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A B S T R A C T 
 

The study aimed to examine the effect of individual work motivation on the 

employees' grit and innovative work behavior. To deepen the theories of the 

study, the literature was reviewed. The study used a descriptive assessment and 

correlational research design. The population of the study was all the employees 

of the Divine Word College of Loag. The data was gathered through research 

questionnaires. The study found that both intrinsic and extrinsic work motivation 

were not associated with employees' grit and innovative work behavior. 

Therefore, the hypothesis of the study is rejected. Another study should be 

conducted to include a broader population and take into account the contextual 

factors like organizational culture and leadership that might influence grit and 

innovative work behavior. 

 

 
  
© 2025 by the authors. Licensee DWIJMH. This open-access article is distributed under the 

terms and conditions of the Creative Commons Attribution-NonCommercial-ShareAlike 4.0 

International License (https://creativecommons.org/licenses/by-nc-sa/4.0/) 

 

Introduction 

The success of any organization ultimately depends on the effort of its employees—and that effort is largely 

shaped by their level of motivation. Employees draw motivation from both internal and external sources, and 

these factors directly influence how well they perform. Some individuals are driven by genuine enjoyment and 
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fulfillment in their work, while others are motivated primarily by financial incentives or external rewards. Whether 

motivation is high or low—intrinsic or extrinsic—it reflects how personal satisfaction and external benefits shape 

one’s work output. In turn, levels of motivation influence engagement, focus, and productivity, resulting in either 

efficiency or deficiencies in performance (Arnold et al., 2017; Diebig et al., 2017; Arda & Yildiz, 2019). 

 

Given this, it is clear that employee motivation should be a priority when managing organizational performance. 

Both intrinsic and extrinsic motivation can lead to high performance—or cause underperformance if neglected. 

For this reason, organizations seeking to enhance overall productivity must first understand and address what 

motivates or demotivates their workforce. Numerous studies highlight the importance of both motivation types in 

shaping employee performance (Alkhalifa et al., 2024; Elamalki et al., 2024; Kleinbeck, 1987; Kumari & Kumar, 

2023; Wang et al., 2024). 

 

It is also important to recognize that employees differ in what drives them. These motivational differences explain 

why some employees remain consistent and committed despite challenges, while others lose momentum or give 

up easily. Some begin tasks enthusiastically but struggle to sustain effort, which affects results. This introduces 

an emerging management challenge: grit management. Understanding grit means understanding its origins—both 

internal and external. Research shows that the two dimensions of grit, perseverance of effort and consistency of 

interest, are shaped by motivation, and that gritty employees are influenced by both intrinsic and extrinsic factors 

(Zhao et al., 2024; Chen et al., 2018; Lee & Park, 2023). 

 

Work motivation influences more than perseverance. It also affects employees’ behavior and output—including 

creativity, engagement, and the overall quality of work. Motivated employees tend to show better performance, 

higher creativity, and stronger persistence, while demotivated ones may struggle in these areas (Engidaw, 2021; 

Yesuf et al., 2023; Amabile & Pratt, 2016). This reinforces that boosting innovation and creativity in the 

workplace requires a focus on motivation. In particular, intrinsic motivation has been consistently linked to greater 

creativity and improved performance, creating environments where new ideas can thrive (Engidaw, 2021; Hirst 

et al., 2009; Richter et al., 2012). 

 

Despite the significance of motivation in shaping grit and innovative behavior, research in this area—especially 

within the educational context—remains limited. This study seeks to fill that gap by examining how work 

motivation influences employees’ grit in pursuing their goals and their innovative work behavior in academic 

institutions. 

 

The study is organized as follows: the introduction outlines the background and objectives; the literature review 

presents theories and prior studies; the methodology describes the design, participants, instruments, locale, 

procedures, and statistical tools; the next section provides data presentation and analysis; and finally, the results 

and discussion highlight key findings and their practical and theoretical implications.     

Literature review 

This part investigates literature that explains work motivation, grit, and innovative work behavior.   

The concept of work motivation 

Motivation can be understood differently depending on the perspective. In psychology, motivation is viewed as 

the internal force that drives individuals to act, sustain their energy, and persevere toward their goals—even in 

the face of difficulties (Mannell et al., 2014; Cherry, 2023). Over time, researchers have explained motivation 

through multiple theories. 
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Early perspectives include instinct theory, where William James and Sigmund Freud argued that behavior stems 

from innate survival instincts (Bandhu et al., 2024). Clark Hull later introduced drive theory, proposing that 

behavior is motivated by biological needs—such as hunger and thirst—and actions aim to restore internal balance 

or homeostasis (Hull, 1943, cited by Remley, 1980). Yerkes and Dodson’s arousal theory suggests that people act 

to maintain an optimal level of psychological arousal, seeking neither too much nor too little stimulation to 

perform well (Cohen, 2011; Hancock, 1987). 

 

The humanistic perspective, led by Abraham Maslow, explains motivation as a process of fulfilling needs ranging 

from basic survival to self-actualization (Madsen & Wilson, 2012). In contrast, B.F. Skinner’s incentive theory 

proposes that behavior occurs in response to external rewards or stimuli (Skinner, 1938). Similarly, Vroom’s 

expectancy theory states that people exert effort when they believe good performance will lead to desired rewards 

and fulfill future expectations (Senda, 2025; Cherry, 2023). 

 

In organizational contexts, motivation becomes directly tied to work. Work motivation is seen as the process that 

stimulates employees to take action toward organizational goals (Scott, 1961). Brech (1969, p.4) describes it as 

an “inspirational process” that encourages employees to commit, contribute effectively, and remain loyal to 

achieving collective tasks. In simpler terms, motivation in the workplace is a deliberate effort by management to 

inspire employees, strengthen morale, and encourage responsibility and goal achievement. 

 

Because organizational motivation is goal-driven (Chen, 2016), leaders must understand how to motivate 

employees effectively. Several major approaches guide this process. The first is the need-based (content) theory 

of motivation, which explains that behavior is driven by fulfilling human needs. Maslow (1943, 1954) introduced 

a hierarchy of needs, ranging from physiological needs (such as food and water) to safety, social belonging, 

esteem, and ultimately self-actualization—the desire to achieve one’s highest potential (Baumeister & Leary, 

1995; Navy, 2020). 

