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[bookmark: _Toc232027893]Abstract
This study examines the effects of intrinsic motivation (IM), extrinsic motivation (EM), and organizational success (OS) while considering employee satisfaction (ES) as a mediator in the context of Saudi Arabian organizations. The business world is competitive and going through changes. Today, for sustainable success, employee motivation for improving organizational outcomes is extremely important. The present research used a quantitative research design, and the data were gathered from 276 employees of organizations in Saudi Arabia in various departments and with various positions at work. A structured questionnaire was used to measure the study with a Likert scale. Data were analysed with SPSS, which included reliability (Cronbach's alpha), descriptive statistics, correlation analysis, and multiple regression and mediation analysis using Hayes's PROCESS Macro (Model 4; 5000 bootstrap samples). The results confirmed to have significant positive effects on OS for both IM and EM positivity. This results in a higher direct effect of extrinsic motivation than of intrinsic motivation. In addition, both IM and EM were also found to be significantly mediated by ES, partial mediation in both. These outcomes are consistent with the fact that employee motivation has a significant positive influence on the success of an organization and indirectly through high employee satisfaction. The novelty of this study is due to the unique combination of the three approaches, IM, EM and ES, and the original concept of them being integrated within a unified mediation framework in the context of the Saudi Arabian Organizations in the field of organizational mediation, which is under-researched. The study builds on existing research, as it brings employee satisfaction as one of the psychological factors as a link between motivation and organizational results. The practical results provide useful information for managers to create effective motivational programs to increase employee satisfaction and the performance of an organization in line with (Saudi Vision 2030).
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[bookmark: _Toc232027895]Introduction
1.1. [bookmark: _Toc232027896]Background
In the current competitive and dynamic business world, organizations have realized the essence of human resource as an asset of sustaining competitiveness (Agustian et al., 2023). Although financial resources, technology and infrastructure are all necessary parts of organizational operation, it is always the work force that eventually dictates the effectiveness as to how the resources are being employed (Purnamasari et al., 2025). This has made organizations around the world, including Saudi Arabia to lay more emphasis on the behavior of employees, their motivation as well as the level of satisfaction they have so as to gain a long-term organizational success. The concept of employee motivation has been a key subject in the field of management and organizational behavior literature. It can be defined as the internal and external factors that induce individuals to engage in actions that can culminate personal and organizational objectives (Wijaya et al., 2023). The employees who will be motivated will be more likely to express their high level of commitment, productivity, and interest in their work. They are also more likely to do something extra than what is stated in their job roles, and this helps in creating a sense of innovation, problem solving and generally organizational performance. 
Conversely, demotivation may lead to decreased performance, poor attendance, employee desertion among other things, which ultimately may have adverse effects on the organization. As such motivational strategies are the tools and practices that organizations use to motivate and maintain employee motivation. This can be divided into two general strategies, which include intrinsic and extrinsic strategies. Internal factors like personal growth, job satisfaction, recognition and sense of achievement, are some of the intrinsic motivational drives (Abdullah et al., 2023; Aljumah, 2023). Instead, extrinsic motivation depends on the external rewards: salary, bonuses, promotion and other material rewards (Nosike & Nosike, 2022). Successful organizations have learned the need of both intrinsic and extrinsic motivation strategies in order to have a conducive and interesting workplace. Motivation is closely associated with employee satisfaction, which is important in the performance of a particular organization. It describes how satisfied and job-fulfilled employees are to their job descriptions, working conditions, and corporate culture. 
Employees who are highly satisfied show positive results in terms of productivity, high quality of work, improved customer service, and commitment to the organization (Agustina et al., 2024). Employee satisfaction increases employee loyalty towards their organizations, and it saves revenue gained through recruitment and training due to high turnover rates. The satisfaction and motive of the employees in the context of the organizational success determine the overall performance of the organization. Organizational success can be quantified in a number of ways such as financial performance, competitiveness in the market, operational efficiency, and meeting strategic goals (Gutterman, 2023). Motivated and satisfied employees deliver a lot to these outcomes through improved individual and team performance, thereby scaffolding collaboration, and developing a positive culture of an organization. 
Hence, organizations investing in competent motivating strategies are more apt to attain end-lasting success in the long run. Employee motivation and satisfaction have become a growing concern in Saudi Arabia, especially with regard to the ongoing economic transformation experienced in the nation as part of the Vision 2030. This national project will help to diversify the economy, lessen reliance on oil revenues, and to create a range of other areas, such as healthcare, education, tourism, and technology (Selim & Alshareef, 2025). With organizations in Saudi Arabia working to adjust to these changes, demand has never been greater than ever on a motivated and satisfied workforce. The Saudi Arabian work environment is a unique cultural, social, and economic setting which affects employee satisfaction and motivation (Rasool et al., 2025). Collectivism, respect to the authority and strong social relationships as culture values are a powerful determinant of the workplace dynamics. Also, the growing involvement of women in the labor force, the expansion of the private sector and arrival of expatriate laborers bring new aspects to the practice in the organization (Yorozu, 2024). All these points indicate the necessity of customized motivational techniques that are in tandem with the context of Saudi institutions. Moreover, the swift use of technology and digital transformation in Saudi Arabia also influenced employee expectations as well as work practices (Almatrodi & Skoumpopoulou, 2023). Workplace flexibility, skill development, and work environment are the new demands of employees, aiming to create a work-life balance. 
Companies who do not tackle these changing demands can find it hard to retain talents and to have high employee satisfaction levels. Although more and more organizations have realized the significance of motivation and satisfaction, there are numerous challenges that have been encountered by many organizations in adopting effective motivational strategies (Oliveira et al., 2023). Others are extremely depending on economic rewards whilst overlooking on the internal benefits like the recognition, enhancing the career outlook and empowerment of the employees. The others might not have an idea about the needs and preferences of the employees; therefore, motivational practices may not be effective or the right way. Such issues highlight the importance of a multifaceted approach that incorporates different motivational factors in order to deal with both personal and organizational requirements. In addition, empirical studies to analyse motivational strategy-employee satisfaction and organizational success in Saudi Arabian context are required (Alkandi, 2025). Although the current research has investigated these variables in other contexts, there has not been much research comparing the variables in Saudi organizations especially through quantitative methodology where variables to be measured are easy. 
Knowing these relationships can also offer great information to managers and policymakers, who can develop and apply more effective approaches to improve the workforce performance and organizational performance (Park, 2025). To sum up, motivational techniques can be used successfully to influence the satisfaction of employees and the success of an organization. Amid the dynamic economic environment in Saudi Arabia, organizations should focus more on execution and establishment of motivation practices that resonate with the need amongst employees and organizational objectives. Through the creation of a motivated and satisfied workforce, organizations will be able to increase productivity, enhance performance and achieve sustainable success in an ever-competitive world.
1.2. [bookmark: _Toc232027897]Research Problem
