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ANNEX 1: MAIN CONCEPTS MENTIONED IN THE STUDY     

Table 1: Main concepts related to Self Determination Theory (SDT)  

Concept and Definition  Important features and theoretical implications Research implications 

Needs in SDT [1]  
 
Needs refer to innate psychological nutriments that are 
essential for ongoing psychological growth, integrity, and 
well-being.  

- Needs defined in terms of psychological drivers  

- Human needs refer to the universal and necessary 

conditions for psychological health or well-being. Their 
satisfaction is considered associated with the most 
effective functioning of human beings. 
- Acknowledge that the positive work outcomes 
resulting from managerial practices are a function of 
psychological need satisfaction. 

- Allows for analysis of the 
social conditions and of the 
personal factors that 
promote high quality 
personal development and 
task performance  
 
- SDT research focuses on 
the consequences of the 
extent to which individuals 
are able to satisfy the needs 
within social environments. 
 
 
- Work climate and social 
contexts (autonomy- 
Supportive work 
environment) and 
managerial practices that 
promote satisfaction of the 
three basic psychological 
needs will enhance 
employees’ intrinsic 
motivation and promote full 
internalization of extrinsic 
motivation. This will in turn 
yield the important work 
outcomes of  task 
persistence and maintained 
behaviour change;  effective 
performance and job 
satisfaction;  positive work-
related attitudes; 
organizational citizenship 
behaviours and 
organizational commitment, 
but also psychological 
adjustment and well-being 
.[2]  
 
 

The 3 basic psychological needs in SDT [1]  
 
SDT research identified 3 fundamental needs:  
Competence: to experience mastery in the physical and social 
worlds 
Relatedness: to experience meaningful attachments and 
feelings of security, belonging and intimacy with others 
Autonomy: to be able to self-organize and regulate one’s own 
behaviour (and avoid heteronomous control)  

- Suggests that it is part of the adaptive design of the 
human organism to engage in interesting activities, to 
exercise capacities, to pursue connectedness in social 
groups, and to integrate intrapsychic and interpersonal 
experiences into a relative unity. 
- Psychological health requires satisfaction of all three 
needs; one or two are not enough. 
- Their satisfaction is essential for the healthy 
development and well-being of all individuals, 
regardless of culture or society. 

Intrinsic and extrinsic motivation [3]  
 
Intrinsic motivation:  The doing of an activity for its inherent 
satisfaction rather than for some external consequence 
Extrinsic motivation: The doing of an activity to attain some 
external outcome or reward. 

SDT propose that extrinsic motivation can vary greatly 
in the degree to which it is autonomous, thus providing 
a way to think about how management and leadership 
may affect motivation 

Internalisation of extrinsic motivation [1] 
 
Active and natural process in which individuals transform (or 
not) socially sanctioned mores or requests into personally 
endorsed values and self-regulation [4] 

- Highlights the human readiness to internalise ambient 
values and behavioural regulations 
- Is assumed to be a natural developmental tendency: 
people will identify with the dominant important social 
regulations, assimilate them into their integrated sense 
of self, and thus fully accept them as their own. 

Autonomous motivation and controlled motivation in SDT 
 
 Autonomous motivation includes the state of intrinsic 
motivation and of well-internalized extrinsic motivation.  
Controlled motivation consists of the state of external 
regulation and of introjected extrinsic motivation.  

-Being autonomously motivated means being 
motivated by one’s interest in an activity (intrinsic 
motivation) and/or because the value and regulation of 
the activity has been integrated within one’s self 
(integrated extrinsic motivation) 
-Controlled motivation reflects the degree to which 
one feels coerced or seduced by external contingencies 
or by their introjected counterparts. 

Integrated functioning [1]  
 
A state in which people’s needs are in harmony with their 
activity (= a state of self-concordance) 

Requires the experience of freedom from rejection by 
others, from perception of incompetence and from 
excessive pressures 
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Table 2: Main concept related to Organisational Commitment 

Concept and Definition  Important features and theoretical 
implications 

Research implications 

Organisational commitment [5]  
 
 Commitment as a psychological state that characterises 
the employee’s relationship with the organisation and that 
has implications for continuing or discontinuing 
membership in an organisation. Usually, three types of 
organisational commitment are recognised.  
Affective commitment: the employee’s emotional 
attachment to, identification with, and involvement in the 
organisation (want to do) 
 
Continuance commitment: commitment based on the 
awareness of the costs and loss of opportunities associated 
with leaving the organisation (can’t afford no to do) 
 
Normative commitment: commitment based on the feeling 
of obligation (must do) 

 

In SDT, affective commitment is the type of 
commitment considered to be theoretically 
most aligned with autonomous 
motivation.[2]  

All forms of commitment may affect task 
performance, retention, turn-over 
intention, absenteeism and job satisfaction 
 
Affective commitment may affect well-
being and willingness to work toward the 
attainment of organisational goals  
 
Enabling factors:  
1-personal characteristics, work experience 
(mediators: norm of reciprocity, feeling of 
comfort and competences, relationship at 
work), organisational structure: link to 
affective commitment 
2-side bets, investments, availability of 
alternative: link to continuance 
commitment(mediators: recognition of the 
costs) 
3-Culture, incentives (expected rewards 
and payment for ex):normative pressure: 
link to normative commitment (mediators: 
internalization of a loyalty norm and/or the 
receipt of favours that require repayment. 

