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Abstract 

Improving innovative performance among teachers is important for educational quality and for addressing environmental issues in schools. 

This study examines the influence of extrinsic motivation and organizational culture on teachers’ innovative performance in Tabuk, Kingdom 

of Saudi Arabia. It also measures the mediating position of job satisfaction. Social Exchange Theory is the basis of the study. It also suggests 

that when teachers are given reasonable rewards, and work in a conducive and a responsible school culture, they become more contented with 

their employment. A quantitative cross-sectional design was used. Data were collected from 391 school teachers through structured 

questionnaires. Simple random sampling was applied to select the respondents. Data were analyzed using Partial Least Squares Structural 

Equation Modeling (PLS-SEM). The findings indicate that extrinsic motivation and organizational culture significantly and positively influence 

teachers’ innovative performance. Job satisfaction partially mediates these relationships. The research is significant because it incorporates 

motivational, cultural and environmental factors in the educational aspect. In practice, the school management is to reinforce the reward systems 

and promote the favorable work environment in order to increase the satisfaction of the teachers and their innovative work. The research 

recommends that larger samples and other variables organizational in nature should be considered in future studies in order to enhance 

generalizability. 
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1. Introduction  

The accelerated technological, environmental and societal changes make innovation in education more demanded. It suggests that there is a 

need to embrace new performance among teachers to ensure the needs of changing education are addressed. The theories of extrinsic motivation 

(financial incentives, awards, or organizational recognition) and organizational culture (the environment, values, and social norms) as the 

important factors that influence job attitudes and behaviors of teachers. Extrinsic motivation is the reward of the outside nature in terms of 

salaries and bonuses and recognition, which motivate employees to achieve improved performance (Gerhart & Fang, 2015; Nguyen, 2019). 

These incentives encourage employees to work better and give new ideas. Past research established that extrinsic rewards have the potential to 

enhance the outcomes and creativity of the employees provided that the employees believe that they are being assisted by the organization 

(Aldabbas et al., 2023). Nevertheless, extrinsic rewards can cause adverse effects as well when they are emphasized too much. As Aldabbas et 

al. (2023) stated, when extrinsic rewards are prioritized too much, it can undermine the intrinsic motivation, and diminish the creativity of the 

employees. This implies that rewards have to be well controlled in order to favor instead of diminish the innovative performance. The other factor that is 

significant and affects innovative performance is the organizational culture. Organizational culture is a set of shared values and beliefs which influence the way 
employees work and innovate in-sourced (Chipunza & Malo, 2017; Kuhn, 2009). Positive organizational culture promotes teamwork, sharing of knowledge and 

creativity. This assists employees to come up with new ideas and enhance the performance of innovation (Alharbi & Aloud, 2024). Nevertheless, a poor 

organizational culture may have adverse influence on innovation. Lee et al. (2023) highlighted that knowledge sharing can be poor, the organization can lack the 
organizational learning culture, and the knowledge systems can be inadequate, which will restrain the potential of employees to develop new ideas and innovative 

solutions. Moreover, job satisfaction is a significant variable that enhances staff motivation and inventions. The study conducted by Alkandi et al. (2023) revealed 

that satisfied employees have a higher chance to innovate and make their companies succeed. Job satisfaction is usually a mediating effort in between motivation 
and performance; satisfied employees will be more innovative and committed (Alshebami, 2021). Leadership that incorporates the ethic of environmental 

sustainability in the organizational culture forms and strengthens this culture, and it is sometimes referred to as green transformational leadership, which increases 

green performance by promoting employee engagement and commitment to environmental objectives (Sánchez-Garcia et al., 2024). Besides, a successful 
organizational culture helps in green practices and environmental readiness to adapt to the changing environmental conditions, as well as sustainability-related 

practices (Woo & Kang, 2021). Knowledge sharing moderates this relationship, combining organizational motivation mechanism and culture to their effects on 

innovative environmental outcomes (Al Shammre et al., 2023). In the same vein, research discovered that the mediation by environmental and green human 
resource is embedded in the organizational culture and has been found to mediate performance, which supported the fact that culture-based innovation with 

extrinsic incentives such as green HRM practices (Doghan et al., 2022; Asfahani, 2023). In addition, a previous study established that leadership styles, as an 

aspect of organizational culture, influence the aspects of safety motivation and knowledge in construction projects, which subsequently enhance safety 

compliance and participation, and showed how motivated employees in culturally facilitating settings provide better performance results (Basahel, 

2021). Also, one of the studies discovered that the development of an innovative organizational culture and organizational learning increases 

ambidextrous innovation capabilities, which means that cultural aspects are essential in the promotion of both types of innovation (Alsaied & 

