisfaction. The higher the extrinsic award, the higher the job satisfaction. The finding of this 

study support previous research conducted by [6, 18, 19] which states that extrinsic reward has a significant effect on 

employee job satisfaction.  

Table 2 shows that the value of p 0.00 ≤ 0.05 so that the conclusion is that intrinsic appreciation has a positive and 

significant effect on job satisfaction. The higher the intrinsic appreciation, the higher job satisfaction will be. The 

finding of this study support previous research conducted by [6, 18, 19] that there is an intrinsic reward that has a 

significant effect on employee job satisfaction.  

6) The Effect of Extrinsic and Intrinsic Rewards on Job Performance 

Table 2 shows that the value of p 0.00 ≤ 0.05 so that the conclusion is that extrinsic rewards have a positive and 

significant effect on performance. The higher the extrinsic award, the higher the performance will be. The results of 

data processing in this study support previous research conducted by [15], [7] that extrinsic reward has a significant 

effect on employee performance. 

Table 2 shows that the p-value of 0.02 ≤ 0.05 so that the conclusion is that intrinsic appreciation has a positive and 

significant effect on performance. The higher the intrinsic appreciation, the higher the performance. The results of data 

processing in this study support the results of previous studies conducted by [15] and [7] that intrinsic reward has a 

significant effect on employee performance. 

7) The Effect of Job Satisfaction on Job Performance 

Table 2 shows that the value of p 0.02 ≤ 0.05 so that the conclusion is that job satisfaction has a positive and 

significant effect on performance. The higher the job satisfaction, the higher the performance will be. The results of 

data processing are in line with research conducted by previous researchers namely (Tabasuum et al., 2016), (Miah, 

2018) and (Bakotic, 2016) which states that there is a strong relationship between job satisfaction with employee 

performance and job satisfaction is crucial for performance employee in an organization. 

8) The Role of Job Satisfaction as a Mediator 

The direct effect of extrinsic rewards on job satisfaction is 0.22 and on performance is 0.21. The direct effect of 

job satisfaction on performance is 0.51. While the indirect effect of extrinsic rewards on employee performance of 

Agriculture and Food Service Office of Kebumen Regency. Job satisfaction is 0.11. The direct effect of intrinsic 

appreciation on job satisfaction is 0.69 and on performance is 0.252. The direct effect of job satisfaction on performance 

is 0.51. While the indirect effect of intrinsic appreciation on employee performance of Agriculture and Food Service 

Office of Kebumen Regency. Job satisfaction is 0.36. From the analysis of direct and indirect effects, the conclusion 

is that job satisfaction does not act as a mediating variable on the effect of extrinsic rewards on performance. However, 

job satisfaction acts as a mediating variable on the effect of intrinsic rewards on performance. 
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The effect of total extrinsic rewards on performance is 0.32, while the effect of total intrinsic rewards on 

performance is 0.61. Thus, intrinsic rewards have a more substantial influence on improving the performance of the 

Kebumen District Agriculture and Food Service employees. 

9) Squared Multiple Correlation 

Calculation of SMC (Squared Multiple Correlation) with R2 symbol shows how much influence exogenous 

variables have on endogenous variables. The analysis shows that R2 is 0.86. which shows the contribution of extrinsic 

rewards, intrinsic rewards, and job satisfaction to performance is 86.2% while the remaining 13.8% are other factors 

beyond extrinsic rewards, intrinsic rewards, and job satisfaction.  

V. CONCLUSION 

The results of this study provide at least seven crucial conclusions, namely: (1) Extrinsic reward significantly affect 

job satisfaction. (2) Intrinsic appreciation has a positive and significant effect on job satisfaction. (3) Extrinsic rewards 

have a positive and significant effect on performance. (4) Intrinsic appreciation has a positive and significant effect on 

performance. (5) Job satisfaction significantly affects performance. (6) Job satisfaction acts as a mediator on the effect 

of intrinsic rewards on performance, but job satisfaction does not act as a mediator on the effect of extrinsic rewards 

on performance. (7) Intrinsic rewards have a more significant influence on improving employee performance compared 

to extrinsic rewards in Kebumen District Agriculture and Food employees. 