Although the notion of employee motivation as a choice in improving the organizational output has gained momentum, companies still struggle to effectively design and execute motivation strategies (Zolak Poljašević et al., 2025). Although motivational styles like monetary rewards, training and development and recognition systems are very common, their efficacy in enhancing employee satisfaction and organizational performance is somewhat unpredictable, especially in other cultural and organizational settings (Francies et al., 2025; Imran et al., 2025; Irwan et al., 2025). This discrepancy underscores a very important lack of knowledge on the role of the motivational strategies on employee attitudes and organizational performance particularly in emerging economies like Saudi Arabia.
The unique socio-cultural and economic environment complicates the matter in Saudi Arabian organizations. The behaviour of employees towards the motivational strategies can be affected by traditional management practices, hierarchical organizational structure, cultural values like high power distance and collectivism (Ergün et al., 2026; Li & Rasiah, 2025). Most organizations have the habit of heavily relying on extrinsic motivators like salaries and bonuses and fail to consider other intrinsic motivators like recognition, empowerment and a chance to learn and develop personally (Alkandi, 2025; Ozcan Turkkan et al., 2025). This unequal position can restrict the efficacy of motivation approaches to capture the satisfaction of employees. Moreover, as the economic landscape is changing very fast under the influence of Vision 2030, Saudi organizations are changing their structure and operation in a vast manner. Such changes have heightened the calls to demand a more productive, skilled and engaged workforce. 
Nevertheless, in a changing world, inspirational practices of many organizations fail to match the changing expectations of employees as they currently need not just financial gain but interesting work, professional development, and discerning organizational culture (Lan et al., 2025; Li et al., 2025). Consequently, low job satisfaction, a lack of engagement, and excessive turnover rates remain common in certain industries (Andriani et al., 2023). The other pressing concern is that there is no empirical data that elucidatory describes the linkage between employee satisfaction, motivational strategies, and organizational success in the Saudi context. Even though the above variables have been studied previously on their own, few researches have been conducted to identify how they interact in an integrated system. Such a disconnect has made organizations struggle to determine the best motivational strategies to use in enhancing the level of employee satisfaction, as well as organizational performance (Obeng-Tuaah, 2025). Thus, the main research issue is the lack of knowledge regarding the impact of effective motivational strategies on the employee satisfaction and, consequently, organization success in Saudi Arabian organizations. A solution to this concern is imperative in coming up with viable and context-driven strategies, which will simultaneously boost employee well-being and performance within the organization.
1.3. [bookmark: _Toc232027898]Research Aim
This research will focus on investigating how motivational strategies can improve the success of organizations in the Saudi Arabian corporate world. The paper dwells upon intrinsic and extrinsic motivation and its effect on the outcomes of the organization.
[bookmark: _Toc232027899]1.4. Research Objectives
The specific objectives are:
1. To assess the impact of intrinsic motivation on organizational success in Saudi Arabian organizations.
2. To assess the impact of extrinsic motivation on organizational success in Saudi Arabian organizations.
3. To examine the mediating role of employee satisfaction between intrinsic and extrinsic motivation and organizational success in Saudi Arabian organizations.
[bookmark: _Toc232027900]1.5. Research Questions
Based on the study objectives, the key research questions are:
1. What is the impact of intrinsic motivation on organizational success in Saudi Arabian organizations?
2. What is the impact of extrinsic motivation on organizational success in Saudi Arabian organizations?
3. Does employee satisfaction mediate the relationship between intrinsic motivation and organizational success in Saudi Arabian organizations?
4. Does employee satisfaction mediate the relationship between extrinsic motivation and organizational success in Saudi Arabian organizations?
[bookmark: _Toc232027901]1.6. Research Significance
The study is very important both in theory and practice especially in the area of management and organizational psychology. The research focuses on the role of effective motivation strategies in employee satisfaction and organizational success by analyzing the differences that motivation strategies make in the success of Saudi Arabian based organizations in a rapidly changing economic context in terms of human resource practices. Theoretically speaking, this research will contribute to the literature already available because it combines three valuable constructs, including, motivational strategies, employee satisfaction, and organizational success. Although there are other studies that have tended to study these variables individually, this study offers a more focused framework where the relationship involving these variables is studied. It emphasizes the role of the motivation techniques as a driving force that shapes employee satisfaction, which, further, leads to organizational success. This will bring some gaps in the literature and provide a more holistic view of the dynamics of an organization. The study further adds to the meagre research in the framework of Saudi Arabia. A lot of the literature on motivation and employee satisfaction is anchored on the Western nations, something that may not even reflect the culture or organization of the nations in the Middle East. Cultural values, workplace practices, and management practices are unique to Saudi Arabia, which has the potential to affect the behaviour and motivation of employees. The study fits in the narrower context by offering insights that can be better expected to apply to local management contexts as it concentrates on the specific context, and thus offers further generalizability and relevance of management theories to non-Western contexts. In practical sense, the results of this study are very useful to the managers, policymakers, and organizational heads in Saudi Arabia. Knowledge about the best motivational strategies that increase employee satisfaction can enable organizations to develop improved human resources policies and practices. To illustrate, the organizations are able to determine the right equilibrium between the intrinsic and extrinsic motivational variables, whereby, employees do not only get financial incentives but also feel appreciated, nourish and grow professionally, as well as enjoying work environment. This may result in higher morale of the employees, higher productivity, and commitment to the organization. The study is also important in helping organisations to attain sustainable success. In the present competitive business world, organisations should not only be concerned about short-term business performance targets, but long-term sustainability. High input, satisfied workforce is key to the continuity of performance, innovation and changeability. This research, by illustrating the relationship between motivational programs and organizational achievement offers useful directions on how organizations can invest in people based practices that come with long-term gains. Moreover, the study is especially applicable to the situation in Saudi Arabia within the framework of its Vision 2030 project, which focuses on the diversification of the economy, expansion of human resources and their greater involvement in the economic process, as well as the increase in the level of participation of the sector. With organizations working towards achieving these national objectives, the management practices will be more crucial. The insights gained in this study could be used by organizations to balance their motivation strategies with overall Vision 2030 goals, including increasing employee productivity, promoting innovation, and organizational efficiency. The other critical point of this paper is that this study could lead to amelioration of the well-being of the employees. Employee satisfaction is associated with organizational performance as well as the well-being and the quality of life of the workforce. The study contributes to the creation of healthier and more positive workplaces since it determines what factors can contribute to higher levels of satisfaction. 
This has the possibility of lowering stress, burnout and turnover which results in a more stable and committed workforce. The study also has potential usefulness in future research. It is a stepping stone to more research as it comes up with important variables and relationships that can be examined in other areas or industries. Further researchers may utilize this research by adding more variables into their models including leadership styles, organizational culture or employee engagement to make more comprehensive models. In addition, the quantitative method and measurement scales that are easily accessible increases reliability and replicability of the study.
To sum up, the study is important because it aids in theory and practice by offering a whole picture relation of motivational strategies, employee satisfaction and the success of an organization in Saudi Arabian organizations. It can be of great use in enhancing management practices, national development goals, improving employee welfare, and informing the future research. Through the abilities of contributing to knowledge and practice in the area of management, the study contributes to the importance of studying a field that has a topical and timely issue.