Alkhoraif, 2024).One of the previous researchers indicated that the innovation itself is a considerable predictor of organizational performance 

mediated by strategic decision-making that shows how motivated employees in line with the organizational culture contribute to the enhanced 

innovative performance and results (Al-Kahtani et al., 2024). Furthermore, organizational cultures that promote technological and sustainable 

innovation with management support spurs employees to deliver improved business performance (Asiri et al., 2024). According to the literature 

of the past, there is a lack of studies that explore the impact of extra motivation and organizational culture on innovative performance in the 

educational setting. Even though the issue of job satisfaction has been researched upon as a significant variable, their mediating effect between 

extrinsic motivation, organizational culture and innovative performance has not been extensively examined. Lastly, there is a lack of research 

on Tabuk, where the extent to which these variables could interact with each other in unique ways may be due to social and cultural norms 

(Albeladi, 2024; Hassan et al., 2021). The research problem of this paper attempts to fill these research gaps through investigating the impacts 

of extrinsic motivation and organization culture on innovative performance using job satisfaction as a mediating variable. This study contributes 

to the literature by explaining how extrinsic motivation and organizational culture influence innovative performance through job satisfaction.  

It further offers practical lessons to the leaders and academicians to plan motivational systems and develop a culture that can foster innovation, 

which is in line with the socio-economic realities in Saudi Arabia. 

2. Literature Review  

2.1 Theoretical Foundation  

The Social Exchange Theory (SET) is a sociological and psychological theory that describes human relations as a sequence of exchanges in 

which individuals are interested in maximizing benefits and minimizing costs (Blau,1964). Based on economic and behavioral principles, SET 

suggests that social behavior is a consequence of an exchange process that tries to receive rewards and escape punishments. The theory has 

also been broadly used in many aspects including sociology, psychology and in organizational studies to conceive the relationship among 

individuals and institutions (Cook & Emerson, 1987). Research has identified that employees who are driven through rewards stand a high 

chance of adopting creativity in solving problems and engaging in innovative practices (Amabile, 1996). Cropanzano & Mitchell (2005) 
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highlighted mutual interactions as the basis of the connection between organizational culture and employee engagement, and that enabling 

environments promote innovation. The current research employs SET to describe the effect of extrinsic motivation, organizational culture, and 

perceived support on the innovative performance of teachers in KSA with the help of job satisfaction, which serves as an intermediate variable. 

Applicability into the educational situation of KSA, the cultural focus on group accountability and hierarchical systems fits well with the 

concept of SET. The attitude of teachers towards support, fairness and rewards are likely to determine their actions according to the principles 

of reciprocity. Vision 2030 encourages the use of supportive organizational culture and motivational incentives to stimulate innovative 

performance of teachers, thus SET is a rather suitable prism to consider in the given study. Moreover, SET provides a theoretical premise on 

the interaction between extrinsic motivation, organizational culture, and job satisfaction as an influence in innovative performance. The fact 

that it dwells more on the issue of reciprocal exchanges underscores the need of organizational investments in establishing a setting that makes 

the teachers feel valued and which encourages them to innovate.  

3. Hypotheses Development 

3.1 Extrinsic Motivation and Innovative Performance  

The research study shows that external rewards which include bonuses and recognition and promotions as extrinsic motivation, will lead to 

better innovation results because it drives employees to create new work methods (Pandya, 2024). The studies show that when employees 

receive external rewards and recognition, they develop better innovative work behavior because they receive real benefits and their creative 

work gets validated (Aldabbas et al., 2023). The research demonstrates that knowledge workers who receive external rewards will show 

increased innovative behavior because they perceive better organizational support and work engagement, which shows that external-driven 

motivation leads to creative work (Venketsamy & Lew, 2022). The research shows that extrinsic motivation will produce negative effects on 

innovation results when it decreases intrinsic motivation (Islam et al., 2025). The educational system uses appropriate extrinsic motivators to 

help teachers develop new teaching methods. The research shows that extrinsic reward systems, which work together with intrinsic motivation, 

create complex patterns that lead to successful innovation implementation. The research findings support the following hypothesis: 

H1: Extrinsic motivation has a significant impact on innovative performance.   

3.2 Organizational Culture and Innovative Performance 

Organizational culture shapes the psychological and social environment which affects employee creativity and innovation according to Ben 

Saad and Abbas (2018) and Fulmore et al. (2024).Organizations that establish open work environments together with collaborative methods 

for their employees who need to take risks while learning new things, achieve successful results in their innovative projects according to Anwer 

and Hyder (2024) and Senbeto et al. (2021).An organization needs to establish a flexible work environment which supports its workers through 

transformation activities because such conditions help develop new ideas and enable employees to take calculated business risks according to 

Borodako et al. (2023).Alkhodary (2023) demonstrates that educational institutions with positive organizational cultures report higher levels 

of employee well-being together with job satisfaction and creative output. Organizations develop their environmental organizational culture 

through three main elements which include their staff members' environmental knowledge and their staff members' beliefs about energy 

conservation and their staff members' sustainable organizational citizenship behavior according to Kantabutra (2021) and Tripathi (2024).The 

organizational culture system affects workplace environmental behavior by creating elements which require organizations to build cultural 

systems that support their sustainable initiatives according to Camacho et al. (2025). Green human resource management practices build this 

organizational culture which creates a positive impact on environmental performance and economic outcomes and this happens through green 

organizational culture and psychological climate according to Shah et al. (2021).The establishment of such a culture enables organizations to 

reach their sustainability objectives because it leads them to develop new environmental techniques which create value for their stakeholders 

according to Ketprapakorn and Kantabutra (2022). Thus, the organizational culture of an organization creates fundamental conditions which 

determine how employees will innovate their work environments. The aspect of organizational culture within schools creates a framework 

which guides teachers in their collaborative work, their process of sharing ideas, and their response to changes. Teachers develop new teaching 

methods and create innovative solutions to classroom problems because an open and supportive culture of their school enables them to do this. 