 

Alderfer (1969) later modified Maslow’s model into the ERG theory, which groups needs into Existence, 

Relatedness, and Growth. Unlike Maslow, Alderfer argued that these needs are not strictly hierarchical and may 

be experienced simultaneously; failure to meet higher-level needs may cause individuals to regress to lower-level 

needs (Weber-Kramer, 2023). 

 

Herzberg’s two-factor theory divides work factors into hygiene factors (such as workplace policies, salary, and 

security) and motivators (such as achievement, recognition, and growth). Hygiene factors prevent dissatisfaction, 

but true motivation comes from achievement and recognition (Herzberg et al., 1959; Herzberg, 1965). 

 

McClelland’s acquired needs theory focuses on three primary needs: achievement, affiliation, and power. Those 

with a high need for achievement strive for excellence and innovation (Harrell & Stahl, 1981; Trevis & Certo, 

2005; Turban & Keon, 1993), while individuals motivated by affiliation seek harmonious relationships (Wong & 

Csikszentmihalyi, 1991). The need for power involves influencing and guiding others, which is important in 

leadership roles (McClelland & Burnham, 1976; Spangler & House, 1991; Spreier, 2006). 

 

The second major motivation category is process-based theory, which focuses on how people choose goals and 

allocate effort. Skinner’s operant conditioning theory suggests that behavior is shaped by rewards and 

punishments (Skinner, 1953). Equity theory argues that people evaluate fairness by comparing their inputs and 

outputs with others, feeling demotivated when effort is not fairly rewarded (Adams, 1965). Goal-setting theory 
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states that specific, challenging, and accepted goals enhance motivation and performance (Locke, 1978; Taylor, 

1911; Pinder, 1984). 

 

Finally, expectancy theory explains motivation as a rational calculation where effort leads to performance, and 

performance leads to rewards (Vroom, 1964; Porter & Lawler, 1968). People work harder when they believe their 

effort will result in success and meaningful outcomes (Filipova, 2016; Sewandono et al., 2023). 

 

In summary, motivation—whether driven by needs, rewards, fairness perceptions, or personal goals—plays a 

critical role in work behavior and performance. Understanding how employees are motivated enables 

organizations to design strategies that inspire effort, commitment, and long-term success. 

Intrinsic and extrinsic motivation   

According to Ryan and Deci (2002), not all human activities are driven by intrinsic motivation, such as a child 

engaging in play purely for the joy it brings. As individuals mature, their motivation often shifts. Activities and 

work are no longer pursued solely for pleasure but are increasingly driven by external factors, such as rewards or 

recognition (Schröder, 2023). 

 

Earlier motivation theories—such as those proposed by Maslow, Herzberg, Alderfer, and McClelland—provided 

clear classifications of needs as either intrinsic or extrinsic. However, these frameworks can be difficult to apply 

directly to workplace settings due to their rigid distinctions (Gagné & Deci, 2005). In the context of work, 

motivation is typically divided into two broad categories: intrinsic and extrinsic. Intrinsic motivation refers to 

doing an activity because it is inherently interesting or enjoyable (Deci, 1975), whereas extrinsic motivation refers 

to engaging in behavior to obtain external outcomes, such as praise, rewards, or career advancement (Gagné & 

Deci, 2005). 

 

However, Gagné and Deci (2005) argued that this simple binary view of motivation is insufficient to capture the 

complexity of workplace behavior. In response, they introduced Self-Determination Theory (SDT), which 

distinguishes between autonomous motivation and controlled motivation (Poppelaars et al., 2014). 

 

Autonomous motivation involves engaging in activities with a sense of volition and self-endorsement—that is, 

doing something because one wants to, not because one is forced to (Dworkin, 1988). The satisfaction comes 

from the activity itself, not from any external reward. For example, one may perform a task simply because it is 

enjoyable or fulfilling (Zhu et al., 2024). 

 

In contrast, controlled motivation is driven by external pressure. Individuals feel they "have to" do something to 

receive a reward or avoid punishment (Gagné & Deci, 2005). As Deci (1971) emphasized, the use of rewards 

represents a form of controlled motivation. These two types of motivation differ in terms of the regulatory 

processes that drive behavior and the experiences that accompany them. In this framework, motivation is no longer 

seen as a single construct but as a multidimensional continuum, where behaviors vary in how autonomous or 

controlled they are (Gagné & Deci, 2005, pp. 331–362). 

 

Within SDT, Organismic Integration Theory (OIT) further classifies extrinsic motivation into four distinct types 

based on the degree of internalization: 

External Regulation – Motivation is fully externally controlled; actions are performed to obtain rewards or avoid 

punishments, with a clear external locus of causality (deCharms, 1968). 
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Introjected Regulation – Behavior is driven by internal pressures, such as guilt or the desire to maintain self-

worth, but not fully accepted as one's own (Williams et al., 1996; Uzun & Aydemir, 2020). 

 

Identified Regulation – The individual consciously values the behavior and sees it as personally important, even 

if it is externally initiated (Brenner, 2022). 

 

Integrated Regulation – The most autonomous form of extrinsic motivation; the behavior is fully aligned with 

one’s values and identity, though still done to achieve an external outcome (Brenner, 2022). 

 

Thus, SDT and OIT provide a more nuanced understanding of workplace motivation, acknowledging that people 

may be externally motivated in ways that are more or less aligned with their sense of self.   

Innovative work behavior 

Scott and Bruce (1994, 1998) introduced the concept of innovative work behavior; however, the founding fathers 

did not define IWB. Though many articles proposed definitions, however, according to De Spiegelaere, et al. 