[bookmark: _Toc232027902]Chapter 2
[bookmark: _Toc232027903]Literature Review
[bookmark: _Toc232027904]2.1. Introduction
This chapter is the overall review of available literature on the key variables of the study which are intrinsic motivation, extrinsic motivation, employee satisfaction and organizational success. This chapter is meant to gain a solid theoretical and empirical base underpinning the role of motivational strategies in the elevation of employee satisfaction and ultimately success of organizational objectives in the context of Saudi Arabian organizations. Motivation is a concept that has received extensive coverage in both management and organisational behavior literature as it is critical in influencing performance, attitudes, and behaviour of employees. Both intrinsic and extrinsic types of motivation can be discussed as the key factors in the impact concerned with the perception employees have of the job they do and the level of their satisfaction. Intrinsic motivation is an internal force which causes individuals to work in order to achieve personal fulfilment, interest or enjoyment, and extrinsic motivation is an external factor which forces someone to work in order to get a certain reward like a salary, bonus and promotion. It is important to learn about the equilibrium and interrelation between the two forms of motivation in order to attract improved employee performance within organizations. Another important construct that this book explores in this chapter is employee satisfaction, which is the general attitude of the employees towards their workplace and the job they have. Higher satisfaction levels have been known to be related to better performance, lesser turnover as well as greater organizational commitment. Organizational success, in its turn, is the realization of strategic objectives and the general performance; it highly depends on the outcomes and efficiency of the workforce. The connections of these variables are also discussed in this chapter with some special emphasis on the role of intrinsic and extrinsic motivation in organizational success, whether directly or indirectly, through the satisfaction of the employees. Moreover, the conceptual framework is developed upon the review of relevant theories and empirical studies to cement the conceptual framework. Last but not least, the chapter detects lacuna in the available literature, which justifies the present study and its contribution to the field.
[bookmark: _Toc232027905]2.2. Theoretical Framework
The foundation of this study mainly includes the Self-Determination Theory (SDT) as it describes exhaustively on how motivation leads to the organizational performance as well as to the attitude of employees (Deci & Ryan, 2012). SDT, developed by Deci and Ryan, differentiates between intrinsic and extrinsic motivation and stresses on the importance of psychological needs covering human behaviour. According to the theory, people are inherently predisposed to growth and development but how far their potential is achieved is dependent upon whether or not the three fundamental psychological needs, namely autonomy, competence and relatedness, are met (Deci et al., 2017). These needs are viewed to be universal and necessary towards quality of motivation, health and performance. In relation to this research, intrinsic motivation can talk of working with the aim of personal satisfaction, interest or pleasure and extrinsic motivation can talk of working with the aim of gaining an external reward in the form of salary, bonuses or prestige. 
[image: ]
[bookmark: _Toc232026935]Figure 2-1: Self -Determination Theory
According to SDT employees are most likely to form intrinsic motivation in the environments that allow autonomy, improvement of competence of employees and meaningful relationships with employees (Ryan, 2009). This, consequently, causes an increase in employee satisfaction, as people feel appreciated, competent, and involved in their workplace setting. This means that committed and satisfied employees will be more inclined to make a positive contribution to organizational success by enhancing their performance, commitment and innovation. One of the main advantages of SDT is that it helps to understand motivation in terms of quality and not quantity (Ng et al., 2012). In contrast to the traditional theories where the major idea is that an individual is driven by outside rewards, SDT refers to the significance of inner motivation as the key to attaining sustainable results. This renders the theory especially applicable in organizations that pursue long-term success because the intrinsic motivation is related to the increased persistence, creativity, and psychological well-being. Furthermore, the SDT offers a considerable framework in the comprehension of how motivation strategies can be developed in such a way that they lead to employee satisfaction in conjunction with organizational performance. But, even with a good theoretical basis, SDT has its flaws. 
Another overriding criticism of the theory is that it heavily focuses on autonomy as a defining element of motivation. In cultural systems like Saudi Arabia where individualism takes a back seat to hierarchical relationships and collectivism, autonomy may not be a concept that should be valued as it is observed in the western world. In this case, employees tend to value social relations, employment security and organizational support even more than independence. This can potentially result in significant cultural factors missing in motivation and satisfaction to be properly applied in the direct application of SDT in this sense. 
Also, SDT is likely to represent intrinsic motivation as intrinsically better than extrinsic motivation, which, however, might not always be realistic in the organization. Another system that is important in the incentives to motivate employees in most workplaces, especially in the developing and transitional economies, is extrinsic rewards, which include financial rewards. Disregarding of the importance of such external factors can add to the limitation to the explanatory ability of the theory, particularly where factors of economic consideration are overbearing. Regardless of these restrictions, SDT will be an effective theoretical framework in this research since it will allow an informative and systematic insight into the role of motivational strategies on employee satisfaction and organizational performance (Ryan & Deci, 2020). Using SDT in the background of Saudi Arabian organizations, this work not only applies a well-developed theory but also takes a critical look at the question of relevance and applicability of this philosophy to a non-Western culture. This method will enable us to understand motivation and its effect on the functioning of organisations in a more subtle way.
[bookmark: _Toc232027906]2.3. Intrinsic Motivation
Intrinsic motivation is the internal motivation that makes people want to perform something because it has certain satisfaction, interest or enjoyment by itself and not because of extrinsic reward (Fishbach & Woolley, 2022). Within the organizational context, an intrinsically motivated worker works due to its meaning, difficulty or as per his or her values. This type of motivation has been largely linked to increased creativity, perseverance and job satisfaction hence it is a very vital aspect of employee performance and organizational success (Poupard et al., 2025).
Sustainability is an important strength of intrinsic motivation. This is because intrinsic motivation can result in long-term involvement as opposed to extrinsic rewards that might only be useful in bring about short-term changes in behaviours. Intrinsically-motivated employees would tend to be more initiative-driven, proactively solve problems, and even be willing to stick to their jobs without external incentives (Fishbach & Woolley, 2022). This renders intrinsic motivation especially useful in dynamic and knowledge intensive workplace set-ups where it becomes important to be innovative and flexible. Also, intrinsic motivation is a factor that leads to employee satisfaction. The stronger the organizational commitment becomes, the higher are the chances that of feeling that a sense of accomplishment, autonomy, and personal development when people have it in their work, which, in turn, leads to having positive emotional states. This, in its turn, is able to mitigate turnover intentions and enhance the performance of the whole organization (Lindenberg, 2001). Consequently, numerous organizations wish to create intrinsic motivation through offering meaningful work, skills development and appreciation of individual contributions. Nevertheless, intrinsic motivation does not have all benefits. A significant drawback is that it might not be as applicable or practical to all types of jobs and work environments (Hennessey et al., 2015). As an example, in regular or commonplace duties, workers might not be able to extract intrinsic fulfilment and thus subsidiary rewards become more required. Moreover, intrinsic motivation is very subjective and differs among different people hence it is difficult to managers to come with universal motivational strategies. 
The other weakness is associated with cultural background. Employees of collectivist society like Saudi Arabia might be more concerned with social relations, harmony in a group and job security rather than personal fulfillment and autonomy (Edward, 2003). This implies that motivation factors in western literature as conceived of under intrinsic motivation might not adequately explain motivation factors among employees in this kind of environment. Thus, the use of intrinsic factors exclusively can result in an incomplete comprehension of the behaviour of employees (Steg, 2016). Moreover, when the intrinsic motivation is overemphasized, the organizations are likely to undermine the significance of extrinsic rewards. Incentives in form of monetary rewards, promotion, and employment security have remained the most important in motivating workers especially in the economically emerging environments. Overlook of these aspects may diminish the functionality of an overarching motivational approach. Finally, intrinsic motivation is as essential as crucial in increasing employee satisfaction and performance but cannot be considered a solution by itself (Fishbach & Woolley, 2022). To effectively motivate employees and ensure success of an organization, a balanced approach should take into account intrinsic and extrinsic factors, cultural and contextual factors.
[bookmark: _Toc232027907]2.4. Extrinsic Motivation
Extrinsic motivation is the motivation to engage in work tasks in hopes of earning external rewards or to escape negative implications (Morris et al., 2022). These rewards can be in the form of salary, bonuses, promotions, job security, recognition as well as any other tangible benefits that the organization can offer. Unlike intrinsic motivation, which is a self-motivation, extrinsic motivation involves outside forces that shape behaviour and performance of the employees. Extrinsic motivation in an organizational setting has long been one of the most popular methods of handling and regulating the performance of employees (Ryan & Deci, 2000). Financial incentives that in most cases are given to employees to enhance productivity include pay rises, performance bonuses based on performance and benefits which are given when an organization is trying to make employees meet the targets. These extrinsic rewards are well-defined and quantifiable devices, which can be used to effectively coordinate the behaviour of the employees and the objectives of the organization. EDM is important in offering consistency, efficiency and adherence to organizational standards, which is important in most instances, more so in organized or routine work setups (Morris et al., 2022). 