The research results lead to the following hypothesis which the study presents. 

H2: Organizational culture has a significant impact on innovative performance.   

3.3 Extrinsic Motivation and Job Satisfaction  

Extrinsic motivation describes the behavior of people who complete their work because they expect to receive external rewards which include 

their salary and bonuses and public recognition and job security (Kumari et al., 2021). Job satisfaction, on the other hand, relates to how content 

an individual feels with their job, which different intrinsic and extrinsic factors create (Dagher et al., 2024). The study found that salary and 

job security and organizational policies performed as effective motivational tools, which helped to improve employee satisfaction (Karaferis et al., 2022). 

The use of compensation systems, which drive employees to work for external rewards, results in higher employee satisfaction through the improvement of their 
workplace mood and active participation (Zayed et al., 2022). The relationship between two variables creates a connection which does not show a direct pattern 

that leads to positive results. The research conducted at long-term care facilities for nurses discovered that although most nurses worked because of extrinsic 

motivation this motivation did not increase their work engagement and instead contributed to higher employee turnover because extrinsic rewards could not 
maintain job satisfaction or dedication to work (Zeng et al., 2022). People who experience extrinsic motivation to work face the danger that this external force 

will decrease their job satisfaction because their fundamental psychological needs for growth and autonomy face obstruction. Research indicates that extrinsic 

work values negatively predict need satisfaction at work and create psychological need frustration, which results in lower job satisfaction because it mediates 
this effect. The exclusive use of extrinsic rewards at work leads to people experiencing frustration, which results in their decreased satisfaction (Busque-Carrier 

et al., 2021). The research demonstrates that extrinsic motivation begins the process of engagement, which eventually leads to intrinsic motivation through self-

compassion, which facilitates this transition, according to educational studies on students (Kotera et al., 2021). Teachers can receive rewards from schools such 

as salary, bonuses, promotions, recognition, and job security. These types of external rewards have the ability to impact how teachers feel about 

their job; thus, extrinsic motivation is a key factor for influencing teachers' overall job satisfaction. Based on the literature, the study proposed 

the following hypothesis:  

H3: Extrinsic motivation has a significant impact on job satisfaction.   

3.4 Organizational Culture and Job Satisfaction 

The relationship between organizational culture and job satisfaction exists as a positive connection since organizational culture functions as 

the primary factor that determines how satisfied employees will be with their work. Research has shown that organizational culture serves as 

a vital factor that determines job satisfaction because improved workplace culture and communication systems together with better working 

conditions create an environment that increases satisfaction levels among nurses and medical staff members (D’Silva et al., 2024). Multiple 

research studies demonstrate that organizational culture creates a direct connection to job satisfaction because it shapes both the standard of 

workplace interactions and the overall work atmosphere (Iqbal et al., 2017; Rathi & Srivastava, 2024). Organizational cultures that fail to create 

environments for teamwork and organizational backing and employee involvement generate higher stress levels which result in decreased worker performance 

and decreased work satisfaction (Jung & Kim, 2022). The organizational culture acts as a mediator between sustainable talent management practices and job 
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satisfaction because it plays a key role in making employees happier through its effect on workplace environments and processes (Saleh & Atan, 2021). The 

national culture together with sustainable HR practices establishes employee identification with the organization which then determines how organizational 

culture affects job satisfaction because cultural effects differ depending on contextual factors (Wojtczuk‐Turek et al., 2024). The positive changes to 

organizational culture together with better work processes and suitable workplace conditions create a decrease in workplace stress which results in higher job 

satisfaction and better overall organizational performance and quality. The research demonstrates that when organizational culture shows weakness, it leads to 
increased employee burnout and stress, which results in decreased job satisfaction and worker health (Hoxha et al., 2024). The research found that low 

organizational cultures which lack positive elements lead to increased employee stress and burnout which results in decreased job satisfaction and employee 

health (D’Silva et al., 2024). A healthy culture exists which helps teachers achieve greater job satisfaction and better work performance. Based on 

the findings, the study proposes the hypothesis following:  

H4: Organizational culture has a significant impact on job satisfaction.   