(2014) most of these definitions are copied from West and Farr (1990) who defined innovative work behavior as 

the intentional introduction and application of ideas, processes, products or procedures, new to the relevant unit 

of adoption, designed to significantly benefit the individual, the group, organization or wider society. Later 

definitions are similar to the definition given by West and Farr (1990). For example, Spreitzer (1995) defines it 

as the creation of something new or different. Innovative behaviors are by definition change-oriented because 

they involve the creation of a new product, service, idea, procedure, or process. Janssen (2000, p. 288) also views 

it as "the intentional creation, introduction and application of new ideas within a work role, group or organization, 

to benefit role performance, the group, or the organization". Dorenbosh et al. (2005, p. 129) consider it "the 

willingness by individual employees to constitute on-the-job innovations – for example, the upgrading of ways of 

working, communication with direct colleagues, the use of computers, or the development of new services or 

products. "Those definitions are repetitions of the definition provided by West and Farr (1990) because there are 

no new dimensions added to the existing definition. Most definitions emphasize the novelty of innovation. 

However, De Spiegelaere et al. (2014) have criticized the notion that novelty alone is sufficient to determine an 

innovation, as novelty refers to the dependent result. Novelty is only known after something has been done 

successfully. Suppose innovative work behavior is measured only as result-dependent and neglects the generation, 

introduction, and application of new ideas, which lead to positive change or novelty (De Spiegelaere et al., 2014). 

In that case, it fails to describe innovative work behavior. Thus, to solve such an issue De Spiegelaere, et al. (2014) 

proposed a definition of innovative work behavior to include other dimensions such as the generation of an idea, 

introduction and the application of an idea as they define it as "all behaviors aimed at the generation, introduction 

and/or application (within a role, group or organization) of ideas, processes, products or procedures, new and 

intended to benefit the relevant unit of adoption"  

 

Thus, from such a definition, the innovative work behavior is not a single construct but a multidimensional 

construct that includes the generation of ideas, introduction, application, and a positive result (benefit to the 

relevant unit) (Kleysen & Street, 2001). In terms of the dimensions, de Jong and Den Hartog (2008) identified 

four dimensions of innovative work behavior namely opportunity exploration (paying attention to issues that are 

not part of his daily work and wondering how things can be improved), idea generation (search out new working 

methods, techniques or instruments, generate original solutions for problems, find new approaches to execute 

tasks), championing ( make important organizational members enthusiastic for innovative ideas, attempt to 

convince people to support an innovative idea) and application (systematically introduce innovative ideas into 

work practices,  contribute to the implementation of new ideas, and put the effort in the development of new 
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things). Although the definition of de Jong and Den Hartog does not include the benefit, it is sufficient to define 

the innovative work behavior that we are adopting in this study. The reason is that innovation should focus on 

idea generation, introduction, championing, and application (Kabir, 2019; Simon, 2009). The benefit is not 

included as an innovative work behavior variable because there is no result/benefit if there is no opportunity for 

exploration, idea generation, introduction, championing, and the application of ideas.  

 

Many researchers have studied the function of innovative behavior. Several studies have examined the impact of 

innovative work behavior on organizational performance. For example, Shanker et al. (2017) examine the effect 

of innovative work behavior on organizational performance, and the study indicates that innovative work behavior 

is a contributing factor to organizational performance. Organizational performance is the output of individual 

performance, and the study also suggests that individual performance is influenced by innovative work behavior, 

as pointed out by Leong and Rasli (2013). Innovative work behavior is also influenced by other factors such as 

entrepreneurial culture or entrepreneurial work environment, as indicated by the study of Nguyen et al. (2021). 

These studies suggest that improving organizational performance requires paying attention to the work 

environment and determining whether it helps motivate employees to be innovative, as recommended by 

Purwanto's study (2020). Two key dimensions of the work environment that require attention are leadership and 

entrepreneurial culture. 

The concept of grit  

Organizational performance will always be dependent on many factors, like external and internal environment. 

External environmental factors can be the external market situation, which is dynamic and competitive, and can 

affect the organization's capability to operate and achieve its long-term objective (Fernandez-Araos, 2014). 

Internal environment factors can be leadership/management, practices, and employer-employee relationships, 

which can influence employees' performance (Kawasaki et al., 2022; Faez et al., 2023). However, it has to be 

recognized that employees' performance is not just dependent on leadership, management practices, employees' 

knowledge, skills, and motivation, but it also depends on employees' grit (Zyl et al., 2022; Lee, 2022; Chandrawaty 

& Widodo, 2020). Grit is employees' persistence and consistency in pursuing long-term objectives (van Zyl et al., 

2023), which affects performance. Studies have indicated that grit is dependent on many other factors, like 

leadership (Rego et al., 2021) and a supportive environment (Chuented et al., 2023). It suggests that individual 

capability and desire to be consistent and persistent in carrying out duties and responsibilities to achieve long-

term objectives, despite challenges, depend on other factors.  

 

Grit has been one of the popular research topics in psychology investigated by many researchers over the past 

decade. It was first introduced in 2007 and defined as a compound personality of perseverance and passion to 

achieve long-term goals (Duckworth et al., 2007). It explains the passion of someone to achieve long-term 

objectives with interest and persistence. Interest and persistence are shown through one's behavior that does not 

abandon the goal even when other goals or other projects are appealing. In other words, someone sticks it out with 

a chosen goal or project day in and day out (Datu, 2021). Psychologists consider grit as a non-cognitive trait that 

explains the consistency of someone for a particular interest and the persistence of effort to achieve it even in 

challenging times. It is different from other psychological factors that are similar to it, like conscientiousness, 

resilience, work ethics, need for achievement, industriousness, hardiness, and self–control (Duckworth et al., 

2007; Jordan et al., 2019; Meriac et al., 2015; Febriawan & Maulina, 2019).  

 

There are two dimensions of grit identified by Duckworth et al. (2007), namely consistency of interest and 

persistence of effort. Consistency of interest is the ability of someone to maintain the level of the original set of 

interests over time (Duckworth & Quinn, 2009). Alternatively, it is the ability of someone not to be distracted by 
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other things in pursuing a particular interest and goals over a long period until the goal is achieved (Datu et al. 

2017, p. 198). One constantly shows the same interest and effort in pursuing the objectives. Persistence of effort 

means the ability to show diligence in achieving the goals despite the challenges along the way (Eskreis-Winkler 

et al., 2016). One is not giving up on pursuing the goal. As Datu et al. (2017) defined it, it is the willingness to 

stay on the course of action and be committed to achieving the goal despite problems. Though a recent study by 

Frebriawan and Maulina (2019) proposed three dimensions of grit: consistency of effort, persistence of effort, and 

adaptability, the current study adopts the earlier dimensions proposed by Duckworth et al. (2007), which are 

consistency and persistence. The reason is apparent that adaptability does not suggest abandoning and changing 

the objectives, but one can be flexible in strategies to achieve the same objectives. One can also be flexible in 

pursuing the goal according to the situation, but the effort to achieve the goal is still consistent and persistent.     