Another benefit of extrinsic motivation is that it affects behaviour in the short-term. Workers tend to be more receptive to material compensation especially when material fees are directly associated with performance results (Legault, 2016; Sansone & Harackiewicz, 2000). This puts extrinsic motivation as effective, though temporary, strategy in boosting productivity and attaining certain organizational goals. It also gives one a sense of financial security and financial fixedness, which is particularly crucial in situations where economic factors or labour markets are unpredictable. Nonetheless, extrinsic motivation has a number of constraints that are essential factors that need to be taken into cognizance (Locke & Schattke, 2019). Among the primary worries is that it lingers only on a short-term basis. The motivation of the employees can be demotivated once the external reward is either removed or diminished causing decline in performance. Such reliance on the external motivators may also hamper long-term commitment and involvement. Workers can be narrowly-minded and not think of their work quality or its significance. The other weakness is the eventual decrease in intrinsic motivation. Excessive use of extrinsic rewards can lead to less internalization of interest in their jobs by the employees, a phenomenon commonly known as the crowding out effect (Hennessey et al., 2015). As soon as people start to see their work only in connection with extrinsic gratifications, their feelings of satisfaction and pleasure can be lowered. This may adversely affect creativity, innovation and job satisfaction. Extrinsic motivation can be considered extremely relevant in the framework of Saudi Arabian organizations because of cultural and economic considerations. Cash and security are likely to be regarded as significant drivers to workers (Kuvaas et al., 2017). The success of extrinsic motivation can however differ with the organizational culture, leadership style and what the individual employee expectations are. Social recognition and organizational status might be more important to employees in certain situations, compared to money. In spite of the limitations, extrinsic motivation still remains a critical part of organizational management. Used properly and in conjunction with intrinsic motivational techniques, it may play an important part in enhancing the output of the employees and organisational performance. Balanced approach also means that employees receive a reward based on their work but, they are also satisfied and interested in their work.
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[bookmark: _Toc232026936]Figure 2-2: Intrinsic and Extrinsic motivation factors
[bookmark: _Toc232027908]2.5. Employee Satisfaction
Employee satisfaction is a measure of satisfaction and good mood that employees feel about their job roles, workplace, payment, organisational policies as well as experience in the working environment (Gregory, 2011). It is a multidimensional construct which shows the perception and evaluation of historical employees in regards to different dimensions of their employer. When employee satisfaction is high, it is normally linked to positive attitudes, commitment and better performance as opposed to low satisfaction levels which are usually characterized by low levels of productivity, dissatisfaction, and increased turnover intentions (Voordt & Jensen, 2023). Employee satisfaction is regarded as a pivotal factor in both personal and organizational performance in the literature on organizational behaviour. Employees who are satisfied are able to show an increased sense of motivation, engagement, and loyalty towards their organization (Muhdar et al., 2022). They will be more inclined to extend their duties in the of the organization, which will enhance organizational effectiveness and success. In addition, employee satisfaction is tightly connected to lesser absenteeism and decreased turnover that helps organizations have fewer recruitment and training requirements and a stable workforce. 
Employee satisfaction is based on a number of factors such as pay, work conditions and environment, leadership, career progression, organizational culture as well as relationship among people at work (Memon et al., 2023). Competitive and fair compensation is essential in making the employees feel appreciated in their input. Likewise, employees are more comfortable and productive when working in a safe, supportive and well-structured working environment (Hamed et al., 2023). The leadership is also a key factor, since supportive and transformational leaders can greatly enhance the job experiences of employees with their guidance, recognition and encouragement. Employee satisfaction is also made through career and development opportunities and training programs. Employees may feel satisfied and dedicated when they feel that their organization is investing in their professional development. Moreover, a good organizational culture that fosters respect, trust and cooperation will help employees feel belonging and satisfied (Voordt & Jensen, 2023). Employee satisfaction, however, is not a fixed state of being; it is both a matter of internal and external factors and it can vary with time. Taking an example, organizational policies, workload, or changes in leadership can have a great influence on the level of satisfaction. 
Moreover, personality, expectations and personal values are also individual differences which influence the perception of the job-satisfaction by the employees (Gregory, 2011). With the constant economic change and diversification of the workforce as part of Vision 2030, employee satisfaction is of particular significance in the context of Saudi Arabian organizations. The competitive labour market is forcing organizations to recruit and retain skilled employees. The cultural aspects like respect to the authority, collectivism and expectations of job security also play a role to the way satisfaction is received and measured by employees in this region. Employee satisfaction is not a sufficient factor on organizational success regardless of the importance attached to it (Chi & Gursoy, 2009). It also needs to be underpinned with effective motivational strategies and in line with organizational objectives to deliver significant outcomes. As such, it is imperative to comprehend the reasons why employees become more satisfied so as to improve their personal wellbeing as well as in general organizational performance.
[bookmark: _Toc232027909]2.6. Organizational Success
Organizational success could be defined as the degree to which an organization can attain its strategic objectives, be competitive and can be sustained through the dynamic business environment (Pfeffer & Veiga, 1999). It is a conceptual multi-faceted notion extending further than financial results to encompass operational effectiveness, employee productiveness, customer contentment, creativity and general organizational performance. Organizational success is not only perceived as a well-measured success in both tangible and non-tangible performance measures in recent management writings; organizational success has become a balance (Nafei, 2016). Historically, the achievement of the organization was measured mainly based on the financial indicators namely profitability, increase of the revenue and the returns on the investment. Although these indicators are still essential, the contemporary trends underline the human and social aspects of the effective attainment of sustainable success. Employees are currently being seen as the key organizational performance, and their motivation, satisfaction and engagement has been viewed as the key drivers of organizational success. This change is in line with the emerging realization that organizations are unable to realize long-term success unless a determined and efficient workforce is in place (Flamholtz & Aksehirli, 2000). Operational efficiency is one of the most important dimensions of organizational success that can be defined as the capability of an organization to effectively use its resources and reduce wastage. 
Organizations that are efficient are in a position to provide products and services of high quality at a cost-effective rate (Ali et al., 2025). The other key dimension is innovation that helps organizations to fit the market conditions that change and invent new solutions to satisfy the needs of customers. Motivated and satisfied employees are known to drive innovation as they are ready to participate and take initiative through providing ideas. Organizational success also is closely related to customer satisfaction. Companies which fulfil or even surpass the expectations of their customers will find it easier to keep their customers and create good market reputations (Ali et al., 2025). The performance of employees is also important in attaining high customer satisfaction as employees are directly involved in the delivery of services and dealing with customers. Besides these factors, leadership effectiveness, organizational culture, and employee well-being add to the organizational success. Good leadership will give a sense of direction, motivation of the workers and alignment with the organizational objectives (Ahsan, 2024). Positive organizational culture leads to collaboration, trust and dedication, a key ingredient towards high performance (Riza et al., 2025). Equally, employee well-being helps alleviate stress, morale, and enhance productivity. Considering Saudi Arabian organizations, organizational success is becoming coordinated with the vision of 2030 goals of diversification of economy, the development of a private sector and the development of the workforce. 
Organizations are supposed to become more efficient, more innovative and they should develop human capital in order to be competitive in the local and global markets (Khemraj, 2023). This has made the need to implement effective motivational techniques to improve the satisfaction and performance of employees significant. Nonetheless, there are no clear sail when it comes to the realization of organizational success. Resistance to change, cultural diversity, changing employee expectations, etc can be a hindering factor to performance when they are not addressed adequately (Mainali, 2025). As such, companies need to be holistic in terms of the integrated motivational strategy, employee satisfaction, and effective management practices which will ensure sustainable success.
[bookmark: _Toc232026987][bookmark: _Toc232027052]Table 2-1: Conceptual Review of Study Variables
	Variable
	Key Concepts / Dimensions
	Author(s)
	Key Insights / Findings