3.5 Job Satisfaction and Innovative performance 

The connection between job satisfaction and innovative performance shows positive results which exist through multiple organizational and 

psychological pathways. Job satisfaction and innovative performance together create better results for both individuals and organizations 

because satisfied workers show higher tendency to develop innovations which drive better performance and competitive edge (Adi Pracoyo et 

al., 2022; Paliga et al., 2022). Employee satisfaction creates three essential elements for workplace creativity and innovation which include 

motivation and autonomy and employee engagement (Fernández-Portillo et al., 2024; Lu et al., 2022). Employees who experience job 

dissatisfaction will experience reduced motivation which creates an obstacle to their ability to innovate because dissatisfaction directly hampers 

their capacity to produce innovative work (Gazi et al., 2024). Job satisfaction creates an environment where employees develop the belief that 

they hold power to innovate while protecting their work commitments. The cycle of job satisfaction and innovative performance creates a 

positive loop which supports ongoing development that works in rapidly changing work settings (Kumari et al., 2022). The process of increasing 

teachers job satisfaction shows essential importance for developing their capacity to create innovative educational solutions. The study presents 

the following hypothesis based on its findings. 

H5: Job satisfaction has a significant impact on innovative performance.   

3.6 The Mediating Effect of Job Satisfaction  

The psychological process that connects these elements to employee innovative work performance acts as a mediator which job satisfaction 

functions to link extrinsic motivation with organizational culture and innovative performance. The research demonstrated that job satisfaction 

serves as a mediator which connects organizational elements excluding leadership and learning organizational culture to employee performance 

in both innovative and adaptive capacities (Cao et al., 2024; Katsaros, 2024). Intrinsic motivation for innovation combines with extrinsic 

rewards to create synergistic effects which increase creative output (Aldabbas et al., 2023, Islam et al., 2025). Non-monetary rewards associated 

with emotional salary, such as recognition, support, and positive interpersonal interactions, enhance intrinsic motivation, which not only 

bolsters satisfaction but also the willingness to engage adaptively at work (Hua et al., 2019; Kumari et al., 2021; Kuvaas et al., 2020). This 

intrinsic motivation serves as a mediator between compensation systems broadly and employee satisfaction, showing that affective components. 

Employees express their opinions through both monetary and recognition rewards because these incentives create a secure work environment 

which helps employees build connections with the organization (Mowbray et al., 2024). Total reward system implementation affects Generation 

Z employees' job satisfaction and productivity because this generation assesses their worth based on both monetary rewards and self-

development opportunities (Tarigan et al., 2022). The research demonstrates that organizations which emphasize rewards and performance 

orientation within their culture achieve better knowledge management results because their culture creates workplaces which foster employee 

dedication and productivity (Tabatabaei, 2024). 

Positive organizational climates create conditions which help employees build emotional ties and work motivation. This situation leads to 

better creative work because employees feel excited to explore their innovative capabilities (Alkhodary, 2023). Creative work needs 

motivational power which people fail to achieve when they work in spaces that limit their ability to decide (Bledow et al., 2021; Guo et al., 

2021). The performance appraisal process serves to identify employee strengths and weaknesses which create a positive work environment. 

However, employee dissatisfaction with appraisal systems decreases this process's positive impact (Dasanayaka et al., 2021). Nurses experience 

job satisfaction when their work environment provides them with rewards and community access and fairness and organizational values which 

create a supportive workplace culture (Tomaszewska et al., 2024). The relationship between transactional leadership and employee performance 

gets mediated by the combination of contingent rewards and employee engagement. Although rewards do not directly boost performance, their 

impact on employee engagement works through vigor and dedication which leads to better results (Layek & Koodamara, 2024). The 

combination of financial rewards and non-financial rewards together with different leadership styles determines how employees feel about 

their jobs and their work output. Yet, in certain instances, financial rewards function as negative elements which disrupt the connection between 

leadership and performance results (Chi et al., 2023). The combination of extrinsic motivation with organizational culture does not lead to 

direct effects on innovative performance within this environment. The process starts with external factors which boost teacher job satisfaction. 

The result creates a path toward innovative performance. The research demonstrates that job satisfaction functions as a crucial psychological 

link which connects organizational practices with innovation results. The study proposes its hypotheses which follow from the research 

findings. 

H6: Job satisfaction mediates the relationship between extrinsic motivation and innovative performance. 

H7: Job satisfaction mediates the relationship between organizational culture and innovative performance. 