 

There are mixed results about the influence of grit on success. Duckworth, et al. (2007), Duckworth and Quinn 

(2009), and Akos and Kretchmar (2017) recognized that success in attaining long-term goals is not only attributed 

to talent or IQ, but grit also has been significantly associated with the achievement of challenging goals and 

academic performance. A recent study by Robbins (2022) supported the findings of earlier studies, indicating that 

sustained effort and hard work despite setbacks or failure are contributing factors to the academic achievement of 

university students.    However, some later studies, in the academic setting, have demonstrated that grit is not a 

significant contributing factor to the academic performance of students (Bazelais et al., 2016). Tang et al. (2021) 

and Christopoulou et. al. (2018) recognized its contribution, but it is considerably weak to moderate. These 

conflicting results suggest that grit is not a consistent and single predictor of academic performance.  

Innovative work behavior 

Scott and Bruce (1994, 1998) introduced the concept of innovative work behavior; however, these founding 

fathers did not define IWB. Though many articles proposed definitions, however, according to De Spiegelaere, et 

al. (2014) most of these definitions are copied from West and Farr (1990) who defined innovative work behavior 

as the intentional introduction and application of ideas, processes, products or procedures, new to the relevant unit 

of adoption, designed to significantly benefit the individual, the group, organization or wider society. Later 

definitions are similar to the definition given by West and Farr (1990). For example, Spreitzer (1995) defines it 

as the creation of something new or different. Innovative behaviors are by definition change-oriented because 

they involve the creation of a new product, service, idea, procedure, or process. Janssen (2000, p. 288) also views 

it as "the intentional creation, introduction and application of new ideas within a work role, group or organization, 

to benefit role performance, the group, or the organization". Dorenbosh et al. (2005, p. 129) consider it "the 

willingness by individual employees to constitute on-the-job innovations – for example, the upgrading of ways of 

working, communication with direct colleagues, the use of computers, or the development of new services or 

products. "Those definitions are repetitions of the definition provided by West and Farr (1990) because there are 

no new dimensions added to the existing definition. Most definitions emphasize the novelty of innovation. 

However, De Spiegelaere et al. (2014) have criticized the notion that novelty alone is sufficient to determine an 

innovation, as novelty refers to the dependent result. Novelty is only known after something has been done 

successfully. Suppose innovative work behavior is measured only as result-dependent and neglects the generation, 

introduction, and application of new ideas, which lead to positive change or novelty (De Spiegelaere et al., 2014). 

In that case, it fails to describe innovative work behavior. Thus, to solve such an issue De Spiegelaere, et al. (2014) 

proposed a definition of innovative work behavior to include other dimensions such as the generation of an idea, 

introduction and the application of an idea as they define it as "all behaviors aimed at the generation, introduction 

and/or application (within a role, group or organization) of ideas, processes, products or procedures, new and 

intended to benefit the relevant unit of adoption"  
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Thus, from such a definition, the innovative work behavior is not a single construct but a multidimensional 

construct which includes the generation of ideas, introduction, application, and a positive result (benefit to the 

relevant unit) (Kleysen & Street, 2001). In terms of the dimensions, de Jong and Den Hartog (2008) identified 

four dimensions of innovative work behavior namely opportunity exploration (paying attention to issues that are 

not part of his daily work and wondering how things can be improved), idea generation (search out new working 

methods, techniques or instruments, generate original solutions for problems, find new approaches to execute 

tasks), championing ( make important organizational members enthusiastic for innovative ideas, attempt to 

convince people to support an innovative idea) and application (systematically introduce innovative ideas into 

work practices,  contribute to the implementation of new ideas, and put the effort in the development of new 

things). Although the definition of de Jong and Den Hartog does not include the benefit, it is sufficient to define 

the innovative work behavior that we are adopting in this study. The reason is that innovation should focus on 

idea generation, introduction, championing, and application (Kabir, 2019; Simon, 2009). The benefit is not 

included as an innovative work behavior variable because there is no result/benefit if there is no opportunity for 

exploration, idea generation, introduction, championing, and the application of ideas.  

 

Many researchers have studied the function of innovative behavior. Several studies have examined the impact of 

innovative work behavior on organizational performance. For example, Shanker et al. (2017) examine the effect 

of innovative work behavior on organizational performance, and the study indicates that innovative work behavior 

is a contributing factor to organizational performance. Organizational performance is the output of individual 

performance, and the study also suggests that individual performance is influenced by innovative work behavior, 

as pointed out by Leong and Rasli (2013). Innovative work behavior is also influenced by other factors such as 

entrepreneurial culture or entrepreneurial work environment, as indicated by the study of Nguyen et al. (2021). 

These studies suggest that improving organizational performance requires paying attention to the work 

environment and determining whether it helps motivate employees to be innovative, as recommended by 

Purwanto's study (2020). Two key dimensions of the work environment that require attention are leadership and 

entrepreneurial culture. In the context of the current study, the researcher intended to examine the influence of 

intrinsic work motivation on innovative work behavior.    

Conceptual framework 

 Independent variable                                               Dependent variables 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Deci and Ryan (2000), de Jong and Den Hartog (2008), and Duckworth et al. (2007 

Figure 1: The conceptual framework explains the objective and concept of the study. It intends to examine the 

impact of work motivation on employees’ grit and innovative work behavior. 