	Intrinsic Motivation (IM)
	Autonomy, competence, relatedness, enjoyment, meaningful work, self-determination
	Fishbach & Woolley (2022); Akerele (2023); Poupard et al. (2025)
	IM is internally driven and enhances creativity, persistence, and job satisfaction. It leads to long-term engagement, better performance, and higher organizational commitment. However, its effectiveness depends on job type and cultural context.

	Intrinsic Motivation (IM)
	Employee initiative, problem-solving, psychological needs satisfaction
	Kant & Asefa (2022); Lindenberg (2001); Nehra (2023)
	IM increases proactive behavior, innovation, and emotional attachment to work. It improves satisfaction and reduces turnover, but may be limited in routine-based jobs and collectivist cultures.

	Extrinsic Motivation (EM)
	Salary, bonuses, promotion, recognition, job security, external rewards
	Morris et al. (2022); Ryan & Deci (2000); Legault (2016)
	EM drives performance through external rewards and is effective for short-term productivity. It ensures structure and compliance but may reduce autonomy and intrinsic interest.

	Extrinsic Motivation (EM)
	Reward systems, performance incentives, crowding-out effect
	Locke & Schattke (2019); Kuvaas et al. (2017); Adams (2025)
	EM improves goal achievement and efficiency but may create dependency and reduce long-term motivation if poorly designed or overly controlling.

	Employee Satisfaction (ES)
	Job satisfaction, compensation, leadership, work environment, culture, career growth
	Gregory (2011); Memon et al. (2023); Hamed et al. (2023)
	ES reflects employee attitudes toward job conditions and strongly influences motivation, commitment, and productivity. It reduces turnover and absenteeism while improving performance.

	Employee Satisfaction (ES)
	Engagement, loyalty, organizational support, well-being
	Muhdar et al. (2022); Voordt & Jensen (2023)
	High ES leads to better engagement, organizational loyalty, and improved performance outcomes, acting as a key driver of organizational effectiveness.

	Organizational Success (OS)
	Performance, innovation, efficiency, customer satisfaction, employee productivity
	Pfeffer & Veiga (1999); Nafei (2016); Flamholtz & Aksehirli (2000)
	OS is multidimensional, including financial and non-financial outcomes. Employee motivation and satisfaction are critical drivers of long-term sustainability and competitiveness.