4. Conceptual Framework  

 
Figure 1:  Conceptual Model 
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5. Research Methodology 

The research method used in this study was quantitative where the researchers focused on the relationship between extrinsic motivation and 

organizational culture and the innovative performance, which was mediated by job satisfaction. Quantitative approach was also chosen because it offers 

objective measurement of variables and hypothesis testing to use the application of statistical methods. The research design used was cross-sectional and entailed 
the collection of data at one point. It is a good design that is adapted to study relationship among variables efficiently and that is widely applied in organization 

and behavior studies. The sampling population was the teachers of the schools of Tabuk region of the Kingdom of Saudi Arabia, and the list of teachers was 

taken according to the official documents issued by the Ministry of Education of KSA. The reason teachers were selected as the participants is that they are a 
key factor in the educational innovation, and their views concerning the motivational aspect, organizational culture, and job satisfaction are relevant to the 

research. Participants were selected using simple random sampling so that every teacher stood on an equal footing with respect to selection. The table by Krejcie 

and Morgan (1970) was used in determining the sample size. The distribution of the questionnaires has led to the amount of 460 questionnaires, with 391 being 
usable, thus the response rate was 85%, which is regarded high and appropriate in quantitative research. Structural Equation Modeling (SEM) was used in the 

analysis of the collected data. SEM enables the two variables to be tested and the mediating effect of job satisfaction as well. It also allows the 

determination of the model fit, reliability and validity whereby the results are robust and meaningful in the hypothesis testing. 

5.1 Measures  

The eight-item extrinsic motivation scale measured extrinsic motivation based on the adaptation of Tsao and Wang (2014) and Dundenar et al. 

(2007). The organizational culture was assessed by seven items that were modified and derived on the basis of Cameron and Quinn (1999). 

The measure of job satisfaction was based on 6 items modified by McLean (1979) and Scarpello and Campbell (1983). Eight items were 

adjusted in order to measure innovative performance through Janssen (2001) and Kanter (1988) items. All the items were rated using a five-

point Likert scale, where 1 (strongly disagree) was used as the lowest point and 5 (strongly agree) the highest point. These measurement scales 

have been modified based on the past researches to make them reliable and valid in the context of the present research. 

6. Results  

Table 1 shows the demographic information which defines the characteristics of the study participants. The research team included 315 male 

participants who represented 80.8% of the total sample while 75 female participants made up 19.2% of the sample group. The 31-38 age group contained the 

most respondents who made up 37.2% of the total while 33.1% of respondents stayed in the 23-30 age range and 21.0% of respondents belonged to the 39-46 

age group and 6.9% of respondents stayed in the over 47 age group which showed that most respondents showed young to middle-aged characteristics. Most 
respondents reported being married which accounted for 75.1% of the total while 24.9% of respondents identified as single. The sample population showed an 

almost equal distribution between postgraduate degree holders (50.5%) and undergraduate/honors degree holders (49.5%) which created a highly educated 

sample. The largest group of participants showed experience between 1 and 5 years at 36.7% and 6 to 10 years at 34.6% while 22.3% of participants had 11 

to 15 years of experience and 6.4% of participants had more than 16 years of experience. The sample group mainly included male teachers 

who had married status and high educational qualifications and worked in their first to middle professional experience. 

Table 1. Demographic Profile  
Variables Category Frequency Percent 

 

Gender 

Male 315 80.8 

Female 75 19.2 

 

 

Age 

23-30 Years 129 33.1 

31-38 Years 145 37.2 

39-46 Year 82 21.0 

Above 47 Years 16 6.9 

Marital Status Married 293 75.1 

Unmarried 97 24.9 

Education Undergraduate /Honors 193 49.5 

Postgraduate 197 50.5 

 

Experience 

01-05 Year 143 36.7 

6- 10 Year 135 34.6 

11-15 Years 87 22.3 

Above 16 Years 25 6.4 

Table 2 displays the factor loadings together with composite reliability (CR) and average variance extracted (AVE) results for all constructs. 

Hair et al. (2023) state that factor loadings need to exceed 0.70 for valid results but acceptable results can exist with values between 0.60 and 

0.60. The study found that innovative performance showed factor loadings which ranged from 0.706 to 0.757. The study found that extrinsic 

motivation showed loadings which ranged from 0.625 to 0.747. EM7 showed a lower value of 0.625 but it still remained within acceptable 

limits. Job satisfaction showed strong loadings which ranged from 0.784 to 0.840. Organizational culture showed loadings which ranged from 

0.652 to 0.774 which were also acceptable. The composite reliability values exceeded the recommended limit of 0.70 with results ranging from 

0.776 to 0.859. The assessment showed job satisfaction as the most dependable variable with CR 0.859 followed by organizational culture with 

CR 0.822 and extrinsic motivation with CR 0.801 and innovative performance with CR 0.776. These results show good internal consistency 

reliability. The AVE values ranged from 0.503 to 0.670 which surpassed the established minimum requirement of 0.50. Job satisfaction achieved 

the highest AVE with 0.670 while organizational culture reached 0.537 and innovative performance attained 0.536 and extrinsic motivation 

achieved 0.503. The results indicate that all constructs possessed adequate convergent validity. The results confirm that the measurement model 

has satisfactory convergent validity and reliability as recommended by Hair et al. (2023). 