Work motivation:  

Intrinsic motivation 

  

Extrinsic motivation:  

-external regulation 

-Introjected regulation 

- Identified regulation 

- Integrated regulation   

 

 

 

Employees Grit: 
Consistency of efforts 

Persistence of efforts 

 

Innovative work behavior 
Opportunity exploration 

Idea generation 

Championing 

Application of New Idea 
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Statement of the problems 

The study examined the influence of intrinsic work motivation on the employees’ grit and innovative work 

behavior. It specifically seeks to answer the following questions:  

 

1. What is the level of intrinsic work motivation of the employees?  

 

2. What is the extrinsic work motivation of employees in terms of: 

a. External regulation 

b. Introjected regulation 

c. Identified regulation 

d. Integrated regulation 

 

3. What is the level of employees’ grit in terms of: 

a. Consistency of efforts 

b. Persistence of effort 

 

4. What is the level of innovative work behavior of employees in terms of:  

a. Opportunity for exploration 

b. Idea generation 

c. Championing 

d. Application of a new idea 

 

5. Is there a relationship between work motivation and employees’ grit? 

 

6. Is there a relationship between work motivation and employees’ innovative work behavior?  

Hypothesis   

Many studies examined the influence of work motivation on work performance. Those studies noted the positive 

correlations between motivation and job performance, like that of Kleinbeck (1987), Elamalki et al. (2024), Forson 

et al. (2021), and Raisal et al. (2021). The current study hypothesizes that work motivation affects employees' grit 

and innovative work behavior.  

Scope and delimitation of the study  

The study limits its coverage to the employees of the Divine Word College of Laoag and only about the effect of 

work motivation, along with intrinsic and extrinsic work motivation, on the grit and innovative work behavior of 

the employees of the institution.  

Research methodology  

The study is a quantitative study and thus, it utilizes a descriptive assessment and correlational research design. 

The locale and the population of the study are the Divine Word College of Laoag and its employees. The study 

employs questionnaires to collect data, utilizing both descriptive and inferential statistics. Consequently, it 

employs the weighted mean and Pearson r for data analysis. During the data collection process, the researcher 

sent a letter to the President requesting permission to distribute the questionnaires. The data collection was then 
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conducted through the employees' representatives. The researcher also considered the ethical review, and since 

the research does not involve sensitive human issues, the ethical review was waived. 

 

The following ranges of values with their descriptive interpretation were used:  

Statistical Range             Descriptive Interpretation                       

4.21-5.00                         Strongly Agree/Very High (SA/VH)                                        

3.41-4.20                         Agree/High (A/H)                                                             

2.61-3.40  Somewhat Agree/Moderate (SWA/M)                                     

1.81-2.60                        Disagree/Low (D/L)                                          

1.00-1.80                        Strongly Disagree/Very Low (SD/VL) 

Data presentation and analysis  

The study aimed to examine the influence of intrinsic work motivation on the employees’ grit and innovative 

work behavior. It specifically seeks to answer the following questions:  

 

Problem 1: What is the level of intrinsic work motivation of the employees? 

 

Table 1: Level of intrinsic work motivation of the employees 

Indicators Mean DR 

I work…………….   

1. I derive much pleasure from learning new things in my job. 3.99 A/H 

2. For the satisfaction I experience from taking on interesting challenges. 3.93 A/H 

3. For the satisfaction I experience when I am successful at doing a 

difficult task. 
4.09 

A/H 

Composite Mean 4.00 A/H 

Source: Deci and Ryan (2000), SPSS IBM  

Legend: 

4.21-5.00                         Strongly Agree/Very High (SA/VH)                                        

3.41-4.20                         Agree/High (A/H)                                                             

2.61-3.40       Somewhat Agree/Moderate (SWA/M)                                     

1.81-2.60                        Disagree/Low (D/L)                                          

1.00-1.80                        Strongly Disagree/Very Low (SD/VL) 

 

The intrinsic work motivation of the employees (teaching staff and administrative staff) obtained a composite 

mean rating of 4.00, which indicates a high degree/level of intrinsic work motivation. The employees agree that 

they work because they derive much pleasure from learning new things in their job (3.99), find satisfaction in 

taking up new challenges (3.93), and when they accomplish complex tasks (4.09). High intrinsic work motivation 

is driven by autonomy, mastery, and purpose. The management must foster such a work motivation by giving 

employees more control over their work, providing opportunities for skill development and challenge, and 

connecting tasks to a larger purpose of the institution (Kinley & Ben-Hur, 2019; Mlynek et al., 2025).   

 

Problem 2: What is the extrinsic work motivation of employees in terms of: 

a. External regulation 

b. Introjected regulation 

c. Identified regulation 

d. Integrated regulation 
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Table 2: Extrinsic work motivation of the employees in terms of external regulation 

Indicators Mean DR 

I work……………..   

1.  For the income, it provides me. 3.74 A/H 

2.  Because it allows me to earn money. 3.76 A/H 

3.  Because my work provides me with security 3.65 A/H 

Composite Mean 3.72 A/H 

Source: Deci and Ryan (2000), SPSS IBM  

 

The extrinsic work motivation of employees in terms of external regulation gained a composite mean rating of 3.72, 

which is considered high. It means that the work motivation of employees is highly driven by external regulation. 

The employees agreed that they work for income that can provide them with their needs. Such a rating suggests 

that employees' work is driven by external factors such as rewards, punishment, money, and social pressure rather 

than personal interest (Ryan & Deci, 2000; Ryan & Deci, 2022).      

 

Table 3: Extrinsic work motivation of the employees in terms of introjected regulation 

Indicators Mean DR 

I work……………..   

1.  Because I want to succeed at this job, if not, I would be very ashamed of myself. 3.78 A/H 

2.  Because I want to be very good at this work, otherwise, I would be very disappointed 3.87 A/H 

3. Because I want to be a winner in life  3.81 A/H 

Composite Mean 3.82 A 

Source: Deci & Ryan (2000), SPSS IBM 

 

Indicated by the data in the table, the extrinsic work motivation of employees in terms of introjected regulation 

obtained a composite mean rating of 3.82, which means high. It suggests that extrinsic work motivation, 

specifically introjected regulation of employees, is not very high and it is not also very low, low, or moderate, but 

it is high. The employees agree that they want to succeed in their job to avoid shame and disappointment, and 

want to be a winner. The finding implies that the work motivation of employees is driven by internal pressure, 

such as avoiding guilt or anxiety and seeking ego-enhancement and pride (Ryan & Deci, 2000; Urhahne & Wijnia, 

2023).     

 

Table 4: Extrinsic work motivation of the employees in terms of identified regulation 

Indicators Mean DR 

I work……………..   