The results of this study suggest improving the performance of Kebumen Regency's Department of Agriculture and 

Food staff in order to increase extrinsic and intrinsic rewards to increase job satisfaction so that their performance will 

also improve. However, a more significant increase in performance is through increased intrinsic appreciation through 

increased job satisfaction compared to extrinsic rewards. Suggestions for further researchers are the need for further 

research on performance outside the Department of Agriculture employees by expanding exogenous variables with 

broader indicators. 

REFERENCES 

1. Itika, J., Fundamentals of human resource management: Emerging experiences from Africa. African Public 

Administration and Management Series, vol. 2. African Studies Centre / University of Groningen / Mzumbe 

University, 2011. 

2. Alami, R. et al., The effectiveness of human resource management on improving the performance of education 

staff. International Journal of Business and Social Science, 2015. 6(5): p. 251-254. 

3. Hussain, S.D. et al., Impact of Employees’ Recognition, Rewards and Job Stress on Job Performance: Mediating 
Role of Perceived Organization Support. SEISENSE Journal of Management, Vol X, No X, p. 25-37, 2019. 

4. Eshwar, M.T.S., Rewards, motivation and job satisfaction of employees in commercial banks-An investigative 

analysis. International Journal of Academic Research in Business and Social Sciences, 2014. 4(4): p. 2222-6990. 

5. Pang, K. and C.-S. Lu, Organizational motivation, employee job satisfaction and organizational performance. 

Maritime Business Review, Vol. 3 No. 1, pp. 36-52, 2018. 

6. Riasat, F., S. Aslam, and Q.A. Nisar, Do intrinsic and extrinsic rewards influence the job satisfaction and job 

performance? Mediating role of reward system. Journal of Management Info, 2016. 11(1): p. 16-34. 

7. Munir, R. et al., Impact of Rewards (Intrinsic and Extrinsic) on Employee Performance with Special Reference 

to Courier Companies of Faisalabad City. European Journal of Business and Management, 2016. 8(25), p. 88-97. 

8. Nzelum, A.O. et al., Reward System Variables and Job Satisfaction of Librarians in Academic Libraries in Imo 

State, Nigeria. World, 2019. 1(1): p. 002-008. 

9. Kilimo, D. et al., Determinants of intrinsic and extrinsic rewards on employee performance in Kapsara tea factory 

company Trans Nzoia County Kenya. International Journal of Academic Research in Business and Social 

Sciences, 2016. 6(10): p. 369-380. 



International Journal of Psychosocial Rehabilitation, Vol. 24, Issue 08, 2020 

ISSN: 1475-7192 

  

Universitas Muhammadiyah Yogyakarta, Indonesia.  

*Corresponding Author Email: profsiswoyo@umy.ac.id 

 

Received: 22 Feb 2020 | Revised: 28 Mar 2020 | Accepted: 30 Apr 2020                                                                                                          8626 

10. Ndungu, D.N., The Effects of Rewards and Recognition on Employee Performance in Public Educational 

Institutions: A Case of Kenyatta University, Kenya. Global Journal of Management and Business Research, 2017, 

17(1), p. 42-68. 

11. Putra, S.S. and A. Prasetya, The Influence of Reward, Work Place Environment, and Career Growth to Job 

Satisfaction and Their Impact on Organizational Commitment (Study on employees of Hotel Sahid Montana Dua 

Malang). Jurnal Administrasi Bisnis, 2018. 64(1): p. 36-45. 

12. Aziri, B., Job Satisfaction: A Literature Review. Management Research & Practice, 2011. 3(4), p. 77-86. 

13. Jehanzeb, K., M.F. Rasheed, and A. Rasheed, Impact of rewards and motivation on job satisfaction in banking 

sector of Saudi Arabia. International Journal of Business and Social Science, 2012. 3(21), p. 272-278. 