	Organizational Success (OS)
	Leadership, culture, human capital, sustainability, Vision 2030 alignment
	Ali et al. (2025); Ahsan (2024); Khemraj (2023)
	OS depends on leadership effectiveness, culture, and employee well-being. In Saudi Arabia, OS is strongly linked to Vision 2030 goals and workforce development.



[bookmark: _Toc232027910]2.7. Intrinsic Motivation and Organizational Success
Intrinsic motivation has a great impact on organizational success because it impacts the interaction of the workers with their tasks independent of external rewards. Self-Determination Theory (SDT) states that intrinsic motivation comes about in instances where employees have a sense of relatedness, competence, and autonomy at workplace (Akerele, 2023). Through satisfaction of these psychological needs, there are greater chances of employees to have their work meaningful and engaging which translates to increased commitment, creativity and performance (Ngala et al., 2025). These positive outcomes, in turn, lead to a better organizational success. As it refers to SDT, the intrinsically motivated employees tend to exhibit self-determined behaviour by taking the initiative without the need of continual supervision or outside pressure. Such independence fosters problem-solving skills and promotes new ways of thinking that are central to organizations that work in a competitive and dynamic setting (Kant & Asefa, 2022). More so, when workers feel that they are competent in what they are doing, they will be able to work more efficiently which will help reduce errors and enhance overall productivity. Correligacy, or the feeling of having connectedness to other people in the organization and work, also enhances team work and collaboration, among the major determinants of success in organizations.
Empirical data indicate that intrinsic motivation is highly connected with positive work results including job satisfaction, organizational commitment and performance quality (Dobre, 2013). Internally motivated employees are more intractable in accomplishing tough assignments and are unlikely to become disengaged by the challenges ahead (Nehra, 2023). The result of this continuity is even performance, which is essential in meeting long-term organizational objectives. Nevertheless, irrespective of these benefits, intrinsic motivation does not necessarily have a lineal relationship with organizational success (Maslach & Leiter, 2022). A significant shortcoming of intrinsic motivation is that it may not be as effective as it is in all types of jobs. Employees in highly structured or routine-based positions might lack the possibility to feel autonomy or creativity and so the building of intrinsic motivation is curtailed (Letsie, 2024). Consequently, pure intrinsic motivation might not cause substantial changes in organizational performance, in these situations. Also, SDT has been criticized as being overly in-focus on the internal psychological needs and not taking into account many external and contextual influences. 
Extrinsic factors like financial incentives, job security and organizational policies still dominate the behaviour of the employees in many organizations and more so in developing economies such as Saudi Arabia (Anthonysamy et al., 2025). This indicates that in all situations intrinsic motivation may not be enough to bring about success to the organization. The effects of culture on intrinsic motivation are also effective. In collectivist cultures, individuals might focus on group coexistence, obedience, and employment permanency, rather than personal freedom and self-expression. This questions the cross-cultural universality of the assumptions of SDT and suggests that intrinsic motivation can function differently based on the organizational and cultural circumstances (Alkandi et al., 2023). To sum it up, even though intrinsic motivation is a strong engine of organizational success in terms of increased engagement, creativity, and performance, its success depends on the context. The critical interpretation of SDT implies that intrinsic motivation is to be provided with corresponding extrinsic strategies and a cultural focus in order to experience the ultimate level of organizational success.
[bookmark: _Toc232026988][bookmark: _Toc232027053]Table 2-2: Summary of Literature on Intrinsic Motivation and Organizational Success
	Author(s)
	Focus
	Key Findings
	Research Gap

	Akerele (2023)
	SDT and intrinsic motivation
	IM arises from autonomy, competence, and relatedness, leading to meaningful work engagement and higher performance
	Limited integration with organizational success models in applied contexts

	Ngala et al. (2025)
	IM and employee outcomes
	IM improves commitment, creativity, and performance, which enhances organizational success
	Lack of focus on mediating mechanisms like employee satisfaction

	Kant & Asefa (2022)
	IM and workplace behaviour
	Intrinsically motivated employees show initiative, creativity, and problem-solving abilities
	Limited empirical validation in competitive organizational environments

	Dobre (2013)
	IM and job performance
	Strong positive relationship between IM, job satisfaction, commitment, and performance quality
	Does not examine organizational-level success outcomes

	Nehra (2023)
	IM and task persistence
	IM increases persistence and reduces disengagement in challenging tasks
	Limited consideration of contextual or cultural influences

	Maslach & Leiter (2022)
	Limitations of IM
	IM alone may not guarantee organizational success, especially in structured jobs
	Need for integration with extrinsic motivation factors

	Letsie (2024)
	Job structure and IM
	Routine-based jobs limit autonomy, reducing effectiveness of IM
	Lack of generalizability across job types

	Anthonysamy et al. (2025)
	Contextual factors
	In developing economies, extrinsic factors often dominate employee behaviour
	Need for balanced motivational models

	Alkandi et al. (2023)
	Cultural influence on IM
	Cultural values influence how IM is expressed and understood
	Limited cross-cultural validation of SDT assumptions