1. Because I want to attain a particular lifestyle 3.71 A/H 

2. Because I want to attain my career goals, because I want to be very good at 

this work, otherwise, I would be very disappointed 
4.01 

A/H 

3. Because it is the type of work I have chosen to attain certain important 

objectives 
3.86 

A/H 

Composite Mean 3.86 A/H 
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Source: Deci and Ryan (2000), SPSS IBM 

 

         It appears in the table that the extrinsic work motivation in terms of identified regulation received a mean rating 

of 3.86, which suggests that employees' work motivation in terms of identified regulation is not very high, nor is 

it very low, low, or moderate, but it is high. The employees highly agree that they work to be able to enjoy a 

certain lifestyle and to attain certain career goals or objectives. Identified regulation suggests that employees are 

working driven by individual values and the outcome of a task, making the behavior internally governed and 

endorsed, but not necessarily enjoyable. However, compared to external and introjected regulation, identified 

regulation is a more autonomous type of extrinsic motivation, which differs from intrinsic motivation because it 

is based on the perceived value and outcome of the task, not on the inherent enjoyment or interest in the task or 

activity itself. Someone is working hard because he or she knows it is important for his/her career and to achieve 

his/her goals (Ryan & Deci, 2020; Legault, 2016; Trautner et al., 2025).        

 

Table 5: Extrinsic work motivation of the employees in terms of integrated regulation 

Indicators Mean DR 

I work……………..   

1. Because it is a fundamental part of who I am. 3.85 A/H 

2. Because it is part of how I have chosen to live my life. 3.85 A/H 

3. Because this job is part of my life 3.77 A/H 

Composite Mean 3.82 A/H 

Source: Deci and Ryan (2000), SPSS IBM.   

 

The data manifest that the employees' extrinsic work motivation in terms of integrated regulation obtained a 

composite mean rating of 3.82, which implies that the extrinsic work motivation of employees in terms of 

integrated regulation is not very high. It is very low, low, or moderate, but it is high. The employees agree that 

they work because they believe that it is a fundamental part of being a human person and part of their lives, and 

it is the work they choose to live their lives. Integrated regulation is the most autonomous form of extrinsic 

motivation. The employees are working driven, not by the enjoyment of the work but because of the values and 

beliefs that are fully assimilated into their sense of self and identity. The work is seen as part of who they are, and 

the work is aligned to their core values (Ryan & Deci, 2000; Legault, 2016; Morris et al., 2022).  

 

Table 6:  Summary of extrinsic work motivation 

Indicators Mean DR 

External regulation 3.72 A/H 

Introjected regulation 3.82 A/H 

Identified regulation 3.86 A/H 

Integrated regulation 3.82 A/H 

Overall Mean 3.81 A/H 

 Source: Deci and Ryan (2000), SPSS, IBM 

 

As shown in the summary table, the employees’ extrinsic work motivation obtained an overall mean rating of 

3.81, which is interpreted as high. All four dimensions of extrinsic motivation were also rated at the same high 

level: external regulation (3.72), introjected regulation (3.82), identified regulation (3.86), and integrated 

regulation (3.82). 
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A high level of extrinsic work motivation suggests that employees are primarily driven by external rewards or by 

the desire to avoid negative outcomes, rather than by internal satisfaction. In other words, their motivation is 

influenced by factors such as salary, bonuses, praise, promotions, or the fear of punishment (Ryan & Deci, 2000; 

Urhahne et al., 2023).    

 

Problem 3: What is the level of employees’ grit in terms of: 

a. consistency of efforts 

b. persistence of effort 

 

Table 7: Level of employees’ grit in terms of consistency of efforts/interest 

Indicators Mean DR 

1. I often set a goal and pursue it  3.68 A/H 

2. New Ideas and Projects do not distract me from previous ones.  3.68 A/H 

3. I have been obsessed with a particular idea or project and have pursued it despite 

changes   
3.59 

A/H 

4. I maintain my focus on projects that take more than a few months to complete.  3.64 A/H 

Composite Mean 3.65 A/H 

Source: Duckworth, et al (2007), SPSS IBM 

 

The employees’ grit in terms of consistency of effort obtained a mean rating of 3.65, which is interpreted as high. 

This indicates that the employees demonstrate a generally strong level of perseverance—neither extremely high 

nor low, but consistently high. When considered individually, the results suggest that employees tend to set goals 

and pursue them despite challenges or distractions. 

 

Grit refers to the sustained and focused application of effort over time, particularly when facing uncertainty or 

adversity. Employees who exhibit grit continue to work hard, persist through setbacks, and remain committed to 

their long-term goals (Duckworth et al., 2007; Duckworth & Quinn, 2009; Datu, 2021).   

 

Table 8: Level of employees’ grit in terms of persistence of efforts 

Indicators Mean DR 

1.  I finish whatever I begin. 4.26 SA/VH 

2.  Setbacks do not discourage me. 4.00 A/H 

3.  I am a hard worker. 4.18 A/H 

4.  I am diligent.  4.22 SA/VH 

Composite Mean 4.17 A/H 

Source: Duckworth, et al (2007), SPSS IBM 

 

Based on the data in the table, the employees’ grit in terms of persistence of effort received a composite mean of 

4.17, which is interpreted as high. This means that the employees generally show strong determination to keep 

going, even if things get difficult. Their level of persistence is not extremely high, but it’s consistently high enough 

to show that they do not easily give up. 

 

Looking at the details, most employees agreed that they finish what they start, even when they face setbacks. They 

also see themselves as diligent and hardworking, especially when it comes to achieving their goals. 
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Persistence of effort simply means continuing to work hard and stay dedicated to one’s long-term goals, even 

when faced with challenges or disappointments. It shows a person’s ability to stay focused and committed until 

the goal is accomplished (Duckworth et al., 2007; Eskreis-Winkler et al., 2016). 

  

Table 9:  Summary of employees’ grit 

Indicators Mean DR 

1 Consistency of efforts 3.65 A/H 

2 Persistence of efforts 4.17 A/H 

Overall Mean 3.91 A/H 

                  

 Overall, the data show that the employees’ grit obtained an overall mean rating of 3.91, which is interpreted as 

high. This means that, in general, employees demonstrate a strong level of determination and perseverance in their 

work. Both dimensions of grit—consistency of effort and persistence of effort—were also rated high, showing 

that employees tend to stay focused on their goals and keep working hard even when challenges arise. 