14. Ajmal, A. et al., The effects of intrinsic and extrinsic rewards on employee attitudes: Mediating role of perceived 

organizational support. Journal of Service Science and Management, 2015. 8(04): p. 461-470. 

15. Khan, I. et al., Influence of intrinsic and extrinsic rewards on employee performance: The banking sector of 
Pakistan. Academic Research International, 2013. 4(1): p. 282-291. 

16. Sulistiyani, E., Udin, and E. Rahardja, Examining the effect of transformational leadership, extrinsic reward, and 

knowledge sharing on creative performance of Indonesian SMEs. Quality - Access to Success, 2018. 19(167): p. 

63-67. 

17. Nazir, T. et al., Impact of rewards and compensation on job satisfaction: Public and private universities of UK. 

Middle-East Journal of Scientific Research, 2013. 14(3): p. 394-403. 

18. Rafiq, M. et al., Effect of rewards on job satisfaction evidence from Pakistan. Interdisciplinary journal of 

contemporary research in business, 2012. 4(1): p. 337-347. 

19. Rasool, A., H. Jundong, and M.T. Sohail, Relationship of Intrinsic and Extrinsic Rewards on Job Motivation and 

Job Satisfaction of Expatriates in China. Journal of Applied Sciences, 2017. 17(3): p. 116-125. 

20. Zia ur Rehman, M., M.R. Khan, and J. Ali Lashari, Effect of Job Rewards on Job Satisfaction, Moderating Role 

of Age Differences: Emperical Evidence from Pakistan. African Journal of Business Management, 2010. 4(6): p. 

1131-1139. 

21. Al-Omari, K. and H. Okasheh, The influence of work environment on job performance: A case study of 

engineering company in Jordan. International Journal of Applied Engineering Research, 2017. 12(24): p. 15544-

15550. 

22. Özutku, H., The influence of intrinsic and extrinsic rewards on employee results: An empirical analysis in Turkish 

manufacturing industry. Business and Economics Research Journal, 2012. 3(3): p. 29-48. 

23. Mahmood, H.B., Job Satisfaction Measurement in the Public and Private Sectors: The Case of Erbil in North Iraq. 

24. Muda, I., A. Rafiki, and M.R. Harahap, Factors influencing employees' performance: A study on the Islamic 

Banks in Indonesia. International Journal of Business and Social Science, 2014. 5(2), p. 73-80. 

25. Putri, E.R., Udin, and I. Djastuti, Structural empowerment and service-oriented organizational citizenship 

behavior: The mediating roles of innovativeness and job satisfaction. Quality-Access to Success, 2019. 20(170): 

p. 112-117. 

26. Djastuti, I. et al., Fun at work and employee performance: the roles of job satisfaction and organizational 

commitment in manufacturing companies. WSEAS Transactions on Business and Economics, 2019. 16: p. 153-

162. 

27. Maryati, T., R.J. Astuti, and U. Udin, The Effect of Spiritual Leadership and Organizational Culture on Employee 
Performance: The Mediating Role of Job Satisfaction. International Journal of Innovation, Creativity and Change, 

2019. 9(3): p. 130-143. 

28. Inuwa, M., Job satisfaction and employee performance: An empirical approach. The Millennium University 

Journal, 2016. 1(1): p. 90-103. 

29. Ibrar, M. and O. Khan, The impact of reward on employee performance (a case study of Malakand Private School). 

International letters of social and humanistic sciences, 2015. 52: p. 95-103. 

30. Abuhashesh, M., R. Al-Dmour, and R. Masa'deh, Factors that affect employees job satisfaction and performance 

to increase customers’ satisfactions. Journal of Human Resources Management Research, 2019. 2019: p. 1-23. 

31. Shaju, M. and D. Subhashini, A study on the impact of job satisfaction on job performance of employees working 

in automobile industry. Journal of management research, 2017. 17(2): p. 74-83. 

32. Haryono, S., Metode Sem untuk Penelitian Manajemen dengan Amos Lisrel PLS. Luxima: Jakarta, 2017. 

 