Table 2. Reliability and Validity Test  
Variables Items Factor Loadings Composite Reliability AVE 

Innovative Performance   0.776 0.536 

IP2 0.706 

IP3 0.757 

IP5 0.731 

Extrinsic Motivation EM1 0.739 0.801 0.503 

EM2 0.720 

EM4 0.747 

EM7 0.625 

Job Satisfaction JS2 0.840 0.859 0.670 

JS3 0.830 

JS4 0.784 

Organizational Culture OC2 0.774 0.822 0.537 

OC3 0.760 

OC6 0.738 

OC7 0.652 
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The HTMT ratio testing method for discriminant validity assessment appears in Table 3. Henseler et al. (2015) and Hair et al. (2023) established 

that HTMT values must remain below 0.85 or 0.90 to establish discriminant validity. The study produced HTMT values which ranged between 

0.721 and 0.898. The experiment showed all values-maintained levels below the established acceptable limit of 0.90. The results demonstrate 

that all constructs in the study maintain complete separation from one another. The researchers established discriminant validity through their 

successful demonstration of distinct tests. 

  Table 3.  Heterotrait–Monotrait (HTMT) Ratio  
Constructs EM IP JS OC 

EM     

IP 0.764    

JS 0.836 0.721   

OC 0.898 0.811 0.739  

Table 4 shows the results of checking for multicollinearity using the Variance Inflation Factor (VIF). The model accuracy gets affected when 

predictor variables show high intercorrelation because this relationship between variables creates multicollinearity. According to Hair et al. 

(2023), VIF values below 5.0 mean there are no major multicollinearity problems, and values below 3.3 are ideal for PLS-SEM analysis. The 

VIF values for all items showed results between 1.152 and 1.573 which are well below the established maximum. The indicators for extrinsic 

motivation, innovative performance, job satisfaction, and organizational culture show no signs of multicollinearity according to this assessment. 

The model's components function as separate entities because they do not share any overlapping functions between them. The model has 

successfully met collinearity standards, which establishes the analysis's validity and reliability. 

Table 4.  Variance Inflation Factor (VIF) 
Constructs VIF Value Remark 

EM1 1.255 No collinearity issue 

EM2 1.257 No collinearity issue 

EM4 1.369 No collinearity issue 

EM7 1.214 No collinearity issue 

IP2 1.180 No collinearity issue 

IP3 1.152 No collinearity issue 

IP5 1.171 No collinearity issue 

JS2 1.531 No collinearity issue 

JS3 1.573 No collinearity issue 

JS4 1.458 No collinearity issue 

OC2 1.375 No collinearity issue 

OC3 1.451 No collinearity issue 

OC6 1.398 No collinearity issue 

OC7 1.199 No collinearity issue 

 Table 5 displays the R² values which measure the model's constructs. The R² value indicates the percentage of changes which the predictor 

variables can explain. According to Hair et al. (2021), R² values of 0.75, 0.50, and 0.25 mean strong, moderate, and weak explanatory power, 

respectively. The R² value for innovative performance (IP) stands at 0.342. Extrinsic motivation together with organizational culture and job 

satisfaction accounts for 34.2% of the variations in innovative performance. The results demonstrate predictive accuracy which falls between 

high and low levels. The R² value for job satisfaction (JS) measures 0.411. The researchers found that extrinsic motivation together with 

organizational culture accounts for 41.1% of the variations in job satisfaction which demonstrates moderate to strong explanatory power. 

Table 5. The Results of R2 

Constructs R-square Interpretation 

Innovative performance (IP) 0.342 Moderate explanatory power 

Job Satisfaction (JS) 0.411 Moderate explanatory power 

Table 6 displays the effect size (f²) results through its presented data. The effect size results show which external factors impact innovative 

performance (IP) to what extent. The f² value shows how much each factor helps explain the changes in the main variable when added to the 

model. According to Cohen (1988) the f² values which range from 0.02 to 0.15 and 0.35 demonstrate different effect sizes which include small 

and medium and large effects. The results show that extrinsic motivation (EM) has an f² value of 0.161 which means it has a medium effect on 

innovative performance. Extrinsic motivation proves to be essential for enhancing teachers' innovative performance according to this research. 

The f² value for organizational culture (OC) shows a medium effect through its measurement of 0.267. The presence of a supportive 

organizational culture creates substantial benefits for enhancing innovative performance. The f² value of job satisfaction (JS) measures at 0.329 

which falls between medium and large effect. The research identified this factor as the most significant determinant of innovative performance 

in all tested factors. Teachers require job satisfaction because it serves as a vital force which drives their innovative work. 

Table 6. F² Effect Size 

Construct Innovative Performance (IP) Effect Size 

Extrinsic Motivation (EM) 0.161 Medium effect 

Job Satisfaction (JS) 0.329 Medium to large effect 

Organizational Culture (OC) 0.267 Medium effect 

 

The Q²predict method was used to see how well the model can predict new data. Hair et al. (2023) state that Q²predict values which exceed 

zero demonstrate model capabilities for predictive accuracy. Table 7 shows that innovative performance (IP) had a Q²predict value of 0.297 

which means it predicts well. Job satisfaction (JS) had a Q²predict value of 0.396 which also means good prediction. The model demonstrates 

strong capability to predict both innovative performance and job satisfaction according to these results.The values for IP (RMSE 0.843 MAE 

0.624) and JS (RMSE 0.781 MAE 0.589) show that prediction errors fall within acceptable limits. The system achieves maximum precision 

when its error values reach their lowest point. The findings confirm that the model predicts well. 