 

Grit refers to a person’s tendency to persist and maintain effort toward long-term goals, despite difficulties or 

setbacks. It combines both passion and perseverance, qualities that often lead to better job performance and help 

employees contribute meaningfully to the organization’s overall mission and vision (Kristinsson et al., 2023; Nisar 

et al., 2020).  

 

Problem 4: What is the level of innovative work behavior of employees in terms of:  

a. Opportunity for exploration 

b. Idea generation 

c. Championing 

d. Application of a new idea 

 

Table 10: Level of   innovative work behavior of employees in terms of opportunity exploration 

Indicators Mean DR 

1.  I pay attention to issues that are not part of my daily work.  3.68 A/H 

2.  How can things be improved? 4.10 A/H 

Composite Mean 3.89 A/H 

Source: de Jong and Den Hartog (2008), SPSS IBM 

 

Reading the data in the table, it demonstrates that the level of innovative work behavior of employees in terms of 

opportunity exploration received a composite mean rating of 3.89, which is high. Such a rating indicates that 

employees' innovative work behavior in terms of opportunity exploration is not very high, nor is it very low, low, 

or moderate, but it is high. The employees agreed that they pay attention to issues that are not part of their daily 

work and how they can be improved. IWB (Innovative work behavior) in terms of opportunity exploration 

involves proactively looking for new possibilities by paying attention to issues outside of daily tasks, questioning 

how things can be improved, and exploring problems to find innovative solutions (Parnitvitidkun, et al., 2024; 

Srirahayu, et al, 2023; Chaiyapruksayanonde & Ponchaitiwat, 2025).  

 

Table 11: Level of innovative work behavior of employees in terms of idea generation 

Indicators Mean DR 

1. I search out new working methods, techniques, or instruments  4.18 A/H 
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2. I generate original solutions for problems. 4.11 A/H 

3. I find new approaches to executing tasks. 4.16 A/H 

Composite Mean 4.15 A/H 

Source: de Jong and Den Hartog (2008), SPSS IBM 

 

Employees’ innovative work behavior in terms of idea generation achieved a composite mean rating of 4.15, 

which is interpreted as high. This means that employees actively demonstrate creativity in their work, showing a 

strong tendency to think of new ways to solve problems and accomplish tasks. Their level of idea generation is 

consistently high—not exceptionally high, but clearly above average. 

 

Most employees agreed that they constantly look for new methods or techniques that can help improve their work 

and address challenges effectively. Idea generation serves as the first stage of the innovation process, where 

individuals or teams deliberately develop new concepts, products, or approaches to solve problems. It involves 

exploring possibilities, brainstorming, and conceptualizing ideas freely without immediate judgment or criticism 

(Srirahayu et al., 2023; Xu & Suntrayuth, 2022).   

 

Table 12: Level of innovative work behavior of employees in terms of championing 

Indicators Mean  DR 

1.  I make important organizational members enthusiastic about innovative 

ideas 
4.05 

 

A 

2.  I attempt to convince people to support an innovative idea 4.06  A 

Composite Mean 4.05  A 

Source: de Jong and Den Hartog (2008), SPSS IBM 

 

Employees’ innovative work behavior in terms of championing obtained a composite mean rating of 4.05, which 

is interpreted as high. This indicates that employees consistently show strong initiative in promoting and 

supporting new ideas within their organization. Their level of championing is not extremely high but remains 

firmly within the high range, showing that they are proactive in pushing for innovation. 

 

Most employees agreed that they encourage others to become enthusiastic about new ideas and convince key 

organizational members to support these innovations. Championing refers to the process of actively advocating 

for and supporting new ideas to ensure their successful development and implementation. It involves gaining 

support, building confidence in the proposed ideas, and acting as a driving force to bring these innovations to life 

(Effendy & Sukmarani, 2021; Jonsson & Kahler, 2022). 

 

Table 13: Level of innovative work behavior of employees in terms of application of new ideas 

Indicators Mean DR 

1.  I systematically introduce innovative ideas into work practices 4.07 A 

2.  I contribute to the implementation of new ideas 4.04 A 

3.  I put the effort into the development of new things 4.10 A 

Composite Mean 4.07 A 

Source: de Jong and Den Hartog (2008), SPSS IBM 

 

Based on the data in the table, the level of innovative work behavior of employees in terms of the application of 

new ideas obtained a composite mean rating of 4.07, which is high. All indicators are also rated within the same 

level of mean rating, which is high. The employees agreed that they systematically introduce new ideas into work 
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practices and put effort into the implementation of new ideas. Innovative work behavior in terms of applying new 

ideas involves the entire process from generating new concepts to implementing them within the organization to 

solve problems or improve work methods. It involves discovering new possibilities, championing new ideas, and 

incorporating them into daily work (Srirahayu et al., 2023; Xu & Suntrayuth, 2022).  

 

Table 14: Summary of innovative work behavior 

Indicators Mean DR 

Opportunity for exploration 3.89 A/H 

Idea generation 4.15 A/H 

Championing 4.05 A/H 

Application of a new idea 4.07 A/H 

Overall Mean 4.04 A/H 

 Source: de Jong and Den Hartog (2008), SPSS IBM 

 

 The summary table shows that the employees’ overall innovative work behavior obtained a mean rating of 4.04, 

which is interpreted as high. This means that, in general, employees demonstrate a strong tendency to think 

creatively and apply innovative approaches in their work. All four dimensions of innovative work behavior were 

also rated high, indicating that employees consistently engage in generating, promoting, and implementing new 

ideas within the organization. 

 

Innovative work behavior refers to an employee’s ability to introduce and apply new and useful ideas, products, 

or services to enhance organizational performance and achieve its goals. It reflects not only creativity but also the 

willingness to turn ideas into practical improvements that benefit the organization (Isaksen et al., 1999; Amabile, 

1988; Kleysen & Street, 2001; Xu & Suntrayuth, 2022).   