[bookmark: _Toc232027911]2.8. Extrinsic Motivation and Organizational Success
Extrinsic motivation plays a significant but complex role in influencing organizational success. It refers to employee behavior driven by external rewards such as salary, bonuses, promotions, job security, and recognition. Within the framework of Self-Determination Theory (SDT), extrinsic motivation is not treated as a single uniform construct but is instead viewed along a continuum ranging from external regulation to more internalized forms such as identified and integrated regulation (Akerele, 2023). This means that extrinsic motivation can either support or undermine organizational success depending on how it is structured and perceived by employees.
From an SDT perspective, when extrinsic rewards are perceived as controlling, they may reduce employees’ sense of autonomy (Aljumah, 2023). This reduction in autonomy can negatively impact intrinsic motivation, leading to lower engagement, creativity, and long-term commitment. In such cases, employees may focus narrowly on meeting minimum requirements to obtain rewards rather than striving for excellence. This behavior can limit innovation and reduce overall organizational effectiveness, particularly in knowledge-intensive environments where creativity and problem-solving are essential.
However, SDT also acknowledges that extrinsic motivation can be internalized and transformed into more autonomous forms of regulation. For example, when employees value their work outcomes and understand the importance of their contributions, external rewards can support rather than undermine motivation (Setrojoyo et al., 2023). In such cases, extrinsic motivation can contribute positively to organizational success by reinforcing desired behaviors, improving productivity, and ensuring goal alignment. This is particularly relevant in structured organizational settings where clear performance metrics and reward systems are necessary for coordination and efficiency. In practice, extrinsic motivation is often a key driver of short-term performance improvements (Setrojoyo et al., 2023). Financial incentives and performance-based rewards can effectively increase employee effort and focus, especially in routine or task-oriented roles. However, the over-reliance on extrinsic rewards presents several limitations. One major concern is the “crowding-out effect,” where excessive focus on external rewards diminishes intrinsic interest in work. Over time, this can lead to dependency on rewards and reduced internal commitment, which negatively affects sustainability of performance.
In the context of Saudi Arabian organizations, extrinsic motivation remains particularly important due to economic expectations and cultural values that emphasize job security and financial stability. Employees often view compensation and benefits as primary indicators of organizational fairness and appreciation (Asamani et al., 2025). However, if organizations rely too heavily on extrinsic rewards without addressing psychological needs such as autonomy and relatedness, employee satisfaction and long-term engagement may decline.
Critically, SDT highlights that extrinsic motivation is most effective when it supports rather than controls behavior. Reward systems that are perceived as fair, transparent, and linked to meaningful performance outcomes are more likely to enhance organizational success (Adams, 2025). Conversely, poorly designed incentive systems may create competition, reduce collaboration, and weaken organizational culture.
In conclusion, extrinsic motivation can significantly contribute to organizational success, but its impact is highly dependent on how it is implemented and internalized (Kalogiannidis et al., 2025). A balanced approach, consistent with SDT principles, is necessary to ensure that extrinsic rewards enhance rather than undermine employee motivation and organizational performance.
[bookmark: _Toc232026989][bookmark: _Toc232027054]Table 2-3. Summary of Literature on Extrinsic Motivation and Organizational Success
	Author(s)
	Focus
	Key Findings
	Research Gap

	Akerele (2023)
	SDT continuum of extrinsic motivation
	Extrinsic motivation ranges from external regulation to internalized forms, influencing work behaviour differently depending on level of internalization
	Limited empirical testing in organizational success models

	Aljumah (2023)
	Extrinsic motivation and autonomy
	Controlling rewards reduce autonomy and may weaken intrinsic motivation, lowering long-term engagement
	Lacks focus on combined effect on organizational success

	Setrojoyo et al. (2023)
	Extrinsic motivation and performance
	External rewards improve productivity and goal achievement, especially in structured settings
	Limited exploration of sustainability and long-term outcomes

	Asamani et al. (2025)
	Extrinsic motivation in Saudi context
	Compensation and job security are key drivers of employee satisfaction and fairness perception
	Few studies link these factors to organizational success directly

	Adams (2025)
	Reward system design
	Fair and transparent rewards enhance motivation and organizational outcomes
	Need for empirical validation in developing economies

	Kalogiannidis et al. (2025)
	SDT and reward systems
	Balanced extrinsic motivation enhances performance, while poor design reduces collaboration and culture
	Lack of mediation models including employee satisfaction



[bookmark: _Toc232027912]2.9. Mediation of Employee Satisfaction
Employee satisfaction is considered to mediate the relationship between motivational strategies (both the intrinsic and extrinsic) and organizational success (Putri et al., 2025). Employee satisfaction is conceptualized in this study as the psychological and emotional reaction of the employees to the job, working conditions and organizational environment. It becomes a significant process where motivation strategies determine the result of an organization. That is to say that there are no direct ways that motivation strategies to organizational success can work, instead, the success of any such strategy can rely and be relayed through the satisfaction rate of the workers (He et al., 2026). Based on the Self-Determination Theory (SDT), employee satisfaction is directly connected with satisfaction of primary psychological needs, i.e., with autonomy, competence, and relatedness (Priya & Christopher, 2025). Employees are better placed to have increased satisfaction when these needs are tirelessly supported by motivational strategies. As an illustration, the intrinsic motivational strategies, in the case of meaningful work and autonomy, increase internal satisfaction, whereas extrinsic strategies, like fair compensation and recognition, may also help to increase the level of satisfaction, as long as they are perceived as supportive and not as the methods of control (Asamani et al., 2025). SDT thus indicates that satisfaction is not only a result of rewards but also an expression of the adequacy with which organizational practices meet the psychological needs.
The use of employee satisfaction as a mediator is significant as it clarifies the reason why motivation results in better organizational success. When employees are motivated and have satisfaction in their jobs, employees become more committed, engaged, and perform better (Wang & Shakibaei, 2025). They will have a higher chance of positively contributing towards team work, customer service, and innovation, which together will create effectiveness into an organization. Satisfaction, in this case, is a psychological mediator on motivation and performance outcomes. This mediating role is not however always easy-going. A critical point of view points out that employee satisfaction might not be adequate to explain all behaviours based on motivation. An example of this is that employees can be satisfied without being really productive or be productive because they are under pressure even though they might not be satisfied (Tambunan et al., 2025). It means that, although it is only one of the paths through which motivation is connected with organizational success, satisfaction is an important pathway. Also, SDT gives a subtle comprehension of this mediation process. SDT would state that autonomous motivation (that is internalized external motivation or otherwise extrinsic motivation) satisfaction is more lasting and correlates with long-term performance results than externally motivated satisfaction (José et al., 2025). This is an indication that not every type of satisfaction will equally affect organizational success. Managed types of motivation can generate short-lived satisfaction, and they might fail to generate enduring engagement and innovation. The mediating effect of the employee satisfaction in the Saudi Arabian setting is further complicated by cultural and organizational variables. 
The workers usually attach importance to financial and social stability in the workplace. Thus, a set of intrinsic and extrinsic factors affects satisfaction (Gulzar, 2025). Companies that do not deal with these various aspects might discover that motivation strategy simply fails to translate into better performance. Importantly, although numerous studies suppose a direct mediation effect, the effectiveness of employee satisfaction as a mediator may be diverse in accordance with a leadership style, organizational culture, and design of jobs (Gulzar, 2025; Priya & Christopher, 2025). It can be used as an example that supportive leadership can reinforce the mediation effect whereas strict hierarchies can deter it. Conclusively, employee satisfaction is one important mediating mechanism relating motivational strategies and organizational success. Yet, its efficiency depends on the context, and is defined by the psychological needs, cultural influences, and organizational practices, which is described in terms of the Self-Determination Theory.
[bookmark: _Toc232026990][bookmark: _Toc232027055]Table 2-4: Summary of Literature Findings
	Author(s) & Year
	Focus
	Key Findings
	Research Gap
	Relevance to Present Study

	Deci & Ryan (2012); Ryan & Deci (2020)
	Self-Determination Theory (SDT) and motivation
	Differentiates intrinsic and extrinsic motivation; highlights autonomy, competence, and relatedness as key drivers of motivation and performance
	Limited application in non-Western contexts; overemphasis on autonomy
	Provides theoretical foundation to examine motivation and its impact on employee satisfaction and organizational success in Saudi Arabia