Table 7.  Predictive Relevance-Q2 

Constructs Q²predict RMSE MAE 

IP 0.297 0.843 0.624 

JS 0.396 0.781 0.589 
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Table 8 presents the outcomes from both the structural model assessment and the evaluation of the proposed hypotheses. The t-statistics and p-

values together with path coefficients (β) provide the necessary tools to determine whether the tested relationships between constructs reach a 

statistically significant level. Hair et al. (2023) state that a hypothesis gets validation through two conditions which require the t-value to exceed 

1.96 and the p-value to go below 0.05. The study demonstrates that extrinsic motivation has a positive impact on innovative performance, 

which results in a β of 0.158 and a t value of 2.186 and a p value of 0.029, thus confirming H1. Teachers who receive higher levels of extrinsic 

motivation will show better results in their innovative performance. Extrinsic motivation leads to better job performance for employees 

according to H2 which shows a positive relationship between both factors (β = 0.438, t = 6.887, p = 0.000). Extrinsic motivation plays a crucial 

role in increasing teachers' job satisfaction because of its fundamental value. The relationship between job satisfaction and innovative 

performance shows a positive link which results in (β = 0.217, t = 3.586, p = 0.000) that proves H3. The study shows that teachers who 

experience greater job satisfaction tend to engage in more innovative work activities. The research demonstrates that organizational culture 

drives innovative performance through its positive effect which results in (β = 0.312, t = 4.570, p = 0.000) that supports H4. The evidence 

proves that an organizational culture which provides support will enhance the innovative capabilities of teachers. Organizational culture shows 

a positive impact on job satisfaction according to the research results which found (β = 0.274, t = 3.947, p = 0.000) that supports H5. The 

findings indicate that a positive organizational culture leads to increased job satisfaction among employees. The study confirms all hypotheses 

because both extrinsic motivation and organizational culture show a major effect on job satisfaction and innovative performance. 

Table 8. Hypotheses Testing – Direct Effects  

Hypotheses Paths Beta (β) Standard Deviation T Statistics P Values Decision 

H1 EM -> IP  0.158  0.072  2.186  0.029  Supported  

H2 OC -> IP  0.312  0.068  4.570  0.000  Supported 

H3 EM -> JS  0.438  0.063  6.887  0.000  Supported 

H4 OC -> JS  0.274  0.069  3.947  0.000  Supported 

H5 JS -> IP  0.217  0.061  3.586  0.000  Supported 

Table 9 shows the mediation analysis results which demonstrate how extrinsic motivation and organizational culture affect innovative 

performance through their impact on job satisfaction. The researchers used bootstrapping with SmartPLS to evaluate the mediation effects. The 

testing requires a t-value exceeding 1.96 and a p-value below 0.05 to confirm pathway significance according to Hair et al. 2023 The research 

shows that extrinsic motivation creates an indirect path to innovative results through job satisfaction which supports H5. The research shows 

that job satisfaction functions as a partial mediator between extrinsic motivation and innovative performance. The research shows that 

organizational culture creates an indirect pathway to innovative performance through job satisfaction which supports H6. The study shows that 

job satisfaction functions as a partial mediator between organizational culture and innovative performance. The analysis shows that job 

satisfaction functions as the vital link which connects both extrinsic motivation and organizational culture to teachers' innovative performance. 

Table 9.  Mediating Analysis (Indirect Effects) 

Hypotheses Paths Beta (β) Standard 

deviation 

T 

Statistics 

P Values Decision 

H6 EM -> JS -> IP 0.095 0.030 3.119 0.002 Supported 

H7 OC -> JS -> IP 0.060 0.023 2.547 0.011 Supported 

 

7. Discussion 

 

The results of the study provide strong empirical evidence to support the proposed relationships highlighting the importance of the extrinsic 

motivation, organizational culture and job satisfaction in predicting innovative performance in teachers and have implications on environmental 

issues. The researchers observed that extrinsic motivation had a positive impact on the innovative performance (H1). The given result 

corroborates the previous studies indicating that external rewards, recognition, and performance-based benefits can provoke creative and 

innovative behaviour at the workplace (Amabile et al., 1996; Deci et al., 2017). The findings reveal the perception of greater levels of extrinsic 

motivation among teachers who tend to engage in new teaching practices and find innovative ways to address educational issues. Also, the 

research has discovered that extrinsic motivation has a significant positive relationship with job satisfaction (H3). This finding complies with 

the recent research suggesting that rewards and favorable work environments can positively impact the job satisfaction of teachers (Baroudi et 

al., 2022; Dorta-Afonso, 2025). The results indicate that a teacher should feel valued and supported and will have an increased level of job 

satisfaction that will result in an increased engagement and retention rate in a school. Another direct positive impact of organizational culture 

on innovative performance and job satisfaction was also identified by the study (H2 and H4). This observation concurs with the recent literature 

on the statement that knowledge sharing and experimentation and risk-taking are fostered by supportive and flexible organizational cultures 