 

Problem 5: Is there a relationship between intrinsic motivation and employees’ grit?   

 

Table 15: Relationship between work motivation and employees’ grit 

 
Pearson's      r Interpretation 

p-value/ 

Significance 

Decision 

 

Intrinsic 

work 

motivation 

 Consistency of 

efforts 0.091 

+Very weak 

Relationship 0.251 

Not 

Significant 

Persistence of efforts 0.056 

+Very weak 

Relationship 0.480 

Not 

Significant 

Employee's grit as a 

whole 
0.108 

+Very Weak 

Relationship 0.17 

Not 

Significant 

Extrinsic 

work 

motivation 

 Consistency of 

efforts -0.013 

-Very weak 

Relationship 0.868 

Not 

Significant 

Persistence of efforts 0.026 

+Very weak 

Relationship 0.741 

Not 

Significant 

Employee's grit as a 

whole 
0.013 

+Very Weak 

Relationship 0.872 

Not 

Significant 

Note. * p < .05, ** p < .01, *** p < .001 

Source: SPSS IBM 
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The correlation results show that all p-values are greater than 0.05, indicating that the correlations are not 

statistically significant. This means that both intrinsic and extrinsic motivation do not have a significant influence 

on employees’ grit, whether in terms of consistency of effort, persistence of effort, or overall grit. 

 

Although the relationships are positive in direction, their strength is too weak to suggest a meaningful association. 

Therefore, the findings fail to reject the null hypothesis, implying that there is no significant relationship between 

work motivation and employees’ grit. 

 

Problem 6: Is there a relationship between work motivation and employees’ innovative work behavior?  

 

Table 16:  Relationship between work motivation and employees’ innovative work behavior 

Innovative work 

behavior 
Pearson's r Interpretation 

p-value/ 

Significance 
Decision 

Intrinsic Work 

motivation             
0.063 

Very Weak Relationship 0.425 

Not 

significant 

Extrinsic Work 

motivation  
0.024 

Very Weak Relationship 0.763 

Not 

significant 

Note. * p < .05, ** p < .01, *** p < .001 

Source: SPSS IBM 

 

The correlation analysis indicates that intrinsic and extrinsic work motivation show only a very weak relationship 

with innovative work behavior. The computed Pearson’s r values of 0.063 and 0.024 suggest that while higher 

levels of motivation may slightly correspond with more innovative behaviors, the relationship is extremely weak 

and not statistically significant, as the p-values are greater than 0.05. 

Discussion 

The results of the study show that employees generally have high levels of work motivation, and their grit and 

innovative work behavior are also rated as high. However, the results of the Pearson r correlation analysis reveal 

that these high levels of grit and innovative work behavior are not significantly influenced by intrinsic or extrinsic 

motivation. In other words, even though employees are motivated, their motivation alone does not necessarily 

predict their grit or innovative behavior. 

 

In the context of this study—an educational setting—this finding suggests that motivation alone may not be the 

driving force behind grit. Instead, grit may be shaped by other factors such as personality traits, personal goals, 

or external influences. Previous research supports this idea, showing that personal strengths and goal orientation 

can strongly influence grit (Duckworth et al., 2007; Chen et al., 2018; Jin & Kim, 2017; Alhadabi & Karpinski, 

2020). This means that work motivation is not enough on its own to enhance grit. Other elements such as 

resilience, passion, and a sense of purpose may play a greater role in sustaining perseverance. 

 

While work motivation remains important, grit should be viewed as a hierarchical construct—one that integrates 

passion and perseverance, but is also grounded in deeper psychological factors like resilience, self-belief, self-

efficacy, and purpose (Jordan et al., 2019; Datu, 2021; Wang et al., 2017; Hochanadel & Finamore, 2015). These 

findings highlight the need for further research to explore other possible variables that could explain what drives 

employees’ grit beyond motivation alone. 
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A similar pattern is seen in the negative correlation between work motivation and innovative work behavior. This 

suggests that work motivation may not directly drive innovation, and that other factors—such as autonomy, self-

efficacy, creativity, leadership, or organizational culture—may play a more significant role. Employees’ ability 

to innovate might depend more on empowerment, supportive environments, available resources, and confidence 

in their creative abilities, rather than on motivation alone. 

 

Existing research supports this idea, showing that motivation may enhance innovation indirectly by increasing 

creative self-efficacy (Wahyuningsih & Hafid, 2025; Saif et al., 2024). However, motivation by itself is not a 

sufficient condition for innovative behavior; both individual and environmental factors interact to influence 

innovation at work. Thus, organizations should not only focus on motivating employees but also on creating a 

supportive culture for innovation—one that provides resources, encourages experimentation, and accepts mistakes 

or failures as part of the learning process (Yuan et al., 2022; Younas et al., 2021; Wang et al., 2020). 

 

Overall, the results point to the importance of contextual and organizational factors—such as leadership style, 

culture, and work environment—in shaping both grit and innovative work behavior. These findings call for a more 

nuanced understanding of what truly drives employees to persist and innovate in the workplace. 

Conclusion 

The study aimed to examine the effect of work motivation on employees’ grit and innovative work behavior. 

Results showed that employees exhibited high levels of both intrinsic and extrinsic motivation, as well as high 

levels of grit and innovative work behavior. However, the correlation analysis revealed that neither intrinsic nor 

extrinsic motivation significantly predicted employees’ grit or innovative work behavior. This means that, within 

the educational setting, work motivation alone does not serve as a predictor of employees’ perseverance or their 

tendency to engage in innovative actions. Consequently, the hypothesis of the study is rejected. 

 

These findings suggest that other factors—such as leadership, organizational culture, and management support—

may play a more crucial role in enhancing grit and innovative work behavior among employees. Future research 

should explore these factors further to identify strategies that effectively strengthen perseverance and innovation 

in the workplace. 

 

The study also acknowledges its limitations, as it focused only on intrinsic and extrinsic work motivation and was 

limited to the employees of the Divine Word College of Laoag. Therefore, the results cannot be considered 

conclusive. Future studies with broader scope, larger samples, and additional variables are recommended to 

provide a more comprehensive understanding of what truly drives employees’ grit and innovative work behavior. 
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