	Fishbach & Woolley (2022); Poupard et al. (2025)
	Intrinsic motivation
	Intrinsic motivation enhances creativity, persistence, and job satisfaction
	Not applicable to all job types; cultural limitations in collectivist societies
	Helps analyze how intrinsic motivation influences employee satisfaction and long-term organizational success

	Morris et al. (2022); Legault (2016)
	Extrinsic motivation
	External rewards improve short-term performance and goal achievement
	May reduce intrinsic motivation (crowding-out effect); lacks long-term sustainability
	Supports examination of how extrinsic rewards influence employee satisfaction and organizational outcomes

	Gregory (2011); Voordt & Jensen (2023)
	Employee satisfaction
	High satisfaction leads to improved performance, commitment, and reduced turnover
	Satisfaction alone does not guarantee performance; varies across individuals and contexts
	Establishes employee satisfaction as a mediating variable between motivation and organizational success

	Pfeffer & Veiga (1999); Nafei (2016)
	Organizational success
	Success includes financial performance, innovation, and employee productivity
	Over-reliance on financial metrics; limited integration of human factors
	Supports broader understanding of organizational success beyond financial outcomes

	Ngala et al. (2025); Kant & Asefa (2022)
	Intrinsic motivation & organizational success
	Intrinsic motivation drives innovation, engagement, and long-term performance
	Less effective in routine jobs; cultural constraints
	Justifies inclusion of intrinsic motivation as a key predictor of organizational success

	Setrojoyo et al. (2023); Kalogiannidis et al. (2025)
	Extrinsic motivation & organizational success
	Extrinsic rewards enhance productivity and align employee goals
	Risk of dependency and reduced intrinsic interest
	Highlights need for balanced motivational strategies in organizations

	Putri et al. (2025); Wang & Shakibaei (2025)
	Mediation of employee satisfaction
	Employee satisfaction mediates the relationship between motivation and performance
	Limited empirical testing of mediation effects
	Supports testing employee satisfaction as a mediator in this study

	Gulzar (2025); Priya & Christopher (2025)
	Motivation and satisfaction in cultural contexts
	Cultural factors influence motivation and satisfaction outcomes
	Lack of region-specific studies (e.g., Saudi Arabia)
	Reinforces need for contextual research in Saudi organizational settings

	Asamani et al. (2025); Khemraj (2023)
	Motivation in developing economies
	Financial rewards and job security are key motivators
	Limited integration of intrinsic factors in developing contexts
	Aligns with study focus on balancing intrinsic and extrinsic motivation in Saudi Arabia



[bookmark: _Toc232027913]2.10. Research Gap
Although, there has been a considerable amount of research on the topics of motivation, employee satisfaction, and organizational success, there are some significant gaps in the literature. To start with, the majority of analyses have either analysed intrinsic or extrinsic motivation independently or in smaller sets without considering their interplay in a single and overall construct. Such a disjointed treatment restricts the insight into the role played by various motivational strategies in generating employee satisfaction and success within organizations simultaneously. Second, though, Self-Determination Theory (SDT) offers a powerful conceptual framework with which motivation can be studied, much of the empirical research supporting the theory has been carried out in Western settings. Relatively speaking, there are few studies on the application of SDT in non-Western and cultural varied contexts like Saudi Arabia. Due to the cultural peculiarities of Saudi organizations, such as hierarchical system, collectivist principles, and the high role of job security, the relevance of SDT assumptions, including autonomy and self-directed motivation, need additional analysis. Third, the existing studies have tended to concentrate on direct relationships between motivation and the outcomes within an organization, whereas little attention has been paid to mediate relationships, like employee satisfaction. Despite the fact that at least a part of the research recognizes satisfaction as a valuable outcome, the empirical studies that test its use as a mediator of how motivational strategies can be translated into organizational success are few. This leaves a knowledge gap that theorizes how the process behind motivation and the achievement of performance outcomes happens. Fourth, there is a significant amount of literature on this topic carried out in developed economies with little empirical data of developing or fast changing economies such as Saudi Arabia. With the present economic transformation in Vision 2030, there is a huge change in structures and culture of organizations in Saudi Arabia. Nevertheless, the situation has not yet been filled with specific contextual research that explores the role of motivational strategies in this changing landscape. Fifth, the current literature tends to pay much attention to extrinsic motivation factors like salary and rewards, with comparatively less emphasis on intrinsic ones like meaningful work, autonomy and psychological empowerment. This unequal state keeps a betridder comprehension of motivation within the organization scenario. Lastly, there are also methodological gaps in which most of the studies are based on qualitative or conceptual studies. More quantitative, empirically based research on relationships between variables in a structured and generalizable way through the use of validated measurement scales is needed. The fill of these gaps will help in a more in-depth comprehension of the motivation strategies, which have an effect on employee satisfaction and organizational achievement, especially in Saudi Arabia.
[bookmark: _Toc232027914]2.11. Conclusion
This chapter has given a detailed overview of available literature in relation to intrinsic motivation, extrinsic motivation, employee satisfaction and organizational success. It has also reviewed on the theoretical basis of the study mainly anchored on the Self-Determination Theory (SDT), which is an explanation of how psychological needs like autonomy, competence and relatedness affect employee motivation and behaviour. According to the literature review, intrinsic and extrinsic motivation strategies are crucial in employee attitude and organizational results. Intrinsic motivation has connections to internal satisfaction, innovation, and long-term involvement whereas extrinsic motivation is correlated with outside rewards like salary, recognition and job safety. Employee satisfaction has been determined to be a paramount mediating factor, which links motivational strategies to organizational success. Whenever employees have high satisfaction, chances are that they will show increased commitment, productivity, and performance, which will lead to organizational effectiveness. The review also points out that the concept of organizational success is a multidimensional notion, which encompasses a financial achievement, efficiency operation, and innovation and employee productivity. Not only is it conditioned by technical and structural factors but also human resources practices, as well as variables associated with employees. More importantly, the chapter has found a number of weaknesses in the existing literature such as excessive dependence on the Western contexts, incomplete consideration of motivational constructs and incompetent focus on mediating variables like employee satisfaction. It also highlights the need to have more context-specific studies within Saudi Arabian organizations in general as the organizations continue to undergo economic and structural change under the vision of 2030.
In general, this chapter lays a solid theoretical and empirical ground to the present study. It supports the necessity to investigate the effects of effective motivational approaches on the satisfaction of employees and organizational success within Saudi Arabia. The specified gaps serve as a solid guidance when creating the conceptual framework and the research methodology in the following chapters.
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