Organisational commitment [6] 
 
Propose a different conceptualisation of organizational 
commitment, including: 
- identification with the organization 
- internalization of the organization’s values 
 -compliance 

Theoretically, O’Reilly and Chatman’s 
compliance is related to SDT’s external 
regulation. Concepts of identification and 
internalization relate to the internal types 
of motivation in SDT 

 

 

 

Table 3: Main concept related to organizational citizenship behaviour (OCB) 

Concept and Definition  Important features and theoretical 
implications 

Research implications 

Organizational citizenship behaviour [7]  
 
“Individual behaviour that is discretionary, not directly or 
explicitly recognized by the formal reward system and that 
in the aggregate promotes the effective functioning of the 
organization. By discretionary, we mean that the behaviour 
is not an enforceable requirement of the role or the job 
description, that is, the clearly specifiable terms of the 
person’s employment contract with the organization; the 
behaviour is rather a matter of personal choice, such that 
its omission is not generally understood as punish- able.”[8]  

 

“Citizenship” behaviour constructs 
identified in the literature reflect the 
Dimension of OCB Katz’s seminal 
framework:[9] 
- cooperating with others,  
- protecting the organization 
- volunteering constructive ideas  
- self-training 
- maintaining a favourable attitude toward 
the company 

Enabling factors for OCB 
- individual (or employee) characteristics, 
task characteristics, organizational 
characteristics (group cohesiveness and 
perception of organizational support), and 
leadership behaviours (supportive leader 
behaviour) 
 
Mediators: employee trust in leader, in 
organisation and job satisfaction 
 
Outcomes of OCB 
- Managerial evaluation of performance 
and other managerial decisions 
- Organisational performance and success 
(effectiveness of work team and 
organisation) 
-Less turnover 
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Table 4: Main concepts related to Perceived organisational support (POS) 

Concept and Definition  Important features and theoretical 
implications 

Research implications 

 
Perceived organisational support [10]  
 
Beliefs and perceptions of employees regarding the 
support provided and the commitment demonstrated by 
the organisation to their staff. Employees interpret 
decisions and actions of their managers and their 
trustworthiness in terms of the commitment of managers 
to their staff.  

 

POS is related to social exchange (see social 
exchange ).  

 

In organisations, different types of social 
exchange occur: between employing 
organisation and employee (perceived 
organisational support - POS), between 
supervisor/leader and staff (perceived 
supervisor support - PSS), between co-
workers (perceived team support - PTS), 
between workers and customers and 
between workers and suppliers. Because of 
the reciprocity rule, all these parties will 
return the benefits they receive to the 
parties with whom they have a social 
exchange relation.[11] These relations have 
an influence on employee behaviour 
(organisational citizenship behaviour) and 
attitudes (commitment) and task/job 
performance.[12]  

 

 

Table 5: Main concept related to Social exchange  

Concept and Definition  Important features and theoretical 
implications 

Research implications 

Social exchange  
 

Social exchange theory considers that social structure is the 
result of social relations in which valued items are 
exchanged. Interactions between people are considered to 
consist of an exchange of economic or social goods.[13] 
In these relations, not only material goods are exchanged, 
but also symbolic goods. Exchange resources include 
money, goods and services, but also love, status and 
information.[14] Social relations are based on the trust that 
gestures of goodwill will be reciprocated in the future.  

 

The transactions in social exchange 
relations have the potential to generate 
high-quality relationships under certain 
circumstances.  
- Rules and norms of exchange: 
Relationships evolve over time into 
trusting, loyal, and 
mutual commitments. To do so, parties 
must abide by certain “rules” of exchange, 
which include negotiated rules and 
reciprocity.  
 
-Social exchange theory explains why 
employees can feel obligated towards their 
supervisors to do more than is requested by 
their job description or employment 
contract (extra-role behaviour).[12] 
Reciprocity obliges a recipient to return 
behaviour that was beneficial to him, and 
not to harm the donor.[15] 

 

Social exchange plays out in relations 
between staff and management, among 
staff themselves, between staff and 
organisation and in teams. Social exchange 
mechanisms may provide particular insights 
on why staff engage in behaviours that are 
not specified by their role or job 
description, or that are not rewarded by 
the organisation (see OCB).[12] 
 
Perceived organisational support can be 
conceptualized as the “quality” of the social 
exchange that takes place between an 
employee and the employer. 
 
Perceived organisational support  plays an 
important role in building commitment, 
which ultimately influences important 
organizational outcomes 
 
Trust has been identified as an outcome of 
favourable social exchanges 
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Table 6: Main concept related to Public service motivation(PSM) 

Concept and Definition  Important features and theoretical 
implications 

Research implications 

Public service motivation (PSM)  
 
“An individual’s predisposition to respond to motives 
grounded primarily or uniquely in public institutions and 
organizations” [16] 
PSM centres on the idea that individuals are oriented to act 
in the public domain for the purpose of doing good for 
others and society.[17] 
 
 

 

Prosocial motivation and intrinsic 
motivation differ in that intrinsic motivation 
emphasizes pleasure and enjoyment as 
drivers of effort, while prosocial motivation 
emphasizes meaning and purpose as 
drivers of effort. 

PSM can play a role in attraction, selection 
and retention processes 
 
The relationship between PSM and 
individual and organizational performance 
is complex, meriting careful attention to 
the direction of causality and the roles of 
intervening variables. 
 
Public service organizations appear to have 
a broader range of incentives because they 
can call upon the social significance of 
public jobs. Intrinsic rewards might, 
therefore, be more important than 
performance- related extrinsic rewards. 
This also means that public organizations 
are more apt to use lower-powered 
incentive structures. Motivation crowding 
theory suggests that this is a rational 
strategy that avoids undermining intrinsic 
motivation. 
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