(Schein, 2010; Demastus et al., 2025). The culture of collaboration, open communication, and professional development contributes to 

establishing the environment in which the teachers feel psychologically secure to innovate and share the new ideas. Noticeably, the 

organizational cultures that consider environmental sustainability can encourage teacher participation in environmentally conversant programs, green 

initiatives and environmental responsibility on the school level. It was concluded that job satisfaction is a significant predictor of innovative performance, which 
implies that satisfied teachers have a higher probability of demonstrating innovative performance (H5). This result is similar to the literature that has shown that 

job satisfaction promotes psychological well-being, intrinsic motivation, and readiness to engage in new ideas (Utami et al., 2026; Oven and Domajnko, 2021). 

Happy teachers are more dedicated and active and this positive attitude in work is reflected in innovative teaching activities such as coming up with new methods 
of environmental education and sustainability projects. Concerning mediation, the findings indicate that job satisfaction mediates the correlation between the 

two extrinsic motivation, and innovative performance (H6), as well as organizational culture and innovative performance (H7) moderately. This implies that 

extrinsic motivation and organizational culture have both direct and indirect effects on innovative performance, with some of their effect acting via job 

satisfaction of teachers. Recent research upholds this mediating position because, in the identified literature, the concept of job satisfaction is 

emphasized as a psychological process that links workplace environments to performance results (Bakker et al., 2014; Liu et al., 2022). Satisfied 

teachers do not only feel more motivated but also more engaged and resilient, a factor that increases their creative performance overall and the 

ability to deal with environmental problems like the promotion of resource conservation and the minimization of waste and incorporation of 

sustainability concepts in the teaching practices.Additionally, the outcome of the R2 shows that the structural model is strong enough to predict 

since the independent variables are not only great determiners of job satisfaction but also innovative performance. These results support the 

ability of the model to explain and predict the correlation between the study constructs. The f-square outcomes also support the fact that 

extrinsic motivation, organizational culture, and job satisfaction can have significant and strong influence on innovative performance, but the 

job satisfaction has the strongest influence among the structural model results. 
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8. Implications 

The research adds a contribution to the Social Exchange Theory (SET) (Blau, 1964) through the analysis of educational innovation and 

environmental sustainability. According to SET, when there is good exchange between individuals and their organizations, there are mutual 

behaviors. The proposed model introduced in the study links motivation, culture and satisfaction with innovation and sustainability. The 

findings indicate that job satisfaction is sensitive to external motivation and organizational culture which subsequently enhances the innovative 

performance of the teachers. These findings can be used to justify SET because they demonstrate that teachers are motivated through supportive 

practices and incentives to be innovative and environmentally conscious. The paper also demonstrates that job satisfaction plays a significant 

role in transforming organizational and environmental actions into innovation. In practice, the results indicate that academic people can develop 

training modules using rewards and sustainability consciousness, school administration ought to establish nurturing cultures and appraise the 

work of teachers, and policy makers could establish incentive-based systems to improve interest and environmentally friendly innovations. 

9. Limitations and Future Research 

This research has a number of limitations. To start with, the adoption of a cross-sectional design does not allow drawing conclusions on 

causation. Additional studies in the future can be done using longitudinal or experimental research methods to better explain cause and effect 

relationships. Secondly, the researchers only focused on school teachers in one region and thus the findings might not be generalized. Further 

studies must take into account teachers who belong to different regions and schools of various types. Thirdly, it uses self-reported information 

that has a possibility of bias. The evaluation by supervisors or peers as multi-source data could help to increase the accuracy of the results. 

Finally, sustainability of the environment was discussed not directly in the study. Future research can directly look into the eco-innovation and 

green teaching practices to attempt the effects of motivation and culture on the creation of environmentally sustainable innovation. 

 

Conclusion 

The research examined how external motivation and organizational culture shape teachers' ability to innovate, while job satisfaction functioned 

as a mediator and they studied environmental sustainability. The results demonstrated that the study established all direct and indirect 

connections between variables, which proved that external motivation together with organizational culture, increases job satisfaction, which 

then leads to better innovative performance. The research established that Social Exchange Theory (SET) received validation through the 

relationships between the investigated variables. The study established a new conceptual model that connects motivation and culture along 

with satisfaction to results in innovation and sustainability. The research study provides practical advice for academic professionals, educational 

administrators, and government decision makers, who need to understand that training programs and supportive work environments and reward 

systems create a foundation for organizations to develop innovative solutions while implementing environmentally friendly practices. The 

researchers should conduct future studies using longitudinal research methods, which include data from multiple sources, to examine eco-

innovation, which will help establish better generalizability and real-world applicability. 
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